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GLOSSARY OF TERMS

Change management: A systematic approach to dealing with change both from the
perspective of an organisation and the individual.

Cronbach’s Alpha: The measurement tool used to measure internal reliability and
consistency of a response in a survey questionnaire that form
a scale.

Empowerment : Regular participation of employees in deciding how their work

is done and making suggestions for improvement.

Formalisation: It is about whether rules and procedures are adhered to at the
workplace
Job Satisfaction Employee feelings in relation to one’s supervisors, reward, co-

workers and the job.
Innovation and flexibility A process of translating an idea into a good service. and
flexibility refers to how quickly can an employer change to meet

customer requirements.

Integration Working relationships between different chief directorates.
Leadership The relationship an employee has with his/her leader.
Likert Scale A psychometric attitude measurement instrument used in

research that employs questionnaires to scale responses of
participants in a survey research.

Organisational Climate How members of an organization experience the culture of the

organization.

Organisational Culture A system of shared assumptions, values and beliefs that

govern people behavior in an organization.

Organisational Citizenship Behaviour How employees go beyond the call of duty
including assisting one another at the
workplace.

Organisational Climate Measure A scientific measurement model and tool used to

measure the climate in an organization.

Security and Fairness Perceptions about job security and fairness in how an

employee is treated at work
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Service delivery dimension: The degree of satisfaction provided by the goods or

services of an organization.

Silo Mentality: Alignment of practices and performance of business units for a
common cause resulting in the achievement of the core
objectives and the mandate of the department

Supervisory Support The extent to which employees experience support and
understanding from their immediate supervisors.

Training Preparation for performing a job that is typically provided to a
staff member.

Welfare How an organization values and treats its employees.

Page | 7



LIST OF ACRONYMS

CDW  Community Development Workers

CERDE Centre for Entrepreneurial Research and Development
CoGTA Cooperative Governance and Traditional Affairs

HCD  Human Capital Development

OCM Organisational Climate Measurement

OCMI Organisational Climate Measuring Instrument

OCS  Organisational Climate Survey

ocC Organisational Climate

SM Silo Mentality

SPSS Statistical Package for Social Sciences

Page | 8



Table of summarized findings per dimension

Table 1: Summary of occupational levels that needs attention.............cccceeeeeeeiiiiiiiiiieeneeenn, 32
Table 2: Summary of programmes that needs attention ..., 32
Table 3: Summary of occupational level that needs attention................cccooeeeeeeee e, 34
Table 4: Summaries of occupational levels that needs attention ..............cc..coovviviiiiiennneenn. 34
Table 5: Summary of Occupational level that needs attention..............ccccoeeeeeeeee, 35
Table 6: Summary of programmes that needs attention ...............ccccoevviiiiii e, 35
Table 7: Summary of occupational level that needs attention...............ccccooeeeeee e, 41
Table 8: Summary of the programmes that needs attention ...............cccooeeee e, 41
Table 9: Summary of occupational level that needs attention.............ccccceeeeeeeiiiiiiiieen e, 46
Table 10: Summary of programmes that needs attention ..., 46
Table 11: Summary of Occupational level that needs attention............ccccoeeeeeeriiiiiiiieeneeeeen, 48
Table 12: Summary of programmes that needs attention .............cccccoeviiiiiiiiiee e, 48
Table 13: Summary of Occupational level that needs attention...............cccooee e, 50
Table 14: Summary of programmes that needs attention .............cccceeviiiiiiie e, 50
Table 15: Summary of Occupational levels that needs attention ...........ccccoooeeiiiiiiiiciinneeenn. 51
Table 16: Summary of programmes that needs attention .............c.ccoeeviiiiei e, 52
Table 17: Summary of Occupational levels that needs attention .............cccoooeeviiiiiiiennnen., 55
Table 18: Summary of programmes that needs attention .............cccovevviiiiii e, 55
Table 19: Summary of Occupational level that needs attention.............cccceeeeeeriiiiiiiiennneeenn., 59
Table 20: Summary of programmes that needs attention .............ccccoevvvieiii e, 60
Table 21: Summary of Occupational level that needs attention.............ccccoeveevvviiiiiciinneeenn. 61
Table 22: Summary of programmes that needs attention .............ccccoevviiieii e, 61
Table 23: Summary of Occupational level that needs attention............cccceevveeviiiiiiiiinnneeenn, 62
Table 24: Summary of programmes that needs attention .............c.cccviiiii e, 62
Table 25: Summary of Occupational levels that needs attention ............ccccoeevvviveiiicinneeenn. 66
Table 26: Summary of programmes that needs attention .............ccceevvviieiiii i, 67
Table 27: Summary of Occupational levels that needs attention ............ccccoooeeiiiiiiiennnen. 68
Table 28: Summary of programmes that needs attention .............ccceevvviiiiii e, 68
Table 29: Summary of Occupational levels that need attention.............ccceeeeeeeiiiiiiiieeeneennn, 76
Table 30: Summary of programmes that need attention..............cccevvveeiiciiii e, 77
Table 31: Summary of Occupational levels that need attention.............cccceeveevviiiiiicinnneeenn. 79
Table 32: Summary of programmes that needs attention .............cccccevviiieei e, 79
Table 33: Summary of Occupational levels that need attention.............ccccevveevriiiiiiiinnneeenn, 82
Table 34: Summary of programmes that need attention...............ccccoovviiiiei e, 83
Table 35: Summary of Occupational levels that need attention.............cccoeeeeeeiiiiiiiieeeneennn, 84
Table 36: Summary of programmes that need attention..............cccvvveeviiiii e, 84
Table 37: Summary of Occupational level that need attention.............ccccceeeeeiriiiiiiieeeneeen, 85
Table 38: Summary of programmes that need attention..............cccevvveviiciii e, 85
Table 39: Summary of Occupational levels that needs attention .............ccccoooeviiiiiiiiieennenn.. 86
Table 40: Summary of the programmes that needs attention ..............cccccoevveeiiiiiiinneeeenn. 87

Page | 9



Table of figures

Figure 1: Departmental diSIFCLS .......coieiieiieice e e e e e e e e eaaens 20
T[S I A md (oTo | = 1 o] 4T SRR 21
Figure 3: Occupational IEVEIS ..........oovviiiiiiiiiiiiiieeeeeeeeeeeeeeee e 23
Figure 4: Gender distribULION ...........ii i e e e aaaen 24
FIQUIE 5: RECE GIOUPS....ciiiiiiiiiiiiiiiiiiiiii ettt ettt ettt ettt ettt ettt ettt ettt ettt et e et e et et et et e e e e e eeeeeeeees 24
T T8I ST Ao = SRR 25
Figure 7: HOME LANQUAGTE .......ooeviiiiiii e eee e eeeiiiie s e e e ettt s s e e e e e e e e et aaa e s e e e e e e eaataaaaaeeeaaeeennnes 26
Figure 8: EAUCAtIONAI IEVEI ..........oovviiiiiiiiiiiieeeeeeeeeeeeeeeeeeeeeeeee e 26
T T8I TR =T o T O SRRPPP 27
Figure 10: Type Of EMPIOYMENT ...cooviiiiiiiiiiiiiiiieeeeeeeeeeeee ettt 28
Figure 11: There is mutual respect by employees at COGTA ......ooovvviiiiiiiiinieiiiiieieeeeieiieiee 30
Figure 12:The culture of cooperation at CoGTA assist me in achieving my work objectives 31
Figure 13: | am free to express my Views at COGTA ......ooviiiiiiiiiiiiiiiiiiiieeeeeieeeeeeeee e 31
Figure 14: The culture of hostility is rife at COGTA ......ooiiiiii i 33
Figure 15: Work politics are rife at COGTA .....oiiiiiiiiiiiiiiiieiie ettt 34
Figure 16: Summary of Or ga.ni.s.at..onal..cul.37ureds d
Figure 17: | am satisfied with my CO-WOIKEIS...........cooiiiiiiiii e 38
Figure 18: | am satisfied With MY SUPEIVISOI ........cciiiiiimmiiiiiiiiiiiiiiiieiiiiiie et 38
Figure 19: | am satisfied With my job ... 39
Figure 20: | am satisfied with the pay | receive at COGTA ........ooiviiiiiiii e, 40
Figure 21: | am satisfied with the progress | have made in my job .........ccccvvviviiviiiiiiiinnnnn. 42
Figure22: Summary of Job Sat.i.s.f.ac.t.i.ond...di.men.s.id3on
Figure 23: At COGTA, there is JOD SECUILY ......cccvviiiiiiiiiiiiiiiiiiiieeeeeeeeeeeeeeee e 44
Figure 24: There are employees who receive special treatment because they are friendly
WILh tNEIF SUPEIVISOIS ..ot e e e e et a e e e e e e e e aat it e e e e aeeeeesees 45
Figure 25: When decisions are made about reassignments, management treats employees
WItN KINANESS ..ottt ettt ettt et e e e e e e e e e e e e e e e aeeeaeees 47
Figure 26: when decisions are made about reassignments, management offers explanations
L1 P2 Ul g F= (o (SIS =T = P 49
Figure 27: At CoGTA, employees are allowed to challenge decisions made by management
........................................................................................................................................... 51
Figure 28: Summaryof Secur ity and f ai.r.ne.s.s..di.mens.i.éhsobd
Figure 29: My manager allows me to make my own decisions relating to my work ............. 54
Figure 30: My manager trusts employees to make work-related decisions without getting
PEIMISSION FIFSE. .ottt e e e e e e et e e e e e e e e ettt e e e e e e e eeaeraanaaes 54
Figure 31:My manger tightly controls the work of those below him/her............cccccccvvvviinnn. 56
Figure 32: My manager wants everything to
O] TeT =T [N PP PSR 56
Figure 33: It is important to check things first with my manager before making a decision. . 57
Figure 34: Summary of leadership dimenSioN ...........oooiiiiii e 58
Figure 35: COGTA employees are suspicious of one another............ccccccvvvvvvviiiiiiiiiiiiininnn. 59
Figure 36: There is very little conflict between directorates at COGTA.........ccoeiiiiiieeeeeeeenns 60
Figure 37: Employees in different directorates are prepared to share information............... 61
Figure 38: Collaboration between directorates is very effective............oovvvvvvviiiiiiiiiiiiiiiinnn. 63
Figure 39: There is very little respect between some of the directorates ..................cceeeeee 63
Figure 40: Summary of integration diMeNSION ............ccuviiiiiiiiiiiiiiiiiiiiieeeeeeeeeeee e 65

Page | 10



Figure 41: Management involves employees when decisions are made that affect them..... 66

Figure 42: Changes are made without talking to the employees ............cccccovvvvviiiiiiiiiiinnnnn. 67
Figure 43: Employees have a say in decisions that affect their work ...............cccccoeeeeiiininns 68
Figure 44: Information about what is happening at CoGTA is shared............cccccceeeieeeeninnnn, 69
Figure 45: There are clear communication channels at COGTA ..........cccccoiiiiiiiiiiiiiieeeees 69
Figure 46: Summary of Empowerment dimension............cccooiveeiiiiiiiiiiiii e e 71
Figure 47: Supervisors at CoGTA are real.T2y good
Figure 48: Supervisors show that they have confidence in those they manage.................... 72
Figure 49: Supervisors at CoGTA are friendly and easy to approach...........cccccceeeeieeeennnnnn, 73
Figure 50: Supervisors can be relied upon to give good guidance to employees................. 73
Figure 51: Supervisors show an understanding of the employees who work for them......... 74
Figure 52: Summary of sup.er.v.i.s.or.y..s.uppo.r.706 di men
Figure 53: Employees are not properly trained (i.e. in policy, software implementation, etc.)
........................................................................................................................................... 76
Figure 54: CoGTA only give employees the minimum amount of training they need to do

11 1= o] o S S 77
Figure 55: Employees are strongly encouraged to develop their skills ........cc.ccccceeeiiiis 79
Figure 56: Summary of training diMeENSION ..........cvviiiiiiiiiiiiiiiiieee e 81
Figure 57: CoGTA pays attention to the interests of employees.........cccoooevviiiiiiiiiie e, 82
Figure 58: COGTA l00KsS after itS @mMPIOYEES ......covviiiiiiiiiiieeiiieiiiieiieeeeeeeeeeeeeeee e 83
Figure 59: CoGTA cares about itS EMPIOYEES ... ....cciiiiiiiiiie e e e eaaens 84
Figure 60: CoGTA is fair in its actions towards emplOyees.............ccveeeiieeeiiiiiiiiiiie e, 86
Figure 61: Summary of welfare dimenSIONS ..........oovviviiiiiiiiiiiiiiiieeeeeeeeeeeee e 88
Figure 62: It is extremely important to adhere to rules and procedures at CoGTA............... 89
Figure 63: Employees can ignore rules and procedures at COGTA.........oovvvvvviiiiiiiiiiiineennnn. 89
Figure 64: Employees do everything according to the rules and procedures at CoGTA ...... 90
Figure 65: It is not necessary to follow rules and procedures at COGTA ........ccccceeeieeeerennnnn, 91
Figure 66: Nobody gets too upset if employees break the rules at COGTA.........cccccvvvvveene. 92
Figure 67: Summary of the formalisation dimenSioN..........ccc.ocooiiiiiiiiiii e, 93
Figure 68: New ideas are readily accepted at COGTA.........oovviiiiiiiiiiiiiiiiieeeeeeeeeeeeeeeeeeeeeee 94
Figure 69: CoGTA is quick to respond when changes need to be made ...........cccccceevveene. 94
Figure 70: Management at CoGTA is quick to spot the need to do things differently........... 95
Figure 71: CoGTA is very flexible; it can quickly change procedures to meet new conditions
and solve problems as theY @riSE ..........uuuiiii i e 96
Figure 72: Assistance in developing new ideas is readily available .............ccccccccvvviiiiiinnnn. 97
Figure 73: Employees at CoGTA are always searching for new ways of looking at problems
........................................................................................................................................... 97
Figure 74: Summary of Innovation and Flexibility dimension ...........ccccccvvvvviiiiiiiiiiiiiiiiiinnn, 99
Figure 75: | am willing to stand up to protect the reputation of COGTA.........ccccceevieeeiniinnn, 100
Figure 76: | tell outsiders good news about COGTA ........coiiiii i 100
Figure 77: Co-workers make constructive suggestions that can improve the service delivery
= O T 1N 101
Figure 78: Co-workers do not mind taking on new jobs without complaints at CoGTA ...... 101
Figure 79: Employees are willing to work long hours at COGTA .......cccoiiiiiiiiiiiiiiiie e 102
Figure 80: Summary of Organisational citizenship behavior dimension............................. 103
Figure 81: At CoGTA we treat all our customers with dignity...........ccovvvvviiiiiiiiiiiiiiiiiiennnnnn. 104

Figure 82: At CoGTA there is a culture of offering an apology for lack of service delivery . 104

Page | 11



Figure 83: At CoGTA departments that we work with respond promptly to internal complaints

Figure 84: In our department, there is a procedure to handle customer complaints........... 106

Figure 85: In our department, there is a turn-around time to handle customer queries...... 107
Figure 86: Summary of service delivery dimension

Page | 12



EXECUTIVE SUMMARY

This report outlines the survey outcomes of an Organisational Climate study conducted at
the KwaZulu-Natal Department of Cooperative Governance and Traditional Affairs (CoGTA).
The study was done using the Organisational Climate Measure (OCM) both as a theoretical
model and methodological tool adapted from Patterson; West; Shackleton; Dawson;
Lawthom; Maitlis; Wallace (2005). A sample of 1800 employees were invited to participate in
the survey however due to the challenges highlighted under limitations section below only
774 questionnaires were distributed. Of the 774 physically disseminated only 351
guestionnaires were returned by the respondents, which accounted for 19.5% response rate
and 46.73% response rate of the distributed instruments. In terms of methodology, both the
gualitative and quantitative approaches were used to elicit data and during the processing
and analysis phase. Each questionnaire constituted of questions based on the 13
dimensions of the survey as units of analysis. Additionally, to the five point likert scale
responses, respondents were also afforded an opportunity to write narratives about their
responses on each dimension. The 13 dimensions in the questionnaire had acceptable
levels of reliability. Reliability was established using me as ur es of Cronbach@©

instrument including all the items above 0.07.

This type of measure offered the researchers a relatively comprehensive and flexible
approach to the assessment of organisational me n
and theoretical benefits. The responses of the participants varied according to each
dimension in most cases showing a balance of views and in some a pattern of polarized
views ranging from strongly disagree to strongly agree. The major finding of the survey was
that respondents disagreed with welfare, empowerment and leadership items within the
various dimensions. Further the results also revealed issues that need urgent attention
especially in relation to the organisation culture, job satisfaction dimensions. Also on the
basis on the narratives provided by individual respondents, serious concerns ranging from
employee-management relationships, consultation of employees in decision making and
equal access to professional development opportunities were flagged as critically needing
attention. The survey revealed a skewed picture of an organisational culture and climate that
is in need of rethinking and re-strategising for its effectiveness and positive impact on
employer-employee relationships, performance and the work environment at KZN CoGTA.
Finally, in its recommendations the report emphasized the need for change management as
a strategy to address the challenges highlighted by the survey findings while enhancing all
the positive elements per dimension according to the favourable responses of the

participants.
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1. INTRODUCTION

In June 2017, the Department of Cooperative Governance and Traditional Affairs (CoGTA)
KwaZulu-Natal appointed an independent research agency to conduct an organisational
climate survey (OCS) among all its staff. This document reports on the 2017 organisational
climate survey and addresses issues covered in the terms of reference and contract with
Center for Entrepreneurial Research and Development (CERDE), the independent
consultant agency. The brief to the consultant agency was to conduct an organisational
climate survey and produce a report on various aspects of Organisational Climate including

a report on but not limited to:

A Assessment of the restructuring process and its impact
A Silo Mentality: Alignment of the practices / performance of Business Units with
the

Strategic Plan bringing about synergy between Business Units for the common
cause resulting in the achievement of the core objectives and the mandate of the
department.

1 Presentation of a full the report and change Management recommendations to
Departmental Management structures.

2. LIMITATIONS

Some of the major limitations pertaining to the survey roll out process have been
communication including information dissemination, participation levels by task team
members and respondents, population size, data collection methods and location of CoGTA
offices for access. These limiting factors are highlighted in this report solely because they
have impacted negatively on the objectives of the survey. As a post-cautionary measure the
discussion on recommendations includes suggestions on how these can be avoided in future

similar projects.

3. COMMUNICATION AND PARTICIPATION

The lack of proper communication about the survey with employees and the dissemination of
project process information to the potential respondents about their participation (a
responsibility allocated to team managers as decided upon at project inception phase) posed
a huge challenge with participation of COGTA employees. Participation patterns were either

poor or characterized by reluctance to participate or lack of participation due to the

Page | 14



communication gap. Most respondents were not aware of the survey and therefore lacked
willingness to participate whilst some refused to participate on the grounds of not having
enough information about the survey and its objectives. This situation impacted negatively

on the respondent targets of the survey.

4. POPULATION SIZE

For every research project, it is important for the researcher to define the population before
going to the field and collect data. According to Rohilla (2010:115) a population is defined as
a group of individual 6s persons, objecti
measurement. At CoGTA there is a population of 1800 employees drawn from several types
of employment namely permanent employees, fixed contract employees, temporary
employees and those in probation. The population excluded the employees who are in an
internship programme. At CoGTA employment levels range from level 3 until 16. It is worth
mentioning that from level 13 to 16 the response rate fell decimally. Initial population
numbers of 1 800 employees posed problems during field work as it became evident that
about 423 people of the 1 800 were community development workers who were not office
bound employees of CoGTA, consequently this reduced the number of questionnaires
returned to 351 out of the 774 questionnaires disseminated to respondents. Thus the

returned questionnaires amounted to only 46% of the total sample for the survey.

5. DATA COLLECTION METHOD

The questionnaire was self-administered by the research team. The data collection phase
started on the 3 July 2017 and the cut-off date was on the 4 August 2017. The challenges
during data collection phase were reported accordingly in the progress report number three,
which was submitted to the department. High level of sensitivity around anonymity in
COGTA resulted to the data collection method to be confined to face to face or personal
administration of questionnaires to the respondents. This method proved a limitation in that
some respondents could not be reached using the face to face method but could have been
accessed had other methods such as online questionnaires and telephonic data collection
and administration been used by researchers. Face to face only contact also affected the
target numbers of respondents planned to be reached. A mixed approach that included all
three methods would have yielded a much bigger response and reach from the target

respondents.

51 Location of COGTA Offices

Page | 15

ves



CoGTA offices are scattered and quite far in terms of distance and convenience for the
survey project making it difficult to almost impossible to reach potential respondents who
were mostly not even aware of the survey. As a result of distance some respondents
claimed that there has been no communication with them regarding the survey and therefore
they were not willing to participate in a project they were not fully informed about, some did
not want to commit to the survey because they were unsure of their role in the project. The
resulting secondary challenges from these problems were that the majority of responses
from the few respondents who participated were neutral and not committal, implying a lack of
adequate interest in the survey exercise.

5.2 Cooperation from the Task Team

There were evident challenges with the commitment of some CoGTA Task Team members
who were supposed to work in a coordinated way with the consultant agency in the
Organisational Climate survey project. Task Team meetings often did not quorate because
there was poor attendance. This challenge has been flagged in the recommendations as an
area that needs urgent attention and improvement for the success of future projects. On the
other end the survey started on the second quarter and the task team expected the final
survey report on the same quarter. Looking at the population size of 1800 that was not
possible due to unanticipated challenges during data collection process.

6. METHODOLOGY

The research method consists of two phases i.e. the literature review, and the empirical
study. In the methodology, the two phases were created as the basis of the methodology to
be followed during the entire study.

Phase 1: Literature review

A Step 11 Literature review about organisational climate surveys broadly

A Step 2 1 Relevant literature on assessment of the restructuring process and its
impact at CoGTA (ARPI).

A Step 3 7 Assessment of Silo Mentality (SM) and other organisational climate
dimensions.

Phase 2: Empirical study
A Step 11 Population and sampling (1800 employees)
A Step 21 Selection of the Organisational Climate Measuring instrument
A Step 31 Pilot of the instrument
A Step 4 i Data collection
A Step 5 7 Data processing (Excel and SPSS i.e. Statistical Package for Social

Sciences)
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A Step 6 1 Reporting and interpretation of results

The research design used in this study was exploratory in nature. This is the most useful
(and appropriate) research design for those projects that are addressing a subject about
which there are high levels of uncertainty and when the problem is not very well understood
(Kraut, 1996).

6.1 Evaluation scope

The evaluation scope was informed by and restricted to the 13 dimensions identified at
project inception as significant units of analysis for the survey. It was on the basis on the
participant responses to the questionnaire on the dimensions that the evaluation findings

were based.

6.2 Evaluation population

The survey sample for evaluation was randomly selected from a population of 1800 CoGTA
employees targeted as respondents. The sampling process itself was not stratified according
to any sample features or characteristics but every random selected respondent in the
sample was ensured an equal chance to participate in the survey. Thus the generalisation of

the findings is based on the data collected only from respondents who participated.

7. LITERATURE REVIEW

Literature review for the survey included the organisational climate, assessment of the

restructuring process with a focus on its impact; and silo mentality.
7.1 Organisational climate

The main aim of this research was to conceptualise the notion of organisational climate as a
key concept in the survey and further outline its crucial aspects and dimensions. However,
various sources from the literature were consulted in attempt to clearly distinguish the
organisational climate from the organisational culture. Stetzer, Morgeson, and Anderson
(1997) argued that climate focuses on the functioning of the organisations while culture is
concerned about how they function in a certain way. Nevertheless, Glick (1985) mentioned

that other scholars have indicated that such dissimilarities are artificial and that the

Afconcepts are more si mil aDenison G996)decommended thdat .

climate and culture congregate on a number of key points. Therefore, the different

accredited sources of organisational climate were analysed, including:
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9 the dimensions of organisational climate

91 a model of organisational climate and;

1 the importance of organisational climate.
For purposes of the organisational climate survey at CoGTA, we adopted the views of
Denison (1996)and consi dered cl i mat e andevetworlk tontexe
constructs, defined as the mult-di mensi onal gual ity of
environment, resulting from behaviours engaged in and policy developed by executive
ma n a g e nfRoberts) Hulin, & Rousseau, 1978, p. 32).

7.2 Dimensions of organisational climate

According to Patterson et al. (2005) there was a strong belief from the beginning in theory
and research that in organisational climate area there are limited number of dimensions that
could characterise social environments. Other scholars believed that, organisational climate
di mensions are Aindividual aut onomy; degr
orientation; and consideration, warmth, and s u p (Camphelh Dunnette, Lawler, & Weick,
1970). However, there is a disagreement in literature as to how many dimensions constitute
the organisational climate. These disagreements are alluded by Steers (1977) that
organisational climate is a researched in many various situations, to name a few in schools,
public sector, private businesses and other operations. However, Patterson et al. (2005)
argued that over the years many other organisational climate dimensions has proliferated.
Therefore, instead of focusing on the global and domain specific approaches to
organisational climate as contradictory, it is good to look both as the starting point for the
investigation of work environment perceptions. In this survey 13 dimensions from Patterson
et al. (2005) were tested at CoGTA (see Appendix A).

7.3 Dimensions of organisational climate under evaluation at CoGTA

The scope of organisational climate evaluation at CoGTA was limited to 13 dimensions
identified at the inception phase of the survey project- these are namely; organisation
culture, job satisfaction, security and fairness, leadership, integration, empowerment,
supervisory support, training, formalisation, innovation, organisation citizenship and service
delivery. These dimension were used to organise and code the responses of the participants
in the questionnaires. Over and above these there were other critical aspects to be covered
by the surveys such as Silo mentality, Human Relations, Organisational Structure and

Change Management.
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7.4 Evidence from the piloting of the questionnaire

The research process started after the piloting of the chosen organisational climate
measuring instrument (OCM). The pilot report was issued and it outlined the results of the
Organisational Climate pilot survey conducted at the KwaZulu-Natal Department of
Cooperative Governance and Traditional Affairs (CoGTA). The pilot study was conducted
using the Organisational Climate Measure (OCM), adapted from Patterson et al. (2005). A
sample of 30 employees from Level 4 to Level 16 completed the questionnaire, with a
response rate of 67%.

The research approach was both quantitative and qualitative, and respondents were given
an opportunity to write narratives about each dimension. The 13 dimensions in the
guestionnaire had acceptable levels of reliability. Reliability was established using measures
of Cronbachos aiterpshabove 0®h @he méasure offered the researchers a
relatively comprehensive and flexible approach to the assessment of organisational
member sé experience and perceptions applied an
lesson was that the respondents understood the items on the questionnaire and it took them
on average 25 minutes to complete. The major finding was that the respondents disagreed
with welfare, empowerment and leadership items. Respondents also wrote their narratives
in terms of how they experienced welfare, empowerment and leadership at CoGTA. The
report included narratives from the respondents, which were recorded underneath each
guestion. Since the instrument items were reliable, and the pilot was based on a small
sample size, it was envisaged that through the second phase, the data to be collected will be
more representative and will empower CoGTA management to come up with appropriate
interventions to create an organisational climate that will assist it to deliver an excellent

service due to having employees who are happy.

8. ORGANISATIONAL CLIMATE SURVEY AT CoGTA

8.1 Response rate and the demographics

In general, the response rates are calculated by dividing the number of usable responses
returned by the total number eligible participants in the selected sample. However, Mitchell
(1989) argues, in line with the documentation from other scholars, that the survey response
rate should be calculated as the number of returned questionnaires divided by the total

sample who were sent the survey. Others subtract the number of undeliverable
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guestionnaires from the initial sample to obtain the denominator. Nevertheless, Mitchell
(1989) argued that this calculation only

respondents to return to the survey, and masks a potential large sample selection bias for
the instrument used. The literature further showed that, the questionnaires can be either
telephoned, administered in person, mailed only, emailed only, or online mediated only, or a
combination of these. In the case of the CoGTA (OCS) survey, questionnaires were
administered in person. But, Sheehan (2001) mentioned that response rates to emalil
surveys have declined overtime since the late 1980s. However, Yun and Trumbo (2000:6)
indicated that email response rates may only approximate 25% to 30% without follow up

email and reinforcements.

Nevertheless, the response rate as indicated above is 774 distributed questionnaires and
351 returned questionnaires which makes it 46.73%. However, taking the entire population
into consideration i.e. 351 respondents divided by 1800 (total population), the respond rate is
19.5% which falls within the required rate to generalise the results which is above the normal
10% response rate (Bless, Higson-Smith, & Sithole, 2013). The section below will provide

the results according to the demographics at CoGTA.

8.2 Demographics at CoGTA

CoGTA has offices in eleven districts namely Umgungudlovu, eThekwini (the first two
districts being the Head Office), King Cetshwayo, Harry Gwala, iLembe, uMkhanyakude,
uThukela, uMzinyathi and uGu. The graph below indicates the total percentages of all the

respondents who participated in the survey per district.

Figure 1: Departmental districts
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According to figure 1 most of the respondents that constituted 38% of the survey sample
were based in uMgungundlovu district as demonstrated above. This percentage is not
surprising because this district alone has several CoGTA offices i.e. Natalia building,
Wadley, Southern Life Plaza, Whitbey Lodge, Redlands, and uMkhondeni offices. Other
district offices combined accounted for 64% response rate.

Figure 2: Programmes
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® Programme One:
Administration

E Programme Two: Local
Governance

= Programme Three:
Development and
Planning

Programme Four:
Traditional Affairs

COGTA consist of four Programmes as indicated in figure 2 above namely; Programme one,
Programme two, Programme three and Programme four. According to figure 2 the majority
of the respondents are from Programme two which deals with local governance.

Development and planning programme accounted for only 9% of the respondents.
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Figure 3: Occupational levels
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According to the data received from CoGTA the occupational levels range from level 4 until
level 16. However, during data collection it emerged that some respondents are between
level 2 and 3. Respondents from level 2 refused to participate in the survey as they felt they

were not part of the research since their levels were not printed in the questionnaire.

However, in figure 3 above, is the distribution of respondents according to the survey.
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Figure 4: Gender distribution

BMale
Female
61% .Female

According to figure 4, 61% of the respondents were female. Male respondents accounted
only for 39%.

Figure 5: Race groups

Indian Other
Coloured "'<i<ft

1% ~

White ___

8%

African
82%

According to census 2011 the dominant race groups were Black African at 80%. It is normal
even in this survey to notice that Africans are dominating other race groups and accounted
for 82% of the respondents. The other race groups combined accounted for 18% as it can be
seen in figure 5 above.
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Figure 6: Age

= 18-28
m29-40
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= 51-60
m60+

Most of COGTA officials participated in this study are aged between 29 and 40 years old.
This group of employees accounted for 47% whilst 2% of employees are nearing their
retirement age. On the other end 23% of the employees are in their middle age. The youth

employees and those aged between 51-60 years are at 14% simultaneously.
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Figure 7: Home Language
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In South Africa, there are eleven official languages. These diverse languages are dominating

according to specific demographics. It is not surprising to note that IsiZulu participants has a
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Zulu
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higher percentage than all the languages at CoOGTA because of CoOGTAG s

province where the language is mostly spoken. Other Nguni languages like TshiVenda,

XiTsonga, SePedi, Ndebele and SeSotho accounted for 0%. Although these languages are

at 0% but are dominating in their respective provinces.

Figure 8: Educational level

Primary School.

1%

0%

Matric/Grade 12

Traditional University

Matric/Grade 12

Page | 26

25%

Primary School

No formal
education

|

Traditional

University
26%

University of
Technology
36%

® No formal education

University of Technology ®m FET College

footprint




Majority of the participants in this study have studied at the universities of technology (36%).
Only 1% of the respondents attended only primary school. Employees from traditional
universities (i.e. University of Zululand, UCT, Wits etc.) accounted for 26% which is a 1%

difference with the employees having grade 12 (25%).

Figure 9: Tenure

m0-5years mB-10 years m11-15yearsm 16-20 years
m21-25 years m 26-30 years m 31+ years

As it can be observed from figure 9 above, 38% of the respondents have been in the
organisation for 0-5 years, while other respondents who have been in the organisation for 6-
10 years also accounted for 23%. The respondents who have been in the organisation for
11-15 years accounted for 16%. Employees between 16-20; 21-25 and 31 years and above

all accounted for 6%. Finally, respondents with 26-30 years of experience accounted for 5%.
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Figure 10: Type of Employment

* Permanent = Fixed Term Temporary =Probation = Other

Figure 10 shows that 75% permanent employees participated in this study whilst only 3% of
Co GT lefthployees is on probation while 5% is employed on temporarily basis. The other

13% of the respondents are employed on a fixed term contract.

9. ORGANISATIONAL CLIMATE DIMENSIONS at CoGTA

According to Patterson et al. (2005:392), organisational climate has the following quadrants:
human relations, internal process and open systems. In this report, rational goals (i.e.
efficiency, pressure to produce, and quality performance) were not covered, because the
task team and service provider agreed to test only human relations and internal processes.
The results presented here also include some of the narratives as recorded by the
respondents. Following is the presentation of the results according to different dimensions

which were covered in the survey.

9.1 Data processing and analysis

A data set of quantitative data was created using an Excel spreadsheet and was then
exported to Statistical Package of Social Sciences (SPSS) for analysis. The qualitative data
was also captured in a spreadsheet and each narrative was matched accordingly to the

relevant dimension under review.
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9.2 Reliability and validity of the questionnaire

All items in the questionnaire from Patterson et al. (2005) were tested for reliability.
Reliability analysis refers to the fact that a scale should consistently reflect the construct it is
measuring. The measurement used to measure the reliability iscalled Cr onbachos al
Cronbach's alpha is a measure of internal consistency ("reliability”). It is used when you
have multiple Likert scale questions in a survey/questionnaire and you wish to determine if
the scale is reliable i as in this case of the OC survey. The reliability scale was 86.7% (see
Appendix C for reliability results) and reflects an elevated level of internal consistency.
Therefore, conclusions and deductions made on the data collected from CoGTA can be

relied upon to arrive at sound decisions.

10. RESULTS AND FINDINGS OF THE CoGTA OCS

This section present all the results of the organisational climate survey conducted at CoGTA.

The results are presented in graphs and summary of tables.

10.1 Survey options in the instrument

The survey instrument (Likert scale) had five options to choose from i.e. strongly disagree,
disagree, neutral, agree and strongly agree. In these options, this report will explain the
Aneutral optiono as foll ows:
1 According to Feick (1989) respondents will choose afineutr al 6 option i f
fully certain about the meaning of the question.
1 Secondly, the respondents tend to pick this option to avoid thinking too much or
committing themselves in the item asked (Oppenheimer, 1992);

1 Lastly, when the survey supersedes the motivation of the respondents or their ability,
the neutral option becomes the default choice of respondents (Krosnick,1991).
However, during the pilot of the Patterson et al. (2005) instrument, it emerged that the
respondents understood all the reliable items of the instrument. Therefore, the first
explanation about the neutral respondents to the CoGTA OCS will fall away and the latter
two will remain. Furthermore, during data collection phase the fieldworkers explained the

guestionnaire to the respondents to clear any misunderstandings where it existed.

10.2 Organisational culture

I n the questionnaire, organisational culture was
CoGTA. 0 The organisational cul ture ndantmeeresi on ha

requested to rate their perceptions according to the Likert scale provided and at the end of
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the dimension there was an open-ended question provided for the respondents to state their
views. All the narratives were analysed and recorded under each relevant item. Below in

figures or graphs provided are the results of the organisational culture dimension.

Figure 11: There is mutual respect by employees at CoGTA

There is a mutual respect by employees at
CoGTA

Strongly agree | — O. 1

Agree | 4d 2786

Neutral { 276

Disagree | 5.2

 Stongly disagree | — 20.6

According to figure 11 above, 27.6% of the respondents agreed that there is mutual respect
among employees at CoGTA, but the same number of respondents remained neutral at
27.6% about the same item. However, 20.6% of the respondents disagreed about mutual
respect among the employees at COGTA. Although 9% strongly agreed that there is mutual

respect at CoGTA by employees, 15.2% disagreed.

In total 36.7% supported the notion that there is mutual respect at CoGTA by employees.
However, another 35.8% of the respondents disagreed that employees respect each other at
CoGTA. Therefore, in conclusion CoGTA is at risk of having employees who do not respect

each other. Team buildings should be encouraged to increase good working relationships.
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Figure 12:The culture of cooperation at CoGTA assist me in achieving my work objectives

The culture of cooperation at CoGTA assist
me in achieving my work objectives.
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Regarding the culture of cooperation at CoOGTA whereby colleagues assist each other to
achieve work objectives, the respondents who are agreed and those who were neutral
shared the same perceptions both at 29%. Only 13.9% of the respondents strongly
disagreed with this notion whilst 8.8% strongly agreed that the culture of working together at
CoGTA is practised.

The empirical evidence suggests that there is collaboration among employees at CoGTA.
Almost 38% of the respondents agreed that culture of cooperation assisted them in

achieving their work objectives.

Figure 13: | am free to express my views at CoGTA
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