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ABSTRACT 

This study explores the role of the HR Performance 

Management System in enhancing employee 

effectiveness and organizational productivity at 

Diraa HR Services, Coimbatore. It aims to 

understand how performance evaluations, feedback 

mechanisms, and goal-setting processes contribute 

to employee development and motivation. The 

research highlights the significance of aligning 

individual goals with organizational objectives, 

fostering a culture of continuous improvement. It 

also investigates the challenges in implementing 

performance management systems and proposes 

strategies to overcome them. The findings provide 

insights into optimizing HR practices for improved 

workforce management. 
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I. INTRODUCTION OF THE STUDY 
Performance management is the current 

buzzword and is the need in the current times of cut 

throat competition and the organizational battle for 

leadership. Performance management is a much 

broader and a complicated function of HR, as it 

encompasses activities such as joint goal setting, 

continuous progress review and frequent 

communication, feedback and coaching for 

improved performance, implementation of employee 

development programmes and rewarding 

achievements. The process of performance 

management starts with the joining of a new 

incumbent in a system and ends when an employee 

quits the organization. 

 

DEFINITION 

Performance Management can be defined 

as a process which continuously identifies measures 

and develops the performance of the workforce in 

the organization. And to do so, each individual’s 

performance and objectives are connected with the 

overall mission and goals of the enterprise. Hence, 

the two key elements of performance management 

are: 

Today, all the major activities of HR are driven 

towards development of high performance leaders 

and fostering employee motivation. So, it can be 

interpreted that the role of HR has evolved from 

merely an appraiser to a facilitator and an enabler. 

 Continuous process 

 Link to mission and goals 

In performance management, the managers try to 

figure out, the existing performance level of the 

employees and works on improving that level. It is a 

systematic assessment of the performance of an 

employee and using the assessment to better the 

performance over time. 

Performance management is commonly 

misconstrued with performance appraisal, which is a 

process of evaluating the performance of the 

workforce and includes feedback/review on an 

employee job performance. However, getting 

feedback is not sufficient. There are three more 

steps involved in the accomplishment of the process, 

which are: 

 Performance Interview 

 Archiving Performance Data 

 Use of Appraisal Data 

These three activities along with the feedback are 

the essence of the process, which when undertaken 

in an organized way, the process turns out 

as Performance Management System (PMS). 

 

Concept of Performance Management 

As a communication system, it is 

developed to assist employees in succeeding. It not 

just requires direction, from the end of managers 

and supervisors, but also needs active participation 

on the part of employees. 

It makes sure that employees are known about their 

key job functions, aware of the performance level 

expected, get constant feedback on their 
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performance, have opportunities for training and 

development, get ratings on their performance and 

reward thereon, in just and fair manner. 

1. Outstanding Performance (O) 

2. Very Good Performance (VG) 

3. Good Performance (G) 

4. Below Good Performance (BG) 

5. Unsatisfactory Performance (U) 

 

STATEMENT OF PROBLEM 
Employee attitude on present Performance 

management is important for an organization, as it 

helps organizations ensuring employees are working 

hard to contribute to achieving the organization's 

mission and objectives. Performance management 

sets expectations for employee performance and 

motivates employees to work hard in ways that is 

expected by the hotel. Moreover, performance 

management system provides a completed and 

professional management process for organizations 

to assess the performance results of organizations 

and employees.  

This particular topic is chosen because in 

most of the Consulting Services plays a vital role for 

entire marketing programme. The project is aimed at 

studying by means of developing Diraa Consulting 

Services at Coimbatore keeping in mind the cost 

factor and employee’s performance management. 

 

II. OBJECTIVES OF THE STUDY 
Primary objective 

 A study on Performance management 

system in Diraa Consulting Services at Coimbatore. 

Secondary objective 
1. To find the existing employee Performance 

system in Diraa Consulting Services  

2. To study the level of satisfaction towards the 

performance system 

3. To find mentoring system adjusted by the 

management 

4. To identify the problems in the existing 

performance system 

 

SCOPE OF THE STUDY 

1. The project work entitled “The study on 

Performance management system in Diraa 

Consulting Services at Coimbatore” covers various 

levels of employees in the organization. 

2. The scope of the study is very wide since 

management of the performance of various 

employees have greater impact over the growth of 

the industry. 

3. It is to find out the opinion of respondents 

regarding performance management system in the 

organization. 

4. From the opinion of the respondents, the 

study would provide an attempt to monitor the 

changes in the performance management system and 

suggest some suitable ways to improve the quality 

of the organization in order to increase its 

productivity. 

5. To study the benefits of performance 

management system to the concern.  

6. It helps to improve the quality of 

employees as well as the concern. 

 

LIMITATIONS OF THE STUDY 

1. Due to time constraint, the researcher has 

covered only a sample of 120. 

2. Employees are hesitating to express their 

problems about the management system as they feel 

that performance management system is a 

management issue and is not ready to give opinion 

against management is the biggest limitation for the 

study. 

3. Most of the employees are overload with 

work and don’t find time to spend in filling up the 

questionnaire. 

4. Due to lack of time interview schedules 

could not be used to collect data.  

 

III. REVIEW OF LITERATURE 
Baron (2019) Performance management provides a 

strategic link through their evaluation and audit, in 

order to become aware of the skills, abilities, 

knowledge, and behavior of employees. In this way, 

senior management learns about how to meet the 

current and future needs of their organization and 

receives appropriate feedback on the alignment of 

employee behavior toward the achievement of goals, 

and whether individuals meet the requirements for 

achieving organizational goals. 

Mehra, P., & Bansal, D. (2020) investigates the 

role of performance appraisals as a critical 

component of HR performance management 

systems. Their findings indicate that a well-

structured appraisal system allows HR consultants 

to identify high-performing individuals and areas for 

improvement. Mehra and Bansal argue that HR 

consulting firms must incorporate objective, data-

driven criteria into the appraisal process to ensure 

accurate assessments. The study concludes that 

performance appraisals, when aligned with 

organizational goals, can help HR consultants 

provide valuable insights that contribute to a client 

organization’s strategic decision-making. 

Blakburn & Rosen (2021) conducted a survey on a 

customer-centric organization and found out that the 

stronger the organizations emphasis on quality, the 

greater the focus on competencies within the 
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performance management system. Performance 

management system components that are consistent 

with a quality emphasis will have a stronger positive 

influence on performance management effectiveness 

in organizations with a greater quality emphasis. A 

quality emphasis will have stronger positive 

influence on organizational performance when the 

strategic integration of human resource management 

is greater. 

Sharma, A., & Kapoor, R. (2022) examine the 

increasing role of technology in enhancing HR 

performance management systems. They assert that 

the integration of technology, such as cloud-based 

platforms and AI-powered tools, significantly 

improves the efficiency of PMS in HR consulting 

services. These technologies automate routine tasks 

like performance tracking and feedback collection, 

allowing HR consultants to focus on strategic 

decision-making. Sharma and Kapoor also 

emphasize that the use of real-time performance 

data enables HR consultants to offer more precise 

recommendations, enhancing their clients' ability to 

adjust strategies promptly. 

Deming (2023) argue, however, that the practice of 

performance management, including performance 

appraisal, is not compatible with the principles of 

quality management. Their main contention is that 

performance management is too focused on 

individual characteristics rather than on system 

factors. In response to Deming’s admonition, a 

number of scholars countered that traditional 

performance management practices could be 

customized to support quality. In the survey 

conducted it was found that the stronger the 

organizations emphasis on quality, the more 

prevalent will be the use of contextual work 

behavior performance criteria.  

Krishnaveni (2024) Organizations use traditional 

and contemporary types of appraisal methods to 

assess their employee’s performance. In addition, 

organization also outsources some of the 

performance management functions including 

appraising employees to external consultant in order 

to help achieve their vision and mission. A study 

conducted by for Indian sector implied that the 

appraisal by external members at particular time 

does not reflect accurately on the employee’s overall 

performance since the consultants fail to align the 

procedurals and work standards for performance 

growth.  

 

IV. RESEARCH METHODOLOGY 
 Research methodology is a way to systematically 

solve the research problem by applying various 

research techniques along with the logic behind 

problem. 

 

RESEARCH DESIGN 

The problem that follows the task of defining the 

research problem is the preparation of the design of 

the research, popularly known as the “research 

design”. A research design is the arrangement of 

conditions for collection and analysis of data in a 

manner that aims to combine relevance to the 

research purpose with economy in procedure. As 

such the design includes an outline of what the 

researcher will do from writing the hypothesis and 

its operational implications to the final analysis of 

data. 

SAMPLE DESIGN 

Sampling may be defined as the selection of some 

part of an aggregate or totality on the basis of which 

a convenience or inference about the aggregate or 

totality is made. In other words, it is the process of 

obtaining information about an entire population by 

examining only a part of it. 

SAMPLE CONVENIENCE  

A statistical method of drawing representative data by 

selecting people because of the ease of their volunteering 

or selecting units because of their availability or 

easy access. The advantages of this type of sampling are 

the availability and the quickness with which data can be 

gathered. The disadvantages are the risk that 

the sample might not represent the population as a 

whole, and it might be biased by volunteers.  

SAMPLE SIZE 

A total of 120 samples have been selected for the 

study. 

 

SAMPLING TECHNIQUES: 

We have adopted convenient sampling technique in 

our survey in this method sampling units are choose 

primarily in accordance with the investigator 

convenient. The following statistical tools have been 

used to analyse the data. The collected data have 

been analysed with the help of statistical tools like 

chi-square test and simple percentage analysis. 

 

DATA COLLECTION METHOD 

i) Primary data: Primary data has been the data 

originated by the researcher for the specific purpose 

of addressing the research problem. A questionnaire 

was used to obtain the information from the 

respondent. 

ii) Secondary data: The books were referred to 

obtain related theoretical concepts. 

TOOLS FOR ANALYSIS  

The commonly used statistical tools for analysis of 

collected data are: 

http://www.businessdictionary.com/definition/method.html
http://www.businessdictionary.com/definition/drawer.html
http://www.businessdictionary.com/definition/representative.html
http://www.businessdictionary.com/definition/data.html
http://www.businessdictionary.com/definition/unit.html
http://www.businessdictionary.com/definition/availability.html
http://www.businessdictionary.com/definition/access.html
http://www.businessdictionary.com/definition/advantage.html
http://www.businessdictionary.com/definition/sampling.html
http://www.businessdictionary.com/definition/disadvantage.html
http://www.businessdictionary.com/definition/risk.html
http://www.businessdictionary.com/definition/sample.html
http://www.businessdictionary.com/definition/represent.html
http://www.businessdictionary.com/definition/population.html
http://www.businessdictionary.com/definition/volunteer.html
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1. Percentage analysis 

2. Chi Square analysis 

3. Correlation  

4. Anova 

 

ANOVA 

NULL HYPOTHESIS Ho:  

               There is no significant relationship 

between educational qualification of the respondents 

and suggest some parameters have to be included in 

performance. 

ALTERNATIVE HYPOTHESIS H1:  

              There is a significant relationship between 

educational qualification of the respondents and 

suggest some parameters have to be included in 

performance. 

ANOVA 

EDUCATIONAL QUALIFICATION OF THE RESPONDENT   

 Sum of Squares df Mean Square F Sig. 

Between Groups 105.184 4 26.296 196.269 .000 

Within Groups 15.408 115 .134   

Total 120.592 119    

 

HOMOGENEOUS 

EDUCATIONAL QUALIFICATION OF THE RESPONDENT 

 

Suggest some parameters 

have to be included in 

performance N 

Subset for alpha = 0.05 

 

1 2 3 4 5 

Student-Newman-

Keulsa 

Dependability 42 1.76     

Inter personal skill 32  2.88    

Performance 25   3.16   

Ability 14    4.07  

All the above 7     5.00 

Sig.  1.000 1.000 1.000 1.000 1.000 

 

V. RESULT 
From the above analysis, we find that 

calculated value of the F-value is a positive 196.269 

value, so H1 accept. Since the P value 0.000 is less 

than < 0.05 regarding there is a significant 

relationship between educational qualifications of 

the respondents and suggest some parameters have 

to be included in performance. The results are 

significant at 4 % level. 

 

VI. SUGGESTIONS 

 Appraisal reports are to be scrutinized by expert 

committees at division and corporate levels for 

correctness as sometimes it is observed that 

they are being influenced by personal feelings. 

 Though the organization is providing various 

ways for employee improvement, to promote 

continuous learning there should be specific 

mentioning of new skills required and marks 

should be awarded based on skills acquired, 

which motivates the employees to learn more. 

 The Appraisal system is to be modified for 

every five years to make it more  effective and 

in tune with changing times.   

 The company should make arrangement for 

performance management committee. If the 

mode of appreciation method is in award and 

prizes, employees can be easily motivated. 

After the performance management by the 

company, the corrective measures must be 

taken immediately.  

 It must be revised its appraisal system as to 

ensure the company to increase its productivity. 

 

VII. CONCLUSION 
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Suggest that the Diraa Consulting Services 

has suffered from some of the problems associated 

with performance management. Attention must be 

paid to improving the system in terms of training 

ratters and setting clear goals for the betterment of 

the employees and the service in general.  

Performance management motivates 

employees and influences their productivity and 

ensures that they are producing at acceptable levels. 

Performance evaluation system could be linked to 

company objectives to get better results and good 

performance of the employees. Effectiveness of any 

appraisal system depends on how all the users of the 

system understand the purposes, accept and strive 

for achieving them. For designing any system, 

employee and managerial performance should be 

taken into consideration. From the study, it is found 

that feedback to the employees is not proper in the 

organization. Periodical and routine feedback can be 

given to the employees for their good performance 

in the work, which motivates the employee to enrich 

the relationship between the superiors and 

subordinates. 
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