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management systems, electronic data interchange (EDI), web-based or internet-based

information systems are very important.
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The best usage of knowledge and data is crucial for improving the standard of execution of the
organisational goal. Pois et al.(2015) further indicates that the responsibility of Performance
Information Management is to ensure that existing education-related data and fut  based
performance are accessible to the organisation in order to help to reach the goal. Organisational
human resource personnel and top management use performance information management
systems for strengthening policy, planning, and operational management. According to
Moynihan et al.(2011) proper planning, budgeting, monitoring and reporting are related to the
effectiveness of performance information, and encourages accountability, scope change, for
public interest and important to stakeholders in order to tract progress for bet’ implementation

and improvement.

1.2 Background of the study

Accordi  to the Independent Development Trust (IDT) report (2015/2016), in 1990 the
Independent Development Trust v~ establ ied as an independent, grant-making trust. The
business of the Independent Development Trust (IDT) spans the development field acro the
entire South Africa, covering a diverse scope of work. The IDT was listed as Schedule 2
programme implementation ~~2ncy in 1999, as prescribed by the Public Financ Mana,_ nent
Act (PFMA) (Act 1 of 1999). The IDT delivers social infri ructure and social development
servic that are important for welfare and National development. To ensure that public service
delivery is as efficient and :onomical as possible, the IDT formulates strategic plans, monitor
and evaluates to make ire that service been provided to the public : of good quality d
affordable. The importance of performance information is to focus on whether the — T
delivering the service according to the set standard by comparing its outcomes against service
delivery plans and budgets, as this will serve as an alert to leaders of the organisation to take
corrective measures where needed. Given these crucial demands for performance information,
the IDT has endeavoured to prepare clear business processes with respect to performance

information mar  zement and reporting across the or; isations.

Historically, performance management borrows from a number of antecedents: from Taylor,
2009:85). ,.Scientific Management*, which emphasised methodical and efficient production to
“Management by measurement®, which introduced rational measurement cycles” into the public

management lexicon and practice, hitting back at the traditional approach to public
2









According to Foss, Husted and Michailova (2010:455), the perceptions that employees have of

the adopted strategy can motivate or discourage them.

The National Treasury report (2007:6), indicate that Independent Development Trust of the
North West province has also implemented performance management information systems.
Howe' , the pers; ti' of employe: has not yet been determined. As noted earl , it is
important to determine the perspectives of employees as this is crucial to its successful
implementation. The problem being investigated in this study, therefore, is to determine the
perspectives of employees on the implementation of the performance management system in the

Independent Development Tn

1.4 Research questions
Main research question
Based on the research problem the following 1 n research question was perused in this study:

What are the perceptions of the North West Independent Development Trust employees on the

ions: ems? This re irch question led tot* following four

o

performance man: :ment infon

secondary research questions’

How is performance management information systems used to measure organisational

performance in the Independent Development Trust in the North West Province?

What factors are influencing the perceptions of emplo on the Performance
Information Management systems used in the Independent ~ :velopment Trust in the

North West Provine '

What are the perceptions of employees on the nature of Information Communication
Technology skills available in the Independent Development Trust in the North West

Province?

What recommendations can be made to improve the perceptions of employees on the
Perforn ce Information Management systems in the Independent Development Trust in

the North West Province?



1.5 Objectives

Main Objectives

The main objective of the study was to determine the perceptions of the North West Independent
Development Trust on employees on the performance management information sys 1s. This

led to the following :condary objectives:
Sub objective

To determine how performance management information systems are used to measure
o  isational perforn 1ice in the Indeper = it Development T in "e Hrth West
Province.

To determine factors that influenced the perceptions of employees 1 the Performance
Information Management systems used in the | ":pendent ™ :velopi 1t Trust in the
North West Province.

To establish Information Communication Technology skills available in the Independent
Development T in the North West Province.

To make recommendations that can be used to improve the perceptioo of employ :on
the Performance Information Management systems in the Independent Development

Trust in the North West Province.



1.6 Literature review

Sii 1 quotes Deschpande (2010) that historically, performance information management
systems emanates from the 360 degree feedback approach, which was implemented in the early
twenties, (Singh,2012:52) From 1950 employees were only measured based on pe inality. From
1960 to 1980 focus was mainly on goals, objectives and self-appraisals (Prince and Fleenor,

2007:51).

Performance information management sstem “is an enterprise level analytical tool witha rong
Business Intelliy 1ce capability that integrates data from multiple sources, collecting and

reporting on a variety of TSA performance”, (Raymond d Marchand:2015).

Deducting from this definition, performance information management systems can be regarded
as a tool that can | utilised to achieve different objectives. For example, according to ri  irch
that was conducted in Russia by the Moscow State University, reported at the 9th NISPAcee
Annual Conference, the objective of implementing performance information management
systems in public d private sectors is the same. The report further indicat that private
companies are based on profit margin but in government bottom line of profit margin does not
apply, but both are equal, and have the same objectives, client satis” ‘ion. Government and
private sector have equal responsibility to work with stakeholders, customer’s employees and in

effort to make sure that their needs and opinion have been give utmost attention.

In the context of the current study, the emphasis is on performance information mana; 1ent
system in government. The responsibility of government is to create perforn ce data to be
utilised for the improvement of  vernance, but there is much that is not known about factors
associated with the use of information (Moynihan and Pandey, 2010). The use of this data by
managers is to implement corrective measure where gaps have been identified, measure

achievement and to allocate resource where needed (Kroll, 2015).

The role of performance information is to ensure that both future performances based ar -
educated related data are the utmost existence to help organisation. According Poister,

Aristigueta and Hall )15) organisational human resource personnel and top management util


















The reasons for ackenship "110:87) deeming purpose impling is because the  earcher
wants to get deep insights into the phenomenon concerning attitude and the experiences that
employees have towards the performance information management systems in place in the North

West Independent Development Trust.

1.7.4 Data collection tools

Collection of data was done by distributing a questionnaire and the Section D of the
questionnair  was face to face interview; the primary purpose of this was to obtain key
information from the participants. T advantage of this interview is to be able to identify and to

be able to give clear under *~ ding or instruction (Grove et al., 2009).

Standard open-ended method kind of questions was used. Asking open-ended questions is an
attempt to ¢ erve the reaction in order to analysis the perception that the participant has tov  1s

the asked question.

1.7.4.1 Questionnaire construction

The data collection tool was divided into four sections. Demographics is covered unc  section A
Section B is structured in way that participants can be able to indicate whether the strongly
d .gree to stror 'y agree kind of qu ions. The importance of this is suitable when -~
rese her want to measu a construct. (Maree 2008:167), the qualitative is covert on the '

¢ tion, D. There different types of interviews that can be utilised to collect data, but in th

study face to face interviews were conducted. The main purpose of this was for the researcher to
observe on how the interviewer react to the asked questions and make follow-up questions were

needed.
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any record of withdrawal during the interview iions. In addition the participants w : assured

confidentiality, privacy and secrecy regarding divulged information.

1.10 Outline of the study

The main focus of the study v : on North West Province, but the situation is related to all other

nine (9) provinces in South Africa.

Chapter one

Chapter one outlines the introduction and the background of the study, Problem statement,

objectives, aim of the study and the importance of the study.

Chapter 2: Literature Review

Chapter two focuses on literature review on different authors on the theories of = formance
Information Management system and its effect on perception of employees in which also can be

associated to the Independent ™ :velopment Trust.

Chapter 3: Research Metho« ogy

The chapter discusses in detail the different methodologies ai * approaches used to conduct

study.

Chapter 4: Presentation and alysis of r 1l

This chapter highlights the discussion, anal: s, and interpretation of the results obtained from

chapter three.
Chapter 5: Summary, Conclusions and Rec:  nendations

Will be conclusive chapter that highlight the recommendations, and results will be strongly

discussed. Lesson learned and suggested future research direction.

15









not be accurate or timely. The organisation also needs to be internally integrated to spi ' with

one voice and develop a coherent strategy and action plan with suppliers and customers.

Performance information indicates how well an institution is meeting its aims and objectives, and
which policies and processes are working. Making the best use of available data and knowledge
is crucial for improving the execution of government's mandate. Performance information is the
key to effective management, including planning, budgeting, and implementation, monitoring
and reporting. Performance information also facilitates effective accountability, enabling
legislators, members of t public and other interes | parties to track progress, identify the

scope for improvement and better understand the issues involved.

2.2.1 Employees belief

Employees make their own decision but in most cases they are influenced by social context as
well as the environment in which they work. It is of most importance for managers to be able to
manage the relation, building and networks of support, and also having positive relationships
with employees. A leader assist employees with good social skills would develop good working
relationships with customers, managers of other departments, and ~~>up members. With od
social skill is more likely to be invited by head-hunters to explore new career opportunities. The
introduction of the Public Service Motivation concept contributes to influence employees
towards the right direction (Perry and Hondeghem 2008:6), and much of this evidence falls
under High PSM employees exhibit higher levels of organisatioc = commitment, enjoy higher
job satisfaction, experience greater job involvement, and require less extrinsic  vards (Pandey
and Stazyk 2008:101). There is also evidence that PSM fosters positive citizenship behaviour
internal (Pandey, Wright, and Moynihan 2008:89) and external to the organization (Houston
2006). There has, thus far, been surprisingly little investigation into how PSM might affect

organisational decision making.

According to Brewer (2008:101), performance information brings cost to employees because it
sometimes displaces the way they use it to make decisions and could make decisions more or

less complex. Employees performance information use is difficult to observe. Therefore it is
18


















Manager. Clearly articulating accountability at all levels of the organisation will support the

appropriate management of Information Assets.

Ammons, David and Roenigk, (2015:514) agree that using performance information to improve
services is important. Top manager tend to meet regularly to discuss performance management
sys ns of their dej 'ments for the purpose of progress, but do not allowing other managers or
supervisors to do the same. It is important to meet and brainstorm and do st =gy sessions.
Moynihan, (2008) argue that collecting and reporting measures; relatively few take the next steps
of analysing, discussing, and improving. In this case, different measurement tools are used by

managers. Developi  performance metrics usi "'y follows a process of:

1. Initiating important proce s/customerrec €1 Its
2. Making sure that quantifiable outputs of vk are met
3. Determining targets against which results can be scored

Van de Walle and Van Dooren (2010:33) su; st the following as useful in improving

performance management systems:

» Performance standards: It is important to initiate the targets which will assist in achieving the

goals and objectives set.

» Performance measures: It is also important to monitor and evaluate the performance. Th

will assist in correcting deviations.
» Reporting of progress: If the reporting system is weak progress becomes weak

« C lity improvement: Employee errors or lack of motivation are the exception. The ca
of most quality problems are the responsibility of 1~ 1 :ment and supervisors. The systems
they create — work processes and procedures — are out of control. So, to correct the problem,
management and supervisors have to correct the system (processes and procedures).
Interestingly, this rule runs counter to the more t 'tional assumption that problems are

caused by the actions of the employees.





















contro  1ould be in place requires careful planning and at 1tion to detail. Information security
management requires, as a minimum, participation by all ¢ loyees in the organization (Saida,

Abdullahb, Ulib, and Mohamedc, 2014).

2.6.3 Privacy

As mentioned earlier the confidentiality of se1 'tive information should be kept to avoid threats
espec’ "'y unauthorised acce to the citizen’s private data. Most incidents publicised in the
media involve private information on individuals which is contrary to individual’s rights (Ma,
Johnston and Pearson, 2008).

2.6.4 Acc mntrol

U: -oriented type which comprises on identification, authentication and authorization issues. In
other words it is essential to protect systems in order to prevent intruders from using access
control mechanism to gain government and cit” ns’ information. Insufficient logical access

k]

controls reduce the reliability of departmei - ° computer’ 1 data and increase the risk of
unaut] ized revelation. The interconnection of p1 ic and private networks and the sharing of
information resources increase the difficulty of access control (Saida, = Abdullahb, Ulib and

Mohamedc 2014:433).The interconnection that will be categorised cording to the individual

nee.  d requirements as this will assist to keep organisational property secure from unwanted
access.
2.7 Summary

This chapter focused on literature review of information performance management which

sisted the researcher in analysing the perspectives of employees in the Independent
Development Trust and to address the objectives of the study. Different theories were discussed
to clarify the situation in o " 1nisations. The followir chapter focuses on research methodology
and design. However, there are barriers to effective perforn ce due to lack of union support,
lack of employees’ commitment, lack of internet availability and high cost, particularly in
developing countries along with Network attacks, systems architecture and network topology

31



issues, which are challenges, need to be considered. linformation is frequently unreported, as
there is no compelling reason to. Insufficient logical access controls reduce the reliability of a

department’s computerized data and increase the risk of unauthorized revelation.
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t}  interviewer and obtained answers from the interviewer. Interviews can are passed telephonic
or face-to-face. The importance of conducting face-to-face interes that the researcher can

observe the action of the responded and be able to make follow up questions to the interviewer. .

The quantitative section covers the participants’ background information. The characteristics of
the participants on how they were selected are very important because these can influence the

claims made about the findings of the research.

3.2.4 Data Analysis

Different data obtained from various usability tests using diverse data gathering methods were

1

analysed using a triangulation approach. & “'stical *ita were a " ssed using Statistical Package
for social Sciences (SPSS) 2015 versions. Graphs (histograms) were also used to disp s and
compare these data. The results displayed in graphs were in pre | and discus |. Conclusions
were ' awn based on the results from data analysis of the various usability tests performed as

well as the interview conducted by the researcher.

3.11. Summary

Chapter 3 introduced and disc ed the different approaches used to collect data appropriate to
answering the research questions. The study was employed as a technique for collecting both
qualitative and quantitative data needed to answer the research questions investigated in this
study. The different procedures used for population sampling, including 1 ibility testing
planning were discussed. Finally, the chosen data collection methods suitable for this study,
which is the questionnaire and interview t~~~ther with data analysis were also discussed. This
chapter also discussed in detail the design of the usability test, different methodologies and
approaches used to conduct the usability test and the usability test suite set up, as well as

usability test conducted.

36



CHAPTER 4: RESULTS AN™ 7 "¢ 7 JSSION

4.1 Introduction
The data collection strategy is outlined in this chapter, as the results were presented from the use
of the questionnaire administered to officials of North West Independent Development Trust.

The results we¢  analyzed and organized to be presented in chapter one.

4.2 Section A: T *mographic Information

Demographic data analysis is divided into (2) parts the first part pr nts information ated to
gender, -~ group, second job status, highest qualification; number of years employed at the
o nisation and sections were employees are working in. The part of biographic section on the

questions was tc ~‘ve indication of the profile of the participants.

4.2.1 Response rate

Thirty (30) que ““onnaires were distributed to respondents - ~d administe | at the Independent
~ :velopment Trust, in the North West Province. Twenty three (23) questionnaires were

completed and returned, which is 77% of the 30 qu  tionnair distributed.

37



4.2.2 D-—hgra| ' "¢ information

This section outlines the personal data of the respondents, as illustrated on table 1.

Table 1 illustrates the gender of respondents at the Independent Development Trust.

Table 1: Gender of respondents

~ nder | Frequency | 7o
viaie | v 39
14 61
l |
[ 10tal l 23 1VV

Gender

Viale ‘emale

Figure 4.1 distribution of Gender of the respondents

Table 4.1 illustrates the total number of respondents who completed and returned the
¢ tionnai  wh” tamoun | 77, Sixty one pe nt (61%) of the responded were female
and the 39% (9) were males. The split is further highlight * by Figure 4.1. It is clear that the

variance between male and female respondent is very important, because female respondents are
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Section employed in

S
v
&b
© 100
<
§ 80 .
& 60
40 e o
20 ’ ’
0
The The The The corporate The Financial ~ Programme
Development Development Development services Unit  Services Unit  Management
Services Unit  Services Unit  Services Unit Services Unit
Section

Figi  4.6: Sectionr _ onded worked

Te" " : 4.6 shows Forty eight percent (48%) of the respondent work in ..ie ~ :velopment Services
Un" 22% in Programme Mai @ment Services Unit while minority (4%) work in the
Development Services Unit and the Corporate € vices Unit, respectively. These results are

indicated in Figure 4.6.

4.3 Section B: Quantitative data analysis

This section mainly analyses data on the management of information systems, factors
influencing and information communication technology skills at the Independent Development

Trust.
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agreed that knowle : patterns and organisational commitment a  vital to infc  ition
communication technology to enhance skills sets; 52.2% indicated that networking learning is

vital for information communication technology available in the organisation.

Some 43 ' of the respondents h™ *lighted that they were uncertain whether threat of disclosing
confidential information was skill set for information communication technology available in
their organisation; 34.5% were not clear whether organisational commitment and sophisticated
technologies are key skills for information communication technology at Independent
Development Trust; 26.1% of the respondents were not sure whether enjoyir higher job
satisfaction and experience were really vital skills for information communication technology at

the Independent Development Trust.

A total of 26.1% of the respondents disagreed that enjoyir - higher job satisfaction and
experience, sophisticated technologies and networking learning are important skills for

information communication technology that are available at the Independent ~ :velopment Trust.
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A best model to be used to improve Performance Information Management at the Independent
Development Trust was also investigated. Out of the 23 responses received, 95.6% of the
respondents agreed that individuals constantly update their knowledge at the Independent
Development Trust; 91.3% indicated that the organisation encourages knowledge sharing among
the employees; 91.3% highlighted that employee participation in decision making is vital for the
Independent Development Trust; 82.6% agreed that centralised data base mana; nent will be
critical in improving performance information management at the Independent Development
Trust; 78.3% suggested that methods on rules, regulation, policies and mathematical approach
will be critical to performance information management for the Independent Development Trust;
69.1% agreed that standard data structure will imp ‘e performance information management at
the Independent Development Trust and 65.2% indicated that data communication tools may

lead to improved performance information management at Independent Development Trust.

Some 30.4% of the respon were uncertain whether data communication = >ls will really
improve the performance information management; 26.1% wondered whether andard data
structure is the way go for Independent Development Trust; 8.7% did not under. © 1d whether the
centralised data base 1  agement, employee participation in decision n 'ing d meth *. on
rules, regulation, policii and mathematical appi  :h will improve the performance information

management at the Independent Development Tr

A total of 13% disagreed that methods on rules, regulation, policies and mathematical approach
will improve performance of information management at the Independent Development Tr  ;
8.7% clearly did not think that encouragir - knowledge sharing in the o nisation will improve
performance information man~~~ment; 4.3% highlighted that individuals cons tly updating
their knowledge, standard data structure and data communication tools will not improve

performance information management at the Independent Development Trust.

4.5. Section C: Qualitative data analysis

This section allowed respondents to highlight whether there is induction at the Independent

Development Trust, whether they have adequate technological skills for a demanding job, there
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4.5.6. Employed in a completely different field

Seventy percent as the majority (70%) of respondent highlighted that they were employed in the
right field with accordance to their qualifications. Some indicated that this is the fie’ ~ they | e
always wanted to work in, the reason beir~ they managed construction projects and as a
qualified quantity surveyor, were in the relevant field. Moreover, they were busy wi  what they
have studied academically. t other ancillary activities were also linked to ove 1 job
specification and some of the respondents were employed in finance because of their B Com

qualification.

Furthermore, a  nority (30%) of respondents indicated that they were in a completely different
field, because others were from legal department, but transferred to development department.
One of the r rondents even highl’ "ited {* * he/she is monitoring the monitoring NI = . that
create EPWP work opportunities, which has nothing to do with his/her field (Agricultural

qualification).

4.6. Section C: Qualitative data analysis

This section allowed respondents to highlight cI "enges associated with the use of performance
information management, the importance using the systems, d factors associated with
performance information management. To highlight on the experience of the use of the « ent
performance information management system, and the ability of the current em has to

address the challenges and recommendations for improvement.

4.6.1. Importance of performance information management

The extreme importance of performance information management at the I °:pendent

development Trust that was h" "llighted by most of the respondent is because it enables the
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outputs of work can be identified as proper management information systems tools to measure
performance of the organisation. There are challenges respondents felt that need to be addressed,
v ch indicates that the current system to a large extent can address all the challenge, but only if
the management involves employees in decision making processes, not utilising a top-dov

approach inimp 1 iting systems.
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Section C - Conclusion and Recommendations

5.5 Suggestions for further research

The rc  irch only focused on the North V' it Independent Development Trust, but there is a
great need for it to be conducted acr«  the entire South Africa. This raises a concern as to
whether other Provinces might not be facing the same challenges. It’s also suggested that the is
greater need to for Government intervention in terms of vocational education and skills

development for the best interest of the South Africa for better service delivery.
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4. Do you think you have technological skills to do a more demandir - job than the one you have

now?

If you answered Y73, please indicate explain?

............................................................................................................................................

............................................................................................................................................

5. Do you think there is enough training within your section which could improve the employee

] “orr ce?

If youa vered YES, please indicate the type of training?

............................................................................................................................................................

.....................................................................

............................................................................................................................................................

..................................................................................................................

6. Do you contribute towar * the annual report of the institution?

If you answered YES, please indicate how?

............................................................................................................................................................

If you vered NO, please indicate why?

............................................................................................................................................................

------------------------------------------------
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7. Are you employed exclusively according to your own field?

If you answered YES, please indicate how?

............................................................................................................................................................

........................................

..................................................................................................................

8. Are you employed in a completely different field?

If you answered YES, please indicate how?

............................................................................................................................................................

~

etion ™
Interview " 1estions

1. Explain the importance of using performai

organ ition?

2. Do you know of any factc that are influencii

systems used and in your organisation?
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. information management in your

Infi

ion Mana;
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............................................................................................................

............................................................................................................

What are the challenges have you experience with the current performance information

n rement systems?

............................................................................................................

............................................................................................................

Do you think that system in place have the °’lity to address the organisational

challenges?

............................................................................................................

~sed on yo exper ce with the performance information management systems in

place, do you have any recommendations for improvement?

................................................................................................................................................

..................................................................................................................

THANK YOU FOR YOUR TIV™ AND CO-OPEF TION
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