
Performance Management: 

A key Managerial Function for Effective Human Resource Management 

 

Monisha Gaba 

Ph.D Scholar (Management)  

(2014-2017)  

Kalinga University,  Raipur, C.G.  
Enrol lment  No.  15021126 (KU002MMXIV02010528)  

 

Abstract 

Performance management  is the current  buzzword and is the need in the 

current  t imes o f cut  throat  compet it ion and the organizat ional bat t le fo r  

leadership.  Performance management  is a much broader and a complicated 

funct ion o f HR, as it  encompasses act ivit ies such as jo int  goal set t ing,  

cont inuous progress review and frequent  communicat ion, feedback and 

coaching for improved performance, implementat ion o f employee 

development  programmes and rewarding achievement s.  

Today, all the major act ivit ies o f HR are dr iven towards development  o f 

high performance leaders and foster ing emplo yee mot ivat ion. So, it  can be 

int erpreted that  the ro le o f HR has evo lved from merely an appraiser to  a 

facilitator and an enabler.  

1. Introduction 

The ro le o f HR in the present  scenar io has undergone a sea ch ange and it s  

focus is  on evo lving such funct ional st rategies which enable successfu l 

implementat ion o f t he major corporate st rategies.  In a way, HR and 

corporate st rategies funct ion in alignment .  Today, HR works towards 

facilitat ing and improving the perfo rmance of the employees by bu ilding a 
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conducive work environment  and providing maximum opportunit ies to  the 

employees for part icipat ing in organizat ional planning and decis ion 

making process.  

The definit ions and concepts in this sect ion will be referred to  throughout 

the report.   

Performance  

Carro ll (1982) given that  Performance is  an employee’s accomplishment  

of assigned tasks.  It  is viewed as employee act ivity or behaviour which 

has been evaluated as to  its appropriateness or desirabilit y in an 

organizat ional set t ing. Behaviour refers to  anything a person does on the 

job.  

Performance management  

According to  Casio (1993) Performance management  is  the total process 

of observing an employee ’s performance in relat ion to  job requirements 

over a per iod of t ime ; clar ifying expectat ions; set t ing goals; providing on -

the- job coaching; filing and ret r ieving informat ion about  performance and 

then making an appraisal on the basis o f this informat ion.  

2 Objectives and Research Methodology  

 

Objectives of Study  

i.  Examine the Ro le of Perfo rmance Management  in IT Companies.  

ii.  Ident ify the funct ions o f Performance Management .   

iii.  To find out  the advantages o f Performance Management  as a  

st rategy. 
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Research Methodology  

Research methods can be classified in different  ways, the most  c ommo n 

dist inct ion is between the quant itat ive and the qualit at ive approaches 

(Myers,  2007
1
).  Quant itat ive approaches were or igina lly used while 

studying natural sciences like:  laboratory exper iments,  survey methods 

and numerical methods. A qua litat ive stud y is used when the researcher  

wants to  get a deeper understanding on a specific topic or situat ion. Myers 

(2007)
2
 stated that  the qualit at ive approach was developed in social 

sciences in order to  support  the researcher in studies inc luding cultura l 

and social phenomena. Sources included in the qualitat ive approach are 

int erviews, quest ionnaires,  observat ions,  documents and the researcher’s 

impression and react ions.  The chosen approach is qualitat ive.   

Qualitative research  t ypically takes the form o f in -depth interviews wit h 

a small number o f respondents.  These interviews may be done one 

individual at  a t ime, or in groups.  Individual int erviews have the 

advantages o f providing very r ich informat ion and avo iding the influence 

of others on the opinion o f any one individual.  Individual int erviews are 

very expensive and t ime consuming, however,  and as a result ,  it  is not 

likely that  any one research program will interview large number o f 

individuals.  

3. Role of Performance Management  

A performance management process sets the plat form for rewarding 

excellence by aligning individual employee accomplishment s with the 

organizat ion’s mission and object ives and mak ing the employee and the 

organizat ion understand the importance of a  specific job in realizing 

                                                
1 Myers, M. D. (2007), “Qualitative Research in Information Systems”, MIS Quarterly, vol. 21 No. 2, 

pp.241-242. 

 
2 Ibid 
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outcomes. By establishing clear performance expectat ions which inc ludes 

result s,  act ions and behaviors,  it  helps the employees in understanding 

what  exact ly is  expected out  of their jobs and set t ing o f standards help in 

eliminat ing those jobs which are of no use any lo nger.  Through regular  

feedback and coaching, it  provides an advantage o f diagnosing the 

problems at  an ear ly stage and taking correct ive act ions.  

The term performance management  gained its popular it y in ear ly 1980’s 

when total qualit y management  programs r eceived utmost  importance for  

achievement  of super ior standards and qualit y performance. Tools such as 

job design, leadership development ,  t raining and reward system received 

an equal impetus along with the t radit ional performance appraisa l process 

in the new comprehensive and a much wider framework.  

 
Figure 1:  Role of Per formance      Source:  Web Based  

Performance management  is an ongo ing communicat ion process which is 

carr ied between the supervisors and the employees through out  the year.  

The process is very much cyc lical and cont inuous in nature.  A 

performance management system includes the following actions .  
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i.  Developing clear job descr ipt ions and employee performance plans 

which includes the key result  areas (KRA') and performance 

indicators. 

ii.  Select ion of r ight  set  of people by implement ing an appropr iate 

select ion process.  

iii.  Negotiat ing requirement s and performance standards for measur ing 

the outcome and overall product ivity against  the predefined 

benchmarks.  

iv.  Providing cont inuous coaching and feedback dur ing the per iod o f 

delivery o f performance.  

v.  Ident ifying the t raining and development  needs by measur ing the 

outcomes achieved against  the set  standards and implement ing 

effect ive development  programs for improvement .  

vi.  Holding quarter ly performance development  discussions and 

evaluat ing employee performance on the basis o f performance 

plans.  

vii.  Designing effect ive compensat ion and reward systems for  

recognizing those employees who excel in their jobs by achieving 

the set  standards in accordance with the performan ce plans or rather  

exceed the performance benchmarks.  

viii.  Providing promotional/career development  support  and guidance to 

the employees.  

ix.  Performing exit  int erviews for understanding the cause o f emplo yee 

discontentment  and thereafter exit  from an organizat ion . 

 

4. Functions of Performance Management 
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The performance management  is mainly concern with the performance o f 

the people,  systems and organizat ion. To achieve this object ive 

performance management  performs a var iety of funct ions.  These funct ions 

are summarized below:  

(a) Create Healthy Work Environment  

HR or performance manager works with the people.  Their object ive is to 

create an environment  of openness,  t rust ,  mutual understanding, team 

spir it  and cooperat ion. In this environment  only the manpower can be 

ut ilize more effect ively to  contribute to  organizat ional goals.  They create 

environment  with the help o f HR po lic ies,  day to  day dealing, rules and 

regulat ions regarding leaves,  welfare,  promotion, discipline,  incent ives,  

t raining etc.  It  creates confid ence in persons to work without  worry.  

(b) Develop Performance Plans  

Management  goes for planning of the job, competencies required for  

performing the jobs and standards required for performance o f the jobs.  It  

inc ludes job descr ipt ion, job specificat ion a nd fixat ion o f job performance 

standard. Through these plans only the type o f person required can be 

ascertained.  

(c) Selection of Appropriate People  

To carry out  the var ious types o f jobs in t he organizat ion manpower is  

needed. The required type and number  o f people are to  be selected from 

the aspirants.  So they may be made available at  right  place in r ight  t ime 

for accomplishment  o f the tasks at  required t ime.  This is  possible t hrough 

proper recruitment  and select ion of employees.   

(d) Decision Regarding Performance Standard  
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Performance management  as a  funct ion of human resource management ,  

The management  takes decision regarding the required standards o f t he 

performance in consult at ion with top level management ,  head o f 

departments and experts or consu lta nts.  They consider the lowest ,  highest  

and average performance o f the people at  work. After detail discussion the 

most  realist ic standards are fixed by the management .  

 

(e) Plans for Development of Employees  

Performance management  is interested for develop ment  o f both emplo yees 

and organizat ion. With the development  of one is t he development  of 

both.  He conducts orientat ion o f the persons,  provides educat ion, and 

finds out  the need for t raining and conduct  t raining programme for  

development  o f skills ,  knowledge and competenc ies.  This can contr ibute 

in improvement  of the performance o f persons and company.  

(f) Measurement of Performance  

After planning and development  act ivit ies the next  task of performance 

management  is  to  measure the performance o f the peopl e at  work. For 

measurement  of performance the different  criter ia has been fixed such as 

output  per hour/shift  qualit y o f work, behaviour,  discipline,  level o f 

commitment  etc.  This helps to  find out  the poor and good performers out  

of the lot .  On the basis o f the measurement  of performance further  

remedial act ion can be taken.  

(g) Conducts Performance Feedback  

After measurement  of performance of all employees the management  finds 

the slow moving persons.  The object ive of performance management  is  to  

find out  the reasons for slow go ing. They conduct  coaching session for  

International Journal of Business Administration and Management. ISSN 2278-3660 Volume 7, Number 1 (2017), 
                                           © Research India Publications http://www.ripublication.com 

68



such people and give feed back to  them.  They suggest  ways to  improve 

their  performance also.  This clar ifies many doubts o f t he employees.  It  

helps a lot  the persons to  understand their caliber and d ifficult ies.  

Through the coaching and counselling session the at t itude o f the 

employees is changed posit ive.  

(h) Design Compensation, Recognition and Reward System  

Through performance appraisal system the slow and fast  working persons 

are ident ified. As per the output  the management  designs the 

compensat ion, recognit ion and reward system. For good performers t he 

incent ives are designed as per the output . They are given bet ter incent ives 

whereas slow working persons may be given less incent ives or may b e 

denied. Good performers’ tasks are recognized by giving appreciat ion 

let ter,  prizes or rewards.  Somet ime they may be considered for further  

promotion also.  This keeps on mot ivat ing the people whether a slow or 

fast  working person.  

(i)  Contributes in deve loping good will  

By performing the funct ions like creat ing good working environment ,  

planning for performance, measur ing performance, provid ing performance 

feedback, des igning suitable compensat ion, recognit ion and reward system 

the management  helps in improvement  of the performance as a who le.  The 

work related emplo yees problems are shorted out.  IT gives a sense o f 

confidence and mot ivat ion among persons.  These persons create publicit y 

by words o f mouth in side and in the public out  side.  It  contributes a lot  

in creat ing high goodwill o f the company. Provide promotional/career  

development  opportunit ies for staff.  

5. Major Advantages of Performance Management 

i.  PM focuses on results,  rather than behaviors and activities  
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A common misconcept ion among supervisors  is that  

behaviors and act ivit ies are the same as results.  Thus, an 

employee may appear extremely busy, but  not  be contr ibut ing at  

all toward the goals of the organizat ion. An example is  the 

employee who manually reviews complet ion o f every form and 

procedure,  rather t han support ing automation o f the review. The 

supervisor may conclude the employee is  very commit ted to  the 

organizat ion and works very hard, thus,  deserving a very high 

performance rat ing.  

ii.  Aligns organizational activities and processes to the goals of 

the organization  

PM ident ifies organizat ional goals,  result s needed to 

achieve those goals,  measures o f effect iveness or effic ienc y 

(outcomes) toward the goals,  and means (dr ivers) to  achieve the 

goals.  This chain o f measurements is  examined to e nsure 

alignment  with overall result s of the organizat ion.  

iii.  Cultivates a system-wide, long-term view of the organization  

Richard A. Swanson, in Performance Improvement Theory 

and Practice  (Advances in Developing Human Resources,  1,  

1999),  explains an effect ive performance improvement  process 

must  fo llow a systems-based approach while looking at  outcomes 

and dr ivers.  Otherwise,  the effort  produces a flawed picture.  For  

example,  laying o ff people will likely produce short -term 

profit s.  However,  the organizat ion may eventually exper ience 

reduced product ivity,  result ing in long -term pro fit  loss.  

 

iv. Produces Meaningful Measurements  
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These measurements have a wide variety of useful applications. They 

are useful in benchmarking, or setting standards for comparison with best 

practices in other organizations. They provide consistent basis for comparison 

during internal change efforts. They indicate results during improvement 

efforts, such as employee training, management development, quality 

programs, etc. They help ensure equitable and fair treatment to employees 

based on performance. 

Conclusion 

To conclude, performance management  can be regarded as a proact ive 

system of managing employee performance for driving the individuals and 

the organizat ions towards desired perfo r mance and resu lts.  It ’s about  

st r iking a harmonious alignment  between ind ividual and organizat iona l 

object ives for accomplishment  of excellence in performance.  

Performance Management  plays a vital role in helping an inst itut ion 

achieve its goals.  According  to  Wright  (2006:124),  performance appraisal 

has given ground to performance management .  She states that  

performance management  is  a broader  process in which organisat ional 

aims and object ives are used as a  start ing po int  for the set t ing o f 

object ives,  for  divisions,  departments,  teams and ind ividuals.  Brat ton & 

Gold (2003) define performance appraisal as a  process that  provides an 

analys is o f a person’s overall capabilit ies and potent ial,  allowing 

informed decis ions to  be made for part icular purposes.  They  argue that  

more emphasis is  placed on assessment ,  whereby data on an individual ’s 

past  and current  work behaviour and performance are co llected and 

reviewed. Performance appraisal serves two main object ives,  which are 

evaluat ive and developmental object ives (Grobler et  al 2004).   
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