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ABSTRACT 

This study aimed to determine the effect of human resource management system 

(HRMS) on organizational performance in non-governmental organizations (NGOs) 

in the Democratic Republic of Congo (DRC) and focused on Welthungerhilfe 

(WHH). The objectives of the study were to find out to what extent HRMS are used in 

NGOs in the DRC, to determine the level of performance of NGOs in the DRC and to 

establish a relationship between HRMS and organizational performance of NGOs in 

the DRC. The purpose of the study was to establish the effect of HRMS on 

performance of NGOs in the DRC. Resource based view theory and expectancy 

theory were studied and descriptive survey was used to determine the respondents’ 

degree of agreement with various statements. The needed data was collected using 

questionnaires that were distributed to the entire WHH staff which was 90. The 

researcher conducted a correlation analysis to determine how HRMS affected 

organizational performance. The variable having violated the parametric assumption 

of Pearson correlation of a linear relationship and normal distribution, the researcher 

undertook spearman Rho correlation analysis on the variables. The findings showed 

that the use of various HRMS affected the organization’s performance. Further, it was 

clear that WHH adopted the HRMS at all three stages: operational, relational and 

transformational. The study recommends that the implementation of HRMS in the 

organization should not only focus on increasing the efficiency of the operation and 

supporting the HR professionals in those HR functions. Further, the study 

recommends that the employees be given significant importance to create a positive 

and healthy working environment in the organization for better performance. 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND TO THE STUDY 

Introduction 

Currently, we are living in a world where information and knowledge are 

essential to maintaining competitive advantage and ensuring positive organizational 

performance. The organization that has information and knowledge in its possession 

is likely to be a step ahead compared to those organizations that are missing out on 

this. Research by Niaz (as cited in Profile, 2020) showed having this information and 

the knowledge plus the advancement of technology will bring about innovation in 

way of functioning. This is alleged to make a positive impact not only on 

organizational performance but also on the organization’s value (Profiles, 2020). 

Based on Oracle (2019) a human resource management system (HRMS) refers 

to a suite of software that organization uses to manage internal HR functions. Ensuing 

the authors’ argument, the following including and not limited to employee data 

management to payroll, recruitment, benefits, training, talent management, employee 

engagement and employee attendance are essential. As a positioned leader in 

competence, Oracle (2019) recommended the HRMS software as an aid to HR 

professionals in order to manage the modern workforce. No matter the situation, 

Oracle proposed that the human resources information system (HRIS) also referred to 

as HRMS collates information about a company’s most valuable assets in front of the 

people who need them. Hence, yesteryear’s HR software and HRIS have converted to 

today’s human capital management cloud solutions. 

Khashman and Khashman (2016) defined organizational performance as the 

ability of an organization to meets its goals and achieve its objectives in terms of 
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growth, profit, quality service, good financial results. To enrich the definition 

Khashman (cited Timothy, Andy, Victoria, & Idowu, 2011) who explored the 

measure that provides a clear image of how the organization actual performance is 

compared to set goals and objectives of each department. 

According to the study by Kariuki (2015) there is a positive relationship 

between the use of HRMS and organizational performance as evident in usage and 

operations of information technology (IT). The study comprising of the Population 

Services Kenya (PS Kenya) staff revealed that IT adoption and usage had a big impact 

on organizational performance. This significantly affected IT practice, enriching 

quality of service delivery, improving customer loyalty, and enhancing employee 

efficiency, while prolonging versatility in most functions of organizations. 

Background of the Study 

Human Resource Management Systems  

Today many organizations if not all are in a situation where competition is 

more and more important in terms of profit and revenue. Castillo (2012) exposed that 

it is at this moment that the HR function will become strategic. They further 

contended that the HR department in the organization needs flexible structures that 

will focus on combining satisfaction and profitability while managing huge quantity 

of information in a considerably reduced time. Subsequently in the 1960s, HR 

managers were interested in the possibility of computerizing redundant HR activities 

that did not create added value to the organization (Castillo, 2012). The author’s 

dispute ends with today’s IT solution, because it helps HR managers save time and 

create sufficient focus on activities which are important in adding value to the 

department and the organization in general. 
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The first software that was developed for the HR department was the payroll 

management system and this was in the 1970s, but it was still a bit of a challenge 

(Bhuiyan, Chowdhury & Ferdous, 2014). The authors’ discussion shows that the 

technology was limited by various factors including: the computer mainframe; 

majority organizations reliance on manual entry for management reports and only big 

organizations could afford this new technology.  

To illustrate this point Castillo (2012) discussed how the French Republic in 

1973 came up with a law concerning individualized hours for employees in order to 

favor the development of the time management systems, scheduling and rotation 

management systems. From this point, certain functions were dematerialized and 

digitalized because of the adoption of IT by the HR department. For instance, the 

recruitment procedure improved from sending curriculum vitae through postage to 

emailing (Bhuiyan et al., 2014). 

Moreover, the scholars argued the organization profile was accessible online, 

with online training conducted, career and competence materializing as a means of 

advancing the HRMS in organizations. From the French Republic context, as Info-

prud'hommes (2017) identified it, IT became a tool that was not only available to the 

HR department but also to the organization in order to switch from standard 

management to computerized management information system thus, simplified 

organizational management. It is no wonder IT helps achieve a more global view on 

HR activities that are taking place in the organization. As Castillo (2012) concluded, 

this tool would also automate procedures, speed up deadlines and facilitate 

dissemination of information. 

A 1977 law applied by all NGOs in the DRC requires every organization with 

a population of more than 300 employees to publish a social report of the organization 
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showing the organization situation (Info-prud'hommes, 2017). This, therefore, was the 

basis for terms of compensation, health conditions, working conditions, trainings, 

professional relations, and other life conditions within the organization.  

Jakubowicz (2019) acknowledged that all needed details would be stored in 

real time; thus, the concept of HRMS becomes important. Thus, the 1977 Law 

allowed HR managers to realize the need to consolidate all the collected and stored 

data referring to the seven chapters of the social report (Employment, compensation, 

health, and safety, working conditions, training, professional relations and life 

conditions within the organization). With time, the database was filled with 

information; while HR managers realized that human resource management systems 

not only allowed for gains in productivity and data reliability but also, it is a useful 

tool for anticipating situations and consequences related to decision making 

previously taken (Jakubowicz, 2019). 

As much as information systems may be very helpful to the organization 

including HR systems, campus portals for universities, enterprise resource planning 

and logistics management systems, Hendrickson (2003) suggested that the system 

also come with own problems and risks not perceived by employees. In some cases, 

Hendronickson (2003) recognized that employees could be sensitive as subject to the 

system, but others learn new ways of doing things with the new management, while 

others reject this new way of operating. Henceforth, it is not always good news to 

every person. Nevertheless, the new generation (millennial) born in a computerized 

environment have no problem adapting. Therefore, Hendrickson (2003) recommended 

that the duty of HR department is to manage the two personalities within the 

organization by taking the older generation through multiple trainings and use the new 

generation’s knowledge to the organization’s advantage. 

Daystar University Repository

Library Archives Copy



 

5 

 

Considering the different development stages of HRMS including the 

revolution of the software as a service (SaaS), platform as a service (PaaS), 

infrastructure as a service (IaaS) or mobile backend as a service (MBaaS) the question 

to ask is how come HRMS does not develop in organizations to form a new 

revolution which Satta (2011) referred to as la revolution silencieuse des SIRH 2.0 

(The silent revolution of HRIS 2.0). As earlier identified, the change in need of the 

HR functions as job analysis, HR planning, employee recruitment, employee 

selection, performance appraisal, training and development, career planning and 

development and employee motivation, help understand the evolution of the role of 

the HRMS within the organization (Castillo, 2012).  

These functions were originally managed in a rudimentary way by few people 

that were dealing with administration and compensation. Hammadi (2017) showed the 

switch to change due to development of regulations, social legislation especially the 

employment contract, the right to strike, labor laws, and collective agreements among 

others. With such issues, the HR department evolved due to two strongly correlated 

factors first was the emergence of human relations, which highlighted the following: 

the human factor, awareness of the working conditions, the quality of social climate, 

the organization determining the performance and the motivation. Second, the 

emergence of new aspiration for workers particularly: the need for expression, 

fulfillment job satisfaction as new needs raise new concerns relating to personnel. 

This evolution reflects the shift from personnel management to HR management 

(Hammadi, 2017). 

Armstrong (2006) highlighted the contingency factors linked to the 

environmental influence, globalization, social partners’ weight, competition intensity 

leads the modification of the HR function towards a systematic perception. According 
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to ET Bureau (2018) HR management could no longer be referred to as a set of 

activities that focus solely on personnel but to a sub-system with an overall view of 

the other sub-systems of the organization and objectives that match the global system. 

It is therefore, becoming strategic in its quest to master its internal and external 

environment. This change in vision has progressively led to the computerization of 

the function (ET Bureau, 2018). 

The first need addressed by the computerization of the HR department is the 

need to manage the payroll. Bhuiyan et al., (2014) discussion showed the appliance of 

the payroll management software appearing between the 1970’s and 1980s. The 

scholars further added that the computerization of the function took off with the 

advent of micro-computing in the 1980’s then the networking of microcomputers and 

the integration of telecommunications from the 1990’s. Even as Peretti (2016) stated 

the power of micro-computing and the orientation towards local networks open up 

prospects for development in HR management. With advancement, many other 

information systems have been integrated in the HRMS such as electronic 

recruitment, Payroll management system, Leave management system, Performance 

management system, Absence management system and Scheduling, with rotation 

management system, among others (Bhuiyan et al., 2014). 

The widespread usage of micro-computers led to rapid emergence of new 

needs for the HR department and new IT queries. As a result, Bhuiyan et al., (2014) 

added that, the computerization of the HR function accelerated with the integration of 

multiple management software. By early 1990’s, HR integrated management 

packages (Enterprise Resource Planning) that appeared in the scene, with their usage 

extending to all functions of the organization (Abhishek, Ankit, Rohit, & Shine, 

2015). The software packages generalized the computer processing of the so-called 
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basic operations of HR management, which included payroll management, 

administrative management of staff, recruitment, training, time management, among 

others (Hammadi, 2017). 

The 2000s witnessed the internet revolution with its massive widening of 

organizations as well as the field of HR Management (Armstrong, 2006). The advent 

of new technologies led to the reconfiguration of the HRMS as Abhishek et al. (2015) 

showed the gradual emergence of the concept of Electronic Human Resource 

Management (E-HRM). Within the French Republic, Matmati (2002) opined that it 

was the transformation of the HR function following the massive introduction of 

information and communication technology. Thus, the technological breakouts that 

most affected the functioning of the HR department and improved the HRMS 

including client-server technology, intranet, self-service, enterprise portal and 

reporting (Hammadi, 2017). 

Client-server technology 

According to Oluwatosin (cited Courbon, 1993) and Encyclopaedia Britannica 

(2021) client-server technology is a communication mode via a network consisting of 

two stations. From the two sources, the client station sends the execution request by 

message and the server station executes the client’s request. As indicated in the 

Encyclopedia Britannica (2021), the server is a provider of multiple resources with 

archive space for storing information and files, printing devices, or communication 

devices and the client is the user and the operator of these resources. The use of 

client-server technology extends to all areas of activity including page consultation on 

a website, database management, transactional systems, messaging systems, data 

sharing systems among others (Oluwatosin, 2014). Thus, the client-server technology 

has served has a basis for several features including the corporate portal.  
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Corporate portal, intranet and self-service 

The above stated (portal, intranet, and self-service) are closely interwoven 

technologies that underpin E-HRM. According to Courbon (1993), the corporate 

portal is a tool for communicating, collaborating and sharing information in real time 

through the web. Additionally, it is the gateway to the data of the organization’s 

information system. Arguably, Courbon presented the intranet platform as the open-

ended access to data for all staff. Further, the intranet is the transposition of standards, 

protocols and current tools on the internet within the private local networks of the 

company (Courbon, 1993). In context of HR, intranet serves as a support for self-

service tools that include features, accessibility from a workstation, consultation 

terminal, a smartphone or a tablet. Using an HR intranet, Eisenhauer (2019) 

demonstrated how dramatic increase can promote the company's communication, 

efficiency, cooperation, and production. In return, it provides integrated solutions that 

fit workers' online lifestyles while ensuring quality and adhering to established 

business processes and corporate norms. 

The self-service manager allows the HR manager through an intranet space to 

perform certain tasks such as view, enter and validate payroll components (premium, 

hours, benefits), check absences and attendance in real time and validate requests for 

absence or leave, consult the various elements of the employee file, to collect 

administrative requests, manage a work schedule with colleagues and monitor 

activities. The stated self-service function of the HR portal makes it possible to meet 

difficulties encountered by HR department s, in context of management of leave 

requests, schedules and recruitments. In the completion, Desller, Cole, & Bulmash 

(2008) emphasized on the aim of reducing time spent on administrative tasks to 

personalize and centralize HR function.  
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Reporting 

This tool consists of producing activity report over a given period in order to 

inform, understand and decide. Desller et al., (2008) provide particulars relating to the 

amount of information needed to prepare a report. Actually, the report is based on a 

computer technique consisting of processing data and presenting it in form of 

statistics, tables or graphs. Therefore, HRMS makes it easy to use databases to 

simplify inquiry, allowing users to retrieve all the needed data (Desller et al., 2008). 

HRMS and the 4th Industrial Revolution 

There is no doubt; nothing will ever be the same in businesses. The fourth 

industrial revolution, Industry 4.0, is taking hold in most industries and Gagne (2017) 

seemed to argue that the wind is sailing the idea. In an environment where 

competitiveness is strong, innovation is omnipresent, and the customer is increasingly 

personalizing needs (Satta, 2011). Therefore, the integration of Industry 4.0 into the 

business model allows companies to perform well and stay put in the race (Gagne, 

2017). Currently, with the digital transformation and the many innovations ready, the 

world of factories is undergoing a major revolution. It is for this reason that Théroux 

(2018) speculated that Industry 4.0 or the fourth industrial revolution is at the center. 

For many organizations, intelligent automation, and the integration of new advances 

into usual practices will not be for tomorrow. Similarly, professionals are beginning to 

see the importance of moving in this direction. All branches of the business according 

to Industrie news (2020) will be turned upside down by the new tools and methods 

including the HR department. 

Equally, job descriptions have evolved greatly. The criteria linked to computer 

knowledge or skills; require factory or shipping workers to use computers or tablets, 

as opposed to five years ago when working with paper was preferred (Théroux, 2018). 

Daystar University Repository

Library Archives Copy



 

10 

 

Théroux argued that the world is in the middle of the 4th industrial revolution that is 

characterized by the advent of technologies like: Internet of Things (IoT), smart 

factories, automation, robotics, cloud computing and metadata. This revolution is 

disrupting the world of work and factories whereby work is transformed, jobs are 

reinvented, and new skills are multiplied. 

The innovation will lead professionals to review practices, but above all; use 

new tools if they want to keep pace. Today, enthusiasts and experts have looked into 

the subject by offering HR managers HR software. These supports will allow better 

use of the HRIS. Moreover, Industry 4.0 presupposes the existence of a new position: 

the innovation department (Lalwani, 2021).  

The impact of changes, data and flows will indeed be so powerful that it will 

take a particular section to manage it. As Sulochana and Sajeewanie (2015) 

contended, the software packages will facilitate the HR department to interact 

effectively with other units. The scholars further endorse machine learning, as it 

remains an important field that professionals cannot manage without these modern 

programs. The company will advance in the digitalization of tools, which leaves the 

HR sector with no exception since employees use mobile solutions to manage their 

work (IceHrm, 2020; Kanthawongs, 2004). HR managers and managers will need to 

collect information on activities and cannot do so without using innovative tools 

(Khashman & Khashman, 2016). Finally, since employee retention is inherent in a 

HR management strategy, employee experience would be a major concept.  

Kovach and Cathcart Jr, (1999) argued that employee data is used to provide 

an advantageous working environment by allowing the structure to promote brand 

image both internally and externally. If innovation is managed to create an impact, it 

is above all, due to uses levers or influential vectors (Sumoadmin, 2019). The modern 
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HR strategy will therefore also take them into account. Big data will be the first lever 

absolutely to master. This is all the data that feeds into HRIS. From the smallest 

information to the most important, everything must be taken into account. The 

collected information can be used for HR analytics where it will be interpreted for a 

better decision-making considering HR metrics such as retention rate, voluntary 

turnover rate, time to hire and human capital risk (Lalwani, 2021). The goal is to be 

able to interact better with candidates, in order to achieve better sourcing recruitment. 

Internally, the usefulness of ‘big data’ makes it possible to modernize practices. For 

the second lever, related to Internet of Things (IoT), professionals use the data 

collected to competently manage time, work, or automate the flow of activities 

(Industrie news, 2020).  

Presently, HRIS adoption remains under-researched in both the public and 

private sectors even though it can be a significant contribution to both research and 

practice. Research also shows that most companies still use technology primarily to 

simplify repetitive administrative activities. However, that does not help to maximize 

the tremendous advantages of HRIS. When correctly implemented, HRIS changes the 

way business mechanisms within organizations and eventually increase the 

organizational performance, productivity, and profitability (Kovach & Cathcart, 

1999). 

Organizational Performance 

According to Ion and Criveanu (2016), the concept of performance has 

attracted growing attention in recent decades and has been prevalent in almost all 

fields of human activity. Further, Ion and Criveanu (cited Noye, 2002), deliberating 

on performance to consist of achieving goals that were set in convergence with the 

organization’s orientations. According to both authors, perfomance is not merely a 
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finding an end result; but rather, the result of the comparison between the 

organizational goals and the actual outcome. In addition, Ion and Criveanu (cited 

Rolstadas, 1998) believed that organizational performance is a dynamic relationship 

that involves seven performance criteria namely: Effectiveness, quality, productivity, 

quality of work, innovation and profitability. Therefore, performance is linked to the 

attainment of the parameters listed above and can be considered as perfomance goals. 

Conferring Ryan, Emmerling and Spencer (cited Randeree & Al Youha, 2009) 

argumented that the future success of company relies on its organizational 

performance; which implies, its ability to successfully execute policies, and 

accomplish internal goals. The performance of any organization depends to a high 

degree; on the level of competence possesed by the organization’s leaders, when 

strategies are implemented and executed. As presented by Silva (2014), leadership is a 

contractual relationship between the manager and the rest of the team. However, 

considering regular challenges to achieve corporate targets, it is critical that the 

strategies used by leaders are versatile enough to handle transition and change. 

Organizational performance often relies not only; on the leaders, but also on its 

workers, who are a vital part of the organization that form a group that works towards 

achieving aims of the organization. 

Organization performance as argued by Simanová and Gejdoš (2019) is 

continuously and substantially influenced by the efficiency of procedures (operations) 

and the success of HR. The additional submission from the author situates the 

necessity for businesses to continually refine and develop their operations, so that 

they are not at risk of failure and extinction. Further, in relation to implementing 

tailored HRMS for staff management Simanová and Gejdoš (2019) recommended an 

emphasis on cultivating quality of goods and services; harmonious functioning of 
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organizational activities, that accomplish correct application and strategic use of 

emerging ideas, technologies and methods for improving quality. 
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NGOs in the Democratic Republic of Congo 

The DRC is the second-largest country in Africa, despite its abundance of 

natural resources; and, classification as one of the poorest in the world (World Bank, 

2020). From the 2020 World Bank report, more than half of the 94 million people 

living in the DRC are the third largest population globally living below the poverty 

line. As Kahasha (2013) mentioned, the country has been plagued by political turmoil, 

conflict, and crime. With a territory equal to that of Western Europe, the DRC, 

formerly known as the Republic of Zaire, is geographically the largest country in 

Southern and Central Africa (World Bank, 2020). It is located in the center of Africa 

and lies on the equator, occupying an area of 2,345,095 km2. The DRC has 37 

kilometers of coastline and a landscape marked by a vast low-lying central plateau 

rising to volcanoes and mountains in the east. More than half the country is covered 

by dense tropical rainforests; with the land crossed by several rivers, the leading 

recognized being the Congo River (The World Bank, 2020). 

Within the DRC, Constitutional Law No. 004-2001 of 2nd July 2001, NGOs 

have been governed in the provisions pertinent to non-profit associations, and public 

utility establishments. An NGO is an organization of public interest that, according to 

its name, does not belong to a state or an international institution such as the IMF 

(Kahasha, 2013). An NGO is therefore, by definition, independent. Some of the well-

known NGOs operating in the DRC and offering service include Doctors without 

borders, Welthungerhilfe (WHH), Save the Children, World Vision, Oxfam, Red 

Cross, Amnesty international, World Wildlife Fund (WWF), Merlin, among others. 

These, as well as the others not mentioned, are governed as associations by the Law 

of 1st of July 1901 and managed as non-profit organizations. The goals are economic, 

social, educational, cultural, or religious (Kahasha, 2013). 
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Discussion by Kahasha (2013) regarding NGOs in the DRC indicate, they 

operate in two very different areas of activity: First, emergency interventions that 

directly arbitrate and aim for; quick assistance to people in extreme precariousness 

situations comparable to poverty, or crises. These actions proceed as short term; and 

qualify as humanitarian are likened to the Red Cross, Doctors without borders, Office 

of Foreign Disaster Assistance, European Civil Protection and Humanitarian Aid 

Operations to mention a few. Second, share the long-term development actions, which 

favor sustainable development and resort to direct interventions. These are completed 

through various means that is sending volunteers or implementing local projects, 

supporting local initiatives, alerting the population or states of required actions that 

may threaten human rights, or by participating in development of the country. 

Commensurate to the discussion above, the creation of NGOs in the DRC is 

part of the logic and strategies; born of failure based on several development plans 

conceived by the United Nations organizations under UNDP, FAO, and UNESCO 

(Welthungerhilfe, 2020). From the work of Kahasha (2013), these types of 

associations were born during decolonization and especially during the first decade of 

development (1960-1970). That is why the NGO phenomenon is not new in the 

Congo. Further, Welthungerhilfe (2020) stated that in the colonial era, the Catholic 

and Protestant missionary churches took care of development of populace carried 

through charitable actions for the needy and poor. The engagement of schools, 

hospitals, health centers, social centers were created under missionary churches too. 

The decrees of 24th March 1956 on cooperatives; and 27th November 1959 on non-

profit associations, governed the associations at that time even as NGOs would date 

back from 1930s (Mushagalusa, 2012). Identifiable, NGOs in this instance are Social 
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Fund of Kivu (FSKI-1931), Salvation Army (1934) and le Centre Scientifique et 

Médical de l'Université Libre de Bruxelles (CEMUBAC-1938).  

From the cited list and also by the time of independence, some confessional 

and independent structures were created that were secular NGOs (Mushagalusa, 

2012). From henceforth, the ordinance of 18th September 1965, governed the non-

profit organizations, and included NGOs. Going further, the 80s brought advancement 

in development of NGO movement focused with the exploration of programs. 

Mushagalusa (2012) qualifies that the development projects affected different areas of 

life including: production, marketing, agriculture, livestock farming, agricultural 

feeder roads, infrastructure (schools, clinics, communication such as CARITAS); 

education, health, popularization of appropriate technologies, rural hydraulics, 

environment, reforestation, awareness raising, rural animation, arts, and crafts. 

Henceforth, the secular NGOs by 1996 were close to 8% of the 1322 NGOs, 

as acknowledged by Mushagalusa (2012) under cover of the Conseil National des 

Organisations Non-Gouvernemental de Développement (CNONGD); protected by the 

National Council of Non Gouvernemental Development Organization and UNICEF. 

From that time, these organizations defined themselves as "NGO" with the purpose of 

upholding work connected to self-promotion of basic communities. After April 24th, 

1990, Mushagalusa (2012) noted, a great upsurge of NGOs was observed, marking 

the start of progression of democratization. The outcome recognized by Congolese 

Law, involved exercising of individual and collective freedoms, which is the freedom 

of association. Interestingly, only 65.5% of the NGOs were created between 1990 and 

1996, including 19% in 1995 (Mushagalusa, 2012). 
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Welthungerhilfe in the DRC 

Welthungerhilfe (Agro Action Allemande) is one of the largest private aid 

institutions in Germany. It is both politically neutral and non-denominational. 

(Welthungerhilfe, 2020). Welthungerhilfe engages in battling world poverty 

concentrating efforts in Sustainable Development Goal 2: "Zero Hunger by 2030" 

(UN-SDG, 2020). After its establishment in 1962, Welthungerhilfe has more than 

9,830 overseas projects in 70 countries receiving equivalent to EUR 3.95 billion in 

funding. As an institution, Welthungerhilfe functions under the concept of help to 

self-help: from rapid disaster, relief, rehabilitation, and long-term growth partnership 

initiatives, with national and foreign member organizations (Welthungerhilfe, 2020). 

Further, Welthungerhilfe contribute to the beneficiaries as effectively as possible, 

through set projects. Additionally, the activities of the organization are motivated by 

the belief that, all citizens are equal in value, have inalienable rights; and should be 

able to manage their own lives (Welthungerhilfe, 2020) 

The projects associated with Welthungerhilfe focuses on agricultural training, 

sustainable food security, road building, social inclusion, and emergency assistance 

(Welthungerhilfe, 2020). For example, launched DRC projects from October 2018 to 

September 2021 were aligned with; “sustainable cultivation, more harvests” with a 

budget of 2,000,000 Euros. Despite the agricultural potential of Lubero District, from 

the Eastern DRC region, the rural population is poorly fed, due to political conflicts, 

displacement, and poverty. However, Welthungerhilfe allows access through the 

farmers' associations to boost consumer production. Through this initiative, small-

scale farmers have learned how to maximize their productivity using sustainable 

farming methods. Nevertheless, for those who are internally displaced persons (IDPs) 

have access to land and crops with minimum account of 21,000 people benefitting 
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from the project (Welthungerhilfe, 2020). Within the DRC, Welthungerhilfe has its 

main office situated in Goma; and several other branches in Bunia, Beni and 

Kichanga; along with facilitated projects in Masisi, Butembo and Mahagi.  

Statement of the Problem 

The stages of adoption of HRMS have been divided into three phases (Kovach 

& Cathcart, 1999). The first stage is the operational impact of automated routine IT 

operations, alleviating administrative burdens, reducing expenses, and increasing 

efficiency within the HR itself. The second phase, after the operational impact of IT is 

the relational impact. It provides remote access to HR databases and services, for 

managers and employees reducing response times and improves service levels. 

Finally, the transformational stage of IT is a redefinition of the nature; and its role 

within the HR department is centered on strategic problems.  

Organizations have sluggishly lacked to embrace HRMS highest stage; due to 

key obstacles such as inadequate communications infrastructure, poor ICT literacy, 

difficulty to integrate ICT into organizational processes, and high costs of 

implementation to name a few (Sulochana & Sajeewanie, 2015). This study focuses 

on the adoption and use of HRMS, which have not only been a big challenge for 

NGOs in managing employee information; but also, the reason why HRMS has not 

fully been used as a strategic tool, which explains the missing out on the opportunities 

HRMS offers. There is also little work done in the DRC to determine that relationship 

between human resource management systems and organizational performance. This 

paper focused on the effect that the use of the HRMS has on organizational 

performance in NGOs in the DRC. 
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Purpose of the Study 

The purpose of the study was to establish the effect of HRMS on performance 

of NGOs in the DRC with strict focus on WeltHungerHilfe. 

Objectives of the Study 

1. To find out the extent to which, HRMS are used in NGOs based on a case of 

WeltHungerHilfe. 

2. To establish, the level of performance of NGOs in the DRC, focusing on the 

case of WeltHungerHilfe.  

3. To determine, whether the use of HRMS has a positive or negative effect, on 

organizational performance of WeltHungerHilfe.  

Research Questions 

1. To what extent, are human resource management systems used in NGOs in 

the DRC based on a case of WeltHungerHilfe? 

2. What is the level of performance, on NGOs in the Democratic Republic of 

Congo focusing on the case of WeltHungerHilfe? 

3. Does the use of HRMS, have a positive or a negative impact on 

organizational performance of WeltHungerHilfe?  

Justification for the Study 

Over the past decades, we have had quite a number of studies on human 

resource management systems around the world; but limited research, has focused on 

NGOs in the DRC. Technology is an emerging topic, and it is affecting every sector 

and every bit in today’s world. The researcher wanted to understand how the HR 

sector is affected by this phenomenon. That means, technology is the reason why this 
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study was done; to determine the effect of HRMIS on organizational performance. 

Besides, the limited research done in this area, along with this research; it all adds 

tangible evidence which is beneficial to the world, as well as, providing practicability 

to businesses and organizations.  

Significance of the Study 

This study contributed to existing literature in the HR field. The study expands 

the volume of material available to students and researchers in this field, therefore, 

contributing to the body of knowledge and furthering the development of new 

information and communication technologies, with regard to, HR management. In 

addition, the study is useful to HR practitioners, as they will be able to utilize the 

information systems, and new technologies suggested by this study. Further, it will 

increase productivity, as well as improve competitive advantage in their 

organizations. Employees benefit from implementation of new ICTs in the HR 

Management field; as this improves their work conditions, and job satisfaction. 

Through this study, the DRC government gained knowledge on legislation that needs 

to be reviewed in order to benefit both the employer and the employee. 

Assumptions of the Study 

This study assumed that Welthungerhilfe uses human resource management 

systems; to manage its personal, and other HR management functions. The 

assumption was that there is a relationship existing between the use of human 

resource management systems, and performance of non-governmental organization in 

the DRC, with strict focus on WeltHungerHilfe. The study also assumed that all 

respondents would cooperate by giving the needed information to conduct this 

research. 
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Scope of the Study 

The research was conducted in Goma in the DRC, within the confines of a 

German organization, Welthungerhilfe. The known stated mission is to eradicate 

hunger and poverty in the world. The selected NGO operates from a main office 

situated in Goma, but also, with branches in Bunia, Beni and Kichanga: while 

facilitating projects in Masisi, Butembo and Mahagi. The study handled a total of 90 

employees who were willing participants of the study. The choice of Welthungerhilfe 

was urged, by the fact that, the organization has invested in the technology (HRMS) 

and, was willing to share its experience for this study completion.  

Limitations and Delimitations of the Study 

While conducting the study, the limitation the researcher foresaw, was in 

access to information. Reason being, some organizations are not willing to disclose 

the manner they manage people, and, due to the sensitivity of information desired 

from respondents. Besides, some could be reluctant to giving out the necessary details 

that would allow the researchers to acquire the best image of the situation on ground. 

The researcher bypassed this problem, by getting approvals from the University, 

qualifying the data was purely for academic purpose. In addition, confidentiality 

agreement was discussed between the researcher and NGO; to reassure them that 

credibility would be followed through the process.  

Definition of Terms 

Human resource management system: It can be defined as a combination of 

processes and systems that connect IT and human resource management through the 

HR software (Riestsema, 2019). 
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Organizational performance: This can be referred to as the analysis of a 

company’s performance against its goals and objectives (Marker business news, 

2019). 

Software: This is a set of programs or instructions prearranged in a computer 

to perform a specific task. Software generally describes a computer program 

(Technopedia, 2019)  

Summary 

This chapter provided the background to the study, on how HRMS affects the 

organizational performance of NGOs in the DRC. This meant addressing the 

conceptual and qualitative discussion of the study, in relation to the performance of 

NGOs. The chapter also presented an overview of the problem, the purpose of the 

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

different stakeholders, would benefit from the study as outlined. The chapter also 

discussed the scope of the study and defined the key terms of the study. 
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CHAPTER TWO 

LITERATURE REVIEW 

Introduction 

This chapter covers a theoretical review in which two theories are discussed: 

resource-based theory, and expectancy theory. General literature was also covered, 

while tackling organizational performance indicators such as time management, 

recruiting cost, productivity, employee motivation, job satisfaction and quality service 

as discussed by Gabčanová (2012). The review of empiric literature was also covered 

in this chapter, which examined related studies to inform the study. 

Theoretical Framework 

A theoretical review is a collection of interrelated concepts linked to the field 

of study. Over the years, after realizing the usefulness of IT in the global economy, 

scholars have tried to establish the influence, and performance of existing business 

theories, on the HR environment. Many theories have been identified in relation to 

organizational performance, HR, and IT; but two of these theories namely: resource-

based view theory and expectancy theory were relevant in understanding the effect of 

HRMS on organizational performance. Each of these theories explores, organizational 

performance from a different viewpoint, informing the reader of the effect of HRMS 

on organizational performance. 

Resource-based View Theory 

The resource-based view theory (RBV) attempts to address the question, why 

certain companies perform much better than others. This theory explores the 

connections between the firm's internal characteristics and processes, and the effects 
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of its success (Chrisman, Chua, & Litz, 2004). According to Bailey (As cited in Amit 

and Shoemaker, 1993; Barney and Wright, 1998), RBV reflects a paradigm shift, in 

strategic HR management philosophy by focusing on the internal resources of the 

enterprise, rather than, evaluating success in the external context. From the cited 

scholars, strategic HR Management assist in understanding how resource-based 

advocates within the HR are scarce, important, organizational-specific, difficult to 

imitate, or in other words essential strategic assets. 

As alluded to by Bailey (As cited in Amit & Shoemaker, 1993; and 

Wernerfelt, 1984) who are the key proponents of firm's RBV claimed that RBV has 

variety and exploitation of the company's resources. The resources claim includes 

human capital, the technology in use, and the organizational practices, which gives 

the company its uniqueness and source of sustainable competitive advantage. The 

cited author’s research resulted in an explosion of enthusiasm in resource-based 

perspective; especially, in the quest for, ways to create and improve special pools of 

human, and technical capital, that will contribute to improve organizational 

efficiency, and sustainable competitive advantage. 

According to Wade and Hulland (2004) the RBV began to appear in 

Information System (IS) research mid-1990s. Further, much of this research attempted 

to describe and define, either a single IS resource or a collection of IS resources. To 

add businesses value, and contribute to IT processes, Ross, Beath, and Goodhue 

(1996) divided IS into three IT assets. These three IT assets named: human assets 

(inclusive of technological expertise, company knowledge, and problem-solving 

orientation); technology assets (encompassing physical IT assets, software systems, 

databases, frameworks, standards); and relationship assets (covering collaborations 

with other departments, customer relationships, top management support, shared risk 
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and accountability). On the basis of the above identification, IT processes were 

characterized as planning capacity; cost-effective operation and support, and rapid 

delivery. Subsequently, Bharadwaj (2000) updated the definition by including IT 

infrastructure, human IT capital, and IT-enabled intangibles. 

Critics of the Resource-based View Theory 

Several critics have highlighted concerns about the RBV. The work of Connor 

(2002) identified that, the RBV is too limited, because it can only be applied in large 

organizations with significant market power. Further, the small sized organizations 

cannot identify themselves; neither apply the RBV principles. Connor added that, 

unless small sized organizations have other intangible unique advantages; small 

resources are disadvantaged, when looking forward to establish a sustainable 

competitive advantage, which can bring about significant capabilities. The second 

critic by Madhani is that RBV has vagueness of terminology. There is lack of 

commonality; and the number of definitions is high, thus making it hard to establish a 

comparison between the outcomes of different studies.  

However, this theory was chosen for this study to guide the research, because 

Welthungerhilfe is a large organization, with a focus on the people as a resource, 

therefore, fulfilling the basis for HRMS. 

Expectancy Theory 

Vroom (1964) described expectancy theory as an advocate, for taking action, 

as the product of deliberate choices between alternatives. He suggested that the 

purpose is to maximize enjoyment and mitigate pain. Vroom realized that the 

performance of an employee is dependent on individual factors such as temperament, 

talents, expertise, experience, and abilities. He further alleged that, commitment, 

success, and motivation are related to the motivation of an individual. The variables: 
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Expectancy, Instrumentality, and Valence were used to account for this theory, thus 

the formula: Motivational Force (MF) = Expectancy x Instrumentality x Valence 

(Vroom, 1964). 

From the formula, expectancy according to Chiang, Jang, Canter, and Prince 

(2008) is that belief that if someone puts in required efforts, achievement of the 

desired performance will be the result. This argument is based on an individual's 

experience, self-confidence, self-efficiency and perceived performance level or target 

complexity. Second, instrumentality is the assumption that an individual should earn a 

reward if the standards of success are met. Third, Kroth (2007) suggested that valence 

is the interest that the employee places on the benefits of an outcome. The valence is 

based on their needs, goals, beliefs, and sources that bring about motivation. 

Baker-Eveleth and Stone (2008) conducted an empirical study in the 

University of Idaho in 2008 on the reactions of 154 faculty members’ usage of new 

technologies. Following the findings, the ease of program usage showed to affect both 

self-efficacy (self-confidence) and expected usefulness. This, in effect had an 

influence on planned decision or decision to use the program. Self-efficiency and 

perceptions of results have an effect on the individual's influence and behavior cause: 

self-efficiency is the conviction that a person has the capacity, and desire to achieve 

something successfully. Outcome expectancy is the assumption that the desired 

outcome is accomplished when an individual accomplishes the task. 

Therefore, self-efficiency has a direct effect on outcome expectancy, and has a 

greater impact than the latter. As Baker-Eveleth and Stone (2008) revealed, 

employees may embrace technology, if; they feel the technology assists them. Further, 

from the authors, when employees are forced to use the technology; (new software or 

hardware), they might use it, but can find it is not useful. On the other hand, if an 
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employee is not mandated to use technology, individuals can be influenced by these 

other factors namely: confidence in outcome, and self-confidence, whenever they are 

dealing with that particular technology. 

Notwithstanding, Vroom’s expectancy theory differs from the content theories 

of Alderfer (1969), Herzberg (1968), Maslow (1946), and McClelland (1988) in that, 

Vroom’s expectancy theory does not suggest, what motivates workers when relating 

to achieving their goals, or organizational performance. Instead, Vroom's theory 

offers a framework, for cognitive variables that represents individual variations in 

work motivation. In this model, Lunenburg (2011) showed how employees do not act 

simply because of strong internal drives; unmet needs, or rewards. Rather, as 

Lunenburg builds up, they are rational people whose beliefs, perceptions, and 

estimates of probabilities influence their behavior. 

From a management point of view, Vroom’s expectancy theory, plays a 

significant role when it comes to motivating employees. It addresses a variety of 

important items, which can be done to inspire workers by altering their effort-to-

performance goals, performance-to-reward goals, and reward valences. 

Critics of the Expectancy Theory 

One of the main criticisms of the expectancy theory is its simplicity, in the 

sense that, it does not explain the different levels of effort, made by an individual. It 

also assumed that the reward will encourage the employee to make greater efforts to 

obtain the reward, but neglect the fact that, the reward offered could have a negative 

effect on the individual (Leadership-central, 2013). Thus, this theory does not take the 

employee’s emotions into consideration for instance a pay increment can push one 

into a higher tax bracket, which makes them uncomfortable (Leadership-central, 

2013). 
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However, this particular theory was used because the research wanted to 

understand how the organization standards in terms of motivation, reward and 

expected advantages were affecting the organizational performance as far as HRMS 

was considered. 

General Literature Review 

Human Resource Management System 

The HRMS, the HRIS, or the Human Capital Management System (HCM) is a 

type of software that incorporates a variety of systems and processes to ensure easy 

management of HR, business processes and data (Bhuiyan et al., 2014; IceHrm, 

2020). Businesses use HR software to integrate a variety of required HR functions, 

such as data collection, payroll management, recruiting, compensation administration, 

time and attendance, employee performance monitoring, recording of skills, and 

training records (Kanthawongs, 2004). 

The HR Management program ensures day-to-day HR operations are 

manageable and readily available (Chrisman et al., 2004). It integrates HR as a 

discipline and in particular its core HR tasks and processes with IT while the 

programming of data processing systems develop into structured enterprise resource 

planning (ERP) software routines and packages (Bhuiyan et al., 2014; Kovach & 

Cathcart Jr, 1999). Overall, these ERP systems derived from software that 

incorporates knowledge from various applications into a single unified database. The 

linking of financial and HR modules into a single database is the most significant 

difference between independently and proprietarily created predecessors, making this 

software application both rigid and versatile (Madavarapu, 2014; Riestsema, 2019). 

Human Resource Management Systems provide a way of collecting, 

processing, reviewing, and transmitting information to different stakeholders. 
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Therefore, HRMS facilitates change in conventional processes, and improves strategic 

decision-making (Chugh, 2014). The upsurge of technological innovation has 

revolutionized every aspect of life today including HR (Baloh & Trkman, 2003). 

Earlier years programs were limited in nature, typically based on a single mission as 

argued by Bharadwaj (2000) and Madavarapu (2014) such as enhancing the payroll 

process or monitoring employees’ working hours. Today's systems cover broad range 

of activities, associated with HR departments, including monitoring, and enhancing 

process efficiency, maintaining organizational structure, monitoring absences and 

annual leave, simplifying financial transactions, and reporting on human data (Dysart, 

1999). In short, as the role of HR departments grew in complexity, HRMS have 

developed to meet these needs (Chugh, 2014). 

HRIS subsystems 

They are the different components that Desller et al., (2008) recommend to 

making up an HRIS. They are recruitment, training and development, time and 

attendance, employment equity, pension administration, performance evaluation, 

organization management, compensation and benefit administration, health and 

safety, payroll interface, and labor relations. Figure 2.1 demonstrates HRIS. 
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Figure 2.1: HRIS Subsystems 

Source: Desller, Cole, and Bulmash (2008). 

E-Recruitment 

There are several definitions of e-recruitment, provided by Dysart (1999) and 

Taylor (2001) describing e-recruitment, as an online method for recruiting suitable 

candidates by electronic means. As per both authors, e-recruitment offers flexibility 

for the selection process; as it matches the candidate's credentials, abilities, experience 

with job description, and, accordingly, informs selection applicants’ prospects. 

Contrary, the corporate website offers information on career opportunities and vice 

versa (Jones, Hecker, & Holland, 2002). As alluded by Jones et al., (2002), these 

websites provide information on corporate structure, requirements, career 

opportunities, and promotional opportunities for employees. 

Härtel and Fujimoto (2006) and Rudman (2010) explained that electronic 

recruitment is the selection of prospective candidates, applying for work via the 

Internet, (external) and Intranet (internal). The process of e-recruitment is also known 

as ‘on-line recruitment’. Via this form, a candidate applying for an advertised position 

sends the CV, and cover letter, electronically to the website of the advertiser (Dysart, 
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1999). That specific CV is retrieved by the advertiser, and screened among the other 

CVs, obtained from different candidates (Finn, 2000). 

Further, Lakshmi (2013) stated its a method for personnel recruitment using 

online means, particularly the Internet. As argued by Jones et al., (2002), companies 

and recruitment agents have moved a large part of their recruitment process online to 

improve the speed at which candidates can be matched with live vacancies. Using 

database software and online work, Mohammed (2019) stated that advert boards, 

search engines, and employers can fill positions within a fraction of the time 

previously available. Therefore, having an e-recruitment program will theoretically 

save the employer time as Lakshmi (2013) argued, the e-Candidate is typically 

classified, and HR managers individually check e-candidates later. 

The true strength and power of online recruitment as opined by Mohammed 

(2019) is when it is done correctly. Srivani and Varalakshmi (2018) argued that 

harnessing internet technology is not just to attract but also to deal with applicants. In 

this context, it is also a matter of streamlining the recruiting process as opined by 

Dysart (1999), Jones et al., (2002) and Srivani and Varalakshmi (2018) so that busy 

HR divisions can provide better recruitment services to their colleagues in accounting, 

marketing, sales, and manufacturing and it frees more of their energy for more value-

added activities. 

Specialized software such as the HR Portal can develop customized 

application programs for recruiters that save time, effort, and money (Eisenhauer, 

2019). It can optimize the pre-selection process by setting 'killer questions' which only 

the best applicants can answer correctly, profiling and ranking, psychometric testing, 

and automating CV scans, to check for key terms, as skills and experience 

(Eisenhauer, 2019; Srivani & Varalakshmi, 2018).  
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Payroll Management System 

Payroll is very basic, versatile, and easy-to-use management software that 

according to Madavarapu (2014) takes care of accounting and administration 

requirements for employee’s payroll. The Payroll Management System (PMS) stores 

complete payroll records, produces pay slips, and attendance registers, computes all 

bonuses, deductions, and produces all statutory reports (Sumoadmin, 2019). The 

administrator plays the key role in managing the activities of employees as clients 

engages in fewer tasks (Madavarapu, 2014). This program is user-friendly, Graphic 

User Interface (GUI) based framework that simplifies day-to-day activities of 

employees employed in the sector (JhansiBharathi, 2014, as cited in Madavarapu, 

2014). 

The PMS is a mechanism through which the employer can control workers’ 

wages (Sumoadmin, 2019). It includes wages, bonuses, deductions, and net payable to 

workers even as, it deals with generation of pay slips (Madavarapu, 2014). For 

complicated computations which are done manually, Riestsema (2019) stated that 

they may be automated using the payroll method. Each business has various divisions, 

such as marketing, accounting, IT, research and development, HR (Madavarapu, 

2014). The HRs Department is a vital part of every organization because workers are 

considered to be the main asset of the organization. The HR department also needs to 

look after the welfare of employees and make facilities convenient (Sumoadmin, 

2019). 

With the increased competitiveness between business enterprises, HR shall be 

considered the most important part of any organization. It is said that if an 

organization has human capital, Madavarapu (2014) opined that it would certainly 

have other advantages, which is why the value of the HR department is growing on a 
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regular basis. Despite the ongoing development of the new technology, the 

supervision of workers, and their records have become difficult to handle. To avoid 

this, many businesses have connected their payroll system to HR activities named: 

payroll management technology. 

Human Resource PMS is beneficial to any type of business enterprise. The HR 

Department carries out various tasks, such as payroll management, documenting 

salary, records of each employee in the company, monitoring expenses, loans, 

benefits, and bonuses. Thus, the HR Department works to determine the leaves 

available, cover the leaves and wages for all workers, and then process their salaries 

(Sumoadmin, 2019). 

 

Leave, Absence and Rotation Management System 

Employee Leave Management is one of the most frequent, and critical activity 

for the HR department of any organization. There are various types of permitted or 

stipulated leaves. Some are scheduled, unplanned, medical leaves, and casual leaves. 

All these categories of leaves, however, must be supervised for all employees for the 

proper functioning of the management of employees. 

Employees leave management system is a structured program, which helps 

HR department to monitor all the leaves taken by the employee(s) including the 

supporting documentation. Not just absenteeism, leave management when introduced 

as an integral part of wholesome HRMS solution; it also broadens the scope for 

integration with other HRMS systems such as attendance, payroll, among others. 

Productivity is yet another sector, which is influenced by rotating leave 

consumed by employees every month. Using the employee leave management system, 
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companies can keep a tab on all workers who are not doing well in terms of 

productivity and can conduct sufficient evaluation (Aarushi, 2019). 

Performance Management System 

Johnson and Kaplan (1987) concluded that there is a need for a modern 

management approach to managing the success of companies. Arguably, the 

traditional approaches have lost their meaning and importance. As a result, the 

Performance Management System has been developed to manage performance within 

organizations. The performance management system must be able to generate 

appropriate, accurate, and timely information for planning and decision-making 

purposes. 

Helm, Holladay, and Tortorella (2007) indicated that performance 

management system is essential to the organization's performance for a number of 

reasons such as the promotion of the organization's vision, and business goals. The 

establishment of a performance-oriented culture within the company is a prerequisite. 

This aligns the performance objectives of workers with the strategic objectives of the 

company. This ensures that the client has clarity about performance goals. It improves 

employee performance, and identifies skilled employees for development, but also, 

reinforces the connection between pay and performance. 

Performance 

Considering the technological advancement in the recent years, technology 

will keep on helping organizations to be profitable, since it is a major tool in 

performance. Recent trends and practices have concluded that, IT has become a major 

consideration for many organizations, specifically those dealing with business 

processes and HR functions (Jalagat & Al-Habsi, 2017). About half of the businesses 

operating internationally, have lately been able to spend half of their capital, 
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spending, and expenditures, based on Information and communication technology, 

expecting investments to yield significant returns. 

However, many organizations are lagging, and cannot demonstrate how 

successful and productive, they spend their funds in IT investments. This serve as 

vital decision factors for businesses to follow, given the lack of experts; that can 

handle investments, which is precisely why many firms struggle as they fail to 

connect IT to the organization’s goals and objectives (Jalagat & Al-Habsi, 2017). 

Several scholars and authors investigated the effects that influence IT usage on the 

organizational performance, whether goods or services. The findings show a positive 

relationship between these two variables (Jalagat & Al-Habsi, 2017 cited Beckey, 

Elliot & Procket, 1997 and McNutt & Boland, 1999).  

 

 

Career Development  

The Career Planning and development platform is a knowledge-based learning 

system, which helps successful organizations around the world, to manage their 

personal development, career paths, along with their employees. Performance 

appraisal and career development; can be a primary motivating factor for workers, to 

work effectively and efficiently. Quality evaluation and compensation processes 

within the organization, create priority values. The reliable performance appraisal 

mechanisms in the HR, is the essential IT platform to the organization. Therefore, the 

system must be sound, so people can rely on it (Profiles, 2020). 

Employee Motivation 

Reward programs should be updated in such a way that, bonuses to managers, 

and other workers are focused on performance goals, while being stored in HR IT 
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software. Employees should be rewarded for performance, on the basis of the desired 

behavior, and performance, as per the HR IT tool database. According to Vroom 

(1964), instrumentality (rewards system) has an influence on the incentive, for an 

improvement in organizational efficiency. A good reward system can boost 

employee’s motivation; and this can be in different forms: going from monetary, to 

non-monetary rewards. Managers uphold their assurances, as they are offered bonuses 

for success; and seek to make sure that, workers trust that management who uphold 

assurances. However, performance goals do not necessarily have to be financial goals; 

but can include other types like recognition, promotion. 

Productivity 

Productivity is one of the most widely monitored markers of long-term 

economic prospects. Rising is a key secret, to the output of the opportunity for 

permanent, as improvement is for working conditions. Similarly, considerable change 

in technology is essential, as the source of continuous productivity, and growth. 

However, a variety of transient variables may influence both real and measurable 

productivity. Staff, for example, can work harder during times of high demand, and 

companies using good rotation management system, can intensively use their capital 

assets. The human capital can run the organization for additional shifts; while the 

rotation system facilitates rotational processes; as well as proper scheduling programs 

that maintain employee productivity on high level (Ratna & Kaur, 2016). 

Job Satisfaction and Quality Service 

Job satisfaction is an essential criterion, for the success of an organization. It is 

linked to job turnover; and life satisfaction in general. The use of new technologies 

such as Expert Systems, Virtual reality, and Internet, can influence competitive 
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advantage. The use of new technologies can cause employees to work smarter, as well 

as, providing more efficient services, and production goes on high-quality. 

Organizations that have made significant profit from emerging technologies, have 

undertaken the HRM practices and systems; that support the use of IT to create high-

performance work systems. Often, the reward systems, the work, trainings and 

programs have been reconfigured; to support the use of new technology by employees 

(Ratna & Kaur, 2016) 

According to Demirkaya, Özcüre, and Eryiğit (2011) a survey was conducted 

on 37 companies in Turkey for those using the human resource management 

information technology (HRM IT). The employees stated that, their business 

environment satisfied them; and they work efficiently. The survey indicated that, 

those organizations using HRM IT resources, linked with all HR processes, found 

help in all aspects of HR. Thus, the meaning translated from "Recruit to Retire" 

functions within the organization. 

Human Resources IT tools have great organizational impact, providing quality 

service, to line managers. This serves as a pipeline, linking personal policy, and 

personal processes across the organization, while improving the employee’s 

management in the organization. Further, it provides important information for 

strategic personal decision-making; while promoting rapid acquisition, and analysis of 

information, for HR assistants. 

Organizational Policy 

The organization policy elaborates a set of boundaries, when it comes to, what 

needs to be done, within the organization. The examples include organizational 

confidentiality, staff privacy, and security, which is concerned with lots of things 

expected to be done. First, policy should protect people and information, as well as, 
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laying down expected behavior guidelines: for users, system administrators, 

management, and security staff. It should also, allow appropriate staff to track, 

investigate, identify, approve the effects of violations, and define basic safety role of 

the organization. This helps reduce risks and monitor compliance, with relevant 

regulations. Thus, by developing written rules and processes, regardless of the size of 

the company, operation will be smooth and effective. This explains the organization's 

principles, and goals to workers, ensuring knowledge of what is expected in certain 

scenarios. 

Therefore, there is no need for trial-and-error, or micro-management, because 

both individuals and team roles are clearly established. Employees should have a clear 

understanding, of how to approach their tasks; after reading the workplace regulations 

and procedures (Snook, 2019). 

 

Effect of HRMS on Performance 

Khashman (2016, cited Lengnick-Hall & Moritz, 2003) stated that the HR 

functions inside organizations have evolved as a result of technological 

advancements. Many companies have adopted and use HRIS to assist the HR 

department in executing key HR activities. Thus, there is increase in administrative 

efficiency, improving decision-making, and speeding up sharing of information. In 

addition, the numerous benefits of HRIS, is that utilization improves administrative 

efficiency; by adding values, to the HR department. In certain cases, HRIS enables 

HR managers, to participate in strategic decision-making by providing real-time 

relevant information on the company's HR. 
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HRMS offers strategic information to management, not just in terms of 

employment, and retention tactics, but also, in terms of integrating HRIS data, into 

large-scale corporate initiatives. The information gathered by HRIS, serves as a 

decision-making tool for management. Thus, firms may do calculations that have an 

impact, on the entire organization with good HRM. The examples of contributed 

estimates include health-care expenses, per employee, pay benefits as a proportion, of 

operational expense, cost per recruit, return-on training, turn-over rates, and costs, 

time to fill specific occupations, return on human capital invested, and human value. 

However, by availing more, full, and current data available to relevant decision 

makers, the aforementioned areas may be able to save significant amounts of money. 

As a result, HRIS views make it easier, to provide quality data for the management, so 

that they make informed judgments. It is especially important, for young firms to 

regard, their HR as a significant competitive advantage; in order to provide executive 

reports, as well as, summaries for senior management. As a result, HRMS is a tool 

that assists HR professionals, in performing jobs more successfully (Khashman, 2016 

citing Broderick & Boudreau, 1992). 

Khashman (cited Rosemond & Ernesticia, 2011) showed an appropriate set of 

HR policies and procedures, such as use of HRMS, designed, and implemented 

successfully. Therefore, HR will have a significant impact on firm performance. 

Management of HR will also be more effective, if it aligns with the company's 

business strategy.  

Khashman (cited Sadiq, Khan, Ikhlaq, & Mujtaba, 2012) stated that HR 

professionals today have a greater capacity; not just to acquire information, but also, 

to retain, retrieve it timely, and in an effective manner. Equivalently, this has 

improved the organization's efficiency, as well as the efficacy of managerial activities. 
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Therefore, HRMS aid, in improvement of HR function, by providing managers with 

the information, needed to support resolutions. Further, HR management improves 

efficiency, and effectiveness of HR, to make limited resources available, expand 

output, and adequate improve quality, particularly through controls and reduced costs. 

Empirical Literature Review 

The study by Baloh and Trkman (2003) conducted in Slovenia on Influence of 

internet and IT on work and human resource management, focused on the impact of: 

Internet and IT on lifestyle, how to communicate, learn and work, or, how to change 

Internet and IT for human lifestyle, and way of thinking. The researchers, used 

descriptive approach, and findings stated: Internet and IT is heavily utilized, in new 

work situation as a trend, that has arisen through ICT development, including 

teleworking, and targeted projects. Further, ICT had diversified and was being used 

to: train, improve and empower employees; change working climate of organizations; 

changing commitment towards globalization; and also changing style of leadership in 

companies.  

Furthermore, there was notable increase of delegation, change in the structure 

of the organizations, as a result of a downward trend, in labor force. Even as structural 

flattening had extensively utilized polarization and staff selection while changing 

worker’s duties, procedures, methods of monitoring, and supervision of workers, 

changing ways of handling information and leverage expertise. The study 

recommended further studies and research on this subject, for the study did not cover 

all aspects of change arising from implementation of ICT. It also suggested that the 

resulting improvement due to ICT should not be ignored. More so, the widely used 

ICT in order to improve productivity of company was an irony in organizations. 

Therefore, the working environment needs exploration, based on the transition arising 
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from the ICT revolution. In order to gain a competitive advantage for the company, 

and create new jobs in a rapidly changing world, all the discussion require 

consideration. 

According to the study done by Al-Gedaia (2008) on the level of use of ICT 

tools and its impact on the organizational performance of Jordanian industrial 

companies, whereby a survey was conducted, and the sample included 153 

respondents in 46 industrial companies. The response rate was at 75%; even as the 

study sought the extent of use of ICT tools in Jordanian industrial companies. The 

researcher explored, the relationship between these tools and organizational 

efficiency. The study found a strong link between the level of ICT use, with the 

overall business efficiency, level of Internet use, and teamwork.  

The study recommended a range of recommendations, including: the most 

significant, which is the enhancement of; and the use of ICT tools by organizational 

units. Thus, the effect found in facilitating and accelerating the success of operations. 

Whole optimizing the use of the Internet by viewing suppliers, and consumers, as one 

of the most significant low-cost strategic opportunities, was as a major source of 

sustainable competitive advantage. Similarly, the harmonization between the 

acquiring of advanced technology, and the exploitation of the potential, and potential 

of these systems to exploit the maximum capacity in the performance of the business. 

This was aimed to achieve the main objective of ownership, as a resource investment 

and not, exclusive luxury furniture. 

The other study under consideration was of Kariuki (2015) on impact of IT on 

organizational performance: case of population services Kenya. The study used a 

descriptive survey design, among the entire PS Kenya staff targeting population. At 

the time of the study, there were 438 employees provided with electronic 
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questionnaire, which was sent to all across the country for data collection. The study 

found that, Population Service, Kenya had largely adopted and used IT; even as, IT 

had a significant effect on results. Some of the aspects which IT had an impact on 

organizational success included ability to obtain donor support, and collaboration 

which were more efficiently with other partners; and, ability to attain, track and assess 

organizational goals reliably when implementing at the planning level.  

The IT usage had enhanced service quality standards; customer loyalty, and 

improved employee engagement by increasing efficiency in the majority of 

organizational functions. The study concluded that, there is a positive connection 

between the use of IT, and organizational performance. That was apparent in all IT 

activities, utilizing the variables analyzed including: data management, transparency, 

goal achievement, and service delivery. Based on the results of the report, it was 

recommended that, companies implement IT technologies, and services, in order to 

provide a competitive advantage, and boost service quality to consumers, this is by 

providing more self-service services, automate all critical processes, in order to 

achieve higher performance, reliability, and control in the organization. Thus, 

organizations will also create resources at home, to handle IT infrastructure, policies, 

and procedures that aim to maintain IT personnel, and establish contingency plans. 

The success of PS Kenya, in terms of the positive connection between IT usage and 

results, provided a learning experience to other organizations in the region. 

The study of Shammy (2012) on Effectiveness of Human Resource 

Information System on HR Functions of the Organization: A Cross Sectional Study, 

where a quantitative approach was used for data collection. The criterion for 

participation, in the data collection procedure was, one had to be an HR employee, 

who is already involved with the use of HRIS in the organization. Therefore, the 
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HRIS provides information and feedback on the execution of HR services. HRM is 

responsible for personnel data, but the presence of HRIS makes this information 

readily accessible and usable for management decision-making. The method is 

capable of delivering a more efficient, quicker result than can be obtained on paper. 

HRIS acquires and tracks almost any kind of data. Many of the results of HRIS, 

contribute to administration jobs, and increase the overall HR functions of the 

company. HRIS can be one of the important levels of transformation for the HR Team 

of any sort.  

The study indicated that the system is often complex, and difficult to run, but 

it has helped to align HR procedures with the corporate plan, while defining areas for 

change, and keeping up with existing procedures. This allows an organization to 

identify and analyze any deficiencies or future risks and enhance dedication of HR 

practitioners to quality improvement. Overall, HRIS improved the productivity of the 

HR department and contributed to the capacity of the HR department of the company. 

The improvements included developed process, payroll, time and attendance, 

evaluation results, recruiting, learning management, training program, performance 

record, employee self-service, scheduling, absence management, processes, models, 

reduced HR costs. Other improvements were increased motivation of HR staff and 

smooth handling of problems. It also established and developed sound performance 

appraisal systems, comprehensive job analysis and smooth adoption of the changing 

mind-set.  

The study recommended, a follow-up study could be carried out to see if; 

more organizations have embraced HRIS, if the extent of HRIS adoption is greater, or 

if; HRIS is used for more strategic purposes. Through making HRIS part of the 
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company, the HR department would in turn improve itself into a strategic business 

partner.  

In the study conducted by Sulochana and Sajeewanie (2015) on the Impact of 

HRIS on HRM Effectiveness: A Study in Large Scale Group of Company in Sri 

Lanka, they targeted population consistent with all strategic business units in selected 

large-scale groups of company. The data collection method was descriptive 

questionnaire, which was distributed to all sets of personnel including: CEOs, HR 

personnel, and IT representatives. The findings of this study were empirically 

consistent with the recommendations of numerous past researchers. As Kanthawongs 

(2004) and Hendrickson (2003) indicated, web-based HRM modules like e-HRM, 

HRIS increase productivity and effectiveness of HR operations. It also, enhances the 

delivery of HR services, and in turn the role of HR into a more strategic one. Teo, 

Soon, and Fedric (2007) also argued that the implementation of HRIS in the enterprise 

is associated with impacts, such as simplifying work processes in the HR department, 

increasing the performance of the HR department, reducing the staff headcount in the 

HR department, and faster recruiting. Figure 2.1 demonstrates the study’s conceptual 

framework. 

  

Daystar University Repository

Library Archives Copy



 

45 

 

Conceptual Framework 

INDEPENDENT VARIABLES                             DEPENDENT VARIABLES 

 

Human resource management system    Organizational performance 

 

 

 

 

 

 

 

 

 

 

    MODERATING VARIABLES 

Figure 2.2: Conceptual Framework 

Source: Author (2021) 

Summary 

This chapter provided a literature review, that examined the different ways in 

which, the HRMS, and ICTs in general; influence organizational performance. The 

chapter addressed two approaches to HR management that are widely used, namely 

RBV theory and expectancy theory, and shown how they relate to IT and 

organizational performance. This chapter has also covered the general literature 

review, in which various scholarly works was examined in relation to organizational 

performance, HR management, and the information system. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

Introduction 

This chapter covers the study's research methodology. Research methodology 

refers to the study of the overall approach or strategy used to guide research. It is an 

organized way to solve the research problem (Rajaram, 2008). This chapter discusses 

the methods of research and the different processes involved in meeting the research 

objectives. This provides an outline for data collection, processing, and analysis. A 

detailed debate on research design, target population, access to data collection tools, 

data interpretation, research limitations and various ethical issues of the study were 

outlined. This study adopted quantitative means for data analysis. 

Research Design 

The research design consists of the arrangement of the data collected and 

analyzed to be relevant to the research objective. This study adopted descriptive 

research; with the main purpose to describe the situation as it is at present. The main 

feature of this method is that the researcher has no influence over the variables; it can 

only reveal what has happened or what is happening (Kothari & Garg, 2014). This 

research design was used to acquire accurate, reliable, and credible data from 

respondents. The aim of the current study was indeed to identify the effect of HRMS 

on performance of NGOs in the DRC. Primary data was collected from 

WeltHungerHilfe staff and allowed demonstration of clear image of the organizational 

situation, as far as HRMS, and organizational performance was concerned. 
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Population 

Population is the total set of elements with specific recognizable 

characteristics, from which certain interpretations can be established (Cooper, 

Schindler,& Sun, 2011). In this study, the population was NGO’s staff, with strict 

focus on Welthungerhilfe in the DRC. This research considered all the employees, 

including those in various fields; and to date, the organization has 90 employees. 

Target Population 

The target population is the main group to be studied in a population (Cooper, 

Schindler,& Sun, 2011). The targeted population of this study was 90 employees of 

Welthungerhilfe.  

Census 

The current study used census survey. The data collected needed to be large, 

to present credible data for data analysis. Also, the survey methods, census is 

applicable to research and applied to descriptive analysis (Kothari & Garg, 2014). In 

research, there are two types of surveys: sample surveys and census surveys. Data are 

collected from just a subset of the population units, in which the sample survey was 

also in the census survey. Thereafter, the data collected from the entire population 

(Kayande, 2009). At the time of study, Welthungerhilfe had 90 employees which 

represented the entire population of the current study. 

Data Collection Instruments 

The researcher used questionnaires for primary data collection. This 

instrument allowed the researcher and the respondent (subject) to meet together. This 

instrument is commonly used as a tool for economic and business surveys (Kothari & 
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Garg, 2014). The questionnaire was designed very carefully in order to be successful 

gather the relevant information.  

The questionnaire had two sections. The first section was general information 

such as demographics of age group, gender, (question 1 to 3); while the second 

section had specific questions about HRMS based on question 4 to 18; and lastly, the 

organizational performance contained from question 19 to 35. The purpose was to 

help in achieving the research objectives. The instrument had closed ended questions, 

in line with the objectives for the analysis. According to Ponto (2015) also supported 

by Brace (2008), descriptive analysis, quantitative data is mostly obtained through 

surveys, and questionnaires, carefully designed; and organized to provide qualitative 

data that can be statistically analyzed and provide results that can be applied to a 

larger population. 

Types of Data 

There are two types of data that are differentiated in the field of research: 

primary and secondary data. This study considered the primary data; that is raw data 

obtained for the first time by respondents for this research purpose (Sekaran, 2004). 

This was done via use of questionnaire. Secondary data, on the other hand, is 

information which has already been obtained from other sources, and referred to, by 

other investigations. Secondary data is much easier to access and cheap to collect, 

compared to primary data, but does not cover the primary purpose of the research 

(Kothari & Garg, 2014). 

Data Collection Procedure 

As far as data collection is concerned, the researcher worked with a research 

assistant to oversee the delivery and collection of questionnaires from study subjects. 
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While working with a research assistant helped in the study, the data collection time 

frame was considerably minimal, since the subjects were geographically spread across 

DRC. The questionnaires were sent directly to the research assistant via email, and, in 

turn, helped in delivering to the respondent. Due to COVID 19 Pandemic, and the 

cessation of movement, the research assistant sent emails too to the organization for 

the respondent to fill the questionnaires. The filled questionnaires were received via 

Google from the research participants in real time. In order to ensure that the research 

assistant was up to the expected task, the researcher gave candid guidance, on the 

goals of the study, and on how the data should be handled upon receipts response.   

Pretesting 

Pretesting is the phase of survey research in which survey questions and 

questionnaires are examined, on the target sample to determine the validity and 

reliability of survey instruments, before their final distribution (Hu, 2014). The pretest 

was done among 10 employees in Goma which is the main branch represented by 

11.1% of the entire population and was helpful. The pretesting allowed the researcher 

to see the kind of responses respondents would be receiving, but also, helped in 

modifying some questions that were not very clear to the respondents. Hence, more 

effective questions were constructed in line with the research objectives. 

Validity and Reliability 

Reliability is the stability or internal accuracy of the questionnaire. Cronbach's 

alpha was used to check the precision of the measurements in the questionnaire. 

Through this method, Bain (2017) recommended the scores obtained be associated 

with scores obtained from other elements in the instrument. The Cronbach Coefficient 

Alpha is then measured to assess how the items correlate. The Cronbach’s alpha 
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coefficient is the general form of the Kunder-Richardson (K-R) 20. In the 

interpretation of a value greater than 0.65; would be reasonable, while; 0.65-0.6 

questionable, and below 0.6; poor as indicated by Bonett and Wright (2015). 

Responses to the questionnaire were entered in the statistical package for social 

science Package (SSPS) version 22; and the alpha coefficient of Cronbach computed, 

to assess reliability. The closer Cronbach's alpha coefficient is to 1, the higher the 

internal consistency reliability of data collection (Gliem & Gliem, 2003; Heale & 

Twycross, 2015). 

The validity of the research tools must be reported for the actual collection of 

data (Wainer & Braun, 1988). Maintaining the validity of the research tools means 

that the research produces the intended results (Yin, 2013). This would ensure that the 

tools and results referred to, can be trusted when coming up with opinions, and 

conclusions. The validity of the contents was to be determined by the judgment of 

experts, who shall be made up of university supervisors. Experts should provide 

advice on the content of the tools, by ensuring that all research objectives have been 

discussed in the instruments. The manner, in which questionnaires are designed, 

should also be tested to ensure that there is no confusion during the pre-test. 

Data Analysis Plan 

For this analysis, the data was analyzed using descriptive statistics. 

Descriptive statistical methods assisted in the analysis of the data; and in 

determination of the respondent’s degree of agreement with every point highlighted in 

the questionnaire. The Statistical Package for Social Sciences (SPSS 22.0.0.0) was 

used to analyze data. This analytical tool enabled the researcher to analyze and draw 

conclusions on the effect of HRMS on performance of NGOs in the DRC, 

specifically, connected to WeltHungerHilfe. The researcher conducted a correlation 
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analysis, to determine the relationship of various variables that HRMS affects 

performance. The variable having violated the parametric assumption of Pearson 

correlation of having a linear relationship, and normal distribution, the researcher 

undertook spearman Rho correlation analysis on the variables.  

Ethical Considerations 

This research adhered to the intellectual property of other research by 

honoring patents, copyrights, and any other forms of intellectual property. The study 

was designed in such a way that after the final defense, then it would be published in 

the academic world, as well as the concerned in WHH. The recommendations would 

be addressed to WHH for the betterment of the system itself, but also; the operation in 

which it is involved. Therefore, integrity was paramount in ensuring that the 

agreement of anonymity and voluntary was maintained in the study. The researcher 

made sure he got permission letter from Welthungerhilfe, to facilitate the collection of 

data, which was used for the research study. Further, considering privacy and 

anonymity of respondents, but also, showing that he got consent from all the 

participants, they read the approval letters, in order to be part of the study. The 

researcher received ethical clearance to undertake this study from the Daystar 

University Ethics Review Board. After analysis, the collected questionnaires were 

kept in a safe place for safety and confidentiality purposes. 

Summary 

This chapter has focused on the research methodology, which is a systematic 

way to solve the research problem. The research was quantitative in nature, and data 

was collected through a questionnaire. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

Introduction 

This chapter presents analyses and interprets the study findings concerning the 

objectives. The study findings aimed to present the effect of human resource 

management systems on the organizational performance of Welthungerhilfe in the 

DRC. An analytical report was presented consisting of the analysis and discussion 

showing the significant study findings, in consideration of the objectives of the study. 

The chapter also presents findings of the analysis in form of tables, graphs, and charts. 

Analysis and Interpretation 

Response Rate 

The researcher distributed questionnaires to 90 Welthungerhilfe employees. 

The targeted population of the study included: those employees in various fields of 

Welthungerhilfe an NGOs in DRC Congo with 90 staff in number. The total 

questionnaires that were analyzed were 90 from the Welthungerhilfe employees who 

participated in the study. The valid questionnaires were 90; this makes a total 

response rate of 100%. Given that the response rate for the research was 100%, the 

response was good and sufficient to facilitate effective data analysis and 

interpretation.  

Gender of the Respondents 

The study sought to determine the gender of the respondents. The findings are 

presented in Table 4.1. From the analysis of the collected data, most of the 

respondents depicted by 67.8% (61) were male, 32.2% (29) were female. 
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Table 4.1: Gender of the Respondents 

Gender Frequency Percent 
Female 29 32.2 
Male 61 67.8 
Total 90 100 

 

This reveals that Welthungerhilfe organization employs are more male than 

female staff. According to Lin (cited Cooper & Lewis, 1995), supported by Koenig 

(2018), there is a stereotype that a woman is not expected, to be capable of doing a 

particular job. This could be the reason why more men are employed in an 

organization than female. 

The study sought to determine the hierarchical level of the organization. This 

was important since, HR systems are arranged according to the positions held in the 

organization. The respondent's hierarchical level was placed in three categories: low 

management, middle management and top management. 

 

Figure 4.1: Position in the Management Hierarchy of the Organization 

From the analysis of the data collected, 23% of the total respondents were in 

top management, 28% from middle management; and a greater percentage of 49% 

low management. This study concurs with Whiteley and Johnson (2012) that there 

will always be few leaders, and more followers. The researcher purported to find out 

the duration the respondent has worked at the organizations. 

 

49% 

28% 

23% 

Low management Middle management Top management
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Table 4.2: Period Worked with WHH 

 

From the findings, those who have worked in the organization, from one year 

to ten years, increased gradually from 5% to 63%; and the fall as more years move by. 

Similar studies done on the duration of workers in one organization, show that just 

like long-working hours, long-working period in an organization may lead to acute 

reactions such as stress, fatigue and adverse health behavior (Kapo, Chan, & Ngan, 

2019). 

Use of Human Resource Management Systems 

The first objective of the study was to find out, the extent to which human 

resource management systems are used in NGOs based on a case of WHH/ DRC. The 

study focused on 6 items reflections including: 1. E-recruitment system; 2. payroll 

management system; 3. Leave management system; 4. Performance management 

system; 5. Absence management system, and 6. Scheduling and rotation management 

system. The analysis of this objective is presented in tables 4.3a, 4.3b and 4.3c. 

E-Recruitment and Payroll Management System 
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Table 4.3a presents the findings on the extent to which human resource 

management systems are used in NGOs, based on a case of WHH/DRC 

Table 4.3a: E-recruitment and Payroll Management System 
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The recruitment 
system used by WHH 
includes launching an 
online alert 

88(97.8)  1(1.1)  1(1.1)  

Your selection was 
announced to you via 
email or any other 
type of computer 
technology. 

89(98.9)  1(1.1)    

Payroll system 
facilitates the 
payment process 

54(60) 33(36.7) 1(1.1)    2(2.2) 

PAYROLL MANAGEMENT SYSTEM      

Payroll management 
system payment 
calculation does not 
include errors. 

49(54.4) 38(42.2) 1(1.1)   2(2.2) 

Leave management is 
easy and more 
effective using the 
system. 

33(36.7) 54(60) 2(2.2)   1(1.1) 

Calculation of 
accumulated days off 
is much easier thanks 
to the use of the 
management system. 

36(40) 50(55.6) 2(2.2)     

According to the data, 88 (97.8 %) of the respondents strongly agreed that the 

e-recruitment system used by WHH includes: launching an online alert. 1(1.1%) were 

neutral on the statement, while 1(1.1%) of the respondents strongly disagreed that the 

e-recruitment system used by WHH includes launching an online alert. 

The majority of the respondents at 88(97.8 %) strongly agreed that the e-

recruitment system used by WHH includes launching an online alert. This agrees with 
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Rudman (2010) and Härtel & Fujimoto (2006) that, electronic recruitment is the 

selection of prospective candidates, applying for work via the Internet (external) and 

the Intranet (internal). This implies that for the majority of the respondents the 

organization used the e-recruitment system by launching an online alert.  

When asked whether the selection was announced via email or any other type 

of computer technology, 89(98.9%) of the respondents strongly agreed that their 

selection was announced via email or any other type of computer technology. Another 

1(1.1%) of the respondents were neutral to the statement. When asked if; the payroll 

system facilitates the payment process, 54 (60%) of the respondents strongly agreed 

that the payroll system facilitates the payment process, 33 (36.7%) agreed to the 

statement, 1(1.1%) were neutral, while 2(2.2%) gave no response. This implies that 

the majority of the respondents at 89(98.9%) strongly indicated that their selection 

was made via email or any other type of computer technology. This statement is 

supported by Finn (2000) and Mohammed (2019) opinion that, using the e-

recruitment form, a candidate applying for an advertising position, sends his CV and 

cover letter electronically, to the website of the advertiser, and the specific CV is 

retrieved by the advertiser; and screened among the other CVs obtained from different 

candidates.  

On the question concerning the payroll management system, 49(54.4%) of the 

respondents strongly agreed with the statement, that payroll management system 

payment calculation did not include errors. Another 38(42.2%) of respondents agreed 

that the PMS payment calculation did not include errors, 1(1.1%) of the respondents 

were neutral to the statement, while 2(2.2%) did not offer any response to whether the 

PMS payment calculation did not include errors. This implies that most of the 

respondents, at 54(60%), strongly agreed that the PMS payment calculation does not 
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include errors. Meaning, most of the respondents prefer the PMS payment calculation, 

as it is error-free. In the same line, the HR department helps to manage complicated 

computations, which are done manually, may be automated using the payroll method 

(Sumoadmin, 2019).  

While questioned asking if; the leave management is easy, and more effective, 

when using the system, 33(36.7%) of the respondents strongly agreed that leave 

management is easy and more effective using the system. Another 54(60%) of the 

respondents agreed that the use of the leave management system was easy and more 

effective, 2(2.2%) were neutrally in the suggestion that the leave management system 

was easy and more effective. However, 1(1.1%) did not provide any response to the 

statement above. This is indicative that the respondents did not have issues related to 

their leaves. 

Similarly, findings from the statement of the calculation of accumulated days 

off being much easier than the use of the management system, 36(40%) of the 

respondents strongly agreed that the calculation of accumulated days off was much 

easier; as compared to the use of the management system, 50(55.6%) of the 

respondents agreed to the extent, that the calculation of accumulated days off was 

much easier than using the management system. While 2(2.2%) of the respondents 

remained neutral to the statement, that calculating the accumulated days off was much 

easier than using the management system. 

The majority of the respondents at 88(97.8 %) strongly agreed that the e-

Recruitment system used by WHH includes launching an online alert. HRMIS works 

together with employees to determine the leaves available, cover the leaves and wages 

for all workers, and then process their salaries (Sumoadmin, 2019). 
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Leave and Performance Management System 

Table 4.3b: Leave and Performance Management System 

LEAVE 
MANAGEMENT 
SYSTEM  
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Leave management 
is easy and more 
effective using the 
system. 
 

33(36.7) 54(60) 2(2.2)   1(1.1) 90(100) 

calculation of 
accumulated days 
off is much easier 
thanks to the use of 
the management 
system 

36(40) 50(55.6) 2(2.2)   2(2.2) 90(100) 

PERFORMANCE MANAGEMENT SYSTEM         

The system allows 
the evaluation of 
staff individual 
performance. 
 

39(43.3) 45(50) 6(6.7)    90(100) 

Evaluating staff 
performance using 
the system is 
effective 

77(85.6) 9(10) 2(2.2)     1(1.1) 90(100) 

Further, the study pursued to determine the leave management system 

application. The study indicated that, 33(36.7%) of the respondents strongly agreed 

that leave management is easy, and more effective using the system; 54(60%) agreed, 

2(2.2%) were neutral. However, 1(1.1%) of the respondents did not respond to this 

question, meaning that they did not pay attention to the leave management system.  

Whether the calculation of accumulated days off was much easier to the use 

then, the management system used showed, 36(40%) of respondents strongly agreed 

that the calculation of accumulated days off is much easier, thanks to the use of the 

management system; 50(55.6%) agreed to the statement, 2(2.2%) remained neutral to 

the statement, while 2(2.2%) of the respondents did not give responses to the 
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statement. The payment management system could help employees to determine the 

leaves available, cover the leaves and wages for all workers, and then process their 

salaries (Sumoadmin, 2019).  

This means that the majority of the respondents, at 54(60%) agreed that the 

leave management is easier, and more effective, using the system as compared to 

50(55.6%) of the respondents, who agreed that the calculation of accumulated days 

off is much easier than using the management system. This implied that respondents 

could calculate their accumulated days off themselves, than using the management 

system. Using the employee leave management system, companies can keep a tab on 

all workers who have are not doing well, in terms of productivity, and can conduct 

sufficient evaluation (Aarushi, 2019).  

On the side of the performance management system being used, to evaluate 

the staff performance, 39(43.3%) of the respondents strongly agreed that the system 

allowed the evaluation of staff individual performance, as 45(50%) of the respondents 

agreed that the system allowed the evaluation of staff individual performance. 

However, 6(6%) of the respondents remained neutral to the above statement.  

On the other hand, 77(85.6%) of the respondents strongly agreed that 

evaluating staff performance using the system was effective, has a population of 

9(10%) agreed to the statement, while 2(2.2%) remained neutral to the statement. 

However, a portion of 1(1.1%) of respondents did not respond to the question of 

whether evaluating staff performance using the system was effective. 

Nevertheless, it means that the majority of the respondents strongly agreed 

that the system evaluating staff performance was effective. As Sumoadmin (2019) 

asserted that the HR department works together with workers to determine the leaves 
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available, cover the leaves and wages for all workers, and then process their salaries 

which assess the worker performance. 

Absence and Scheduling and Rotation Management System 

The study revealed that, 66(73.3%) of the respondents strongly indicated that 

the use of absence management system had positively affected the attendance and 

staff punctuality, 21(23.3%) agreed to the statement, 1(1.1%) respectively were 

neutral, disagreed and did not respond to the same statement. This means that the 

majority of the respondents at 66(73.3%) strongly agreed with the statement. In 

response to whether the strict absence management affects positively the 

organizational performance. The study revealed that, 69(76.7%) of the respondents 

strongly agreed to the statement, as 18(20%) of the respondents were in agreement, 

while 3(3.3%) of respondents were neutral. Most of the respondents at 69(76.7%) 

strongly indicated that strict absence management affects positively organizational 

performance. 
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Table 4.3c: Absence and Scheduling and Rotation Management System 

ABSENCE 
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Use of absence 
management system 
has positively 
affected the 
attendance and staff 
punctuality. 
 

66(73.3) 21(23.3) 1(1.1) 1(1.1)  1(1.1) 90(100) 

Strict absence 
management affects 
positively the 
organizational 
performance 

69(76.7) 18(20) 3(3.3)    90(100) 

SCHEDULING AND ROTATION MANAGEMENT 
SYSTEM 

    

Employee rotation 
is easier and more 
effective using the 
Scheduling and 
rotation 
management 
system. 
 

27(30) 60(66.7) 3(3.3)    90(100) 

Using the 
Scheduling and 
rotation 
management system 
for personnel 
rotation reduces 
time consumption. 
 

11(12.2) 72(80) 7(7.8)    90(100) 

When personnel 
scheduling and 
rotation is done 
successfully it 
affects positively 
the organizational 
performance. 

42(46.7) 46(51.1) 2(2.2)     90(100) 

From the findings, 27 (30%) of the respondents strongly agreed employee 

rotation is easier, and more effective, using the scheduling and rotation management 

system, 60(66.7%) of them agreed and 3(3.3%). While asked whether using the 

scheduling and rotation management system for personnel rotation reduce time 
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consumption, 11(12.2%) of the respondents strongly agreed, as 72(80%) agreed, 

whereas 7(7.8%) remained neutral to the same statement.  

On the side of when personnel scheduling and rotation is done successfully, it 

affects positively the organizational performance, 42(46.7%) of the respondents 

strongly agreed, 46(51.1%) agreed, while 2(2.2%) were neutral. This implied of all 

the employees of WHH/DRC 60(66.7%) agreed that employee rotation is easier, and 

more effective, using the scheduling and rotation management system. In this regard, 

72(80%) of the respondents agreed that using the scheduling and rotation 

management system for personnel rotation, reduce time consumption, while 

46(51.1%) of them agreed to the third statement that, when personnel scheduling and 

rotation is done successfully, it affects positively the organizational performance.  

Therefore, the majority of the respondents at, 72 (80%) agreed that using the 

scheduling and rotation management system for personnel rotation, reduces time 

consumption. From the findings, it was noted that the employees of WHH/DRC prefer 

using the scheduling and rotation management system for personnel, because it does 

not consume time as compared to the traditional employee rotation, and the personnel 

scheduling, and rotation system which does not include the use of HRMS.  

Level of performance of NGOs in the DRC  

The second objective of the study was, to determine the level of performance 

of NGOs in the DRC. This objective was categorized into six levels of performance 

which are: 1. Quality services; 2. Productivity; 3. Employee motivation; 4. Job 

satisfaction; 5. Career development; and 6. Organization policy. The researcher 

conducted a frequency analysis for various items which are presented in tables 4.4a 

4.4b and 4.4c. 
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Table 4.4a: Quality of Service and Productivity 

QUALITY 
SERVICE 
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The use of 
HRMS 
facilitates 
quality service 
from the Human 
Resource 
department s 

27(30) 25(27.8) 37(41.1) 1(1.1) - - 90(100) 

The use of 
HRMS 
facilitates 
communication 
with 
beneficiaries 
and partners 
when it comes 
to quality 
service from the 
HR 

11(12.2) 39(43.3) 40(44.4) - - -  

A good quality 
service affects 
positively the 
overall 
organizational 
performance 

74(82.2) 14(15.6) 2(2.2) - - - 90(100) 

PRODUCTIVITY      

The use of 
HRMS has 
considerably 
improved 
monitoring and 
reporting in 
WHH. 

20(22.2) 65(72.2) 4(4.4)  1(1.1) 90(100) 

The use of 
HRMS helps 
Welthungerhilfe 
incorporate 
quantitative 
objectives at the 
planning level. 
 

13(14.4) 61(67.8) 15(16.7)   1(1.1) 90(100) 

The use of 
HRMS helps 
Welthungerhilfe 
improve 
employee 
productivity and 
increase 
flexibility. 

25(27.8) 35(38.9) 29(32.2)   1(1.1) 90(100) 
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Employee 
productivity on 
all levels affect 
the general 
performance of 
the organization 

78(86.7) 7(7.8) 4(4.4)   1(1.1) 90(100) 

The findings from Table 4.4a are for the level of performance in NGO/WWH. 

On the extent to which the use of HRMS, facilitates quality service from the HR 

department s, findings in Table 4.4, show that, 27 of respondents (30%) strongly 

agreed that, the use of HRMS facilitates quality service from the HR department; 25 

of respondents (27.8%) agreed to the statement; 37 of the respondents (41.1%) were 

neutral to the same statement, while; the least of the respondents at 1 (1.1%) disagreed 

that the use of HRMS facilitates quality service from the HR department. The 

majority of the respondents at 37 (41.1%) were neutral, that the use of HRMS 

facilitates quality service from the HR department. As Ratna and Kaur (2016) 

opinioned that, adoption of new technologies can make the employees work smarter, 

as well as, providing more efficient services, but also products of high quality. 

On the extent to which, the use of HRMS facilitates communication with 

beneficiaries, and partners when it comes to quality service from the HR, findings in 

Table 4.4 show that 11 of the respondents (12.2%) strongly agreed, as 39 of the 

respondents (43.3%) agreed, while 40 of the respondents (44.4%) were neutral to the 

same statement. The majority of the respondents represented by 40 (44.4%) remained 

neutral, that the use of HRMS facilitates communication with beneficiaries and 

partners, when it comes to quality service from the HR. This is supported by Ratna 

and Kaur (2016) that, the use of new technologies can make the employees work 

smarter, as well as, providing more efficient services but also, products are of high 

quality. 
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On the extent to which, a good quality service affects positively the overall 

organizational performance, findings in Table 4.4 show that, 74 of respondents 

(82.2%) strongly agreed, as 14 of the respondents (15.6%) agreed, while the least of 

the respondents at 2 (2.2%) were neutral that which a good quality service, affects 

positively the overall organizational performance. The majority of the respondents at, 

74 (82.2%) strongly agreed that a good quality service affects positively the overall 

organizational performance.  

As far as productivity statements are concerned, Table 4.4a indicates that the 

use of HRMS has considerably improved target monitoring and reporting in 

Welthungerhilfe. The findings of each of the five components were discussed below. 

As per the study findings in Table 4.4a, on the extent to which the use of HRMS had 

considerably improved target monitoring and reporting in Welthungerhilfe, out of 90 

respondents; 20 respondents (22.2%) strongly agreed while 65 respondents (72.2%) 

agreed to the same statement. On the other side, 4 of the respondents (4.4%) were 

neutral to the same statement, while the least of the respondents at 1 (1.1%) disagreed 

that the use of HRMS considerably improved the targeted monitoring and reporting in 

Welthungerhilfe. The majority of the respondents were in agreement, at 65(72.2%) 

that using HRMS, had considerably improved targeted monitoring and reporting in 

Welthungerhilfe. 

On the other hand, concerning the statement of the use of HRMS helps 

Welthungerhilfe incorporate quantitative objectives at the planning level, 13 of the 

respondents (14.4%) strongly agreed with the above statement, while 61 of the 

respondents (67.8%) agreed that using HRMS help Welthungerhilfe incorporate 

quantitative objectives at the planning level. Meanwhile, 15 of the respondents 

(16.7%) were neutral to the above statement while the least of the respondents at 
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1(1.1%) did not give the response to the statement, that the use of HRMS helped 

Welthungerhilfe incorporate quantitative objectives at the planning level. The 

majority of the respondents at 61(67.8%) were in agreement that using HRMS, helped 

Welthungerhilfe incorporate quantitative objectives at the planning level.  

Whether the use of HRMS helps Welthungerhilfe improved employee 

productivity and increased flexibility, a total of 25 respondents, (27.8%) strongly 

agreed that using HRMS helped Welthungerhilfe improve employee productivity, and 

increase flexibility, while 35 respondents (38.9%) reported that they agreed that using 

HRMS helped Welthungerhilfe improve employee productivity, and increase 

flexibility, while 29 respondents (32.2%) were neutral, they never agreed nor 

disagreed. The least of the respondents at 1(1.1%) did not respond to the statement 

that, the use of HRMS helped Welthungerhilfe improve its employee productivity and 

increase flexibility. The majority of the respondents at 35 respondents, (38.9%) 

indicated that they agreed that the use of HRMS helped, Welthungerhilfe improve its 

employee productivity and increase flexibility. When correctly implemented, HRIS 

will change the way business works within organizations, and eventually increase 

organizational performance (efficiency), productivity, and profitability (IceHrm, 

2020).  

When asked whether employee productivity on all levels affect the general 

performance of the organization. A total of 78 respondents, (86.7%) indicated to have 

strongly agreed that employee productivity on all levels affected the general 

performance of the organization, while 7 respondents (7.8%) agreed with the above 

statement, as 4 respondents (4.4%) remained neutral, meaning they never agreed or 

disagreed to the above statement. While a least of respondents at 1(1.1%) did not give 

a response that the employee productivity on all levels affects the general 
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performance of the organization. The majority of the respondents strongly agreed that 

employee productivity on all levels affected the general performance of the 

organization. As Kovach and Cathcart (1999) supported by IceHrm (2020) asserted 

that when HRIS is correctly implemented, it will change the way business works 

within organizations, and eventually increase organizational performance, 

productivity, and profitability. 

Employee Motivation and Job Satisfaction 

Table 4.4b: Employment Motivation and Job Satisfaction 
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Knowing that 
individual 
performance is 
taken into account 
by the HRMS 
affect employee 
motivation. 
 

60(66.7) 25(27.8) 4(4.4)   1(1.1) 90(100) 

Employee 
motivation has a 
positive impact on 
organizational 
performance 

75(83.3) 11(12.2) 1(1.1) 1(1.1)  2(2.2) 90(100) 

JOB SATISFACTION       

Use of HRMS 
improves 
departmental 
working 
conditions and at 
the same time 
guarantees work 
satisfaction of the 
entire 
organization. 
 

25(27.8) 61(67.8) 3(3.3)   1(1.1) 90(100) 

Job satisfaction 
has a positive 
impact on 
organizational 

76(84.4) 7(7.8) 1(1.1)   6(6.7) 90(100) 
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performance 

As shown in Table 4.4b, a significant number of the respondents at 60(66.7%) 

strongly agreed that knowledge of individual performance was taken into account by 

the HRMS affected employee motivation; while 25(27.8%) of the respondents agreed 

that their knowledge of individual performance was taken into account by the HRMS 

affected employee motivation. As 4(4.4%) of the respondents were neutral to the 

statement, that knowing that individual performance was considered by the HRMS 

affected employee motivation, while a least of the respondents at 1(1.1%) did not 

respond to the question whether knowing that individual performance is taken into 

account by the HRMS affect employee motivation. 

 Concerning the question of whether employee motivation had a positive 

impact on organizational performance. The findings of the study indicated that 75 

(83.3%) of the respondents strongly agreed that employee motivation had a positive 

impact on organizational performance. A further 11(12.2%) of the respondents 

agreed, that employee motivation had a positive impact on organizational 

performance; and 1(1.1%) of the respondents respectively were neutral; and disagreed 

with the above statement, while a least of the respondents at 2(2.2%) did not respond 

to the statement that employee motivation had a positive impact on organizational 

performance. The majority of the respondents strongly agreed that employee 

motivation had a positive impact on organizational performance. In this regard, the 

reward systems to individuals, the work, training and programs often have to be 

reconfigured to support the use of new technology by employees (Ratna & Kaur, 

2016). 

Concerning the job satisfaction statement, the respondents when asked 

whether the use of HRMS improve departmental working conditions, and at the same 
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time, guarantees the work satisfaction of the entire organization. From the results, 

25(27.8%) of the respondents indicated that they strongly agreed that the use of 

HRMS improved departmental working conditions, and at the same time, guarantees 

work satisfaction of the entire organization, while 61(67.8%) did agree, and 3(3.3%) 

were neutral, while 1(1.1%) gave no response that using HRMS improved 

departmental working conditions, and at the same time, guarantees work satisfaction 

of the entire organization. 

Therefore, the majority of the respondents at 61(67.8%) were in agreement, 

regarding the statement of job satisfaction, that the use of HRMS improve 

departmental working conditions and, at the same time guarantees the work 

satisfaction of the entire organization. In this light, this solution will help HR 

managers save time, and they will, therefore, have enough time to focus on those 

activities with important added value, to the department in particular and the 

organization in general (Castillo, 2012). At the same time, respondents were asked 

whether job satisfaction has a positive impact on organizational performance. The 

findings of the study indicated that 76(84.4%) of respondents, strongly agreed that job 

satisfaction has a positive impact on organizational performance and a further 7(7.8%) 

agreed, a least of respondents at 1(1.1%) were neutral. However, 6(6.7%) did not 

respond to the statement, that job satisfaction has a positive impact on organizational 

performance.  
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Career Development and Organizational Policy 

Table 4.4c: Career Development and Organization Policy 

CAREER 
DEVELOPMENT AND 
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Use of HRMS favors 
career development 
because personal 
objectives are well 
defined and readily 
accessible by the 
personnel. 
 

16(17.8) 69(76.7) 2(2.2)   3(3.3) 90(100) 

Human capital 
management becomes 
more effective and easier 
with the use of the HRMS 
considering that all 
activities linked to the 
management are easily 
monitored. 
 

18(20) 65(72.2) 4(4.4)   3(3.3) 90(100) 

Good human capital 
management and career 
development have a 
positive impact on the 
organizational 
performance 

81(90) 5(5.6) 1(1.1)   3(3.3) 90(100) 

ORGANIZATIONAL POLICY      

WHH's organizational 
policy authorizes the use 
of electronic devices in 
the execution of duties. 
 

84(93.3) 3(3.3)    3(3.3) 90(100) 

IT gets a considerable 
share in the organization's 
annual budget 

85(94.4) 2(2.2) 3(3.3)   3(3.3) 90(100) 

organization in its policy 
is based on 
professionalism and 
expertise in all areas 
including IT 

85(94.4) 2(2.2) 3(3.3)   6(6.7) 90(100) 

 

Table 4.4c presents the findings the career development and human capital 

management. The first statement was to seek, whether the use of HRMS favor career 

development, because personal objectives are well defined, and readily accessible, by 
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the personnel; 16(17.8) strongly agreed, 69(76.7) agreed, 2(2.2) neutral while, 

3(3.3%) of respondents did not respond to the statement. The majority of the 

respondents at 69(76.7%) were in agreement, that the use of HRMS favor career 

development, because personal objectives are well defined and readily accessible by 

the personnel.  

The second statement, sought to determine whether human capital 

management, becomes more effective, and easier with the use of the HRMS 

considering that all activities linked to the management are easily monitored 18(20) 

strongly agreed, 65(72.2%) agreed, and 4(4.4) were neutral, while 3(3.3) did not give 

the response.  

The third statement sought to determine whether, good human capital 

management and career development have a positive impact on the organizational 

performance, 81(90%) strongly agreed, 5(5.6) agreed, while 1(1.1%) were neutral and 

3(3.3%) did not give the response. The majority of the respondents, at 81(90%) 

strongly agreed, that good human capital management and career development, have a 

positive impact on organizational performance.  

Concerning organizational policy statements, the findings are presented in Table 4.4c, 

as the first statement was to seek, whether WHH's organizational policy, authorizes 

the use of electronic devices in the execution of duties. 84(93.3) strongly agreed, 

3(3.3) respectively agreed and did not respond to the statement. The majority of the 

respondents, at 84(93.3%) strongly agreed that WHH's organizational policy, 

authorizes the use of electronic devices in the execution of duties. 

The findings of the second statement were presented in Table 4.4d, as the 

statement sought to find out whether; IT gets a considerable share in the 

organization's annual budget. 85(94.4) strongly agreed, 2(2.2) agreed, and 3(3.3) 
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respectively were neutral and did not give the responses. The majority of the 

respondents 85(94.4%) strongly agreed that IT gets a considerable share in the 

organization's annual budget. 

The findings for the third statement attempted to find out, whether the 

organization in its policy is based on professionalism, and expertise, in all areas 

including IT. The findings revealed that, 85(94.4) strongly agreed, as 2(2.2%) were in 

agreement, whereas 3(3.3%) were neutral, implying that they did not agree or 

disagree. However, 6(6.7%) did not give the responses that the organization in its 

policy, is based on professionalism, and expertise in all areas including IT. The 

majority of the respondents at 85(94.4%) strongly agreed that the organization, in its 

policy is based on professionalism and expertise in all areas including IT.  

Effect of Human Resource Management System on Organizational Performance 

Reliability Test 

Cronbach’s test was run on the 12 variables: six for HRMS used (e-

recruitment, payroll management system, leave management system, performance 

management system, absence management system, scheduling and rotational 

management) and level of performance (quality services, productivity, employee 

motivation, job satisfaction, career development and human capital and organizational 

policy). Cronbach’s alpha is, generally the common estimate of the internal 

consistency of the items in the scale. The test measures, the extent to which the results 

of the questions correlate with each other. The test estimates range from 0.00 to 1.00. 

According to Gliem and Gliem (2003), the closer the Cronbach’s alpha coefficient is 

to one the greater the internal consistency of items in the scale. The results obtained 

are presented in table 4.5 a. 
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Table 4.5a: Reliability Test 

Variables No of items Cronbach’s alpha 
coefficient 

E-recruit 3 0.67 

Payroll 3 0.58 

Leave 2 0.63 

Performance-mgt 2 0.64 

Absence-mgt 2 0.57 

Schedule-rotation 3 0.6 

Quality-service 3 0.38 

Productivity 4 0.45 

Motivation 2 0.72 

Job-satisfaction 2 0.16 

Career-dev 3 0.73 

Org-policy 3 0.87 

Based on the results in table 4.5a, three variables posted an Alpha of above 

0.7, which implies that the internal consistency of the instruments was acceptable. 

From table 4.5 motivation had α=0.72, career development and human capital had 

α=0.73, organization policy had α=0.87, E-recruitment with an Alpha of 0.67 was also 

considered reasonable, three variables posted an Alpha between 0.65 and 0.6 and 

were questionable. According to Field (2005), α value greater than 0.65 would be 

reasonable as indicated by Bonett and Wright (2015), between 0.65 and 0.6 is 

questionable, and below 0.6 is poor. 

Correlation Analysis 

The third objective of the study was, to determine if the use of the HRMS 

leads to a positive or negative organizational performance of NGOs in the DRC. The 

researcher conducted a correlation analysis, to determine the relationship of various 

variables that HR management system affects performance. The variable having 

violated the parametric assumption of Pearson correlation, of having a linear 

relationship, and normal distribution, the researcher undertook spearman Rho 

correlation analysis on the variables. 
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 The results are shown in Table 4.5b. As each of 12 variables markedly 

violated the assumption of linear distribution; and that of having outlier spearman rho 

correlations were computed, to examine inter-correlations of the variables. Table 4.5b 

shows that forty-three (43) of 145 pairs of variables were significantly correlated. Six 

variables were measuring the level of use of HR management system, and other, 

showing levels of performance. The comparison and direction of the relationship are 

hereby discussed. 
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Table 4.5b: Inter-correlations, Means and Std Dev of 12 Variables (N=90)     

Variables 1 2 3 4 5 6 7 8 9 10 11 12 M SD 

E-RECRUIT  .266* 0.133 .215* .295** .371** 0.104 0.206 0.044 .339** .274** .322** 3.12 0.762 

Payroll ms   .560** .400** 0.203 .260* .307** 0.057 0.113 .240* 0.118 .220* 4.06 1.184 

Leave ms    .511** -0.004 .355** .492** 0.202 -0.098 .233* 0.179 0.025 3.21 0.966 

Performance ms    0.202 .291** .215* .255* 0.133 0.109 .256* 0.205 2.8 0.974 

Absence ms     0.111 -0.1 .353** .563** 0.198 .233* .212* 2.54 0.901 

Schedule rotation 
ms 

     .596** .502** -0.041 .488** .338** .237* 5.24 1.125 

Quality-service       .402** -0.073 .404** .482** .315** 5.66 1.383 

Productivity        .251* .611** .595** .395** 6.98 1.521 

Motivation         0.152 .215* .389** 2.51 0.797 

Job-satisfaction          .655** .491** 2.77 0.72 

Career-dev           .787** 4.6 1.207 

Org-policy                       2.98 0.653 

*p<.05 **p<.01              
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The strongest positive correlation which is considered as of very large effect, 

was between quality service and schedule and rotation r (90) =.596, p<0.01. This 

means that, when there is more rotation and scheduling the quality of services 

improve, Quality of services was seen to have a positive and significant correlation 

with payroll management r (90) =.307, p<0.01 which reveals that, when payroll 

management is used the quality of services is improved. A positive correlation 

between quality services and leave management, was also significant at r (90) =.355, 

p<0.01 and with performance management at r (90) =.215, p<0.05. Productivity, a 

positive correlation with schedule and rotational management r (90) =.502, 

p<0.01signifying that there was more productivity, when schedule and rotational 

management was used. Furthermore, there was a positive relationship between 

productivity, and absence management’s (90) =.353, p<0.01. This may signify that, 

when absence management system is used, the HR can manage the remaining 

employees in a way that increase the productivity of the organization.  

Productivity also had a significant positive relationship, with performance 

management r (90) =.255, p<0.05. This may mean that, by the use of a performance 

management system there was more productivity, in the organization. Job satisfaction 

had a positive relationship with E-recruitment at r (90) =.339, p<0.01 signifying that, 

by use of e-recruitment the job satisfaction among employees was observed. A greater 

relationship was seen between job satisfaction and schedule and rotational 

management system r (90) =.488, p<0.01. This could mean that when a rotational and 

schedule management system was used, there was job satisfaction among employees. 

There was a positive correlation between career development and e-

recruitment management system r (90) =.274, p<0.01. This may mean that when the 

organization uses e-recruitment management more career development is realized. A 
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positive relationship was also seen between career development performance, and 

performance management system r (90) =.256, p<0.05. The performance management 

system used in the organization leads to positive career development among the 

employees. The absence management system also leads to positive career 

development in the organization r (90) =.233, p<0.05. Schedule and rotational 

management use in the organization, also lead to positive career development, among 

the employees r (90) =.338, p<0.01. 

The use of e-recruitment management system and organization policy had a 

positive correlation r (90) =.322, p<0.01. This means the Use of e-recruitment 

management system enhanced organization policy. Payroll management also 

enhanced a positive organization policy r (90) =.220, p<0.05. Absence system 

management also, enhanced positive organization policy r (90) =.212, p<0.05. The 

schedule and rotational management system, were also significant in enhancing a 

positive organization policy r(90)=.237,p<0.05. 

Summary of Key Findings 

1. 54(60%) of respondents were in strong agreement that, the payroll system 

facilitated the payment process. 

2. The research revealed that 50(55.6%) of the respondents, agreed to the 

extent that the calculation of accumulated days off (leave) was much 

easier, than using the management system.  

3. The majority of the respondents, at 88(97.8 %) strongly agreed that the e-

recruitment system used by WHH includes launching an online alert. 

4. Regarding whether evaluating staff performance using the system was 

effective, or not, the findings indicated at 77(85.6%) of respondents, 
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strongly agreed that evaluating staff performance through the system was 

effective within WHH/DRC.  

5. The study revealed that 66(73.3%) of the respondents, strongly indicated 

that the use of an absence management system, had positively affected 

attendance and staff punctuality. 

6. The majority of the respondents, at 72(80%) agreed, using the scheduling 

and rotation management system, for personnel rotation, reduce time 

consumption. 

7. Employees’ productivity on all levels, affects the general performance of 

the organization, as the majority 86.7% stated that, when an organization 

takes individual performance into account the employee motivation is 

affected positively. 

8. 61(67.8%) agreed that the use of HRMS improve departmental working 

conditions, and at the same time, guarantees the work satisfaction of the 

entire organization. 

9. Use of HRMS makes Human capital management more effective, and 

easier as activities, linked to the management are easily monitored. This 

results in a positive impact on the organizational performance, as 

supported by the majority at 81(90%). 

Summary 

This chapter presented and interpreted the results, with regards to the effect of 

HRMS on performance of NGOs in the DRC: a case study of Welthungerhilfe. Data 

was presented in frequency tables, graphs, and pie charts. The next chapter presents a 

discussion of the findings, recommendation, and conclusion of the study. 
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CHAPTER FIVE 

DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS 

Introduction 

This chapter provides a discussion of the research findings, and summarizes 

the results, from the data analysis. The findings are also provided, in line with, the 

literature review presented by other scholars. Conclusions are then provided, from the 

study, recommendations for improvement, and further studies, are also clearly stated 

on the relationship between the HR management system and organizational 

performance.  

Discussions of the Key Findings 

This section presents the key findings of this study. The study aimed to 

establish the effect of the HRMS on organizational performance in non-governmental 

organizations in the Democratic Republic of Congo. The study was guided by three 

specific objectives to find out the extent to which human resource management 

systems are used in NGOs based on a case of WHH/ DRC, to determine the level of 

performance of NGOs in the DRC, and to determine if the use of the HRMS leads to a 

positive or negative organizational performance of NGOs in the DRC. 

The study was guided by two theories: Resource-based view theory and 

expectancy theory. The study adopted a descriptive research design. The data was 

collected using questionnaires to gather data from the respondents. The target 

population included employees of WHH/DRC. The study was a census survey which 

represented the entire 90 employees who were the respondents was conducted and 

questionnaires were presented to them. All the questionnaires were duly filled and 

returned making a response rate of 100%. The data was then entered into Excel and 
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SPSS (version 23) which was then employed for analysis and summarization of both 

descriptive and inferential statistics responses. The findings were then presented using 

graphs, tables and figures. The study sought to determine the gender of the 

respondents. The findings were presented in table 4.1. The majority of the 

respondents depicted by 67,8% (61) were male, 32.2% (29) were female.  

The Extent to which, Human Resource Management Systems are used in 
NGOs based on a case of WHH/DRC 

The first objective was to find out, the extent to which, human resource 

management systems are used in NGOs based on a case of WHH/ DRC. The study 

focused on 6 human resources management system, adopted by WHH/DRC: E-

recruitment system, payroll management system, leave management system, 

performance management system, absence management system and scheduling and 

rotation management system.  

The study revealed that 88 (97.8%) of respondents strongly agreed that WHH 

applied the e-recruitment system which included launching an online alert. The 

majority of the respondents at 88(97.8 %) strongly agreed that the e-recruitment 

system used by WHH, includes launching an online alert. This agrees with Härtel & 

Fujimoto (2006) and Rudman (2010) who highlighted that electronic recruitment is 

the selection of prospective candidates applying for work via the Internet (external) 

and the Intranet (internal). Concerning whether the selection of employees was 

announced via email, or any other type of computer technology, the study found that 

89(98.9%) of respondents strongly agreed that the e-recruitment selection was 

announced via email or any other computer technology. Finn (2000) agreed with the 

idea that using the e-recruitment form, a candidate applies for an advertising position 

and sends their CV and cover letter electronically to the website. While 54(60%) of 
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respondents were in strong agreement that the payroll system facilitated the payment 

process.  

The findings were strongly in agreement that, the PMS was used to calculate 

the payment, and that it did not include errors. As it was indicated, by 54 (60%) of 

respondents, strongly agreed that the payroll management system, payment 

calculation did not include errors. Another 38(42.2%) of respondents, agreed that the 

payroll management system, payment calculation did not include errors. This concurs 

with Sumoadmin (2019) who stated that the HR department, helps to manage 

complicated computations, which are done manually, may be automated using the 

payroll method.  

The study also revealed that, 54(60%) of the respondents were in agreement, 

on how leave management is easy, and more effective, when using the system. The 

results also showed 33(36.7%) of the respondents, strongly agreed that leave 

management is easy, and more effective using the system. However, 1(1.1%) did not 

provide any response, which is an indication that the respondents did not have issues, 

related to their leaves. The research revealed that 50(55.6%) of the respondents, 

agreed to the extent that the calculation of accumulated days off, was much easier 

than using the management system. This finding was in agreement with Sumoadmin 

(2019) were in his study opinioned that HRMIS works together with employees, to 

determine the leaves available, cover the leaves and wages for all workers, and then 

process their salaries. The performance management systems used to evaluate the 

staff performance. This study showed the NGO used the performance management 

system to evaluate the staff performance. The results indicated that, 45(50%) of the 

respondents agreed, that the system allowed the evaluation of staff individual 
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performance. This was in agreement with Helm et al., (2007) who indicated that, a 

performance management system identifies skilled employees for development. 

Regarding whether evaluating staff performance using the system was 

effective or not, the findings indicated at 77(85.6%) of respondents strongly agreed 

that, evaluating staff performance through the system was effective within 

WHH/DRC. This concurs with Sumoadmin (2019) who asserted that, the HR 

department works together with workers, to determine the leaves available, cover the 

leaves and wages for all workers, and then process their salaries which assess the 

worker performance. 

In response to whether the strict absence management affects positively the 

organizational performance, the study revealed that, 66(73.3%) of the respondents 

strongly indicated that the use of an absence management system had positively 

affected attendance and staff punctuality. Another 69(76.7%) of the respondents, 

strongly agreed to the statement, as 18(20%) of the respondents were in agreement, 

while 3(3.3%) of respondents were neutral. Most of the respondents at 69(76.7%) 

strongly indicated that strict absence management affects positively organizational 

performance.  

From the findings, 60 (66.6%) of respondents, agreed that employee rotation is 

easier, and more effective using the scheduling and rotation management system. 

While asked whether using the scheduling, and rotation management system for 

personnel rotation, reduce time consumption, the majority of the respondents at 

72(80%) agreed to the statement.  

On the side of when personnel scheduling and rotation is done successfully, it 

affects positively the organizational performance. The findings revealed that all the 

employees in WWH/DRC a 60(66.7%) agreed that employee rotation is easier and 
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more effective, using the scheduling and rotation management system. In this regard, 

72(80%) agreed that using the scheduling and rotation management system for 

personnel rotation reduce time consumption, while 46(51.1%) agreed to the third 

statement, that when personnel scheduling and rotation is done successfully, it affects 

positively the organizational performance. This is supported by Aarushi (2019) who 

stated that, using employee rotation management, organizations keep a tab on all 

workers who have are not doing well in terms of productivity. 

Therefore, the majority of the respondents at 72 (80%) agreed that, using the 

scheduling and rotation management system for personnel rotation reduces time 

consumption. From the findings, it was noted that, the employees of WHH/DRC 

prefer using the scheduling and rotation management system for personnel, because it 

does not consume time as compared to the traditional employee rotation and 

scheduling. This also concurs with what Castillo (2012) argued that HRMS will save 

time, to manage a huge quantity of information, in a considerably reduced time. 

Level of Performance of NGOs in the DRC 

The second objective of the study was to determine the level of performance 

of NGOs in the DRC. This objective was categorized into six levels of performance 

which are: quality services, productivity, employee motivation, job satisfaction, career 

development and human capital management and organization policy. On quality 

services majority 27(30) of total respondents, strongly agreed that the use of HRMS 

facilitates quality service from the HR department, this system also seemed to 

facilitate communication, with beneficiaries and partners and eventually; lead to good 

quality service that affects positively the overall organizational performance.  

On Productivity, the use of HRMS has considerably improved target 

monitoring and reporting, in Welthungerhilfe as supported by the majority at 
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65(72.2). A close look at this percentage strongly supported that HRMS use helps 

incorporate quantitative objectives, at the planning level in the organization which, 

result in the increase of productivity, in the organization. Employees’ productivity, on 

all levels affects the general performance of the organization, as the majority 86.7% 

stated when an organization takes individual performance, into account the employee 

motivation is affected positively. The HRMS use in Welthungerhilfe organization has 

made it easier to motivate employee which intern result in productivity. 

In rare instances, in organizations employees get satisfied with what they are 

assigned to do, and where employees are satisfied with their role, there is a positive 

impact on organizational performance. 61(67.8%) agreed that the use of HRMS 

improve departmental working conditions; and at the same time, guarantees the work 

satisfaction of the entire organization. On determining, Career development, and 

human capital management, about the use of HRMS, personal objectives must be 

taken into place. 69(76.7%) agreed that the use of HRMS favors career development, 

as personal objectives are well defined, and readily accessible by the personnel within 

the organization. 

In the other hand, Use of HRMS makes Human capital management, more 

effective and easier as activities linked to the management are easily monitored. This 

results in a positive impact on the organizational performance as supported by the 

majority at 81(90%). Organization policy in WHH authorizes the use of electronic 

devices, in the execution of duties as supported by the majority at 85(94.4). ICT is 

taken keenly in WHH as it gets a considerable share in the organization's annual 

budget. This enables organization policy to be based on professionalism and expertise 

in all areas. 
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The third objective of the study was to determine if the use of the HRMS leads 

to a positive or negative organizational performance of NGOs in the DRC. The 

spearman Rho correlation analysis revealed that, the use of various HRMS affected 

the organization’s performance at WHH's positively. Quality service was affected 

positively by the use of the payroll system, the use of leave, performance management 

and use of the schedule rotation system. The use of a Schedule rotation system seems 

to affect quality services to a great extent, r (90) = .596 p<0.01.  

On the other hand, productivity as performances in the organization was 

significantly affected, by the use of performance management, absence management 

system and schedule rotation system. Of the three systems, the use of the schedule 

rotation system was affecting productivity more positively at r (90) =.502 p<0.01. 

Motivation resultant performance was positively affected by the use of absence 

management. Job satisfaction was affected by the use of e-recruit system, payroll 

management system, leave management system and use of schedule rotation system 

while Career-development and human capital performance increased as there was an 

increase in use of e-recruit system, absenteeism management system, and increase use 

of schedule rotation system.  

Lastly, Organization policy performance, increased as there was an increase in 

the use of e-recruit system, payroll management system, performance management 

system, absence management system, and use of schedule rotation management 

system. An increase in the use of the e-recruit system largely affected Organization 

policy positively at r (90) = .322 p<0.01. 

Conclusion 

The HRMS adopted by WHH/DRC included six systems: E-recruitment 

system, payroll management system, leave management system, performance 
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management system, absence management system and scheduling and rotation 

management system in the NGOs based on WHH/DRC. This suggests that all these 

systems adopted by this NGO, are effective and hence, improve the performance of 

the organization. This concurs with what Wernerfelt (1984) opined that the firm's 

resource-based view claim that, it is the variety and exploitation of the company's 

resources, including human capital, the technology in use, the organizational practices 

give the company its uniqueness, and a source of sustainable competitive advantage. 

Therefore, all the systems adopted by WHH are viewed as internal resources that lead 

to its success. 

All six levels of performance have a highly and positively influence on the 

performance of the organization. This concurs with the idea of Mathieu, Tannenbaum, 

and Salas (1992) who emphasized that expectancy theory, is related to training 

motivation; as Shepperd (1993) related it to productivity, in group performance; as 

Tubbs, Boehne, and Dahl (1993) related it to self-set goals. This is an indication that, 

the expectancy theory supports the performance of the organization, in regard to, the 

six levels of performance used by WHH. 

From the findings, it was apparent that the six variables were measuring the 

level of use of HRMS have been involved in all operations, which positively affected 

the levels of performance. Generally, the study intended to establish the effect of the 

human resource management system, on organizational performance in non-

governmental organizations in the DRC. 

From the findings, it was clear that WHH adopted the HRMS at all three 

stages: first, the operational impact of automated routine IT operations, alleviating 

administrative burdens, reducing expenses, and increasing efficiency within the HR 

itself, with the use of separated subsystems such as E-recruitment, Payroll MS, Leave 
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MS etc. Second, the relational stage, provides remote access to HR databases and 

services for managers and employees reduces response times, and improves service 

levels; because the system is centralized and can be accessed, either from Goma, 

which is the main office; or from any branch within the country; or even from home, 

if need be. Finally, at the transformational stage of IT, which is a redefinition of the 

nature and role of the HR department to be centered, on strategic problems and this 

because, of the positive relationship between the use of the HRMS and WHH 

organizational performance. 

Empirical findings indicated that, there is a positive relationship between the 

use of HRMS and organizational performance of NGOs in the DRC. 

Recommendations 

1. E-recruitment is a key component of the HRMS and thus, it is a building 

block of an organization's performance and success. Its automation and 

integration with other management system, and the selection process by 

integrating e-recruitment software, with the existing recruiting activities 

provides more competent, cost-effective procedures for HR hiring 

managers and retaining talented employees. Therefore, WHH/DRC should 

consider not limiting itself to one e-recruitment as other e-recruitment such 

as the use of the internet, newspaper advertisement, TV/radio 

advertisement are as well important to attract, assess, select, recruit and 

onboarding job candidates.  

2. The use of payroll software is an efficient way of calculating pays in an 

organization that has more workers, than a manual system. An automated 

payroll system simplifies information, generate reports, and minimize 

manual efforts. The simplicity and effectiveness of payroll systems 
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provide great advantages to organizations and help in the easy 

management of employees' salaries, wages, taxes and other types of 

deductions. Therefore, WHH/DRC may encourage all its workers to be 

taught on how automated payroll works, as some workers may feel they 

are deducted much than they are supposed which may affect employees’ 

morale hence affecting organization performance. 

3. As for performance management, a system is built within an organization 

to measure and improve the performance of the people, in the organization 

by developing the employees, establishing clear goals, and offering 

consistent feedback throughout the year, other systems review employee 

performance, such as yearly performance appraisal in a more dynamic 

way. Hence, WHH/DRC may create batches of work assignments, 

departmental goals, and overall outcomes aims to make each element of 

the performance management process work as a conjoined lever, 

propelling an organizational engine that is growth-oriented and dissonance 

free. 

4. WHH/DRC should think of an absence policy that is normally integrated 

to help HRs deal with absence and let employees know how it will be 

measured. Therefore, the organization should support employees, so that it 

helps reduce absence in the organization. For example, the organization 

can think of having flexible working, by sharing a work plan, following a 

long period of absence, or a return-to-work interview following any period 

of absence so that organizational performance is not affected negatively 

due to absenteeism. 
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5. The implementation of HRMS in WHH/DRC should not only focus on 

increasing the efficiency of the operation and supporting the HR 

professionals in those HR functions, but also, employees should be given 

significant importance, to create a positive and healthy working 

environment in the organization. 
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Recommendations for Further Research 

1. The researcher recommends a study on how the HMRS of the WHH/DRC 

members, influences the sustainability of the organization policy. 

2. The study was done with a census: the sample was small as the study was 

limited to one NGO. Further research can include other NGOs, with a 

larger sample size to be able to generalize findings on the DRC/NGOs 

sector.  

3. Moreover, a further study can focus on issues related to law as far as HR 

management policies, safety, and employment regulations are concerned. 
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APPENDICES 

Appendix A: Questionnaire 

I am Shabani Ali Moise, student in Daystar University Kenya pursuing my MBA in 

human resource management. I’m conducting a study on the effects of HRMS on 

organizational performance of NGOs in the DRC the case of Welthungerhilfe. 

Please accept my invitation to participate in this research while allowing some time to 

complete this questionnaire. It is administered for scientific research purposes and any 

information provided will be used only for academic purposes and will be treated with 

strict confidentiality. Please read the questions carefully and feel free to answer them 

by giving your answer by checking [√] the option that best describes you or applies to 

you or your organization. 

SECTION A: GENERAL INFORMATION 

a) Kindly indicate your gender: Male [ ] Female [ ]. 

b) What is your position in the management hierarchy of the organization? 

 Low management [ ] Middle management [ ] Top management [ ] 

c) For how long have you worked with WHH? 

More than 10 years [ ] 

6 to 10 years [ ] 

1 to 5 years [ ] 

Less than a year [ ] 

SECTION B: HUMAN RESOURCE MANAGEMENT SYSTEM AND 

ORGANIZATIONAL PERFORMANCE 

This second section focuses on the HRMS and the organizational performance 

Tick [√] your corresponding answer: 

1. Strongly agree 2. Agree 3.Neutral. 4. Disagree 5. Strongly disagree 
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1. E-recruitment 1 2 3 4 5 

 The recruitment system used by WHH includes 

launching an online alert 

     

 Your selection was announced to you via email or any 

other type of computer technology. 

     

  

You think that using technology makes it easier and 

faster than posting results on ad posts 

     

2.  Payroll management system 1 2 3 4 5 

 The system that WHH uses for payroll management is 

effective for employees in all departments 

     

  

The use of the payroll system facilitates the payment 

process 

     

 Thanks to the payroll management system payment 

calculation does not include errors. 

     

3. Leave management system  1 2 3 4 5 

 Leave management is easy and more effective using the 

system 

     

 The calculation of accumulated days off is much easier 

thanks to the use of the management system 

     

4. Performance management system 1 2 3 4 5 

 The system allows the evaluation of staff individual 

performance 

     

 Evaluating staff performance using the system is 

effective 

     

5. Absence management system 1 2 3 4 5 

 The use of absence management system has positively 

affected the attendance and staff punctuality  

     

 A strict absence management affects positively the      
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organizational performance 

6. Scheduling and rotation management system 1 2 3 4 5 

 Employee rotation is easier and more effective using the 

Scheduling and rotation management system 

     

 Using the Scheduling and rotation management system 

for personnel rotation reduce time consumption 

     

 

 

When personnel scheduling and rotation is done 

successfully it affects positively the organizational 

performance. 

     

7. Quality service 1 2 3 4 4 

 The use of HRMS facilitates quality service from the 

Human Resource department s 

     

 The use of HRMS facilitates communication with 

beneficiaries and partners when it comes to quality 

service from the Human Resource department . 

     

 A good quality service affects positively the overall 

organizational performance 

     

8. Productivity 1 2 3 4 5 

 The use of HRMS has considerably improved target 

monitoring and reporting in Welthungerhilfe 

     

 The use of HRMS helps Welthungerhilfe incorporate 

quantitative objectives at planning level. 

     

 The use of HRMS helps Welthungerhilfe improve 

employee productivity and increase flexibility 

     

 Employee productivity on all levels affect the general 

performance of the organization 

     

9. Employee motivation 1 2 3 4 5 

 Knowing that individual performance is taken into 

account by the HRMS affect employee motivation 

     

 Employee motivation has a positive impact on 

organizational performance 
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10. Job Satisfaction 1 2 3 4 5 

 The use of HRMS improve departmental working 

conditions and at the same time guarantees work 

satisfaction of the entire organization 

     

 Job satisfaction has a positive impact on organizational 

performance 

     

11. Career development and human capital management 1 2 3 4 5 

 The use of HRMS favor the career development because 

personal objectives are well defined and readily 

accessible by the personnel 

     

 Human capital management becomes more effective and 

easier with the use of the HRMS considering that all 

activities linked to the management are easily monitored 

     

 A good human capital management and career 

development have a positive impact on the 

organizational performance 

     

12. Organizational policy 1 2 3 4 5 

 WHH's organizational policy authorizes the use of 

electronic devices in the execution of duties. 

     

 Information technology gets a considerable share in the 

organization's annual budget 

     

 The organization in its policy is based on 

professionalism and expertise in all areas including IT 

     

 

THANK YOU FOR YOUR RESPONSE 

Appendix B: Questionnaire French version 

QUESTIONNAIRE D’ENQUETE 

Je suis Shabani Ali Moise, étudiant en maitrise en administration des affaires en 

gestion des ressources humaines à Daystar University Kenya. Je mène une recherche 

sur les effets du system de gestion des ressources humaines sur la performance 
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organisationnelle des organisations non gouvernementale en République 

Démocratique du Congo, le cas de Welthungerhilfe (Agro Action Allemande). 

Veuillez accepter mon invitation à participer à cette recherche en ménageant un peu 

de temps pour remplir ce questionnaire. Il est administré à des fins de recherche 

scientifique et toute information fournie sera utilisée uniquement à des fins 

académiques et sera traitée avec une stricte confidentialité. Veuillez lire attentivement 

les questions et n'hésitez pas à y répondre en donnant votre réponse en cochant [√] 

l'option qui vous décrit le mieux ou qui s'applique à vous ou à votre organisation. 

SECTION A : INFORMATION GENERALE 

a) Veillez précisez votre genre : Homme [ ] Femme [ ]. 

b) Quelle est votre position dans la hiérarchie de gestion de l’organisation ? 

Low management [ ] Middle management [ ] Top management 

[ ] 

c) Depuis combien de temps travaillez-vous avec WHH ? 

Plus de 10 ans [ ] 

6 a 10 ans [ ] 

1 a 5 ans [ ] 

Moins d’un an [ ] 

SECTION B : SYSTEME DE GESTION DES RESSOURCES HUMAINE ET LA 

PERFORMANCE ORGANISATIONNELLE 

Cette deuxième section se focalise le system de gestion des ressources humaine et la 

technologie informatique utilisée dans l’organisation. 

Veillez cocher la case correspondante à votre repose : 

1. Complètement d’accord 2. D’accord 3. Neutre 4. Pas d’accord 5. Pas du tout 

d’accord 
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1. Recrutement Electronique 1 2 3 4 5 

 Le système de recrutement qu’utilise WHH inclue le 

lancement d’alerte sur internet 

     

 Votre sélection vous avait été annonce via email ou tout 

autre type de technologie informatique 

     

 Vous pensez que l’utilisation de la technologie facilite la 

tâche et est plus rapide que poster des résultats sur les 

valves d’annonce  

     

2.  Système de gestion de la paie 1 2 3 4 5 

 Le system de paie qu’WHH utilise pour la gestion de la 

paie est effectif pour les employées de tous les 

départements 

     

 L’utilisation du system de paie facilite le processus de 

paiement 

     

 Grace au system de gestion de la paie de calcul de 

paiement ne comporte pas des erreurs de chiffrage. 

     

3. Système de gestion des conges  1 2 3 4 5 

 La gestion des conges est effective grâce à l’utilisation 

du system de gestion des conges 

     

 Le calcul de nombre des jours de congé accumules est 

beaucoup plus facile à effectuer grâce à l’utilisation du 

system de gestion 

     

4. Système de gestion de la performance 1 2 3 4 5 

 Le système permet d’évaluer la performance individuelle 

des employées  

     

 Cette évaluation grâce au système peut être considérée 

comme effective 

     

5. Système de gestion des absences 1 2 3 4 5 

 L’utilisation du système de gestion des absences a 

positivement affecté la présence et la ponctualité du 

personnel 
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 La gestion stricte des absences du personnel affecte 

positivement la performance organisationnelle 

     

6. Système de gestion de programmation et de rotation 1 2 3 4 5 

 La rotation du personnel est plus facile et plus effective 

grâce à l’utilisation du système de rotation et de 

programmation  

     

 La mutation du personnel d’une base a une autre prend 

moins de temps à être effectuer considérant l’utilisation 

du système 

     

 

 

Lorsque la rotation du personnel est effectuée avec 

succès, celle-ci affecte positivement la bonne 

performance de l’organisation 

     

7. Qualité du service 1 2 3 4 4 

 L’utilisation du SGRH facilite la qualité du service du 

département des ressources humaine  

     

 L’utilisation du SGRH facilite la communication avec 

les bénéficiaires et les partenaires s’agissant de la qualité 

du service de la part du département des ressources 

humaine 

     

 Une bonne qualité de service affecte la performance 

organisationnelle 

     

8. Productivité 1 2 3 4 5 

 L’utilisation du système de gestion des ressources 

humaine a considérablement amélioré le suivi des 

objectifs et la production des rapports  

     

 L'utilisation du système de gestion des ressources 

humaine a aidé WHH à intégrer des objectifs quantitatifs 

au stade de la planification. 

     

 L'utilisation du système de gestion des ressources 

humaine a aidé WHH à améliorer la productivité des 

employés et à accroître la flexibilité. 

     

 La productivité du personnelle sur tous les niveaux      
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affecte la performance générale de l’organisation 

9. Motivation du personnel 1 2 3 4 5 

 Savoir que la performance personnelle de chaque 

employée est prise en compte par le system de gestion 

des ressources humaines affecte la motivation du 

personnel 

     

 Cette motivation du personnel a un effet positif sur la 

performance organisationnelle 

     

10. Satisfaction au travail 1 2 3 4 5 

 L’utilisation du système de gestion des ressources 

humaine améliore les conditions de travail du 

département et par la même occasion cautionne la 

satisfaction au travail de toute l’organisation 

     

 La satisfaction au travail a un impact positif sur la bonne 

performance organisationnelle 

     

11. Développement de carrière et gestion du capital humain 1 2 3 4 5 

 L’utilisation du système de gestion des ressources 

humaine favorise le développement de carrière du 

personnel du fait que les objectifs personnel sont bien 

défini et toujours disponible grâce à ce système  

     

 La gestion du capital humain devient plus effective et 

plus facile grâce à l’utilisation du SGRH considérant que 

toutes les activités liées à la gestion sont facilement 

surveillées  

     

 Une bonne gestion du capital humain et le 

développement de carrières du personnel ont un impact 

positif sur la performance  

     

12. Politique organisationnelle 1 2 3 4 5 

  La politique organisationnelle d’WHH autorise 

l’utilisation des appareils électroniques dans 

l’accomplissement des taches  
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 La technologie informatique obtient une part 

considérable dans le budget annuel de l’organisation  

     

 L’organisation dans sa politique tient au 

professionnalisme et à l’expertise sur tous les plans y 

compris la technologie informatique 

     

  

MERCI POUR VOS REPONSES (THANKS FOR YOUR RESPONSES) 
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Appendix C: List of WHH staff 

For confidentiality purposes names and citizenships could not be displayed. 

N° Ordre  
(Number) 

FONCTION (Responsibility) 

BUREAU PAYS ( MAIN OFFICE) 

1 Directeur Pays 
2 Chef des Finances et Admin 

3 Chef de Projets 
4 Experte Logistique 

5 Expert mécanicien 
6 Expert WASH 
7 Responsable ressources humaines 

8 Responsable IT  
9 Chargé de Monitoring/evaluation et rédevabilité 

10 Responsable Finances 

11 Conseil National Sureté et Sécurité 

12 Assistant sécurité 

13 Expert en logistique 

14 Assistante Administrative 

15 Chauffeur 

16 Ménagère 

17 Chauffeur de poids lourds 

18 Ménager / Jardinier  
BUREAU PROJET BENI (BENI’S OFFICE) 
 

1 Responsable Finance 

2 Expert Capacity Building 
3 Assistante logisticienne 

4 Chauffeur 

5 Logisticien Base 
6 Chauffeur 

7 Chauffeur 

8 Agronome superviseur 
9 Caissière 

10 Mécanicien 

11 Chef de Sous-Base Kamango 

12 Chauffeur 

13 Chauffeur 

14 Chef de Sous-Base Oicha 

15 Secrétaire, Opérateur Radio 
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16 Secrétaire & Opératrice Radio 

17 Agronome terrain 
18 Agronome terrain 

19 Comptable 

20 Menagere 
21 Officier de securite 

22 Agronome Terrain 

23 Agronome Terrain 
24 Menagere 

BUREAU PROJET BUNIA (BUNIA’S OFFICE) 
 
 

1 Administrateur de Projet 
2  Chef de Projet  
3 Comptable 
4 Expert Logisticien 
5 Officier de Securite 
6 Secretaire 

7 Caissière 

8 Assistant Administratif 
9 Opératrice radio 

10 Assistant Magasinier 
11 Expert Wash 

12 Technicien Informaticien 

14 Assistant de suivi et évaluation 

15 Experte SECAL 

16 Chauffeur 

17 Chauffeur 

18 Agent d'entretien 
BUREAU PROJET KITCHANGA (KITCHANGA OFFICE) 
 

1 Chef de Projets Kitchanga 
2 Administrateur de Projets 
3 Chef de projet Adjoint 
4 Assistant Financier 
5 Comptable 
6 Caissière 
7 Officier de Sécurité 
8 Assistant Suivi et Evaluation 
9 Expert Sécurité alimentaire 

10 Experte Nutrition 
11 Expert Agriculture 
12 Animateur communautaire 
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13 Ingénieur en construction 
14 Expert Wash 
15 Magasinier  
16 Chauffeur 
17 Chauffeur 
18 Chauffeur 
19 Chauffeur 
20 Mécanicien 
21 Ménagère 
22 Magasinière 
23 Ménager 
24 Operatrice radio 
25 Assistant IT 
26 Chauffeur de poids lourds 
27 Secrétaire 
28 Expert en restauration,protection des terres et aménagement de paysage 
29 Animatrice Communautaire 
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Appendix D: List of NGOs in DRC 

 

 

Id 

 
Acronym
e 

 

Nom complet 

  

Catégorie      

         

 1  AA  Arche de l'Alliance   
ONG 
Nationale 

2  AAI  Action Aid International RD Congo   
ONG 
Internationale 

 3  AAP  Aide et Actions pour la Paix   
ONG 
Nationale 

4  AAP  Agence d'Achat de Performances   
ONG 
Nationale 

 5  ABC  Action pour le Bien Etre Communautaire   
ONG 
Nationale 

6  ACD  
ASSISTANCE AUX COMMUNAUTES 
DEMUNIES   

ONG 
Nationale 

 7  ACF USA  Action Contre la Faim USA   
ONG 
Internationale 

8  ACD  Action Commune pour le Développement   
ONG 
Nationale 

 9  ACOPE  
Action Concrète pour la Protection de 
l'Enfant   

ONG 
Nationale 

10  ACP  Action Contre la Pauvreté   
ONG 
Nationale 

 11  ACTED  
Agence d'Aide à la Coopération Technique et 
au Développement   

ONG 
Internationale 

12  ADE  Action d'Espoir   
ONG 
Nationale 

 13  ADES  
Agence de Développement Economique et 
Social   

ONG 
Internationale 

     
Actions pour le Développement Intégral par 
la Conservation    

14  ADIC  Communautaire   
ONG 
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Nationale 

     
Association pour le développement intégré 
des paysans et des    

 15  ADIPET  enfants dans le Tanganyika   
ONG 
Nationale 

16  ADRA  Adventist Development and Relief Agency   
ONG 
Internationale 

     
Association pour le Développement Social et 
la Sauvegarde de    

 17  ADSSE  l'Environnement   
ONG 
Nationale 

18  AFEDEM  
Appui aux femmes démunies et enfants 
marginalisés au Kivu   

ONG 
Nationale 

 19  AFRILAM  Afrique pour le Lutte Antimines   
ONG 
Nationale 

20  AIBEF  Appui aux Initiatives du Bien Etre Familial   
ONG 
Nationale 

     
Actions et Interventions pour le 
Développement et l'Encadrement    

 21  AIDES  Social   
ONG 
Nationale 

22  AIRD  
Africain Initiative for Relief and 
Developpement   

ONG 
Internationale 

 23  AJEDEC  
Association des jeunes pour le 
développement communautaire   

ONG 
Nationale 

24  ALDI  
Association Locale pour le Développement 
Intégral   

ONG 
Nationale 

 25  ALIMA  Alliance for International Medical Action   
ONG 
Internationale 

   AMUKA/  

AMUKA 

   

26 

 

Tanganika 

   
ONG 
Nationale      

 27  APEC  
Association pour la protection de l'enfance au 
Congo   

ONG 
Nationale 

28  APEDE  Amis de Personnes en Détresse   
ONG 
Nationale 
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 29  
APEDE-
MM  Amis de Personnes en Détresse -Mbuji Mayi   

ONG 
Nationale 

     
Association des Petites Eleveurs Tanneurs et 
Maroquiniers du    

30  
APETEMA
CO  Congo   

ONG 
Nationale 

 31  APES  
Action pour la Promotion de l'Environnement 
Social   

ONG 
Nationale 

32  APFE  
Association pour la Promotion de l'Eveil de 
la Femme   

ONG 
Nationale 

 33  APPRONA  
Appui Aux Projets Pour la Protection de la 
Nature   

ONG 
Nationale 

34  APROBES  Action pour la Promotion du Bien Etre Social   
ONG 
Nationale 

 35  APRODEF  
Action pour la promotion et le 
développement familial   

ONG 
Nationale 

     
ASSOCIATION POUR LA PROMOTION 
DE L’HYGIENE ET LE    

36  APROHDIV  
DEVELOPPEMENT INTEGRAL DES 
VULNERABLES   

ONG 
Nationale 

     
ACTION POUR LA PROTECTION DE LA 
SANTE HUMAINE,    

 37  
APROSHA
V  ANIMALE ET VEGETALE   

ONG 
Nationale 

38  ASAF  Action santé Femme   
ONG 
Nationale 

 39  ASK  Armée du Salut Kalemie   
ONG 
Nationale 

40  ASOV ASOV  
ONG 
Nationale 
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Association des Volontaires pour la Récupération 
des Enfants  

41 AVREO Orphelins, Abandonnés, Déplacés et Malnutris 
ONG 
Nationale 

42 AVSI Fondazione AVSI 
ONG 
Internationale 

43 AVUDS 
Action des Volontaires Unis pour le 
Développement et la Santé 

ONG 
Nationale 

  
Bureau d’Etude, d’Elaboration et d’Exécution des 
Programmes et  

44 BEPROD Projets de Développement. 
ONG 
Nationale 

45 BOAD Bureau Œcuménique d'appui au Développement 
ONG 
Nationale 

46 CA Christian Aid 
ONG 
Internationale 

47 CAAP-T CAAP Tujitegemee 
ONG 
Nationale 

48 CADE 
Clubs d'Amis pour le Développement et 
l'Environnement 

ONG 
Nationale 

49 
CADECOD 
BDD CADECOD BANDUNDU 

ONG 
Nationale 

50 
CADECOD 
EQ CADECOD EQUATEUR 

ONG 
Nationale 

  
Centrale d'Achat et de Distribution de Médicaments 
Essentiels du  

51 CADMETA Tanganyika 
ONG 
Nationale 

52 CAFID 
CENTRE D’ACCOMPAGNEMENT DES FILLES 
DESOEUVREES 

ONG 
Nationale 

 CAMPS 5ème   

53 CELPA 
Centre d'Assistance Médicale et Psychologique 
CELPA 

ONG 
Nationale 

 
CAR 
Allemagne   
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54 (DCV) Caritas Allemagne (DCV) 
ONG 
Internationale 

 
CAR 
Butembo-   

55 Beni Caritas Butembo-Beni 
ONG 
Nationale 

56 CAR Kananga Caritas Développement Kananga 
ONG 
Nationale 

57 CAR Belgique Caritas International Belgique 
ONG 
Internationale 

58 Car Bukavu Caritas Bukavu 
ONG 
Nationale 

59 CAR Congo Caritas Congo 
ONG 
Nationale 

60 CAR Dungu Caritas Diocésaine de Dungu-Doruma 
ONG 
Nationale 

61 
CAR 
KASONGO Caritas Kasongo 

ONG 
Nationale 

62 CAR Kindu Caritas Développement KINDU 
ONG 
Nationale 

63 CAR Lushi Caritas Développement Lubumbashi 
ONG 
Nationale 

64 CAR MAH 
CARITAS DEVELOPPEMENT MAHAGI-
NIOKA 

ONG 
Nationale 

65 Car Manono Caritas Manono 
ONG 
Nationale 

66 
CAR 
MATADI Caritas Matadi 

ONG 
Nationale 

67 
CAR 
Mbandaka Caritas Mbandaka 

ONG 
Nationale 

68 Car Mbuji Caritas Mbuji-Mayi 
ONG 
Nationale 

69 CAR Tchumbe Caritas Tchumbe 
ONG 
Nationale 

70 CAR Uvira Caritas Développement Diocèse d'Uvira 
ONG 
Nationale 
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71 CARE Cooparative for Assistance and Relief 
ONG 
Internationale 

72 CAU Collectif Alpha Ujuvi 
ONG 
Nationale 

73 CBS CONVENTION POUR LE BIEN ETRE SOCIAL 
ONG 
Nationale 

74 CD Goma Caritas Développement Goma 
ONG 
Nationale 

75 
CDCD 
Kalemie 

Commission Diocésaine Caritas-Développement 
Kalemie 

ONG 
Nationale 

76 CDD Bunia Caritas Développement du Diocèse de Bunia 
ONG 
Nationale 

77 CDJP Katanga Commission Diocésaine Justice et Paix Katanga 
ONG 
Nationale 

78 CDKA Caritas Développement Kabinda 
ONG 
Nationale 

79 CDM Caritas Développement Molegbe 
ONG 
Nationale 

80 CEDI 
Commission d’Encadrement pour le 
Développement Intégré 

ONG 
Nationale 

81 CEDIER 
Centre de Développement Intégral pour l’Enfant 
Rural 

ONG 
Nationale 

  
COMITE POUR L’ENCADREMENT ET LE 
DEVELOPPEMENT  

82 CEDIP INTEGRAL DES PAYSANS 
ONG 
Nationale 

  
CENTRE D’ETUDES ET D’INITIATIES POUR UN 
DEVELOPPEMENT  

83 CEIDEI INTEGRAL 
ONG 
Nationale 

84 CEILU CONG 
Centre d’Encadrement intégré de Lukibu en RD 
Congo 

ONG 
Nationale 

85 CENEAS Centre d'Etudes et d'Actions Sociales 
ONG 
Nationale 
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86 CEPAC CEPAC 
ONG 
Nationale 

  
CENTRE PILOTE DE FORMATION 
PROFESSIONNEL DES JEUNES  

87 
CEPIFOP/JE
D POUR LE DEVELOPPEMENT 

ONG 
Nationale 

88 
CEPROSSA
N Centre de Promotion Socio-Sanitaire 

ONG 
Nationale 

89 CESVI Cooperazione E Sviluppo 
ONG 
Internationale 

90 
CIAUD-
CANADA 

Comité International pour l’Aide d’Urgence et 
le Développement 

ONG 
Internationale 

91 CISP 
Comitato Internazionale Per lo Sviluppo dei 
Popoli 

ONG 
Internationale 

92 CODEVAH 
Comité pour le Développement et l’Assistance 
Humanitaire 

ONG 
Nationale 

93 CONCERN CONCERN 
ONG 
Internationale 

94 Conscience Conscience 
ONG 
Nationale 

95 COOPI Cooperazione Internazionale 
ONG 
Internationale 

96 Cordaid 
The Catholic Organisation for Relief and 
Development Aid 

ONG 
Internationale 

  
Centre de Recherche et d'Appui aux Initiatives 
de Développement  

97 CRAIDI Intégré 
ONG 
Nationale 

98 CRC Croix-Rouge RDC 
ONG 
Nationale 

99 CRK Croix Rouge Kisangani 
ONG 
Nationale 

100 
CRRDC 
MJM Croix Rouge Mbuji-Mayi 

ONG 
Nationale 
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101 
CRRDC/M
MA 

Croix rouge de la République Démocratique du 
Congo/Maniema 

ONG 
Nationale 

102 CRRDCNK 
Croix Rouge République Démocratique du 
Congo/Nord-Kivu 

ONG 
Nationale 

103 CRRDC-TD Croix Rouge District Tanganiyka 
ONG 
Nationale 

104 CRS Catholic Relief Service 
ONG 
Internationale 

105 CRSK 
Croix Rouge République Démocratique du 
Congo/Sud-Kivu 

ONG 
Nationale 

106 DCA DanChurchAid 
ONG 
Internationale 

107 DDK/CDS 
Diocese de Kisantu/Caritas Développement 
Santé 

ONG 
Nationale 

108 Diakonie DIAKONIE ‐ Diakonie Katastrophenhilfe 
ONG 
Internationale 

109 DIOBASS Plate Forme Diobass au Kivu 
ONG 
Nationale 

110 DRC Danish Refugees Council 
ONG 
Internationale 

111 EAD Enfance pour l'Avenir et le Développement 
ONG 
Nationale 

  
Eglise du Christ au Congo /Ministère de 
l’Eglise pour les réfugiés  

112 ECC MERU et les Urgences 
ONG 
Nationale 

113 EHB EAGLE HOUSE BUSINESS 
ONG 
Nationale 

114 EMI EBEN EZER MINISTRY INTERNATIONAL 
ONG 
Nationale 

115 
EMO-
BARAKA EMO-BARAKA 

ONG 
Nationale 

116 FHIDAU 
Federation Handicap International. Direction 
Aide Urgence 

ONG 
Internationale 

117 GADDE 
Groupe Africain de Déminage, Développement 
et Environnement 

ONG 
Nationale 
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118 GLC Groupe La Colombe 
ONG 
Nationale 

  
Grand Peuple pour le Développement 
Communautaire  

119 
GRAPEDEC
O International 

ONG 
Nationale 

120 HAP RDC Helpage Programme - RD Congo 
ONG 
Nationale 

121 
HEAL 
AFRICA Heath Education Action and Leadership 

ONG 
Internationale 

122 HIA Suéde Hope In Action 
ONG 
Internationale 

123 HKI Helen Keller International 
ONG 
Internationale 

124 HYFRO Hydraulique Sans Frontières 
ONG 
Nationale 

125 IC Invisible Children 
ONG 
Internationale 

126 
IEDA 
RELIEF 

International Emmergency and Development 
Aid 

ONG 
Internationale 

127 IFEDI 
Initiative des Femmes pour le Développement 
Intégré 

ONG 
Nationale 

128 IMA Interchurch Medical Assistance World Health 
ONG 
Internationale 

129 IMC International Medical Corps 
ONG 
Internationale 

130 
INTER-
ACTIONS  

ONG 
Nationale 

131 Intersos INTERSOS ONG 
ONG 
Internationale 

132 IRC International Rescue Committee 
ONG 
Internationale 

 

Daystar University Repository

Library Archives Copy



 

124 

 

    

    

133 LC Louvain Cooperation 
ONG 
Internationale 

134 
LIDEAS 
DRC 

Ligue pour le Développement et l'Assistance 
Sociale 

ONG 
Nationale 

  
Ligue de la Zone Afrique pour la Défense des 
droits des Enfants et  

135 LIZADEEL Elèves 
ONG 
Nationale 

136 LPI Life & Peace Institute 
ONG 
Internationale 

137 LWF Federation Lutherienne Mondiale 
ONG 
Internationale 

138 MAAMS 
Multi Actions d'Assistance aux Marginalisés et 
aux Sinistrés 

ONG 
Nationale 

139 MAG Mine Advisory Group 
ONG 
Internationale 

140 MAGNA Magna Enfant en Péril 
ONG 
Internationale 

141 MDA Médecins d'Afrique 
ONG 
Internationale 

142 
MDM 
Belgique Médecin du Monde Belgique 

ONG 
Internationale 

143 MEDAIR Medair 
ONG 
Internationale 

144 
MEMISA 
Belgique Mecal Missionary Action Belgium 

ONG 
Internationale 

145 Mercy Corps Mercy Corps 
ONG 
Internationale 

146 NCA Norwergian Church Aid 
ONG 
Internationale 

147 NRC Norvegian Refugiee Council 
ONG 
Internationale 

148 
OXFAM 
BEL Oxfam Solidarité Belgique 

ONG 
Internationale 
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149 OXFAM GB Oxfam Grande Bretagne 
ONG 
Internationale 

150 
OXFAM 
NOVIB OXFAM NOVIB 

ONG 
Internationale 

151 OXFAM Q Oxfam Quebec 
ONG 
Internationale 

152 PADEBU 
Programme d'Action pour le Développement 
des Bases Unies 

ONG 
Nationale 

153 PADECO 
Promotion et Appui au Développement 
Communautaire 

ONG 
Nationale 

154 PADI 
Programme d’Action pour le Développement 
Intégré 

ONG 
Nationale 

155 PAP 
Programme d’Assistance aux Pygmées en RD 
Congo 

ONG 
Nationale 

156 PEAC Province Eglise Anglicane Cong 
ONG 
Internationale 

157 PEDI 
Programme de l’Education et du 
Développement Intégral 

ONG 
Nationale 

158 PIN People In Need 
ONG 
Internationale 

159 PPLD Pain Pour Les Déshérités 
ONG 
Nationale 

160 PPSSP 
Programme de Promotion des Soins de Santé 
Primaires 

ONG 
Nationale 

  
Promotion et Complémentarité des Cultures 
pour le  

161 PROCCUDE Développement 
ONG 
Internationale 

  
Projet de Développement Agricole et 
d’Élevage à Walu-Ituri-  

162 
PRODAEWI
-ONGD 

Organisation Non Gouvernementale de 
Développement 

ONG 
Nationale 

163 PS Primar Synergie 
ONG 
Nationale 

164 PSI ASF Association de Santé Familiale 
ONG 
Internationale 

Daystar University Repository

Library Archives Copy



 

126 

 

165 PSSP Prix Santé Sans Prix 
ONG 
Nationale 

166 PU AMI Première Urgence-AMI 
ONG 
Internationale 

167 RCID 
Réponse aux Catastrophes et aux Initiatives de 
Développement 

ONG 
Nationale 

168 
RECONFOR
T Reconstruire avec Nouvelles Forces 

ONG 
Nationale 

169 RHA Rebuild Hope for Africa 
ONG 
Nationale 

170 
SAD 
AFRICA 

Soutien et Action pour le développement de 
l'Afrique 

ONG 
Nationale 

  
Solidarité des Associations Féminismes pour 
les Droites de la  

171 SAFDF Femme et de l'Enfant 
ONG 
Nationale 

172 SANRU SANTE RURALE 
ONG 
Nationale 

173 SAP Synergie d'Aide Prioritaire 
ONG 
Nationale 

174 
SAVE 
CONGO SAVE CONGO 

ONG 
Nationale 

175 SCI Save the Children International 
ONG 
Internationale 

176 SDC Social Development Center 
ONG 
Nationale 

177 SFCG/RDC SEARCH FOR COMMON GROUND 
ONG 
Internationale 

178 SOCOAC Solidarité Coopérative Agricole du Congo 
ONG 
Nationale 
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179 SODERU Solidarité pour le Développement Rural 
ONG 
Internationale 

180 
SOLIDARIT
E Solidarités International 

ONG 
Internationale 

181 
SOPRODEC
O 

Solidarité au Programme de Développement 
Communautaire 

ONG 
Nationale 

182 SOPROP 
Solidarité pour la Promotion Sociale et la 
Paix 

ONG 
Nationale 

183 SP Sumaritan Purse 
ONG 
Internationale 

184 SVH Solidarités des volontaires pour l'Humanité 
ONG 
Nationale 

185 SYLAM 
SYNERGIE POUR LA LUTTE 
ANTIMINES 

ONG 
Nationale 

186 Tearfund Tearfund 
ONG 
Internationale 

187 Trocaire Troocaire 
ONG 
Internationale 

188 TSF Terre Sans Frontiere 
ONG 
Internationale 

189 UMCOR United Methodist Comm.Relief 
ONG 
Internationale 

190 UWAKI 
Umoja Wa Wanawake Wa Kulima Wa Kivu-
Maniema 

ONG 
Nationale 

191 VIPATU VIPATU 
ONG 
Nationale 

192 WC UK War Child UK 
ONG 
Internationale 

193 WCC WAR CHILD CANADA 
ONG 
Internationale 

194 WCH War Child Holland 
ONG 
Internationale 

195 WHH/AAA Welt Hunger Hilfe/German Agro Action 
ONG 

Daystar University Repository

Library Archives Copy



 

128 

 

Internationale 

196 WOA Women Of Africa 
ONG 
Internationale 

197 WV World Vision 
ONG 
Internationale 

198 YMES YMES GRAND LAC 
ONG 
Nationale 

199 ZOA Zuid Oost Azic (Sud Est Asie) 
ONG 
Internationale 
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