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Abstract

The paper intended to study managerial impedim&hish may hinder effective managerial practices by
IT managers and their co-workers. The manageriaédr included: rules, initiatives, emotions, imriztd
action and integrity. This paper described theatgwof managerial practices by managers in infaonat
technology departments. The findings on Percemifdit managers and administrators towards the dsive
of managerial practices by IT managers put a l@phasis on immediate action with regards to
emergencies and driver of rules ( lack of committhemexplain the impediments faced by IT managers.
Purpose: This research sought to find out if IT aggrs were facing challenges resulting from
administration and management practices. This relseas carried out to investigate on the impedisien
facing IT managers. The study involved effectiviwehs of management adopted from Sabourin (2009)
experiential leadership model, with managerial €h$vof; rules, initiatives, integrity, immediatdiao and
emotions to better identify key obstacles that faéermation technology managers and their manageme
practices.

Methodology: A mixed method of qualitative (focu®gp discussion) and quantitative (a survey with a
guestionnaire) approaches was applied to this silliyse involved group discussion of IT techniciand
administrators in the selected organizations iraaa@ian province. The total number of surveyed
managers was 149.

Findings: With regards to the drivers of managenpeattices, it was established that the driver of
immediate action holds the highest consideratioratds managerial practices by IT managers. Thiedri
had, a frequency recorded 131, mean of 3.1897,aneaxfi3.200 and standard deviation of 0.75874. The
driver of rules was after analysis found to ha¥eeguency of 132, a mean of 2.5773, median of 2&aD
standard deviation of 0.72983. The driver of emmtibad a frequency of 131, mean of 2.5530, median o
2.400 and standard deviation of 0.71773. The dféntegrity had a frequency of 130, mean of 2%96
median of 2.600 and standard deviation of 0.70808. driver of initiatives had a frequency of 13Gan
score of 2.8923, median of 2.800 and standard tieniaf 0.80602. The summary of the report has been
presents in table 2.

Conclusion: This study focused on the challenggee&nced by IT managers and co-workers as they
execute their management practices. Taken as a&wha findings suggest that, there are some
impediments associated with drivers of Emotionsnadiate action, Rules and initiatives as well as
integrity. Even if these obstacles are in multipleels to develop and promote IT management prstit

is imperative to study with more depth obstaclegdiaby IT managers in order to better understamd ho
the obstacles they face represent an impedimehetdevelopment of their competencies and effective
performance in IT.

Paper type: Research paper

Keywords. Managerial drivers, managerial practices, Infoforatechnology (IT), Information
management

1.0 Introduction

The current field of management has through rebeasen the need to study the rising challengés tha
impede information technology management practibes. to globalization that has come as a resuhef
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society accepting and making use of the technodbgimducts and advancements, there have arisen a
number of management hindrances that face theniraftion technology specialists. According to Martin
(2009), there is an urgent need to investigateusnuigrscore the overall importance of information
technology managers and their co-workers as awhglcreate effective management practices. These
dimensions, as inferred by Yoo et al., (2006) apository to human resource management in
organizations and information technology managerheintg an important department within the
organization, will in one way be affected by mamagat decisions and practices of the top decision
making bodies within the organization (Huub, 2008lliam, 1980; Barbara, 2001; Caudle, 1991).

The way and the manner in which information techgglmanagers exhibit their management practices are
determined by a number of factors and drivers. Softleese factors according to Bob (1994) include
performance management, best management pradtif@sation technology products, services and
delivery processes.

Information technology (IT) products, services, aetivery processes are important resources foltses
driven government programs and operations (Dru@@97; Gee-woo, 2005; Kara, 2007). For purposes of
this research, information technology (IT) alsduies the organizational units and contractors aiiiyn
responsible for delivering IT. Line managers, tpemational customers relying on IT products andises
and information technology managers themselvest teadmow "How are information technology
products and services, including the informatidnaistructure, supporting the delivery and effeatiess of
the enterprise's (agency) programs?" As pointelhilyp (2003), successful organizations rely hegagit
performance measures to operationalize missiorsgoal objectives, quantify problems, evaluate
alternatives, allocate resources, track progress|earn from mistakes (Lucas, 1975; Hal, 1992;,Yoo
2006; Thomas, 2009). Operational customers anddiagers in these organizations form partnerships to
design, manage, and evaluate IT systems that ificakto achieving improved mission success codple
with effective managerial practices (Kling, 1980Gd6, 1992).

How IT performance management and practice is degsigmplemented, and sustained in each
organization depends on many factors, including;diganization's culture, whether the management
practices supports information technology perforoceamanagement (Lesile, 2007, Yoo, 2006; Huub,
2008) and reflects this support in its program pesonnel appraisal and reward systems which ie¢lud
the importance of IT to program (mission) delivahg accepted utility of IT in the organizationeth
allocation of IT responsibilities in the organizatj including whether IT is centrally managed or
responsibility is dispersed and the availabilityegources (e.g., skills, people, tools, moneyugport
performance management practices.

1.1 Purpose

The relevance and reliability of an Informationtteology system is evaluated based on the quality of
products that comes out after successive traimmganagerial practices. The rise of IT managersrhas
number of ways established the need to have revitheir management theories and practices.

This research therefore, sought to find out if I&magers were facing challenges resulting from
administration and management practices. This relseas carried out to investigate on the impedisien
facing IT managers. The study involved effectiviwehs of management adopted from Sabourin (2009)
experiential leadership model, with managerial €hsvof; rules, initiatives, integrity, immediateian and
emotions to better identify key obstacles that faéermation technology managers and their manageme
practices.

1.1.2 Research Objectives
1.1.2.1 General objective

The general objective was to critically establisé inanagerial challenges that impede IT manageite wh
executing their leadership and management functions

1.1.1.2 Specific objectives
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(i)  To identify the status, problems and the needsithér managerial orientation within IT related
organizations and departments.
(ii) To investigate how IT managers execute their famstias they motivate junior employees and
personnel.
(iii) To establish how effective and relevant managdrigkers will be adopted by IT managers.

1.1.3 Hypothesis Formulation

H;: Good and well structured policies and quality agement approach by IT managers will have a
positive impact on the performance of their empésyin relation to driver of rules.

H,: Given the nature of managerial impediments, IThagers and professionals would face challenges
when initiating new changes in relation to drivémmtiatives.

Hs:  Stimulating the emotions of employees can hegate better results and spur performance of an
organization in relation to drivers of emotions.

H,: Given the ever rising needs and decision to beélemlay managers, when faced with challenges
managers will rely on the driver of immediate actio

1.1.4 Research Questions

In regards to the managerial practices adopted lmgdnagers and the impediments they face while
exercising their managerial practices, the follaywyuestions were formulated,

Q: Would there be a tie-in between the IT profesdmparceptions of their own organizations and the
impediments related to drivers of rules?

Q. Would there be a link between the IT professiopalxeptions of their own organizations and the
impediments related to drivers of initiatives?

Q3 Would there be a linkage between professionalsgpdions of their own organizations and the
impediments related to drivers related to emotions?

Qs Would there be a connection between the profesisi@egiceptions of their own organizations and the
impediments related to drivers related to immediateons?

2.0 Literature Review
2.1 Overview of the Theoretical Framework

The current managerial requirements in technolayetbpment and innovations have installed a lot of
pressure on IT managers to seek to perform to besir level. There are some key areas in IT thesteth
managers have to monitor constantly and periogitalavoid any communication lapses and other
technical hitches that accompany information dejivéhese include; management practices, human
resource control and information management

2.1.1 Management Practices: The Foundation of FfoReance Management practices

IT performance management and measures are coesidabsets of overall performance management
systems (Kara, 2007). In structuring an effectippraach to performance management, it is also itapbr

to (i) differentiate between IT's impact on intediasde versus final program outcomes, (ii) use adgoo
balance of different kinds of IT measures, (iii)denstand that measures may differ by management tie
within an organization, and (iv) evaluate both theerall performance of the IT function within an
organization and the outcomes for individual ITéstments (Gee-woo, 2005; Kara, 2007).

This approach suggests three primary practice atestscharacterize IT performance management: IT
systems with agency missions, goals, and programesisures that determine how well IT is supporting
strategic, customer, and internal business neats;parformance measurement mechanisms at various
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decision-making levels within an organization. Tewgpporting practice areas are important to keep the
overall IT measurement process working which preyigrformance data that is accessible, reliable, an
collected in the least burdensome manner (Druck@®,7; Gee-woo, 2005; Kara, 2007). The benefit of
effective automated data and management informatjetems is that performance information can be
effectively and efficiently used to make strategitanagerial, and day-to-day operational decisiéms.
addition, a commitment to the concept of continumagrovement used for organizations is essential fo
maintaining effective IT managerial practices (KeE®80).

Use of an IT results chain is only as good as thstg and specificity of the overall organizatidripals
and objectives. Leading organizations build consgrmnong program managers, IT managers, customers,
stakeholders, and staff to establish joint owngrsbir performance management. They work together to
achieve a common understanding of goals, objectmessures, and anticipated outcomes (Rapport)1970
As a practical matter, those who will judge thecass of programs and the supporting functions shoul
agree on the links in the results chain from itgppae to the vital few measures (Wren, 1994). ldlgand
measures flow directly from strategic goals. IT mgers and staff do not develop performance
management systems that optimize operational cestoesults without considering an enterprise wide
perspective (Yoo, 2006). IT goals and measuresigpart of individual operational customers must tnee
IT department or unit objectives. In turn, IT depant or unit objectives must map directly to both
programmatic and enterprise wide strategic direstior goals (Drucker, 2007; Gee-woo, 2005; Kara,
2007). The result is that IT goals and measurexktia a seamless fashion back to enterprise sitateg
directions or goals. If such mapping is not obviadeen comparing measures and high-level goals|Tthe
function is probably not measuring the right things

2.1.2 Information management

Implementing information technology solutions in @mplex and ever-changing organizational
environment is never easy (Graeme & Martin, 2008 challenges inherent in information management
projects mean that new approaches need to be tifilkkay are to succeed. Users don’t understantsys
(Muhammad et al., 2009). When presented with siferint information systems, each containing one-
sixth of what they want, they generally rely oniacp of paper instead (or ask the person nextém}h
Educating staff in the purpose and use of a dispamet of information systems is difficult, and geally
fruitless (Libicki 1995). The underlying goal shduherefore be to deliver a seamless user expesieme
that hides the systems that the information is ognfiiom (Young-Mi, et al., 2007). This is not toyghat
there should be one enterprise-wide system thatirmnall information. There will always be a neaed
have multiple information systems, but the inforimatcontained within them should be presented in a
human-friendly way (Libicki 1995; Tanya & Huub, )0

Successful information management is about orgaiz and cultural change, and this can only be
achieved through strong leadership (Kendall et9@7). The starting point is to create a clear visib the
desired outcomes of the information managementegtya This will describe how the organization will
operate, more than just describing how the infolmnasystems themselves will work. Effort must then
put into generating a sufficient sense of urgemcgrtve the deployment and adoption of new systants
processes (Libicki 1995). Stakeholders must alsergaged and involved in the project, to ensuré tha
there is support at all levels in the organizatidhis focus on leadership then underpins a range of
communications activities that ensure that the mimgdion has a clear understanding of the projactsthe
benefits they will deliver (Kraemer et al 1981). ¥vhprojects are solely driven by the acquisitiod an
deployment of new technology solutions, this lealigr is often lacking. Without the engagement and
support of key stakeholder outside the IT areagdhmojects often have little impact.

In practice, anyone looking to design the complefermation management solution will be trapped by
‘analysis paralysis’: the inability to escape thanming process. Organizations are simply too cempb
consider all the factors when developing strategieplanning activities. The answer is to let gotlod
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desire for a perfectly planned approach (Robeal.e2009). Instead, project teams should takearrjey

of a thousand steps’. This approach recognizes ttteae are hundreds (or thousands) of often small
changes that are needed to improve the informatianagement practices across an organization. These
changes will often be implemented in parallel (&¢ee et al., 2005).

2.1. 3 Conceptual framework

To develop our conceptual framework, the researeRplored the previous model developed by Sabourin
(2009) on the drivers necessary for effective perince. This model consisted of the five drivemnely;
rules, emotions, immediate action, initiatives antkgrity. These drivers have been presented in the
diagram below. The following is a brief descriptiofithe drivers as inferred by Sabourin (2009)

(i)Rules: This deals with the clarification andgaliment of the manager’s objectives. The drivergath
variables that refer to factual and rational arialg$ given situations. This perspective leadsdiecept
forming and formulation of generalizations thatmate the observations and the reflections. The
economic planning and the analysis are prevailintis dimension. Obstacles deal with figures, fégu
and protocols. Decision-making is based on factksarstract principles.

(ilEmotions: The driver of emotions deals withtgeg a commitment to the manager’s objectives by it
employees. This driver gathers variable dealingp wapic such as fetching a commitment, clarifying
problems, reconciling the divergent points of viamd establishing consensus. In this second sityatie
make a thoughtful observation that consists of mgkibservations on the experience lived by thegpers
and of thinking about their meaning.

(iimmediate Action: The driver of immediate amti gathers variables that reflect creating valugedd
action or immediate actions in response to urgeattars in the execution of objectives. It addresses
concrete action and those that allows rapid actionsmall scale to obtain quick results. Thus, the
variables deal with quick decision taking withoespect to an established plan.

(iv)Initiatives: The driver of initiatives deals thitranslating managerial objectives into concpetgects
for employees. It gathers variables dealing withoiduction of new projects and ideas that resalt®ore
willing and more capable employees. This third érirelies on the active experiment of initiativiesalize
projects and continuous improvements to the exjsdittivities.

(v)Integrity: The driver of integrity deals with eguting objectives in the context of integrity aflwes and
principles. It gathers variables associated witkceting objectives in respecting organizationatigaland
principles. These variables refer to obstaclesdfamacerning organizational values. This is theacip to
realize the organization objectives in the respétte integrity under pressure.

3. 0 Research Methodology and Design

3.1.1 Study design

The research involved qualitative and quantitasivelies to explore the research objectives andnfysd
The use of a “mixed-methodology” approach, bothlitatave and quantitative methods, benefited the
researcher by giving a wider view and more evideéo@nalyze the issues. A focus group and a survey
were involved in the respective stages (qualitagive quantitative) of this research in Canadiawipoe.
Firstly, focus group (IT technicians) findings seethe purpose of providing information for the hex
stage. The data gathered from the focus groupsanayzed to identify how IT specific themes matoh t
variables in the identified in the literature. Sedly, an online survey was used to explore in depthe of
the impending issues which IT managers face whiéeating their objectives.

3.1.2 Participants Sample
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The eligible study participants were degree praparal qualified IT technicians and administratoosr
various IT systems and institutions operating wittiie Canadian province selected for study. For the
specific purpose of this study, a survey of 148infation technology managers was completed and
analyzed using the descriptive statistics analfgsisvhich 5 categories of obstacles faced by infatiom
technology managers were identified.

Before undertaking this study, we developed a $iggnstrument capable of measuring management
practices adopted by information technology maregetheir organizations. To do so we completedta s
of 15 focus groups with information technology mges to survey from a qualitative perspective stste
obstacles that they faced. They were gathered uhdéy categories of the previous research caotigdyy
Sabourin (2009).

3.1.3 Focus groups with managers to identify maralgebstacles

Before undertaking this specific study, we compdteeus groups with information technology managers
to list the various obstacles they face from eddh@drivers previously identified. Fifteen foogioups
were conducted with an average of 10 informatiomagars per group to identify obstacles faced by
managers. We identified 5 obstacles from eachebtrivers totaling to 25 obstacles. The obstagk®
selected based on the frequency among the paritsipar each of the focus groups. The obstacles
identified were used as input to elaborate the oreasent instrument related to obstacles.

3.1.4 Development of a measurement instrument

We further developed an instrument tool to meatheole of the 25 obstacles that were identifiéith w
managers in focus groups. We used the verbatimmeofocus group to elaborate a survey to validatsdh
obstacles. A pre-test of questionnaire was adneirgstand the questions were sequentially adjusitikd w
fifteen groups of approximately 10 managers peugtoefore being rolled out to a larger sample of
managers. Several adjustments were made in thesetbst to insure the statistical behavior of each
questions. The table below presents each of tlguastions that were completed by the participaritis
has been presented in table 2.

3.1.5 Surveys of information technology managers

The step 4 consisted of surveying a group of 148agers in a governmental Department of a Canadian
province. The participants were all managers aogept managers with an information technology
background and were in charge of supervising infdiom technology projects. The group was seleaied t
insure the homogeneity of the respondents in tefesigins, task and functions.

In the specific context of this research, we suedethis specific group of managers in public seawic
going through the context of information managentertetter understand obstacles facing information
technology managers. These managers were undeytalimsformation of their administrative systems
with information technology activities in governniémstitutions.

3.1.6 Data Analysis

For the purpose of this research, data analysisiessriptive in nature. To simplify the interprétat
degree of agreement with statements was aggremputetivo categories of yes and no. Responses were
analyzed as single cohort for the respective oketand variables that constituted the driversir@nl
survey data were downloaded to an excel spreadahddhen imported into standard statistical paekag
for social sciences software for descriptive arialyResponses were categorized into two general
categories of “Yes”, and “No” to simplify data erpretation. Incomplete surveys were included @& th
analysis, provided that the basic demographic mé&dion and a response to a particular question were
provided.

4.0 Findings and Results
4.1.1 Results

One hundred and forty nine (149) online survey ssee were recorded during the designated survey
collection period. This represents 45% of all ITmmagers practicing in Canada. None of the surveys we
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found to contain no responses or respondent digticgurvey attempts and thus none was neglected. We
noted that not all participants provided responsesl the survey questions.

4.1.2 Frequency demographics based on resear@blewiwith regard to managerial practices adopyed b
IT managers

The frequency demographic and respondents chasditi®iare summarized in table 2. This was based in
the years of practice in administrative and manag#rositions since commencing the employment. The
analysis of the data involved a purely descripimalysis, which had frequency, percentage, valid
percentage and the means of central tendencie$witkided mean, median and standard deviation
(Table 3).

4.1.2.1The driver of rules

Below is a description of what the data gatherethfthe survey regarding each of the variablesisf th
driver. The driver had variables labelegh Y6 V33 With regards to ¥ .it was noted to have mean score
2.28, median of 2.00 and standard deviation 0.844.noted a mean score 2.02 median of 2.00, and
standard deviation 0.933;¥ the variable came out with a mean score 2.54jan€2100 and standard
deviation 0.668. ¥: had noted mean score 3.08, median of 3.00 andatd deviation 1.373. ¥
emerged with a mean score 2.99, median of 3.00stamdiard deviation 1.190.

4.1.2.2. The driver of emotions

The driver had its variables labeled ag ¥ V5. V34 had a mean score: 2.61 and, median of 2.50 and,
standard deviation: 0.862 33 noted to have a mean score 2.50, median of 210G@ndard deviation
0.906. 46 was observed to have a mean score 2.86, mediza@®@fnd standard deviation 0.906;:V
only reported a mean score of 2.24, median of ari@Dstandard deviation 0.901ggVafter analysis, we
noted a mean score of 2.36, median of 2.00, atanalard deviation of 0.934.

4.1.2.3 The driver of initiatives

The driver had important variables labeleg ¥ V,s. V3o For this variable the median score is 2.55,
median of 2.00 and the standard deviation is 1.0} noticed a mean score 2.92, median of 3.00 and
standard deviation 1.064 4)had a mean score 2.77, median of 3.00 and stadearation 1.020. ¥5. had
a mean score is 3.26, median of 3.00 and the stdudgaiation is 1.118. M: From the data analysis, the
mean score 2.99, median of 3.00, standard deviatoro.

4.1.2.4 The driver of immediate action

The driver had variable labeled Mo V.g Va4 From the analysis, this variable had a mean sa?e92,
median of 3.000 and standard deviation of 1.123.8¢ooped a mean score was of 3.34, median of 3.00
and standard deviation 1.152,¢VThe analysis of the data gave rise to a mearest88, median of 3.00
and standard deviation1.210,,VThis variable screened a mean of 3.80, mediahQff and a standard
deviation of 1.137. ¥ managed to hold a mean score of 2.94, mediar06fénd a standard
deviation1.334.

4.1.2.5 The driver of Integrity

Under this driver there were variables labelggtd Vs3. V,o. after analysis had a mean score of 2.61,
median of 3.00 and standard deviation 0.984;, ¥creened a mean score of 2.89, median of 3.8@an
standard deviation 0.9545) Overall, this had a mean average score of 2. ¢2jan of 3.00 and standard
deviation 0.901. ¥,; was noted to have a mean average score of 2&diamof 2.00 and standard
deviation of 1.010. Yswas observed to have a mean score is of 2.94, mefliz 00 and standard
deviation 0.954.

4.1.3 Perception of IT managers towards the drigémmanagerial practices and leadership

With regards to the drivers of management practit@gs established that the driver of immediatéoa
holds the highest consideration towards managerétices by IT managers. This driver had, a fraque
recorded 131, mean of 3.1897, median of 3.200 tmdlard deviation of 0.75874. The driver of rulesw
after analysis found to have a frequency of 132ean of 2.5773, median of 2.500 and standard deniat
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of 0.72983. The driver of emotions had a frequerfc}31, mean of 2.5530, median of 2.400 and stahdar
deviation of 0.71773. The driver of integrity haéf@equency of 130, mean of 2.6969, median of 2 &)
standard deviation of 0.70603. The driver of initias had a frequency of 130; mean score of 2.8923,
median of 2.800 and standard deviation of 0.80802.summary is presented in table 4.

Our analysis therefore brings to light, the modesrspective of five drivers of management for IT
managers. The analysis of the data highlights how&nagement gathers multidimensional practicels wit

varying complementary facets. The following is eebdiscussion of the drivers.

The driver of immediate action is considered afohemost management driver due to its high saore i
mean of 3.1897 and median of 3.200. In other wardgrgencies and last minute rush would always aris
and if puzzled well, they contribute to successfdcution of management and objective achieveriiéiet.
findings related to the driver of initiatives ca@ &pplied in the area of identification of trainizugd
developmental needs of IT managers and employedglfitl the competency gap. Conversion of goals
into concrete projects, techniques used for teassedananagement, techniques used as self resolation
solving managerial dilemmas all need a set of umicpmpetency.

The findings related to the driver of rules alsgdmanagerial and leadership implications for IT
managers. This driver focuses on the clarity of mamicating the expectations, systems to evaluate th
results and supportive parameters and the proseskfar regular reviews and it calls for precise
identification, design and implementation of commcation systems, evaluation systems and monitoring
systems respectively. Hence the management shesigrdperfect systems to ensure that the drivers of
rules are followed by IT managers and technicians.

Though not all management skills will be needed,study shows that the driver of emotions has eiairu
impact when IT managers are achieving their orgdiumal objectives, especially with well motivated
employees. Though the driver of integrity was niately commented, with regards to this study on IT
management and leadership exercising, there isthaéthanagers ensure that their actions are eledn
focused on the overall attainment of the organiregi objectives and goals. The summary of the teyes
been presents in table 3.

4.1.4 Hypotheses confirmation and the researctedsiv

This section examines and discusses all our hypethirmulated earlier. With respect to the finding

the subject of exploring the obstacles faced bsnBhagers in their managerial practices, we intend t
examine to what extent each of our hypotheses stgported. The results of the empirical analysee ha
provided answers to our research questions. Apart €xamining the hypotheses formulated we als@ wis
to elucidate other potential observations of oseagch to existing literature on IT managementtjmes.
Our conceptual model shows that the obstacle driwverelation to the implementation of organizatibn
strategies are different in terms of importance.

Drivers of rules: The rules remain a significarmhdnsion in the implementation of the objectivearof
organization. As such, the ability of managers tstar the rules of procedure in conjunction with th
development needs of the company is sometimesiassdaevith the work experience and entrepreneurial
culture, which have been implemented.

Q: confirms the hypothesis;HGood and well structured policies and quality agement approach by IT
managers will have a positive impact on the peréoroe of their employees in relation to driver désu
Drivers of Initiatives: Risk-taking is a criticaétor in the development of a business and in thesion of
the working groups. This risk-taking is often vegrefully calculated so that the company and its
employees are given some leeway to act in thetdinegrests of the organization.

Q. confirms the hypothesis,HGiven the nature of managerial impediments, Ihaggers and professionals
would face challenges when initiating new change®iation to driver of initiatives.

Drivers of Emotions: Indeed, the study shows thatdriver of emotions has a crucial impact when IT
managers are achieving their organizational objestiln response to the question Q3, we confirmutdin
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the hypothesis ki Stimulating the emotions of employees can hefater better results and spur
performance of an organization in relation to drévef emotions.

These results also confirm the studies of manyrabthors who emphasized the organization’s alibity
define problems and classify them (Drucker, 20@Y}ackle resistances to change and to improvedhe
ordination. All these abilities must be seen asafrtbe key factors, which can impact on an empéts/e
level of perception.

Drivers of immediate action: Under the driversrofiiediate action, our hypothesis states that IT gensa
would anticipate many emergencies and last mimaiggests and changes as a key obstacle sinceghere
volatility in the IT environment, especially witbfsware security and information management. The
descriptive analysis supported this hypothesis.

Q4 confirms the hypothesis HGiven the ever rising needs and decision to beenfiy managers, when
faced with challenges managers will rely on theeaifriof immediate action.

5.0 Discussion

Based on the responses of the focus groups, timdie and literature review arguments, it remagiative
that information technology managers face a madtagdlchallenges in their managerial practices. &hes
challenges range from information management, humsaource controls and managerial practices. As
reported in the research drivers and confirmetiénprevious research, the driver of rules accortiing
Sabourin (2009) focuses on the clarity of commuirigathe expectations, systems to evaluate thédtsesu
and supportive parameters and the process useegialar reviews and it calls for precise identifica,
design and implementation of communication systewaluation systems and monitoring systems
respectively. This driver would present some mamege barriers especially when employees try to
oppose new rules. The ranks and chains of comn&mélin to be necessary tools in effective management
practices. With regards to the driver of emotiohis relative that managers try to establish safie
amicable ways of stimulating the emotions of tleenployees so as to avoid any form of managerial
problems. Managers have to fetch the commitmettiaf co-workers notably by creating positive
emotions as a reliable climate, common perspectitgsh see to it that people have the necessary
motivation to carry out the objectives.

Informational managers have always to ensure kgt approaches do not turn out to be slow. Thegha
to be able to take immediate action when faced aitlirgent need in their information managemernis Th
is in line with the holding of the driver of immexdié action. This driver of immediate action allows
managers to act in a concrete way, on a small scalbtain results quickly. With this driver, maeasg
have the privilege of a fast decision-taking, ineatablished plan or in consensus. So, they cae mak
consultations only as far as it gives results dyicRuccessful information management is about
organizational and cultural change, and this cdy loa achieved through strong leadership (Kendadl e
1987). The starting point is to create a cleaovisif the desired outcomes of the information managnt
strategy. This will describe how the organizatiat @perate, more than just describing how the
information systems themselves will work. Effort shthen be put into generating a sufficient serfise o
urgency to drive the deployment and adoption of sgstems and processes (Libicki 1995).

Any initiative taken by information technology maeas will have an impact on their managerial pcadi
as noted from the driver of initiative. This drivedms at translating the objectives of the orgaioranto
concrete projects by giving responsibilities toreatthe teams and ideally to each of the memlvetise
organization. Such initiatives have the effectrafreasing considerably the sense of the respaoitisibihnd
the initiative of the employees. This driver tuthe more capable and voluntary employees towals th
realization of a given objective. This driver reststhe implementation of new ideas and improvemefit
information and communication approaches.

When dealing with co-workers it is essential thainagers be able to observe some sense of integrity
their management practices. When managers and deergchave pressure, they have to make sure to work
on the realization of their objectives in an ingway that is in harmony and in a coherent wa e
values and principles of their organization. Themhers of the organization have to find in themsslve
their motivation to realize the objectives of thrganization. The driver of integrity rests on timeotion to
work for the overall good. This situation prevaiisspite of the tendency of many organizationsetoup

an incentive payment.
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5.1.1 Practical and Theoretical Implications fdeefive managerial practices by IT Managers

Our research has implication for the informatiomagement practices by IT managers. It shows that a
specific focus should be regarding on the impedimEhmanagers have had to deal with. Even if this
study emphasized many managerial impediments indi found the reason why IT managers encountered
more obstacles related to immediate action. Coresgty) the case of IT managers, a specific focasilsh
be put for the impediments that are related to idiate action and rules. Our research has implioatfor
social action in relation to the thorny subject t@abf information quality. For instance an orgaianal
context where IT managers and technicians are gaige could hinder their effort to perform and to
access to top management position. Our researcthatsimplications for IT managerial action in Hemse
that it will be always beneficial for our organiizat to let express different sensibilities and aggh to
problem-solving within the framework to promote tg@pative management among IT managers and their
technicians.

5.1.2 Limitations and Future Research

In the context of IT management practices, addifioesearch with large samples will be necessary to
support the current findings and its validity. Afilolal research is required to generalize thes#rfgs to
the IT managers employed specifically in the goregnt institutions and the private sector. Also glob
level categories have to be included in the adufioesearch to generalize the current researdinfis.
5.1.3 Conclusion

This study is focused on the challenges experiebgdd managers and co-workers as they execute thei
management practices. Taken as a whole, our fisdinggest that, there are some impediments assbciat
with drivers of Emotions, immediate action, Rulesl anitiatives as well as integrity. Even if these
obstacles are in multiple levels to develop andnut® IT management practices, it is imperativettioys
with more depth obstacles faced by IT managersderdo better understand how the obstacles thegy fa
represent an impediment to the development of ttaitpetencies and effective performance in IT.
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Fig 1: summary of the conceptual drivers
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Source: Sabourin (2009). A model for Drivers okeffve performance in strategy execution

Table 1: Description of measurement variablesin thedrivers

Drivers& Variables

M easur ement-Questions

Driver of Rules

Vo9 | have developed work techniques to clarify theestations of our bosses.
V3o We have identified goals that focus on customeriser
v We have developed work techniques to help indiMglatay focused on the
3 results to be achieved
Vv We systematically conduct annual reviews of ouivdids with the other
32 units within our organization.
v We are able to estimate the economic value of ingrents we wish to
33

make throughout the organization

Driversof Emotions

V34

We are able to encourage our workers to adherartgaals so that they are
fully aware of their importance.

V3s

We are able to communicate a sense of urgencyrtworkers so that they
are able to make rapid decisions..
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We are able to significantly increase the motivatmd levels of

Vs engagement of our workers.

v We work closely with colleagues who are able topsupus during the
87 decision-making process.

Vg We are able to treat our employees fairly.

Driversof Initiatives

Vg We have developed a culture that fosters initiatind accountability.

V4o We translate our goals into concrete projects farwa employees.

Va We know how to set team goals.

Vi We have developed techniqgues to increase selfutisolof problems for
team members.

Vis In my organization, we use various techniques alingrto the level of

importance of decisions and team-based management.

Driversof Immediate action

We systematically provide improvements and contiiegeplans to
effectively respond to emergencies.

Over the past years, the number of emergenciegspmnded to has

Vas decreased.

v We systematically perform reviews to find duralbitions for repeat
46 situations.

v | dedicate at least 2 to 3 ninety-minute sessiaich eveek to work directly
4 on their annual goals.

Vis We dedicate a maximum of one day each week to nesfmourgent

requests.

V4o We clearly define the values of our organization.

v When under pressure, we are able to reinforcedhees of our
50 organization.

v | am able to recognize differences between theegati my employees and
51 those of my organization.

v We have ways of contributing to the organizatiaesutation through the
52 services we provide.

v We have work methods to systematically reinforceesuployees' sense of
53

obligation.
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Table 2: Summary of descriptive analysis of the research variables
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Driver Variable Per centage Valid M easur es of Central Tendency
Frequency Per centage M ean M edian STD Deviation
Vg 131 87.9 100 2.28 2.00 0.844
Rules V3o 132 88.6 100 2.02 2.00 0.933
V3 132 88.6 100 2.54 2.00 0.668
Va3, 131 87.9 100 3.08 3.00 1.373
Va3 131 87.9 100 2.99 3.00 1.190
Va4 132 88.6 100 2.61 2.50 0.862
Emotions V35 131 87.9 100 2.50 2.00 0.906
Vs 132 88.6 100 2.86 3.00 0.906
Va7 132 88.6 100 2.24 2.00 0.901
Vg 129 86.6 100 2.36 2.00 0.934
Initiatives Vg 132 88.6 100 2.55 2.00 1.014
V40 131 87.9 100 2.92 3.00 1.064
V41 131 87.9 100 2.77 3.00 1.020
V4o 130 87.2 100 3.26 3.00 1.118
V43 129 86.6 100 2.99 3.00 1.079
Va4 132 88.6 100 2.92 3.00 1.123
Vs 130 87.2 100 3.34 3.00 1.152
Immediate V46 131 87.9 100 2.93 3.00 1.210
action V47 130 87.2 100 3.80 4.00 1.137
Vg
130 87.2 100 2.94 3.00 1.334
V49 130 87.2 100 2.61 3.00 0.9840
Integrity 129 86.6 100 2.89 3.00 0.9540
Vg 129 86.6 100 2.72 3.00 0.9010
130 87.2 100 231 2.00 1.010
e 130 87.2 100 2.94 3.00 0.954
Vs,
Vs3
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Table 3: Summary of descriptive analysis of the managerial drivers

Driver Frequency Percentage Valid M easur es of Central Tendency
Percentage M ean Median STD
Deviation

Rules 132 88.6 100 25773 2.500 0.72983
Emotions 131 87.9 100 2.5530 2.400 0.71773
Initiatives 130 87.2 100 2.8923 2.800 0.80602
Immediate action 131 87.9 100 3.1897 3.200 0.75874
Integrity 130 87.2 100 2.6969 2.600 0.70603
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