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ABSTRACT 

 

 

Despite an increase of over 60% in the number of police officers employed at the 

Durban Metropolitan Police Service (DMPS) since 2009, the number of infringements 

of the municipal and traffic by-laws, as well as the levels of crime within the eThekwini 

municipal region have increased. This has a negative impact on the citizens, who are 

entitled to a clean and safe place to live and work in, and on the ability of the 

municipality to attract a larger number of tourists.   

 
Whilst the Durban Metropolitan Police Service sets appropriate strategic goals to 

reduce the number of infringements of the municipal and traffic by-laws, as well as the 

levels of crime within the eThekwini municipal region, these may not be achieved due 

to a variety of reasons, including poor strategy implementation. In this regard, this 

study investigated the factors influencing the implementation of the operations strategy 

at the Durban Metropolitan Police Service.   

 

As the target population was relatively small, a census of the entire population was 

undertaken, and the primary data for the study was collected via a self-administered 

close-ended questionnaire and analysed using the Statistical Package for Social 

Sciences (SPSS), Version 24.  

 

Overall, the findings revealed that the middle and lower managers at the Durban 

Metropolitan Police Service play an important role in the effective implementation of 

strategy at the Durban Metropolitan Police Service and that the majority of the 

respondents stated that their subordinates are committed and dedicated to their work. 

The findings also revealed, inter alia, that the delay in permanently filling vacant middle 

and lower management positions, unfair distribution of resources, and internal politics 

hindered the attainment of the Durban Metropolitan Police Service’s strategic goals.  
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CHAPTER 1 

 

OVERVIEW OF THE STUDY 

 

1.1 INTRODUCTION 

 

This chapter, inter alia, discusses the background to the study, describes the research 

problem, and outlines the aim and objectives of the study as well as the research 

questions. The chapter concludes with a brief description of the research methodology 

and design chosen for the study, as well as the structure of the dissertation.  

 

1.2 BACKGROUND TO THE STUDY 

 

There is overwhelming evidence from the numerous studies undertaken that poor 

strategy implementation is the major reason for organisations not achieving their 

strategic goals.  For example, Rumelt (2011) states that less than 10% of well-

formulated strategies are effectively executed, and Speculand (2009) contends that 

nine out of ten strategies fail due to poor implementation.  In this regard, the Durban 

Metropolitan Police Service (DMPS) repeatedly cited the lack of adequate resources, 

especially police officers, as the primary reason for it not achieving its strategic goals 

that are related to a reduction in the number of infringements of the municipal and 

traffic by-laws as well as the reduction in the levels of crime within the municipal region.  

 

However, despite an increase of 60% in the number of police officers employed 

between 2009 and 2017, the number of infringements of the municipal and traffic by-

laws, as well as the levels of crime within the eThekwini municipal region did not 

decrease; in fact, it increased. This may be due to a number of reasons, such as a 

shortage of patrol vehicles, and the poor implementation of strategy. Whilst senior 

management at the DMPS may be formulating appropriate strategic goals, the 

expected improvement in the services provided by the Metro Police will not be realised 

if these strategies are not efficiently and effectively executed at the operational level. 

In this regard, this study examined the strategy implementation process at the DMPS, 
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with a view to establishing if poor strategy execution was the primary reason for the 

organisation not achieving its strategic goals.  

 

1.3 PROBLEM STATEMENT 

 

The infringements of the municipal by-laws and road traffic laws, as well as the levels 

of crime within the eThekwini municipal region remain high, despite the Durban 

Metropolitan Police Service increasing the number of police officers by 60% between 

2009 and 2017, according to the eThekwini Municipality 2017 Annual Report. This 

impacts negatively on the eThekwini Municipality’s goal of making the municipality a 

clean and safe place to live and work in and an attractive tourist destination. 

 

The strategic goals set by the DMPS relate to, inter alia, a reduction in the number of 

infringements of the municipal and traffic by-laws as well as crime prevention and 

reduction.  In this regard, this study will be undertaken to establish if poor strategy 

execution is the primary reason for the DMPS not achieving its strategic goals. 

  

1.4 AIM AND OBJECTIVES OF THE STUDY 

 

The aim of the study is to investigate the factors influencing the implementation of the 

operations strategy at the Durban Metropolitan Police Service, and the objectives of 

the study are: 

 

 to investigate the role of middle and lower managers at the DMPS in the 

implementation of the operations strategy;  

 

 to establish the influence of the DMPS organisational structure on the 

implementation of the operations strategy; 

 

 to establish the level of competence of middle- and lower-level managers to 

execute the operations strategy at the DMPS, and  

 

 to identify the challenges facing managers responsible for the implementation 

of the operations strategy at the DMPS. 
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1.5 RESEARCH QUESTIONS 

 

 What is the role of middle and lower managers in strategy implementation at 

the Durban Metropolitan Police Service? 

 

 How does the Durban Metropolitan Police Service organisational structure 

influence strategy implementation? 

 

 What is the level of competence of middle and lower managers at the Durban 

Metropolitan Police Service to implement strategy?  

 

 What are the challenges facing managers responsible for strategy 

implementation at the Durban Metropolitan Police Service? 

 

1.6 SIGNIFICANCE OF THE STUDY 

 

In view of an increase in the number of infringements of the municipal by-laws and 

road traffic regulations, as well as the escalation of crime within the borders of the 

eThekwini municipality, the effective implementation of the operations strategy at the 

Durban Metropolitan Police Service (DMPS) has become even more important. 

Hence, it is hoped that the findings from this study will be used by the DMPS to close 

the gaps in the strategy implementation process, and thereby assist in reducing crime, 

and road traffic and municipal by-law infringements within the eThekwini municipality. 

   

1.7 STUDY SITE 

 

The Durban Metropolitan Police Service operates within the eThekwini Municipality 

boundary and has five regional commands, namely, Central Regional Command 

(CRC), Inner West Regional Command (IWRC), North Regional Command (NRC), 

Outer West Regional Command (OWRC) and South Regional Command (SRC). The 

DMPS has a Specialised Enforcement Unit (SEU) that operates from its headquarters, 

and this unit is equivalent to a region in terms of its structure and operational methods. 

The study was confined to these sites and was conducted among middle and lower 

managers responsible for the implementation of the operations strategy.  
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1.8 RESEARCH METHODOLOGY AND DESIGN 

 

As the target population is relatively small, a census of the entire population, consisting 

of all 78 middle and junior managers at the Durban Metropolitan Police Service who 

are responsible for the implementation of the operational strategy, will be undertaken. 

The primary data for the study will be gathered via a self-administered structured 

close-ended questionnaire, and these will be hand-delivered to all middle and lower 

managers to their respective workstations throughout the four regions within the 

eThekwini municipal region.    

The Statistical Package for Social Sciences (SPSS), version 24, will be used to 

analyse the data, and the results will be presented in tables or figures. To improve the 

validity of the measuring instrument, a pilot study will be carried out among five 

managers who are responsible for strategy implementation at the DMPS, and based 

on the results of the pilot study, the questionnaire may be revised. The (internal 

consistency) reliability of the questionnaire will be measured by calculating the 

Cronbach Alpha value.  

 

1.9 STRUCTURE OF THE DISSERTATION 

 

The dissertation is divided into five chapters and each chapter covers the following:  

 

Chapter 1: Introduction and background 

 

The chapter provides an overview of the study. It will identify the research problem 

and state the aims and objectives of the study. It will also briefly outline the research 

methodology used and explain the structure of the research study in brief.   

  
Chapter 2: Review of relevant literature 

 

This chapter will review the literature relevant to the study and will be aligned to the 

aim and objectives of the study regarding the implementation of the operations 

strategy.  

 
Chapter 3: Research methodology 
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This chapter will present the research methodology and its justification for use in 

gathering data for the study; it will discuss the adopted research design, target 

population, measuring instrument, pretesting, delimitations, validity and reliability, data 

analysis, and ethical considerations.  

 

Chapter 4: Presentation, analysis and discussion of results  

 

This chapter will present, analyse, and discuss the findings arising from the empirical 

study. 

Chapter 5: Summary, conclusion and recommendations 

 

This chapter, inter alia, summarises the main findings from the literature review and 

the empirical study and makes recommendations on improving the strategy 

implementation process. 

 

1.10 CONCLUSION 

 

The synopsis of the study will be presented in this chapter. In particular, the 

background to the study, the problem statement, the aim and objectives of the study, 

and the research questions will be outlined. The importance and scope of the study, 

as well as the research methodology utilised will be described.  

 

In the next chapter, the relevant literature relating to the research topic will be 

discussed.  
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CHAPTER 2 

LITERATURE REVIEW 

 

2.1 INTRODUCTION 

 
In this chapter, the pertinent literature pertaining to the steps in the strategic 

management process, with specific emphasis on the strategy implementation process, 

is discussed. The role of middle managers in the implementation of strategy, the 

relationship between organisational structure and strategy, barriers to the 

implementation of strategy, as well as strategy formulation and implementation at a 

Police Service, more specifically, the Durban Metropolitan Police Service (DMPS), are 

also discussed.    

 

2.2 DEFINITIONS OF STRATEGY IMPLEMENTATION   

 
There are several definitions of strategy implementation, and a few definitions are 

presented here. Ehlers and Lazenby (2010: 261) define strategy implementation as a 

process that propels the preferred strategy into motion, thereby ensuring that the 

strategic goals of the organisation are achieved. Pearce and Robinson (2011: 263) 

refer to strategy implementation as involving translating strategy into guidelines that 

state the daily activities of the organisation’s members and the manner in which the 

business organises its activities, including identifying key strategy implementation 

leaders. However, Speculand (2009: 3) defines strategy implementation as activities 

undertaken by the organisation’s staff members to realise its operational strategic 

objectives, while Wheelen and Hunger (2012: 272) describe strategy implementation 

as actions and choices made in the execution of an operational strategic plan.  

 

For the purposes of this study, the definition of strategy implementation proposed by 

Ehlers and Lazenby (2010: 261), namely, it is a process that propels the preferred 

strategy into motion ensuring that the strategic goals are achieved, is adopted. 

Strategy implementation forms part of the strategic management process, and this is 

discussed below.  
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2.3 THE STRATEGIC MANAGEMENT PROCESS 

 
Krishnakumar (2015: 78) asserts that the strategic management process includes five 

phases, which are strategic intent, environmental analysis, strategy formulation, 

strategy implementation, and strategy control and evaluation. David (2011) cited by 

Lazenby (2018: 2), defines strategic management as the ability to formulate, 

implement and assess strategic decisions that assist an organisation to realise its 

objectives and goals. The organisation begins by analysing its internal and external 

environments to develop its vision and mission and formulate its strategy. The author 

states that internal environment analysis assists in identifying the strengths and 

weaknesses of the organisation and the purpose of external environmental analysis is 

to identify opportunities and threats. Walker and Andrews (2015: 101) argue that the 

strategic management process consists of strategy formulation, and strategy 

implementation and control, whilst Bryson and Berry (2010: 495) opine that the 

strategic management process is a continuous activity comprising of formulation, 

implementation, and evaluation phases. According to Okibo and Masika (2012: 16), 

top management formulates the strategic direction of the organisation, which 

incorporates the long-term vision and mission statements, performs an environmental 

analysis and formulates strategy, and middle management implement strategy and 

perform strategy control and evaluation, and these will be discussed below.   

 

2.3.1 ORGANISATION’S STRATEGIC DIRECTION, MISSION AND VISION 

 
Strategic direction involves developing the mission, vision, objectives, and strategic 

goals of an organisation (Odita and Bello 2015: 60). Karuoya (2017: 5) concurs with 

Odita and Bello (2015: 60) by asserting that determining the strategic direction 

involves articulating the organisation’s vision and mission, developing strategic goals 

and objectives for the organisation, and developing a strategic plan. Hamel and 

Prahalad (2005: 150) assert that strategic direction incorporates dynamic 

management practices that will inspire the organisation’s staff by communicating the 

significance of the target and providing an opportunity for individual and team 

contributions. Formulating and implementing such a strategic intent requires a 

particular brand of leadership. Szpakowski (2011: 2) asserts that an organisational 

strategic direction makes it possible for strategic leaders to develop measures to 
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guide, engage and lead processes and operations that aid an organisation to attain its 

objectives.  

 

Braun, Wesche, Frey, Weisweiler and Peus (2012: 431) avow that mission statements 

describe the organisation’s beliefs and philosophy like fairness, morality, ethics and 

sustainability, with the purpose of controlling behaviour, attitudes and decision- making 

in the organisation. The authors further assert that the development and 

implementation of a mission statement take into consideration the stakeholders as well 

as the organisation’s management views. Verma (2010: 161) affirms that the mission 

statement is important in persuading positive employee behaviour in an organisation. 

According to Rajasekar (2013: 138), organisations use the mission statement to 

express their beliefs, business ethics and values to stakeholders. According to 

Candemir and Zalluhoglu (2013: 26), an organisation’s vision and mission statements 

reflect the organisation’s strategies and embody the organisation’s goals that must be 

realised, and its vision and mission statements affect the development of attitudes of 

its customers towards the organisation.  

 

Grant (2016: 154) defines vision as a clear depiction and guide for an organisation’s 

long-term future and future ambitions. Papulova (2014: 15) describes vision as a 

statement that informs the organisation’s employees and its customers about the 

future; where the organisational vision is headed, and what it wants to be. Joachim 

(2010: 18) argues that vision guides and maintains an organisation’s corporate 

existence, and it is seen as an intellectual picture of a compelling impending future of 

an organisation, and it originates from artistic mental imagination and insight into the 

future of the organisation.  

 

Papulova (2014: 16) further asserts that an organisation’s vision statement must be 

unambiguous, easy to understand and remember, and it must describe the future of 

the organisation. According to Henry (2011: 11), apart from the vision statement being 

easy to understand and remember, it must also be positive, motivational, inspiring, 

attractive, challenging, and future oriented. Ozdem (2011: 1888) states that the vision 

statement describes the organisation’s future desires and indicates the level it 

foresees attaining in the future. According to Candemir and Zalluhoglu (2013: 620), 

the vision statement has to reflect an organisation’s aspirations and beliefs and 
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capture the attention of stakeholders, which includes employees, shareholders and 

customers.   

   
Desmidt, Prinzie and Decramer (2011: 479) state that firstly, financial profit is just one 

potential benefit of the successful operationalisation of a mission statement; secondly, 

the mission statement is significant for non-profit organisations and is not the exclusive 

tool for for-profit organisations. The preparation of a mission statement forms part of 

the main components in the strategic management process, and a clear mission 

statement is essential for effectively establishing objectives and formulating strategy 

(David, David, and David 2014: 96). The mission statement describes the purpose of 

an organisation, why it exists, identifies the products and services an organisation 

produces, and describes the intended direction of the organisation (Grant 2016: 154). 

Similarly, Candemir and Zalluhoglu (2013: 626), assert that the vision and mission 

statement have an impact on the formation of customer and community attitudes 

towards the organisation. The authors further state that the vision and mission 

statement defines the purpose for the existence of an organisation and its future 

roadmap. Below is a discussion on environmental analysis.  

 

2.3.2 ENVIRONMENTAL ANALYSIS 

 
Lazenby (2018: 8) argues that the environmental analysis requires that an 

organisation must evaluate its internal environment to identify and assess its strengths 

and weaknesses and its external environment to identify and assess opportunities and 

threats. According to Hill and Jones (2012: 19), an internal environmental analysis 

focuses on reviewing the competencies, capabilities and resources of the 

organisation, the purpose being to identify the organisation’s strength and 

weaknesses. Dlodlo (2011) cited by Buya, Simba and Ahmed (2018: 5) stated that the 

external environmental analysis requires the organisation’s leaders to evaluate the 

political, social, economic and technological forces that would have an impact on the 

success of the organisation. The strategy formulation which incorporates the long-term 

goals of the organisation, is discussed below.   
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2.3.3 STRATEGY FORMULATION 

 
According to Lazenby (2018: 198), strategy formulation articulates what the 

organisation intends to achieve in the long term in a form of strategic goals. The author 

further states that long-term goals are translated into short-term objectives that 

represent a commitment to realising certain performance goals within a pre-

determined period. 

 

 

 

Figure 2. 1 Main components of strategic planning process 

Source: Hill and Jones (2013: 13) 

 

Mintzberg, Lampel and Ahlstrand (2008: 121) described the ten schools of thought on 

strategy formulation and state that the first four are prescriptive in nature, while the 

others are more expressive in nature. The ten schools of thought on strategy 

formulation are described below. 
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Ten Schools of thought on strategy formulation  
 
Mintzberg et al. (2008: 121) identified ten schools of thought on strategy formulation. 

These schools are the design school, the planning school, the positioning school, the 

entrepreneurial school, the cognitive school, the learning school, the political school, 

the cultural school, the environmental school and the configuration school. The 

aspects on which they are founded are the focal differentiators and their methods 

range from the normative method to an expressive method, as indicated in Table 2.1 

below.  

 
Table 2 1 Ten Schools of thought on strategy formulation 

Source: McGee, Thomas and Wilson (2010: 346) 

 
School of  

thought 

Analytical approach Strategy is… The key aspect of strategy 

is… 

Design A process of conception, 

matching the internal organization 

to the external environment 

About ensuring “fit” as closely as 

possible between internal and 

external environments 

Getting the architecture of the 

firm right 

Planning A formal process of planned steps 

toward formulating and executing 

strategy 

About being as formal, planned 

and clear as possible 

Getting planning and resource 

allocation in line 

Positioning A process which tries to see how 

a firm could improve its position in 

the industry 

Driven by economic analysis and 

occasionally is characterized by 

military metaphors  

Strategy is science and benefit 

from a systematic approach 

Entrepreneurial A visionary process of top leaders A function of the knowledge, 

wisdom, intuition and insight of top 

managers 

The crucial role of founders 

and/or the CEO who must 

have clear vision and insight 

Cognitive A perceptual process A series of perceived patterns or 

is how individuals “map” strategy 

process 

Creativity and cognition 

Learning Strategy cannot be planned but 

emerges over time 

A series of lessons learned 

overtime 

To achieve both individual and 

organizational learning over 

time 

Political A negotiated process between 

different parts of the organization 

Primarily about political 

negotiation between different and 

conflicting interest 

Politics are inevitable and are 

the most powerful shaper of 

strategy 

Cultural Strategy reflects corporate culture A function of understanding 

organizational culture 

Understanding social 

processes and the influence of 

beliefs and values 

Environmental Strategy reflects the reaction of 

an organization to its external 

environment 

Primarily about contingencies 

from the environment 

Understanding and interpreting 

correctly key signals from the 

environment 
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School of  

thought 

Analytical approach Strategy is… The key aspect of strategy 

is… 

Configuration Strategy is a constant process of 

transformation 

Action, change, regrouping, 

adapting to current contexts 

Strategy and organizational 

change are inherently 

intertwined  

 

 

2.3.4  FACTORS INFLUENCING STRATEGY IMPLEMENTATION 

 
Sorooshian and Dodangeh (2013: 1039) identified three major factors influencing 

strategy implementation, namely, leadership style, organisational structure, and 

human resources. According to Dlodlo (2011: 64), the factors adversely influencing 

strategy implementation were a lack of an adequate budget; high staff turnover, which 

affected continuity, and the destructive nature of internal competition. Nowases (2014: 

72) found that tools such as performance appraisals, business systems and allocation 

of adequate resources assist managers in successful strategy implementation. 

Semenya (2012: 98) found that effective strategy implementation in the South African 

Police Service (SAPS) required adequately skilled managers, adequate resources, 

and improved communication systems between managers. Similarly, Buthelezi (2014: 

80) concluded that for strategy implementation in the police force to be successful, 

human resource and vehicle resource capacity has to increase, managers have to 

undergo regular refresher training in strategy implementation, and communication 

channels between managers and operational teams must be improved. Salih and Doll 

(2013: 32) found that management style, strategic alignment, internal communication 

and middle management are critical factors influencing strategy implementation. 

According to Ehlers and Lazenby (2010: 281), in ensuring that its strategy 

implementation is successful, an organisation must ensure that appropriate 

leadership, reward system and organisational culture are in place, and these will be 

discussed below.   

 

2.3.4.1 LEADERSHIP  

 
Implementation of a chosen strategy ignites change within an organisation, and a 

strategic leader formulates a vision of an ideal state and is prepared to see the 

organisation achieve this vision through successful implementation of the envisioned 

strategy. Both strategic change and effective strategy implementation rely on 
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managers and leaders spread across all levels in the organisation. Ungerer, Pretorius 

and Herholdt (2007: 351) underline the importance of ensuring that strategy is 

translated and maintained by all levels of the organisation’s leaders. Strategic 

leadership is defined as “the ability to anticipate, envision, and maintain flexibility and 

to empower others to help the organisation reach its vision and mission” (Hitt et al. 

2011: 23). The findings of a study conducted by Rajasekar (2014: 169) revealed that 

leadership style has an impact on the implementation of strategy as it influences 

managers to be idealistic in order to drive strategy implementation. Zaribaf and 

Bayrami (2010) characterised the leadership’s position as consisting of three key 

parts, namely, management of the strategic process, managing relationships within 

and outside the organisation, and managing the training of managers. The diverse 

qualities of leaders and managers complement each other and are important for 

successful strategy implementation.  

 

A study by Cater and Pucko (2010: 207) found that managers depend on planning and 

consolidating activities when executing strategies, while the main hindrance to 

strategy implementation is poor leadership. In the strategy implementation process, 

the strategic leader is responsible for developing a suitable strategic path for the 

organisation, clearly communicating the strategic path to employees and other 

partners of the organisation, motivating and encouraging employees to excel in the 

organisation’s achievement of strategic goals and vision. It requires designing suitable 

reward systems and organisational structure with senior management, cultivating and 

retaining effective organisational culture and incorporating the best corporate 

governance ideologies into the organisation’s tactics and operations (Ehlers and 

Lazenby 2010: 288). Managers responsible for strategy implementation are able to 

perform effectively when they enjoy the trust and unequivocal support of dedicated 

followers of staff (Pitt and Koufopoulos 2012: 391).  

 

2.3.4.2 REWARD SYSTEM  

 
Jha (2011: 17) identifies three key principles of any rewards model. The first principle 

emphasises a need for clear and measurable performance targets for all parties prior 

to implementation. The second key principle states that rewards must be meaningful 
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and relevant to middle managers to motivate their behaviour in an effort to realise 

strategic goals, and the third key principle states that in order to facilitate a flawless 

strategy implementation, the incentives provided ought to direct the employees' 

energy to achieving the strategic goals.  

 

2.3.4.3 ORGANISATIONAL CULTURE  

 

Organisational culture is a set of often unstated norms that include beliefs and values 

that organisational members share in common, providing the basis for action, meaning 

and direction as the members become committed to the beliefs and values, 

internalizing them in the process as personal beliefs and values significant to their life 

(Pearce and Robinson 2011: 340). According to Liar (2012: 78), a leadership team 

whose etiquette and conduct have created distrust cannot conceivably lead positive 

cultural conversion where needed because trust is the one feature that is important for 

successfully incorporating a selected strategy with prevailing corporate culture, as it is 

a function of character and competence. Figure 2.2 below outlines the key features of 

an organisation’s corporate culture that establishes work practices.  
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Figure 2. 2 Key Features of a Firm’s Corporate Culture 

Source: Thompson, Peteraf, Gamble and Strickland (2014) 
 

According to Thompson, Peteraf, Gamble and Strickland (2014: 306), an 

organisation’s culture is grounded in and moulded by its fundamental tenets and 

principled standards, influencing common values, embedded attitudes, core 

philosophies and the organisation’s customs that define the types of conduct, 

established work practices and ways of functioning, and this is depicted in Figure 2.2. 

 
The findings of a study undertaken by Carlopio and Harvey (2012: 75) that focused on 

the effect of socio-psychological principles on strategy implementation revealed that 

where an organisation’s structure and culture are not in line with a planned strategy, 

the strategy implementation process will be compromised. When the organisation’s 

vision, beliefs and goals supporting its selected strategy are well matched with its 

organisational culture, this culture serves as a valuable driver and streamlines strategy 

implementation efforts. Whilst redesigning organisational culture is a difficult and 

intense task, top management must establish a close fit between the selected strategy 
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and culture in an effort to implement strategies successfully (Ehlers and Lazenby 

2010: 294). Pearce and Robinson (2009: 394-396) identified four guiding principles on 

how organisational leaders can bring about and generate distinctive organisational 

cultures, and these are outlined below: 

  
 emphasise key themes or main values which include speed, cost advantages, 

differentiation and quality as sources of competitive advantages that the 

organisation seeks to build or maintain; 

 
 encourage the dissemination of stories and legends about core values in 

support of basic beliefs because organisational members associate themselves 

strongly with beliefs and values they support; 

 
 institutionalise practices that systematically reinforce desired beliefs and values 

that inspire strategies the organisation employs, and  

 
 adapt some very common themes in their own distinctive way, beliefs that form 

an organisational culture are a belief in being the best, in people as individuals, 

and faith in their ability to make long-lasting input to the organisation.   

 
Managing the strategy-culture relationship necessitates consideration of a balance 

between adjustments required to implement a new strategy and the organisation’s 

culture (Pearce and Robinson 2009: 397).  

 
According to Naicker (2010: 7) organisational culture consists of seven cardinal 

characteristics, namely, innovation and risk taking, attention to detail, people 

orientation, outcome orientation, team orientation, aggressiveness, and stability.   

 

(i) Innovation and risk taking 

 

Innovation refers to the ability of an organisation’s employees to venture into new 

product and service development and the risk associated with venturing into such 

territory. Innovation is defined as a process of introducing and implementation of new 

ideas that positively benefit the organisation (Khan, Usoro, Majewski and Kuofie 2010: 

67). According to Bashayreh (2009: 51), employees working in a supportive and 

innovative culture are usually more satisfied with their jobs. Equally, Silverthorne 
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(2004: 522) agrees that an organisation’s innovative culture plays a pivotal role in the 

level of employee job satisfaction.  

 

(ii)  Attention to detail    

 

Attention to detail pertains to the degree to which employees are expected to show 

accuracy and detail at the workplace (Naicker 2008: 7). The emphasis on measures, 

performance and accuracy indicates there is a high value placed on attention to detail.  

 

(iii) People orientation 

 

Naicker (2010: 7) states that people orientation refers to the degree to which 

management decisions take into consideration the effect of decisions on people within 

the organisation. A study by Choi, Martin and Park (2008: 73) found that an 

organisation that is employee-oriented and respects its employees tends to create 

reciprocal responses of satisfaction, commitment and intention to stay with the 

organisation. According to the authors, employee-orientation also includes the extent 

to which the organisation’s management is able to take criticism from staff and show 

empathy for personal problems and personal development.  

 

(iv) Outcome orientation 

 

According to Naicker (2010: 9), outcome orientation refers to the degree to which 

managers focus on the outcomes rather than on techniques and processes utilised to 

obtain such outcomes. Kulkarni (2010: 2) argues that some organisations pay more 

attention to outcomes and the business model of each business determines whether 

the focus should be on the outcomes or the processes. 

 

(v) Team orientation 

 

Team orientation refers to when the organisation places a high value on teamwork to 

the extent that one is identified as a team member as opposed to being seen as an 

individual (Naicker, 2010: 10). The author asserts that team orientation places 

emphasis on work activities organised around teams rather than individuals. Bauer 
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and Erdogan (2014: 1) avow that cooperating for an enhanced effect of teams help 

deliver better outcomes compared to individual efforts.  

 

(vi) Aggressiveness 

 

Naicker (2008: 12) postulates that aggressiveness refers to the extent to which 

employees in an organisation are competitive rather than laidback. Similarly, Chow, 

Harrison, McKinnon and Wu (2001: 13) state that organisations that prioritise 

innovation has superior global competitiveness and survival techniques in the 

environment, making aggressiveness an important character of organisational culture.  

 

(vii) Stability 

 

Stability is the degree to which an organisation’s activities emphasise maintaining the 

status quo as opposed to growth (Bauer and Erdogan 2014: 1). A study undertaken 

by Chow, Thompson, Wood, Beauchamp and Lebrun (2001: 13) found that stability is 

one of the measurements of organisational culture that has a strong influence on 

commitment, information sharing and job satisfaction.   

 

Top management in an organisation should propagate a positive corporate culture, as 

organisational culture influences organisational performance.  

 

2.3.5 STRATEGY CONTROL AND EVALUATION 

 
Lazenby (2018: 449) opine that after the implementation of the formulated strategy, 

the organisation must review the strategic choice to determine how it has performed 

over the long-term. Sufficient feedback on strategy implementation is the basis for 

effective strategy evaluation. Financial controls and strategic controls are used by 

organisations to support strategy implementation. MacKay and Chia (2013: 208) argue 

that the purpose of strategic control is to ensure that the organisation uses appropriate 

strategies, considering the conditions in the external environment and the 

organisation’s core competencies. A balanced scorecard is used to determine the level 

of achievement of performance in strategy implementation, and with a combination of 



 

19 
 

strategic and financial controls, a balance is created (Kim, Arthurs, Sahaym and Cullen 

2013: 999).  

 

2.3.5.1 MONITORING STRATEGY IMPLEMENTATION  

 

Measuring an organisation’s performance includes a comparison of expected 

outcomes to actual results, evaluating if there were deviations from the set- plans, 

evaluating team and individual performances, and examining the progress made in 

implementing the strategic plans of the organisation and achieving its objectives 

(David 2009: 231). According to Hitt et al. (2011: 368), the balanced scorecard is a 

framework an organisation can use to measure if it has established both financial and 

strategic controls to assess its performance. This technique is most useful when 

dealing with business-level strategies; however, it can also be used with the other 

strategies an organisation may select to implement. Lear (2012: 88) states that the 

balanced scorecard was developed by Professor Robert Kaplan and Professor David 

Norton in 1992 as a means to identify targets and measure performance in an 

organisation. The balanced scorecard assists executives to translate an organisation’s 

vision and strategy into a clear set of performance measures organised into four 

different areas, namely, learning and growth, internal business processes, financial, 

and customer, as illustrated in Figure 2.4 below.  

 

The main focus of a balanced scorecard is to monitor strategy, assess progress and 

manage the strategy implementation process. According to Hitt et al. (2011: 368), the 

financial aspect is concerned with growth, risk and profitability, from the shareholders’ 

perspective; the customer aspect is concerned with the extent of value perceived to 

have been created by the organisation’s services and products; the internal business 

process emphasises the priorities for numerous business processes that build 

customer and shareholder fulfilment, and learning and growth are concerned with the 

organisation’s effort to build a climate that affirms change, growth and innovation. 

Ehlers and Lazenby (2010: 365) assert that the balanced scorecard can be used to 

monitor and evaluate results in the short-term if strategic goals are achieved in the 

four perspectives of finance, customers, internal business processes, and learning and 

growth. The authors add that the balanced scorecard can be used as a framework by 

an organisation to measure if it has established both financial and strategic controls to 
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evaluate its success from the shareholders' point of view (financial perspective); how 

it is perceived by the customers (perspective of customers); which processes to be 

emphasised to effectively use competitive advantage (internal perspective), and what 

can be done to improve performance in order to grow (perspective on learning and 

growth).  

 

 

PERSPECTIVE CRITERIA 

Financial  Cash flow 

 Return on equity 

 Return on assets 

Customer  Assessment of ability to anticipate customer’s needs 

 Effectiveness of customer service practices 

 Percentage of repeat business 

 Quality of communications with customers 

Internal 

Business 

Processes 

 Asset utilisation improvements 

 Improvements in employee morale 

 Changes in turnover rates 

Learning 

and 

Growth 

 

 Improvements in innovation ability 

 Number of new products compared to competitors 

 Increase in employees’ skills 

 

Figure 2. 3 The balanced scorecard framework 

Source: Hitt, Ireland, Hoskisson (2011:369) 

 

2.4 EMPHASISING ETHICAL PRACTICES 

 
According to McCann and Holt (2009: 211), organisational leaders must be more 

sensitive to their ethical responsibilities to all stakeholders, which include the 

organisation’s employees, consumers, suppliers, local communities and government. 

A leader’s personal values impact corporate beliefs, decisions and behaviour. 

Celikdemir and Parker (2016: 5) argue that factors which enhance ethical behaviour 
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include a code of ethics, support of whistle blowing and ethical leadership in the 

organisation.  

 

A code of ethics encourages corporate culture and regulates the measures and 

guidelines for ethical behaviour. Apart from these organisational factors, specific 

factors such as moral development and personality are also instrumental in creating 

ethical behaviour (Daft 2011: 205).  

 

Hitt et al. (2011: 367) assert that actions that can be taken by the strategic leaders to 

enhance an ethical organisational culture include regular updating of the code of 

conduct, taking into account the employees inputs and other stakeholders; ensuring 

that the code of conduct is distributed to every employee and all stakeholders to advise 

them of the organisation’s ethical practice and standards; establishing and using 

methods and procedures that will assist in achieving the organisation’s ethical 

standards; rewarding employees who use appropriate channels and procedures to 

report wrongdoings that they observed, and creating a working environment where 

people are treated with dignity. Organisational controls will assist in preventing further 

challenges and reinforce improved ethical practices. The strategic leadership and role 

of middle managers is an important aspect in strategy implementation as discussed 

below.  

 

2.5 STRATEGIC LEADERSHIP AND THE ROLE OF MIDDLE 

MANAGERS IN STRATEGY IMPLEMENTATION 

 
According to Jooste and Fourie (2009: 52), strategic leadership refers to “the leader’s 

ability to anticipate, envision and maintain flexibility and empower others to create 

strategic change as necessary”. Rowe and Nejad (2009: 6) argue that strategic 

leadership is different from managerial and visionary leadership styles in that 

managerial leaders are preoccupied with day-to-day activities of the organisation with 

no long-term vision for change and growth, whilst visionary leadership is proactive, 

future goal oriented and comfortable with taking risks. The authors further state that 

strategic leadership is the ability to persuade others to voluntarily make day to day 

decisions that improve the long-term financial capability of the organisation, as well as 

upholding its short-term financial steadiness. Daft (2011: 350) asserts that the choice 
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of leaders determines the organisational performance and strategic direction of the 

organisation. Strategic leaders with vision are able to sustain organisational control 

through sharing and adherence to known and commonly held customary sets of 

beliefs, norms and values (Serfontein 2009: 35).  

 

Salih and Doll (2013: 36) state that middle managers contribute to strategy 

implementation by turning an organisation’s strategies into daily operational activities, 

monitor their individual performance, develop approaches to achieve strategy 

objectives and ensure an alignment between strategy and foreseeable behaviour in 

the strategy implementation process. The authors further assert that the position of 

middle managers in the organisational structure is vital in strategy implementation in 

that evaluating the strategic direction of the organisation requires their participation, 

as they are aware of the daily work performed by the workforce and the skills they 

possess. The authors conclude that because of their position in an organisational 

structure, middle managers are better suited to advise strategic leaders with regard to 

resource needed to successfully implement the organisation’s strategy.  

 

Serfontein (2009: 67) asserts that executives of organisations should start thinking of 

themselves as strategic leaders who have to accept and merge their vision with the 

organisation’s managerial leaders. Strategic leadership differs from managerial 

leadership in that managerial leaders are primarily occupied with the day-to-day 

activities of the organisation and lack an appropriate long-term vision for growth and 

change whereas strategic leadership is defined as the ability to influence others to 

willingly make choices that improve the prospects for the organisation's long-term 

accomplishment while preserving short-term financial stability.  

 

2.6 STRATEGY TO IMPROVE COMPETITIVE ADVANTAGE  

 
According to Hitt et al. (2011: 4), “a strategy is an integrated and coordinated set of 

commitments and actions designed to exploit core competencies and gain a 

competitive advantage”. Exploiting basic competencies encompasses sharing 

resources across units within the organisation. Thompson, Strickland and Gamble 
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(2010: 107) identified three types of competencies, namely, competency, core 

competency, and distinctive competency. 

 

A competency is an internal activity that a company performs better than other internal 

activities. A core competency is a central catalyst in an organisation’s strategy and 

competitiveness. As stated by Clardy (2007: 107), a core competency helps an 

organisation to be superior to its rivals, leading to an above-average performance by 

the organisation. Colin and Ackermann (2010: 3) state that a distinctive competency 

is a unique capability that distinguishes a company from its competitors. A core 

competency requires suitable human capital to be effectively exploited.  

 

According to Hollenbeck (2009: 130), human capital is defined as the knowledge and 

skills of the organisation’s workforce and developing human capital is critical for 

effective strategic leadership, as failure in this domain will result in the organisation’s 

core competencies not being efficiently exploited. Hitt et al. (2011: 363) state that 

employees are regarded as a capital resource that requires constant investment and 

effective training and development courses to increase the prospect of persons 

becoming effective strategic leaders and such training courses build a skills and 

knowledge base and install a uniform set of core values and shared vision for the 

organisation.  

 

2.7 INTEGRATION OF STRATEGY FORMULATION AND 

IMPLEMENTATION 

 
According to Rajasekar (2014: 169), studies in the field of strategy implementation 

undertaken by Cater and Pucko (2010: 207), Carlopio (2003: 75), Ashkenas and 

Francis (2000: 108) and Beer and Nohria (2000: 133) have all stressed the importance 

of strategy formulation and its implementation, and all agree that whilst the formulation 

of strategy is a function of upper management, the implementation of such a strategy 

is the function of middle and lower managers. The authors further highlighted that 

strategy implementation has to be preceded by strategy formulation, and failure to 

identify a link between the two may result in a strategy not realising the intended 

results.   
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Nel (2010: 32) contends that middle managers have a broad understanding of the 

organisational strategy and that the roles of middle managers within the organisation 

as connectors, knowledge conveyors, and sense makers in the execution of the 

organisational strategy are vital in successful strategy implementation.  

 

Ramaseshan, Ishak and Rabbanee (2013: 470) argue that managers who participate 

in the formulation of strategy are likely to act towards its implementation process in a 

more effective and favourable manner. A study conducted in South Africa by Dlodlo 

(2011: 64), found that middle managers played a pivotal role in ensuring effective 

implementation of strategy.  

 

According to Smith (2011: 8), the task of executing strategy is primarily an operations-

driven activity revolving around the management of people and business processes, 

and the implementation task entails coordination of a range of efforts expected to 

transform strategic intentions into actions. In a study by Van Rensburg, Davis and 

Venter (2014: 107), it was found that lower-level managers generally associate their 

strategic role strongly with the traditional perspectives on their roles as implementers 

of strategies and communicators, linking subordinates and higher levels of 

management. 

  

2.8 RESOURCES ALLOCATION TO ACHIEVE STRATEGY 

OBJECTIVES   

 
Thompson et al. (2016: 291) assert that implementing a strategy depends on making 

certain that strategy-supportive resources and abilities are available for the 

implementation of the strategy. McGurk (2011) argues that it is the function of middle 

managers to ensure the implementation of the operations strategy, provide direction 

to the unit team members, deploy resources to the unit as required by the business, 

and measure the unit’s performance with performance metrics. Robbins and Coulter 

(2010: 181) argue that the provision of adequate resources is vital to motivate 

employees to effectively participate in strategy implementation. Crittenden and 

Crittenden (2008: 305) assert that resources allocation includes the utilisation of vital 

resources, such as employees, vehicles, machinery, and any other tools.  
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2.9 RELATIONSHIP BETWEEN ORGANISATIONAL STRUCTURE 

AND STRATEGY   

 
The organisational structure illustrates how roles and duties flow in an organisation, 

as well as the organisation’s reporting structure. According to Csaszar and Eggars 

(2013: 22559), the two major purposes served by organisational structure are, firstly, 

to co-ordinate the collaborative efforts of employees towards a common strategic goal, 

and secondly, to co-ordinate and align communication channels and decision-making 

process between the different management levels.  

 

Parris, Vickers, and Wilkes (2008: 418) argue that taking critical decisions concerning 

the strategy of an organisation is enhanced by a solid organisational structure that 

enables different management levels to effectively communicate with one another. 

Chandler (1962) cited in McGee, Thomas, and Wilson (2010: 347) postulate that 

organisations acclimatise and figure their organisational structures in accordance with 

the strategies adopted. Kavale (2012: 60) supports Chandler's (1962) assertion that 

organisational structure follows organisational strategy in that after formulating a 

strategy, after having considered the internal and external environmental factors, then 

organisational leaders must identify a structure to match the strategy. 

 

Ajagbe, Bih, Olujobi, and Udo (2016: 51) concur with Chandler (1962) that the need 

for a long-term organisational strategy is an important sphere that defines an 

organisational structure. The authors argue that organisational structure follows 

organisational strategy. Ajagbe et al. (2016: 54) posit that to establish the link between 

strategy and structure, the organisation must determine what will be its strategy and 

once this has been determined, the organisation shifts its focus to implementation of 

the strategy and implementing the strategy requires an appropriate organisational 

structure and managerial skills. Ajagbe et al. (2016: 57) further assert that 

organisational structure outlines the reporting lines, responsibility area of employees, 

who is accountable to who and authority. The authors further postulate that the 

organisation’s structure’s characteristics are that the structure must consist of 

hierarchical relationship amongst superiors and subordinates, has functions assigned 

to persons and the departments they fall under within the organisation and outlines 

formal relations with specific responsibilities and functions.  
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McGurk (2011: 88) postulates that strategy determines the design and organisational 

structure. The author further asserts that an organisational structure must be geared 

toward the achievement of the strategic goal of the organisation. Kavale (2012: 62) 

states that organisation structures support organisation strategies and they must be 

intertwined to realise the organisation’s mission and goals. The author postulates that 

organisation’s structure includes all the people in an organisation, positions, processes 

and procedures, and interrelated elements that involve the organisation.  

 

Mohammed, Fatima, Abdennour and Lakhdar (2017: 2-3) postulate that whilst strategy 

determines the long-term goals of the organisation and allocation of resources that 

assist with realising these goals, the organisation’s structure is concerned with 

identifying the hierarchy of power, how labour is distributed in the various divisions of 

the organisation and contains rules and procedures.  

 

There are several barriers to the effective implementation of strategy, and these are 

discussed below. 

 

2.10 BARRIERS TO STRATEGY IMPLEMENTATION 

 
In a study undertaken by Latif, Gohar, Hussain and Kashif (2014: 16), the following 

barriers to the implementation of strategic plans were identified: 

 

2.10.1  LACK OF ACCOUNTABILITY 

 

If there is no proper monitoring system to regularly review implementation, the 

organisation will be unable to take corrective measures, where necessary, resulting in 

the strategic plan being irrelevant to the organisation’s operation. Managers 

responsible for strategy implementation must be accountable in order to be rewarded 

for successful implementation. A lack of accountability by those responsible for 

strategy implementation becomes a barrier to the effective implementation of strategy.  
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2.10.2  LACK OF COMMITMENT 

 

Strategy implementation may be adversely influenced by management’s lack of 

interest in strategy formulation and implementation. Stringent schedules for reviewing 

strategic plans, partial accountability, and stringent time limits on reviews are some of 

the obstacles that are created by a lack of management commitment to strategy 

formulation and implementation.  

   
2.10.3  INADEQUATE INSTRUCTIONS TO EMPLOYEES  

 

Inadequate instructions to employees occur when managers fail to anticipate the 

required training and instruction for employees to prepare them with the required skills 

needed for strategy implementation. If, during the strategy implementation phase, the 

performance of employees is not linked to the reward system, it leads to a mismatch 

between expected implementation periods and the exact time required to complete 

the execution of a strategic plan.   

 

2.10.4  POWER AND INFLUENCE  

 

A strategic plan that may result in the structure of the organisation changing and 

potentially disrupting the power and influence of some managers will normally be 

opposed. A strategy that results in the structure of the organisation changing also 

threatens managers who may feel that their influence and control over the firm will 

shrink; hence, they tend to create hurdles in strategic plan implementation. In 

organisations with different business units, top managers with power and influence 

tend to create obstacles to strategy implementation that would bring about unfamiliar 

roles for such managers.  

 

2.10.5  OTHER BARRIERS  

 

Janaki, Sobhanallahi and Janaki (2015: 325) identified other barriers to strategic 

implementation, such as resource constraints, which include inadequate human 

resources, money and materials; inappropriate and weak communication, which 

means that the sharing and distribution of information internally is not effective; 
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conflicting priorities and goals, which refers to various and incongruent operational 

strategies and goals followed by the organisation; inconsistency, which means the 

performance of activities aimed at realising the strategic plan are inefficient and weak, 

and a lack of capacity, meaning that the employees involved in implementing the 

operational strategy do not have the necessary abilities and/or are not adequately 

trained.  

 

In implementing the strategy, the McKinsey 7S tool can be used by an organisation, 

and this is discussed below.  

 

2.11 MCKINSEY’S 7S TOOL 

 

Waterman, Peters and Phillips (1980: 4-5) state that the model can be used to help 

with the strategy implementation process. The premise of the model is that there are 

seven internal aspects of an organisation that need to be aligned to successfully 

achieve objectives and these are structure, system, style, staff, skill, strategy, and 

shared values. The researcher, in his empirical study to investigate the strategy 

implementation process at the DMPS used this model in order to establish if the DMPS 

adhered to this model, and to assess if important issues in the internal environment 

have been missed. In the McKinsey 7-S model, Porter (1980: 17) stressed the 

importance of hard features which he identified as structure, strategy and systems, 

and identified four more features, namely shared values, skills, style, and staff as soft 

features as shown in Figure 2.4.  

 

According to the author, the framework can be used to examine the possible effects 

of future changes in the organisation. The seven elements are:  

 

 Strategy – it is a top-level management plan that is intended to achieve the 

organisation’s competitive advantage; 

 

 Structure – it is the line of reporting, showing supervision levels, and task 

allocation; 
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 Systems – it is the organisation’s supporting systems like the organisation’s 

information systems, financial reporting, and resource allocation; 

 

 Skills – refers to the competencies and the skills of the organisation’s 

employees; 

 

 Shared values – is the organisational culture that encourages respect for each 

employee, embodies the core values of the organisation and forms the 

underpinning values of how the business behaves both internally and 

externally;  

 

 Style – it is the overarching style of leadership that is adopted by the 

organisation, and 

 

 Staff – it is the type and number of employees within the organisation that share 

similar goals and are team players in an organisation. 

 

Any interference in any one of the elements will affect the others and would also affect 

the old management thinking, which states that “structure follows strategy”. 

McKinsey’s 7S model helps in showing the organisation’s position in relation to each 

element. This allows for changes before implementation. Researchers argue that this 

increases the chances of it being successful. Figure 2.4 below indicates the McKinsey 

7S model which was developed by McKinsey and Company to define structure, 

systems, style, staff, skill, strategy and shared value (Palatkova 2011: 53). According 

to Pitt and Koufopoulos (2012), the 7-S model may be used by an organisation in 

strategy implementation to achieve its objectives and effectiveness. According to 

Ravanfar (2015: 7), the “McKinsey 7s model is a tool that analyses firm’s 

organisational design by looking at seven key internal elements, namely, structure, 

system, style, staff, skill, strategy, and shared values, in order to identify if they are 

effectively aligned and permit an organisation to achieve its objectives”. Lazenby 

(2018: 364) states that the McKinsey 7S framework is used to discover if the 

implementation of the organisation’s strategy is effective and how a change in one 

element of the framework affects all other elements of the 7S framework. 
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Figure 2. 4 McKinsey’s 7S tools 

Source: Pitt and Koufopoulos (2012) 

 

2.12 STRATEGY FORMULATION AND IMPLEMENTATION IN A 

POLICE SERVICE 

 

Bryson (2011: 6) defines strategic planning as a method aimed at assisting an 

organisation to make fundamental decisions and take actions that guide and shape 

what an organisation is, what it does, and how it does it. Maxwell, Kepha, and Joseph 

(2013: 517) postulate that the implementation of a strategic operation plan in the 

Kenyan Police Service is determined by policy regulations, resource allocation and 

management competencies.  

 

The findings in a study conducted on the Kenyan Police Service by Magiri, Ngui and 

Mathenge (2018: 74) revealed that the factors affecting strategy implementation 

included delays in decision-making caused by police leadership heavy hierarchical 

structure, and a poor understanding of the strategic plan. The authors concluded that 

the police officers tended to be more effective in strategy implementation when they 
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were knowledgeable about the organisation’s strategic plan. According to Buya, 

Simba, and Ahmed (2018: 12), the leadership style of managers contributed positively 

to strategy implementation at the Administration Police Service (APS) in Kenya.  

 

The London Metro Police (LMP) operational support services has increased its 

resource allocation to realise its strategic plan to combat crimes where guns and 

knives are used, to tackle violence against women and girls and to maintain peace, 

tolerance, courage, professionalism and integrity in the public (Dick 2018: 5). 

According to Roberts (2014: 13-24), the United State of America’s Olympia Police 

Department (OPD) strategic implementation goals are focused on six pillars which the 

police have to achieve within five years, and these are: 

 

 to engage the community in meaningful ways in implementing a coordinated 

community engagement strategy by intentionally engaging the public by using 

a variety of communication tools; to implement a citizen programme to educate 

the public about the work police do; to train staff on how to promote the 

organisation and embrace transparency, and to show the public how they 

deliver on their mission, vision, and values; 

 

 to align resource allocation with the communities’ need by ensuring that the 

organisation’s structure provides the flexibility to deliver preventative and 

proactive police service, to reorganise the police department’s divisions and 

managers’ responsibility and accountability; to create a functional 

organisational structure; to develop a prioritised plan for staffing required for the 

department to accomplish its mission; to implement regionalisation, where 

appropriate; to combine resources for common needs, and develop a regional 

training plan involving partner agencies;  

 

 to provide employees with opportunities, in particular those who seek promotion 

to higher ranks in the police department, to enhance their knowledge, skills, 

and abilities, to implement leadership development programmes; internal 

mentoring, external opportunities, and identification of gaps in the existing 

leadership team, to train supervisors and managers in mentoring skills; to 

develop standards for the skills and abilities needed at each level of the 

department so mentors can guide their protégés appropriately, and to develop 



 

32 
 

opportunities for employees to actively participate in sharing information and 

decision–making;  

 

 to create consistency and accountability in that employee evaluations are timely 

and accurately reflected, irrespective of whether the employee meets 

performance expectations; to tie in decision making by managers to meet the 

organisation's vision, mission, values and goals; to connect recognition and 

review processes to expectations and results, and to ensure employees are 

recognized for their actions that further the mission of the organisation;     

 

 to effectively use technology in the fight against crime by developing a more 

robust technology support model which will allow police officers the use of 

mobile computer terminals, and to issue digital radios and body cameras for 

each police officer; and  

 

 to communicate effectively by encouraging employees to inform each other 

about current matters related to their job responsibilities; to find opportunities 

for cross-division work and partnerships; for managers at all levels of the 

organisation to engage and be accessible to co-employees; for employees to 

be encouraged to identify potential opportunities for improvement and propose 

solutions, and to develop and implement a transparent employee suggestion 

system. 

 
Whent (2015: 8-10) states that the United States Oakland Police Department strategy 

implementation is focused on two goals, the first being to reduce crime by utilising 

designated patrol officers to assist the criminal investigation division to ensure 

implementation of gun tracing to identify, track, and connect illegal use of firearms, 

and to make greater use of video in public areas to get communities to help in the 

apprehending of criminals. The second goal is aimed at strengthening community trust 

and relationships, sourcing additional resources, implement living room meetings with 

residents, as community meetings are regarded as a key element in engaging 

community members in a dialogue with local police.  

 

According to the Johannesburg City Safety Strategy Report (2013: 13), the city 

adopted six programmes aimed at the successful implementation of its operational 
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strategy. Each of the six programmes was aimed at achieving specific objectives, and 

Programme 1 addressed the abuse of liquor; the use of firearms; the involvement of 

young men in crime; organised crime, and breakdown in moral values. Programme 2 

identified vulnerable groups and developed specific approaches to reach the youth, 

women, the elderly, homeless people, and migrants. Programme 3 focused on 

leveraging visible policing through targeted visible patrols and surveillance, particularly 

the roll-out of CCTV in the City. 

 

Programme 4 was aimed at creating an orderly city through improved urban 

management, focused on a programme of by-law enforcement in the city in order to 

create an orderly urban environment by addressing issues such as illegal dumping 

and littering, as well as illegal land and building invasions. Programme 5 focused on 

introducing the principles of crime prevention through environmental design to the city, 

with a specific programme around creating safe public spaces in conjunction with City 

Parks. Programme 6 focused on the development of a communication strategy that 

would publicise the JCSS to internal and external stakeholders as well as addressing 

public perceptions that the city was unsafe. 

 

These six programmes were implemented in the Geographical Focus Area (GFA) in 

various combinations, depending on the specific crime and urban management 

challenges in each area.  

 

Figure 2.5 below, reflects the priority area of law enforcement in the City of 

Johannesburg. 
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Figure 2. 5 Priority Area of law enforcement in the City of Johannesburg 

Source: Jo’burg City Safety Strategy (2013: 17) 

 
Similarly, the Durban Metropolitan Police Service (DMPS) within the eThekwini 

Municipality in KwaZulu-Natal, which is the focus of this study, has an established 

enforcement strategy, and will be discussed below. 

  

2.13 THE DURBAN METROPOLITAN POLICE SERVICE (DMPS) 

 
The Durban Metropolitan Police Service (DMPS) was established in August 2000 after 

the amalgamation of the Durban City Police (which was established in 1854), with the 

traffic departments of the former Inner West, Outer West, North and South-Central 

municipal councils according to a resolution of the eThekwini Municipality full council 

meeting minutes (1999: 14).  
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2.13.1 ORGANISATIONAL STRUCTURE OF THE DURBAN METROPOLITAN 

POLICE SERVICE 

 
The DMPS is required by the South African Police Service Act 68 of 1995 to perform 

three main functions, namely, crime prevention, municipal by-law enforcement, and 

traffic law enforcement, and its operations cover four regions within the eThekwini 

Municipality, namely, Central Regional Command, South Regional Command, North 

Regional Command and Inner and Outer West Regional Commands. In addition, there 

is a standalone unit referred to as the Specialised Enforcement Unit. The DMPS 

employs over 1 900 police officers and over 515 administrative staff (Human 

Resources Recruitment Unit 2018: 5). The senior management of the Durban 

Metropolitan Police Service consists of an Executive Head, a Deputy Head: 

Operations, a Deputy Head: Logistics, a Deputy Head: Fines processing and 

Licensing, four Directors, who are responsible for the four regions where the Durban 

Metropolitan Police Service operates, and a Director: Specialised Enforcement Unit. 

 
 
 

 

 

 

 

 

 

 

 

 

Source: Durban Metropolitan Police Service organisational structure (2017:1) 

 

 

 

 

 

Figure 2.6: Organogram of the Durban Metropolitan Police Service 

Figure 2. 6 Organogram of the Durban Metropolitan Police Service 
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The middle managers responsible for strategy implementation consist of eleven senior 

superintendents, five superintendents, 95 captains, 35 inspectors and 34 sergeants 

Source: Human Resources Recruitment Unit 2019:7  

 

The annual Integrated Development Plan (IDP) that is drawn up by the eThekwini 

Municipality influences the strategic goals set by the Durban Metropolitan Police, and 

the latter shall be outlined below.  

 

2.13.2 INFLUENCE OF THE INTEGRATED DEVELOPMENT PLAN ON THE 

STRATEGIC GOALS OF DMPS 

 

The Durban Metropolitan Police Service’s strategy is guided by the eThekwini 

Municipality’s Integrated Development Plan (IDP), with the areas of its focus being 

municipal by-law enforcement, daily deployment of police officers in the field, and the 

number of police officers on duty daily average as shown below in Table 2.2 

(2015/2016 eThekwini Municipality Annual Report). The Durban Metropolitan Police 

Service 2014 – 2017 Annual Report shows the distribution of human resources to 

achieve its strategic objectives, as depicted in Table 2.2.   

 

Table 2 2 Durban Metropolitan Police Service data 

Source: Durban Metropolitan Police Annual Report 2017: 90 

 

 

Details 

 

2014/15 

 

2015/16 

 

2016/17 

Target 

No. 

Actual 

No. 

Target 

No. 

Actual 

No. 

Target 

No. 

Actual 

No. 

1 Number of By-law  

Infringements 

attended. 

288348 191502 207652 289957 845007 822300 

2 Number of Police 

Officers in the field on 

average daily. 

1209 921 950 810 980 825 
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According to the eThekwini Municipality Integrated Development Plan (2016/2021: 

90), the municipality is committed to making all necessary contributions to ensuring a 

safe environment for residents. The 2016/2017 eThekwini Municipality Integrated 

Development Plan Annual Review estimates that there were approximately 1 000 000 

registered vehicles in eThekwini, a fair percentage of which were public transport 

vehicles, which poses a huge challenge in terms of ensuring compliance with the rules 

of the road and ensuring a smooth flow of traffic and safety for all road users. The 

Durban Metropolitan Police Service is committed to meeting this challenge and apart 

from increasing visible policing, numerous electronic technologies have been 

introduced to monitor errant motorists and enforce by-laws (Durban Metro Police 

Service Annual Report 2016: 11).  

 

According to the Integrated Development Plan Annual Review (2016/17: 93), the 

South African Police Services releases annual data of crime categories for all SAPS 

stations in the country, it provides an in-depth understanding of aspects of crime in the 

eThekwini Municipal Area and primarily focuses on contact crimes such as crimes 

against a person, contact-related crimes, property-related crimes, crime detected as a 

result of police action, other serious crimes and sub-categories of aggravated robbery. 

These crimes were reported in the 44 SAPS police stations which are spread across 

eThekwini Municipal area, according to the Integrated Development Plan Annual 

Review (2016/17: 93).  

 

2.13.3 STRATEGY IMPLEMENTATION THROUGH SECTOR POLICING 

 
According to the Metro Police Annual Report (2019: 10), in order to effectively 

implement its crime prevention strategies, the Durban Metropolitan Police Service 

operates in four regions within the municipality’s boundaries; these are Central region, 

Inner and Outer West region, South region and North region, as illustrated in Figure 

2.5. In addition to the four regions, the Metro Police also operates a Specialised 

3 Number of Police 

Officers on duty on 

average daily. 

1290 970 1249 899 1290 1100 
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Enforcement Unit, which is equated to a region, with regard to staff provisioning and 

resource allocation  

 

 

 

 
 
 
 
 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. 7 Metro Police Regions 

 

Metro police and SAPS  
Facilities 
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The Durban Metro Police Service Integrated Enforcement Plan (2012: 13) created 

sector policing wherein police officers are allocated to service specific areas and are 

supported by a specialised enforcement unit that operates in all the sectors across the 

regional commands in crime prevention, by-law enforcement and traffic laws 

compliance. This type of policing is consistent with the sector policing adopted by the 

South African Police Service which aims at preserving social order by encouraging 

police involvement in smaller geographical sectors that are more manageable 

(Bezuidenhout 2011: 11). A contributory factor to crime prevention is deterrence, and 

this is achieved through police visibility. According to Olutola (2012: 17), deterrence is 

regarded as a secondary form of crime prevention.  

 

According to Peak and Glensor (1996: 83), problem-solving in policing can be 

expressed as a strategy that discovers workable solutions for both the community and 

police that encourages partnership between the police and community and provides 

enough information on the root causes of crime. The model used in this approach 

enables the monitoring and evaluation of progress on given problems, including 

deviation from the expected course, and it places a challenge on managers to embark 

on initiatives in dealing with problems within their regions.  

 

2.13.4 PROBLEM-SOLVING USING SCANNING, ANALYSING, RESPONSE AND  

           ASSESSMENT (SARA) MODEL 

 

The SARA model is an acronym that stands for Scanning, Analysis, Response and 

Assessment; is an interrelated sequence of steps in the problem-solving process. 

Peak and Glensore (1996: 85) assert that the purpose of this problem-solving model 

is to ascertain the extent of the problem and its detrimental effect on the community, 

and this is done by breaking a problem into its components in order to obtain 

information from sources inside and outside their agency concerning the nature, scope 

and causes of the problem. During community policing, police officers should identify 

problems on their beats and, once the problems are identified, they are analysed and 

examined to establish their causes by using the SARA model. After the cause of the 

problem has been established, action could be taken against this problem and it is 
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handled accordingly. The final step is the evaluation after the problem has been 

solved, and officers have to assess the effectiveness of their responses.  

 

2.13.4.1 SCANNING AND ANALYSING 

 

The primary role of scanning is to conduct a preliminary inquiry to determine whether 

a problem really exists and whether an analysis is necessary (Weick, 2003:207). 

According to Dissel and Frank (2012: 160), analysis is the catalyst in the problem-

solving process, the purpose of the analysis is to learn as much as possible about the 

problem in order to identify its causes. During this step, police officers and community 

members gather information from sources inside and outside their agencies about the 

scope, nature and causes of the problem (Dissel and Frank, 2012: 160). The authors 

further postulate that analysis is the catalyst in the problem-solving process, with the 

purpose of analysis being to learn as much as possible about the problem in order to 

identify its causes. The authors add that during this step, police officers and community 

members gather information from sources inside and outside their agencies about the 

scope, nature and causes of the problem. Lister (2006: 105) states that a discussion 

on harm is important to analyse the problems and respond to them.  

 

2.13.4.2 RESPONSE AND ASSESSMENT 

 

Response is the third stage of the SARA model, where police officers and the 

community members look for long-term, creative, tailor-made solutions to the problem. 

Arrests are often viewed as the only effective response to a problem (Weick, 2003: 

70). If, after a complete analysis of the problem and consideration of the potential 

responses, arrest is determined to be an effective action, then police officers should 

take that approach (Weick, 2003: 70). Assessment is the final stage in the SARA 

model in which police officers evaluate the effectiveness of their responses (Van der 

Spuy, 2010: 192). Assessment is a key in the SARA model process, knowing that 

police officers must assess the effectiveness of their efforts, emphasise the 

importance of documentation and baseline measurement (Robson 2006: 169). 
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Govender (2010: 69) asserts that the implementation of sector policing strategy 

requires working with communities whose safety and security is threatened and 

investigating incidents of crime in an effort to apprehend the perpetrators of such 

incidents. Buthelezi (2010: 85) argues that the implementation of the sector policing 

strategy is used to suit a variety of policy purposes from the investigation of the crime 

to the apprehension of suspects and their conviction. Through the sector policing 

strategy implementation, Durban Metropolitan Police Service was able to successfully 

issue a total of 1 106 613 fines for traffic violations and 193 760 by-law offences in the 

period 2014 to 2015, according to the Integrated Development Plan Annual Review 

(2016/17: 93). 

 

2.14 CONCLUSION 

 
The literature shows that in comparison to strategy formulation, implementation of 

strategy cannot be realised by middle managers alone, it needs the collaboration of 

every person in the organisation and at times, those outside the organisation can make 

the implementation of strategy possible. While the formulation of the strategy is a top 

management function, its implementation requires concurrent top-down, bottom-up, 

and across efforts of everyone in the organisation. 
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CHAPTER 3 

RESEARCH METHODOLOGY AND DESIGN 

 

3.1 INTRODUCTION 

 
This chapter commences by restating the research aim and objectives as well as the 

research questions. Thereafter, the following aspects, inter alia, the research design, 

the target population, the research instrument, and how the data was analysed, are 

discussed. 

 

3.2 RESEARCH AIM AND OBJECTIVES  

 
The aim of the research was to investigate the factors influencing the implementation 

of the operations strategy at the Durban Metropolitan Police Service, and the 

objectives of this study were: 

 

 to investigate the role of middle and lower managers at the Durban Metropolitan 

Police Service in strategy implementation;  

 

 to establish the influence of the organisational structure at the Durban 

Metropolitan Police Service on the implementation of the operations strategy; 

 

 to establish the level of competence of middle- and lower-level managers to 

execute the operations strategy at the Durban Metropolitan Police Service, and  

 

 to identify the challenges facing managers responsible for the implementation 

of the operations strategy at the Durban Metropolitan Police Service. 

 

3.3 RESEARCH QUESTIONS 

 

 What was the role of middle and lower managers in strategy implementation at 

the Durban Metropolitan Police Service? 
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 How did the organisational structure of the Durban Metropolitan Police Service 

influence strategy implementation? 

 

 What was the level of competence of middle and lower managers at the Durban 

Metropolitan Police Service to implement strategy?  

 

 What were the challenges facing managers responsible for strategy 

implementation at the Durban Metropolitan Police Service? 

 

3.4 RESEARCH DESIGN 

 

According to Kumar (2014: 7), the function of a research study is to provide and find 

answers to research questions. The author further contends that when one is 

undertaking a research study to find answers to questions, one is implying that the 

research process will be objective and will use techniques, methods and procedures 

that have been verified for their reliability and validity. According to Cooper and 

Schindler (2014: 138), a research design is a plan for choosing the types and sources 

of information needed to answer the research questions and objectives. De Vos, 

Strydom, Fouche and Delport (2011: 143) concur with the definition provided by Rubin 

and Babbie (2001) that research design refers to every decision made in the planning 

of the study, including sampling, data collection sources and data analysis. A 

quantitative research method was selected for this study. Creswell, Ebersohn, Eloff, 

Ferreira, Ivankova, Jansen, Niewenhuis, Pietersen and Clark (2016: 309) assert that 

the purpose of the quantitative research method is to collect and analyse numerical 

data to explain a specific phenomenon, make predictions, test causal relationships, 

and generalize results to wider populations. 

 

According to Cortey (2013: 8), a quantitative research approach refers to the study of 

phenomena using statistical, mathematical or computational techniques. Leedy and 

Ormrod (2010: 42) state that the quantitative research approach involves the 

identification of the characteristics of an observed phenomenon. Brynard, Hanekom 

and Brynard (2015: 39) assert that the quantitative research study requires the use of 

methods like surveys to define the phenomena using questionnaires and observations 
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techniques, amongst other methods. Denzin and Lincoln (1994: 112) cited in Welman, 

Kruger and Mitchell (2005: 8), state that quantitative research measures and analyses 

natural relationships between variables within a value-free context. This research is 

intended to provide information on the factors influencing the implementation of the 

operations strategy at the Durban Metropolitan Police Service.  

 

Saunders et al. (2016: 176) research onion in Figure 3.1 shows the factors underlying 

the researcher’s choice of the data collection method. These factors described in 

layers are research philosophies, research approaches, research strategies, research 

choices, research time horizons, and research techniques and procedures. According 

to the authors, the metaphor of the research onion was developed to illustrate how the 

elements of the research design need to be considered in terms of the outer layers of 

the research onion. It is the researcher’s understanding and choice in relation to the 

outer layers that provide the background and boundaries within which the data 

collection and analysis process will be selected.    

 

 
 
Figure 3. 1 The Research onion  

Source: Saunders, Lewis, Thornhill (2016:177) 
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3.4.1 RESEARCH PHILOSOPHY LAYER 

 

The research philosophy of the research study is positivism, which assumes that the 

reality exists independently of the object being studied, meaning that the phenomenon 

is consistent between subjects. According to Bryman (2012: 65), research philosophy 

refers to theories about the nature of the certainty that is being investigated; it provides 

the reasoning for how the research study will be carried out. The author asserts that 

the quantitative method of analysis is the most typical method used in positivism 

philosophy.  

 

3.4.2 RESEARCH APPROACH LAYER 

 

The research study approach begins with outlining existing theory about the strategy 

formulation and its implementation, and specific knowledge is gained through the 

research study approach and this has been dealt with in the previous chapter. 

Silverman (2013: 87) asserts that the quantitative research approach assists in 

exploring correlations between numerically measured variables, and it is largely 

associated with positivism philosophy, which is suited to the deductive approach. 

Wiles, Crow and Pain (2013: 587) maintain that the deductive approach is suitable for 

statistical testing of expected results to an accepted level of probability.   

 

3.4.3 RESEARCH STRATEGY LAYER 

 

This layer of the research onion details how, based on the aim and objectives of the 

study, research can be conducted. Bryman and Bell (2011: 69) postulate that the 

research strategy can include several different approaches such as case study 

research, interviews, surveys, or experimental research. The study will utilise surveys, 

and according to Bryman and Bell (2011: 70), this allows for the collection of data from 

the target population that can be analysed statistically and empirically.  

 

3.4.4 RESEARCH CHOICE LAYER 

The research choice preferred for the study is a mono-method that involves using one 

research approach for the study. Bryman (2012: 67) indicates that the other research 



 

46 
 

choices that can be used are mixed methods, which requires the use of two or more 

methods of research and a multi-method where the research is separated into 

segments, each producing a precise dataset and is analysed by means of techniques 

derived from qualitative or quantitative methods.  

3.4.5 RESEARCH TIME HORIZON LAYER 

 

The time horizon describes how many points in time the researcher plans to collect 

data. If data is to be collected at a certain point in time, it is referred to as a cross-

sectional time horizon, and if data is to be collected over multiple points in time, it is 

referred to as a longitudinal time horizon (Bryman 2012: 68). In this regard, this study 

is cross-sectional in nature.  

 

3.4.6 RESEARCH TECHNIQUES AND PROCEDURE LAYER 

 
Finally, the centre of the onion is reached where choices regarding, inter alia, what 

data will be collected, what data collection method/s will be used, and how the data 

will be analysed are made.   

 

3.5 TARGET POPULATION  

 
A research population is defined as a large collection of individuals or objects that is 

the main focus of a scientific enquiry (Babbie 2013: 115). For this study, the target 

population comprised middle and lower managers who occupied the positions of either 

Sergeant, Inspector, Captain, Superintendent, or Senior Superintendent within the 

Durban Metropolitan Police Services (DMPS) and were responsible for strategy 

implementation.  

 

The list of 78 employees occupying middle and lower managerial positions at the 

DMPS was obtained from the Human Resources department at the DMPS in 2018. 

Due to the relatively small number of middle- and lower-level managers, a survey of 

the entire population was undertaken. The target population was spread over four 

regional offices of the Durban Metropolitan Police Services, which were Central, Inner 
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West, North and South, and Outer West Regional Commands, and the Specialised 

Enforcement Unit based at the Headquarters of the DMPS.  

 

3.6 RESEARCH INSTRUMENT   

 

According to Clow and James (2014: 323), the quality of data sourced is influenced 

by the quality and design of the questionnaire. According to Sekaran and Bougie 

(2013: 147), a structured questionnaire includes a pre-determined set of questions or 

statements to which respondents choose an answer from the alternatives presented. 

The data was collected using a structured questionnaire that was hand-delivered to 

the target population.  

 

Different scales will be used to measure the variables of the study. In section A, the 

ordinal and nominal scales will be used for the first four questions that pertain to the 

biographic data of the respondents.  The questions in sections B, C, D and E used a 

five-point Likert,  ranging from “Strongly Disagree” to “Strongly Agree”.  Bless, Higson-

Smith and Sithole (2013: 119) state that questions and statements in a questionnaire 

can be based on either opinions or factual information. Questions and statements 

based on opinions are individual beliefs compared to factual questions and 

statements.  

 

Fink (2013: 111) states that factual questions and statements are to the point and the 

simplest to answer. An example of such questions and statements are those that wish 

to ascertain the gender, age, and education level of respondents. To facilitate the 

capturing of data, the alternative responses to each question were pre-coded.  A 

covering letter that explained the purpose of the study and assured each respondent 

of anonymity to encourage honest responses accompanied the questionnaire.  

 

3.7 RELIABILITY AND VALIDITY 

 
Silverman (2013: 284) states that reliability shows that the empirical study can be 

trusted with certainty and that it will provide the same consistent results if the 

questionnaire is to be administered repetitively under comparable circumstances by 
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different researchers or the same researcher at different periods. Clow and James 

(2014: 267) define reliability as the extent to which a selected measurement is error 

free and over time can provide reliable results. In this study, the reliability of the 

research instrument was checked by weighing the inter-item reliability with the use of 

appropriate descriptive tests, which included the calculation of the modes, standard 

deviation medians, mean and the appropriate correlation testing, including suitable 

inferential tests. This ensured a high degree of reliability of the data collected through 

the questionnaire.  

 

Validity refers to the extent to which a test measures what it is intended to measure 

(Cooper and Schindler 2011: 282). Babbie (2013: 191) avows that validity is the extent 

to which an observed measure sufficiently reflects the actual meaning of the idea 

under study. Validity, according to Sekaran and Bougie (2013: 227), points to how well 

the outcome obtained from utilising the chosen measure fit the concepts in which the 

test is designed. Bernard (2013: 45) assert that validity refers to the trustworthiness 

and accuracy of the instruments used, data collected, and research findings.  

 

The Cronbach alpha is generally utilised to ascertain internal consistency and 

construct validity, with a measure of 0.60 considered permissible and accepted for 

exploratory purposes, whilst 0.70 is considered adequate for confirmatory purposes; 

similarly, 0.80 will be ideal for confirmatory purposes (Babbie 2013: 195). Bernard 

(2013: 48) highlights four validity tests concepts, namely, criterion validity, construct 

validity, content validity and face validity. Sekaran and Bougie (2013: 225) state that 

content validity, construct validity, and criterion validity are utilised to determine 

goodness of the research measures. The authors further state that the research 

questionnaire should be pre-tested to give the researcher an opportunity to correct 

errors and ambiguous statements before the final questionnaire is given to the target 

population. Sharma (2010: 143) asserts that pre-testing is vital because it allows the 

researcher to administer a questionnaire to a limited number of respondents to 

determine if the statements or questions are understandable. Pre-testing provides an 

opportunity for the researcher to make corrections, rephrase questions where they are 

unclear and fine tune the questionnaire before distributing it to the target population.  
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The questionnaire was pre-tested amongst five middle and lower managers selected 

randomly at the DMPS, and based on the feedback received, a few questions were 

rephrased to remove ambiguities, and one superfluous question was removed from 

the questionnaire. In addition, the results of the pre-testing showed that it took 

approximately 45 minutes to complete the questionnaire. The final questionnaire was  

not administered to the five respondents who participated in the pilot testing.    

 

For this study, the following validity tests were conducted: 

 

 Construct validity: Clow and James (2014: 271) define it as validity that 

determines how good a chosen measurement explains the concept under study 

and how it relates it to the theories under study.  

 

 Criterion validity: Babbie (2013: 193) assert that criterion validity, which is also 

referred to as the predictive validity, is founded on exterior measure. Bellamy 

(2012: 92) states that criterion validity determines if the measures are 

consistent with the content normally accepted valid in the research fraternity. 

 

 Content validity will be done through a pre-test of the questionnaire to 

determine if the target population will understand the questions or statements 

in a questionnaire. Bellamy (2012: 92) states that content validity refers to how 

well the measure precisely captures the measured paradigm. According to 

Leedy and Ormrod (2015: 113), content validity is based on the procedure 

utilised to develop the measuring instrument.  

 
 Face validity: according to Bellamy (2012: 92), is the degree to which a 

measure is estimated to be visibly and recognizably tapping the construct it is 

perceived to be assessing is referred to as face validity. It tests the extent to 

which the determination is obvious to those taking the test, and a statistician 

will provide advice in this regard before administering the questionnaire.  

 

3.8 DATA ANALYSIS 

 
According to Laveglia and Richardson (2011: 1), the purpose of data analysis is to 

elicit generalisability, reliability, validity and meaning of the gathered data. The data 
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was captured and coded using Microsoft Excel (2016), and it was analysed using the 

Statistical Package for Social Science (SPSS), (version 24.0).  

 

3.8.1 STATISTICAL TESTS  

 

The mean, confidence intervals, median, mode, standard deviation and Chi-square 

test values were analysed using the SPSS. Table 3.1 shows the relevant statistical 

test that were conducted.  

 
Table 3. 1 Statistical tests to use for the measurement scales 

 

Measurement scale Descriptive statistical test 

Ordinal scale Mode 

Nominal scale Mean and Standard deviation 

Interval scale Mean and Standard deviation 

 

3.8.1.1 CORRELATION ANALYSIS 

 

Churchill, Brown, Suter (2010:466) assert that correlation analysis is an essential 

aspect of data analysis. McDaniel and Gates (2001: 448) describe correlation analysis 

as an analysis that seeks to determine the presence of a linear relationship between 

variables. The Spearman correlation co-efficient will be used for ordinal data collected.  

 
The level of statistical significance to be used is the p-value where p< 0.05. Where a 

chi-square statistic is within a given range, it can be assumed that the difference 

between the expected and observed values is due to chance and the null hypothesis 

is accepted. A correlation of -0.3 indicates a weak negative correlation between 

variables, and a strong negative correlation is indicated by -0.7. Equally, +0.3 indicates 

a weak positive correlation whilst +0.7 indicates a strong positive correlation. 

 

In order to determine the strength and nature of the connection of the various 

dimensions, correlation analysis was undertaken.   
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3.8.1.2 CHI-SQUARE TEST 

 

Burns and Bush (2014: 386) state that an examination of frequencies of two nominal 

scale variables in a cross tabulation to ascertain if variables have a statistically 

important non-monotonic relationship is called a chi-square analysis. Welman, Kruger, 

and Mitchell (2006: 213) state that to make inferences where data could be separated 

into different groups, researchers conduct a chi-square test. The chi-square analysis 

is concerned with measuring responses in terms of categories, such as gender.  

 

3.8.2 DESCRIPTIVE STATISTICS  

 

Salim and Sulaimen (2011: 123) affirm that descriptive research is utilised to compare 

and describe the main component of the data collected and that uses graphs, tables, 

and pie charts. The authors further state that descriptive statistics describe the 

phenomena of interest and is a technique used to evaluate data for summarising and 

classifying numerical data. In Section 1 to Section 5 of the data analyses of results, 

descriptive statistics consisting of bar graphs, pie charts and comparative analysis 

tables showing the analysed data were used. In sections 6 to 10, descriptive statistics 

were used in the form of frequency tables and graphs showing the totality and 

percentage of responses relating to the specific section in the questionnaire. 

Descriptive statistics allowed for the presentation of data in a manner that permitted 

the interpretation of the data (Laerd Statistics 2013:2). The frequency with which the 

respondents select a statement was converted into percentage value, for comparison 

purposes.  

 

3.9 ETHICAL CONSIDERATIONS 

 
Frick and Frick (2010: 123) state several aspects that must be addressed in a research 

study and these include anonymity, ethics and confidentiality. The covering letter 

accompanying the research questionnaire addresses the issue of ethical 

consideration. An ethically conducted research study will consider the following: 

 
 the objectives of the research study ought to be communicated to the research 

participants in a clear and unambiguous manner; 
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 voluntary participation in the research study is of paramount importance; and 

 

 treating information provided by the participants in the research study with 

absolute confidentiality.  

 

The Executive Head of the DMPS endorsed this study, and the respondents were 

assured of anonymity and confidentiality, which in turn ensured that they were free to 

choose options in their responses with honesty and without any fear of reprisal from 

the organisation.  

 

To ensure ethical integrity, the researcher collected the completed questionnaires from 

a sealed box placed at the entrance/exit door designated only for police officers, and 

the sealed box was emptied daily to collect completed questionnaires.  

 

3.10 CONSENT TO PARTICIPATE IN THE RESEARCH STUDY 

 
A letter consenting to participate in the study accompanied by a letter granting 

permission to conduct the study at the Durban Metropolitan Police Service was sent 

out to all potential participants to the study. The letter consenting to participate in the 

study provided an opportunity for participants to select whether or not to participate in 

the study and allowed them to ask any questions about the purpose of the study. 

Potential participants in the study were guaranteed that their identities would remain 

confidential and that they could withdraw from the research study at any time they 

wish to do so.   

 

3.11 CONCLUSION    

 
The key aspects pertaining to the research methodology and design that was used in 

this study were discussed in this chapter.    

 

In the next chapter, the results from the empirical study are presented, analysed and 

discussed.  
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CHAPTER 4 

PRESENTATION, ANALYSIS AND DISCUSSION OF 

RESULTS 

 
 

4.1 INTRODUCTION 

 

This chapter presents, analyses and discusses the findings that emerged from the 

empirical study. The results are presented using descriptive statistics in the form of 

graphs, cross tabulations and other figures for the quantitative data that was collected.  

 

4.2 RESPONSE RATE 

 

The target population (N = 78) comprises junior and middle managers employed at 

the DMPS. Fifty six respondents from the target population returned fully completed 

questionnaires, representing a response rate of 72%, which is considered more than 

adequate to draw significant conclusions.  

 

The findings from the research study are presented, analysed and discussed in the 

sequence of the questions in the research instrument. 

 

4.3 RESEARCH INSTRUMENT 

The questionnaire was divided into 11 sub-sections, consisting of 61 questions, with 

a level of measurement at a nominal or an ordinal level.  

4.4 RELIABILITY STATISTICS 

According to Lieber and Weisher (2010:579), the two most important aspects of 

precision are reliability and validity. Reliability is computed by taking several 

measurements on the same subjects, and a reliability coefficient of 0.70 or higher is 

considered acceptable. Cronbach’s alpha scores for all the Likert scale questions in 

the questionnaire are shown in Annexure H. 
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The reliability scores for all statements or questions in sections exceeded the 

recommended Cronbach’s alpha value of 0.70, thereby indicating that the results of 

this study are reliable.    

 

4.5 BIOGRAPHICAL DATA 

 

This section summarises the biographical characteristics of the respondents. 

 

4.5.1 GENDER AND AGE OF THE RESPONDENTS 

 

Figure 4.1 below represents the breakdown of the respondents according to gender. 

 

 
 

Figure 4. 1 Gender of the respondents 

 

The ratio of males to females was approximately 2:1, and Table 4.1 below reflects the 

proportion of males and females who belonged to each of the three age categories.   
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Table 4. 1 Gender of respondents according to age group 

 

Age group Males Females 

31 – 40 44.4% 55.6% 

41 – 50 66.7% 33.3% 

Over 50 75% 25% 

 

4.5.2 POSITIONS HELD BY THE RESPONDENTS 

 
The figure below indicates the positions held by the respondents. 
 

 

Figure 4. 2 Positions held by the respondents 

 

The participants in the study consisted of seven senior superintendents (12.5%), 10 

superintendents (17.86%), 20 captains (35.71%), 18 inspectors (32.14%) and one 

sergeant (1.79%).   
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4.5.3 EDUCATION LEVELS OF THE RESPONDENTS 

 

The figure below indicates the education levels of the respondents  

 

 

Figure 4. 3 Educational levels of the respondents 

 

The largest percentage of the respondents (41%) possessed a diploma qualification 

(NQF level 6), and 36% of the respondents had a qualification that was one level 

higher than a diploma (at NQF level 7). Seven percent of the respondents possessed 

Honours or Postgraduate Diploma qualifications (NQF level 8) and 16% of the 

respondents possessed only an NQF level 5 Certificate or Higher Certificate 

qualification.     

 

4.5.4 REGIONAL COMMAND CENTRES WHERE THE RESPONDENTS WERE 

BASED 

 

The Durban Metropolitan Police Service has six regional command centres located 

within the eThekwini municipal region, and Figure 4.4 below indicates the percentage 

of respondents that were based at each of these six regional command centres. 
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Figure 4. 4 Proportion of respondents that were based at each regional command centre 

 

 

Of the six regional command centres within the eThekwini municipality, the largest 

proportion of the respondents (25.0%) were stationed at the central regional 

command, with the smallest proportion of respondents (10.7%) being stationed at the 

north regional command. The central regional command has the largest number of 

employees because it is the economic hub of the eThekwini municipality, which is a 

major tourist destination, especially for South Africans.  

While the above section presented and analysed the biographical information of 

respondents, in the next section the responses in respect of the factors affecting 

strategy implementation at the DMPS are presented, analysed and discussed. 
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4.6 FACTORS INFLUENCING STRATEGY IMPLEMENTATION AT 

THE DMPS 

A series of statements regarding factors that influenced strategy implementation at the 

DMPS was posed to the respondents (junior and middle managers), and they were 

required to rate these statements on a five-point Likert scale, ranging from “Strongly 

disagree” to “Strongly agree”. The responses are presented, analysed and discussed 

below. 

To determine whether the scoring patterns per statement were significantly different, 

a chi-square test was conducted. Where the p-values were less than 0.05, it implied 

that the distributions were not similar. That is, the differences between the way 

respondents scored a statement (agree, neutral, disagree) were significant.  

 

4.6.1 THE ROLE OF MIDDLE AND LOWER MANAGERS IN THE 

IMPLEMENTATION OF THE OPERATIONS STRATEGY AT THE DMPS  

 

The figure below reflects the responses of participants regarding them ensuring that 

their subordinates understood the strategic goals of DMPS.  

 

 

Figure 4. 5 The role of managers in ensuring that their subordinates understand the strategic 
goals of DMPS  
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An analysis of the responses to the statement “I ensure that my subordinates 

understand the strategic goals set by top management” shows that 78.6% of the 

respondents either strongly agreed (30.4%) or agreed (48.2%) with the above 

statement, while 9% of the respondents either strongly disagreed (3.5) or disagreed 

(5.4) with the statement, and 12.5% remained neutral.  

 

 

 
Figure 4. 6 Role of managers in equipping their subordinates with the knowledge and skills 
to perform their duties effectively and efficiently   

Figure 4.6 shows that 56.3% of the respondents either strongly agreed (12.7%) or 

agreed (43.6%) that they are responsible for ensuring that their subordinates possess 

the requisite skills to perform their duties efficiently and effectively. A total of 34.5% of 

the respondents either disagreed (20.1%) or strongly disagreed (14.5%) with the 

above statement, and 9.1% of the respondents were neutral.  

According to the Pearson Chi-Square test, the p-value between the statement “I 

ensure that my subordinates possess the requisite knowledge and skills to perform 

their duties efficiently and effectively” and “What position you occupy at the DMPS?” 

was 0.028. This implied that the position of the respondent did play a significant role 

in terms of how respondents viewed their role in ensuring that their subordinates 

possessed the prerequisite knowledge and skills to perform their duties efficiently and 

effectively. While the majority of respondents who were Captains at the DMPS agreed 
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with the statement that they are responsible for ensuring e that their subordinates 

possess the relevant knowledge and skill to perform their duties effectively and 

efficiently, the majority of respondents who were Superintendents did not agree with 

the above statement.   

 

 

 

Figure 4. 7 Authority of managers to assemble a team of their choice for special operations  

 

An analysis of the responses to the statement that managers are allowed to assemble 

a team of their own choice for special operations shows that about 52% of the 

respondents either strongly disagreed (28.6%) or disagreed (23.2%) with the 

statement; whereas a total of 30.3% of the respondents either strongly agreed (7.1%) 

or agreed (23.2%) with the statement, and 17.9% remained neutral. 
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Figure 4. 8 Ability of managers to make changes to their daily work plan to achieve 
operational goals  

 

In Figure 4.8, it is depicted that 48.2% of the respondents either agreed (32.1%) or 

strongly agreed (16.1%) with the statement that the middle managers are allowed to 

make changes to the daily work-plan to achieve operational goals, while 33.9% of the 

respondents disagreed (14.3%) or strongly disagreed (19.6%) and 17.9% remained 

neutral. Approximately 48% of the respondents between the ages of 41-50 and 53% 

of the female respondents agreed with the above statement. In total, 65% of the 

respondents who agreed that they were allowed to make changes to the daily work-

plan to achieve operational goals held a degree/Advanced Diploma qualification.  

 
Figure 4.9 illustrates the responses to the statement that the respondents are able to 

monitor their subordinates' performance in real-time. 
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Figure 4. 9 Ability to monitor subordinates’ performance in real time 

 

An analysis of the results reveals that 51.8% of the respondents either agreed (39.3%) 

or strongly agreed (12.5%) with the statement, whilst a total of 19.6% of the 

respondents either disagreed (16%) or strongly disagreed (3.6%) with the statement, 

and 28.6% of the respondents remained neutral.    

 

 
 

Figure 4. 10 Support from superiors to achieve operational goals  
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Figure 4.10 indicates that half the respondents either disagreed (37.5%) or strongly 

disagreed (12.5%) with the statement that senior management provides respondents 

with adequate support to achieve the operational goals of the DMPS. A total of 33.9% 

of the respondents either agreed (23.2%) or strongly agreed (10.7%) with the 

statement and 16.1% of the respondents remained neutral.  

 

 
 

Figure 4. 11 Effectiveness of the training provided to managers  

As presented in Figure 4.11 above, a total of 42.9% of the respondents either 

disagreed (28.6%) or strongly disagreed (14.3%) with the statement that the training 

provided to managers to improve their leadership and managerial skills was effective, 

whereas 12.5% of the respondents indicated that they either agreed (10.7%) or 

strongly agreed (1.8%) with the statement, and 44.6% of the respondents remained 

neutral.  
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Figure 4. 12 The role of managers in ensuring that their subordinates were committed and 
dedicated  

Figure 4.12 shows that 51.8% of the respondents either strongly agreed (42.9%) or 

agreed (8.9%) with the statement that they were responsible for ensuring that their 

subordinates were committed and dedicated to their work, whereas 16.1% of the 

respondents remained neutral, and a total of 32.2% of the respondents strongly 

disagreed (16.1%) or disagreed (16.1%) with the statement.   

 

 

Figure 4. 13 The role of managers in instilling ethical values in their subordinates 
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An analysis of the responses to the statement that managers are responsible for 

instilling ethical values in their subordinates revealed that approximately 41% of the 

respondents either agreed (35.7%) or strongly agreed (5.4%) with the statement, 

whereas 35.7% of the respondents either disagreed (23.2%) or strongly disagreed 

(12.5%) with the statement, and 23.2% remained neutral. 

 

 
 
Figure 4. 14 Managers’ perceptions of the impact of their superiors’ leadership on the 
success of the strategy implementation process 

Figure 4.14 reveals that 51.8% of the respondents either strongly disagreed (39.3%) 

or disagreed (12.5%) with the statement that the leadership provided by superiors 

plays a major role in the success of the strategy implementation process. However, 

32.2% of the respondents either agreed (28.6%) or strongly agreed (3.6%) with the 

statement, while 16.1% remained neutral.  

 

Figure 4.15 below indicates the cumulative responses regarding junior and middle 

managers’ participation in the formulation of the strategic goals of the DMPS. 
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Figure 4. 15 Managers’ participation in the formulation of the DMPS’ strategic goals  

 

According to the majority of the respondents (66.1%), they do not make an input in the 

formulation of the strategic goals of the DMPS. In contrast, 25% of the respondents 

stated that that they do make an input in the formulation of the DMPS’ strategic goals, 

and 8.9% of the respondents were not sure. 

 

Based on the analysis above, it is apparent that the majority of managers responsible 

for strategy implementation at DMPS understood their role in the strategy 

implementation process and that over half the respondents believed that the 

leadership provided by senior management did not play a major role in the 

achievement of the strategic objectives of the DMPS.  

 

4.6.2 THE INFLUENCE OF THE DMPS’ ORGANISATIONAL STRUCTURE ON 

STRATEGY IMPLEMENTATION 

 

A series of questions and statements concerning the linkage between the DMPS 

organisational structure and the strategy implementation process were posed to the 

respondents, and using a five-point Likert scale, they were required to rate them 

ranging from “strongly disagree” to “strongly agree”, and the responses are presented, 

analysed and discussed below.  
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Figure 4. 16 Alignment of DMPS’ organisation structure with its strategy 

 

An analysis of the responses to the statement revealed that 44.6% of the respondents 

either strongly agreed (12.5%) or agreed (32.1%) that the organisational structure of 

the DMPS promotes the implementation of strategy, while 8.9% strongly disagreed 

and 28.6% disagreed, with 17.9% remaining neutral. According to Parris, Vickers and 

Wilkes (2008: 418), taking critical decisions concerning the strategy of an organisation 

is enhanced by a solid organisational structure.  However, the finding that only about 

half the respondents share the sentiment that the organisational structure of DMPS 

was aligned to its strategy, may be a significant reason why the strategic objectives of 

the DMPS are not fully achieved.                                 
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Figure 4. 17 The impact of the delay in permanently filling vacant managerial posts on the 
achievement of DMPS’ strategic goals 

An analysis of the responses in Figure 4.17 shows that 84% of the respondents either 

strongly agreed (41.1%) or agreed (42.9%) that the delay in permanently filling vacant 

managerial posts at DMPS negatively affected the achievement of its strategic goals, 

while 5.4% of the respondents strongly disagreed, 3.6% disagreed and the remaining 

7% opted to be neutral in this respect. All the respondents from the Specialised 

Enforcement Unit agreed with the statement regarding the above, whereas 

approximately 89% of respondents from the Inner West and Outer West regions, and 

70% of the respondents from the Southern region agreed with the statement.   

 

According to the Human Resources Recruitment Unit (2017: 7), the DMPS is entitled 

to a staff complement of 149 managers responsible for strategy implementation, 

consisting of 18 senior superintendents, 36 superintendents and 95 captains. 

However, 52% of middle and lower management positions were filled by junior 

employees in an acting capacity and they did not receive an acting allowance for 

occupying these positions. This practice is a violation of policy imperatives pertaining 

to acting positions and these employees were excluded from the study.   

 

Figure 4.18 below shows the cumulative responses of the middle and lower managers 

regarding the clarity of reporting lines and areas of responsibility in the DMPS’ 

organisational structure.  
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Figure 4. 18 Clarity of reporting lines and areas of responsibility in the organisational 
structure 

 

An analysis of Figure 4.18 above indicates that approximately 45% of the respondents 

neither disagreed nor agreed that the organisational structure at DMPS clearly outlined 

the reporting lines and areas of responsibility of middle and lower managers, while 

38.2% strongly agreed (18.1%) or agreed (20%) and 16.4% of the respondents 

disagreed (10.9%) or strongly disagreed (5.5%) with the statement.  

 

According to Ajagbe, Bih, Olujobi and Udo (2016:57), organisational structure outlines 

the reporting lines, responsibility area of employees, who is accountable to whom and 

authority. Hence, the finding that a significant proportion of respondents (45.5%) were 

neutral regarding this, is cause for concern. 

 
Figure 4.19 below depicts the cumulative responses of the middle and lower managers 

to the statement that the organisational structure promotes effective communication 

amongst the various divisions within the DMPS.  
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Figure 4. 19 Organisational structure’s promotion of effective communication within the 
DMPS 

 

Figure 4.19 reveals that a total of 37.5% of the respondents either strongly agreed 

(5.4%) or agreed (32.1%) with the statement that the organisational structure of DMPS 

promotes effective communication amongst divisions in DMPS, while a large 

proportion of the respondents (50%) either strongly disagreed (21.4%) or disagreed 

(28.6%) with this statement and 12.5% remained neutral. According to English 

(2013:50), the two major purposes served by organisational structure are, firstly, to co-

ordinate the collaborative efforts of employees towards a common strategic goal, and 

secondly, to co-ordinate and align communication channels and decision-making 

process between the different management levels. 

Hence, the view held by 50% of the respondents regarding the efficacy of the 

organisational structure of DMPS to promote effective communication, is cause for 

concern. 

Figure 4.20 below shows the frequency and dispersion of the responses regarding the 

efficacy of the organisational structure at DMPS in promoting effective communication 

between managers from different levels in the organisation. 
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Figure 4. 20 Efficacy of the organisational structure at DMPS in promoting effective 
communication between managers 

 

According to Parris, Vickers, and Wilkes (2008: 418), taking critical decisions 

concerning strategy implementation is improved by a solid organisational structure that 

enables different management levels to effectively communicate with one another. 

However, a substantial proportion of respondents (46.4%) strongly disagreed (14.3%) 

or disagreed (32.1%) with the statement that the organisational structure of the DMPS 

enables managers from different levels in the organisation to effectively communicate 

with one another in the decision-making process.  In the above regard, 23.2% of the 

respondents strongly agreed (8.9) or agreed (14.3%) with the statement and 30.4% of 

the respondents remained neutral.  

 
Figure 4.21 below reflects the cumulative responses regarding the organisational 

structure encouraging clear accountability for the implementation of operational plans.  
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Figure 4. 21 Organisational structure’s encouragement of accountability for the 
implementation of operational plans 

 

An analysis of the responses presented in Figure 4.20 above reveals that 10.7% of 

the respondents strongly agreed, 12.5% agreed, approximately 44% disagreed and 

10.7% strongly disagreed with the statement that the DMPS organisational structure 

encourages clear accountability for the implementation of operational plans, with 

32.1% of the respondents remaining neutral.   

 
Figure 4.22 below displays the cumulative responses of middle and lower managers 

regarding the effectiveness of the internal communication tools in disseminating 

information about strategy implementation.   
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Figure 4. 22 The effectiveness of internal communication tools in disseminating information 
about strategy implementation 

In total, 32.1% of the respondents either agreed (21.4%) or strongly agreed (10.7%) 

with the statement that the internal communication tools allow for the effective 

distribution of information about strategy implementation at the DMPS, whereas 48.3% 

of the respondents disagreed (30.4%) or strongly disagreed (17.9%) with the 

statement and 19.6% of the respondent remained neutral. According to Buthelezi 

(2014: 80), for strategy implementation in the police force to be successful, the 

communication channels between managers and operational teams must be effective. 

Based on the analysis of the results above, one can conclude that the majority of the 

middle and lower managers at DMPS believe that there are some deficiencies in 

DMPS' organisational structure, which hampers strategy implementation.  

 

4.6.3 INFLUENCE OF THE PERSONAL CHARACTERISTICS OF MANAGERS 

ON THE SUCCESS OF THE STRATEGY IMPLEMENTATION PROCESS 

Several statements were posed to managers at the DMPS to establish the extent to 

which their personal characteristics influenced the success of the strategy 

implementation process, and the findings are presented, analysed and discussed 

below. 
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Table 4.2 below reflects the cumulative responses to statements pertaining to the 

influence of the personal characteristics of managers on the strategy implementation 

process at the DMPS. 

Table 4. 2 Influence of personal characteristics of managers on the success of the strategy 
implementation process at DMPS 

 
Statement Strongly 

Disagree 
Disagree Neutral Agree Strongly 

Agree 
Total 

My personal values and 
beliefs influence the success 
of the strategy implementation 
process 

 
3.6% 

 
12.5% 

 
30.3% 

 
35.7% 

 
17.9% 

 
100% 

 
When faced with a difficult 
problem I spend a lot of time 
trying to find a solution 

 
1.8% 

 
7.1% 

 
7.2% 

 
50% 

 
33.9% 

 
100% 

 
I am willing to seek the 
guidance of colleagues when 
faced with a difficult situation  

 
1.8% 

 
0% 

 
0% 

 
62.5% 

 
35.7% 

 
100% 

 
I make personal sacrifices 
like taking shorter breaks to 
complete my tasks on time.  

 
3.6% 

 
1.8% 

 
8.9% 

 
33.9% 

 
51.8% 

 
100% 

 
Mentoring and coaching have 

improved my performance. 

 
5.4% 

 
16.1% 

 
19.6% 

 
32.1% 

 
26.8% 

 
100% 

 
I respond well in high-
pressure situations.  

 
0% 

 
3.6% 

 
7.1% 

 
62.5% 

 
26.8% 

 
100% 

 
I involve my subordinates in 
decision-making. 

 
1.8% 

 
5.4% 

 
10.6% 

 
51.8% 

 
30.4% 

 
100% 

 
I set clear and measurable 
performance targets for my 
subordinates with regular 
feedback on their 
performance. 

 
1.8% 

 
0% 

 
5.4% 

 
55.4% 

 
37.4% 

 
100% 

 
I provide my subordinates 
with regular feedback on their 
performance. 

 
1.8% 

 
5.4% 

 
3.5% 

 
62.5% 

 

 
26.8% 

 
100% 

 
 
Regarding the statement “My personal values and beliefs influence the success of the 

strategy implementation process”, 53.6% of the respondents strongly agreed (17.9%) 

or agreed (35.7%) with the statement, while 16.1% of the respondents strongly 
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disagreed (3.6) or disagreed (12.5%) with the statement and 30.4% opted to remain 

neutral.  

 

Table 4.2 shows that 83.9% of the respondents either agreed (50%) or strongly agreed 

(33.9%) with the statement “when faced with a difficult problem I spend a lot of time 

trying to find a solution”, whilst 8.9% of the respondents either disagreed (7.1%) or 

strongly disagreed (1.8%) with the above statement and 7.2% remained neutral. 

 

An analysis of the responses to the statement “I am willing to seek the guidance of 

colleagues when faced with a difficult situation” revealed that the majority of the 

respondents (98.2%) either agreed (62.5%) or strongly agreed (35.7%) with the 

statement whereas a very small proportion (1.8%) strongly disagreed with the 

statement.  

 

Approximately 86% of the respondents either strongly agreed (51.8%) or agreed 

(33.9%) with the statement that junior and middle managers make personal sacrifices, 

like taking shorter breaks to complete tasks on time, whereas 8.9% of the respondents 

remained neutral and a total of 5.4% of the respondents either strongly disagreed 

(3.6%) or disagreed (1.8%) with the above statement.    

 

Table 4.2 reveals that approximately 59% of the respondents either agreed (32.1%) 

or strongly agreed (26.8%) with the statement that mentoring, and coaching had 

improved their performance. However, 21.5% of the respondents either disagreed 

(16.1%) or strongly disagreed (5.4%) with the statement, while 19.6% of the 

respondents remained neutral.  

 

In analysing the responses to the statement, “I respond well in high pressure 

situations”, the majority of respondents (89.3%) either strongly agreed (26.8%) or 

agreed (62.5%) with the statement, while 3.6% of the respondents disagreed and 7.1% 

of the respondents remained neutral.  

 
As indicated in Table 4.2 above, a large number of respondents (82.2%) either agreed 

(51.8%) or strongly agreed (30.4%) that they involve their subordinates in decision-
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making, while 7.2% of the respondents either disagreed (5.4%) or strongly disagreed 

(1.8%) with the statement and 10.7% remained neutral.   

 

Table 4.2 shows that 92.8% of the respondents concurred with the statement that they 

set clear and measurable performance targets for their subordinates. A very small 

percentage of respondents (1.8%) disagreed with the statement, whilst 5.4% of the 

respondents remained neutral.  

 

Approximately 90% of the respondents either agreed (62.5%) or strongly agreed 

(26.8%) with the statement that they provide their subordinates with regular feedback 

on their performance, while only 7.2% of the respondents either disagreed (5.4%) or 

strongly disagreed (1.8%) with the statement and 3.5% remained neutral. 

 

Based on the results above it can be concluded that the majority of the middle and 

lower managers believed that their personal characteristics positively influenced the 

success of the strategy implementation process at the DMPS.   

 

In the next section, the results pertaining to the barriers to the successful 

implementation of the operations strategy at the DMPS will be presented, analysed 

and discussed. 

 

4.6.4 BARRIERS TO THE IMPLEMENTATION OF THE OPERATIONS 

STRATEGY AT THE DMPS 

 

A five-point Likert scale, ranging from strongly disagree (1) to strongly agree (5) was 

used to ascertain the extent to which respondents disagreed or agreed with the 

statements pertaining to obstacles to successful strategy implementation. The 

cumulative responses to these statements are shown in Table 4.3 below.   
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Table 4. 3 Barriers to the implementation of the operations strategy at the DMPS 

 
Statement Strongly 

Disagree 
Disagree Neutral Agree Strongly 

Agree 
Total 

 
The provision of patrol vehicles is 
adequate to achieve the operational 
goals of the DMPS. 

 
51.8% 

 
21.4% 

 
10.8% 

 
7.1% 

 
8.9% 

 
100% 

 
The delays in the procurement 
process negatively affect the 
achievement of the DMPS’ goals. 

 
3.6% 

 
0% 

 
8.9% 

 
23.2% 

 
64.3% 

 
100% 

 
The number of police officers is 
adequate to achieve the goals of 
the DMPS. 

 
42.9% 

 
35.7% 

 
1.8% 

 
16.% 

 
3.6% 

 
100% 

 
The nature and quality of police 
training positively contributes to the 
achievement of DMPS goals. 

 
3.6% 

 
33.9% 

 
7.1% 

 
37.5% 

 
17.9% 

 
100% 

 
Political interference at the DMPS 
has a negative impact on the 
strategy implementation process at 
the DMPS. 

 
3.6% 

 
0% 

 
0% 

 
32.1% 

 
64.3% 

 
100% 

 
The shift rotation system at the 
DMPS (i.e., 4 days in and 4 days 
off) hinders the attainment of the 
DMPS goals.  

 
19.6 

 
25% 

 
3.6% 

 
23.2% 

 
28.6% 

 
100% 

 
Middle- and lower-level managers 
share information with others to 
better achieve the operational 
goals. 

 
8.9% 

 
19.6% 

 
35.7% 

 
30.4% 

 
5.4% 

 
100% 

 
The reward system is a barrier to 
achieving DMPS goals. 

 
14.3% 

 
14.3% 

 
16.% 

 
26.8% 

 
28.6 

 
100% 

 
There is a good working 
relationship between the DMPS, 
SAPS and other law enforcement 
agencies. 

 
7.1% 

 
19.6% 

 
23.3% 

 
44.6% 

 
5.4% 

 
100% 

 
Resources are distributed fairly 
amongst regions, divisions and units 
within the DMPS.  

 
55.4% 

 
39.2% 

 
1.8% 

 
1.8% 

 
1.8% 

 
100% 

 
Police officers are adequately 
supervised in the performance of 
their duties.  

 
12.5% 

 
44.6% 

 
12.5% 

 
28.6% 

 
1.8% 

 
100% 
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Internal politics has a negative 

impact on the strategy 

implementation process 

 

 
18.2% 

 
0% 

 
0% 

 
27.3% 

 
54.5% 

 
100% 

 
Approximately 73% of the respondents either strongly disagreed (51.8%) or disagreed 

(21.4%) with the statement that the provision of patrols vehicles is adequate to achieve 

the operational goals of the DMPS. A total of 16% of the respondents either agreed 

(7.1%) or strongly agreed (8.9%) with the statement, and 10.8% of the respondents 

remained neutral. According to Robbins and Coulter (2010: 181), the provision of 

adequate resources is vital to motivate employees to effectively participate in strategy 

implementation, and the finding above makes it difficult for DMPS to achieve one of 

its strategic objectives pertaining to the reduction of crime. 

A significant proportion of the respondents (87.5%) either agreed (23.2%) or strongly 

agreed (64.3%) with the statement that the delay in the procurement process 

negatively affected the achievement of the DMPS goals, while 3.6% strongly 

disagreed and 8.9% remained neutral with regard to the statement.  

In analysing the responses to the statement that the number of police officers is 

adequate to achieve the goals of the DMPS, approximately 79% of the respondents 

either strongly disagreed (42.9) or disagreed (35.7%) with the statement, whereas a 

total of 19.7% either strongly agreed (3.6%) or agreed (16%), and 1.8% remained 

neutral regarding the statement.  

Regarding the nature and quality of police training, 55.4% of the respondents either 

agreed (37.5%) or strongly agreed (17.9%) that this positively contributed to the 

achievement of DMPS goals, whilst a total of 37.5% of the respondents either 

disagreed (33.9%) or strongly disagreed (3.2%), and 7.1% of the respondents 

remained neutral in this regard. 

 

Table 4.3 indicates that an overwhelming majority of the respondents (96.4%) either 

strongly agreed (64.3%) or agreed (32.1%) that political interference at the DMPS has 

a negative impact on the strategy implementation process, with a very small proportion 

of respondents (3.6%) strongly disagreeing with the statement.  
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Approximately 52% of the respondents either agreed (23.2%) or strongly agreed 

(28.6%) that the shift rotation system at the DMPS hinders the attainment of the 

organisation’s goals, whereas 44.6% of the respondents either disagreed (25%) or 

strongly disagreed (19.6%) with the statement and 1.8% remained neutral.  

 

Regarding junior and middle managers sharing information with each other to better 

achieve the organisation’s operational goals, Table 4.3 indicates that 35.8% of the 

respondents either strongly agreed (5.4%) or agreed (30.4%) with the statement, while 

35.7% of the respondents remained neutral and a total of 28.5% of the respondents 

either strongly disagreed (8.9%) or disagreed (19.6%) with the statement.   

 

The findings of a study by Latif, Gohar, Hussain and Kashif (2014: 16) identified the 

failure of aligning and linking the performance of employees with the reward system 

as one of the barriers to strategy implementation. In this regard, the majority of 

respondents (55.4%) either agreed (26.8%) or strongly agreed (28.6%) that the reward 

system at DMPS was a barrier to strategy implementation. However, 28.6% of the 

respondents either disagreed (14.3%) or strongly disagreed (14.3%) with the 

statement and 16% of the respondents remained neutral.   

 

The results reflected in Table 4.3 above also reveals that 50% of the respondents 

either agreed (44.6%) or strongly agreed (5.4%) that there is a good working 

relationship between the DMPS, South African Police Service (SAPS) and other law 

enforcement agencies. However, 26.7% of the respondents either disagreed (19.6%) 

or strongly disagreed (7.1%) with the above statement, while 23.2% remained neutral.  

 

A large majority of the respondents (94.7%) either strongly disagreed (55.4%) or 

disagreed (39.3%) with the assertion that resources are distributed fairly amongst 

regions, divisions and units within the DMPS, while only a small proportion of the 

respondents (3.6%) either strongly agreed (1.8%) or agreed (1.8%) with this assertion. 

Approximately 57% of the respondents either disagreed (44.6%) or strongly disagreed 

(12.5%) with the statement that police officers are adequately supervised in the 

performance of their duties, whereas 30.4% of the respondents indicated that they 
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either agreed (28.6%) or strongly agreed (1.8%) with the statement and 12.5% 

remained neutral.  

The majority of respondents (81.8%) either strongly agreed (54.5%) or agreed (27.3%) 

with the statement that internal politics had a negative impact on the strategy 

implementation process at the DMPS, whereas 18.2% of the respondents strongly 

disagreed with this assertion.  

Based on the results above, it can be concluded that apart from the quality of police 

training and the working relationship between the DMPS, SAPS and other law 

enforcement agencies, the remaining ten factors listed in Table 4.3 were viewed as 

barriers to the successful implementation of the operations strategy at DMPS by the 

majority of respondents.    

Figure 4.23 below depicts the cumulative responses to the statement that examined 

the perception of managers regarding alignment between operational goals and 

strategic goals  

 

 
Figure 4. 23 Alignment between operational goals and strategic goals  

 

An analysis of the responses to the statement that there is a clear alignment between 

the operational and strategic goals at the DMPS revealed that 26.8% of the 

respondents were in agreement with the statement, whereas 41.1% of the 

respondents indicated that there is no clear alignment between operational and 
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strategic goals, and 32.1% of the respondents were not sure.  

In the next section, responses pertaining to the extent to which middle and lower 

managers possessed the requisite knowledge and understanding of DMPS processes 

will be presented, analysed and discussed. 

4.6.5 KNOWLEDGE AND UNDERSTANDING OF DMPS STRATEGIC 

MANAGEMENT PROCESSES BY MIDDLE- AND LOWER-LEVEL MANAGERS  

 
The empirical study also wished to establish the level of knowledge and understanding 

of the DMPS processes by the middle and lower managers, by requiring the 

respondents to answer either “Yes”, “No”, or “Unsure” to a series of questions and 

statements, and the results are presented, analysed and discussed below. 

 

 
 
Figure 4. 24 Knowledge and understanding of the vision and mission of the DMPS 

Regarding the vision and mission of the DMPS, 43% of the respondents stated that 

they had adequate knowledge and understanding of the vision and mission of the 

DMPS; however, an equal proportion of respondents stated that they did not have 

adequate knowledge and understanding of the vision and mission of the DMPS, and 

14% of the respondents were not sure.  
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Figure 4.25 below reflects the cumulative responses of middle and lower managers 

within the study area regarding their understanding of the strategy implementation 

process at the DMPS.  

 

 
 

Figure 4. 25 Understanding of the strategy implementation process at DMPS  

 

Approximately 37% of the respondents stated that they understood the strategy 

implementation process at the DMPS, while about 29% of the respondents indicated 

they did not understand it and 34% were not sure if they understood the strategy 

implementation process of the DMPS.  

Figure 4.26 below displays the cumulative responses of middle and lower managers 

regarding their knowledge and understanding of an existing code of ethics that guides 

the behaviour of police officers.  
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Figure 4. 26 Managers’ knowledge and understanding of the code of ethics  

 

Figure 4.26 reveals that 64% of the respondents had a good knowledge and 

understanding of the code of ethics that guided the behaviour of police officers, 

compared to 29% of the respondents who indicated that they did not have a good 

knowledge of the code of ethics and 7% of the respondents were not sure.  

 

Figure 4.27 below graphically depicts the cumulative responses regarding 

respondents’ knowledge and understanding of the strategy implementation monitoring 

system.  
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Figure 4. 27 Respondents' knowledge and understanding of the strategy implementation 
monitoring system 

 

Only 12% of the respondents agreed with the statement that they had a good 

knowledge and understanding of the strategy implementation monitoring system. In 

contrast, approximately 45% of the respondents stated that they did not have a good 

knowledge and understanding of the strategy implementation monitoring system, and 

43% of the respondents were not sure.  

 

Figure 4.28 below shows the cumulative responses pertaining to whether or not the 

training provided to middle- and lower-level managers to equip them with strategy 

implementation skills is adequate.   

 

12%

43%

45%

KNOWLEDGE AND UNDERSTANDING OF THE STRATEGY 
IMPLEMENTATION MONITORING SYSTEM

YES

NOT SURE

NO



 

85 
 

 

 

Figure 4. 28 Adequacy of strategy implementation training  

 

Fifty percent of the respondents stated that the strategy implementation training 

provided was adequate, while 35.7% of the respondents indicated that the training 

was inadequate and 14.3% of the respondents were not sure.  

 

4.7 CONCLUSION 

The data gathered from the completed questionnaires allowed for the analysis and 

interpretation of the factors influencing strategy implementation at the Durban 

Metropolitan Police Service. The data analysis showed that the majority of junior and 

middle managers understood their role and had the necessary strategy 

implementation competencies.   

Overall, it emerged that external political factors and internal politics have a 

detrimental effect on the strategy implementation process, and this negatively 

influences DMPS’ ability to reduce the number of violations of the municipal by-laws 

and traffic laws as well as the levels of crime within the eThekwini municipal district.   

The final chapter outlines the significant findings emerging from both the literature 

reviewed as well as the empirical study, draws conclusions, and finally makes 

recommendations.  
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CHAPTER 5 

REVIEW, CONCLUSION AND RECOMMENDATIONS 

 

5.1 INTRODUCTION 

 

This chapter presents major findings of the research study, followed by the 

conclusions derived from the study and recommendations regarding strategy 

implementation at the Durban Metropolitan Police Service. Thereafter, the limitations 

of the study are outlined, and suggestions presented for future areas of research.  

 

5.2 REVIEW OF THE MAJOR FINDINGS OF THE STUDY 

An overview of the main findings of the studies emerging from the literature reviewed 

(in Chapter 2) and the empirical study undertaken amongst junior and middle 

managers responsible for strategy implementation at the Durban Metropolitan Police 

Service (DMPS) are presented below.   

Arising from the literature reviewed for this study, the following significant issues 

regarding the strategic management process and more importantly strategy 

implementation at DMPS emerged:  

 five phases underpin the strategic management process, and these are 

strategic intent, environmental analysis, strategy formulation, strategy 

implementation and strategy control and evaluation; 

 

 organisations use the mission statement to express their beliefs, business 

ethics and values to stakeholders; 

 

 apart from the vision statement being easy to understand and remember, it 

must also be positive, motivational, inspiring, attractive, challenging and future-

oriented; 
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 the task of analysing the organisation’s internal and external environment and 

thereafter selecting a suitable strategy constitutes strategy formulation; 

 

 organisational leaders must be more sensitive to their ethical responsibilities to 

all stakeholders, which include the organisation’s employees, consumers, 

suppliers, local communities and government; 

 

 the three major factors influencing strategy implementation in an organisation 

are the leadership style, the reward system and the organisational culture; 

 

 enabling tools such as performance appraisals, business systems and 

allocation of resources assist managers to successfully implement strategy; 

 

 in order for strategy implementation in the police force to be successful, human 

resource and vehicle resource capacity should be adequate to achieve strategic 

objectives; managers have to undergo regular refresher training in strategy 

implementation; and communication channels between managers and 

operational teams must be improved; 

 

 the diverse qualities of leaders and managers complement each other, and their 

know-how is paramount for successful strategy implementation; 

 

 there are three key principles of any rewards model - the first key principle 

emphasises a need for clear and measurable performance targets for all parties 

prior to implementation; the second key principle states that rewards must be 

meaningful and relevant to motivate middle and lower managers to realise the 

strategic goals of the organisation, and the third key principle states that to 

facilitate the flawless implementation of strategy, the incentives provided ought 

to direct the employees’ energy to achieving the strategic goals; 

 

 an organisation’s culture is grounded in and moulded by its fundamental tenets 

and principled standards, influencing common values, embedded attitudes, 
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core philosophies, and the organisation’s customs that define the types of 

conduct, established work practices and ways of functioning; 

 

 measuring an organisation’s performance includes a comparison of expected 

outcomes to actual results, evaluating if there were deviations from the set-out 

plans, and evaluating team and individual performances;  

 

 lower-level managers generally associate their strategic role strongly with the 

traditional perspectives on their roles as implementers of strategies and 

communicators, linking subordinates and higher levels of management; 

 

 the provision of adequate resources is vital to motivate employees to effectively 

participate in strategy implementation. Resource allocation includes utilisation 

of vital resources such as employees, vehicles, machinery, and any other tools 

which the organisation uses to implement its strategy; 

 

 the two major purposes served by organisational structure are, firstly, to co-

ordinate the collaborative efforts of employees towards a common strategic 

goal, and secondly, to co-ordinate and align communication channels and 

decision-making process between the different management levels; 

 

 a lack of accountability by those responsible for strategy implementation 

becomes a barrier to the effective implementation of strategy;  

 

 if, during the strategy implementation phase, the performance of employees is 

not linked to the reward system, it leads to a mismatch between expected 

implementation periods and the exact time required to complete the execution 

of a strategic plan; and 

 

 problem-solving in policing can be expressed as a method that discovers 

workable solutions for both the community and police. It encourages 

partnership between the police and community and provides enough 

information on the root causes of crime and disregard for municipal by-laws. 
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The model used in this approach enables the monitoring and evaluation of 

progress on given problems, including deviation from the expected course, and 

it places a challenge on managers to embark on initiatives in dealing with 

problems within the areas they manage. 

 

From the empirical research carried out for this study, the following major findings 

regarding the factors influencing strategy implementation at the Durban Metropolitan 

Police Service emerged:  

 

 seventy eight percent of the respondents either strongly agreed (30.4%) or 

agreed (48.2%) that their subordinates understand the strategic goals set by 

top management; 

 

 fifty two percent of the respondents either strongly agreed (42.9%) or agreed 

(8.9%) with the statement that the majority of their subordinates are committed 

and dedicated to their work;  

 

 the vast majority of the respondents (84%) either strongly agreed (41.1%), or 

agreed (42.9%) that the delay in permanently filling vacant managerial posts at 

DMPS negatively affected the achievement of its strategic goals; 

 

 the majority of the respondents (45.5%) neither disagreed nor agreed that the 

DMPS’ organisational structure clearly outlines the reporting lines and areas of 

responsibility of middle and lower managers; 

 

 fifty percent of the respondents either strongly disagreed (21.4%) or disagreed 

(28.6%) with the statement that the organisational structure of the DMPS 

promotes effective communication amongst divisions in DMPS, while a large 

proportion of respondents; 

 

 a total of 48.3% of the respondents disagreed (30.4%) or strongly disagreed 

(17.9%) with the statement that the internal communication tools allow for the 

effective distribution of information about strategy implementation at the DMPS; 
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 the majority of the respondents (98.2%) agree with the statement that they seek 

guidance from colleagues when faced with a difficult situation; 

 

 the majority of the respondents (92.9%) concur that they set clear and 

measurable performance targets for their subordinates; 

 

 the majority of junior/middle managers surveyed indicated that subordinates 

are motivated and are rewarded for achieving their performance targets;  

 

 approximately 88 percent of the respondents agreed that the delays in the 

procurement processes negatively affect the achievement of the DMPS' goals; 

 

 approximately 55% of the respondents agreed that the nature and quality of 

police training positively contributed to the achievement of DMPS' goals;  

 

 an overwhelming majority of the respondents (96.4%) strongly agreed (64.3%) 

or agreed (32.1%) that political interference at the DMPS has a negative impact 

on the strategy implementation process; 

 

 the majority of the respondents assert that the shift rotation system at the DMPS 

hinders the attainment of the organisation’s goals; 

 

 the majority of the respondents (81.8%) opined that internal politics have a 

negative impact on the strategy implementation process; 

 

 the majority of the respondents stated that the reward system s a barrier to 

achieving DMPS’ strategic goals; and 

 

  approximately 95% of respondents agreed that resources are not distributed 

fairly amongst regions, divisions and units within the DMPS. 
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5.3 CONCLUSION 

The key purpose of the research study was to determine the factors that influenced 

the implementation of the operations strategy at the DMPS. While there has been a 

significant increase in the number of police officers employed at the Durban 

Metropolitan Police Service (DMPS), traffic laws’ violations, infringements of the 

municipal by-laws and the levels of crime within the eThekwini municipal region 

continue to increase unabated. This implies that the strategic goals of the DMPS are 

not being achieved. While there may be several reasons for this, the findings from the 

study undertaken at the DMPS show that several factors lead to the poor 

implementation of the operations strategy at the DMPS, and this, in turn, contributed 

to the non-achievement of the strategic goals of the DMPS.   

5.4 RECOMMENDATIONS 

 
Based on the findings from the study, the following recommendations are made to 

improve the implementation of the operations strategy of the DMPS:  

 a review of the DMPS organisational structure to ensure its alignment with 

its strategic goals and to enable lower/middle managers to communicate 

effectively across its regions, divisions and units; 

 

 lower- and middle-level managers should undergo mandatory training to 

provide them with necessary strategy implementation skills;   

 

 guidelines must be developed to ensure a fair distribution of resources; 

including patrol vehicles and human resources; 

 

 the shift rotation system of working 12 hours a day on four consecutive days 

followed by four consecutive days of rest for the police officers responsible 

for strategy implementation must be replaced with a shift rotation system 

that will ensure a successful implementation of the DMPS strategy; 

 

 to establish a monitoring and compliance directorate to reduce internal 

politics and competition amongst regions, divisions and units of the DMPS, 

and to ensure a cohesive approach to the implementation of strategy; and 
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 to develop a communications procedure for receiving and dispatching 

official communication from political offices in all spheres of government, in 

order to reduce political interference at the Durban Metropolitan Police 

Service.  

5.5  LIMITATIONS OF THE STUDY 

 
The study examined the factors influencing strategy implementation at the DMPS only. 

Hence, the findings cannot be generalised to other metropolitan police departments in 

South Africa as well as other local law enforcement agencies.   

 

5.6 RECOMMENDATIONS FOR FUTURE RESEARCH STUDY 

 

The study investigated the factors influencing strategy implementation at the DMPS. 

Future studies relating to strategy implementation should be undertaken among other 

South African Metropolitan Police departments, the South African Police Service 

(SAPS), and other local, provincial and national and law enforcement agencies. A 

comparative study should also be undertaken on the strategic management processes 

at law enforcement agencies versus business organisations.  
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ANNEXURE A 

QUESTIONNAIRE 

 
STRATEGY IMPLEMENTATION AT THE DURBAN METRO POLICE SERVICE   
 
 

PLEASE INDICATE YOUR RESPONSE BY PLACING A CROSS (X) IN THE APPROPRIATE ROW 
 

1. Your age?  
 

1.1 Less than 30 years  1 

1.2 31 – 40 years 2 

1.3 41 – 50 years 3 

1.4  Above 50 years  4      

  
2. Your gender? 

 

2.1 Male 1 

2.2 Female 2 

 
3. Your highest tertiary qualification? 
 

3.1 Certificate/Higher Certificate 1 

3.2 Diploma 2 

3.3 B Tech./Degree/Advanced Diploma 3 

3.4 Honours/Postgraduate Diploma 4 

3.5 Masters/MBA 5 

3.6 Doctorate (PhD/D. Phil/DBA) 6 

 
4. What position do you occupy at the DMPS? 

 

4.1 Senior Superintendent 1 

4.2 Superintendent 2 

4.3 Captain 3 

4.4 Inspector 4 

4.5 Sergeant 5 

 

5. At which regional command are you based?  
 

5.1 Central Regional Command 1 

5.2 Inner West Regional Command 2 

5.3 North Regional Command 3 

5.4 Specialised Enforcement/HQ Command  4 

5.5 South Regional Command  5 

5.6 Outer West Regional Command 6 
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6. PLEASE INDICATE BY MEANS OF AN “X” THE EXTENT TO WHICH YOU AGREE OR DISAGREE 

WITH EACH OF THE STATEMENTS BELOW 
 

No. Statement Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

6.1 I ensure that my subordinates understand the strategic goals 
set by top management  

1 2 3 4 5 

6.2 My subordinates possess the requisite knowledge and skills 
to perform their duties efficiently and effectively  

1 2 3 4 5 

6.3 I am allowed to assemble a team of my choice for special 
operations 

1 2 3 4 5 

6.4 I am allowed to make changes to the daily work-plan to 
achieve operational goals  

1 2 3 4 5 

6.5 I am able to monitor my subordinates’ performance in real-
time  

1 2 3 4 5 

6.6 My superiors provide me with adequate support to achieve 
the operational goals of my unit   

1 2 3 4 5 

6.7 The training provided to managers to improve their 
leadership and managerial skills is effective 

1 2 3 4 5 

6.8 I am responsible for ensuring that my subordinates are 
committed and dedicated to their work  

1 2 3 4 5 

6.9 I am responsible for instilling strong ethical values in my 
subordinates 

1 2 3 4 5 

6.10 The leadership provided by my superiors plays a major role 
in the success of the strategy implementation process 

1 2 3 4 5 

 

7. PLEASE INDICATE BY MEANS OF AN “X” THE EXTENT TO WHICH YOU AGREE OR DISAGREE 

WITH EACH OF THE STATEMENTS BELOW 

 

No. Statement Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

7.1 I participate in the formulation of the DMPS’s strategic goals 1 2 3 4 5 

7.2 The delay in permanently filling vacant managerial posts at 
DMPS negatively affects the achievement of its strategic goals 

1 2 3 4 5 

7.3 DMPS’s organisational structure promotes the implementation 
of strategy 

1 2 3 4 5 

7.4 The organisational structure of DMPS promotes effective 
communication amongst managers at the DMPS   

1 2 3 4 5 

7.5 The organisational structure of DMPS enables managers from 
different levels in the organisation to effectively communicate 
with one another in the decision-making process  

1 2 3 4 5 

7.6 The DMPS organisational structure encourages clear 
accountability for the implementation of operational plans  

1 2 3 4 5 

7.7 The internal communication tools allow for the effective 
distribution of information about strategy implementation at the 
DMPS   

1 2 3 4 5 
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7.8   Please give reasons for your response to Q 7.2 above: 

___________________________________________________________________________________________________ 

___________________________________________________________________________________________________

___________________________________________________________________________________________________

___________________________________________________________________________________________________ 

 

 

8. PLEASE INDICATE BY MEANS OF AN “X” THE EXTENT TO WHICH YOU AGREE OR DISAGREE 

WITH EACH OF THE STATEMENTS BELOW  

 

No. Statement Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

8.1 My personal values and beliefs influence the success of the 
strategy implementation process 

1 2 3 4 5 

8.2 When faced with a difficult problem I spend a lot of time trying 
to find a solution  

1 2 3 4 5 

8.3 I am willing to seek the guidance of colleagues when faced 
with a difficult situation   

1 2 3 4 5 

8.4 I make personal sacrifices, like taking shorter breaks, to 
complete my tasks on time 

1 2 3 4 5 

8.5 Mentoring and coaching has improved my performance 1 2 3 4 5 

8.6 I respond well in high pressure situations  1 2 3 4 5 

8.7 I involve my subordinates in decision-making 1 2 3 4 5 

8.8 I set clear and measurable performance targets for my 
subordinates  

1 2 3 4 5 

8.9 I provide my subordinates with regular feedback on their 
performance   

1 2 3 4 5 

 

9. PLEASE INDICATE BY MEANS OF AN “X” THE EXTENT TO WHICH YOU AGREE OR DISAGREE 
WITH EACH OF THE STATEMENTS BELOW  

 

No. Statement Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

9.1 The provision of patrol vehicles is adequate to achieve the 
operational goals of the DMPS 

1 2 3 4 5 

9.2 The delays in the procurement processes negatively affect the 
achievement of DMPS’s goals   

1 2 3 4 5 

9.3 The number of police officers is adequate to achieve the goals 
of DMPS  

1 2 3 4 5 

9.4 The nature and quality of police training positively contributes 
to the achievement of DMPS’s goals   

1 2 3 4 5 

9.5 Political interference has a negative impact on the strategy 
implementation process at DMPS  

1 2 3 4 5 

9.6 The shift rotation system at the DMPS (i.e., 4 days in and 4 
days off) hinders the attainment of DMPS’s goals  

1 2 3 4 5 

9.7 Middle and lower level managers share information with 
others to better achieve the operational goals  

1 2 3 4 5 

9.8 The reward system is a barrier to achieving DMPS’s goals  1 2 3 4 5 

9.9 There is a good working relationship between the DMPS, 
SAPS and other law enforcement agencies  

1 2 3 4 5 
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9.10 Resources are distributed fairly amongst regions, divisions 
and units within the DMPS      

1 2 3 4 5 

9.11 Police officers are adequately supervised in the performance 
of their duties  

1 2 3 4 5 

9.12 Internal politics has a negative impact on the strategy 
implementation process  

1 2 3 4 5 

 
9.13 Please give reasons for your response to Q 9.5 above: 

___________________________________________________________________________________________________ 

___________________________________________________________________________________________________

___________________________________________________________________________________________________

___________________________________________________________________________________________________ 

 

9.14 Please give reasons for your response to Q 9.6 above: 

___________________________________________________________________________________________________ 

___________________________________________________________________________________________________

___________________________________________________________________________________________________

___________________________________________________________________________________________________ 

 

9.15 Please give reasons for your response to Q 9.8 above: 

___________________________________________________________________________________________________ 

___________________________________________________________________________________________________

___________________________________________________________________________________________________

___________________________________________________________________________________________________ 

 

9.16 Please give reasons for your response to Q 9.10 above: 

___________________________________________________________________________________________________ 

___________________________________________________________________________________________________

___________________________________________________________________________________________________

___________________________________________________________________________________________________ 

 

9.17 Please give reasons for your response to Q 9.11 above: 

___________________________________________________________________________________________________ 

___________________________________________________________________________________________________

___________________________________________________________________________________________________

___________________________________________________________________________________________________ 

9.18 Please give reasons for your response to Q 9.12 above: 

___________________________________________________________________________________________________ 
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___________________________________________________________________________________________________

___________________________________________________________________________________________________

___________________________________________________________________________________________________ 

 
10. PLEASE INDICATE YOUR RESPONSE BY MEANS OF AN “X” FOR EACH OF THE STATEMENTS 

BELOW 

 

No. Statement Yes Not 
sure 

No 

10.1 The vision and mission of DMPS is clear 1 2 3 

10.2 I clearly understand the strategy implementation process at 
DMPS 

1 2 3 

10.3 There is an existing code of ethics that guides the behaviour 
of police officers  

1 2 3 

10.4 There a clear alignment between operational goals and 
strategic goals 

1 2 3 

10.5 DMPS has an effective monitoring system to regularly review 
the implementation of its strategy 

1 2 3 

10.6 Training is provided to subordinates to provide them with the 
skills needed for strategy implementation  

1 2 3 

 
 

11.                  IS THERE ANY OTHER INFORMATION THAT YOU WOULD LIKE TO PROVIDE REGARDING 
THE STRATEGY IMPLEMENTATION PROCESS AT DMPS? 
 

_________________________________________________________________________________________

_________________________________________________________________________________________

_________________________________________________________________________________________

_________________________________________________________________________________________

_________________________________________________________________________________________

_________________________________________________________________________________________  

 

 
THANK YOU KINDLY FOR YOUR CO-OPERATION IN COMPLETING THE QUESTIONNAIRE 

 
Please place the completed questionnaire in a box provided at the charge office. Alternatively, please 
contact the researcher on 073 246 9333 or 031 311 2992 to arrange for collection of the completed 
questionnaire 
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ANNEXURE B 

 

STATISTICAL ANALYSIS OF DATA  

 

Cronbach Alpha reliability and validity 

 
Table 1: Cronbach Alpha reliability and validity  

QUESTION NUMBER OF 
ITEMS 

CRONBACH’S 
ALPHA 

6 10 0.810 

7 7 0.792 

8 11 0.705 

9 8 0.701 

10 10 0.713 

 

(a) KMO and Bartlett's Test 

Table 2: KMO and Bartlett’s Test 

  Kaiser-Meyer-Olkin Measure 
of Sampling Adequacy 

Bartlett's Test of Sphericity 

Question Section Approx. Chi-Square df Sig. 

6  0.680 222.032 45 0.000 

7  0.714 119.735 21 0.000 

8  0.671 209.824 55 0.000 

9  0.642 119.076 36 0.000 

10 
 

0.599 133.752 28 0.000 

 

(b) Rotated Component Matrix 

Table 3: Rotated Component Matrixa  

Q6 
Component 

M.I M.P M.T 

I ensure that my subordinates understand the strategic goals set by top management 0.430 -0.011 0.711 

My subordinates possess the requisite knowledge and skills to perform their duties efficiently 
and effectively 

0.527 0.678 0.145 

I am allowed to assemble a team of my choice for special operations 0.874 -0.019 0.044 

I am allowed to make changes to the daily work-plan to achieve operational goals 0.776 0.086 0.140 

I am able to monitor my subordinates’ performance in real-time 0.311 0.198 0.718 

My superiors provide me with adequate support to achieve the operational goals of my unit 0.789 0.230 0.164 

The training provided to managers to improve their leadership and managerial skills is effective -0.235 0.341 0.598 

The majority of my subordinates are committed and dedicated to their work 0.470 0.739 -0.142 

The majority of my subordinates possess strong ethical values -0.245 0.707 0.403 
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The leadership provided by my superiors plays a major role in the success of the strategy 
implementation process 

0.066 0.683 0.231 

Extraction Method: Principal Component Analysis.  
 Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 14 iterations. 

 
 M.I (Managers Initiative) 

 M.P (Manager’s Performance) 
 M.T (Manager’s Training) 

 
Table 4: Rotated Component Matrixa 

 

Q7 
Component 

C.S C.P 

The organisational structure of the DMPS promotes the implementation of strategy 0.424 0.574 

The delay in permanently filling vacant managerial posts at DMPS negatively affects the achievement of its 
strategic goals 

-
0.063 

0.778 

DMPS’s organisational structure clearly outlines the reporting lines, and areas of responsibility of middle 
and lower managers 

0.834 
-

0.258 

The organisational structure of DMPS promotes effective communication amongst divisions in DMPS 0.582 0.387 

The organisational structure of DMPS enables managers from different levels in the organisation to 
effectively communicate with one another in the decision-making process 

0.318 0.797 

The DMPS organisational structure encourages clear accountability for the implementation of operational 
plans 

0.682 0.427 

The internal communication tools allow for the effective distribution of information about strategy 
implementation at the DMPS 

0.630 0.426 

Extraction Method: Principal Component Analysis.  
Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 3 iterations. 

 
 C.S (Communication Structures)  

 C.P (Communication Promotion) 
 
Table 5: Rotated Component Matrixa 

  

Q8 
Component 

M.C G.S S.T.C P.V 

My personal values and beliefs influence the success of the strategy implementation 
process 

0.048 0.066 -0.050 0.933 

When faced with a difficult problem I spend a lot of time trying to find a solution 0.012 0.801 -0.045 0.067 

I am willing to seek the guidance of colleagues when faced with a difficult situation 0.074 0.739 0.264 0.216 

I receive the necessary support to carry out my duties 0.306 -0.084 0.717 -0.371 

I make personal sacrifices, like taking shorter breaks, to complete my tasks on time -0.113 0.068 0.858 0.114 

Mentoring and coaching has improved my performance 0.698 -0.002 0.284 0.127 

I respond well in high pressure situations 0.282 0.702 -0.199 -0.295 

I involve my subordinates in decision-making 0.836 0.183 -0.091 0.066 

I set clear and measurable performance targets for my subordinates 0.894 -0.032 -0.054 -0.025 

I provide my subordinates with regular feedback on their performance 0.743 0.093 0.308 -0.066 

My subordinates are motivated and are rewarded for achieving their performance 
targets 

0.747 0.199 -0.194 -0.145 

Extraction Method: Principal Component Analysis.  
Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 5 iterations. 

  

 
 M.C (Mentoring Coaching) 

 G.S (Guidance and Solution) 
 S.T.C (Support and Task Completion) 
 P.V (Personal Values) 
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Table 6: Rotated Component Matrixa 

Q9 
Component 

A.G W.R R.R.S 

The provision of patrol vehicles is adequate to achieve the operational goals of the DMPS 0.804 0.250 -0.130 

The number of police officers is adequate to achieve the goals of DMPS 0.762 -0.143 0.196 

The nature and quality of police training positively contributes to the achievement of DMPS’s 
goals 

0.312 0.653 -0.006 

The shift rotation system at the DMPS (i.e., 4 days in and 4 days off) hinders the attainment of 
DMPS’s goals 

-0.187 0.071 0.838 

Middle and lower level managers share information with others to better achieve the operational 
goals 

0.598 0.027 -0.335 

The reward system is a barrier to achieving DMPS’s goals 0.011 -0.348 0.784 

There is a good working relationship between the DMPS, SAPS and other law enforcement 
agencies 

0.112 0.771 -0.013 

Resources are distributed fairly amongst regions, divisions and units within DMPS 0.624 0.342 -0.162 

Police officers are adequately supervised in the performance of their duties -0.115 0.813 -0.245 

Extraction Method: Principal Component Analysis.  
Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 5 iterations. 

 

 
 A.G (Attainment of Goals) 

 W.R (Working Relationship) 
 R.R.S (Rotation and Reward System) 

 

Table 7: Rotated Component Matrixa  

Q10 
Component 

1 2 3 

The vision and mission of DMPS is clear -0.053 0.779 0.135 

I make input in the formulation of strategic goals 0.760 -0.148 0.101 

I clearly understand the strategy implementation process at DMPS 0.068 0.222 0.818 

There is an existing code of ethics that guides the behaviour of police officers 0.116 0.815 0.209 

Upon being appointed, police officers take an oath of office to uphold the law 0.569 0.449 -0.540 

There a clear alignment between operational goals and strategic goals 0.780 0.361 0.061 

DMPS has an effective monitoring system to regularly review the implementation of its strategy 0.841 -0.005 0.185 

Training is provided to subordinates to provide them with the skills needed for strategy 
implementation 

0.288 0.203 0.779 

Extraction Method: Principal Component Analysis.  
Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 6 iterations. 

 

 
 S.G (Strategic Goals) 

 E.P (Ethics and Purpose) 
 S.T (Skills Training) 

 

Table 8: Question 6 scoring patterns 

  Strongly 
Disagree 

Disagree Neutral Agree Strongly Agree 
Chi 

Square 

  Coun
t 

Row 
N % 

Coun
t 

Row 
N % 

Coun
t 

Row 
N % 

Coun
t 

Row 
N % 

Coun
t 

Row N % p-value 

I ensure that my 
subordinates 
understand the 
strategic goals set by 
top management 

Q6.1 2 3.6% 3 5.4% 7 
12.5

% 
27 

48.2
% 

17 30.4% 0.000 

My subordinates 
possess the requisite 
knowledge and skills to 
perform their duties 

Q6.2 8 
14.5

% 
11 

20.0
% 

5 9.1% 24 
43.6

% 
7 12.7% 0.000 
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efficiently and 
effectively 
I am allowed to 
assemble a team of my 
choice for special 
operations 

Q6.3 16 
28.6

% 
13 

23.2
% 

10 
17.9

% 
13 

23.2
% 

4 7.1% 0.117 

I am allowed to make 
changes to the daily 
work-plan to achieve 
operational goals 

Q6.4 11 
19.6

% 
8 

14.3
% 

10 
17.9

% 
18 

32.1
% 

9 16.1% 0.230 

I am able to monitor my 
subordinates’ 
performance in real-
time 

Q6.5 2 3.6% 9 
16.1

% 
16 

28.6
% 

22 
39.3

% 
7 12.5% 0.000 

My superiors provide 
me with adequate 
support to achieve the 
operational goals of my 
unit 

Q6.6 7 
12.5

% 
21 

37.5
% 

9 
16.1

% 
13 

23.2
% 

6 10.7% 0.010 

The training provided to 
managers to improve 
their leadership and 
managerial skills is 
effective 

Q6.7 8 
14.3

% 
16 

28.6
% 

25 
44.6

% 
6 

10.7
% 

1 1.8% 0.000 

The majority of my 
subordinates are 
committed and 
dedicated to their work 

Q6.8 9 
16.1

% 
9 

16.1
% 

9 
16.1

% 
24 

42.9
% 

5 8.9% 0.001 

The majority of my 
subordinates possess 
strong ethical values 

Q6.9 7 
12.5

% 
13 

23.2
% 

13 
23.2

% 
20 

35.7
% 

3 5.4% 0.005 

The leadership 
provided by my 
superiors plays a major 
role in the success of 
the strategy 
implementation 
process 

Q6.10 22 
39.3

% 
7 

12.5
% 

9 
16.1

% 
16 

28.6
% 

2 3.6% 0.000 

 
 

Table 9: Question 7 scoring patterns 

  Strongly 
Disagree 

Disagree Neutral Agree 
Strongly 

Agree 
Chi 

Square 

  Cou
nt 

Row N 
% 

Cou
nt 

Row N 
% 

Cou
nt 

Row N 
% 

Cou
nt 

Row N 
% 

Cou
nt 

Row N 
% 

p-value 

The organisational 
structure of the DMPS 
promotes the 
implementation of 
strategy 

Q7.1 5 8.9% 16 28.6% 10 17.9% 18 32.1% 7 12.5% 0.023 

The delay in permanently 
filling vacant managerial 
posts at DMPS negatively 
affects the achievement 
of its strategic goals 

Q7.2 3 5.4% 2 3.6% 4 7.1% 24 42.9% 23 41.1% 0.000 

DMPS’s organisational 
structure clearly outlines 
the reporting lines, and 
areas of responsibility of 
middle and lower 
managers 

Q7.3 3 5.5% 6 10.9% 25 45.5% 11 20.0% 10 18.2% 0.000 

The organisational 
structure of DMPS 

Q7.4 12 21.4% 16 28.6% 7 12.5% 18 32.1% 3 5.4% 0.008 
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promotes effective 
communication amongst 
divisions in DMPS 
The organisational 
structure of DMPS 
enables managers from 
different levels in the 
organisation to 
effectively communicate 
with one another in the 
decision-making process 

Q7.5 8 14.3% 18 32.1% 17 30.4% 8 14.3% 5 8.9% 0.015 

The DMPS organisational 
structure encourages 
clear accountability for 
the implementation of 
operational plans 

Q7.6 6 10.7% 19 33.9% 18 32.1% 7 12.5% 6 10.7% 0.003 

The internal 
communication tools 
allow for the effective 
distribution of 
information about 
strategy implementation 
at the DMPS 

Q7.7 10 17.9% 17 30.4% 11 19.6% 12 21.4% 6 10.7% 0.230 

 
 
Table 10: Question 8 scoring patterns 

  Strongly 
Disagree 

Disagree Neutral Agree 
Strongly 

Agree 

Chi 
Squar

e 

  Co
unt 

Row 
N % 

Co
unt 

Row 
N % 

Co
unt 

Row 
N % 

Co
unt 

Row 
N % 

Co
unt 

Row 
N % 

p-
value 

My personal values and beliefs influence the 
success of the strategy implementation process 

Q8.1 2 3.6% 7 
12.5

% 
17 

30.4
% 

20 
35.7

% 
10 

17.9
% 

0.001 

When faced with a difficult problem I spend a lot 
of time trying to find a solution 

Q8.2 1 1.8% 4 7.1% 4 7.1% 28 
50.0

% 
19 

33.9
% 

0.000 

I am willing to seek the guidance of colleagues 
when faced with a difficult situation 

Q8.3 1 1.8% 0 0.0% 0 0.0% 35 
62.5

% 
20 

35.7
% 

0.000 

I receive the necessary support to carry out my 
duties 

Q8.4 4 7.1% 14 
25.0

% 
15 

26.8
% 

19 
33.9

% 
4 7.1% 0.002 

I make personal sacrifices, like taking shorter 
breaks, to complete my tasks on time 

Q8.5 2 3.6% 1 1.8% 5 8.9% 29 
51.8

% 
19 

33.9
% 

0.000 

Mentoring and coaching has improved my 
performance 

Q8.6 3 5.4% 9 
16.1

% 
11 

19.6
% 

18 
32.1

% 
15 

26.8
% 

0.018 

I respond well in high pressure situations Q8.7 0 0.0% 2 3.6% 4 7.1% 35 
62.5

% 
15 

26.8
% 

0.000 

I involve my subordinates in decision-making Q8.8 1 1.8% 3 5.4% 6 
10.7

% 
29 

51.8
% 

17 
30.4

% 
0.000 

I set clear and measurable performance targets 
for my subordinates 

Q8.9 1 1.8% 0 0.0% 3 5.4% 31 
55.4

% 
21 

37.5
% 

0.000 

I provide my subordinates with regular feedback 
on their performance 

Q8.10 1 1.8% 3 5.4% 2 3.6% 35 
62.5

% 
15 

26.8
% 

0.000 

My subordinates are motivated and are rewarded 
for achieving their performance targets 

Q8.11 2 3.6% 5 8.9% 11 
19.6

% 
27 

48.2
% 

11 
19.6

% 
0.000 

 
 
Table 11: Question 9 scoring patterns 

  Strongly 
Disagree 

Disagree Neutral Agree 
Strongly 

Agree 

Chi 
Squar

e 

  Co
unt 

Row 
N % 

Co
unt 

Row 
N % 

Co
unt 

Row 
N % 

Co
unt 

Row 
N % 

Co
unt 

Row 
N % 

p-
value 

The provision of patrol vehicles is adequate to 
achieve the operational goals of the DMPS 

Q9.1 29 
51.8

% 
12 

21.4
% 

6 
10.7

% 
4 7.1% 5 8.9% 0.000 

The delays in the procurement processes negatively 
affect the achievement of DMPS’s goals 

Q9.2 2 3.6% 0 0.0% 5 8.9% 13 
23.2

% 
36 

64.3
% 

0.000 
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The number of police officers is adequate to achieve 
the goals of DMPS 

Q9.3 24 
42.9

% 
20 

35.7
% 

1 1.8% 9 
16.1

% 
2 3.6% 0.000 

The nature and quality of police training positively 
contributes to the achievement of DMPS’s goals 

Q9.4 2 3.6% 19 
33.9

% 
4 7.1% 21 

37.5
% 

10 
17.9

% 
0.000 

Political interference at the DMPS has a negative 
impact on the strategy implementation process at 
DMPS 

Q9.5 2 3.6% 0 0.0% 0 0.0% 18 
32.1

% 
36 

64.3
% 

0.000 

The shift rotation system at the DMPS (i.e., 4 days in 
and 4 days off) hinders the attainment of DMPS’s 
goals 

Q9.6 11 
19.6

% 
14 

25.0
% 

2 3.6% 13 
23.2

% 
16 

28.6
% 

0.031 

Middle and lower level managers share information 
with others to better achieve the operational goals 

Q9.7 5 8.9% 11 
19.6

% 
20 

35.7
% 

17 
30.4

% 
3 5.4% 0.001 

The reward system is a barrier to achieving DMPS’s 
goals 

Q9.8 8 
14.3

% 
8 

14.3
% 

9 
16.1

% 
15 

26.8
% 

16 
28.6

% 
0.230 

There is a good working relationship between the 
DMPS, SAPS and other law enforcement agencies 

Q9.9 4 7.1% 11 
19.6

% 
13 

23.2
% 

25 
44.6

% 
3 5.4% 0.000 

Resources are distributed fairly amongst regions, 
divisions and units within DMPS 

Q9.10 31 
55.4

% 
22 

39.3
% 

1 1.8% 1 1.8% 1 1.8% 0.000 

Police officers are adequately supervised in the 
performance of their duties 

Q9.11 7 
12.5

% 
25 

44.6
% 

7 
12.5

% 
16 

28.6
% 

1 1.8% 0.000 

Internal politics has a negative impact on the strategy 
implementation process 

Q9.12 10 
18.2

% 
0 0.0% 0 0.0% 15 

27.3
% 

30 
54.5

% 
0.003 

 
 
Table 12: Question 10 scoring patterns 
 
 
 

 Yes Not sure No 
Chi 

Square 

  Cou
nt 

Row N 
% 

Cou
nt 

Row N 
% 

Cou
nt 

Row N 
% 

p-value 

The vision and mission of DMPS is clear Q10.1 24 42.9% 8 14.3% 24 42.9% 0.010 

I make input in the formulation of strategic goals Q10.2 14 25.0% 5 8.9% 37 66.1% 0.000 

I clearly understand the strategy implementation process at DMPS Q10.3 21 37.5% 19 33.9% 16 28.6% 0.712 

There is an existing code of ethics that guides the behaviour of police 
officers 

Q10.4 35 63.6% 4 7.3% 16 29.1% 0.000 

Upon being appointed, police officers take an oath of office to uphold 
the law 

Q10.5 33 58.9% 7 12.5% 16 28.6% 0.000 

There a clear alignment between operational goals and strategic goals Q10.6 15 26.8% 18 32.1% 23 41.1% 0.417 

DMPS has an effective monitoring system to regularly review the 
implementation of its strategy 

Q10.7 7 12.5% 24 42.9% 25 44.6% 0.004 

Training is provided to subordinates to provide them with the skills 
needed for strategy implementation 

Q10.8 28 50.0% 8 14.3% 20 35.7% 0.004 
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Table 13: Correlation analysis 

Spearman'

s
rho 6.1 6.2 6.3 6.4 6.5 6.6 6.7 6.8 6.9 6.1 7.1 7.2 7.3 7.4 7.5 7.6 7.7 8.1 8.2 8.3 8.4 8.5 8.6 8.7 8.8 8.9 8.1 8.11 9.1 9.2 9.3 9.4 9.5 9.6 9.7 9.8 9.9 9.1 9.11 9.12 10.1 10.2 10.3 10.4 10.5 10.6 10.7 10.8

Correlation Coefficient1.000

Sig. (2-tailed)

N 56

Correlation Coefficient.406** 1.000

Sig. (2-tailed) 0.002

N 55 55

Correlation Coefficient.318* .338* 1.000

Sig. (2-tailed) 0.017 0.011

N 56 55 56

Correlation Coefficient.341* .372** .639** 1.000

Sig. (2-tailed) 0.010 0.005 0.000

N 56 55 56 56

Correlation Coefficient.478** .302* 0.263 0.253 1.000

Sig. (2-tailed) 0.000 0.025 0.050 0.060

N 56 55 56 56 56

Correlation Coefficient.435** .591** .661** .484** .332* 1.000

Sig. (2-tailed) 0.001 0.000 0.000 0.000 0.013

N 56 55 56 56 56 56

Correlation Coefficient0.132 0.192 -0.131 -0.022 0.156 0.058 1.000

Sig. (2-tailed) 0.333 0.161 0.335 0.871 0.252 0.670

N 56 55 56 56 56 56 56

Correlation Coefficient.281* .700** .304* .343** 0.153 .396** -0.030 1.000

Sig. (2-tailed) 0.036 0.000 0.023 0.010 0.260 0.003 0.829

N 56 55 56 56 56 56 56 56

Correlation Coefficient0.240 .304* -0.121 -0.062 .417** 0.004 .351** .389** 1.000

Sig. (2-tailed) 0.075 0.024 0.375 0.651 0.001 0.976 0.008 0.003

N 56 55 56 56 56 56 56 56 56

Correlation Coefficient0.144 .442** 0.134 0.120 .372** .388** .284* .264* .381** 1.000

Sig. (2-tailed) 0.289 0.001 0.326 0.377 0.005 0.003 0.034 0.050 0.004

N 56 55 56 56 56 56 56 56 56 56

Correlation Coefficient0.133 .269* 0.029 0.163 0.008 0.217 .373** 0.218 0.125 0.177 1.000

Sig. (2-tailed) 0.328 0.047 0.832 0.231 0.953 0.109 0.005 0.106 0.359 0.193

N 56 55 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.087 0.180 0.219 0.226 0.205 0.129 -0.013 .280* .317* 0.170 0.127 1.000

Sig. (2-tailed) 0.523 0.188 0.104 0.093 0.129 0.344 0.922 0.037 0.017 0.211 0.353

N 56 55 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient-0.031 -0.024 -0.081 -0.066 -0.079 0.056 0.161 0.149 .311* 0.019 0.239 0.136 1.000

Sig. (2-tailed) 0.820 0.863 0.558 0.633 0.564 0.684 0.241 0.278 0.021 0.891 0.078 0.321

N 55 54 55 55 55 55 55 55 55 55 55 55 55

Correlation Coefficient-0.004 0.225 -0.042 0.158 0.054 0.117 0.194 0.108 0.043 0.223 .389** 0.145 .297* 1.000

Sig. (2-tailed) 0.978 0.098 0.757 0.246 0.692 0.391 0.153 0.429 0.753 0.099 0.003 0.285 0.028

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56

Correlation Coefficient.313* 0.218 0.140 .310* 0.197 0.262 .298* 0.102 0.110 0.135 .489** .334* 0.023 .578** 1.000

Sig. (2-tailed) 0.019 0.110 0.305 0.020 0.145 0.051 0.026 0.457 0.421 0.322 0.000 0.012 0.868 0.000

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56

Correlation Coefficient.423** .301* -0.073 0.077 .430** 0.093 .346** 0.245 .641** .327* .389** 0.244 .319* .350** .387** 1.000

Sig. (2-tailed) 0.001 0.025 0.595 0.572 0.001 0.495 0.009 0.068 0.000 0.014 0.003 0.070 0.017 0.008 0.003

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56

Correlation Coefficient0.148 .293* -0.126 -0.011 .315* 0.114 .560** 0.151 .563** .325* .334* .340* .344* .340* .396** .629** 1.000

Sig. (2-tailed) 0.277 0.030 0.357 0.934 0.018 0.401 0.000 0.267 0.000 0.015 0.012 0.010 0.010 0.010 0.003 0.000

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56

Correlation Coefficient0.097 -0.056 -0.114 0.061 -0.064 -0.083 0.023 -0.036 -0.170 0.111 0.106 -0.060 0.200 0.068 0.047 -0.134 -0.232 1.000

Sig. (2-tailed) 0.478 0.685 0.405 0.655 0.642 0.545 0.866 0.795 0.210 0.416 0.438 0.662 0.144 0.619 0.732 0.325 0.086

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56

Correlation Coefficient0.006 -0.170 0.173 0.094 0.040 0.157 -0.219 -0.155 -0.217 -0.162 -0.124 0.119 -0.050 -0.235 0.144 -0.221 -.316* 0.157 1.000

Sig. (2-tailed) 0.963 0.216 0.203 0.492 0.772 0.247 0.104 0.254 0.108 0.234 0.364 0.383 0.716 0.082 0.290 0.101 0.018 0.249

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56

Correlation Coefficient-0.092 -0.114 -0.073 -0.033 0.031 0.039 -0.068 -0.231 -0.250 -0.123 -0.135 -0.027 0.052 -0.017 -0.110 -.293* -0.100 0.159 .386** 1.000

Sig. (2-tailed) 0.498 0.406 0.592 0.811 0.823 0.775 0.620 0.087 0.064 0.367 0.323 0.842 0.707 0.900 0.418 0.029 0.465 0.242 0.003

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56

Correlation Coefficient.313* .305* 0.115 0.186 .401** 0.236 .363** 0.173 .359** 0.221 .411** 0.215 0.011 -0.041 0.190 .309* .451** -0.223 0.059 0.046 1.000

Sig. (2-tailed) 0.019 0.024 0.397 0.170 0.002 0.080 0.006 0.203 0.007 0.101 0.002 0.112 0.938 0.763 0.161 0.020 0.000 0.098 0.666 0.734

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56

Correlation Coefficient-0.046 0.141 -0.139 -0.139 0.102 0.043 0.005 0.102 0.107 0.198 0.030 0.145 -0.068 -0.129 0.001 -0.204 0.118 0.106 0.094 .346** .309* 1.000

Sig. (2-tailed) 0.738 0.306 0.306 0.306 0.457 0.754 0.969 0.454 0.435 0.143 0.824 0.287 0.624 0.343 0.996 0.131 0.387 0.435 0.491 0.009 0.021

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56

Correlation Coefficient.308* 0.168 0.168 0.108 .391** .351** 0.220 0.099 0.198 .314* .331* .281* 0.148 -0.026 .285* .377** .313* 0.184 0.218 0.046 .377** .304* 1.000

Sig. (2-tailed) 0.021 0.221 0.217 0.427 0.003 0.008 0.103 0.467 0.144 0.018 0.013 0.036 0.282 0.849 0.033 0.004 0.019 0.176 0.106 0.737 0.004 0.023

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.031 -0.263 -0.012 -0.064 -0.007 -0.086 -0.076 -0.149 -0.004 -.357** 0.025 0.071 0.202 -0.155 0.125 0.082 -0.050 -0.029 .445** .333* 0.029 -0.060 0.231 1.000

Sig. (2-tailed) 0.822 0.053 0.928 0.641 0.961 0.529 0.579 0.273 0.975 0.007 0.853 0.601 0.140 0.255 0.358 0.547 0.714 0.830 0.001 0.012 0.833 0.662 0.087

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.130 0.052 -0.009 0.094 0.177 0.116 0.159 -0.095 0.093 0.136 0.254 0.042 0.188 0.128 0.171 .356** 0.180 0.145 0.144 0.121 0.079 0.119 .470** .426** 1.000

Sig. (2-tailed) 0.339 0.707 0.946 0.492 0.193 0.395 0.241 0.486 0.493 0.317 0.059 0.761 0.168 0.347 0.206 0.007 0.185 0.288 0.291 0.372 0.562 0.382 0.000 0.001

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.190 0.111 0.071 0.153 0.135 .289* .296* -0.090 0.131 0.093 0.230 -0.010 .481** 0.195 0.154 .387** .304* 0.062 0.139 0.216 0.130 0.042 .432** .335* .735** 1.000

Sig. (2-tailed) 0.161 0.422 0.602 0.261 0.321 0.031 0.027 0.511 0.334 0.497 0.088 0.942 0.000 0.150 0.258 0.003 0.023 0.648 0.308 0.109 0.338 0.756 0.001 0.012 0.000

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.112 0.210 0.064 0.046 .319* 0.238 0.204 -0.011 0.104 0.175 0.091 0.054 .298* 0.154 0.078 0.252 .317* 0.043 0.206 .429** .296* 0.260 .447** .344** .552** .696** 1.000

Sig. (2-tailed) 0.412 0.123 0.638 0.735 0.017 0.077 0.132 0.935 0.446 0.198 0.504 0.694 0.027 0.257 0.566 0.061 0.017 0.754 0.128 0.001 0.027 0.053 0.001 0.009 0.000 0.000

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.112 0.125 0.112 0.197 .293* .264* 0.153 0.007 .285* .294* 0.240 0.226 0.177 0.188 .325* .412** 0.213 -0.028 0.138 -0.057 0.135 -0.032 .433** .310* .609** .579** .312* 1.000

Sig. (2-tailed) 0.411 0.362 0.410 0.146 0.028 0.049 0.260 0.961 0.033 0.028 0.075 0.094 0.196 0.166 0.015 0.002 0.116 0.839 0.310 0.677 0.321 0.816 0.001 0.020 0.000 0.000 0.019

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.020 .288* 0.126 0.159 0.124 0.207 .367** 0.223 0.215 .334* .402** 0.257 0.264 .356** .370** .477** .359** 0.016 -0.065 -.345** 0.175 -0.114 .491** -0.020 .331* 0.239 0.157 .277* 1.000

Sig. (2-tailed) 0.882 0.033 0.355 0.241 0.362 0.125 0.005 0.098 0.112 0.012 0.002 0.056 0.051 0.007 0.005 0.000 0.007 0.905 0.635 0.009 0.197 0.405 0.000 0.886 0.013 0.076 0.248 0.038

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.171 0.020 0.148 0.202 -0.039 0.105 -0.101 -0.123 -.285* -0.037 0.007 0.142 -0.109 0.101 0.250 -0.078 -0.090 0.151 0.158 0.187 -0.098 -0.120 0.067 0.104 -0.059 0.028 0.050 0.148 -0.205 1.000

Sig. (2-tailed) 0.207 0.885 0.276 0.136 0.775 0.441 0.461 0.365 0.033 0.784 0.959 0.297 0.428 0.461 0.064 0.569 0.508 0.268 0.246 0.167 0.474 0.378 0.626 0.444 0.664 0.836 0.713 0.277 0.129

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient-0.214 0.116 0.125 0.117 0.011 0.061 0.028 0.092 -0.070 0.200 .266* .296* 0.007 0.193 .317* 0.118 0.006 0.076 0.058 -.426** -0.114 -0.132 0.131 -0.013 0.133 -0.012 -0.014 0.239 .477** -0.043 1.000

Sig. (2-tailed) 0.113 0.400 0.360 0.389 0.935 0.655 0.836 0.502 0.610 0.139 0.047 0.027 0.958 0.155 0.017 0.388 0.963 0.577 0.669 0.001 0.401 0.333 0.337 0.926 0.328 0.933 0.916 0.076 0.000 0.755

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.167 0.255 -0.051 0.095 .329* 0.083 .384** 0.205 .459** 0.183 .276* .270* .280* -0.037 0.119 .468** .450** 0.134 0.187 0.079 .346** 0.022 .283* .353** .309* .367** .388** 0.231 0.251 -0.222 0.091 1.000

Sig. (2-tailed) 0.220 0.060 0.710 0.485 0.013 0.545 0.003 0.130 0.000 0.177 0.039 0.044 0.039 0.784 0.383 0.000 0.001 0.324 0.169 0.563 0.009 0.870 0.034 0.008 0.021 0.005 0.003 0.087 0.062 0.100 0.503

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.127 0.089 0.064 0.095 0.057 0.024 -0.100 0.030 0.033 0.154 -0.060 0.112 0.066 0.122 0.035 -0.036 0.015 0.187 -0.053 -0.015 0.035 0.110 0.020 -0.240 -0.108 -0.079 0.047 -0.035 -.276* .380** -0.135 -.298* 1.000

Sig. (2-tailed) 0.351 0.519 0.637 0.484 0.675 0.861 0.463 0.827 0.807 0.257 0.658 0.410 0.631 0.369 0.796 0.793 0.914 0.167 0.698 0.914 0.796 0.420 0.882 0.075 0.430 0.562 0.730 0.798 0.039 0.004 0.322 0.026

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.013 -0.013 0.021 -0.010 -0.016 0.016 -0.199 -0.168 -.339* 0.123 -0.109 -0.080 -.431** -0.157 -0.131 -0.236 -0.241 0.089 0.059 0.118 -0.034 0.134 -0.068 -0.192 0.129 -0.134 -0.032 -0.060 -0.204 -0.035 -0.078 -0.158 0.045 1.000

Sig. (2-tailed) 0.923 0.924 0.877 0.940 0.905 0.907 0.141 0.216 0.011 0.366 0.423 0.556 0.001 0.247 0.335 0.080 0.073 0.514 0.664 0.386 0.803 0.323 0.617 0.156 0.343 0.323 0.817 0.660 0.131 0.798 0.570 0.246 0.742

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.098 0.063 0.143 .335* 0.163 0.158 .311* 0.012 0.053 -0.065 0.167 0.114 .358** .363** .432** .329* .314* -0.132 0.129 -0.051 0.117 -.409** 0.021 0.253 0.144 .330* 0.254 0.230 .350** 0.119 0.257 0.243 0.047 -0.255 1.000

Sig. (2-tailed) 0.473 0.650 0.293 0.012 0.231 0.246 0.020 0.932 0.696 0.632 0.219 0.405 0.007 0.006 0.001 0.013 0.018 0.332 0.342 0.710 0.389 0.002 0.880 0.060 0.291 0.013 0.058 0.088 0.008 0.381 0.056 0.071 0.731 0.057

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient-0.112 -0.076 -0.046 -0.050 -.361** -0.089 -.371** -0.129 -.350** -0.110 -0.137 -0.089 -0.138 -0.051 -0.225 -0.118 -.304* 0.102 -0.022 -0.006 -.411** -0.136 -0.104 -0.014 0.260 0.195 0.038 0.161 -0.211 0.184 0.063 -0.183 0.132 .455** -0.193 1.000

Sig. (2-tailed) 0.410 0.583 0.736 0.715 0.006 0.515 0.005 0.342 0.008 0.418 0.316 0.515 0.316 0.711 0.096 0.385 0.023 0.453 0.869 0.967 0.002 0.317 0.444 0.917 0.053 0.149 0.780 0.235 0.119 0.174 0.645 0.177 0.333 0.000 0.155

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.026 0.008 0.033 0.035 0.240 -0.038 0.102 0.174 .463** 0.131 .316* 0.165 0.214 0.045 0.149 .432** .275* -0.241 -0.107 -.271* .304* -0.091 -0.043 0.165 0.110 -0.016 -0.102 0.229 .321* -.353** 0.046 .346** -.338* -0.032 0.192 -0.245 1.000

Sig. (2-tailed) 0.847 0.952 0.807 0.800 0.075 0.781 0.455 0.200 0.000 0.335 0.018 0.224 0.117 0.740 0.272 0.001 0.040 0.073 0.432 0.043 0.023 0.506 0.755 0.225 0.419 0.904 0.455 0.089 0.016 0.008 0.739 0.009 0.011 0.816 0.156 0.069

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient-0.068 0.135 0.158 0.133 0.259 0.144 .381** 0.086 0.011 0.240 0.133 0.100 0.169 0.261 0.169 0.200 .396** -0.087 -0.121 -0.109 0.133 -0.137 0.050 -0.076 0.077 0.103 .270* 0.006 .484** -0.079 .364** 0.257 -0.137 -0.136 .473** -.294* 0.178 1.000

Sig. (2-tailed) 0.617 0.324 0.245 0.327 0.054 0.291 0.004 0.527 0.938 0.075 0.330 0.462 0.217 0.052 0.212 0.139 0.002 0.522 0.374 0.425 0.328 0.315 0.717 0.578 0.572 0.450 0.044 0.963 0.000 0.565 0.006 0.056 0.314 0.317 0.000 0.028 0.190

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient0.144 0.235 -0.200 -0.208 .382** -0.030 .310* .289* .602** .339* 0.079 -0.015 .281* 0.120 -0.024 .374** .433** 0.033 -.285* -0.135 0.238 .307* 0.074 -0.097 0.150 0.104 0.156 -0.042 0.201 -.441** -0.145 .391** -0.106 -0.158 -0.052 -.378** .447** .265* 1.000

Sig. (2-tailed) 0.290 0.084 0.140 0.123 0.004 0.826 0.020 0.031 0.000 0.011 0.562 0.913 0.038 0.380 0.863 0.004 0.001 0.807 0.033 0.321 0.077 0.021 0.588 0.478 0.270 0.445 0.251 0.761 0.138 0.001 0.286 0.003 0.439 0.245 0.704 0.004 0.001 0.048

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56

Correlation Coefficient-0.134 -0.121 -0.249 -0.144 0.003 -.296* -0.158 0.101 0.235 -0.014 -0.233 .322* .360** 0.259 -0.144 .270* .270* -0.089 -0.183 0.120 -0.029 0.115 -0.012 0.111 0.145 0.158 .298* 0.043 0.056 -0.101 -0.096 0.036 0.155 -0.216 0.104 0.030 0.031 0.085 0.255 1.000

Sig. (2-tailed) 0.330 0.382 0.067 0.293 0.983 0.028 0.250 0.464 0.084 0.917 0.087 0.017 0.008 0.056 0.293 0.046 0.046 0.519 0.180 0.383 0.836 0.402 0.931 0.419 0.291 0.248 0.027 0.755 0.684 0.464 0.483 0.793 0.260 0.114 0.448 0.830 0.823 0.538 0.060

N 55 54 55 55 55 55 55 55 55 55 55 55 54 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55

Correlation Coefficient-0.063 -.458** -0.028 -0.182 -0.002 -0.205 -0.140 -.487** -0.226 -.316* -0.157 0.028 -0.102 -0.162 -0.039 -0.194 -0.129 -0.082 0.096 -0.052 -0.055 -0.104 -0.068 0.217 0.000 -0.009 -0.151 0.040 -.294* 0.159 -0.011 -0.200 0.077 0.200 0.071 0.119 -0.040 -0.123 -.371** -0.082 1.000

Sig. (2-tailed) 0.644 0.000 0.840 0.181 0.989 0.130 0.305 0.000 0.094 0.018 0.247 0.835 0.458 0.233 0.776 0.153 0.345 0.547 0.482 0.701 0.686 0.446 0.619 0.108 1.000 0.945 0.267 0.772 0.028 0.242 0.937 0.139 0.573 0.140 0.603 0.383 0.771 0.366 0.005 0.551

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 55 56

Correlation Coefficient-0.118 -0.054 0.165 -0.079 -.267* 0.034 -.264* 0.043 -.272* -0.123 0.000 -0.025 -0.153 -0.260 -0.221 -0.230 -0.263 -.288* -0.016 -0.180 -0.153 -0.236 -0.251 0.056 -.276* -.370** -.381** -0.168 0.058 0.024 0.141 -0.146 -.304* 0.014 -0.126 0.033 0.191 -0.023 -0.148 -0.137 -0.087 1.000

Sig. (2-tailed) 0.385 0.697 0.223 0.564 0.047 0.804 0.049 0.751 0.042 0.365 0.998 0.857 0.263 0.053 0.101 0.088 0.050 0.031 0.910 0.183 0.261 0.079 0.062 0.682 0.040 0.005 0.004 0.215 0.672 0.862 0.299 0.283 0.023 0.919 0.356 0.808 0.158 0.864 0.278 0.317 0.522

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 55 56 56

Correlation Coefficient-0.260 -0.130 -0.172 -.383** -0.063 -.269* -0.011 -.303* 0.043 0.033 -.350** 0.047 -0.210 -0.134 -.313* -0.019 -0.100 -0.231 -0.048 -0.179 -0.244 -0.147 -0.233 -.272* -0.170 -0.203 -0.187 -0.076 -0.121 -0.076 0.081 -0.115 0.097 0.249 -0.203 0.236 -0.153 -0.144 -0.099 0.068 0.190 0.184 1.000

Sig. (2-tailed) 0.053 0.343 0.205 0.004 0.646 0.045 0.933 0.023 0.754 0.810 0.008 0.729 0.124 0.324 0.019 0.889 0.464 0.087 0.726 0.186 0.070 0.279 0.085 0.043 0.211 0.133 0.167 0.577 0.373 0.578 0.552 0.399 0.475 0.064 0.133 0.080 0.260 0.288 0.469 0.622 0.160 0.174

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 55 56 56 56

Correlation Coefficient-0.122 -.333* -0.163 -0.134 -0.107 -.310* -0.137 -.435** -.329* -0.106 -0.135 -0.125 -.427** -0.140 -0.146 -0.215 -.319* 0.065 0.076 -0.098 -.281* -0.183 -0.100 -0.149 -0.018 -.327* -0.256 -0.193 -0.052 0.012 0.088 -0.229 0.027 .495** -0.136 0.264 -0.128 -0.051 -.378** -.299* .412** 0.109 .410** 1.000

Sig. (2-tailed) 0.374 0.013 0.235 0.329 0.439 0.021 0.320 0.001 0.014 0.441 0.324 0.362 0.001 0.308 0.287 0.115 0.018 0.639 0.582 0.475 0.037 0.180 0.469 0.279 0.898 0.015 0.059 0.158 0.706 0.928 0.522 0.093 0.847 0.000 0.323 0.051 0.353 0.711 0.004 0.028 0.002 0.429 0.002

N 55 55 55 55 55 55 55 55 55 55 55 55 54 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 55 54 55 55 55 55

Correlation Coefficient0.223 0.045 0.168 .266* -.328* 0.102 -0.143 0.012 -.484** -.316* .301* 0.045 -0.225 0.024 0.140 -.299* -.308* 0.187 0.171 0.118 -0.072 -0.072 -0.062 -0.031 -0.081 -0.106 -0.183 -0.173 -0.148 0.246 -0.016 -0.239 0.074 0.197 -0.074 .279* -.266* -0.210 -.492** -.304* 0.124 0.200 -0.204 .360** 1.000

Sig. (2-tailed) 0.099 0.743 0.217 0.047 0.014 0.455 0.292 0.930 0.000 0.018 0.024 0.740 0.098 0.860 0.303 0.025 0.021 0.167 0.209 0.386 0.598 0.599 0.650 0.818 0.552 0.437 0.176 0.203 0.277 0.068 0.904 0.076 0.587 0.146 0.589 0.037 0.048 0.121 0.000 0.024 0.361 0.140 0.131 0.007

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 55 56 56 56 55 56

Correlation Coefficient0.072 -0.113 0.226 0.122 -.292* 0.063 -.427** -0.048 -.343** -.365** -0.165 -0.066 -.277* -.279* -0.073 -.376** -.581** -0.062 .353** -0.029 -0.260 -0.121 -.266* 0.233 -0.145 -0.206 -.295* -0.058 -.343** .314* 0.022 -.275* 0.084 0.114 -0.074 0.173 -0.193 -.347** -.474** -.279* 0.262 .425** 0.103 .294* .461** 1.000

Sig. (2-tailed) 0.598 0.409 0.093 0.372 0.029 0.645 0.001 0.728 0.010 0.006 0.225 0.627 0.041 0.037 0.591 0.004 0.000 0.648 0.008 0.829 0.053 0.373 0.047 0.084 0.285 0.128 0.027 0.670 0.010 0.019 0.875 0.040 0.538 0.403 0.589 0.201 0.154 0.009 0.000 0.039 0.051 0.001 0.452 0.030 0.000

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 55 56 56 56 55 56 56

Correlation Coefficient-0.154 -0.055 0.201 0.139 -.275* 0.077 -.357** -0.010 -.283* -0.212 -0.112 0.107 -0.111 -0.134 -0.108 -.319* -.320* -0.202 0.244 0.082 -0.248 -0.018 -0.163 0.196 -0.096 0.019 -0.183 0.090 -0.192 0.134 0.074 -0.102 -0.051 0.058 -0.091 .345** -0.151 -.279* -.416** -0.088 0.120 .459** 0.127 0.033 .296* .599** 1.000

Sig. (2-tailed) 0.258 0.690 0.137 0.307 0.040 0.575 0.007 0.943 0.034 0.116 0.412 0.433 0.420 0.324 0.430 0.016 0.016 0.135 0.070 0.549 0.065 0.893 0.229 0.147 0.482 0.887 0.178 0.512 0.157 0.327 0.586 0.456 0.710 0.671 0.503 0.009 0.266 0.037 0.001 0.522 0.379 0.000 0.352 0.813 0.027 0.000

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 55 56 56 56 55 56 56 56

Correlation Coefficient-0.119 -0.251 -0.180 -.271* -0.129 -0.220 -0.114 -.343** -0.084 -0.062 -.456** 0.008 -.292* -0.248 -0.198 -0.139 -.289* 0.007 0.193 0.086 -0.248 0.063 -0.096 0.127 0.080 -0.105 -0.186 -0.017 -0.105 0.003 -0.040 -0.069 -0.027 0.198 -0.241 .288* -0.155 -.267* -0.181 0.031 0.205 0.149 .511** .327* -0.134 .345** .409** 1.000

Sig. (2-tailed) 0.383 0.065 0.184 0.043 0.344 0.103 0.401 0.010 0.539 0.649 0.000 0.954 0.030 0.065 0.143 0.305 0.031 0.959 0.153 0.527 0.065 0.646 0.480 0.350 0.560 0.440 0.171 0.899 0.442 0.980 0.768 0.615 0.841 0.143 0.073 0.031 0.254 0.047 0.181 0.824 0.130 0.274 0.000 0.015 0.323 0.009 0.002

N 56 55 56 56 56 56 56 56 56 56 56 56 55 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 56 55 56 56 56 55 56 56 56 56

**. Correlation i s  s igni ficant at the 0.01 level  (2-ta i led).

*. Correlation i s  s igni ficant at the 0.05 level  (2-ta i led).
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ANNEXURE D 

 

 

 
 
 
 
 
 
  
 
 

LETTER OF INFORMATION 
 

Title of the Research Study: Factors influencing strategy implementation at the 
Durban Metropolitan Police Service.  
 
Principal Investigator/s/researcher: Dumile J. Khanya  
 
Supervisor: Dr. S. Chetty 
 
Brief Introduction and Purpose of the Study: 
 
The Durban Metropolitan Police Service is a critical component of the eThekwini 
Municipality, entrusted with enforcing municipal by-laws, traffic laws, and crime 
prevention infringements. However, the department is facing challenges in adequately 
carrying these functions due to a number of reasons. This study seeks to evaluate 
factors that impact strategy implementation with the aim of making recommendations 
for improved implementation of strategy.      
 
Outline of the Procedures: Information will be collected by means of a structured 
closed-ended questionnaire as well as through an interview. The questionnaire will be 
completed prior to the interview and the interview should be completed in an hour.  
 
Risks or Discomforts to the Participant: You will not experience any physical, 
psychological, or social risk. In an event you feel uncomfortable due to participation in 
this research, you may withdraw without any prejudice 
 
Benefits: The outcome of this study will be of benefit to the Durban Metropolitan Police 
Service in general, and not to you directly as a participant, the only benefit to the 
researcher will be limited to the gratification of having completed the research for 
academic purposes and possible publication of the study in a journal.  
 
Reason/s why the Participant May Be Withdrawn from the Study: You have every 
right not to participate in this research study, and you may withdraw your participation 
at any time with or without notice. However, if you do not complete the questionnaire, 
your participation will be deemed invalid.  
 
Remuneration: Participation in the research study is purely voluntarily and you will 
not receive any remuneration in any form whatsoever for your participation.  
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Costs of the Study: You will not cover any costs related to this research study.  
 
Confidentiality: Information received through this research will remain confidential 
and it will be written such that it does not include your name or identify you in any 
manner. All research materials will be kept under the sole control of the Researcher in 
line with the DUT’s Institutional Research Ethics Committee requirements.  
 
Research-related Injury: The nature of this research study will not result in you 
suffering any physical injury or having an adverse reaction, if you feel unwell during 
the research study, it will be reschedule to a time when you are in a better condition 
to participate.   
 
Persons to contact in the event of any problems or queries: in an event of any 
problems or queries relating to the research study, you are welcome to contact the 
researcher, Dumile Khanya on 073 2469333, or via e-mail: 
Dumile.Khanya@durban.gov.za; or the Research Supervisor, Dr. S. Chetty, on  
031 373 5147 or e-mail: chettys@dut.ac.za; or the Institutional Research Ethics 
administrator on 031 373 2900. Complaints can be reported to the DVC: TIP, on 031 
373 2382 or dvctip@dut.ac.za. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

mailto:Dumile.Khanya@durban.gov.za
mailto:chettys@dut.ac.za
mailto:dvctip@dut.ac.za
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ANNEXURE E 
 
 
 

 
 
 
 
 
 
 
 
 
 

 
CONSENT 

 
Statement of Agreement to Participate in the Research Study:  
 

 I hereby confirm that I have been informed by the researcher, Dumile Khanya 
about the nature, conduct, benefits and risks of this study - Research Ethics 
Clearance Number: ___________,  
 

 I have also received, read and understood the above written information 

(Participant Letter of Information) regarding the study. 

 

 I am aware that the results of the study, including personal details regarding my 

sex, age, date of birth, initials and diagnosis will be anonymously processed 

into a study report. 

 

 In view of the requirements of research, I agree that the data collected during 

this study can be processed in a computerised system by the researcher. 

 

 I may, at any stage, without prejudice, withdraw my consent and participation 

in the study. 

 

 I have had sufficient opportunity to ask questions and (of my own free will) 

declare myself prepared to participate in the study. 

 

 I understand that significant new findings developed during the course of this 

research which may relate to my participation will be made available to me.  

 
____________________ _______ ______ ______________________ 
Full Name of Participant Date  Time   Signature/Right Thumbprint 
 

I, Dumile Khanya herewith confirm that the above participant has been fully informed 

about the nature, conduct and risks of the above study. 
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____________________   __________  ____________________ 
Full Name of Researcher   Date   Signature 

 
_________________               __________  ___________________ 
Full Name of Witness (If applicable)  Date   Signature 

 
_________________               __________  ___________________ 
Full Name of Legal Guardian (If applicable)    Date   Signature 

 

 




