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The quest for excellence in institutions is nothing new. Most of the twentieth century

saw management sciences grappling with the question how to improve the
productivity and general health of institutions through sound management principles
and practice. In recent research, proponents of Total Quality Management have
identified it as an essential strategy of successful institutions in a highly competitive

and rapidly changing business environment.

The overall aim of this study is the development of a framework for the
implementation of Total Quality Management in the South African Air Force. As a
first prerequisite, a theoretical and conceptual analysis is undertaken of Total Quality
Management as it is discussed in a vast volume of published literature. In the
process, Total Quality Management philosophy and principles are described within
the context of organisational theory, mainly based on so-called quality guru
prescriptions. The variety of definitions of Total Quality Management is studied to
find an appropriate definition for this study. The primary and supportive Total Quality
Management dimensions are identified in the available literature, and integrated into
a framework, which is called the “Total Quality Management telescopic framework”
for the purposes of the study. This framework is formulated for use in the
development of an appropriate methodology to implement Total Quality Management
in South African Air Force Bases. As a basis for the understanding of the empirical
part of the thesis, the context and nature of the SA Air Force are also discussed,

followed by the self-assessment methods already in use in the institution.

The Total Quality Management telescopic framework is meant to provide a
mechanism for the adoption of a systematic and ordered approach to the
implementation of Total Quality Management in SA Air Force Bases. To achieve this
objective, a structured questionnaire survey is undertaken to establish the nature and
extent of Total Quality Management as an internal organisational arrangement for
personnel in SA Air Force Bases. The framework developed from the study of the

available literature is used as a basis for the survey research, which attempts to
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determine the main hypothesis of the study: “The attitude of personnel of the South
African Air Force Bases towards the primary and supporting dimensions of the
framework for the implementation of Total Quality Management is positive.”

With the aid of computerised reliability analysis (Alpha Cronbach) for the test, the
above hypothesis is proven to be true on a statistical basis. The attitude of personnel
at SA Air Force Bases towards the nature and scope of Total Quality Management is
that it enables them to perform their daily tasks better, and that they accept the Total
Quality Management effort positively, in spite of specific deficiencies, which the study
has brought to light. With these deficiencies as a guide, recommendations are made
for their elimination. The research undertaken during the course of writing the thesis
has led to the deduction that the greater the extent to which Total Quality
Management principles is applied, the greater the improvement in work performance

among personnel.
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