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ABSTRACT

The main objectives of this study are as follows to find the factors that influence performance
of employees in the organisation and the impact of performance management in the
organisation. The researcher used regression analysis to find the result. The results show that
influencing performance of employee’s monetary, environmental and personal factor. In the
above factors promotion given by the management through the performance management
motivates the employees high followed by job design in the company from environmental
factors gets more satisfaction among the employees.

Keywords: Stress, Performance Management, Motivational factors, Environmental factors.

INTRODUCTION
Day to day corporate environment is becoming more competitive and comprehensive. For

survival and competition the market environment organizations need well competent
employees who can face present and uncertain future challenges. So, organizations always
try to seek the new ways to improve employee’s performance. Performance management is
the process of creating a work environment in which people can perform to the best of their

abilities. It is a whole work system that begins when a job is defined. Performance appraisal
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is a systematic evaluation of the individual with regard to his or her performance on the job
and his potential for development.

Performance management as an integrated process, may defined as a process that
consolidates goal setting, performance appraisal, and development into a single, common
system, the aim of which is to ensure that the employee’s performance is supporting the
company’s strategic aims. Prasad (2005) defines performance management is the process of
planning performance, appraising performance, giving its feedback, and counselling an
employee to improve his performance. So performance appraisal is considered as the key
ingredient or an important step of whole performance management system (Prasad 2005,
Dessler 2008). If company is able to achieve the desired results of the organization it shows
that employees are achieving their objectives optimally otherwise there is the possibility of
some underperformed employees, which are not able to achieve their targets (Stredwick,
2000).

According to Armstrong and Baron (1998) PM is a strategic and integrated approach towards
the performance of individuals and teams who are delivering their best for the success of the
organization. Performance appraisal is the continuous process of monitoring that the
organizational goals are achieved in an efficient and effective way (Tyson & York, 2002).
Performance management focuses on ways to motivate employees to improve their
performance. Again the goal of the performance management process is performance
improvement, initially at the level of the individual employee, and ultimately at the level of
the organization. The ultimate goal of performance appraisal should be to provide
information that will best enable managers to improve employee performance. Thus ideally
the performance appraisal provides information to help managers manage in such a way that
employee performance improves.

Empirical researches have provided evidence that decisions on recruitment and selection,
employee compensation, training and development, and performance management directly
influences employees” motivation to perform.  Most organizations that aim for
competitiveness delimits its investments, spending and acquiring not only tangible assets and
resources but also investing in modern and strategic human resource management practices
(Noe, Hollenbeck, Gerhart and Wright 2010b). Performance management and evaluation is a
well-established element of any organizational system of human resource management
(McKenna, Richardson and Manroop, 2011). Performance is described by Lebas (1995) as

“the potential for future successful implementation of actions in order to reach the objectives
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and targets”. In this research the researcher finds the elements of performance management

and what is the impact of performance management in the organisation.
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significant role. This paper concludes that PA processes provide training and development to
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paper an attempt has been made to provide a conceptual framework through reviewing the
relevant literature with reference lo Performance Management System (PMS)-its genesis and
process; its linkage with Human Resource Systems, the impact it has in the business arena as
well as the modem trends in PMS. Attempt has also been made to touch upon the, how-so-
ever limited, literature in this field focusing on the Indian scenario®.

OBJECTIVES OF THE STUDY

The main objectives of this study are as follows
1. To find the factors that influence performance of employees in the organisation.
2. To know the impact of performance management in the organisation.

HYPOTHESES OF THE STUDY

1. There is no significant difference among the factors that influencing performance of
the employees.
2. There is no significant relationship between the factors of performance and impact of

performance management.

FACTORS INFLUENCING PERFORMANCE OF THE EMPLOYEES

1. Motivational factors
2. Environmental factors

3. Personal factors

MOTIVATIONAL FACTORS
Pay

Recognition
Appreciation

Status

o &M D

Promotion

ENVIRONMENTAL FACTORS
1. Rules and Regulations
2. Management support
3. Infrastructure facilities
4. Union

5. Job Design
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PERSONAL FACTORS

Technical skills

o &M N

Physical fitness

Inter personal relationship

Problem solving method

Communication skills

METHODOLOGY

The researcher used regression analysis to find the factors influencing performance of

employees and the impact of performance management. There are three main factors that

influencing the performance of the employees such as motivational factors, environmental

factors and personal factors. The impact of these factors is analysed through the following

table.

INFLUENCE ON MONETARY ON PERFORMANCE MANAGEMENT

The monetary factor consist of five variables and it subsequent influence over performance

management is measured through linear multiple regression analysis. The results are

presented below

Table—1 Model Summary

Model

R Square

Adjusted R

Square

Std. Error of the

Estimate

1

.962°

.925

.924

371

a. Predictors: (Constant), M5, M3, M4, M2, M1
From the above table it is found that R=.962 R square = .925 and adjusted R square .924.

This implies the monetary variable create 93% variance over the performance management.

The cumulative influence of five variables of performance management is ascertained

through the following one way analysis of variance.

Table—2 ANOVA?

Model Sum of Squares df Mean Square F Sig.
Regression 835.689 167.138| 1217.374 .000°
1 Residual 67.823 494 137
Total 903.512 499

a. Dependent Variable: PM1
b. Predictors: (Constant), M4, M3, M4, M2, M1
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Table 2 presents that f=1217.374 p=.000 are statistically significant at 5% level. This
indicates all the five variables cumulatively responsible for performance management. The
individual influence of all this five variables is clearly presented in the following co-efficient
table.

Table - 3 Coefficients®
Model Unstandardized Coefficients Standardized T Sig.
Coefficients
B Std. Error Beta
(Constant) -.387 .074 -5.217 .000
Pay .333 .053 .324 6.243 .000
Recognition -.022 .061 -.017 -.361 .718
! Appreciation 174 .056 .136 3.081 .002
Status .240 .045 .239 5.367 .000
promotion .301 .045 .305 6.651 .000

a. Dependent Variable: PM1
From the above table it shows that pay (Beta=.324, t=6.243, p=.000), Recognition (Beta=-

.017, t=-.361, p=.718), appreciation (Beta=.136, t=3.081, p=.002), status (Beta=.239,
t=3.081, p=.000), status (Beta=.239, t=5.367, p=.000) and promotion(Beta=.305, t=6.651,
p=.000) are statistically significant at 5% level. This indicates that the promotion of the

employees gets good results in their production through the performance management.
INFLUENCE ON ENVIRONMENTAL FACTORS ON PERFORMANCE

MANAGEMENT

The Environmental factor consist of five variables and it subsequent influence over
performance management is measured through linear multiple regression analysis. The

results are presented below

Table—4  Model Summary

Model R R Square Adjusted R Std. Error of the

Square Estimate

1 .976% .953 .952 .294

a. Predictors: (Constant), E5, E3, E2, E1, E4
From the above table it is found that R=.976 R square = .953 and adjusted R square .952.

This implies the environmental variable create 95% variance over the performance
management. The cumulative influence of five variables of performance management is

ascertained through the following one way analysis of variance.

© Associated Asia Research Foundation (AARF)

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories.

Page | 531



Table -5 ANOVA?

Model Sum of Squares Df Mean Square F Sig.
Regression 860.879 5 172.176 1995.034 .000°
1 Residual 42.633 494 .086
Total 903.512 499

a. Dependent Variable: PM1
b. Predictors: (Constant), E5, E3, E2, E1, E4

Table 4 presents that f=1995.034 p=.000 are statistically significant at 5% level. This
indicates all the five variables cumulatively responsible for performance management. The
individual influence of all this five variables is clearly presented in the following co-efficient
table.

Table-6  Coefficients®

Model Unstandardized Coefficients | Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) -.122 .047 -2.627 .009
Rules and
) .195 .034 .185 5.759 .000
regulations
Management
1 .042 .035 .035 1.199 .231
support
Infrastructure .075 .024 .093 3.165 .002
Union .138 .033 142 4.187 .000
Job design .579 .042 547 13.905 .000

a. Dependent Variable: PM1

From the above table it shows that Rules and regulations (Beta=.185, t=5.759, p=.009),
Management support (Beta=-.035, t=1.199, p=.231), infrastructure (Beta=.093, t=3.165,
p=.002), Union (Beta=.142, t=4.187, p=.000), Job design (Beta=.547, t=13.905, p=.000) are
statistically significant at 5% level. This indicates that the job design in the company gets

good results in their production through the performance management.

© Associated Asia Research Foundation (AARF)

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories.

Page | 532



INFLUENCE ON ENVIRONMENTAL FACTORS ON PERFORMANCE
MANAGEMENT

The Personal factor consist of five variables and it subsequent influence over performance
management is measured through linear multiple regression analysis. The results are

presented below

Table—-7 Model Summary

Model R R Square Adjusted R Std. Error of the

Square Estimate

1 972° .945 .944 .318

a. Predictors: (Constant), P5, P1, P3, P4, P2
From the above table it is found that R=.972 R square = .945 and adjusted R square .944.

This implies the personal factor create 94% variance over the performance management. The
cumulative influence of five variables of performance management is ascertained through the

following one way analysis of variance.

Table — 8 ANOVA?
Model Sum of Squares df Mean Square F Sig.
Regression 853.677 5 170.735| 1692.437 .000°
1 Residual 49.835 494 .101
Total 903.512 499

a. Dependent Variable: PM1

b. Predictors: (Constant), P5, P1, P3, P4, P2

Table 8 presents that f=1692.437 p=.000 are statistically significant at 5% level. This
indicates all the five variables cumulatively responsible for performance management. The
individual influence of all this five variables is clearly presented in the following co-efficient
table.

Coefficients?

Model Unstandardized Coefficients | Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) -.117 .053 -2.199 .028
Technical .446 .061 .397 7.295 .000
Physical .255 .059 .240 4.302 .000
1 Inter personal .181 .050 151 3.609 .000
Problem
solving -.135 .054 -.123 -2.487 .013
commuication .314 .042 .323 7.458 .000

a. Dependent Variable: PM1
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From the above table it shows that Technical(Beta=.397, t=7.295, p=.000), physical (Beta=-
.240, t=4.302, p=.000), interpersonal (Beta=.151, t=3.609, p=.000), problem solving (Beta=-
123 t=-2.487, p=.013), Communication (Beta=.323, t=7.458, p=.000) are statistically
significant at 5% level. This indicates that the technical skills of the employee get good

results in their production through the performance management.
FINDINGS AND CONCLUSIONS

This research finds that factors influencing performance of employee’s monetary,
environmental and personal factor. In the above factors promotion given by the management
through the performance management motivates the employees high followed by job design
in the company from environmental factors gets more satisfaction among the employees.
Technical skills developed by performance management create high productivity and it is
used to achieve the organisational goal easily.
The management followed the performance management implications such as transparency,
ability of manager, practicality and participation gives greater impact in the organisation.
Finally, it concludes that performance management techniques followed by management
enhances high impacts in the employee’s side as well as the management side.
TESTING OF HYPOTHESIS

1. There is no significant difference among the factors that influencing performance of

the employees - Rejected

2. There is no significant relationship between the factors of performance and impact of

performance management — Rejected.
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