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Abstract

Organisations today are concerned about factors that affect their performance,
including the role of strategic planning within the organisation as this enables
the organisation to effectively and efficiently manage its resources. The pur-
pose of this study was to determine the factors affecting the performance of
the department of human settlements in South Africa (herein the department).
The quantitative research method was used, and the study was piloted using
six selected respondents from the targeted population of 89 and these respon-
dents were excluded from the study. A questionnaire was designed to collect
primary data, and 72 questionnaires were distributed to the randomly selected
respondents and 45 responses were obtained representing a 65% response rate.
The study established that environmental factors, working environment, or-
ganisational culture, organisational assets, human resources management, or-
ganisational structure and leadership are the factors that affect performance in
the department. It was also established that strategic planning acts as a plat-
form to align departmental strategic documents with government planning
documents such as NDP and PDP, facilitate the setting of specific, measurable,
achievable, realistic and time frame (SMART) objectives and targets, commu-
nicate departmental vision, values, goals and objectives effectively and clearly
and provide feedback platform for planning outcomes and performance
measurement. Based on the analysis undertaken, it was recommended that the
department must strategically invest to improve the resources required to aid
the employees to effectively execute their duties and that the department
should ensure sufficient human resources to achieve the set strategic targets.
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1. Introduction

Over many decades, numerous studies have been conducted to explore the sub-
ject of organisational performance (Al-Tit, 2017). The studies identified many
factors that have significant effects on organisational performance. For example,
(Avdelidou-Fischer, 2006) investigated the relationship between organisational
structure and the performance of fortune 500 companies. The result showed that
structural types are positively related to financial performance. Felicio, Couto, &
Caiado (2014) evaluated the human capital and social capital of managers and
the influence of these attributes on the performance of small and medium-sized
Portuguese companies. In this study, it was found that organisational perfor-
mance is strongly influenced by human capital through the cognitive ability of
the manager. Other factors identified in the literature include stakeholder in-
volvement, CEO’s social network, Perez, Morales, & Sanchez (2012), organisa-
tional learning Morales, Reche, & Torres (2008), human resources management,
Ukanwah & Ndaguba (2015) and organisational culture Yesil & Kaya (2013).

Although many factors relating to organisational performance have been es-
tablished in other parts of the world, there is lack of available literature and stu-
dies on this subject from South African context and this emphasizes the gap and
necessity of this study. Specifically, the study was conducted to close this gap by
assessing the factors that affect organisational performance at the Department of
Human Settlement in the Eastern Cape Province. The department has a mandate
to create long term sustainable human settlements and to improve the quality of
household lives. However, departmental reports evaluated indicate that the per-
formance of the department from 2012/13 financial year to 2016/17 has been a
major concern among stakeholders. For example, the Auditor General reports
rajsed issues relating to weak strategic planning and lack of information man-
agement systems among other factors (General Auditor Report 2016/17). In light
of this, this paper seeks to assess the factors that affect organisational perfor-
mance at the department. If the department is to fulfill its mandate, the authors
have taken the corrective action to assist, as the recommendations would be
provided to management for corrective action. The research question that
guided this study was, “What are the factors affecting organisational perfor-
mance at the department in South Africa?” The study has the following objec-
tives:
e To assess the factors that affect the organisational performance of the de-

partment.
e To determine the role of strategic planning in the department.
e To establish the relationship between strategic planning and organisational

performance.

This study is significant in what it can contribute to the body of knowledge on
organisational performance. It is significant in what it has revealed about the
factors affecting the department of human settlements and the recommenda-

tions assist management on how to deal with some of these factors in their quest
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to contribute meaningfully to the success of the department. It is also significant
to stakeholders such as the government of South Africa that works closely with
the department in highlighting the specific areas in which performance lacks.
Most importantly, this paper raises awareness of the academic society that may
result in the adjustment of performance management theories based on insights
from this paper. However, as in any research project, there are limitations asso-
ciated with the sampling of the population and data analysis. The results of this
paper are based on the views of employees at the department of human settle-
ment in South Africa and the factors established in this study are valid and can
be applied to the department in South Africa. Therefore, these limitations should
be kept in mind when interpreting the results of this study.

2. Review of Literature

In this section, a review of the literature regarding factors affecting organisation-
al performance and the role of strategic planning on organisational performance

was conducted.

2.1. Strategic Planning and Performance

As stipulated in National Treasury Framework (2007), all government depart-
ments are expected to formulate strategic plans, allocate resources to the imple-
mentation of those plans, and monitor and report the results through the stra-
tegic planning process and monitoring and evaluation thereof. For the depart-
ments to achieve this goal, issues of organisational performance and strategic
planning become vital. By definition, an organisation’s strategic planning efforts
should guide the necessary activities that would lead to positive organisational
performance. There is a stream of literature on organisational performance that
suggests that the performance of the organisation is a measurement based on
multivariate effective measures. Hove & Banjo (2015) suggest that organisational
performance is a subset of organisational effectiveness. On the other hand, stra-
tegic planning efforts should guide the necessary activities to adapt to the orga-
nisational environment to achieve the desired performance. Dobrin, Popescu,
Popescu, & Popescu (2012) defined performance in organisations as reaching
the strategic objectives, the focus of this definition is on efficiency which is
measured quantitatively. Gavrea, Ilies, & Stegerean (2011) emphasis on conti-
nuous performance and allude that this should be the focus of any organisation
because only through performance organisations can grow and prosper.

2.2. Factors Affecting Organisational Performance

Based on the reviewed literature, several empirically based factors were noted,
including stakeholder involvement, intellectual capital, human resource man-
agement, personal factors, age of employees and gender, organisational charac-
teristics, creativity and innovation. Other factors mentioned in the literature in-

clude the organisational environment, corporate governance, innovation and
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development, supportive organisational climate and organisational structure.
For example, a recent empirical study by Al-Tit (2017) on Jordan manufacturing
firms found that cultural factors, values and beliefs had an impact on organisa-
tional performance. In another study by Dobrin, Popescu, Popescu, & Popescu
(2012), the importance of employee performance in Romanian business organi-
sations was established. However, this study was narrowed down and considered
the factors as classified below. The chosen factors were a result of the severity li-

terature had reported them, and were based on empirical studies.

2.2.1. Human Resources Management (HRM)

The subject of human resources management has been widely covered in the li-
terature. It deals with the management of the employees of an organisation and
more specifically, putting the right people to the right task thereby making
maximum use of the employees’ talent and abilities. In a study conducted by
Ukanwah & Ndaguba (2015), it was found that the competitiveness of an orga-
nisation is dependent on its employees’ ability to generate process and apply
knowledge. This result is in line with practitioners of human resources manage-
ment who regard a workforce that is properly trained and managed as a source
of competitive advantage. The treatment of human resources in terms of moti-
vation influences the way organisations perform. The attainment of strategic
management goals depends on the degree to which the human resource function
is handled (Yilmaz & Bulut, 2015). It is, therefore, imperative that organisations
manage human resource function effectively and efficiently to achieve the de-

sired goals and objectives (Cania, 2014).

2.2.2. Organisational Assets

The assets of the organisation should be well maintained and managed so that
employees have the required resources to perform their duties. Organisations
without suitable assets to perform the work will negatively affect their planned
goals and strategic objectives. According to Hastings (2010), the purpose of the
asset management function is to provide resources and expertise to support the
acquisition, in-service support and disposal of the physical assets required by the
organisation. Recently, asset management systems have been implemented
within the public sector to assist with the development and implementation of

the asset management in local government.

2.2.3. Organisational Culture

Conducive organisational culture contributes significantly towards the factors
that increase the organisational performance and that reflects the success or fail-
ure of the organisation especial in government where citizens believe that gov-
ernment employees are slothful and have unacceptable attitudes towards serving
their customers. In an empirical study by Ahmed & Shafiq (2014), it was found
that knowledge of the organisation culture permits employees to understand the

history and functioning of the organisation. It was further found that organisa-
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tional culture raises devotion to the organisation’s philosophy and values and
that organisational culture, with its norms, deal as a control mechanism to direct
behaviours toward expected behaviours and away from unfavourable beha-

viours.

2.2.4. Leadership

Empirical evidence from literature points that success in an organisation in
terms of the attainment of goals and realisation of objectives depends on man-
agers and their leadership style (Mclaggan, Bezuidenhout, & Botha, 2013). A
study by Hurduzeu (2015) postulates that to increase organisational perfor-
mance, a leader must have the ability to promote creativity and innovation, sti-
mulate the subordinates to challenge their value systems and improve their per-
formance. In another study by Randeree & Chaudhry (2012), consultative and
consensus leadership styles were found in the construction sector in the United
Arab Emirates. The study established that an employee’s job satisfaction is
strongly affected by leadership, with more than 50 per cent of surveyed respon-
dents stating that leadership strongly influences job satisfaction. Therefore, ef-
fective leadership is vital because the effectiveness of the leader determines the

eventual success of the organisation (Mokgolo, Mokgolo, & Modiba, 2012).

2.2.5. Working Environment

There is much evidence in the literature confirming that a conducive working
environment can improve the performance of the employees while a
non-conducive environment could create threats to employees. In an empirical
study that examined multiple organisational climates and their relationship with
politics and performance in public organisations by Vashdi, Vigoda-Gadot, &
Shlomi (2012), four types of climates (participative, innovative, leadership and
service) were found to impact employees’ performance and public service out-
comes and that perception of organisational politics mediate these relationships.
In another study by Tiawo & Idunnu (2010), the work environment provides a
platform for employees to share the knowledge throughout the organisation;
however, the quality of comfort derivable from work environment determines

the level of satisfaction and productivity of workers.

2.2.6. Organisational Structure

The organisational structure must be developed and be responsive to the
achievement of organisational goals. From management literature, the organisa-
tional structure includes the nature of formalization, layers of hierarchy, level of
horizontal integration, centralization of authority and patterns of communica-
tion. According to Maduenyi, Oke, Fadeyi, & Ajagbe (2015), the purpose of or-
ganisational structure is the division of work among members of the organisa-
tion and the coordination of their activities so that they are directed towards the
goals and objectives of the organisation. In a study conducted by the same au-

thors, it was revealed that organisational structure has an impact on organisa-
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tional performance and this demonstrates that organisations should have
well-defined structures in place to achieve set objectives. If the organisational
structure is effective, this would facilitate working relations among sub-unit of
the organisation and may improve the company efficiency within the organisa-

tional units.

2.2.7. Environmental Factors

Both internal and external environmental factors affect organisational perfor-
mance, it is therefore imperative for an organisation to analyse its environment
whether through the utilization of strengths, weaknesses, opportunities and
threats (SWOT) analysis and political, economic, social, technological, environ-
mental and legal (PESTEL) analysis. Business is influenced by the environment
in which it operates and the success of any business is dependent on its ability to
adapt to its environment (Chitechi, 2014). Chitechi (2014) further states that the
changes in the external environment have a significant impact on the survival
and success of the organisation. Environmental analysis is conducted to assess
the level of threat or opportunity that the organisation should be aware of to in-

fluence the decision-making process.

2.3. Strategic Planning Process

Over the past decades or so, the concept of strategic planning has crept into the
public sector and has been adopted as a technique for corporate planning. Ac-
cording to Arasa (2012), strategic planning is the process of selecting organisa-
tional goals and strategies, determining the necessary programs to achieve spe-
cific objectives en route to the goals, and establishing the methods necessary to
ensure that the policies and programs are implemented. Kibachia, Iravo, & Lu-
vanda (2014) state that strategic planning processes are designed to fit the spe-
cific need of the organisation, however, the process should include the vision
and mission, environmental analysis, setting objectives and strategic analysis
choice. In line with Kibachia, Iravo, & Luvanda (2014), Owolabi & Makinde
(2012) emphasized environmental analysis, resource analysis, determination of
the extent to which strategy change is required decision making, implementation
and control. The effectiveness of strategic planning is associated with the
achievement of the formulated objectives and improvement of organisational
performance and this is attributed to the strategic planning process Suklev &
Debarliev (2012).

3. Methodology

The study was quantitative in nature. Eyisi (2016) explains that quantitative re-
search involves the use of statistical data for the research descriptions and analy-
sis reduces the time and effort which the researcher would have invested in de-
scribing his result. The researchers used quantitative design for easy analysis and

presentation of data in numbers, statistics and table format. The approach was
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appropriate as the researcher intended to generalise the results, in line with
Rahman (2016) who state that quantitative research findings can be generalised

to a larger population as it involves the larger sample based on random selection.

3.1. Sampling Strategy

The target population of this study comprised of the employees in the depart-
ment in the Eastern Cape department of human settlement in South Africa. The
departmental database was used as the sampling frame and it was from the sam-
pling frame that sampling units were selected using the simple random method.
In line with Powell (1997), the population of this study was selected with great
care bearing in mind the selection criteria, the desired size and the parameters of
the survey. The sampling frame was checked and cleaned to ensure no duplica-
tions were recorded, employees who had left the department were removed and
newly recruited employees were excluded as this would provide skewed results.
This was done to ensure that the sampling frame was as representative as possi-
ble of the target population. The research population for this study comprised of
89 employees. Using a software sampling calculator (Figure 1), a sample size of

72 was considered representative.

3.2. Development of the Instrument

A close-ended or structured questionnaire with 24 item questions was developed
on a 5 point Likert scale. The respondents had a choice of choosing from 1-
“strongly disagree”, 2-“disagree”, 3-“uncertain”, 4-“agree” and 5-“strongly
agree”. The questionnaire comprised of three sections (A, B and C). Section A
addressed the biographical characteristics of the respondents; section B looked at
the factors that affect organisational performance while section C visited the role
of strategic planning. A questionnaire with close-ended questions was chosen to

provide easier and quicker answers for the respondents.

3.3. Validity and Reliability

The validity of the instrument was established by asking academics from the lo-
cal university to comment on the relevance and adequacy of the questionnaire
about the research objectives. Comments received were about wording and se-
quencing of the questions and these were corrected to the satisfaction of the
academics. Further, the questionnaire was tested for internal consistency and re-
liability. Cronbach’s Alpha value was calculated for the items on the scale (Table
1).

Table 1. Cronbach’s Alpha coefficient.

Reliability Statistics

Cronbach’s Alpha N of Items
. 831 18
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Determine Sample Size

Confidence Level:  ©95% (199
Confidence Interval: |5 |

Population: 89 |

Sample Size needed: |72

Figure 1. Sampling calculator. Source:
https://www.surveysystem.com/sscalc.htm.

The overall reliability of Cronbach’s alpha coefficient computed for this study
was above the minimum recommended threshold of .70. Cronbach’s alpha coef-
ficient of .831 depicts a significantly high degree of reliability that could be
placed on the questionnaire used to collect the data for the study.

3.4. Data Analysis

Data preparation was conducted and this was done to check the quality of data
gathered during fieldwork and converted into the correct format for further
analysis. This was achieved through validating, editing, coding, data entry and
data cleaning. The analysis of data was done using SPSS version 25. The results
of the study were presented in the form of descriptive statistics and inferential

statistics with tables used to represent the statistical results.

4. Results

A total of 72 questionnaires were distributed to randomly selected respondents.
52 questionnaires were received from the respondents and 20 were not returned.
Of the 52 questionnaires returned, 45 were usable giving a response rate of 62%.
The response rate was acceptable as it was found to be higher than many re-
sponse rates of the same type as reported in the literature. For example,
Greenlaw & Brown-Wetty (2009) achieved a response rate of 51.58% which was
acceptable in that study. The gender characteristics of the respondents were
dominated by the female at 67%, demonstrating that women have embraced the
importance of education and acquisition of professional qualifications and this

has put them in better positions for employment opportunities.

4.1. Factors Affecting Organisational Performance

An analysis of the factors affecting the organisational performance of the de-
partment was conducted and the results are illustrated in Table 2.

As depicted in Table 2, the views of the respondents are indicated by the
overall mean of 48.378 and the corresponding standard deviation of 5.437.
Amongst the factors affecting the performance of the department, the respon-
dents statistically confirmed “economic factors” with a mean of 3.73 and a corre-

sponding standard deviation of .751. This was followed by “government policies”,
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Table 2. Factors affecting the organisational performance of the department.

Variable N Min Max Mean Std.dev
Human resources 45 1 5 2.80 991
Organisational Asset 45 1 5 2.84 1.043
Government policies 45 2 5 3.56 725
Organisational culture 45 1 5 3.11 1.049
Leadership 45 1 4 2.38 .806
Working environment 45 1 5 3.40 1.095
Organisational structure 45 1 4 2.56 .867
Economic factors 45 2 5 3.73 .751
Technology 45 1 4 2.71 944

Factors that affect Organisational Performance Average 45 37.00 60.00 48378  5.437

Valid N (listwise) 45

rated with a mean of 3.56 and the corresponding standard deviation of .725. The
third factor was “working environment”, rated with a mean of 3.40 and the cor-
responding standard deviation of 1.095. The fourth factor was: “organisational
culture”, rated with a mean of 3.11 and a corresponding standard deviation of
1.049. The fifth factor was “organisational assets”, rated with a mean of 2.84 and
the corresponding standard deviation of 1.034. This was followed by “human
resources”, rated with a mean of 2.80 and a corresponding standard deviation
of .991. The “technology” factor was rated with a mean of 2.71 and a corre-
sponding standard deviation of .944, “organisational structure”, was rated with a
mean of 2.56 with a corresponding standard deviation of .867. The least factor
was “leadership”, which had a mean of 2.38 with a corresponding standard de-

viation of .806.

4.2. The Role of Strategic Planning towards Organisational
Performance

The role of strategic planning was assessed and the results are reflected in the ta-
ble in Table 3.

The results in the table show the role and process of strategic planning in the
department. The acknowledgement of the role of strategic planning was statisti-
cally confirmed with a mean of 30.711 and a corresponding standard deviation
of 3.835. Strategic planning in the department begins with a need to align the
strategic plan with the broader national and provincial guiding policies, as indi-
cated in the table above-“alignment of the departmental strategic plan”, rated
with a mean of 4.07 and a corresponding standard deviation of .654. The thor-
ough knowledge and understating of the importance and role of planning in the

department was demonstrated by the rating of “contribution of plans to overall
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performance”, rated with a mean of 3.87 and a corresponding standard deviation
of .588. This was followed by “communication of vision, values, goals and objec-
tives”, rated with a mean of 3.84 and corresponding standard deviation of .737.
“the set SMART objectives”, was rated with a mean of 3.47 and a corresponding
standard deviation of .894, which was followed by-“departmental management
commitment”, rated with a mean of 3.40 and a standard deviation of .889. The
“feedback on planning outcomes and performance measurement” was rated with
a mean of 3.36 and a corresponding standard deviation of .933, the “use of pre-
vious year annual reports for future planning” was tested and it had a mean of
3.20 and a corresponding standard deviation of .726. The “situational analysis
(SWOT)” had a mean of 2.87 and a standard deviation of .786. The “alignment
of strategic planning documents”, had a mean of 2.64 and a corresponding stan-
dard deviation of 1.228.

Table 4 below presents the inferential statistics of correlation of the strategic
planning role factors towards contribution to the organisational performance of
the department.

The statistical results from the simple linear regression analysis in Table 4 in-
dicate that strategic planning accounted for 56.2% (R* = .562) of the variance in
the organisational performance of the department.

The statistical results in Table 5 indicate that the model is statistically signifi-
cant (F = 55.209, Sig. = .000), meaning that strategic planning significantly con-
tributes to the organisational performance of the department.

Table 6 indicates the statistical results of the linear regression analysis that re-
flect a possible significant contributing role in strategic planning towards the

organisational performance of the department (t = 7.430, Sig. = .000).

Table 3. The role of strategic planning.

Variable N Min Max Mean Std. Dev
Alignment of the departmental strategic plan 45 3 5 4.07 .654
Communication of vision, values, and objectives 45 1 5 3.84 737
Contribution of plans to the overall performance 45 3 5 3.87 .588
Departmental management commitment 45 1 5 3.40 .889
Alignment of strategic planning documents 45 1 5 2.64 1.228
The set SMART objectives 45 2 5 3.47 .894
Situational analysis (SWOT) 45 1 5 2.87 .786
Use of annual reports for future planning 45 2 4 3.20 726
Feedback on planning outcomes and performance 45 1 5 3.36 933
The Role of Strategic Planning Average 45 23.00 42.00 30.711  3.835

Valid N (listwise) 45
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Table 4. Regression model summary.

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
1 .750* .562 552 3.63908

a. Predictors: (Constant), The Role of Strategic Planning.

Table 5. Analysis of variance (ANOVA).

ANOVA
Model Sum of Squares df Mean Square F Sig.
Regression 731.133 1 731.133 55.209 .000°
1 Residual 569.445 43 13.243
Total 1300.578 44

a. Dependent Variable: Organisational Performance; b. Predictors: (Constant), The Role of Strategic Plan-
ning.

Table 6. Coefficients.

Coefficients

Unstandardized Coefficients  Standardized Coefficients

Model t Sig.
B Std. Error Beta
(Constant) 15.737 4.426 3.555 .001
1 The Role of
1.063 .143 .750 7.430 .000

Strategic Planning

a. Dependent Variable: Organisational Performance.

5. Discussion

5.1. Factors That Affect Organisational Performance

The results show that the department is negatively affected by economic factors
as confirmed by the majority of the respondents. Changes in the government
policies were positively confirmed and they assist the department to improve its
performance. These findings are in line with Chitechi (2014) who argued that
changes in the external environment have a significant impact on the survival
and success of organisations. It was interesting to note that the organisational
culture of the department was acknowledged as conducive for employees to per-
form well and contribute positively to the performance of the department, albeit
the department operating under a highly politicised environment. This result
concurs with Ahmed & Shafiq (2014) who note that knowledge of the organisa-
tion culture permits employees to understand the history and functioning of the
organisation.

Of concern rather, was a cautious and indifference disposition displayed by

the respondents as evidenced by low average means and high standard devia-
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tions, regarding the adequate resourcing of the department. There was scepti-
cism about organisational assets to enable the employees to execute their duties
effectively, and also about the department having sufficient human resources to
achieve its targets. At the same time, there was concern about the current organ-
isational structure of the department and its ability to respond to the organisa-
tional needs. Use of technology as well, seemingly it was a cause for concern.
Availability of state of art technology would naturally positively influence the
performance of employees in organisations, while non-availability or non-use of
technology would negatively influence or impact the performance of employees
in organisations. It appears the department had the challenge in the use of tech-
nology. There was also scepticism on whether a change of leadership in the de-
partment resulted in highly motivated management and employees and im-
proved organisational performance. These findings resonated well with Madu-
enyi, Oke, Fadeyi, & Ajagbe (2015) and Mokgolo, Mokgolo, & Modiba (2012)
that organisational structure has an impact on organisational performance and
this demonstrates that organisations should have well-defined structures in place
to achieve set objectives and that the effective leadership is vital because the ef-

fectiveness of the leader determines the eventual success of the organisation.

5.2. Importance of Strategic Planning towards Organisational
Performance

The results have shown that strategic planning provides a platform for the de-
partment to be able to align its departmental strategic plans. Concerning the
2014-2019 strategic plans, for example, the process of strategic planning pro-
vided a platform and vehicle for the department to ensure that the 2014-2019
strategic plans are aligned, with the clear understanding that departmental plans
contribute towards the overall performance of the department. From the find-
ings, it was established that there is a positive and significant correlation be-
tween the alignment of the department’s strategic plan for the period 2014-2019
with the communication of the department’s vision, values, goals and objectives.

To facilitate the desirable performance of the department, strategic planning
processes aid the department to be able to communicate its departmental goals
and objectives effectively and clearly to all employees of the department, and
SMART objectives and targets are set during the strategic planning processes for
the department. There is a positive and significant correlation between set
SMART objectives and feedback on the planning outcomes and performance
measurement. There is a clear management commitment in the department, to
the strategic planning success and strategic direction, with proper feedback
mechanisms put in place to disseminate the strategic planning outcomes. Also,
there is a positive and significant correlation between set SMART objectives and
feedback on planning outcomes and performance measurement. The results are
in line with Kibachia, Iravo, & Luvanda (2014), Suklev & Debarliev (2012) who

confirmed that strategic process should include the vision and mission, envi-
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ronmental analysis, setting objectives and strategic analysis choice. Further,
some authors agree that the effectiveness of strategic planning is associated with

the achievement of organisational objectives and performance.

6. Recommendations

Based on the findings of this study, the following recommendations were made:

e The department must strategically invest to improve the resources required
to aid the employees to effectively execute their duties.

e The department should ensure that there are sufficient human resources to
achieve a set of strategic targets.

e The department must adopt and embrace the use of technology in the opera-
tions of the department as technology has the potential of positively affecting
the performance of the employees.

e The department must re-visit its organisational structure and streamline it so

that it can effectively and efficiently respond to organisational needs.

7. Practical Implications

The data from the study reveal that the department has a well-developed organ-
isational culture that keeps employees motivated and committed towards achieve-
ment of organisational performance. While certain functions within the depart-
ment require attention, there are some functions which should be commended.
However, currently, there is much discourse about the performance of the de-
partment and this study has examined and identified the factors that affect the

department’s performance.

8. Conclusion and Further Research Perspectives

The study was set out to examine the factors affecting organisational perform-
ance at the department in South Africa. The study established that environ-
mental factors, working environment, organisational culture, organisational as-
sets, human resources management, organisational structure and leadership are
the factors that affect performance in the department. Furthermore, it was estab-
lished that strategic planning acts as a platform to align departmental strategic
documents with government planning documents such as NDP and PDP, facili-
tate the setting of SMART objectives and targets, communicate departmental vi-
sion, values, goals and objectives effectively and clearly and provide feedback

platform for planning outcomes and performance measurement.

Further Research

Several issues suitable for further researches have been raised in this study. This
study was limited to one province of South Africa and future studies can be
conducted to other departments of South Africa and its nearby African counties

to validate findings reported in this paper.
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