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Abstract: Given the importance of the strategic
management and the implementation thereof in the
public sector and the empirical evidence of its
application in such organizations such as the pplic
local municipalities, and government departments,
the author proposes to analyze the predisposition f
its application within the South African Police
Service (SAPS) Detective Service. To achieve the se
objective, the review of the literature on strategi
policing and its implications is briefly analyze®ue

to the competing priorities, inconsistency and
ambiguity characterizing the police environment, a
survey was also conducted to solicit the views of a
group of serving general detectives or investigatin
officers within the SAPS, with an attempt to idénti
factors that might negatively impact on the overall
performance of general detectives at station lavel
South Africa. It was envisaged that the findingd wi
provide with new information that will to a certain
extent, improved information system within SAPS
Detective Service that supports the decision making
process so as to allow for better resource
management and more quality in service delivery.

In support of a bigger research, it was envisapad t
the manifestation of respondents’ perceptions @fr po
performance of detectives with regard to how they
respond to fraud- related cases would not always be
clear, and subsequently questionnaire that form the
core of this paper were developed to gather sefiici
information in order to inform the strategic
management and policy of SAPS Detective Service.

A quantitative approach was followed using data
triangulation through the use of a variety of segrc
as outlined hereafter. The research related to a
relatively wide population as the sample of
respondents was drawn from the members of the
Detective Service from nine Provinces, as well as
from Head Office. The research population for this
study consisted of 20 005 Police Act Personnel
(detectives) and a sample of 1 920 members was
identified to respond to, inter alia, their traigin
regarding fraud investigation strategies. This damp
was chosen utilizing a random stratified sampling
technique. The sample realisation was 1 198, or
62,4% of the original sample. This study and the
findings thereof, represents an opportunity for SAP
managers as well as police practitioners elsewtrere
embrace a new management process intended to
improve performance and accountability. The author
viewed the sample to be representative of thoseSSAP
and other members stationed at police stationken t
nine Provinces where the research was conducted.

Keywords: Accountability, Detective Commander,
Performance, Policing, Strategy

INTRODUCTION

here is ample literature examining the effects
of strategic approach as an alternative tool

influencing the performance of public sector,
to a certain extent law enforcement agencies (Alper
& Moore, 1993; Brudney, O’'Toole, & Rainey 2000;
Alpert, Flynn, & Piquero, 2001; Rainey 2003;
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Sheptycki & Ratcliffe, 2004; Coleman, 2006;
Chappell, 2008; Shane, 2008 & 20l18adir &
Jusoff, 2009; Downie & Cooke, 2011; Ozdemir ,
2011; Charrier, 2012). However, there is little
consensus about what constitutes police performance
multi-dimensional nature of police performance and
because measuring it is complex and takes many
forms (Kelling, 1992, Alpert & Moore, 1997; Alpert
and Dunham, 2001; Moore & Braga, 2003; Maguire,
2004, Collier, Edwards & Shaw, 2004; Faull, 2010,
Davis, 2012. As Shane points outAfgencies must
assess performance from a multidimensional
approach. No single best expression of police
performance exists; multiple dimensions better ctepi
what police departments do because they include
factors beyond crimeg” 2008, p. 12). To ensure
maximum utilization of resources and as well as
enforcing accountability from the law enforcement
agencies, Davis asserts tHat. local officials are
likely to demand measurable evidence of quality
improvement to justify budget requést2012, p. 1).
Thus, given the importance of the strategic
management and the implementation thereof in the
public sector and the empirical evidence of its
application in such organizations as law enforcemen
agencies, municipalities, and government agencies,
this paper proposes to analyze the predisposition f
its application within the SAPS Detective Service.

According to the SAPS as cited by Montesh (2007, p.
119), the Detective Service consists of four
components, namely General Investigation, Serious
and Violent Crime, Organised Crime, and
Commercial Branch. This means that there are four
investigative components, and within the components
there are various investigative units, including th
stock theft unit and others. Montesh (2007, p. 119)
points out the functions of the Detective Servioe: a

to ensure effective investigation of general crime
including crime that is not investigated by anyesth
investigation unit; to ensure effective investigatiof
commercial related crimes; to ensure an effective
operational information  service, which s
dactyloscopically based; and also to collect plalsic
evidence at crime scenes as well as the reconistnuct
of scenes by means of scientific techniques.

New South Wales Audit Office (1998, pp. 1-59)
points out the Police Service has a pivotal role in
fraud investigation as it is the agency to whichstno
frauds are reported and through which they are
prosecuted. The effectiveness and efficiency of the
police efforts therefore have major influence auft
related and other general crimes detection and
prosecution. Bayley as cited by Ozdemir (2011, p.
14) asserts effectiveness, efficiency, and reatitaick
the main factors to define how does a police
department perform? Although effectiveness and
efficiency seem to have similar meaning, there is a
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difference between them. While effectiveness is
doing the right thing like catching criminals,
efficiency is doing things right like catching ciimal
with less cost. Rectitude is treating people inrtbbt
manner.

There is a consensus from a literature review ttat
key to fraud prevention on the part of law
enforcement agencies, whether of the public or the
private sector, is the development and refinemént o
an effective fraud control system (Camerer 1996;
Altbeker, 1998; New South Wales Audit Office,
1998; Graycar, 2000). This means the foundation for
such a system is the investigation and detectidls sk
which are harnessed by, amongst others, empowered
managers who are able to motivate personnel to have
possession of duty as their personal thing by
enforcing accountability and sense of duty. Capacit
of detective commanders or managers is significant
in instilling accountability upon the investigating
officers to influence improvement of statement taki
and detection skills resulting in positive conwcts.
Ozdemir (2011, p. 14) points out police
administrations need managers who are able to guide
personnel through well-implemented policies toward
organizational goals. Hence, they should make
elaborate plans to carry out duties successfully.

LITERATURE REVIEW
Strategic Policing

From the era of Sir Robert Peel to date, reseascher
and scholars have attempted to provide with a
preview regarding the future of policing (Cope,
Leishman & Starie, 1997, Etter, 1999; Stephens,
2005). It is argued that administrators and marsger
must recognize that policing is a component of a
broader, constantly changing social system. There i
an agreement amongst researchers and academia
regarding the need to think more strategically when
addressing issues within policing (Mathieu & Zajak,
1990; Wheelen & Hunger, 1991; Hunt, 1995; Beck &
Wilson, 1997, 2000; Walsh, 2000; Etter, 2002;
Burger, 2007a).

Such consensus drove attempts to identify common
ground or consensus, especially for senior managers
who were thought to be most able to influence
strategy and performance (Michael, 1993; Bayley,
1994; Starie, Cope & Leishman, 1995; Hussey, 1996;
Leishman, Loveday & Savage, 1996; Hochwater,
Mathys & Nicholas, 1997; Copest al, 1997,
Boshyk, 2000; James, 2001). As Harrison and St
John put it,“It is critical that functional managers
understand the linkages and interdependencies
among the value adding activities in the different
functional areas...since each area is part of a large
system and co-ordination among the sub-systems is
essentigl1998, pp. 208-209).
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Ozdemir (2011:12) states complex police affairs
make police management a tough duty. Managers
command their subordinates according to
organizational mandate in a smooth and speedy way
in accordance with public administration principles
Hoover as cited by Ozdemir (2011, p. 12) states
managers coordinate organizations as a symphonic
orchestra by one best way through the principles of
public administration (Hoover as cited by Ozdemir,
2011, p. 12). However, managerial branches should
be supported by administration to alleviate
burdensome tasks. Administration should implement
a suitable management model to facilitate decision-
making to identify problems, solutions, successl an
failures. Thus, the demands of the®21 century
compel the SAPS Detective Service to be well-
managed so as to responds effectively with theakoci
political and legal dynamics of its environment as
well as the technological environment.

Ozdemir (2011, p. 12) is of the view institutiozald
decision-making, as a result, will support managers
systematically and strategically. Knowledge is ppowe
and it is a necessity of organizations while striyvi
toward their commitments. Therefore, law
enforcement agencies collect huge amounts of
information concerning crime and criminals and

provide access to units. However, reactive
information support for practitioners may not addre
problems effectively. Hence, proactive crime

analyses, defining threats, offenders, targets, and
time, is more likely to enhance law enforcement
agencies™ performance. To drive the point home,
Wheelen and Hunger (1991, p. 6) point out the
distinguishing characteristic of strategic policiray
strategic management, is its emphasis on strategic
decision-making. It therefore typically focuses on
analysing the problems and opportunities faced by
people in top management. Strategic decisions deal
with the long-run future of the entire organisaterd

are said to have three characteristics, namely: (a)
Rare: strategic decisions are unusual and typically
have no precedent to follow; (b) Consequential:
decisions commit substantial resources and demand a
great deal of commitment; (c) Precursive: strategic
decisions set precedents for lesser decisions and
future actions throughout the organisation.

Etter (2002, p. 4) states that the other factorghvh
characterise strategic policing include: (a) A long
term and holistic perspective; (b) Rigorous and
comprehensive analysis; (c) Realistic goals; (d)
Effective change management; (e) Sustainable
outcomes; (f) Keeping in touch with both internatia
external stakeholders; and (g) Monitoring and
evaluation.

To address the issue of strategic policing, Hunt
(1995, pp. 45-47) has identified 3 main elements
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relating to strategic management: (a) Strategic
analysis; (b) Strategic choice; and (c) Strategic
implementation.

According to Kotler (1979), Lovelock and Weinberg
(1990) and Hunt (1995), strategic analysis is
concerned with gathering and using information to
determine the strategic position of the organisatio
Butler and Collins (1996, pp. 25-36) argue although
such organisations may employ different terminology
in describing their mission, objectives and direati
their considerations are taken to reflect strategid
marketing matters.

Hunt (1995, pp. 45-47) states the aim is to idgntif
key influences and issues which will impact on the
future of the organisation. Strategic choice ineslv
the generation, evaluation and choice of strategic
options. Strategic implementation is concerned with
the development of the necessary support
mechanisms, plans and change processes which are
required to translate selected strategies intmmactt
should be noted that, rather than being a linear
process, with separate stages moving from strategic
analysis to choice to implementation in a neat and
orderly fashion, the three components can often
overlap and in many instances complement each
other.

Strategic Management

A plethora of literature review on policing suggest
that in spite of a generally stated philosophidafts

to community policing, police organisations have
often failed to embrace congruent business practice
One such business practice is that of strategic
management and, thus, the strategic performance
measurements necessary to generate knowledge with
which to make strategic decisions (Coleman, 2008,
pp. 307-322)Poister, Pitts and Edwards (2010, pp.
1-24) concur although there is considerable liteeat

on strategic planning and management in the public
sector, there has been little effort to synthesibat

has been learned concerning the extent to whicethe
tools are used in government, how they are
implemented, and the results they generate.

Poister et al., (2010, pp. 1-24) further argue
considerable research has been conducted on the use
and conduct of strategic planning and management in
the public sector, but this literature is fairly
fragmented in terms of the specific research qoesti
addressed. To date there has been little effdddi

at the bigger picture of what has been learned tabou
the extent to which public organisations explicitly
engage in strategic planning and management efforts
how they conduct these processes, and what comes
out of such efforts in terms of immediate resuhd a
broader impacts on overall performance.
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Van der Waldt and Du Toit as cited by Schute and
Meyer (2004, pp. 1-15) state strategic management
entails the implementation of strategies develojped
give new direction to an organisation in the miafsa
change or transitional process. It enables the
organisation to fulfil its responsibilities in apidly
changing environment. Strategic management
according to Wheelen and Hunger as cited by Schute
and Meyer (2004, pp. 1-15) and Kroon as cited by
Schute and Meyer (2004, pp. 1-15) refers to the
overall process, which includes not only strategic
planning, but also organising, leading and coritrgl|
strategy-related decisions and actions in
organisation.

Thompson, Strickland and Gamble (2007, p. 19) state
the managerial process of crafting and executing a
company's strategy consists of fiigerrelated and
integrated phases: (apeveloping a strategic vision

of where the company needs to head and what its
future product/market/customer technology focus
should be. (b)Setting objectivesind using them as
yardsticks for measuring the company's performance
and progress. (dfrafting a strategy to achieve the
objectivesand move the company along the strategic
course that management has charted. (d)
Implementing and executing the chosen strategy
efficiently and effectivelye) Evaluating performance
and initiating corrective adjustmentsin the
company's long-term direction, objectives, strategy
or execution in light of actual experience, chaggin
conditions, new ideas, and new opportunities.

the

Together, these five managerial tasks define wiet t
term strategic management means (Schutte & Meyer,
2004, pp. 1-15).

Strategic management process

Schutte and Meyer (2004, pp. 1-15) point out tmat a
analysis of strategic management literature reveals
that the strategic management process consists of
three phases namely: (a) strategy formulation; (b)
strategy implementation; and (c) strategy evaluatio
and control.

According to Walsh (2000, pp. 347-362), emerging
out of this process is a new organisational
management paradigm for policing that involves
changes in: vision, mission, values, goals,
engagement, empowerment, accountability, outcomes
and evaluation. This new organisational paradigm
provides policing with a leadership style groundted

the traditions of the past while at the same time
incorporating the organisational strategies of the
present. Executives as strategic leaders centrally
direct their departments while proactively devetapi

and implementing an organisational direction that
allows their department to initiate and reshape its
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activities to meet the demands of its operational
environment.

Allocation of Resources

Stelfox (2009, pp. 1-15) asserts the supervision of
criminal investigations is often thought of simpfty
terms of the relationship between investigators and
their immediate supervisors or managers. Ther@is n
doubt that this relationship is extremely importhat

the quality of criminal investigations is influertcby

a far wider range of considerations. These include:
the governance and accountability arrangements of
the police services; the way in which strategic
priorities are set; the policy framework within whi
criminal investigations are carried out; how crimes
are allocated; and the business processes that are
available to manage them.

Davis (2012, pp. 11-12) points out in South Africa,
the new constitution put a strong emphasis on golic
oversight. The complex police oversight mechanisms
in the country are bolstered by stringent requineisie
to report on the force’'s performance. The South
African Police Service (SAPS) is developing
performance management charts to monitor
individual police stations. The the composite Espol
Index combines 32 measures in four domains of
police services: (a) operational (investigating
complaints, emergency calls, offenses or alleged
offenses, and bringing perpetrators to justice) (b)
information (the use of crime information extracted
from computer databases) (€source(allocation of
personnel and vehicles, professional conduct,
absenteeism) (d)ustomer orientation(ability to
satisfy customer needs or community expectations).

Faull as cited by Davis points out thahé evidence
indicates that there has been improvement in the
prosecution rates of priority crimes. Not surprigiy,
there has been cross-pollination between the UK and
South African performance syste(@012, p. 11).
Nonetheless, South Africa’s system has been
criticized for being too heavily weighted in favof

the operational dimension. Eighty-five percent of a
station’s overall score is derived from reported
crimes, detection rates, cases fi led in courpaorse
times, and other operational indicators. The system
has also been accused of encouraging abuse—or even
the torture of suspects to extract confessionsl|éaat

to successful prosecutions—as a way to enhance
performance  numbers.  Although  community
satisfaction is nominally a part of the Eupolsaeixd

it does not affect the overall performance scokian
largely unmeasured at most police stations (Faull a
cited by Davis, 2012, p. 11).

Equally important are the performance management
regimes put into place by police forces to enshes t
the resources allocated to criminal investigatioa a
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achieving the policy aims and objectives set fenth
There is then a far wider range of issues involved
than simply the relationship between investigators
and their immediate supervisors. The policies,
processes and procedures put into place at the
government, force and business unit levels infleenc
the outcomes of criminal investigations as muchfas,
not more than, the decisions of those directly
supervising practitioners (Stelfox, 2009, pp. 1:15)

Literature review points out that claims from both
sides of politics, and from police themselves, that
enforcement resources are insufficient to cope with
the demand for police services, have become a
familiar refrain (Grabosky, 1988; Palmary, 2000nva
Huyssteen & Orange, 2003; du Plessis & Louw,
2005, Burger, 2007b). This level of discourse
neglects the question of how improvements in
administration and management may in themselves
lead to increases in effectiveness, thus obvidtireg
need for additional resources. The public, andrthei
elected representatives, remain generally incapzble
asking hard questions about efficiencies and pigari

in law enforcement (Grabosky, 1988, pp. 1-7).

Grabosky further asks the following questions om th
issue of additional resources in policing: (a) Juisat
contribution would an incremental increase in pwlic
resources achieve? (b) Can better deployment of
existing resources obviate the need for increased
resources? (c) Can a modification in police
operations reduce crime without increasing costs?

Economists use the term ‘production function' to
describe the relationship of resources to objestive
Conventional wisdom assumes the relationship
between police manpower and the crime rate to be
negative; that is, an increase in police resouvaés
produce a decrease in the incidence of crime, and
decrease in police manpower will result in increilase
crime rates. Whether this proposition is true @, it

is accepted as an act of faith by members of the
public and publicly embraced by police themselves.
Less attention, though, has been given to the cosito
of this assumed production function. A perfectly
linear relationship would mean that crime will
decrease in direct proportion to the increase lic@o
manpower; that is, a twenty five per cent (25%)
increase in police manpower would produce a 25 per
cent (25%) decrease in crime. Alternatively, the
relationship could reflect diminishing returns, whe
the impact of each additional police officer isslemd
less, or economies of scale, where the impact is
greater and greater (Grabosky, 1988, pp. 1-7).

Grabosky asserts that improvements in efficiency,
effectiveness, and productivity of policing do not

occur spontaneously, but rather through systematic
analysis and the application of modern management
principles. These include strategic planning, the
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setting of priorities, and systematic monitoring of
operations. This chapter reviews some of the
approaches which have been heralded as contributing
to police performance. There are a number of
research questions which have the potential of
contributing to productivity. Again, it is usefubt
distinguish between the two stages specified above
resource utilisation and ultimate impact. The
potential of research for improving police
performance is great, but only if that research is
designed and conducted properly. A great deal of
discourse on policing has an evangelistic quality
about it. Police research should be undertakertanot
justify strategic choices and resource commitments
which have already been made, but rather to inform
the process of decision making (Grabosky, 1988, pp.
1-7).

Police operations should be subject to rigorous and
repeated evaluation in order to assess their effayi
and effectiveness. Police should conduct carefully
controlled experiments in order to assess theivelat
efficiency and effectiveness of alternative
deployment strategies. One type of research which
might usefully inform resource allocation decisidass
marginal utility analysis. This enables executites
identify the effects of incremental changes to
resource levels of existing units. It poses theidbas
questions: What would occur if a given unit were
reduced in strength by a specified number of offiee
Can staffing levels in function X be reduced withou
any sacrifice in efficiency or effectiveness? An
extensive programme of marginal utility analysis
would provide managers with a set of optimum
allocation levels across an entire department
(Grabosky, 1988, pp. 1-7).

According Grabosky (1988, pp. 1-7the keys to
efficiency in policing are improved management
training, access to more timely cost and expenglitur
information, continuing decentralisation of police
administration, and the requirement that any retques
for additional powers or resources be accompanied
by detailed evaluationand through justification.
Throwing new money at old problems may be
politically expedient, but it is unlikely to resut a
cost effective contribution to public safety. Simpl
increases in resources are no guarantee of improved
performance. The indiscriminate investment of
additional resources in traditional strategies,
themselves never subject to critical scrutiny, oaly

be a recipe for waste.

Grabosky (1988, pp. 1-7) further points out thateno

imaginative use of existing resources, based on
systematic operations analysis, and experimentation
with new organisational arrangements and new
operating procedures may be a more effective
alternative to increased investment in conventional
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practices. It is essential for police executives to
determine how resources are transformed into police
activities, and how these activities impact on rthei
targets. The basic questions are (1) what stratefgie
work? and (2) at what price? Research and
experimentation with new approaches to manpower
allocation, new models of organisation, and new
technologies can provide at least some answers.
Police should be no less accountable than any other
public sector agency. Law enforcement executives,
public officials and members of the public in geder
should learn to ask the right questions regarding
police resources and their allocation. The expenglit

of hundreds of millions of dollars on law enforcarhe
should be grounded in systematic analysis, not in
habit or reflex (Grabosky, 1988, pp. 1-7).

METHODS

A quantitative approach was followed using a mixed
methods research. Mixed method research is
research in which the researcher uses the qualiati
research paradigm for one phase of a research study
and the quantitative research paradigm for another
in order to understand a research problem more
completely (Creswell as cited by Migiro & Magangi,
2010). When used in combination in one study,
quantitative and qualitative methods complement
each other and allow for a more complete analykis o
the research problem (Greene, Caracelli & Graham,
1989; Tashakhori & Teddlie, 1998). The research
related to a relatively wide population as the si@mp
of respondents was drawn from the members of the
Detective Service from nine Provinces, as well as
from Head Office. The research population for this
study consisted of 20 005 Police Act Personnel
(detectives) and a sample of 1 920 members was
identified to respond to, inter alia, their traigin
regarding fraud investigation strategies. This damp
was chosen utilizing a random stratified sampling
technique (Patton, 1990; Miles & Huberman,
1994).The sample realisation was 1 198, or 62,4% of
the original sample. The respondents were deployed
at community service centres (police stations)hia t
nine Provinces of South Africa, including Head
Office in Gauteng Province. The stratified random
sampling technique was used and the population at
the stations was divided into male/female and non-
commissioned officers (NCOs) and commissioned
officers (COs), as the strata. NCOs are those
members with the rank of Constable up to Inspector.
COs are those members with the rank of Captain up
to Senior Superintendent. Directors were excluded
from the study because their limited numbers would
compromise their anonymity.

The author viewed the sample to be representafive o
those SAPS and other members stationed at police
stations in the nine Provinces where the reseassh w
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conducted. Their perceptions would represent a fair
reflection of factors affecting performance of gete
detectives at station level. Based on the research
population, the researcher viewed the sample to be
representative of those SAPS and other members
stationed at police stations in the nine Provinces
where the research was conducted. Their perceptions
would articulate a set of interlinked research
propositions about strategic, human resource ak wel
as knowledge management processes as enablers in
relation to police investigations and in particulbe
possibilities of capturing whether there is linkame
evidence between short term actions and long term
behavioural change within Detective Service and how
experienced investigating officers experienced
working environment at police station level. About
eighteen fieldworkers were trained and distributesl
guestionnaire in the provinces. Since this wasaot
causal study attempted by natural scientists tdary
“prove finally” what is wrong in the detective
environment, the following two hypotheses on
operational issues (resources and motivation) were
formulated to indicate the possibility that deteeti
training might not be the only problem in the
detective environment and that, if the findings
pertaining to these two hypotheses gave an indicati
to that effect, further research would obviously be
required. The six hypotheses were also formulated t
guide the interpretation of the results in terms of
strategic perspective, which is discussed in tygdyi
study (See Mofokeng, 2010).

Hypothesis 1

The perceived lack of resources for detectives at
police station level can be related to the liketiio
and extent of detectives’ performance behaviour.

Hypothesis 2

The perceived lack of detectives’ job satisfactiam
be related to the likelihood and extent of their
performance behaviour.

RESULTS

On the issue of the strategic policing as well as
perceived level of detectives job satisfaction, the
respondents’ views as obtained from the
guestionnaires were, inter alia, as follows.

Statement 1: Lack of resources contributes to
detectives’ poor performance

It was greatly disturbing to observe to what extaet
overwhelming majority of the respondents (92.9%)
agreed to strongly agreed that the lack of ressurce
contributed to detectives’ poor performangevery
small proportion (3.2%) of the respondents disagjree
to strongly disagreed with the statement that do# |

of resources contributed to detectives’ poor
performance. Two percent (2.4%) of the respondents
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neither agreed nor disagreed with the statemerg. On
percent (1.4%) of the respondents provided no
answer to the question.

Statement  2: Huge workloads result in
withdrawal of cases from courts
An overwhelming majority of the respondents

(89.2%) agreed to strongly agreed that huge
workloads resulted in withdrawal of cases from

courts. Only six percent (6.1%) of the respondents

disagreed to strongly disagreed with the statement.
Four percent (4.0%) of the respondents neitherealgre

nor disagreed with the statement. Less than one
percent (0.7%) of the respondents provided no
answer to the question.

Comments offered by respondents in the open-ended
section of the questionnaire included the following
“Workload of detectives causgsic] delays in
prosecutions, as cases aren't investigated properly
and because there is a lack of resoutces

Statement 3: Lack of career path possibilities for

detectives discourages me from performing
better
An overwhelming majority of the respondents

(72.9%) agreed to strongly agreed that the lack of
career path possibilities for detectives discoudage

them from performing better. Nineteen percent

(19.3%) of the respondents disagreed to strongly
disagreed with the statement. Seven percent (6.7%)
of the respondents neither agreed nor disagredd wit
the statement. One percent (1.1%) of the respoadent
provided no answer to the question.

Comments offered by respondents in the open-ended
section of the questionnaire included the following
“Detectives don't get allowance or promotion; ...
promote ranks; ... investigation is interesting, only
problem is the ranks are limited; ... promotion for
detectives is poor; ... promotion in the detective
service is not easy to achiéve

Statement 4: More fraud-related cases are
withdrawn from courts due to inexperienced
detectives

An overwhelming majority of the respondents

(78.4%) agreed to strongly agreed that more fraud-
related cases were withdrawn from courts due to
inexperienced detectives. Ten percent (9.9%) of the
respondents disagreed to strongly disagreed wéh th
statement. Nearly eleven percent (10.8%) of the
respondents neither agreed nor disagreed with the
statement. Less than one percent (0.9%) of the
respondents provided no answer to the question.
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Comments offered by respondents in the open-ended
section of the questionnaire included the following
“Training should start after basic training. Specéal
training for properly screened candidates;
training of detectives should not be a onetimeghin
detectives should be equipped; ... the recruitnoént
detective component must encourage educational
qualification, namely degree or a diploifna

Statement 5: More experienced detectives resign
due to inadequate rewards

An overwhelming majority of the respondents
(86.5%) agreed to strongly agreed that the more
experienced detectives resigned due to inadequate
rewards. Less than ten percent (6.4%) of the
respondents disagreed to strongly disagreed wéh th
statement. Six percent (6.3%) of the respondents
neither agreed nor disagreed with the statemerss Le
than one percent (0.8%) of the respondents provided
no answer to the question.

Comments offered by respondents in the open-ended
section of the questionnaire included the following
“l suggest that members that have undergone the
detective training be rewarded or accredited;
detectives should be supplied with proper resources
Detectives are given lessic] opportunities;
detectives who received training's salary should be
increased .... encourage detectives to be a learning
organisation to improve their skills; motivate
them; ... more resources, more rewards for detectives
as they are overworked and under paid; ... the
promotion in the detective service is not easydn g

... allowance should be considered for detectives

Statement 6: All fraud-related cases should be
referred to Commercial Branch

Regarding this statement, an overwhelming majority
of the respondents (76.8%) agreed to strongly agree
that all fraud-related cases should be referred to
Commercial Branch. Sixteen percent (15.5%) of the
respondents disagreed and strongly disagreed with
the statement. Six percent (6.3%) of the resposdent
neither agreed nor disagreed with the statemend. On
percent (1.4%) of the respondents provided no
answer to the question.

Statement 7: Low level of training contributes to
a large number of cases being withdrawn by
prosecutors

Regarding this statement, an overwhelming majority
of the respondents (88.3%) agreed to strongly agree
that low level of training contributed to a large

number of cases being withdrawn by prosecutors. Six
percent (5.9%) of the respondents disagreed and
strongly disagreed with the statement. Five percent
(4.9%) of the respondents neither agreed nor
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disagreed with the statement. One percent (0.9%) of
the respondents provided no answer to the question.

Statement 8: Maximum of 18 case dockets is an
ideal workload per detective

An overwhelming majority of the respondents
(73.2%) agreed and strongly agreed that a maximum
of 18 case dockets was an ideal workload per
detective. Seventeen percent (16.9%) of the
respondents disagreed and strongly disagreed with
the statement. Nine percent (8.9%) of the respdsden
neither agreed nor disagreed with the statemerg. On
percent (1.0%) of the respondents provided no
answer to the question.

Statement 9: | find it difficult to write down the
views of the deponent who does not speaking my
home language

Regarding this statement, thirty two (32.9%) agreed
to strongly agreed that they found it difficult woite
down the views of deponents who did not speak their
home language. More than half (56.6%) of the
respondents disagreed to strongly disagreed wéh th
statement. Nearly ten percent (9.7%) of the
respondents neither agreed nor disagreed with the
statement. Less than one percent (0.8%) of the
respondents provided no answer to the question.

DISCUSSIONAND FINDINGS

The findings obtained with regard to operational
strategies were as follows: (a) Lack of resources
contributes to detectives’ poor performance. (bjvLo
level of training, inexperienced detectives and enug
workload contribute to a large number of casesdein
withdrawn by prosecutors. (c) More experienced
detectives resign due to inadequate rewards. (d) Al
fraud-related cases should be referred to Comniercia
Branch. (e) The detectives are discouraged bydéck
career path opportunities to perform better ang the
feel that a maximum of 18 dockets is an ideal
workload per detective. (f) Detectives do not fihd
difficult to write down statements by deponents who
do not speak their home language.

It is imperative, therefore, that to ensure a more
holistic perspective of general detectives, stiateg
approaches be derived in order to mitigate chadleng
faced by the Detective Service. This can be achieve
by considering in balance with other factors such
inadequate budget allocation, re-skiling of every
general detective in areas of fraud related crirbgs,
entrenching principles of good governance as a
strategic perspective within the Detective Service.

These strategic approaches should reflect the
decisions made at various station levels that wevol
trade-offs between traditional performance measures
knowledge management and risk management. As
with any organisation either within public or priga
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sector, SAPS is beset by overarching general
governance structure that should not only gathst du
in the class doors cabinets at detectives
commanders’ offices but rather be reflected on the
day-to-day activities of general detectives. Figgin
relating to the hypotheses were as follows:

Hypothesis 1

The perceived lack of resources for detectives at
station level is related to the likelihood and extef
detectives’ performance behaviour. In the lighttref
findings, this hypothesis is accepted (Statements 1
and 4).

Hypothesis 2

The perceived lack of detectives’ job satisfactisn
related to the likelihood and extent of their
performance behaviour. In the light of the findings
this hypothesis is accepted (Statements 3 and 5).

RECOMMENDATIONS

Recommendations on strategic approach to
recruitment, retention and operational items

(@ The SAPS should develop standards of
competence as additional criteria for those whotwan
to enlist in the detective service. It is essentilt
that these competencies should specify the
underpinning knowledge, understanding and skills
that are essential for competent performance. @Gxite
to assess whether an individual detective is
performing competently should also be formulated
and applied. (b) Developing standards of competence
for general detectives will partly depend on ensyiri
the right kind of environment for potential detees

to work within, selecting the right individuals to
undertake the role, maintaining a close eye on
appropriate career progression and upward mobility,
and anticipating changes within the context in Whic
they work. Such factors should be acknowledged
within ~ future training programmes, and in
recruitment and retention policies.

Possible strategic approaches for recruitment and
retention of general detectives

(@) Offering part-time employment for retired
detectives. SAPS can offer the option of part-time
work as a key strategy to attract and retain
experienced detectives, especially top perfornibps.
Classify the work of general detectives under “sear
skills” as outlined in the in the SAPS Scarce Skill
Policy 2003 read with the Public Service
Coordinating Bargaining Council Resolution 2/2004.
(c) Development of more structured career paths for
general detectives so as to increase the attraetbge
of the general detective role to that of supergsn
mentoring detectives. (d) SAPS should monitor its
staff turnover rate and develop an exit interview
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process for general detectives leaving the
organisation. This process should be consistently
applied across South Africa and the feedback be
utilised as a qualitative data that inform senior
management, Division Career Management as well as
SAPS Strategic Management Component. Based on
the information at the disposal of these strategic
components of SAPS highlighting the factors causing
general detectives to resign, they should then thigle
organisation to develop strategies to address these
issues. (e) Ensure that political will is secured t
improve the working conditions of general detedive
During parliamentary briefings regarding policing
related issues, SAPS senior management should seek
the commitment of politicians especially the
Treasury, Minister of Finance and President of Bout
Africa to revisit the allocation of budget on patig.

CONCLUSION

This study proved that the strategic policing often
occupies a problematic position within the SAPS
Detective Service. An analysis from the findingsoal
portrayed that strategic implementation was often
seen as a separate and low level activity, notnas a
integrated  approach in  the formulation-
implementation interface. Despite the low levels of
effective implementation and knowledge of the
strategic policing within the Detective Servicegith

is a high sensibility concerning its role in the
improvement of performance measurement and its
added value to the victims of crime in the form of
effective service delivery. Prior knowledge of the
strategic policing is the main determinant of the
willingness from detective commanders to embrace
it. This suggests that the adoption of the strategi
policing should begin with the diffusion of
information on training in this management tool.

At the station level where decisions are translated
into action plans, the implementation of strategic
policing may disguise nothing more than a
commitment by the middle-managers or Detective
Commanders to the realization of particular policin
strategies which derive from, and serve the interes
of, both the community and the SAPS interests. This
study is not necessarily a criticism of police
motivations in relation to strategic management
within policing per se, but rather a realistic
assessment that policing is itself part of the fess,
political and societal processes which involve the
exercise of decision-making in the interests otlad
stakeholders who have vested interests for the
functioning of the police to function like a weliled
machine. The implications for the SAPS are tHat, i
the organization wants to ensure that Detective
Commanders are able to contribute their expertise i
implementing organizational goals, they need to be
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capable of planning their work in alignment with
SAPS holistic strategy.

ACKNOWLEDGEMENT

This research was supported by the South African
National Research Foundation under grant number
69024. Any opinion, findings and conclusions or
recommendations expressed in this material areethos
of the author and do not necessarily reflect tleavsi

of the South African National Research Foundation.

L1ST OF REFERENCES

[1] Alpert, G. P. & Moore, M .H. 1993. Measuring
police performance in the new paradigm of
policing. In Performance measures for the
criminal  justice system (pp. 109-142).
Washington, D.C.: U.S. Department of Justice,
Bureau of Justice Statistics.

Alpert, G. P., Flynn, D., & Piquero, A. 2001.

Effective community policing performance

measures. Justice Research and Policy, 3 (2), pp.

79-94.

Altbeker, A. 1998. The work and career of a

detective. Monograph No 31. Solving Crime,

November: Institute for Security Studies: South

Africa.

Bayley, D.H. 1994. Police for the future. New

York: Oxford University Press.

Beck, K. & Wilson, C. 1997. Police officers’

views on cultivating organisational commitment:

implications for the managers. Policing :An

International Journal of Police Strategy and

Management, 20(1), pp .175-95.

Beck, K. & Wilson, C. 2000. Development of

affective organizational commitment: A cross-

sequential examination of change with tenure. J.

Vocational Behavior. 56 (1), pp. 114-136.

Boshyk, Y. 2000. Business-driven action

learning. S.l.: Macmillan, Basingstoke.

Brudney, Jeffrey L., Laurence J. O’'Toole Jr., and

Hal G. Rainey, eds. 2000. Advancing public

management. Washington, DC: Georgetown

University Press.

Brudney, J.L., Laurence, J., O'Toole, Jr., & Hal,

G.R. (eds). 2000. Advancing public

management. Washington, DC: Georgetown

University Press.

[10]Burger, J. 2007a. Strategic perspectives on
crime and policing in South Africa. Pretoria:
Van Schaik.

[11]Burger, J. 2007b. A golden goal for South
Africa: Security arrangements for the 2010 FIFA
Soccer World Cup. SA Crime Quarterly, No. 19,
March. Institute for Security Studies: South
Africa.

[12]Bryson, J. M. 2004. Strategic planning for public
and nonprofit organizations, “3Edition. San
Francisco: Jossey-Bass.

(2]

(3]

(4]
(5]

(6]

[7]
(8]

9]



128

[13]Camerer, L. 1996. Ethics and the professions:
Blowing the whistle on crime. African Quarterly
Review, 5(6), pp. 48-54.

[14]Chappell, A. T. 2008. The philosophical versus
actual adoption of community policing: A case
study. Criminal Justice Review, pp. 5-28.

[15]Charrier, K. 2012. Strategic Management in
Policing: The role of the Strategic Manager. The

Police Chief Magazine, May. .[Online].
Available at
http://www.policechiefmagazine.org. accessed

on 2012-05-26.

[16]Coleman, T.G., 2006. A study of strategic
management and performance measurement in
Canadian police organisations. The University of
Regina (Canada). Available at:
http://search.proquest.com/docview/3052795937
accountid=13828. Accessed 2012-03-12.

[17]Coleman, T. G. 2008. Managing strategic
knowledge in policing: do police leaders have
sufficient knowledge about organisational
performance to make informed strategic
decisions?, Police Practice and Research, 9 (4),
pp. 307 - 322.

[18]Cope, S., Leishman, F. & Starie, P. 1997.
Globalisation, new public management, and the
enabling state futures of police management.
International  Journal of Public Sector
Management, 10(6), pp.444 — 460.

[19]Davis, R.C. 2012. Selected International Best
Practices in Police Performance Measurement.
RAND Corporation technical report series.
Available at:
http://www.rand.org/pubs/technical_reports/2012
/RAND_TR1153.pdf. Accessed on 2012-04-12.

[20]Du Plessis, A & Louw, A. 2005. Crime and
Crime Prevention in South Africa: 10 Years
After. Crime and Justice Program. Institute for
Security Studies: South Africa.

[21]Downie, R. & Cooke, J.G. 2011. A More
Strategic U.S. Approach to Police Reform in
Africa. A Report of the CSIS Africa Program.
Available at:
http://csis.org/files/publication/110414 Downie_
PolicyReformAfrica_Web.pdf. Accessed on
2012-04-12.

[22] Etter, B. 1999. The Future of Policing: Adapting
to the Environment and Connecting to the
Community. Paper presented at the Second
Australasian Conference of Women and Policing
Brisbane 7 to 9 July 1999.

[23]Etter, B. 2002. Strategic policing: an Australia
perspective. Paper presented to the SA Police
Inspectors Qualification Program, SA Police
Academy, Adelaide. April 19.

[24]Faull, A. 2010. Missing the target:
measuring performance undermines

when
police

Mofokeng / OIDA International Journal of Siséble Development 05: 06 (2012)

effectivenessSA Crime Quarterly, 31, March:
Institute for Security Studies.

[25]Grabosky, P.N 1988. Efficiency and
effectiveness in Australian policing. Trends and
Issues in Crime and Criminal Justice, No. 18,
December.

[26] Graycar, A. 2000. Fraud prevention and control
in Australia. Paper presented at the Fraud
Prevention and Control Conference convened by
the Australian Institute of Criminology in
association with the Commonwealth Attorney-
General's Department and held in Surfers
Paradise, 24-25 August.

[27]Greene, J.C., Caracelli, V.J. & Graham, W.F.
1989. Toward a conceptual framework for mixed
— method evaluation designs. In Migiro S. O &
Magangi B. A. (eds). Mixed methods: A review
of literature and the future of the new research
paradigm. African Journal of Business
Management Vol.5 (10), pp. 3757-3764.

[28]Harrison, J.S. & St John, C.H. 1998. Strategic
management of organizations and
stakeholders:Concepts and cases. Cincinnati,
Ohio: South-Western College Publishing.

[29]1Hunt, D.1995. Strategic Management in Policing
including the future role of police. In B. Etter
and M. Palmer (eds), Police Leadership in
Australasia, Leichhardt, Federation Press: 40-74.

[30]Hussey, D. 1996. Business-driven human
resource management. Chichester: Wiley.

[31]James, K. 2001. Leadership and management
excellence: corporate development strategies.
London: Council for Excellence in Management
and Leadership.

[32]Kadir, N. A. & Jusoff, K. 2009. Strategic
management and improvement of the Malaysian
Police from the perspective of the Royal
Commission Reportlournal of Law and Conflict
Resolution, 1(4), pp. 72-78.

[33]Kelling, G. L. 1992 Toward New Images of
Policing: Herman Goldstein's Problem-oriented
Policing. Law & Social Inquiry, 17, pp. 539—
559.

[34]Kotler, P. 1979. Strategies for introducing
marketing into non-profit organisations. Journal
of Marketing, 43 (1), pp. 37-44.

[35]Leishman, F., Loveday, B. & Savage, S. 1996.
Core issues in policing. In  Cope, S. Leishman,
F. & Starie, P. (eds). Globalization, new public
management and the enabling State: Futures of
police management. International Journal of
Public Sector Management, 10(6), pp. 444 — 460.

[36]Leishman, F., Loveday, B. and Savage, S. 1996.
Core Issues in Policing, London: Longmans.

[37]Lovelock, C.H. & Weinberg, C.B. 1990. Public
and non-profit marketing: themes and issues for
the 1990s. In: C.H. Lovelock & C.B. Weinberg



Mofokeng / OIDA International Journal of Susttite Development 05: 06 (2012)

(eds). Public and non-profit marketing: readings
and cases. San Francisco: Scientific Press.
[38]Mathieu, J.E. & Zajac, D. 1990. A review and

meta-analysis of the antecedents, correlates, and
consequences of organisational commitment. In:
Joiner, T. A. & Bakalis, S. (eds). The antecedents
of organizational commitment: the case of
Australian casual academics, International
Journal of Educational Management, 20(6), pp.
439 — 452.

[39]Michael, J. 1993. Aligning executive training
with strategy. In: P. Brown (ed), Seeking success
through strategic management development,
Journal of European Industrial Training, 27(6),
pp. 292 — 303.

[40]Migiro S. O & Magangi B. A. 2010. Mixed
methods: A review of literature and the future of
the new research paradigmfrican Journal of
Business Management Vol.5 (10), pp. 3757-
3764.

[41]Miles, M., & Huberman, A. M. 1994. Qualitative
data analysis: An expanded sourcebook (2nd
ed.). Thousand Oaks, CA:Sage.

[42]Montesh, M. 2007. A critical analysis of crime
investigative system within the South African
criminal justice system: a comparative study.
Unpublished Doctoral Thesis, University of
South Africa.

[43]New South Wales Audit Office. 1998.
Performance audit report: NSW Police Service:
police response to fraud. Audit Office of New
South Wales: Strawberry Hills.

[44] Ozdemir, H. 2011. Compstat: Strategic Police
Management for Effective Crime Deterrence in
New York City. Working Paper No 30,
International Police Executive Symposium,
Geneva Centre for the Democratic Control of
Armed Forces. Available at:
http://www.coginta.org/pdf/ WP S/WP S%2030%2
Ofinal.pdf. Accessed on 2012-05-13.

[45]Palmary, I. 2000. An Analysis of Safety and
Security in the Greater Pretoria Metropolitan
Area. Report prepared as part of the City Safety
Project (funded by the Open Society Foundation
for South Africa), 2000: Centre for the Study of
Violence and Reconciliation.

[46]Patton, M. Q. 1990. Qualitative research and
evaluation methods (2nd ed.). Newbury Park,
CA: Sage.

[47]Poister, T. H., Pitts, D.W. & Edwards, L.H.
2010. Strategic Management Research in the
Public Sector: A Review, Synthesis, and Future
Directions. The American Review of Public
Administration, XX(X), pp. 1-24.

[48]Rainey, Hal G. 2003. Understanding and
managing public organizations. 3rd ed. San
Francisco: Jossey-Bass.

129

[49]Schute, N. & Meyer, E.M.
Management
Service: An

2004. Strategic

in the South African Police

Examination of Management
Preparedness, Document No: 207995,
NCJRS.[Online]. Available at
http://www.ncjrs.gov/pdffiles1/nij/Mesko/20799
5.pdf. Accesson 01-12-2009.

[50]Shane, J. M. 2010. Performance management in
police agencies: a conceptual framework,
Policing: An International Journal of Police
Strategies & Management, Vol. 33 Iss: 1, pp. 6 —
29.

[51]Sheptycki, J. & Ratcliffe, J.H. 2004. Setting the
strategic agenda. In J.H. Ratcliffe (Ed.) Strategic
Thinking in Criminal Intelligence, Federation
Press, Sydney, pp. 194-216.

[52] Stephens, G. 2005. Policing the Future Law
Enforcement’s New Challenges. The Futurist,
pp. 51-57.

[53] Stelfox, P. 2009. Criminal investigation: is there
a skills gap in leadership, management and
supervision?Cullompton: Willan.

[54] Tashakkori, A. & Teddlie, C. 1998. Handbook
of mixed methods in social and behavioral
research. In Migiro S. O & Magangi B. A. (eds).
Mixed methods: A review of literature and the
future of the new research paradig#érican
Journal of Business Management, 5 (10), pp.
3757-3764.

[55]Thompson, A.A., Jr., Strickland, A.J. & Gamble,
J.E. 2007. Crafting & Executive Strategy: Text
and Readings, (f5ed). Massachusetts: Irwin
McGraw-Hill.

[56] Van Huyssteen, E. & Orange, M. 2003. Planning
for crime prevention: The case of the city of
Tshwane: SaferAfrica.

[57]Walsh, W.F. 2000. Compstat: an analysis of an
emerging police managerial paradigm. Policing:
An International Journal of Police Strategies &
Management: Emerald Group Publishing, 24 (3),
pp. 347-362.

[58]Wheelen, T. L. & Hunger, J. D. 1991. Strategic
management and business policy. { éd.).:
Addison-Wesley Publishing.



130 Mofokeng / OIDA International Journal of Siséble Development 05: 06 (2012)



