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Abstract  

The principle of performance development management system (PDMS) was presented 

right into the general public market in 2001 as a device to help, determine, establish and also 

keep track of the efficiency of civil servants in an initiative to drive solution delivery. The 

reliable use of the idea has several advantages as well as adds significantly to effectively 

handling of organisations. Hence, it is most likely to cause enhanced top quality of care and 

responsibility in the stipulation of services. This study was carried out in order to examine the 

existing state of PDMS in the Emergency Medical Response Services (EMRS) in Limpopo-

South Africa. The strategy embraced in this research was a quantitative or measurable 

technique wherein, a survey was utilized for information collection. The outcomes expose that 

supervisors/managers are prejudiced in handling and also executing the system, making the 

present PMDS inefficient since, some workers are demotivated and also have actually shed 

self-confidence against the system. The paper discloses that, PMDS is not to be applied alone; 

rather, it needs to be made use of as part of a systems approach to drive efficient to advertise 

high quality care within the EMRS setups. 

Keywords: EMRS, Objectives, Organisation, Performance agreement, Performance appraisal, 

PMDS 

1. Introduction 

Political office-holders, are accountable for standards such as PMDS, to achieve the 

effectiveness of workers along with the general public solution demands, however national 

politics has an effect on federal government firms around the globe, as well as this has a straight 

effect on their management procedures. The obligation falls on the main federal government 

(South Africa) which is the nation's key vendor of public management to execute well. This 

obligation can just be effectively regulated if efficiency requirements remain in area as well as 

are unquestionably attached to the performance system of the management. This concept 

motivated the Department of Public Service and Administration (DPSA) of South Africa to 

produce a performance plan (PMDS) to regulate the general public market's effectiveness 

administration to the greatest feasible requirement at the administration and also management 

degrees. The performance management and also development plan is a vital tool to ensure that 

specific personnel as well as the department in its whole acquire their performance decisions. 

To keep an eye on if performance management is achieving the goal for which it was 
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developed, it calls for continual tracking and also evaluation to educate modifications as 

necessary. A proper evaluation along with evaluation of the system' s efficiency needs to be 

determined as a top priority in any type of sort of arrangement. This task was planned to 

determine PDMS in EMRS terminals within the 5 areas of the Limpopo District in South 

Africa. The objectives were:  

1. To ascertain whether the EMRS performance management system is helping to boost 

productivity in the way it is supposed to. 

2. To ascertain whether the EMRS provincial management offers any programs that have 

an impact on the performance of EMRS personnel. 

3. To recommend ideas that employees can adopt to improve their EMRS performance. 

2. Performance management system (PMS) 

The crucial outcome of PMS is to assist the personnel capacity with the recognition of 

establishing needs (DeNisi and Smith 2014). Efficiency Management is an essential part of 

personnel management as well as development tasks. Particularly, effectiveness tracking 

comes from the personnel department (Mtshali in Ntombela 2013: 10). It is a procedure 

determining along with developing individuals' and teams' performance. It is a continuous care 

that requires establishing unbiased, service of functions, effective security, function as well as 

supplying comments.  

It includes performance evaluation along with analysing, the end results utilized to 

expand unskilled staff members, and honour superb effectiveness (Seotlela and Miruka 2014: 

177). 

Among the objectives of PDMS, is the collection of information that is required for wage 

administration, the stipulation of effectiveness reactions, along with the choice of personnel' 

toughness and powerlessness (Molan, Kelly, Arnold and Matthews 2019). PMDS incorporates 

preparation work, upkeep, settlement, likewise performance assessing. By this, Akinbowale et al. 

2013) meant what employees do, overlooking the result of task implementation. It pertains to the 

routines of personnel at the office, which is a trouble for supervisors as well as can include service 

effectiveness and accomplishment. Efficiency is defined by being evaluative in addition to multi-

dimensional. Evaluates just how behaviours are categorized as unfavourable, objective, or favourable 

in regards to individual, group, and also company efficiency. It is the multi-dimensional techniques 

that employees accomplish in a various method (Molan et al. 2019). Not forgetting that, team member 

activities either contribute to or prevent organisational unbiased success. 

Damaging routines block organisational efficiency, while neutral behaviours obscure 

the line in between great and also poor, but, favourable practices add to organisational success 

(Akinbowale et al 2013). Effectiveness management in addition to growth is the procedure of 

utilizing life likewise human resources to ensure optimum efficiency in an initiative to achieve 

the needed results. It consists of both particular and service efficiency. Each certain efficiency 

makes a payment to the entire organisation effectiveness. The application of PDMS is a reliable 

gadget for supplying the tactical goals and objectives of the company (Seotletla and Miruka 

2014: 177). On top of this, an effectiveness agreement links a person's- efficiency to 

organisation objectives. 

2.2. Ascertaining how the EMRS provincial management can offer programs that have 

an impact on the performance of EMRS personnel 

The management of efficiency includes the creating and growth of an atmosphere in 
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which employees can effectively function to complete company objectives. It is a daily job for 

supervisors which ensure that team member supply the required outcomes (Mabaso 2019.). 

The major focus of PMDS is looking after worker performance providing Human Resources 

(HR) with quality on performance requirements of the company together with the capacities as 

well as understanding to effectively perform (Mabaso 2019.). Mabaso (2019), likewise state 

that PMDS is a critical component of personnel checking. 

The goal of developing it is to provide specific information on exactly how business 

objective will certainly be performed, as purposes provide an excellent basis for choice making 

along with deal with a basis for effectiveness dimension (Akinbowale, Lourens and Jinabhai 

2013). PMDS is a key device for executing business strategic plan (Molan et al. 2019). 

Therefore, the EMRS administration ought to supply programs that have an influence on the 

efficiency of EMRS employees. It is a care of correcting employee's performance with the 

company's objectives, which defines, measuring, monitoring as well as providing remarks. 

Amanchukwu, Stanley and Ololube (2015) insists that managers are liable for developing, 

executing, personalizing and inspecting effectiveness actions. With PMS, supervisors are 

contacted to deal with remarks associated with employee's previous and existing job 

effectiveness, which supplies a basis for efficiency improvement. To make it possible for the 

growth of specific, business, and system-level objectives that specify, quantifiable, possible, 

sensible, and also time-bound, the EMRS rural monitoring requirement to establish (SMART) 

objectives at tool degree to make it feasible for managers to track staff member development.  

Today workplace is contacted to begin on effectiveness renovation techniques in 

reaction to ever-increasing firm stress, because, developing clear purposes for staff members 

assures that they are exactly familiar with what is required of them, and also documents of the 

success actions to achieve each objective reduces development and objective achievement 

(Abdelmalak and Parra 2016.). It is not uncommon for firms to determine a performance 

assessment system as a 'efficiency monitoring system.  

3. Methodology 

3.1. The Sample 

Two-hundred assessments were sent out to examine individuals throughout the five 

areas. 

Capricorn got 40 surveys, Mopani got 40, Sekhukhune got 40, Waterberg obtained 40 sets of 

questions, and Vhembe obtained 40. The sets of questions were attracted from an example of 

10% of each area's whole facility. Specific inquiry was connected to a research goal throughout 

the evaluation of the studies. Consequently, a collection of selected feedbacks were checked 

out in order to analyse whether the objective had actually been satisfied. 

3.1.1. Response rate 

Of the 200 sets of questions that were given to individuals throughout the five areas, not all 

were gotten back for numerous factors. 176 were returned, generating an 88 percent action rate. This 

number is statistically considerable as well as appropriate for measurable examination. 

Table 3.1. Probability Values of participants for descriptive statistics 
 Means Median Min Max Standard Deviation (SD) 

Age 2.26 2.00 1.00 4.00 0.80 
Highest Education 2.12 2.00 1.00 5.00 0.62 
Years of service 3.23 3.00 2.00 5.00 0.61 
Current position 1.53 1.00 1.00 6.00 0.99 
Years in position 3.35 3.00 3.00 5.00 0.52 
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Table 3.1 shows the analytical outcomes of variables from the study. Outcomes 

are offered complying with the tendency, consisting of the Mean, Average, Minimum, 

Optimum, as well as Criterion Discrepancy. Presuming from the table, it is observed 

that the Standard Deviation is less than 1 in all facets, indicating that the understandings 

of both sexes relating to the workout available was not that vast apart and also as a 

result, they all had generally the very same expectation for the examination. The 

biographical information on participants such as age, gender, level of education, years 

of working experience, current position as well as years in position, was discussed in 

the above table. 

3.2. The research instrument 

The tool used in this paper included 80 products with a small or ordinal degree 

of dimension. The set of questions was developed to target people that were currently 

accustomed to the research. In order to determine the relative significance of the 

variables, the set of questions asked a collection of pre-conceptualized concerns as well 

as gave a restricted series of feasible replies based upon a 5-Point Likert. This ranged 

from (1) strongly disagree to (5) strongly agree. This is a variant score range that is 

extensively utilized when a firm intends to embark on study or begin a modification or 

advancement campaign (Bourne, Franco-Santos, Micheli, and Pavlov 2018). The set of 

questions was separated right into four areas: biographical information (Area A); basic 

trepidations concerning the efficiency administration system (Area B); efficiency 

monitoring system: Policy-related inquiries (Area C); and basic sights on the efficiency 

administration system. 

These were assembled from a selection of resources, consisting of social scientific 

research, and public management literary works, and was customized and also adjusted for this 

study. The pilot research verified that the embraced criteria were suitable. Phrasing problems, 

style harmony, design, as well as messages were amongst the concerns that required to be 

resolved. The study's biographical element consisted of 7 inquiries, while the rest were 

concentrated on the objectives. 

3.4. Reliability Statistics 

Accuracy's two most substantial attributes are integrity as well as credibility. 

Numerous dimensions on the very same things are utilized to compute dependability. 

Therefore, low dependability reduces the accuracy of a solitary dimension and also 

makes it harder to track modifications in information (Saeidi, Sofian, Saeidi, Saeidi and 

Saaeidi 2015). Cronbach's alpha is a stability coefficient that figures out specifically 

just how well parts in a collection are positively connected (Sekaran 2012: 324). 

Reputation can be established by sending out the details to variable assessment, which 

will definitely confirm whether the recommended dimensions emerge (multivariate or 

bivariate). Reputation which relies on integrity ends up being an integrity coefficient of 

0.70 or above. Low (2019. 28) specify stability as the level to which end results are 

independent of the study's unexpected situations and assumptions of obtaining the very 

same outcomes if the scientist duplicates the experiment.  

Ngozwana (2018 38) agrees with those significance of security, defining that the 

device must establish comparable end result whenever it is utilized, and also must 

explain the opportunity that a study care or research study method will absolutely 

generate similar or equal end results. To stop prejudice, this paper called for volunteer 

involvement. A pilot research was likewise done to enhance the set of questions' 

reliability. The work of a functional supervisor as well as a statistician, aided to make 
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sure the set of questions were legitimate.  

Credibility was utilized to establish if the research properly shows the sensation 

that it is meant to explain (Henseler et al. 2016), and also whether it consists of proper 

layout, approaches, conclusions, every one of which are needed to take a look at the 

legitimacy of the procedure. Baron (2009) recognised four elements to evaluate the 

legitimacy of a study, as as quoted in Morgan, Richey Jr and Ellinger 2018 (2018) as: 

(a) measurement reliability and statistics; (b) internal validity; (c) total measurement 

validity of constructs; and (d) external validity. Additionally, the information is reliable 

and legitimate considering that it was mainly accumulated from individuals that are 

straight impacted by the EMRS Limpopo District's PMS. 

3.5. Ethical considerations 

After complying with the ethical consideration of the institution of study, the 

DUT ethical committee granted the permission for this study to go on.  The study then 

printed letter of consent, explaining the purpose of the study. These were sent together 

with questionnaire for the study participant to agree on before answering the questions. 

The letter also assured them of their right to withdraw ay time they feel like doing so, 

and were also assured of the steps that will be followed in accordance to the DUT strict 

ethical requirements to ensure their confidentiality.  

4. Analysis of results 

To address the three objectives of the study as spelt out above, it was consistent that the 

SmartPLS 3, which is a predictive and also a confirmatory factor analysis (CFA) tool be used 

to resolve those objectives. Hence the following were performed as a rule of thumb for the 

SmartPLS:  

4.1. Measurement model 

The measurement model's robustness can be shown using discriminant and 

convergent legitimacy techniques (Hair et al. 2012). The integrity of questions, the 

composite reliability of constructs, and the variance extracted by constructs are the three 

tests used to determine convergence credibility (Fornell and Larcker 1981). 

Discriminant legitimacy can be examined by looking at links across concerns, as well 

as variations and co-variances among conceptions (Morris and Venkatesh 2010). The 

SmartPLS program was used to verify the CFA of the study's constructs to see if the 

widely accepted standards for integrity and validity were satisfied. Inner homogeneity 

and composite integrity were used to determine integrity. Composite reliability (CR) 

was used to estimate how consistent a participant's responses to questions within a range 

are (Shin 2009). 

This presents a far more retrospective approach to a construct's complete 

dependability measure in measurement questions, as well as an approximation of the 

aspect's consistency, which includes the variable's stability and equivalence (Roca, 

Garcia and De La Vega 2009; Suki 2011). Following Henseler et al. (2009) proposals, 

CR is approximated to stand for connections between a questionnaire item and a 

component (2009). All CR values were over 0.7, indicating that all elements are very 

reliable (Fornell and Larcker 1981; Henseler et al. 2009), with only two Cronbach's 

alpha values (0.598 and 0.547) failing to satisfy the cut-off criteria (Table 4.1). 

Table 4.1. Item loadings, cross-loadings and reliability estimations 
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 PMDS SBa SBb SBc SBd SBe SC Skewness SD 

PMDS1 0.930       -0.716 0.345 

PMDS2 0.953       -0.243 0.296 

PMDS3 0.798       -1.213 0.575 

PMDS4 0.957       0.910 0.250 

PMDS5 0.877       -0.071 0.491 

PMDS6 0.884       -1.102 0.489 

PMDS7 0.931       0.485 0.331 

PMDS8 0.747       -2.981 0.704 

SBa1  0.957      -0.802 0.295 

SBa10  0.717      0.115 0.675 

SBa2  0.937      -0.172 0.368 

SBa5  0.872      -0.736 0.485 

SBa8  0.978      -0.423 0.230 

SBb10   0.935     0.436 0.353 

SBb2   0.922     0.261 0.396 

SBb4   0.863     -1.728 0.508 

SBb7   0.941     0.385 0.325 

SBc10    0.813    0.243 0.508 

SBc2    0.854    0.037 0.474 

SBc5    0.799    -2.703 0.692 

SBd5     0.851   1.084 0.451 

SBd6     0.838   -1.084 0.615 

SBe2      0.781  0.445 0.587 

SBe7      0.872  -0.445 0.528 

SC13       0.942 0.581 0.544 

SC14       0.781 1.054 0.452 

 Cronbach's Alpha rho_A Composite Reliability 
Average Variance Extracted 

(AVE) 

PMDS 0.960 0.964 0.967 0.787 

SBa 0.938 0.975 0.953 0.805 

SBb_ 0.935 0.936 0.954 0.839 

SBc 0.763 0.770 0.862 0.676 

SBd 0.598 0.598 0.833 0.713 

SBe 0.547 0.568 0.813 0.686 

SC 0.691 0.880 0.856 0.749 

The PMDS (Performance management and development system) SBa (Purpose and 

contributions of PMDS), SBb (Knowledge and understanding of PMDS implementation), SBc 

(Challenges in the implementation of PMDS), SBd (Training programmes used by 

management to enhance performance), SBe (Strategies used by the department to improve 

performance), SC (Section C), SD (Standard Deviation).  

The constructs legitimacy informs whether a measuring instrument was really able to 

process what it was meant to determine (Raykov 2011). To this end, the instrument`s credibility 

was measured by the quote of convergent validity which shows the degree to which items of a 

specific question represent the very same variable and is gauged making use of a standard 

variable loading, which needs to be above 0.5 (Fornell and Larcker 2014). Table 4.2, is crystal 

clear that all the loadings of the constructs exceed this cut-off point of 0.5, hence, convergent 

validity is proven.  
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This also shows how distinct each of the final concepts of the PMDS of this study 

construct is from each other (discriminate validity) to measure what they were really meant to 

determine (Raykov 2011). The results in Table 4.1 affirm that these indicators are the only and 

exact factors, which satisfy the widely accepted criteria for reliability and validity tests 

(Henseler, Ringle and Sinkovics 2009). Hence, the internal consistency and composite 

reliability (CR) of this study is accepted. The internal consistency was affirmed by Cronbach’s 

alpha (Cronbach 1951), while CR estimation was used to show the correlations between items 

and factors followed proposals (Henselar et al. 2016). Following the second section of Table 

4.1, which demonstrates that all composite reliability and Cronbach's alpha values are greater 

than 0.70, this study's questionnaire may be confidently described as trustworthy (Fornell and 

Larcker 1981; Henseler et al. 2016). It should be noticed that practically all of the reliability 

scores meet the minimal needed requirement. This shows that the different categories in this 

study had a high degree of acceptable and consistent grading. Cronbach's alpha is a 

dependability coefficient that reflects how well elements in a collection are positively 

associated to one another (2009: 324).  

This finding is supported by Saeidi et al. (2015), who explain the relationship between 

PMDS and reliability and validity, which can be established by submitting data to factor 

analysis, with the results of factor analysis (multivariate or bivariate) confirming whether or 

not the theorised dimensions emerged. The reliability and validity of a quantitative study can 

be determined simply by evaluating the quality of the quantitative research (Henselar et al. 

2016). 

Table 4.2. Factor AVE and correlation measures (Fornell-Larcker Criterion) 
 PMDS SBa SBb_ SBc SBd SBe SC 

PMDS 0.887       

SBa 0.967 0.897      

SBb_ 0.972 0.932 0.916     

SBc 0.945 0.918 0.889 0.822    

SBd 0.768 0.700 0.739 0.715 0.845   

SBe 0.838 0.719 0.815 0.820 0.661 0.828  

SC 0.429 0.325 0.351 0.382 0.687 0.461 0.866 

All elements or loadings (Values in brackets) on their respective aspects are intended 

to be more than 0.5, demonstrating sufficient convergence validity. This distinguishes the 

constructs' legitimacy (discriminate validity) by demonstrating the degree a component is fairly 

different from others (Suki 2011). A contrast of the Average Variance Extracted (AVE) with 

the relevant worked out origin is a frequently made use of in analytical action of discriminant 

reliability (Fornell and Larcker 1981). The AVE elements need to be better than the square 

origin of the inter-factor connections to pass the discriminant credibility examination, as 

revealed in Table 4.2 (Fornell and Larcker 1981). The AVE is a measurement of how much 

variation a factor collects from its dimension items (Henselar et al. 2016). The AVE values as 

well as the correlations between elements are shown in Table 4.2, with the square origin of the 

AVE highlighted in bold. The tilted values extend beyond inter-factor relationships. As a result, 

it's safe to assume that discriminating legitimacy is being served. After computing AVE, this 

study indicates that its measurement scales have appropriate validity and reliability (Henselar 

et al. 2016) 

Table 4.2 shows the AVE values as well as the inter-factor correlations (square roots in 

diagonal heights), which are higher than the inter-factor correlations. As a result, the 

discriminate validity, which demonstrates the amount to which one element in this study is 
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actually different from others (Suki 2011). As a result, this study indicates that the final 

measuring scales, which will be detailed in the next sections, have appropriate validity and 

reliability (Henseler et al. 2016). These findings are linked to a study conducted by Seotletla 

and Miruka (2014: 177) in the Healthiness Division in Gauteng, which establish that 

implementing a Performance Management System is an effective tool that can only deliver the 

organization's strategic goals and objectives if validity is considered. 

4.1.1. Model`s Fit 

The overall philosophy behind the Objectives 1, 4 and 5 as captured by the 

quantitative questionnaire created models which are depicted in Figures 4.1, 4.2 and 

4.3. These can be judged based on how well the models fit the data that was used for 

the quantitative aspects. They are assessed using measures of SRMR and d_ULS 

amongst others. The extent of goodness of fit in a model examines the inconsistency 

between the empirical correlation matrix and the model-implied relationship matrix, 

whereby, the lower the values, the much better the fit between the recommended model 

and also the information (Demirkesen and Ozorhon 2017). Overall, the SRMR value 

must be less than 0.080 to accept the fit between the proposed version and the data 

(Demirkesen and Ozorhon 2017). In all the three cases below, these were not met. 

However, when the SRMR value of the estimated model is below one (1), the model 

can still be considered to fit well with the data or is well-fashioned (Demirkesen and 

Ozorhon 2017). This is exactly the case with all three fashioned models (Tables 4.3, 4.4 

and 4.5). The Tables display the values for one`s own-assessment.  

Table 4.3. Fit Summary  
 Saturated Model Estimated Model 

SRMR 0.102 0.102 

d_ULS 3.105 3.105 

d_G n/a n/a 

Chi-Square infinite infinite 

NFI n/a n/a 

The complications of the models led to the d_G, Chi-Square and NFI values of n/a, 

infinite and n/a in both saturated and estimated models which do not affect the models 

acceptance.  

4.2. Structural model 

The philosophical structural models displayed in Figures 6.3, 6.4 and 6.5 were 

generated and tested in the lab with the SmartPLS 3, after the above confirmations of 

reliability and validity tests. As previously said, the variance (R2) of each dependent 

(endogenous) factor indicates how well the model's philosophy fits the data. The 

assessment is to authenticate the ideal suitability, which is again, the model's power, 

and R2 represents the change in a reliant component clarified by the inquiry exemplary. 

The relative strengths of the individual causal paths in terms of values and stat istics 

were compared to the overall fit and explanatory power. The variance (R) of each 

objective or factor reveals the efficacy of the study's fit to the data and shows the degree 

of discrepancy explained by the model in any of the objectives factors.  
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Figure 4.1. To investigate whether the Performance management in EMRS contributes to the 

improvement of service quality and productivity as intended 

The efficacy of the factors tested in the empirical analyses are determined by the 

support each path (positive or negative) contributes towards the exogenous factors (PMDS) as 

well as the statistical significance of the P-value associated with the corresponding paths (Table 

4.4). With the path coefficients of the below values, the model can be said to be doing well. In 

other words, the factors selected by the ERMS management to run the PMDS at the 

organisation are good and effective for service quality.  

SBa which was meant to investigate the purpose and contributions of PMDS to service 

quality in ERMS, was the best decision taken by management, while the least was SBd 

(Training programmes used by management to enhance performance) as shown in Table 4.4. 

These results correlate with Mustapha and Adetunji (2018), that the levels of evaluation require 

the involvement of managers in the assessment of employees’ performance. 

Table 4.4. Path Coefficients of Objective 1- Mean, STDEV, T-Values, P-Values 

 

Original Sample 

(O) 

PMDS (Beta 

values (β)) 

Sample 

Mean (M) 

Standard Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P-

Value

s 

SBa -> 

PMDS 
0.464 0.465 0.029 16.057 0.000 

SBb_ -> 

PMDS 
0.330 0.327 0.026 12.836 0.000 

SBc -> 

PMDS 
0.092 0.088 0.025 3.717 0.000 

SBd -> 

PMDS 
0.059 0.064 0.015 4.004 0.000 

SBe -> 

PMDS 
0.105 0.106 0.014 7.769 0.000 

Note: SE (standard error), ns (not significant), *p<0.05, **p<0.01, ***p<0.001 (two-tailed t-

tests) 

From the table, SBa`s effect on PMDS is (β=0.464, p=0.000) SBb on PMDS (β=0.330, 

p=0.000), SBc on PMDS (β=0.092, p=0.000), SBd on PMDS (β=0.059, p=0.000) and SBe on 

PMDS (β=0.105, p=0.000). These are strong effects and it is equally proven by the statistical 

P-values, which are defined beneath Table 4.4 Thus, it can be said that, all the path modelling 

is supported and will surely contribute to the improvement of service quality and productivity. 

4.2.1. To determine whether Management offers programme(s) that have an influence on 

the performance of employees in EMRS. 

The diagram (Figure 6.4) shows SBe mediating between all the other constructs to 
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determine whether they have any influence on employees in the EMRS. The programmes that 

Management offers to improve performance are measured in SBe (strategies used by the 

department to improve performance).  

Therefore, to determine whether there are any programmes that Management offers 

which have an influence on the performance of employees, Section C on the questionnaire 

(SC), which measured the performance management system and policy, and is the only 

construct which has not been captured in Figure 4.2: was used to moderate the SBe. 

 
Figure 4.2. Diagram before determining whether Management offers programmes that have 

an influence on the performance of employees in EMRS 

The resultant outcome in Figure 4.3 shows that, there was an improvement in 

performance from 0.837 in SBe (Figure 4.3.) compared to 0.838 from SBe (Figure 4.3). This 

is a clear indication that some programmes and policies of SC do assert a progressive effect on 

the performance of workers in EMRS. 

 
Figure 4.3. Diagram after determining whether Management offers programme that has an 

influence on the performance of employees in EMRS. 

Additionally, it can be noticed that SC has impacted on SBe by causing the later to 

explain 0.800 of the variants (Figure 4.3) as opposed to 0.778 in Figure 4.3 when there was no 

SC or any performance management system and policy.  

Table 4.5. Path Coefficients of objective 4- Mean, STDEV, T-Values, P-Values 

 Original 

Sample (O) 

Sample Mean 

(M) 

Standard Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P-

Values 
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SBa -> 

SBe 
-0.820 -0.807 0.119 6.889 0.000 

SBb_ -> 

Be 
0.921 0.920 0.086 10.663 0.000 

SBc -> Be 0.775 0.765 0.105 7.369 0.000 

SBd -> 

SBe 
-0.138 -0.134 0.058 2.377 0.018 

SBe -> 

PMDS 
0.838 0.840 0.026 32.631 0.000 

SC -> SBe 0.202 0.197 0.058 3.463 0.001 

From the Path Coefficients of Table 4.5, SBe’s effect on PMDS (β=0.838) with a strong 

statistical significance of (p=0.001) which again attests to the positive influence of SC. This is 

a strong effect and it is equally proven by the T-statistic which is supposed to be greater than 

2. Thus it can be said that the path modelling is supported and will surely has an influence on 

the performance of employees. 

 
Figure 4.4. To suggest strategies that can be used by the Department of Health to enhance 

performance in EMRS. 

Figure 4.4 demonstrates that SC 13 and 14 may be used to suggest strategies that can 

be used by the Department of Health to enhance performance in EMRS, in addition to SBa 1, 

2, 5, 8 and 10; SBb 2, 4 and 7; SBc 2, 5 and 10; SBd5 and 6 and finally SBe 2 and 7 (Figure 

4.2). 

Table 4.6. Path Coefficients - Mean, STDEV, T-Values, P-Values 

 Original 

Sample (O) 

Sample Mean 

(M) 

Standard Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Value

s 

SC -> 

PMDS 
0.477 0.490 0.038 12.705 0.000 

The perfect P-value of 0.000, combined with a large 12.705 T-statistic, demonstrates 

that SC 13 and 14 are strong strategy candidates that the Department of Health can rely on to 

improve EMRS performance. The findings of the preceding discussion are reinforced by a 

research undertaken by Mashego and Skaal 2016, which indicated that low adherence to PMDS 

policy addressing PMDS operations was due to the lack of quarterly assessments; only annual 

performance evaluations were conducted. Maluleke (2012) noted similar difficulties in 

Limpopo Province, such as not performing quarterly reviews and late submission of 

performance contracts. 
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5. Discussion 

5.1.Purpose and contributions of PM 

Most of individuals stated that PMDS is utilized to review team efficiency, raise worker 

abilities, and also boost care and solution transfer. This follows the DPSA's PMDS guidebook 

(2007), which mentions that the objective of PMDS is to raise both the high quality and also 

amount of team efficiency, which will certainly assist the division's general efficiency as well 

as solution distribution. The PMDS is used to assess worker efficiency, which subsequently 

affects the efficiency of the division. It additionally makes it possible for workers to share the 

company's vision while recognising their complete prospective as well as their function and 

payment to the organisation's purposes (DeNisi and Smith 2014).  

To determine whether management offers programmes that have an influence on the 

performance of employees in EMRS 

According to the information, most of interviewees declared they had actually never 

ever participated in PMDS training. Supervisors as well as managers comprised most of people 

that left in contrast to various other workers. Again, various kinds of managers were not 

provided comparable training chances, according to the outcomes. An analytical value 

indicates that the manager's placement as well as presence at PMDS training are not connected, 

and ability knowing has a favourable influence on the capability to apply PMDS: both the 

manager and the personnel have to obtain the capabilities (DeNisi and Smith 2014). Smith 

(2012) likewise states that supervisors’ abilities are vital to the success of PMDS. Therefore, 

the administrators ought to see how best they can capitalise on this to offer their workers 

training.  

Training can assist improve abilities. Consequently, both the manager as well as the 

staff member should obtain training to help them understand the PMDS procedures and 

execution, while ability difficulties have to be dealt with to take full advantage of the system's 

effectiveness (Smith 2012). This is proven by Maluleke's (2012) outcomes, which located that 

most of managers (80%) think that enlightening team boosts their efficiency. Individuals that 

have actually obtained training much more on a regular basis are anticipated to have 

exceptional understanding of PMDS execution. Studies haves also uncovered a connection 

between training as well as great efficiency in research. Hence, managers at ERMS must offer 

training to their people.  

The outcomes of this research study exposed simply a small distinction in the capability 

to use PMDS between those that stated they had actually gone to training and also those that 

claimed they had not. According to Hosseini, McElwee, Soltani and Smith (2012), managers 

need to have and also drive PMDS in order for it to be efficient. Therefore, they have to be 

furnished to increase staff member approval of their feature, while urging interaction 

assurances that staff members are valued and also relied on. Excellent management, inspiration, 

interaction, a favourable perspective, abilities through training, and also incentives are 

recognised as elements that make PMDS effective by Kanyane and Mabelane (2009).  

These were lacking at EMRS. The searching for this paper showed a significant link 

between the individuals' specialist setting as well as their understanding of PMDS's objective. 

The study located that all functional supervisors totally understood the objective of PMDS, 

although some workers as well as managers did not. 

Since the mass of this team was not appropriately educated on PMDS, it is not 

unexpected 
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that some individuals really did not recognise what PMDS was for. Providing their standing 

and also duplicated direct exposure to PMDS training as well as guidance, one would certainly 

anticipate all supervisors to have a detailed understanding of the system. In contrast to those 

with five years or even more in the solution delivery, most of individual team members with 

less than five years' experience was uninformed of the purpose of PMDS. This could be 

clarified by the reality that extended direct exposure to PMDS surveillance can bring about 

understanding as well as recognition of the system. 

Strategies that can be used by the Department of Health to enhance performance in EMRS 

The outcomes of the study reveal that team members need to be offered with proof as 

evidence of a job well finished. Most workers, for instance, think records need to be linked, 

although some had the sentence that managers are scared to be annoyed. There is likewise a 

bias element, with underserving team obtaining efficiency benefits. Most of the individuals 

mentioned that their division had no method in place to raise EMRS efficiency. This needs to 

be taken care of. Monitoring, can aid by placing PM in the job agreement to allow supervisors 

come to be sharp of its significance in their everyday job. Line administration should be in 

charge of placing efficiency administration methods in position in their divisions, and the 

production and implementation of the efficiency administration system should be effectively 

intended. According to the outcomes of the study, numerous individuals declared that their 

division did not connect their system application to the basic division end result. This must be 

investigated and remedied if found to be true. Several of the authorities admitted to have really 

operated arbitrary, with managers often advising them to carry out obligations outside their 

work summary. This can harm their efficiency ratings at efficiency testimonials. 

6. Limitations of the study 

Among this paper`s disadvantages are that it is the initial examination of efficiency 

monitoring as well as growth systems in the chosen area. Despite the fact that it might suffice 

for this purpose, it is not enough or comprehensive for office evaluation due to a) the number 

of sample size used, b) the usual hiccups normally experienced during any first adventure, c) 

the criticisms levelled against quantitative studies, and d) limitations pertaining to just one 

healthcare facility in unpopular province, in a country of ten provinces.  

7. Recommendations 

Based on the limitations above, and the findings of this study, the following specific 

recommendations are made, particularly because the PLS-SEM and theme analyses have 

scientifically proven them. 

1. The number of sample size used should be increased substantially in future study to 

justify generalisation.  

2. To assure that the study is genuine and that, it covers the normal hiccups experienced 

during any first study, it must be triangulated against similar studies from another 

country.  

3. Combination of mixed methods will help overcome the criticisms levelled against 

quantitative studies.  

4. To overcome the limitations pertaining to using just one healthcare facility in unpopular 

province, sample selection for future studies should include other provinces in some of 

the most popular provinces in the country.  

5. EMRS' leading monitoring as well as policymakers have to make sure that: 
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1. PMDS develops objectives, criteria, and also reviews job that just adds to service high 

quality; 

2. PMDS incorporates specific efficiency administration to the division's functional 

strategy's goals; 

1. PMDS advertises an extra open as well as trusting society; 

2. PMDS comes to be an open secret of what should to be completed in the firm; 

3. PMDS motivates and also sustains personnel growth and also upskilling; 

1. Workers have a comprehensive understanding of the PMDS. 

2. Personnel can boost their performance with the PMDS. 

3. Administrators as well as superintendents are passionate with the EMRS PMDS. 

4. Supervisors experience with employees on a constant basis for mid-year and also end-

of-year testimonials, as called for by PMDS plan and also various other legal structures; 

5. supervisors and also managers are unbiased in assessing staff members' effectiveness; 

6. The PMDS area in the worker department offers enough assistance to the whole 

solution to make sure the system's reliable execution; 

7. Staff members can attach their efficiency reminders to these standards: high quality, 

amount, time, as well as expense. 

8. In order to enhance effectiveness, new and also existing employees are regularly 

provided training as well as positioning in the effectiveness tracking and development 

system. 

1. Staff members are motivated to satisfy their objectives; 

2. The PMDS works and generate the needed outcomes; 

3. Staff help managers by showing proper PMDS techniques; and  

4. The PMDS pleases the objectives it was created to satisfy when revealed. 

8. Final thought 

The paper looked right into recommendations for improving the PMDS in the division 

of Health - EMRS in Limpopo District. Individuals appreciated the study of PMDS, 

nonetheless they have problems concerning performance incentives being offered to deserving 

teams, suggesting that the issue of bias remains extensive in employee performance analysis. 

The recommendations listed are given based upon the paper`s results, assessment, and 

outcomes. After effectiveness evaluations, checking requirements to provide remarks to all 

team members guarantee that they understand exactly how their performance is figured out, 

allowing them to include and enhance the firm's advancement. It is furthermore advised that 

effectiveness benefit be paid to employees that do well according to the PM guidelines, in order 

to enhance worker spirits and also boost efficiency. A PMS activity strategy, that includes an 

implementation technique, is needed for application and also growth plans. The technique 

therefore suggests the awarding of rewards and the charge of penalties. The outcomes of this 

paper's evaluation exposed that the standards picked by monitoring to carry out PMDS are 

important and but not reliable. However, they aid the EMRS to attain most of its objectives by 

know from workers. There were a couple of concerns raised by team that called for instant 

action.  

Reference 

Abdelmalak, M.M.M. and Parra, J.L., 2016. Expanding learning opportunities for graduate 

students with HyFlex course design. International Journal of Online Pedagogy and 

Course Design (IJOPCD), 6(4), pp.19-37. 

Akinbowale, M.A., Lourens, M.E. and Jinabhai, D.C., 2013. Role of performance appraisal 

policy and its effects on employee performance. European Journal of Business and 



  
 

Res Militaris, vol.13, n°2, January Issue 2023 6036 
 

Social Sciences, 2(7), pp.19-26. 

Amanchukwu, R.N., Stanley, G.J. and Ololube, N.P., 2015. A review of leadership theories, 

principles and styles and their relevance to educational management. Management, 

5(1), pp.6-14. 

Baron, R.A., 2009. Effectual versus predictive logics in entrepreneurial decision making: 

Differences between experts and novices: Does experience in starting new ventures 

change the way entrepreneurs think? Perhaps, but for now, “caution” is essential. 

Journal of Business Venturing, 24(4), pp.310-315. 

Bourne, M., Franco-Santos, M., Micheli, P. and Pavlov, A., 2018. Performance measurement 

and management: a system of systems perspective. International Journal of Production 

Research, 56(8), pp.2788-2799. 

Cronbach, L.J., 1951. Coefficient alpha and the internal structure of tests. psychometrika, 

16(3), pp.297-334. 

Demirkesen, S. and Ozorhon, B., 2017. Impact of integration management on construction 

project management performance. International Journal of Project Management, 

35(8): pp.1639-1654. 

DeNisi, A. and Smith, C.E., 2014. Performance appraisal, performance management, and firm-

level performance: A review, a proposed model, and new directions for future research. 

Academy of Management Annals, 8(1), pp.127-179. 

Fornell, C. and Larcker, D.F., 1981. Evaluating structural equation models with unobservable 

variables and measurement error. Journal of marketing research, 18(1), pp.39-50. 

Guest, G., Bunce, A. and Johnson, L., 2006. How many interviews are enough? An experiment 

with data saturation and variability. Field methods, 18(1), pp.59-82. 

Hair, J.F, Sarstedt, M., Ringle, C.M, and Mena, J. 2012. An assessment of the use of partial 

least squares structural equation modeling in marketing research. Journal of the 

Academy of Marketing Science, 40(3): pp.414-433. 

Hosseini, S.J.F., McElwee, G., Soltani, S. and Smith, D.J., 2012. The innovation performance 

of small rural enterprises and cooperatives in Tehran province, Iran. Local Economy, 

27(2), pp.183-192. 

Kanyane, M. H and Mabalane, M.J. 2009. Performance management and skill capacity in the 

government sector. Journal of Public Administration, 44(1): pp.58-69. 

Low, J., 2019. A pragmatic definition of the concept of theoretical saturation. Sociological 

Focus, 52(2), pp.131-139. 

Mabaso, C., 2019. Total rewards and its influence on job satisfaction and organisational 

commitment in higher education. African Journal of Employee Relations, 43(1), pp.1-

32. 

Maluleke, M.J., 2012. Culture, tradition, custom, law and gender equality. Potchefstroom 

Electronic Law Journal/Potchefstroomse Elektroniese Regsblad, 15(1). Available at: 

https://scholar.google.com/scholar?hl.  

Mashego, R.H. and Skaal, L., 2016. Knowledge and practices of supervisors on the 

performance management and development system at rural primary health care 

facilities in the Limpopo Province. African Journal of Primary Health Care and Family 

Medicine, 8(1), pp.1-5. 

Molan, C., Kelly, S., Arnold, R. and Matthews, J., 2019. Performance management: A 

systematic review of processes in elite sport and other performance domains. Journal 

of Applied Sport Psychology, 31(1), pp.87-104. 

Morgan, T.R., Richey Jr, R.G. and Ellinger, A.E., 2018. Supplier transparency: scale 

development and validation. The International Journal of Logistics Management. 

Available at: https://scholar.google.com/scholar?. 

Morris, M.G. and Venkatesh, V., 2010. Job characteristics and job satisfaction: Understanding 

https://scholar.google.com/scholar?hl
https://scholar.google.com/scholar


  
 

Res Militaris, vol.13, n°2, January Issue 2023 6037 
 

the role of enterprise resource planning system implementation. Mis Quarterly, pp.143-

161. 

Mtshali, D. (Ntombela), 2015. Evaluation of employee performance management and 

development systems policy as implemented amongst social service professionals 

within department of social development. From: available 

at:http://uz.space.uzulu.ac.za/ 

Mustapha, A.I. and Adetunji, O.E., 2018. Deepening the public service organisational culture 

in Human Resource procurement in Nigeria: Politics-administration dichotomy 

revisited. Research on Humanities and Social Sciences, 8(8), pp.46-48. 

Ngozwana, N., 2018. Ethical dilemmas in qualitative research methodology: Researcher’s 

reflections. International Journal of Educational Methodology, 4(1), pp.19-28. 

Raykov, T. 2011. Evaluation of convergent and discriminant validity with multitrait–

multimethod correlations. British Journal of Mathematical and Statistical Psychology, 

64 (1): pp.38-52. 

Roca, J.C., Garcia, J. J., and De La Vega, J.J. 2009. The importance of perceived trust, security 

and privacy in online trading systems. Information Management and Computer 

Security, 17 (2): pp.96-113. 

Saeidi, S.P., Sofian, S., Saeidi, P., Saeidi, S.P. and Saaeidi, S.A., 2015. How does corporate 

social responsibility contribute to firm financial performance? The mediating role of 

competitive advantage, reputation, and customer satisfaction. Journal of business 

research, 68(2), pp.341-350. 

Sekaran, U. 2012. Research Methods for Business: A skill Building Approach. 6th edition. 

Wiley: New York. Available at: https://scholar.google.com/scholar?. 

Seotlela, R. P. J. and Miruka, O. 2014. Implementation challenges of performance management 

system in the South African Mining Industry. Mediterranean Journal of Social Sciences 

5(7) pp.177-187.  

Shin, D. H. 2009. An empirical investigation of a modified technology acceptance model of 

IPTV. Behavior and Information Technology, 28 (4): pp.361-372. 

Smith, P. C. 2012. Performance management in British health care: Will It Deliver? Health 

Affairs, 21(3): pp.103-115. 

Suki, N.M. 2011. A structural model of customer satisfaction and trust in vendors involved in 

mobile commerce. International Journal of Business Science and Applied 

Management, 6(2): pp.18-29. 

http://uz.space.uzulu.ac.za/
https://scholar.google.com/scholar

