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Abstract— An extant research on Review of Literature on 

Performance Management indicates that it is a complete 

logical move- toward to ensure a link between efforts to 

individual employees with vision, mission and goals of the 

organization, to achieve excellence in organization on one 

side and contentment and growth of employees on the other 

side. Therefore the performance management system is an 

important instrument to facilitate organization to accomplish 

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 achievement. 
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I. INTRODUCTION 

Ask any manager in the modern times what he considers as 

the primary assets of his / her organization, the answer will 

be “People”. We must recognize that the tacit dimensions of 

knowledge in an individual may be as vital to achieving 

organization goals as are the explicit, codified forms of 

knowledge that have been built up over the time. Today’s 

manager is faced with a problem of increased magnitude 

how best to utilize the resources available in the 

organization and it is well established now that the human 

element is the largest single controllable variable. This 

suggests that if an organization has to maintain or improve 

its overall performance, it must improve the performance of 

the individuals within the organization. Hence it is of utmost 

importance that for managing and improving individual 

performance organizations must nurture:  

 the ability to identify the variables that affect 

performance the ability to predict the changes that 

will result if variables  

 are changed 

 the ability to change the variables 

 the ability to repeat or duplicate the changes.  

There is so much dynamism in the business 

environment that the capacity to adapt and to shift our 

thinking is critical. The challenge is to transform institutions 

that have been hand wired for consistency, control and 

predictability into culture where learning, surprise and 

discovery are truly valued. 

A. Definition of Performance Management System:  

Performance management system is the process of creating 

a work environment or setting in which people are enabled 

to perform to the best of their abilities. Performance 

management system begins when a job is defined as needed 

and ends only when the employee leaves the organization.  

It is a Continuous Process of 

1) Identifying  

2) Measuring  

3) Developing  

The performance of individuals and teams 

So, Performance Management System is, “a 

continuous process of identifying, measuring and 

developing the performance of individuals and teams and 

aligning performance with the strategic goals of the 

organization.” 

B. 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 ongoing 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. 

1) Improvement in performance can come from two 

sources: 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.  

II. REVIEW OF LITERATURE 

An overview of the extensiv research related to performance 

management system is presented. Researcher tried to present 

a review of literature in a manner to  exhibit how it enhance 

the perforance 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.  

A study on Performance Management System of 

Indian VIS-À-VIS International Companies: A Literature 

Review by Sandeep Kumar Joshi, Dy Manager-Human 

Resources, Shree Cement Ltd on 2016.  This literature 

review examines the differences and similarities in the 

performance management system (PMS) in Indian and 
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international companies. Performance management system 

is the transformation from performance appraisal system 

which is very important for every organization. In this study, 

it also investigates that what the important aspects are of 

PMS. The result indicates that most of the Indian and 

international companies did not have much differences in 

their PMS except cultural differences. The important aspect 

of PMS is its implementation in the organization and 

acceptance by the employees. By doing extensive literature 

review, it has been found that performance management 

system is not having much difference except cultural 

implication in both Indian and international companies. 

PMS has both negative and positive aspects in Indian and 

international companies. In most of the companies the 

traditional appraisal system is existing, where appraisal is 

done once or twice in a year and in some companies, 

feedback system was very poor or absent. This created bias 

in employee evaluation because if they have been given 

poor rating then they will not be in the position to know 

about their mistakes. If they are given good rating then they 

will not bother to know their mistakes so that they can 

improve. Moreover, companies introduced PMS but unable 

to implement properly which does not fulfill the purpose and 

some time employee acceptance level is low for the PMS. 

Therefore, introduction of PMS will not serve the purpose; it 

required effective implementation and well accepted by 

employees. 

A study on Performance management system in 

Maharatna Companies (a leading public sector undertaking) 

of India – a case study of B.H.E.L., Bhopal (M.P.) by 

Rajesh K. Yadav, Nishant Dabhade, Department of 

Management, RKDF College of Engineering, Bhopal – 

462047,Madhya Pradesh, on 2013. Extensive changes in the 

global economy have made it imperative for the 

governments all over the world to improve the quality of 

their governance structures. The Government of India has 

also introduced the New Public Management concepts in 

public administration with emphasis on ‘results’ or 

‘performance’ to improve the efficiency and effectiveness of 

public services. This research aims to figure out the key 

variables that are having strong influence on Performance 

management system with special reference to BHEL, 

Bhopal (M.P.). Chi square test is applied in this paper to 

check the authenticity of data given by the respondents. We 

are also going to study the PM process, awareness level and 

satisfaction level of employees of BHEL and how the PM 

system affects the performance and career development of 

employees. It is suggested that changing culture requires 

leaders to understand the learning process dynamics and 

how the learning and unlearning of assumptions and beliefs 

can be manipulated to modify behavior. Hence cultural 

aspects could be one of the areas of training. An 

organization’s leadership has the responsibility to develop a 

positive culture to facilitate the acceptance of performance 

appraisal among managers and their employees 

A study on Performance Management Of 

Academic Staff And Its Effectiveness To Teaching And 

Research – Based On The Example Of Estonian 

Universities, by Kulno Türk at University of Tartu on 2016. 

The aim of the research is to identify options for developing 

performance management (PM) of the academic staff (AS) 

based on the example of Estonian universities (economics 

faculties). We want to find out more about PA and its 

interaction with other elements of performance – the 

effectiveness of teaching and research are studied. The 

analysis includes a review on how the PM system has 

developed over time, ascertaining special features with 

respect to the economic crisis. Methods included three 

questionnaire based surveys of AS carried out in 2013, 

interviews with nine academic leaders and seven focus 

group interviews were conducted. Qualitative methods 

involved the analysis of documentation universities, 

interviews and participatory observations within a case 

study. A detailed PA system enables the AS to achieve 

higher results specifically during periods of restructuring 

and change at universities, but causes a negative impact for 

quality and motivation of AS in times of crisis. During the 

stage of further development of the faculties, it would be 

necessary to pay more attention to qualitative indicators and 

reduce the number of quantitative indicators. It is necessary 

to develop the PM to be applied in conjunction with other 

management instruments (qualitative management, 

personnel management). AS emphasized the need for 

improvement in the quality of research and teaching even in 

conditions of scarce funding. As the motivation to engage in 

knowledge work is primarily intrinsic, the usage of detailed 

quantitative measures in PM should be handled with care. 

The impact of PA should not dominate teaching and 

research; it is also crucial to use other management 

instruments, for example strategic management and quality 

management. 

A roadmap for developing, implementing and 

evaluating performance management systems by Elaine D. 

Pulakos, Ph.D on 2004. is executive vice president and 

director of the Washington, D.C. office of Personnel 

Decisions Research Institute (PDRI). Many factors will 

impact the effectiveness of an organization’s performance 

management system, but three are most important. First, the 

system needs to be aligned with and support the 

organization’s direction and critical success factors. Second, 

well-developed, efficiently administered tools and processes 

are needed to make the system user friendly and well 

received by organizational members. Third, and most 

important, is that both managers and employees must use 

the system in a manner that brings visible, value-added 

benefits in the areas of performance planning, performance 

development, feedback and achieving results. She said that 

to Make Sure the System must be Aligns with the culture 

and business needs of the organization. Matches the level of 

support for performance management that exists in the 

organization.  Is considered an important tool for achieving 

business results by managers and employees. Is as user-

friendly, straightforward and easy to use as possible. 

A study on, Organizational performance 

management system: exploring the manufacturing sectors, 

by  Dr. Chandan Kumar Sahoo,  Associate Professor, School 

of Management, National Institute of Technology, Rourkela 

and  Ms. Sambedna Jena, Research Scholar on 2012. This 

paper demonstrates the various practices of performance 

management system in the manufacturing sectors. The 

literature review of the popular performance management 

system utilized by the manufacturing sectors depicts that no 

single system is successful in improving the performance of 

a firm. The correct match between the firm and performance 
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management system is essential for its success. The 

performance management system’s function has a 

significant positive impact on performance of the employees 

when it’s implemented successfully. The review also 

depicted certain issues on implementation of performance 

management system in the manufacturing units like costs, 

lack of strategic feedback system and incentive schemes 

which undermine the efficiency of a performance 

management system. Improvisation of performance is an 

ongoing process and the organization needs to strive to 

attain optimal level of value, so as to enhance the future 

potential business. Hence, the process of measuring the 

manufacturing performance management system needs 

frequent reviewing and monitoring to combat an 

increasingly competitive globalized business environment. 

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; 

1) Acquire or sharpen capabilities required to perform 

various functions associated with their present or 

expected future roles; 

2) Develop their general capabilities as individuals and 

discover and exploit their own inner potentials for their 

own and/or organizational development purposes; and 

3) 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. 

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. 

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 ositioned in the context of building 

engineering services, as they were the most important in 

terms of socio-economical impact. This paper presents a 

qualitative-quantitative assessment framework that consists 

of two major methodologies to help in identifying and 

prioritising engineering system services in order to allocate 

limited resources to the appropriate engineering service so 

as to improve its performance. 

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. 

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 has captured the interest of not only 

business researchers but also education researchers. 

However, the topic has not gained significant attention in 
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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 

A study on Global Performance Management by 

Nina Maria,University of Vaasa, Vasa Research Assistant 

and Projectleader Assistant with responsibilities for human 

resource management and entrepreneurship courses and 

solving everyday tasks at the department of management 

and organizations. Performance management (PM) is an 

organizational system that contains all aspects of employee 

performance. In global performance management (GPM), 

the focus is on employees in multinational companies 

(MNCs) and on how PM is practiced in individual countries. 

The aim of the paper was to review and bring together the 

research on advances in the field of GPM as an IHRM 

practice, to explore the field, discover the main issues and 

link them to organizational strategy and individual benefits. 

The important papers and books mentioned above were 

found to have commented on the field of PM between 1982 

and 2009. During this period, the perspective has shifted 

from looking at the more technical appraisal to a more 

extended and integrated PM process in MNCs. For a global 

company, PM is a tool for managing performance and 

motivating employees to act in accordance with the strategy, 

vision and values of the company, in time leading to better 

performance for the company and possible growth. In 

identifying the five perspectives, the author found that an 

expanded view of the PM process is relevant to users. 

According to Claus and Briscoe (2009), it is difficult to 

generalize from the studies about global PM, because there 

is unconnected knowledge regarding so many different 

elements in the process. There are also overlaps, for 

example, a focus on cultural aspects, global integration and 

local responsiveness are mentioned in several publications. 

Organizational culture consists of a set of values, beliefs, 

priorities and assumptions of an organization that guide 

individual and collective behavior. The culture can be 

shaped naturally by the members of the organization but can 

also be shaped and changed through systematic programs by 

the managers of an MNC (Vance and Paik, 2006). PM 

systems successfully integrated in the company can 

effectively influence the outcome. The purpose of GPM is to 

convert the potential of employees into desired results, 

bearing company goals and strategy in mind. Effective PM 

is an important source of competitive advantage. GPM is the 

area of IHRM that has the potential to make the most 

significant contribution to organizational effectiveness and 

growth, being beneficial both to the individual and the 

company. 

The study is about ‘Improving performance 

appraisals using a real-time talent management system 

(RTTMS)’. This study is presented by Peter Samarakone is 

the Chief Executive of HR Element, Irvine, California, 

USA. . An organization can greatly benefit from an 

RTTMS. The system allows for the increased validity of not 

only performance appraisals, but rather for the whole talent-

management process. The result is better real-time business 

decisions, increased communication, higher profitability and 

reduced legal exposure. The success of the system still relies 

on its proper implementation and frequent use. Therefore, 

keeping in mind a company’s industry, culture and budget, 

the RTTMS should be easy-to-use and dynamically 

configurable. 

A study on ‘Performance measurement system 

implementation using Balanced Scorecard and statistical 

methods’ by Changiz Valmohammadi, Islamic Azad 

University South Tehran Branch, Tehran, Iran, and Azadeh 

Servati, Valeo-Armco Company, Saveh, Iran. The purpose 

of this study is twofold: first, to design and implement a 

performance management system using third-generation 

Balanced Scorecard (BSC) and statistical methods in an 

Iranian black carbon producer (Company A) to achieve its 

main strategy and vision; and second, to compare and 

evaluate some strategic measures of the company against 

those of a leading company in this industry in Iran 

(Company B) and those of a Thai company (Company C) to 

identify any possible gaps, so that the management of 

Company A can move toward filling such gaps.The strategic 

objectives of the company as well as the measures of each 

perspective of the BSC were determined. In addition to 

studying all related documents of the company and 

conducting interviews, two self-administered questionnaires 

were designed and distributed amongst a total of 24 

managers or experts in the company. Statistical methods 

were used to select strategic objectives and measures. This 

paper illustrates how the use of a combined approach of 

statistical methods and BSC could help organisations to 

design and implement a sound performance measurement 

system. Also the result of the comparison with the two 

companies previously mentioned revealed that the case 

company is lagging in most of the measures, necessitating 

the execution of necessary initiatives on these measures to 

fill the existing gaps.The paper establishes the basis for 

integrating and using statistical methods for selection of 
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strategic objectives and measures of BSC and paving the 

way for implementation of a performance management 

system, particularly the third-generation BSC. This study 

integrates statistical methods and third-generation BSC 

techniques to design and implement a performance 

measurement system in an Iranian black carbon production 

company. 

A study on ‘Performance measurement and the UK 

emergency ambulance  service Unintended consequences of 

the ambulance response time targets’ by Paresh Wankhade, 

Hope Business School, Liverpool Hope University, 

Liverpool, UK. The purpose of this paper is to assess the 

performance measurement in the UK NHS ambulance 

service documenting various unintended consequences of 

the current performance framework and to suggest a future 

research agenda.The paper reviews the literature on 

ambulance performance targets and documents several 

unintended consequences of the current performance system 

through an in-depth case study analysis based on interviews 

with Trust staff and policy experts along with observation of 

performance review meetings in the chosen Trust. Ethical 

approval for the study was obtained from a local NHS 

research ethics committee.Significant unintended 

consequences of the ambulance performance targets based 

on response times have been systematically documented, 

which are likely to put the target under spotlight, especially 

that of the eight-minute response. The current policy focus 

to reform the eight-minute target by making it more 

stringent has the potential of jeopardising the reform agenda 

based on developing clinical skills of the paramedics and 

introducing clinical management in the service.The paper 

makes an objective assessment of the sustainability of the 

current policy framework and identifies future lines of 

enquiry for further research.This paper makes an original 

contribution in identifying and documenting the disjuncture 

between stated and unintended consequences of ambulance 

performance measurement, which will be of value to 

academics, practitioners and policy makers. 

A study on Quality System Implementation Process 

for Business Success by Michael Bell and Vincent 

Omachonu, both of them are from Department of Industrial 

Engineering University of Miami Coral Gables, Florida, 

USA. The purpose of this research is to examine the 

implementation activities involved in certifying a quality 

management system to the ISO 9000 quality management 

system standard. This includes developing the best business 

performance measures that will serve as indicators of an 

effective quality management system. This research 

establishes a relationship between implementation activities 

involved in the quality system and specific business 

performance measures that can be used to assess the 

system's effectiveness. Emphasis on implementing a 

documentation system was found to be linked to business 

performance as measured by the Return On Assets financial 

measure. The practical implications of this research is to 

focus on the design and implementation of an organization’s 

quality management system in areas that will provide the 

most benefit to organizations seeking ISO 9000 

certification. A baseline measurement can be used prior to 

implementing the system to strategically manage the 

implementation process. By understanding how best to 

implement the quality management system, fewer resources 

are wasted on ineffective quality management system 

certification projects and some of the skepticism around the 

implementing an ISO 9000 certified quality management 

system is eliminated. Few quality system researchers target 

the implementation process for analysis. Combining survey 

data and publically held financial represents is a new 

method for studying ISO 9000 implementation. Future 

research should explore various documentation system 

aspects in greater detail such as knowledge management and 

information sharing. A larger sample focused on a specific 

industry might provide useful information for industry 

appropriate performance indicators. 

A study on ‘Structured approach to measure 

performance in construction research and development’ by 

Udayangani Kulatunga, Dilanthi Amaratunga and Richard 

Haigh School of the Built Environment, The University of 

Salford, Salford, UK. The aim of this study is to explore 

performance measurement applications within construction 

research and development (R&D) to develop a structured 

approach to measure the performance of a collaborative 

construction R&D project during its lifecycle from 

initiation, conceptualisation, development, and launch 

stages, and during project management. During the 

exploratory phase of the study, semi-structured interviews 

and a questionnaire survey were carried out to develop the 

performance measurement system (PMS). During the 

explanatory phase, the developed PMS was refined with a 

series of semi-structured interviews. The data were gathered 

from principal investigators, researchers and industrial 

partners involved in collaborative construction R&D work. 

The developed PMS to measure the performance of 

construction R&D projects will provide value for those who 

are engaged in R&D work (principal investigators, 

researchers and industrial partners) to ensure the success of 

their projects. The PMS developed through the study 

provides critical success factors, performance indicators and 

measures that need to be considered during construction 

R&D projects to measure the performance. Thus, through 

the implementation of the PMS, this study contributes to 

practice by assisting the performance improvement within 

construction R&D projects. The main finding is the 

developed PMS to measure the performance of construction 

R&D that consists of critical success factors, performance 

indicators and performance measures during the lifecycle of 

a R&D project. 

A study on ‘The relationship between the level of 

completeness of a strategic performance management 

system and perceived advantages and disadvantages’ by 

Andre´ de Waal, Maastricht School of Management, 

Maastricht, The Netherlands, and 

Karima Kourtit and Peter Nijkamp, VU University 

Amsterdam, Amsterdam, The Netherlands. The purpose of 

this paper is to identify whether there exists a relationship 

between the level of completeness of a strategic 

performance management (SPM) system implementation 

and the advantages and disadvantages an organization 

experiences from this system. Advantages and 

disadvantages encountered during the 

Implementation and use of an SPM system are 

collected from the literature and tested during extensive 

interviews at 17 prominent Dutch organizations (with 52 

interviewees in total). During the interviews the level of 
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completeness of the SPM system implementation is also 

assessed. Subsequently, the advantages, disadvantages and 

level of SPM system implementation completeness are 

related. Management now knows which advantages are to be 

expected at which stage of SPM implementation 

completeness, and can use the research results to convince 

staff that an SPM system will only yield full benefits to the 

organization when it has been completely implemented. The 

research results show that organizations that have fully 

completed the SPM implementation gain more financial and 

non-financial advantages and experience less disadvantages 

than organizations that are still in the process of 

implementing such a system. Organizations that have almost 

completed the implementation of the SPM system already 

gain qualitative advantages from this system, but they 

experience fewer financial advantages. The need for 

efficient and effective SPM systems has increased over the 

past decade and the successful implementation and use of 

these systems have become of paramount importance to 

organizations. In this respect, one issue has been 

underexposed in the literature thus far, namely: the 

relationship between the level of completeness of the SPM 

implementation and the benefits organizations experience. 

This paper provides an overview of the main advantages and 

disadvantages to be expected at various stages of SPM 

implementation completeness. The main limitation of the 

research is that the number of organizations investigated is 

limited in number and they are all profit sector companies 

from The Netherlands. Preferably, the number, sector and 

country coverage of the organizations should be increased in 

order to get a better spread of SPM system implementation 

completion stages and the experienced advantages and 

disadvantages. 

A study of ‘Performance. Management model: A 

system-based approach to Public service quality’ by John 

Isaac Mwita, International Development Department, 

University of Birmingham, Birmingham, UK. The study 

reveals that delivery of public services in developing 

countries is over-centralized.  One of the reasons for this is 

the presence of centralized decision-making apparatus, 

which distances power from communities. The centralized 

decision making reduces accountability among public sector 

employees and is a good recipe for undesirable decisions 

and mismanagement of performance and resources at the 

expense of public service quality. The quality of public 

sector management in developing countries lags behind 

those of the developed countries due to the ills caused by 

over centralization. Hence, the public services in developing 

countries are a drain on the wealth producing part of their 

economy. Reviews the underlying literature and theoretical 

framework of performance management (PM) as a systems-

based model for cultivating the ‘achievement culture'' in 

public sector organizations (PSOs). It looks at how the 

various practical econometric And managerial techniques 

can integrate with the PM model in an attempt to excel the 

philosophy Of new public management. The paper 

concludes by looking at the ``new'' role of management 

accounting systems in meeting ``information needs'' of 

modern public sector managers as a Potential area for 

further research. The paper proposes that the adoption of the 

PM model is a Universal remedy for improving service 

quality in PSOs in developing countries. 

 

Neely (1998) defined performance management as 

the systematic process by which a particular agency of the 

government allows the employees or members of the group 

to participate in the improvisation of the effectiveness of the 

organization in furtherance of the mission and goals of the 

said particular agency. Logically, this definition is also 

applicable to private sectors as well. This involves five 

phases, namely planning, monitoring, developing, rating and 

rewarding. These five phases mentioned are discussed 

further in the succeeding topic. Ideally, these five phases 

should work together to ensure an effective performance 

management. The performance management system 

includes giving of information which has relevance to the 

organization (i.e. communication within the organization), 

promotion of adequate behavior (i.e. motivation), providing 

a system for ensuring control and accountability (i.e. 

control) and creation of system for learning (i.e. 

development and improvement) (Neely 1998). Performance 

management revolves around the concept of teamwork, 

communication, style of management, behavior and 

attitudes, shared vision, involvement of the employees, 

development of competencies of the employees, and giving 

of rewards and incentives. It is also built on the 

measurement of the performance and is more concerned 

with the total effectiveness of the organization as a group 

(Lebas 1995). The concept of the performance management 

aimed to raise the standards in both public and private 

sectors while managing the performance of the individual 

employees. This is intertwined with human resource 

management such that a constant drive for results is 

inculcated among employees through more involvement and 

contribution from the human resources. This is primarily 

driven by establishing a culture that is based on 

measurement. 

According to a study ‘Importance of Performance 

Management’ made by Ahan (2001), the regular and proper 

use of performance management gives better results for an 

organization. Performance management may present two 

faces, the positive and negative aspects. For its positive 

aspect, it aids organizations in building mechanisms that 

enhance performance among employees as they aim to reach 

the shared vision and objectives set as one body. This is 

more of a discretionary effort as it increases the motivation 

of employees and strengthens their commitment and 

engagement to their shared goals. For its negative aspect, 

performance management involves a system of appraisal 

which is dreaded by several managers and most of the 

employees such that it undermines the motivation of the 

employees to perform better. Hence, in such case, it is 

considered as an irrelevant process of performance 

management (Houldsworth and Jirasinghe 2006).  

The effectiveness of the performance management 

system is most often ensured by employing performance 

management analysis (PMA) wherein both the structural and 

behavioral aspect of the system are monitored and linked (de 

Waal 2004). Armstrong & Baron (2005) also believed that 

performance management system cannot be formulated 

without considering the behavioral aspect of the employees. 

The study made by de Waal and Coevert (2007) implies that 

with the introduction of performance management in a 

certain bank, the number of products sold and their 
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communications with their clients have vastly improved. 

According to the manager of the concerned bank, 

performance management rendered positive influence on the 

focus of the employees to deliver better performance. The 

selling culture within the department has improved (Waal & 

Coevert 2007).  

In a certain business review, performance 

management was viewed as the single largest factor 

contributing to the development of the organization. It gives 

way to innovative thinking and a determined action to 

eliminate underperformance, unmotivated, disengaged, and 

poorly managed and trained employees. All of these start 

with making an appropriate decision; a decision that is based 

on an effective performance management system established 

within the organization (Walker 2007). As a result, it helps 

exceed the expectations of customers. Performance 

management is an effectual means of observing and 

measuring behaviors. As aptly put by Barbara Bowes 

(2009), performance management system does not aim to 

control employees but instead aims to focus on the 

improvement of overall performance.  

However, despite the desire of many companies 

and HR professionals to implement performance 

management, employees from several companies still do not 

see the positive effects of such system. In a survey 

conducted by Watson Wyatt (in Sandler, 2005), only three 

out of ten employees said that the performance management 

of their organizations aid them in improving their 

performance. Moreover, only 19 per cent of the respondent 

workers who believed that poor performers have been 

helped by the performance management program to improve 

their performance (in Sandler 2005). According to Watson 

Wyatt, this does not mean the effort of the concerned 

organizations or companies in bringing performance 

management is a failure. Watson Wyatt gave some helpful 

suggestions on how to improve the image and effects of 

performance management such as avoiding using the name 

of the HR in the process, setting appropriate goals, 

establishing tools for the measurement of the performance 

and consistently use them, developing performance culture, 

adopt, if possible, performance management system 

(paperless tasks encourage participation from managers), 

aligning goals with performance, training the managers and 

addressing the expectations of the employees.  

Arvind Sudershan surveyed on performance 

practices of 38 organizations in India which covered a wide 

range of organizations focused that 90 percent of the 

organizations focused on results as a basis of evaluating 

performance.   Just one organisation had a 360 degree 

system.   All the organisations carried out performance 

evaluation on an annual basis.   Many of the organisations 

did not appear to consider development as an important 

outcome of the appraisal process.   As almost one third did 

not have any provision in the form in training and 

development process. 

Sanjay Dhar, in his study on “Performance 

Management through people; using system loops to Revisit 

HRD”.   Emphasize that the casual and reinforcing looks, 

which are basic building blocks of system dynamics as a 

means of understanding the dynamics of performance 

management system.   Having understood the dynamics of 

performance using these loops we can take actions to create 

virtuous loops of increasing performance.   The study of 

these loops highlights the need for treating HRD as a critical 

business process with line ownerships rather than a function 

delegated to a department.   The essential building blocks 

for any performance management system are distribution of 

rewards and training and development. 

Mohammad Ali Shafia studied on ‘Applying fuzzy 

balanced scorecard for evaluating the CRM performance’. 

The CRM-BSC framework is customized to the Iranian 

industrial environment. The structure of the measures in the 

scorecard is proposed for the first time. This paper aims to 

provide a framework for evaluating the impact of 

implementing customer relationship management (CRM) 

based on the balanced scorecard (BSC). The outcomes 

illustrate the gaps between the present conditions of CRM 

implementation in a specific organization, which leads to 

some strategic remedies. These remedies are going to be 

ranked to achieve the best solution for enhancing the quality 

of CRM in the organization. This study investigates the 

weights of measures presented in the CRM-BSC by 

distributing the questionnaires among 44 experts in the 

beverage industry of Iran. It also benefits from judgment-

purposive in non-probability sampling method for collecting 

data. The results are analyzed through a fuzzy approach. The 

strategic remedies for the drawbacks of the organization that 

were obtained from the CRM-BSC are also proposed by the 

experts. These remedies are again evaluated by 

questionnaires and some selective tools of multi-criteria 

decision-making approach namely: simple additive 

weighting and technique for ordering preference by 

similarity to ideal solution. Through the evaluation process, 

six significant gaps related to the CRM performance of the 

organization are agreed upon. For each of these gaps, the 

strategic remedies are proposed by the experts. The 

outcomes of ranking these remedies imply that customer 

feedbacks, updating managerial knowledge and employee 

belongingness should be the main objectives of the 

manufacturer for improvement. This study provides a better 

understanding of a more effective CRM system for different 

kinds of organizations by first, clarifying the customer-

related performance gaps of the target organization and 

second, by presenting strategic solutions for the detected 

areas. The framework could be also beneficial in other fields 

of industry, but the relevancy of the measures should be 

considered.  

A study on ‘Quality management in China: the 

effects of firm characteristics and cultural profile’ by Z 

Xingxing. The purpose of this study is to investigate the 

underlying characteristics that influence quality 

Performance management implementation at manufacturing 

companies operating in China. The data of this study were 

based on 199 manufacturing companies collected from a 

cross-sectional survey in China. The cultural profiles of 

these companies were identified through cluster analysis. 

Multivariate analysis of variance was conducted to identify 

the effects of operating characteristics and cultural profile 

on the implementation level of quality Performance 

management practices. The results show that in general, 

there is no significant difference in implementing 

quality Performance management practices among 

companies of different operating characteristics in terms of 

company size, industry, ownership, and production process. 



An Impression of Performance Management System in Industrial Sectors – A Literature Review 

 (IJSRD/Vol. 4/Issue 11/2017/082) 

 

 All rights reserved by www.ijsrd.com 303 

This study reveals that cultural profile is a distinguishing 

factor to explain the difference in quality Performance 

management implementation among the companies. As 

China is becoming an important supplier of products to the 

global market, it is necessary to understand how product 

quality is controlled and managed in China. This study 

examines the effects of operating and cultural characteristics 

of companies in China on their implementation of quality 

Performance management practices. The results contribute 

to a deeper understanding of how to build an effective 

quality system at companies in China. 

A study on ‘Strategic performance measurement in 

a healthcare organization: A multiple criteria approach 

based on balanced scorecard’ by Grigoroudis Orfanoudaki 

reveals that the Balanced Scorecard (BSC) methodology 

focuses on major critical issues of modern business 

organizations: the effective measurement of corporate 

Performance management  and the evaluation of the 

successful implementation of corporate strategy. The main 

aim of this study is to present the development of 

a Performance management and measurement system for 

public health care organizations, in the context of BSC 

methodology. The proposed measurement  system contains 

the most important financial Performance management 

indicators, as well as non-financial Performance 

management indicators that are able to examine the quality 

of the provided services, the satisfaction of internal and 

external customers, the self-improvement system of the 

organization and the ability of the organization to adapt and 

change. These indicators play the role of Key Performance 

management  Indicators (KPIs), in the context of BSC 

methodology. The presented analysis is based on a MCDA 

approach, where the UTASTAR method is used in order to 

aggregate the marginal Performance management of KPIs. 

Chandresh Agarwal, in his study on “Performance 

Linked Reward System: A strategic approach towards 

accomplishment of work and source for high performance 

and excellence in the organization” in which he conducted a 

comparative study of the performance linked reward system 

in Corporate world, Academic Sector, Government Sector 

and found that in the corporate world the Reward 

Management System is functioning very well as compare to 

other Academic and Government Sectors.   He states that the 

Reward System is a motivational factor to enhance the 

performance of the employee in the betterment and 

advancement of the organization.   Organizations need to 

take care of their employees aptitude, skills ambitions, 

security etc. and based on that frame their employees 

performance management practices. 

A Srinivasa Rao has undertaken an empirical study 

in selected Indian companies on “Effectiveness of 

Performance management systems, an empirical study in 

Indian companies’.   The study focuses on the factors 

responsible for effectiveness of the performance 

management systems and its alignment with organisation 

goals.   As part of the study, antecede tans and consequences 

of effective implementers of performance management 

systems in the Indian context were also examined.   It was 

found that managers having good academic backgrounds 

with high profiles are effective implementers of the system.   

Further, it was found that personality 

characteristics/consequences such as system discipline, 

exposure to the system, effective interpersonal relations and 

team working are essentially required for the effective 

implementation of the system. According to Ilgen, Barnes-

Farrell and McKellin (1993) the “rater process perspective” 

includes three critical sets of operations 1) acquisition of 

information about those to be evaluated; 2) organization and 

storage of this information in memory; and 3) retrieval and 

integration of the information in a fashion that leads to the 

recording of an evaluation of the person being appraised. 

Researchers borrowed heavily from basic psychological 

research in cognitive psychology and social cognition to 

address the three process domains described above and to 

develop theories of the performance appraisal process 

(Denisi, 1984; Feldman, 1981, Ilgen & Feldman, 1983).  

III. CONCLUSION 

By doing extensive literature review on 30 papers of 

eminent authors, it has been found that performance 

management system accountable to augment triumph of the 

Industrial Sectors worldwide. PMS is 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 rationale of this study 

was to test the key variables that are having brawny 

influence on Performance management system with special 

reference to Industrial Sectors. The researcher found that 

companies introduced PMS but unable to implement 

properly which does not fulfill the purpose and some time 

employee acceptance level is low for the PMS. As a result, 

introduction of PMS will not serve the purpose; it required 

effective implementation and well accepted by employees. 

Also performance management is that of creating a shared 

vision of the purpose and aims of the organization, helping 

individual employees to understand and identify their part in 

contributing to them and thereby managing and enhancing 

the performance of both individual and the organization. 
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