
1 
 

 



2 
 

Table of Contents 
Executive Summary ............................................................................................................ 3 

1. Introduction .................................................................................................................... 4 

1.1 Background .............................................................................................................. 4 

1.2 Research Objectives ................................................................................................ 4 

1.3 Methodology ............................................................................................................ 5 

1.4 Report Structure ....................................................................................................... 5 

2: Policy Review ................................................................................................................ 5 

2.1. Department of Health  ................................................................................................. 5 

2.2. Department of Correctional Services  ......................................................................... 6 

2.3. South African Police Services  .................................................................................... 6 

2.4. Transport/Community Safety/Mobility  ........................................................................ 7 

2.5. Deparartment of Public Works  ................................................................................... 8 

2.6. South African Defence Force   .................................................................................... 8 

2.7. Comperative Analysis   ............................................................................................... 9 

3. Research Findings   ....................................................................................................... 9 

3.1 Department of Correctional Services ........................................................................ 9 

3.2 Department of Health & Department of Social Development .................................. 12 

3.3 Department  of Public Works .................................................................................. 15 

3.4 South African Police Services ................................................................................ 16 

3.5 Transport/Community Safety/Mobility ..................................................................... 18 

3.6 South African Military ............................................................................................. 20 

4. Conclussion ................................................................................................................. 21 

4.1 Synthesis of Cross-Departmental Patterns ............................................................. 21 

4.2 Best Practices Identified ......................................................................................... 22 

4.3 The Case for Standardisation ................................................................................. 22 

5. Recommendations 

5.1 Prevention of Favouritism and Irregularities ........................................................... 23 

5.2 Dual Protection Function ........................................................................................ 24 

6. Final Conclussion ........................................................................................................ 25 

 

 

 

 



3 
 

COMPREHENSIVE REPORT ON UNIFORM PROVISION ACROSS GOVERNMENT 

DEPARTMENTS 

EXECUTIVE SUMMARY 

This report examines uniform provision systems across multiple South African 

government departments, analysing both policy frameworks and implementation 

realities. The research reveals some key pattern, while the departments have 

established sound policy frameworks for uniform provision, implementation failures 

create significant operational, financial, and professional challenges for employees. 

Key findings include: 

Policy Review: Departments employ three primary models: (1) physical uniform 

provision through supply chain management (Correctional Services, 

Transport/Mobility/Community Safety, Public Works, Military), (2) allowance-based 

systems with dedicated accounts (SAPS), and (3) direct cash allowances (Health and 

Social Development nurses). 

Implementation Failures: Across all departments, severe gaps exist between policy 

intentions and actual outcomes. Common problems include inadequate financial 

allocations on allowances, chronic delivery delays, quality deterioration, sizing errors, 

inequitable distribution, and absent accountability mechanisms. 

Financial Impact: Employees frequently supplement inadequate provisions with 

personal funds, effectively subsidising their employers' obligations. This burden falls 

disproportionately on those least able to afford it. 

Security and Professional Implications: Uniform provision failures compromise 

professional appearance, public confidence, and in some cases security, as 

unauthorised vendors sell government uniforms to anyone. 

Consensus on Solutions: Despite different departmental contexts, respondents 

consistently advocate for centralised physical uniform provision with robust quality 

control, adequate financial investment, accountability mechanisms, and equitable 

distribution systems. 
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The report concludes with comprehensive recommendations for standardising uniform 

provision across departments, drawing on best practices identified in the research 

while addressing systemic weaknesses common to all systems. 
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Section 1. INTRODUCTION 

1.1 Background and Context 

Uniforms serve essential functions in government service delivery. They establish 

professional identity, ensure public recognition of authorised personnel, provide 

appropriate protection for work environments, promote institutional cohesion, and 

project governmental authority and legitimacy. When uniform provision systems 

function effectively, these benefits materialise naturally. When systems fail, the 

consequences extend beyond mere inconvenience to affect employee morale, public 

perception, operational effectiveness, and financial wellbeing of workers. 

This report examines uniform provision across seven distinct contexts within the South 

African public service: the Department of Health (nurses), Department of Social 

Development (nurses), Department of Correctional Services, South African Police 

Service, Provincial Traffic Officers (across Departments of Transport/Community 

Safety/Mobility), Department of Public Works (PPE provision), and the South African 

Military. Each represents a different approach to uniform provision, offering 

opportunities to identify best practices and common challenges. 

1.2 Research Objectives 

The research pursued three primary objectives: 

1. To document the policy frameworks governing uniform provision in different 

government departments 

2. To identify implementation challenges and gaps between policy intentions and 

practical outcomes 

3. To develop evidence-based recommendations for standardising and improving 

uniform provision across departments 
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1.3 Methodology 

The research used a mixed-methods approach combining policy document analysis 

and primary qualitative research through interviews with employees and trade union 

representatives from affected departments. This dual approach enables assessment 

of both formal policy structures and lived implementation experiences. 

1.4 Report Structure 

This report proceeds in three main sections. Section 2 provides a comprehensive 

policy review, analysing the formal frameworks governing uniform provision in each 

department. Section 3 presents detailed findings from primary research, documenting 

implementation realities and challenges. Section 4 synthesises insights into actionable 

recommendations for standardisation and improvement across the public service. 

Section 2. POLICY REVIEW: UNIFORM PROVISION FRAMEWORKS ACROSS 

DEPARTMENTS 

2.1 Department of Health and Department of Social Development (Nurses) 

Policy Framework 

Nurse uniform provision in both Health and Social Development departments operates 

under the Public Health and Social Development Sectoral Bargaining Council 

(PHSDSBC) resolutions. Currently, implementation follows PHSDSBC Resolution 1 of 

2005, which established an allowance-based system. Under this framework, nurses 

receive annual cash allowances intended for personal uniform procurement. 

However, PHSDSBC Resolution 1 of 2022 represents a significant policy shift. This 

resolution explicitly aims to address three key objectives, improving affordability for 

nurses, establishing standardisation across healthcare facilities, and ensuring 

uniformity in professional appearance. Critically, Resolution 1 of 2022 calls for 

transitioning from cash allowances to physical uniform provision. The National Nurses 

Uniform Policy further supports this framework to give effect to PHSDSBC resolution 

1 of 2022. 

Current Implementation Status 

Despite formal adoption in 2022, Resolution 1 of 2022 remains entirely 

unimplemented. Nurses continue receiving cash allowances under the 2005 
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resolution, with allowances paid as an annual lump sum deposited into personal bank 

accounts. 

Policy Assessment 

The policy evolution demonstrates recognition of allowance system inadequacies. The 

2022 resolution represents evidence-based policy development responding to 

documented challenges. However, the three-year gap between policy adoption and 

implementation reveals serious institutional capacity or political will deficits. The 

existence of approved but unimplemented policy creates particularly frustrating 

circumstances for affected employees who see solutions formally adopted yet 

experience no practical change. 

2.2 Department of Correctional Services 

Policy Framework 

Correctional Services employs a physical uniform provision model operating on an 

annual cycle. The policy establishes a structured process beginning with employees 

completing requisition forms specifying required items, proceeding through supply 

chain management processing, and concluding in distribution at employment 

premises. 

The production model combines internal and external sourcing. Most uniform items 

are produced internally at the Witbank facility by offenders, representing both cost 

savings and skills development objectives. Specialised items, particularly footwear, 

are procured externally through standard supply chain processes. 

Policy Assessment 

The Correctional Services model represents sound policy design. Physical provision 

eliminates financial barriers for employees, internal production creates cost 

efficiencies, the annual cycle provides predictability, and facility-based distribution 

ensures accessibility. Significantly, research respondents characterised this as "the 

best available model." The policy framework itself requires no fundamental redesign; 

challenges lie entirely in implementation quality. 

2.3 South African Police Service (SAPS) 

Policy Framework 
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SAPS employs a unique hybrid model combining allowance-based funding with 

centralised physical provision. Officers receive annual uniform allowances, but unlike 

simple cash allowances, these funds are credited to dedicated uniform accounts rather 

than personal bank accounts. Officers access uniforms through provincial SAPS 

uniform shops operated exclusively for SAPS personnel. 

The system operates through centralised supply chains. External suppliers deliver to 

main SAPS warehouses, which distribute inventory to provincial uniform shops. 

Officers present service certificates at shops, enabling personnel to verify account 

balances before processing transactions. 

Policy Assessment 

The SAPS model demonstrates sophisticated policy thinking. The dedicated account 

system ensures uniform-specific fund usage while maintaining individual choice in item 

selection and timing. Centralised shops enable quality control, standardisation, and 

proper inventory management. The service certificate requirement provides security 

against unauthorised access. This model effectively balances individual autonomy 

with institutional control, representing a middle path between pure allowances and 

pure physical distribution. 

2.4 Transport/Community Safety/Mobility Departments  

Policy Framework 

Traffic officer uniform provision follows physical distribution through supply chain 

management on an annual cycle. The process involves officers submitting orders with 

size specifications to stations, suppliers delivering to stations, and station-level sorting 

and distribution to individual officers. 

Policy Assessment 

The policy framework appears straightforward and appropriate for a uniformed service 

requiring standardisation. The annual cycle provides structure, station-based 

distribution leverages existing administrative infrastructure, and documented size 

requirements should enable accurate fulfilment. However, the policy appears to lack 

specific provisions for quality standards, delivery timelines, sizing error correction 
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procedures, seasonal uniform requirements, and supplier accountability mechanisms. 

These omissions create implementation vulnerabilities. 

2.5 Department of Public Works (Personal Protective Equipment) 

Policy Framework 

Public Works’ PPE provision operates through annual distribution via standard supply 

chain management processes. The policy framework recognizes PPE as essential for 

employee safety in accordance with Occupational Health and Safety Act (OHSA) 

directives. All employees whose duties require protective clothing are entitled to 

receive PPE. 

Policy Assessment 

The policy establishes appropriate annual provision and correctly frames PPE as a 

safety imperative rather than mere uniform. 

2.6 South African Military (South African National Defence Force) 

Policy Framework 

The Military employs physical uniform provision through supply chain management 

with sophisticated distribution infrastructure. External suppliers deliver to warehouses, 

which supply military uniform stores located at each military base or shared among 

proximate bases to ensure accessibility. 

The system differentiates between uniform types, non-combat uniforms are provided 

on a predetermined annual allocation, while combat uniforms operate on an exchange 

basis where worn items must be returned for replacement. 

Policy Assessment 

The Military model represents highly developed uniform provision policy. Base-level 

uniform stores ensure accessibility, the force number system provides secure 

identification, differentiated provision for uniform types demonstrates understanding of 

functional requirements, and the exchange system for combat uniforms ensures 

functionality while preventing accumulation. This model balances accessibility, 

security, cost efficiency, and operational needs. 
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2.7 Comparative Policy Analysis 

Common Elements 

All departments recognise uniform provision as an employer obligation, establish 

some form of annual cycle or regular provision, and utilise either supply chain 

management or dedicated uniform provision. 

Key Distinctions 

The fundamental policy divergence concerns cash allowances versus physical 

provision. Health and Social Development employ pure cash allowances (under 

current implementation), SAPS uses allowances with dedicated accounts and 

institutional shops, while Correctional Services, Traffic, Public Works, and Military 

provide physical uniforms directly. 

Secondary distinctions involve centralisation levels (national, provincial), production 

sources (internal, external, mixed), distribution mechanisms (direct facility delivery, 

dedicated shops). 

Policy Quality Assessment 

Most departments have established fundamentally sound policy frameworks. The 

SAPS and Military models demonstrate particular sophistication in balancing 

competing considerations. The key policy deficiency lies not in framework design but 

in implementation specifications and accountability mechanisms. Policies often lack 

detailed provisions for quality standards, delivery timelines, sizing procedures, error 

correction, seasonal requirements, and consequences for non-compliance. 

Section 3. RESEARCH FINDINGS: IMPLEMENTATION REALITIES 

3.1 Department of Correctional Services 

3.1.1 The Implementation Inconsistency 

Research findings reveal some inconsistency: Correctional Services has what 

respondents characterise as "the best available model" for uniform provision, yet 

implementation failures are comprehensive and longstanding. This disconnect 

between sound policy and failed execution provides critical insights into the nature of 

uniform provision challenges. 
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3.1.2 Chronic Distribution Failures 

The most fundamental finding concerns complete breakdown of the annual provision 

cycle. Officers report not receiving uniforms according to policy timelines, with many 

experiencing gaps of multiple years between distributions. One respondent indicated 

this has persisted "for over ten years," suggesting deep structural rather than 

temporary problems. 

When distributions do occur, they are characterised by severe irregularities of 

incomplete orders where officers receive some but not all requested items, arbitrary 

distribution where some officers receive uniforms while colleagues receive nothing 

despite working in the same facility and submitting requests through identical 

processes, and unpredictable timing with no reliable schedule. 

3.1.3 Quality Deterioration 

Respondents emphasise clear and substantial decline in uniform quality affecting all 

items regardless of production source. Internally produced items from Witbank and 

externally procured items both exhibit poor quality. This comprehensive quality failure 

suggests systemic rather than source-specific problems, potentially including 

inadequate specifications, insufficient quality control, supplier selection based 

primarily on cost, or deterioration in internal production standards. 

Quality problems have direct operational impacts as uniforms wear out quickly, 

become damaged or torn easily, fail to provide adequate comfort, and create 

unprofessional appearance. These issues composite distribution delays, as officers 

must wear deteriorating uniforms for extended periods without replacement. 

3.1.4 The Sizing Crisis 

Persistent sizing problems create additional burdens. Officers frequently receive 

incorrect sizes, necessitating tailoring at personal expense and inconvenience. 

3.1.5 Institutional Disparity 

Research reveals apparent two-tiered system where head office staff appear properly 

uniformed while facility-based officers experience chronic shortages. This disparity is 

particularly troubling as correctional facility officers are frontline staff with greatest 
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need for functional uniforms. They work in demanding, hazardous environments where 

appropriate attire is essential for safety, authority, and effectiveness. 

This pattern suggests either deliberate prioritisation of administrative over operational 

staff or distribution logistics breakdowns that disproportionately affect facility-based 

personnel. 

3.1.6 Management Reactivity 

Management responses reveal fundamentally reactive rather than proactive 

approaches. Intervention occurs only when individual officers wear civilian clothing 

due to lack of uniforms, forcing immediate action to avoid policy violations. However, 

these crisis responses address only individual cases while systemic problems 

affecting all officers remain unaddressed. This treats symptoms rather than underlying 

disease. 

The situation has deteriorated to the point where officers request uniform donations 

from colleagues who have uniform, they no longer use, representing complete failure 

of official provision and placing officers in undignified positions of requesting basic 

work equipment. 

3.1.7 Unauthorised Private Purchases and Security Implications 

Chronic provision failures have driven officers to purchase uniforms from unauthorised 

private vendors at personal expense. Respondents specifically mentioned a vendor in 

Marabastad selling correctional services uniforms. Officers prioritise obtaining correct 

colours with quality becoming secondary, representing complete inversion of 

appropriate priorities. 

Beyond financial burden, private uniform sales create serious security concerns. 

Correctional services uniforms available for public purchase enable impersonation for 

criminal purposes, unauthorised facility access, crimes committed while appearing to 

be law enforcement, and compromised facility security. This security vulnerability 

exists solely because official provision system failures created market demand for 

private sales. 
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3.1.8 Root Cause: Incompetency Not Supply 

When asked to identify root causes, respondents clearly attributed problems to 

departmental incompetency rather than supply-side problems. Materials, production 

capacity, and suppliers exist and function. The failure lies in logistics and management 

of distribution: order management, production coordination, quality control, and 

distribution of finished uniforms. 

This finding is significant because it indicates problems are solvable without major new 

resources or external interventions. Infrastructure and resources exist; what is lacking 

is competent management and efficient logistics systems. The problem is operational 

execution rather than resource constraints. 

3.2 Department of Health and Department of Social Development (Nurses) 

3.2.1 The Current Allowance System 

Both departments currently provide annual cash allowances deposited into nurses' 

personal bank accounts, intended for personal uniform procurement. While 

theoretically offering autonomy and flexibility, research reveals this approach is 

overwhelmed by practical challenges. 

3.2.2 Fundamental Allowance Inadequacy 

The most universally cited challenge concerns allowance insufficiency. Across all 

respondents, the consistent message is that "the money provided simply does not 

cover the cost of all required uniform items." This forces difficult choices of 

supplementing with personal funds (effectively subsidising employer obligations), 

purchasing only affordable items and going without others, or seeking cheaper, lower-

quality alternatives to stretch funds. 

3.2.3 The Behavioural Economics Problem 

Beyond insufficient amounts, integration of allowances into regular salary creates 

behavioural economics problems. When allowances arrive in bank accounts, they lose 

distinct identity as designated funds. Money flows to most urgent household needs 

rather than uniforms. 
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Respondents emphasised this concern, noting that even when allowances are 

adequate in theory, in practice they get absorbed into general budgets and never 

reach uniform procurement. 

3.2.4 Quality and Uniformity Crisis 

Absence of designated suppliers, prescribed standards, or quality specifications 

creates highly visible system failures. With only colour requirements as guidance, 

nurses purchase from general retail stores with no healthcare apparel specialisation. 

This results in dramatic quality variations, inconsistent materials and design, differing 

shades of required colours, and varied styling and professional appearance. 

Multiple respondents emphasised nurses are "uniform only by colour, with everything 

else varying considerably." This creates professional appearance problems and 

security concerns, as respondents noted "anyone can wear the same colours and can 

easily impersonate a nurse." 

3.2.5 Structural Inequities 

Research reveals troubling inequitable treatment patterns. Most striking is the case of 

community care workers who receive only small stipends rather than salaries, 

receiving no uniform allowance whatsoever, yet being mandated to wear uniforms. 

This creates untenable situations where the most financially vulnerable workers must 

purchase uniforms entirely from inadequate stipends. 

Another inequity in provision affects clinical programme coordinators and nurses not 

wearing uniforms daily but requiring them for facility visits. HR departments determine 

eligibility based on daily uniform use, creating subjective lines disadvantaging nurses 

with regular but not constant uniform requirements. 

3.2.6 Overwhelming Preference for Physical Provision 

When asked about preferred solutions, respondents spoke with near unanimity 

favouring physical uniform provision over continued allowances. The reasoning 

connects directly to identified problems: 

• Physical provision would "eliminate out of pocket costs in order to get all the 

items," addressing allowance inadequacy at its root. 
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• It eliminates behavioural economics problems, as uniforms are provided as 

garments rather than money. 

• Centralised procurement enables quality standards, consistent colours and 

styles, and genuine uniformity. 

• It represents proven approach already working in other departments. 

Respondents' enthusiasm for physical provision connects to awareness that such 

systems exist elsewhere in government (particularly Correctional Services, SAPS, 

Military) and have been formally adopted in policy (PHSDSBC Resolution 1 of 2022). 

This is not radical or untested but rather proven approach needing implementation. 

3.2.7 The Centralisation Debate 

While broad agreement exists on physical provision, respondents offered varying 

perspectives on centralisation level. 

National Centralisation Advocates emphasised that achieving true uniformity 

requires national procurement. As one respondent stated, "all nurses regardless of the 

province should look exactly the same." This reflects conception of nursing as national 

profession serving national healthcare system. Concerns about supplier capacity were 

acknowledged but considered manageable through proper planning and phased 

implementation. 

Hybrid Model Advocates proposed decentralising procurement to provincial or 

facility levels while establishing strong centralised monitoring to ensure consistency. 

As one respondent explained, even with decentralised procurement, "there must be 

some mechanism to centralise monitoring to ensure that all provinces conform to the 

same quality, same fabric and same shades of colours." 

The hybrid approach offers logistical advantages but creates risks without robust 

monitoring systems, clear specifications, regular audits, and effective enforcement. 

3.2.8 Implementation Paralysis of Resolution 1 of 2022 

Perhaps most frustrating is continued non-implementation of PHSDSBC Resolution 1 

of 2022. This resolution specifically addresses identified problems and calls for the 

changes respondents advocate. Yet it remains entirely unimplemented with nurses 

continuing under the old system. 
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For nurses, the existence of unimplemented resolution "adds insult to injury." It is one 

thing to work in a system with unrecognised problems; it is another to work where 

problems are acknowledged, solutions adopted, yet years pass without action. 

3.3 Department of Public Works (PPE Provision) 

3.3.1 The Procurement Quality Dilemma 

At the heart of PPE challenges lies tension in the procurement system. The three-

quote system, designed for competitive pricing, inadvertently creates a quality race to 

the bottom. Departments consistently select lowest bidders, resulting in inferior PPE 

quality. Cost considerations systematically override safety requirements, suggesting 

misalignment between procurement policies and worker protection objectives. 

The three-year nature of supplier contracts worsens quality crises. Each new supplier 

delivers poor quality PPE initially, only gradually improving after receiving feedback. 

This creates "roller coaster" effects where workers experience predictable quality 

deterioration with each supplier transition. 

3.3.2 Delivery and Logistical Failures 

PPE delivery timing presents challenges undermining annual provision cycles. Late 

deliveries are regular occurrences, leaving workers potentially exposed to hazards 

while awaiting essential protective equipment. Problems compound when single 

suppliers secure contracts across multiple provinces simultaneously, creating 

bottlenecks as suppliers struggle with overwhelming demand. 

Most troubling is absence of accountability mechanisms. Lack of clearly defined 

delivery timeframes means suppliers face no consequences for missed deadlines if 

any. 

3.3.3 Inadequate Provisions and Sizing 

Seasonal PPE provision highlights system inadequacies. While some departments 

recognise seasonal needs and provide different uniforms for different conditions, 

others provide only single-season uniforms, leaving workers inadequately protected. 

Workers facing rainy conditions without waterproof gear exemplify how failures 

translate to compromised safety and comfort. 
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Sizing problems represent operational failures affecting practical provision. 

Respondents report frequent incorrect sizes and size unavailability. This suggests 

poor inventory management and inadequate communication regarding workforce 

physical diversity. When employees cannot access properly fitting PPE, even timely 

delivery of good quality equipment becomes meaningless. 

3.3.4 Systemic Implications 

While Public Works has established clear frameworks through annual cycles and 

standard processes, implementation reveals profound disconnects between policy 

and practice. Emphasis on cost minimisation through lowest-bidder selection, 

combined with inadequate contract management, insufficient supplier capacity 

assessment, and weak accountability, creates environments where worker safety is 

perpetually compromised. 

3.4 South African Police Service (SAPS) 

3.4.1 The SAPS Model Structure 

SAPS employs centralised supply chains with uniform shops allocated in all provinces. 

Officers receive annual allowances credited to dedicated uniform accounts accessed 

by presenting service certificates. This controlled approach theoretically ensures funds 

are used exclusively for intended purposes while maintaining oversight. 

3.4.2 Inadequate Financial Allocation 

The most pressing challenge is allowance insufficiency. Officers consistently report 

allocated funds permit purchasing only limited items, forcing prioritisation and deferring 

purchases across multiple years. This creates perpetual cycles where officers 

strategically ration uniform acquisitions. 

Intensifying this is allowance stagnation. The amount has remained unchanged for 

over a decade despite annual price increases in uniform items. This purchasing power 

erosion means officers can afford progressively fewer items each year, effectively 

reducing real allowances annually. Failure to index to inflation or CPI has created 

widening gaps between allocations and actual costs. 
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3.4.3 Inventory Management Deficiencies 

Stock availability represents critical weakness. Officers describe frustrating patterns 

of repeated visits without finding required sizes or items. Problems are particularly 

acute outside Gauteng, where the Pretoria store maintain better inventory. This 

geographic disparity forces officers to make extended trips or persistently return 

hoping for restocking. 

Absence of notification systems exacerbates inventory challenges. Officers cannot 

receive alerts when inventory is replenished, instead repeatedly visiting on 

speculation, wasting time and resources on potentially fruitless trips. 

3.4.4 Geographic Accessibility Constraints 

With typically only one uniform shop per province, many officers must travel 

considerable distances. This transforms routine administrative tasks into substantial 

logistical undertakings consuming time and personal resources. 

Accessibility problems are amplified by inventory issues. Officers undertaking long 

journeys face high probabilities of returning empty-handed due to stock unavailability, 

necessitating multiple trips. 

3.4.5 Suboptimal Purchasing Behaviours and Allowance Forfeiture 

Systemic challenges have resulted in counterproductive patterns. Officers report 

purchasing available items they do not need simply to utilise allowances and avoid 

repeated journeys. This represents resource misallocation driven by system 

dysfunction. This usually occur in cases where officers are avoiding repeated visits to 

the uniform shop due to unavailable stocks of items they really need. 

The use-it-or-lose-it allowance nature creates additional pressure. Unused balances 

are forfeited at year-end, punishing officers often unable to access appropriate 

uniforms though no fault of their own. After multiple unsuccessful attempts, many 

become discouraged and abandon efforts, allowing allowances to lapse unused. 

3.4.6 System Design Affirmation 

Notably, officers expressed satisfaction with fundamental SAPS model structure, 

particularly the account-based approach ensuring appropriate fund use. Problems lie 



19 
 

primarily in implementation rather than design. This suggests reforms should focus on 

operational improvements rather than structural overhaul. 

3.5 Provincial Traffic Officers (Transport/Community Safety/Mobility) 

3.5.1 The Intended Process 

Traffic officers are expected to receive uniforms annually through. Officers submit 

orders with sizes to stations, suppliers deliver to stations, and stations sort according 

to pre-recorded specifications. This hierarchical model theoretically ensures 

centralised control and accountability. 

3.5.2 Sizing Errors and Correction Burdens 

Incorrect size deliveries have become so routine that informal coping mechanisms 

have developed. Despite explicit size documentation, the system consistently delivers 

incorrect sizes. This suggests fundamental breakdowns in recording, communicating, 

or fulfilling orders. 

Correction responsibility falls entirely on officers, creating unacceptable burdens. 

Officers must engage in informal exchanges with colleagues or navigate awkward 

return processes. The logistics of returns reveal further inadequacies, with unclear 

procedures and extended timelines. 

3.5.3 Quality Inconsistencies 

Quality control failures extend beyond sizing. Respondents describe disturbing 

inconsistency patterns at multiple levels. Different suppliers provide noticeably 

different quality, individual supplier quality varies between batches, and some items 

deteriorate rapidly (losing colour within a short period). 

Rapid deterioration is particularly problematic given unreliable provision schedules. 

Officers cannot rely on timely replacements yet are expected to maintain professional 

standards with decaying uniforms. 

Material and colour shade variations create visible disparities undermining uniform 

purposes. Respondents mentioned that when officers stand together in parades, 

differences become immediately apparent. This stems partly from department's failure 

to enforce supplier specifications and partly from officers' necessity to source uniforms 

from alternative suppliers using personal funds. 
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3.5.4 Delivery Delays and Seasonal Misalignment 

Chronic delivery delays represent both supplier and departmental failures. 

Respondents acknowledge problems, as even when suppliers deliver on time, 

department's internal sorting creates substantial delays. This suggests problems are 

not solely supplier performance but reflect inadequate institutional logistics capacity. 

Seasonal misalignment constitutes dismal failure. Winter uniforms arriving in summer 

or taking until following summer renders them useless. This is not merely inconvenient 

but represents health and safety concerns. Officers working outdoors without 

appropriate seasonal gear face increased health risks and decreased effectiveness. 

As one respondent stated, "we can't be expected to work out in the rain without having 

the correct summer gear." 

3.5.5 Supplier Accountability Failures 

Supplier service is characterised by late delivery, inconsistent quality, and wrong 

sizes. What makes this particularly concerning is apparent absence of consequences. 

Respondents note suppliers are "not held accountable for poor service delivery, or 

complete non delivery at times." This suggests either inadequate contract terms or 

failure to enforce existing obligations. 

The observation that suppliers seem to be "dumping whatever items they have to the 

department and are not abiding as per the specifications of the order" indicates 

fundamental breakdown in supplier relationships. 

3.5.6 The Crisis of Complete Non-Provision 

Perhaps most shocking is testimony of an officer not receiving any uniform since 2012. 

This is not exceptional but rather an extreme example of widespread problems. The 

officer states unequivocally, "I don't think there is any officer who can say they have 

received uniform every year." Provision has become so irregular that officers receive 

items fragmentary (a shirt one year, pants another) if at all. 

This breakdown has driven officers to extraordinary measures of purchasing used 

uniforms from retiring colleagues, buying new uniforms from suppliers in other 

provinces using personal money. The statement "it is normal for the traffic officers to 
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buy their own uniform using their own money" represents stunning admission of 

systemic failure. What should be exceptional has become routine practice. 

Office-based officers required to wear uniforms reportedly receive none, 

demonstrating subjective and inequitable distribution. This forces them to source their 

own uniforms, contributing to spread of different suppliers and resulting appearance 

variations. The characterisation as "nothing but a mess" accurately assesses a system 

that has effectively ceased functioning for many intended beneficiaries. 

3.5.7 Dual Culpability 

Respondents consistently identify both suppliers and departments as responsible. The 

phrase "I think our uniform problems lie both with supplier incompetency and 

department's negligence" captures this dual failure. Suppliers fail basic standards of 

quality, timeliness, and accuracy, while departments fail to select competent suppliers, 

enforce standards, manage logistics, and ensure equitable distribution. 

3.5.8 Implications for Professional Standards 

Officers articulate painful contradictions that they are required to uphold professional 

standards and maintain presentable appearance while simultaneously denied 

resources necessary to meet these expectations. The reflector jacket situation 

exemplifies this most acutely. These safety-critical items are issued only once 

annually, yet quality is insufficient to last full years. Officers must continue wearing 

visibly worn-out, potentially less effective reflector jackets because replacements are 

unavailable. 

3.6 South African Military 

Research indicates the Military operates relatively well-functioning system with base-

level uniform stores ensuring accessibility. The differentiated provision (annual 

predetermined allocations for non-combat uniforms, exchange systems for combat 

uniforms) demonstrates sophisticated operational understanding. 

While the research document provided limited primary findings on Military 

implementation challenges, the policy framework itself represents best practice worthy 

of emulation in addressing accessibility, security, cost efficiency, and operational 

needs. 
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4. CONCLUSION 

4.1 Synthesis of Cross-Departmental Patterns 

This research reveals consistent patterns across departments despite different 

uniform provision models. The fundamental finding is that policy frameworks are 

generally sound, but implementation failures are comprehensive and longstanding. 

Common Implementation Failures 

1. Chronic delays and inconsistent distribution affecting Correctional 

Services, Traffic Officers, and Public Works 

2. Quality deterioration reported across all departments providing physical 

uniforms 

3. Financial inadequacy affecting allowance-based systems (Health, Social 

Development, SAPS) 

4. Sizing problems in Traffic and Correctional Services 

5. Absent accountability mechanisms allowing supplier and departmental 

failures to persist without consequences 

6. Inequitable distribution creating two-tiered systems favouring administrative 

over operational staff as reported by the correctional service officers. 

7. Geographic accessibility challenges particularly affecting SAPS. 

The Competency Crisis 

A striking finding is respondents' consistent attribution of problems to institutional 

incompetency rather than resource constraints. Correctional Services respondents 

explicitly identified "departmental incompetency" as root cause. Traffic Officer 

respondents noted "department's negligence" alongside supplier incompetency. This 

suggests problems can be solved through improved management, logistics, and 

accountability rather than requiring major new resources. 

The Implementation Inconsistency 

Correctional Services represents the clearest example. Respondents characterise it 

as "the best available model" yet describe comprehensive implementation failures. 
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Similarly, Health and Social Development have formally adopted Resolution 1 of 2022 

addressing identified problems, yet it remains unimplemented after three years. This 

disconnect between sound policy and failed execution represents the core challenge. 

The Human Cost 

Implementation failures impose significant costs on employees. The is a clear financial 

burden on employees as they subsidise employer obligations with personal funds, 

professional dignity compromised by inadequate or non-uniform appearance, safety 

risks from inadequate protective equipment, and morale impacts from persistent 

frustration and sense of institutional neglect. 

4.2 Best Practices Identified 

Despite pervasive implementation problems, the research identifies several best 

practice elements: 

The SAPS Account-Based Model demonstrates sophisticated thinking in using 

dedicated uniform accounts rather than general cash, preventing diversion to non-

uniform purposes while maintaining individual choice. 

The Military's Base-Level Infrastructure provides accessible, secure distribution 

through dedicated uniform stores at operational locations. 

The Military's Differentiated Provision recognises that different uniform types 

require different replacement approaches (annual allocations for non-combat, 

exchange for combat wear). 

Physical Provision Models generally address the behavioural economics problems 

inherent in cash allowances, though implementation quality varies dramatically. 

The Correctional Services Internal Production Model represents creative cost 

efficiency combining skills development with uniform production, though quality control 

remains problematic. 

4.3 The Case for Standardisation 

The research demonstrates clear need for standardised approaches across 

departments. Current fragmentation creates unnecessary variation in employee 

experiences based on which department they work for rather than on legitimate 
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functional differences. Security personnel (Correctional Services, Police, Traffic) all 

require standardised, professional uniforms but experience vastly different provision 

quality. Healthcare workers across Health and Social Development experience 

identical problems yet have no coordinated solutions. 

Standardisation would enable economies of scale in procurement, consistent quality 

standards, coordinated supplier management, and more equitable treatment of public 

servants. 

5. RECOMMENDATIONS FOR STANDARDISATION AND IMPROVEMENT 

5.1 Recommended Standard Model 

5.1.1 Physical Provision as Default Model 

Recommendation: Adopt physical uniform provision as the standard model across 

all departments, abandoning direct cash allowance systems. 

Rationale: 

• Eliminates behavioural economics problems where allowance money is 

diverted to non-uniform purposes 

• Removes financial burden from employees who currently supplement 

inadequate allowances 

• Enables centralised quality control and standardisation 

Implementation: 

• Health and Social Development should immediately implement PHSDSBC 

Resolution 1 of 2022 

• SAPS should transition from allowance accounts to direct uniform provision 

while maintaining shop infrastructure but with expanded distribution points. 

• Existing physical provision departments (Correctional Services, Traffic, Public 

Works) should strengthen implementation by addressing implementation 

failures as documented in the report. 
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5.2 National Uniform Provision Structure 

Recommendation: The Public Service should consider establishing a National 

Uniform Provision Structure (NUPS) operating as a centralised service provider across 

departments. Uniform provision in the public service is not a temporal matter and lots 

of public funds are continually invested in uniform provision, yet procurement of 

uniform is characterised by consistent failures. 

Rationale: 

• Creates specialised expertise in uniform procurement and distribution 

• Enables economies of scale across entire public service 

• Provides consistent standards and quality control 

• Centralises supplier relationship management 

Structure and Functions 

Procurement Division: 

• Develops detailed specifications for all uniform categories 

• Manages national tender processes 

• Negotiates framework agreements with qualified suppliers 

• Monitors supplier performance against contracts 

• Implements consequences for supplier failures 

Quality Assurance Division: 

• Establishes minimum quality standards for all uniform items 

• Conducts regular quality testing of supplied items 

• Certifies suppliers meeting quality requirements 

Distribution and Logistics Division: 

• Manages warehouse and inventory systems 

• Coordinates distribution to provincial/regional access points 
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• Establishes delivery schedules and monitors compliance 

6. FINAL CONCLUSION 

The research reveals a public service uniform provision system characterised by 

sound policy intentions but comprehensive implementation failures. Across 

departments, employees experience inadequate provisions, quality deterioration, 

chronic delays, inequitable distribution, and absent accountability. These failures 

impose financial burdens on workers, compromise professional standards, create 

security vulnerabilities, and undermine morale. 

However, the research also provides hope. The problems stem primarily from 

implementation incompetency rather than resource constraints or flawed policy 

designs. The infrastructure, suppliers, and resources exist. What is lacking is 

competent management, adequate financial commitment and robust accountability. 

The recommendations presented here chart a path toward comprehensive reform. By 

establishing a national uniform provision structure, implementing physical provision as 

standard, creating distributed access infrastructure, strengthening supplier 

management, ensuring adequate financing, and institutionalising accountability, 

government can transform uniform provision from a chronic source of frustration to a 

well-functioning support system enabling public servants to perform their duties with 

dignity and professionalism. 

The test of these recommendations will be in implementation. As the research 

powerfully demonstrates, particularly through the case of PHSDSBC Resolution 1 of 

2022, adopted policies mean nothing without committed execution. The challenge 

before government is not primarily conceptual but operational—not developing new 

policies but finally implementing sound policies already on the books. 

The resources exist. The question is whether institutional will exists to finally close the 

gap between policy promises and operational realities. 


