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ABSTRACT

This study investigates the restructuring and alignment processes within the Gauteng Department
of Sports, Arts, Culture and Recreation. The nature of the study was neither inclusive nor an
exclusive study accommodate every input of the sub-directorate, and review the staff capacity to
meet with set objectives of the Department.

It also investigates some of the problematic areas shortsighted by the restructuring and alignment
processes in the hub and areas of concerns which included: Accommodation (office space and
sports fields); support of staff by senior managers; contracting and performance reviews:
transport; progress review meeting of the hub system: budgeting and its implementation:
equipment demand: administration tools leading severe problems: contracting of contract
workers leading severe problems: and overtime and excessive workload in the hubs.

It was showed in the research that problems occurred due to the inappropriate alignment of
internal programmes complimented with inadequate human resources strategic planning and
implementation. The problem of restructuring and alignment are due to oversight on the
processes and implementation of the programmes at the foundational level. the lack of follow-
ups on Service Level Agreement (SLA) with local government (still not signed).
interdepartmental and intergovernmental integration strategy not in place, inadequate facilities
tor offices, consultation with community and stakeholders which only took place at the later
stage.

The respondents seriously commented regarding the organisational structure that has been
changed thrice since its implementation. This led to overcrowding of staff hubs, with no career
path strategy. Further causes are lack of alignment of human resource management strategy with
programmes, and structural arrangement of all the departmental sub-directorates, confusing the
implementation of programmes and the reporting systems. Considering the challenges of
restructuring and alignment at the Gauteng Department of Sports, Arts. Culture and Recreation.
the study concludes that there is a need for further restructuring and alignment of the human
resource strategy to manage the objectives of the Department effectively and efficiently.
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Figure 4.46: How do you rate the input of the HR in this process?

1 Il f tol =~ 1 a lytodeliv in -

Figure 4.48: Do you think there is a career development opportunity in the new restructuring
process?

Figure 4.49; What are the monitoring systems in place for the identified hubs?
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ignored. such as service level agreement with local government that is still not signed and
interdepartn  1tal intergoy  wmental int¢ ation strategy that is still not in |~

These problems are due to the inappropriate restructuring and alignment of internal
programmes and poor human resource management strategic planning and

implementation.

The organisational structure has been changed thrice since its implementation. It resulted
in overcrowded hubs with a lack of career path strategies due to inadequate restructuring
and alignment of human resource management strategic planning with programmes and

structural arrangements of all the departments and sub-directorates.

1.4 HYPOTHESIS

The hypothesis for the study was formulated as follows:

The effective restructuring and alignment of human resource management strategies may
lead to the efficient implementation of objectives ot Gauteng Department of Sports, Arts,

Culture and Recreation.

1.5 RESEARCH QUESTIONS

Considering the problem statement, the research attempted to find answers to the

following questions:

» What is meant by restructuring and alignment of human resource management
strategic planning?

*  What processes and systems are employed in the Gauteng Department of Sports,
Arts, Culture and Recreation in dealing with restructuring and aligning of human

resource management strategic planning to the organizational strategy?

(5]















2.2 MEANING AND NATURE OF CONCEPT HUMAN RESOURCE
M N GEMENT

Human resource management (HRM) is the strategic and coherent approach to the
management of an organisation's most valued assets - the people working there who
individually and collectively contribute to the achievement of the objectives of the
business. HRM means emploving people, developing their resources. utilizing,
maintaining and compensating their services in tune with the job and organizational
requirement (Wikepedia, 2009:88). Human Resource Management (HRM) is the function
within an organization that focuses on recruitment of, management of, and providing
direction for the people who work in the organization. Human Resource Management can
also be performed by line managers. It is the organizational function that deals with
issues related to people such as compensation, hirning. performance management.
organization development, safety. wellness. benefits, employee motivation.
communication. administration, and training (About.comn, 2009). When looking at the
staff needs one need to analyze the business of the institution and improve the overall
organizational planning. Human resource management also considers the imbalances of
the past and implements the policies such as Affirmative Action and Employment Equity

in order to create job opportunities for historically disadvantaged groups.

The strategy in human resource is of paramount importance as it drives the personnel and
management to direct and implement the strategy in an aligned or integrated way with
other organizational processes and structures. Strategic management then becomes a
process of examining both present and future environment formulating the institutions
objectives and making. implementing and controlling decisions focuses on achieving

these objectives in the present and future (Sandler, 1995: 15).

There are schools of thought regarding the term strategy which the rationalists see as an

organizational guiding force -for future survival of orgamization.

The new thinking is that Mintzberg. an academic from McGill University recognizes a

mere diverse definition of the word. He proposes that we look at five definitions and






management as the set of decision and actions that result in the formulation and

implen 1tation of the pla 1Ty ob b

Human Resource Management (HRM) is involved in long-term planning. complex
decision-making and requires considerable resource. The top management participation is
therefore essential. This means that integration in the planning is done collectively
considering the long-term environment of the organization with clear understanding of
roles and functions of staff to achieve the corporate goals. The public strategic human
resource management is therefore an overall corporate plan that directs the organizational

viston and mission for absolute achievement of targets.

This leads to clear plan of departmental objective regarding who. when. and what
activities are going to be planned. There can't be a strategy without plan and
consideration of stakeholders as they shape and add value to the existence of the
departmental plans. Erasmus er o/ (2006: 98) suggest that “pubic human resource
management systems continuously undergo transformation as a result of conflicting value
orientation in the broader society”. These value orientations are then shaped political
priorities in the torm of legislation executive orders or judicial decisions (Tomkins, 1995:

53).

The organization therefore develops the mission statement for employees to work in
cooperation with management in order to achieve the set goals. This involvement
motivates the emplovees to being part of the overall objective and goal orientated plan of
the organization. The human resource management strategy must include human sub-
systems for active participation. Sometimes factors like misunderstanding. uninformed
management and staff may influence the actual implementation of formulated plan. This
influence may cause deviation from the actual organizational objectives. Training and
workshops are important to guide and assist the personnel and management to understand
organizational vision, mission, strategic objectives, plans and values to accomplish.

The strategic human resource management deals with integrating human resource

management with the strategic objectives of the department to achieve the set goals. The
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and education opportunities: capable of promoting the empowerment of previously
di d 1t d oy sable of fa ™"t  developm t of ¢ "":ctive ca :r patl

tor all public servants: demand-led, needs-based and competency-based: capable of
promoting positive learning outcomes which add value to individual and organisational

capacity.

2.3.6  Skills Development Act 1998

The Act commenced on 2 November 1998 with the aim to provide an institutional
framework to devise and implement national, sector and workplace strategies to develop
and improve the skills of the South African work force: to integrate those strategies
within the National Qualifications Framework contemplated in the South African
Qualifications Authority Act. 1995: to provide for learnerships that lead to recognised
occupational qualifications: to provide “financing of skills development by means of a
levy-grant scheme and ‘a National Skills Fund: to provide for and regulate employment
services; and to provide for matters connected therewith. The purposes of this Act are to
develop the skills of the South African workforce. to improve the quality of life of
workers: their prospects of work and to labour mobility; to improve productivity in the
workplace and the competitiveness of employers; to promote self-employment; and to
improve the delivery of social services: to increase the levels of investment in education
and training in the labour market and to improve the return on that investment: to
encourage employers to use the workplace as an active learning environment: to provide
employees with the opportunities to acquire new skills; to provide opportunities for new
entrants to the labour market to gain work experience:; and to employ persons who find it
difficult to be employed: to encourage workers to participate in leadership and other
training programmed: to improve the employment prospects-of persons previously
disadvantaged by unfair discrimination and to redress those disadvantages through
training and education; to ensure the quality of education and training in and for the
workplace: to assist work-seekers to find work; retrenched workers tore-enter the labour
market; employers to find qualified employees: and to provide and regulate employment

services.
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To achieve alignment, “work processes must be perfc 1ed in harmony with an
0 tion la I . n fi

most captivating organizational visions and the objects of their fulfillment. Peter Drucker
has said that ‘all ideas must degenerate into work if anything is to happen.” and so we’d
expect the quality of the methods by which such work is performed to be of paramount
importance. Yet organizations. large and small, continue to employ ad hoc approaches to
their operations: it is a standardized. efficient and effective framework for accomplishing
work that is most often lacking. While the organizational leadership may have been
diligent in their assessment of target markets. customer preferences and the voids which
their products and services fill, they often lack a cogent means of "operationalizing” those
strategies in a way that translates into the day-to-day work of employees. The realization
of a leader’s strategic vision suffers most from the implementation piece — that bridge
between strategy and operations that is often so poorly engineered that the thought of
traversing it brings fear and trepidation. Building the proper bridge — strong, capable and
proven — instills confidence in the workforce, as the solid span is easily navigated and
reaching the other side a matter of routine. Uniform work processes provide that bridge™

(Perr & Knight Insurance Operations. 2009).

For an organization “to come together and move forward, all the people involved need to
have a common understanding of the mission, and practical understanding of
the consequences of failure and the benefits of success. If the culture of an organization is
aligned, it reflects the vision, mission. and values in everyday life throughout the
organization. In fact, organizational cultures vary in both intensity (strength. consistency.,
and pervasiveness) and content (values and behaviors). The many observable signs of
culture. like symbols, myths and legends. the physical plants. the language of the
organization, and the leadership style. are far more telling of the organizational culture
than the Vision Statements on the walls. Successful organizations determine where they
want to be, and then take the necessary steps — addressing all of the factors of culture -- to

get there™ (Executive Consulting Inc.. 2008).






has consistently been one ot the top concerns of business executives and department
man around tt wi« "1 (H al. ~)05: 9). Huat  er af (2005: 11) furtl  ax

that in the increasingly competitive global markets, business success depends on the
harmony of business strategy. Departmental strategy, organizational structure and
processes. and Department infrastructure and processes. It is not sufficient for firms to
work on those areas in isolation, given the extent to which Department is embedded in
business processes, products and services. and the information requirement in a fast-
changing market condition. Given the importance of aligning Department with business
and the fact that firms struggle to achieve such an alignment, researchers and
practitioners alike have made many attempts to address the issue of how to achieve

alignment.

Yet, “alignment is not a state, but a journey—one that is not always predictable. rational,
or tightly planned™ (Huang er al. 2005: 12). Therefore the need for organizational
alignment ensures “that all individuals understand the overall direction of the company.
and is focused on their contribution to the strategy on a day-to-day basis™ (Simons.
2009). An important component of maintaining organizational alignment is the ability to
develop and use a structured and consistent review system at each level. The trequency
of the reviews will vary depending on what level ot the organization doing the review.
and whether there are critical issues that need primary focus... [.]Organizational
alignment is both vertical and horizontal. Individuals need to be both aligned to the
strategy and the needs of the customer. Creating a tramework that provides a means for
linking the entire company provides the mind-set where everyone knows how decisions
are made. and how they add to the corporate value. Also. effective communication

begins to occur throughout the organization (Simons. 2009).

Organizational alignment means “linking the core business functions. processes and
behaviours of the people in the enterprise so they work in harmony to deliver results. To
move an organization towards the elusive (and ever changing) state of alignment. one
need to get clearer about where the enterprise is going, what it needs to do to get there
and how. This includes understanding the current reality of the organization...[.]

Defining organizational clarity at all of the interfaces in the system precedes












Resource practitioners regarding the structural changes and aligning strategies with
" of Tt o om om,
management need rational and objective decision-making by both human resource

department and organizational management.

2.7 DECISION - MAKING DYNAMICS

Decision-making is a process of making clear and uncompromising decision in a rational
manner. it has since become a management issue. because management in the public
service has to take decision based on policies to be implemented. The decision-making is
also a strategic issue that focuses the organization mission. objectives as set by
management at top level of organization. The human resource systems are then an
integral section on assisting top management on decision-making on who are the people
to be employed. who are the employers that are under-performing and what training
needs and strategies that can be employed to address the non-performance of employees.
What are compensation systems like bonuses for good performers within the organization
{Nieman 2006:106). Decision-making is described as “an unavoidable rational process by
which a specific plan is chosen to solve a particular problem or save a situation, taking
the potential effects on enterprise activities into account on the one hand. and established

enterprise principle. on e other™ (Nieman, 2006:106).

Erasmus (2000: 209) mention the process of organizational relationships and process of
decision making that. “decision-making on issues related to employees are rational
perceived by management based on assumptions and ideologies have how people relate
to each other in an organization™. According to McGre¢ r's theories on motivation, what
motivates employees is not only money but how the management look into an individual
dimension is important as we differ and respond differently to work situations to
management. It depends really to management how they regard individual employees’
contribution at workplace. The integrated human resource management system suggests

that managers should regard employees as part of decision-making process and human
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resource assets for the organization. Managers will thus tend to have either a relatively
L ositiy o or ati  min outt « inior Er: 100:210).

The other important thing in strategic human management 1s to come up with the best
human resource strategic option that will fit in all levels and subsystem of the
organization. The strategy is to assist in making service delivery is efficient and effective.

(Erasmus. 2000:200).

The human resource strategies and the overall corporate strategies require absolute co-
relation. This co-relation will assist the management to monitor its institutional

objectives, and distinct its operation to other competencies.

2.8 CONCLUSION

In our complex modern world. with globalization and its extensive technological
developments, as well as the population explosion and its attendant’s economic, social
and political problems, great pleasure is placed on people as a production factor. The
need for effective human resources provision and retention places considerable demands
on human resources management. The former will continue to be important in the future,
and funds and time will have to be allocated to ongoing research on human resources

(Armstrong. 2006: 48).

The strategic human resource management is then a clear indication of how management
can do their budgeting and activity implementation plan. This can only be proper if joint
planning between line managers and human resource unit do thing together. The human
resource management strategies on activities such as recruitment of staff and selection
and placement has impact on the kind of staft needed to implement programmes in the

particular department (Armstrong. 2001:356).



If proper policies and procedures are not followed in recruiting. selection and placement
of aploy it may 7 af app + 1 »n proce Thusitd w
the importance of integration because if there is a delay for implementation of activities
of the department. It is also important to mention that each department must recruit
looking at the available skills and also anticipated development skill needed for the new
employees. This is important, especially for senior staff that will strategically do
planning and improve performance of other staff members. When there is a need for
development it need proper planning and input from each unit to provide the full skill
audit and skills development needs to the training component of the department. The
training unit will then scrutinize, and then come with training plan and systems for career
development, which are aligned with department objectives and goals. (Erasmus, 2000:

203).

In conclusion. the activities of the strategic human resource management are standard
procedures stipulated in policies for human resource management. One can be creative in
planning strategy, but need to be firm regarding the implementation of the human
resource management policy in the public sector. The next chapter will provide the
overview of restructuring and alignment of Human Resource Management Strategic
Planning and elaborates on these concepts in order to understand their significance in the

Gauteng Department of Sports, Arts, Culture, and Recreation as a case-study.












» To foster corporation, partnership and integration between provincial and local
gor v 1t and many civil ac y le players in sports.  reation, and

culture;

» Commitment to contribute towards a caring and effective government in line with

Batho Pele Principles (Change Management Study. 2004: 12).

In order to achieve the vision and mission, the Department prioritized the objectives for

absolute outcome. stated in the next section.

3.2.1 Departmental Priorities

Strategic human resource management can be done successfully if there is a commitment
of senior management and allocation of resources. The approach for the Department was
to follow the Departmental key priorities in line with Gauteng Province's vision (Gauteng

Department of Sports. Arts. Culture and Recreation Presentation: 2004/11):

3.2.1.1 Enabling faster economic growth and job creation

Promote Gauteng as the home of champions where major sports, arts and culture events
contribute to growing Gauteng’s economy and promote sustainable livelihoods for sports

woman and men. artists and crafters.
3.2.1.2 Developing healthy, skilled and productive people
To promote the development of young sporting and artistic talent by providing

opportunities for talent sporting and the development of talent from entry level through to

high performance or professional level.












of which only 41 were filled posts and 3.8% were vacant posts. The last one was the
Di tora Spor 1d Recreation with staff n i only 1 s st and
16.9% were vacant post. This means out of 337 posts only 274 posts were filled and 18.7

% is vacant since the past two years.

This statistical situation indicated on the table has led into the decision of restructuring
and alignment of the Department. Various gaps were identified in terms of under
expenditure of the budget allocated for the department. An urgent attention was needed to
improve the human resource management within the department. The other main reason
for restructuring was the power vested on two chief directorate and delegation being
problematic tfor implementation and approval was taking too long and overloaded to the

head of department.
3.4 PRESENT COMPOSITION OF GAUTENG DEPARTMENT OF SPORTS,
ARTS, CULTURE AND RECREATION AFTER RESTRUCTURING AND

ALIGNMENT

The management of Gauteng Department of Sports, Arts, Culture and Recreation after

restructuring and alignment is reflected in figure 3.2.
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being filled through the standard recruitment process. Internal candidates have been given

] hor Ll m t I i\ 1 exhau

3.4.4.2 Activity coordinator

There are 40 Activity Coordinator Posts available at this stage. There are 39 Activity
Coordinator posts that still need to be placed. These officials were given choice forms
regarding placement. They made the choices regarding their preferences for relocation to

the clusters and hubs.

3.4.4.3 Trainee Coordinators

There are about 38 vacant Trainee Activity Coordinator Posts that were placed in the five

Clusters: South. East, North, West and Central Clusters.

The Mass participation as new unit has created about 185 post for level 6-8 in the

Departmental after restructuring and alignment process.

3.4.4.4 Contract workers (volunteers)

There are about five contract workers which makes a total of 200 posts and they are
attached to each hub within the Mass Participation Programme. Though this programme
exist in other units, but is officially adopted by the Mass Participation Programme as it is

serving the mandate of the National Sports and Recreation volunteer programme.

The total number of personnel appointed in the additional departments after restructuring
and alignment are stated in table 3.2.
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the hub is the support for the Hub Centres which have no administrative tool support,
1ch as office. faxe ephone lit  inter  and e-mailing svs 1. Tt bigy chal
is that the transport for delivery of service it is not enough according to the 40 hubs
planned and staff turnover pose a challenge to transport management. The Deputy
Directors of the hub and other units working and communicating directly with Activity
Coordinator without involving the line function managers (obtained from the Human
Resource Management and Development Report of Induction of MPP and SSMPP
Contract Workers and Senior Activity Coordinators. 2008). Furthermore. the Hub Centre
is not equipped to utilize the system of online leave and maintaining HR records due to
the unavailability of technological link between hubs. This inadequacy of resources may

hamper the effective implementation of Departmental goals.

In order to improve the challenges. a situational and strategic analysis is required to
understand the transformational process in the GDSACR. It requires analysis of
challenges in order to develop Structural Adjustment Policies. These policies assist the
implementation of new developments in integrated cluster and interdepartmental
planning. A set of critena, key performance areas and key performance indicators need to
be reviewed on continuous basis to evaluate viable new structures. It can be done by
using the strategic framework to develop and interrogate in an objective and structured
way any proposals in regard to the restructuring and alignment ot the Gauteng
Department of Sports, Arts, Culture and Recreation. It is envisaged that once this process
is completed and supported by the Senior Management Team and the MEC the teams
should develop a broad management plans strategy to address the issues of timing,
communication, advocacy. capacity. costing. funding. All these processes should be tied
up to a rigid management and implementation plan (Gauteng Department of Sports Arts,
Culture and Recreation Change Management: Revised Record of Understanding, 2004).
This process can be seen as a feeder to the project change management strategy. which is

discussed in the next section.












3.84.1¢g Renewal

A team is dynamic. People get tired; members change. People wonder. “Why continue?”
It is time to harvest learning and prepare for a new cycle of action. A Departmental task
team (DTT) was established for the department ot Gauteng Sports, Arts. Culture and
Recreation and it consisted of representatives from the department and union
representatives who will oversee the implementation of the matching and placement
process. The HOD appointed the chairperson nominated by the DTT to chair all DTT
meetings and also act as facilitator of the matching and placement process within the
Department of Gauteng Sports. Arts, Culture and Recreation. The Chairperson drew up
and submitted reports, and submits the written reports to the Departmental Task Team
before each meeting. The Department of Gauteng Sports, Arts. Culture and Recreation
provided secretary and technical support to the Departmental Task Team and the records
of the Departmental Task Team were lodged within the Director Human Resource
Management and Administration. The Departmental Task team was further established to
monitor the coordination and the implementation of the matching and placement process
within the revised organizational structure. The Departmental task team makes
recommendations to the Head of Department on the matching and placement process
(Gauteng Department of Sports Arts. Culture and Recreation Change Management:
Revised Record of Understanding. 2004).

The scanning of environment helps to view how the organization can align organizational
culture with the overall strategy. This is also supported broadly by Louw and Venter
(2006: 433) stating that “culture which successfully facilitates and drives strategy is key
factors in an organization's success. Such culture share common principles, which

inciudes the following:
= Culture needs to create a shared identity for employees. In so doing. a sense of

commitment and loyalty to organization is engendered, and employees are

motivated to perform. Employees need to understand and share in what the
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choice and action. while in qualitative research the researcher’s choice and action will
determine the de! mn or strategy. Put more sir | y. qualitative researcher will. during the
research process, create research project around the strategy selected. (de Vos et al, 2002:

272).

It is sometimes the case that poor thought and non-systematic research is referred to as
~qualitative research™ merely because the scientific method has not been adequately
adhered to. True qualitative research is a special area of study and beyond the scope of

this volume. (Bless & Smith, 2000: 38).

The researcher’s role in quantitative is objective observation. focusing the study on
relatively specific questions or hypotheses, questions and hypotheses remain constant
throughout the investigation. Data collection procedures and types of measurements are
constructed in advance of the study and applied in a standardised manner. Data collectors
are to avoid adding their own impressions or interpretation. and the measurement is
focused on specific variables that are quantified through rating scales, frequently counts
and other means. Analysis proceeds by obtaining the statistical breakdown of the
distribution of variables. Statistical methods are used to determine associations (or
differences) between variables (de Vos. 2002: 80). Bless & Smith (2000: 38) further
mentioned the advantages and disadvantages to both qualitative and quantitative research
method. The skilled social researcher carefully chooses the most appropriate approach to
a particular problem. In nearly all cases the line between quantitative and qualitative
method i1s somewhat blurred. In fact a comprehensive study will use both methods and

thus cannot strictly be called either quantitative or qualitative.

44  DATA COMPILATION

Data collecting is the collection of the measurements as a result of scientific observation.
When the researchers collect own data for the purpose of a particular study. the data is
called primary data. That data is appropriate to the aim of the research. since the data

gathering is directed towards answering precisely the questions raised by researcher.
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All it YOI v contac | and in v ved s itegically as | ticipants and
stakeholders as they were involved in the process of restructuring and alignment of the

Department.

The other interview was conducted with Councillor Dan Bovu. and Councillor
Sontshantshi and Winnie Mpambane. These councilors manage to bring the political
interpretation of the process of restructuring and the purpose of fulfilling the mandate of
the African National Congress on service delivery that is close to the people. They

provided their valuable suggestions for improvement.

According to the response of Councillor Moepadira and Dan Manzi Manager Department
of Sports Recreation Arts and Culture at Emfuleni Municipality. they see the need for
restructuring in Gauteng Department of Sports, Arts, Culture and Recreation but also
have challenge of alignment of structure with other programmes. They find it confusing a
lot especially the linkage and senage of all the programmes in the hub being more
confusing local government on the purpose of existence of the hub. They believe there is
a lot of duplication, there are no service level agreements in place. and consultation was

not proper from the political heads to accommodate any change management.

4.6.2 Participative Observation

The researcher was personally involved as a participant in the restructuring and alignment
of human resource management process of the GDSACR. It was therefore convenient for
the researcher to gather required information and data. Events and activities of this
process were easily available. The researcher was able to interact with other participants

regarding their views on restructuring and alignment at the GDSACR.
Bless and Smi  (2000: 22) explain that sometimes people may be unwilling or unab

to give answers to questions they consider to be invasion of their privacy. In such cases

the observation method 1y be the only technique that can be used to collect the accurate
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perceive as their reality rather than what they wish reality to be. what they think it ought
tot orwhattl tot tt t ar v toth wcher. Thi "yttt spor it
must be aware of what they feel and think and be able to express it in order to

communicate the information™.

The example was the question asked to the participants “Do they think it was economic to
develop the hubs for both community and government?”. Most respondents said no
because many offices had to be created and that proved impossible to resource them and
that resulted in lack of service delivery in the Hubs. It further made the exercise of
restructuring and alignment pathetic when compared with the set departmental objectives
and provincial priorities of conducive environment where Gauteng Department of Sports.
Arts, Culture and Recreation needs to focus on building an effective and caring
government, by improving the department’s ability to render services efficiently, working
to align the department’s work with other spheres of government. and promoting

cooperative governance in all spheres of work (Appendix B).

Questionnaire is defined by de Vos (2002: 1, .} by quoting the New Dictionary of Social
Work (1995: 51) defining a questionnaire as "a set of questions on a form which is
completed by the respondent in respect of a research project.” He further explain that
questionnaires can be applied in various ways, but must not be confused with the research
interviews (as data—gathering method within the qualitative approach). for which

interview schedule are necessary.

4.6.4.1 Design of Questionnaire

Before the researcher can decide on the nature of the questionnaire. there must be clarity
on precisely what information is to be obtained. On the other hand. the questionnaire
must be brief, including only those questions that are obviously necessary for collecting
all the relevant information. On the other hand, it must be long enough to incorporate all

the questions, so that a situation does not arise later where information is lacking. It is
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exposed, as well as credibility of the researcher. be rendered to potential subjects or legal

representatives (Williams — «/. 1995: 30).

Participants must be legally and psychologically competent to give consent and they must

be aware that they would be at liberty to withdraw from the investigation at any time.

The researcher started considering the topic as an advantage to assist the Department in
evaluating and reconsidering the processes of restructuring at GDSACR. This was done
by informing the Chief Director Corporate Services (Mr. Dennis Molaba) who was
dealing with the change management process in the Department. He supported the
initiative and showed interest to the subject hence ferry the researcher with necessary
documents regarding restructuring and alignment of the GDSACR. A further consultation
was done with the Human Resource Director (Maggie Thakhuli). Deputy Director of
Human Resource, and Development Management Thabo Sebogodi. They all supported

the researcher in order to complete the study with valuable suggestions.

The office of the MEC Babara Crecy was formally approached and the researcher

received significant suggestions relevant to the field ot study.

The other employees. as participants in the research process. were informed of the ethical
implication for participation. They were informed that they all will have access to the
final work related to the research. The stakeholders and union representatives also were
guaranteed of the right to withdraw their participation if deem not necessary for them to
be part of this research. All participants voluntarily participated because of the subject-

matter affecting or them directly or indirectly.

Bl






The respondent were selected strategically especially because of the subject-matter which
u  full unc ding i 3 Tl 1 fparticip -~ intl \ fro
ages of 19-30 years (45%), and about 15% participation between the ages 31-40. Whereas
the and 41-50 years are senior management. about 20% of the stakeholders are at the ages
of 41-55 and 20% Unions representatives are between the ages of 31-40 years. The age
was compared to number of years of experience within the department considering the

fact that experience dominates the age at the workplace.

4.8.3 Number of vears in Service

Figure 4.5: Number of years in Service

10%

-5 years
»-12 years
.2yeasup

The figure 4.5 shows that 30% respondents are serving the Department for 3-5 vears.
60% got service experience of 5-12 years. and 10 % are working for more than 12 years
within the Department. This shows that the majority of staff members are more
experienced in terms of service of the Department. The senior management that
participated in this research is having few years of service. This posed a challenge to the
process of restructuring and alignment as management does not have a clear
understanding regarding the kind of experience the statf members have when approving

placements within the new structure.






















































4.11.5 Who was responsible for the implementation of the restructuring process?

All respondents (100%) agreed that Human Resource Department implemented the
restructuring process that works under the direction of Mr. Molaba (Chief Director of

Corporate Services).

4.11.6 Do you think as employees you need to be consulted in the process of

restructuring and alignment?

All unions agreed unanimously (100%) stating “Yes™ to the question. The employees are
important human resource asset for the Department. They are therefore needs to be
considered in decision-making processes especially regarding changes of the

organizational structure as it affects them directly.

4.11.7 Do you think employees understand why it was implemented?

All the unions agreed unanimously (100 %) stating “Yes™ to the question. The process of

restructuring and alignment took place immediately after the performance evaluation.

Most of the employees therefore anticipated the change of level and salary progression as

well.
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5.8

Make a checklist c. :he programme, lii them to speci... projects especially in
th Furt mc ' monitori n . 1 1 ltol imp 1

for enhanced performance of Hubs.

Strengthen and implement the back-office support and monitor its task on
continuous basis. Develop Policy for Mass Participation Programme and
integration the policy with other units especially arts and culture. Furthermore.

finalise the issue of Service Level Agreement with local government associations.

There is a need to conduct skills audit. job description and performance reviews to
balance the job. A continuous motivation is required to raise the staff morale and

improve performance of the organization as a whole.

SCOPE FOR FURTHER RESEARCH

The research leads the way forward for future research in the related field of study. There

is a need to conduct a feasibility study on the Hubs: enhance consultation process with

stakeholders: explore the significance and measures to conduct skills audit for enhanced

performance of emplovees at the Gauteng Department of Sports. Arts, Culture and

Recreation.

5.9

CONCLUSION

This chapter focused on the summary of the entire research, and discussed the findings of

research. The research objectives were measured and hypothesis was tested based on the

research findings. The scope for further research paved a way forward to compatible

feasibility studies in the future.
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Do you think you had enough time to implement restructuring process given the
demand for productivity and service delivery?

s

4. Do you think the Department of Sports. Arts, Culture and Recreation objectives
are realizable given the problems of restructuring process?

5. Do you think that other stakeholders are necessary in the process

v o |

6. Do you think their role /existence is useful

Yes No

7. Can you briefly expand on their importance

8. Do you think that underperformance and non deliverance of other employees has
to do with the restructuring take place?

9. Does strategic document on restructuring process developed by Department have
any effect on enhancing their motivation to deliver and understand restructuring?




10. How can academic institutions like North-West University assist to help in the
betterment of restructuring and alignment of department for improving service
delivery?




QUESTIONNAIRE

Title: The restructuring and alignment of Human
Resource Management strategic planning of
Gauteng Department of Sports, Arts, Culture
and Recreation

Respondent: Managers Sports, Arts, Culture, and Recreation
Introduction

The student who authored this questionnaire is pursuing a Masters degree in Public
Management and Development and will therefore appreciate your assistance in

completing the questionnaire as frankly as you possibly can.

Please reread and answer carefully each question by making a cross in an appropriate
block:

1. Gender
Male Female
2. Position
Top Management J
Middle
Other | T

3. Does Department Sports. Arts. Cuiture, and Recreation explains and clarifies the
restructuring process?

[ Yes No

4. 1f yes how often did that take place

| Seldom | Many | Few B

5. Is the implementation of restructuring contributing to their work situation

| Yes No

6. Who was responsible for the implementation of the restructuring process

EC onsultant | Your HR | Both ‘

7. Does restructuring and alignment improve the performance of staff?

Yes 1 No

8. Do you think employees understand why it was implemented



v

9. Do you think restructuring and alignment had eftect on performance of statf

{ Yes No
10. Do you think it was necessary?

Yes No

11. Do you think there has to be another restructuring?

Yes No

12. Do you think the 1dentified hubs are suitable for service delivery?

v o |

13. Do you think the budgeting system on new restructuring and alignment is
colliding or merging in the process

14. Do you think the budget you have at the moment should be increased and why?

15. How do you rate the input of the HR for SACR in this process?

Very Good
Good
Average

Not all Good

Unsure J

16. 1 believe staff need to be trained and ready to deliver in the hubs

o v |

17. Do you think employees need to be consulted in the process of restructuring and
alignment?


































14. Do tl appreciate the services rendered in the new hubs system

F Yes

15. What is meant by efficiency, and effectiveness in the service delivery in the hubs?

No |

16. What is your understanding of the hub service delivery?

17. Do you think the community can monitor and evaluate the identified hubs?
And how?

18. Do you think you know and understand the protocol and organogram structure for
the Department?




