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ArticleThis means a broader perspective focused on objectives and results. It implies personal 
commitment by each worker to the company’s goals.” This is even more emphasized by 
Hays and Kearney (2001: 3) when they state that: “HRM is purportedly being viewed as a 
strategic staff enterprise aligned with organizational values, mission and vision.” The need 
for such an approach in the South African public service was already being mooted in 
the early eighties because public service delivery is a strongly labor-intensive activity. In 
total the South African public service comprise more than one million people, of which 
the South African Police Service (SAPS) comprises roughly round about 140 000. This 
figure is likely to stay the same well into the foreseeable future. Because so many people 
are employed in the police service it is essential that police managers and HR specialists 
have to think many years ahead about the numbers and types of human resources they 
will need and also where such human resources will come from. Strategies, will therefore 
have to be developed within the parameters set by the budgetary process. Strategic, in this 
regard, will include adopting of wide-ranging techniques such as organizational redesign, 
process re-engineering and outsourcing (White Paper on Human Resource Management 
in the Public Service of 1997: 31). 

The contemporary acknowledgment of strategic HRM in the police service places 
major challenges on the shoulders of police employees in general. If the HR function is 
practised strategically, it is essential that the line function employees and HR specialists 
work closely together in an integrated manner within the policy guidelines set by the 
legislature and the administrative instructions to the political executives. Police managers 
have begun to experience more frequently the problems they face from day to day in 
terms of core service delivery objectives. Now more than ever, all police managers (line 
and specialists) will have to integrate the means and ends of HRM by developing policies, 
making plans and taking decisions with the institution’s vision, mission, objectives, values, 
stakeholders and internal and external constraints in mind. As already indicated one of 
the challenges currently for police managers is that they are becoming more involved in 
formulating, integrating and implementing strategies for the institution. The efforts to for-
mulate, integrate and implement sound HRM strategies are designed to achieve efficient 
police service delivery. Compared with the past, HRM are regarded nowadays in a new 
light in the police service. It is no longer viewed as a highly specialized and technical staff 
activity. There is a growing tendency to see human resources as a vitally important role 
player to the police service’s success and that the HR function must be involved in all 
aspects of the institution’s activities. Hence, it is essential that all police employees must 
perform at an optimal level so that the overall strategy, purpose and objectives of govern-
ment can be achieved. 

In the context of the above, the research aim for this article is to clarify the link 
between general strategic management of the SAPS and HRM. To this end, key concepts 
are explained and it depicts strategic HRM as a process that merges strategic management 
(planning) and HRM. The focus than falls on management decision making relating to the 
formulation of HR strategies. This is followed by a discussion of other long-term decisions 
relating to HRM. The main purpose of this article is analytical and descriptive rather than 
seeking comprehensive theoretical explanations of SPHRM.
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policies with regard to the functions and institutional arrangements of the police service 
and employment and other practices such as the promotion of broad representativeness, 
training, salaries, service conditions and labour relations (Public Service Review Report 
1999/2000: 7). There are also other important stakeholder groups such as political office 
bearers, the Public Service Commission, trade unions, employment agencies, professional 
bodies, the Treasury, media and society (Cheminais, Bayat, van der Waldt & Fox 1998: 
37-40). In addition, it also requires the full involvement of the HR executive in the process 
so that when a new police programme initiative is under consideration an analysis can be 
offered of projected human resource needs (Tompkins 2002; 100). 

An important aspect that impacts on the corporate plan is the values underlying 
PHRM at a particular point in time. Nowhere in the field of public administration is the 
contest between the competing values played out more clearly than in the arena of HRM 
(Denhardt 1995: 197). Public HR systems continuously undergo transformation as a result 
of conflicting value orientations in the broader society. These value orientations are then 
altered into political priorities in the form of legislation, executive orders or judicial deci-
sions (Tompkins 1995: 53). Managerial concern for applying these values, may du ring 
particular periods, differ from time to time depending on the policies of the political 
party in power. Some values may be more influential than other. (White Paper on Human 
Resource Management in the Public Service 1997: 12).

Take a closer look at the vision, mission and values of HRM in the South African public 
service which is also applicable to the SAPS: 

Vision. Human resource management in the public service will result in a diverse, 
competent and well-managed workforce, capable of and committed to delivering high 
quality services to the people of South Africa. 
Mission. Human resource management in the public service should become a model 
of excellence, in which service to society stems from individual commitment instead 
of compulsion. The management of people should be regarded as a significant task for 
those who have been charged with that responsibility and should be conducted in a 
professional manner. 
Values. The following values which are derived from the 1996 Constitution, will under-
pin human resource management in the public service: fairness, equity, accessibility, 
transparency, accountability, participation and professionalism 

Scanning environmental conditions
It should be clear from the foregoing discussion that PHRM takes place in a political envi-
ronment. In practice, this means that HR decisions are affected by the interplay of politics 
and the issues surrounding the political arena. These political considerations become even 
more evident in the application of the different HRM rules and regulations (Tompkins 
1995: 22). HR strategies do not exist in isolation and are essentially formulated to be 
used offensively or defensively to mediate between the preferences and frames of refer-
ence of police management and the perceived environmental threats, opportunities and 
constraints. Environmental influences need not, however, be accepted passively. Really, 
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proactive police managers and HR specialists will attempt to influence or shape their 
environments - even though such an approach will not necessarily make them immune 
to forces in the external environment. It should be noted, however, that the external envi-
ronment does not only refer to factors or forces external to the Service but also to those 
internal to the institution but external to the institution’s HR system. This means that when 
environmental scanning is done from the perspective of HR strategy formulation, not only 
are the relevant factors in the political, economic, social and technological (PEST) environ-
ments explored but also those related to institutionally internal variables. This requires, first 
of all, the alignment of the institution’s general business strategies with the HR strategies. 
At this stage the question may be: which particular factors need to be analyzed? To draw 
up a complete list in this regard is neither possible nor feasible. Each public service institu-
tion is different and each institution’s environmental make-up differs. 

However, there is one key characteristic of the police service environment impacting 
on the HR function currently. This includes a changing worker corps. A demographic sur-
vey indicates that representivity figures already reached a stage where one can argue that 
racial and gender composition of the public service is approaching a situation where the 
make-up of the public service mirrors the make-up of the South African population. For 
example, in 1998 white males were 91 701, whilst in 2002 they were 70 991. This clearly 
shows that the presence of white males is decreasing in numbers in the public service. 
It is also evident that women are becoming increasingly the dominant group of workers. 
In 1998 there were 543 617 women working in the public service, whilst only 496 889 
men occupied posts in the public service. This has serious implications for HRM in the 
SAPS from a strategic perspective. Dual career couples and single parents are some of the 
issues to address in this regard. This social trend calls for family involvement on the part of 
the government. An integral step in the development of strategic HR interventions, in this 
regard, is the putting into operation of flexitime systems, nursery schools and maternity 
leave arrangements (paternity leave benefits for the male worker too) (van der Westhuizen 
2000: 60-61). 

The immediate question that arises is where to start with the scanning process. 
Basically, the environment can be scanned in terms of four major dimensions: (Gòmez-
Mejia, Balkin & Cardy 1998: 31). 

degree of uncertainty (how much information is available to make relevant and appro-
priate decisions); 
volatility (how often the different environmental factors change); 
magnitude of change (how drastic the changes are);
complexity (how many different factors in the environment affect the institution) There 
seems little question that today’s police managers need to examine in advance (even 
before formulating human resource strategies) how low or high it is on each of these 
environmental dimensions.

Police service institutions that score high on all four these dimensions are more likely to 
benefit from HR strategies that promote flexibility, diversity, innovation, adaptability, decen-
tralization, integration, competition and responsiveness. Institutions facing  environmental 
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factors that are low on uncertainty, volatility, magnitude of change and complexity will 
benefit from HR strategies that allow for rationality, centralization and orderliness with a 
relatively predictable and stable environment. Normally, police service institutions tend to 
fall at the low end of the scale on all four of these dimensions. Therefore, police service 
type HR strategies may tend to be more mechanistic in nature with an emphasis on activi-
ties such as performance appraisal as a developmental tool, individual-based pay and a 
continuing concern for the terminated employee (Gòmez et al 1998: 32).

Establishing specific objectives
As emphasized above, strategic PHRM must be based on the corporate plan of the 
institution. After the corporate plan has been consulted and the environment has been 
scanned, specific objectives can be established that will support the corporate plan 
(Fisher, Schoenfeldt & Shaw 1990: 694). Formulating the institution’s objectives with 
regard to its HR systems, thus, requires an explicit statement outlining the means by which 
management intends managing the relationship between the institution and its employees 
as important stakeholders. In the process of shaping this part of the institution’s corporate 
plan, the crucial linkup and integration between HRM and general management of opera-
tional police affairs are thus to be facilitated (Byars & Rue 1997: 118).

Basically, one can use two approaches in establishing HR objectives strategically. 
One option of objective-setting begins at the top of the institution where senior police 
managers formulate a statement of vision and mission that defines the institution’s current 
and future service delivery levels on the long term (Byars & Rue 1997: 118-119). This is 
referred to as the top-down approach. Sometimes these types of objectives are vague and 
contradictory and could end in political compromise or very generally stated objectives 
(Dresang 2002: 127). Long-range objectives are formulated based on the institution’s 
corporate plan. For example, it is stated in Section 195 (1)(i) of the 1996 Constitution that 
public administration (including, police administration) must be broadly representative of 
the South African people. This is a general objective and it is not always easy to translate 
it into specific and exact HR objectives. Another approach to objective-setting might be 
referred to as bottom-up. Here the objectives should be stated in terms of expected results 
and be short term related based on the content of long term objectives. This approach 
to objective-setting in SPHRM emphasizes that short term objectives should have a time 
schedule, expressed quantitatively, and involves all levels of management in the pro cess. It 
has been referred to as the “cascade” approach. If properly used, the bottom-up approach 
involves both line function police managers and HR specialists in the overall strategic 
PHRM process. Especially during the early stages of the strategic PHRM process, HR 
specialists can play a vital role in influencing objective-setting by providing correct and 
timeous information about the institution’s human resources. To explain short term objec-
tive-setting in a less dry and abstract manner, consider an example of representativeness 
and affirmative action. In the White Paper on the Transformation of the Public Service 
of 1995 objectives are proposed with specific time frames and that are measurable. It is 
proposed that within four years all public service institutions must endeavour to be at least 
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50% black at management level. During the same period at least 30% of new recruits to 
the middle and senior management echelons should be women.

Deciding on an integrated HR strategy
The implementation of HR strategies involves strategic choices (decisions) amongst spe-
cific HR practices. These strategic HR choices (decisions) are the different options it has 
available in designing its HR systems. Choices (decisions) are strategic because it affects 
the institution’s performance levels (in terms of service delivery) and that can be favour-
ably or unfavourably in the long run. There are of course many different programmes that 
can be used separately or together to implement a specific choice that has been opted for. 
Consideration of a HR programme in the SAPS, such as pay for performance, can lead to 
several alternatives or to the specific choice (decision) of a particular direction in which 
the Service should move. Pay for performance, for example, may incorporate strategic HR 
choices (decisions) or alternatives such as cash awards, lump-sum annual bonuses, raises 
based on performance appraisals and on employee-of-the-month award (Gòmez-Mejia 
et al 1998: 22).

Strategy options 

The success of strategic PHRM is dependent on how well it fits in with all the other 
factors involved. Throughout all the attempts one should always strive towards that one 
powerful prediction for HR strategies and that is that particular fit that will lead to better 
performance (service delivery) by the Service as a whole. Basically, the concept “fit” refers 
to compatibility between HR strategies and other key managerial and operational factors 
of the institution. There are obviously many of these factors facing the Service, and cor-
respondingly, many fit options to consider in determining which HR strategies will have 
a positive impact on the performance levels of the institution. The following institutional 
law is relevant in this regard, namely that the relative contribution of an HR strategy to the 
performance levels of the Service increases: (Gòmez-Mejia et al 1998: 26-27).

the greater the fit between HR strategies and the institution’s overall corporate 
strategy; 
the greater the extent to which the HR strategy is in line with the environment in which 
the institution deliver its services; 
the more the HR strategy is correlated to the unique institutional features (features such 
as history, culture, leadership style, technology, senior management’s philosophy and 
productivity concerns); and
the more HR strategies enable the institution to benefit from its distinctive 
competencies]

In the light of the above it is useful to conceptualize the different strategic options in the 
field of PHRM. It has to be decided what approach will be followed in managing the 
individual and collective dimensions within the Service. Obviously, the size of the Service 
and complexity of service delivery options that are involved will play an important role in 
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 sorting out the individual and collective dimensions of strategy selection. Generally, strat-
egy options could take one of two generic forms. These options are summarized below.

• Corporate strategy
The corporate strategy refers to the mix of activities, tasks, processes, practices and serv-
ices the Service decides to hold and the flow of resources (financial, physical, information 
and human resources) among those activities. This predominant overall corporate strategy 
is also referred to as a grand strategy. Actually, the corporate strategy is a major plan of 
action for achieving the objectives of the institution as a whole rather than of a single 
public service institution such as the SAPS. A decision has to be made at administrative 
level (normally in the Department of Public Service and Administration) regarding the type 
of corporate strategy to get involved in. The new Public Service Management Framework 
(which is an administrative policy-guideline compiled by the Department of Public Service 
and Administration) is an example of a corporate strategy followed currently in the public 
service as a whole. The new framework is about changing the way the Service operates 
in order to provide better police services to the citizens. It is a radical change from the 
past (pre-1994) - the focus is now on the delivery of efficient and effective police services 
as opposed to the past where the focus was on the preoccupation with rules and regula-
tions that the Service is so well-known for. It is an integrated approach to PHRM to ensure 
that services are shaped to the needs of the citizens. In terms of the new Public Service 
Management Framework it is expected of the Service to: (Baseline Implementation Guide 
1999: 15-36). 

establish and sustain a service delivery improvement program and publish an annual 
statement of commitment;
develop policies or guidelines on internal work organization;
develop employment equity plans;
develop manuals about how to implement and manage delegations.

It is possible to observe opportunities that might arise in seeking to link the above corpo-
rate strategy of the public service to strategic PHRM options. Particularly, the establish-
ment of a service delivery improvement programme may raise a strategic HR issue of 
training and development, especially for front line police service personnel. This corporate 
strategy of service delivery improvement has brought renewed attention to a culture and 
ethos of service delivery (White Paper on the Transformation of the Public Service 1995: 
17). Obviously, front line police service personnel are not properly trained in the principle 
of quality service delivery where the citizen comes first and this HR option needs to be 
redressed. 

There are two major types of corporate strategies which are matching HR strategies, 
namely stability and evolutionary.

Stability strategy. This involves a strategy where citizens are served on the same service 
delivery level, focuses on the same objectives and are only seeking gradual improve-
ment in performance levels. By following this strategy the Service sees the environment 
as not having such a huge influence on the daily activities and offering rather limited 
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 opportunities for expansion. Although, strategies based on stability will in practice be 
unlikely, especially in light of the continuous changing environmental challenges the 
Service is faced with, such possibilities still cannot be completely excluded. There are sev-
eral HR options available when opting for a strategy of stability. For the Service pursuing 
this strategy, the most prominent HR issues relate to utilizing and developing employees. 
In this case, police managers know that there is little opportunity of upward mobility 
and there are no substantial opportunities for advancement. HR strategy options most 
appropriate under these stable environmental conditions are: emphasizing of efficiency, 
detailed work planning, long term career development, centralization, a paternalistic atti-
tude (reflected, for example, in a preferential approach towards laid-off employees when 
economic conditions improve, retention of talented workers), focus on the motivation of 
employees, employment security, and formal HR planning (Gòmez-Mejia 1998: 27). 

Evolutionary strategy. The evolutionary strategy involves change management to its 
fullest capacity. To fully understand what is meant by change management one has to 
consider the broader role of the state in society and the impact it has on public service 
delivery. In more recent years, many countries, including South Africa, have embarked 
on a thorough re-evaluation of the role of the state and the public service. This could be 
attributed to a number of factors operating in the broader public sector environment. For 
example, the growing impact of international public administration, the increasing trend to 
political democratization, increasing international spread of communication and informa-
tion technology. During this process a number of relevant themes have begun to emerge 
which have particular relevance for PHRM evolutionary strategy options in the Service. 
These can be summarized as follows: White Paper on the Transformation of the Public 
Service 1995: 23-24).

a move away from centralized and corporate planning;
 trimming state expenditure and the size of the public service;
sub-contracting of public services to private sector and non-governmental agencies;
ensuring greater accountability and devolution of managerial authority and resource 
control; 
increasing emphasis on quality, efficiency and cost-effectiveness;
developing a more effective citizen/customer orientation and a stronger service ethos; 
increasing emphasis on HR development and participative management; and 
greater reliance on information technology and computerized management information 
systems 

Allmost every theme highlighted above has serious HR implications for the SAPS. Since 
1995 the Government has developed many sophisticated devices to transform and change 
the operations of public service institutions. In moving towards the principles of change 
management (in other words transformation) the Government has identified the following 
strategic evolutionary priority areas for transformation: (White Paper on the Transformation 
of the Public Service 1995: 25).

rationalizing and restructuring to ensure a unified, integrated and leaner public 
service; 
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institution building and management to promote greater accountability and organiza-
tional and managerial effectiveness;

•  representativeness and affirmative action; 
•  transforming service delivery to meet basic needs and redress past imbalances; 
•  democratization of the state; 
•  HR development; 
•  employment conditions and labour relations; and 
•  promotion of a professional service ethos 

HR options to best fit the above evolutionary corporate strategies include strategies such 
as flexibility, diversity, decentralization and entrepreneurship (White Paper on Human 
Resource Management in the Public Service 1997: 22-23). The implication of adopting 
these options, when applied to the management of human resources in the Service, is sig-
nificant. It will mean that the Service will have to introduce early retirement opportunities, 
carry out a comprehensive audit of skills and competencies, appoint persons from outside 
the institution, redeploy, develop new organizational cultures, total quality management, 
training programmes to promote affirmative action, redirect human resources from admin-
istrative tasks to service provision and the introduction of a code of conduct (White Paper 
on the Transformation of the Public Service 1995: 43-72).

• Business strategy
Whereas corporate strategies apply to the entire public service, business strategies refer 
to the formulation and implementation of strategies for separate institutional components 
(for example, a national public service institution such as the South African Police Service) 
even if it is part of the larger public sector. This implies that public service institutions 
must develop its own HR and work organization policies, procedures, practices, manuals, 
guides, employment equity plans, delegations and authorizations according to its service 
delivery objectives. This is very different from the past where all these business strategies 
was determined centrally (Baseline Implementation Guide 1999: 5). A business strategy 
can be regarded as an attempt to establish harmony between the broader public service’s 
corporate strategy and a separate public service institution’s business strategy such as the 
SAPS. In addition, all efforts need to be in congruence with the external and internal fac-
tors in the environment. Two broad strategy options to the business strategy have been 
defined: the prospector and defender options.

Prospector strategy. Generally, the prospector strategy is associated with flexible, 
decentralized organizational structures and unstable environments that change rapidly 
to facilitate innovation and creativity among staff (Gòmez-Mejia 1998: 30). The public 
service’s present corporate strategy of decentralized management, where the aim is to 
minimize waste and maximize value, allows for flexible and creative prospector strate-
gies. In this case, service standards are high on the priority list. HR strategies that match 
the orientation of a prospector strategy involve a wide range of options. Police service 
institutions pursuing a prospector strategy, for example, tend to opt for external recruit-
ment. Normally, prospectors try to recruit experienced well-skilled employees from the 
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outside. Another popular HR strategy option for prospectors is to use results-oriented 
performance appraisal methods. Thus, prospectors appraise on the basis of final results 
- the need for divergent, creative and unprogrammed behavior to cope with changing 
environmental factors.

Defender strategy. Unlike prospectors, whose success primarily come from efficiently 
serving a changing environment, the defender’s key objective is to focus on improving 
the efficiency and effectiveness of existing work activities. Defenders prefer to maintain a 
secure position in a stable environment instead of expanding into new territory (Gòmez-
Mejia et al 1998: 29). In addition, defenders follow highly formal management patterns, 
make use of organizational structures that are heavily centralized and they seldom make 
major adjustments in their operations and technologies. The police service under the 
previous political dispensation (before 1994), where police service delivery was to a 
great extent heavily centralized, provides an example of a defender strategy. The police 
service, inherited by the current Government, in many ways promoted the social, eco-
nomic and political system of apartheid. Many HR problems arised from the apartheid 
system because of the defender principles applied. Consider the following examples. 
Because employees were hired according to rigid apartheid rules and regulations, certain 
race groups (mainly blacks) were excluded in the staffing processes. This led to a lack of 
representativeness of all the people of South Africa in terms of race, gender and disability 
in the SAPS. 

Another aspect that needs special attention, which is an indication that a strong 
defender strategy was followed under the previous system, was the application of cen-
tralized control measures and top-down management principles (White Paper on the 
Transformation of the Public Service 1995: 17-18). Even more importantly the police 
service system was strongly oriented towards control of the majority of people’s social 
lifes. This resulted in a system where the Service was highly authoritarian, centralized and 
rule-bound in its service delivery activities. HR defender strategy options that best cor-
relate defenders’ needs are well-known for not taking risks. They tend to implement their 
defender strategy by appointing at the entry level and then developing their own high-level 
employees. Defenders focus on promoting their own employees. Therefore, they often get 
involved in extensive in-house training and development (Fisher et.al 1990: 711).

Drafting and implementing of PHRM business plans
There are many ways in which PHRM business plans can be constructed and implemented. 
One way to elaborate on business plans, as documents detailing the more medium-term 
plans and objectives of the institution, is to argue that such business plans cover five-year 
periods and are redrafted annually within the context of corporate planning. Normally, 
these plans are carried out in order to ensure the necessary fit between internal and exter-
nal environments on a continuous basis (Swanepoel et al. 2003: 187). Taking into account 
the environmental scanning information and the strategy that has been decided upon, 
medium-term moves or plans are formulated to facilitate vision and mission accomplish-
ment. PHRM business plans will thus focus in more detail on various functional areas and 



253

on what ought to be done in these areas to facilitate goal achievement. An aspect of the 
drafting process that needs special attention, is that these business plans need to form the 
basis for short-term, annual action plans. Even more important, those who compile these 
business plans need to be attentive to what properly reflects the basis of such action plans. 
Having these detailed data available for the action plans would be helpful in compiling the 
annual police budgets in order to allow for appropriate resource allocation. At the most 
fundamental level, police resources (such as money, people, time, information) should be 
allocated so that action plans can be carried out. This, in turn facilitates execution of the 
PHRM business plan, which finally, leading to strategy implementation and vision and 
mission accomplishment of the Service in general.

In any application of drafting and implementing PHRM business plans the concept of 
fit is of crucial importance. There is no question, that not only must the HR business plan 
fit the HRM strategy, but it must also fit the internal and external environmental factors - 
most notably the Service’s general corporate strategy. In addition, one must ensure that the 
HRM corporate strategy fits with the business strategy and is facilitated by the execution of 
the HRM business plan (Swanepoel et al. 2003: 188). It is also of fundamental importance 
that the various elements of the HR business plan must now clarify how the necessary fit 
will be achieved. To effectively draft and implement HRM business plans in the SAPS, it 
must reflect the key areas or strategic priorities that require attention in order to facilitate 
corporate police strategy implementation. Many issues may come up. Exactly what is 
necessary to redesign the work? What is required to rewrite job descriptions? What criteria 
would be used to recruit new employees with different characteristics? What steps need 
to be followed to design a new performance management system and/or to redesign the 
institution’s remuneration system? At this level the emphasis shifts to different functional 
aspects of HRM. Broadly speaking, this implies the selection of the required strategic 
change interventions in each area and assigning responsibilities and allocating time limits 
in respect of each functional intervention.

Monitoring, evaluating and reporting
The final step in the strategic PHRM process is the monitoring, evaluating and reporting 
of results. An aspect of monitoring and evaluating that needs special attention is that it 
requires standards against that what has happened so that it can be measured. The mes-
sage to convey here is that without these set standards, it is all most impossible to deter-
mine success or failure. Normally, monitoring and evaluating begins with a comparison 
of the SAPS’s vision, mission and objectives that have been originally established and the 
final accomplishment (Dresang 2002: 141). A monitoring and evaluating effort that ends 
with matching objectives and looking at accomplishments is incomplete. It is important 
that monitoring and evaluating be incorporated with reporting. The Government realized 
the importance of this aspect. The particular format used to do reporting on HR issues in 
the public service is addressed in Public Service Regulations 2001 Part III. J. The HR report 
shall be compiled annually and submitted to Parliament and shall include such information 
on planning, service delivery, organization matters, job evaluation, remuneration,  benefits, 
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This framework complements academic interest in the linkage between general strategic 
police management and HRM with the notion of environmental factors influencing the 
shaping of HR activities. In addition, this framework can be used in different institutional 
settings in the public sector. Although the concept of strategic PHRM calls for steep, 
problematic and rationalistic decision-making, it holds considerable advantages for the 
Service in enhancing performance. The main conclusion is that strategic PHRM presents 
specific responsibilities for police managers and HR specialists in assuring that integration 
takes place between the Service’s strategic and operational roles and it’s HR activities. 
Further, the study of strategic PHRM holds exciting challenges for future research in the 
HRM field.

NOTES
 This article is based on a chapter written by the author in a book under the title South African Human Resource 

Management for the Public Sector (by Barney Erasmus, Ben Swanepoel, Heinz Schenk, Ernst J. van der Westhuizen & 
Jacobus S. Wessels) which is an adaptation for the public sector of the well known book South African Human Resource 
Management - Theory and Practice by Ben Swanepoel and others. 
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