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Core ethics concepts and distinctions

Ethics poll

1. Are you an ethical person?

2. Do you work for an ethical organisation?

3. Do you live in an ethical country?
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Golden rule: 

“Do unto others as you would 
want them to do to you.”

Ethics a shared meaning
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Ethics
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Characteristics and values
• Integrity
• Competence
• Responsibility
• Accountability
• Fairness
• Transparency





1. Individual level
– Personal morality

2. Relationship level
– Interpersonal ethics

Levels of ethical leadership

3. Organisational level
– Structural support

4. Strategic level
– Embed ethics in strategy

From Google AI



Levels of leadership commitment to ethics
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? How easy is it to do the right thing 
(be ethical) in this organisation?

Ethical culture
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Ethical culture
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Management responsibility
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Stated values

• What we say

Actual values

• What we do

?







Ethical behaviour risk

• To what extent does the following occur in 
your organisation on a scale from ‘Never’ to 
‘Very frequently’. 
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Reporting misconduct

SA Private 
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SA Public 
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Reporting misconduct







Awareness of ethics initiatives
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Supportive ethical culture

44
48 48 50

20

25

30

35

40

45

50

55

60

2015 2018 2022 2024



Awareness of unethical conduct
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Code for Ethical Leadership in Local Government



What should ethical leadership look like in local government?

Being guided 
by strong 

values and 
morals

Serving the 
community. 

“People 
first.”

Setting an 
example

Being 
accountable & 

ensuring 
accountability

Being 
competent

Being 
committed 

and 
passionate

Being 
courageous 

Integrity Community 
centredness
Community 
centredness Diligence Accountability Courage

Ensuring good 
governance 

and 
compliance 



– Destructive ‘deployment’

– Political interference

– Factionalism

What makes ethical leadership difficult in LG?

- Politics of the stomach

- SCM abuse
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p1. Politicization of Local 
Government

2. Councillor governance 
skills

3. Impunity / Lack of 
accountability

4. Criminal capture
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To what extent do you agree that the following undermines ethical leadership in 
your municipality?

Unqualified 
/ clean audit

Diffe-
rence

Adverse / 
disclaimer 

audit

53-2173Appointment of officials with political connections 
rather than skills

52-1668Interference from political party branches in council / 
the administration

47-1966Appointment of political party office-bearers in the 
administration

42-2365Lack of education, skills and qualifications among 
officials

43-2265Unlawful instructions from councillors to officials

40-1857Unlawful instructions from senior managers to officials



How to address challenges

Traditional 
internal controls 

(policies and 
procedures)

Supportive 

culture

Hard controls Soft controls

Identify 
challenges

Research



Code for Ethical 
Leadership in 
Local 
Government

7 Practical principles

PRINCIPLES:
How do we achieve what we want?

Leading in the long-term sustainable interest of the 
municipality and all its communities.

SPIRIT:
What is our core consideration?

Underpinned by the Constitution and LG legislation

OUTCOMES:
What do we want to achieve?

Well-functioning 
municipality

Well-functioning 
municipality

An ethical cultureAn ethical culture TrustTrust



PRINCIPLES:
How do we achieve what we want?



PRINCIPLES:
How do we achieve what we want?
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Download at: 
www.tei.org.za/lgeli
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Values driven PS ‘Flywheel’
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Professional & 
competent staff
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• Avoid short-term thinking. 

• Protect the administration against politicisation

• Ensure appointment of ethical and competent staff

• Build alliances with committed individuals

Importance of stable leadership



1. Develop a professional public sector
a) Enable and unlock ethical leadership.

i. The appointment process for top managers must be reviewed to ensure stable credible leadership.

ii. The ethics competence of managers needs to be developed through training. This includes the cognitive, 
behavioural and managerial competence for ethics.

b) Appoint competent and professional staff.
i. Strong measures are needed to ensure staff competence.

c) Improve accountability.
i. Interventions are required to ensure strengthened capacity for investigations and disciplinary procedures.

ii. There should be strengthened oversight of serious misconduct investigations.

iii. Successes should be communicated to ensure that justice is not only done, but seen to be done.

Recommendations



2. Elevate the strategic importance of ethics
a) Facilitate a national dialogue on ethical leadership in the public sector.

b) Build ethics infrastructure in departments.
i. Ethics officers, ethics committees and ethics champions should be supported to run ethics programmes

that address the strategic issues identified in this survey.

ii. The efforts to build ethics infrastructure in organisations should be continued and strengthened.

c) Strengthen the focus on ‘culture work’.

d) Capacitate organisations to respond to whistleblowing.
i. The DPSA and CoGTA should monitor the implementation of whistle-blowing response systems in 

departments and municipalities.

ii. A public service-wide information management system for reported cases should be considered to 
improve the transparency of disciplinary matters.

Recommendations



Good Leadership

Good business case / organizational purpose

Good 
staff

Work 
satisfaction

Positive 
culture

Policies & 
procedures

Good business case / organizational purpose

Good Leadership

Good
staff

Work 
satisfaction

Positive 
culture

Building a good organisationBuilding a failed organisation



The Ethics Institute is an independent public
benefit institute producing original thought
leadership and offering a range of services and
products related to organisational ethics.

www.tei.org.za
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