












































The public service has been through a series of implementing and discarding systems in
the process of trying to find new effective systems that will lead to valid and sustainable

performance improvement.

This has often been a useful process of learning about what was not effective. According
to Pratt (1991), various appraisal systems that were used in the past were based on
standards set to measure workers performance. In the simplest system, those standards
were established through direct observations by the manager. In a more elaborate system,
detailed standards were developed in advance without the involvement of the employee.

The standards were very subjective in nature, and were based on the supervisor’s

assessment a lot from the previou~ -——-~-~--- *~ ~~der to prevent repeating some of the
same mistakes of the character ar » seen in subordinates. The character
and personality assessment was > supervisor’s overall evaluation of

quality and quantity of work produ

Pratt (1991) writes further and maint P mong the personality and character traits
assessed were such dofiyyguepsy ;:ietxquﬁ B g ﬁenesty, attitude, initiative,
cooperation, and ambition. AlBg Atdrerett itidbe @ppedsal system were elements like

attendance, punctuality, compliance with job instruction and acceptance of responsibility.

Thus previous performance measurement was often highly subjective and allowed those
officials responsible for rating too much personal latitude. When faced with worker
complaints and appeals against their performance rating, supervisors had difficulty

explaining their evaluation decision subjectivity.

On the same note, Pillay (1998) asserts that supervisors who make assessments appear to
lack the training and ability necessary to fulfil the important task of identifying the future
top level talents. In addition few supervisors keep a record of performance incidents
resulting in a host of potentially biasing influences. Management needed a better Wa}; to
appraise employee performance so that it would emphasise more job relatedness and more

measurerable elements with core factors being quality and quantity.




























1.7.3 Data Collection

A structured questionnaire will be utilised which involves directly asking the respondent
about the study variables. |

To increase the response rate the researcher will distribute questionnaires to respondents
personally and instructions will be given as to how to complete the questionnaire. Focus
group discussions will be utilised to the employees in level 1-3 to obtain their perceptions
and their opinion regarding the implementation of PMDS. Focus group discussions will
be relevant to this group due to low levels of literacy and because they will not be able to

understand some of the terminology used in the questionnaire.

1.7.4 Data Presentation and Al

The data from completed coded be recorded electronically according
to the variable being investigated. tistician will be utilised.
Simple descriptive statistics in a { will be employed in order to compare

results from different groups such asvion of managers compared with those of

employees regarding thm]erémw gfllgDS Fﬁhic displays have been generated
in order to provide a visual p}%@rém@n demQesirbpgsomparison between categories or

trends.

1.8 Pilot Study

De Vos (1998) defines a pilot study as a process whereby the research design for a
prospective survey is tested. The pilot study will be done to establish the face validity of
the instrument, namely the questionnaire in order to improve format, flow and formulation
of questions. The instrument will be tested on 5 respondents and the comments will be

incorporated into the final vetsion of the research instrument.

1.9 VALIDITY AND RELIABILITY
1.9.1 Validity:
According to Creswell (1994), validity means the degree to which an instrument

-measures what it is intended to measure.
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It could further serve as a framework for testing whether the inputs, processes, and outputs
are indeed taken care of during implementation and whether crucial linkages of
performance management with other humén resource and organizational systems are in
place.

The system theory is the main theory used in the study to explain the impact of a PMDS on
- organisational performance. According to Arumugam (2001) organisations are still
struggling with the implementation of an effective performance management system. He:
maintains that the reason for this failure lies not so much in the technologies being applied,
but as a consequence of the human factors in the performance management process. He
identifies the following problems as contributory factors in the implementation of a

performance management system

* PM is not understood by 1 core management activity which is
central to effective organi: e.
*  Managers do not integrate s into other management decisions.

»=  Manager shows resistance to 'erformance appraisals.

»  Managers are lotgﬁi%f,eéllcf in (Shfii:?bﬂi%, i(_)Imanage performance.
= There is difficulty in Wth%ﬁﬁ%ﬁ@@ﬁ@%@t and performance.

He writes further and identifies the interventions necessary for resolving the above issues,
namely; that management needs to create a shared understanding of performance
management amongst all managers and staff through systematic, outcome-based
. performance management training programmes. It is also essential to establish a corporate
communication strategy that effectively informs and influences a culture of high
performance.

Lastly senior managers need to engage in a strategic business process, which integrates

the performance management system and practices with the overall business strategy.

From the above discussion, it is clear that an organisation will only achieve its goals and
objectives if employees have workplace goals and objectives that are aligned with those of
the organisation. Performance management at the individual level is an integral part of

performance management at the organisational level.
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2.4 PERFORMANCE
Williams (2002) defines performance as the record of outcomes produced on a specified .
job function or activity during a specified time period.

Performance on the job as a whole would be equal to the sum (or average) of performance

on the critical or essential job functions. Hence the emphasis of performance here is on

linking it to outcomes which will in turn link up to the organisational goals, and thus
- assessment can be made on whether an individual is performing well or not.

This study will therefore look at various theories surrounding performance. Robbins et al

(2004) are of the opinion that employee performance is a function of the interaction of

ability and motivation, that is represented by this formula =f (A x M). They write further to

say “if either is inadequate, perfor tively affected” (ibid: 141).

Other aspects that need to be co: 1ation are abilities and intelligence in
addition to motivation so as to employees performance. However, a
piece of the puzzle that is still mis inity to perform aspect, which is added

as follows to the performance equat'(/l x 0). Sometimes though an individual

may be willing and ablmwwszﬁiefjaf;fop_itgﬁn Jperforme‘mce.

This is shown in Figure 2 bqlgyy
Figure 2

Performance dimensions

\ Jas

7 Mot £

Source: Adapted from M. Blumberg and C.D. Pringle.
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2.5 PERFORMANCE MANAGEMENT

Armstrong (2000) defines performance management as an integrated process that delivers
sustained success to organisations by improving the performance of the people who work
iﬂ them and by developing the capabilities of individual contributors and teams.
Performance management is strategic in the sense that it is concerned with the broader
issues facing a business if that business is to function effectively in its environment, and
with the general direction in which the business intends to go to achieve its obj eétives.

It is a shared pro'cess between managers and the individuals and teams they manage. It is
based on agreement of objective knowledge, skills and competency requirements and work

and development plans.

Performance management, accor 2002), can be looked at as a process for
measuring outputs in the shaps ‘ormance compared with expectations
expressed as objectives. In this on targets, standards and performance

measures. Performance managemen Qjj#cerned with inputs: knowledge, skills and

competence required U lﬁo\giécle il:[e} eﬁché) f{sﬁaf.g)ervisors, by defining input

requirements and assessing Higgatdné ko okl enpected level of performance has been

achieved using skills and competencies effectively, are able to identify developmental
needs. Performance management is aimed at optimising the potential and current employee
output in terms of quality and quantity, thereby increasing the total organisational
performance (Simeka 2000). Thus, performance management and development policy not
only links the importance of human resource training and development with individual
development but also with improving organisational performance.
2.5.1 Performance Management Cycle
Armstrong (2000) describes PM as a continuous self-renewing cycle with the following
activities:

= Role Definition clarifies the key results and capabilities requirements. Role

definition sets out the purpose of the job holder by clarifying role expectation and

provides the foundation for performance agreement.
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Key results areas of the role provide headings against which objectives and

performance standard are agreed. Key capabilities specify behaviours required to

perform the role effectively which in turn provides the basis for drawing up personal

development plans and for assessing the input aspects of performance (Armstrong
2000).

Performance Agreements define expectations, work to be done, the results to be
attained and attributes (skills, knowledge and expertise) and competencies required
to achieve the results. These also identify measures to monitor, review and assess

performance. The performance agreement may also refer to the core values of the

organisation for qualit rice, team working and employee
development that the job 0 uphold in carrying out the work.

Business units should be sic objectives of the department, should
identify goals for the ye: :ctives and work plans that will ensure

the goals are achieved. E/JJ#e in the business unit, in turn is then

responsible to WW‘@ f%ﬁt}?tﬂfft%ﬁ . c{lf: éer/his work output, according
to her/his defined rolFgeytihleysiiesE pi formpgirong 2000).

Managing Performance is the stage in which action is taken to implement the
performance agreement and personal development plan, as employees carry on with
their day-to-day work and their planned activities. It includes a continuous process
of providing feedback on performance, conducting informal progress reviews,
updating objectives and where necessary, attending to performance problems.
Performance management should not be imposed on managers as something special
they have to do; it should be treated as a natural process that all good managers
follow. PM has to fit process-based and flexible organisations. It has to replace the
type of appraisal system that only fits a hierarchical and bureaucratic organisation
(Armstrong 2000).

Performance Reviews are the formal evaluation stage when a review of

performance over a period takes place, covering achievements, progress and
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These obstacles are of varying magnitude and vary from one institution to another.
Examples of barriers in the personnel cluster include: inadequate control of time /work day,
risk avoidance and conceptual confusion.

The development and promotion of a performance management system in the content of
information technology includes barriers such as: quality of computer literacy, ignorance
by computer system specialists, hardware and software incompatibility and reluctance to

accept technology gains (Swain &White 1992).

Despite enthusiasm regarding PM in various organisations, a comprehensive survey of nine
leading South African organisations undertaken by the Univlersity of Stellenbosch Business
School revealed a rather bleak pi nployee’s performance is managed and
rewarded in South Africa (Jout . Major problems that were identified

during the survey included:

The existence of a rather negative CH "

Changes in corporaiq P oy St [N FEeFpAfias behaviour changes.
There was generally insufflgere dinermandSemetiesumport for performance management.
Lack of follow up of performance reviews.

Overemphasis on the appraisal aspect at the expense of development.

Inadequate performance management information and objectivity.

According to Sangweni (2003), this situation is not different in the public service
particularly in the performance management of senior managers. A study conducted in
2002 by the Public Service Commission (PSC) on the management of perfoﬁnance
agreements of senior managers revealed that a number of senior managers had not signed
performance agreements and that performance reviews are not conducted regularly as
required. The study revealed that 12% of _the respondents were not informed by their

departments as to how the system of performance agreements worked in practice.
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2.6.2 Theoretical Framework of productivity

The Hawthorne studies, in enhancing productivity, have had a great impact on organisations
and the way in which management interacts with workers. According to Smit & Cronje’ (2002)
Hawthorne studies were carried out to study employees at the Western Electric Hawthorne
plant at Cicero. The Hawthorne studies investigated the relationship between the level of
lighting in the workplace and worker productivity. The original hypothesis was that lighting
would increase productivity but the results were confusing after the study was concluded. As
lighting improved, so did productivity. Surprisingly as lighting conditions were made dimmer
there was still a tendency for productivity to improve. Much to researchers’ surprise,

productivity seemed to be unaffected by the level of illumination. The workers’ output

increased whether light was decreas: d constant.

It was obvious that something besi aced workers productivity. Researchers
learned that factors other than pure for example, illumination) do influence
productivity. One of the major finc nenon called the Hawthorne effect: the

workers” job performance began to impNgg#ing the start of the researchers” intervention

and continued to improvﬂﬁﬂ/séfgﬁlynﬁxfl Fmeﬂgi.t the employees were receiving
from the researchers (Smit & Cyamier Bo92)n Hieabry eowever, the novelty began to wear

off, and productivity returned to the previous level.

Researcher Mayo and his associate decided that a complex chain of circumstances had sparked
off the productivity increase that was observed. Management’s concern for wellbeing and
sympathetic supervision enhanced workers performance. Therefore productivity increased as a
result of human factors not environmental factors. These

studies concluded that many factors contributed to influence worker productivity (Smit &
Cronje* 2002).

Therefore in enhancing productivity and improving service delivery it is important to consider

the human factor too as it greatly impacts on performance and productivity.
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2.7 LEADERSHIP AND PERFORMANCE MANAGEMENT

The performance of any organisation is directly related to the quality of its leadership. The
' task of leadership according to Smit & Cronje (2002) is directing and managing the
activities and performance of the people so that objectives of the organisation can be
attained. These authors are of the opinion that leadership entails activities such as
transmitting information to subordinates; formulating the organisation’s mission objectives
and plans and explaining these to subordinates; supervising the work of subordinates;
taking steps to improve the performance of the subordinates; motivating subordinates and

communicating the goals of the organisation.

Leadership plays a central part i oup behaviour, for it is the leader who
usually provides the direction tov it.

Robbins et al (2004) are of the o curate predictive capabilities should be
valuable in improving group y write further that transformational

leadership is appropriate in dynam G, such as the South African environment.
The transformation of[_gﬂlﬁ éfrwr@*nm Hﬁ If@ transformational leadership
who can bring the necessary cheregerbrt wilEsmdliethem to compete successfully.
Robbins et al (2004) identify the following qualities of transformational leadership:
»  Charisma: Provides vision and sense of mission, instils pride, gains respect and
trust.
» Inspiration: Communication of high expectations uses symbols to focus efforts, and
express important purposes.
» Intellectual stimulation: Promotes intelligence, rationality and careful problem
solving.
» Individualised consideration: Gives personal attention, treats each employee
individually, coaches and advises.
A study was conducted in 2001 by the University of South Africa (UNISA) and the Centre
for Work Performance at Rand Afrikaans University (RAU) to determine attributes,

behaviour and practices that would significally add value to organisations.
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Spangenberg’s views by stating that knowledge and skills are critical in providing a
motivated work force that has the capability to perform the requisite tasks.

Training is an essential component of high performance work systems because
organisations rely on front —line employees’ skill and initiative to identify and resolve

problems.

Providing Feedback
Armstrong (2000) states that feedback is a system that is utilised to transmit
information on performance from one part of a system to an earlier part of the system in

order to generate corrective action. The aim of feedback is to promote understanding

between the supervisors and t appropriate action can be taken, where
the feedback has revealed th: ne wrong. Feedback enables employees
to take an active role in n 1 performance and ensuring that their
performance meets the exp managers. Good one to one feedback

procedures, according to SpangeNjjjj#¥haracterised by the following attributes;

Timeous Manage i b tivity has been performed in
TN 815 POt HATE
order to improve perf Aayih B ck is highly desirable. The only
Sfogesh APah

exception noted by the author is in complex learning where individuals need time to
reflect on what they have learned.

Directed at Controllable Activities: as stated earlier, work objectives should only be
set in areas over which employee has reasonable control. Feedback should be directed
only towards activities that the employee can control.

Descriptive and Comprehensive: feedback should be presented as a description of
What has happened. Performance description enables employees to compare the
information they receive with their own perceptions about their own performance.
Specific: Feedback must be specific, be provided on actual results and be backed up by
evidence. Feedback must refer to events, critical incidence and significant behaviours
that have affected performance in specific ways (Armstrong 2000).

Support: During feedback the supervisor must be constructive and positive and

unconditional acceptance must prevail. Research conducted by Wexley (1983) indicates
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activities and strategic goals. PM is a means of getting better results from a whole
organisation, or teams and individuals within it, by understanding and managing performance
within an agreed framework of planned goals, standard and competence requirements.

It is a process for establishing a performance culture that would reward and recognise
effective performance. It is to be used as a vehicle for implementing organisational goals and
priorities, to facilitate continuous performance improvement and organisational development.
It clearly defines areas of responsibility and determines success indicators against which
performance can be measure (Simeka 2000).

The performance management system is designed to monitor and improve performance and
to re-engineer the ECPG so that the changing needs of the people are catered for and to
enéure that government and the ad ice delivery are accessible to the people

of the province.

2.9 IMPLEMENTING A PERI VAGEMENT SYSTEM (PMDS)
Performance management is normally ¥ to bring about change or to contribute to

service delivery to ens§ ﬁlﬁ avgﬁgp%fepﬁﬁaﬁ%feésible to the people. Bringing
about change however is not Fyggl¢vetater# peedtsned needs to be managed carefully.

Arumugam (2001) is of the opinion that, in transforming performance management processes
it is essential that a complementary approach is used which is firmly routed in the principles
of participation. It is essential that top management is cdmmitted to performance
management and should adopt a participatory approach to the design and implementation of
performance management. The top team members need to understand their role as change
leaders and must be prepared to model the change.

Since managing change falls in the realm of Organisation Development (OD) it suggested
that the implementation process adheres to OD philosophy, principles, and procedures. OD
has been defined by Nel et al (2002) as a system wide application of behavioural science
knowledge to planned development and reinforcement of organisational strategies, structures

and process for improving an organisation’s effectiveness.
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2.9.1 Theoretical Framework for Performance Management Implementation
The model that seems useful for performance management implementation according to
Spangenberg (1994) is the integrative model of planned change developed by Bullock &
Battern (1985). The model describes pianned change in terms of two major dimensions:
change phase i.e. organisational states and change processes; and organisational
development (OD) techniques used to move an organisation from one state to another.
OD is a discipline that contributes greatly to understanding the management of change.
Since it is wide in scope, it influences performance management in many ways for example
diagnosing organisational readiness; designing organisational elements to achieve the
desired strategy; creating a supportive whilst at same time improvement oriented culture.
The four change phases and resp: sses are discussed as follows:

e Explorative Phase
In this phase an organisation nee need for a change and must commit the
resources to the planning effort. to investigate the current PM system to
enquire into its effectiveness and accUe change processes within this phase begin
with the orgaxﬁsationa{W%fth of‘{l?[@oblem or the need to change.
This leads to searching for D ersbheges anEsutlemeand subsequently to contracting for
them. The search process typically involves organisational members making a judgment
about a consultant’s skills and competence and the consultant assessing whether the client
is ready for change and has the necessary commitment and resources. It is also important to
contract for internal consultants or facilitators who are going to manage the change process

when the consultants are not on the scene (Spangenberg 1994).

When PMDS was to be introduced in the ECPG, a project team was set up, composed of
ten people representing every level and function. The project team received change
management training and assisted the department with the implementation of performance
management. It is also important to obtain top and senior management commitment from
the Véry beginning. Top managers need to understand their role, as change agent leaders

and they must be prepared to model and live the new behaviours when they are in place.

41



If top executives do not use the system with their own subordinates and model desired

- behaviour, implementation will not get off the ground (Spangenberg 1994).

Planning Phase

The second phase begins once resources for OD are committed.

It involves the understanding of problems facing the organisation and planning the
changes needed to resolve problems.

Change processes start with diagnosing the organisation to discover the source of
problems. The purpose of the diagnostic phase is to specify the nature of the exact

problems requiring solution, to identify the underlying casual forces and to provide the

bases for selecting effective and techniques. This phase ends when
key decision makers approve ges (Spangenberg 1994).
Action Phase

In the next phase the organisatio™SJjJJ#¥ts the changes derived from planning which
will lead to a se@nq%pgﬁyom fegytiey pegrammes aimed at resolving
problems and increasifig ppaeikativiat effetiveness. The changes are aimed at
transforming the organisation from its current state to a desired future state. The two
main activities of the action phase are implementation and evaluation. The
implementation of performance management according to Spangenberg (1994) requires
the presence of certain organisational conditions and process issues. Organisational
conditions which have the most profound impact on the implementation of performance
management are top management commitment, and ownership by line managers and
employees. |

Top management shows support to performance management by allocating resources
and approving policies pertaining to the implementation of the system. Ownership by
managers and employees should be a line management priority along with business
planning, controlling the budget, and management of job processes (Spangenberg
1994).
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2.11.1 The Performance Agreement

All personnel at level 13-16 plus certain personnel at level 12 and below, who are

responsible for the management of budgets and staff must sign a performance agreement.

A key aspect of the performance agreement is that performance is assessed in terms of

outputs/ deliverables and not activities. In addition managers from level 13-16 are assessed

according to the following competencies which are critical in carrying out their functional

roles:

Project management: the ability to identify needs, develop a project plan, organise and

co-ordinate human, financial and physical resources to achieve objectives.
Creative problem solving; the ability to be analytical and identify innovative solutions

to address the needs.

Effective communication: tt yate in ensuring the unimpeded flow of

information and sharing of k

Developing and co-ordinatir build relationships with colleagues in a
manner conducive to developin'beneﬁcial working environment.

Diversity mana&gﬁ:ﬁ})@%‘ﬁ owtw%feﬁébeéaviour sensitivity to a diverse
range of factors within %@’@fh ¢Fr

Adaptability to change: ability to engage in an open and productive manner.

Financial management: ability to display knowledge and skills required to manage

financial resources.

Leadership: ability to provide vision and clearly demonstrate commitment towards

achievement of goals.

Programme management: ability to identify macro needs, co-ordinate project plans.

Strategy and purpose: ability to identify strategic and organisational needs, undertake

organisational planning and review (Simeka 2003).

2.11.2 Work plan agreement

The work plan agreement is comprised of two parts: the work plan agreement and

performance plan.
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Monitoring individual or team performance is crucial to ensure that employees work
towards the set and desired objectives. Within the ECPG, performance monitoring is
conducted through progress reviews, which are a continuous process of monitoring and
assessing individual and/ or team performance based on agreed upon objectives and related
outputs or outcomes. There are three components to progress reviews: self assessments,
peer/managerial reviews ahd customer reviews. During self —assessment, employees review

their own performance before meeting with their supervisor/manager (Simeka 2003).

2.12.1 Performance Reviews

According to Armstrong (2000) performance review discussions enable a perspective to be

obtained on past performance as 1 r plans for the future.

An overall view is taken of progi ance and development reviews provide
those involved with the opportun st performance as the basis for crafting
a self development improvemen G performance reviews are conducted

quarterly based on performance a NP vork plans and /or standard framework

agreements. Based on t iset, c icyw is conducted between the
et REstist Yo FPPERRATRY

manager or supervisor and tiEsgthree. ar Bracpsis Adeoject team before the performance
cycle is completed (Simeka 2003).

Performance is also assessed based on the competency profiles that have been developed

for each level as stated earlier.

2.12.2 Purpose of Performance Reviews
Progress reviews are conducted to provide a formal opportunity to discuss overall
performance results. Progress review meetings allow the manager to summarise informal

feedback and are vital to managing performance.
The overall purpose of a progress review is to:

= Assess progress towards goals and objectives established in the performance

development plan.
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Research conducted on performance management by the Institute of Personnel and
Development established that, less than half (43%) of respondents agreed that there is a
relationship that exists between performance and pay (Armstrong 2000).
Research from a survey conducted on compensation trends by Horwitz & Frost (1992)
involving 150 South Africa companies which are members of the Institute of Personnel
Management identified the following findings;

- That there is little evidence that exits that organisations are using performance

appraisal in determining pay decisions. '
= Rewards that are given to employees are not proportionate to the efforts involved,

for example rewards are not linked to value added by achievement of objectives to

the extent that the manage: otion of fairness.

= Employees do not seem | the design of the rewards system.
Secondly, there appears t ecreasing the role of basic salary and
replacing it with flexible p schemes.

From these two surveys it can be de ¥ spite of increased competitiveness and a

need for effective perfEﬁJﬂ%f.lgll Wﬁf‘F@frfeﬁﬁ% performance effectively is

complex and difficult to achiqRig, Bt arotivaligieq] hotgedial of rewards is not being utilised
to the fullest.

2.14 Objectives of a Rewards System

The ideal reward system should be effective in retaining the most valuable employees so
that employees stay with the company. In addition achievement —oriented individuals will
be attracted since they believe the organisation will reward their performance. The ideal
reward system should be very effective at retaining the most valuable employees. This will
be achieved by providing competitive rewards and performance based rewafds to
employees. Employees are motivated to develop their skills in order to perform effectively
when employees see a connection between learning skills and valued financial rewards.
The reward system will influence organisational structure in determining the status
hierarchy through job evaluation. Job evaluation facilitates co-operation by allocating the

same pay structure to groups of workers on the same salary level.
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A reward system can influence the organisational culture, by determining whether
organisational culture is perceived as people —oriented, hierarchical or participative.
Involving employees in decisions relating to rewards can produce a participative culture in
which employees can influence organisational decisions. Pay for performance systems can
be designed during the implementation of strategy that will facilitate motivating the right
kind of performance and attracting the right kind of people to the organisation
(Spangenberg 1994).

2.15 Guiding Principles Managing Performance Outcomes

Simeka (2003) identifies the following guiding principles on performance

management which form ing performance outcomes:
e Performance must be linked nt and must align decision-making and
activity with the objectives ¢ ment’s strategic plan.
e The focus of performance be developmental, while allowing for

effective and relevant responses S dequate and outstanding performance.

e Performance mus[}npg@gqi@ ag:prpl@ittifq,—pamrtive and non-discriminatory
manner in order to enhahogefiffuéenty, £ffeaivenes and accountability.

¢ FElements of PM should not be viewed in isolation but its outcome must be fed back to

people involved with strategic planning.
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2.16 CONCLUSION
Looking at the above literature the success of implementing an effective PMDS in
an organisation is greatly influenced by the extent to which HRM practices support
the programme and by the commitment displayed by top management.
The major contribution of PM is its focus on achieving results through useful
products and services to customers inside and out of the organisation. PM redirects

employee’s efforts away from busyness toward effectiveness.

The greatest challenge facing the ECPG is to transform the public service so that

public servants address the changing needs of the community. At the core there is a

need to ensure that servic the people and are of good quality.

From the literature revie at organisations intending to introduce
PM should develop the: framework within which appropriate
processes can be designe . The framework will provide guidance

to managers as well as {NJjJ#als' and teams they manage, on what
performance a‘@‘ﬁ‘fﬁ]éﬁ@ ‘t3}l 61 W%ﬁaéy out. A number of factors
which formed the cdnwgméramﬂqr&eﬂ(templementaﬁon of PMDS and policies
were discussed and evaluated in order to understand better the hindrances towards
PMDS implementation, including resistance to change by both subordinates and
supervisors, lack of top management support and commitment and failure to
conform to policies and procedures.

The literature consulted for comparative study purposes also stressed the
importance of correct policy implementation for the improvement of performance
among the workers. The above theoretical requireménts regarding performance
management provide the basis on which to consider a number of significant factors
relevant to this study namely;

What are the perceptions of employees and managers of the Office of the Premier

regarding the implementation of a performance management system?
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3.4.1 Development and structure of questionnaire

The research instrument that was used as a primary tool for data collection was a structured
questionnaire which was developed by the researcher. The Likert Scale was used in
formulating the questionnaire.

Babbie (1998) states that the Likert Scale is a formalised procedure, through which the
respondents are asked to strongly agree, agree, disagree, or strongly disagree, approve or
indicate if they are undecided. In this study ratings were limited to a four points Likert
Scale namely; strongly agree, agree, disagree and strongly disagree because of the small
number of respondents.

A middle category was not included to ensure that respondents indicated a definite

preference. This was also to er ts to apply their minds to the issue at
hand, and express an opinion, ei ative.
Questionnaire A (attached) con e (43) items which were designed to

determine the attitudes and percEN@%” managers and employees regarding the

implementation of P{gqﬁ fé?ﬂgi ?u@fofs WGI_P%G With closed questions, the
responses provided are umgy et Aube additional open-ended category was

included for respondents to air their opinion by providing three ideas as to how the
implementation of performance management and development can be improved. The staff
survey questionnaire (Questionnaire A) was grouped into six (6) categories of measurement

(Q) which addressed managers’ and employees’ attitudes and perceptions:

= Performance Management System Aspects Q1-11

= Implementation Aspects Q12-14
= Performance Planning Aspects Q15-19
»  Performance Improvements Aspects Q 20-24
» Periodic Reviews Aspects Q25-32
» Annual Reviews Aspects Q 33-37
» Rewards and Recognition Q38-43

The secondary research tool that was used to collect data from General Assistants was

focus group discussions that utilised a structured guide.
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Open ended questions were used to allow respondents to describe their views on the
implementation of the PMDS. The interview guide addressed the following issues:
Performance Management System
Performance Planning
Performance Improvement Aspects
Performance Review Aspects

Rewards and Recognition

3.5 Data gathering approach
Two research methodologies for collection of data were used, namely the questionnaire and

focus group interviews as discus

3.5.1 Questionnaire A: Staff su

Regarding the questionnaire (Qu nanagers and employees, the researcher
distributed and collected the queS#”herself from all targeted managers and
employees. A coverin{}iiﬁiv @igﬁwgdlie F\melapﬁf}é importance of the study was
attached to each copy of thé @ggtﬂmalm Ewcetdomige time delays, the researcher made a

follow up by telephone to remind the respondents about the questionnaire.

3.5.2 Interview guide for General Assistants

A period of two days was set aside for data collection where prior arrangements were made
with the person in charge of general assistants. Permission had been previously granted by
the accounting officer of the Office of the Premier, to allow the researcher to interview
respondents. In collecting information the researcher created a permissive environment in
the focus group that encouraged participants to share perceptions and points of view
without pressurising the participants to vote or reach consensus. This was done through
informal interaction before discussions began. An introduction was given during which the
researcher highlighted the purpose of the research. Role clarification was undertaken where

the researcher explained the presence of a reporter who was capturing the data.
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The researcher used an assistant who captured data while the researcher facilitated the
group discussion. A tape recorder was carried during the session but due to participants’
attitude towards its use it had to be switched off at all times. Therefore the reporter was
tasked with capturing data as accurately as possible, including the actual comments of the
respondents.

The focus group discussions took from 45 minutes to an hour. The data was collected
during working hours after the General Assistants were finished cleaning the offices, so as

to have as little disruption as possible.

3.6 PILOT STUDY

Aldedridge & Levine (2001) def a small preliminary investigation of the
same general character as a maj lesigned to acquaint the researcher with
problems that can be corrected a larger research project. It is done to
provide the researcher with the ct errors and flaws in the instrument to

be used for gathering of data. WilGjjjJ#nd, a pilot study was conducted to detect

problems that neededUchR élf’%lfﬁ’s?d()]ieqnf) Elte Hg&r Study was attempted and to
establish the face validityTey, tihépsirubete dag@so to refine the instrument. The

instrument was tested on five (5) respondents.

When examining the results of the pilot study the researcher found that some subjects did
not meet the criteria for the sample; the subjects did not understand certain items; a given
question did not elicitate the desired information and important items had been omitted.
Reformulation of items was done and comments were incorporated into the final

instrument version.

3.7 TARGET POPULATION
According to Brink (1996) a research population is the entire group of persons that is of
interest to the researcher and to which the researcher would generalise the results of the
study. A target population is a group of persons that meets the criteria of the research
population and is the group the researcher is interested in and to which the researcher can

generalise the results of the study.
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CHAPTER FOUR

4. DATA ANALYSIS AND RESULTS
4.1 INTRODUCTION

.In chapter Three the research design, methodology, research objectives, research instruments, and

data gathering approach was described. In this chapter a discussion will be given of the data that
was analysed by measuring numerical values and converting these to percentages. Data analysis
will be considered against the literature reviewed in chapter Two of this research.

The data from completed questionnaires was coded and recorded electronically according to the

variable being investigated. Microsoft ctions were used to calculate the totals
and produce tables, graphs and pie cha graphical representations were used for
easy interpretation of the statistics. Acc (1986) tabulation is the recording of the
number of the types of responses in the ies. Kerlinger (ibid) further defines data

analysis as the categorisation, ordering, mN{jjjjjj%and summarising of the data so as to obtain

solutions to the research quesﬁyﬁl{?é%ﬁ? Bcfpﬂreﬁsf ciffﬁtf' énalysis is to condense the data

to an intelligent and interpretable foywy bt solasieRd egn e obtained and that relations of the

research problems can be studied and tested.

The primary research instrument that was used to collect the data was a self-administered
questionnaire that was given to the employees from salary levels 4-16. The secondary research tool
that was used to collect data from General Assistants was a focus group discussion that utilised
structured open-ended questions to allow respondents to describe their views on the

implementation of PMDS. The results from the above instruments will be analysed separately.

4.1.1 STAFF SURVEY: QUESTIONNAIRE (A)
In questionnaire (A) the perceptions of employees were gathered by requesting a total of one
hundred and ten (110) respondents to complete questionnaires. The total response rate was high

with 84 (76 %) respondents completing the questionnaire.
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4.2.1.3 Goals, with appropriate performance standards are in place at three
Ievels, namely: organisational, team and individual.
The data analysis on question three reveals that three quarters (74%) of the respondents
agreed with the statement, that goals with appropriate performance standards are in place at
the three levels, namely organisational, team and individual.
Robbins et al (2004) point out that performance can be defined by setting goals based on
the theory of Management By Objectives which is a widely used management technique
that fosters employee participation in goal setting, decision-making and feedback.
The study showed that the organisation’s overall objectives are translated into specific

objectives for each team and individual. This suggests good internal organisational

coherence, which should translas 1ent of organisational goals.
4.2.1.4 Formal communication proces ensure that
Employees understand the deg plan.
The data analysis on question f ise to three fifths of respondents (57%)

disagreed with the above statemen GjJj#erg (1994) proposed that the performance

management process, Hﬁ%f%ﬁ?n@[d Fiﬁ‘tlﬂﬁri@ actively communicated. Key
to this should be effective c%@gp}f@ﬁqm o thedblsiness plan.

Top management should design a strategy for disseminating information about the

departmental business plan and how this correlates with the goals of the PMDS.

4.2.1.5 The department’s performance system supports the objectives of the

department business plan.

The data analysis on question five reveals that eight out of ten (84%) respondents disagreed
with the above statement, namely that the departmental performance system supports the
objectives of the department’s business plan. Spangenberg (1994) points out that there is a
need to facilitate the development of a sense of mission in order to align the purpose of the
organisation with the strategy and values. Simeka (2000) agree, stating that PM is part of
an integrated framework of systems and processes for aligning strategic intentions,
decisions and activities across and within the public service that link day to day activities

and strategic goals.
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4.2.1.6 The PMDS is viewed by employees as a valuable tool for managing how

work gets done and how effectively each individual is performing.

The data analysis on question six reveals that almost three quarters (71%) of respondents
disagreed with the above statement. Simeka (2000) refers to the purpose of performance
management as a process for establishing a shared understanding about what is to be done
or achieved, as well as an approach to manage and develop people in a way that increases
the probability that development will be achieved. Findings imply that the majority of
employees view PMDS negatively and as a result the successful implementation of PMDS

will be negatively affected.

4.2.1.7 Team and individual ned with the mission and strategy of
the departmeht.
The data analysis on question t two thirds (66%) of the respondents

disagreed with the above statm'genberg (1994) states that performance

management is abou{j(ﬁ[ﬂ}ét}né %gflban (ﬁ;zttlﬁ ﬁ]i%ment at team and individual

levels. Robbins et al (2004) g Bpt jplFReplBRage could be increased through goal

setting. This is when individuals are given measurable goals rather than vague performance
‘standards. Goal setting involves a systematic process whereby the manager and
subordinates discuss and agree on the priority of determined goals. Further overall
objectives are converted into specific objectives for organisational units and individual
members. A process is necessary whereby objectives are cascaded down through the
organisation by translating the organisation’s overall objectives into specific objectives for
each succeeding level (that is, divisional, departmental, and individual) in the organisation.

Research has also found that specific goals lead to higher output than vague goals
(Ivancevich & Matteson 1996). This implies goals and objectives that are not understood
and not accepted by employees will impact on commitment to achieve these goals. From
the above it is clear that it is not only setting goals that is important, but also the process
that is applied when setting goals as this has a major influence on employees embracing

and accepting goals and committing to achieving these.
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The effect of teams and individuals pursuing goals that are not aligned to broader
organizational strategy is that this strategy is likely not to be achieved, as employees are

devoting time to other activities outside of the strategy.

4.2.1.8 The PMDS was developed with the inputs from staff throughout the

department.

The data analysis on question eight reveals that slightly more than half (53%) of
respondents did not feel that staff were involved in the development of the PMDS, as
compared with those (47%) who felt involved. Arumugam (2001) states that bringing about
change is not a single unilateral process and needs to be managed carefully.

It is essential that top managem participatory approach to the design and
implementation of performanc e results suggest uneven participation

across the staff compliment of t]

4.2.1.9 The PMDS is better than the InciNJ#fing System that the

Department has bee{yfff{?éilgixfylﬁiellnbgr
The data analysis on questi juphapvialFthebthermpajority (85%) of respondents agreed
with statement. The Performance Management and Development Guide (2003) for the

Public Service and Administration revealed that the mechanism for allocating rewards,
incentives, and dealing with inadequate performance were problematic in traditional modes
of performance management. It went further to reveal that the systems for the allocation of
rewafds, such as merit increase or rank and leg promotions are not seen to reward staff for
actual performance-related achievement. In practice the system rewarded long service and
formal qualifications irrespective of the work quality and performance. Thus an important
shift towards a more modern and comprehensive system focused on actual performance has

been introduced in government and this is appreciated by employees.
4.2.1.10 The PMDS will result in Fair Performance Appraisal.

The data analysis on question ten reveals that nine out of ten (87%) respondents are in

agreement that PMDS will result in fair performance appraisal of staff members.
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Further analysis of the data revealed that 38% of respondents who agreed were from senior
levels. Spangenberg ('1 994) states that the organisational conditions which have the most
profound impact on the implementation of performance management are top management
commitment, and ownership by line managers and employees. Top management shows
support for performance management by allocating resources and approving policies
pertaining to the implementation of the system. He writes further and says it'is also
important to obtain top and senior management commitment from the very beginning. Top
managers need to understand their role as change agent leaders and must be prepared to
model and live the new behaviours when these are in place.

If top executives do not use the system with their own subordinates and model desired

behaviour, implementation will 1 ad.
4.3.2 Supervisors are held accountabl ipletion of each step of
PMDS.

The findings regarding question T JjJ#cure 4.6 reveal that more than two thirds

(68%) of respondents @rﬁfl\}]@f.wkscfs% Hlm‘f@table for ensuring completion

of each step. The leadershipiolgeitriporfnnignee thanagement according to Smit & Cronje’

(2002), is directing and managing the activities and performance of the people so that the
objectives of the organisation can be attained. These authors are of the opinion that
leadership entails activities such as transmitting information to subordinates; formulating
the organisation’s mission objectives and plans and explaining these to subordinates;
supervising the work of subordinates; taking steps to improve the performance of the
subordinates; motivating subordinates and communicating the goals of the organisation.
Thus the results suggest that the majority of respondents agree that supervisors are playing

a meaningful role in the facilitating step-by step implementation of the PMDS.
4.3.3 All employees are committed to the successful implementation of PMDS.

Analysis of question fourteen responses reveals an even spread of agreement (48%) versus

disagreement (52%) concerning employee commitment.
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Almost half (45%) of 52% of respondents who disagreed have more that ten years service
in the public service which suggests possible resistance to change. Armstrong (2000) points
out that each employee in the business unit, in turn is responsible to contribute to set
objectives by way of her/his work output, according to her/his defined role in the business

unit.

4.4 Performance Planning Aspects.
Items 15- 19 from the questionnaire elicited information on respondents perceptions

regar ng the performance planning aspects PMDS. Figure 4.7 below reflects responses of

respo lents.
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Figure 4.7 Employee erceptions on PMDS Planning Aspects (N=84)

4.4.1. Performance goals are mutually developed and have specific time frames.
The data analysis of question fifteen in figure 4.7 reveals that the majority of respondents
(81%) agreed with the above statement. Robbins et al 2004 state that the appeal of
management by ot :ctives (MBO) lies in its emphasis on converting overall objectives into
specific objectives for organisational units and individual members. They write further and
say that at in vidu: levels, goals should be set mutually by the employee and his/her line
manager and that ea  objective should have a specific period in which it is to be

completed and reviewed.
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The aspect of participation in goal setting is one of MBO’s major strengths as there is
general agreement that participation in decision making strengthens employee motivation
and commitment. The mutual developing of goals demonstrated in the study suggests a

greater likelihood of employees being motivated to achieve these goals.

4.4.2 Employees consider performance standards are attainable.
The findings of question sixteen in figure 4.7 reveal that less than a quarter (22%) of
respondents agreed with the above statement. Locke & Latham (1990) state that when
goals are set, some employees may encounter difficulties in delivering and this can be

explained by Vroom’s expectancy —valence theory. In this theory expectancy is closely

related to self —expectancy w hat one can successfully perform the
behaviour required to produce tl Is. Self efficacy is perceptual in that the
individual has a perception of t ae task. Motivation is also necessary to
ensure that job-holders know tt achievable. It is of concern that so few

respondents regarded the perform2Ngg#ds as attainable, as this would impact on

actual achievability, anl ﬂ%ﬁ?ﬁu&l%e[{r% éuestion— (15), the majority of
respondents had developgd, perkeimpncE ebjgetives together with their respective

Supervisor.

4.4.3 Personal development objectives, négotiated with the supervisor, are in place.
The data analysis findings of question seventeen in figure 4.7 reveal that while two fifths
(38%) of respondents agreed with the above statement, three fifths (62%) disagreed with
the statement. Armstrong (2000) states that all employees are expected to prepare and
negotiate agreement of a personal development plan (PDP) with their supervisors, which
enhances individual competency and skills. The performance aspects of the plan obtain
agreement on what has to be done to achieve objectives, raise standards and improve
performance. Personal development objectives are a core component of a performance
management system, and are key to enhancing competence to achieve performance goals.
The findings are thus of concern, given the centrality of a PDP to the successful

achievement of the intention of PMDS.

74



4.4.4 Relevant performance expectations are set between supervisor and employee.

The findings of question eighteen in figure 4.7 reveal that only one third (32%) of
respondents agreed with the above statement, while two thirds (68%) disagreed with the
statement.

Simeka (2000) states that it is important that measures and evidence requirements should
be identified and fully agreed early, because these will be used jointly by managers and
employees to monitor progress and demonstrate achievements.

Smit & Cronje’(2003) also point out that during the setting of performance standards the

objectives and goals should be specified in order to facilitate the assessment of actual

performance.
4.4.5 Employees are clear about hov :e is to be measured.
Data analysis findings of questi are 4.7 reveal that two thirds (65%) of

respondents agreed with the above s'is is encouraging in the light of

Armstrong’s (2000) Wﬁ% @iwlfﬁf Widt ]fiﬁiréed between supervisors and
subordinates about the aspefiy 9éneriernapecbfieyidkbe measured and the evidence that
will be required to establish levels of competence. It is important that measures and
evidence requirements should be identified and fully agreed at the beginning of the PMDS
process because these will be used jointly by managers and employees to monitor progress

and demonstrate achievements.
4.5 Performance Improvement Aspects.

Questions 20-24 from the questionnaire elicited information on perceptions of performance

improvement aspects of PMDS.
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4.6.2 Prior to review, supervisor and subordinate reach agreement about factors
against which performance would be measured.
Findings from question twenty six (see figure 4.9) reveal that the majority (70%) of
respondents agreed with the above statement. Simeka (2003) states that the purpose of
performance and development reviews is to enable the immediate supervisor and
subordinate to get together so that agreement is reached between supervisors and
subordinates about the aspects of performance that will be measured and the evidence that

will be required to establish levels of competence. This is an aspect of the PMDS that is

working well in the O.T.P.

4.6.3 Performance is measured agains ously agreed upon.
The findings of question twenty 1.9) reveal that four out of five (80%) of
respondents agreed with the abo only twenty (20%) disagreed.

Simeka (2003) states that during p'lanning there should be agreement reached

and a shared view hetc_lnyf %isgi o(gfefﬁ)émfnﬁthat will be measured and level of

competencies needed to acpg'g@ B @%ﬁp&qws The study found that managers
and supervisors are performing well in this aspect.

4.6.4 Supervisors use a supportive approach in the performance review.
Analysis of the findings of question twenty eight (see figure 4.9) reveals that only about
one third (37%) of respondents agreed that supervisors display a supportive approach.
Armstrong (2000) is of the opinion that during feedback, the supervisor must be
constructive and positive and unconditional acceptance must prevail. Research conducted
by Wexley (1986) indicates that the more positive interactional techniques utilised, such as
praising the employee for tasks well done, and treating the employee as an equal and with
respect, the more open and trusting the employee will be in supplying valid information to

the manager. This is an aspect that could be strengthened.
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The finding suggests that it may be useful for employees to compile a portfolio of.evidence
reflecting work undertaken and demonstrating performance in this regard. This would
provide more concrete information against which to appraise a staff member’s actual

performance.

4.7.2 Objectivity is maintained.

The findings of question 34 (figure 4.10) reveal that the majority (70%) of respondents
agreed that objectivity is maintained.

Simeka (2000) states that performance must be managed in a consultative, supportive and

non-discriminatory manner in order to enhance efficiency, effectiveness and accountability.

Managers and supervisors are pe iis regard, and have clearly moved away
from more subjective performan ches.
4.7.3 Descriptive assessments | shment and behaviours demonstrated

(rather than numerical ratings) a'
Data analysis of quesW@giﬁ}} (bfeqbai-ﬂlﬁé"féf respondents agreed with the

above statement while 44%1’(&9@11@@& witht theettdmoent. Spangenberg (1994) states that,
feedback should be presented as a narration of actual accomplishment. Performance
description enables emplbyees to compare the information received with her/ his

perceptions about their own performance.

4.7.4 Immediate supervisors do not have time to monitor the performance of their
staff.

Data analysis of findings of question 36 (figure 4.10) reveal a relatively even distribution of
perceptions with 52% of respondents agreeing with the above statement, whilst 48%
disagreed.

Armstrong (2000) is of the opinion that the purpose of performance and development
reviews is to enable the immediate supervisor and subordinate to get together so that they
can engage in a dialogue about the employee’s performance and development and provide

support which is an essential part of PM.
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Items 38-43 from the questionnaire elicited information on perceptions of rewards and

recognition aspects of PM. Figure 4.11 above reflects the responses recorded.

4.8.1 Communication processes are in place to ensure that employees are familiar
with the department’s recognition programme.
The findings of question 38 in figure 4.11 reveal an even distribution (50%) of views
among respondents. Spangenberg (1994) proposed that the performance management
process, its implementation and its evaluation be actively communicated. Honesty and
openness should prevail in order to build trust. The finding suggests that top management
should design a strategy for ¢ mation about the goals of PMDS and
vrewards and recognition schen ble in the organisation, so that more

employees know about the reco,

4.8.2 Pay decisions are linked to perforn =g ements.

Data analysis of queEt)i(ﬂ %? (E:@Wdf) Fe(glﬁs gfﬁrféimately one quarter (28%) of

respondents agreed with e aidner statdiient; &gsearch from a survey conducted on
compensation trends by Horwitz & Frost (1992) involving 150 South Africa companies
which are members of Institute of Personnel Management identified the following findings;
That there is little evidence that exists that organisations are using performance appraisal in
determining pay decisions. Rewards that are given to employees are not proportionate to
the efforts involved. For example rewards are not generally tailored towards the needs of
employees. Coetsee (1996) states that rewards and recognition must satisfy employees’

preferences, realistic expectations and must be significant in order to have a high valence.

4.8.3 The reward system facilitates implementation of strategy by motivating desired
levels of performance.
The findings of question 40 (figure 4.11) reveal that the majority (70%) of respondents
disagreed with the statement. Spangenberg (1994) states that a pay for performance

system will motivate the right kind of performance and attract the right kind of employees.
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The OTP needs to re-look at this, as it has the potential to impact an employee motivation

as well as organisational performance.

4.8.4 The reward system facilitates the implementation of strategy by attracting and
retaining the right kind of people.
Data analysis of question 41 (figure 4.11) reflects an even split of views among
respondents (49% agreed; 51% disagreed). Spangenberg (1994) is of the opinion that a
reward system can influence the organisational culture, by determihing whether
organisational culture is perceived as people —oriented, hierarchical or participative.

Involving employees in decisions relating to rewards can produce a participative culture in

which employees can influence isions. He writes further and states that
the ideal reward should be effec > most valuable employees. The strategy
should satisfy the better perforn 1ey stay with the organisation.

4.8.5 Positive and negative financial an S cial consequences of performance

(e.g. salary adjustmert, mltm}arett%ti-tfﬂtgf@

The findings of question 47 (fipethd, 11 sepddletheras many respondents agreed (50%)
with this statement as disagreed (50%). Spangenberg (1994) states that a recognition and
reward system that is aimed at reducing the emphasis on base salary increase must be
developed. A set of rewards and types of recognition including: base salary merit increase;
bonuses, verbal recognition and praise or appreciation awards could be implemented. Such
a recognition and reward system will motivate employees in addition and some of the non

cash rewards can be cost effective.

4.8.6 Performance Management System establishes a clear connection between
performance and rewards.
Data analysis of question 43 (figure 4.11) reflects that the majority (70%) of respondents

agreed with the above statement.
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10% were of the view that the PMDS should be reviewed yearly so that it is user friendly.
These are useful suggestions and underscore aspects of the findings from the closed
questions component of the questionnaire, notably those that relate to need for improved

communication and stronger commitment to PMDS responsibilities by senior management.

4.10 DATA ANALYSIS RESULTS FOR THE FOCUS GROUP INTERVIEWS

This section presents an analysis of the data that was collected by means of focus group
interviews. Thirty two general assistants were interviewed in groups of eight to gain their
perceptions regarding the implementation of the PMDS. Two types of questions were

asked, namely open- ended and closed questions. The questions in the discussion guide

sought to explore participant: f performance management and its
implementation. The responses 'd are presented and discussed in the
following section according to tt e research questions were asked.

4.10.1 What is your understanding of PNV

In their response, the rfmi&g slasﬁl(gflt :PBIP[S 5 f@ way their performance was

going to be managed, revieWedjath eewarded Elkorivether said that there was going to be

a change in how things are done.

4.10.2 When and how PMDS was implemented

PMDS was implemented in 2002 and a work shop was conducted by Human Resource

Management to inform them about PMDS.

4.10.3 Where you consulted when PMDS was implemented

There was no consultation as such except for a workshop that was held for information

sharing.

4.10.4 Have you signed performance standard agreement?

Yes
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5.7.2 Preparation of Performance Agreement
The human resource division must give guidance and training in the preparation of
performance agreements so that general assistants are comfortable with the preparation of

performance agreements.

5.7.3 Performance Reviews

The human resource division must conduct training sessions with general assistants and t
heir supervisors.

These sessions must include the reason why performance reviews are conducted, objectives
of performance reviews, what will be reviewed, how often performance reviews will be

conducted and how to conduct s

5.7.4 Personal Develoﬁment

The managers in charge of gen t scrutinise all performance agreements
for this category to establish if thel.fn the personal development plans as these
relate to workplace pﬂmf «% S}eﬁlf%sbcﬂid Pf cﬁ}@duled with the supervisors of

general assistants so that feygbgpraenipl Mlese @ia Rrepared to ensure enhancement of
individual potential. The managers must conduct an audit of the developmental plans to

ensure that development is taking place as agreed.

5.8 RECOMMENDATIONS REGARDING FURTHER RESEARCH
The following recommendations are made for further research purposes:
= A qualitative research study into the perceptions of employees and managers
concerning the implementation of the performance management system. The study

will explore feelings and opinions of employees of the Office of the Premier.

*  An investigation to establish the role of supervisors in enhancing performance.

98
























































