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Abstract: One important factor that has a significant influence on both employee and organisational 

performance is the performance management system. The purpose of this study was to examine the 

potential effects of a performance management system. 

On a worker's performance. In order to create a research model that can be replicated and used for future 

research, this study used all three of the Performance Management System's phases—developing and 

planning performance, managing and reviewing performance, and rewarding performance—as 

independent variables. To discover numerous problems that occur typically in the Performance 

Management System, this study also gives helpful information regarding all three stages of it and how they 

affect Employee Performance. 
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I. INTRODUCTION 

It is crucial for any organisation to create an effective and efficient performance management system. organizations, 

particularly those operating in the dynamic and technology contexts of today. Creating a performance management 

system (1987) divides the process into five phases: development, planning, management, review, and rewarding. A 

typical performance management system, should include the following: communicating the organization's mission and 

strategies to its employees; setting individual performance goals to support each employee's team and, ultimately, the 

organization's mission and goals; regularly evaluating these individuals against the goals they have agreed to; and using 

the results to identify areas for improvement and/or to make administrative decisions. 

The fundamental elements of a performance management among the system approach's components are the creation of 

the organization's mission and objectives and improving internal communication so that staff members are not just 

aware of the goals. and the company plan, but they can influence how they are created; defining individual obligations 

and accountability; describing and evaluating personal performance; putting in place proper compensation plans, 

training employees to boost output, and advancing those employees' careers 

The Performance Management System's Stages: 
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A performance management system is divided into five phases: growth, planning, managing, evaluating, and 

rewarding,. 

Source: Original source: Schneier, Beatty, and Baird; drawing interpreted. 

Based to the above figure by Schneier, Beatty, and Baird (1987), the performance management system is divided into 

the following three phases. 

Phase 1: Developing and Planning Performance -This entails laying out growth strategies, establishing goals, and 

enlisting commitment from others; 

Phase 2: Management and StudyingPresentation-which comprises tasks like as mentoring, obtaining feedback, 

evaluating documents, and measuring progress against goals; 

Phase 3: Satisfying Presentation: This covers actions related to remuneration, performance outcomes, and personal 

development. 

A performance management system approach, according to Fletcher, should develop the organization's mission and 

objectives, improve communication within the organization, clarify individual responsibilities, measure performance, 

and reward performance, then improve staff performance and develop career advancement in the future.  

Fletcher emphasized the need of improving communication inside the company so that staff are aware of the goals and 

the business strategy and can keep in touch during the manufacturing process to share information, talk about issues, 

and solicit feedback. As a result, if we combine and their definitions of performance management systems. In order for 

businesses to operate effectively and accomplish their strategic goals, clear and comprehensive employee performance 

targets are essential. 

 

Phase1: Planning and creating a presentation 

The performance management system process cycle's initial stage, planning, provides the framework for a successful 

process. Performance management involves planning, which must be carried out carefully. By connecting workers' 

work with the aims and objectives of the company, planning fosters dedication and understanding. Finding important 

value drivers for stakeholders, including as shareholders, clients, and team members, is typically a part of this process. 

Similar to that, objectives or goals, represent something to be completed by people, departments, and organizations over 

time. They can be described as objectives to be achieved, such as sales targets, and tasks to be finished by the due date. 

Furthermore, Ravi Chandra (2004) assert that objectives must be specified.And accepted. The objectives relate to the 

overarching goal of the position and specify the performance areas, or all the elements of the work that help realize the 

overall goal. Targets are thenset for every area of performance. Goal-setting is the core component of any organization. 

They also suggested that the level of top management support for and staff involvement in the goal-setting process will 

affect productivity improvements. 

It is a motivating method that makes people feel involved and provides them a sense of responsibility for their work. 

The agreement on a formal development plan for the staff is also a component of the planning process. Actually, the 

foundation of this strategy should be the essential information, attitudes, and abilities needed to accomplish the goals 

and targets established. Long-term development efforts, which are often based on potential and strong performance, can 

also be included in the development plan. 

 

Phase 2: Management and Studying presentation 

The second component of the performance management system cycle is managing performance. 

In this phase, performance management as a process is separated from performance appraisal as a practice. Every 

employee is accountable for controlling his or her own job performance. Maintaining a positive attitude at work, 

updating and revising initial goals, performance expectations, and job competency requirements as circumstances 

change, asking for and giving supervisor feedback, suggesting career-development opportunities, and managing the 

performance management process collaboratively are all part of this.Fletcher believes that at the second stage, 

improving internal communication within an organization is crucial for employees to be aware of goals andadditionally, 

a performance management systemabout ensuring that managers are conscious of the effects of their own actions on the 

individuals they oversee and are inspired to recognize and display good behaviors. The genuinePerformance is 

compared to the target performance, the result is assessed, and a development plan is created in accordance with the 
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strategy's weakness. Employees have a feedback system thanks to this result. The organization should emphasize 

communication among employees and between employees and management in order to enhance feedback and update 

and debate initial aims. 

Additionally, a performance management systemabout ensuring that managers are conscious of the effects of their own 

actions on the individuals they oversee and are inspired to recognize and display good behaviors. The genuine 

Performance is compared to the target performance, the result is assessed, and a development plan is created in 

accordance with the strategy's weakness. Employees have a feedback system thanks to this result. The organization 

should emphasize communication among employees and between employees and management in order to enhance 

feedback and update and debate initial aims. 

 

Phase 3: Satisfying Presentation 

The rewarding performance phase, according to entails three activities: recognizing the outcomes or performance, 

connecting to compensation, and personnel development. The purpose of personnel development is to maximize 

workers' contributions to both individual and organizational goals by accelerating peoples' progress above and beyond 

what would occur naturally and routinely. 

Some development principles apply to personnel development. Personal involvement comes first. Self-improvement is 

the foundation of all personnel development. The value of a development opportunity depends on how well the 

individual takes use of it. Although the organization may and should support development efforts, it seems that this is 

only the case to the extent that people are personally interested in them.  

A clear knowledge and acceptance of shared objectives by the person and the organization should be the foundation of 

any development activity in an organization. When the goals are the chances of success are significantly increased if the 

efforts made are appreciated and acknowledged. Every employee should have access to opportunities, not just a select 

group of them, as is now the case at the organization. In actuality, it is challenging to create long-term projections on a 

person's desire, drive, and growth potential. The fourth rule is personal planning. 

 

II. EMPLOYEE PERFORMANCE 

A clear knowledge and acceptance of shared objectives by the person and the organization should be the foundation of 

any development activity in an organization. When the goals are 

The chances of success are significantly increased if the efforts made are appreciated and acknowledged. Every 

employee should have access to opportunities, not just a select group of them, as is now the case at the organization. In 

actuality, it is challenging to create long-term projections on a person's desire, drive, and growth potential. The fourth 

rule is personal planning. 

If performance is seen in this light, it may be thought of as a distribution of results obtained, and it can be quantified 

using a number of metrics that reflect an employee's trajectory of performance through time. In contrast, Aguinis, H. 

(2009) said that employee performance is a grading system utilized in many organizations to determine a worker's 

capabilities and output. Poor employee performance has been connected to an increase in customer complaints and 

brand switching, whereas good employee performance has been associated to an increase in consumer impression of 

service quality. 

The associated tasks that were anticipated of a worker and how well they were carried out may be summed up as 

performance. Then, many firm personnel directors evaluate each employee's performance on a yearly or quarterly basis 

to assist staff in identifying potential areas for development. 
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2.1 Conceptual Framework: 

 
One dependent variable and four independent variables are selected for SPSSS analysis. Training and development 

(T&D), ongoing coaching and feedback, performance evaluation, and incentive systems are all independent factors. The 

degree of satisfaction with PMS procedures is regarded as the dependent variable. 

 

2.2 Objectives of the Study 

1. Examine how performance management methods affect employees' overall performance. 

2. To create a model based on the three Performance Management System stages that have an impact on employee 

performance. 

 

2.3 Implication of the Study 

The results of this analysis will help senior management pinpoint the many loopholes in each of the three stages and 

provide insight into where the PMS is failing. By enabling the complete utilisation of performance management 

systems for the benefit of the organisation, it aids managers in anticipating employee performance. 

• The research will assist management in understanding how to use performance management systems to enhance 

employee performance. The results of this study may pique the interest of other researchers to carry out in-depth 

research in the domain of performance management systems on employee performance with a focus on the IT industry. 
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III. CONCLUSION 

The model created for this study paper offers a clear understanding of the numerous variables that affect employee 

performance, allowing for the construction of hypotheses and the analysis of data to determine how to improve the 

performance of the entire organisation in anessential method. 
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