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Abstract— Performance Management refers to a wide-

ranging methodical move toward to ensure a link between 

efforts to individual employees with Mission, Vision and 

Goals of the organization, to achieve distinction in 

organization on one side and contentment and growth of 

employees on the other side. It helps to negotiate 

requirements and accomplishments in terms of performance 

standards, outcomes, and measures. Therefore the 

performance management system is an important instrument 

to facilitate organization to achieve its goal. Both Individual 

skills and contributions and organizational objective 

measurement is needed to develop the important element of 

the organization, which is human capital. Employees are the 

critical factor in performance management system, where 

glowing designed model of system will result strong 

management guarantee and better employees’ performance 

which show the way to organization’s success. With to 

proper use, performance management system will amazingly 

beneficial to an organization to enhance its performance, 

particularly in the management practices in Central Public 

Sector Enterprises (CPSE). Suggestions have been projected 

based on primary data and strategic analysis of PMS 

processes of the sample organization Naval Dockyard. 
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I. INTRODUCTION 

Performance management is a organized process that 

provides feedback, accountability, and documentation for 

performance outcomes. It helps employees to conduit their 

talents toward organizational goals. The performance 

management process is used to communicate organizational 

goals and objectives, reinforce individual responsibility for 

meeting those goals, and track and assess individual and 

organizational performance outcome. It reflects a 

partnership in which managers share responsibility for 

developing their employees in such a way that enables 

employees to make contributions to the organization. It is a 

clearly defined process for managing people that will result 

in success for both the individual and the organization. 

A. Importance of Performance Management System 

Performance Management System includes the following 

actions. 

 Develop clear job descriptions. 

 Select appropriate people with an appropriate selection 

process. 

 Negotiate requirements and accomplishments in terms 

of performance   standards,   outcomes, and measures. 

 Provide effective orientation, education, and training. 

 Provide on-going coaching and feedback.  

 Design effective compensation and recognition 

systems that reward people for their contributions. 

 Provide promotional/career development opportunities 

for staff. 

 Assist with exit interviews to understand why valued 

employees leave the organization. 

Improvement in performance can come from two 

sources: (1) technological changes such as higher 

investment per worker in capital goods and technological 

improvements in capital goods or (2) changing human 

behavior in organizations. Whereas increased mechanization 

technological change, and increased investment per worker 

in capital goods can all contribute to improved productivity, 

it is changes in human behavior which result in higher 

payoffs. 

B. Performance Management System – Conceptual 

Framework 

Performance planning involves identifying the job areas and 

activities where the employee would like to put most of his 

efforts, do better than before and make its impact. 

Identifying Key performance areas and setting targets is a 

useful way of planning one’s own performance. After 

identifying key performance areas, targets may be set under 

each key performance areas. Key Performance areas are the 

key or critical functions of a job role. Each job or Role 

makes its distinct contribution to the achievement of the 

organizational goal. 

There are six steps to performance planning but the 

foremost step is performance planning session, a meeting 

between employee and manager. 

 Identifying Job Performance activities; prior to the 

meeting, the employee and the manager should 

independently make a list of the employee’s job 

performance activities. 

 Developing a final list; the manager and employee now 

meet to review the two lists, they review each item and 

develop a final list of employees significant job 

activities. 

 Determining priorities; Once and agreed final list has 

been developed, the employee and manager review 

each job activity to determine its importance. 

 Developing performance expectations; the manager 

and employee now jointly develop specific 

performance process an outcome expectations.  During 

the meeting the manager should try to determine if, the 

employee has a clear idea of the sequence of activities 

required to fulfil each of the expectations. 

 Setting goals; by this time, both manager and 

employee should have some idea of the employee’s 

development and growth needs. At this stage one or 

two job related development goals may be drawn for 

the employee.  

 Setting check points; At this stage the employee and 

manager set specific times over the coming months 

when both can sit down to review performance.  The 
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purpose is not to evaluate but to identify problems and 

resolve them. The employee and the manager should 

meet as and when necessary. 

A performance management process sets the 

platform for rewarding excellence by aligning individual 

employee accomplishments with the organization’s mission 

and objectives and making the employee and the 

organization understand the importance of a specific job in 

realizing outcomes. By establishing clear performance 

expectations which includes results, actions and behaviors, it 

helps the employees in understanding what exactly is 

expected out of their jobs and setting of standards help in 

eliminating those jobs which are of no use any longer. 

Through regular feedback and coaching, it provides an 

advantage of diagnosing the problems at an early stage and 

taking corrective actions. 

II. REVIEW OF LITERATURE 

An overview of the extensive research related to 

performance management system is presented. Researcher 

tried to present a review of literature in a manner to exhibit 

how it enhances the performance of Organisation. 

Application of the concepts of performance management 

system as a way to achieve organizational success is 

addressed herewith from the significant works of Indian and 

overseas management specialists. 

1) A study by “M.A. Norhayati, Department of 

Accounting, Kulliyyah of Economics and Management 

Sciences, International Islamic University Malaysia, 

Kuala Lumpur, Malaysia, and A.K. Siti-Nabiha, 

School of Management, University Sains Malaysia, 

Pulau Pinang, Malaysia” on performance management 

system (PMS) in a Malaysian government-linked 

company (GLC) reveal that the PMS-related activities 

have somehow been viewed as a routine mechanism 

for appraising the employees’ performances and 

become decoupled from the organizational activities. 

Thus, the new PMS did not really change the way 

organizational members view and do things in the 

organization. This research provides evidence to the 

government that the process involved in transforming 

the organizational culture of a government-linked 

organization by using accounting tools might be time 

consuming, costly and subject to resistance. Hence, 

any change management programme introduced in a 

government-linked organization should have strong top 

management support, good financial standing as well 

as a reliable technical backup to the programme. This 

study shows that the intention to institutionalize a new 

practice may not be materialized if there are not 

enough forces to support the change. The adoption of 

the new PMS practices may be due to isomorphic 

pressures to mimic other organizations in the same 

environmental field leading to ceremonial adoption of 

the practice. 

2) Tony Halim, Temasek Polytechnic, Singapore Kanesan 

Muthusamy Open University Malaysia, Kuala Lumpur, 

Malaysia, Sie Yong Chia Temasek Polytechnic, 

Singapore, and Shao Wei Lam Analytics Consulting 

International, Singapore had conducted a study on ‘A 

systems approach in the evaluation and comparison of 

engineering services applied in facilities management 

for effective PMS’.  This paper aimed to be a balance 

of mixed management and engineering concepts that 

aims to fuse classical engineering methodologies into a 

systems engineering framework to assess and compare 

systematically and comprehensively services rendered 

by engineering systems.  An auditing framework had 

developed to assess the performance of engineering 

services in the context of engineering services found 

within a facility. As a result of a system heterogeneity 

factor, an approach to remove this confounding issue 

was developed to provide a different insight into the 

performance of engineering services. The proposed 

standardization technique, which can be applied to 

system attributes other than age, overcomes the 

systems heterogeneity issue between localities. This 

research work was positioned in the context of building 

engineering services, as they were the most important 

in terms of socio-economic impact. This paper presents 

a qualitative-quantitative assessment framework that 

consists of two major methodologies to help in 

identifying and prioritizing engineering system 

services in order to allocate limited resources to the 

appropriate engineering service so as to improve its 

performance. 

3) A study by P. Parthiban Department of Production 

Engineering, National Institute of Technology, 

Tiruchirappalli, India, and Mark Goh NUS Business 

School, National University of Singapore, Singapore 

and School of Management, University of South 

Australia, Adelaide, Australia on ‘An integrated model 

for performance management of manufacturing units’ 

revealed that The objective of this paper is to develop 

an integrated model for performance management 

(PM) of manufacturing industries. The proposed 

integrated model consists of performance measurement 

by the extended Brown Gibson model by considering 

the objective and the service quality factors. The 

quality factor measure has been evaluated by using the 

analytic hierarchy process. On the non-compliance of 

the performance measures with the satisfactory levels, 

quality function deployment is used to redesign the 

existing manufacturing process. This study has 

demonstrated the applicability of the model to support 

a manufacturing unit. It has shown how performance 

measures have been identified and how they can be 

used to calculate the two different manufacturing units 

using time, cost and service quality dimensions. 

Improving performance is a never-ending process and 

organizations should strive to achieve it to attain the 

optimal level of cost and profit, as well as increase 

customer satisfaction and goodwill, and gain potential 

future business. Hence, the process of measuring and 

redesigning manufacturing performance measures 

needs to be monitored and the implementation plans 

reviewed often, which is successfully done by this 

integrated model. 

4) D.S. Sukirno and Sununta Siengthai, School of 

Management, Asian Insititute of Technology, 

Pathumthani, Thailand submitted in a study on ‘Does 

participative decision making affect lecturer 

performance in higher education?‘ that  the 

relationship between participation and job performance 
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has captured the interest of not only business 

researchers but also education researchers. However, 

the topic has not gained significant attention in the 

educational management research arena. The purpose 

of this paper is to empirically examine the impact of 

participation in decision making on lecturer 

performance in higher education. Mail survey was used 

to collect the data. Open-ended questionnaires were 

distributed to the lecturers in Yogyakarta Province in 

Indonesia. A total of 347 usable questionnaires were 

obtained which is about 46.3 percent rate of return. 

Factor analysis was used to identify the constructs. All 

Cronbach’s alpha values are more than 0.7 and factor 

loading is more than 0.50. Regression analysis was 

employed to test research hypotheses. In addition, t-

test and ANOVA test were also conducted to 

investigate the different impact of demographic data on 

the job performance of the lecturers. This study finds 

that participative decision making and academic rank 

have significant effect on lecturer performance. This 

finding implies that involving lecturers in educational 

decision making would be useful to improve not only 

lecturer performance but also organizational 

performance. In addition, among all demographic 

variables taken into account, only academic rank 

significantly affects lecturer performance. Participative 

decision making is a tool to align an organization’s 

vision and a lecturer’s objectives. The higher the level 

of lecturer’s participation in decision making the 

higher the lecturer’s commitment to the organization’s 

vision and the higher the lecturer’s performance will 

be. This study assumes constant the reward system and 

performance appraisal factors that might affect the 

relationship between participation and lecturer 

performance. The research findings urge the 

Indonesian government to immediately set an order of 

a participative decision making system to facilitate the 

realization of a better quality of Indonesian higher 

education performance. 

5) A study on ‘Research on Human Resources 

Development: Present trends and Future Directions’ by 

TV Rao, IIM, Ahmadabad reveals that HRD is a 

process by which the employees of an organization are 

helped in a continuous and planned way, to; 

 Acquire or sharpen capabilities required to perform 

various functions associated with their present or 

expected future roles; 

 Develop their general capabilities as individuals and 

discover and exploit their own inner potentials for their 

own and/or organizational development purposes; and 

 Develop an organizational culture in which supervisor-

sub-ordinate relationships, teamwork, and 

collaboration among sub-units are strong and 

contribute to the professional well-being motivation 

and pride of employees. 

III. PROFILE OF NAVAL DOCKYARD – AS SAMPLE 

ORGANIZATION 

The Indian Navy had its presence on the Eastern Coast, as 

early as in the 1940's. A handful of small warships were 

positioned at Visakhapatnam, with a Boat Repair Shop, 

during this period. These crafts used to provide logistic 

support to the British Army operating in Burma. The Boat 

Repair Shop was converted into a Base Repair Organisation 

(BRO) in 1958. The BRO was the forerunner of what is 

today the Naval Dockyard, Visakhapatnam [ND (V)]. In the 

late sixties; there were a number of acquisitions of the then 

state of the art and highly sophisticated warships and 

submarines from friendly countries. While the Bay of 

Bengal surged to welcome these Men of War, it was 

inevitable that the BRO had to rise to the occasion and 

develop into a Yard with the sophistication of the vessels 

she was entrusted to keep fighting fit. The repair 

organisation was upgraded to a Naval Dockyard in 1972 and 

today spreads over 704 acres of land with a waterfront of 

about 5Kms and 3.5Kms of jetties/berths. ND (V) boasts of 

three major dry docks that are capable of docking ships up 

to 40,000 DWT. The Yard also has facilities for covered dry 

dock with improved working conditions. ND (V) today is 

undoubtedly one of the most technically sophisticated Ship 

Repair Yards in the country and has imbibed a high degree 

of skills in repair and maintenance of a wide variety of 

modern warships and submarines with state of the art 

weapons, missile guidance systems, guns, torpedoes, 

advanced propulsion systems like gas turbines, high speed 

diesel engines, their electronic control and monitoring 

devices and communication systems. The Yard has over 

6600 skilled personnel from 55 different trades, employed in 

over 100 work centers in ship repair activities and is the 

biggest organisation of its kind as a defence production, 

research and development industry on the Indian Eastern 

Coast. It includes around 132 senior managers, 242 

managers, 544 supervisors and 848 other executives. 

A. Overture of Naval Dockyard, Visakhapatnam 

The growth of Naval Dockyard has indeed been phenomenal 

from a small work force of 300 in the sixties; the Dockyard 

has grown into a 6000 strong organization.   Whereas in the 

olden days only the wooden hulls and their simple engines 

could be repaired.  Now, the important facilities include the 

following major disciplines. 

 Steel preparation, fabrication and complex welding 

facilities. 

 The Diesel engines, the Gas Turbines and the Boilers. 

 The Air-conditioning, the pipe work, the galvanizing, 

electroplating, the wood workshop and other highly 

specialized facilities. 

 The electrical motor, generator, switch board, cabling 

and host of other electrically controlled services, the 

repairs, overhauls and test facilities. 

The technicians of Visakhapatnam who joined 

Naval Dockyard during the past 40 years learnt skills in the 

Dockyard Apprentice School. The excellence of work of the 

Dockyard has been made possible by the dedicated work of 

some of the best workers and the finest managers that the 

dockyard has had. This Dockyard is functioning under the 

overall control of Admiral Superintendent Dockyard (ASD).  

The organization of Naval Dockyard is based on 

the most modern concepts. At the apex are the General 

Managers and Dy. General Managers, besides the Managers, 

the Deputy Managers and Asst. managers working on the 

Production floors, the planning department, the Quality 

Control, the Technical support and the Management 

Services and the personnel Management systems. The 
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officers are drawn both from the Naval Cadre as well as 

from the civilian cadre.   The civilian officers are technical 

specialists in their fields such as the Production, Design, 

Technology and Scientific Disciplines. 

B. Functions and Responsibilities 

 The functions and responsibilities of ND (V) are as 

follows: 

 Refits of Ships and Submarines. 

 Repairs/Maintenance of ships and submarines. 

 Complete all administrative and technical actions for 

refit of ships/submarines. 

 Providing yard services to the ships. 

 Administer Officers, Civilian Employees, Sailors and 

DSC personnel attached to Naval Dockyard. 

C. Management of Naval Dockyard (Visakhapatnam) 

The Naval Dockyard, Visakhapatnam is an industrial 

establishment of the Eastern Naval Command.   The detailed 

organisation chart of the Naval Dockyard Visakhapatnam is 

placed at Annexure.   Naval Dockyard (Visakhapatnam) is 

headed by the Admiral Superintendent (ASD) and is assisted 

by the following officers (HODs): 

 GM (R) - Head of Refit Group 

 GM (T) - Head of Technical Group including HRD 

 AGM/DGM (P&A) - Head of Personnel & 

Administration Division 

 PMO - Head of Medical Department 

 
Fig. 1: Management of Naval Dockyard (Visakhapatnam) 

IV. DATA COLLECTION 

The Data for this study was collected using “multiple 

sources and Techniques, which includes primary and 

secondary data. To elicit the opinions of the respondents the 

standard questionnaires prepared under the guidance of 

Naval Dockyard authorities. Further, the Researcher 

personally interacted with the Respondents and through 

informal and unstructured interviews and gathered various 

data.  The Researcher collected primary data and secondary 

data of various types and perform surveys by following 

methods. 

 Observation method 

 Interview method 

 Through Questionnaires 

 Telephone Interview 

 Refer various Journals published by ND(V) 

 Attending workshops and seminars organized by ND 

(V). 

 Official Website of ND(V)/Navy 

 Books, Dockets and Magazines 

The Questionnaires were divided into 9 sections. 

Section 1 discussed about Performance Management System 

aspects, Section 2 discussed about implementation aspects, 

Section 3 about Performance Planning aspects, Section 4 

about Performance improvement aspect, Section 5 about 

Periodic Review aspects, Section 6 about Annual Review 

aspects, Section 7 about Rewards and Recognition by ND 

(V) Section 8 about Audit Criteria and observations, Section 

9 about Performance Management System practice by ND 

(V). There were in a total of 66 questions and the answers 

was asked by V scale systems namely Strongly agree, 

Mostly Agree, Agree, Disagree, Strongly Disagree. 

A. Population and Sample Size 

Total strength of Senior Managers is 132, Managers are 242, 

Supervisors are 544 and other executives are 848 in a total 

of 1766. The Researcher selected sample of various cadres 

which constitutes 19% of the total population which is 330. 

The sample of department wise and category wise also are 

mentioned in tables. 

B. Category Wise Sample Size 

Category Total Strength Sampling Size % 

Senior Managers 132 33 25% 

Managers 242 46 19% 

Supervisors 544 98 18% 

Other Executives 732 153 21% 

Total 1650 330 19% 
Table 1: Category wise sample size 

C. Data Analysis and Presentation 

The Data was analysed by using various statistical tools like 

simple percentage system, chi-square test, chronbach’s 

Alpha, Reliability Analysis, Two sample tests, correlation 

analysis, factor analysis, correlation matrix, KMO & 

Bartlett’s Test, Extraction Method, Total Variance, Scree 

Plot, Rotated Component Matrix, Component 

Transformation Matrix, Tables/Graphs and Boxplot Method. 

Further, the compiled data was presented in tabular/ 

graphical form and has been organized into the following 

seven chapters undertaken to know the impact of the 

emerging trend of Performance Management System and if, 

any gap in the existing system of ND(V). 

D. Tables on Collected Primary Data 

Gender Frequency Percent 

Male 261 79.1 

Female 69 20.9 

Total 330 100.0 

Table 2: Collected Primary Data 

Cadre Frequency Percent 

Senior Manager 33 10.0 

Manager 46 13.9 

Supervisors 98 29.7 

Other Executives (Others) 153 46.4 

Total 330 100.0 

Table 3: Collected Primary Data 

Education Frequency Percent 

ITI 72 21.8 

Diploma 151 45.8 

Graduate (B.Tech) 36 10.9 

P.G (M.Tech) 40 12.1 

M.B.A 8 2.4 

B.A 12 3.6 

SSC 11 3.3 

Total 330 100.0 

Table 4: Collected Primary Data 
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Age Frequency Percent 

20-30 Years 55 16.7 

31-40 years 165 50.0 

41-50 years 97 29.4 

Above 50 years 13 3.9 

Total 330 100.0 

Table 5: Collected Primary Data 

E. Questionnaires Analysis 

No Statement Performance Management System Aspects 
Strongly 

Agree 

Mostly 

Agree 
Agree Disagree 

Strongly 

Disagree 

1 
Clearly defined purpose of Performance Management System 

(PMS) is communicated effectively to all employees 
100     

2 
Senior Management is accountable for Effective 

implementation of PMS. 
27.3 72.7    

3 
Goals, with appropriate performance Standards are in place at 

three levels, namely organizational, team and individual. 
27 47 26   

4 
Formal communication processes are in place to ensure that 

employees understand the department’s business plan. 
29.7 68.5 1.8   

5 
The department’s performance system supports the 

objectives of the department’s business plan. 
35.5 64.5    

6 

The performance management system is viewed by 

employees as a valuable tool for managing how work gets 

done and how effective each individual is performing. 

29.7 70.3    

7 
Team and individual objectives are aligned with the mission 

and strategy of the department. 
33 67    

8 
The PMS was developed with inputs from the staff 

throughout the department. 
27.3 64.5 8.2   

9 
The PMS is better than the incident reporting system that the 

department had been previously implementing. 
29.7 62.7 7.6   

10 
The PMS will result in fair performance Appraisal of staff 

members. 
90.9 6.4 2.7   

11 
The PMS will enable the department to Identify 

underperformers. 
50.9 46.4 2.7   

 Average Percentage 43.73 51.82 4.45   

Table 6: Statement Performance Management System Aspects 
This figure shows overall opinion of the respondents on 

Performance Management System Aspects. Out of 330 

respondents 43.73% opined strongly agree, 51.82% mostly 

agree and 4.45% agree. There are no respondents opined 

disagree or strongly disagree. It shows that Performance 

Management System Aspects in Naval Dockyard, 

Visakhapatnam is absolutely positive towards employees 

overall development and organization too. Hence it is 

statistically proved that the team and individual objective 

are aligned with the mission and strategy of Naval 

Dockyard, Visakhapatnam. 

No Statements on Implementation Aspects Strongly Agree Mostly Agree Agree Disagree 
Strongly 

Disagree 

12. 
Senior Management is committed to 

successful implementation of PMS. 
39.4 57.9 2.7   

13. 

Supervisors are held accountable for 

ensuring completion of each step of 

PMS. 

37 60.3 2.7   

14. 
All employees are committed to the 

successful implementation of PMS. 
27.3 50 22.7   

 Average Percentage 34.57 56.07 9.37   

Table 7: Statements on Implementation Aspects

No Statements on Performance Planning Aspects 
Strongly 

Agree 

Mostly 

Agree 
Agree Disagree 

Strongly 

Disagree 

15. 
Performance goals are mutually developed and have 

specific time frames. 
25.8 71.5 2.7   

16. Employees consider performance standards attainable. 29.4 67.9 2.7   

17. 
Personal development objectives, negotiated with the 

supervisor, are in place. 
10 37.3 50 2.7  

18. 
Relevant performance expectations are set between 

supervisor and employee. 
1.8 35.8 59.7 2.7  

19. 
Employees are clear about how their performance is to be 

measured. 
7 33 57.3 2.7  

 Average Percentage 14.8 49.1 34.48 1.62  

Table 8: Statements on Performance Planning Aspects
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No Statements on Performance Improvement Aspects 
Strongly 

Agree 

Mostly 

Agree 
Agree Disagree 

Strongly 

Disagree 

20. 
Supervisors concentrate on managing of performance 

rather than controlling. 
22.4 73.9 3.6   

21. 
Mechanisms exist to continuously improve 

performance. 
39.1 60.9    

22.. 

Sufficient information about PMS is communicated to 

all employees to enable them to execute their 

responsibilities in the best interest of the department. 

28.8 71.2    

23. 
Supervisors identify development needs to assist 

subordinates to grow. 
17.3 80 2.7   

24. 
Supervisors effectively design opportunities for 

subordinates to develop. 
16.7 63.6 17 2.7  

 Average Percentage 24.86 69.92 4.66 0.54  

Table 9: Statements on Performance Improvement Aspects

No Statement on  Periodic Reviews Aspects 
Strongly 

Agree 

Mostly 

Agree 
Agree Disagree 

Strongly 

Disagree 

25 
Senior Management demonstrates that they take performance 

reviews seriously. 
90.6 7.6 1.8   

26 
Prior to review, Supervisor and subordinate reach agreement 

about factors against which performance would be measured. 
29.1 68.2 2.7   

27 
Performance is measured against the factors previously agreed 

upon. 
16.7 53 19.7 10.6  

28 
Supervisors use a supportive approach in the performance 

review. 
19.1 78.2 2.7   

29 
Effective personal recognition is provided during review 

meetings. 
12.7 84.5 2.7   

30 
Feedback is given as soon as possible after the activity is 

performed. 
18.8 74.8 6.4   

31 

Feedback is provided within the context of the performance 

plan so that employee behaviour is linked to the individual’s 

performance plan. 

17.3 76.7 6.1   

32 
Feedback is directed towards activities and resources the 

individual can control. 
16.4 63.9 17 2.7  

 Average Percentage 27.5875 
63.362

5 

7.387

5 
1.6625  

Table 10: Statement on Periodic Reviews Aspects

No Statements on  Annual Review Aspects 
Strongly 

Agree 

Mostly 

Agree 
Agree Disagree 

Strongly 

Disagree 

33 

Sufficient information for appraising staff members’ 

performance is available 

 (e.g. Critical behaviours recorded during the year). 

51.2 46.1 2.7   

34 Objectivity is maintained. 66.7 28.5 1.5 3.3  

35 

Descriptive assessment based on actual accomplishment 

and behaviours Demonstrated  

(rather than numerical ratings) are used. 

47 43.6 6.7 2.7  

36 
Immediate supervisors do not have time to monitor the 

performance of their staff. 
5.8 4.8 4.5 67 17.9 

37 

Outcomes of performance review are fed directly into 

other human resources systems, (e.g. reward, training 

and development). 

22.4 57 16.7 3.9  

 Average Percentage 38.62 36 6.42 15.38 3.58 

Table 11: Statements on Annual Review Aspects

No Statements on Rewards And Recognition 
Strongly 

Agree 

Mostly 

Agree 
Agree Disagree 

Strongly 

Disagree 

38 
Communication processes are in place to ensure that employees 

are familiar with the department’s recognition program. 
24.2 68.8 7   

39 Pay decisions are linked to performance Achievements. 15.8 27 43.6 13.6  

40 
The reward system facilitates implementation of strategy by 

motivating desired levels of performance. 
25.8 68.2 4.2 1.8  

41 The reward system facilitates the Implementation of strategy by 15.5 58.2 20.6 5.8  
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attracting and retaining the right kind of people. 

42 

Positive and negative financial and nonfinancial consequences 

of performance (e.g. salary adjustments, recognition) are 

utilized effectively. 

21.2 59.4 15.8 3.6  

43 
PMS establishes a clear connection between performance and 

rewards. 
23 66.7 10.3   

44 

Employees of Naval Dockyard comparatively more motivated 

by cash Awards / Pay adjustments rather than Citation awarded 

from Govt. / CNS (Chief of Naval Staff) / CNC or higher 

authorities. 

21.2 47.3 20 8.2 3.3 

45 

Reward has the potential to motivate employees to sharpen 

their competency in line with changing technology, markets 

and internal organizational reality. Answer as it is being 

practiced in Naval Dockyard Visakhapatnam 

43.6 36.7 19.7   

 Average Percentage 23.79 54.04 17.65 4.13 0.41 

Table 12: Rewards and Recognition

No Statements on Audit Criteria 
Strongly 

Agree 

Mostly 

Agree 
Agree Disagree 

Strongly 

Disagree 

46 

Does the Naval Dockyard have the capacity of effectively 

implementing and managing the Performance Management 

System? 

19.7 36.7 43.6   

47 
Is the present Performance Management System of Naval 

Dockyard effective? 
25.8 47.6 1.8 18.8 6.1 

48 
Was a change management programme instituted during the 

implementation of the Performance Management System? 
53.3 37.9  8.8  

49 
Does the Naval Dockyard maintain Performance Appraisal 

system as confidential? 
55.5 22.7  55.5  

50 

Does the Performance Management System in the Naval 

Dockyard monitor both employee performance and 

institutional performance? 

29.1 47.5  18.8 4.5 

 Average Percentage 36.68 38.48 9.08 13.64 2.12 

Table 13: Statements on Audit Criteria 

No 

 

Statements on Performance Management System Practice In 

My Organisation 

Strongly 

Agree 

Mostly 

Agree 
Agree Disagree 

Strongly 

Disagree 

51 
Performance Management System (PMS) in Naval Dockyard 

Visakhapatnam helps people to do a better job. 
46.4 50.9 2.7   

52 
Performance Management System is about deciding how 

much to pay people. 
29.1 33.9 25.5 11.5  

53 
Performance Management System motivates people and 

makes them feel part of the organization. 
49.7 47.6 2.7   

54 I know what is expected of me by my organization. 80.3 15.5 1.5 2.7  

55 
Hard work is not necessarily recognized or rewarded in 

Naval Dockyard Visakhapatnam 
34.8 33.3 24.5 7.3  

56 My organization values my contribution. 32.7 53.6 7.6 6.1  

57 
PMS in Naval Dockyard Visakhapatnam 

Helps me to develop my skills & potentials. 
41.8 47.9 10.3   

58 
I get useful feedback from my performance management 

review. 
27.3 72.7    

59 
Assessment of my performance in Naval Dockyard 

Visakhapatnam are consistent fair and unbiased. 
24.8 75.2    

60 
I do not understand how my manager / team leader decides 

my ratings / assessment. 
4.2 14.2 17 44.5 20 

61 

I fully understand how my objectives / performance 

standards related to the business needs of Naval Dockyard 

Visakhapatnam. 

27.9 70.3  1.8  

62 
I have received adequate training in PMS in Naval Dockyard 

Visakhapatnam. 
14.8 53.9 31.2   

63 Time spent in PMS is worthwhile. 31.2 58.8 10   

64 

The information generated from performance reviews in 

Naval Dockyard Visakhapatnam is unproductive and of no 

value. 

4.5 1.8 17 76.7  
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65 
I am satisfied that I give consistent and fair ratings to 

members of my team. 
87.6 9.4 3   

66 
The current PMS in Naval Dockyard Visakhapatnam works 

well and does not need to change. 
1.5 16.1 17.9 32.7 31.8 

 Average Percentage 33.66 40.94 10.68 11.46 3.24 

Table 14: Statements on Performance Management System Practice in My Organisation

Cadre N Mean S.D F-Value P-Value Decision 

Senior Manager 33 2.6942 0.1683 

13.29 0.000 S 
Manager 46 2.3597 0.3621 

Supervisors 98 2.3627 0.2987 

Others 153 2.3565 0.2791 

Table 15: Statement on Periodic Reviews

Cadre N Mean S.D F-Value P-Value Decision 

Senior Manager 33 2.8182 0.2647 

17.11 0.000 S 
Manager 46 2.0362 0.3667 

Supervisors 98 2.1667 0.5161 

Others 153 2.2484 0.5805 

Table 16: Statement on Periodic Reviews 

 
Fig. 2: Implementation aspects by cadre 

 
Fig. 3: Implementation aspects by cadre 

Cadre N Mean S.D F-Value P-Value Decision 

Senior Manager 33 2.3636 0.4045 

20.84 0.000 S 
Manager 46 1.7087 0.4535 

Supervisors 98 1.8061 0.4462 

Others 153 1.6026 0.5754 

Table 17: Statement on Periodic Reviews

Cadre N Mean S.D F-Value P-Value Decision 

Senior Manager 33 2.2061 0.1694 

7.35 0.000 S 
Manager 46 2.0217 0.2394 

Supervisors 98 2.302 0.3543 

Others 153 2.1556 0.4015 

Table 18: Statement on Periodic Reviews

Cadre N Mean S.D F-Value P-Value Decision 

Senior Manager 33 2.447 0.1902 

8.86 0.000 S 
Manager 46 2.163 0.2218 

Supervisors 98 2.1709 0.3053 

Others 153 2.0727 0.4806 

Table 19: Statement on Periodic Reviews 

 
Fig. 4: Implementation aspects by cadre 

 
Fig. 5: Implementation aspects by cadre 
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Cadre N Mean S.D F-Value P-Value Decision 

Senior Manager 33 1.6303 0.1591 

1.11 0.345 N. S 
Manager 46 1.7913 0.5024 

Supervisors 98 1.7041 0.3015 

Others 153 1.7216 0.4450 

Table 20: Statement on Periodic Reviews

 
Fig. 6: Implementation aspects by cadre 

 
Fig. 7: Implementation aspects by cadre 

Cadre N Mean S.D F-Value P-Value Decision 

Senior Manager 33 1.9318 0.2122 

6.29 0.000 S 
Manager 46 1.6277 0.5531 

Supervisors 98 2.0523 0.5076 

Others 153 1.9224 0.6149 

Table 21: Statement on Periodic Reviews

Cadre N Mean S.D F-Value P-Value Decision 

Senior Manager 33 2.3766 0.1279 

9.18 0.000 S 
Manager 46 1.5124 1.2622 

Supervisors 98 1.8542 0.5906 

Others 153 1.8301 0.6540 
Table 22: Statement on Periodic Reviews

Cadre N Mean S.D F-Value P-Value Decision 

Senior Manager 33 1.7235 0.1441 

7.34 0.000 S 
Manager 46 1.8397 0.2992 

Supervisors 98 1.6811 0.2816 

Others 153 1.6225 0.2968 

Table 23: Statement on Periodic Reviews

 
Fig. 8: Implementation aspects by cadre

V. CONCLUSION 

This paper clarifies the definition of Performance 

Management System with the help of extant research. It 

defines Performance Management System as a combination 

of four components: Performance planning, Performance 

monitoring & Coaching, Performance Linked Reward and 

Development Plan and Performance Measurement and 

Feedback system, organizational performance and 

competitive advantage. The overall purpose of this study 

was to test the key variables that are having strong influence 

on Performance management system with special reference 

to Naval Dockyard, Visakhapatnam. We are also going to 

figure out the PM process, awareness level and satisfaction 

level of employees and how the PM system affects the 

performance and career development of employees in Naval 

Dockyard, Visakhapatnam. The analysis shows that 

PERFORMANCE MANAGEMENT SYSTEM in Naval 

Dockyard, Visakhapatnam is absolutely positive towards 

employees overall development and organization too. Hence 

it is statistically proved that the team and individual 

objective are aligned with the mission and strategy of Naval 
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Dockyard, Visakhapatnam. Although few cases it has been 

found that “Disagree” and “Strongly Disagree” are also 

reflected. Hence it has been suggested that more 

involvement among employees during planning process and 

record of feedback for further implementation of coaching 

& training and reward system is hereby suggested. Senior 

Management has the responsibility to develop a positive 

culture to facilitate the acceptance of performance 

Management System among managers and employees of 

Naval Dockyard, Visakhapatnam. 
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