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ORIENTATION TO THE STUDY

1.1 Introduction

The Limpopo Provincial government is located in the Limpopo Province, which is
the far north part of South Africa. The province shares borders with the Gauteng
Province in the south (the industrial center of the country), Mozambique in the
east through the Kruger National Park (a world of nature conservation icon),
Zimbabwe in the north and Botswana in the west. The proximity of the province
to Gauteng, the Kruger National Park, Zimbabwe, Mozambique and Botswana
puts the province in a strategic position as a gateway to Africa and its resources
to unleash the economic potential of this great continent. The challenge to the
province and its people is to maximize this gateway by acting as a catalyst for
economic growth, and developing the opportunities arising from NEPAD
initiatives across the sub-continent. To do so necessitates a healthy provincial

economy (Limpopo Growth and Development Strategy, 2004:1).

Provinces have an important role to play in contextualising national imperatives
and grounding them within the realities and specificities of each province, and
guiding local government in the development and implementation of Integrated
Development Plans (IDPs) and programmes for sustainable development.
Provincial governments are also expected to play a leading role in ensuring that
economic planning, infrastructure investment and development spending take
place in accordance with the principles set out in the National Spatial
Development Perspectives (NSDP). The Provincial Growth and Development
Strategy (PGDS) then becomes a critical tool to guide and coordinate the

allocation of national, provincial and local resources and private sector





investment for purposes of achieving sustainable development outcomes
(Provincial Growth and Development Strategy Guidelines, 2005:1). The
government furthermore introduced a planning framework that ensures that
policy decisions embedded in the PGDS inform planning throughout the
government. The planning framework includes a sequence of activities that will
culminate each year with the Medium Term Strategic Framework (Medium Term
Strategic Framework,2001). Therefore, Strategic Planning in provincial
departments becomes a vehicle towards implementing the policy decisions in the
PGDS.

In embracing the responsibilities bestowed upon the provinces, the Limpopo
Provincial government developed and adopted the first Provincial Growth and
Development Strategy (PGDS) in 1999 so as to address the challenges of
economic growth and development facing the province. The PGDS 1999 has
since been reviewed based on the achievements of its objectives and shifts that
have occurred in the development policy environment since then. The
achievements registered through the PGDS 1999 are attributable to provincial
departments, municipalities, NGOs, etc. The review of the PGDS 1999 culminated
in the adoption of the PGDS 2004 by the Limpopo Executive Council. The PGDS
2004 is setting the beginning of industrialization of the economy, with core

sectors being mining, agriculture and tourism.

The Limpopo Provincial Public Service has 10 provincial line departments to
implement the objectives of the PGDS 2004, with the Office of the Premier being
the stalwart of guidance. The ten departments are, namely, Agriculture;
Economic Development, Environment & Tourism; Education; Health & Social
Development; Local Government & Housing; Provincial Treasury; Public Works;
Roads & Transport; Safety, Security & Liaison; and Sports, Arts & Culture. These
departments are further grouped into three institutional clusters, namely,

economic; social; and governance and administration. The Accounting Officers of





all the departments must conform with the prescripts of the Treasury
Regulations paragraphs 5.1. and 5.2., in respect of the annual preparation of the
Strategic Plans ,and submission and contents of Strategic Plans. However,
challenges are being experienced where most departments are unable to fully

comply with the prescripts of the Treasury Regulations.

This chapter presents the statement of the problem, motivation of the study, aim
of the study, research questions, significance of the study and definition of
concepts. Chapters two, three, and four will follow, presenting a literature

review, methodology, and conclusion and recommendations, respectively.

1.2 Statement of the Problem

Limited Strategic Planning capacity in the provincial government has the
potential to undermine and derail timeous and quality service delivery to the
people. The risk that is posed by limited capacity in Strategic Planning, with
regard to the successful implementation of the PGDS, can be classified as
catastrophic. According to the Final Risk Management Framework for the public
sector (2005:78), catastrophic would mean loss of the ability to sustain ongoing
operations, and a situation that would cause a stand alone business to cease

operation.

The Office of the Premier has a role of co-ordinating Strategic Planning in the 10
line departments and to give effect to this responsibility, a Strategic Business
Unit has been put in place. The Strategic Business Unit is a development
planning unit (DCU) entrusted with the responsibilities of managing the PGDS,
Strategic Plans, alignment of PGDS/Strategic Plans/municipal IDPs and provincial

planning cycle.

Line departments are at various stages with regard to capacitating the planning

units. Few departments have a planning unit structure in place, with posts filled,





whereas most departments do not yet have a dedicated unit responsible for
planning. This indicated a shortfall on the existing human resource capacity in
departments to perform strategic planning functions. It further contributes to
poor plans being generated, misalignment of plans with PGDS that exists,
unbalanced resources allocation, fruitless expenditure and ultimately less growth

and development in the province.

It was found evidential in the Department of Economic Development,
Environment and Tourism during the assessment of Strategic Plans and Annual
Performance Plans for the financial year 2005/2006 that, with regard to the
target of “Achieve 100% of anti-corruption strategy by 2009”, the department
has a programme in place aimed at a corrupt free environment. However, It is
not clear that the department will achieve the PGDS target of 100%
implementation of the plan as the departmental target for 2010 is a 25%
reduction in reported case of corruption. Evidence was also found in the PGDS
target of “Achieve 100% of e-government strategy by 2009”. No clear evidence
of a departmental e-government strategy could be found in the departmental
Strategic Plan. It can, therefore, be said that the department is not fully aligned
to the PGDS target.

The Annual Performance Plans 2006/2007 for all provincial departments were
assessed to determine alignment of the plans with the National Treasury format,
of the programmes to those in the PGDS and MTSF, and of targets against those
in the PGDS. The assessment report reflected the perpetuation of misalignment
and non-compliance with the findings that only one department complied with
the format, eight departments aligned to the PGDS programmes and one

department aligned to the PGDS targets.

The challenge of lack of planning capacity in both provincial departments and

municipalities also emerged in the January 2006 Districts IDP summits. In the





Vhembe District Municipality Summit, a resolution was taken to strengthen the
planning units by providing human resources with relevant qualifications and
skills. In addition to the summits, a week was also dedicated (i.e. 02 — 05 May
2006) to ensure that municipalities, with the support of provincial departments,
adopt credible IDPs for 2006/2007. Credible IDPs of municipalities also depend

on credible Strategic and Annual Performance Plans of provincial departments.

This study focuses on the capacity of all departments including the Office of the
Premier to implement the objectives of the PGDS with specific focus on the
Strategic Plans, the type and number of human resources available to perform

the duties of Strategic Planning.

1.3 Motivation for the study

The study is a qualitative inquiry. According to De Vos et. al., (2005:90), in
qualitative inquiry, initial curiosity for research often comes from the real-world
observations, emerging from the interplay of the researcher’s direct experience,
tacit theories, political commitments, interests in practice, and growing scholarly
interests. Bless and Higson-Smith (2000:15), pointed out that the most evident
source of research topics is contact with the external world and direct
observation of it. Furthermore, many of the world’s great scientific advances are
due to pure observation. In short, researchers are motivated by their observation

of the today’s world and experiences thereof.

The present researcher was prompted to undertake the study due to the manner
in which departments were producing Strategic Plans. The present researcher is
extensively familiar with the Strategic Planning environment in the government
and has accumulated some knowledge about the subject in her four years

experience in Strategic Planning in the Office of the Premier.





The present researcher has  observed that Strategic Plans of different
departments were being produced in different formats. The Office of the Premier
advocating the Balance Score Card and National Treasury producing another
format for all provinces. Different titles were used by different departments to
refer to one and the same document. Titles such as Strategic plan, Management
Plan, Business Plan, Balance Scored Card Plan, Annual Performance Plan, etc.,
were used to describe either the Five Year Plan, Annual Plan based on Medium

Term Expenditure Framework or Annual Plan for a year.

The researcher also observed that in most departments, Strategic Planning was
an add-on activity to personnel who already have their core functions. In other
instances, Strategic Planning function was given to supernumeraries. This was
evidential in the first Provincial Planning Forum, which ultimately collapsed due
to lack of value addition in the forum. In the Office of the Premier, Strategic
Planning was under Corporate Services and in the unit responsible for
Performance Management System, and Transformation Services ( Batho Pele,
HIV/AIDS, Women, children, youth, disability, etc.). The function was further
cascaded to Transformation Services and due to multiple programmes, strategic
planning focused mainly on compliance with the submission dates of Provincial
and National Treasury rather than on the quality of the content. This has been a
practice in most departments and it has since created a gap of alignment and
integration with the PGDS and IDPs.

The PGDS was adopted on October 2004 , however, one would find plans in
2005 and 2006 that do not mirror the PGDS and Senior Managers who do not
have clear knowledge and understanding of the PGDS and IDPs. Challenges in
Strategic Planning and alignment with the PGDS and IDP can be traced in the
2006/7 budget speech where in the Premier of Limpopo Province announced the
re-launch of the Provincial Planning Forum that would sought to reach consensus

and make recommendation on development planning matters, and encourage





alignment and integration of plans. In January 2006, the National Cabinet
Lekgotla resolved, inter alia, that National and Provincial Departments must
prepare Sector Master Plans, which would be informed by municipal and PGDS
objectives. The Limpopo Province Executive Council Lekgotla took a resolution in
October 2005 that the province must begin to co-ordinate the implementation of

the PGDS by doing the following critical processes:

+ Integrating the planning and monitoring process across departments
and municipalities to ensure shared outputs/ outcomes and alignment
between the PGDS and the IDPs/ LEDs of Municipalities; and

+ Moving away from generalisations to specifics with regard to the PGDS
targets by ensuring synergy/linkage between the IDPs and LEDs of the
municipalities and the PGDS.

The above mentioned resolutions reflect a concern by the Executive Council on
the lack of integration and alignment, that has a potential of derailing progress

on meeting the Millennium Development Goals, National and Provincial Targets.

The present researcher sought to provide answers to the question of how can
departments conduct Strategic Planning in @ manner that shall ensure that there

is effective and efficient implementation of the PGDS objectives.

1.4 Aim of the study

The aim of this study is to investigate the capacity of the departments of the
Limpopo Provincial government to produce credible Strategic Plans/ Annual
Performance Plans that will ensure effective and efficient implementation of the
PGDS 2004 -2014. The following objectives are, therefore, a catalyst to

achieving the aim of the study:





+ To asses the existing capacity of departments to perform Strategic
Planning functions that will inform growth and development in the
province;

+ To asses the level of compliance by departments with the Medium
Term Strategic Framework; and

+ To recommend strategies to enhance Strategic Planning capacity in

departments, thereby ensuring alignment with PGDS.

1.5 Research Questions
+ To what extent is the human capacity in the departments ready to
perform Strategic Planning function?
+ To what extent are the Strategic Planning activities of departments
performed in line with the Medium Term Strategic Framework?
+ To what extent is the Strategic Plan document considered in the

planning context of the province?

1.6 Significance of the Study

The findings of this study will provide Heads of Departments with the baseline
indicators in respect of the capacity of their departments to perform Strategic
Planning duties. The findings will further provide an indication of the risk posed
by shortfalls in Strategic Planning with regard to achieving the objectives of the
PGDS.

Heads of Departments will furthermore get an insight of the appropriate levels of
government at which Strategic Planning should be carried out, the kind of
planning to be done at each of such levels, and the coordination between

different departments and other levels of government.





1.7 Definition of concepts

PGDS

PGDS is a long-term development strategy for the province as a whole that gets
reviewed annually in the light of new information, assessment of progress made
and also comprises the emergence of blockages and constraints to
implementation (Provincial Growth and Development Strategy Guidelines, 2005:
06). It is a framework for programmes that advance the growth of the economy
in @ manner that attracts investment, create sustainable jobs and ultimately
improve the living conditions of the people of Limpopo (Limpopo Growth and

Development Strategy, 2004:vi).

Strategic Plan

A Strategic Plan is a document that serves as a blueprint for what a department
plans to do over the next five years. It specifies strategic goals for a department
as a whole, and strategic objectives for each of its main service delivery areas
that the department will strive to achieve over the next five years. A Strategic
Plan must cover a period of five years from the first planning cycle following the
election (Framework and Templates for provincial departments for the
preparation of Strategic and Performance Plans for the 2004 — 2009 term, and

Annual Performance Plans for the 2005 fiscal year, 2004).

Planning Capacity

Planning capacity is the ability to perform strategic analysis, strategy
development and implementation. According to Fu (1991), Planning capacity is
concerned with the openness of the system and its range of options, the
authority or freedom at the institutional level to make decisions and to
implement long-term planned changes, and the degree requirements and

guidelines from outside the institution, which influence its decision-making





process. Capacity incorporates human resources; new systems; and facilities

and infrastructure.

Integrated Development Plan

An Integrated Development Plan (IDP) is a development plan through which
municipalities outline short, medium and long term plans. In fact, IDPs are
planning and strategic frameworks designed to help municipalities fulfill their
developmental mandates. IDPs enable municipalities to align their financial and
institutional resources behind agreed upon policy objectives and programmes.
IDPs are, furthermore, a tool to ensure the integration of local government
activities with other spheres of development planning at provincial, national, and
international levels, by serving as a basis for communication and interaction.
Municipalities use the IDPs as a basis for engagement between the local
government and the citizenry at local level, and with various stakeholders and

interest group (Integrated Development Planning guides, 2000).

Integrated Development Planning (IDP) is the process through which a
municipality prepares a Strategic Development Plan, which is in the main, the
principal strategic instrument guiding all planning, management, investment,
development and implementation decisions, taking into account input from all
stakeholders ( Mogale city,2006).
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LITERATURE REVIEW

2.1 Introduction

There are numerous authors who have provided definitions of a literature review.
Handouts and Links (2007:1), indicate that a literature review discusses
published information in a particular subject area, and sometimes information in
a particular subject area within a certain time period. The University of Toronto
(2007:1), defines a literature review as an account of what has been published
on a topic by accredited scholars and researchers. A literature Review means
the works you consulted in order to understand and investigate your research
problem (Language Centre, 2007:1). All authors are actually agreeing that a

literature review is guided by previous works in a particular area of study.

The literature hereunder was therefore sourced from books, government
documents, and mainly, the Internet. Books only provided a good starting point
in the review, but government documents provided much literature because the
study is focusing on government departments, and the Internet provided much

recent and relevant information to the study.

The literature review in this study, therefore, focuses on the following:
4+ The Provincial Government;
+ The Limpopo Provincial Government;
+ Limpopo Growth and Development Strategy;
+ Strategic Planning;
+ What is strategic planning?;

+ Strategic Planning Perspectives, Models and Approaches, and
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4« Planning environment in the government of South Africa

2.2 The Provincial Government

The inception of a democratic government in 1994 led to the physical re-
demarcation of South Africa. The country now has the following provinces:
Eastern Cape, Northern Cape, Free state, Gauteng, Kwazulu — Natal, Limpopo,
Mpumalanga, North West, and Western Cape (7he Constitution of the Republic
of South Africa, 1996: 60).

In all the provinces, the legislative authority is vested upon the provincial
legislature. A provincial legislature consists of members who represent various
political parties that took part in the elections and have been voted in through a
system in the national elections for the House of Assembly. Just like the National
Assembly at the national sphere of government, a provincial legislature elects a
chairperson called Speaker and deputy chairperson called Deputy Speaker at its
first sitting after an election (The Machinery of government: Structures and

functions of government, 2003:17).

In terms of the Constitution of the Republic of South Africa 1996 , a provincial
legislature has the authority to, inter alia: pass its provincial constitution, pass its
provincial legislation with regard to matters concerning its people, eg.,
agriculture, consumer protection, cultural matters, environment and health
services. It may also decide, by way of a majority of at least two thirds of its
members, to change the name of that province (The Machinery of government:

Structures and functions of government, 2003:17).

The executive authority of a province is vested upon the Premier. In the
execution of his/her duties, he/she is assisted by an Executive Council composed
of members of the provincial legislature. The Premier may also summon the

provincial legislature to extraordinary meetings and perform other prescribed
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functions such as assigning responsibilities to members of the Executive Council
(The Machinery of government: Structures and functions of government, 2003:
18). The Members of the Executive Council are accountable for the activities in
their respective areas of jurisdiction, viz., provincial departments. The Limpopo

Provincial government is no exception in this regard.

Developed countries such as Canada have been using the Province Approach for
decades with positive results. The approach resembles the one outlined above
for the South African government. The government of Canada has ten provinces,
with premiers and executive councils. Furthermore, each province has a

legislative assembly (Her Majesty the Queen in Right of Canada, 2005).

The Province Approach, inter alia, contributed to the success of Canada toady.
Canada ranked number four and five in terms of the Human Development Index
for 2004 and 2005, respectively. It is also evidential from the GDP/GNP per
capita that the Province Approach could yield positive results as illustrated

hereunder.

YEAR GDP/GNP PER CAPITA

1992 19,500
1994 19,600
1999 22,400
2000 23,300
2001 24,800
2006 32,900 (2005 estimates.)

People’ Republic of China also uphold the Province Approach and is divided into

23 provinces. China is currently the world's fourth largest economy and second

13





largest at purchasing power parity, and represents China as a permanent
member of the United Nations Security Council and Asia-Pacific Economic

Cooperation (Wikipedia, the free encyclopedia, 2006).

2.3 The Limpopo Provincial Government

The Limpopo Provincial government delivers services through ten line
departments, with the Office of the Premier co-ordinating the activities of all
departments. The Office of the Premier is responsible for ensuring a dynamic,
functionally organised and systematically integrated environment, conducive for
good governance through strategic leadership and sound management principles
that ensure transformation in the provincial administration and a sound provincial

economic growth, which result in equitable distribution of resources.

The constitutional mandate vested upon the Office of the Premier is effected

through the following provincial departments:

+ The Department of Education: which provides quality life-long
education and training that produces multi-skilled, knowledgeable and
productive people (Provincial Treasury: Budget Statements,
2006/2007:55);

+ The Department of Agriculture: an important sector for the South
African economy because of its potentially huge impact on job
creation, rural development and food security. The department seeks
to contribute to the economy through sustainable agricultural sector
and food security programmes for a better life for all (Budget
Statements, 2006/2007:93);

+ The Department of Economic Development, Environment and Tourism:
has a role of strengthening the province to be the major contributor to
innovations and solutions for sustainable economic growth in South
Africa (Budget Statements, 2006/2007:141);

14





+ The Department of Health and Social Development: committed to
providing quality health and social services through a comprehensive
and integrated system (Budget Statements, 2006/2007:172). The
department intends to improve governance and management of the
national health system/provincial health system, and to strengthen
primary health care, emergency medical services, hospital service
delivery systems, etc;

+ The Department of Roads and Transport: seeks to develop, co-
ordinate, implement, manage and maintain an integrated and
sustainable multimodal transport and appropriate infrastructure
(Budget Statements, 2006/2007:208);

+ The Department of Public Works: has the vision of managing provincial
buildings and property services through mobilisation and optimal
utilization of resources for accountable, efficient and customer-oriented
service delivery. Public Works is geared towards providing adequate
and reliable integrated provincial infrastructure for growth,
development and prosperous economy for better life for all (Budget
Statements, 2006/2007:244);

+ The Department of Safety, Security and Liaison: strives to achieve a
safe and secure Limpopo through the facilitation of social crime
prevention programmes; promotion of good relations between the
SAPS and the community; commissioning research on Safety and
Security issues, and monitoring the SAPS service delivery processes
and programmes (Budget Statements, 2006/2007:269);

+ The Department of Local Government and Housing: establishes,
supports and monitors sustainable development local governance
through coordinated and integrated development planning in all
spheres of government; coordinates and targets capacity building
programme; ensures the creation of an environment within which

housing development takes place; and is responsible for the
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coordination of disaster management (Budget Statements,
2006/2007:289); and

+ The Department of Sports, Arts and Culture: enhances unity in
diversity through the provision of services for sustainable development
of sports, arts, culture and heritage in Limpopo (Budget Statements,
2006/2007:338).

The mandates given to each department provide a definite picture of sector
contributions in the successful implementation of the Limpopo Provincial Growth
and Development Strategy: 2004 —2014.

2.4 Limpopo Growth and Development Strategy

The Provincial Growth and Development Strategy is guided by the National
Framework embedded in the Growth, Employment and Redistribution (GEAR): A
Macro — Economic Strategy. GEAR is based on the RDP principles as published in
1994. It became the responsibility of the government to develop strategies to
implement the RDP so as to accelerate growth and development (Provincial
Growth and Development Strategy, 1999 :3-4). The National Growth and
Development Strategy then identified the following areas based on the RDP in

which to set targets:

+ Employment creation in a competitive economy;

+ Investing in People;

+ Delivering Services;

+ Safe and secure environment;

+ Welfare and safety nets; and

+ Transforming the Public Sector (Provincial Growth and Development
Strategy, 1999: 4).
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The Limpopo Provincial government (the then Northern Province) subsequently
adopted a framework for Growth and Development in 1997. The Growth and
Development Strategy was reviewed and updated over the ensuing years. A
comprehensive review has since been conducted and it culminated in the
adoption of the PGDS 2004.

The PGDS 2004 subscribes to outcomes of various international, national and
provincial programmes and initiatives, such as the World Summit on Sustainable
Development; NEPAD; the National Spatial Development Program; the National
Growth Summit; the Integrated Sustainable Rural Development Strategy; Land
Reform and Land Restitution Programme; the National Skills Development
Strategy; the National Housing Policy and the policy on free basic services; and
the National Crime Prevention Strategy.

The province adopted five development objectives for itself, whose performance
indicators correspond to those of the Millennium Development goals that are,

namely:

+ The need to improve the quality of life of the population of Limpopo;

+ Growing the economy of the province, sustainable job creation,
innovation and competitiveness;

+ Improve the Iinstitutional efficiency and effectiveness of the
government;

+ Address priorities that cut across the three objectives mentioned
above, such as Black Economic Empowerment, HIV/AIDS-TB, poverty
reduction, issues of Land and Environment, etc; and

+ Attain regional integration (Limpopo Growth and Development
Strategy, 2004 —2014 :19).
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These objectives are aimed at facilitating economic growth and capital
investment that will address the low absorption rate of the labour force into the
economy as a matter of priority. This aim is founded within the president’s State
of the Nation Address of 2004, wherein he stressed the need to bridge the divide
between the First and Second Economies (SONA,2004). Additionally, the
premier raised the concern during his State of the Province Address, that the
economy of Limpopo has been growing at a rate double that of the national
average, while joblessness and abject poverty persist (SOPA,2004). The
objectives set for the growth and development strategy for the Limpopo should
address this paradox. The essence of the PGDS is to achieve improved quality of
life by growing the economy, made possible by the institutional efficiency of

government, as symbolized by the three legged pot in Figure 1 below:

Figure 1: Linking the Objectives of the PGDS ( Limpopo Growth and
Development Strategy, 2004-2014: 20)

Quality of life

(job creation)

Improved Attain
Institutional Regional
Efficiency and Integration

Effectiveness

Growing the economy (mining, tourism and
agriculture), building on the Strength of the
province and enhancing innovation and

competitiveness





The above-given illustration, therefore, summarises the choice of the Limpopo
Provincial Government in growing the economy and providing a pleasing future

for its citizens.

The People's Republic of China (PRC) provides evidence that indeed the right
Growth and Development Strategy could transform a country into the fastest
growing economy and thereby enhancing human development. According to Lin,
Cai and Li (1996: 1), the gross domestic product of China has grown at an
average rate of 10 percent annually for the past 18 years, and personal income
and living standards have improved significantly. The great success of China is
attributed to their choice of the Growth and Development Strategy that is
methodical and deliberate (Lin, Cai and Li, 1996: 1).

China chose a strategy that pursues the economy’s comparative advantage and
abandoning the “heavy — industry — oriented” or “leap — forward” development
strategy adopted during the pre 1979 reform period (Lin, Cai and Li, 1996: 1-2).
The key sector contributors to the rapid growth in China are Foreign Direct
Investments (FDI) and the domestic — backward and forward — linkages, i.e,
China’s ability to build a successful backward and forward linkages between
manufacturing activity and the rest of its economy. The FDI growth of China now
stands at $52 billion (Konana, Dogget and Balasubramanian, 2005:1-10). The
achievements in China could also be attributed to the work of Sun Tzu and more

information on this will be found in the ensuing discussions in this chapter.

The great success of China’s economic reforms has attracted world-wide
attention. The Limpopo Provincial government, in particular, recognized this
success and undertook trade missions to Anhui Province of the People’ s Republic
of China. The purpose of the missions was to market and promote investment
opportunities existing in the Limpopo Province by sharing more information on

the one hand and to strengthen ties with Anhui Province business fraternity with
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the objective to encourage and attract more Foreign Direct Investment (FDI)
from this province into the Limpopo Province on the other hand (Premier’s
Mission to the People ‘s Republic of China, 2005). The Limpopo Province
envisages that a Memorandum of Understanding with the Anhui Province of the
People’s Republic of China would contribute to the realization of the Provincial
Growth and Development Strategy (2004-2014).

The PGDS is a long-term development strategy for the province. Each sector
should, therefore, generate long—term objectives informed by the PGDS.
According to Ehlers and Lazenby (2004:176), once long-term objectives have
been set and the appropriate strategies selected, the process moves into
strategy implementation. Ehlers and Lazenby (2004:176) define strategy
implementation as the process that turns Strategic Plans into a series of action
tasks, and ensures that these tasks are executed in such a way that the
objectives of the Strategic Plan are achieved. In government, the whole process
is simply referred to as Strategic Planning. According to the Framework and
Templates for provincial departments, for the preparation of Strategic and
Performance Plans for the 2004 — 2009 term, and Annual Performance Plans for
the 2005 fiscal year (2004), the Strategic Planning process would vyield a

Strategic Plan, ensued by the Annual Performance Plan

2.5 Capacity

In a public service environment, capacity would mean adequate human
resources, financial resources, physical resources and policy management for
implementing a particular program. According to Thompson and Strickland
(1996:244-245), proficient strategy execution depends heavily on competent
personnel, better-than-adequate skills and competitive capabilities and effective
internal organisation. Thompson and Strickland (1996:276), further indicated
that how well a strategy-implementer links budget allocations to the strategy can

either promote or impede the implementation process. Thompson and Strickland
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clearly support that human resource and finacial capacity is critical for the

success of every organisation.

Montanari, Morgan and Bracker (1990: 168), indicates that the organisation
policies are generally guidelines that establish limits for decisions making and
help channel the thinking of employees. David (1999:12), stated that policies are
the means by which annual objectives will be achieved. The two authors
provides an indication that there is a dire need for policy management capacity

for every organisation to succeed.

2.6 Strategic Planning
2.6.1 The history of Strategic Planning

2.6.1.1 Strategic Planning in the military

The history of Strategic Planning begins in the military (Lener,1999:01).
Blackerby (2003:1) also indicates that the strategic approach to management is

as old as warfare, and it even has military origins.

The term "strategy" derives from the Greek "strategos," which
means, literally, "general of the army." Each of the ten
ancient Greek tribes annually elected a strategos to head its
regiment. At the battle of Marathon (490 BC), the strategoi
advised the political ruler as a council. They gave "strategic"
advice about managing battles to win wars, rather than
"tactical" advice about managing troops to win battles. In
time, the job of the strategoi grew to include civil magisterial
duties as well, largely because of their status as elected
officials. From these military roots, strategic planning has
always aimed at the "big picture." The focus is on results or
outcomes, rather than products or outputs (Blackerby,
2003:1).

This is an indication that an organization need to be fully capacitated in order to

succeed in its strategy, thus, all the building blocks should be in place.
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The history of Strategic Planning is, to a large extent, associated with Sun Tzu, a
chinese general and military strategist, who helped King Ho-Lu capture the city
of Ying, bringing about the fall of the Ch'u state in 506 B.C.E (The free library,
2004:1). Tzu wrote a book called “The Art of War”, the oldest military treaties in
the world. Being the oldest military treatise in the world, it becomes one of the
greatest cultural legacies of the Chinese nation ( Lee and Ko,2000). According to
Lee and Ko (2000), Tzu" s work was the most famous on military operations in
ancient China and it is again one of the most revered and well-known military

texts even outside China.

The Art of War is governed by five constant factors, to be
taken into account in one’s deliberations, when seeking to
determine the conditions obtaining in the field.

These are:

1. The Moral Law

2. Heaven

3. Earth

4, The Commander

5. Method and Discipline ( The free library,2004:2)

Grant Thornton LLP (2006) illustrates how the five constant factors could be

applied to contemporary business strategy as follows:

To drive your business using the art of strategy, it is essential
to establish or clarify the overall vision and goals of the
organization (the way); understand the operating
environment facing the business (the terrain); develop
objectives and specific strategies for the organization to
address (the weather); ensure strong management to guide
and motivate staff and to implement the strategies in a timely
manner (the leadership); and develop a robust organizational
structure, effective supply chain management and ensure that
performance is monitored against the stated objectives -the
discipline (Grant Thornton LLP, 2006).
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The book about Sun Tzu’ war strategy was then introduced to Japan around 700
A.D, and the first Western translation in French appeared 1000 years later in
Paris in 1772. There is, therefore, a thought that the Japanese have used military
strategies in their business practices when conquering world markets primarily
because the strategies used resembles those of Sun Tzu (Holstius and
Malaska,2003). The distinguishing characteristics of the Japanese economy
during those ‘'economic miracle’ vyears included: the cooperation of
manufacturers, suppliers, distributors, and banks in closely knit groups called
keiretsu; the powerful enterprise unions and shuntd; cozy relations with
government bureaucrats, and the guarantee of lifetime employment (shushin
koyo) in big corporations and highly unionized blue-collar factories (Wikipedia,

the free encyclopedia, 2006).

The literature scanned above authenticate Sun Tzu’ s work in the business
arena. It depicts that Sun Tzu's “Art of War” is transferable from the battlefield
to the marketplace because its focus is on winning through the understanding of
human relationship, rather than having the troops go at each other. China today
is having the fastest growing economy, and Japan is the second largest economy
in the world in terms of nominal GDP, placed behind United States (Wikipedia,
the free encyclopedia, 2006). Nominal GDP refers to the value of all final goods
and services produced within a nation in a given year (Wikipedia, the free
encyclopedia, 2006). The success of the two countries could be attributed to the
earlier acces to the work of Sun Tzu. The government of South Africa and the
Limpopo Province could, therefore, yield positive economic result in forging
relations with these two successful countries associated with the strategies of

SunTzu.
2.6.1.2 Strategic planning in the organisations

Strategic Planning in organizations originated in the 1950s and was very popular

and widespread between the mid-1960s to mid-1970s, when the then people
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believed it was the answer for all problems, and corporate America was
"obsessed" with Strategic Planning (Lerner, 1999:01). Through the late 1950s,
Strategic Planning’s focus shifted away from organizational policy and structure
towards the management of risk, industry growth, and market (Blackerby,
2003:1). Through the 1960s, Strategic Planning became a standard management
tool in virtually every “Fortune 500” company and many smaller companies
(Blackerby, 2003:2). The “Fortune 500” is a ranking of the top 500 American
public corporations as measured by gross revenue (Wikipedia, the free

encyclopedia, 2006).

Following that "boom", Strategic Planning was cast aside and abandoned for over
a decade. Until the mid-1980s, Strategic Planning remained mostly with the
private sector and the notions of customers, marketing, industry growth, market

share and risk management were foreign to public sectors (Blackerby, 2003:2).

Instead, local governments wrote comprehensive plans that

dealt with the efficiency of land use and services, while

federal and state agencies relied on programs plans, usually

limited to narrow chains of authority on the organization

chart. Strategies and organizational structure became nearly

independent concerns; management committees resolved

inter-program conflicts. The result was an emphasis on

internal concerns, especially program inputs: taxes, fees,

funding and staffing levels, computers, abuse, waste, fraud

and fat (Blackerby, 2003:1).
The 1990s brought about the revival of Strategic Planning as a "process with
particular benefits in particular contexts" ( Lerner, 1999:01) . In the United
States, the Government Performance and Results Act of 1993 was passed and
requires all federal agencies to write a Strategic Plan that includes: mission
statement, outcome-based goals and objectives, descriptions of how goals will
be achieved, resource needs and how objectives will link to performance plans, a
list of external influences on goals, and a programme evaluation schedule

(Blackerby, 2003:2). In the democratic South Africa, the government passed the
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Public Finance Management Act (PFMA) in 1995 with its regulations. PFMA
regulations provides guidelines for annual preparation of Strategic Plans;
submission and contents of Strategic Plan; and monitoring of performance
thereof. The PFMA, therefore, compels an Accounting Officer to prepare a

Strategic Plan for the department in his or her jurisdiction.

Here below is a step-by-step brief account of several generations of Strategic
Planning. SWOT analysis model dominated Strategic Planning of the 1950s. "The
1960s brought qualitative and quantitative models of strategy. During the early
1980s, the Shareholder Value model and the Porter model became the standard.
The rest of the 1980s was dictated by strategic intent and core competencies,
and market-focused organizations. Finally, business transformation became de
rigueur in the 1990s" ( Lerner, 1999:01).

Subsequent newer models of Strategic Planning were focused on adaptability to
change, flexibility, and importance of strategic thinking and organizational
learning. "Strategic agility" is becoming more important than the strategy itself,
because an organization's ability to succeed "has more to do with its ability to
transform itself, continuously, than whether it has the right strategy. Being
strategically agile enables organizations to transform their strategy depending on

the changes in their environment" ( Lerner, 1999:01).

Today's gurus of strategy urge companies to democratise the process by handing
Strategic Planning over to teams of line and staff managers from different
disciplines. Frequently, these teams include junior staffers, handpicked for their
ability to think creatively, and near-retirement old-timers willing to tell it like it is.
And to keep the planning process close to the realities of markets, today's
strategists say it should also include interaction with key customers and
suppliers. That openness alone marks a revolution in Strategic Planning, which
was always among the most sacrosanct and clandestine of corporate activities.

But it is necessary if the process is to help produce what customers want.
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2.7 What is Strategic Planning?

Planning is traditionally considered to be one of the four major functions of
management, along with organizing, leading and coordinating/controlling. Simply
put, Strategic Planning determines where an organization is going over the next
year period or more, how it's going to get there and how it will know if it got
there or not. The focus of a Strategic Plan is usually on the entire organization,
while the focus of a Business Plan is usually on a particular product, service or

program (McNamara, 1999).

Strategic Planning is again referred to as the planning activity through which one
confronts the major strategic decisions facing the organisation. A decision is not
rendered strategic merely by being important. Strategic decisions or issues fulfil
the following criteria: Define the institution’s relationship to its environment;
Generally take the whole organisation as the unit of analysis; Depend on inputs
from a number of functional areas; and Provide direction for, and constraints on,

administrative and operational activities throughout the institution (Unisa, 2006).

Strategic Planning is furthermore defined as a disciplined effort to produce
fundamental decisions and actions that shape and guide what an organization
(or other entity) is, what it does, and why it does it. Strategic Planning requires
broad-scale information gathering, an exploration of alternatives, and an
emphasis on the future implications of present decisions. It can facilitate
communication and participation, accommodate divergent interests and values,
and foster orderly decision-making and successful implementation (Mobilizing for

Action through Planning and Partnerships,2006).

Golf Course Superintendents Association of America, (2006), define Strategic
Planning as planning that focuses on longer range objectives and goals. It is

essentially direction-setting and focuses on new products and new markets
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Strategic Planning is also defined as planning that leads to the implementation of
an organization's objectives. Such planning occurs in two phases, namely: (1)
deciding on the products to produce and/or the services to render, and (2)
deciding on the marketing and/or manufacturing methods to employ in getting
the intended products or services to the proper audience (McGraw-Hill Ryerson
Limited, 2001).

According to Action Without Borders inc., (2006), Strategic Planning is a
management tool, period. As with any management tool, it is used for one
purpose only, namely, to help an organization do a better job - to focus its
energy, to ensure that members of the organization are working toward the
same goals, to assess and adjust the organization's direction in response to a
changing environment. Both Action Without Borders inc., (2006) and Mobilizing
for Action through Planning and Partnerships (2006) maintain the same definition
of seeing Strategic Planning as a disciplined effort to produce fundamental
decisions and actions that shape and guide what an organization is, what it does,

and why it does it, with a focus on the future.

A word by word dissection of this definition provides the key elements
underlying the meaning and success of a Strategic Planning process. Action

Without Borders , (2006) goes further and dissect this definition as follows:

4+ The process is strategic because it involves preparing the best way to
respond to the circumstances of an organization's environment,
whether or not its circumstances are known in advance; nonprofits
often must respond to dynamic and even hostile environments. Being
strategic, then, means being clear about an organization's objectives,
being aware of an organization's resources, and incorporating both
into being consciously responsive to a dynamic environment. The

process is about planning because it involves intentionally setting goals
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(i.e., choosing a desired future) and developing an approach to
achieving those goals.

+ The process is disciplined in that it calls for a certain order and pattern
so as to keep it focused and productive. The process raises a sequence
of questions that help planners examine, experience, test assumptions,
gather and incorporate information about the present, and anticipate
the environment within which the organization will be working in the
future. Finally, the process is about fundamental decisions and actions
because choices must be made in order to answer the sequence of
questions mentioned above. The plan is ultimately no more, and no
less, than a set of decisions about what to do, why to do it, and how
to do it. Because it is impossible to do everything that needs to be
done in this world, Strategic Planning implies that some organizational
decisions and actions are more important than others - and that much
of the strategy lies in making the tough decisions about what is most

important to achieving organizational success.

The above given definitions, therefore, concur on the fact that Strategic Planning
is @ management tool, conducted in organisations, focusing on long-term, and

also involving taking strategic decision on the priorities of the organisation.
2.8 Strategic Planning Perspectives, Models and Approaches

There is no one perfect model for Strategic Planning for each organization. Each
organization ends up developing its own model of Strategic Planning, often by
selecting a model and modifying it to suit their own planning process. The
following models provide a range of alternatives from which organizations might
select an approach and begin to develop their own Strategic Planning process. It
is also important to note that an organization might choose to integrate the

models by using, for instance, a scenario model to creatively identify strategic
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issues and goals, and then an issues-based model to carefully strategize to

address the issues and reach the goals (McNamara, 1999).

McNamara (1999), therefore, provides the following models to guide Strategic

Planning in organisations:

+ Basic strategic planning,

+ Issue-based (or goal-based),
+ Alignment,

4+ Scenario, and

+ Organic planning.

According to McNamara (1999), basic Strategic Planning model is typically
followed by organizations that are extremely small, busy, and have not done
much Strategic Planning before. The process might be implemented in year one
of the non-profit to get a sense of how planning is conducted, and then
embellished in later years with more planning phases and activities to ensure
well-rounded direction for the non-profit. Planning is usually carried out by top-

level management and the process would unfold as follows:

1. Identify your purpose (mission statement) - This is the
statement(s) that describes why your organization exists, i.e.,
its basic purpose.

2. Select the goals your organization must reach if it is to
accomplish your mission.

3. Identify specific approaches or strategies that must be

implemented to reach each goal.

Identify specific action plans to implement each strategy

. Monitor and update the plan (McNamara, 1999).

o

The second model is Issue-Based (or Goal-Based). Organizations that begin with
the “basic” planning approach described above, ussually evolve to using this

more comprehensive and more effective type of planning (McNamara, 1999).

Summary steps of Issue-Based (or Goal-Based) Strategic Planning is as follows:
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1. External/internal assessment to identify "SWOT" (Strengths
and Weaknesses and Opportunities and Threats)

2. Strategic analysis to identify and prioritize major
issues/goals

3. Design major strategies (or programs) to address
issues/goals

4. Design/update vision, mission and values(some
organizations may do this first in planning)

5. Establish action plans (objectives, resource needs, roles
and responsibilities for implementation)

6. Record issues, goals, strategies/programs, updated mission
and vision, and action plans in a Strategic Plan document, and
attach SWOT, etc.

7. Develop the yearly Operating Plan document(from year one
of the multi-year strategic plan)

8. Develop and authorize Budget for year one(allocation of
funds needed to fund year one)

9. Conduct the organization’s year-one operations

10.Monitor/review/evaluate/update Strategic Plan document
(McNamara, 1999)
According to McNamara (1999), an organization may not do all of the above

activities every year.

Alignment Model - the overall purpose of the model is to ensure strong
alignment among the organization’s mission and its resources to effectively
operate the organization. This model is useful for organizations that need to fine-
tune strategies or find out why they are not working. An organization might also
choose this model if it is experiencing a large number of issues around internal

efficiencies (McNamara, 1999). Overall steps include the following:
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1. The planning group outlines the organization’s mission,
programs, resources, and needed support;

2. Identify what’s working well and what needs adjustment;
3. Identify how these adjustments should be made; and

4. Include the adjustments as strategies in the Strategic Plan

(McNamara, 1999).
The fourth model is Scenario Planning. This approach might be used in
conjunction with other models to ensure planners truly undertake strategic
thinking. The model may be useful, particularly in identifying strategic issues and

goals (McNamara, 1999). The Scenario Planning process is as follows:

1. Select several external forces and imagine related changes
which might influence the organization.

2. For each change in a force, discuss three different future
organizational scenarios (including best case, worst case, and
OK/reasonable case) which might arise with the organization
as a result of each change.

3. Suggest what the organization might do, or potential
strategies, in each of the three scenarios to respond to each
change.

4. Planners soon detect common considerations or strategies
that must be addressed to respond to possible external
changes.

5. Select the most likely external changes to effect the

organization (McNamara, 1999).
The fifth and last model is Organic” (or Self-Organizing) Planning. Self-organizing
requires continual reference to common values, dialoguing around these values,
and continued shared reflection around the systems current processes

(McNamara,1999). General steps would include the following:

1. Clarify and articulate the organization’s cultural values. Use
dialogue and story-boarding techniques;
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2. Articulate the group’s vision for the organization. Use
dialogue and story-boarding techniques;

3. On an ongoing basis, e.g., once every quarter, dialogue
about what processes are needed to arrive at the vision and
what the group is going to do now about those processes;

4. Continually remind yourself and others that this type of
naturalistic planning is never really “over with,” and that,
rather, the group needs to learn to conduct its own values
clarification, dialogue/reflection, and process updates;

5. Be very, very patient;
6. Focus on learning and less on method; and

7. Ask the group to reflect on how the organization will
portray its strategic plans to stakeholders, etc., who often
expect the “mechanistic, linear” plan formats
(McNamara,1999).

David (1999:13-14) presented another model as follows:

1. identifying the organisation’s existing missions, objectives and strategies is
logically the starting point;

Perform external and internal audits;

Establish Long — term objectives;

Generate, evaluate and select strategies;

Establish policies and annual objectives;

Allocate resources; and

N o U oA W

Measure and evaluate performance

The models presented by the two authors above shows a number of agreement in

the process of conducting strategic planning.

There are also a variety of approaches used in Strategic Planning. Some planners
would prefer a particular approach to planning. For examples, they may prefer

Appreciative Inquiry or Balance Score Card.
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Appreciative inquiry is an organisational change methodology
developed by David Cooperrider. It offers an alternative
approach to achieving organizational growth and development
to the more prevalent problem solving methodologies. It is
based in an understanding of organisations as living human
systems, socially constructed, thus everything human is
present in organisations, including emotion. Within the
Appreciative Inquiry approach problem identifiers and bringers
are to be valued as they tell us things could be better: a
problem is an expression of a frustrated dream. This approach
suggests that the phenomenon of organisation is a miracle to
be embraced. The social constructionist perspective on which
Appreciative Inquiry is based suggests that, within
organisations, what we talk about is what we see and that we
get more of what we pay attention to. Organisations are seen
as being made up of many voices, all of which have valid
perspectives. When working with organisations the judgments
to be made are not so much truth evaluations but moral
judgments. Appreciative Inquiry is underpinned by a
theoretical base of five key principles (constructionist, poetic,
simultaneity, anticipatory and positive) and a methodology of
four stages, namely, discovery; dreaming; design and destiny
(Jemstone consultancy Ltd, 2003).

Some plans are scoped to one year, many to three years, and some to five to ten
years into the future. Some plans include only top-level information and no
action plans. Some plans are five to eight pages long, while others can be

considerably longer. Planning in the South African government attempts to follow

some of the steps embraced in various models and approaches outlined above.
2.9 Planning environment in the government of South Africa

At national level, the parliament appoints a President, with the mandate to
implement the governing party’s election manifesto. The president appoints a
Cabinet to assist in this task. Together, the President and the Cabinet draw up a
Medium Term Strategic Framework (MTSF) aimed at translating the election
manifesto into a programme of action for the government’s term of office.

Progress with implementing the MTSF is reviewed each year, and the President
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uses the State of the Nation address, at the beginning of each year, to articulate
new priorities and policies emerging from such a review. In addition, the
Presidency has developed a National Spatial Development Perspective document
to guide spatial development initiatives nationally. The Medium Term
Expenditure Framework (MTEF) and the Annual Fiscal Framework are also very
important national planning frameworks that inform budget decisions
(Framework and Templates for provincial departments for the preparation of
strategic and performance plans for the 2004 — 2009 term, and annual

performance plans for the 2005 fiscal year, 2004).

At provincial level, the provincial legislature would appoint a Premier with a
mandate to implement the government party’s election manifesto. The Premier
appoints an Executive Committee to assist. Together, the Premier and his/her
Executive Committee develop a provincial growth and development strategy
aimed at translating the election manifesto into a programme of action for the
provincial government. At sectoral level, the relevant national minister can be
expected to put in place a set of strategic goals and objectives for service
delivery in that sector. These objectives should be developed in consultation with
provincial Members of the Executive Committee (MECs) and with provincial
departments, and should, therefore, be in line with the overarching national and
provincial plans (Framework and Templates for provincial departments, for the
preparation of Strategic and Performance Plans for the 2004 — 2009 term, and
Annual Performance Plans for the 2005 fiscal year, 2004). Treasury Regulations
and Public Service regulations are in place to ensure that Accounting Officers in
various departments comply with the prescripts in terms of timeframes and

contents.

The Treasury Regulations, 2000 requires that Accounting Officers of an
institution prepare a Strategic Plan for the forthcoming MTEF period

(commencing 01 April) for approval by the relevant executive authority. The
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Strategic Plan must cover a period of three years and be consistent with the

institution’s published medium term expenditure estimates.

At local level, the Municipal Systems Act of 2000 requires all municipalities to
undertake an Integrated Development Planning process to produce Integrated
Development Plans (IDPs). The IDP is a principal Strategic Planning instrument
that guides and informs all planning, budgeting, management and decision —
making in a municipality. According to the Municipal Systems Act 2000, every
new council that comes into office after the local government elections has to
prepare its own IDP that will guide them for the five years that they are in office.
The IDP is thus linked to the term of office of councillors (Integrated

Development Planning guides, 2000)

All spheres of government should, therefore, take cognisance of the government
planning context in the course of formulating Strategic Plans for growth and

development.

2.10 Conclusion

This chapter gives a clear picture of various factors that contribute to a
successful Strategic Planning process, and ultimately a successful implementation
of Strategic Plans in organisations. Some of the tools to guide the planning
process and various definitions to provide extensive understanding of the
importance of strategic planning were highlighted in the literature. This study
focuses on the capacity of provincial departments to implement the PGDS
through Strategic Planning, and the above literature provides support to the

study.

In the next chapter, the methodology is presented.
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RESEARCH METHODOLOGY

3.1 Introduction

In this chapter, the researcher presents the methodology followed in
conducting this study. A research method refers to a study of the research
process in all its broadness and complexity, the various methods and
techniques that are employed, the influence of methodological preferences on
the types of data analysis employed and the ensued interpretations of
findings (Mouton and Marais, 1994:16). The present research studies the
capacity of the Limpopo Provincial government to implement the Provincial

Growth and Development Strategy (2004 — 2014) through strategic planning.

3.2 Research design

Huysamen (1993:10) defines a research design as a blueprint of the research
project that precedes the research process. In this study, a qualitative
approach was, therefore, used to analyse the capacity of departments to
perform a Strategic Planning that will enhance service delivery in line with the
PGDS. According to Cresswell (1998:15), qualitative research is an inquiry
process of understanding based on distinct methodological traditions of
enquiry that explore a social or human problem. Cresswell ( 1998:15) further
indicates that a researcher builds a complex, holistic picture, analyses words,
reports detailed views of informants and conducts that study in a natural

setting.
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In qualitative research, the emphasis of the interpretation is on the
individuals/organisations that are being studied. The researcher does not
start with a theory and prove it; qualitative research starts with an area of
study — whereby the researcher allows the relevant study to emerge (De Vos
et al., 2002:274). The process in this study, therefore, involved assessing the
type and number of human resources available to perform the duties of
Strategic Planning in the departments. It also involved a comparison amongst

the PGDS objectives, indicators and targets, with those of Strategic Plans.

3.3 Area of study

The study was conducted in the 11 Limpopo Provincial departments in
Polokwane. The 11 departments comprise the Office of the Premier (Vote 1)
which is situated in the Mowaneng building at 40 Hans van Rensburg street;
the Department of Education (Vote3), 113 Biccard street; the Department of
Agriculture (Vote4), 69 Biccard street; Provincial Treasury (Vote5), 44 Hans
van Rensburg; the Department of Economic Development, Environment and
Tourism (Vote6), 20 Hans van Rensburg street; the Department of Health
(Vote7) and Social Development (Votel2), 18 College street; the Department
of Roads and Transport (Vote8), 40 President street; the Department of Public
Works (Vote9) conner Blouberg and Yster streets; the Department of Safety,
Security and Liaison (Votel0), 32 Schoeman street; the Department of Local
Government and Housing (Votell), 28 market street; and the Department of
Sports, Arts and Culture (Votel2), 26 Biccard street.

The 11 departments are located in the Polokwane Local Municipality under the
Capricon District Municipality (CDM). CDM is situated in the centre of Limpopo
Province, sharing its borders with four district municipalities: Mopani (east),
Sekhukhune (south), Vhembe (north) and Waterberg (west). The district is
situated at the core of economic development in the Limpopo Province and

houses all head offices of provincial departments. CDM covers an area of 16
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970.30 km2, with the Polokwane Local Municipality accounting for 3.775.21

km2. Polokwane is the capital city of the province.

3.4 Population

The research population is all the member of the group that a researcher is
interested in (Burgess, 2001:4). Bless and Higson-Smith (2000) define the
population as the set of elements that the research focuses upon and to
which the results obtained by testing the sample are generalized. In this
study, a total number of 50 public servants from structures responsible for
Strategic Planning in all provincial departments were targeted. All these public
servants are employed in terms of the Public Services Act,1994 (Proclamation
103 of 1994). Participants comprised Strategic Planners who are responsible
for strategic and development planning in their departments, Chief Financial
Officers who are responsible for budget of all plans, and workstudy officers

who are responsible for the organizational establishments structures.

3.5 Sampling method

A sample is simply a sub-set of the population that is usually chosen because
to access all members of the population is prohibitive in time, finance and
other resources (Burgess, 2001:4). According to De Vos et al., (2002:199), a
sample comprises the elements of the population considered for actual
inclusion in the study. The author could, therefore, conclude that a sample is
a manageable number of people that represents a larger population in a

study.

In this study, the whole population was used because of the nature of the
project and unit of analysis. This study called for a non-probability, purposive
or judgemental sampling method to be used. This method is suitable because

it allows a researcher to select a sample based on his or her knowledge of the
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population, its elements and the nature of the research. In short, it is based
on a researcher’s judgement and purpose of the study (Babbie and Mouton,
2004:166 ). This study focuses on eleven provincial departments and

particularly Strategic Planners in departments and the number is small.

3.6 Data collection method

Data consist of measurements collected as a result of scientific observations
and when researchers collect their own data for a particular purpose of their
research, such data are called primary data (Bless and Higson-Smith
(1995:99).

The purpose of the present researcher in this study was to obtain facts on the
capacity of departments to implement the PGDS through strategic planning.
Questionnaires were then used to collect data. According to Babbie (2001), a
questionnaire is an instrument specifically designed to elicit information that
will be useful for analysis. The present researcher designed the questionnaire
informed by the current operational frameworks of the government. The
designed questionnaire had a combination of two types of questionnaires, the

mailed questionnaire and questionnaires delivered by hand.

The researcher only used two types of questions in this study, which are,
namely, open-ended and closed-ended questions. According to Babbie
(2001), researchers in a survey research have two options in asking
questions. They may ask open-ended questions, in which the respondent is
asked to provide his or her own answer to the question, or closed-ended
questions, whereby the respondent is asked to select an answer from among

a list provided by the researcher.
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Upon approval by the Office of the Premier to collect data, the present
researcher commenced with a pilot study to identify flaws in the
questionnaire in order to maximize the quality the findings. Three personnel
members were selected in the Office of the Premier to respond to the

questionnaire.

During the pilot study implementation, the researcher started by reading the
questionnaire to the respondents and the respondents were thereafter given
the opportunity to make input. Respondents were able to identify typing
errors that needed to be rectified. The respondents were also of the opinion
that, overall, the questions were relevant to the area of study and of
importance to the provincial departments. The respondents also commended
the structure of the questionnaire and said that it is friendly and also takes
into consideration the issue of time. After the pilot process was completed,
the researcher went back to the office and effected changes on the

questionnaire.

After all gaps were closed, the questionnaire was then ready for major data

collection. The main aim of the present researcher was is to investigate the

actual capacity of the departments of the Limpopo Provincial government to

produce credible Strategic Plans central to the effective and efficient

implementation of the PGDS 2004 -2014. In order to get answers to the
questions, the researcher undertook the following activities:

+ The researcher retrieved an attendance register of previous

meetings with planners to get addresses and telephone numbers.

The researcher then approached all participants telephonically.

There was no need for detail personal introduction because the

participants are regularly interacting with the researcher on work

related mandates. The researcher then went further to explain the

reason of the research and requested from the participants if they
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would be willing to participate in the study. Participants were also
told that their names were not required and that the information
will be used to improve performance in the provincial departments.
All of the respondents were positive in participating because the

process would also bring benefits to them and the province.

50 questionnaires were then sent to participants on 24 November
2006 through e-mails and also delivered by hand to be completed
so as to ensure 100% participation as the sample is small. The
researcher gave respondents three weeks to complete a
questionnaire, which meant a return date of 15 December 2006.
Ample time was provided, taking into consideration the ranks and
hectic schedules of the respondents. A reminder e-mail was sent to
the participants during the last week of the due date on 11
December 2006.

The questionnaires were sent when people were going for the
December /January holidays, and only 41 questionnaires out of 50
questionnaires were returned as on 15 January 2007. This response
rate is acceptable as it amounts to 82% and because it
represented all departments. The response rate achieved is also
acceptable because all the critical role players in strategic planning
in all departments participated and there is no bias.

The present researcher again used the Social Technical Cluster and
Economic Technical cluster which is comprised of Heads of
departments (HODs) to gather additional qualitative data. The
researcher assessed all the strategic plans of departments to check
alignment with the PGDS programmes and targets. A presentation
was thereafter prepared, guided by the questionnaire to provide a
point of discussion for HODs. All departments were represented in

the meetings.
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+« The Provincial Development Planning Forum was also used to
gather additional qualitative data in that the structure of the
meeting were in manner that respond to the questionnaire. The
forum provided the platform for planners to discover, dream
dialogue and create destiny for strategic planning. Data gathering
process in the Provincial Development Planning Forum adopted the
Appreciative Inquiry Technology that emphasizes the generation of
new ideas by asking positive questions through the 4D Model
approach. The 4D refers to discovery, dream, dialogue and destiny
(Mayoux,2003:6). The researcher was, therefore, able to gather
sufficient data that provide answers to the study.

+ The researcher also conducted face-to-face structured interviews
with five planners during the forum meetings. The researcher
interviewed the same participants who had already completed the
questionnaires because a sample is small and the study requires
facts. The same questionnaire that was e-mailed to participants
was also guiding the interviews. The researcher undertook face-to-

face structured interviews based on of the following opinions:

1. In a structured interview, a researcher asks the same questions to
numerous individuals in a precise manner, offering each individual the
same set of possible responses (Practical Assessment, Research and
Evaluation, 1997:2).

2. Face-to-face interviews enables an interviewer to establish rapport
with the respondent, to observe as well as listen and permits more
complex questions to be asked than in other types of data collection

(Practical Assessment, Research and Evaluation, 1997:2).

The combination of face-to-face structured interviews, discussions with

HODs and e-mailed questionnaires allowed the present researcher to gain
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more insight into the capacity of departments with regard to Strategic

Planning.

3.7 Data analysis and interpretation

Data analysis is the process of bringing meaning to the mass of collected data
(De Vos et al. 2002:339). After the closing date of returning questionnaires,
the researcher started preparing data for data entry and analysis. The
present researcher then printed all returned questionnaires from the e-mail,
verified if they are completed and filled them both manually and
electronically. A code sheet was then developed to understand the meaning
of values. According to De Vos et. al.,, (2005: 220), many statistical
programmes require numerical values to calculate statistics. Both closed and

open-ended questions in the questionnaires were then coded.

The present researcher chose a computer package called Statistical Package
for Social Sciences (SPSS) to bring out the key findings of the study. The
Statistical Package for Social Sciences (SPSS) was then used to analyse
closed-ended questions. The computer — based analysis is much quicker and
more accurate than manual analysis (Blaxter, Hughes and Tight, 2001). The
computer will normally save you time and should result in greater accuracy
and lower probability of many kinds of errors (Burgess, 2001:1-2). Closed—
ended data were then entered on an Excel spreadsheet which contains
columns of all variables and rows for each respondent. In this study, there
were 42 rows and 48 columns in the spreadsheet. The information stored in
the excel spread sheet was then transferred to SPSS for analysis and
interpretation of data. The purpose of analysing these data is to understand
the capacity of departments in the Strategic Planning environment prior to
the survey, and how the level of capacity influence the status of their plans

and ultimately impact on the PGDS.
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Open-ended questions in the questionnaires, discussions with HODs and
interviews responses with planners required content analysis. According to
Struwig and Stead (2001: 14), content analysis refers to the gathering and
analysis of textual content, and it is essentially a coding operation. Various
responses to the questions were then grouped into a logical and orderly set
of discrete categories. According to Rossouw (2003:166), categories are
defined as a meaningful compartments in which the units of analysis are
placed. Various responses to the questions were classified into considerably

fewer content categories as follows:

+ Biographic information of the respondents.

+ The organizational staff establishment structure in provincial departments
+ The human resource capacity in all provincial departments

+ The financial resource capacity of departments

+ The physical resource capacity of departments

+ Policy Management Capacity in departments

The answers from each question in the questionnaire, and the comments of
the HODs and responses from interviews with planner, were all written out,
so that all the answers and comments to that question can be written out
together. Where the same words appear in different people’s responses, the
researcher grouped the responses together. Where the words are similar but
different, the researcher exercised her judgment about whether to put them
together or keep them separate. All the categories took into consideration the
primary principles of Rossow (2003:167), namely that all the categories are in
line with the objective of the research; mutually exclusive because no unit
was placed in more than one category; equivalent, as no category is rated
more significant than the other and independent in that data allocated to a

specific category did not influence subsequent allocations.
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3.8 Conclusion
It is now clear that this study is a qualitative research, which use
questionnaires and interviews to collect data. As such, data analysis in this

study, therefore requires both computer-based analysis and content analysis.

The research process highlighted in the study leads to the next chapter that

presents the findings and interpretations.
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RESEARCH FINDINGS AND INTERPRETATIONS

4.1 INTRODUCTION

This chapter presents data from questionnaires e-mailed to all planners in
departments, and verbatim recordings of discussions with HODs and interviews
with planners. A sample of the questionnaire that was e-mailed and used to

guide discussions and interviews is found in Appendix A.

Graphs and tables are used to present the findings the study on the capacity of
all departments, including the Office of the Premier, to implement the objectives
of the PGDS through credible Strategic Plans.

4.2 FRAMEWORK OF THE ANALYSIS

The data obtained from the survey for the questionnaires, interviews and

discussions were analysed according to the following categories:

+ Biographic information of the respondents.

+ The organizational staff establishment structure in provincial departments.
This category was further divided into the following sub-categories:
A directorate/division/section for Strategic Planning in the organogram.
Functions attached to the directorate focusing on strategic planning only.
Other functions attached to the directorate/division/section.
Functions that are budgeted for.

Posts established for the directorate.
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Posts that are in the directorate for that are for Strategic Planning only.
Highest level of the posts in the directorate.
Posts in the directorate that are budgeted for.

The number of posts in the directorate that are budgeted for.

The human resource capacity in all provincial departments and is further
sub-divided as follows:

The number of posts filled in the directorate.

The posts that are vacant in the directorate.

In instances where there is no directorate, the number of people
delegated to perform the responsibility of Strategic Planning should be
indicated.

All the functions they are performing in the department.

The rank of the person delegated to perform Strategic Planning
responsibilities.

The competencies of people delegated with the responsibility.

Training on Strategic Planning for people delegated.

The financial resource capacity of departments. This category was further
sub-divided as follows:

The adequate budget allocated for Strategic Planning in 2006/7 financial
year.

Personnel to utilize the allocated budget.

Competent personnel to manage the budget.

The percentage of the budget spent in the financial year of 2005/6.

The budget remaining and supporting explanation.

The fruitful expenditure of the budget.

Audit queries from the Auditor General.

Training of personnel on Financial Management.
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+ The physical resource capacity of departments. Its sub-categories are as
follows:
Adequate and appropriate IT infrastructure to support planning activities.
IT literacy.
GIS system.
Other systems in the department.

Offices conducive for performing the function of Strategic Planning.

+ Policy Management Capacity in departments. The sub-categories are as
follows:
The tools of Strategic Planning such as the PGDS, IDP, Medium Term
Strategic Framework, Budget Statements 2006/7, Framework and
Templates for provincial departments for the preparation of Strategic
Plans and Annual Performance Plans issued by National Treasury.
An indication of whether or not the respondents have studied the
documents.
The Strategic Planning process.

The alignment of strategic plans to the PGDS.
4.3 RESEARCH FINDINGS
The responses of the Strategic Planners of all provincial departments in the

Limpopo Province to both closed and open—ended questions, discussions and

interviews, are as follows:
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SECTION ONE: BIOGRAPHIC INFORMATION

Table 1. Biographic information by department

Department Premier 4 9.8
Health 5 12.2
Public works 4 9.8
Sports 3 7.3
Safety 5 12.2
Agriculture 4 9.8
Economy 2 4.9
Education 3 7.3
Local 4 9.8
Transport 4 9.8
Treasury 3 7.3

The study includes all eleven departments in the provincial administration of
Limpopo. Each of the departments had more than two participants, with the
highest number of participants being five in a department which is equal to 12%
of the contribution. In total, 41 participants, out of 50, responded to the

questionnaire, which constitutes 82% ( See Table 1 above).

Graph 1. Age of participants

Age of participants

@ Age 21-30
m Age 31-40
0O Age 41-50
O Age 51-60
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Graph 1 above reflects that majority of participants, which constitutes 59% is

between the age range of 31 and 40. The lowest percentage is 2, which

represents the age range of 51 and 60. There is also 15% participation of an age

range of 21 — 31. Lastly, the graph above shows a 24% participation by the age

group of between 41 and 50.

Graph 2. Level of participant by gender
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As shown in Graph 2 above, 66% of the respondents is between levels 9 to 12,
which is regarded as middle management in the public service. 32% of the
participation is from senior management which is level 13+. There is only one
male respondent representing levels 1-8 which constitute 2%. Of the 66% of the
respondents, 13 (59%) were males and 14 (74%) were females. 32%
participation of senior management had a representative of 8 (36%) males and 5
(26%) females.

SECTION TWO: ORGANISATIONAL STAFF ESTABLISHMENT STRUCTURE

Table 2. Organisational staff establishment structure by department

Sub-
Number | Department | categories Yes No
Count | % Count | %
B6
1 Premier Organogram |4 100
B7Funct 4 100
B9Budgt 4 100
B10Post 4 100
B13Budg 4 100
B6
2 Health Organogram |5 100
B7Funct 1 20 4 80
B9Budgt 5 100
B10Post 5 100
B13Budg 5 100
Public B6
3 works Organogram |4 100
B7Funct 4 100
B9Budgt 4 100
B10Post 4 100
B13Budg 4 100
B6
4 Sports Organogram |3 100
B7Funct 3 100
B9Budgt 3 100
B10Post 3 100
B13Budg 3 100
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B6

5 Safety Organogram |5 100
B7Funct 5 100
B9Budgt 5 100
B10Post 5 100
B13Budg 4 80 1 20
B6

6 Agriculture | Organogram 4 100
B7Funct 4 100
B9Budgt 4 100
B10Post 4 100
B13Budg 4 100
B6

I Economy Organogram | 2 100
B7Funct 2 100
B9Budgt 2 100
B10Post 2 100
B13Budg 2 100
B6

8 Education | Organogram |3 100
B7Funct 3 100
B9Budgt 3 100
B10Post 3 100
B13Budg 3 100
B6

9 Local Organogram |4 100
B7Funct 4 100
B9Budgt 4 100
B10Post 4 100
B13Budg 4 100
B6

10 Transport Organogram |4 100
B7Funct 4 100
B9Budgt 4 100
B10Post 4 100
B13Budg 4 100
B6

11 Treasury Organogram | 3 100
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B7Funct 3 100
B9Budgt 3 100
B10Post 3 100
B13Budg 3 100

Table 2 above indicates that the organogram is in place in ten departments save
for the Department of Agriculture. Three departments have an organogram that
is dedicated to Strategic Planning functions only, namely: the Office of the
Premier; the Department of Public Works; and the Department of Economic
Development, Environment and Tourism. Seven departments have the
organogram. However, there are other functions attached in addition to those of
strategic planning and the departments affected by this arrangement are,
namely, Health and Social Development; Sports, Arts and Culture; Safety,
Security and Liaison; Education; Local Government and Housing; Roads and

Transport; and Treasury.

Table 2 given above further indicates that all of the ten department have the
organogram with functions budgeted for. It also reflect that even the posts are
established and budgeted for in all the departments. However, the Department
of Sports, Arts and Culture indicates that there are posts that are not budgeted

for.

Qualitative analysis of section B
On the question that seeks to find out what other functions are attached to the

directorate/division/section, respondents listed the following additional functions:

Performance Management System;
Policy Management;

Employee Assistance Program;
HIV/AIDS;

Disability Co-ordination;

53





Gender Co-ordination;

Research;

Executive Management Secretariate;
Work study; and

HOD office management.

Regarding the question on the number of posts and the highest level in the

directorate / division / section, participants responded as follows, per

department:

Department Number of posts Highest level
Office of the Premier Six General Manager
Health and Social Six Senior Manager

Development

Public Works Five Senior Manager
Sports, Arts and Culture  Twenty one Senior Manager
Safety, Security and Three Senior Manager
Liaison

Economic Development, Eight Senior Manager
Environment and

Tourism

Education Five Senior Manager
Local Government and Four Senior Manager
Housing

Roads and Transport Five Senior Manager
Provincial Treasury Two Senior Manager
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SECTION THREE: HUMAN RESOURCE CAPACITY

Graph 3. Competencies and Training
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Regarding competencies and training, the graph indicates that the majority of

the respondents, which amounts to 8 departments, received training and is also

competent. The Department of Safety, Security and Liaison; and Provincial

Treasury do have people with the competency to do Strategic Planning but they

were not trained.
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Qualitative analysis of section three

On the questions of how many posts were filled in the directorate and how many
are vacant, respondents from the Office of the Premier indicated that five posts
are filled and one is vacant ; the Department of Health and Social Development
has 4 posts filled and two vacant; the Department of Public Works has one filled
and four vacant; the Department of Sports, Arts and Culture has seven filled and
fourteen vacant; the Department of Safety, Security and Liaison has two filled
and one vacant; the Department of Economic Development, Environment and
Tourism has two posts filled and six vacant; the Department of Education has
three posts filled and two vacant; the Department of Local Government and
Housing has one post filled and three vacant; the Department of Roads and
Transport has three posts filled and two vacant; and lastly the Provincial

Treasury have no position filled.

On the issue of competencies and training, the bilateral interviews revealed a
different picture from that reflected on Graph 3 given above. The majority of the
participants during the interview were complaining about the lack full
understanding of the Strategic Planning process and even recommended that the
Office of the Premier should ogranise a workshop on Strategic Planning for all

planners.

Discussions with the Department of Agriculture revealed that, during the
consolidation of the Strategic Plan and the Annual Performance Plan, an
executive management member is delegated to consolidate and submit the

document to the relevant institution.
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SECTION FOUR: FINANCIAL RESOURCE CAPACITY

Table 3. Financial Resources by department

Premier D24FYr 4 100
D25Pers 4 100
D26Mang 4 100
D29Expe 2 100
D30Audit 1 100
D31FM 2 66.7 1.0 33.3
Health D24FYr 5 100
D25Pers 5 100
D26Mang 4 80 1 20
D29Expe
D30Audit
D31FM 5 100
Public
works D24FYr 4 100
D25Pers 4 100
D26Mang 4 100
D29Expe 100
D30Audit 4 100
D31FM 4 100
Sports D24FYr 3 100
D25Pers 3 100
D26Mang 3 100
D29Expe 3 100
D30Audit
D31FM 3 100
Safety D24FYr 4 80 1 20
D25Pers 4 80 20
D26Mang 4 80 20
D29Expe 4 100
D30Audit 4 100
D31FM 3 100
Agriculture | D24FYr 4 100
D25Pers 4 100
D26Mang 4 100
D29Expe 4 100
D30Audit 4 100
D31FM 4 100
Economy D24FYr 2 100
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It was found that of all the 10 departments that have an organogram in place
also have the budget allocated to perform strategic planning responsibilities. This
study shows that five departments have personnel to utilize the allocated budget
and they are, namely, the Office of the Premier; the Department of Sports, Arts
and Culture; the Department of Safety, Security and Liaison; and the Department
of Roads and Transport. Nine departments indicated that they have competent

personnel to utilize the budget.
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Regarding the question on whether or not the expenditure was fruitful, seven
departments responded that it was fruitful. Three departments did not respond
to the question, which are, namely, the Department of Health and Social
Development; the Department of Public Works; and the Department of Local

Government and Housing.

Qualitative analysis of section four

On the questions of what percentage of the budget was spent in the financial
year of 2005/2006 and how much budget was remaining, the Department of
education indicated that it was almost 80%, and 20% was remaining, and the
Office of the Premier also indicated they have utilized the same. Nine
departments did not respond to this question.

SECTION FIVE:PHYSICAL RESOURCE CAPACITY

Table 4. Physical Resource Capacity by department

Number | Department Category Yes % No%o

1 Premier E32IT 100
E33Use 100
E34Syst 100
E360ffic 100

2 Health and Social

Development E32IT 100

E33Use 100
E34Syst 100
E360ffic 100

3 Public works E32IT 100
E33Use 100
E34Syst 100
E360ffic 100

4 Sports E32IT 100
E33Use 100
E34Syst 100
E360ffic 100
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5 Safety E32IT 100
E33Use 100
E34Syst 100
E360ffic 100
6 Economy E32IT 100
E33Use 100
E34Syst 100
E360ffic 100
7 Education E32IT 100
E33Use 100
E34Syst 100
E360ffic 100
8 Local E32IT 100
E33Use 100
E34Syst 100
E360ffic 100
9 Transport E32I1T 100
E33Use 100
E34Syst 100
E360ffic 100
10 Treasury E32IT 100
E33Use 100
E34Syst 100
E360ffic 100

According to the responses in this study, the basic infrastructure required for
planning, such as IT infrastructure and offices, is available in all the departments
highlighted in Table 4 above. The table given above further indicates that
majority of the departments does not have the Geographic Information System
such as the Department of Health and Social Development; Public Works; Sports,
Arts and Culture; Safety, Security and Liaison; Economic Development,
Environment and Tourism; Education; Roads and Transport ; and the Provincial
Treasury. Only the Office of the Premier and Local Government and Housing do

have the Geographic Information System.
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Qualitative analysis of section five

On the question that seeks to find the other planning systems that the

departments are having, they listed the following systems:

-+ + & + &

Monitoring and Evaluation System;

District Health Information System; and

Integrated Health Planning Framework.

Provincial Development Planning Forum;

Education Management Information system (EMIS);

Internal planning with programmes and sub-programmes retreats;

During the discussions with some HODs and planners there was an indication

that some departments

such as Agriculture, Public Works , and Economic

Development, Environment and Tourism do have the GIS software in place and

they are awaiting the appointment of personnel.

SECTION SIX: POLICY MANAGEMENT CAPACITY

Table 5. Participants who have seen the planning documents

No Yes

Number Department | Category Count % Count %

1 Premier F37PGDS 4 100
F371DP 1 25 3 75
F37MTSF 1 25 3 75
F37BS 1 25 3 75
F37APP 4 100

2 Health F37PGDS 5 100
F371DP 1 20 4 80
F37MTSF 2 40 3 60
F37BS 1 20 4 80
F37APP 5 100

3 Public works | F37PGDS 4 100
F371DP 4 100
F37MTSF 4 100
F37BS 4 100
F37APP 4 100
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4 Sports F37PGDS 3 100
F371DP 3 100
F37MTSF 3 100
F37BS 3 100
F37APP 3 100
5 Safety F37PGDS 5 100
F371DP 40 3 60
F37MTSF 5 100
F37BS 5 100
F37APP 5 100
6 Agriculture F37PGDS 4 100
F371DP 4 100
F37MTSF 25 3 75
F37BS 4 100
F37APP 4 100
7 Economy F37PGDS 2 100
F371DP 2 100
F37MTSF 2 100
F37BS 2 100
F37APP 2 100
8 Education F37PGDS 3 100
F371DP 3 100
F37MTSF 3 100
F37BS 3 100
F37APP 3 100
9 Local F37PGDS 4 100
F371DP 4 100
F37MTSF 50 2 50
F37BS 4 100
F37APP 4 100
10 Transport F37PGDS 4 100
F371DP 4 100
F37MTSF 4 100
F37BS 4 100
F37APP 4 100
11 Treasury F37PGDS 3 100
F371DP 3 100
F37MTSF 66.7 1.0 33.3
F37BS 3 100
F37APP 3 100

Table 5 given above shows that in the Office of the Premier, all participants have

seen the Provincial Growth and Development Strategy and there is only one

participant who indicated not having seen the Integrated Development Plan
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(IDP), Medium Term Strategic Framework (MTSF), and the Budget Program
Structure (BPS). The majority of participants from the Department of Health and
Social development has seen all the documents, with two people indicating that
they have not seen the MTSF, and one reporting having not seen the IDP and
BPS.

All participants in the Department of Public Works; and Sport, Arts and Culture
have seen all the documents which constitute 100%. Two participants in the
Department of Safety, Security and Liaison have reported that they have not
seen the IDP, and the remaining three have seen all the documents. Participants
in the Department of Agriculture have seen all the documents, except one who
has not seen the MTSF.

The Department of Economic Development, Environment and Tourism; and
Education reported that they have seen all the documents. In the Department of
Local Government and Housing, two participants reported having not seen the
MTSF and the other two have seen all the documents. Participants in the
Department of Agriculture have seen all the documents. Lastly, in the Provincial
Treasury, two participants reported that they have seen all the documents but
not the MTSF.
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Graph 4. Participants who have read the planning documents
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According to Graph 4 given above, 75 participants in the Office of the Premier;
80% in Health and Social Development; 75% in Public Works; 100%in Sports,
Arts and Culture; 60% in Safety, Security and Liaison;75% in Agriculture; 100%
in Economic Development, Environment and Tourism; 100% in Education; 50%
in Local Government and Housing; 75% in Roads and Transport; and 66% in the

Provincial Treasury.

Table 6. Strategic Planning process by department

Premier FAONT 4
FA41Formt 4 100
F42Cycle 4 100
FASMTEF 4 100
F45Cont 3 100
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FA46Facil 3 100
F47Align 3 100
FA9LPDPF 3 100
Health FAONT 4 80 1 20
F41Formt 4 80 1 20
F42Cycle 5 100
FASMTEF 5 100
FA45Cont 5 100
FA6Facil 5| 100
FA47Align 5| 100
FA9LPDPF 5 100
Public works | FAONT 2 66.7 1|33.3
FA1Formt 2 66.7 1]33.3
F42Cycle 4 100
FASMTEF 4 100
F45Cont 4 100
FA46Facil 2 100
F47Align 4 100
FA9LPDPF 4 100
Sports FAONT
F41Formt 3 100
F42Cycle 3 100
FASMTEF 3 100
F45Cont 3 100
F46Facil 3 100
F47Align 3 100
FA9LPDPF 3 100
Safety FAONT 4 80 1 20
FA1Formt 5 100
F42Cycle 4 80 1 20
FABMTEF 5 100
F45Cont 3 100
FA46Facil
F47Align 4 100
FA9LPDPF 4 80 1 20
Agriculture FAONT 4 100
FA41Formt 4 100
F42Cycle 4 100
FASMTEF 4 100
F45Cont 4 100
F46Facil 4 100
F47Align 4 100
FA9LPDPF 4] 100
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Economy FAONT 2| 100
FA41Formt 2| 100
F42Cycle 2 100
FA3MTEF 2 100
FA5Cont 2 100
F46Facil 2 100
F47Align 2| 100
FA9LPDPF 2 100
Education FAONT 3 100
FA41Formt 3 100
F42Cycle 3 100
FA3MTEF 3 100
F45Cont 3 100
FA46Facil 3 100
F47Align 3] 100
FA9LPDPF 3 100
Local FAONT 4| 100
FA41Formt 4| 100
F42Cycle 4 100
FASBMTEF 4 100
FA5Cont 2 100
F46Facil 2 100
F47Align 2| 100
FA9LPDPF 2| 100
Transport FAONT 4 100
F41Formt 4 100
F42Cycle 4 100
FA3MTEF 4 100
F45Cont 4 100
FA46Facil 4 100
F47Align 4 100
FA9LPDPF 4| 100
Treasury FAONT 3 100
FA41Formt 3 100
F42Cycle 3 100
FASBMTEF 3 100
FA5Cont 3 100
F46Facil 3 100
F47Align 3 100
FA9LPDPF 3| 100
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On the question of whether or not the Strategic Plan complies with the National
Treasury Format, the Office of the Premier; the Department of Sports, Arts and
Culture; Agriculture; Education; Roads and Transport; and Treasury, indicated

that they have complied with the National Treasury format.

Table 6 given above shows that seven department reported that they complied
with the National Treasury format in their Annual Performance Plans. The table
given above also shows that the Strategic Plans of all the departments are
aligned to the electoral cycle. It is, furthermore, reflected that all departments
have the Annual Performance Plan that is based on the Medium Term

Expenditure Framework.

On the issue of alignment to the PGDS, all respondents from all the departments
indicated that personnel responsible for Strategic Planning know and understand
the content of the PGDS. Nine departments have personnel in Strategic Planning
who are able to facilitate alignment and integration of departmental plans with
the PGDS, save for the Departments of Health and Social Development; and

Safety, Security and Liaison.

The study also revealed that only seven departments out of 11 have
programmes and targets in the Strategic Plans and Annual Performance Plans
that are quantified and aligned to the PGDS. It also appears from Table 6 given
above that seven departments do have a consistent person sitting in the

Limpopo Provincial Development Planning Forum.

Qualitative analysis of section six
Regarding the issue of providing a highlight of what is contained in the PGDS,
IDP, MTSF, Budget Statements 2006/7, and Framework and Templates for

provincial departments for the preparation of Strategic Plans and Annual
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Performance Plans issued by National Treasury, participants gave the following

responses:

PGDS

Overaching development strategy of the province;
Provides direction to the province;

It is a plan for 2014 in line with the millennium goals;
PGDS objectives and cluster related issues;

Contained the provincial plan priorities and objectives;
Five priorities;

Provincial priorities and indicators;

Provincial targets for LDA; and

Seek to drive growth through five development objectives.

IDP

Developmental needs of communities per municipality;

Municipal plans;

Infrastructure plans of municipalities;

Integrated planning approach;

Co-ordination of provincial strategies;

Local plans; and

IDPs seek to usher well panned integrated services to communities focusing on
revisable KPAs such as SDFs, Financial viability, Service Delivery, LEDs,

Institutional arrangements, Performance Management and Governance.

MTSF

Departmental plans for the next three years with regard to service delivery;
Guide on infrastructure;

Expenditure trends for government;

Planning cycle;
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Guidelines on expenditure; and

This contains cabinet and presidency policy directives for three year focus.

Budget Statements 2006/7

Statement by the department depicting the operational plan presented to the
legislature;

Budget for departments;

Allocation of budget to different departments;

Over 300 billion allocation for infrastructure;

Benchmarks on expenditure;

Votes and allocation; and

Appraise performance over the previous financial year, zooms out challenges,

and direct resources to focal areas for the next financial year.

Framework and Templates for provincial departments for the
preparation of Strategic Plans and Annual Performance Plans issued by
National Treasury

Templates by the National Treasury for departments to follow when preparing
their Strategic Plans and Annual Performance Plan;

Information on the compilation of Strategic Planning and Annual Performance
Plan;

Summary of organizational environment and challenges;

Planning framework and cycle;

Approaches to Strategic Planning;

Uniformity of performance against targets budgeted for; and

These documents outlines the interrelated nature of various plans, i.e., Five Year
Strategic and Performance Plans, the Annual Performance Plans and Annual
Performance Plans of Year-one, which focus on the financial year One of the

MTEF three year rolling cycle.
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On the question of how the information in the Strategic Plan and
Annual Performance Plan was gathered, respondents provided a more
similar approach that has been consolidated by the researcher as

follows:

Generally, a bottom-up approach is being followed in all departments. Sub-
braches hold their Strategic Planning sessions with all staff members present
whereby they map all operational and strategic issues for the forthcoming
financial year and projections for the following two years in line with the MTEF.
The sub-braches draft plans are then consolidated into a branch draft plan that is

done by the manager of the branch.

The sub-branch sessions are followed by the departmental session whereby in
most departments only SMS members participate and the Head of Department
chairs the meeting. Each branch is then given a platform to present its draft
plan, and members of the meeting interrogate and provide inputs where
necessary. The branch will continuously make refinement upon new advices.
Information from branches is then consolidated into a departmental plan by the

Strategic Planning unit in each department.

Lastly, respondents were requested to give two examples of areas
where there is alignment in the Strategic Plan and the following where

responses:

All targets of the Strategic Plans should be at 100% by 2009/2010;

Growing the economy in terms of EPWP;

Special programmes: HIV related issues;

Investment drives coordination to contribute towards growing the economy of
the province;

Facilitation of access to finance for SMME’s to create jobs;
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REISIS projects;

Poverty alleviation for the province;

APP 2005/06, Indicators in Programme Two: District Health Services- on HIV and
AIDS, Child mortality rates, and EPI, Immunisation measles and polio etc.; and
Five Year Strategic and Performance Plan, The Whole Sectoral situational

analysis is extracted from the PGDS.

Discussions and interviews on the issue of Strategic Planning process

and alignment with the PGDS revealed the following:

There was an agreement that the Department of Safety, Security and Liaison;
Local Government and Housing; and Economic Development, Environment and
Tourism did not fully comply with the National Treasury format. This information

provides a different picture from that given in table 6 above.

Regarding the issue of alignment with programmes in the PGDS, it was found
that there is partly non-compliance in the Departments of Safety, Security and

Liaison; Education; and Health and Social Development.

On the question of alignment with PGDS targets, the majority of departments
was found not to be aligning, namely, the Departments of Education; Safety,
Security & Liaison; Health and Social Development; Local Government and
Housing; Roads and Transport; Agriculture; Sports, Arts and Culture; and Public
Works. The Department of Economic Development, Environment and Tourism

was found to be partly aligning to the PGDS targets.

The discussions with HODs reached a consensus that the Office of the Premier
should hold bilateral meetings with all departments to address sector specific
issues, National Treasury, and the Office of the Premier should conduct a

workshop for all planners in departments, and lastly, departments should rectify
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the 5 year Strategic Plans that will assist in producing a credible Annual
Performance Plan for 2007/2008.

4.4 CONCLUSION

The purpose of this chapter was to reflect the research findings. The following

chapter focuses solely on the discussions of these findings.
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DISCUSSIONS AND INTERPRETATIONS

5.1 INTRODUCTION

The discussion of results is presented in this chapter with an aim of making
recommendations based on the outcomes of the previous chapters. The
discussion of results follows the same structure as in the research findings and

interpretations.

5.2 SECTION ONE: BIOGRAPHIC INFORMATION

Table 1 above reflects that all departments in the Limpopo Provincial
Government participated in the study. Furthermore, 41 questionnaires out of 50
were returned, which constitutes 82% participation by planners in the
department. The 100% participation provides a positive picture as the provincial
governments are entrusted with the responsibility of ensuring that economic
planning, infrastructure investments and development spending take place in line
with the NSDP and the PGDS. The Accounting Officers of each department are
expected to conform to the treasury regulations paragraphs 5.1 and 5.2 that
addresses the issues of planning. The large number of responses further
indicates the willingness of planners to comply with the PFMA and thereby

improving their planning processes.

Graph 1 above shows that the majority of planners is between the ages of 31-40,
which offers the provincial government an opportunity for redressing the
challenges faced in planning, growth and ultimately development. According to
Bergh and Theron (2003: 80), people at the ages of between 31-44 are

productive at work and have stable work in a given job and career. Therefore,
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the planners in departments can be mentored and trained to be able to cope

with the demands of Strategic Planning.

Graph 2 above depicts that the majority of planners is between levels 9 — 12,
which is middle management level in the public service. The advantage is that
people at levels 9 -12 are significantly exposed to the operational frameworks of
the government. According to Public Service Middle Management Competency

Framework (2005:35), employees at levels 9-12 are able to do the following:

+ Analyse strategies and convert them into the requirements and services
that the work-unit must provide;

+ Break down the strategic mandate into activities to be implemented and
identify the programme and projects required to operationalise those
mandates;

+ Prioritise or re-prioritise objectives, activities and services to be
undertaken by the work-unit based on the interpretation of the strategic
mandates to be implemented;

+ Ensure that the work-unit is structured appropriately in order to
implement the required strategic initiatives; and

+ Align, update and obtain the resources needed to effect the

implementation of the operationalised strategic direction.

The fact that most of the respondents at SMS were males shows that it is still a
concern in the area of planning with regard to promoting gender equity in the
workplace. Labour Relations Act, no 66, 1995 put emphasis on the promotion of
gender equity in the workplace by employing more women at senior

management position.

Furthermore, the Department of DPSA took a lead with regard to improving the

representation of women in the public service by setting a target of 30% women
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in SMS by 2005. In addition, cabinet approved a 50% equity target for women at
all levels of SMS by 31 March 2009, as well as the development of a longer —
term strategy for women’s empowerment and gender equality within the public
service. The provincial departments, therefore, have no excuse for not

capacitating women planners.

5.3 SECTION TWO: ORGANISATIONAL STAFF ESTABLISHMENT
STRUCUTURE

In Table 2, the majority of departments reported that it has organograms in
place but of great concern is that most of the organograms are not designed to
focus on Strategic Planning only. According to a guide on how to design,
implement, and maintain organizational structure in the public sector (2007:14),
the way in which public sector institutions are structured has an impact on how
effectively they can deliver services to citizens. In addition, DPSA indicates that
employees need affective and focused organizational structures so that they can
perform their jobs effectively and derive satisfaction from their work. An
organogram with no focus will obviously lead to poor plans being generated,
misalignment of plans with the PGDS, unbalanced resource allocation, fruitless
expenditure and ultimately less growth and development in the province. The
organogram should be designed in a manner that supports the strategic priorities
of the departments and the PGDS.

Qualitative analysis highlighted other functions attached to the organogram for
Strategic Planning such as HIV/AIDS, Performance Management System,
Workstudy, secretariate etc. The provincial development planning forum
recommended to HODs that a planning unit should be comprised of strategic
planning, infrastructure planning, geographic information system and monitoring

and evaluation.
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It is positive that in all the organograms the highest level is at SMS and the
functions and posts are also budgeted for. However, the Department of Sports,
Arts and Culture reported that some of the posts were not budgeted for. The
Public Service Regulations (2001, as amended) requires that posts must remain
within the current budget and MTEF, and this means that posts on the official
establishment must be funded (Guide on how to design, implement, and

maintain organizational structure in the public sector, 2007: 51).

5.4 SECTION THREE: HUMAN RESOURCE CAPACITY

On the question of competencies and training, Graph 3 shows that 8
departments have personnel members who are trained and competent in
Strategic Planning. According to Gymnastics (2007:1), competency is the
knowledge and skill and the application of that knowledge and skill across
industries or within an industry, to the standard of performance required in

employment.

Qualitative analysis, however, revealed a different picture with regard to posts,
competency and training. The study revealed that the majority of the posts in
the organogram was not filled, including SMS positions. During the interviews,
the majority of planners indicated a need for the Office of the Premier to assists
them in strengthening their competency in planning through training. Hence,
there was a decision in the Provincial Planning forum to organise a Strategic

Planning workshop for all planners.

5.5 SECTION FOUR: FINANCIAL RESOURCE CAPACITY

Table 3 reflects that there is a budget allocated to perform Strategic Planning
functions in all departments that have the organogram. Departments also
indicated that the expenditure for 2005/6 was fruitful, whereas there are three
departments that did not respond to the question and this raises concerns. In

terms of the Public Finance Management Act (1999), fruitless expenditure means
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expenditure that was made in vain and would have been avoided had reasonable

care been exercised.

Of concern again from the qualitative analysis is that most planners did not have
an estimate of how much was spent and the balance in percentages. According
to Public Service Middle Management Competency Framework (2005:39), a

middle manager is expected to be able to perform the following:

Prepare work-unit budget required to achieve the unit objectives;
Maintain internal controls policies and processes in line with the PFMA;
Ensure conformity with PFMA and auditing requirements;

Monitor revenue and expenditure;

- + & + &

Explain or justify the work-unit budget to other stakeholders and
departmental groups; and

+ Prepare financial reports.

5.6 SECTION FIVE: PHYSICAL RESOURCE CAPACITY

It is positive that all departments have the basic IT infrastructure and offices that
supports planning activities. However, the majority of the departments indicated
that it does not have functional GIS system, which is an important tool for
planning. GIS is computer-based tool for planning and decision-mapping by
portraying and analyzing features and events that happen on earth. For instance,
in the Department of Agriculture, it can provide data on agricultural projects,
agricultural statistics, soil types, vegetation cover, and climate and weather. In
the Department of Sports, Arts and Culture GIS can provide arts and crafts
datasets, festivals data, museums and heritage sites, cultural Impact, library and
books datasets, archives datasets and sports facilities datasets. GIS can also
benefit the Department of Education because it can provide data sets on Adult
Learning, education management system, schools register of needs, matric

results, annual surveys, and early learning. In the Department of Economic
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Development, Environment and Tourism, GIS is able to produce development
information Dataset, economic indicators, mineral deposits and gross geographic

product (GGP). All departments can benefit from a functional GIS system.

5.7 SECTION SIX: POLICY MANAGEMENT CAPACITY

Table 5 above indicates that majority of planners have seen the PGDS which is
positive. However, there are many planners who indicated that they have not
seen the MTSF, which raises fundamental concerns because the MTSF is a
document that aims to translate the election manifesto of the ruling party into a
programme of action, which should then gquide the Strategic Plans of

departments.

Furthermore, Graph 4 above reflects a picture that shows that there are planners
that do not read some of the planning documents. This picture then
complements the motivation of this study. This picture again begins to give
answers to one of the questions of this study, namely, “to what extent is the

human capacity in the departments ready to perform Strategic Planning?”.

Regarding compliance with the National Treasury format, Electoral Cycle and
Medium Term Strategic Framework, Table 6 above shows that the majority of
departments has complied. Again, planners reported that their Strategic Plans
and Annual Performance Plans are quantified and aligned to the PGDS. This
information provided in the closed-ended questions cannot be reconciled with
information from opened-ended questions. According to Burgess (2001), open-
ended questions can be useful in that it would elicit a whole range of replies of
varying length and articulation, and if you are interested in making very precise

judgments of each individual responses this may well be useful.

On the qualitative analysis of Section six, planners were required to provide a

highlight of what is contained in each planning document. Whereas, the PGDS is
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simply a long—term development strategy for the province that contains the
priorities and objectives of the province, many planners were unable to give a
satisfactory highlight of what is contained in the PGDS which is expected from
planners. With regard to the IDP, planners were able to provide satisfactory
explanation, however, a perfect explanations would be that “an IDP is a
development plan through which municipalities outline short, medium and long

term plans for citizens at local level.

Of major concern is the responses to the question on MTSF whereby the majority
of planners was unable to respond at all to the questions, and those who
responded provided an explanation that shows a gap in understanding the MTSF.
This is of major concern because MTSF is simply a framework to map out the
broad strategic thrust of government programmes over the next five years. The
MTSF seeks to identify the development challenges that government has to
confront in the next five years. As such, national and provincial departments are
expected to frame their Strategic Plans and table their budget using the MTSF as
a reference point (Medium Term Strategic Framework, 2005:02). This picture
then provides direction on the question of “to what extent are the Strategic

Planning activities of departments performed in line with the MTSF.”

Responses to the question on budget statements 2006/07 are satisfactory.
Planners were also able to give a highlight of what is contained in the framework
and templates for provincial departments for the preparation of Strategic Plans
and Annual Performance Plans issued by National Treasury. Furthermore, it
seems planners in the departments have a clear understanding of how Strategic
Planning in the government should unfold. There was common response that it
should be a bottom-up approach. The process would start in small groups and

culminate in a departmental strategic planning session.
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Another area of concern is on the question whereby the respondents were
requested to give examples of areas where there is alignment in the Strategic
Plan. The majority of planners were unable to respond to this question and for
those who responded it was difficult to deduce the kind of alignment with the
PGDS. For instance, a proper example for the Department of Health and Social
Development would be “revitalize all hospitals by 2009” which is aligning to the
objective of “improving the quality of life” and also the sub-objective of

“improving the health and social status the population”.

The discussions and interviews on the Strategic Planning process and alignment
with the PGDS provide to a large extent, answers to all three questions of this
study. The findings in section six shows that there are departments that did not
comply with the National Treasury format, no alignment with the programmes of
the PGDS, and no alignment with the PGDS targets. A consensus was reached
by the Limpopo Province Executive Council Lekgotla where a resolution was
taken that the province must begin to co-ordinate the implementation of the
PGDS through integrated planning. There were resolutions taken in the Provincial
Development Planning meeting attempting to address the issue of planning
capacity. Heads of Departments, upon the presentation of the assessment report
on the status of departments with regard to planning, reached a conclusion that
the office of the premier should hold bilaterals with departments to address

sector specific challenges.

5.8 CONCLUSION

The focus of this chapter was on the discussion of the results as per the results

presented in the previous chapter. This conclusion, therefore, lead to chapter six

where recommendation and conclusions on this study will be made.
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CONCLUSIONS AND RECOMMENDATIONS

6.1 INTRODUCTION

This study was undertaken to address the following questions:

+ To what extent is the human capacity in the departments ready to
perform Strategic Planning function?

+ To what extent are the Strategic Planning activities of departments
performed in line with the Medium Term Strategic Framework?

+ To what extent is the Strategic Plan document considered in the

planning context of the province?

Since there has not been any research conducted in the Limpopo Province to
look at the capacity of the provincial departments to implement the PGDS

through credible strategic planning, this study has attempted to determine that.

Therefore, this chapter reflects the conclusions made from the empirical data
collected from Heads of Departments and planners in the departments. The
conclusions will, on the one hand, provide Heads of Departments with the
baseline indicators in respect of the capacity of their departments to perform
Strategic Planning duties. They will further provide an indication of the risk posed
by shortfalls in Strategic Planning with regard to achieving the objectives of the
PGDS.
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On the other hand the researcher will provide appropriate recommendations that
will assist Heads of Departments in respect of the appropriate levels of
government at which Strategic Planning should be carried out, the kind of
planning to be done at each of such levels, and the coordination between

different departments and other levels of government.

6.2 CONCLUSIONS

The objectives of this study was to asses the existing capacity of departments to
perform Strategic Planning functions that will inform growth and development in
the province, the level of compliance with the Medium Term Strategic
Framework, and recommend strategies to enhance Strategic Planning capacity in
departments, thereby ensuring alignment with PGDS. A combination of closed
and open-ended questions was able to provide valuable information that

reconciles with the problem statement of this study.

The study revealed quite a number of challenges as alluded to in Chapter one
that deals with the orientation to the study but these challenges are
surmountable. The situation in the departments, as depicted in Chapters four
and five, call for all Heads of Departments, planners from provincial departments
and planners from municipalities to come on board to actively play their
respective roles accordingly, which would ensure that we achieve 100%
implementation of the PGDS by 2014 and, in turn, thus achieving the Millennium

Development Goals.

At this point, it becomes abundantly clear that a considerable amount of efforts
should be channelled towards proper integrated Strategic Planning before the
implementation of programmes and projects commence. This will assist in
ensuring that all programmes and projects that are being implemented are
furthering the objectives of the election manifesto, MTSF and the PGDS. It has
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been proved throughout the study that the onus of the PGDS's success rests on

the proper integrated Strategic Planning.

It is worth noting that the empirical part of this study is confined to the provincial
departments in the Limpopo Province. However, the findings and
recommendations made could as well be relevant or peculiar to national
departments, other provincial administrations and municipalities. It is, therefore,
the wish of the present researcher that the findings and recommendations of this

study benefit the entire South African government administration.

From the analysis of both quantitative and qualitative information, it becomes
clear that the situation regarding poor planning has reached unacceptable
proportions. It is crystal clear that much efforts on integrated Strategic Planning

would lead to successful implementation of the PGDS.

6.3 RECOMMENDATIONS

In the light of information from the preceding chapters, the present researcher is
making recommendations that, if implemented, may remedy the desperate
situation of the planning capacity in the provincial departments and contribute

urgently in the remaining two years of the electoral term.

6.3.1 Employment Equity
The South African government has agreed on 50% representation of women in
SMS positions by 2009. HODs has a vital role to play in ensuring that capable

women are employed in SMS position in respect of strategic planning.

6.3.2 Establishment of Planning Units
The findings from this study necessitate the speedy establishment of planning
unit comprising strategic planning, infrastructure planning, monitoring and

evaluation, and geographic information system. The researcher furthermore
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recommends that, in addition, the planning units should be filled with resourceful

functionaries.

6.3.3 Competency and Training

The study on the quantitative analysis reflects a positive status of the provincial
departments in respect of competency and training. Whereas, the qualitative
analysis of discussions and interviews reveal a negative picture with regard to
competency and training. Several resolutions were taken in the Provincial
Development Planning Forum in an attempt to address the capacity in planning.
The researcher, therefore, recommends that the Office of the Premier, in
collaboration with the Provincial and National Treasury, should develop and
implement a capacity building programme for planners in all departments. The
researcher further recommends that the capacity building programme should be

extended to IDP managers of District Municipalities.

6.3.4 Planning Systems

There is an indication from the study that the majority of departments are not
receiving the benefits of GIS because the system is not functional. Given the
benfits of GIS in planning as alluded to in the previous chapter, the researcher
recommends that HODs should purchase the system and employ personnel to
operate the system. The GIS unit in the Office of the Premier should provide the

necessary support required by the departments.

6.3.5 Integrated planning

Integrated planning requires the collective efforts of HODs, planners in the
provincial departments and municipalities. Currently, the planning cycles of
provincial departments and municipalities are different. The researcher,
therefore, recommends that the Office of the Premier should co-ordinate the
integrated planning cycle in the province to ensure that the two planning cycles

complement each other towards achieving the objectives of the PGDS. The Office
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of the Premier, in collaboration with the Department of Local Government and
Housing, should furthermore, facilitate the development of an affective model for

integrated planning.
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APPENDIXES

Appendix A: questionnaire copy

THE CAPACITY OF LIMPOPO PROVINCIAL GOVERNMENT TO
IMPLEMENT THE PROVICIAL GROWTH AND DEVELOPMENT STRATEGY
(2004 — 2014) THROUGH STRATEGIC PLANNING

QUESTIONNAIRE NO.

CONFIDENTIAL INFORMATION

INTRODUCTION

The objective of the study is:
o To asses the existing capacity of departments to perform Strategic Planning
functions that will inform growth and development in the province;
o To asses the level of compliance with the Medium Term Strategic Framework;
and
o Torecommend strategies to enhance Strategic Planning capacity in departments,
thereby ensuring alignment with PGDS.

Note: Your honest answers to the questions below will help Heads of Departments to get
an informed insight of the capacity of their departments to perform strategic planning
duties.

INSTRUCTIONS
1. Answer all questions honestly and mark with an (X) or write/explain where

appropriate
2. Participation in this study is voluntary and highly valued
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SECTION ONE: BIOGRAPHIC INFORMATION

Date:

1. Name of Department:

2. Gender | Male | Female |

3. Age
Mark with a cross

Less than 20

21-30

31-40

41-50

51-60

More than 61

4. Level/Rank
Mark with a cross

Level 1-4

Level 5-8

Level 9-12

Level 13 and above

5.Period of service in the Public Service including prior 1994

Mark with a cross

X

Less than a year

1-5

6-10

11-15

16-20

More than 20
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SECTION TWO: ORGANISATONAL STAFF ESTABLISHMENT STRUCTURE

6. Do the department have a directorate/division/section for strategic Y| No
planning in the organogram? es
7. Are the functions attached to the directorate focusing on strategic Y | No
planning only? es

8. If not, what are other functions attached to the directorate/division/section?

9. Are the functions budgeted for? Y | No
es

10. Are there posts established for the directorate? Y | No
es

11. How many posts are in the directorate for strategic planning?

12.What is the highest level of the posts in the directorate?

13.Are all posts in the directorate budgeted for? Y | No
es

| 14.1f not, How many are budgeted for? |

SECTION THREE: HUMAN RESOURCE CAPACITY

15. How many posts are filled in the directorate?

16. How many posts are vacant in the directorate?

17. If there is no directorate/division/section in the department,
how many people are currently responsible for strategic planning?

18. Is strategic planning their only function? Y | No
es

19. If not, what other functions are they responsible for?
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20. What is the rank/level of a person or persons currently
responsible for strategic planning?

21. Of the available people, do they have competencies to perform No

functions of strategic planning? es

22. What is the highest qualification of the person or persons

currently responsible for strategic planning?

23. Where they trained on strategic planning planning? No
es

SECTION FOUR: FINANCIAL RESOURCE CAPACITY

24. Is there adequate budget allocated to perform strategic planning No

function in 2006/7 financial year? es

25. Is there enough personnel to utilise all the allocated budget? No
es

26. Is there competent personnel to manage the budget? No
es

26.1 In that regard, what % budget was spent in

the previous financial year (2005/6) ?

27. How much budget was remaining and why?

29. Was the expenditure actually fruitful? No
es

30. Were there any audit queries from the Auditor General and SCOPA? No
es

31. Were personnel in the directorate trained on Financial Management? No
es

SECTION FIVE: PHYSICAL RESOURCE CAPACITY

32. Is there adequate and appropriate IT infrastructure to support No

planning activities e.g. Internet, E-mails etc.

€s
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33. Do personnel in the Strategic Planning directorate know how to use
this IT infrastructure

€s

No

34. Do the directorate have planning systems such as the GIS?

€s

No

35.  What are the planning systems in the department? List them.

36. Are the offices allocated to directorate/division/section conducive for
performing the function of strategic planning.

=)

No

SECTION SIX: POLICY MANAGEMENT CAPACITY
Tools

37. Have you ever seen these documents ?

PGDS

IDP

Medium Term Strategic
Framework

Budget Statements 2006/2007

Framework and Templates for provincial departments for the preparation of
Strategic Plans and Annual Performance Plans issued by National Treasury

38. Have you ever read the abovementioned documents?

€s

Y

No

39. If yes, Give a highlight of what is contained in each of these documents.

PGDS

IDP

Medium Term Strategic
Framework

Budget Statements 2006/2007

Framework and Templates for provincial
departments for the preparation of Strategic
Plans and Annual Performance Plans issued
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| by National Treasury

Strategic Planning Process

40. Do you have a strategic plan complying to the National treasury Y | No

format? es

41. Do you have an Annual Performance Plan complying to the National Y | No

treasury format? es

42. Do you have a strategic plan aligned to the electoral cycle? Y| No
es

43. Do you have an APP based on the MTEF? Y | No
es

44, How was the information in the strategic plan and APP gathered?

Alignment to PDGS

45. Do personnel responsible for strategic planning know and understand Y | No

the content of the PGDS? es

46. Are they able to facilitate alignment and integration of departmental Y | No

plans with the PGDS? es

47. Are the programs and targets in the strategic plans and APP Y | No

quantified and aligned to the PGDS es

48. If yes, give two examples of areas where there is alignment in the strategic plan.

49. Is there a consistent person sitting in the Limpopo Provincial
Development Planning Forum?

)

No

THANK YOU FOR YOU TIME

LETS CONTINUE TO STRIVE FOR QUALITY PLANNING
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“DEVELOPMENT IS ABOUT PEOPLE”

Appendix B: Letter from Office of the Premier
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ABSTRACT

This study is the first of its kind in the Limpopo Province, consequently, much of its
literature focus on Strategic Planning in general. The researcher was motivated to
undertake this study due to the manner in which departments were producing Strategic
Plans. Different formats were used in departments, Strategic Planning was treated as an
add-on activity to personnel, and there is also the lack of alignment and integration

between the Strategic Plans and PGDS.

The objective of the study is to asses the existing capacity of departments to perform
Strategic Planning functions that will inform growth and development in the province; to
asses the level of compliance with the Medium Term Strategic Framework; and to
recommend strategies to enhance Strategic Planning capacity in departments, thereby
ensuring alignment with PGDS. This study, thus examines the capacity of all
departments, including the Office of the Premier, to implement the objectives of the
PGDS, with specific focus on the Strategic Plans, the type and number of human

resources available to perform the duties of Strategic Planning.

The researcher follows a qualitative approach. Questionnaires, which comprised both
closed and open-ended questions, were e-mailed to 11 provincial department in
Limpopo Province and the target respondents were planners, Chief Financial Officers
and workstudy officers. Discussions and interviews were conducted with Heads of

Departments and Planners, respectively.

The results from the SPSS reconciled with the qualitative analysis on open-ended
guestions show that there is limited planning capacity in the majority of provincial
departments in the Limpopo Province. Further research is required with regard to

project-specific strategic planning that supports the achievement of the PGDS.
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