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Preface 

EXECUTIVE SUMMARY 
Performance Management System (PMS) is an important HRD mechanism. It is the process 
of evaluating the performance of employees in terms of the requirements of the job for which 
they are employed for administrative purpose, including suitable placement, selection, 
promotion, giving financial rewards and other action which require differential treatment 
between the members of a group as distinguished from actions affecting all the members 
equally. Earlier performance appraisal was considered as a simple and confidential method 
of rating the job performance of individual employees by their superiors for the purpose of 
giving those remarks and rewards. Early appraisal systems stressed assessment of 
personality traits, which were difficult not only to measure but also to relate constructively to 
the job itself. The purpose of performance management system is to generate information to 
support administrative decisions. The difficulties in measuring performance in software 
companies like the performance evaluations are highly subjective. Goal setting is ineffective 
when goals are too simple and not constitute the alignment of organisational and employees 
goals, when goal attainment is difficult to prove or measure, when performance is the result 
of term efforts, peer and subordinate rating not followed, no incentive for performance, 
implementation of the appraisal system may not be as planned because of time constraint 
and span of reports and thus the role of performance management system comes into 
existence. Over a period of time appraisal has become a ritual. To address the above a study 
was conducted to study the different methods of PMS adopted by software companies in 
Vidarbha region. A sample of nearly 80 software companies was taken. A structured 
questionnaire was administered to HR managers/ executives of different companies to elicit 
the information. Major findings of the study include that the awarenesss about performance 
management system across organisation is double as important compared to perceived 
utility of PMS.The most common type of appraisal is the open system followed by MBO, a 
few companies followed 360° feedback methods while most of the companies are planning to 
implement this powerful new model for employee assessment and performance 
improvement. The positive areas/benefits of the appraisal system followed included training 
and development inputs, career planning, and objective setting. The criteria to evaluate an 
employee in most of the companies are technical competence, performance, achievement vs. 
objectives, key result areas set at the beginning of a specific period, forming result oriented 
areas, leadership skills, team work, attitude are behavior oriented areas, compensation 
increase is related to performance and depending on the performance code rating are given. 
Target is set for employee being appraised for a period of 6 months; checklist for carrying out 
appraisals and career planning is followed. 360° feedback process gives an all round 
perspective restricting the inconsistency factor that exist in traditional appraisal system. 
Organizations are removing layers of management, flattening their structures, and have 
started using self-directed terms; the, only practical option for performance feedback is from 
multiple sources. As organization changes their culture to align with their vision and values, 
360° feedback becomes an ideal choice to communicate the new competencies required by 
the new executives joining the IT companies termed as Entry level Executives in this research 
study. 
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1.1 INTRODUCTION 
Performance management involves thinking through various facets of performance, identifying critical 
dimensions of performance, planning, reviewing and developing and enhancing performance and related 
competencies. It is simple, commonsensical and enjoyable. Performance has many dimensions: 
1 Output or result dimension 

2 Input dimension 

3 Time dimension 

4 Focus dimensions 

5 Quality dimensions and 

6 Cost dimension 

Performance is what is expected to be delivered by an individual or a set of individuals within a time frame. 
What is expected to be delivered could be stated in terms of results or effort, tasks and quality, with 
specification of conditions under which it is to be delivered. 

Performance of an individual in organizational setting may therefore be defined as the output delivered by an 
individual in relation to a given role during a particular period of time under the set of circumstances 
operating at that point of time. Thus, in organisation which is project driven like IT: 

Performance management is time bound as well as role specific. 

1.2 OVERVIEW OF IT 
1.2.1 IT & ITES 
Information technology (IT), as defined by the Information Technology Association of America (ITAA), is 
“the study, design, development, implementation, support or management of computer-based information 
systems, particularly software applications and computer hardware”. 

IT Enabled Services (ITES) deals with the use of electronic computers and computer software to convert, 
store, protect, process, transmit, and securely retrieve information. 

1.2.2 IT & ITES in India 
The IT and ITES have been the largest industry segments responsible for contributing to the growth of the 
Indian economy in the past few years. A gradual shift has been seen, in terms of the choice of one’s 
profession, with an increasing number of people from diverse backgrounds opting for a career in IT and 
ITES.In the past few years, a large number of graduates, from a diverse range of backgrounds, have been 
leaving their chosen disciplines and joining the IT sector. 

The Indian IT sector is one of the fastest and consistent growing sectors in the Indian economy. With the 
revenue for the FY 2006-07 being US $ 47.8 billion, India has emerged as the IT hub of the world. The 
sector is expected to contribute around 5.4% to the GDP of India. Indian IT sector has established itself as 
the most preferred destination for outsourcing the various IT services by organisations across the world; and 
has given many world leaders in the industry like I-Flex, TCS, Infosys, LnT, IBM, Wipro, and Satyam of 
which some have already started making the Vidarbha region as their next destination after the Metros in 
India. 

1.2.3  IT & ITES in Vidarbha 
 Overview of Vidarbha 

Vidarbha is the eastern region of Maharashtra state and occupies 31.6% of total area and holds 21.3% of total 
population of Maharashtra. Situated in central India Vidarbha has its own rich cultural and historical 
background distinct from rest of Maharashtra. The region is famous for growing oranges and cotton. 
Vidarbha holds two-thirds of Maharashtra mineral resources, three fourth of the forest resources and is 
surplus in power.  
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Vidarbha comprises two divisions Nagpur and Amravati. It has 11 districts of Maharashtra namely, Akola, 
Amravati, Bhandara, Buldhana, Chandrapur, Gadchiroli, Gondia, Nagpur, Wardha, Washim, Yavatmal. 

 IT & ITES  
Vidarbha has much to offer in terms of manpower, infrastructure and other facilities, the region isn’t usually 
found on India’s IT map. But several entrepreneurs have been making innovative use of the city’s biggest 
advantage—cheap, but highly skilled manpower. Vidarbha also, offers the advantages of offering the low-
cost competitiveness, highly skilled and English-speaking professionals, quality, IT infrastructure, proximity 
to other cities, high security and quality standards and the increasing investment of MNC’s. 

Butibori Industrial Area (MIDC) outside Nagpur is one of the largest industrial areas in country. Multimodal 
International Hub at Nagpur (MIHAN) is International Cargo Hub project currently underway at Nagpur.  
The project aims to exploit the central location of Nagpur and convert the present airport into a major freight 
hub with integrated road and rail connectivity along with a Special Economic Zone. 

Vidarbha one of the greener areas of Maharashtra beyond tourism brochures to offer it has close to 50 
engineering institutes in the vicinity, a technically skilled workforce that is available at relatively lower 
salaries, and in Nagpur city also features an international airport in the making. With such credentials the 
India’s rapidly increasing IT and ITES industries can tap the opportunity with eyes closed.  

Today, there are close to 80 software companies located in Vidarbha region. Around 65 percent of the 
companies are in Nagpur and are export-oriented while the rest mostly cater to the domestic market. And 
most of these companies roughly fall under three broad categories—at the top are those that boast of 100-
plus employees and at the bottom are companies that have below 20 employees. The second tier is made up 
of companies that fall in between these two categories. 

Companies like Premier Technologies now known as Ebix Software Asia SEZ Pvt. Ltd. Nagpur, Persistent 
Technology Group, GlobalLogic, Trust Infosystems, Excellon Software Ltd. and Control IT India, among 
many others, are some of the success stories that have emerged from this region due to the smart utilization 
of available resources. 

Here, the Researcher has found the high existence of Entry Level Executives which are more than 1500 plus 
in these small but in continuous growing and developing IT companies. The executives in this age are more 
attracted to Big Brand names. This leads a continuous path of new careers from different companies and thus 
the switch over from one company to other increases. 

1.3 PROBLEM FACED BY IT INDUSTRY 
The main aim of defining the research problem is to identify the basic issues involved in the research inquiry. 
A purposive and defined inquiry not only leads to definite conclusions but also helps to find out various 
issues and substances issued in the given problem, as well as to closely analyze the socio-economic aspects 
of the research problem. 

The IT industry is already under stress on account of persistent problems such as attrition, confidentiality, 
and loyalty. Other problems are managing people, motivation to adopt new technology changes, recruitment 
and training, performance management, development, and compensation management. With these 
challenges, it is timely for organisations to rethink the ways they manage their people. 

The research focuses on the attrition problem in IT Companies and maximum attrition is taking place in the 
age group of 25 to 30 years-the Entry Level Executives in most of the IT companies. In the current scenario 
as people in this age group has few years of experience with them and a higher pay package from prospective 
employers provokes them to shift from one company to another. 

This age group is considered as highly mobile as they are supposed to be at the peak of their careers. 
Therefore, they want to make the most out of it. At the ages of 22-23, they are fresh out of college, ambitious 
and high on aspiration; they take the initial years as ‘learning experience’ and want to learn the tricks of the 
game as soon as possible. The opportunities are higher, and they are motivated to give their best shots and 
reach the peak in minimum time frame. 
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People want to grow fast and if they don’t see the steep rise in their current organization, they switch to 
another company leaving the job satisfaction apart and thus again in the next organisation they face the same 
problem and the performance, ,consistency, clarity , motivation factors are on stake. People at this level 
move for several reasons like better compensation, immediate focus on vertical growth (i.e. quick 
promotion), and peer pressure .At this level, keeping with peers is important and they may feel that job 
switching helps them to do that. Therefore keeping all things in mind the Researcher has taken the topic for 
finding the root cause as why this attrition is going high and identified that the Performance Assessment of 
Entry-level Executives is the need of Hour. 

1.4 NEED AND IMPORTANCE OF STUDY 
1.4.1 Need of the Study 
‘People are our greatest asset’ is a mantra that companies have been chanting for years. But only a few 
companies have started putting Human Resources Management (HRM) systems in place that support this 
philosophy. There are a number of challenges in the Indian IT industry, which require the serious attention of 
HR managers to ‘find the right candidate’ and build a ‘conducive work environment’, which will be 
beneficial for the employees, as well as the organisation. The IT industry is undergoing with many problems 
such as managing people, motivation to adopt new technology changes, recruitment and training, 
performance management, development, and compensation management. With these challenges, it is timely 
for organisations to rethink the ways they manage their people. Managing HR in the knowledge-based 
industry is a significant challenge for HR managers as it involves a multi task responsibility. In the present 
scenario, HR managers perform a variety of responsibilities and it is more strategic as per the demands of the 
industry. The major problems faced by HR managers in IT Industry are: 

 Managing People 

 Motivating the Workforce 

 Competency Development 

 Recruitment and Training 

 The Trust Factor 

 Work life Balance Factor 

 Attrition/Retention of the Talent Pool 

 Bridging the Demand Supply Gap 

HR managers have to continuously evolve career paths, motivate their employees and create a culture of 
oneness, which will also act as retention tools. Since the recurring recruitment costs are detrimental, it is 
requisite that great emphasis is to be levied on starting specialized training institutes to guide employees to 
identify the right people at the right time who can keep pace with the unique work patterns in this industry. 
However, with suitable HR strategies the measures of the attrition percentage could be kept low giving 
addition organizational benefit and inturn, to the Indian IT outsourcing advantage.  Performance 
Management systems with an appraisal component built into them should mean improved performance, 
more motivated people and more competent people. 

Therefore, an urgent need arises to deal with Performance as a key factor for growing attrition rate in IT 
industries, specifically in the upcoming IT hub like Vidarbha.  

Keeping all above things in mind, the researcher has chosen following topic for study: 

1.5 OBJECTIVES OF STUDY 
The main objectives of the study are: 
1 To understand the concept of Personnel Performance Management Practices its scope and importance. 

2 To find the awareness of Performance Assessment Process among the Executives. 
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3 To find whether the Performance Assessment Process is manual or automated. 

4 To find that the Performance Assessment Process is biased or unbiased. 

5 To find the satisfaction level of Executives in Post Performance Assessment Process period. 

6 To find Reasons for the satisfaction and dissatisfaction of executives with their current job profiles. 

7 To find reasons for growing attrition rate in IT Industries.  

8 To find the whether the companies feel the importance of reviewing the performance of the employees 
over an equal interval of time. 

9 To find the motivation level of executives. 

10 To find the training awareness for Job enrichment among the executives. 

1.6 SCOPE OF STUDY 
For the purpose of this study the researcher covered the span of around ten years starting from year 2000 
onwards.  Depending upon the need and availability of resources, the said span under review is reduced or 
extended suitably.  The Study is geographically limited to Vidarbha Region.  

1.7 UNIVERSE OF STUDY 
As the research problem pertains to the huge sector of IT industry of Vidarbha Region The universe for 
Research Study is therefore the growing hub of IT in this region. This region is now growing destination for 
IT Expertise which can be seen through the growing count in IT Industries every year. Around 100 IT and 
ITES Companies were considered as Universe of the proposed study. 

The Vidarbha region can be said as the geographically the middle of the nation and a new destination for 
Infrastructure and business to approach in with the MIHAN and Cargo Projects in line. The IT sector is also 
in huge developing phase with the small IT Companies coming up everyday which are more than 50 in 
number. Also, the top IT Companies like Global logic, Satyam, LnT, and Wipro have landed here and many 
are in pipeline.  

The total IT companies in this region are roughly 75 in number and the Entry Level executives are on an 
average 30 in each company. Therefore, the Universe for Research study is near about 2000 Entry Level 
Executives. Hence, the researcher has selected 50% of total population considering the feasibility of data 
collection and the limitations of time frame for Research given. 

1.8 RESEARCH METHODOLOGY 
Methodology refers to a body of methods of technique used in conducting a study. Different types of 
methods are used in social research. In selecting the research method a researcher has taken into account not 
only the suitability of the method but also adequate knowledge of the method.  

The steps will be as follows: 
1 Concept Development 
2 Problem Definition 
3 Setting of Research Objectives 
4 Defining the Hypothesis 
5 Selection of information sources for research 
6 Data Collection 
7 Statistical Processing 
8 Interpretation of Data 
9 Conclusion 
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Figure - 1.1: Research Design 

 
The ideal research design as shown in figure 1.1 should be logical and well planned. It also requires 
systematic composition. The basic object of the research design therefore is setting up the flow of research so 
as to allow logical conclusion to be drawn. 

1.9  THE SAMPLING FRAME 
1.9.1  Description of the Sample 
The whole group from which the sample is drawn is technically known as universe and the group actually 
selected for study is known as sample.  The use of sampling allows for adequate scientific work by the 
researcher.  Instead of spending money and time on the analysis of the information gathered from the 
universe, it is always desirous to get the information from the sample representing the universe and study the 
problem concerned.  

The data collection was done by using the questionnaire, observation and the structured interviews. The 
utmost care was taken while designing the Questionnaire so that the respondents must be able to read the 
questions and respond to them and the responses could be easily tabulated in for statistical analysis. Also all 
the questionnaires were also available online with help of googledocs so that it becomes easy for the 
respondents working in IT companies to fill online avoiding location constraints. 

In IT companies mainly the attrition begins at the entry level executives and hence an urgent need was felt by 
researcher to study the performance management at this level. To study at this level quota sampling method 
was used which is suitable to collect the data. The sample size taken for research is: 

Entry level executives--------------------------------------230 

Middle & Senior Level HR Managers------------------150 

HR Trainers and Consultants-----------------------------20 

1.9.2 Data Collection and Sources of Data 
As some authors have rightly said:“a good operating rule is to consider a survey-to be used only after all 
other possibilities have been exhausted.” 

While making this Research the sources for the collection of data collected was as follows: 

1.9.2.1 Primary Data 
Data which is collected at first hand, either by the researcher or someone else especially for the purpose of 
the study is known as Primary Data. Sources of primary data are Observation method and Questionnaire. 

Concept 
Development 

Problem 
Definition 

Setting of 
Research 

Objectives 

Statistical 
Processing 

Interpretation 
of Data 

Data Collection 

 

Conclusion & 
Suggestions 

Defining the 
Hypothesis 

Selection of 
information 
sources for 

research 
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The data was to be collected through primary source of data with the use of questionnaire. The survey was 
being conducted over the sample size of 400 respondents. Data was collected from websites of various IT 
Companies in Vidarbha Region for vital information. The method of structured interview was used for a 
sample of 20 HR consultants, Trainers in the Vidarbha Region. 

1.9.2.2 Secondary Data 
Data which exists and is used earlier for some other purpose is known as secondary data in the hands of the 
marketing researcher.  

Secondary Data was collected from documentary sources such as magazines, books, Internet sources, 
Technical papers, Company websites, journals, manuals, newspapers etc. 

1.10 HYPOTHESIS  
No research enquiry can take a definite shape unless and until it has a firm foundation of properly laid down 
hypothesis. A hypothesis, as rightly said by Lunderberg is “It is   a   statement   that   guides   the   researcher   
through   a bewildering jungle of facts to see and select only those that are relevant to the problem or 
difficulty he proposes to solve”. A good hypothesis helps to decide the type and quality of data to be 
collected, the mode of its organization and the techniques of evaluation to be applied. 

In social science research enquiry is usually the result of data collected from various classes of respondents 
and even from different primary or secondary sources. In some cases this data is conflicting controversial as 
well as supporting diagonally opposite conclusions. Hence to draw certain rational, scientific, as well as 
unbiased conclusions formulation of suitable hypothesis is essential. 

For the purpose of the present study the researcher has laid down the following hypothesis: 

FOR ENTRY LEVEL EXECUTIVES 
The parameters were identified based on the objectives taken for research study and were clustered into ten 
variables as follows: 

Variable 1: PMS System Structured In Nature, Variable 2: Utility Of PMS to Executives, Variable 3: PMS 
Benefits to Organisation, Variable 4: Faireness & Transaparency Of PMS, Variable 5: PMS Contribution to 
Healthy Work Culture, Variable 6: Perceived Use of PMS By Organisation, Variable 7: PMS Works for All 
Levels, Variable 8: Awareness about PMS, Variable 9: Resistant To PMS process and Variable 10: 
Satisfaction 

Multiple hypotheses were framed to test wether the variable is dependent or independent of Demographics. 

A sample set of Hypothesis is shown below: 

Ho1: Structure of PMS process is independent of Gender of entry level executives 

Ho2: Structure of PMS process is independent of Age group of entry level executives. 

Ho3: Structure of PMS process is independent of Designation of entry level executives. 

Ho4: Structure of PMS process is independent of Experience of entry level executives. 

Ho5: Structure of PMS process is independent of Strength of entry level executives. 

Ho6: Structure of PMS process is independent of Annual Income of entry level executives. 

Similarly for other variables the hypotheses were framed with respect to demographic variables. 

FOR MIDDLE AND SENIOR LEVEL HR MANAGERS 
Multiple hypotheses were framed to test wether the variable is dependent or independent of Demographics: 

Variable 1- Organisation Use, Variable 2- Employee Use and Variable 3- Employee Perception for PMS. 

A sample set of Hypothesis is shown below: 
Ho1: Perception on Organisational use of PMS is independent of Gender. 
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Ho2: Perception on Organisational use of PMS is independent of Age Group. 

Ho3: Perception on Organisational use of PMS is independent of Level of Employees. 

Ho4: Perception on Organisational use of PMS is independent of Designation 

Ho5: Perception on Organisational use of PMS is independent of Experience. 

Ho6: Perception on Organisational use of PMS is independent of Employee Strength. 

Similarly for other variables the hypothesis was framed with respect to demographic variables. 

In light of above discussion and present scenario of IT industry and keeping in view the growing attrition 
rate in IT Industry with special reference to Vidarbha region ,the researcher has selected following topic for 
the purpose of the research  

1.11 TIME FRAME 
The researcher tried to carry out and complete this research within a period of five years from the date of 
registration of the topic. 

1.12 CONCLUSION  
This chapter deals with the overall idea of how the Research work will be preceded further. The number of 
steps covered during the research work is explained and the succeeding chapter highlights on Past research 
on the said topic. 
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2.1 INTRODUCTION 
Performance management (PM) includes activities that ensure that goals are consistently being met in an 
effective and efficient manner. Performance management can focus on the performance of an organization, a 
department, employee, or even the processes to build a product or service, as well as many other areas. 

2.2 PERFORMANCE MEASUREMENT DEFINITIONS 
In answering the question, ‘what is performance measurement?’ it is useful to start with definitions which 
have been used in the literature. 

To quote Neely et al. “Performance Measurement is a topic often discussed but rarely defined”. Following 
their comment concerning definitions, Neely et al. went on to propose definitions of performance 
measurement, a performance measure and a performance measurement system. These were: 

“Performance measurement can be defined as the process of quantifying the efficiency and effectiveness of 
action.” 

“A performance measure can be defined as a metric used to quantify the efficiency and/or effectiveness of 
action.” 

“A performance measurement system can be defined as the set of metrics used to quantify both the efficiency 
and effectiveness of actions.” 

These definitions are precise, but their very precision means that they do not convey what is now being 
labelled in the literature and in practice as ‘performance measurement’. 

2.3 APPRAISAL 1 
Dr. Veronica Martinez, Dr. Michael Kennerley and Prof. Andrew Neely, Impact Of PMS on Business 
Performance: A Methodological Approach, Centre for Business Performance; Cranfield School of 
Management; Bedfordshire 

The purpose of this paper is to discuss the methodology and approach on the study of the impact of 
performance measurement systems (PMS) in business performance. This paper bridges this gap by 
approaching the research issue with a structured qualitative research methodology directed to two 
organisational levels, i.e. strategic level and operational level. This approach has the potential of providing 
more insightful findings in the impact of PMS. In doing so, it will lead business managers to a better 
selection and optimisation of PMS factors and produces a positive impact on their business performance. 

2.4 APPRAISAL 2 
David Otley, Performance management: a framework for management control systems research, KPMG 
Professor of Accounting, The Management School, Lancaster University, Lancaster, LA1 4YX, U.K. 

This paper proposes a framework for analysing the operation of management control systems structured 
around five central issues. These issues relate to objectives, strategies and plans for their attainment, target-
setting, incentive and reward structures and information feedback loops. Their central focus is on the 
management of organizational performance. Because the framework has been inductively developed, its 
application is `tested' against three major systems of organizational control, namely budgeting, economic 
value added and the balanced scorecard. In each case, neglected areas of development are exposed and 
fruitful topics for research identified. It is believed that the framework can usefully be developed further by 
its use in analysing other instances of management control systems practice, and that case-based, 
longitudinal studies provide the best route to this end. 

2.5 APPRAISAL 3 
Performance Management Impact on Organizational Success 1997 Study by DDI 
Performance Management Practices is the most recent performance management study. It proves that 
successful organizations realize that performance management is a critical business tool in translating 
strategy into results. The CEOs in the majority of the 88 organizations surveyed say their performance 
management system drives the key factors associated with both business and cultural strategies.  
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2.6 APPRAISAL 4 
Jonathan R. Anderson (2002), Measuring Human Capital: Performance Appraisal Effectiveness 

Measuring human performance has long been of interest to researchers and practitioners (Avery & Murphy, 
1998, Bernardin & Beatty, 1984, and Hyde, 2001). One process in measuring and evaluating human capital 
that has received much attention in the literature is performance appraisal (Avery and Murphy, 1998). 
Performance appraisal research has three general streams (Bretz, et al. 1992). First, research has focused on 
developing and honing instruments to more accurately and objectively measure human performance (for 
examples see Tznier et al. 2001, Tznier, et al., 1993). Second, research has focused on supervisor and 
employee characteristics as sources of potential and actual bias in the performance appraisal ratings 
(Cleveland & Murphy, 1992; Dewberry, 2001; Ford et al., 1986; Feldman 1981). And third, research has 
focused on the uses and types of performance appraisal systems within organizations (Scott & Einstein, 
2001, and Lam & Schaubroeck, 1999).  

2.7 CONCLUSION 
The dearth of research into the success and failure of the implementation of performance measures is an 
important deficiency in our knowledge of performance measurement. The literature presented above suggests 
that there are problems and difficulties in implementation of performance measurement systems, which are 
just beginning to be recognised in the growing IT companies of Vidarbha region.  To date, our knowledge is 
based primarily on the reflections of practitioners and, therefore, furthers comparative studies of the success 
and failure of the implementation of performance measures in different businesses. 
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3.1 PERFORMANCE  MANAGEMENT 
Performance management can be defined as a systematic process for improving organizational performance 
by developing the performance of individuals and teams. It is a means of getting better results from the 
organization, teams and individuals by understanding and managing performance within an agreed 
framework of planned goals, standards and competence requirements. Processes exist for establishing shared 
understanding about what is to be achieved, and for managing and developing people in a way that increases 
the probability that it will be achieved in the short and longer term. It is owned and driven by line 
management. 

3.2 AIMS OF PERFORMANCE MANAGEMENT 
The overall aim of performance management is to establish a high performance culture in which individuals 
and teams take responsibility for the continuous improvement of business processes and for their own skills 
and contributions within a framework provided by effective leadership. Its key purpose is to focus people on 
doing the right things by achieving goal clarity. 

The following are the aims of performance management as expressed by a variety of organizations (source: 
IRS Employment Trends, 1 August 2003, pp 12–19): 

 Empowering, motivating and rewarding employees to do their best (Armstrong World Industries). 

 Focusing employees’ tasks on the right things and doing them right. Aligning everyone’s individual goals 
to the goals of the organization (Eli  Lilly & Co). 

 Proactively managing and resourcing performance against agreed accountabilities and objectives (ICI 
Paints). 

 Linking job performance to the achievement of the council’s medium term corporate strategy and service 
plans (Leicestershire County Council). 

 The alignment of personal/individual objectives with team, department/divisional and corporate plans. 
The presentation of objectives with clearly defined goals/targets using measures, both soft and numeric. 
The monitoring of performance and tasking of continuous action as required (Macmillan Cancer Relief). 

 All individuals being clear about what they need to achieve and expected standards, and how that 
contributes to the overall success of the organization; receiving regular, fair, accurate feedback and 
coaching to stretch and motivate them to achieve their best (Marks & Spencer Financial Services). 

 Systematic approach to organizational performance aligning individual accountabilities to organizational 
targets and activity (Royal Berkshire and Battle Hospitals NHS Trust). 

 The process and behaviours by which managers manage the performance of their people to deliver a high-
achieving organization (Standard Chartered Bank). 

 Maximizing the potential of individuals and teams to benefit themselves and the organization, focusing on 
achievement of their objectives (West Bromwich Building Society). 

3.3 FEATURES OF PERFORMANCE MANAGEMENT 
Performance management is a planned process of which the primary elements are agreement, measurement, 
feedback, positive reinforcement and dialogue. It is concerned with measuring outputs in the shape of 
delivered performance compared with expectations expressed as objectives. In this respect, it focuses on 
targets, standards and performance measures or indicators. It is based on the agreement of role requirements, 
objectives and performance improvement and personal development plans. It provides the setting for 
ongoing dialogues about performance, which involves the joint and continuing review of achievements 
against objectives, requirements and plans. 

3.4 DEVELOPMENTS IN PERFORMANCE MANAGEMENT 
Extensive research carried out in the UK and USA has established that new perspectives on performance 
management have emerged with the following characteristics: 
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 An emphasis on front-end planning rather than back-end review; 

 The recognition that there are many factors contributing to performance outcomes. 

3.5 CONCERNS OF PERFORMANCE MANAGEMENT 
The following are the main concerns of performance management: 
3.5.1 Concern with outputs, outcomes, process and inputs 
Performance management is concerned with outputs (the achievement of results) and outcomes (the impact 
made on performance).  

3.5.2 Concern with planning 
Performance management is concerned with planning ahead to achieve future success. This means defining 
expectations expressed as objectives and in business plans. 

3.5.3 Concern with measurement and review 
 ‘If you can’t measure it you can’t manage it.’ Performance management is concerned with the measurement 
of results and with reviewing progress towards achieving objectives as a basis for action.  

3.5.4 Concern with continuous improvement 
Concern with continuous improvement is based on the belief that continually striving to reach higher and 
higher standards in every part of the organization will provide a series of incremental gains that will build 
superior performance.  

3.5.5 Concern with continuous development 
Performance management is concerned with creating a culture in which organizational and individual 
learning and development is a continuous process. It provides means for the integration of learning and work 
so that everyone learns from the successes and challenges inherent in their day-to-day activities. 

3.5.6 Concern for communication 
Performance management is concerned with communication. This is done by creating a climate in which a 
continuing dialogue between managers and the members of their teams takes place to define expectations 
and share information on the organization’s mission, values and objectives. This establishes mutual 
understanding of what is to be achieved and a framework for managing and developing people to ensure that 
it will be achieved (Armstrong and Murlis, 5). 

3.5.7 Concern for stakeholders 
Performance management is concerned with satisfying the needs and expectations of all the organization’s 
stakeholders – owners, management, employees, customers, suppliers and the general public.  

3.5.8 Concern for fairness and transparency 
Four ethical principles that should govern the operation of the performance management process have been 
suggested by Winstanley and Stuart-Smith (6). These are: 
– Respect for the individual; 
– Mutual respect; 
– Procedural fairness; 
– Transparency of decision making. 
3.6 UNDERSTANDING PERFORMANCE MANAGEMENT 
There are five issues that need to be considered to obtain a full understanding of performance management: 
1. The meaning of performance; 
2. The significance of values; 
3. The meaning of alignment; 
4. Managing expectations; 
5. The significance of discretionary behaviour. 
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3.6.1 What is Performance Management? 
Performance management is the development of individuals with competence and commitment, working 
towards the achievement of meaningful objective within an organization. 

3.6.2 Why do we need Performance Management? 
There are two main reasons of introducing performance management. 

1. In an organization everyone should pay attention on what they are expected to achieve in their job and 
how best to achieve it.   

2. It helps everyone to identify and satisfy their development needs to improve performance and realize their 
potential.  

3.6.3 Activities in Performance Management 
Main activities Include: 
1. Role definition: In which key result areas and competence requirement are agreed. 

2. The performance agreement: which defines expectation- it means what an individual have to achieve in 
the form of objective and how the performance will be measured and competence needed to achieve the 
goal. 

3. Performance improvement plan: which tells what individuals should do to improve their performance 
when it is necessary? 

4. Personal development plan: which sets out the actions people should take to develop their and skill and 
increase the level of competence. 

5. Managing performance though out the year: It includes a continuous process of providing feedback on 
performance conducting informal progress reviews updated objective and, where necessary, dealing with 
performance problems.  

6. Performance review: This is the formal evaluation stage when a review of performance over a period 
takes place. It covers achievement progress and problems as the basis of next part of continuous cycle.  It 
also leads to performance rating.  

3.6.4 Key Points Performance Management 
To understand fully the performance management we need to understand following things:- 

1. Meaning of performance  

2. Significance of values 

3. Meaning of alignment  

4. Managing expectation 

5. Discretionary behavior 

3.7 THE PROCESS OF PERFORMANCE MANAGEMENT 
It consists of 
3.7.1 Planning 
Agreeing objectives and competence requirement and producing performance agreement and personal 
development plan. 

3.7.2 Acting 
Carrying out the activities required to achieve objectives and plans. 

3.7.3 Monitoring 
Checking on progress in achieving objectives. 

Reviewing: Assessing progress and achievement so that action plans can be prepared and agreed. 
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Figure-3.1: The Process of Performance Management 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

Figure-3.2: Steps of Performance Management 
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3.8 PERFORMANCE APPRAISAL AND PERFORMANCE MANAGEMENT  
It is assumed that performance appraisal is the same thing as performance management but there is 
significant difference. Performance appraisal is a formal assessment and rating of individuals by their 
managers generally at annual basis. In contras performance management is continuous more wider and 
natural process of management that clarifies mutual expectation emphasizes on support role of managers 
who are expected to act as coaches rather than judges.   

Table-3.1: Difference between Performance Management and Performance Appraisal 
Performance Appraisal Performance management 

 It is an top down approach  It is joint process which emphasis on dialogue 
 Annual appraisal  Continuous review with one or more formal reviews. 
 Rating is most important  Development of individuals is more important than rating 
 Inflexible approach  Dynamic approach 
 Rating are linked with pay  Less likely to be direct link to pay 
 Complex paper work  Documentation is minimum 
 Owned by HR department  Owned by line managers 

Performance appraisal is a part of performance management. Performance management is a wider term and 
integral part of continuing process of management.  

3.8.1 Method of Appraisal 
There are various method of appraisal which may be classified into two traditional method and modern 
method.  

Table-3.2: List of Performance Appraisal Methods 
Performance Appraisal 
Traditional Method Modern Method 
 Confidential report  Assessment center 
 Free form or essay 
 Straight Ranking Method 

 Human Resource Accounting 
 Appraisal through MBO 

 Paired comparisons 
 Balance Score Card 
 360 degrees  
 Psychological Appraisal Method 

 Forced distribution  
 Graphic rating scales  
 Checklist method  
 Critical incidents method  
 Ground appraisal  
 Field review  

3.8.2 Traditional Method 
3.8.2.1 Confidential Report  
It is a report prepared by the employee’s immediate superior. It covers strength, weaknesses, main 
achievement, failure, personality and behavior of the employee. No feedback is provided to the employee 
being appraised.  

3.8.2.2 Free form or essay method  
Under this method evaluator writes a short essay on employee’s performance on basis of overall impression.  
The description is expected to be factual and concrete. 

3.8.2.3  Straight Ranking Method  
In this technique the evaluator assigns relative ranks to the employees in the same work unit doing the same 
job. Employees are ranked from the best to the poorest on the basis of overall performance. For instance if 
five person A,B,C,D and E are to ranked, the ranking may be as followed as :- 
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Table-3.3: Ranking Table 
EMPLOYEE RANK 

A 2 
B 1 
C 5 
D 4 
E 3 

3.8.2.4 Paired comparison method 
In this method each employee is compared with all the others in pairs, one at a time. The number of times an 
employee is judged better than others determines his rank.  The number of comparison to be made can be 
decided on the basis of following formula: 

N (N-1) - Where N is number of persons to be compared  
     2 

3.8.2.5 Forced distribution Method  
In this technique the rater is required to distribute his rating on the form of normal frequency distribution 
curb as shown in following figure.  

Figure-3.3: Forced Distribution Curve 

 
3.8.2.6 Graphic rating scale 
It is a numerical scale indicating different degree of particular trait.  The rator is given a printed form for 
each employee to be rated. The form contents several characteristic relating to personality and performance 
of employee. The intelligence, quality of work, leadership skill, judgment etc. are some of these 
characteristics. The rater records his judgment on the employee’s trait on the scale. Numerical points given 
to an employee are added up to fine out his overall performance standing in the group. 

3.8.2.7 Checklist Method  
Checklist is a list of statements that describes the characteristics and performance of employee on the job. 
The rater checks to indicate if the behavior of an employee is positive or negative to each statement. The 
performance of an employee is rated on basis of number of positive checks.  

Table-3.4: Simple Checklist 
1. Is the employee regular on the job Yes/No 
2. Is the employee respected by his subordinates Yes /No 
3. Is the employee always willing to help his peers Yes/No 
4. Does the employee keep the equipment in order Yes/No 

3.8.2.8 Critical Incident Method 
In this method the supervisor keeps a written record of critical (either good or bad) events and how different 
employee behaved during such event. The rating of an employee depends on his positive / negative behaviors 
during these events. These critical incidents are identified after thorough study of the job and discussion with 
the staff. Table (as given below) illustrates the behaviour of five workers during machine breakdown. 
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Table-3.5: Sample Critical Incident Method 
Worker Reaction Score 

A Informed the supervisor immediately 5 
B Became anxious of loss of output 4 
C Tried to repair the machine 3 
D Complained of poor maintenance 2 
E Was happy to get forced rest 1 

3.8.2.9 Group Appraisal Method  
Under this method, a group of evaluators accesses employees. This group consists of the immediate 
supervisor of the employee, other supervisors having close contact with the employee’s works, head of the 
department and a personnel expert. The group determines the standards of performance for the job, measures 
actual performance of an employee, analyses the causes of poor performance and offer suggestions for 
improvements in future. 

3.8.2.10 Field Review Method 
In this method a training officer from the personnel department interviews the line supervisors to evaluate 
their respective subordinates. The interviewer prepares the questions in advance to be asked. By answering 
these questions the supervisor gives his opinions about the level of performance of his subordinate, the 
subordinate’s work progress, his strengths and weaknesses, promotion potential, etc. The evaluator takes 
details notes of the answers which are then approved by the concerned supervisor. These are then placed in 
the employee’s personnel service file. 

3.8.3 Modern Methods 
3.8.3.1 Assessment Centre Method 
An assessment centre is a group of employees drawn from different work units. This group evaluate all 
employees both individually and collectively using simulation technique like role playing, business game 
and in basket exercises. The evalauater observe and evaluate employees as they perform jobs. The 
assessments are done generally to determine employee’s potential for promotion. 

3.8.3.2 Human Resource Accounting Method 
Human resources are a valauable asset of any organization. This asset can be valued in terms of money. Cost 
of human resources consists of expenditure on human resource planning, recruitment, selection, induction, 
training, compensation etc. Contribution of human resources is the money value of labour productivity or 
value added by human resources. Difference between cost and contribution will reflect the performance of 
employees. 

3.8.3.3 Behaviourally Anchored Rating Scales (BARS) 
This method combines graphic rating scales with critical incidents method. BARS are descriptions of various 
degree of behaviour relating to specific performance dimensions. Critical areas of job performance and the 
most effective behaviour for getting results are determined in advance. The rater records the observable job 
behaviour of an employee and compares these observations with BARS. In this way an employee’s actual 
job behaviors is judged against the desired behaviour. 

3.8.3.4 Appraisal by Results or MBO 
The concept of management by objectives (MBO) was developed by Peter Drucker in 1954. It is defined as 
“a process whereby the superior and subordinate managers of an organization jointly identify its common 
goals, define each individual’s major areas of responsibility in terms of result expected of him and use these 
measures as guides for operating the unit and assessing the contribution of each of its members. 

3.8.3.5 360 Degrees Performance Appraisal 
In 360-degree performance appraisals, the performance of an employee will be assessed based on ideas of 
many other different people, for example customers, suppliers, peers and direct reports. If the assessed is a 
manager, his/her staff will be often asked for feedback on how that manager is doing his task. In case of 
using 360-degree performance appraisal, it is vital that the process be implemented by the manager of 
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Human Resources Department so that the subordinate reviewers (or staff) are made sure that all their 
assessments on performance are kept anonymous. 

3.8.3.6 Psychological Appraisal Method 
Psychological appraisal is done to find out the conceptual skills, human skills, technical skills, etc. of the 
employee. It is done by different methods, such as in-depth interviews, psychological tests, consultations and 
discussions with the employees, superiors, subordinates and others, who are working with the employee. 

3.9 EARLY PRACTICES OF PERFORMANCE MANAGEMENT 
No clear evidence found in literature when exactly performance review methods were introduced. According 
to Armstrong & Baron (2005) first formal system was work of Fredrick Taylor before World War-I for rating 
officers in US armed services. However, one of early practice was ‘Graphic rating scales’ start off in 1920s 
consisting of leadership skills, communication, dependability, loyalty, creativity and people were assessed on 
these traits (Stafylarakis & Eldridge, 2002). They further added that the drawback of this system was 
“ordinary focus on personal characteristics of employees as indicator of job” and also traits are difficult to 
define and lead to different interpretations. Greer (2001) further criticizes that it does not assess behavior and 
may not help in “developmental counselling”. Another practice is Annual confidential report (ACR) which 
was introduced in 1940s, and is still in use in public sectors of many developing countries. This is a 
comprehensive report written once in a year about the employee by his senior or supervisor for his or her 
responsible duties and performance in these duties. Audiences of these reports are not the employees but the 
senior management because on this report decisions are made whether the person should be promoted or not.  

3.9.1 Management by Objectives (MBO) 
Reducing the problems of ‘graphical rating’ another practice called management by objectives which focus 
on manager’s performance. At the end of performance period manager’s performance is assessed whether his 
or her assigned objectives are achieved or not. 

On the basis of this assessment, decisions are made regarding reviewing objectives, setting new targets and 
developmental needs of employee for next performance period (Greer, 2001). 

3.10 PERFORMANCE APPRAISALS 
In 1970s more improved form of appraisal was developed which appear to be influenced by MBO. It consists 
of manager appraisal judgement and providing feedback to employee on his performance. The major 
addition is of feedback which was missing in ACR and MBO practices where manager doesn’t discuss the 
performance and just write the report according to his own perceptions which may be wrong sometimes. This 
approach offers chance to both boss and subordinate to sit together once in a year and discuss strategic and 
personal issues which are difficult to discuss otherwise.  

3.11 PERFORMANCE MANAGEMENT SYSTEM (PMS) 
After number of approaches some of which are mentioned above, experts introduced Performance 
Management Systems. These systems are so far the best available mechanisms for efficient and productive 
management. Armstrong (2006) explains that PMS aim is to create a high performance culture in which all 
members, managers or employee, takes responsibility for continuous improvement of business processes and 
also of their own skills. 

Literature as mentioned earlier suggests that it is a planned management process consisting of 
communication among all working groups, task agreement, cooperative work design, output assessment, 
feedback and positive reinforcement.  

Significant characteristics of PMS which makes it one of the best practices are: 
 Emphasis on front end planning rather than back end review 
 Broader definition of performance 
 Ongoing dialogue 
 Performance appraisal practice 
 Graphical rating scale 
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3.12 THE PROCESS OF PERFORMANCE MANAGEMENT 
Performance management should be regarded as a flexible process, not as a ‘system’. The use of the term 
‘system’ implies a rigid, standardized and bureaucratic approach, which is inconsistent with the concept of 
performance management as a flexible and evolutionary, albeit coherent, process that is applied by managers 
working with their teams in accordance with the circumstances in which they operate. As such, it involves 
managers and those whom they manage acting as partners, but within a framework that sets out how they can 
best work together. This framework has to reduce the degree to which performance management is a top-
down affair and it has to be congruent with the way in which the organization functions. The processes of 
performance management consist of: 

Planning: includes agreeing objectives and competence requirements and producing performance 
agreements and performance improvement and personal development plans. 

Acting: carrying out the activities required to achieve objectives and plans. 

Monitoring: checking on progress in achieving objectives. 

Reviewing: assessing progress and achievements so that action plans can be prepared and agreed. 

3.13 PERFORMANCE MANAGEMENT AS A PROCESS OF MANAGEMENT 
Performance management is a natural process of management. As defined by the total quality expert William 
Deming (1) it consists of these basic activities: 

Plan – decide what to do and how to do it. 

Act – carry out the work needed to implement the plan. 

Monitor – carry out continuous checks on what is being done and measure outcomes in order to assess 
progress in implementing the plan. Review – consider what has been achieved and, in the light of this, 
establish what more needs to be done and any corrective action required if performance is not in line with the 
plan. This sequence of activities can be expressed as a continuous cycle as shown in Figure 3.4 

Figure-3.4: The Management Cycle 

 
3.14 THE PERFORMANCE MANAGEMENT CYCLE 
Performance management can be described as a continuous self-renewing cycle as illustrated in Figure 3.5, 
which follows the plan–act–monitor–review sequence as described above. 

3.15 THE PERFORMANCE MANAGEMENT SEQUENCE 
The sequence of processes carried out in this cycle and the likely outcomes are illustrated in Figure 3.5 
below. 
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Figure-3.5: Performance Management Cycle 

 
3.16 HOW PERFORMANCE MANAGEMENT WORKS 
The basis upon which performance management works as a continuous process is illustrated in Figure 3.6. 

Figure-3.6: The Performance Management Sequence 

 
High performance 
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 Reinforce through recognition (financial and non-financial, praise, additional responsibility) 

Figure-3.7: Stages of Performance Management 

 
3.17 PERFORMANCE MANAGEMENT ACTIVITIES 
The main activities are: 
Role definition, in which the key result areas and competence requirements are agreed 

The performance agreement, which defines expectations – what individuals have to achieve in the form of 
objectives, how performance will be measured and the competences needed to deliver the required results. 

The performance improvement plan, which spells out what individuals should do to improve their 
performance when this is necessary. 

The personal development plan, which sets out the actions people, should take to develop their knowledge 
and skills and increase their levels of competence. 

Managing performance throughout the year, when action is taken to implement the performance agreement 
and performance improvement and personal development plans as individuals carry on with their day-to-day 
work and their planned learning activities. It includes a continuous process of providing feedback on 
performance, conducting informal progress reviews, updated objectives and, where necessary, dealing with 
performance problems. 

Performance review, which is the formal evaluation stage when a review of performance over a period takes 
place covering achievements, progress and problems as the basis for the next part of the continuous cycle – a 
revised performance agreement and performance improvement and personal development plans. It can also 
lead to performance ratings. 

3.18 PERFORMANCE MANAGEMENT IN ACTION 
Performance management should not be treated as a mechanistic system based on periodical formal 
appraisals and detailed documentation. The activities described above should be coherent in the sense of 
contributing to an overall systematic approach in which all aspects of the performance management process 
are aligned. Thus there needs to be a declaration of intent, which states why performance management is 
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important, how it works and how people will be affected by it. The declaration should have the visible and 
continuous support of top management and should emphasize that the aim is to develop a high-performance 
culture and integrate organizational and individual goals.  

3.19 PERFORMANCE MATRIX 
A performance matrix is used for management appraisals to illustrate their performance against peers. It is 
not an ‘appraisal rating’ – the purpose of the matrix is to help individuals focus on what they do well and 
also any areas for improvement. 

Two dimensions – business performance and behaviour (management style) are reviewed on the matrix (see 
Figure 3.8) to ensure a rounder discussion of overall contribution against the full role demands rather than a 
short-term focus on current results. 

This is achieved by visual means – the individual is placed at the relevant position in the matrix by reference 
to the two dimensions. For example, a strong people manager who is low on the deliverables would be 
placed somewhere in the top left-hand quadrant but the aim will be movement to a position in the top right-
hand quadrant. 

Figure-3.8: HBOS Retail Performance Matrix 

 
3.19.1 Pfizer Inc 
At Pfizer Inc the guidance given on performance management is ‘have a dialogue and document it’. Figure 
3.9 shows how the performance management process is modelled. 

Figure-3.9: Pfizer Inc Performance Management Process 
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3.19.2 Raytheon Inc 
Raytheon is a US-based defence and aerospace supplier with 80,000 employees worldwide. Its performance 
development process as set out by the company is modelled in Figure 3.10 and described below. 

Figure-3.10: The Raytheon Performance Development Process 

 
3.20 PERFORMANCE DEVELOPMENT 
Individual and team success drive our success as a company and help us achieve our vision, to be the most 
admired defence and aerospace systems supplier through world-class people and technology. The 
Performance Development process guides the alignment of goals throughout the organization, and facilitates 
the achievement of meaningful objectives and the ongoing feedback needed to improve performance at every 
level. 

3.21 PERFORMANCE DIALOGUE 
One key to the success of the Performance Development process is a continuous performance dialogue. 
Simply stated, performance dialogue refers to the frequent and open interaction between an employee and his 
or her leader that begins with mutual goal setting and continues with the recognition of accomplishment, the 
reinforcement of desired behaviours and the identification of performance areas that can be improved. A 
continuous performance dialogue reflects the ongoing nature of Performance Development and supports the 
important elements of the Performance Development process: setting goals, tracking performance, and 
evaluating and rewarding performance. 

3.22 SETTING GOALS 
At the beginning of each year, senior business and functional leaders meet with the CEO to discuss and set 
goals for the coming year. The goals fall into four major categories: customer satisfaction, people, growth 
and productivity. They are cascaded through the organization and employees and their leaders ensure that 
they are setting programme, department, team and individual objectives that align with and contribute 
towards the achievement of corporate and business goals. 

3.23 TRACKING PERFORMANCE 
During the year leaders have many opportunities to celebrate successes, observe behaviours, solicit and 
receive performance feedback from others and coach for improvement in some areas. Employees, too, track 
their own performance, by documenting their accomplishments against goals on their performance screen. 
Tracking performance, like the other performance development activities, is an ongoing process and not a 
once-a-year event.  

3.24 EVALUATING AND REWARDING PERFORMANCE 
While evaluation of performance takes place every day, individual performance is summarized at least 
annually during the performance review discussion and documented in the Performance and Development 
Summary. This records the leader’s assessments of strengths and areas for improvement. It also offers a 
place to plan training and development activities that are consistent with improving performance and 
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supporting career development plans. The performance descriptor is one tool (of many) that helps employees 
understand their overall contribution and helps leaders implement Raytheon’s ‘pay for performance’ 
philosophy fairly. 

3.24.1 Scottish Parliament 
The approach to performance management adopted by the Scottish Parliament as set out in the guidance 
notes is summarized below: 

3.24.1.1  Purpose 
To support the Scottish Parliament in fulfilling its constitutional role as a representative and legislative body 
by providing professional advice and services of the highest standards 

3.24.1.2  Aim 
To be an organization in which we all behave corporately and are properly trained, informed, involved, 
motivated and rewarded and to which we are proud to belong. 

3.24.1.3 Achieving Purpose, Aims and Values 
To help achieve the above a performance management system has been developed specifically to: 

 Be simple to operate. 

 Establish a clear link between business and individual objectives. 

 Ensure commitment to our values and culture. 

 Ensure that skills and knowledge and behaviour (competencies) are reviewed. 

 Generate a thorough and continuing review of training and development needs. 

 Enable us to continue to improve the organization’s performance. 

 Ensure we can identify and reward exceptional performance and contribution. 

 Identify good and bad performance clearly. 

3.24.1.4  Aims of Performance Management 
Performance management is designed to: 
 Ensure that what we do is guided by our values and is relevant to the purposes of the organisation. 

 Ensure that we are all clear how to demonstrate the skills, knowledge and behaviours that are expected of 
us. 

 Ensure that we are clear what our individual role is and how we intend to fulfil it. 

 Link our job roles and individual objectives to the organisational objectives and priorities set out in the 
Management Plan. 

 Ensure that all managers agree and review objectives, priorities and developmental needs with team 
members. 

 Review performance against objectives and areas of competence to ensure that we are making the best 
possible contribution to the organisation’s overall aim. 

 Ensure that all team members receive constructive feedback in order to develop and improve 
performance. 

 Ensure that a thorough review of training and development takes place as an integral part of the system so 
that personal development plans reflect both business and individual aims. 

 Ensure that poor performance is identified quickly and support provided to eliminate it. 
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3.24.1.5  Basis of Performance Management 
Performance management involves measuring not only whether jobs are done but how they are done.  

Staffs are assessed against a set of eight core areas of competence:  
 High quality service,  

 Flexibility and adaptability,  

 Personal contribution,  

 Problem solving and decision making,  

 Leadership/Teamwork,  

 Communication and interpersonal skills,  

 Parliamentary Awareness 

 Equal opportunities – improving access and promoting equality. 

The competency areas are aligned to the job evaluation scheme factors. 

 Positive and negative indicators exist against each area of competence to illustrate the ways in which staff 
are expected to behave and the ways in which they are expected not to behave. 

3.24.1.6 Good Performance Management 
Good performance management is achieved through both parties ensuring that: 
 New staff knows what is expected of them from the outset. 

 Everyone is clear about corporate goals and works towards them. 

 Objectives are SMART (Specific, Measurable, Achievable, Relevant, Time related). 

 A system exists to accommodate day-to-day performance feedback. 

 The personal development plan (PDP) is used formally to help self developmental activities and/or 
improve performance. 

 The line manager provides and the jobholder undertakes the training needed to support the individual and 
the organization. 

 Appropriate support is in place to eliminate poor performance. 

3.24.1.7  Personal Development Plan 
A personal development plan is an important part of the system. It is a plan on which to record: 
 Where the level of competence is met but where we would like to develop further;  

 Any training and/or development needed to support the delivery of that objective;  

 Any gaps in skills, knowledge or behaviours that need to be overcome in order to meet our objectives. 

3.24.2 Standard Chartered Bank 
The approach to performance management as described by Caroline Sharley, Organization Development 
Manager, is described below. 

3.24.2.1  Background 
Standard Chartered Bank is a global business engaged in retail and wholesale banking, which is based in 
Hong Kong and has about 30,000 employees. 

3.24.2.2  Features and Aims of Performance Management 
Annual cycle – objective setting in January, interim review in July and final review in November/December 
(see Figure 3.11). 
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Figure-3.11: Standard Chartered Bank: Managing For High Performance 

 
Figure-3.12: Standard Chartered Bank: Managing For High Performance – The Future 
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The emphasis is on ‘managing for excellence – help people understand what excellence means and how they 
can achieve it’. 

Set objectives that play to people’s strengths. First crucial question: ‘How do we get people to do their best 
every day within the objectives they are set?’ 

Second crucial question: ‘How can we get people to go from good to great?’ 

‘Performance management is all about behaviour.’ 

‘Each year there has to be a build-up of stretch in objectives.’ 

‘What was excellent last year is doing your job this year.’ 

Set three types of objectives: financial/business objectives, two core management objectives and a values 
objective for all. 

3.25 GETTING PERFORMANCE MANAGEMENT TO WORK 
 ‘Put into place the enablers that will make it happen.’ 

 Total commitment from senior management.  

 Much time spent in engaging line managers in the process.  

 Performance management a regular topic at senior management meetings. Central focus on training – 
skills workshops.  

3.26 RATING 
Two scales: 
1. Financial, achieving business objectives, 1 to 5 scale. 

2. ‘Living the values’, four-point (A to D) scale aims is ‘to drive changes in behaviour’. 

The objective is to get ratings across the whole of the scales and encourage managers to adopt a more 
courageous approach. 

If a business is delivering its objectives it would be expected to have a normal distribution of ratings. 

If a business is delivering at a high level, the distribution would be expected to be skewed positively. 

3.27 MODELS OF PERFORMANCE MANAGEMENT 
Models of the performance management processes used in three organizations are set out in Figures 3.13, 
3.14, 3.15.  

Figure-3.13: Performance Management in a Building Society 
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Figure-3.14: Performance Management in a Pharmaceutical Company 

 
Figure-3.15: Performance Management in a Not-For-Profit Organization 

 
3.28 PERFORMANCE AND DEVELOPMENT PLANNING 
Performance management helps people to get into action so that they achieve planned and agreed results. It 
focuses on what has to be done, how it should be done and what is to be achieved. But it is equally 
concerned with developing people – helping them to learn – and providing them with the support they need 
to do well, now and in the future. The framework for performance management is provided by the 
performance agreement, which is the outcome of performance and development planning. The agreement 
provides the basis for managing performance throughout the year and for guiding improvement and 
development activities. It is used as a reference point when reviewing performance and the achievement of 
improvement and development plans. 
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3.29 PERFORMANCE AND PERSONAL DEVELOPMENT PLANS 
Performance and personal development plans are derived from an analysis of role requirements and 
performance in meeting them. These areas are covered in this chapter under the headings: 

 Role profiles; 

 Objective setting; 

 Performance measures and assessment; 

 Performance planning; 

 Development planning; 

 The performance agreement. 

3.30 ROLE PROFILES 
The basis of the performance and development agreement is a role profile, which defines the role in terms of 
the key results expected, what role holders are expected to know and be able to do (technical competencies), 
and how they are expected to behave in terms of behavioural competencies and upholding the organization’s 
core values. Role profiles need to be updated every time a formal performance agreement is developed.  

3.30.1 Developing Role Profiles 
To develop a role profile it is necessary for the line manager and the individual to get together and agree key 
result areas, define what the role holder needs to know and be able to do and ensure that there is mutual 
understanding of the behavioural competencies required and the core values the role holder is expected to 
uphold. 

3.30.2 Defining Key Result Areas 
When introducing performance management it is probably best to abandon any existing job descriptions. 
They may well be out of date and probably go into far too much detail about what is to be done rather than 
focusing on what has to be achieved. 

3.30.3 Defining Technical Competencies 
To define technical competencies, i.e. what people need to know and be able to do; three questions need to 
be answered: 

 To perform this role effectively, what has the role holder to be able to do with regard to each of the key 
result areas? 

 What knowledge and skills in terms of qualifications, technical and procedural knowledge, problem-
solving, planning and communication skills etc do role holders need to carry out the role effectively? 

 How will anyone know when the role has been carried out well? 

3.30.4 Defining Behavioural Competencies 
The usual approach to including behavioural competencies in the performance agreement is to use a 
competency framework developed for the organization. The manager and the individual can then discuss the 
implications of the framework at the planning stage. The following is an example of a competence 
framework: 

Personal drive – demonstrate the drive to achieve, acting confidently with decisiveness and resilience. 

Business awareness – identify and explore business opportunities, understand the business concerns and 
priorities of the organization and constantly seek methods of ensuring that the organization becomes more 
businesslike. 

Teamwork – work cooperatively and flexibly with other members of the team with a full understanding of 
the role to be played as a team member. 

Communication – communicate clearly and persuasively, orally or in writing. 
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Customer focus – exercise unceasing care in looking after the interests of external and internal customers to 
ensure that their wants, needs and expectations are met or exceeded 

Developing others – foster the development of members of his or her team, providing feedback, support, 
encouragement and coaching 

Flexibility – adapt to and work effectively in different situations and carry out a variety of tasks. 

Leadership – guide, encourage and motivate individuals and teams to achieve a desired result. 

Planning – decide on courses of action, ensuring that the resources required to implement the action will be 
available and scheduling the programme of work required achieving a defined end-result.  

Problem solving – analyse situations, diagnose problems, identify the key issues, establish and evaluate 
alternative courses of action and produce a logical, practical and acceptable solution. 

3.30.5 Core Values 
Increasingly, performance management is being used by organizations to encourage people ‘to live the 
values’. These values can include such concerns as quality, continuous improvement, customer service, 
innovation, care and consideration for people, environmental issues and equal opportunity. Discussions held 
when the performance agreement is being reached can define what these values mean as far as individual 
behaviour is concerned. 

The Scottish Parliament emphasizes that assessing how well people uphold core values is an integral part of 
performance management, stating that:  

Our success depends on all of us sharing the common values set out in the management plan, i.e.: 

Integrity We demonstrate high standards of honesty and reliability. 

Impartiality We are fair and even-handed in dealing with members of the public and each other. 

Professionalism We provide high quality professional advice and support services. 

Client focus We are responsive to the needs of members, the public and one another. 

Efficiency We use resources responsibly and cost-effectively. 

Mutual respect We treat everyone with respect and courtesy and take full account of equal opportunities 
issues at all times.  

3.31 OBJECTIVE SETTING 
Objectives describe something that has to be accomplished. Objectives or goals (the terms are 
interchangeable) define what organizations, functions, departments and individuals are expected to achieve 
over a period of time. Objective setting those results in an agreement on what the role holder has to achieve 
is an important part of the performance management processes of defining and managing expectations and 
forms the point of reference for performance reviews. 

3.31.1 Types of objectives 
The different types of objectives and how they are set are described below. 

3.31.1.1  Ongoing Role or Work Objectives 
All roles have built-in objectives, which may be expressed as key result areas in a role profile. The definition 
of a key result area states that this is what the role holder is expected to achieve in this particular aspect of 
the role. For example: ‘Identify database requirements for all projects that require data management in order 
to meet the needs of internal customers’ or ‘Deal quickly with customer queries in order to create and 
maintain high levels of satisfaction. 
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3.31.1.2 Targets 
Targets are objectives that define the quantifiable results to be attained as measured in such terms as output, 
throughput, income, sales, and levels of service delivery, cost reduction and reduction of reject rates. Thus a 
customer service target could be to respond to 90 per cent of queries within two working days. 

3.31.1.3 Tasks/Projects 
Objectives can be set for the completion of tasks or projects by a specified date or to achieve an interim 
result. A target for a database administrator could be to develop a new database to meet the need of the HR 
department by the end of the year. 

3.31.1.4  Behavioural expectations 
Behavioural expectations are often set out generally in competency frameworks but they may also be defined 
individually under the framework headings. Competency frameworks may deal with areas of behaviour 
associated with core  values, for example teamwork, but they often convert the aspirations contained in value 
statements into more specific examples of desirable and undesirable behaviour, which can help in planning 
and reviewing performance. 

3.31.1.5  Values 
Expectations can be defined for upholding the core values of the organization. 

The aim would be to ensure that espoused values become values in use. 

3.31.1.6  Performance improvement 
Performance improvement objectives define what needs to be done to achieve better results. They may be 
expressed in a performance improvement plan, which specifies what actions need to be taken by role holders 
and their managers. 

3.31.1.7  Developmental/learning 
Developmental or learning objectives specify areas for personal development and learning in the shape of 
enhanced knowledge and skills (abilities and competences).  

3.31.1.8  What is a good objective? 
Good work objectives and targets are: 

Consistent with the values of the organization and departmental and organizational objectives; 

Precise: clear and well defined, using positive words; 

Challenging: to stimulate high standards of performance and to encourage progress; 

Measurable: related to quantified or qualitative performance measures; 

Achievable: within the capabilities of the individual – account should be taken of any constraints that might 
affect the individual’s capacity to achieve the objectives; these could include lack of resources (money, time, 
equipment, and support from other people), lack of experience or training, external factors beyond the 
individual’s control etc;  

Agreed by the manager and the individual concerned – the aim is to provide for the ownership, not the 
imposition, of objectives, although there may be situations where individuals have to be persuaded to accept 
a higher standard than they believe themselves to be capable of attaining; 

Time related: achievable within a defined timescale (this would not be applicable to a role or work 
objective); 

Focused on teamwork: emphasize the need to work as an effective member of a team as well as individual 
achievement 

Many organizations use the following ‘SMART’ mnemonic to summarize the characteristics of good 
objectives: 

S = Specific/stretching – clear, unambiguous, straightforward, understandable and challenging. 
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M= Measurable – quantity, quality, time, money. 

A = Achievable – challenging but within the reach of a competent and committed person. 

R = Relevant – relevant to the objectives of the organization so that the goal of the individual is aligned to 
corporate goals. 

T = Time framed – to be completed within an agreed timescale. 

3.31.1.9 Integrating Objectives 
A defining characteristic of performance management is the importance attached to the integration or 
alignment of individual objectives with organizational objectives. The aim is to focus people on doing the 
right things in order to achieve a shared understanding of performance requirements throughout the 
organization. 

Figure-3.16: Integration of Objectives 

 
Figure-3.17: Two-way process of agreeing integrated objectives 
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3.31.1.10 Objective-setting checklist 
1. Has the objective-setting process been based on an agreed and up-to date role profile that sets out key 

result areas? 

2. Has objective setting been carried out jointly with your manager? 

3. Are your standards and targets clearly related to the key result areas in your role profile? 

4. Do your objectives clearly and specifically support the achievement of your team and functional 
objectives and, ultimately, corporate objectives. If so, how? 

5. Are your objectives specific? 

6. Do they provide some challenge to you? 

7. Are they realistic and attainable? 

8. Has a time limit for their achievement been agreed? 

9. How will you know that your objectives have been achieved? 

10. Have any problems you may meet in attaining your objectives been identified and has action to 
overcome these problems been agreed? 

3.32 PERFORMANCE MEASURES AND ASSESSMENT 
It is often said that, ‘if you can’t measure it, you can’t manage it’ and ‘what gets measured gets done’. 
Certainly, you cannot improve performance until you know what present performance is. 

The process of managing performance begins by defining expectations in terms of targets, standards and 
competence requirements. But improvements to performance and personal development programmes have to 
start from an understanding of what the level of current performance is in terms of both results and 
competence. This is the basis for identifying improvement and development needs if there is a shortfall. 
More positively, it provides the information required for career planning and continuous development by 
identifying strengths to be enhanced as well as weaknesses to be overcome. But this can only be achieved if 
there are agreed and reliable performance measures or criteria for assessment. Performance management 
involves encouraging people to take charge of their own performance. This cannot be done unless they can 
measure, assess and therefore monitor progress towards their goals. 

Measurement is an important concept in performance management. It is the basis for providing and 
generating feedback, it identifies where things are going well to provide the foundations for building further 
success, and it indicates here things are not going so well, so that corrective action can be taken.  

3.33 CONCLUSION 
A performance management process sets the platform for rewarding excellence by aligning individual 
employee accomplishments with the organization’s mission and objectives and making the employee and the 
organization understand the importance of a specific job in realizing outcomes. By establishing clear 
performance expectations which includes results, actions and behaviours, it helps the employees in 
understanding what exactly is expected out of their jobs and setting of standards help in eliminating those 
jobs which are of no use any longer. Through regular feedback and coaching, it provides an advantage of 
diagnosing the problems at an early stage and taking corrective actions. To conclude, performance 
management can be regarded as a proactive system of managing employee performance for driving the 
individuals and the organizations towards desired performance and results. It’s about striking a harmonious 
alignment between individual and organizational objectives for accomplishment of excellence in 
performance. 
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4.1 THE INDIAN IT INDUSTRY 
The Information Technology (IT) sector in India holds the distinction of advancing the country into the new-
age economy. The growth momentum attained by the overall economy since the late 1990s to a great extent 
can be owed to the IT sector, well supported by a liberalised policy regime with reduction in 
telecommunication cost and import duties on hardware and software. Perceptible is the transformation since 
liberalisation – India today is the world leader in information technology and business outsourcing. 
Correspondingly, the industry’s contribution to India’s GDP has grown significantly from 1.2% in 1999-
2000 to around 4.8% in FY06, and has been estimated to cross 5% in FY07. The sector has been growing at 
an annual rate of 28% per annum since FY01. 

Indian IT companies have globally established their superiority in terms of cost advantage, availability of 
skilled manpower and the quality of services. They have been enhancing their global service delivery 
capabilities through a combination of organic and inorganic growth initiatives. Global giants like Microsoft, 
SAP, Oracle, and Lenovo have already established their captive centre’s in India. These companies recognize 
the advantage India offers and the fact that it is among the fastest growing IT markets in the Asia-Pacific 
region. 

Summarizing some key highlights of the sector in FY06: 
 Software and services exports were estimated to have grown by 32% in dollar terms to exceed US$ 23 bn. 

 ITeS-BPO exports were estimated to touch US$ 6.3 bn, a growth of 37% 

 IT-ITeS export revenues from engineering and R&D services, offshore product development and made-
in-India software products touched an estimated US$ 3.9 bn from US$3.1 bn in FY05 

 Sales of Personal computers crossed 4.7 mn units; a growth of 20% compared to 3.6 mn units sold in 
FY05 

 As of Dec 06, around 440 Indian companies had acquired quality certification with 90 companies 
certified at SEI CMM Level 5, higher than any other country in the world 

 The total number of IT and ITeS-BPO professionals employed in India was estimated to have grown to 
1,293,000 from 1,058,000 in FY05 

4.2 INDUSTRY STRUCTURE 
The size of the Indian IT industry, according to NASSCOM, has been estimated to be around US$ 47.8 bn. 
The Indian IT industry can be broadly divided into two markets: domestic market and exports market. The 
exports market constitutes the largest segment accounting for 75% of the total revenue generated by the 
Indian software industry. 

The domestic IT market is broadly divided into the following four segments: IT Services, software segment 
which includes engineering and Research & Development (R&D) services, IT-enabled Services and 
Business Process Outsourcing (ITeS-BPO), and Hardware. While IT Services accounted for 34% of the total 
revenue generated by the domestic market in FY06, the Engineering Services, R&D and Software Products 
segments together accounted for 10% of the revenue. The ITeS-BPO segment, on the other hand, contributed 
7%. Hardware is the dominant segment with a share of about 49%. The domestic IT market grew at a CAGR 
of 21.9% during FY02-06 to touch US$ 13.2 bn, and is projected to grow to US$ 15.9 bn in FY07, 
registering a growth of 24% y-o-y. 

The Indian hardware industry is at present estimated to be in the proportion of 30% domestic, 1.25% exports 
and the remaining being imports. The domestic market itself offers tremendous potential for hardware 
companies, thus having very few companies venturing into hardware exports. Imports of IT hardware which 
form a large component of the industry are mainly from Taiwan, China and Korea. Lately, however, MNCs 
in the hardware segment have been viewing India as a hub for setting up hardware manufacturing facilities, 
for instance Dell. 
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Table-4.1: India’s IT Industry (US$ bn) 

 
Source: NASSCOM 

4.3 IT SERVICES EXPORTS 
Indian IT Services exports grew from US$ 10 bn in FY05 to US$ 13.3 bn in FY06, registering a growth of 
33.4%, and is further expected to reach US$ 18.1 bn in FY07, posting a growth of 36%. Revenue from 
‘projects’ dominated the IT Services exports with a share of 58%, with outsourcing and support & training 
activities accounting for 33% and 9% respectively.  

Table-4.2: India's IT Exports 

 
Source: D&B Research 

Within the ITeS-BPO segment, Customer Interaction Services (CIS) account for nearly India’s IT Exports 
XIV 45-50% of the total ITeS-BPO services exports while finance & accounting contributes for the 
remaining 40-45%. Human resource and other high-end knowledge-based processes account for 2% and 8-
10% respectively. 

Few important characteristics of the Indian IT sector include: 

Export intensive: Ever since the industry’s evolution, exports has been the major contributor to the industry. 
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Concentration on Low-end services: Low-end services such as customized software services and 
maintenance have been the key strength of the Indian IT companies. These companies are now however 
moving up the value chain offering end-to-end solutions to clients. 

Labour intensive industry: The very nature of the services offered by the industry makes human resources a 
significant driver for the industry. 

Fragmented industry: D&B’s inhouse database has identified over 8,000 companies which operate in the IT 
space in India, offering a wide range of software products and services. A large number of these companies 
are unorganized players 

Skewed concentration: The revenues of the top four companies, TCS, Infosys, Wipro and Satyam, including 
income of their subsidiaries, account for around 22% of the overall industry. This skewness is all the more 
pronounced in the case of software services. 

Table-4.3 Emerging IT Services Dynamics 

 
Source: D&B Industry Research Service 

Over the years, the Indian companies have positioned themselves well to reap benefits of the emerging 
scenario in the IT sector. 

4.4 NEW SERVICE OFFERINGS 
The Indian IT companies are expanding their service offerings to provide a complete basket of services to 
their clients. These new services include IT consulting, testing, business process management and IT 
infrastructure services, which in a way allows the IT companies to de-risk their business from pricing 
pressures and enter into newer areas which provide them higher growth and profitability. 

4.4.1 k51q3Larger Deal Size 
Indian IT companies have successfully scaled up operations and made a mark in the global outsourcing 
market, evident from the large deals bagged by the Indian IT companies in the past one year, including the 
British Telecom-Tech Mahindra deal which was worth US$ 1 bn, the Pearl Insurance-TCS deal (£ 486 mn), 
the Skandia-HCL Technologies deal (US$ 200 mn) and the Kimberly-Clark-TCS deal (US$ 100 mn). Most 
of the deals bagged by the major companies were in the Banking and Financial Service space which 
reiterates the growth in this vertical. As per the data compiled by Technology Partners International (TPI), 
the Asia Pacific region witnessed a significant increase in total deals amounting to US$ 10 bn in 2006 from 
US$ 6.1 bn in 2005. Indian companies bagged contracts (above US$ 25 mn) worth US$ 2.7 bn in 2006, with 
a market share of 25% in the Asia Pacific region. 

4.4.2 Growing presence of MNCs 
Cost arbitrage and the availability of a large talent pool have attracted several MNCs to India. Big players 
like IBM, Accenture, Capgemini and Oracle among others have not only increased their headcounts in India 
but also outperformed their global performance in terms of revenue growth. Their Indian operations are 
witnessing strong growth as compared to their global business. Some of the major global companies like 
Intel, IBM and CSC are cutting jobs abroad and shifting their base to India.  
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ITES is also emerging as an important market for the Indian IT industry, considering the fact that the share 
of exports to Europe from India increased from 22.2% in FY03 to 25.1% in FY06. After the US, Indian 
companies are looking at the European region as a potential market for exports and also to expand their 
global presence. Mergers and acquisitions has been one of the routes that the Indian companies have adopted 
to enhance their presence in European markets. 

4.4.3 Concerns for the Indian IT Industry 
Though demand conditions have been optimistic, the Indian IT sector is exposed to certain risks which may 
deter growth. An appreciating rupee, anticipated slowdown in the US economy, shortage of skilled 
manpower, limitations in domestic infrastructure and competition from other global players offering 
manpower at low cost like China, Philippines and Vietnam can have a negative impact on the performance of 
the Indian IT companies. 

Besides, increasing activities of global MNCs in India will make difficult employee retention for Indian 
companies. NASSCOM opines that there will be a shortage of half a million people in the IT and ITeS 
segments by 2009. With an industry attrition level hovering around 20-25% (often higher for smaller 
players), companies are likely to offer an increase of 10-15% in salaries in the coming years. 

On the financial front, wage inflation of 10-15% and forex fluctuation can reduce the top line as well as the 
bottom line of the companies. Unless the Government defers the withdrawal of tax incentives which is due to 
expire after 2009, IT companies operating out of the Software Technology Parks of India (STPIs) are likely 
to witness an increase in their tax liabilities, which may reduce their profitability further.  

Table-4.4: Key Positives & Negatives for the Indian IT Industry 

 
Some Acquisitions in the IT Space in 2006 
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Table-4.5: Major Acquisitions in IT Industry 

 
Source: D&B Industry Research Service 
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4.5 INTRODUCTION TO IT / ITES INDUSTRY IN VIDARBHA REGION 
According to NASSCOM, the IT / ITES industry is growing at a healthy rate, and to meet expansion 
objective, companies must setup facilities in Tier 2 / 3 regions and take advantage of untapped local talent 
and significant cost arbitrage when compared to Tier 1 cities .  

Nagpur, the geographical centre of India and the second capital of Maharashtra state, is one such region in 
India which has a considerable potential to grow, prosper and contribute to the growth of the nation. 
Developed infrastructure, first-in-the-nation initiatives for privatization and public private partnerships in the 
utilities sector, sizable supply of skilled human resources, clean and green environment, short commute 
times, weekend getaways, enriching and balanced lifestyle and a growing IT /ITES activity makes Nagpur an 
emerging IT destination. The one-day Nagpur Calling IT /ITES conference - a joint initiative by VED, 
NASSCOM, VASE and MADC – intends to enable companies to explore business opportunities at Nagpur. 
With strong regional know how of servicing over 4 lac customers in the industrial, commercial and 
residential space and continuing its efforts as a partner in Nagpur City’s development, Spanco has instituted 
this report so as to support IT/ITES business leaders with information and insights which will be useful in 
decision making on the prospect of setting up base at Nagpur.  

4.6 IT-ITES INDUSTRY PROFILE 

 
The researcher felt an urgent need to study this global and dynamic IT & ITES industry in Nagpur region. 
The main premise of this study is that performance management plays a vital role in IT industries rather than 
support functions in knowledge-intensive services. By building management capabilities in both HR and IT, 
knowledge-intensive services can transform their business processes that, in turn, enable them to provide 
exemplary services to the customers.  
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Thus the researcher has conducted a survey in IT companies based in Vidarbha region. The data was 
collected from Entry level executives, Middle Managers, Senior Professionals and HR trainers and 
consultants who act as a major workforce for this industry.  

4.7 LIST OF IT COMPANIES UNDER STUDY 
Sr. No. Name of IT Company 

1.  ABYSS Enterprise Pvt.Ltd 
2.  ADCC Infocad Pvt.Ltd 
3.  ADCC Research & Computing Centre Ltd. 
4.  Agape Inc. Agape House 
5.  All 1 Source Technologies 
6.  AKSOFTTECH 
7.  Arcon Engineers 
8.  Ascent Transcription services (l) Pvt.Ltd 
9.  Calypso Systems Pvt. Ltd. 
10.  Centro Informatics Pvt.Ltd. 
11.  Char IT Enabled Services Pvt. Ltd. 
12.  Click technologies India Pvt. Ltd. 
13.  Com1 India 
14.  Control IT India Pvt. Ltd. 
15.  Converse Sourcing Pvt. Ltd. 
16.  Datir Exports (I) Pvt. Ltd. 
17.  DCUBE Software Technologies 
18.  DMC Management Consultants Ltd. 
19.  Easypack Software Incorporation 
20.  e-Caliber (India) Pvt. Ltd.( Excellon Software Pvt. Ltd.) 
21.  E-Fourm Systems Pvt. Ltd. 
22.  ENTERNETZ 
23.  eTruesign 
24.  Excel Software Systems 
25.  Extensio Software , ( India ) Pvt Ltd 
26.  Fundworks India Pvt. Ltd 
27.  G3SOFT INC. 
28.  G. N. Computing Pvt. Ltd. 
29.  GLS Infotech & Financial Services Pvt.Ltd. 
30.  Grover Infotech Pvt. Ltd. 
31.  Harrier Information Systems Pvt. Ltd. 
32.  Hidada Ltd. 
33.  HRM InfoBiz Pvt. Ltd 
34.  Indo Pacific Software & Entertainment Ltd. 
35.  India Active Software Nagpur 
36.  Indrapari Software Systems 
37.  Infocepts Technologies Pvt. Ltd. 
38.  Infodreamz Technologies Pvt. Ltd. 
39.  Internet Business Software Services 
40.  IT Craze (I) Pvt. Ltd 
41.  I TV Network (I) Pvt. Ltd. 
42.  IQ Infosystems Pvt. Ltd. 
43.  Jai Hari Softech 
44.  Lambent Technologies Pvt.Ltd 
45.  Leansoft Solutions Pvt Ltd 
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46.  Lighthouse Systems Pvt. Ltd. 
47.  Mark Services 
48.  mBlazon Solutions Pvt Ltd 
49.  Media Pixels (India) Pvt. Ltd. 
50.  Mega Double click India Pvt. Ltd. 
51.  Meltmagic India 
52.  Micropro Software Solutions Pvt.Ltd. 
53.  MicroOrange Technologies 
54.  NDN Tech Software Solution Pvt. Ltd. 
55.  New Market Velocity India Pvt Ltd 
56.  Novatech Software Pvt. Ltd. 
57.  Nozomi Infotech Pvt. Ltd. 
58.  Omega Technology Solutions Pvt. Ltd. 
59.  Palewar Techno Solutions 
60.  Persistent Systems Pvt.Ltd 
61.  Premier Technology Group Pvt.Ltd.- Ebix Software Asia SEZ PVt. Ltd. Nagpur. 
62.  Prism Software Ltd. 
63.  Quality Management Concepts Pvt. Ltd. 
64.  Quadrant Technologies 
65.  Shree Sai Kaizen Software & Consultant 
66.  Star Itech Pvt.Ltd. 
67.  Supreme Startech Pvt. Ltd 
68.  Sutra Tritech Software Pvt. Ltd. 
69.  Suyash Software Pvt. Ltd. 
70.  Synergy Information IT Solutions 
71.  SANIsoft 
72.  Sap Control Systems And Pvt Ltd 
73.  Trust Systems & Software ( I ) Pvt. Ltd. 
74.  VAMA IT 
75.  VinayRas Infotech 
76.  Vindia IT Services Private Limited 
77.  Virtual Galaxy Infotech Pvt Ltd 
78.  Web-N-Media Technologies Ltd. 
79.  Zeon Solutions Pvt. Ltd. 
80.  Zeta Softech Pvt.Ltd. 
81.  Zep Software Services.Pvt.Ltd.India 
82.  Aid PC Com 
83.  Creative Globe 
84.  R.K. Softwares-Accounting Soft 
85.  Savior Digital Solutions 
86.  AARU Solutions 
87.  Softamedia 
88.  Splendid Software Solutions 
89.  TEAMS Technologies 
90.  PHP Solutions 
91.  Cyberguroo 
92.  Horizon Infotek 

The researcher was unable to locate any IT company in these 5 districts of Vidarbha region- Bhandara, 
Buldhana, Chandrapur, Gadchiroli, Washim. 
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The data of below list of companies was not made available inspite of repeated requests by the researcher but 
the respondents were contacted for survey thorough online questionnaire made with the help of Google docs. 

1. Control IT India Pvt. Ltd., 
2. Char IT Enabled Services Pvt. Ltd. 
3. Converse Sourcing Pvt. Ltd. 
4. Datir Exports (I) Pvt. Ltd. 
5. DMC Management Consultants Ltd. 
6. ENTERNETZ 
7. Excel Software Systems 
8. Fund works India Pvt. Ltd 
9. GLS Infotech & Financial Services Pvt.Ltd. 
10. Grover Infotech Pvt. Ltd. 
11. Hidada Ltd. 
12. HRM InfoBiz Pvt. Ltd 
13. Indrapari Software Systems 
14. Internet Business Software Services 
15. IT Craze (I) Pvt. Ltd 
16. I TV Network (I) Pvt. Ltd. 
17. IQ Infosystems Pvt. Ltd. 
18. Jai Hari Softech 
19. mBlazon Solutions Pvt Ltd 
20. Media Pixels (India) Pvt. Ltd. 
21. Mega Double click India Pvt. Ltd. 
22. New Market Velocity India Pvt Ltd 
23. Synergy Information IT Solutions 
24. Zep Software Services. Pvt. Ltd. India 
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5.1 INTRODUCTION 
The chapter brings forth the energy and the efforts invested in collection of data, its tabulation, interpretation 
and the findings. The researcher has adopted some modern techniques for data evaluation and its analysis 
besides the routine techniques. These modern techniques are the usage of Microsoft Excel and SPSS 
software (version 20) for testing Hypothesis among the quantified variables obtained from the questionnaire. 

5.2 DATA COLLECTION 
The data collection was done by using the questionnaire, observation and the structured interviews. The 
utmost care was taken while designing the Questionnaire so that the respondents must be able to read the 
questions and respond to them and the responses could be easily tabulated in for statistical analysis. Also all 
the questionnaires were also available online with help of googledocs so that it becomes easy for the 
respondents working in IT companies to fill online avoiding location constraints. 

In IT companies mainly the attrition begins at the entry level executives and hence an urgent need was felt by 
researcher to study the performance management at this level. To study at this level quota sampling method 
was used which is suitable to collect the data. The sample size taken for research is: 

Entry level executives--------------------------------------230 

Middle & Senior Level HR Managers------------------150 

HR Trainers and Consultants-----------------------------20 

5.3 DATA COLLECTION AND SOURCES OF DATA 
As some authors have rightly said:“a good operating rule is to consider a survey-to be used only after all 
other possibilities have been exhausted.” 

While making this Research the sources for the collection of data collected was as follows: 

5.3.1 Primary Data 
Data which is collected at first hand, either by the researcher or someone else especially for the purpose of 
the study is known as Primary Data. Sources of primary data are Observation method and Questionnaire. 

The data was to be collected through primary source of data with the use of questionnaire. The survey was 
being conducted over the sample size of 400 respondents. Data was collected from websites of various IT 
Companies in Vidarbha Region for vital information. The method of structured interview was used for a 
sample of 20 HR consultants, Trainers in the Vidarbha Region. The online questionnaire was prepared with 
the help of Google docs: 

https://docs.google.com/spreadsheet/viewform?fromEmail=true&formkey=dE84eE91MmswNHdMRGIta2V
1aS1xenc6MA\ 

The online questionnaire data was collected in a spreadsheet and then tabulated.  

5.3.2 Secondary Data 
Data which exists and is used earlier for some other purpose is known as secondary data in the hands of the 
marketing researcher.  

Secondary Data was collected from documentary sources such as magazines, books, Internet sources, 
Technical papers, Company websites, journals, manuals, newspapers etc. 

5.3.3 Data Codification 
The data was tabulated using following codes: 

Demographic Variables CODE 
A )Gender of respondent 
Male 1 
Female 2 
B) Age Group 
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Below 25 years 1 
26 - 35 years 2 
36 - 45 years 3 
46 yrs and above 4 
C) Designation 
Executive 1 
Quality Auditor 2 
Developer 3 
Senior Developer 4 
Project Manager/Project Leader 5 
Onsite Coordinator 6 
Business Analyst 7 
D) Experience of Respondents 
Less than 1 year 1 
1 - 3 yrs 2 
3 - 5 yrs 3 
5 - 7 yrs 4 
More than 7 yrs 5 
E) Employee Strengths of Respondents 
Less than 50 1 
51- 100 2 
101-500 3 
501-1000 4 
More than 1001 5 
F)Annual Income 
Below 100000 1 
100000-200000 2 
200001-300000 3 
300001-500000 4 
Over 500000 5 

5.4 DATA TABULATION 
The data was tabulated using modern techniques - Microsoft Excel and SPSS software (version 20) was used 
for testing Hypothesis among the quantified variables obtained from the questionnaire.  

5.5 DATA PROCESSING  
Once the data was collected the following flowchart was followed to draw meaningful conclusions. 
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Figure-5.1: Data Processing 

 

5.6 DATA PRESENTATION & FINDINGS OF RESPONSES FROM ENTRY LEVEL EXECUTIVES 

DEMOGRAPHICS-Entry Level Executives 

 
Findings: The graph reveals the gender of the respondents from whom the data for survey was collected. 
The pie diagram indicates among the 230 respondents 60 % were male while 40 % were female. 

 
Findings: The pie diagram indicates that respondents who filled the questionnaire for survey were lying 
in various age groups. The chart above shows that 41 % of respondents lie in age group of 26-35 years and 
37 % below 25 years. Thus it can be seen that as this survey was for entry level executives more were 
lying in 25-35 age bracket. 
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Findings: The pie diagram indicates that 36 % of respondents were Quality Auditor and 21% were 
Executives. The entry level positions in IT companies are mainly Executives and for the domain specific 
the designation is Quality Auditor. 

 
Findings: The pie diagram shows the experience in years for the respondents surveyed. It can be seen 
among the executives surveyed 43% were having experience between 1-3 years and 39% were lying in the 
experience group of less than 1 year. As the survey was mostly for the entry level executives they mostly 
lie in the experience category upto 3 years. 

 
Findings: The pie diagram indicates the number of employees working in an organisation where the 
respondents are chosen from. It can be seen that 29 % respondents have 101-500, 25% have 501-1000 
employees in their organisation. This indicates that the strength of the organisation plays a major role in 
implementing PMS in any organisation. 

 
Findings: The pie diagram indicates the annual income of the executives chosen for survey. It can be seen 
that as these are entry level executives therefore 34 % of executives had annual income between 2 – 3 
lacs. After this the other respondents were in various income groups such as 20% (1-2 lacs), 18 %( over 5 
lacs), 17% (below 1lacs) and 11% lie in (3-5 lacs). 
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Variable 1:PMS system is structured in Nature 

 
Findings: The chart shows the degree of agreement among the executives for the PMS process type. The 
chart above indicates that 156 respondents out of 230 have agreed to the fact that they have a well 
documented PMs process in their organisation. It forms around 67% of total executives surveyed. 

 
Findings: The chart shows the degree of agreement among the executives for the PMS process is an 
assessment of individual’s performance in systematic way. The chart above indicates that 91 respondents 
out of 230 have disagreed to this fact. Adding to this 41 have strongly disagreed the same while 66 
respondents where neutral in their response. 
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Findings: The chart shows the degree of agreement among the executives for the PMS process is 
systematic. The chart above indicates that 123 respondents out of 230 have disagreed to this fact that the 
process is PMS process is systematic. Adding to this 48 have strongly disagreed the same while 19 
respondents where neutral in their response. 

 
Findings: The chart shows the degree of agreement among the executives for the PMS process is not 
merely a questionnaire filling exercise. The chart above indicates that 71 respondents out of 230 have 
agreed to the fact .While 69 disagreed and 65 strongly disagreed that PMS process is not merely a 
questionnaire filling exercise. This indicates that almost 50 % of respondents have indicated their 
agreement that PMS process is merely a questionnaire filling exercise. 

 
Findings: The chart shows the degree of agreement among the executives for the PMS process carried out 
is formal in nature. The chart above indicates that 102 respondents out of 230 have disagreed and 57 have 
strongly disagreed to the fact which clearly indicates more than 50% of the sample population. While only 
27 agreed and 7 strongly agreed that PMS process carried out is formal in nature. This indicates that in 
most of the organisation the PMS process is not so formal in nature. 
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Findings: The chart shows the degree of agreement among the executives for the PMS is structured 
formal interaction between a subordinate and supervisor. The chart above indicates that 80 respondents 
out of 230 have disagreed and 42 have strongly disagreed to the fact which clearly indicates more than 
50% of the sample population. While only 72 agreed and 14 strongly agreed that PMS process is mostly 
an informal process and it lies in the hands of seniors and top management.  

 
Findings: The chart shows the degree of agreement among the executives for the PMS process is a time 
consuming activity. The chart above indicates that 106 respondents out of 230 have agreed and 35 have 
strongly disagreed to the fact which clearly indicates more than 50% of the sample population. While 45 
respondents are neutral in their response. The PMS process seems to be time consuming for most of the 
respondents. 
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Findings: The chart shows the degree of agreement among the executives for the PMS is a well 
communicated process. The chart above indicates that 64 respondents out of 230 have agreed and 22 have 
strongly disagreed to the fact which clearly indicates more than 50% of the sample population. While 51 
respondents are neutral in their response. The PMS process is usually a communicated process in most of 
the IT companies. 

 
Findings: The chart shows the degree of agreement among the executives for the appropriateness of time 
span in which Performance review takes place. The chart above indicates that 167 respondents out of 230 
have agreed and 19 have strongly agreed to the fact which clearly indicates more than 50% of the sample 
population. While only 12 respondents are neutral in their response. The PMS process is usually  annual 
process and thus the executives feel it as an appropriate time for the performance review. 

 
Findings: The chart shows the degree of agreement among the executives for the less time wastage in 
PMS process. The chart above indicates that 104 respondents out of 230 have agreed and 15 have strongly 
agreed to the fact. While 34 respondents are neutral in their response. The PMS process is usually a year 
round process and HR dept mostly handles it and thus executives feel it as a less time consuming activity. 



 

 

Performance Management Practices for IT Companies  

58 

 

 
Findings: The chart shows the degree of agreement among the executives for the encouragement of top 
management to set high goals.  The chart above indicates that 88 respondents out of 230 have agreed and 
22 have strongly agreed to the fact. While 24 respondents are neutral in their response. It can also be seen 
here that almost 40 respondents disagreed and 56 have strongly disagreed. This shows that in many 
companies the top management fails to encourage their executives.  
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Variable 2: Utility Of PMS to Executives 

 
Findings: The chart shows the degree of agreement for PMS process gives the executives an 
opportunity to set their own performance standard. The chart above indicates that 172 respondents out of 
230 have agreed and 35 have strongly agreed to the fact. While 12 respondents are neutral in their 
response. As software Industry mostly being project based so executives get an opportunity to set their 
own performance standards and meet the project deadline accordingly. 

 
Findings: The chart shows the degree of agreement for PMS process gives the organisation or ct as an 
indicator for deciding promotions. The chart above indicates that 172 respondents out of 230 have 
agreed and 35 have strongly agreed to the fact. While 12 respondents are neutral in their response. As 
software Industry mostly being project based so executives get an opportunity to set their own 
performance standards and meet the project deadline accordingly. 
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Findings: The chart shows the degree of agreement for PMS helps in identifying their strengths and 
weaknesses. The chart above indicates that 75 respondents out of 230 have disagreed and 55 have 
strongly disagreed to the fact. While 43 respondents are neutral in their response. This indicates that in 
most of the IT companies executives fail to identify their strengths and weaknesses and thus holding 
company back from achieving their goals or serving customers. 

 
Findings: The chart shows the degree of agreement for PMS helps in systematic alignment of goals. The 
chart above indicates that 75 respondents out of 230 have disagreed and 55 have strongly disagreed to 
the fact. While 43 respondents are neutral in their response. This indicates that in most of the IT 
companies executives fail to identify their strengths and weaknesses and thus holding company back 
from achieving their goals or serving customers. 
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Findings: The chart depicts the degree of agreement that does PMS process decides their purpose of job. 
The chart above indicates that 106 respondents out of 230 have agreed and 21 have strongly disagreed to 
the fact. While 24 respondents are neutral in their response. This indicates that most of the IT company 
executives do identify their purpose of job as the job is mostly technical in nature and has specific skill 
set requirement.  

 
Findings: The chart depicts the degree of agreement that does PMS process provides an opportunity for 
improvements. The chart above indicates that 107 respondents out of 230 have agreed and 24 have 
strongly agreed to the fact. While 15 respondents are neutral in their response. This indicates that most 
of the IT company executives gets an opportunity for identifying the improvements as the client 
requirements vary from project to project and thus the technology changing every day. 
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Findings: The chart depicts the degree of agreement that does PMS helps in finding unused hidden 
strengths. The chart above indicates that 126 respondents out of 230 have agreed and 35 have strongly 
agreed to the fact. While 14 respondents are neutral in their response. This indicates that most of the IT 
company executives get an opportunity for identifying unused strengths in them as they need to keep 
themselves upgraded with the changing technology and varying client requirements. 

 
Findings: The chart depicts the degree of agreement that does PMS helps in effort recognition. The 
chart above indicates that 55 respondents out of 230 have disagreed and 57 have strongly disagreed to 
the fact. While 35 respondents are neutral in their response. This parameter seems to have mixed 
responses as 69 respondents have agreed to this fact.  This indicates that there seems to be mixed 
responses for this as most of the respondents feel that there is no effort recognition as most of the times 
the proper PMS system lacks so it fails in keeping proper track of the individual efforts.  
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Findings: The chart depicts the degree of agreement that does PMS helps in establishing level of 
performance in the current job and seek ways of improving it. The chart above indicates that 106 
respondents out of 230 have agreed and 30 have strongly agreed to the fact. This statistics is more than 
50 % of total sample population, thus it can be said that in few IT companies the PMS process identifies 
the performance level benchmarks and thus it seeks ways in improving it. 

 
Findings: The chart depicts the degree of agreement that does PMS process helps in analysing potential 
and refining it for their development. The chart above indicates that 69 respondents out of 230 have 
agreed and 16 have strongly agreed to the fact. While 30 respondents are neutral in their response. 
Equally 60 executives strongly disagree and 55 disagree to this fact. This indicates that in most of the IT 
companies the PMS process lacks in identifying the potential and thus creating avenues for its 
development. 
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Findings: The chart depicts the degree of agreement that does PMS process helps in assessing the 
executive’s competencies. The chart above indicates that 83 respondents out of 230 have disagreed and 
65 have strongly disagreed to this fact. The IT companies are mostly based on project allotted and thus 
lacks in identifying the competencies. 

 
Findings: The chart depicts the degree of agreement that does PMS process gives timely feedback. The 
chart above indicates that 103 respondents out of 230 have disagreed and 64 have strongly disagreed to 
this fact. The IT companies are mostly piled up with work as the project deadlines are to be met and thus 
mostly the executives lack in submitting the PMS forms or the data for the same resulting in delay in 
feedback. 
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Findings: The chart depicts the degree of agreement that does PMS process gives an opportunity to 
improve the performance of an executive. The chart above indicates that 99 respondents out of 230 have 
disagreed and 21 have strongly disagreed to this fact. This clearly indicates that the performance of 
executive is a crucial matter and thus most of the executives feel that they are not provided with an 
opportunity for improvement. 

Variable 3: PMS Benefits To Organisation 

 
Findings: The chart depicts the degree of agreement that does PMS process is one of the important 
parameter for deciding incentive structure. The chart above indicates that 110 respondents out of 230 
have agreed and 69 have strongly agreed to this fact. This clearly indicates that in most of the IT 
companies PMS is used as a tool for deciding incentive structure. 
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Findings: The chart depicts the degree of agreement that does PMS process in deciding KRAs for the 
job. The chart above indicates that 88 respondents out of 230 have agreed and 80 have strongly agreed to 
this fact. This clearly indicates that in most of the IT companies PMS is used for deciding KRAs of job. 

 
Findings: The chart depicts the degree of agreement that does PMS process helps in creating systematic 
work style. The chart above indicates that 108 respondents out of 230 have agreed and 20 have strongly 
agreed to this fact. Also in this chart it can be seen that 80 respondents are neutral in their response. This 
clearly indicates that still most of the executives feel that PMS aligns all the workgroup activities and 
thus creating a systematic workstyle.Also on the contrary looking at the neutral responses the point can 
be noted that most of the executives are still confused with this fact of PMS creating a systematic 
working style and thus remain to be neutral. 
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Findings: The chart depicts the degree of agreement that does PMS process helps in providing 
opportunities for skills development. The chart above indicates that 67 respondents out of 230 have 
agreed and 91 have strongly agreed to this fact. Also in this chart it can be seen that 27 respondents are 
neutral in their response. This shows that IT companies being project based gives an opportunity to learn 
new skills and thus PMS identifies the skills required and thus project allotment as per the skills 
identified. 

 
Findings: The chart depicts the degree of agreement that does PMS process helps in identifying 
Training needs assessment. The chart above indicates that 84 respondents out of 230 have disagreed and 
81 have strongly disagreed to this fact. This depicts that most of the respondents feel that PMS lacks in 
assessment of training needs. This should be an area of prime importance as training needs analysis can 
help the executives clarify their project's goals and evaluate possible solutions. 
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Findings: The chart depicts the degree of agreement that does PMS process helps in reducing conflicts 
at the workplace. The chart above indicates that 84 respondents out of 230 have disagreed and 13 have 
strongly disagreed to this fact. Conflict in the workplace can arise for many reasons. Employees can 
become frustrated at their stagnant job functions or lack of a career path, or they may feel that 
management is unable to point the company in the right direction. Thus most of the executive feel that 
PMS can reduce these workplace conflicts. 

 
Findings: The chart depicts the degree of agreement that does PMS process helps in reducing 
breakdowns in work. The chart above indicates that 96 respondents out of 230 have disagreed and 37 
have strongly disagreed to this fact. Workplace is stressful when executives don't have the tools to do the 
jobs such as authority, skills, training or sometimes lack in timely decision making. Thus PMS can be of 
great help in reducing work breakdowns but some executives have expressed their disagreement which 
indicates that most of the times work breakdowns are due to lack of resources and tools so PMS is not 
much help. 
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Findings: The chart depicts the degree of agreement that does PMS process is one of the important 
parameter for forming project team. The chart above indicates that 88 respondents out of 230 have 
disagreed and 51 have strongly disagreed to this fact. The team comes together, starts to understand the 
goals and boundaries, and initiates the tasks based on the skills and technical know-how for the project. 
Thus most of the respondents have disagreed that PMS helps in forming project teams. 

 
Findings: The chart depicts the degree of agreement that does PMS process helps in taking right and 
faster decisions. The chart above indicates that 88 respondents out of 230 have disagreed and 51 have 
strongly disagreed to this fact. This seems to give mixed response as there are many other factors 
associated in decision making process such as policies, management, project clientele side requirements 
so most of the executives feel that PMS may be or may not be helpful in taking right and fast decisions. 
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Variable 4: Faireness & Transaparency Of PMS 

 
Findings: The chart depicts the degree of agreement that does PMS process is unbiased. The chart 
above indicates that 85 respondents out of 230 have agreed and 15 have strongly agreed to this fact. Also 
the percentage of respondents for disagreement is equally high which may be due to the PMS process 
mostly in hands of superiors or project leaders in charge of particular project team and thus executives 
feel that the PMS process may be biased. 

 
Findings: The chart depicts the degree of agreement that does PMS process is fair and transparent. The 
chart above indicates that 56 respondents out of 230 have disagreed and 75 have strongly disagreed to 
this fact. This indicates that most of the respondents feel that PMS process is not fair and transparent 
which is a major concern area. Objectivity in a performance review process is critical. Employees are 
engaged in the PMS process and deem the process to be fair and transparent. Many organisations link 
the performance review process to remuneration, often through performance related or competence 
related pay. 
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Findings: The chart depicts the degree of agreement that does PMS process is needs to be improved. 
The chart above indicates that 93 respondents out of 230 have agreed and 20 have strongly agreed to this 
fact. Developing clear job descriptions and employee performance plans which includes the key result 
areas (KRA') and performance indicators is the major area identified for the improvements in existing 
PMS system was observed in the survey.  

 
Findings: The chart depicts the degree of agreement that does PMS process gives proper assessment of 
executive’s contribution towards organisation. The chart above indicates that 70 respondents out of 230 
have disagreed and 48 have strongly disagreed to this fact. The reasons may be the PMS process is not 
meeting its objective in the majority of the organisations. 
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Findings: The chart depicts the degree of agreement that does PMS process helps in judging executives 
performance fairly. The chart above indicates that 49 respondents out of 230 have disagreed and 76 have 
strongly disagreed to this fact. This depicts that in many companies the executives feel that PMS process 
lacks in judging performance and thus creating more doubts among the executive for its fairness. 

 
Findings: The chart depicts the degree of agreement that does PMS process gives fair review. The chart 
above indicates that 41respondents out of 230 have disagreed and 46 have strongly disagreed to this fact. 
This indicates that as employees, project leaders are involved in the process of evaluation it fails in 
giving fair and accurate review of individual’s performance consistently.  
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Findings: The chart depicts the degree of agreement that top management don’t play favoritism. The 
chart above indicates that 60 respondents out of 230 have disagreed and 44 have strongly disagreed to 
this fact. Also 88 respondents have agreed that Top management do not play favoritism as PMS includes 
employee and management participation for it to be non-biased and fair and thus avoids favoritism. 

Variable 5: PMS Contribution To Healthy Work Culture 

 
Findings: The chart depicts the degree of agreement that PMS helps in improving executive’s 
relationship with their superiors. The chart above indicates that 53 respondents out of 230 have 
disagreed and 35 have strongly disagreed to this fact whereas 112 respondents have agreed to this 
fact.PMS gives an overall performance review and the consistency along with timely feedbacks make 
the executives relationship more cordial with their superiors. 
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Findings: The chart depicts the degree of agreement that PMS helps in improving executive’s 
relationship with their Colleagues. The chart above indicates that 34 respondents out of 230 have 
disagreed and 64 have strongly disagreed to this fact whereas 92 respondents have agreed to this 
fact.PMS being an overall performance management creates a more healthy work environment in the 
workplace among colleagues thus maintaining good relationships among the colleagues. 

 
Findings: The chart depicts the degree of agreement that PMS helps in improving executive’s 
relationship with their Subordinates. The chart above indicates that 77 respondents out of 230 have 
disagreed and 97 have strongly disagreed to this fact whereas 43 respondents have agreed to this 
fact.PMS helps in identifying KRAs, training assessment needs and identifying opportunities and thus 
creating a dynamic and competitive work environment .So most of the executives feels less cordial 
relationship with their subordinates but few company executives are exceptions to this. 
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Findings: The chart depicts the degree of agreement on frequency of Conflicts related to PMS in their 
organisation. The chart above indicates that 62 respondents out of 230 have disagreed and 78 have 
strongly disagreed to this fact whereas 58 respondents have agreed to this fact. The conflicts mostly 
occur in PMS are related to training need assessments, performance linked incentives, revision of 
compensation package or any project opportunities. 

Variable 6: Perceived Use Of PMS By Organisation 

 
Findings: The chart depicts the use of PMS process for executive’s career progression. The chart above 
indicates that 62 respondents out of 230 have disagreed and 79 have strongly disagreed to this fact 
whereas 67 respondents have agreed to this fact.PMS identifies skills of executives and thus creates an 
opportunity for career development. This in turn helps organisation to create a good resource pool of 
employees in organisation so that more opportunities can be encashed. 
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Findings: The chart depicts the use of PMS process helps in alignment of organisation and executives 
goals. The chart above indicates that 67 respondents out of 230 have disagreed and 75 have strongly 
disagreed to this fact whereas 61 respondents have agreed to this fact. PMS helps in identifying 
individual goal alignment and thus creating an opportunity for all executives to develop and grow in 
organisation. This helps in alignment of organisations goals and executive goals.  

 
Findings: The chart depicts the use of PMS process helps in effective project team formation in 
organisation. The chart above indicates that 70 respondents out of 230 have disagreed and 90 have 
strongly disagreed to this fact whereas only 42 respondents have agreed to this fact. This clearly 
indicates that forming of project team mainly depends on the technical requirements of project and not 
on PMS process. 
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Findings: The chart depicts the use of PMS process facilitates performance. The chart above indicates 
that 69 respondents out of 230 have disagreed and 69 have strongly disagreed to this fact whereas only 
57 respondents have agreed to this fact. This depicts that PMS focuses on many aspects and inturn 
sidelines the Performance aspect for any organisation. 

 
Findings: The chart depicts the use of PMS process helps in defining executive’s behaviour at 
workplace.  The chart above indicates that 65 respondents out of 230 have disagreed and 83 have 
strongly disagreed to this fact whereas only 42 respondents have agreed to this fact. The PMS process is 
mainly the overall development and identifying opportunities to grow for all executives in organisation. 
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Findings: The chart depicts the use of PMS helps in effective work delegation in project teams. The 
chart above indicates that 59 respondents out of 230 have disagreed and 91 have strongly disagreed to 
this fact whereas only 36 respondents have agreed to this fact.  

 
Findings: The chart depicts the use of PMS helps in enhancing career maps of executives. The chart 
above indicates that 54 respondents out of 230 have disagreed and 87 have strongly disagreed to this fact 
whereas only 31 respondents have agreed to this fact. 
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Findings: The chart depicts the use of PMS process gives correct reviews for executive’s progress. The 
chart above indicates that 49 respondents out of 230 have disagreed and 94 have strongly disagreed to 
this fact whereas only 32 respondents have agreed to this fact. 

 
Findings: The chart depicts that poor performance in an organisation is handled sensitively.  The chart 
above indicates that 67 respondents out of 230 have disagreed and 89 have strongly disagreed to this fact 
whereas only 34 respondents have agreed to this fact. 
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Variable 7: PMS Works For All Levels 

 
Findings: The chart depicts that PMS works well for all levels of employees in organisation. The chart 
above indicates that 88 respondents out of 230 have disagreed and 63 have strongly disagreed to this fact 
whereas only 24 respondents have agreed to this fact. 

 
Findings: The chart depicts that PMS works well for all in organisation. The chart above indicates that 
56 respondents out of 230 have disagreed & 89 have strongly disagreed to this fact whereas only 44 
respondents have agreed to this fact.  
 



 

 

Performance Management Practices for IT Companies  

81 

Variable 8: Awareness About PMS 

 
Findings: The chart depicts the awareness among executives for PMS process. The chart above 
indicates that 48 respondents out of 230 have disagreed and 79 have strongly disagreed to this fact 
whereas only 52 respondents have agreed to this fact. As the PMS process involves participation among 
the executives so the responses indicate that only few executives are aware about the PMS process. This 
indicates that in only few companies a proper PMS is followed. 

 
Findings: The chart depicts that does Managers take PMS process seriously. The chart above indicates 
that 62 respondents out of 230 have disagreed and 85 have strongly disagreed to this fact whereas only 
36 respondents have agreed to this fact. The Mangers mostly review the performance on their 
individual’s perception so without taking much effort in overall evaluation just evaluate the annual 
performance in an informal way or decide performance evaluation without a proper validated system. 
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Variable 9: Resistant To PMS process 

 
Findings: The chart depicts that the fear factor associated with the PMS process is not there in the 
organisations. The chart above indicates that 61respondents out of 230 have disagreed and 78 have 
strongly disagreed to this fact whereas only 34 respondents have agreed to this fact. 

 
Findings: The chart depicts that PMS process reveals other factors that hinder their performances. The 
chart above indicates that 52 respondents out of 230 have disagreed and 63 have strongly disagreed to 
this fact whereas only 48 respondents have agreed to this fact. This depicts that in most of the 
organisations do not have a formal PMS in their organisations and thus it fails to meet its objectives of 
revealing the areas of improvement to executives. 



 

 

Performance Management Practices for IT Companies  

83 

5.7 Data Presentation and Findings of responses from Middle & Senior Level HR Managers 

Part I:Demographics 

 
Findings: The pie diagram depicts that the majority of respondents interviewed for this middle & senior 
level HR managers were female comprising 63% of sample population surveyed. HR has been 
associated with a 'softer' social science background which tends to attract women, whereas men tend to 
prefer the 'harder' sciences may be the reason for having only 37% are male in HR profession in the 
survey conducted. 

 
Findings: The pie diagram depicts the age group in which the survey was conducted for middle and 
senior level HR managers. It was observed that 34 % of the respondents lie in 30-35 yrs age group and 
30% in 35-40 years age group. 

 
Findings: The pie diagram depicts the level of respondents in the organisation. It was seen that 23% 
were Top level Managers, 40% were Middle level mangers and Operational were 37%.This indicates 
that the major population was lying in operational group as they were mostly the Operations managers, 
HR Managers, Administration staff.  
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Findings: The pie diagram depicts the designation of respondents for which the survey was conducted 
.It was observed that Mostly the respondents were Managers(45%) and Senior Managers(29%) and few 
were Project Leaders(15%) Deputy Managers (8%) & others (3%). 

 
Findings: The pie diagram shows the experience of the respondents surveyed. It was observed that there 
was a varied experience groups among the surveyed. Mostly were in the experience group of 5-7 years. 

 
Findings: The pie diagram shows the strength of organisation from the respondents were surveyed. The 
respondents were majorly from Vidarbha region which comprises of small IT companies.56% 
respondents had strength of 51-100 employees in their companies. 
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Findings: The pie diagram shows the response from the respondent’s wether they conduct formal 
appraisal of team members. It was observed that only 39 % of respondents carried out formal appraisal 
of their team members while 61% said they No. This indicated an urgent need for researcher to know 
why the appraisal process is not carried out formally and factors’ affecting it and the major reason was 
lack of competence. 

 
Findings: Frequency of performance appraisal is mostly annual in IT companies followed by Quarterly. 
Most organisations have at least an annual review suggests that frequent reviews are required to ensure 
progress is being made on developmental objectives so few follow Quarterly also. 

 
Findings: The pie diagram depicts the criteria for evaluation of employee. The major criterion used was 
attendance which forms around 28 % followed by customer focus is 22%. 
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Findings: The pie diagram depicts the common rating used for appraisal in organization.There were 
mixed response where Comments method  was used 49% , Scoring by 20% and both by 31%. 

 
Findings: The pie chart depicts the way feedback is given to the employees in different organisations. 
There were many methods adopted to give feedback like Manager assessment, self assessment, oral 
feedback was also given in few company’s. Also one finding was seen that in many company’s No 
feedback was given and it was just one way process where the annual increment process was done as an 
activity under PMS. 

 
Findings: The pie chart depicts the type of feedback shared with the employees in the organisation. It 
was seen that 48% of them shared both positive and negative feedback to employees whereas 52% said 
no such response is given. The feedback suggests ways to improve the performance e and thus 
increasing the productivity of the organisation. 
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Findings: The pie chart depicts wether the managers follow a self-assessment of employee’s .It was 
observed that only 37% carry self-assessment. On probing further the respondent added that the major 
reason was bias among the team members for team members. 

 
Findings: The pie chart shows the compensation relation with appraisal in organisation. Almost 53%of 
respondents said that compensation revision is the process majorly involved in PMS and while 47% said 
no for the same. 

 
Findings: The pie chart depicts wether the appraiser sets any target for employee being appraised. It 
was found that 67% said ‘No’ i.e., mostly appraisals are seen as a routine annual increment process. 
Training assessment, Promotions, Skills development is not paid adherence to in few organisations 
interviewed.  
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Findings: Though several systematic methods and approaches are available to assess employee 
performance, the element of subjectivity cannot be completely eliminated from the PMS process and 
these errors in rating and evaluation seems to be most challenging aspect of PMS. 

 
Findings: Performance Management can be seen as a holistic process which aims to bring together a 
number of aspects, including appraisal but this is not yet understood by executives in IT companies and 
thus for them both PMS and performance appraisal are synonyms. 

 
Findings: Performance management systems enable organizations to automate and optimize their 
performance processes and align employee development and goals with corporate objectives. Therefore 
choosing the right method for performance appraisal is more important as per the HR department. 
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Findings: Pay being increasingly linked to performance due to rapid increase in remuneration levels in 
recent years and increasing instances of inadequate delivery in project due to these linked incentives. 
Therefore promotions coupled with salary increase and provision of fringe benefits is common in IT 
industries in Nagpur. 

 
Findings: PMS involves  time issuing forms, collecting forms, tabulating trends, normalizing data, 
convening committees to meet, announcing rewards, pacifying those who are not rewarded, 
communicating polices, etc. 

 
Findings: Managers commit mistakes while evaluating employees and their performance. Biases and 
judgment errors of various kinds may spoil the performance appraisal process due to human 
involvement. 
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Findings: Each employee believes that he/ she is doing the best and deserves higher performance rating 
and thus mostly these grievances are discussed in informal way such as Informal meetings. Also some 
discussion is done in project meetings. 

 
Findings: The purpose of the induction period (comprised of few hours or a few days) is to help a new 
employee settle down quickly into the job by becoming familiar with the people, the surroundings, the 
job and the business and thus communicating organisation structure and policy are major induction 
areas. 

 
Findings: The purpose of the induction period (comprised of few hours or a few days) is to help a new 
employee settle down quickly into the job by becoming familiar with the people, the surroundings, the 
job and the business and thus communicating organisation structure and policy are major induction 
areas. 



 

 

Performance Management Practices for IT Companies  

91 

Part II: Degree of Agreement for Various Parameters 

 
Findings: Based on the results of the performance reviews, practices to assist PMS processes in meeting 
their obligations to deal fairly, honestly and in good faith with their employees are fair and not 
misleading. Thus it is very important that executives should have faith in their organisations PMS 
process. 

 
Findings: The chart reveals the PMS linkage to career planning. It can be seen that almost 83 
respondents out of 150 agreed that career planning is linked to PMS as it helps in skills development and 
inhouse opportunities are provided during new project development. 

 
Findings: The chart depicts the agreement for PMS process linked to training analysis. It was seen that 
72 respondents agreed that there is linkage between PMS and training need analysis. As during 
performance review skills development, manpower analysis is done so it is linked to PMS. 
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Findings: The chart depicts the level of agreement for PMS focus in growth and development. It was 
observed that almost 72 disagree to this because most of the companies were not carrying out formal 
appraisal system in their organisation.  

 
Findings: The chart depicts the level of agreement for PMS distracts the employees from other 
important tasks. It was observed that 50 respondents agreed as it was more time consuming process and 
involved lot of information tracking and maintaining records throughout the year which deviate 
employees from other core tasks. 

 
Findings: The chart depicts the level of agreement among the respondents for PMS helps in developing 
high confidence in bonus payment process.PMS basically gave a justification for the annual increment 
process and thus also facilitated for bonus payments also. 
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Findings: The chart depicts the level of agreement among the respondents that PMS helps in taking 
right and faster decisions during promotions in their organisation.  

 
Findings: The chart indicates the level of agreement among the respondents for performance appraisal 
system termed as income justification methods. This was agreed by 88 respondents as Performance 
appraisals are annual increment processes where the salary increment justification was given to the 
employees. 

 
Findings: The chart indicates the level of agreement among the respondents for PMS helpful in 
reducing ambiguity in performance and focus on change behaviour. It was observed that 41 respondents 
agreed that PMS helped in creating a positive behaviour among the employees but 60 respondents 
disagree for the same. The major reason for disagreement was the absence of PMS process in the IT 
companies. 
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Findings: The chart depicts on PMS process setting objectives clearly and support departmental and 
organizational vision. The PMS process helps in setting objectives for each project team and thus 
benefits the executives in aligning their goals with the organisation creating an action plan to achieve the   
vision. 

 
Findings: The chart depicts that how PMS process is helpful in developing the clear and direct control 
over the outcome of their appraisal. It is seen that in many companies the training assessment, 
manpower analysis, project team formation. These are the major outcome of PMS. 

 
Findings: The chart depicts the PMS process reflection on employee’s positive behaviour and on 
results. The chart reveals that almost 50 % of sample population i.e, 111 out of 150 respondents agreed 
for the same but most of the companies lack in this was found that they need to carry the PMS process 
in a more structured way to reap the benefits of positive behaviour in the workplace. 
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The middle level & senior HR managers mostly do not own the PMS process in small and medium sized 
companies. Thus the major ownership lies with the owner itself creating a challenge for HR managers to 
retain key employees for the organisation and here importance of structured formal automated PMS exists. 

5.8 Structured Interview Questions-Responses & Analysis from responses from HR Trainers & 
Consultants 

The structured interview was conducted for HR trainers and consultants associated with IT companies in 
Vidarbha region. Structured interviews are a means of collecting data for a statistical survey. In this case, the 
data was collected by researcher though meeting them personally or telephonic interview rather than through 
a self-administered questionnaire. The responses and major findings derived from the structured interview 
are highlighted below: 

5.8.1 Conduct PMS for Organizations 
The respondents when asked wether they conduct PMS for IT companies in Vidarbha region the responses 
were varied. Most companies do not have a problem with sharing information as long as the HR Company is 
ready to share information with them and that will depend on how it affects the employee productivity. A 
performance management system is a holistic way of managing employees in accordance with their skills, 
training and motivation levels for optimal performance of an organization. It is based on the principle that 
human resources are the only continuous developing asset within an organization. The principle dictates that 
an organization can perform effectively if its employees are job-enriched, motivated and satisfied. The 
system of performance management is a technique of achieving this human resource standard.  

5.8.2 Type Of Companies for which PMS is conducted 
Companies are increasingly relying on external partners/agencies/companies to strengthen such processes as 
Performance Management, Executive Coaching, Succession Planning, etc, at sometimes enormous costs. 
Together small companies outsource their functions like PMS, recruitment, training and development due to 
lack of competence. The small and medium sized companies usually prefer to outsource as maintaining an 
HR department adds to organization cost and does not bring the desired results as person biases are attached 
to it. 

5.8.3 Major Reason for outsourcing PMS to consultants or any outsourcing agency 
There were mixed responses for PMS to be outsourced to other organisations. Few respondents feel PMS is a 
key aspect in the organization and it should be outsourced. It covers both quantitative and qualitative aspects. 
Only direct colleagues can assess correctly both the aspects. It will have a negative impact on the employees 
- lack of respect and commitment towards the organization, lack of loyalty, lack of healthy bonding between 
the employees and organization if the PMS process is not carried internally well may be due to lack of 
competence. Thus few respondents feel PMS should be outsourced. PMS involves subjective data is and 
most commonly used by managers to assess training and development needs, new innovative needs from 
employees, and to determine the employee's potential for new promotion or position offerings. 

5.8.4 Frequency of Performance Appraisal 
Regular performance appraisals for all employees are normally to be completed annually on or near the 
employee’s anniversary date of hire.  For new exempt and nonexempt employees, an initial performance 
appraisal is usually completed upon the conclusion of the first three or six months of employment, which is 
considered to be an introductory period. 

5.8.5 Method of PMS Adopted 
Performance management has helped to transform the way many IT companies do business. By adopting 
practices and technology that allow them to better set and monitor performance metrics, companies and 
senior management can get a better read on what is happening in the company, why it's happening, and what 
should be happening. It's all about making decisions — at every level of the organization – with the best 
information. This is the major role of HR companies where the PMS process is outsourced. It was observed 
from the structured interview that most of the companies use Rating scale, critical incident method and MBO 
method for appraisal. Few large scale operation base companies do follow 360 degree performance 
evaluation method. 
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5.8.6 Most Challenging Aspect of Performance Management 
The respondents when interviewed about the most challenging aspect of PMS there was a consistency in 
response were errors in rating and evaluation was rated the most. The human bias associated with PMS, lack 
of competence in conducting and evaluation were also among the problem areas. Measuring/evaluating 
performance in dimensions is usually the most difficult part of performance management. The accuracy of 
the evaluation is dependent on the quality of the data gathered from the company executives during the PMS 
process. Performance data is obtained through observations of behaviours or, less ideally, by inferring 
behaviours through knowledge of results. An example of the latter might be assessing performance in 
planning and organising based on the content of a project plan. 

5.8.7 Difference between Performance Appraisal and Performance Management 
The majority of respondents said that Performance Appraisal and Performance Management are used as 
synonyms. Almost all the HR consultants agreed that there is huge resistance amongst the employers for 
implementing the PMS process in their organisation. Performance management is about getting better results 
from the organization, teams and individuals by understanding and managing performance within an agreed 
framework of planned goals, standards and competing requirements. It is a process for establishing shared 
understanding about what is to be achieved, and an approach to managing and developing people in a way 
which increases the probability that it will be achieved in the short and long term. It is owned and driven by 
management. Some respondents said performance management can be seen as a holistic process which aims 
to bring together a number of aspects, including appraisal. 

5.8.8 Success of PMS Depends on Management 
Performance Management leads to effective and efficient use of resources to achieve the goal / objective. It 
applies to individuals and organisations equally. At the organisational level, business success depends totally 
on performance management. Most of the efficiently run organisations have an effective Performance 
Management System (PMS) in place, by design or otherwise. In the cases of growing organisations, they 
have to have well designed PMS without which growth may become unsustainable and thus the growing IT 
companies. The respondents agreed that alignment of individual goals to organizational goals choosing the 
right method of appraisal for the employees.  

5.8.9 Performance - Linked Pay Related To Performance Management in Your Organization 
Pay for performance systems are systems in which pay decisions are based on defined performance levels 
rather than entitlement, tenure, or other non-performance related factors. The benefits of Pay for 
Performance System are many and can be reaped   if the performance management system is aligned with 
individual employee’s goals and that of organisation goals. Also, few respondents agreed that some rewards 
and recognitions for high level performers can act as motivation and gives them zeal to perform consistently.  

Some respondents said that the new increased level of opportunities, on-site assignments also adds to the 
motivation level amongst the employees. Also the respondents reveal that the low performers are to be 
treated effectively and more learning opportunities are provided to keep a positive environment among all 
levels of employees. Performance linked with salary increase was the most common response amongst all 
respondents and also few companies went ahead to give ESOPs and few fringe benefits on achieving the 
desired level of performance. 

5.8.10 Performance Management Involves 
The respondents feel that performance management is synonymous with "the annual appraisal" and "form 
filling for HR". Performance Management involves focus on development and increased communication at 
levels of employees. Few respondents feel it involves some shift from a completely informal style to one 
where certain standards of people and performance management need to be established. Or is it a local 
authority, with a history of tight job evaluation schemes and discredited performance-related pay, which 
needs to re-discover where motivation comes from and focus on "process" not formal procedures. 

5.8.11 Relevance of Human Judgement in a PMS 
Employees become the performance appraisers. They become the major performance information source for 
the manager. And the manager is in a position to consider performance without the inhibiting factor of 
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behaviour. This should lead to much greater collaboration between manager, employee and team and make 
the manager's role less complex. Human judgment is far from perfect and this weakness is an important 
factor behind the controversies associated with performance appraisals. Human performance is largely a 
qualitative phenomenon and cannot be precisely measured quantitatively. Though quantifying performance 
elements can make the overall process more objective, but not exact or perfect. After all, human behaviour is 
a complex phenomenon - far more perplexing than the measurement problems in Physics - weight and length 
etc. Few respondents think high precision in performance measurement for most of the jobs is a mere 
illusion. A mere small mistake in recording, collecting data for performance management can make a 
employee miss an opportunity in this dynamic IT industry and such human errors has no place in 
competency based environment. 

5.8.12 Grievances Handling in PMS  
Grievances take the form of collective disputes when they are not resolved in performance management 
process resulting in employee job switch, demotivation, and sudden demand for project release creating a 
negative environment in organisation. These grievances are handled mostly by informal meetings or 
discussed among the project teams. Surveys or suggestion schemes are rarely used methods for grievance 
handling in IT companies was observed. Personnel manager or project manager usually acts as a mediator 
and links between management and workers. 

5.8.13 Areas Covered During Training in the Induction Process 
The respondents on probing regarding induction training areas revealed that proper induction training is 
increasingly a legal requirement. Employers have a formal duty to provide new employees with all relevant 
information and training relating to health and safety particularly. The major areas covered were product 
knowledge, introducing the organisation structure, policies to employees. Specific skill training was seen low 
in companies now as most of the executives hired are with specific predefined skill set as per the forecasted 
client requirements for any project. 

5.8.14 Commonly Observed Errors in PMS   
Personal perceptions and biases may influence how an employee’s evaluation is rated. What makes these 
errors so difficult to correct is that the observer is usually unaware that she or he is making them. Therefore 
mostly companies prefer to outsource PMS.This reduces many errors like error of central tendency, error of 
leniency and reliability. Personal biases are observed more while data for evaluation is given to the other 
companies for analyisng. This result in wrong evaluation by HR trainers and thus this is mostly observed 
error in comparison to others. 

5.8.15 PMS feedback and reviews are communicated  
Employees may find it challenging to receive constructive feedback and are not clear about the 
accountability they have to partner with their supervisor to effectively manage their own performance.HR 
department feels less comfortable in discussing and giving feedback on performance & behaviours because 
they are more subjective and less quantifiable than objectives. Performance feedback is typically a once or 
twice-a-year activity that has little positive impact on the results from employees. Supervisors often find it 
challenging to set measurable performance goals, provide constructive feedback, and give employees the 
support they need to continually develop and improve their on-job performance. So the outsourced company 
plays a major role in counselling and guiding the employees in a more focussed way than the internal 
administrators. 

5.8.16 Organisation make use good use of PMS 
PMS enables organization to make the best use of its most vital resource – people. Organizational 
performance involves the recurring activities to establish organizational goals, monitor progress toward the 
goals, and make adjustments to achieve those goals more effectively and efficiently if PMS implemented 
successfully. It was observed that most of the respondents feel that full utilization of PMS process was 
lacking in the Vidarbha based IT companies. This resulted in less growth opportunities for the organisation 
and in turn employees. 
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5.8.17 Major use of PMS 
Performance management for employees included setting goals, monitoring an employee's achievement of 
those goals, sharing feedback with the employee, evaluating the employee's performance, rewarding the 
employee's performance. Project team formation and annual increment were the major uses of PMS process 
in IRT companies in Vidarbha region. 

5.9 RELIABILITY ANALYSIS 
The Statistical Package for Social Science (SPSS) version 20.0 is used for the statistical analysis.  

The reliability test is conducted to indicate the stability and consistency of an instrument which is measuring 
a concept to a level that the observed score has minimal error. Based on Sakaran (2005), the consistency 
reliability coefficients (Cronbach’s alpha) considered above the level of 0.6 is acceptable for the purpose of 
analysis. In table 5.1 alpha score of all variables of Job satisfaction and Organization commitment are given. 

Table-5.1: Reliability Coefficient for Questionnaires 

Table 5.1 shows the reliability coefficients of the questionnaires used for study at different level of 
employees in organisation. As can be seen from the above table, the questionnaires are reliable and given the 
high value of cronbach’s alphas, which allows for further data analysis. 

5.10 FREQUENCY ANALYSIS 
Frequency analysis includes Frequency and Percentage, which are computed for all variables to obtain a 
general profile of the distribution of responses. In the table 5.2 the frequency and percentage for 
Demographic variables obtained from responses of Entry Level Executives are tabulated. 

5.10.1 Frequency Analysis for Demographic variables of Entry Level Executives 

Table-5.2: Frequency Analysis of Demographic variables 
Demographic Variables Frequency Percentage 

A )Gender of respondent 
Male 139 60.4 
Female 91 39.6 
Total 230 100.0 
B) Age Group 
Below 25 years 92 40.0 
26 - 35 years 105 45.7 
36 - 45 years 30 13.0 
46 yrs and above 3 1.3 
Total 230 100.0 
C) Designation 
Executive 69 30.0 
Quality Auditor 121 52.6 
Developer 5 2.2 
Senior Developer 25 10.9 
Project Manager/Project Leader 3 1.3 
Onsite Coordinator 6 2.6 
Business Analyst 1 .4 
Total 230 100.0 
D) Experience of Respondents 

Questionnaires for different levels of employees in organisation Reliability Statistics 
Cronbach's Alpha N of Items 

Entry Level Executives 0.746 10 
Middle & Senior level Managers - 0.859 15 
HR Consultants 0.645 17 
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Less than 1 year 90 39.1 
1 - 3 yrs 99 43.0 
3 - 5 yrs 7 3.0 
5 - 7 yrs 27 11.7 
More than 7 yrs 7 3.0 
Total 230 100.0 
E) Employee Strengths of Respondents 
Less than 50 39 17.0 
51- 100 29 12.6 
101-500 66 28.7 
501-1000 58 25.2 
More than 1001 38 16.5 
Total 230 100.0 
F)Annual Income 
Below 100000 40 17.4 
100000-200000 45 19.6 
200001-300000 78 33.9 
300001-500000 26 11.3 
Over 500000 41 17.8 
Total 230 100.0 

5.11 DESCRIPTIVE ANALYSIS 
Descriptive analysis includes mean and standard deviation, which are computed for all variables to obtain a 
general profile of the distribution of responses. In the table 5.3 the mean and standard deviation of all 
demographic variables are tabulated.  
In Table 5.4 the means for each statement from the survey and the factors into which each statement was 
originally positioned. Similar questions were clustered and a variable was formed. The questions were rated 
on a five point Likert scale from “Strongly Disagree” to “Strongly Agree”.  
5.11.1 Demographic variables- for Entry Level Executives 

Table-5.3: Descriptive Analysis of Demographic Variables 
 

 

 

 

 

5.11.2 Performance Management System variables - for Entry Level Executives 
Table-5.4: Descriptive Analysis of PMS variables 

 

Demographic variables Mean Std. Deviation 
Gender 1.40 0.490 

Age Group 1.76 0.725 
Designation 2.14 1.314 
Experience 1.97 1.081 

Employee Strength 3.12 1.308 
Annual Income 2.93 1.311 
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5.12 HYPOTHESIS TESTING 
5.12.1 Entry Level Executives  
The chi-square (I) test is used to determine whether there is a significant difference between the expected 
frequencies and the observed frequencies in one or more categories. The number of individuals or objects 
that fall in each category differ significantly from the number expected is checked.  
For the purpose of the present study the researcher had laid down the following hypothesis: 
5.12.1.1 Chi square Test 
The parameters studied for Entry Level Executives were rated on a five point likert scale where 1= strongly 
disagree and 5=strongly agree. Similar type of questions were clustered forming ten variables for study and 
data analysis. Multiple hypothesis were framed and Chi-square test with the help of SPSS software (now 
known as PASW version 20) was used to test wether the variable is dependent or independent of 
Demographics. 
Ho1: Structure of PMS process is independent of Gender of entry level executives 
Ho2: Structure of PMS process is independent of Age group of entry level executives. 
Ho3: Structure of PMS process is independent of Designation of entry level executives. 
Ho4: Structure of PMS process is independent of Experience of entry level executives. 
Ho5: Structure of PMS process is independent of Strength of entry level executives. 
Ho6: Structure of PMS process is independent of Annual Income of entry level executives. 
Similarly for other variables the chi-square value is checked for independence with demographic variables. 

Table- 5.5: Dependency of Variables and Demographics 
Variables Gender Age Group Designation Experience Strength Annual Income 

Variable 1: PMS 
System 

Structured In 
Nature 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Dependent 
Ho Rejected(i) 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 2: Utility 
Of PMS to 
Executives 

Independent 
Ho Accepted 

Dependent 
Ho Rejected(ii) 

Dependent 
Ho 

Rejected(iii) 

Dependent 
Ho 

Rejected(iv) 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 3: PMS 
Benefits to 

Organisation 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 4: 
Faireness & 

Transaparency Of 
PMS 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 5: PMS 
Contribution to 
Healthy Work 

Culture 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Dependent 
Ho 

Rejected(v) 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 6: 
Perceived Use of 

PMS By 
Organisation 

Independent 
Ho Accepted 

Dependent 
Ho 

Rejected(vi) 

Dependent 
Ho 

Rejected(vii) 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 7: PMS 
Works for All 

Levels 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 8: 
Awareness about 

PMS 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 9: 
Resistant To PMS 

process 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 10: 
Satisfaction 

Independent 
Ho Accepted 

Dependent 
Ho 

Rejected(viii) 

Dependent 
Ho 

Rejected(ix) 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 
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INTERPRETATION (REF. TABLE 5.5) 
It can be observed from the above table that on the basis of chi-sqaure tests the independence of data can be 
checked. The chi sqaure value if greater than 0.05 we accept Null Hypothesis and conclude that Variable is 
independent of respective demographic variable.  

1. Executives, Quality Auditor and Developers mostly feel that the PMS process in the organisation is 
unstructured. Thus the Null Hypothesis stands rejected and we accept the Alternate Hypothesis that the 
Structure of PMS process is dependent on Designation of the Entry Level executives. 

2. Executives lying in age group of 25 - 36 years feel that the PMS process executed in their organisation is 
of less use to Executives. Thus the Null Hypothesis stands rejected and we accept the Alternate 
Hypothesis that the Utility of PMS to executives is dependent on Age Group of the Entry Level 
executives. 

3. Executives & Quality Auditors mostly feel that the PMS process in the organisation is of less utility to 
Executives. Thus the Null Hypothesis stands rejected and we accept the Alternate Hypothesis that the 
Utility of PMS process to executives is dependent on Designation of the Entry Level executives. 

4. Executives of experience less than 3 years mostly feel that the PMS process in the organisation is of less 
utility to Executives. Thus the Null Hypothesis stands rejected and we accept the Alternate Hypothesis 
that the Utility of PMS process is dependent on Experience of the Entry Level executives. 

5. Executives of experience less than 3 years mostly feel that the PMS process does not contribute to create 
a healthy work culture in the organisation. Thus the Null Hypothesis stands rejected and we accept the 
Alternate Hypothesis that PMS process helps in creating healthy work culture is dependent on Experience 
of the Entry Level executives. 

6. Executives lying in age group of 25 - 36 years feel that the PMS process executed in their organisation is 
of less use to Organisation. Thus the Null Hypothesis stands rejected and we accept the Alternate 
Hypothesis that the Utility of PMS to organisation is dependent on Age Group of the Entry Level 
executives. 

7. Executives & Quality Auditors mostly feel that the PMS process in the organisation is of less utility to 
Organisation. Thus the Null Hypothesis stands rejected and we accept the Alternate Hypothesis that the 
Utility of PMS process to Organisation is dependent on Designation of the Entry Level executives. 

8. Executives lying in age group of 25 - 36 years are not satisfied with the PMS process executed in their 
organisation. Thus the Null Hypothesis stands rejected and we accept the Alternate Hypothesis that the 
satisfaction level among the Executives for PMS to executives is dependent on Age Group of the Entry 
Level executives. 

9. Executives & Quality Auditors are mostly not satisfied with the PMS process executed in their 
organisation. Thus the Null Hypothesis stands rejected and we accept the Alternate Hypothesis that the 
satisfaction level among the Executives for PMS to executives is dependent on Designation of the Entry 
Level executives. 

5.12.1.2 Factor Analysis 

Table-5.6: Factor Analysis for PMS Variables for Entry Level Executives 

Rotated Component Matrixa Component 
1 2 

PMS_Structured Unstructured .733 .222 
PMS_Utility Executives .810 .161 
PMS_Utility Organisation .673 -.071 
PMS_Fairness Transparency .770 .010 
PMS_Healthy Work Culture .475 .301 
PMS_Use To Orgnaisation .520 .524 
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PMS_Work All Levels -.140 .757 
PMS_Awareness .114 .516 
PMS_Executives Resistant To Process .155 .555 

Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 3 iterations. 

Factor 1& 2 
Factor 1: PMS_Percieved Utility Factor 2: PMS_Awareness Across Organisation 
PMS_Structured Unstructured PMS_Use To Orgnaisation 
PMS_Utility Executives PMS_Work All Levels 
PMS_Utility Organisation PMS_Awareness 
PMS_Fairness Transparency PMS_Executives Resistant To Process 
PMS_Healthy Work Culture  

Framework 
Figure-5.2: Framework Developed from Factor Analysis 

 
5.12.1.3 Regression 

Table-5.7: Regression Table from SPSS for PMS variables for Entry Level Executives 
Variables Entered / Removeda 

Model Variables Entered Variables Removed Method 
1 Awareness Across Organisation, Perceived Utilityb . Enter 

a. Dependent Variable: PMS_Satisfaction 
b. All requested variables entered. 

 

Model Summary 
Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .691a .477 .472 6.985 
a. Predictors: (Constant), Awareness Across Organisation, Perceived Utility 

 

ANOVAa 
Model Sum of Squares df Mean Square F Sig. 

1 
Regression 10098.315 2 5049.157 103.497 .000b 
Residual 11074.276 227 48.785   

Total 21172.591 229    
a. Dependent Variable: PMS_Satisfaction 
b. Predictors: (Constant), Awareness Across Organisation, Perceived Utility 
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Coefficientsa 

Model Unstandardized Coefficients Standardized Coefficients t Sig. B Std. Error Beta 

1 

(Constant) 10.216 3.294  3.101 .002 
Perceived Utility .226 .028 .434 7.953 .000 

Awareness Across 
Organisation .444 .066 .368 6.739 .000 

a. Dependent Variable: PMS_Satisfaction 

Regression equation from above data analysis: 
PMS_Satisfaction=10.216 + 0.226 * Perceived Utility + 0.444 * Awareness across Organisation 

The above model & equation suggests following: 
1. Performing Factor Analysis we could convert the ten variables into 2 buckets named Perceived Utility & 

Awareness across Organisation. 

2. ANOVA table p-value made us reject the null hypothesis that the level of satisfaction among employees 
is independent of Perceived Utility & Awareness across Organisation. 

3. PMS Perceived Utility & Awareness across Organisation are two dominating factors for level of 
satisfaction of an employee which inturn has an impact on Rate of attrition in an organisation. 

4. The above two factors explain 47.7% of impact on level of satisfaction of an employee. 

5.12.2 Middle and Senior Level HR Managers 
The parameters studied for Middle and Senior Level HR Managers were rated on a five point likert scale 
where 1= strongly disagree and 5=strongly agree. Similar type of questions were clustered forming three 
variables for study and data analysis as shown below: 

Variable 1) Organisation Use 
 PMS is focused for growth and development 

 PMS process helps in taking right and faster decisions in my organisation during promotions 

 Performance appraisal systems began as simple methods of income justification 

 PMS is linked to training analysis 

 PMS sets objectives clearly support departmental and organizational vision 

 PMS helps HR dept to have clear and direct control over the outcome of their appraisals 

 I feel PMS helps in justifying increments to employees 

Variable 2) Employee Use 
 PMS is linked to career planning 

 PMS helps in reducing ambiguity in performance and focus on change in job behavior 

Variable 3) Employee Perception for PMS process 
 PMS distract people from other important activities/tasks 

 Employees have faith in the PMS 

 PMS reflect an employee’s positive behavior. 

Multiple hypothesis were framed and Chi-square test with the help of SPSS software (now known as PASW 
version 20) was used to test wether the variable is dependent or independent of Demographics: 

Ho1: Perception on Organisational use of PMS is independent of gender. 

Ho2: Perception on Organisational use of PMS is independent of Age Group. 
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Ho3: Perception on Organisational use of PMS is independent of Level of Employees. 

Ho4: Perception on Organisational use of PMS is independent of Designation 

Ho5: Perception on Organisational use of PMS is independent of Experience. 

Ho6: Perception on Organisational use of PMS is independent of Employee Strength. 

Similarly for other variables the chi-square value is checked for independence with demographic variables. 

Table-5.8: Dependency of Variables & Demographics for Middle & Senior Level HR Managers 

Interpretation-It can be observed from the above table that on the basis of chi-sqaure tests the independence 
of data can be checked. The chi sqaure value if greater than 0.05 we accept Null Hypothesis and conclude 
that Variable is independent of respective demographic variable.  

Variables Gender Age Group  
Level of Employees Designation Experience Strength 

Variable 1: PMS 
_Use to 

Organisation 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 2: 
PMS_Use to 
Employees 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Variable 3: 
PMS_Employee 

Perception 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 

Independent 
Ho Accepted 
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6.1 RECOMMENDATIONS 
As per study, the most common type of appraisal is the open system followed by MBO, a few companies 
followed 360° feedback methods while most of the companies are planning to implement this powerful new 
model for employee assessment and performance improvement. The positive areas/benefits of the appraisal 
system followed included training and development inputs, career planning, and objective setting. The 
criteria to evaluate an employee in most of the companies are technical competence, performance, 
achievement vs. objectives, key result areas set at the beginning of a specific period, forming result oriented 
areas, leadership skills, team work, attitude are behavior oriented areas, compensation increase is related to 
performance and depending on the performance code rating are given. Target is set for employee being 
appraised for a period of 6 months; checklist for carrying out appraisals and career planning is followed. 
360° feedback process gives an all round perspective restricting the inconsistency factor that exist in 
traditional appraisal system. Organizations are removing layers of management, flattening their structures, 
and have started using self-directed terms the, only practical option for performance feedback is from 
multiple sources. As organization changes their culture to align with their vision and values, 360° feedback 
becomes an ideal choice to communicate the new competencies required by the new executives joining the 
IT companies termed as Entry level Executives in this research study. 

Whereas, the researcher has concluded that the attrition rate among Entry level executives depends on the 
level of satisfaction which inturn depends on PMS awareness across organisation & perceived Utility of 
PMS process. 

Further it was observed that the above two factors accounts almost 50% of explained reasons for satisfaction 
as well as attrition. 

Further it was observed through regression analysis that PMS awareness across organisation is double as 
important for Entry level executives compared to perceived utility of PMS process. 

Therefore, the researcher recommends following in order to enhance awareness on structured, utility and 
implications of PMS process: 

1. Entry level executives should undergo a well defined Induction process where awareness for PMS can 
be made through employee manuals, handbook on HR policies and procedures. 

2. The PMS process can be made more systematic by aligning it to the employee portals to make it simpler 
and less time consuming activity for employees. 

3. In order to reduce the biasedness associated with PMS process the HR department must focus on 
employee participation and increase the transparency in the PMS process. 

4. The PMS process must identify the training assessment needs for the executives and suggests the 
training requirements accordingly. This will be helpful tool in designing training calendar for different 
level. 

5. The PMS process highlights the key result areas of each employee which can be mapped to design the 
job description of each employee. 

6. The PMS process should be used for objective setting while forming project teams. 

7. The employees should be made aware of PMS by iintegrating and aligning the work of individuals and 
their teams with the organizational goals and tasks. 

8. The awareness regarding PMS can be made through the project meetings, review meetings and general 
discussions. 

9. The senior management must be taking part in review meetings – ensuring that there is a proper 
dialogue enabling project manager, senior or middle level HR managers to discuss performance 
requirements and learning needs with the newly joined employees in the organisation. 
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10. Review meetings can be made more effective through frank and open discussions along with embracing 
a professional approach. 

11. The Project manager should form the project team based on the performance evaluations of executives. 

12. Employees find Performance Analysis & Review significant. It can be made more effective through 
removal of individual bias and timely feedback. 

13. Proper guidance to subordinates in deciding their Performance targets shall encourage the employee to 
work accordingly. 
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The research work is never complete without mentioning the limitations of study. As the research 
progressed, the exploratory element of research changed the course of research from time to time. The 
hypothesis and premises were redefined to incorporate the changes in the environment. Although researcher 
has tried to make justice to every possible level, still the research is not free from limitations. 

7.1 LIMITATIONS OF THE STUDY 
The limitations observed by the researcher are listed below: 
1. This survey is limited to the Vidarbha region only many districts in Vidarbha till now do not have 

existence of IT or IT-ITES companies.  
2. The research study also depends on the correctness of the data available. 
3. Data collected is trough the method of questionnaire which may involve biasedness of respondents. 
4. Since the researcher has prior experience in HR, researcher bias might have impacted in drawing 

conclusions. 
7.2 A LOOK FORWARD 
Today performance management is a broad, sweeping, living system, characterized by ongoing interactions, 
feedback, and mutual ownership. Based on the trends observed in the past four years, performance 
management will continue to grow, playing an even stronger, more diversified role in organizational and 
individual success. The most obvious change, a reflection of this broadening role, will be in how 
organizations use performance management to achieve multiple goals. Expectations will be for performance 
management to drive individual performance, career planning, succession planning, training transfer, and 
business strategy. To do all of this, it will become flexible and personalized. 

Organizations will increasingly use their performance management system to communicate organizational 
objectives. By establishing and incorporating core organizational competencies and competencies for 
individual jobs into their performance management system, organizations will translate their overall 
strategies into individual expectations, behaviours, and activities. 

Despite all these changes, common practices (overall ratings, summary statements, and numerical ratings), 
supplemented with other practices, will continue to define rating systems. 

However, as this study revealed, the practices that make a difference for business success often are less 
commonly used. These seemingly conflicting findings indicate that, to stay ahead, organizations should 
continually re evaluate and try new methods for managing performance. New practices mean new 
challenges, but organizations will have to continually align and realign, monitor and modify, and search for 
new ideas so their performance management system will be able to accommodate new business demands. 

7.3 GUIDELINES FOR FUTURE RESEARCH  
The present study has explored the particular area of research viz. mainly the awareness of performance 
management assessment methods. The researcher on completion of her research feels that there are many 
areas of investigation, which need a more sophisticated and in-depth enquiry. 

This proposed methodology has the potential to produce important implications for practitioners, especially 
for those that confront the implementation and use of PMS by: 

(1) Providing a better understanding of the impact of PMS in their business. 

(2) Understanding the use of positive factors associated with positive impacts of PMS. 

(3) Enhancing the selection and optimisation of PMS factors that lead them to have positive impact on 
business performances. 

Inspite of limitations of the study, the researcher considers this as a fruitful research and wants to contribute 
in every possible manner in case of further studies on this topic. 
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QUESTIONNAIRES 

I Questionnaire for Entry Level Executives 
Section I: General Profile of Respondents 

1. Name(Optional):_____________________________________ 

2. Company Name:_____________________________________ 

3. Gender:       Male            Female 

4. Age group:  Below 25   25 – 35    36-45    46+  

5. Designation 

  Senior Managers     Other Managers/team leaders  

  Technical                   Professionals       

6. Experience 

        Less than 1 year      2- 4years     5-7 years    More than 7 years 

7. Which of the following sectors best describes your organization? 

 Collaborative Content Management     

 Custom Business solutions 

        Internet Marketing and Web Branding Services  

       Application Development 

       Quality assurance and testing services                

       Outsourcing  

       Collaborative Commerce                                     

       Programming Services 

       Multimedia offering                                            

       ERP solutions   

8. Approximately how many people are employed in your organisation? 

 Less than 50           51-100           101-500            More than 501 

9.   Annual Income:   Below 100000   100000 -200000   200001 -300000  300001-500000  
 over 500000 

9. Please tick your degree of agreement with each of the following statements 

Parameters Completely 
agree 

Mostly 
agree 

Moderately 
agree 

Mostly 
disagree 

Completely 
disagree 

PMS process is a well documented process.      
PMS is an assessment of an individual’s 
performance in a systematic way. 

     

PMS process is a very systematic process.      
PMS process is not merely a questionnaire 
feeling exercise. 

     

PMS process is carried out very formally.      
PMS is structured formal interaction 
between a subordinate and supervisor. 

     

PMS process is a time consuming activity.      
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PMS is a well communicated process.      
The time span in which Performance review 
takes place is appropriate. 

     

PMS helps in less time wastage.      
Top management encourages us to set high 
goals . 

     

PMS process gives me an opportunity to set 
my own performance standard. 

     

PMS acts as an important tool for deciding 
promotions. 

     

PMS helps in identifying my strengths and 
weaknesses. 

     

PMS provides systematic approach for 
alignment of my goals. 

     

PMS process decides the purpose of my job .      
PMS process provides opportunities for my 
improvements. 

     

PMS process helps in finding unused hidden 
strengths in me. 

     

PMS process helps in  effort recognition.      
PMS process helps in establishing my level 
of performance in the current job and seek 
ways of improving it. 

     

PMS process helps in analysing potential 
and refining it for my development. 

     

PMS helps in assessing my own 
competencies. 

     

PMS process  gives timely feedback.      
PMS process lets me know how I can 
improve my performance. 

     

PMS is one of the important parameter for 
deciding incentive structure. 

     

PMS process helps in deciding key result 
areas for my job. 

     

PMS helps in creating systematic work style.      
PMS process provides opportunities for skill 
development. 

     

PMS process helps in my training needs 
assessment. 

     

PMS process helps in reducing conflicts at 
the workplace. 

     

PMS helps in reduced breakdowns in the 
work. 

     

PMS process is one of the important 
parameter in forming project teams. 

     

PMS process helps in taking right and faster 
decisions 

     

PMS process is unbiased.      
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PMS process is fair and transparent.      
PMS process needs to be improved.      
PMS gives a proper assessment of my 
contribution towards my organisation. 

     

PMS helps in judging my performance 
fairly. 

     

PMS process gives fair review.      
Top management don’t ‘play favorites’ .      
PMS helps in improving relationship with 
my SUPERIORS. 

     

PMS helps in improving relationship with 
my COLLEAGUES. 

     

PMS helps in improving relationship with 
my SUBORDINATES. 

     

Conflicts related to Performance 
Management System are very rare in my 
organisation. 

     

PMS process is used for my career 
progression. 

     

PMS process helps in alignment of 
organisation and my goals. 

     

PMS process helps in effective project team 
formation. 

     

PMS process facilitates performance.      
PMS process helps in defining my behaviour 
at the workplace. 

     

PMS helps in effective work delegation in 
Project teams. 

     

PMS process enhances to map my career.      
PMS process gives correct reviews for my 
progress. 

     

Poor performance is handled sensitively.      
PMS process works well for all levels of 
employees in organisation. 

     

Performance appraisal works well for all.      
I am unaware about the PMS process.      
Managers take  PMS process seriously.      
The 'fear factor', often associated with 
formal PMS process is not there in my 
orgaisation. 

     

PMS reveals other factors that hinder my 
performance. 

     

At my job I am full of energy.      
At my job I feel strong and vigorous.      
I am completely engaged in my job.      
I am enthusiastic about my job.      
My job inspires me.      
In general, I don’t like my job.      
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When I get up in the morning, like going to 
my job. 

     

All, in all I am satisfied with my job.      
Project Managers make sure we have what 
we need . 

     

People have the tools to do their work.      
The work itself is challenging.      
Benefits are adequate and competitive.      
People skills are matched to their work.      
Follow-up is provided after training.      
Project Teams set their own objectives.      
Everyone works together to solve problems.      
Project Teams have no tension or stress.      
Executives are well trained for their work.      
Complaints are handled fairly.      
Supervisors appreciate work well done.      
Underlying causes of conflict are resolved.      

II Questionnaire for Middle and Senior Level Managers 
1. Name(Optional):_____________________________________ 

2. Company Name:_____________________________________ 

3. Gender:       Male            Female 

4. Age group:  25-30 years   30-35 years    35-40 years    40-45 years   More than 45 
years 

5. Define your level in Organisation:   Top     Middle     Operational 

6. Designation : ________________________________________ 

  Manager  Senior Manager     Project Leader    Deputy Manager   Other 

7. Experience 

        1 - 3 years       3 - 5years     5 - 7 years    7 - 10 years   More than 10 years 

8. Approximately how many people are employed in your organisation? 

 Less than 50           51-100           101-500            More than 50 

9. Do you formally appraise your team members? 

        Yes    No 

10. Frequency of PMS in your organisation 

  Quarterly  Half Yearly  Annually 

11. What are the criteria used in your company to evaluate an employee? 

 Performance 

 Technical Competence 

 Customer Focus 

 Attendance 

 Target vs Achievement  
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 Key Result Areas 

 Quality of Output 

 Point Scale 

12. What is the rating system used for appraisal? 

 Scoring   Comments   Both 

13. How is feedback given to the employees being appraised? 

 Written   Detailed    Self-Assessed  Oral 

 Summarized Manager Assessed  No Feedback is given 

14. Do you share both positive and negative feedback? 

        Yes    No 

15. Do you follow a self-assessment of an employee? 

        Yes    No 

16. Is compensation increase related to an appraisal in any way? 

        Yes    No 

17. Does the appraiser set targets for an employee being appraised? 

        Yes    No 

18. What according to you is the most challenging aspect of performance management? 

 Determining the evaluation criteria 

 Creating a rating instrument 

 Lack of competence of rater 

 Errors in rating and evaluation 

 Resistance from employees 

19. What is the difference between performance appraisal and performance management? 

 They are same    

 Performance management has a wider scope than performance appraisal 

20. Success of PMSs depends on: 

 Alignment of individual goals to organizational goals 

 Choosing the right method of appraisal 

 Both 

21. How is performance -linked pay related to performance management in your organization? 

 Performance – Linked incentives 

 Promotions coupled with salary increase 

 Provision of Fringe Benefits 

 Providing ESOP’s 
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22. According to your view, performance management mainly involves: 

 Looking backwards 

 Filling forms 

 Focusing on development and fostering communication 

 Any other, pls. specify______________ 

23. What is the relevance of human judgement in a PMS? 

 Highly relevant  

 Has no place in competency – based on performance management 

24. Grievances in PMS are handled by (Tick as many as applicable) 

 Informal meetings 

 Project meetings 

 Surveys 

 Suggestion Schemes 

 Others_____________________________________ 

25. What are the areas covered during training in the induction process? (Tick as many as applicable) 

 Organization Structure 

 Organization Policy 

 Product Knowledge 

 Specific Skills Training 

 Career path 

26. Are employees of the organization aware of their career path? 

 All   Most  Few  None 

27. Please tick your degree of agreement with each of the following statements 

Parameters Completely 
agree 

Mostly 
agree 

Moderately 
agree 

Mostly 
disagree 

Completely 
disagree 

Employees have faith in the PMS      
PMS is linked to career planning      
PMS is linked to training analysis      
PMS is focussed for growth and 
development      

PMS distract people from other important 
activities/tasks      

I feel PMS helps in high confidence in 
bonus payment process.      

PMS process helps in taking right and 
faster decisions in my organisation during 
promotions. 

     

Performance appraisal systems began as 
simple methods of income justification      

PMS helps in reducing ambiguity in 
performance and focus on change in job      
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behavior 
PMS sets objectives clearly support 
departmental and organizational vision.      

PMS helps HR dept to have clear and direct 
control over the outcome of their appraisals      

PMS reflect an employee’s positive 
behavior, as well as results.      

III Questionnaire for HR Trainers and Consultants 
Perceptions of HR Professionals about Performance Management Systems 
1. Do you conduct PMS for IT companies in Vidarbha region? 

 Yes   No 

2. If ‘Yes’ what type of companies you mostly perform PMS for 

 Small Size   Medium size  Large Size 

3. What do you think is the reason for outsourcing PMS to consultants or any outsourcing agency? 

 Employee Biases   Lack of Competence  Cost     Focus 

4. At what intervals are performance appraisals done in the organizations? 

 Quarterly   Half yearly  Yearly 

5. Method of PMS adopted (√Tick as many applicable) 

 Rating Scales  

 Checklist 

 Forced Choice Method 

 Forced Distribution Method 

 Critical Incidents Method 

 Behaviorally Anchored Rating Scales (BARS) 

 Essay Method 

 Cost Accounting Method 

 Management by Objectives (MBO)  

 Psychological Appraisals 

 360 Degree Appraisal 

6. What according to you is the most challenging aspect of performance management? 

 Determining the evaluation criteria  Creating a rating instrument  

 Lack of competence                          Errors in rating and evaluation  

7. What is the difference between performance appraisal and performance management? 

 Synonyms     Performance management has a wider scope 

8. Success of PMSs depends on: 

 Alignment of individual goals to organizational goals 

 Choosing the right method of appraisal 
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9. How is performance -linked pay related to performance management in your organization? 

 Performance – Linked incentives       Promotions coupled with salary increase     Provision 
of Fringe Benefits   Providing ESOP’s 

10. According to you performance management involves: 

 Looking backwards    

 Filling forms 

 Focuses on development and fostering communication 

 Any other, pls. specify______________ 

11. What is the relevance of human judgement in a PMS? 

 Highly relevant     

 Has no place in competency – based on performance management 

12. Grievances are handled by 

 Informal meetings    Project meetings □Surveys □Suggestion Schemes 

 Others_____________________________________ 

13. What are the areas covered during training in the induction process? 

 Organization Structure  Organization Policy  Product Knowledge  Specific Skills 
Training           Career path 

14. Commonly observed Errors in PMS  (√Tick as many applicable) 

 Error of Central Tendency  Error of Leniency □ Halo Effect 

 Error in Unreliability           Personal Bias 

15. PMS feedback and reviews are communicated to : 

 Employees   Management   Both 

16. Do you think the company’s are making good use of PMS 

 Yes  No 

17. Major use of PMS according to you is  

 Promotions                                      

 Transfers                                

 Incentives                                                          

 Project Team Formation 

10) Please tick your degree of agreement with each of the following statements 

Parameters Completely 
agree 

Mostly 
agree 

Moderately 
agree 

Mostly 
disagree 

Completely 
disagree 

PMS helps HR play an important role in 
formulating the business plan      

PMS helps in communicating Business Plans 
and policies to employees at all levels      

Employees have faith in the PMS      
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(The data gathered through this interview schedule would be used exclusively for the purpose of academic 
research only) 

PMS is linked to career planning      
PMS is linked to training analysis      
PMS is linked to compensation and rewards      
PMS is focussed for growth and development      
PMS distract people from other important 
activities/tasks      

PMS helps in simplifying communication of 
strategic goals to employees.      

PMS helps in reducing costs in my 
organisation.      

PMS stop project overruns.      
PMS aligns the organization directly behind 
the CEO's goals.      

PMS helps in clarity in deciding  promotions      
PMS helps in deciding Project appraisals.      
PMS process helps in taking right and faster 
decisions in my organisation during 
promotions. 

     

Performance appraisal systems began as 
simple methods of income justification      

PMS helps in reducing ambiguity in 
performance and focus on change in job 
behavior 

     

PMS sets objectives clearly support 
departmental and organizational vision.      

PMS helps HR dept to have clear and direct 
control over the outcome of their appraisals      

PMS reflect an employee’s positive behavior, 
as well as results.      
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LIST OF IT COMPANIES SURVEYED IN VIDARBHA REGION 

Sr. No Name of IT 
Company Address Contact Website 

1. ABYSS Enterprise 
Pvt.Ltd 

Amar plaza , 17/1 I.T. Park 
Parsodi  Nagpur , 

Maharashtra 440022 – India 

0712-2249004 http://www.abyssgroupindi
a.com 

2. ADCC Infocad 
Pvt.Ltd 

Atrey Layout, Nagpur-
440022 

91-712-2226830 http://www.adccinfocad.co
m 

3. ADCC Research & 
Computing Centre 

Ltd. 

4th Floor, Madhav Towers, 
Laxmi Bhavan Square, 

Dharampeth, Nagpur-440010 

91-712-2553946 http://www.adccindia.com 
 

4. Agape Inc. Agape 
House 

Pooja Apartment,1st Floor, 
Duttawadi ,Amravati Road, 

Nagpur – 440023 

91-7104-222812 www.agapeinc.in 

5. All 1 Source 
Technologies 

302, Khushal Smruti, 4-A, 
Gandhinagar, Nagpur-440010 

91-712-6570766 http://www.all1sourcetech.
com/ 

6. AKSOFTTECH 3432, Deo Nagar, Near Vidya 
Sagar School, Khamla Road, 

Nagpur – 440015. 

0712-2227415 http://www.aksofttech.com 

7. Arcon Engineers Plot.No.26, Ravindra Nagar, 
Near Pratap Nagar, Nagpur-

440022 

91-712-3124618 www.arconengineersindia.
com 

8. Ascent 
Transcription 

services (l) Pvt.Ltd 

Indraprastha Layout, Survey 
No.41, Plt.No.1 Khamla, 

Nagpur-440025 

91-712-2291556 http://www.ascent-
group.com 

 
9. Calypso Systems 

Pvt. Ltd. 
905B, Lokmat Building, 

Ramdaspeth, Nagpur-440012 
91-712-22547423 

 
www.calypso.com/ 

10. Centro Informatics 
Pvt.Ltd. 

304,Devgiri Apartments 
37,Cement Road, Shivaji 
Nagar,Nagpur- 440010 

91-712-2540493  

11. Char IT Enabled 
Services Pvt. Ltd. 

Gala No.002, , IT Park , Near 
VRCE Tel.Exchange, 

Nagpur-440022 

91-712-2533062  

12. Click technologies 
India Pvt. Ltd. 

59,60 Ashwamegh Appts, 
Ramdaspeth, Nagpur-440010 

91-712-2557451 http://www.clicktechindia.
com 

13. Com1 India 25 Gayatri Nagar, VRCE 
Road Nagpur440015 

91-712-6458710 
 

 

14. Control IT India 
Pvt. Ltd. 

11-12 STPI,Old DIC 
Bldg,Link Road, Sadar, 

Nagpur-440001 

91-712-2562836 http://www.norcontrolit.co
m 
 

15. Converse Sourcing 
Pvt. Ltd. 

House No.226 A, Near 
Chapru Nagar Chowk, 

Lakadganj, Nagpur-440008 

91-712-2767991 / 
91-712-

9860013111 

http://www.consourcing.co
m 
 

16. Datir Exports (I) 
Pvt. Ltd. 

C-3 (B), Laxminagar, 
Nagpur-440022 

91-712-2224121 http://www.norcontrolit.co
m 

17. DCUBE Software 
Technologies 

18 & 23 Madhu Madhav 
Towers, Shivajinagar, 

Nagpur-440010 

 http://www.dcubesoft.com 

18. DMC Management 
Consultants Ltd. 

Behind Saraf 
Chambers,Mount Road, 
Sadar, Nagpur-440001 

91-712-2531138 http://www.dmc-
eserve.com 

 

19. Easypack Software 
Incorporation 

11/2,102 Infotech 
Park,VRCE Tel Ex, Parsodi, 

Nagpur-440022 

91-712-2222640 http://www.easypack.
bz 
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20. e-Caliber (India) 
Pvt. Ltd.( Excellon 
Software Pvt. Ltd.) 

Saraf Chambers,1st 
Floor,Mount Road, Sadar, 

Nagpur-440001 

91-712-
2556433/2552490 

http://www.e-
caliber.com/india 

 
21. E-Fourm Systems 

Pvt. Ltd. 
, Sawarkar Nagar, Khamla, 

Nagpur-440022 
91-712-2249797  

22. ENTERNETZ 468-A, Tapasya Building, 
Central Avenue Road, Juni 

Mangalwari, Nagpur-440008 

91-712-2774018 http://www.enternetz.in 
 

23. eTruesign M5, Kamalshree Appt, 
Dhantoli, Khare Road 

Nagpur-440012 

91-712-2431466 http://www.etruesign.com/ 
 

24. Excel Software 
Systems 

716,Utkharsha Nirmaan, 
Sadar, Nagpur-440001 

91-712-2532952  

25. Extensio Software , 
( India ) Pvt Ltd 

15 A D Complex, Mount 
Road Extension, Sadar, 

Nagpur, Maharashtra 440001 

0712 6616568   

26. Fundworks India 
Pvt. Ltd 

103, IT Tower, IT Park, 
Parsodi, Nagpur-440022 

91-712-2734514 http://www.fundworks.co
m 

27. G3SOFT INC. 115-116, First Floor, Genesh 
Chambers, Opp Yashwant 

Stadium, Dhantoli Nagpur-12. 

0712 – 6451407, 
6646484 

 

info@g3soft.in 
 

28. G. N. Computing 
Pvt. Ltd. 

11 Daga Layout, North 
Ambazari Road, Nagpur-

440010 

91-712-2240651 http://www.gncomputing.c
om 

 
29. GLS Infotech & 

Financial Services 
Pvt.Ltd. 

F-31, Vijay Arcade, 
Dharampeth Extn. N-

Ambazari Rd., Nagpur-
440010 

91-712-2523741 
 

 

30. Grover Infotech 
Pvt. Ltd. 

201, Samved Sankul, Temple 
Road, Civil Lines, Nagpur-

440001 

91-712-254011 http://www.level-e.net 
 

31. Harrier Information 
Systems Pvt. Ltd. 

G-3, Amar Palace, Dhantoli, 
Nagpur-440012 

91-712-3096558 http://www.harriersys.com 
 

32. Hidada Ltd. 248, Canal Road, 
Dharampeth, Nagpur-440010 

91-712-5613568 http://www.hidada.com 
 

33. HRM InfoBiz Pvt. 
Ltd 

. G-2, Sree Laxmi 
Apartments, 116, Shivaji 
Nagar, Nagpur-440010 

2552110 http://www.hrminfo.biz 

34. Indo Pacific 
Software & 

Entertainment Ltd. 

1st floor Poonam 
Chambers,Byramji Town 
Chindwara Road, Nagpur-

440001 

91-712-25617174 http://www.ipsel.com 
 

35. India Active 
Software Nagpur 

11, Urmi, Gayatri Nagar/ 
Shree Nagar, Near Parsodi 

I.T. Park, Nagpur, 
Maharashtra 440010 

  

36. Indrapari Software 
Systems 

21,Ambazari,Hill Top 
Layout, Nagpur-440010 

91-712-2242493 

 

 

37. Infocepts 
Technologies Pvt. 

Ltd. 

11/1, IT Park, Parsodi, 
Nagpur-440022 

91-712-2245837 http://www.infocepts.com 
 

38. Infodreamz 
Technologies Pvt. 

Ltd. 

Plot # 8, Block # 202, 
Abhinav Sankul, 

Abhayankar Nagar Road 
440012 

 www.infodreamz.com 
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39. Internet Business 
Software Services 

105,Kanchan East High Court 
Road, New 

Ramdaspeth,Nagpur-440010 

91-712-2562660 http://www.bizsoftsvcs.co
m 
 

40. IT Craze (I) Pvt. 
Ltd 

Poonam Plaza,Palm Road, 
Civil Lines, Nagpur-440001 

91-712-2527981 
 

 

41. I TV Network (I) 
Pvt. Ltd. 

12,Poonam 
Tower,Opp.Vidhan Bhavan, 
Civil Lines, Nagpur-440001 

91-712-2521454 http://www.nkumargroup.c
om 

 
42. IQ Infosystems 

Pvt. Ltd. 
65, Shivaji Nagar, Nagpur-

440010 
0712 548220 http://www.iqindia.com/iqi

nfosys.com 
43. Jai Hari Softech 14,STP,Link Road, Sadar, 

Nagpur-440001 
91-712-2555363 

 
 

44. Lambent 
Technologies 

Pvt.Ltd 

Lambent IT Park, Harihar 
Nagar, Besa , Nagpur-441108 

91-712-2808100 http:/www.globallogic.co
m 
 

45. Leansoft Solutions 
Pvt Ltd 

STPI, Near VRCE Tel Ex 
Nagpur- 440022 

91-0712-2248747 http://www.leansoftsolutio
ns.com 

46. Lighthouse 
Systems Pvt. Ltd. 

IT Park, Near VRCE Tel Ex, 
Parsodi, Nagpur-440022 

91-712-2541155 http://www.lighthouseindi
a.com 

47. Mark Services R-3,Yugdharm 
Complex,27,Central Bazar 

Road, Nagpur-440010 

91-712-2535594 
 

 

48. mBlazon Solutions 
Pvt Ltd 

3rd Floor, Sadoday Arcade, 
W.H.C.Road,, Dharampeth 

Nagpur-440010 

91-712-2550098 
 

http://www.mblazon.com 
 

49. Media Pixels 
(India) Pvt. Ltd. 

Infotech Park, Parsodi, 
Nagpur-440022 

91-712-2555364 
 

 

50. Mega Double click 
India Pvt. Ltd. 

1st Floor, SDMP Complex, 
Atrey Layout, Nagpur-

440022 

91-712-811092  

51. Meltmagic India M-15,Vasant Nagar, Nagpur-
440022 

91-712-2245217 
 

 

52. Micropro Software 
Solutions Pvt.Ltd. 

Zenda Chowk, 
Dharampeth,Nagpur-440010 

91-712-2251802 
 

http://www.microproindia.
com 

53. MicroOrange 
Technologies 

34, Rajanagar, Nagpur, 
Maharashtra 440013  

0712 2591983  

54. NDN Tech 
Software Solution 

Pvt. Ltd. 

Jaitala Rd, Parsodi Nagpur  www.ndntech.com 

55. New Market 
Velocity India Pvt 

Ltd 

Ashwamegh 
Appts,Ramdaspeth, Nagpur-

440010 

91-712-2557451 http://www.velocitymarket
s.com 

 
56. Novatech Software 

Pvt. Ltd. 
103, Infotech Tower, Parsodi, 

Nagpur-22 
91-712-222 

0533/34,6611701 
http://www.novatechsoftw

are.com 
57. Nozomi Infotech 

Pvt. Ltd. 
S-17, Laxmi Nagar, Nagpur- 

440022 
 http://www.nozomiinfotec

h.com 
58. Omega Technology 

Solutions Pvt. Ltd. 
2A,Bhagwagar 

Layout,Dharampeth, Nagpur-
440010 

91-712-2552110 http://www.visitomega.co
m 
 

59. Palewar Techno 
Solutions 

‘Pushp Vishwa’, 17,17-A 
Susneha Nagar Housing 

Society, Sneha Nagar 
Nagpur- 440015 

 http://www.palewar.com 
 

60. Persistent Systems 
Pvt.Ltd 

IT Tower,Parsodi,Near VRCE 
Tel Ex, Nagpur-440022 

 

91-712-2226900 http://www.persistent.co.in 
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61. Premier 
Technology Group 

Pvt.Ltd.- Ebix 
Software Asia SEZ 
PVt. Ltd. Nagpur. 

148,Thapar 
Enclave,Ramdaspeth, 

Nagpur-440010 

91-712-2546179 http://www.ebix.com 

62. Prism Software 
Ltd. 

13-STP complex.link 
road,Sadar, Nagpur-440001 

91-712-2553367  

63. Quality 
Management 

Concepts Pvt. Ltd. 

5, Mezzanine Floor, 1st 
Wing, Mangalwari Complex, 

Sadar, Nagpur- 440001 

404-963-8780 http://www.qmcpl.com/ 
 

64. Quadrant 
Technologies 

Place No-521, 3rd Floor, 
Badwaik Complex, Lokmat 
Square, Dhantoli, Nagpur, 

Maharashtra 440012 

09371839312   

65. Shree Sai Kaizen 
Software & 
Consultant 

N-5,Ram Raksha, Laxmi 
Nagar, Nagpur-22, Near 
Athrasta Sqaure,Nagpur 

440022 

09623451543 www.ssksoft.com 
 

66. Star Itech Pvt.Ltd. 5,STP Complex,Link Road, 
Sadar, Nagpur-440001 

91-712-2527477  

67. Supreme Startech 
Pvt. Ltd 

Supreme Towers Plot No. 
18/2, 3rd Floor, IT Park, 
Behind VRCE Exchange, 

NAGPUR– 22 INDIA 

Ph: +91 712 
2248192 

 

68. Sutra Tritech 
Software Pvt. Ltd. 

14/1, 14/2, IT Park, Parsodi, 
Nagpur-440022 

91-712-2243452 http://www.sutra-
tritech.com 

69. Suyash Software 
Pvt. Ltd. 

99,East High Court 
Road,Ramdaspeth, Nagpur-

440010 

91-712-2521028 http://www.suyashsoftwar
e.net 

 
70. Synergy 

Information IT 
Solutions 

205,Pushpanjali,Shankar 
Nagar Square, Dharampeth, 

Nagpur-440010 

0712-2544222 
 

 

71. SANIsoft 15, Atomic Energy Road, 
Wadi, Nagpur440023 

91-710-4222158 http://www.sanisoft.com 
 

72. Sap Control 
Systems And Pvt 

Ltd 

17/1 It Park, Opposite Vnit 
College, Ngp 22, Laxmi 

Nagar, Nagpur, Maharashtra 
440022  

  

73. Trust Systems & 
Software ( I ) Pvt. 

Ltd. 

75,Hindustan Colony, 
Wardha Road, Nagpur 

91-712-2221656 
/2226686 

http://www.softtrust.com 

74. VAMA IT Modi No.2, Sitabuldi, 
Nagpur-440012 

9373281318 http://www.vama-it.com 

75. VinayRas Infotech 52, Shilpa Nagar Somalwada, 
Nagpur – 440015 

91 9422113939 http://www.vinayras.com 

76. Vindia IT Services 
Private Limited 

STPI, 3, IT Park, Near VRCE 
Tel. Exch, Nagpur-440022 

0712 3270523 http://www.vindiaservices.
com/ 

 
77. Virtual Galaxy 

Infotech Pvt Ltd 
3 Central Excise Colony 

Behind Mahatme Eye Bank, 
Chhatrapati Sq. Ring Road, 

Nagpur 440015 INDIA 

0712 2244778   

78. Web-N-Media 
Technologies Ltd. 

285,Laxminagar,WHC Road, 
Laxminagar, Nagpur-440022 

91-712-2237487 
 

 

79. Zeon Solutions Pvt. 
Ltd. 

No. 14/3, Behind Infotech 
Tower, Near VRCE 

91-712-2248747 http://www.zeonsolutions.
com 
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Telephone Exchange, IT 
Park, Parsodi, Gayatri Nagar, 

Nagpur- 440022 

 

80. Zeta Softech 
Pvt.Ltd. 

105, IT Tower, IT Park, 
Parsodi, Nagpur-440022 

91-712-2249238 http://www.zetasoftech.co
m 

81. Zep Software 
Services.Pvt.Ltd.In

dia 

U/9,Laxminagar, Nagpur-
440022 

91-712-2236456 http://www.zepsoftware.co
m 

Akola 
82. Aid PC Com    
83. Creative Globe    
84. R.K. Softwares-

Accounting Soft 
Ndia Coal Depot & 

Electricals Jama Masjid 
Complex Subhasah Road  
Teli Pura Chowk Akola 

{Maharashtra} Pin -444001 

  
http://www.rksoftwares.co

m 

85. Savior Digital 
Solutions 

  
 
 
 

 

Amravati 
86. AARU Solutions Kiran Nagar No 2, MIDC 

Road, Near Vidyalakshami 
Primary School, MIDC 

Industrial Area Amravati, 
Amravati, - 444606 

8928885320, 
9370619538 

http://www.aarusolutions.c
om 

87. Softamedia    
88. Splendid Software 

Solutions 
   

89. TEAMS 
Technologies 

  http://www 
teamstechnologies.com/ 

Gondiya 
90. PHP Solutions 2nd Floor, Aeroplane 

Building, Balaghat Road, 
Gondia - 441614 

Maharashtra - India 

91-7182-251108 http://www.phpworkshop.
net 

Wardha 
91. Cyberguroo Dr. Zakir Hussain Colony 

House No. 28/91,Wardha 
Telephone: 07152-

248689 
Mobile: 099-756-

415-63 

http://www.cyberguroo.co
m 

Yavatmal 
92. Horizon Infotek    
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GLOSSARY OF TERMS 

A 
ACR Annual Confidential Report 

B 
BARS Behaviour Anchored Rating Scale 

C 
CAGR Compound Annual Growth Rate 
CIPD Chartered Institute Of Personnel And Development  
CIS Customer Interaction Services  

CADM Custom Application Development and Maintenance  

D 
DDI Development Dimensions International 

I 
ITAA  Information Technology Association of America  

IT Information Technology 
ITES Information Technology Enabled Services 
ISDN Integrated Services Digital Network 

K 
KRA Key Result Areas 

M 
MADC Maharashtra Airport Development Company 
MBO Management by Objectives 
MIDC Maharashtra Industrial Development Corporation 

MIHAN Multimodal International Hub at Nagpur  

N 
NASSCOM National Association of Software and Services Companies 

P 
PDP Personal Development Plan 
PMS Performance Management System 

PASW Predictive Analytics Software 

R 
R& D Research & Development  

S  
SEI 

CMM 
Software Engineering Institute 
Capability Maturity Model  
The Capability Maturity Model (CMM) (a registered service mark of Carnegie Mellon 
University, CMU) is a development model that was created after study of data collected 
from organizations that contracted with the U.S. Department of Defense, who founded the 
research. This model became the foundation from which CMU created the Software 
Engineering Institute (SEI). The term "maturity" relates to the degree of formality and 
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V 
VASE Vidarbha Association of Software Exporters 
VED Vidarbha Economic Development 

 

 

 

optimization of processes, from ad hoc practices, to formally defined steps, to managed 
result metrics, to active optimization of the processes. 

SMART S=specific, M=measurable, A=achievable, R=relevant and T=time framed. 
SPSS Statistical Package for Social Sciences 
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