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                                                           ABSTRACT 
The Performance Management System was introduced in the public service to provide policy 
measures, guidelines for the improvement of organisational and individual performance and 
to facilitate the achievement of organisational objectives.  
The main objective of the primary study is to evaluate the effectiveness of Performance 
management and Developmental System at Tsolo Agriculture and Rural Development 
Institute in the Eastern Cape Province. To achieve this structured questionnaire was 
administered to 89 employees. The themes covered in the questionnaire included the ages of 
the employee, the gender of the employees, the length of service, training and development 
and the perceptions of the employees about PMDS.  
Key Words: Performance Management; Effectiveness; Development; Training; Public 
Service; Organizational Objectives; Agriculture; Rural Development; Perceptions   
INTRODUCTION 
Performance Management (PM) had received a great attraction as the organizations are 
continuously in search for improved quality and productivity. Recent research shows that 
employing PM system on regular basis directs to better organizational results, so many 
organizations are inclined towards implementing new or improved performance management 
systems (Goedegebuure and Geradts, (2011) cited in (Javed, Samina, Mahna, and Saba, 
2012). 
Performance management is defined as a continuous process of identifying, increasing, and 
developing the performance of individuals and teams and aligning performance with the 
strategic goals of the organization (Aguinis, 2009:3). The key components of this definition 
are that PM is a continuous process and the performance of the employee should be aligned 
with strategic goals.  Therefore, for the goals to be achievable they have to be specific, clear 
and measurable. Performance management involves building processes, systems, culture and 
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the relationships that facilitate the achievement of organisational objectives. It is therefore 
aimed at both individual and organisational efficiency and effectiveness, accountability to the 
use of resources and the achievements of results. (PMDS manual and Policy, 2006: 09). 
Research Objectives 
This study has the following objectives:  

 To determine the compliance of TARDI employees to PMDS guidelines. 
 To examine the influence of PMDS on training and development. 
 To evaluate the perceptions of TARDI employees on PMDS implementation. 
 To make recommendations to the TARDI management on the implementation 

of PMDS. 
LITERATURE REVIEW 
Performance management and development system was introduced in the public sector for 
the purpose of improving service delivery. Every year the employees experience an 
evaluation of their performance which may lead to increased pay, a promotion, or assistance 
in personal development areas in which the employees need training on. However, 
performance evaluation is not a simple process and any evaluation is likely to create emotions 
among employees. Regardless of the potential problems that can be expected during the 
evaluation of employee performance, the national government expect all the provinces to 
show compliance in the implementation of PMDS policy. This chapter reviews relevant 
literature for the study. The topics discussed in this chapter include, defining performance 
management, Eisenhardt’s theoretical framework, the purpose of performance management 
system, performance management process, performance planning, providing ongoing 
feedback, performance evaluation, employee input, performance review, establishing targets, 
performance support, establishing useful performance standards, monitoring, and training and 
development  and conclusion will be drawn. 
DEFINING PERFORMANCE MANAGEMENT 
PMDS manual and Policy (2006:9) defines performance management as a process of 
harnessing all available resources including human and non- human within an organization 
and ensuring that these perform to the maximum in order to achieve the desired results. 
Performance management involves building processes, systems, culture and relationships that 
facilitate the achievement of organisational objectives, recruitment and selection, training and 
development, career planning and remuneration and benefits.  
 
Stone (2008:291) supports the above definition by stating that one of the aims of performance 
management is to improve organizational, functional unit and individual performance by 
linking the objectives of each, incorporates job design, recruitment and selection, training and 
development, career planning, and remuneration and benefits. On the other hand, (Byars and 
Rue, 2008:216) put it in a very simple form as they refer to performance management as the 
degree of accomplishment of the tasks that make an employee’s job. It reflects how well an 
employee is fulfilling the requirements of a job. Therefore, performance needs to be managed 
and evaluated to see if the employees are able to perform their duties to their fullest in order 
to achieve the strategic goals of the organisation. 
 
THE PURPOSE OF THE PERFORMANCE MANAGEMENT 
According to Aguinis, (2009: 15), the information collected by a performance management 
system is most frequently used for salary administration, performance feedback, and the 
identification of employee strengths and weaknesses.  
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Performance management links people to performance and profit. It starts by understanding 
what success looks like for an organization and ensures that everyone in an organization 
works effectively to achieve that success, McKenzie (2014:1). 
Aguinis (2009:14) further identifies six purposes of performance management system that are 
discussed briefly in the following paragraphs: 
Figure 1 below identifies and shows the typical performance management process in terms of 
determining the strategy and goals of the performance management system in terms of related 
development parameters.  
 

Figure 1: TYPICAL PERFORMANCE MANAGEMENT PROCESS 
  

DETERMINATION OF STRATEGY AND 
GOALS 

 
 
 
  

 
Source: (Pulakos, 2004:16) 
 
An effective performance management system involves providing feedback to employees to 
help them improve their performance. To be effective, the feedback must be provided in a 
timely manner and in a professional and positive way, (Lepak and Gowan, 2010:273). 
Companies vary in terms of how often they provide performance feedback to their 
employees. Most supervisors are required to formally appraise their employees every six 
months or once a year. Providing feedback to your employees on an ongoing basis, however, 
is ideal. If you don’t do this as a manager, the feedback you give them during their formal 
appraisal will be far less effective, (Lepak and Gowan, 2010:273). 
Van wyk and Schenk (2000:428) are of the opinion that the assessment information is used as 
feedback to the employees and serves as important inputs for career development and 
management and training and development. Because of the use of multiple sources, a broader 
perspective can be developed of an individual’s strength and weaknesses. 
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In order for the feedback to be effective it must be accepted and, eventually acted upon. The 
discussion of issues of fairness and justice are surely relevant to any consideration of 
feedback acceptance, but it is also important to note that the level of effectiveness of 
feedback may not be high as many people believe, (Kluger and DeNisi, 1996,119, 254-284). 
Kluger and DeNisi (1996, 119, 254-284) also conducted a historical review and meta-analysis 
of the effects of individual feedback on subsequence performance. They found that, in 
roughly a third of the cases considered, feedback had a negative effect on subsequent 
performance.  
Taylor (1979: 64, 347-371) believes that if the individual failed to accept feedback, 
regardless of the reason, they would not be likely to change their behaviour.  
Surveys and research indicate that most employees are not satisfied with one or more aspects 
of performance evaluation systems. One of the systems of appraising performance that 
appears to be growing in popularity is the 360 degree feedback system. This method uses 
multiple appraises, including supervisors, subordinates and peers of the target person, 
(Ivancevich, 2010: 258). 
According to Wilton (2010:182), the aim of 360 degree appraisals is to address some of the 
accusations of subjectivity associated with purely top-down appraisals and to improve the 
validity of the appraisal process. However,   a 360 degree feedback can only be of benefit 
where the peer appraisals possess sufficient knowledge of appraisal and its objectives to be 
able to undertake meaningful assessment and where they possess the skills needed to provide 
open and honest feedback. 
Performance Evaluation 
Performance evaluation is the activity used to determine the extent to which an employee 
performs work effectively. Other terms for performance evaluation include performance 
review, personal rating, merit rating, performance appraisal, employee appraisal, and 
employee evaluation, (Ivancevish, 2010: 253). 
 
An employee evaluation is the assessment and review of a worker’s job performance. Most 
companies have an employee evaluation system where employees are evaluated on a regular 
basis. Regular employee evaluation helps remind workers what is expected of them in the 
work place, and provides employers with information to use when making employment 
decisions such as promotions, pay raises and layoffs, (Heathfield, 2014:4).  

Heathfield, (2014:4) further reveals that in many organizations with formal employee 
evaluation process, employees are rated and ranked in comparison with other employees. 
Raises are assigned based on both the evaluation ranking usually 1-5 that manager assigns to 
the employee’s performance, in this case 5 is for outstanding performance, 4 for above 
expectations ( commendable performance) 3 for fully effective ( satisfactory performance) 2 
for not fully effective ( marginal performance) 1 unacceptable ( poor performance) ( Banfield 
and Kay, 2008:284).    
Employee performance can be measured on the basis of whether the type of judgement called 
for is relative or absolute evaluation. Relative evaluation requires supervisors to compare an 
employee’s performance to the performance of other employees doing the same job, (Nel and 
Werner, 2008:496). 
 
When appraising employees, a manager should avoid applying different standards and 
expectations for employees performing similar jobs. Inequalities in assessments whether real 
or perceived generally anger employees. Such problems often results from the use of 
ambiguous and subjective weightings by supervisors, (Mathis and Jackson, 2004:293). 
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Lepak and Gowan (2010: 262) state that many companies use absolute approach to evaluate 
the performance of their employee by comparing employees against certain absolute 
standards along a number of performance dimensions instead of ranking employees against 
one another. 
The simplest form of performance evaluation is to compare employees to one another to 
discern their relative standing along some performance dimension. In a simple ranking 
approach managers rank order employees from best to worst along some performance 
dimension or by virtue of their overall performance. A variation of ranking approach is the 
paired comparisons method whereby each employee in a business unit is compared to every 
other employee in the unit, (Lepak and Gowan, 2010: 264). 
The performance management process is one particular management activity that is subject to 
many instances of employee justice perceptions. From a distributional justice perspective, 
when employees perceive that performance evaluations reflect their true performance during 
the evaluation period, they are more likely to accept the evaluation and work toward the 
company’s goals. And when the employees understand the rationale regarding why they 
received the performance, they are more likely to accept the evaluations and take steps to 
sustain or improve their performance, (Lepak and Gowan, 2010:281). 
For the evaluation system to work well, the employees must understand it and feel that it is a 
fair way to evaluate performance. They must believe that the system is used correctly for 
making decision concerning pay increase and promotions, (Ivancevich, 2010: 275). 
Ivancevich, (2010:275) further states that one way to help foster understanding about the 
system is to allow employees to participate in its development. It can also be helpful if they 
are trained in performance evaluation method so they can better understand how difficult the 
process can be as self- evaluation procedure can lead to dissatisfaction among employees. 
 
 Ivancevich, (2010:271) also states that most employees are wary of performance evaluation. 
Perhaps the most common factor is of objectivity on the art of the rater. Subjective bias and 
favouritism are the real problems that create opposition to most performance evaluation 
systems. These fears are hidden however and other more general arguments are provided. For 
example, those who oppose the use of formal performance evaluation systems argue that: 
 They focus too much attention on alleviating symptoms of poor performance rather 

than identifying the understanding causes. 
 Managers and employees dislike the evaluation process. Raters especially have 

problems with reaching decisions about the performance levels of employees. 
 Employees who are not evaluated on the top performance category experience a 

reverse motivation-effect. 
 

According to the Public Service commission (1991:2) personnel evaluation was intended to 
be a continuous process of purposeful observation of the worker in respect of whom 
evaluation must be made in order to form an objective assessment of the official’s 
capabilities, potential, aptitude, preferences, of managed limitations and weaknesses with 
view to further development and utilisation. 
 
In a study conducted by Pandelani, Harry and Munzhedzi (2011:4) in Limpompo Province it 
is revealed that during the implementation, the system of the personnel evaluation 
experienced problems because of the mistrust by subordinates of management staff. Officials 
on the other hand, were under the impression that the personnel evaluation/ merit assessments 
were exclusively designed to determine their suitability for promotion to higher posts. Most 
managers indicated that the system was highly bureaucratic and required much time to write 
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to write reports, attend meetings, and fill forms to undertake personnel evaluation.  The above 
problems contributed to employees developing resistance to performance evaluation system. 
Employee Input 
 
Employee input has been used effectively in many organizations. It sometimes takes the form 
of asking employees to provide self-ratings on performance standards, which are then 
compared with the manager’s ratings and discussed. However, experienced practitioners have 
found that this type of process and discussion can lead to increased defensiveness, 
disagreements and bad feelings between employees and managers, if managers ultimately 
rate employees less effectively than they have rated themselves. An alternative way of 
collecting employee input is to ask employees to prepare statements of their key results or 
most meritorious accomplishments at the end of the rating period, (Pulakos, 2004:20). 
 
Employee input has a number of positive results. First, it involves employees in the process, 
enhancing ownership and acceptance. Second, it reminds managers about the results 
employees have delivered and how they were achieved. Third, employee-generated 
accomplishments can be included in the formal appraisal, decreasing managers’ writing 
requirements. Fourth, employee input increases communication and understanding. Managers 
and employees usually review and discuss the accomplishments before they become part of 
the appraisal, resulting in fewer disconnects between the manager’s and the employee’s 
views of the employee’s contributions. Finally, employee accomplishments can be retained 
and used as input for pay or promotion decisions, (Wilton, 2011:198). 
 
The individual performance at work can be understood as a function of ability, motivation 
and opportunity. From this perspective it is clear that the effective management of 
performance requires attention to be paid to a number of elements of HRM, including 
resourcing, learning and development and reward. In a broad sense managing performance is 
concerned with how organisations plan, coordinate, utilize, motivate and equip their human 
resources to achieve desired outcomes and objectives, (Wilton, 2011:198). 
 
Employee must feel that his or her inputs were recognized in the same way as another 
employee’s inputs. If the employee feels that she or he hasn’t received the rating that was 
deserved the employee will most likely reject the feedback and not bother to change 
behaviour, (Johnson, 2005:34). 
 
Employee might disagree with different aspects of the performance management process 
(procedural justice) if it’s not designed right. Employee’s perception of procedural can be 
affected throughout the performance management process, if they feel that their performance 
evaluations were deficient and failed to reflect the true scope of performance dimensions they 
perform. (Lepak and Gowan 2010: 282). 
 
Johnson (2005:35) further states that it is also important for the employee to perceive that the 
process used to determine the ratings was fair. This consideration of procedural justice is 
probably more important than distribute justice. It is important that the process involved be 
transparent and it is useful if the employee has some voice in the process, or some possibility 
of appeal.  
 
Establishing Targets 
According to Stredwick (2005:296), there is a strong body of research which supports the 
theory that the setting of goals leads to the overall performance improvements of the 
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employees concerned. Realistic, hard, specific goals produce better performance than easy 
goals or no goals at all. Goals and targets improve performance through four main 
mechanisms. They direct the attention of the employee to what needs to be achieved, they 
mobilize the effort put in by employee, they increase the persistence of the employee in their 
desire to reach the goal and get them to think carefully about the right strategies they need to 
employ to achieve the targets.  
 
According to objective based system there are a number of essential requirements to be 
fulfilled in order to achieve the best results. The requirements include the following: 
Targets should be in a SMART mode. The acronym set out the feature of a successful set of 
targets. That is, the targets should be specific and stretching, this means that they are 
transparent and not open for dispute. 
Secondly, targets should be measurable so that all sides can agree when they are achieved or 
not achieved. Measurable targets also make interim feedback so much easier. 
Thirdly, targets should be agreed and achievable. 
Fourthly, targets should be realistic and relevant. 
Finally, they should be time-related. 
 
Performance Support 
 
The manager must provide the opportunity and support for employees’ performance. (Meyer 
and Kirsten, 2008:64), provide the following guidelines to ensure that effective support takes 
place. 
 Provide the necessary resources for employees to perform their tasks. 
 Be available for guidance, support and coaching. 
 Have regular meetings and discussions to keep communication lines open. 
 Give continuous feedback on performance. 
 Provide opportunities for job enrichment and challenges 
 Give sufficient authority to the employee to carry out tasks and make decisions. 
 Make specific notes of successes and problems experienced 
 Encourage innovative thinking and creativity 
 Provide the necessary training and development opportunities 
 Reward performance in the form of financial rewards and other forms of recognition 

and achievement 
 Take corrective action in the event of deviations from performance standards.  

 
Establishing Useful Performance Standards 
 
Realistic, measurable, clearly understood performance standards benefit both the organization 
and employees. It is important to establish the standards before the work is performed, so that 
all involved will understand the level of accomplishment expected, (Jackson et.al 1999:100). 
Standards are established for the following: 

 Quantity of output 
 Quality of output 
 Timelines of results 
 Manner of performance 
 Effectiveness in the use of resources 
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Monitoring 

 Guerra-Lopez (2008: 250-251) states that evaluation conducted properly can give an 
organization ongoing useful feedback about how much closer it is to its ultimate goal. In the 
context of continual improvement, evaluation helps organizations do this by establishing an 
evaluation framework that allows things to that matter to be consistently and reliably 
measured. 

Guerra-Lopez, (2008:251) further states that once the evaluation framework is developed 
which includes performance objectives at the various organizational levels, measurable 
indicators and respective initiatives that target each of these, the data collected will almost 
naturally fall into meaningful categories. In this sense it is a lot like facilitating an ongoing 
self-evaluation that provides just in time feedback for opportune adjustments. 

 

 

Training and Development 

According to Armstrong (2009: 664), Training involves application of formal processes to 
impart knowledge and help people to acquire the skills necessary for them to perform their 
jobs satisfactorily. 

 Armstrong (2009:664) also states that in an effective organization, employee developmental 
needs are evaluated and addressed. Developing in this instance means increasing the capacity 
to perform through training, giving assignments that introduce new skills or higher levels of 
responsibility, improving work processes, or other methods. Providing employees with 
training and developmental opportunities encourages good performance, strengthens job-
related skills and competencies, and helps employees keep up with changes in the workplace, 
such as the introduction of new technology. 

No matter how well the person matches the job, some training is always necessary. Training 
includes the teaching of knowledge, skills and attitudes. If the person being trained is a 
supervisor, the training should emphasize management knowledge, skills and attitude, 
(KirkPatrick, 2006:10). 

The South African Government has also prioritized training and development, owing to the 
skills shortages in the country, and has urged the HR profession to devise ways and means to 
alleviate these shortages. However, in terms of the social context it has mooted on various 
occasions that training and development practitioners do not know enough about general 
business practises to contribute meaningfully to the success of the enterprise-they lack 
business acumen and are not really business partners. (Nel, et al, 2008:639)  

Nel, et al (2008:462), further state that training and development can never be effective if it is 
not properly assessed. The expression that to measure is to know is particularly apt in this 
context. It also forms the last link in the loop of the systems approach to training and 
development, since it determined whether the training (the difference between the required 
performance and the actual performance of the trained) was satisfied. 
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According to Stone, (2008:299), performance improvement comes about by building 
strengths and overcoming weaknesses. It is the manager’s job to remove blocks to employee 
performance and to help each employee to grow and develop. However, (Stone, 2008:299) 
also reveal that performance appraisals are negative and static in too many organisations. 
They are concerned with past performance rather than with  
Target Population 
A population can be defined as the total of possible units or elements that are included in the 
study. It is not possible to evaluate the entire population because of its large size or a lack of 
research resource (Gary, 2005:82). 
The researcher used the population of TARDI employees from the general worker up to the 
senior management. The total number of employees for TARDI is 89 and it will be used as 
sample. 
Limitations of the study 
The study is only based to a small sample of the subjects because of their accessibility and 
time available for this research. This study is confined to a smaller geographical area since 
the sample had been selected from only one institution in the Eastern Cape. 
The data reported was only on the subject’s report; as a result, the data might be distorted 
because of the subject’s attitude to the topic. 
DATA ANALYSIS, INTERPRETATION AND FINDINGS  
Demographic Data 
In order to analyse the demographics within the context of the objectives we make use of the 
chi square test of independence and cross tabulations between the demographics and 
questions 4-22. 
AGE GROUPS 
How compliant are TARDI employees to PMDS guidelines? (Questions 4-6) 
H0: the age groups of the employees are not compliant to the PMDS guidelines 
H1: the age groups of the employees are compliant to the PMDS guidelines 
Table 4.2.1.Testing the compliance of age groups to PMDS guidelines   

QUESTION CHI-SQUARE TEST STATISTIC P-VALUE 

4 36.100 .000 
5 47.724 .000 
6 47.992 .000 

 
At the 5% significance level we will reject H0 since all of the p-values are less than 0.05 and 
we conclude that the age groups of the employees are compliant to the PMDS guidelines. 
What is the influence of PMDS on training and development? (Questions 7-12) 
H0: PMDS has a negative influence on training and development with respect to the age 
groups 
H1: PMDS has a positive influence on training and development with respect to the age 
groups.  
Table 4.2.2 the influence of PMDS on training and development with regard to age groups.
  

QUESTION CHI-SQUARE TEST STATISTIC P-VALUE 

7 47.622 .000 
8 46.139 .000 
9 34.997 .000 
10 6.621 .909 
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11 33.268 .000 
12 26.906 .000 

 
At the 5% level we will reject H0 for Questions 7-9 and 11-12 since the p-values are all less 
than 0.05 and we conclude that PMDS has a positive influence on training and development 
within the age groups however for question 10 i.e. Training improves chances of getting 
rewards, we will accept H0 since the p-value is greater than 0.05 and we conclude that for this 
question only PMDS has a negative influence on training and development for the age groups 
and this finding is consistent with the overall finding of the research. 
What are the perceptions of TARDI employees on the implementation of PMDS? 
(Questions 13-22) 
H0: TARDI employees have negative perceptions on the implementation of PMDS within the 
age groups 
H1: TARDI employees have positive perceptions on the implementation of PMDS within the 
age groups 
Table 4.2.3. Perceptions of TARDI employees on the implementation of PMDS with regard 
to age groups 

QUESTION CHI-SQUARE TEST STATISTIC P-VALUE 

13 8.285 .762 
14 14.920 .246 
15 9.521 .658 
16 14.973 .243 
17 14.964 .243 
18 18.600 .099 
19 12.832 .381 
20 5.753 .928 
21 19.573 .076 
22 6.179 .907 

 
At the 5% significance level we will reject H0 for all the questions, since the p-values are less 
than 0.05 and we conclude that TARDI employees have negative perceptions on the 
implementation of PMDS within the age groups.  This is in keeping with the overall finding 
that the TARDI employees have negative perceptions of the implementation of the PMDS. 
The Cross tabulation table of age groups and questions 4-22 together with discussions start 
from Page 74. 
Gender  

 
Table: 4.2.5. Frequency distribution of Gender 

  Frequency Percent Valid Percent Cumulative Percent 

Valid 
Male 36 40.4 40.4 40.4 

Female 53 59.6 59.6 100.0 
Total 89 100.0 100.0  

 
There were more females (59.6%) than males (40.4%) that participated in the survey. 
 
LENGTH OF SERVICE 
How compliant are TARDI employees to PMDS guidelines? (Questions 4-6) 
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H0: the length of service groups of the employees is not compliant to the PMDS guidelines 
H1: the length of service groups of the employees is compliant to the PMDS guidelines 
Table 4.2.6. How compliance are TARDI employees to PMDS guidelines regarding length of 
service. 

QUESTION CHI-SQUARE TEST STATISTIC P-VALUE 

4 42.215 .000 
5 41.549 .000 
6 30.898 .000 

 
At the 5% significance level we will reject H0 since all of the p-values are less than 0.05 and 
we conclude that the length of service groups of the employees is compliant to the PMDS 
guidelines. 
What is the influence of PMDS on training and development? (Questions 7-12) 
H0: PMDS has a negative influence on training and development with respect to the length of 
service groups 
H1: PMDS has a positive influence on training and development with respect to the length of 
service groups.  
Table 4.2.7.The influence of training and development on PMDS regarding the length of 
service. 

QUESTION CHI-SQUARE TEST STATISTIC P-VALUE 

7 31.170 .000 
8 41.988 .000 
9 9.434 .894 

10 38.16 .000 
11 27.715 .000 
12 23.084 .000 

 
At the 5% level we will reject H0 for Questions 7-9 and 11-12 since the p-values are all less 
than 0.05 and we conclude that PMDS has a positive influence on training and development 
within the length of service groups however for question 10 i.e. Training improves chances of 
getting rewards, we will accept H0 since the p-value is greater than 0.05 and we conclude that 
for this question only PMDS has a negative influence on training and development for the 
length of service groups and this finding is consistent with the overall finding of the research. 
What are the perceptions of TARDI employees on the implementation of PMDS? 
(Questions 13-22) 
H0: TARDI employees have negative perceptions on the implementation of PMDS within the 
length of service groups 
H1: TARDI employees have positive perceptions on the implementation of PMDS within the 
length of service groups 
Table 4.2.8. The perceptions of TARDI employees on the implementation of PMDS 
regarding length of service. 

QUESTION CHI-SQUARE TEST STATISTIC P-VALUE 

13 14.407 .568 
14 20.331 .206 
15 17.141 .377 
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16 9.075 .910 
17 13.938 .603 
18 24.082 .088 
19 20.273 .208 
20 12.506 .708 
21 24.484 .079 
22 8.117 .945 

 
At the 5% significance level we will reject H0 for all the questions, since the p-values are less 
than 0.05 and we conclude that TARDI employees have negative perceptions on the 
implementation of PMDS within the length of service groups.  This is in keeping with the 
overall finding that the TARDI employees have negative perceptions of the implementation 
of the PMDS. 
The Cross tabulation table for length of service and questions 4-22 together with discussions 
start from Page 79. 
 
Compliance to PMDS 
Figure: 4.3.1 Agreement contracts are completed on time for each financial year 

 

 
Table: 4.3.1 Frequency distribution of completion of agreements contracts on time for each 
financial year 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 5 5.6 5.6 5.6 
Agree 74 83.1 83.1 88.8 

Don't know 1 1.1 1.1 89.9 
Disagree 3 3.4 3.4 93.3 

Strongly disagree 6 6.7 6.7 100.0 
Total 89 100.0 100.0  

The modal response was agreeing (83.1%). 
The results reveal that 83.1% of the respondents agreed that 5.6% of the respondents strongly 
agreed that agreement contracts are completed on time for each financial year. This 
constitutes an overwhelming response rate of 88.7%. Thus it is evident that the issue of 
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agreement contracts is not a significant problem within the organization. We also see that a 
small percentage of 10.1% of the respondents collectively disagreed (3.4%) and strongly 
disagreed (6.7%) with this aspect of the PMDS. 
 Whittington-Jones (2005:83) conducted a study on Development and Implementation of 
Performance Management reveal that the majority of respondents felt that prior to the 
Performance Agreements being signed, the priorities for the most 6- month period should be 
clearly communicated, and that the Performance Agreements should be detailed based on that 
information 
Figure: 4.3.2 Quarterly reviews are completed and submitted to HR practitioner on time 

 
 
 
 
 
 
 

 
Table: 4.3.2 Frequency distribution of the completion and submission of quarterly reviews 
 To HR practitioner on time. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 8 9.0 9.0 9.0 
Agree 67 75.3 75.3 84.3 

D 
don’t know 

1 1.1 1.1 85.4 

Disagree 9 10.1 10.1 95.5 
Strongly disagree 4 4.5 4.5 100.0 

Total 89 100.0 100.0  
The modal response was agreeing (75.3%). 
We find that just over ¾ of the sample i.e. 75.3% agreed and 9% of the sample strongly 
agreed (collectively 84.3%) that quarterly reviews are completed and submitted to HR 
practitioner on time. We also see that 10.1% of the respondents disagreed and 4.5% of the 
respondents strongly disagreed with this aspect concerning quarterly reviews. Therefore it is 
such that quarterly reviews are not problematic within the ambit of the PMDS. Paile 
(2012:73) reveal that 100% of the respondents agree that assessments are conducted on 
quarterly basis in the centre. This indicates the fact that both TARDI employee and 
employees from Father Simangaliso Mkhatshwa centre in a study conducted by Paile show 
compliance to PMDS guidelines. 
Figure: 4.3.3 Annual reviews are completed and submitted to HR practitioner on time 
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Table: 4.3.3. Frequency distribution of the completion and submission of annual reviews to 
HR practitioner on time. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 10 11.2 11.2 11.2 
Agree 61 68.5 68.5 79.8 

Don't know 3 3.4 3.4 83.1 
Disagree 11 12.4 12.4 95.5 

Strongly disagree 4 4.5 4.5 100.0 
Total 89 100.0 100.0  

The modal response was agree (68.5%) followed by disagree (12.4%). 
The research also shows that 68.5% and 11.2% of the respondents agreed ad strongly agreed 
that annual reviews are completed and submitted to HR practitioner on time whilst 12.4% of 
the respondents disagreed with this issue surrounding annual reviews. One can thus conclude 
based on the skewness of the responses towards the “agree” and “strongly agree” categories 
in the abovementioned questions that there is a compliance of respondents to the performance 
management and development system (PMDS). 
4.4. PMDS Training and Development 
Figure: 4.4.1 PMDS helps to identify training and development opportunities 

 
Table: 4.4.1 Frequency distribution of how PMDS helps to identify training and development 
opportunities  

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 10 11.2 11.2 11.2 
Agree 57 64.0 64.0 75.3 

Don't know 2 2.2 2.2 77.5 
Disagree 8 9.0 9.0 86.5 

Strongly disagree 12 13.5 13.5 100.0 
Total 89 100.0 100.0  

The modal response was agreeing (64%). 
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The research shows that 75.2% of the sample collectively agreed (64%) and strongly agreed 
(11.2%) that PMDS helps to identify training and development opportunities. This is a good 
indication that just over ¾ of the sample takes note of one of the many benefits of the PMDS. 
We find that just over 20% i.e. 22.5% of the sample collectively disagreed and strongly 
disagreed that PMDS helps to identify training and development opportunities whilst just 2 
respondents felt that they did not know that that PMDS helps to identify training and 
development opportunities. 
 
Figure: 4.4.2 Training needs are identified during review sessions 

 
Table: 4.4.2 Frequency distribution of the identification of training needs during review 
session. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 7 7.9 7.9 7.9 
Agree 47 52.8 52.8 60.7 

Don't know 3 3.4 3.4 64.0 
Disagree 19 21.3 21.3 85.4 

Strongly disagree 13 14.6 14.6 100.0 
Total 89 100.0 100.0  

The modal response was agreeing (52.8%). 
We see that 73% of the sample is positive in the fact that training needs are aligned to their 
work. This response rate is distributed as 62.9% agreed and 10.1% strongly agreed. A small 
percentage of 11.2% both equally disagreed and strongly disagreed with this issue. We also 
find a small percentage of 4.5% of the respondents who remain neutral or ignorant 
concerning this aspect 
 
Figure: 4.4.3 Training needs are aligned to my work 

 

 
Table: 4.4.3 Frequency distribution of responses about how training needs are aligned to 
one’s work 

 Frequency Percent Valid Percent Cumulative Percent 
Valid Strongly agree 9 10.1 10.1 10.1 
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Agree 56 62.9 62.9 73.0 
Don't know 4 4.5 4.5 77.5 

Disagree 10 11.2 11.2 88.8 
Strongly disagree 10 11.2 11.2 100.0 

Total 89 100.0 100.0  
The modal response was agreeing (62.9%). 
It was found that 73% of the sample was positive in the fact that training needs are aligned to 
their work. This response rate is distributed as 62.9% agreed and 10.1% strongly agreed. A 
small percentage of 11.2% both equally disagreed and strongly disagreed with this issue. We 
also find a small percentage of 4.5% of the respondents who remain neutral or ignorant 
concerning this aspect. 
 
Figure: 4.4.4 Training improves chances of getting rewards 

 
Table: 4.4.4 Frequency distribution of whether training improves the chances of getting 
rewards 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 7 7.9 7.9 7.9 
Agree 32 36.0 36.0 43.8 

Don't know 5 5.6 5.6 49.4 
Disagree 21 23.6 23.6 73.0 

Strongly disagree 24 27.0 27.0 100.0 
Total 89 100.0 100.0  

The modal response was agree (36%) followed by strongly disagree (27%). 
 
Furthermore, it was noted that 36% of the respondents agreed and 7.9% of the respondents 
strongly agreed that training improves their chances of getting rewards. However we also see 
that 27% and 23.6% strongly disagreed and disagreed that training improves their chances of 
getting rewards. This constitutes a response perceived by just over ½ the sample i.e.50.6%. 
This is thus an area of concern. It must be stressed that a recommendation be made that 
individuals must be made to understand the main aim and great benefits of being involved in 
any form of training. Hence the primary goals and ideology of training must be reiterated to 
individuals to ensure they understand that the rewards may or may not be financial or salary 
related. This is clearly an area that now needs attention within the organization. (Tosi and 
Gomez-Mejia 1994:37, 1002-1016) in agency theory reveal that the moral hazard is reduced 
whereby the principal develop mechanism or rules of the game to monitor actions and reward 
agents for appropriate outcomes. 
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Figure: 4.4.5 Training intervention improves my work performance 
 

 
Table: 4.4.5 Frequency distribution about the intervention of training in the improvement of 
work performance  

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 14 15.7 15.7 15.7 
Agree 55 61.8 61.8 77.5 

Don't know 2 2.2 2.2 79.8 
Disagree 10 11.2 11.2 91.0 

Strongly disagree 8 9.0 9.0 100.0 
Total 89 100.0 100.0  

The modal response was agree (61.8%) 
On a positive note we find that 77.5% of the sample collectively agreed and strongly agreed 
that training intervention improves their work performance highlighting the necessity of 
training intervention. The distribution of responses also shows that 20.2% of the sample 
collectively disagreed and strongly disagreed that training intervention improves their work 
performance. These 18 respondents need to be persuaded about the importance of training 
and the plethora of benefits that it beings needs to be highlighted to these individuals so that 
their mindsets can be adjusted.  (Mary and Feldman 2010:5), reported that in their research 
on the state of Performance Management more than half of organizations invest in manager 
and employee training in order to make performance management more effective. 
Figure: 4.4.6 Training helps in the implementation of PMDS 

 
Table: 4.4.6 Frequency distribution about the contribution of training in the implementation 
of PMDS.  

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 5 5.6 5.6 5.6 
Agree 41 46.1 46.1 51.7 

Don't know 7 7.9 7.9 59.6 
Disagree 19 21.3 21.3 80.9 
Strongly 
disagree 

17 19.1 19.1 100.0 

Total 89 100.0 100.0  
The modal response was agreeing (46.1%). 
The research shows that 46.1% and 5.6% of the respondents agreed and strongly agreed that 
training helps in the implementation of PMDS in comparison to 21.3% and 19.1% of 
respondents who disagreed and strongly disagreed that the training helps in the 
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implementation of PMDS. This negative impression comprised 40.4% of the sample whilst 
the positive impression is reflected in 51.7%. This aspect of training will also need some 
attention since the 40.4% of sample must be persuaded in negative perception that training 
does not help in the implementation of PMDS. More needs to be done by those 
communicating the need for training and its relationship to the PMDS. The areas of training 
definitely need some attention by making the plans, benefits and policies pertaining to 
training clearer to all of the employees of the organization. 
Perceptions 
Figure: 4.5.1 Work goals are clear and 

achievable  
Table: 4.5.1 Frequency distribution of responses about the work goals 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 12 13.5 13.5 13.5 
Agree 14 15.7 15.7 29.2 

Don't know 1 1.1 1.1 30.3 
Disagree 53 59.6 59.6 89.9 

Strongly disagree 9 10.1 10.1 100.0 
Total 89 100.0 100.0  

The modal response was disagree (59.6%). 
The research reveals that 59.6% and 10.1% of the respondents disagreed and strongly 
disagreed that work goals are clear and achievable. Only 13.5% and 15.7% of the respondents 
strongly agreed and agreed that work goals are clear and achievable. This is indicative of the 
fact that the work goals for any individual must be clearly delineated through the use of 
documentation, pamphlets and constant communication between employees and relevant line 
managers. Communication of work goals is an area of attention if the PMDS is to be 
successful within the current organization. (Bratton and Gold 2007:280) state that a key 
feature of performance Management system is the attempt to provide a link between all levels 
of an organization through goals, critical success factors and performance measures. (Bratton 
and Gold 2007:280) also put an emphasis on the fact that goals provide direction for 
performance. Therefore, it would be impossible for employees to link their performance with 
work goals if more than half of respondents disagreed and strongly disagreed that work goals 
are clear and achievable. 
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        Figure: 4.5.2 I understand the mission and vision of the organization 

 
 
Table: 4.5.2 Frequency distribution about the responses of mission and vision of the 
organization. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 7 7.9 7.9 7.9 
Agree 13 14.6 14.6 22.5 

Don't know 2 2.2 2.2 24.7 
Disagree 56 62.9 62.9 87.6 

Strongly disagree 11 12.4 12.4 100.0 
Total 89 100.0 100.0  

The modal response was disagree (62.9%). 
A similar trend is present where 62.9% and 12.4% disagree and strongly disagree that they 
understand the mission and vision of the organization. Only 22.5% strongly agreed and 
agreed that they understand the mission and vision of the organization. The mission and 
vision of the organization needs to be made plain and clear to all the employees. This can be 
done through various means such as using the organization’s website, aggressive marketing 
and advertising of the mission and goals and the concerted effort of HR can effectively 
increase the literacy rate of the organization’s mission and vision. This is an important issue 
to be addressed since where there is no vision the people perish. 
 
   Figure: 4.5.3 I understand how the rating system works 
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Table: 4.5.3 Frequency distribution about how the rating system works 
 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 10 11.2 11.2 11.2 
Agree 5 5.6 5.6 16.9 

Don't know 4 4.5 4.5 21.3 
Disagree 62 69.7 69.7 91.0 

Strongly disagree 8 9.0 9.0 100.0 
Total 89 100.0 100.0  

The modal response was disagree (69.7%). 
The results show that 69.7% and 9% of the respondents in the sample disagreed and strongly 
disagreed that they understand how the rating system works.  This constitutes 70 out of the 89 
respondents. Only 15 of the respondents i.e. 16.8% of the respondents were certain they 
understood how the rating system works. Thus more needs to be done by way of re-educating 
the respondents of how PMDS actually works since the high levels of ignorance as to how the 
rating system works can lead to frustration and antagonism amongst employees of the 
organization. 
 
Figure: 4.5.4 the rating system is fair and objective 

  
Table: 4.5.4 Frequency distribution about the fairness and objectivity of rating system 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 17 19.1 19.1 19.1 
Agree 21 23.6 23.6 42.7 

Don't know 2 2.2 2.2 44.9 
Disagree 43 48.3 48.3 93.3 
Strongly 
disagree 

6 6.7 6.7 100.0 

Total 89 100.0 100.0  
The modal response was disagree (48.3%). 
Just over half the sample i.e. 55% i.e. 48.3% and 6.7% disagreed and strongly disagreed that 
rating system is fair and objective whilst we find that only 19.1% and 23.6% (collectively 
42.7%) strongly agreed and agreed that he rating system is fair and objective. Thus we find 
that under ½ of the sample are positive about the rating system being fair and objective. This 
is a poor reflection in the perception of the respondents with respect to the rating system 
being fair and objective. The organization must thus seek to justify to its employees as to why 
the rating system is deemed to be fair and objective. 
One way of trying to avoid the subjectivity of a rating scale is for the manager to assess an 
employee’s performance against the objectives set and to allocate a rating based upon the 
extent to which these objectives are met. The advantage of linking the rating to objectives is 
that the rating will more closely reflect the employee’s actual performance 
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Banfield and Kay (2008:284) suggest that, if staff feels unfairly rewarded then the 
performance management system could act as a demotivator, (Whittington-Jones 2005:70). 
Figure: 4.5.5 the feedback I receive from the PMDS review is useful 

 
 
 
 
Table: 4.5.5 frequency distribution about the usefulness of feedback during PMDS 
review 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 15 16.9 16.9 16.9 
Agree 25 28.1 28.1 44.9 

Don't know 3 3.4 3.4 48.3 
Disagree 40 44.9 44.9 93.3 

Strongly disagree 6 6.7 6.7 100.0 
Total 89 100.0 100.0  

The modal response was disagree (44.9%). 
The results show that 51.6% collectively disagreed and strongly disagreed that the feedback 
they receive from the PMDS review is useful whilst 45% in total agreed and strongly agreed 
that the feedback they receive from the PMDS review. This is not a good perception reflected 
in the mind-sets of the respondents towards the PMDS.  
 
Bratton and Gold (2008:286) reveal that there is still, however, a tendency to associate 
feedback with criticism even though most people do their work most of the time.  
(Swinburne, 2001) cited in (Bratton and Gold 2008:286). One suggestion is that employees 
may not have realistic expectations about appraisal and perhaps need training on how to use 
feedback and take action. 
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Figure: 4.5.6 PMDS assists in the long-term career development 

 
Table: 4.5.6 Frequency distribution about the how PMDS assists in long term career 
development. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 15 16.9 16.9 16.9 
Agree 30 33.7 33.7 50.6 

Don't know 2 2.2 2.2 52.8 
Disagree 39 43.8 43.8 96.6 
Strongly 
disagree 

3 3.4 3.4 100.0 

Total 89 100.0 100.0  
The modal response was disagree (43.8%). 
On a more positive note we find that 33.7% and 16.9% of the respondents agreed and 
strongly agreed that PMDS assists in the long-term career development whilst approximately 
44% of the sample disagreed with this aspect and 3.4% of the respondents strongly disagreed 
as well with this issue. 
 
 
Figure: 4.5.7 I never feel anxiety when discussing scores with the supervisor 

 
Table: 4.5.7 Frequency distribution about anxiety during discussion of score with the 
supervisor. 
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 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 7 7.9 8.0 8.0 
Agree 11 12.4 12.6 20.7 

Don't know 3 3.4 3.4 24.1 
Disagree 53 59.6 60.9 85.1 

Strongly disagree 13 14.6 14.9 100.0 
Total 87 97.8 100.0  

Missing System 2 2.2   
Total 89 100.0   

The modal response was disagree (60.9%) 
We see that majority of the respondents feel anxiety when discussing scores with the 
supervisor since 60.9% and 14.9% (a total of 75.8%) of the respondents disagreed and 
strongly disagreed that they never feel anxiety when discussing their scores with the 
supervisor. The results also show that 8% and 12.6% (a total of 20.6%) agreed that they never 
feel anxiety when discussing scores with the supervisor. One way of possible overcoming this 
problem is to have a senior member of staff possibly from HR when the discussion of scores 
takes place to ensure no form of prejudice or intimidation is present. 
 
Figure: 4.5.8 there is no favouritism involved in the rating system 

 
Table: 4.5.8 Frequency distribution about favouritism involved in the rating system 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 27 30.3 30.3 30.3 
Agree 12 13.5 13.5 43.8 

Don't know 3 3.4 3.4 47.2 
Disagree 41 46.1 46.1 93.3 

Strongly disagree 6 6.7 6.7 100.0 
Total 89 100.0 100.0  

The modal response was disagree (46.1%). 
It was found that 46.1% and 6.7% disagreed and strongly disagreed (a total of 52.8%) that 
there no favouritism involved in the rating system whilst 30.3% and 13.5% strongly agreed 
and agreed that there is no favouritism involved in the rating system. This is a total of 43.8% 
which is less than those (52.8% of the respondents) who negate that the fact that there no 
favouritism involved in the rating system. Hence it must be stressed that the perception that 
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the PMDS shows no partiality must be re-iterated through effective communication and 
evidence presented to the respondents within this organization. 
Whittington-Jones (2005: 96) state that the bonus percentage then provide a fair reflection for 
how an individual is performing. One of the staff member in Whitting-Jone’s study noted that 
one cannot perform to an average standard and receive 75%.  Ivancevich (2010:27) stated 
that subjective bias and favouritism are real problems that create opposition to most 
performance evaluation system. 
 
Figure: 4.5.9 PMDS helps me to identify areas that need improvement in my performance 

 
Table: 4.5.9 Frequency distribution about the identification of areas that need improvement in 
one’s performance 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 10 11.2 11.2 11.2 
Agree 13 14.6 14.6 25.8 

Don't know 1 1.1 1.1 27.0 
Disagree 56 62.9 62.9 89.9 

Strongly disagree 9 10.1 10.1 100.0 
Total 89 100.0 100.0  

The modal response was disagree (62.9%). 
Finally we see that 62.9% and 10.1% of the respondents i.e. a total of 73% i.e. just under ¾ of 
the respondents disagree and strongly disagree that PMDS helps them to identify areas that 
need improvement in their performance. This is indicative of the fact that respondents do not 
understand fully the PMDS nor its benefits and more needs to be done in this way. Only 
11.2% and 14.6% of the respondents strongly agreed and agreed that PMDS helps them to 
identify areas that need improvement in their performance. 
 
Figure: 4.5.10 Manager and subordinates always reach consensus about scores during the 
assessment 
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Table: 4.5.10 Frequency distribution about whether the manager and subordinates reach the 
consensus about scores during assessment. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 15 16.9 16.9 16.9 
Agree 18 20.2 20.2 37.1 

Don't know 4 4.5 4.5 41.6 
Disagree 44 +++++49.4 49.4 91.0 

Strongly disagree 8 9.0 9.0 100.0 
Total 89 100.0 100.0  

The modal response was disagree (49.4%).  
The research shows that 49.4% and 9% of the sample disagree and strongly disagree that the 
manager and subordinates always reach consensus about scores during the assessment. The 
issue of fairness of scores is once again highlighted in the research. We see that 20.2% and 
16.9% agreed and strongly agreed that manager and subordinates always reach consensus 
about scores during the assessment. This perception is only revealed in 37.1% in contrast to 
the negative perception reflected in 58.4% of the respondents who feel otherwise about the 
consensus of the scores during assessment. Much work needs to be done in order to alter and 
change the perceptions of respondents towards PMDS. 
DESCRIPTIVE STATISTICS 
Table: 4.6.1 Descriptive statistics. 
Table: 4.6.1 Descriptive statistics. 

 Mean Median Mode Std. Deviation Range 

Age 3.1236 3.0000 3.00 .82325 3.00 
Gender 1.5955 2.0000 2.00 .49357 1.00 

Length of service 3.5281 4.0000 5.00 1.34916 4.00 
q4 2.2247 2.0000 2.00 .87585 4.00 
q5 2.2584 2.0000 2.00 .92353 4.00 
q6 2.3034 2.0000 2.00 .98170 4.00 
q7 2.4944 2.0000 2.00 1.21659 4.00 
q8 2.8202 2.0000 2.00 1.27531 4.00 
q9 2.5056 2.0000 2.00 1.16895 4.00 
q10 3.2584 4.0000 2.00 1.39421 4.00 
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q11 2.3596 2.0000 2.00 1.15056 4.00 
q12 3.0225 2.0000 2.00 1.29665 4.00 
q13 3.3708 4.0000 4.00 1.25573 4.00 
q14 3.5730 4.0000 4.00 1.12702 4.00 
q15 3.5955 4.0000 4.00 1.10494 4.00 
q16 3.0000 4.0000 4.00 1.33144 4.00 
q17 2.9663 4.0000 4.00 1.30078 4.00 
q18 2.8315 2.0000 4.00 1.25441 4.00 
q19 3.6207 4.0000 4.00 1.13344 4.00 
q20 2.8539 4.0000 4.00 1.44246 4.00 
q21 3.4607 4.0000 4.00 1.19712 4.00 
q22 3.1348 4.0000 4.00 1.31591 4.00 

It is important to consider the mean, the mode, the median, the sample variance and the 
sample standard deviation. The mean or the arithmetic mean is the sum of all the values 
divided by the sample size, the mode is the most frequent response given by the respondents 
and the median is the middle most value when the data (per variable/question) is arranged 
from highest to lowest. The sample variance is the degree or quantity by which each 
observation varies one from another. The sample standard deviation is the square root of the 
sample variance. From the table above, the majority of the questions (sections a, b and c) 
have a modes of “1”and some of the questions have modes of “2” which translates to 
“strongly agree “and “agree”. The standard deviations are consistently about ‘1’ and this 
indicates good consistency between the observations due to the low variability. The mean and 
median values are consistent with modal values. The descriptive statistics will also serve to 
confirm the graphical statistics.  
RELIABILITY ANALYSIS 
Coakes and Steed (2003, pg 140) state that there are a number of different reliability 
coefficients. One of the most commonly used is the Cronbach’s alpha, which is based on the 
average correlation of items within a test if the items are standardized. If the items are not 
standardized, it is based on the average covariance among the items. The Cronbach’s alpha 
can range from 0 to 1.Cronbach’s alpha was also calculated as part of the reliability test to 
assess how consistent the results were and will we get similar4.7  results to generalize if we 
increased the sample size. A value of 0.7 or higher is a very good value that can lead us to say 
that we will get the same results if we carried out this survey with a larger sample of 
respondents. The Cronbach’s alpha was calculated for all the questions which have the same 
scales in each section 
 
Table: 4.7 1 Reliability Analysis 

SECTION CRONBACH’S ALPHA 

Questions 4-6 0.901 

Questions 7-12 0.838 
Questions 13-22 0.800 

Overall (Questions 1-22) 0.778 
 
The alpha values seem fine indicating a good internal consistency 
KOLMOGOROV SMIRNOV TEST 
H0: the tested variables come from a Normal distribution 
H1: the tested variables do not come from a Normal distribution 
Table: 4.8.1 Normal distribution 

 Kolmogorov-
Smirnov Z 

p-value 

q4 4.612 .000 
q5 4.273 .000 
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q6 3.954 .000 
q7 3.873 .000 
q8 3.271 .000 
q9 3.752 .000 

q10 2.404 .000 
q11 3.754 .000 
q12 2.846 .000 
q13 3.665 .000 
q14 3.777 .000 
q15 4.051 .000 
q16 3.059 .000 
q17 2.863 .000 
q18 2.794 .000 
q19 3.635 .000 
q20 2.968 .000 
q21 3.813 .000 
q22 3.102 .000 

 
At the 5% significance level, we reject H0 for the questions whose p-values are less than 0.05 
and conclude that the tested variables do not come from a Normal distribution. The 
implication for this is that as far as the scores are concerned, we are required to use Non-
parametric statistics. Tests such as the Mann-Whitney U test, chi-square and the Kruskal 
Wallis test will be used if necessary. However for the questions that are shaded we will 
accept H0  and we conclude that these variables come from a Normal distribution and we can 
use parametric techniques such as Independent sample t-test and ANOVA, just to name a 
few,  on these variables if necessary. However none of the variables will require parametric 
tests but they will require non-parametric tests. 
HYPOTHESIS TESTING  
H0: there is no difference between males and females with respect to the performance 
management and development system 
H1: there is a difference between males and females with respect to the performance 
management and development system 
In order to test the hypothesis we make use of the Mann Whitney U test. The results are 
summarized below: 
 
Table: 4.9.1 Testing Gender differences about PMDS 
 

 Mann-Whitney U Z p-values 
q4 915.000 -.500 .617 
q5 865.000 -.984 .325 
q6 945.500 -.087 .931 
q7 915.500 -.376 .707 
q8 862.000 -.839 .401 
q9 873.000 -.783 .433 
q10 820.500 -1.163 .245 
q11 904.500 -.475 .635 
q12 748.000 -1.831 .067 
q13 855.500 -.931 .352 
q14 897.000 -.552 .581 
q15 891.000 -.648 .517 
q16 873.500 -.723 .470 
q17 907.500 -.414 .679 
q18 868.000 -.770 .442 
q19 795.000 -1.052 .293 
q20 879.500 -.667 .505 
q21 872.500 -.789 .430 
q22 880.500 -.660 .509 
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At the 5% level if the p-values are less than 0.05 we reject H0 and conclude that there is a 
difference between the males and females with respect to the performance management and 
development system. Since none of the p-values for each of the questions above are all 
greater than 0.05, we accept H0 for each of the questions above and we conclude that there is 
no difference between males and females with respect to the performance management and 
development system. In other words, in the current scientific setting males and females are 
similar in their perceptions with respect to the performance management and development 
system 
H0: there is no difference within the age group with respect to the performance management 
and development system 
H1: there is a difference within the age group with respect to the performance management 
and development system 
In order to test the hypothesis we make use of the Kruskal Wallis test. The results are 
summarized below: 
Testing Age differences about PMDS 
 

Test Statisticsa,b 
 Chi-Square Df p-values 

q4 3.726 3 .293 
q5 8.160 3 .043 
q6 6.226 3 .101 
q7 1.696 3 .638 
q8 7.425 3 .060 
q9 13.846 3 .003 

q10 2.887 3 .409 
q11 4.880 3 .181 
q12 .394 3 .941 
q13 3.972 3 .265 
q14 2.100 3 .552 
q15 1.277 3 .734 
q16 2.485 3 .478 
q17 .385 3 .943 
q18 .536 3 .911 
q19 7.635 3 .054 
q20 .771 3 .856 
q21 3.328 3 .344 
q22 .418 3 .936 

a. Kruskal Wallis Test 
b. Grouping Variable: age 

 
At the 5% level if the p-values are less than 0.05 we reject H0 and conclude that there is a 
difference within the age group with respect to the performance management and 
development system. We will reject H0 for questions 5 and 9 only since the p-values are less 
than 0.05 and we conclude that there is a difference within the age group with respect to: 
Question 5: Quarterly reviews are completed and submitted to HR practitioner on time 
Question 9: Training needs are aligned to my work 
However for the rest of the question since the p-values are all greater than 0.05, we accept H0 
for each of the questions above and we conclude that there is no difference within the age 
group with respect to the performance management and development system.  
H0: there is no difference within the length of service group with respect to the performance 
management and development system 
H1: there is a difference within the length of service group with respect to the performance 
management and development system 
In order to test the hypothesis we make use of the Kruskal Wallis test. The results are 
summarized below: 
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Table: 4.9.3 testing the differences about PMDS concerning length of service 
Test Statisticsa,b 

 Chi-Square Df P-value. 
q4 5.485 4 .241 
q5 8.409 4 .078 
q6 5.995 4 .200 
q7 4.662 4 .324 
q8 9.473 4 .050 
q9 3.523 4 .474 

q10 1.107 4 .893 
q11 6.197 4 .185 
q12 3.214 4 .523 
q13 5.199 4 .267 
q14 2.053 4 .726 
q15 4.490 4 .344 
q16 2.557 4 .635 
q17 2.266 4 .687 
q18 5.210 4 .266 
q19 8.363 4 .079 
q20 2.015 4 .733 
q21 4.890 4 .299 
q22 6.038 4 .196 

a. Kruskal Wallis Test 
b. Grouping Variable: length of service 

 
At the 5% level if the p-values are less than 0.05 we reject H0 and conclude that there is a 
difference within the age group with respect to the performance management and 
development system. We will reject H0 for question 8 since the p-value is less than 0.05 and 
we conclude that there is a difference within the tenure group with respect to: 
Question 8: Training needs are identified during review sessions 
However for the rest of the question since the p-values are all greater than 0.05, we accept H0 
for each of the questions above and we conclude that there is no difference within the length 
of service group with respect to the performance management and development system.  
RESEARCH QUESTIONS 
Coakes and Steed (2003:195) state that, there are two main types of chi-square test. The chi-
square test for the goodness of fit applies to the analysis of a single categorical variable, and 
the chi-square test for independence or relatedness applies to the analysis of the relationship 
between two categorical variables. We have used the chi-square test for the goodness of fit. 
In order to answer the research questions we understand that if for example the responses are 
clustered towards a certain category, say “agree” and “strongly agree” i.e. an unequal 
distribution of responses across the categories,  then we will be enabled to come to a certain 
conclusion. For example, if we want to ascertain: How compliant are TARDI employees to 
PMDS guidelines? Then we would expect that if the responses for questions 4-6 of the 
questionnaire tend towards the “agree” and “strongly agree” categories then we can conclude 
that the TARDI employees are very much compliant to the PMDS guidelines. Thus the chi-
square test for the goodness of fit can be used to test the research questions. Hence we 
summarize our results below: 
How compliant are TARDI employees to PMDS guidelines? (Questions 4-6) 
H0: the TARDI employees are not compliant to the PMDS guidelines 
H1: the TARDI employees are compliant to the PMDS guidelines 
 
 
Table 4.10.1 Compliance of TARDI compliance to the PMDS guidelines   

Test Statistics 
 q4 q5 q6 
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Chi-Square 1012.616 824.422 680.703 
Df 4 4 4 

P-value .000 .000 .000 
 
At the 5% significance level we will reject H0 since all of the p-values are less than 0.05 and 
we conclude that the TARDI employees are compliant to the PMDS guidelines. 
What is the influence of PMDS on training and development? (Questions 7-12) 
H0: PMDS has a negative influence on training and development 
H1: PMDS has a positive influence on training and development 
Table: 10.2 testing influence of training on PMDS 
 

Test Statistics 
 q7 q8 q9 q10 q11 q12 

Chi-Square 587.222 378.724 563.005 1.241 560.432 279.568 
Df 4 4 4 4 4 4 

Asymp. Sig. .000 .000 .000 .871 .000 .000 
 
At the 5% level we will reject H0 for Questions 7-9 and 11-12 since the p-values are all less 
than 0.05 and we conclude that PMDS has a positive influence on training and development 
however for question 10 i.e. Training improves chances of getting rewards, we will accept H0 
since the p-value is greater than 0.05 and we conclude that for this question only PMDS has a 
negative influence on training and development. Hence the principle of training to get 
rewards is not applicable in this setting. Respondents thus feel that they train but do not see 
the rewards of their efforts. 
What are the perceptions of TARDI employees on the implementation of PMDS? 
(Questions 13-22) 
H0: TARDI employees have negative perceptions on the implementation of PMDS 
H1: TARDI employees have positive perceptions on the implementation of PMDS 
Table: 10.3 Perceptions on the implementation of PMDS 
 

Test Statistics 
 q13 q14 q15 q16 q17 q18 q19 q20 q21 q22 

Chi-Square 7.258 2.725 2.898 1.782 2.127 178.151 .260 1.185 4.010 .960 
Df 4 4 4 4 4 4 4 4 4 4 

p-value .123 .605 .575 .776 .712 .000 .992 .881 .405 .916 
 
At the 5% significance level we will reject H0 for question 18 only i.e. PMDS assists in the 
long-term career development, since the p-value is less than 0.05 and we conclude that 
TARDI employees have positive perceptions on the implementation of PMDS. However for 
the rest of the questions i.e. 13-17 and 19-22 since the p-values of these questions are greater 
than 0.05 we will accept H0 and we conclude that TARDI employees have negative 
perceptions on the implementation of PMDS. On the whole we thus find that the TARDI 
employees have negative perceptions of the implementation of the PMDS. 
CROSSTABULATION OF AGE GROUPS AND QUESTIONS 4-22 
Table 4.11. Cross tabulation of age group and questions 4-22 

 Age 
20-29 years 30-39 years 40-49 years > 50 years 

Percent  Percent Percent  Percent 

q4 

Strongly agree 0.0% 1.1% 2.2% 2.2% 
Agree 2.2% 12.4% 36.0% 32.6% 

Don't know 1.1% 0.0% 0.0% 0.0% 
Disagree 0.0% 1.1% 2.2% 0.0% 

Strongly disagree 0.0% 3.4% 1.1% 2.2% 
q5 Strongly agree 0.0% 1.1% 1.1% 6.7% 
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Agree 2.2% 11.2% 33.7% 28.1% 
Don't know 1.1% 0.0% 0.0% 0.0% 

Disagree 0.0% 3.4% 5.6% 1.1% 
Strongly disagree 0.0% 2.2% 1.1% 1.1% 

q6 

Strongly agree 0.0% 2.2% 4.5% 4.5% 
Agree 1.1% 9.0% 28.1% 30.3% 

Don't know 2.2% 0.0% 1.1% 0.0% 
Disagree 0.0% 4.5% 6.7% 1.1% 

Strongly disagree 0.0% 2.2% 1.1% 1.1% 
Total 3.4% 18.0% 41.6% 37.1% 

q7 

Strongly agree 0.0% 1.1% 5.6% 4.5% 
Agree 2.2% 11.2% 27.0% 23.6% 

Don't know 0.0% 0.0% 1.1% 1.1% 
Disagree 0.0% 2.2% 5.6% 1.1% 

Strongly disagree 1.1% 3.4% 2.2% 6.7% 

q8 

Strongly agree 0.0% 0.0% 6.7% 1.1% 
Agree 1.1% 5.6% 21.3% 24.7% 

Don't know 0.0% 3.4% 0.0% 0.0% 
Disagree 1.1% 5.6% 11.2% 3.4% 

Strongly disagree 1.1% 3.4% 2.2% 7.9% 

q9 

Strongly agree 0.0% 0.0% 6.7% 3.4% 
Agree 0.0% 12.4% 29.2% 21.3% 

Don't know 0.0% 2.2% 2.2% 0.0% 
Disagree 1.1% 2.2% 2.2% 5.6% 

Strongly disagree 2.2% 1.1% 1.1% 6.7% 

q10 

Strongly agree 1.1% 0.0% 3.4% 3.4% 
Agree 1.1% 2.2% 16.9% 15.7% 

Don't know 0.0% 4.5% 1.1% 0.0% 
Disagree 0.0% 6.7% 12.4% 4.5% 

Strongly disagree 1.1% 4.5% 7.9% 13.5% 

q11 

Strongly agree 0.0% 3.4% 9.0% 3.4% 
Agree 2.2% 11.2% 25.8% 22.5% 

Don't know 0.0% 1.1% 0.0% 1.1% 
Disagree 0.0% 2.2% 5.6% 3.4% 

Strongly disagree 1.1% 0.0% 1.1% 6.7% 

q12 

Strongly agree 0.0% 2.2% 2.2% 1.1% 
Agree 2.2% 5.6% 20.2% 18.0% 

Don't know 0.0% 1.1% 3.4% 3.4% 
Disagree 0.0% 5.6% 10.1% 5.6% 

Strongly disagree 1.1% 3.4% 5.6% 9.0% 

q13 

Strongly agree 1.1% 2.2% 2.2% 7.9% 
Agree 1.1% 3.4% 6.7% 4.5% 

Don't know 0.0% 0.0% 1.1% 0.0% 
Disagree 1.1% 10.1% 25.8% 22.5% 

Strongly disagree 0.0% 2.2% 5.6% 2.2% 

q14 

Strongly agree 1.1% 1.1% 0.0% 5.6% 
Agree 1.1% 3.4% 6.7% 3.4% 

Don't know 0.0% 1.1% 1.1% 0.0% 
Disagree 0.0% 11.2% 28.1% 23.6% 

Strongly disagree 1.1% 1.1% 5.6% 4.5% 

q15 

Strongly agree 1.1% 1.1% 4.5% 4.5% 
Agree 0.0% 2.2% 1.1% 2.2% 

Don't know 0.0% 1.1% 2.2% 1.1% 
Disagree 1.1% 13.5% 28.1% 27.0% 

Strongly disagree 1.1% 0.0% 5.6% 2.2% 

q16 

Strongly agree 1.1% 5.6% 3.4% 9.0% 
Agree 0.0% 4.5% 13.5% 5.6% 

Don't know 0.0% 0.0% 2.2% 0.0% 
Disagree 1.1% 7.9% 19.1% 20.2% 

Strongly disagree 1.1% 0.0% 3.4% 2.2% 

q17 

Strongly agree 1.1% 2.2% 4.5% 9.0% 
Agree 0.0% 6.7% 15.7% 5.6% 

Don't know 0.0% 1.1% 2.2% 0.0% 
Disagree 1.1% 6.7% 15.7% 21.3% 
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Strongly disagree 1.1% 1.1% 3.4% 1.1% 

q18 

Strongly agree 1.1% 0.0% 4.5% 11.2% 
Agree 0.0% 9.0% 19.1% 5.6% 

Don't know 0.0% 1.1% 1.1% 0.0% 
Disagree 2.2% 6.7% 15.7% 19.1% 

Strongly disagree 0.0% 1.1% 1.1% 1.1% 

q19 

Strongly agree 1.1% 2.3% 3.4% 1.1% 

Agree 1.1% 2.3% 6.9% 2.3% 
Don't know 0.0% 1.1% 0.0% 2.3% 

Disagree 1.1% 10.3% 26.4% 23.0% 
Strongly disagree 0.0% 1.1% 4.6% 9.2% 

q20 

Strongly agree 1.1% 5.6% 11.2% 12.4% 

Agree 0.0% 4.5% 5.6% 3.4% 
Don't know 0.0% 0.0% 2.2% 1.1% 

Disagree 2.2% 7.9% 19.1% 16.9% 
Strongly disagree 0.0% 0.0% 3.4% 3.4% 

q21 

Strongly agree 1.1% 1.1% 1.1% 7.9% 

Agree 0.0% 3.4% 5.6% 5.6% 
Don't know 0.0% 1.1% 0.0% 0.0% 

Disagree 2.2% 7.9% 32.6% 20.2% 
Strongly disagree 0.0% 4.5% 2.2% 3.4% 

q22 

Strongly agree 1.1% 2.2% 6.7% 6.7% 

Agree 0.0% 4.5% 10.1% 5.6% 
Don't know 0.0% 1.1% 2.2% 1.1% 

Disagree 2.2% 6.7% 19.1% 21.3% 
Strongly disagree 0.0% 3.4% 3.4% 2.2% 

 
DISCUSSION OF AGE GROUPS CROSSTBAULATIONS 
All of the age groups agree and strongly agree i.e. collectively 20-29 years (2.2%), 30-39 
years(13.5%), 40-49 years (38.2%) and 50+ years(35.2%) all agree and strongly agree 
agreement contracts are completed on time for each financial year. We also find that this 
trend is present in that all of the age groups collectively agree and strongly agree that 
quarterly reviews are completed and submitted to HR practitioner on time with a breakdown 
of responses are 20-29 years (2.2%), 30-39 years(12.3%), 40-49 years (34.8%) and 50+ 
years(34.8%). We also find that all of the age groups i.e. 20-29 years (1.1%), 30-39 
years(11.2%), 40-49 years (32.6%) and 50+ years(34.9%) collectively agree and strongly 
agree that annual reviews are completed and submitted to HR practitioner on time 
Both the older age groups 40-49 years (32.6) and 50+ years(28.1) collectively agreed and 
strongly agreed that PMDS helps to identify training and development opportunities whilst all 
of the age groups modally agreed that Training needs are identified during review sessions. 
We find a similar pattern in that the age groups i.e. 30-39 years(12.4%), 40-49 years (35.9%) 
and 50+ years(24.7) agreed and strongly agreed that training needs are aligned to their work 
whilst we find that all of the age groups modally agreed and strongly agreed as 20-29 years 
(2.2%), 30-39 years(2.2%) 40-49 years (20.3%) and 50+ years(20.1%) that training improves 
chances of getting rewards. However we also note that the age groups i.e. 20-29 years (1.1%), 
30-39 years(11.2%) 40-49 years (20.3%) and 50+ years(18%) agreed and strongly disagreed 
that training improves chances of getting rewards. All of the age groups also modally agreed 
i.e. 20-29 years (2.2%), 30-39 years(11.2%), 40-49 years (25.8%) and 50+ years(22.5%) all 
agreed that training intervention improves their work performance. The research also shows 
that all of the age groups agreed and strongly agreed that training helps in the implementation 
of PMDS. We see a consensus amongst the age groups in their perceptions of the PMDS 
training and development. 
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The age groups i.e. 20-29 years (1.1%), 30-39 years(12.3%), 40-49 years (31.4%) and 50+ 
years(24.6%) all disagreed and strongly disagreed that work goals are clear  and achievable. 
This is consistent with the overall findings of the research. We also find that all of the age 
groups disagreed and strongly disagreed that they understand the mission and vision of the 
organization. We also see the similar trend in that all the age groups since 20-29 years 
(2.2%), 30-39 years(13.5%), 40-49 years (33.7%) and 50+ years(29.2%) disagreed and 
strongly disagreed that they understand how the rating system works. Furthermore all of the 
age groups disagreed and strongly disagreed that the rating system is fair and objective, this is 
seen in the distribution of responses in the age groups i.e. (2.2%%), 30-39 years(7.9%), 40-49 
years (22.5%) and 50+ years(22.2%)  collectively disagree and strongly disagree. The finding 
also reveal that the age groups disagree and strongly disagree i.e. 20-29 years (1.1%), 30-39 
years(7.8%), 40-49 years (19.1%) and 50+ years(22.4%) disagreed and strongly disagreed 
that the feedback they receive from the PMDS review is useful. All of the age groups agreed 
and strongly agreed that the PMDS assists in the long-term career development broken down 
as  20-29 years (1.1%), 30-39 years(9%), 40-49 years (23.6%) and 50+ years(16.8%) 
collectively agree and strongly agree. The research also shows that all the age groups 
disagreed and strongly disagreed that they never feel anxiety when discussing scores with the 
supervisor. Further we find that all the age groups all disagreed and strongly disagreed as 20-
29 years (2.2%), 30-39 years(7.9%), 40-49 years (22.5%) and 50+ years(20.3%) that there is 
no favoritism involved in the rating system. The results reveal also that all the age groups 
disagree and strongly disagree as 20-29 years (2.2%), 30-39 years(12.4%), 40-49 years 
(34.8%) and 50+ years(23,6%) that PMDS helps me to identify areas that need improvement 
in my performance and finally all the age groups i.e. 20-29 years (2.2%), 30-39 years(10.1%), 
40-49 years (22.5%) and 50+ years(23.5%) disagreed and strongly disagreed that the manager 
and subordinates always reach consensus about scores during the assessment. 
 
CROSSTABULATION OF LENGTH OF SERVICE AND QUESTIONS 4-22 
Table 4.12 Cross tabulation of length of service and questions 4-22 

 Length of service 
1-5 years 6-10 years 11-15 years 16-20 years > 21 years 
Percent  Percent Percent  Percent Percent  

q4 

Strongly agree 0.0% 0.0% 1.1% 3.4% 1.1% 
Agree 7.9% 13.5% 12.4% 21.3% 28.1% 

Don't know 1.1% 0.0% 0.0% 0.0% 0.0% 
Disagree 0.0% 0.0% 2.2% 1.1% 0.0% 

Strongly disagree 1.1% 2.2% 1.1% 0.0% 2.2% 

q5 

Strongly agree 0.0% 0.0% 1.1% 2.2% 5.6% 
Agree 7.9% 11.2% 11.2% 21.3% 23.6% 

Don't know 1.1% 0.0% 0.0% 0.0% 0.0% 
Disagree 0.0% 3.4% 3.4% 2.2% 1.1% 

Strongly disagree 1.1% 1.1% 1.1% 0.0% 1.1% 

q6 

Strongly agree 0.0% 1.1% 2.2% 4.5% 3.4% 
Agree 5.6% 10.1% 10.1% 16.9% 25.8% 

Don't know 2.2% 1.1% 0.0% 0.0% 0.0% 
Disagree 1.1% 2.2% 3.4% 4.5% 1.1% 

Strongly disagree 1.1% 1.1% 1.1% 0.0% 1.1% 
Total 10.1% 15.7% 16.9% 25.8% 31.5% 

q7 

Strongly agree 1.1% 1.1% 1.1% 4.5% 3.4% 
Agree 6.7% 9.0% 9.0% 18.0% 21.3% 

Don't know 0.0% 0.0% 1.1% 0.0% 1.1% 
Disagree 0.0% 2.2% 3.4% 2.2% 1.1% 

Strongly disagree 2.2% 3.4% 2.2% 1.1% 4.5% 

q8 

Strongly agree 0.0% 1.1% 1.1% 4.5% 1.1% 
Agree 2.2% 6.7% 6.7% 15.7% 21.3% 

Don't know 2.2% 1.1% 0.0% 0.0% 0.0% 
Disagree 3.4% 2.2% 7.9% 4.5% 3.4% 
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Strongly disagree 2.2% 4.5% 1.1% 1.1% 5.6% 

q9 

Strongly agree 0.0% 0.0% 2.2% 3.4% 4.5% 
Agree 5.6% 11.2% 10.1% 18.0% 18.0% 

Don't know 1.1% 1.1% 1.1% 1.1% 0.0% 
Disagree 1.1% 2.2% 1.1% 2.2% 4.5% 

Strongly disagree 2.2% 1.1% 2.2% 1.1% 4.5% 

q10 

Strongly agree 1.1% 0.0% 1.1% 2.2% 3.4% 
Agree 3.4% 4.5% 5.6% 9.0% 13.5% 

Don't know 2.2% 2.2% 1.1% 0.0% 0.0% 
Disagree 1.1% 4.5% 4.5% 10.1% 3.4% 

Strongly disagree 2.2% 4.5% 4.5% 4.5% 11.2% 

q11 

Strongly agree 2.2% 0.0% 4.5% 5.6% 3.4% 
Agree 6.7% 10.1% 9.0% 16.9% 19.1% 

Don't know 0.0% 1.1% 0.0% 0.0% 1.1% 
Disagree 0.0% 3.4% 2.2% 2.2% 3.4% 

Strongly disagree 1.1% 1.1% 1.1% 1.1% 4.5% 

q12 

Strongly agree 1.1% 1.1% 1.1% 1.1% 1.1% 
Agree 3.4% 3.4% 9.0% 14.6% 15.7% 

Don't know 1.1% 1.1% 2.2% 0.0% 3.4% 
Disagree 1.1% 6.7% 3.4% 5.6% 4.5% 

Strongly disagree 3.4% 3.4% 1.1% 4.5% 6.7% 

q13 

Strongly agree 3.4% 1.1% 2.2% 2.2% 4.5% 
Agree 2.2% 1.1% 2.2% 6.7% 3.4% 

Don't know 0.0% 0.0% 1.1% 0.0% 0.0% 
Disagree 4.5% 11.2% 9.0% 13.5% 21.3% 

Strongly disagree 0.0% 2.2% 2.2% 3.4% 2.2% 

q14 

Strongly agree 2.2% 0.0% 1.1% 1.1% 3.4% 
Agree 3.4% 1.1% 2.2% 5.6% 2.2% 

Don't know 0.0% 1.1% 0.0% 0.0% 1.1% 
Disagree 2.2% 13.5% 12.4% 13.5% 21.3% 

Strongly disagree 2.2% 0.0% 1.1% 5.6% 3.4% 

q15 

Strongly agree 2.2% 1.1% 2.2% 2.2% 3.4% 
Agree 1.1% 2.2% 0.0% 0.0% 2.2% 

Don't know 0.0% 1.1% 2.2% 0.0% 1.1% 
Disagree 4.5% 11.2% 11.2% 19.1% 23.6% 

Strongly disagree 2.2% 0.0% 1.1% 4.5% 1.1% 

q16 

Strongly agree 2.2% 3.4% 3.4% 3.4% 6.7% 
Agree 1.1% 5.6% 4.5% 6.7% 5.6% 

Don't know 0.0% 1.1% 1.1% 0.0% 0.0% 
Disagree 5.6% 5.6% 6.7% 13.5% 16.9% 

Strongly disagree 1.1% 0.0% 1.1% 2.2% 2.2% 

q17 

Strongly agree 1.1% 3.4% 1.1% 4.5% 6.7% 
Agree 1.1% 4.5% 7.9% 7.9% 6.7% 

Don't know 1.1% 0.0% 1.1% 1.1% 0.0% 
Disagree 4.5% 6.7% 6.7% 10.1% 16.9% 

Strongly disagree 2.2% 1.1% 0.0% 2.2% 1.1% 

q18 

Strongly agree 1.1% 0.0% 2.2% 5.6% 7.9% 
Agree 1.1% 7.9% 9.0% 11.2% 4.5% 

Don't know 1.1% 0.0% 1.1% 0.0% 0.0% 
Disagree 5.6% 7.9% 4.5% 7.9% 18.0% 

Strongly disagree 1.1% 0.0% 0.0% 1.1% 1.1% 

q19 

Strongly agree 3.4% 0.0% 0.0% 3.4% 1.1% 
Agree 2.3% 1.1% 2.3% 4.6% 2.3% 

Don't know 0.0% 1.1% 0.0% 0.0% 2.3% 
Disagree 4.6% 10.3% 12.6% 13.8% 19.5% 

Strongly disagree 0.0% 1.1% 2.3% 4.6% 6.9% 

q20 

Strongly agree 3.4% 4.5% 4.5% 6.7% 11.2% 
Agree 1.1% 3.4% 4.5% 2.2% 2.2% 

Don't know 0.0% 0.0% 1.1% 1.1% 1.1% 
Disagree 5.6% 7.9% 6.7% 11.2% 14.6% 

Strongly disagree 0.0% 0.0% 0.0% 4.5% 2.2% 

q21 
Strongly agree 2.2% 0.0% 1.1% 2.2% 5.6% 

Agree 0.0% 4.5% 3.4% 0.0% 6.7% 
Don't know 1.1% 0.0% 0.0% 0.0% 0.0% 
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Disagree 4.5% 10.1% 11.2% 20.2% 16.9% 
Strongly disagree 2.2% 1.1% 1.1% 3.4% 2.2% 

q22 

Strongly agree 1.1% 3.4% 4.5% 2.2% 5.6% 
Agree 2.2% 3.4% 5.6% 3.4% 5.6% 

Don't know 0.0% 1.1% 1.1% 1.1% 1.1% 
Disagree 5.6% 6.7% 4.5% 15.7% 16.9% 

Strongly disagree 1.1% 1.1% 1.1% 3.4% 2.2% 
 
DISCUSSION OF LENGTH OF SERVICE GROUPS CROSSTBAULATIONS 
All of the age groups agree and strongly agree i.e. collectively 1-5 years (7.9%), 6-10 years 
(13.4%), 11-15 years (13.5%) 16-20 years (24.7%) and > 21 years (29.2%) all agree and 
strongly agree agreement contracts are completed on time for each financial year. The results 
also reveal this pattern in that all of the length of service groups collectively agree and 
strongly agree that quarterly reviews are completed and submitted to HR practitioner on time 
with a breakdown of responses are 1-5 years (7.9%), 6-10 years (11.2%), 11-15 years 
(12.3%) 16-20 years (23.5%) and > 21 years (29.2%). We also find that all of the length of 
service groups i.e. 1-5 years (5.6%), 6-10 years (11.2%), 11-15 years (12.3%) 16-20 years 
(21.4%) and > 21 years (29.2%) collectively agree and strongly agree that annual reviews are 
completed and submitted to HR practitioner on time. These results point to the fact that the 
length of service groups is compliant with the PMDS guidelines. This is not surprising since 
overall the results show that the respondents are compliant with the PMDS guidelines. 
The results reveal that overall the length of service groups collectively agree and strongly 
agree accounting for 75.2% that PMDS helps to identify training and development 
opportunities. We also find that 60.4% of the length of service groups collectively agreed and 
strongly agreed that training needs are identified during review sessions whilst majority of 
the length of service group agreed and strongly agreed i.e. 1-5 years (5.6%), 6-10 years 
(11.2%), 11-15 years (12.3%) 16-20 years (21.4%) and > 21 years (22.5%) that training 
needs are aligned to their work. We also find that the length of service groups i.e. 1-5 years 
(3.3%), 6-10 years (9%), 11-15 years (9%) 16-20 years (14.6%) and > 21 years (14.6%) 
disagreed and strongly disagreed that training improves chances of getting rewards. This has 
been a common underlying thread in all of the findings thus far. We also see that the length 
of service group i.e. 1-5 years (8.9%), 6-10 years (10.1%), 11-15 years (13.5%) 16-20 years 
(22.5%) and > 21 years (22.5%) collectively agreed and strongly agreed that training 
intervention improves their work performance. It is interesting to note that even amongst the 
longer service employees that this perception is prevalent. Finally we note that that the length 
of service group collectively agreed and strongly agreed as 1-5 years (4.5%), 6-10 years 
(4.5%), 11-15 years (10.1%) 16-20 years (15.7%) and > 21 years (16.8%) that training helps 
in the intervention of the PMDS. On the whole there seems to be a positive perception 
amongst the length of service group regarding the PMDS training and development. 
We find that the length of service group modally uniformly disagreed that work goals are 
clear and achievable. This is an important finding since regardless of the number of years 
with the employee’s service this feeling is predominantly felt across the length of service 
group. We also find that the length of service group modally disagreed and strongly disagreed 
as 1-5 years (4.4%), 6-10 years (13.5%), 11-15 years (13.5%) 16-20 years (19.1%) and > 21 
years (24.7%) with respect to understanding the mission and vision of the organization. The 
results also reveal that the breakdown of the responses within the length of service group was 
disagree and strongly disagree i.e. 1-5 years (6.7%), 6-10 years(11.2%), 11-15 years (12.3%)  
16-20 years(23.6%) and > 21 years (24.7%) with respect to understanding how the rating 
system works. The research shows the length of service groups uniformly and collectively 
disagreed and strongly disagreed as 1-5 years (6.7%), 6-10 years (5.6%), 11-15 years (7.8%) 
16-20 years (15.7%) and > 21 years (19.1%) that the rating system is fair and objective. This 
feeling is exhibited across the length of service group and not by just one or two categories. 
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Respondents with a higher or lower tenure feel the same way about the fairness of the rating 
system. The research shows that the length of service group modally disagreed and strongly 
disagreed that 1-5 years (6.7%), 6-10 years(7.8%), 11-15 years (6.7%)  16-20 years(12.3%) 
and > 21 years (18%) that the feedback they receive from the PMDS review is useful and 
furthermore we see the length of service group modally disagreed and strongly disagreed as 
1-5 years (6.7%), 6-10 years(7.9%), 11-15 years (4.5%)  16-20 years(9%) and > 21 years 
(19.1%) with respect to PMDS assists in the long-term career development. We also find that 
the length of service group responded as 1-5 years (4.6%), 6-10 years (11.4%), 11-15 years 
(14.9%) 16-20 years (18.4%) and > 21 years (26.4%) disagreed and strongly disagreed that 
they never feel anxiety when discussing scores with the supervisor. This is a consistent 
finding with the overall research objectives. We also see that the length of service groups 
disagree and strongly disagree with all the groups exhibiting this perception towards there is 
no favoritism involved in the rating system i.e. 1-5 years (5.6%), 6-10 years (7.9%), 11-15 
years (6.7%) 16-20 years (15.7%) and > 21 years (16.8%). The research also reveals that the 
length of service group also modally disagree and strongly disagree as 1-5 years (6.7%), 6-10 
years(11.2%), 11-15 years (12.3%)  16-20 years(23.6%) and > 21 years (19.1%) with respect 
to PMDS helps them to identify areas that need improvement in their performance. A similar 
trend is found in that within the length of service group all categories modally disagreed and 
strongly disagreed as 1-5 years (6.7%), 6-10 years(7.8%), 11-15 years (5.6%)  16-20 
years(19.1%) and > 21 years (19.1%) that  the manager and subordinates always reach 
consensus about scores during the assessment. These findings of the length of service group 
are consistent with the overall findings in relation to the research objectives of the thesis. We 
see the selfsame findings in the age group and the length of service group that is present in 
the overall findings of the research objectives. 
CONCLUSION 
 
This chapter presented, analysed and discussed the research findings. The discussion about 
the research findings is presented after each section. The analysed data was presented in bar 
charts with percentages and frequency distribution tables.  This chapter also shows testing of 
hypothesis for selected questions which include compliance of TARDI employees to PMDS 
guidelines, influence of training on PMDS and perceptions on the implementation of PMDS. 
 
CONCLUSIONS AND RECOMMENDATIONS  
FINDINGS FROM THE STUDY 
The findings from the research focused under findings from the literature and findings from 
the primary study. 
Findings from the Literature Review 
 Ivancevich (2010: 251) and Roberts, Mathis, and Jackson (1999:99)  define performance 
management system as the process  by which executives, managers and supervisors align 
employee performance with firm goals as well as the organizational objective  are achieved. 
PMDS manual and Policy (2006:9) as well as Stone, (2008 :291)  performance management 
system is viewed as involving building process , systems, culture and relationships that 
facilitate the achievement of organizational objectives, recruitment and selection, training and 
development, career planning and remuneration and benefits.    
Aguinis (2009: 15) and Mathis (2004: 279) are both of the opinion that performance 
management system is the primary source of information and it provides employees with 
information about the areas that need improvement and at the sametime give the feedback 
which enables one to identify employee strengths weaknesses, and training needs. 
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 Aguinis (2009:15) and Lepak and Gowan, (2010: 261) agree on the fact that one of the 
purposes of performance management system is administrative decisions regarding its 
workforce. 
Kirkpatrick (2006:165) and Nel, Werner, et al. (2008:494) argued that Planning is the stage 
that entails setting the direction and defining expectations, determining employee goals and 
objectives, evaluator and method to be used during the evaluation process. 
In PMDS staff evaluation survey on feedback, the findings indicate that there is a lack of 
communication between the managers and staff on motivation and development. Department 
of finance (2010: 10) and Pulakos, (2004:10) on the other hand, reveal that managers are 
reluctant to provide feedback and honest discussions with employees for fear of having poor 
relationships with their subordinates of which they count on them for the work to be done. 
 Lepak and Gowan (2010: 273) and Kirkpatrick (2006:22) point out that most supervisors are 
required to conduct appraisal, interview in every six months, once or twice a year.    
Stone, (2006: 300), reveal that in a survey of US managers the findings indicate that 
evaluating staff member’s performance and the managers having to make decisions that 
affect the lives of the people they know can be the causes of major stress. 
In a study conducted by Munzhedi (2011) the findings indicate that there are several 
challenges that hinder the success of the implementation of PMDS. The challenges include 
biased ratings and a setting of unrealistic performance targets for the employees. Johnson 
(2005:35) also emphasizes the fact that the employee should perceive the ratings as fair. 
Findings from the Primary Study 
This research reveals that TARDI employees comply with PMDS guidelines as the majority 
of the respondents (88.1%) agreed and strongly agreed that the contracts are completed and 
submitted to HR practitioner on time. The findings also show that combined 84.3 % of 
respondents agreed and strongly agreed that quarterly reviews are completed and submitted 
on time to HR practitioner. And also combined 79.7% of respondents agreed and strongly 
agreed that annual reviews are completed and submitted on time to HR practitioner. 
It was discovered that PMDS helps to identify training and development opportunities. This 
is an indication that TARDI employees show some understanding on the benefits and 
purposes of the PMDS. 50% of respondents agreed and strongly agreed that training does not 
improve the chances of getting the reward, even though 77.5 % agreed that training 
intervention improve their work performance. This indicates that more emphasis should be 
put on training and development for the success of PMDS.  50% of respondent reflected 
positively towards training that helps in the implementation of PMDS, but 40.4% of 
respondent’s show negative response. 
The research findings reveal that the majority of the respondents (69.7%) are not clear about 
work goals and they are not achievable. This is a serious concern as the key performance 
Areas need to be aligned to work goals. Further, the goals need to be clear and achievable. 
Similarly 84.3 % of respondents reveal that they do not understand the mission and vision of 
the organization. 
A combined 55% of respondents disagreed and strongly disagreed on the fact that the rating 
system is fair and it is also objective. This indicates the fact that the supervisors tend to use 
subjective judgment. At the sametime, the 75.8% of the respondents feel anxiety when 
discussing their scores with supervisors. Unfairness of rating system and subjectivity 
judgments by supervisors and feelings of anxiety raises concerns of emotions within the 
system which may lead to conflict between the supervisors and their subordinates. This also 
proves the fact that supervisors allow biasness during the rating of scores. 
This research reveals that 73% of respondents indicate that PMDS does not help the 
employees to identify the areas of improvement. This may be caused by the fact that 
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supervisors tend to review the past performance without taking measures to address 
deficiencies and training needs to improve future performance 
The findings also reveal that the 58.4% of the responses agreed that managers and 
subordinates do not reach consensus about the scores during the assessment. As mentioned 
earlier this may contribute to conflict between the supervisor and the subordinate. The 
conflict lead to negative attitude towards PMDS and this may hinder the effective 
implementation of PMDS. 
The findings above indicate that TARDI employees have negative perceptions of the 
implementation of PMDS. 
CONCLUSIONS 
It is imperative in order for any organization to succeed that the performance of the 
employees be monitored and evaluated. Hence across the globe several organizations have 
implemented the performance development and management systems (PMDS). The current 
study aims to evaluate the PMDS with the surveyed organization. The sample constituted a 
mature group of individuals with more females than males represented in the sample. 
 
The results reveal that there is compliance amongst the respondents to the PMDS. This is to 
the credit of the organization and is reflected as strength of the surveyed organization. 
However there are also key findings that reveal areas of deficiency of the PMDS within the 
organization. Firstly the respondents disagree that training improves their chance of getting 
rewards.  The meetings, workshops and roadshows must clearly delineate as to how 
employees can achieve rewards through consistent training. The respondents clearly indicated 
that training does help in the implementation of the PMDS. Hence employees must be given a 
question and answer session where these issues can be ironed out.  
 
Finally the respondents have a very negative perception of the PMDS. Some of these issues 
include the goals being unclear and not achievable, misunderstanding the mission and vision 
of the organization, not understanding how the rating system works, the unfairness and 
subjectivity of the rating system, the feedback of the PMDS received being not useful,  
experiencing anxiety when discussing scores with the supervisor, the partiality that is shown 
in the rating system of the PMDS, the inability to recognize areas of improvement in their 
jobs and their performance, unfairness of scores and the inability to reach consensus between 
the managers and subordinates regarding scores.   To address these there can be question and 
answer sessions between management and respondents to address any grievances. 
RECOMMENDATIONS 
 The institution should implement PMDS policy effectively as this would reduce the 

problems experienced by employees. 
 

 The issues of unfairness, anxiety in discussing scores and unjust managers should be 
addressed by the organization when it has an external audit of the PMDS. 
 

 Financial incentive in the form of a reward should be balanced with the individual’s 
level of performance and training intervention. 
 

 Supervisors should provide regular feedback about employee’s performance. 
 

 Managers and employees should be trained on PMDS at regular intervals throughout 
the financial year. 
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 It is recommended that the organization embark on workshops and consistent 
roadshows to communicate to the employees the reasons and benefits of employees 
participating in training. It is also recommended that the organization communicate 
clearly to the employees through department leaders, supervisors and managers the 
need to be continually trained since this is part of an ongoing education that 
contributes towards a holistic improvement. 
 

 The organization can also make use of paraphernalia such as pamphlets and books 
that will increase the understanding and literacy of respondents with respect to the 
PMDS. Furthermore, the organization can make use of technology such as the internet 
to re-educate the respondents. 

AREAS OF FUTURE RESEARCH 
 A similar study can be extended to other directorates of the Department of Rural 

Development and Agrarian Reform. 
 A Comparative study can be conducted to see if there are any differences in the 

implementation of PMDS between the two Agricultural Training Institutions that is, 
Mpofu Training Centre and TARDI. 

 A similar study which will be using open ended questions to allow respondents to 
express their views about their perceptions on the implementation of PMDS can be 
conducted.  
                                                                                                                                           

 CONCLUSION 
The research findings clearly give an indication that TARDI employees show compliance to 
PMDS guidelines. However, they did not understand the mission and goals of the 
organization. This is a critical issue as their Performance Areas of the employees are based on 
the set goals of the organization.  It also becomes evident that PMDS is characterized by 
emotions and conflicts as more than half of the employees indicate that rating system is 
unfair and subjective. 
 
Inspite of the difficulties performance management is an essential tool for higher performing 
organizations, and it is one of a manager’s most important responsibilities, if not important 
responsibility, (Pulakos, 2004:1). 
 
Performance management need to be implemented in the most effective way as it assists the 
organization to achieve the best performance. 
 
Therefore, more research need to be conducted on PMDS to iron out the reasons for its poor 
implementation and give solutions in order to motivate the employees to achieve to their 
fullest. 
 
NOTE: This study was presented by the principal author as a dissertation in 2014 to the 
Regent Business School for the award of the Master of Business Administration Degree 
(MBA). The dissertation was supervised by Linganiso Xolelwa and was edited by 
Professor Anis Mahomed Karodia for purposes of producing the study as a publishable 
journal article.  
Kindly note that the full bibliography of the study is cited and that the applicable 
references relevant to this article are contained and cited in the full bibliography that is 
presented hereunder:   
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