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ABSTRACT 

This study undertakes a critical analysis of the development of the strategic plan for the 
Khomas Regional Council in Namibia. The Khomas Regional Council was randomly 
selected among the Office Ministries Agencies (OMAs) which had completed their strategic 
plans at the time this research was carried out. The Khomas Regional Council tru1ed the 
planning process in September 2007 and completed it in March 2008. The following 
questions were pertinent: Why did the development of the Khomas Regional Council's 
strategic plan take considerable time before completion? What challenges were faced by the 
participants and facilitators in the implementation of the proce ? To an wer the e key 
questions the study focused on the preparation done and the readiness for the Khomas 
Regional Council and the level of involvement of the staff members in order to determine the 
ownership of the proce s. The principal re earch objectives were: 

(i) To critically analyse the process followed to develop the strategic plan for the 
Khomas Regional Council with pecific emphasis on, the preparation done to 
determine the readiness of the pa11icipants and input provided by the Khomas 
Regional Council management staff during the process; 

(ii) To identify the main challenge faced by the process a experienced by the 
participants and the facilitator(s), and 

(iii) To recommend appropriate intervention to improve the process a informed by 
the research findings 

The target population consisted of five members of the Regional Implementation Team 
(RIT), and two external facilitators (the lead facilitators and facilitator from the Office of the 
Prime Minister (OPM). The total number of seven participants was available a the need 
arose. A purposive sampling strategy was applied to get the participants for this tudy. The 
researcher chose a purposive sampling strategy because only the managing team and the 
strategic facilitators were considered relevant to the objectives of the study. The data were 
collected through semi structured interview and a desk study. Data was then analy ed by 
categorisation and interpretation in term of common themes, pattern and meaning . 

It was concluded that the planning proces la ted for ix months. This wa because it was the 
first time the Regional Council had to plan u ing the balanced score card frame work and 
participants did not attend any pre-training workshop as pa1i of their preparation. In addition, 
there was no fixed programme of activities which made pecification in term of date, month 
and year to complete the process. All participants agreed that the beginning of the proccs 
(the development of strategic plans) by the OPM was not cleru·. 

The study makes the following recommendations. The strategic plan framework need to be 
updated ba ed on the lessons learned from the offices/Mini Irie /Agencie that have or not 
completed their trategic plans. The c activities should be covered during the pre-work/ pre
planning stage; pre-training for senior manager and all key pai1icipants. The pre-training 
should cover surveys on customer's needs; re ource analy i ; and some basic information; 
documents that need to be read for aligning trategic thinking. All relevant document should 
be made available in good time. The contract and tenn of reference for the consultants need 
to indicate the duration in term of month , date and not the number of days in general. 
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CHAPTER ONE 

INTRODUCTION TO THE STUDY 

1.1 Introduction 

This study analyses the strategic planning process for the Khomas Regional Council. This 

chapter gives the background to the study, the statement of the problem, research 

questions, research objectives, the significance of the study, and the organisation of the 

study. 

1.2 Background to the study 

Prior to and in the early years after Independence, performance appraisal were done in 

the Public Service of Nan1ibia, through the Merit Assessment and Efficiency Rating 

Systems. These two systems were replaced by the Performance Appraisal y tern (PA ) 

under the Wages and Salary Commission (WASCOM) during 1996 (OPM, 2002, p. 4). 

In 1998 the PAS was suspended due to the lack of a supporting organisational culture and 

insufficient training on the system prior to implementation (The Report on Re earch 

Findings of the Performance Management System project Team, 2002, p. 4) 

In the late 90's the need for a comprehensive Performance Management y tern (PM ) 

became evident through, amongst others, a training needs analy i done among t enior 

Managers across the Public ervice of Namibia and the facilitation of the development of 

strategic plans within Offices, Ministries and Agencies (0/M /As). With the commitment 

of the President of Namibia, Cabinet Committee on the Public Service (CC'PS) and the 

Prime Minister, a project team was constituted within the Office of the Prime Minister 



(OPM) in April 2001 to develop a framework and principles for a PMS for the Public 

Service of Namibia. Then the development of a Performance Management System (PMS) 

for the public service of Namibia was completed by 2006 (OPM, 2006, p. 4). 

As part of the findings by the Report on Research Findings of the Performance 

Management System Project Team (2002, p. 4), the following recommendations were 

made to inform a meaningful and comprehensive system to improve the performance of 

the public service in an independent Namibia: (i) award of certificates of appreciation by 

the President or the Prime Minister on the recommendation of Office/ Ministries/ 

Agencies (O/M/As); (ii) award trophies or medals; (iii) award of performance bonuses; 

and (iv) publication of staff achievements in the media. 

The action plan for the Project was set to complete the PMS Framework and Principles 

by the end of March 2004, with the date for piloting in selected Office/ 

Ministries/Agencies (O/M/A' s) on 1 April 2004 and implementation across the public 

service was scheduled for 1 April 2005. Both the piloting and implementation were to be 

done through a phased approach so as to ensure that critical success factors were in place 

and capacity built prior to the phasing in of the various elements and aspects of the PMS. 

The Cabinet Committee on the Public Service (CCPS) endorsed the Performance 

Management System in 2002. 

The milestones under PMS include strategic plans that cascaded into management plans, 

reconfigured organisations and establishments, and revised personnel administrative 
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measures (PAM) for all job categories, evaluation and grading of all job categories post 

and competency profiles for all positions, performance verification and performance 

recognition. 

The development of strategic plans across the Public Service of the Republic of Namibia 

is the responsibility of the Directorate Management Services (DMS) in the Office of the 

Prime Minister (OPM). Since the launch of the project, few Ministries and Regional 

Councils have completed their strategic plans and at the time of writing, many still have 

incomplete plans. Hence, the process has attracted criticisms, especially as it was seen to 

be too incremental. 

1.3 Statement of the problem 
Since the Cabinet Committee on the Public Service (CCPS) endorsed the Performance 

Management System (PMS) in 2002, the development of strategic plans across the Public 

Service started with the support and advice from the Office of the Prime Minister (OPM). 

There has been no systematic research done detailing experience regarding the 

development of strategic plans across the Public Service of Namibia. Currently, there i 

no clarity as to how the process is progressing and experienced by those in the Office/ 

Ministries/ Agencies (O/M/As). 

In addition, in April 2008, the Office of the Prime Minister (OPM) as a cu todian of the 

system had a workshop for two day in order to re-look into the process, as the procc s 

was taking too Jong to complete one strategic plan (OPM. 2008). The work. hop was 

conducted by Dr. Andre J. Parker. The Khomas Regional Council star1cd the planning 
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process in September 2007 and completed it in March 2008. The Council was randomly 

selected among those who had completed their strategic plans. This study undertook a 

systematic analysis of ways to improve the process in future. The study also makes 

recommendations on how to improve the process in futw·e . The implementation of a 

performance management system depends on the strategic plan, because other milestones 

are based on it. 

1.4 Research questions 

Given the above background, the following questions were pertinent: 

• Why did the development of the Khomas Regional Cow1cil strategic plan take 

considerable time before completion? 

• What challenges were faced by the participants and facilitators m the 

implementation of the process? 

To answer these key questions, it was necessary to critically analyse how the whole 

process was conducted starting from the initiation tage up to the la t steps of the proces . 

In doing so, the researcher explored the preparation done and the readine s of the 

Khomas Regional Council and the level of involvement of the staff members in order to 

determine the ownership of the process. 
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1.5 Research objectives 

The principal research objectives were: 

o To critically analyse the process followed to develop the strategic plan for the 

Kbomas Regional Council with specific emphasis on the preparation done to 

determine the readiness of the participants and input made by the Khomas 

Regional Council management/ staff during the process. 

o To identify the main challenges faced by the process as experienced by both the 

participants and the facilitators. 

o To recommend appropriate interventions to improve the process as informed by 

the research findings. 

1.6 Significance of the study 

The development of a sound and workable strategic plan is the major milestone in the 

implementation of PMS towards the accomplishment of Vision 2030. Since there ha 

been no research of that nature carried out at the Khoma Regional ouncil, the finding 

of this research could serve as guidelines to other O/M/A involved in the development of 

a strategic plan for the Public Service of Namibia. 

Furthermore, the results of this study can inform the teering committee in the Office of 

Prime Minister (OPM) about the real situation on the ground. The re ult can enable the 

OPM to revisit the manner in which the project i being conducted and managed. Le ons 

learnt in the process are important in term · of public sector reform and New Public 

Management theories in post-colonial African public crvices. 
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Research conducted by Authony (1999) showed that civil servants need extensive 

explanation and education about performance management systems. It was important to 

understand the approach used in the development of strategic plans, so that the process 

can yield good results and ensure ownership. This re earch is significant, because it 

attempted to get answers to some of the questions that were asked at different forums 
' 

such as the issue of documented past experiences which can serve as guidelines in the 

future. 

1. 7 Organisation of the study 

This study consists of seven chapters. Chapter One introduced the study by pre enting the 

background of the study, the statement of the problem, the research questions, research 

objectives and the significance of the study. 

Chapter Two provides the literature review and the theoretical framework. Apart from an 

introduction to the chapter, the requirements for a uccessful strategic planning proce s 

were presented, and a comparative analysis which draws on the cases of the Victoria 

Valley College (California), and the University of Western Cape (UWC). The chapter 

concludes with lessons to be learned. Chapter Three pre ents the research methodology 

which includes the research design, population and sampling trategy, data collection 

methods, data analysis method and delimitation of the tudy. haptcr Four deal with 

public sector reform in Namibia. Chapter Five present the data and re ·carch findin gs. 

This chapter deals with an overview of the Khoma Regional ouncil , view , of the 
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research participants, documentary findings, and concludes with suggestions and 

recommendations by the research participants. Chapter six comprises the data analy i , 

which includes themes and meanings of the research findings. Finally, Chapter Seven 

presents the conclusions reached and the recommendations. 
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CHAPTER TWO 

LITERATURE REVIEW AND THEORETICAL FRAMEWORK 

2.1 Introduction 

This part of the research provides critical comments on the literature consulted. The aim 

of this exercise is to find out what other researchers have fow1d out and how it can help 

the researcher to support the study and identify the gap in previous studies. The 

development of strategic plans is an integral part of the Public Sector reform programme 

and the Public Service Act (Act 13 of 1995), everal Cabinet Action letters, the State 

Finance Act (Act 31 of 1999), outsourcing policies and other relevant government 

policies (OPM, 2006, p. 4). Therefore, the process is not the result of single person 's 

ideas, but it is guided by public policies and whatever decisions to be taken need to be 

aligned with the guidelines of the above stated policies. 

The definition of the term strategic planning needs to be understood by all managers 

before the process commences. Goodstein, Nolan, and Pfeiffer ( I 993 , p. 3) define 

strategic planning as, "the process by which the guiding members of an organisation 

envision its future and develop the necessary procedures and operation to achieve that 

future ." In contrast, Ackoff (1981) as quoted by Goodstein et al. (1993, p. 3) define 

strategic planning as a process of deciding before action. Though different author differ 

in terms of their conceptuali ation, the purpose i to shape or frame the future of the 

planning organisation. trategic planning docs not deal only with futur deci ions. 

Instead, strategic planning is concerned with making deci sion today that will affect the 

organisation and its future (Goodstein ct al. , 1993 , p. 7). 
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There is a need to differentiate between strategic and long-range planning. For example, 

Elaine (2000, p . 1) states that long-range planning and strategic planning are often used 

as synonyms, but there is a difference: strategic planning aims to exploit the new and 

different opportunities of tomorrow, in contrast to long-range planning, which tries to 

optimise for tomorrow the trends of today (Morrison, et al., 1984). Long-range planning 

is usually inwardly focused and consists of monitoring trends of interest to the institution, 

forecasting the expected future of these trends, defining the desired future for the 

institution by setting goals, implementing policies and actions, and evaluating the effects 

of these actions and policies on the selected trends. 

In contrast, strategic planning begins with environmental scanning, a process of studying 

the external environment via the media literature and periodicals for emerging issues that 

pose threats or opportunities to an institution. Each issue i then evaluated with regard to 

its possible impact. The environmental scan and evaluation are combined with the 

conventional long-range planning process to produce six stages of strategic planning: (1) 

environmental scanning; (2) evaluation of issue ; (3) forecasting; ( 4) goal etting; (5) 

implementation; and (6) monitoring (Morrison et al., 1984). This model allows for both 

internal and external issues to be considered during the planning process. 

For the purpose of thi study, it i important to develop a relationship and difference 

between planning and trategy. Wildavsky (1973, p. 127), a political scicnti t, ell-known 

for his critici m of planning, conclude that planning i' trying to be everything, planning 
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has become nothing. What is required is to develop an operational definition of planning 

in the context of strategy making. To some analysts planning is future thinking, simply 

taking the future into account, (an idea that goes back to 1916). To others, planning is 

controlling the future, not just thinking about it, but acting on it. "Planning is the design 

of a desired future and of effective ways of bringing it about" (Weick, 1979). Planning 

can also be seen as decision making. Dror (1971, p. 105) sees planning, a a mean of 

improving decisions. Planning is integrated deci ion making. Schwendiman (1973, p. 32) 

sees planning as an integrated decision structure. 

Planning is required when the future state that we desire involves a et of interdependent 

deci ions. The complexity of planning derives from the intcrrelatcdne of the deci ions 

rather from the decisions themselves (Ackhoff, 1970, p. 3). This view of planning takes 

us into the realm of strategy, since that process also deals with the interrelationships 

among decisions in an organisation (Mintzberg, I 994, p. 11 ). 

2.2 The requirements of a succes ful strategic planning process 

Pre-planning or pre-work for the strategic plan proces is vital. According to Lambeth 

(2007, p. 45), the proc ss of managing change i concerned with how people can be 

encouraged and empowered to work with the new resources; what upport strategie ar 

needed to help overcome resi tance to change; method of con ultation; the role of 

manager at different point in the change proce ; and the influence of organi ·ational 

climate, tructurcs, and way of working on how well change is managed. Well (200 , p. 

06) stresses that there arc two tagc involved when de eloping a strategic plan bcfon.: 
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deployment. Firstly, pre-planning activities are typically conducted by strategic planning 

facilitators, assisted by an organisation co-ordinator. Pre-planning activities include, an 

understanding of the company policies, regulatory requirements, business environn1ents 

establish a planning team, division of labour, and clarification of roles. 

Well (2003, p. 21) suggests that the pre-planning tean1 should identify the groups of 

people to be involved in the planning process and specify at what stage each group need 

to be involved. She further suggests that customers should be involved during the pre

planning and assessment stages. Customers' interviews and other types of surveys can be 

conducted to gather customer input and reveal customers' desires and expectations. A 

completed plan should be shared with the customers in order to validate it. 

Secondly, the planning processes itself which she believes that it hould be led by enior 

leaders of the organisation. She further cautions facilitators not to begin strategic 

planning unless the senior leadership team i committed to carrying through to 

deployment and implementation. The researcher strongly supports both Well and 

Lambeth's arguments, because most reform initiatives are very slow to implement 

because people are not empowered and implementing offices lack an implementation 

plan which is a result of a pre-planning exercise. 

In addition, Goodstein t al. (1993, p. 9) u e a concept called "planning to plan". 

According to them, the pre-work of th Applied trat 'gic Planning procc , - involves 
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answering such questions as: How much commitment to the planning process is present? 

Who should be involved? How do we involve ab ent stakeholders? How does the fiscal 

year fit in the planning process? How long will it take? What information is needed in 

order to plan successfully? So, planning to plan includes developing answers to these 

questions and making the necessary decisions (Good tein et al., 1993, p. 9). Given this 

idea the researcher wanted to find out if the Khoma Regional Council did consider the 

"planning to plan" stage, which has got a big influence on the pace it wa moving. 

The length that it takes an organisation to complete its trategic plan depends on each 

unique circumstance and on organisation culture. Well (2003, p. 7) identifie everal 

critical factors. These include: The factors include the degree of commitment to the effort 

by the senior leaders; strategic planning facilitator and organisation coordinator; the 

level of total quality knowledge among the senior leadership team, the level of employee 

involvement in plan completion and organi ations' readiness for change. According to 

Bryson ( I 94 7, p. 87), the time frame to complete a trategic planning proce hould 

ideally be three months. He further suggests that a trategic planning ta k force or 

coordinating committee be formed in order to ervc as a mechani m for con ultation, 

negotiation, problem solving, or buffering among organi ational units. The size of the 

strategic planning team is crucial, but Bryson ( 194 7, p. 89) tats that if an organi ation is 

large, then there i need to involve many people, but mo t of the team member probably 

will not need to work full tim on the effort except for brief period . The tean1 ·hould b 

headed by a senior per on with th e characteri tic : killed in procc · facilitation, 

technical analysi , advocacy, and elf-critici m (Bry ·on, 1947, p. 89). 
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The degree of control exercised by the planning organisation is vital. Faludi (1984, p. 

140) notes that complete control by the planning organisation leaves no room for the 

environment, or any part of the environment to act in ways other than tho e set by the 

planning agency. In support of the aforementioned point, the reseru·cher was of the 

opinion that the degree of control exercised by the planning team for the Khomas 

Regional Cow1cil needed to be looked at critically because it is one of the vital factors 

that shape the entire process of strategic planning. 

The strategic planning process starts with a situational analysis and the O/M/ As mandate, 

vision, mission and values. Based on these the O/M/ As strategic plan is developed. This 

strategic plru1 is enhanced with performance indicator and target for all objectives with 

required initiative to achieve these objectives. It is then cascaded to the management 

plans for each unit. These are action plans spelling out objective , performance 

indicators, targets and initiatives for each unit and individual (OPM, 2006, p. 4). 

Based on the above description, it is an indication that the process need to include 

representatives of all units in an organisation, since at the end of the proces each unit 

will get an objective or objectives to achieve. According to tockley ( 1999), "many 

leading organisations are moving away from the 'u and them' contract model. In tead, 

they are forming strategic relationships or partner hip · because of what i good for one 

helps the other. 'Us and them' is becoming 'we'. In a pirit of teamwork and cooperation, 



these organisations are constantly searching for better ways. Outsourcing arrangements 

will only succeed if they are based on mutual respect and trust and not on the trict legal 

interpretation of the contract." In essence, the process of strategic plan development need 

team efforts and the use of external consultants needs to be to the benefit of the 

organisation as primary focus. Armstrong et al. (2006, p. 23) agree that strategic planning 

is a systematic process for improving organisational performance by developing the 

performance of the individuals and teams. It is a means of getting better re ult from the 

organisation, teams and individuals by understanding and managing performance within 

an agreed framework of planned goals, standards and competence requirements. 

The overall aim of a strategic plan is to establi h a high performance culture in which 

individuals and teams take responsibility for the continuous improvement of business 

processes and for their own skills and contributions within a framework provided by 

effective leadership. Its key purpose is to focu people on doing the right things by 

achieving "goal clarity" (Armstrong, 2006, p. 2) . The overall aim of the trategic plan is 

clear as Armstrong puts it, but the researcher wanted to find out if the senior managers at 

Khomas Regional Council were introduced or had an understanding of the benefits before 

the exercise started. 

The understanding and support of senior managers aero s the public ervice is crucial, 

because they can play a big role in term of buy-in by all ·taff member · acros the Public 

service. It means that before the proccs started, the Onicc of the Prime Mini ·tcr (OPM) 

was uppo ed to make ure that ther wa upport from the cnior managers in the public 
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service. Support in general is useless unless there are indicators. Some indicators of 

support from senior managers include getting people together and selling the ideas at all 

levels in the organisation. 

Moreover, it is urged that emotional intelligence is one of the basic principle for an 

individual to perform at his/ her level best. Emotional intelligence deals with three 

aspects, namely, knowing, understanding and control of emotions by individuals in an 

organisation (OPM, 2006 p. 19). Authony (1999) stresse that proper implementation is 

vital to the success of any new performance management system. During the "sell

in" , emphasise the benefits of the system and make it clear that the organi ation i totally 

committed to the new initiative. 

The implementation of a results-oriented PM in the Public ervice of amibia presumes 

that individuals not only know their respon ibility and accountabilit toward 

achievement of key-results (KR's). It presume that an individual ha had the opportunity 

to come to understand the essential personal kill as ociated with performance. These 

skills enable individuals to make a meaningful contribution to the whole proce s (OPM, 

2006, p. 3). When the performance manag ment sy tern wa implemented in the UK 

public sector, staff at all levels had a clear under tanding of the new sy tern and 

perceived it as being beneficial to them (Rodney ct al., 2005, p. 13). If that i crucial, then 

it should apply to amibia a well. 
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Trust is the cornerstone in managing change. Armstrong (2006, p. 34) argues that the 

reason for the failure to advance and implement the clinicians' management initiative in 

an Irish Hospital management has been the problem of trust. He reports that there was a 

lack of trust between the two groups, consultant hospital doctors and hospital/ health 

board management. Bendheim (1997, p. 20) concludes that one consequence of an 

absence of trust in an organisation is the emergence of cynicism towards change. This 

scenario is relevant to the problem under study, in the sense that, if the teams involved in 

the exercise did not build trust amongst each other. For example, the Directorate 

Management Services (OMS) and external consultant expected to give the whole process 

in the hands of Kho.mas Regional Council as part of ownership and trust that they can 

manage the process with their support. 

Communication is crucial when building tmst among the team members. Stockley et al. 

(1996, p. 30) says that by linking trust and communication one could start to pinpoint the 

way to build trust, even in circumstances where disparate partner arc brought together. 

The author further stresses that increased provision and exchange of information ha been 

shown to enhance trust significantly in service-providing settings. Bryson et al. (2003, p. 

5) support the notion that the initiatives for developing trust need to consider issues of 

communication. 

Interested parties (stakeholders) play a major role in the implementation of the 

performance management ystem. Bry on (200. p. 22) states that the term stakeholder has 

assumed a prominent place in non-profit management theory and practice over the la ·t _o 
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years, and more especially so in the last decade . Bendheim and Graves (1998, p. 4) and 

Rowley (1997, p. 10) agree that all of the factors involved in performance management 

and measmement systems are influenced by the overarching effect of multiple 

stakeholders. 

Stakeholder involvement and acceptance are factors in a strategic proce s that are often 

neglected yet are of utmost importance. A strategic plan is only as good as the adherence 

it can solicit. Within the organisation, a widely accepted long-term and compelling vision 

can mobilise unexpected enthusiasm and resources. According to Stockley (1999), 

essential elements for the acceptance of the strategic plan by the stakeholders include a 

careful identification of key stakeholders; a clear definition of their roles in the different 

stages of the planning process; an open attitude towards their contribution ; and an 

acceptance without prejudice of the information views provided by the stakehold rs. 

The researcher is in agreement with tockley because not only do takeholder need to 

accept the plan, but to support the implementation thereof. The reason why 

implementation fails is that stakeholders are not involved and at the same time would not 

avail resources. Therefore, it is vital that they are involved throughout for owner hip. 

In support of the aforemention d factors, Lambeth (2007, p. 6) proposes some principles 

that can lead to a uccessful implementation of change in an organi ation. The e 

principles should include "at all time inv Ive and get upport from people within the 

system, communicate, involve, enabl and facilitate involvement from people, a early 
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and openly and as fully as possible. One of the most important processes in getting a 

change accepted is building ownership." According to Lambeth (2007, p. 27) taff 

affected need to develop a clear idea of what will be involved in the change, what it will 

look like and how it will help them. They need to 'buy in' to the new ways of working 

not to feel that they are being driven by someone else's bright idea . 

Discussions with staff at all levels in the service need to begin as early as po sible - it is 

foolhardy to expect to forge ownership of any new practices overnight. Managers need to 

provide the time to engage with each other and with their staff. The author further 

stresses that consultation and collaboration with key stakeholder is important at the 

initiation stage. At this stage, it is usually a good idea to try to actively involv everyone 

because it can save you from own wrong assumptions. 

Leadership commitment is crucial in the trategic planning proce . Well (2003, p. 18) 

stresses that it is the senior leader hip team's re ponsibility to set the trategic direction, 

guiding principles, mission, and trategic goals of the organisation. Mid- and lower-level 

employees typically do not have the broader sy terns view of the organi ation needed to 

establish or change its strategic direction. According to Lambeth (2007, p. 40), whether 

you work at strategic level in a local authority or in a mall branch library, it i important 

to understand how your organisation work and how ready it is to engage with change. 



Research conducted by Authony (1999) found out that people need a lot of explanation 

and education about all processes. Based on the above arguments, one can assume that 

the reason planning process was slow and faced a multiplicity of challenges was because 

five percents of the staff members involved in the process did not know how the 

organisation work and needed more information before the process stmted. 

In addition, Armstrong (2006, p. 30) outlines some of the clements that can help 

performance management work. He explores such issues as: How to put into place the 

enablers that will make it happen and that will ensure total commitment from senior 

management. Much time needs to be spent in engaging line managers in the process and 

performance management should be a regular topic at senior management meetings. 

Central to the enterprise are training-skills workshops and the use of Gallup Poll survey 

to measure engagement. A well-designed and implemented system will be self

supporting. Participation will be voluntary and the "coercion factor" will be minimal. The 

human resources (human capital) "department" is normally charged with the overall 

administration and monitoring of the system. Line management i normally responsible 

for the local scheme management (Stockley, 1999). 

The point of enablers is critical in the process of strat gic development because there i 

need for money to pay the traveling allowance for the taff member ' involved and 

availing time for the right people to participate in the proccs ' . If managers do not want to 

avail resources for the exercise, then there is no need to go ahead bccau ·e it is an 

indication that there i no internal commitment. In mo t ca e , resources arc not enough, 

19 



but it is time for Namibians to walk the talk of "cost effective" by using cheaper or 

government venues in order to save money. Both the survey on Performance 

Management practice (2005) and Armstrong (2006, p. 44) concur that e-reward and 

Stockport are the most significant implication on what makes performance management 

work in achieving buy-in from top management and achieving line management 

commitment. 

Leadership requires a person with a brain, a heart and a hand. The brain, heart and hand 

of leadership are explained as: 

• Cool brain: hard headed and rational. 

• Warm heart: soul, spirit. 

• Clean hands: what you do, your touch, action (OPM, 2006, p. 31 ). 

In comparison with other source , it emerged that communication is the core elem nt in 

change management and in the development of strategic plans in the public ervice of 

Namibia. It is agreed that the introduction of new ideas po es challenge to many if not 

all organisations. 

Therefore, Lambeth (2007, p. 27-28) ugge t the following points for mooth and 

successful implementation of change in an organi ation. firstly, a programme, project or 

change manager should be appointed with clear resp nsibility to keep thing· moving and 
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to orchestrate the process. They do need to be sensitive in order not to prevent local 

ownership and empowerment. Secondly a mixture of pressure and support should be 

provided. People need such pressure to change their behaviors but this only works in an 

environment where there is also lots of support to help them cope and enough pace to 

enable them to develop their own view of what is happening. Thirdly, tangible benefit 

and rewards of the change need to be apparent. 

It is true that there is a need for pressure, but pressure should be accompanied by 

understanding and more support. It does not help to do something out of pressure without 

an understanding of the benefits. The appointment of a change manager i crucial, but 

his/ her position in the organisation matters, becau e of the level of influence at all level 

in the organisation. Therefore, a change manager should hold a senior position in an 

organisation and above all he/ she should be a good role model. 

Despite the readiness of an organisation, toll and Fink ( 1996) a quoted by Lambeth 

(2007, p. 35) outline some of th following future of a dynamic or ucce ful 

organisation as follows: 

Shared goals- "we know where we are going,'' re ponsibility for ucce s- "we will make 

this work, and "collegiality"- we are in this together. In addition, there i a need to learn 

from pa t experience. 
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Lessons learnt by other organisations or COW1tries who went through the same process 

must be taken into consideration in the process. A report on Public Sector Reforms in 

Africa (2005) states that one of the main lessons learnt from the review of African's 

public sector reform is that, public sector management reform is a continuous process; it 

takes a long time to achieve fundamental reform of the public sector. One of the key 

challenges for African Countries in the years ahead is that they should view their reform 

experiences as learning opportunities and stay focused and committed so that they can 

achieve the objective of building a high-quality public sector. 

Critical success factors in the reform process include, among others, strong political 

support, well trained and profession administrators, clarity of vi ion and effective 

collaboration with all relevant stakeholders in the reform process. As resource are scarce 

in most organisations, effective control in day-to-day administration is e sential. trong 

commitment by the driving forces within the planning institution i one of the most 

important factors for success. Without conviction and active upport by the top 

management, a strategic planning exercise is doomed for failure from the out et. Only 

strong commitment from senior management can mobilise the forces and create the 

adherence and dynamics necessary to complete the demanding process. Commitment in 

all layers must be verified and, if necessary, olicited and reinforced before the tart of 

any future planning activity. Furthermore, a uccessful completion of the planning 

exercise critically depend on trong leader hip. The complex process need· dynamic and 

careful coaching through it different phase . Moreover, key actors must be identified 

internally and externally, and their re pective role ' and re pon ibilitie , clear! defined 
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from the outset. Only a clear and transparent process conducted by accepted leaders can 

yield a quality process and product, which is compelling and authoritative enough to 

orient staff and stakeholders. The skills necessary for the successful completion of the 

diverse tasks throughout the process must be assembled carefully. Availability of the 

necessary competences within the center is a first step. Missing skills will then have to be 

complemented by acquisition of external competence (Stockley, 1999). 

The current practice is more on acquiring external competence and neglect the internal 

one. So, there is a need to consider internal competences in the first place before the 

process starts. Interdependence needs to be identified as early as possible in order lo 

succeed. Jeffrey and Aaron (2005) as cited by Hill and Hupe (2006, p. 44) argued that, if 

action depends upon a number of links in an implementation chain, then the degree of co

operation between agencies is required to make ure that those links have to be managed 

smoothly. 

The facilitators and technology used during the process have a big influence on the p riod 

that it takes a planning organisation to complete a strategic plan. According to Good tein 

et al. (1993 , p. 81), the enabling role is crucial because he/she helps the planning team to 

deal with process issues that are vital to a successful planning process. The facilitator can 

delay the process if the facilitation skill i not up to tandard. Re carch conducted by 

Thiagi (1999) identified five characteri tics that make up a good facilitator. A go d 

facilitator must be flexible, adaptive, re pon ·ive, proactive and resilient. rhereforc, if the 

concerned facilitators do not have the above stated charactcri tic., then the pr cc,_ faces 
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a multiplicity of challenges. Given that scenario, there was a need to evaluate the 

qualities of the facilitators who conducted the entire process for the Khomas Regional 

Council. 

The new strategic planning model needs to emphasise the process over product. 

According to Lorenzo (1993), as quoted by Elaine (2000, p. 3), change in the planning 

environment impacts on the strategic planning process. Writing on the requirements for a 

new model of strategic planning in community colleges, the following emerged: 

producing a clear sense of purpose and an understanding of the college's relationship to 

the larger environment; devoting greater attention to measuring effectiveness and 

improving quality; objectively and systematically monitoring faculty and staff attitudes; 

determining more accurately the external forces that trigger the need for change; 

designing an environmental scan that reflects the expectations of multiple and diver e 

constituencies; and providing a means to monitor and influence public opinion. 

Planning efforts must also take institutional culture into account. Only by under ·tanding 

the cultures and subcultures unique to an institution can strategic planning and change 

management attempt to include all facets of a college's population. Carter ( I 998) a erts 

that "transformation calls for the entire college community to become involved" (p. 44 I) 

and describes any major change in the community college as a cultural change. 

According to Carter, "there arc disruptive and uncomfortable dimcn ions to cultural 

change ... [but] it can also be a time of trcmcndou ' innovation and creativity" (p. 447). 
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What should accompany any effective plan is a set of activities designed to support the 

process of cultural transformation (Elaine, 2000, p. 3). 

Human aspects play a decisive role in the planning process and as Elaine (2000, p. 2) 

points out, perhaps the most important element in the strategic planning process is the 

people. A successful plan will have a group of organized staff, trustees, administrator 
' 

faculty, and, often, students behind it. Some common needs of individuals should be kept 

in mind during any planning process: the need to feel important, to be respected, to be 

informed, to receive recognition and rewards, to know the expectations held for 

performance, and to have influence (McClenney, 1982). Recognising these needs and 

facilitating an environment conducive to trust and communication are imperative for 

success. Absence of trust will "short-circuit even the most creative plans for 

organizational development" (McClenney, 1982, p. 107). 

Though different authors agree on some important a pects of the strategic planning 

process, Bryson (194 7, p. 84-91) however, conclude that the following teps or factors 

are vital and should be the core elements and focal points for any organisation which 

wants to have a successful process: 

• Some person or group must initiate and champion the process. 

• Some person or group must sponsor the process to give it legitimacy. 

• Decide whether a detailed, jointly negotiated initial agreement i needed. 

• Form a strategic planning task force or coordinating committee, if one i needed. 
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• If a coordinating team is formed, use it as a mechanism for consultation 
' 

negotiation, problem solving, or buffering among organisations, units, groups or 

people involved. 

• The process is likely to flow more smoothly and effectively if the coordinating 

committee and any other policy board that is involved are effective policy-making 

bodies. 

• Key decision makers may need orientation and training about the nature, purpose, 

and process of strategic planning before they can negotiate an initial agreement. 

• A sequence of "initial" agreements may be necessary, involving a succe sive 

expanding group of key decision makers, before a full-scale strategic planning 

effort can proceed. 

• In complex situations, the initial agreement will be the first big decision point and 

if an effective agreement can not be reached among key decision makers, then the 

effort should not proceed. 

The above mentioned factors did add much value to the research, because they were 

guidelines towards the analysis of the strategic planning process for the Khoma Regional 

Council. 



2.3 Theoretical framework: A systematic approach to strategic planning 

The theoretical framework section presents the theory on which the study/ research was 

based. The researcher indicates how it supports the study and how it will be used in the 

study. This study was based on a systematic approach to strategic planning. Armstrong 

(2006, p. 3) states that a systematic approach to organisational performance is aligning 

individual accountabilities to organisational targets and activity. Performance 

management is a planned process of which the primary elements are agreement, 

measurement, feedback, positive reinforcement and dialogue (Armstrong 2006, p. 3). We 

believe that change management is both a science and an art. Our systemic approach 

ensures that templates and toolkits enable an integrated, holistic and aligned Change 

Strategy as opposed to potentially remaining a collection of arbitrary Change 

Management interventions (Stockley, 1999). 

The core of the PMS is aligning the O/M/A 's planning process to Vi ion 2030 and the 

national development goals and objectives, and ca cading the goals and objectives down 

through management and action plans to the lowest level in an organi ation (OPM 2006, 

p. 15 of 173). In light of the above arguments the systematic approach was relevant to the 

study because PMS processes are designed in a systematic way, o, too, the 

implementation thereof. As part of a change management proces , omc a pect of the 

democratic approach were used in the study. The democratic approach focu cs 011 

collaborative team working and it believes that people will take collective re pon •ibility 

for working together to achieve ucce . The strength of this approach is that it 
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emphasises collaboration and empowerment, two key elements m managing change 

(Lambeth, 2007, p. 24). 

2.4 Comparative analysis 

2.4.1 The case of the Victoria Valley College (California). 

Elaine (2000, p. 2) describes the case of the Victoria Valley College (California) as 

follows : "Strategic planning at Victor Valley College (California) met with resistance 

several times in the early 1990s when change was attempted (Gould and Caldwell, 1998). 

The existing organisational culture at the college was one of distrust and segmental in 

which faculty, staff, and administration had become adversarial and territorial. When a 

new president arrived in 1990 and began making efforts to change the organisation, he 

was unsuccessful. But, after embracing the principles set forth by Covey ( 1990), most 

notably personal trustworthiness, interpersonal trust, and managerial empowerment, the 

president helped garner the faith and cooperation of his employees. An environmental 

scan and a strategic plan were successfully completed, followed by an eventual re

engineering of the college. 

Most colleges recognise the importance of individual and group per ·onalities in the 

strategic planning process. Rio Salado College (Arizona) implemented some helpful 

activities for its employees during this process, including a survey that identified 

employees' biggest fear about change, an employee training program and empowem1cnt 

training manual, a weekly President's bulletin, a monthly President's breakfast with a 

small group of randomly selected employees, and a rewards and recognition program 

(Thor, 1993). Allegany Community College in Maryland developed a model for 
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managing organisational change that emphasised the human element (Frank and Rocks, 

1996). Built into the model was a component for active, two-way commw1ication, as well 

as a component that called for commitment and input from all personnel to the planning 

process. According to this model, organisational leaders should be sensitive in managing 

change and assisting employees with transitions, and proposed changes should begin with 

frank discussions of possible causes ofresistance.' 

2.4.2 The case of the University of Western Cape 

Ekon and Plante (1996, p. 15) describes the UWC case as follows : "The context at the 

University of Western Cape is vividly, even dramatically, of a different hue. Long years 

of struggle against a discriminatory government has inculcated in some certain habits of 

opposition and stances of resistance that add depths of complexity to any effort at 

reaching consensus on the formulation and achievement of goals. The Univer ity of 

Western Cape is among the univcrsitie m outh Africa that be t illu tratc the urgent 

need to link the purpo cs of Broad Transformation Forums to those of trategic Planning. 

For both efforts, after all , speak to change, to hared decision-making, and to the wide t 

possible dissemination of information about all aspect of a campus communit . ·· This 

case study is relevant to the study because it empha i ed the point of reaching an 

agreement after a period of resistance. The government of the day in Namibia is fore ery 

body. Therefore, any strategic planning hould attempt to addre s national issue and not 

to promote personal interest. Finally. there hould ownership of the trategie , 0 that it 

supports the implementation. 
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2.4.3 Lessons to be learned 

From the experience of two cases it is evident that, at the very core of successful 

Strategic Planning lies a fundamental conviction: the good of the whole exceeds in 

importance the good of any of its parts. It is an approach that is significantly optimistic in 

that it asserts the possibility of creating a culture where priorities are agreed upon and of 

encouraging a climate within which colleagues rejoice, not only in their own 

accomplishments, but in the accomplishments of others, in the belief that the success of 

one leads to the success of the team. 

Hence, as it stands, Strategic Planning is hampered, if not crippled, by an opposing spirit 

on the part of some engaged in tran formation who view the truggle for change a the 

struggle for power of one stakeholder against another. Two ways-communication, trust, 

capacity development and senior leadership upport are some of the critical ucce s factor 

in the process of strategic pla1ming. Finally, it is very common to experience re istance 

due to the fear of unknown, but then it i the responsibility of the senior managers to 

make everybody understand the benefits thereafter. 
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3.1 Introduction 

CHAPTER THREE 

RESEARCH METHODOLOGY 

This chapter presents the research design, population and sampling strategy, data 

collection methods, data analysis methods and the delimitation of the study. The main 

aim of this chapter is to address how the research was conducted. 

3.2 Research design 

There are two types of research designs namely, qualitative and quantitative. This study 

used the qualitative research design in the form of a case study becau e the qualitative 

research studies individuals, policy, a programme, or event in depth for a determined 

period ohime (Du Pisani, 2008, p. 1 I). It is a case study limited to the Khomas Regional 

Council. According to Mitchell (2005, p. 193) the term ca e study pertain to the fact that 

a limited number of units of analysis (often only one) is studied inten ively. In other 

words, its boundaries should be determined. In ome instances, this decision i obvious. 

In other examples the researcher may, during the course of the tudy, find it neces ary to 

adjust the boundaries that in any case have initially determined arbitrarily. 

Furthermore, the following elements are crucial in ca e tudics. Fir tly, the purpo e of the 

case study is to under land a proces , policy or situation in great d ·pth. ccondl , the 

focus is on one case within a contextual setting. Thirdly, data collection is done through 

observations, interview, and study appropriate written primary ourccs/documcnt •. 
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Lastly, data analyses are done by means of categories and interpret the data in terms of 

common themes, foIIowed by a synthesis into an overaII, integrated portrait of the case. 

3.3 Population and sampling strategy 

The target population consisted of five member of the Regional Implementation Team 

(RIT), and two external facilitators (the lead facilitators and OPM supporting facilitator). 

The total number of seven participants could be adjusted as the need arose. A purposive 

sampling strategy was applied to get the participants for this study. The re earcher chose 

the purposive sampling strategy because only the managing tean1 and the trategic 

facilitators were considered relevant to the study. 

3.4 Data collection methods 

The foIIowing methods were used during the data collection for the ca e tudy: 

Semi-structured interviews: These interview were conducted between the re earcher 

and a group of managers who are members of the Regional Implementation Team (RCT) 

and strategic planning facilitators. The interview guide were developed to direct the 

process. This method was relevant, because it led to in- depth under tanding of the 

problem under study. 

A de k study: The re earcher undertook a desk tudy of the report of the strategic plan 

workshops and culled whatever wa relevant to the research. The desk study wa • very 

much relevant in this re earch because it helped the re ·carcher to idcnti r issues that were 

not revealed during the interviews. 



3.5 Data analysis methods 

The data were analysed by categorisation and interpreted in terms of common themes, 

patterns and meanings. Discussion and interpretations of findings were supported by the 

literature review as identified in Chapter Two of the study. 

3.6 Delimitation of the study 

This study was delimited to the Khomas Regional Council only and the type of the 

research was a case study. The study analysed the process used by the Khomas Regional 

Council in developing their strategic plan. The field of specialisation of this research is 

the development of strategic plans for non-profit making organisations. 

3. 7. Limitations of the study 

However, the following limitations were experienced by the researcher though they did 

not stop the planned work. Firstly, time was not enough because the re earcher wa not 

on study leave and had to do it by appointment with the re pondents. Lastly, the format of 

the proposal and other research aspects acceptable by the University of Nan1ibia were not 

clear from beginning. 



CHAPTER FOUR 

PUBLIC SERVICE REFORM IN NAMIBIA 

4.1 Introduction 

This chapter consists of a brief historical background of the New Public Management 

(NPM) concept, PMS implementation in the Namibian Public Service, strategic planning 

and PMS implementation in the Namibian Public Service and the introduction of the 

balanced scorecard. The main idea of this chapter is to draw the context of the PMS 

which is yet to be implemented in the Public service of Namibia. 

4.2 Brief historical background of the New Public Management (NPM) concept 

According to the Economic Commission for Africa report (2003, p . 5), from the late 

1980s, the debate on good governance and its requirements has provided an impetus to 

public sector management reforms. Some of the changes that have taken place have been 

aimed at tackling some of the worst forms of governance and abuses and failures in 

Africa such as: the personalised nature of rule in which key political actor exercise 

unlimited power; systematic clientelism; misuse of State resources and institutionalised 

corruption; opaque government; the breakdown of the public realm; the lack of 

delegation of power and the disengagement of the masses from governance ( Hyden, 

1992 and 2000, Bratton & Van de Walle, 1992). 

Good public management and administration, with emphasis on accountability and 

responsivene s to cu tamers needs, ha incc been ecn as an aspect of good governance 

by donor agencies supporting reform in developing countries . Thus. in the good 
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governance prescriptions, one finds public management reforms as a key component 

pointing towards market and private sector approaches to public sector management, 

under the guise of New Public Management (NPM). 

NPM shifts the emphasis from traditional public administration to public management, 

pushing the state towards managerialism. The traditional model of organisation and 

del ivery of public services, based on the principles of bureaucratic hierarchy, planning 

and centralisation, direct control and self-sufficiency, is apparently being replaced by a 

future of smaller, faster-moving service delivery organisations that would be kept Jean by 

the pressure of competition, and that would need to be user-responsive and outcome

oriented in order to survive (Economic Commission for Africa report, 2003, p. 6). 

The Economic Commission for Africa report (2003, p. 15) further points out some of the 

inter-organisational strategies or mechanisms towards public ervice reform. These 

included: 

• Performance Management; 

• Pay Reform; 

• Decentralisation; 

• Privatisation; 

• Contracting out; 

• Civil Society Organisations; 

• Customer-Driven Government; 
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• Quality and Standard; 

• Policy Management; 

• Stakeholder involvement, and; 

• Adequate Resource Utilisation; 

Different countries used the variety of tools in implementing the public sector 

management reform (Economic Commission for Africa Report, 2003, p.19). The table 

below depicts some of them: 

Table 1 Main tools used in implementing public sector management reform 

• Modernisation Units 

• Legislation 

• Promotion campaigns 

• Evaluation or review 

• Major report or discussion paper 

Creation of committee/ commission Programme -• 

Source: (Economic Comm1ss10n for Afnca report, 2003, p . 19) -

Performance Management is one of the various NPM inspired mea ure to addres some 

of the accountability problems mentioned in the previous ection. It has the goal of 

performance improvement of managers, that is. ve ting the public manager vvith the 

power and authority s/he needs to serve the citizen, and stnmgthening the links between 

government and it diver e clicntele in civil ·ociety (CAPAM, 1994) as quoted in the 
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Economic Commission for Africa report (2003, p. 13). The report further states that 

performance management is a means of getting results from individuals, teams and the 

organisations at large, and allows for the development of indicators against which 

performance can be later measured. Performance management systems are currently in 

place in among others: Botswana, Ghana, Madagascar, South Africa and Uganda. 

4.3 Performance Management System (PMS) implementation in the Namibian 

Public Service 

As indicated in Chapter One, the New Public Management concept which was introduced 

in the early 1980s was endorsed by the Namibian Cabinet after independence. As an 

attempt to implement NPM in an independent Namibia, a number of reform initiatives 

were introduced and implemented. The Performance Management ystem (PMS) was 

one of them. The ultimate goal of the new Performance Management y tern (PM ) is to 

transform the public service into an efficient, cost effective and performing organi ation. 

The thinking towards a new PMS for the Namibian public service started after the 

abolition of the previous WASCOM-recommended performance appraisal ystem. The 

need for a new PMS was further confirmed by a training needs analy is undertaken by 

the Centre for Public Service Training (CP T) of the University of amibia (U AM). 

Former Prime Mini ter, Hage Geingob officially gave the mandate in April 200 J to 

develop and implement a Performance Management ystem. 

37 



The first concrete steps towards the PMS started with the appointment of a Steering 

Committee and a Project Team. To ensure ownership and successful implementation of 

the system, the team agreed on the following two fw1damental principles: 

• Design a PMS suited to local needs. 

• Consult and involve all stakeholders. 

The team conducted extensive consultations, research and benchmarking with 

organizations and experts within and outside Namibia. Some of the prominent private 

sector organisations surveyed included the Bank Windhoek, Namdeb, Telecom, Namibia 

Breweries and Rossing. In-depth interviews were held with senior public official . An 

Open Day for Consultants was declared to solicit views from local academics and 

experts. Special recognition was given to local consultants, Ulf chwacke, Harald 

Schmidt and Wilfried Rupieper, who worked closely with the project team. The aim was 

to gain as much knowledge on performance management from different sources. 

Information obtained from all these consultations and research was presented to key 

stakeholders at a Strategic Workshop in Windhoek in July 2003. A draft framework for 

the new PMS was compiled based on these research findings. This draft framework wa 

to become the official working document. In between, the team had numerou briefing 

sessions, meetings and workshops with sernor manager and key takeholder for 

extensive con ultations on the new PMS. The onsultation Workshop on Performance 
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Management System and Public Service Delivery at the Nampower Convention I [all in 

November 2003, stands out as a crucial mile tone in the project. 

Contact groups were established in each Office/Ministry to serve as focal point for all 

PMS activities. The Ministry of Agriculture, Water and Rural Development and the 

Ministry of Labour were selected as pilot ministries for the new PMS. A demon tration 

of its strategic importance the PMS wa a major element and theme at the Africa Day of 

Public Service for 2003 and 2004, respectively. A part of general public awarencs a 

supplement providing information on the PM project was inserted in local daily 

newspapers (OPM, 2004). 

4.3.1 PMS implementation structure in Namibia 
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As shown in Figure I, the implementation of PMS in the Namibian Public ervice is well 

structured from the centre (Office of the Prime Minister) and Office Mini tries and 

Agencies (O/M/As). The central part has different committees that oversee the 

implementation of the Performance Management Sy tem in the entire Public ervice in 

close collaboration with the OPM technical unit which are working directly with 

O/M/As through the Ministerial Implementation Team (MIT) or Regional 

Implementation Team (RIT). Both the RlT and MIT compri e of managers from each 

O/M/As or Regional Council who are responsible for the implementation of the system 

and support the rollout process at all time. 

In addition, external consultants assisted the OPM with capacity development (training of 

internal facilitators), developed strategic plan for O/M/A , provided technical upport to 

senior managers and trained senior manager as per PMS milestones. 

Finally, external consultants are paid by the contracting office (OPM) and not by the 

O/M/A where they are doing the work. The PM project i being funded by the Africa 

Capacity Building Fund (ACBF). the uropean Union (EU) and Government of the 

Republic of Namibia (ORN). The agreement determined who pays what and how. 

PMS implementation has to achieve seven milestone (OPM, 2006, p. 20). Box l on the 

next page depict all of them. 
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Box: 1. PMS Milestones 

PMS Milestones 

• completed strategic plan, 

• cascaded strategic plans into management plans, 

• post profiles for all positions in the O /M/ A, based 
on the revised PAM for the job category, 

• performance agreements for senior management 
and staff members, 

• performance assessment, 

• performance verification, and 

• performance recognition. 

Source: Adapted from a leadership pre entation at I lardap Regional Council (OPM, 

2007). 

PMS implementation 111 the public service is being led by the Office of the Prime 

Minister (OPM) as a result different milestone arc allocated lo different technical units. 

Table 2 below depict the mile tone and unit : 

Table 2 OPM Technical Units and PM function 

Milestone Respon ible Division/ Technical unit 

Strategic plan OMS: Consultancy Services Group 
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Management Plans 
OMS: Consultancy Services Group 

Post Profile & 
OMS: Resource Management Group 

Job evaluation & grading 
OMS: Job evaluation and grading 

Performance Agreement & 
Directorate Human Resource Development 

Personal development Plans 

Performance Assessment 
Directorate Human Resource Development 

Performance Verification 
Directorate Human Resource Development 

Performance Recognition 
Directorate Human Re ource Development 

Source: Adopted from the PMS document (OPM, 2007) 

4.4 Strategic planning and Performance Management ystem (PM ) 
implementation in the Namibian Public Service 

The total implementation of Performance Management y tern (PM ) is ba ed on a 

strategic plan which is the first mile tone a part of its sy tematic implementation. The 

PMS P& F (2006, p. 32 of J 73) points out the rationale for the trategic Planning 

Framework for the Namibian Public ervice. These included: 

• Present the per pective and benefits of tratcgic planning in the public 'cct or. 
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• Develop a common under tanding on the terminology of strategic planning in the 

Namibian Public Service. 

• Synchronise and converge into a ingle document the high level national 

initiatives (such as Vision 2030, Millennium Development Goals and National 

Development Plans) and Mini terial trategies within the re ource allocation 

(MTEF and MTP). 

• To provide a building block for the development of an Integrated Performance 

Management System that incorporated and translated organisational objectives 

into performance agreement . 

• nhance and increa e management capacity to drive performance and ervice 

delivery improvement within the broad parameter of the Framework. 

• To promote innovative, creative thinking in the Public ervice. 

• Encourage full patticipation of all takeholder in the planning proce 
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Figure 2 The "Strategy Diamond" depicts the strategy planning process from top to 

bottom, step by step 

1. Initiation High level 
statements -Vision 
2030, NOP etc 

Source: (OPM, PM trategic planning framework, 2007) 

The O/M/A trategic plan i developed 111 tagcs I to 7. Unit management plan are 

developed in stage 8 (ca caded from the tratcgic plan) which clearly tate · the r Jc of 

the group and individuals in performing pccific duties and project within pc ific 

timeframes and budget . In thi way the individual i linked to the vision and can clearly 

ee hi /her contribution to the 0 /M/A' vi ion reali ation. 

In tage 9 and IO the trategy/management plans arc executed and progrc /performance 

regularly mea ured, evaluated and verified with a feedback loop towards continuou 

improvement (CI). 
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4.5 The introduction of the Balanced Scorecard (BSC) in strategic planning and 

PMS implementation process 

The concept of perspectives (or dimension ) i explained by mean of the following two 

figures. The first figure is a cube with 6 ides or per pcctive . To get the full picture of 

the cube, one needs to look at all its side or obtain all points of view. The econd figure 

i a house with four main component . To get the full picture of the hous , one need to 

view the foundation, walls and the roof. An O/M/A ha the following main components 

or perspectives: Employee perspective (E); internal procc se per pective (P); financial 

perspective (F) and the Cu tomer per pective ( ). 

Figure: 3. Balanced scorecard perspectives 
F 

p 

E 

Source: (OPM, 2004) 

p 

E 

This balanced view of the O/M/A could be compared with the dial and gauge on a car' , 

da hboard. Driver can e at a glance what the indicators arc communicating. The trick 

i to identify the few critical indicators that tell the ' tory acros , the various p 'r 'PC 'Ii cs. 
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A balanced set of objectives and performance measures are therefore required for 

excellent and sustainable O/M/A performance. The 'Balanced O/M/A Hou e' 

presented in Figure 2. (OPM, Strategic Plan, 2004, p.4) based on trategy model of 

Kaplan & Norton, Farhoomand, 2004, and awhney & Zabin, 2001 ). The 'Balanced 

O/M/A Hou e' con ists of different per pective (normally four) and i built from the 

bottom up. 

In the foundation/floor or Employee learning and Growth P r pcctivc (E), the O/M/A 

capacity and direction i e tabJi hed. The re ource required (staff, kill and a et , such 

a IT) are defined to create the required economic value. The direction in the 

development and leveraging of re ources is achieved through strategic and management 

plan . 

On a solid foundation and floor, the wall of the O/M/A can now be built. Thi IS 

rcpre ented by the Internal Proce es (P) Per pective. Thi where the internal 

initiatives are found - where the product I ervices / information are produced, by means 

of tran forming certain input to the de ired output . The tran, formation are de cribed 

by policies and procedures and implemented through procc e . The O/M/A i de igncd 

or structured (with roles and re pon ibilitic ) to be t upp rt the c procc e . Technology 

i facilitating the e proces e . 

The roof rcprc ent the Financial or Budget Per pcctiv (F) or the O/M/ . od en ice 

delivery will lead to good financial performance. ·1 hi s pcrspcctivc normally has t\\0 main 
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elements, namely productivity improvement (for examples, cost reduction) and revenue 

growth (e.g. new sources of income and improved payment). (This per pective could also 

be placed immediately after the per pective.) The top part of the roof i the Cu tomer 

or Citisen Perspective (C). The more funds, the better the 0 /M/A is able to serve its 

customers. In the public sector, the ultimate goal is customer/community service. 

Customers remain the beginning and end of an 0 /M/A. Through an effective PM , 

continuous improvement should be institutionali ed in the 0 /M/A. 

Finally, the balanced scorecard i new in the process and it implem ntation is yet to be 

evaluated after the formal rollout proce sin ix 0 /M/A tarting ptember 2008- March 

2009 (piloting phase). The ix pilot site are the Mini trie of hna.nce, Work and 

Tran port, Labour and ocial Welfare, the Office of the Prime Mini ter, and the 

Ministries of Home Affairs and Regional Local Government, Hou ing and Rural 

Development. 

47 



5.1 Introduction 

CHAPTER FIVE 

PRESENTATION OF DATA 

This chapter consi ts of the overview of the Khomas Region, organi ationaJ trncture of 

the Khoma Regional Council and view of the re earch re pondcnt on the development 

of the Council' strategic plan. 

5.2 Overview of the Khomas Regional Council 

5.2.1 General setting 

In its name, the Khomas Region reflect the importance of the Khoma Hochland 

Mountain ituated in the central part of the country. According to the econd 

Delimitation ommis ion (1998), it ha a urface area of 36, 805 quare kilometre . To 

the North, it border the Otjozondjupa Region, to the East the Omahekc Region, to the 

outh with the Hardap Region and to the We t it boarders the Erongo Region. The 

Khoma Region ha an e timatcd population of 264,700 ( entral Bureau of tati tics, 

2000), the average e timated population den ity being 7.2 per on per quarc km . 

English, Afrikaan , Herero, 0 hiwambo, ama, Damara, German, and Portugue c are the 

predominant languages spoken ( iyanga, L. M. 2007, p. 42). 

Khoma i the only region in amibia that ha a dominant urban centre characteri cd b 

nine of it con titucn ics that fall within the ity of Windhoek. The main urban ccntr, of 

the region (Windh ek) i the administrati c, legislative and judicial centre or the countt) . 
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The City hosts all the head offices of the various ministries as well as the headquarter of 

the banks and other financial institutions. 

"A strong indu tria l and trading sector supports the city ' economy" (Regional 

Development Plan , 2001 /2002-2005/2006) as quoted by iyanga (2007, p. 42). 

In comparison with other region , the Khomas Region is well equipped with ba ic 

infra tructure telecommunications, water provision and acces to electricity upply in 

the urban areas. Windhoek form an important railway junction linking the City with the 

rest of the cow1try' rail network as well as with outh Africa (Regional Development 

Plan, 2001 /02-2005/06:1) as quoted by iyanga (2007, p. 43) . 

5.2.2 Political evolution of the region 

According to the (Regional Development Plan, 2001 /02-2005/06:2) a ' quoted b 1yanga 

(2007, p. 43), the JI rero communitie inhabited area within the Khoma region prior to 

German and outh African coloniali ation. The foundation for civil admini tration wa 

laid in the 1890s with the founding of Windhoek a the country' at of admini trati n. 

In 1962 when a commission under the chairman hip of Mr. F. I I. Odendaal recommended 

that the homeland (Communal area ) Y tern be created, the Khorna area wa r erved 

for commercial activitie . 

A~er amibia · independence in 1990. the Khomas Ih:gion was divided int< . cv1.:n 

con tituencie , each ha ing a councillor. foda . the Khomas I cgion is dh i kd into ten 
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constituencies. With the adoption of the decentrali ation policy, which aims at devolution 

of power to sub-national government, regional council offices were established within the 

country. The Regional Governor together with the Regional Councillors first ran regional 

offices. Since December 2003, the staffing structure for the regional council has been 

expanded in accordance to the readincs for the devolution of functions . The 

constituencies that fall under the Khoma Region are listed below. 

1. Windhoek West 

2. Windhoek East 

3. Windhoek Rural 

4. Samora Machel 

5. Soweto 

6. K.homasdal North 

7. Moses Garoeb 

8. Tobias Hainyeko 

9. Katutura Central 

10. Katutura East 

Some constituencies have been provided with perman nt office tructure and furniture. 

However, there are still ome councillor who u e their re idence a their office while 

their admini trative officer (clerk ) arc stationed at the regional council head office. 
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has eighty seven employees as per the 2008 employment records. It wa further lated 

that, though the two Directors for Health and Education are not yet located in the 

Regional Council Offices, they attend the Council's meetings. 

The Councillors that constitute the Khomas Regional Council were ten. including the 

Hon. Governor of the Region. But at the time of conducting this re earch, there were only 

nine Councillors after Hon. Erasmus Hendjala for the Tobia Hainyeko Con tituency was 

expelled from the SW APO Party mid 2008. 

The researcher was impressed by the proper organisational structure and it taffing in 

terms of gender at both political and admini tration level , which i a clear indication that 

government policies are being implemented at the regional level. 

5.3 Views on the development of the strategic planning process 

5.3.1 Initiation stage 

Both the Deputy Director of Planning and Development and the trategic Planning 

Workshop Report, (2007, p. 4) states that on the 8
111 

of August 2007, the strategic 

planning consultants were introduced by the OPM to the KRC staff and management a 

well as the Strategic Planning Committee. The con ultant were Charle Muw Mungule 

from Premier Con ult as Lead Con ultant and Fanie Oo thuizen from the In titute for 

Management and Leader hip Training (IML T). Term of reference for the KR trategic 

planning were discussed during the introduction of the con ultant and ub equently 

igned by all partie . The Deputy Director Planning and development further lated that 

the econd con ultant could not be involved in the proces as he was occupied with other 

commitments and a a result, Mr. Kennedy Mbangu from the OPM acted as the second 

con ultant. 
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The lead consultant stated that as part of his preparation, he undertook a de k review of 

relevant KRC documents. This review covered a ituational review and environmental 

scanning for strategic planning, including review of management system and tructures 

of the Khomas Regional Counc il. The Director for General Service indicated that, "KRC 

had a strategic plan which was developed within the logical framework format ince 

2004." 

The interviews conducted with all respondent indicated that, the pre-work tage was 

done based on the participants understanding. The c were ome of the activitie that were 

carried out: 

• The issue wa tabled at the Councils' meeting and was approved . 

• The Office of the Prime Minister (OPM) made an official introduction of the 

external consultants who were contracted to facilitate the d velopment of the 

strategic plan for the Khomas Regional ouncil on 08 August 2007. According to 

the Deputy Director Planning, at the ame time the meeting had time to di cu 

the Term of References (TOR) for the con ultant and made clarification on the 

roles of key role player . According to the Deputy Director Planning, there wa 

time allocated in the TOR for the con ultant , though in mo t ca e there were 

ometimes delay . Despite that the Council managed to complete the trategic 

plan within a period of about six month excluding the launching part (interview 

conducted on 24 September 2008, Khoma Regional Council). 

• The Directorate of Planning was given the ta k to pearhead th " hole proce 

and in order to manage the proces properly a trategic Plan oordinating 

Committee ( p ) wa e tabli hcd. According to the Deputy Director Planning, 

the committee had about eleven taff member who were ta kcd "' ith the 

following rcspon, ibilities; to coordinate between the ouncil and Office or the 

Prime Minister and attend to all logistical arrangements that were deemed 
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relevant in the whole process. Furthermore, the committee used to meet regularly, 

in order to review the process. 

• Money wa made available through the budget for that year. The Fini h 

Government earmarked an amount of N$ 60 000 for each Regional Council. The 

OPM paid for the crvice provided by the consultant to the Regional Council. 

• The Directorate of Planning made all necc sary arrangements including omc of 

the following; venue, tran port, Regional Council profile, poverty profil etc. 

• The establi hed committee did coordinate between the OPM and the Regional 

Council. 

The Deputy Director Finance hared the ame cntiment of the Director of General 

Services regarding the above tated point . He indicated that there wa not a fixed plan 

for the entire planning exerci e. Mr. Kennedy Mbangu, one of the external facilitator 

from the OPM agreed with tho c who could not cc the time frame, becau e it wa part of 

the contract which was only signed by the Chief Regional Officer and wa not read by all 

managers, but the TOR did make it clear that thi had to be done by when. According to 

Kennedy, the normal time frame indicated in the contract was twenty four day , though 

the Council took up to ix month and that doe not mean they were engaged in trat gic 

planning for ix month . The interview condu tcd with the Director for cncral er ice 

at the Khoma Regional ouncil (on 23 cptembcr 2008) indicated that, there were 

delays that were experienced during the proce of the tratcgic planning a a re ult me 

of the activities could not be completed on the propo ed date . 

Despite that, ninety eight percent of the re pond nt felt that the pre-work wa done very 

well, becau e they did not e perience any major problem . In additi n. the procc wa 

fully upported by the Council management. 
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5.3.2 The actual development of the strategic plan 

"After all necessary arrangements were put in place; the Khomas Regional Council had 

their first workshop from 25-27 September 2007; on the premi e of the Council. 

According to the Deputy Director of Planning and Development, there wa another 

workshop on O I -03 October 2007 which wa a follow up to the fir t workshop and again 

took place at the Council. He further indicated that the work hop was attended by 

members of different committees from the Regional ouncil and some of them were the 

Council Development Committee (CDC), Regional Development Coordinating 

Committee (RDCC) which is chaired by the Chief Regional Officer of the Khomas 

Region, and other stakeholder " (The Khoma Regional Council trategic Plan 

Workshops Report, 2007, p. 5) 

The Khomas Regional Council trategic Plan Work hop Report (2007, p.4) and ninety 

nine percent of the respondents indicated that, the fir t workshop commenced with the 

presentation of the strategic planning fran1ework by Mr. Kennedy Mbangu from the 

OPM. A workshop report is ued thereafter incorporate the strategic planning proce s 

from stages one to six - from initiation stage to determining initiative and re ource 

requirements. 

In order to have initial insight into the Regional ouneil's area of concern and current 

level of performance, among other thing , a coping tudy wa conducted. The tudy wa 

based on docwnent con idered relevant to the strategic planning proccs . The relevant 

documents included the following: 

• 

• 

• 
• 

• 

DP2 Mid-term Review Report; 

The Third ational Development Plan ( DPJ) Formulation Input by KR 

Khoma Regional Development and trategie Plan /Report ; 

Livelihood report uch a l Jou chold Income and Expenditure urvey, Khoma . 

Rural Development onfcrencc Report. First Khomas Regional Participatory 

Pove,1y Profile and Khomas Regional Poverty Audit; 

200 I Population and I lousing en ·us; and 
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• Khomas Regional Council Minutes and everal other Council reports . 

In addition, the Regional Council's plan , whether at that time running or actively under 

consideration, were also taken into account during the trategic planning proce s. These 

included the Annual Action Plan for 2007/8, (Khomas Regional Council trategic Plan 

Workshop Report, 2007, p. 5). 

The report further tates that, the Khoma Region continue to be predominantly urban in 

character, with nine of the ten constituencie falling within the urban boundaries of 

Windhoek. With a population of ju t over 264,700 residents, Khomas has become an 

affluent region, absorbing over 92% of the national rural-urban migration. 

Khomas' urban character ha numerou advantages m compari on with other regions. 

These include: 

■ Thriving industrial and trading ector . 

■ Appropriate and efficient banking and financial sy tern 

• Generally favorable ocioeconomic infra ' tructure including road network, 

telecommunication, water, electricity and health faeilitie . 

Notwithstanding it regional comparative advantage, the Khoma Regional ouncil still 

has a number of ocioeconomic development challenge that need to be addre ed in 

order for the region' contribution toward Yi ion 2030 to be meaningful. These include 

rising unemployment, HIV/AID prevalence. crime, and the need to create an appropriate 

milieu for discharging dccentrali ed function . All uch trategic challenge ' were 

con idered during the trategic planning work ·hop . 

Jn order to gain d cper insight into the ·ituation under which the KRC operates, a further 

analy is wa conducted relating to environmental scanning of e tcrnal and internal 
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factors impacting on the Regional Council. This wa done through the use of techniques 

that look at resources - tangible and intangible - (Resource Analy is) a well as the 

Po li tical, Economic, Socio-cultural, Technologica l, Legal and Environmental factor 

(PESTLE Analysis, (Khomas Regional Council trategic Planning Work hop Report, 

2007, p. 9). Table 3, 4, 5, and 6 below pre ent the method u ed in identifying trategic 

issues, which i one the most important aspect in trategic p lanning. trat gic theme 

identified were aligned to trategic issue a emerged during the environmental canning. 

Table 3 The outcomes of the PESTLE analy i 

(Pl POLITICAL FACTORS 

Po li tical stabi li ty & will 

Democratic governance 

Competition between traditiona l 
leader and olitical leader 
Competition between local authority 
leader and re ional leader 

KRC centrally located but neglected 

(El - ECONOMIC FACTORS 

Ri ing unemployment 

IMPLICATIONS 

Good upport and funding 

Community participation and plural i tic 
democratic a roach to deei · 

ing the community lead ing to ailure in 
an 
ing the community leading to failure in 
an 

No information 

IMPLICAT ION 

Jncrea e in crime, poverty, corruption, chool 
dropo titution 

Increa illiteracy, chool 

OPPORTUNITY 

X 

X 

OPPORTU ITY 

THREA 

X 

X 

THREA 

X 

X 
High Poverty levels dropo , pro titution , etc 

----t--------1---_J 

Economic volatility -- ri ing 
price and rate , e.g. inflation, 
fuel and intere t rates 

Acee s to land 

Erode budgeted re ourcc 

Increased producti it), equit) , income 
distribution, etc 

Qvcr·crowding, overgrazing, lo 
roductivit , o,t.:rl , etc 

1--------------i----l n v cs t men t in the region 
lncrea e in touri 111 .__ ____________ _... __ 

X 
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KRC PESTLE ANALYSIS - MACRO-ENVIRONMENT AL INFLUENCES 

Moral & cultural erosion, over 
utilization of natural resource , tc 

Increase in housing prices 
Increased debt; Increa e in formal settlement 

Water and electricity too expensive Increased debt 
Health/Adherence affected (e .g. ARY, TB 

Increase in food prices treatments) 

Inequality in Income Distribution 
Pre sure on KRC Re ource 

Ml 
Pl 

P2 

P3 
P4 

HI 

H2 

H3 

II4 

IIS 

Source: (KRC Five Years Strategic Planning 2008-2013, 2008, p. 37) 

According to the Khomas Regional C?uncil trategic Work h~p Report (2007 , p. J 1 ), the 
internal environment was analy ed u mg the Re ource AnaJy 1s technique. Thi took into 
account tangible and intangible re ource (inputs), process, and performance (output) . 

Table 4 The outcome of the resource analysis 

Tangible Resources: 
Physical Resource (P) 
Monetary Resource (M) 

Budget (Operational) 
Physical Infra trueture: Property, 
Buildin s. Location, Office Desi n 
ICT Infrastructure (Hardware, otlware 

& lnte ration) 
Office Tools, Equipment, Machine 

Natural Re ouree 

General Educational Levels (Mgmt & 

Staff) 

Speciali t Skill and Know-How (Mgmt 

& taft) 

Attitudes, Motivation & 
M. ) 

Creativity, Innovation 

ource: (KR Five Year trategic Planning 200 --01..,. _QQ8, p. 9) 

Intangible Resources: 
Human Resource 

tional Re o 
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Table 5 T he outcomes of the stakeholders needs analysis for Khomas Regional 

Council 

STAKEHOLDER 

I 
-Community 

-C DC members 
-CBO 
-Traditional leaders 
-Civil society 

-City of Windhoek 
-MRLGHRD 
-Safety and security 
-Nampol 
-Ministry of Health 
-Ministry of Education 
-Community 
-MWTC 
-Ministry of Lands 

NEEDS 

-Basic services 
-Training; Resources 
-Resources 
-Good Governance 
-Equitable distribution of resources 

-Training (staff development) 
-Job security 
-Good working conditions 
-Career development 
-Conducive working environment 

-Cooperation and coordination in 
developmental project 
-Political support 
-Transparent and accountability 
-Information sharing 
-Active involvement 

KRC Respo11ses to Needs 

-Provi ion of ervices 
-Provision of Resources 
-Provision of Policy guideline 
-Provi ion of information 
-Transparency 

-Training programs 
-Job descriptions 
-Remuneration 
-Performance Incentives 
-Apprai als 
-Good workin environment 
-Cooperation through joint 
planning 
- ommunity mobilization 
- y tern and clear reports 

-Private sector 
, -.Flin; a; n~ciiiia;I ~infiiti;·t~uitiaornL------,~~~=-== = ~-------- r ~~~~ I -Land - reating conducive political 

-Political upport environment 
- ecurity -Good infra tructure - ommunity mobiliza t ion 
-Flexible legi lative regime -Information dissemination 
_ etting of standard - upport to OW 
-Consultation development project 

~gmriiji11iii'.jijijifliilf"- ---,~ ~ ~~~~=---------r-~r~c~a~te~inve tor friend! laws I -Coordination - etworking with 
-Nam post -Comm unication takeholder 
-Namwater -Cooperation - oordination 

-Timely payment of service delivered - Information dissem,·nat·ion 
-Telecom Namibia - Information dis emination 

-Manufacturing companies 
-Foreign (private) Investor 
-Forein Governments 
-International Organisation 

-Nam power 
-cow 

~--P,riiv;aite~se~citlor.r tlililillll-----t~~~~~tioino~;;s<irru;sI;~~- 1~~~ I -Implementation of laws (pas ing of - \\-ar nc . campaigns and 
law ) conference 
-M&E of implcmcntntion process & - Implement law & 
fulfillment of law regulation . 

-Line ministrie 
-Traditional authority 

- lnfornrntion 
- cttin of 'htndnrd. 

-Parliament 
-National council 
-Local authorities -:hare informnlion 
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STAKEHOLDER 

-NGO 
-Unions 
-Traditional leaders 
-Co~munity based organizations 
- Artists (Musicians, etc) 
-C?mmunity 
-Lrne ministries 
-Investors 

, Local newspapers, telecom 

- Old age people 
- HlV and AIDS groups 
- The youth groups 

Church organizations 

Childcare facilities 

Women organizations 

Community Based Care groups 

Ministry of Health (linkages: 
families and hospitals). 

NEEDS 

-Inform, suppor t, and assist in regard 
of projects 
-Grants, cooperation 
- Implementation process 

-In formation 
-Support, cooperation 
-Provide general information 
-An informed commu nity 

-Information 
-Support (financial, material, resource 
allocation, etc) 
-Capacity building (train ing, 
educational activities, etc) 

-Knowledge and skills 
-Information 
-Land and other resources 
-Market 
-Favorable policy environment 
_ upport services e.g. protection, 

referral 

KRC Respo11ses to Needs 

-Provide support and 
assistance 
-Work hand in hand with 
stakeholders 
-Ensure policy execution 
-Implement national 
documents (MTP3, Vision 
2030, NDPs, SWAPO 
Manifesto 2004, etc 
-Ensure right information is 
provided 
-Timely feedback 
-Obtain useful information 
about other takeholdcrs 
-Criteria to accommodate the 

affected 
-Reinforcement of 
Maintenance ACT 

-Project proposal/ fea ibility 
tudy 

-Ensure collaboration with 
other stakeholder 

-Ensure broad based HIV 
program through (VCT), 
OVC, RACOC & CA OC 

-Youth/adolescent programs 

- apacity building on HIV 
and AID prevention 

-Providing timely and 
accurate information 

-E~p_owcrmcnt/capacity 
bu1Id111g/funding 

Source: (KRC Five Year Strategic Planning 2008-2013 , 2008. p. 35) 

The second workshop was held on the 22-25 October 2007 at wakopmund at Lang trand 

Re taurant and according to the Deputy Director Planning and Development one of the fir 
1 

day wa u ed to review the council mid-term performance r port of - 006-2007. that omc 

of the is uc could be included in the tratcgic plan of the ouncil. 
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"In total the Khomas Regional Council developed 26 Strategic objectives aimed at addres ing 

the Regional Councils' identified strategic is ues. The objectives were aligned to the five 

strategic themes as they were identified during the situational analysi and environment 

scanning" (KRC Strategic Plan Workshop Report, 2007, p. 7) . The table below show the five 

initial strategic themes that were suggested during the planning proce 

stakeholder ' conference. 

before the 

Table 6 Initial strategic themes and definitions 

Strategic Themes 

Socioeconomic Development 

Health & Education for all 

Operational Excellence 

Good Governance 

Meaning: Upliftment of socioeco_nomic standards and quality of 
life of the people lthrough creation of conducive environment 
expan ion of revenu~ . ba e, introduction of entrepreneur hi~ 
programs, and u ta111111g and strengthening the proccs of 

learning] 

A healthy and knowledgeable community free of di ea e and 
ignorance [ exp_anding ~1d tre~gthening vocational training 
institutions; havmg acces 1ble quality health and education for all] 

Operational efficiency and cu tomer car by re-engineering 

proces es, sy terns and in titution 

Achieve good governance through con ultation, informati 11 

haring, democratic participation to enhance transparency and 

accountability 

Proper legi lation and policy to guide the perati n and activities 

ofKRC. Legislation & Policy 

Source: (Khoma Regional Council trategic Planning Work hop Rep rt. 2007, p. 15) 

The participation of enior taff /manager i crucial in thi · procc · and hundred percent 

o[ the re pondent indicated that the work hop to development the trategic plan for the 

Khomas Regional Council wa attended by all cnior taff and c uncil r · including the 

11 G d Regl
. nnl Development 'oordinating Committee (RD ) which is 

on . overnor, an • 
chaired by the Governor. inety-ninc percents or the respondents indicated that. the level 

61 



of staff members who participated in the development of the strategic plan started from 

the rank of chief clerk up wards . 

In support of the general feeling the K.homas Regional Council Strategic Planning 

Workshop Report (2007, p. 4) indicates that "both the Windhoek and Swakopmund 

workshops were favourably participatory and consultative, benefiting significantly from 

the involvement of KRC staff and management as well as the Region's political leader 

and representatives of line Ministries. The Honorable Governor for Khomas Region, 

Hon. Sophia Shaningwa, who could not attend the Windhoek workshop as she was out of 

the country on official duties, attended the Swakopmund workshop although she could 

not be there from the beginning due to other commitments. Hon. John Otto Nankudhu ' 

the Councilor for Samora Machel Constituency officially opened the Windhoek 

workshop. The Chief Regional Officer, Mr hikwetepo Haindongo, attended both 

workshops. A number of Councilors and Constituency Development Committee 

members also attended both workshops." 

Ownership was considered by the Regional Council management and the Director for 

General Service stated that "the proce s was internal driven and they felt it wa their 

project with an additional help from OPM.'' Furthermore, the Deputy Director Finance 

indicated that, though the process was internal driven, in most case it wa jointly driven 

by both OPM and Regional Council. 

5.3.3 Views on the facilitation of the whole process 

External facilitators are in most cases critici ed because of poor facilitation skill . But 

according to the respondents from the Khomas Regional ouncil Regional 

Implementation Team (RIT), the facilitator (the lead facilitator) was very good and the 

following were some of comments made b)' different respondent : 
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1c1pants to • He made a very good introduction which helped many if not all part· · 

understand the process very well. 

• 
He helped participants to understand the overall aim of the strategic plan . 

• His understanding of the strategic plan framework was very well, because he dealt 

with a difficult group whereby at some point they had to argue from an academic 

point of view. 
• He knew what he was doing and kept the group going with the exercise. 

The workshops were conducted in participatory manner and at some point the 

Regional Council management had to direct the team . 
• 

The facilitator considered time management during the process. According to the Deputy 

Director Finance, the group had to work up to 20h00-2lh00 for them to finish the 

planned activities within a given period. He further stated that, there were some times 

when the facilitator had to avoid unnecessary comments that do not add value, in order to 

be within the time limit. The Director for General ervices shared the ame feeling 

namely, time was a challenge and he further stated that, time allocated wa not realistic 

comparing to what was expected of the group for a specific workshop. Thus, they had to 

work until evening time. 

In addition, the facilitators felt that some of the information could have b en gath red 

before the workshops. For example, the base line information and information 
011 

stakeholders needs. They (respondents) further indicated that it wa not the omi ion of 

the council, but it was supposed to be part and parcel of the framework during th pre-

work/ pre-planning. 
"Baselines were prevailing levels of performanc , achievement or degre of occurrence 

of the variables to be measured. This, arnong other things, ensures that the target the 

Regional Council set were realistically tretched. Where there was no ba eline 

infomlation available, the KRC has targeted to establish such information at the 

beginning of implementation. However, for mo t of its target , KR ha baseline 

information. Initiatives were identified to e tablish ba clinc information and will b 
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implemented in the first year of the Strategic Plan" (KRC Five Years Strategic Plan 

2008-2013, 2008, p. 19). 

The duration for the whole process was about six moths . Thi wa revealed by both the 

Director of General Services and Deputy Director Finance. According to the Director of 

General Services, six months should be the maximum for O/M/ A . He further tated that 

the whole process needed commitment at all levels. 

Despite that, the Deputy Director Finance felt that the process could have been completed 

within three weeks if it was not conducted in blocks. In support, the facilitators felt that 

the problem resulted from the way the whole process was embarked upon. Though, the 

facilitators agreed that, the process need to be improved in terms of duration and that 

means commitment from the planning organization. They further acknowledged the 

Council for being among the few who have completed their strategic plan within six 

months . 

Given the positive comments about the whole proce s, Mr. Mbangu indicated that, they 

did not give enough suppo1t during the review of the national high level tatement which 

was left to the participants and suppo ed to do a proper asses ment to determine the 

linkage with the whole proce s. The lead con ultant wa not happy with the time frame. 

According to him, the time was inappropriate a ' it wa - the fir t time for the KR to go 

through such a detailed proce . A a re ult it exerted con -iderable pre - ure on the 

consultant as well as KRC. 

5
_
3

.4 Views on takcholder's involvement 

Ninety nine percent of the re pondent indicated that the involvement of takeholder 

was con idered and key takeholdcrs v.crc in olved from the beginning ""hile others 

came on board in the process. The Director for ,eneral 'ervices !'cit that. it \',,US crucial to 

involve key stakeholder from the ·tart bccau ·cit helped th1.:111 to avoid ,oing hackv.ards 
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and forwards. Some of the key stakeholders involved were Education, and the National 

Planning Commission (NPC). 

Apart from the on going involvement of the stakeholders, there was a one day 

stakeholders' conference which was held on 06-07 February 2008 at Waterberg Grune 

Resort. According to the Stakeholders' Conference Report (2008, p. 3), the conference 

was officially opened by the Khomas Regional Council Governor, I Ion. ophia 

Shaningwa. The Deputy Director Planning indicated that the number of participants was 

forty which was subsequently confirmed by the Stakeholders' onference Report (2008, 

p . 3). 

Participants at the stakeholder conference and during the planning proce represented 

the following organisations: the Khomas Regional Council; Mo e //Garoeb; Ministry of 

Gender Equality and Child Welfare (MGECW); Ministry of Defence (MOD); oweto· 

Khomasdal North; National Planning Commis ion (NPC); Windhoek Rural; Mini try of 

Health and Social Services (M.O.H. . ); Tobia Hainyeko; Ministry of afety and 

Security-Namibian Police (NAMPOL) and Mini try of Regional Local Government, 

Housing and Rural Development (MRLGHRD), Ministry of Mines and Energy and 

Ministry of Agriculture, Water and Fore try (Khomas Regional ouncil Five Year 

Strategic Plan, 2008-2013, p. 5). 

Both the Stakeholders' Conference Report (2008, p. 3) and the Deput) Director of 

Planning Development shared the same idea on the objective of the conference which 

were to validate the draft plan and make meaningful change to it. takeholder·' 

conference normally had to rai e strategic i sue and comments, in order to make urc 

that the end product wa meaningful and abo e all, implementable given the council' 

fi cal and human re ources . 

The conference er ed it purpose and as a result me of the following i uc . and 

comments were incorporated in the final documents during the confen:nce (Stakeholders· 

onference Report, 2008. P· "'.): 
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• Numbering of objectives and initiatives to be redone for easy reading. 

• Include an initiative to improve under-five child immunisation. This would entail 

recruiting and training and training volunteers to conduct head counting of under

five children as well as conducting child health days for immunisation process. 

• Land issue: considered as one of the key factors for Khoma Regional Council 

(KRC) to achieve its vision. 

• KRC to ensure proper policies and implementation of poverty alleviation projects. 

• On education: Include initiative for early child education and conducive learning 

environment that is free from noise pollution. 

• Include an objective on Disaster Preparedne s. KR to be proactive in terms of 

disaster management and ensure mitigation mea ures are in place before disaster 

strikes. 
• The identification of the police station zone by the Council wa different from 

that of NAMPOL. The NAM POL one wa adopted. 

• Objective CS (HE3) to read: "Acces ible and affordable equality basic 

education.'' 
• Objective C6 (HES) relating to reduction of HIV/AID hould include TB & 

malaria. There were a number of i sue and comment that were rai ed and the 

listed above were some of them. 

Some of the changes that were made by the takcholder work ·hop included the reduction 

of strategic themes from five to four, which meant one theme wa integrated int the 

other four. 
The five themes originally sugge ted wer 

• ocioeconomic Development: 

• 1 Iealth & Education; 

• Good Governance; 

• Legi lation & Policy; and 

• Operational Excellence. 

66 



Good Governance was combined with Legislation and Policy, and subsequently became 

"Good Governance, Legislation & Policy" (Stakeholder Conference Report, 2008, p. 5). 

According to the Stakeholders Conference Report (2008, p. 4), the following were 

considered as the final themes for the Khomas Regional Council trategic Plan as 

approved by the stakeholders: 

• Socioeconomic Development; 

• Health & Education; 

• Good Governance, Legislation & Policy; and 

• Operational Excellence. 

So, the final strategic plan consists of four theme as recommended by the stakeholder 

conference which was held on above stated dates. The same themes appeared in the 

published Strategic Plan for the Khomas Regional Council 2008-2013 (2008, p. 17). 

In addition, the Deputy Director of Planning and Development indicated that the draft 

document was sent to all participants well in advance and that added much value to the 

whole proce s and end product. At an interview condu ted with the Deputy Director for 

Administration, it became appar nt that stakeholder were not consulted well in advance 

and that led to a situation whereby lower ranked taff member were ent to the 

workshops. 

The takeholders' Conference Report (2008, p. 5) further tatc that, the conference wa 

fruitful and stakeholders critically analy ed i sue leading to validation of stakeholder' 

needs ; expectation , strategic objecti e linked to tratcgic theme a well as the variable 

for the corporate corecard. The final er ion f the trategic plan for KRC therefore 

incorporate view , comment r concern· rai ·ed b KR and its ·takehold r during the 

strategic proces . Though the rc ·pondents Cr m the Khomas Regional 'ouncil 

appreciated the repre cntation of different kc Oniccs/ Ministries/ Agencies, the 
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indicated that, the level of some staff members was not appropriate in terms of 

meaningful and valuable inputs at such a very important conference. Furthermore, it 

became apparent that the City of Windhoek was not represented, although it is one of the 

key stakeholders. 

5.3.5 The challenges experienced during the strategic planning proces 

• Ten percents of the workshops participants could not differentiate between daily 

work and strategic issues. 
• Budget: sometimes it exceeded the amount for and when the process tarted the 

budget was already approved. As a result, the first year budget is not the same as 

the one in the strategic plan because the strategic plan was done after the approval 

of the yearly budget. 
• Three percents of the staff members never had documents for high level 

statements such as NDP3 and Vision 2030. The ouncil did not provide the 

relevant documents for preparation purpo es. 

• The level of understanding by some of the stakeholder wa very low. 

• Three percents of the private or state owned companies as critical partner did get 

involved in the process and that left ome gaps. 

• The development of measures, because ome of the participants did not know if 

they were measuring the objectives or initiative . 

• Targets, no base line information to e tablish the current rate. 

• Initiatives, some participants could not be able to differentiate between a project 

and activities. It was pointed out that much time wa spent on that part. 

• The concepts of the strategic plan were new to many and it took time to reach 

what is called ·'alignment of thinking". 

• Problem identification, many if not all struggled with cau cs and effect . 

• The allocation of re ponsibilitie , ome time it wa not easy to determine who i , 

re pon ible for a pecitic objective. 
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• The availability of politicians (Hon. Councillors) was a challenge, because their 

schedules were tight. But in most cases thy tried their level best to be present at 

the workshops. 
• The lead consultant indicated that for the purpose of developing the strategic plan, 

participants understood the process during the first three weeks of executive 

strategic planning workshops. However, hundred percents of the respondents 

indicated that, more details in terms of in-depth comprehension of the Balanced 

Scorecard (BSC) methodology were needed before hand. 

• The Deputy Director for Administration stated that the consultation especially 

with stakeholders was not done on time. This was reflected at different interview 

with the respondents and ninety five percents of them stated that the level of staff 

members who represented their OMAs were in most case at the lower level and 

the fact that the City of Windhoek one of the key stakeholders was not 

represented at all the workshops and Stakeholders' conference. 

"The strategic plan for the J(homas Regional Cow1cil is further presented in a balanced 

scorecard framework, which compreh nsively captures all the relevant variable in order 

to translate strategy into operational objectives that drive both behavior and performance. 

The balanced corporate scorecard for the KRC con ist of four different p rspectives, 

namely: finance, learning and growth, internal processes, and cu tomer or takeholders' 

perspective. All the four themes cut acros the four different per pectives. To achieve 

this, KRC corporate scorecard ensured the incorporation of the following B C variable : 

strategic themes, objectives, measures, baselines, targets, initiative , unit accountable 

and resources" (KRC Five Year Strategic Plan 2008-2013, 2008, p. 19). 

The introduction of the Balanced Scorecard (B C) is an is ue in many organi ations, and 

the KRC was not exceptional, because there were mixed fe ling among the r pondents. 

While they acknowledged the facilitator, they indicated that there was a need for more 

detailed information on the whole process and more e pecially on the balanced corecard 

methodology. Furthermore, the Director for General crvices indicated that omc of the 

managers had an opportunity to attend a balan cd scorecm-d presentation prior to the 
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strategic planning process. He further stated that the concept was well introduced and 

generally it was an interesting one. 

While the facilitators were in agreement with all the above listed challenges, they 

indicated some of the following additional challenges: 

• The issue of policy and principles, because it is not clear as to who should do the 

structure review after the strategy has been completed. 

• The beginning of the whole process was not good and the fact that it was the first 

generation to do strategic plan. 

5.3.6 Suggestions and recommendations 
The following were some of the suggestions and recommendation given by the 

respondents during interviews with the researcher: 

• Relevant documents need to be made available to all staff members, as there arc 

those who can not afford them. 
• Some of the activities need to be done during the pre-work stage. For example, 

Vision, mission and base line information. 

• Proper budgeting was needed inclusive of tudie for base line information. 

• A one day training workshop on the mea ures, targets and initiati cs before the 

process starts . At the same platform concepts are made clear and people get the 

same understanding. 
• A fixed plan to reduce the period from the original six months. 

• General pre-training with detail explanation of each step, in term of what is 

expected from the participants at the workshop, for example the situation 

analysis. According to the Deputy Director Planning, that pre-training hould 

prepare participant psychologically. mentally. 

• The timing of the cycle should be in line with the budget cycle ·o that financial 

constraint are minimised. 
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• Making sure that the process is within the time line by filling all the gaps in the 

frame work. 
• To avail the contract of the lead consultant to the entire management of the 

planning organisation. 
• To put new strategies in place so that it is not seen as OPM driven. 

• Facilitators should assess the review of the national high level statements, m 

order to determine the linkage to the whole process. 

• The lead facilitator suggested that OPM should come up with an appropriate 

planning period taking into account the fact that it was the first time for the 

beneficiary organisations to plan using the BSC methodology. He fwther stated 

that the strategic planning process should not be rushed or unnecessarily 

shortened. 
• The OPM Quality Assessment committee which is assessing the strategic 

planning work of the engaged consultants could have helped the process further 

if it invited the consultant(s) and a representative from the beneficiary 

organisation to attend as well as for the consultants to clarify on certain issues. It 

was urged that in future the OPM should establish the dialogue between the 

parties involved. 
• The Deputy Director for Administration uggested that, the review of the 

strategic plan should be done before hand so that it can be in line with the budget. 

She further recommended that, in future measures should be rcali tic and 

achievable in terms of available resources and under tandable by every one at the 

Regional Council. 
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CHAPTER SIX 

DAT A ANALYSIS 

6.1 Introduction 
This chapter analyses the findings in order to distil the meanings out of them and at the 

same time trying to answer the research questions. As indicated in the previous chapter, 

' data was analysed by categorisation and interpreted in the forms of common themes 

patterns and meanings . During the data presentation different themes emerged. The major 

themes have been political will and support, leadership commitment, ownership, 

facilitation skill, stakeholders' involvement, pre-planning/ pre-work, duration and 

challenges experienced. The listed themes then form the basis for data analy is. 

6.2 Pre-planning/ pre-work 
On the gth of August 2007 the strategic planning consultants were introduced by the OPM 

to the KRC staff and management as well as the Strategic Plairning Committee. The 

introduced consultants were Charles Muwe Mungule from Premier Con ult as Lead 

Consultant and Fanie Oosthuizen from the Institute for Management and Leadership 

Training (IML T). Terms of reference for the KRC strategic planning were discus ed 

during the introduction of consultants and subsequently signed by all parties (KR 

Strategic Planning Workshop Report, 2007, p. 4). 

Well (2003, p. 06) stresses that there are two stages involved wh n developing a trategic 

plai
1 

before its deployment. Firstly, pre-planning activitie are typically conducted by 

strategic planning facilitators, assisted by an organisation co-coordinator. Pre-planning 

activities include, an understanding of the company policie , regulatory requirement , 

business environments, establish a planning team, division of labour, and clarification of 

roles. According to the respondents, those a peels wer adequately con idered. 

Well (
2003

, p. 21) ugge ts that the pre-planning team hould idc.::ntil'y the groups of 

people to be involved in the planning proccs and ' pcci1) at what stage each gr up needs 
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to be involved. She further suggests that customers should be involved during the pre

planning and assessment stages. Customer ' interviews and other types of survey can be 

conducted to gather customer input and reveal customers ' de ires and expectations. A 

completed plan should be shared with the customers, in order to validate it. The planning 

process itself should be led by senior leaders of the organisation. he further cautions 

facilitators not to begin strategic planning unles the senior leadership team i committed 

to carrying through to deployment and implementation. 

Mindful of these considerations, it is a testimony that some aspects of the pre-work were 

done, for example, the establishment of the coordinating committee, the igning of the 

contract and tem1s of reference by the consultant who was introduced by the OPM 

facilitator. The lead consultant indicated that he undertook a de k study on relevant 

documents; some senior managers had time to read ome relevant documents and so 

forth. This was pointed out during an interview between the KRC trategic plan lead 

consultant and the author on 26 eptember 2008. 

However, the re earch findings showed some of these a pects of the pre-work that were 

not done, for example, the pre-training on the proces and studies or urvey for baseline 

information. Furthermore, the is ue of the time frame wa not clear becaus ome enior 

managers pointed it out clear that there was no action plan for the whole procc . The 

consultation with key takeholders wa not done during the pre-planning bccau •c a key 

stakeholder like the City of Windhoek wa not represented at all. The re carchcr i fully 

in agreement with the Deputy Director of Admini tration who ·tated that, the 

consultation especially with takeholder wa not done on time. 

Performance Management y tern implementation should not be hurried, but •hould be 

treated as a proce s. A good exam pl can be taken from the procc · of decentralisation in 

Namibia and other African ountric · \\ hich shared the same history \\,ith amibia. s 

Mutumba (2004. p. 69) explain -, decentralisation i · a procc ·s, not rn1 cn.:nt. One should 
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not hurry in the implementation of the process. This is exactly the same with the 

development of the strategic plan which is the main milestone of the PM 

implementation. 

The foJJowing two major aspects of the pre-work stage provided a strong foundation and 

above all served as platforms to prepare the participants before hand: 

• The base line information. 

• Pre-training to the management which could have prepared them in advance. In 

addition, some of the infom1ation could have been identified during and after th 

pre-training. Some of the basic information could have been available before the 

workshops notably, resources analysis and customer needs. 

That pru1 was missing, and this was revealed by both the respondent and the workshop 

report. The Kbomas Regional Council Strategic Planning Workshop Report (2007, p. 4) 

states that the first workshop commenced with the pre entation of the trategic planning 

framework by Mr. Kennedy Mbangu from the OPM. This work hop covered the trategic 

planning process from stages one to six - from initiation stage to determine initiatives 

and resource requirements. 

Based on that information, it is clear that many if not all participant were introduced to 

the strategic plan frrunework at the fir t workshop and not during th pre-planning 

session. Given that situation, it is clear that participant had lo work over-time because 

much of the time was needed for detailed explanation of the subject. Imagine a group of 

people with different levels of education and experience being introduced to the new 

framework at the first workshop and that meant different under tanding of the 

assignment, wa ting time on mistakes and ome of the re pondent ' indicated that ome of 

the relevant document were left at the work place. The i ue of the ·taff member. not 

having relevant document wa revealed during an interview with Deputy Director for 

Finance. These documents include: DP3 and thi: Yi ion 2030. Thi· short coming was 

not a good image to the Khoma Regional 'ouncil, because there arc.: 110 way senior 
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managers and key stakeholders can make meaningful contribution , if they do not 

understand the national strategic intends that are spelled out in the national high level 

statement. 

In conclusion, though different authors agreed on some important aspect of the strategic 

planning process, Bryson's' (1947, p. 84-91) conclusion i vital important and the 

following steps or factors are key and should be the core clements and focal point for 

any organisation which wants to have a succe sful planning proce s: 

• 

• 

• 

Some person or group mu t initiate and champion the proce s . 

Some person or group mu t pon or the process to give it legitimacy . 

Decide whether a detailed, jointly negotiated initial agreement i needed . 

• Form a strategic planning task force or coordinating committee, if one i needed . 

• If a coordinating team is formed, use it as a mcchani -m for consultation, 

negotiation, problem solving, or buffering among organi ations, unit , groups or 

people involved . 

• The proces is likely to flow more smo thly and effectively if the coordinating 

committee and any other policy board that i · involved are effective policy-

making bodies. 

• Key decision makers may need orientation and training about the nature, purpo ·e, 

and proce s of strategic planning before they can negotiate an initial agreement. 

• A equence of "initial" agreement· may be neces ary, in olving a ucces.i e 

expanding group of key decision maker-, before a full-scale tratcgic planning 

effort can proceed. 
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• In complex situation, the initial agreement will be the first big decision point and 

if an effective agreement can not be reached an10ng key decision makers, then 

the effort should not proceed. 

Point seven is crucial in the process of strategic plan and if it was well executed, then the 

process could have run smoothly. However, the process for the Khomas Regional 

Council went well, because some of the senior managers had a very good understanding 

of the logical framework which made it easy for them to relate it to the balanced 

scorecard framework. During the interview between the Director for General crvice and 

the author, the old strategic plan was shared with the researcher and more explanations 

were made in relation to the balanced scorecard framework. At the same platform, the 

Director for General Services demonstrated an understanding of the old framework and 

could easily make difference between the two framework . Senior managers' 

understanding assisted the external facilitators and the strategic planning process for the 

Council. 

6.3 Political will and support 
The Khomas Regional Council strategic planning proce s enjoyed the will and upport 

from the politicians in the Region. This was evident in the interview with all re pondents 

and in strategic planning workshop reports . According to the Khoma Regional owlcil 

strategic planning work bop report (2007, p.4), two cxecuti e strategic planning 

workshops were held _ The fir t one was held in Windhoek at KR I lead Office from 
25 

27 eptember and 1 _ 3 October 2007, and the second work h p wa in held iu 

Swakopmund at Langstrand Re taurant from 22 25 ctobcr 2007. 
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The second workshop included a mid-term review of the Regional Council's Annual 

Action Plan. Both the Windhoek and Swakopmund workshops were favourably 

Participatory and consultative, benefiting significantly from the involvement of KRC 

staff and management as well as the Region's political leaders and repre entativcs of 

relevant line Ministries. The Honourable Governor for Khomas Region, Hon. ophia 

Shaningwa, who could not attend the Windhoek workshop a she was out of the country 

on official duties, attended the Swakopmund workshop although he could not be there 

from the beginning due to other commitments. Hon. John Otto ankudhu, the ouncilor 

for Samora Machel, officially opened the Windhoek work hop on behalf of the Governor. 

A number of Councilors and Constituency Development Committee members al 0 

attended both workshops. 

The most important point is that the Khomas Regional Governor demon trated an 

understanding and the benefits of the strategic plan. According to her contribution in the 

strategic plan "Foreword by the Governor" (2008, p.3), he lated that .. trategic 

planning is a visionary, realistic and anticipating method of paving a way for a future that 

is both desirable and achievable. trategic planning is the procc of po itioning an 

organisation, like the Khomas Regional ouncil, at an advantage o it can pro per in the 

future. The process integrate and emphasised key component ' of quality a urance, 

budgeting, resource planning, programme evaluation, and performance monitoring and 

reporting." he further empha ised that tratcgic planning i different from old 

approaches to planning and plan formulation (Khoma Regional ouncil tratcgi Plan 

2008/2009-2012/2013, p. 3). 

The process was fully accepted and upported by the political leader hip of the Khoma 

Region. That support is crucial during the implementation tage bccau e politician , 

attend debates on the annual budget and that in tum \\ill help the Regional ouncil to 

im I h . 1 success full" Critical uccc factor · in any reform pr cess include p emcnt t eir p an J • 

St 1. · 1 rt (Report on Public :ector Reform in frica, 200 ). rong po 1t1ca suppo 
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Commitment at all levels of the KRC organisation wa revealed by hundred percent of 

the respondents at different interviews with the researcher and work hops report . Thi 
1 

one of the core elements of the performance management system implementation. enior 

managers and politicians are the key stakeholders because they provide an enabling 

environment to any processes. Based on the interviews responses and the trategic 

planning workshop report, it is a clear te timony that, the Khomas Regional Council 

political leadership is committed towards the implementation of the ational goals 

through the Councils' strategic plan. Furthermore, a deci ion and poli y maker\ it i 

their responsibility to ensure that ethical and political a pect of the Public 

Administration as part of the authoritative allocation of values, functions inherent in an 

political system are implemented accordingly. 

Therefore, strategic planning as pru1 of a decision-making process need the invol ement 

and full support from both the political leadership and administrati e officials. Many 

authors believed that during the adoption and implementation of the decentrali ation 

policies political office-bearers were the driving force behind \\ hat or how to 

decentralize (Wikipedia, 2006, P· 2). It hould then be the rune ca e with the 

implementation of the Perfonnance Management Y tern (PM ). o, the political 

leadership at the Khomas Regional Council demon trated a commendable e ample 

during the development of their tratcgic plan. According to the linear model, once the 

political authorities approve the refonn, then the manager · are expected to implement 

(Wikipedia, 2006, p. l ). 

6.4 Leadership commitment and owner hip . . . 
trategic planning is a senior management respons1b1hty. Thus, leader hip commitment i. 

crucial in any strategic planning proce s. Well (2003. p. 18) Ire sc that, it i . the . cnior 

leadership team respon ibility to set the tratcgic direction, guiding principle • mis ·ion. 

and trategic goal of the organisation. Mid· and lowcr-lev I emplo ccs t}picall} do not 

have the broader y tems view of the organisati1>n needed to establish or change lls 

trategic dir ction. Lambeth (2007. P· 40) looked at the nature ol the organisation. 
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According to him, whether you work at strategic level in a local authority or in a small 

branch library it is important to understand how your organisation work and how ready 

it is to engage with change. 

In reference to the above and the Khomas Regional Council trategic Plan Work hop 

Report (2007, p.4) the Chief Regional Officer, Mr Shikwetepo Haindongo and all ix 

senior managers attended both workshops. That in it elf mean that the process of 

strategic planning for the Khomas Regional Council enjoyed the commitment from the 

leadership of the Council at all levels. The overall aim of a strat gic plan i to establish a 

high performance culture in which individuals and teams take r pon ibility for the 

continuous improvement of business processes and for their own skills and contributions 

within a framework provided by effective leadership. Its key purpose is to focus people 

on doing the right things by achieving goal clarity (Arm trong, 2006, p. 2). Based 
011 

Armstrong's view and the commitment of the enior leadership at the K.homa Regional 

Council, it was an indication that they had an understanding of the overall aim of 

strategic planning. 

The most important examples to determine their commitment towards the improvement 

of the public service delivery wa ba ed on the plan which was developed in 2004, 

though it was not in a balanced corccard format. Furthermore, the dri ing force from 

within the organisation itself manife ted their commitment. 

Moreover, the findings showed that, the Khoma Regional ouncil i a n xible and 

dynamic organisation. Lambeth (2007, p. 35) tatc that, a dynamic organi ation 

demonstrates the following features : 

" hared goals- "we know where we are going," re pon ibilit)' for ·uccc _ "we will 

make this work, and "collegiality-··wc are in thi · together." 

The understanding and upport of senior managers i · crucial bccm.1se they can play a 

decisive role in terms of buy-in by all ·taff members in the organisation. Some mdicators 
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of support from senior managers include getting people together and selling the ideas at 

all levels in the organisation and making money available though it was not part of 

approved budget. 

The process was internally driven and at some point jointly by both the coordinating team 

and the external consultants. That determined the level of ownership by the K.homas 

Regional Council. Lan1beth (2007, p. 27-28) suggests the following points for smooth 

and successful implementation of change in an organisation: A programme, project or 

change manager should be appointed with clear responsibility to keep things moving and 

to orchestrate the process. They do need to be sensitive in order not to prevent local 

ownership and empowerment. A mixture of pressure and support should b provided. 

People need such pressure to change their behaviors, but this only works in an 

environment where there is also lots of upport to help them cope and enough space to 

enable them to develop their own view of what is happening (Lambeth, 2007, p. 40). 

The evidence presented in this pa.rt makes it clear that there was leadership commitment 

at all levels, both political and administrative. Furthermore, the respondents and the 

researcher feel that the council did own the process, because of the resources, time and 

energy spent on the exercise. For example money was made available though it wa not 

in the approved budget, the establi hment of a coordinating committee which was a 

representative of staff members from the council. The attendance of the I Ion. Governor, 

the Chief Regional Officer and all managers at the Regional Council te tificd to their 

commitment and ownership. 

6.5 Facilitation skills The facilitator and technology used during planning proccs e had a significant inf1ucnce 

on the period that it took to complete the strategic plan. According to Good t in et al. 

(19
93

, p. Sl), the enabling role i crucial, because hc/ ·hc helps the planning team to deal 

with process issues that are vital to a ·uccc · · ful planning proccs ·. The facilitator can 
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Stockley (1999, p. 15) identifies essential elements for the acceptance of the strategic 

plan by the stakeholders. These include: (i) a careful identification of key stakeholders, 

(ii) a clear definition of their roles in the different stages of the planning process, (iii) an 

open attitude towards their contributions and (iv) an acceptance without prejudice of the 

information views provided by the stakeholders. The researcher is in agreement with 

Stockley because not only do stakeholders need to accept the plan, but to support its 

implementation thereof. The primary reason why implementation foils is that 

stakeholders are not involved and at the sometime they do not make resource available. 

Based on the above arguments, it emerged that the Khomas Regional Council involved its 

key stakeholders throughout the process and also at the stakeholder ' conference which 

was held in February 2008 at Waterberg Game Resort (Khoma Regional Council 

Stakeholders Conference Report, 2008, p.3). takeholder's needs and comments were 

accepted at that platform, though, according to the researcher, some of the needs were 

supposed to have been identified prior to the la t takeholders ' conference. 

Though stakeholders were involved throughout, both the researcher and one facilitator 

questioned the absence of the City of Windhoek, because of its hared rc-pon •ibility with 

the Council. 

6. 7 Duration and challenges experienced 

During this planning process, two executive trategic planning workshop were held. The 

first one in Windhoek at KRC Head Office from 25 to 27 epternbcr and from I to 3 

October 2007, the second in Swakopmund at Langstrand Restaurant from 22 to 25 

October 2007. The second work hop included a mid-term reYic½ of the Regional 

Council's Annual Action Plan, (Khomas Regional Council • tratcgic Plunning Work 'hop 

Report, 2007, p.4). Furthermore, the stakeholder conference was held from 6 to 7 
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February 2008 at Waterberg Game Resort, (Stakeholders Conference Report, 2008, p.3). 

It took about six months for the Khomas Regional Council to complete its strategic plan. 

According to Bryson (1947, p. 87), the ideal time frame to complete a strategic planning 

process should be three months. He further suggests that a strategic planning task force or 

coordinating committee be formed , in order to structure a mechanism for consultation 
' 

negotiation, problem solving, or buffering among organisational unit . The size of the 

strategic planning team is too crucial. The length of time required to complete a strategic 

plan differs from one organisation to the other because of their unique circum lances and 

culture. According to Well (2003, p. 7), the following factors arc crucial for a successful 

strategic planning process: the degree of commitment to the effort by the enior leader , 

strategic planning facilitators, and organisation coordinator, level of total quality 

knowledge among the senior leadership team, level of employee involvement in plan 

completion and organisations' readiness for change. 

In relation to what Well and Bry on's contention, it was clearly pointed out that the 

strategic planning process for the Khoma Regional Council did not experience a 

problem regarding the commitment by enior leaders, but there were ome shortfalls on 

the strategic plan framework itself. The framework did not give detailed information 

regarding with pre-work/pre-planning activitie , and as a result, ninety percents of the 

participants, were introduced to the strategic planning framework during the workshops. 

This means that the facilitators had to explain every ba ic concept and make sure that 

there was an aligned thinking among the work hop participant- . It did not only waste 

time, but also re ulted in a ituation whereby ·ome of the participants were not prepared 

emotionally and psychological. 
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The duration was meaningful because it was the first time for the Regional Council to 

apply the balanced scorecard. The same apply for the lead consultant. Based on that 

information, it is understandable as to why the Council took six months to complete its 

strategic plan. 

Though the process was sound, the findings revealed it lacked some element of the 

applied strategic planning approach. According to Goodstein ct al ( 1993, p . 9), the pre

work of the Applied Strategic Planning process involves answering a host of question 

and making a number of decisions. Some of these include: How much commitment to the 

planning process is present? Who hould be involved? How we involve absent 

stakeholders? How does the fiscal year fit the planning process? How long will it take? 

What information is needed in order to plan successfully? o, planning to plan includes 

developing answers to these questions and making the neces ary deci ions (Good •tein et 

al, 1993, p. 9). 

The findings clearly answered to some of the question except the last t\·Vo. I low long 

will it take? Though, there was a contract and term of reference signed bet\veen the 

Council and the external consultant . the partie involved did not ·tick to the propo ·ed 

dates. According to Mr. Mbangu, there were times whereby the availability of key taff 

members or role players was a challenge and that delayed ·ome of the activities that 

could have been completed a early a 2007. Good ·tein (1993) and Bryon (1947) were 

in agreement regarding the programme of activitic ', and the issue of the Khomas 

Regional Cow1cil was clear, because it did not have a programme or acti, itics for the 
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strategic planning process. As a result, delays were experienced as the participants did 

not book the dates in advance. 

The last question was already dealt with during the pre-work part and it was indicated 

that the Council did not have some of the relevant information, notably the base line 

information in terms customer satisfaction. This simply meant that though there was a 

coordinating committee, it was not clear in all aspects of the strategic plan because of the 

pre-training which was not conducted at the outset of the planning proce s. 

Some of the following challenges as experienced during the proce s could have been 

avoided if the strategic planning fran1ework had made provision for detailed pre-work/ 

pre-planning activities: 

• Budget, when the process started the budget was already approved. A a result 

the first year, budget wa different from that of the strategic plan. becau e the 

strategic plan was done after the approval of the yearly budget. 

• 

• 

Some of the staff members never had document for national high level 

statements, such as DP3 and Vision 2030. The ouncil did not provide the 

relevant documents for preparation purpo es. 
On the targets, no attempt was made to e tablish base line information to 

establish for the current performance rate. 

The above selected challenge meant that the ouncil did not have a final dcci ion a. to 

when to start the strategi planning process bccau c it wa not in the appr vcd budget. 

The framework u ed did not prepare the ouncil well in advance in ordcr to a, oid ·omc 
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of the challenges outlined in this chapter. Therefore, the researcher is of the view that 

significantly more work was suppose to have been done before the process was embarked 

upon. 
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CHAPTER SEVEN 

CONCLUSION AND RECOMMENDATION 

7.1 Introduction 
This chapter summaries the principal conclusion reached by the researcher and advances 

recommendations as to how to improve the strategic planning process by reducing the 

period from six months. The conclusion empha iscs areas that hampered the strategic 

planning process. The recommendations attempt to generate new knowledge in term of 

possible suggestions and solutions as informed by the challenges experienced during the 

process of strategic plan. 

7.2 Conclusions 
Strategic planning is a new concept in the Public ervice of an1ibia and whatever has 

happened in the process served as Jes ons for the future improvement if tho e involved 

take it as learning process which need improvement from time to time. Given the 

research findings and data analysis, the following points were identified as important. 

Firstly, the following succe s factors were m place during the proce s: leader hip 

commitment, political suppo1i and owner hip. Leadership at all levels uppoticd the 

proce s in different ways. Politician , including the Hon. Regional Governor and her 

lion. Councilors, attended the strategic planning exerci e. The Chief R •gional Office and 

his senior managers did attend all tratcgic planning work hop . Though, the •trategic 

planning costs were not part of the approved budget. the management found ways to fund 

the process. This is a clear testimony that the Khoma Regional Council did its level best 

in that regard. 

econdly, the tratcgic planning facilitator did very well becau ·e they managed to 

complete the procc succc sfully and participant were happy with their conduct during 

the whole process . 
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However, the framework used did not prepare the council very well due to the following 

principal reasons: 

• The participants did not have based line information at the workshops. 

• The pre-work/ pre-planning phase did not cover all activities apart from 

the signing of the contract, terms of reference and a few more. 

• Though there was commitment from both sides, it came out that the 

availability of some key staff members as it was referred to by Mr. 

Mbangu delayed some of the activities. Also the period between the 

second workshop and stakeholder conference was too Jong. The 

stakeholders' conference could have taken place in November 2007. 

In conclusion, it has emerged that the Council did not have a final deci ion on the date to 

start the strategic planning proce s because it was not in the approved budget. The 

framework used did not prepare the Council well in advance, in order to avoid some of 

the challenges highlighted in this research. Therefore, the re earcher is of the opinion that 

more was supposed to have been done before the process embarked up. Generally, the 

process went well and the duration of the process was under tandable due to the 

aforementioned reasons. 

7.3 Recommendations 

While appreciating the efforts made by all partic that were involved in the development 

of the Khomas Regional Council strategic plan, the re earchcr would like to put forward 

some recommendations. 

Recommendation 1. The strategic plan framework needs to be up dated ba ed on the 

lesson learned from the Offices/Ministrie /Agencies that ha c not yet completed their 

strategic plan. The tratcgic plan framework need to give detail of activitic , to be 

completed at the pre-work stage because it i ' the foundation of the whole proce ' S. The 

following activities hould be co, ered during the pre-work/ pre-planning stage; pre-
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training for senior managers and all key participants which cover survey on customer's 

needs, resource analysis, and some basic information, documents that need to be read 

before hand and align thinking. The pre-training should provide meanings and practical 

examples to some if not all concepts that will be used. The Council management need to 

make sure that all senior managers and key pa1ticipants have got all relevant docwnents 

before hand because not every body can afford them. 

Recommendation 2. The contract and term of references for the con ultants need to tell 

as to when the process should be completed in terms of month , date and not the number 

of days in general. The practice has created a room for the postponement of activities 

which at the end prolonged the process. In fact, the Council completed its task within the 

given dates, but for future improvement on the speed, there i a need to rephrase the time 

in months and date. 

Recommendation 3. The OPM and trategic planning facilitators need to be meeting on 

a regular basis in order to improve the whole proces . 

Recommendation 4. The head of the Directorate Management rvice (DM ) and 

strategic planning facilitators should identify re earch area and reque t fund from the 

government in order to pon or tudent who arc doing research in tho e area . In 

addition the Directorate of Human Re ourcc Development (DIIRD) in the OPM should 

develop a re earch culture, in order to help ·taff members aero the Public 'ervicc to 

discover the short comings in the implementation of all government reforms initiatives. 

Recommendation 5. The OPM should encourage takeholder to take their im olvemcnt 

in the trategic planning process eriou ly by ending repre entati,e - who can add value. 

Both the re earchcr and K.homa Regional Council ·trategic planning facilitators ugge t 

that representative of key takeholder be at management level v.ith e,ten -i c 

knowledge about the organisation being repre ·cnted. ·1 he commitment shown b) the 

Khoma Regional ouncil need ' to be hared with manager- in the Public Service of 

amibia O that Yi ion 2030 can be realised in practical terms. 

90 



REFERENCES 

Ackhoff, R.L.A. (1970). A Concept o(Corporate Planning. New York: Wiley . 

Armstrong, M. (2006). Performance Management- key Strategies and Practical 

Guidelines. 3rd ed. London and Philadelphia: Kogan Page. 

Authony, R. (1999). Best ractices in er onnance mana 

[online]. Retrieved Jan, 07, 2008 from 

solutions.com/articlcs/bestpracimplement.html> . 

Bendheim, C. (1998). Determinin best ractice in cor orate-stakeholder relations usin 

data enve/ooment: An industrial level study, Business and ociety, Vol. 37 
0 

3 - . 'pp 

306-39. New York: Praeger. 

Bryson, J.M. (2004). What to do when stakeholders matter- Stakeholder identi 
1
cation 

and analysis technique.§.., Public Management Re iew, Vol. 6 o.1, pp 21-5 . New York: 

Praeger. 

Bryson, J. M. (1947 . Strate ic Plannin or Public and 
an 

Francisco: Jo ey-Ba s Publisher . 

Oror, Y. (1971). Ventures in Policy .. ciences. cw York: American El ·cvier. 

Du Pisani, A. (2008). Special lecture series: Doing qualitative research. Windhoek: ·1 he 

University of arnibia. 

[ECA] Economic Cammi sion for frica, (2005). Public ector Management Reforms in 

Africa: Lessons Learned. Addis baba: E A Document· Reproduction and Di ·tribution 

Unit (ORDU). 
Ekong, o. Plante, P. R. ( 1996). :trategic Pjynnin at ,yr_lected ,1/i'iccm { 11i,·ersities. 

Ghana: A ociation of frican ni,cr. itics. 

91 



Elaine H. (2000). Strategic Planning for a New Century: Process over Product. ERIC 

Digit. [Online]. Retrieved August, 3 2008 from http://www. Strategic Planning for a 

ew Century Process over Product ERIC Digest.htm> 

Faludi, A, (19841 Planning theory. ew York: Pergamon Press. 

Goodstein, L. D ., olan, T. M., & Pfeiffer, J. W . (1993). Applied Strategic Planning: an 

Francisco: McGraw-Hill, Inc. 

Hill, M. and Hupe, P. (2006) . Implementing Public Policy. 4
1h 

ed . London: A l: 

Publication. 

[KRC] Khomas Regional Council. (2008). Khomas Regional Council Five Year Strategic 

Plan 2008-2013. Windhoek. 

[KRC] Khomas Regional Council. (2007). Strategic Planning Workshops Reports. 

Windhoek. 
[KRC] Khomas Regional Council. (2008). takeholder Conference Feedback Report. 

Windhoek. 

Lambeth, L. B. (2007) . Change Management toolkit. London: Borough of Lambeth. 

Mintzber, II. (1994) . The Rise and Fall o , Irate ic Plannin . London: Prcntice-llall, 

Financial Time . 

Mitchell, W. K. (2005) . Research Methodologv {3rd ed). ape To\.\n: O:xford nivcr ity 

Press outhem Africa (Pty) Ltd . 

Mutumba, B. (2004) . Inter overnmental relationshi J between Central o,·ernment and 

selected Local Authoritie~ ( pecial reference to De cntrali ation in amibia) 

Di ertation ubmitted in partial fulfillment of a Doctorate Degree in Public 

Admini tration. Windh ck: Ihe niver ·ity of amibia ( M). 

9 .. 



[OPM] Office of the Prime Minister. (2006). PMS Principles and Framework. 

Windhoek. 

[OPM] Office of the Prime Minister. (2008). Strategic Plan and PMS Issues and 

Solutions. Windhoek. 

[OPM] Office of the Prime Minister. (2002) . Report on Research Findings of the 

Performance Management System Pro;ect. Windhoek. 

[OPM] Office of the Prime Minister. (2007). Leadership Presentation at JJardap 

Regional Council. Windhoek. 

[OPM] Office of the Prime Minister. (2007). PMS Strategic Planning F'ramework. 

Windhoek. 

[OPM] Office of the Prime Mini ter. (2004 ). Strategic Planning and Balanced , core card 

Perspectives. Windhoek. 

[OPM] Office of the Prime Minister. (2004). PM, Proiect Management Module. 

Windhoek. 

Republic of amibia. Regional Development Plan. (2001 / 2002-2005/2006) . Khoma 

Regional Council. 

Republic of amibia. Khoma.~· Regional Council Ffre Year , trntegic Plan 2008-_ 0/ J. 

(2008). Khomas Regional ouncil. 

Rowley, T. (1997). Movin be 1ond d adic ties: a network the or I o · stakeholder 

influences. cademy of Management Review, Vol. 22 o.4, pp 887-911. cw York: 

Praeger. 

chwcndiman, J. . (197 ) Strategy and Long-Range Planning [or the Multi- __ glional 

Corporation. cw York: Pracgcr. 

91 



Siyanga, L. M. (2007). The assessment ofthe implementation ofDecentralisation policv 

in the Caprivi and Khomas Regional Council. Master of Public Policy and 

Administration (MPPA). Windhoek: The University of Namibia (UNAM). 

Stockley, D. (1999). Implementing a performance management system. Australia. 

Retrieved Jan 07, 2008, from http://www.derek tocklcy.com.au/pcrformance/managemcnt

business-h,htm I> 

Well, D. L. (2003). Strategic Management for Senior Leaders: A llandbook for 

implementation. Virginia. Retrieved May 21 , 2008, from http: // 

www.balancedscorecard.org. 

Wikipedia, (2006). Redirect from decentralization, the free encyclopedia. tOnline]. 

Retrieved May 23, 2006, from http://www.wikipcdi.org/wiki/dcccntrali ation> 

Wildavsky, A. (1973). If Planning is Everything Maybe It 's No/him:. Policy cicnce 4. 

New York: oxford University Press. 

94 



ANNEX A: LIST OF INTERVIEWEES 

Name 
Position 

Mr. Clements Maf wila 
Director: General ervices 

Mr. Gabriel Benjamin 
Deputy Director: Planning and 

Development 

Mr. Alexander Sangwali 
Deputy Director: Finance 

Mr. Godwin Sikabongo 
Deputy Director: I luman Re ource 

Ms. Loide Muttotta 
Deputy Director: Administration 

' 
Mr. Mr. Kennedy Mbangu 

Chief Efficient Analyst (OPM) 

faci Ii ta tor 

-
Mr. Chales Muwe Mungule 

Premier Consultant (lead 

consultant) 
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ANNEX B: 
INTERVIEW 

QUESTIONNAIRE: UNSTRUCTURED 

TOPIC: A CRITICAL ANALYSIS OF THE DEVELOPMENT OF THE 

STRATEGI PLAN FOR THE KHOMAS REGIONAL COUNCIL. 

UNSTRUCTURED INTERVIEW QUESTIONS FOR THE EXTERNAL 
FACILITATORS FOR KHO MAS REGIONAL COUNCIL ' STRATEGIC PLAN. 

1. Introduction 

1.1. Name of the participant (needs agreement) ................................. . 

1.2. Position ........................ ••.••••··········· · ························••••••·· .... . 

1.3. Years of experience in strategic plan .......................................... . 

2. Initiation stage. 

2.J. What did you do as part of your preparation for the Khoma Regional ouncil 
strategic plan? 

·········································································• .................................. . 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
2.2. How did then you prepare the Regional ouncil before they start with the 
workshops? 
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············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 

3.3. How was the facilitation of the whole process? Explain in short. 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
································································································· ··········· 
3.4. How did different stakeholders help the Regional Council to come up with a 
quality and meaningful strategic plan? 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
···· ········································································································ 
············································································································ 
············································································································ 
3.5. How do you feel about the time that it took the Regional Council to complete the 
plan? 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
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3.6. What were the main challenges as experienced in the whole process of the 
strategic planning for the Khomas Regional Council? 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
3. 7. What are your suggestions / recommendations to improve the process in future? 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
···························································································· ················ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
THANK YOU VERY MUCH! 
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ANNEX C: TOPIC: A CRITICAL ANALYSIS OF THE DEVELOPMENT OF 

THE STRATEGI PLAN FOR THE KHOMAS REGIONAL COUNCIL. 

QUESTIONS FOR THE UNSTRUCTURED- INTERVIEW WITH THE PMS 
REGIONAL IMPLEMENTATION TEAM (RIT) FOR THE KHOMAS 
REGIONAL COUNCIL. 

1. Introduction 

l.J. Name of the participant (needs agreement) ................................. . 

1.2. Position ................................. •.•• ..... ••• .. ••••••••••••• .. •••· ............. . 

1.3. Years of employment ............................................................. . 

2. Pre-work planning/ initiation stage. 

2.1. Who initiated the idea to go for strategic planning? 

············································································································ 
············································································································ 
2.2. How did the Regional Council prepare it self before the process start'! 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
······································ ······································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ ............................................................................................................ 

2.3. What do you think was not done properly at the initial stage? 
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············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
·········································································································•.•· 
············································································································ 
················································································ ······· ····················· 

3. While developing a strategic plan 

3.1. What level of staff members were involved in the development of the strategic 
plan? 

········································································································· 
3.2. How many senior management positions are filled? (HR only). 

··············································································································································· 
3.3. How many senior managers were not present or involved in the proce ·s? 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
3.4. Was the process internal or external driven? Explain. 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
················································································································································ 
················································································································································ 
3.5. How did you experience the facilitation of the whole process in terms of? 
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1. Facilitation skill. 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
2. Level of understanding of the strategic plan. 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
································································································································ 
3. Time management etc 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
3.6. How did you involve your stakeholders in the process? 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
3. 7. How long did it take the Regional Council to complete the strategic planning 
process? ............................................................................................... . 

3.8. How do you feel about the time that it took the Regional Council to complete the 
plan? 

··········································································································· 
············································································································ 
············································································································ 
············································································································ 
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············································································································ 
············································································································ 
3.9. What were the main challenges as experienced in the process? 

············································································································ 
············································································································ ............................................................................................................ 
············································································································ 
············································································································ 
············································································································ 
············································································································ ............................................................................................................ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
3-9. What are your suggestions / recommendations to improve the process in future'? 

············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
············································································································ 
·············································································································· 

Thank you very much!! 
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