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ABSTRACT 
Performance management helps managers monitor and evaluate employees' work and align it with the company's 

goals. The four major processes of performance management are: Planning: Managers and employees establish 

performance expectations and set smart goals together. Performance management is an ongoing process of 

communication between a supervisor and an employee that occurs throughout the year. Performance management is 

a method of tracking professionals' work and developing their skills so they can contribute to the company more 

effectively. The study examined performance management and organizational sustainability in public organizations. 

Specifically, the study determined the extent of relationship between 360 degree feedback appraisal and 

organizational sustainability. Evaluate the extent of relationship between management by objective and 

organizational sustainability. Ascertain the degree of relationship balance scorecard and organizational 

sustainability. Determine the extent of relationship between self assessment and organizational sustainability and to 

determine the extent to which employee’s participation in designing an organization’s performance management 

system affects organizational sustainability. The study adopted a descriptive survey approach. The study adopted a 

descriptive survey approach. Both primary and secondary sources of data were employed. The study employed 

Multiple Regression Analysis (MRA) Method to determine the effect of performance management on organizational 

sustainability. The study found that there is a significant relationship between 360 degree feedback appraisal and 

organizational sustainability. It also showed that there is a significant relationship between management by objective 

and organizational sustainability. The study also found that balance score card and self assessment has no significant 

relationship with organizational sustainability. The study further found that employee’s participation in designing an 

organization’s performance management system has a significant effect on employee’s commitment.  The study 

therefore concludes that there is a significant relationship between performance management and organizational 

sustainability. Amongst the recommendations is that the organization should lay emphasis on 360 degree feedback 

appraisal and management by objective. Regular formal meetings should be held and feedback on performance 

should be given regularly and it should be offered to the employees concerning his performance and its relationship 

to the expectations taken into view by management.  
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INTRODUCTION 

Performance management facilitates the implementation of business strategy by indicating what to 

measure, determining appropriate means of measuring, setting targets and linking the measure with 

organizational performance (Sandeep, Prakash, Ba & Neeraj, 2023). It improves the organizational 

performance; improves processes within the organization; improves employee performance; improves 

team performance; eases implementation of change in the organizational culture; improves customer 

satisfaction; a competitive advantage is obtained; improves quality of supervision (Nzewi, Ekene & Agu, 

2023). 

The roles of an effective performance management have high performance culture; align personal 

objectives with team, department and organizational goal; encourage and reward employee’s effort to the 

organization; clear and concise objective or expectation form employee’s that is in line with set standards 

and how its attainment will impact on the organization generally; provide a consistent employee’s attitude 

that is based on fair, objective and timely feedback on employee’s performance (Ndu. Emmanuel, 

Obamen & Omonona, 2022). 

Organizations use Performance management to drive behaviours from the employees to get specific 

outcomes. In practice this worked well for certain employees who were solely driven by financial reward. 

However, where employees were driven by learning and development of their skills, it failed miserably. 

The gap between justification of pay and the development of skills and knowledge became a huge 

problem in the use of performance management. This became evident in the late 1980s; the realization 

that a more comprehensive approach to manage and reward performance was needed. This approach of 

managing performance was developed in the United Kingdom and the United States much earlier than it 

was developed in Australia (Marwan, Yazeed, Marwan, Saeed &   Eihab, 2024). 

Since employees are the most important resources and assets of organizations as established by 

researchers, organizations try to figure out strategies for identifying, encouraging, measuring, evaluating, 

improving and rewarding their performance at work. To achieve these though task, performance 

management and its technique comes in handy. Hence performance management has come to play an 

indispensable role in helping organizations to reach their goals of increased performance through the 

performance of their employees (Heba & Ahmed, 2024) An effective Performance Management System 

(PMS) enables organizations to provide direction to their employees in alignment with their strategic 

objectives through efficiently utilizing resources, systems, and processes. Regular review and feedback of 

these systems provide early alarms to the managers of any possible issues or roadblocks for them to take 

immediate corrective action and avoid any pitfalls.  

Most competitive enterprises have established effective PMS. For example, GE's CEO Jack Welch was 

successful in transforming his organization and taking it to much greater heights mainly because he could 

provide direction to all the GE employees to work towards the same objective and to their best efforts, 

resulting in achieving their top performance (Kipkirui  & Yugi , 2023).  A similar quote from Henry Ford 

also describes the same sentiment: 'Coming together is a beginning; keeping together is progress; and 

working together is a success.'  

Despite the importance of effective PMS, it still needs a relook in several organizations. One part is that 

such organizations need help to perform efficiently. The other critical part is that they need more agility to 

respond to technological advancements, market changes, or ensuing competition (Carpi, 2017).  

The first principle for an effective PMS is, 'what gets measured gets done.' (Wilson et al., 2006). The 

performance of all employees and teams of an organization must be measured objectively and accurately. 

In order to achieve this, each individual and team should have a clearly defined job description reflected 

in key result areas, objective targets, and measurement standards for each job role. They should be 

aligned from top to bottom with the organization's strategic objectives. Actual performance should be 

reviewed against respective targets periodically by the managers, and any deviations, especially on 

underperformance, should be discussed for implementing corrective action. It is equally important that 

over performance is duly acknowledged and periodically rewarded. 

Ogochukwu & Nnabugwu . .….. ..Int. J. Business & Law Research 12(3):10-23, 2024 

 



12 

 

Competitive pressures in the global business environment are forcing organizations to re-engineer in 

order to become more competitive in the marketplace. Toward that end, organizations are placing strong 

emphasis on performance management systems (Frigo & Krumwiede, 1999). The growing competitive 

nature of the Nigeria business environment places enormous responsibilities on managers to create an 

enabling operating environment that can trigger desirable attitude from employees towards the 

organizations set goals and objectives (Inyang, 2008). The attitude has to be in the interest of the 

organization and must sincerely show strong evidence for improved organizational performance. This is 

imperative owing to the vast role employee’s play in ensuring the corporate existence of the business and 

the need to ensure businesses in Nigeria enjoy long life span. However, for organizations to command this 

high level of dedication from employees the organization must design an unbiased, objective and fair 

measure that seek to identify, recognize and reward employee’s contributions to the organisations 

success, and ensure it is ultimately link to the organizations goal and objectives (Jonah, Obutor & 

Nwanyanwu, 2022). The linking of this system is primarily to ensure there is a basis or criteria for 

evaluation that inevitably serves as a judging stand to determine the reward deserving on the assessed 

contribution (Jamil & Mohammed, 2011). The use of performance management techniques has been one 

of the enduring legacies of the public sector reforms of the past twenty years (Rhys, 2014). 

Companies of all sizes and across many industries have realized that traditional ways of measuring 

business performance do not account for the needs of all stakeholders. In order to ensure sustainability 

over the long term, management teams must do more than maximize shareholder profits. They must 

consider the needs of all stakeholders, including employees, customers, and community members 

(Marquis & Toffel, 2011). There are three ways in which companies can embrace sustainability: through 

philanthropy, as part of a risk management strategy, or by integrating sustainable practices into the 

business model itself.  Yet, organizations can derive strategic advantage by embracing sustainability as 

part of the business. The benefits include cost savings by limiting waste and consumption of natural 

resources, new business opportunities through environmentally-friendly product innovations, enhanced 

brand value and reputation with customers and partners, better risk management, the ability to attract 

capital from ―green investors, and the opportunity to attract better staff by offering a great place to work 

(Brown, Helland & Smith, 2006). Therefore, this work will examine the relationship between 

performance management and organizational sustainability.    

Statement of the Problem  

Most of the organizations have used performance appraisal as compared to the performance management 

in which the focus is made in the comparison between the performance standards being made by the 

organization and the actual performance of the employees while no one actually compares the 

performance against the organizational objectives. This affects the achievement of organizational 

objectives negatively.  

Consequently, it is pertinent to state that the nature or structure of the organisation can be a varying factor 

in determining the nature and criteria of the performance management system (Jamil & Mohammed, 

2011). Thus, the need for managers to create a vivid system that is linked to the organizational strategy 

and appropriate in measuring acceptable and non-acceptable behaviour for improved employee 

performance. The performance management system should systemically evolve starting from the level of 

employee, and ultimately to the level of the organization. The organizations objective should be clearly 

stated for easy implementation and ensure the performance management system is tailored directly to it. 

Inability of the organization to design or develop distinct objectives, stated in quantitative and qualitative 

terms against which performance can be measured can distort employees’ perception of their relevance to 

the organization (Kazim, 2008). However, the problem lies with inability of managers to manage 

performance, align individual goals to a common vision and effectively utilize the organization’s 

performance management system to stimulating employee’s commitment for enhanced organizational 

performance. 

Many scholars have examined the implementation of performance management in the organization. For 

instance, Farheen, Faiza and Syed (2014) found that employees of Alfalah bank have faced the problem 
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of dissatisfaction from their current performance management and also the current performance 

management system of Alfalah bank lacks motivation and proper reward system. Also, Rajesh and 

Nishant (2013) study revealed that Performance Management System helps employees to set their 

individual goals with the organizational goals and achieve meaningful outcomes. Zhang (2012) examined 

the impact of performance management on employee performance and found a positive but insignificant 

relationship between performance management and employee performance. Others like 

Homayounizadpanah and Baqerkord (2012), Chompukum (2006), Ahmad (2012) and Tanvi Newaz 

(2012) examined performance management in relation to productivity, efficiency, effectiveness, 

organizational culture and psychological contract. It is obvious that none of the studies have examined 

performance management in relation to organizational sustainability; hence this study is hypothesized to 

fill this gap.  

 

Review of Related Literature 

Conceptual Review  

Performance Management  

Performance management is a ubiquitous term in today’s business environment, being embedded in the 

body of knowledge of various disciplines and being used it at all organizational levels ( 

Olaniyan & Olaniyi, 2022). The term performance management has been used differently by many 

scholars to describe varied issues. Sloltje (2000) recognizes that this term has two-fold meaning. The first 

is the performance appraisal or evaluation and the other meaning is for applied behaviour analysis in 

organization settings. According to John S. Bailey, a professor of Florida State University, performance 

management is the systematic, data oriented approach to managing at work that relies on positive 

reinforcement as the major way to maximize performance (Sloltje, 2000). Davis (1995) on the other hand 

defines performance management as a joint process that involves both the supervisor and the employee, 

who identify common goals which correlate to the higher goals of the institution. However, according to 

Armstrong (2001), it is a strategic and integrated process that delivers sustained success to an 

organization by improving the performance of the people who work in them and by developing the 

capabilities of individual contributors and teams. Effective performance management is widely 

recognized as a management tool to specifically help evaluate and improve individual performance (Claus 

& Briscoe, 2009). 

Performance management is the current buzzword and is the need in the current times of cut throat 

competition and the organizational battle for leadership. Performance management is a much broader and 

a complicated function of HR, as it encompasses activities such as joint goal setting, continuous progress 

review and frequent communication, feedback and coaching for improved performance, implementation 

of employee development programmes and rewarding achievements. The process of performance 

management starts with the joining of a new incumbent in a system and ends when an employee quits the 

organization. Performance management can be regarded as a systematic process by which the overall 

performance of an organization can be improved by improving the performance of individuals within a 

team framework. It is a means for promoting superior performance by communicating expectations, 

defining roles within a required competence framework and establishing achievable benchmarks (Mishra 

& Sahoo, 2015). 

Performance management is about managing the performance, whereas “performance” according to the 

Oxford English Dictionary, can be defined as “The accomplishment, execution, carrying out and working 

out of anything ordered or undertaken.” Performance can be regarded as behavior, the way in which the 

organizations, teams, and individuals get work done (Armstrong, 2001). According to McNamara (2006) 

performance management is a complete process which throws light on the overall organizational 

performance to the departments and at the employees’ level. It also tends to focus on the process to 

provide products or services in the organization. Before that Chandler (1970) proposed the shift of 

performance management from organizational structure to the employees for achieving better 
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performance. As Cokins (2008) defined the multidimensional organization structure in order to manage 

employees’ performance. 

The performance management practice consists of integration of human resource management activities 

that are linked to the organization’s planned goals (Mumford & Gold, 2004). Brulton and Gold (2004) 

described performance management practice as an attempt to show a strategic integration of human 

resource activities, which together are linked to the goals and direction of an organization. These 

activities are the key elements of the Performance Management Practice that must exist in order to ensure 

success (Price, 1997). The combined impact of a number of related aspects of performance management 

may be expected to achieve more to improve organizational effectiveness than the various parts if they 

function separately. 

Performance Management, as defined by Armstrong (2009) is a process designed to improve 

organizational, team and individual performance and this is owned and driven by the line manager. While 

Adeboboye, Solanke, Olaniyan and  Olaniyi, (2022) views performance management as a continuous 

process of identifying, measuring and developing performance of individuals and teams and aligning 

performance with the strategic goals of the organization. It also evaluates the improvement being made 

towards the achievement of organizational strategic business objectives (Bridger, 2014). Performance 

management can be considered as a proactive and positive system of managing employee performance for 

guiding the employees and the organization in the direction of desired performance and results. It’s about 

striking a harmonious alignment between employee and organizational objectives in order to achieve 

excellence in performance (Maina, 2015). 

Organizational Sustainability  

The concept of sustainability has experienced several interpretations and approaches during the last years 

while trying to understand this complex concept of increasing importance. The approach of the concept 

goes from social sustainability, economic, ecological, cultural, political, and environmental, among 

others, according to Baroni (1992) that evaluates the evolution of the concept and its main approaches. 

The United Nation’s 1989 Brundtland Commission definition of sustainability is ‘‘meeting the needs of 

the present without compromising the needs of future generations’’ and According to the OECD’s 

definition, sustainability means “linking the economic, social and environmental objectives of societies in 

a balanced way” and “about the consequences of today’s activities which meet the challenge of 

sustainable development and require that the process through which decisions are reached is informed by 

the full range of possible consequences, and is accountable to the public” (Farneti and Guthrie, 2009; 

Mohrman and Worley, 2010). Sustainability shows both challenges and opportunities for organizations 

(Ceasar and Page, 2013), and it can overcome economic pressures and fit the future needs of the 

environment (Wilkinson and Hill, 2001). The activists of sustainable development which claims that as 

progress, but others may consider the level of progress as inadequate to meet sustainable development 

needs and seek more dramatic change (Henderson, 2011). There are six aspects to sustainability: 

a) Causal ambiguity: Rival firms may not be able to imitate another firm’s resources and capabilities 

because they do not understand how these relate to competitive advantage. 

b) Lead time: A set of factors that determine the amount of time from project launch until competitors 

have a substantive response in place. 

c) Path dependency: The choices made during the early stages of project planning and implementation 

that have significant implications on current options, decisions and expected outcomes. 

d) Role of history: Refers to unique historical conditions that allow a company to either acquire or 

develop resources at low cost. New competitors who do not have these resources will have to pay a 

higher price in order to obtain them. 

e) Socially complex links: Social factors, which are beyond the ability of firms to control and influence 

in a systematic fashion, that make it difficult to imitate another firm’s resources. 

f) Time compression diseconomies: Refers to resources that are relatively easy or inexpensive to 

imitate, but where the process is time–consuming (Dehning & Stratopoulos, 2003). 
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Sustainability entails living mindfully of the future, embracing and respecting life in the present, and 

caring for the wellbeing of generations to follow. The concept is broadly defined as meeting the needs of 

the present generation without compromising the ability of future generations to meet their needs. 

Two perspectives on the sustainability notion have played an important role in the sustainability literature, 

viz. the ‘Brundlandt’ perspective and the ‘triple-P’ perspective. The first perspective is based on the so-

called ‘Brundlandt definition’ of sustainable development (WCED, 1987), i.e. ‘meeting the needs of the 

present generation without compromising the ability of future generations to meet their needs’. Of course, 

the range of the ‘Brundlandt’ definition is beyond organizational sustainability. Indeed, it is humanity that 

should strive for sustainability. Nevertheless, as noted in the introduction, the definition has been 

important for getting sustainability on organizational agendas (e.g. WBCSD, 2002). Also in literature, the 

definition can be considered a milestone. For instance, Dyllick and Hockerts (2002) transpose the 

definition, by means of the stakeholder concept, to the organizational level. They define corporate 

sustainability as ‘meeting the needs of a firm’s direct and indirect stakeholders (such as shareholders, 

employees, clients, pressure groups, communities etc),  

 

Theoretical Framework  

This study is anchored on equity theory. The equity theory, developed by John Stacey Adams, says that 

satisfaction is based on a person's perception of fairness. Applying this theory when conducting a 

company's performance appraisals involves balancing the assessment of an employee's contribution to his 

job with the compensation and other rewards associated with his success. In general, highly-paid and 

rewarded employees tend to be the most motivated to continue performing well on the job (Luecke, 

2006). 

In the 1960s, John Stacey Adams, a behavioral psychologist, developed the equity theory. This theory 

describes the relationship between the perception of fairness and worker motivation. People typically 

value fair treatment. Successful entrepreneurs recognize this and structure their small-business workplace 

to reward people according to their contributions. They also recognize that people have needs. Other 

theories help explain how to understand these needs. Psychologist Abraham Maslow’s need-hierarchy 

theory, developed in the 1940s, states five levels of personal needs: physiological, safety, belonging, 

esteem and self-actualization. Business school professor Victor Vroom developed the expectancy theory 

in the 1960s, demonstrating that motivated employees produce more. Behaviorist B. F. Skinner also 

worked in the 1960s to understand how reinforcement works. He concluded that negative reinforcement 

leads to negative outcomes. Effective managers can apply these observations to managing performance by 

motivating their employees through positive reinforcement and appraising them fairly on at least an 

annual basis (Tara, 2016). 

Equity theory is based on developing a suitable approach towards supervision of the employees (Adams, 

1965 cited in Akuoko, 2012) Equity theory is based on objective and impartial behaviours to all the 

employees. Employees feel motivated when they learn that they are considered equally and justly for 

rewards and recognitions and compensations along with unbiased and transparent performance 

assessment. Just the opposite happens when employees are treated biasedly. 

Equity theory is one of the major formulations relevant to financial compensation. Equity theory argues 

that people are motivated by their beliefs about the reward structure as being fair or unfair, relative to the 

inputs. People have a tendency to use subjective judgment to balance the outcomes and inputs in the 

relationship for comparisons between different individuals (Adams, 1963). According to this theory, the 

level of motivation in an individual is related to his or her perception of equity and fairness practiced by 

management. Studies of perception (Austin & Walster, 1974) support the theory that an individual's 

perception of equity is based on an internal socially-derived standard of inputs or outcomes, rather than a 

particular comparison person as had been originally suggested. 

According to equity theory, an employee's perception of the fairness of his work's input and outcome 

influences his motivation. Effective performance management systems enable a manager to clarify job 

responsibilities and expectations, develop an employee's capabilities, and align an employee's behavior to 
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the company's strategic goals and values. An employee typically feels satisfied with the outcome of his 

effort, including his pay, when the compensation matches what he feels he puts into the job. If an 

employee perceives that others get more for doing less, he typically becomes less motivated to work hard. 

Managers create a productive work environment by communicating job requirements clearly and 

establishing fair and consistent performance objectives for all employees (Tara, 2016). 

Effective managers avoid underpaying and overpaying employees. They monitor performance and 

compensation regularly to achieve a productive balance. If cuts need to be made due to economic 

conditions, they distribute the decreases throughout the company. To remain motivated, employees 

typically need to be able to provide input to their performance plan, modify their goals if conditions 

change, and seek career development opportunities (Armstrong, 2006). 

It's not easy to make equitable decisions while supporting performance improvement. Managers typically 

evaluate their employees, calibrate ratings and decide on rewards. These rewards include pay increases, 

promotions, flexible work schedules or stock options. Justifying these decisions becomes the focus, rather 

than relaying constructive feedback that can enhance performance and foster career development. 

Successful managers clearly communicate company goals and make sure employees understand their role 

in achieving business objectives. By recognizing the effort, loyalty, commitment, skill and enthusiasm 

that an exemplary employee displays, an effective manager acknowledges accomplishments, establishes 

trust and builds a productive workforce. A worker's sense of achievement tends to build loyalty and 

enables him to feel secure about his future with the company (Luecke, 2006). 

Equity theory calls for a fair balance to be struck between an employee’s inputs (hard work, skill level, 

tolerance, enthusiasm) and an employee’s outputs (salary, benefits, intangibles such as recognition). 

According to the theory, finding this fair balance serves to ensure that a strong and productive 

relationship is achieved with the employee, with the overall result being contented, motivated employees. 

The theory is built-on the belief that employees become demotivated, both in relation to their job and their 

employer, if they feel as though their inputs are greater than the outputs. Employees can be expected to 

respond to this is different ways, including demonization (generally to the extent that the employee 

perceives the disparity between the inputs and the outputs exist), reduced effort, becoming disgruntled, or, 

in more extreme cases, perhaps even disruptive. Equity theory suggests that over rewarded individuals 

might be motivated to increase their performance and under rewarded individuals to decrease their 

performance in an effort to restore equity. However, very often, over-rewarded employees will find ways 

to rationalise their over reward, assuming they "deserve" it (Adam, 1963). 

 

Empirical Review  

Sandeep, Prakash, Ba and Neeraj, (2023) examined the emerging research directions in this field by 

performing content analysis on relevant articles. In recent years, bibliometrics has gained significant 

traction as a prominent area of research. Scholars have increasingly turned to literature reviews and 

keyword analysis to synthesize and integrate the vast body of work accumulated over the past three 

decades in this field. By employing bibliometrics techniques, the aim is to explore the trends and patterns 

prevalent in literature. Following the study's objectives, the authors conducted a comprehensive literature 

review using relevant keywords to capture the breadth and depth of research in the field. Using Scopus, a 

well-established academic database, 868 documents were initially identified. However, after applying 

strict exclusion criteria, the list was refined to 209 documents, ensuring the selection of the most relevant 

studies. To further refine the selection and focus on articles with a strong academic standing, the research 

papers of journals having Australian Business Deans Council (ABDC) ranking of B and above were 

considered. Consequently, a subset of 88 articles emerged as the final sample for detailed analysis using 

VOS Viewer, a powerful tool for conducting thorough bibliometric investigations. The findings of this 

study present a comprehensive bibliometric analysis of the available literature on performance 

management in public sectors. While conducting a systematic examination of the available research, this 

study presents the major thematic clusters within the performance management domain in public sectors.  
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Nzewi, Ekene and Agu, (2023) examined the relationship between performance management and 

employees’ engagement in selected Brewery Firms in the South East Nigeria. A survey research design 

was adopted. A sample of 400 respondents was selected from the population size of 1935 using Taro 

Yamani Formula. A 25-item questionnaire with close ended questions was used for data collection. 

Pearson correlation was used for data analysis. Finding showed that there is a significant positive 

relationship between performance planning and employees’ commitment on the one hand, and a 

significant positive relationship between performance development and employees’ job satisfaction on the 

other hand in the selected brewing firms.  

Ndu. Emmanuel, Obamen and Omonona, (2022) investigates the impact of value management on the 

performance of production firms in south-east Nigeria. The investigation embraced the survey design 

overview plan. The investigation had a populace size of 9038, out of which an example size of 563 was 

acknowledged utilizing Cochran’s equation at 5 percent mistake resilience and 95 percent dimension of 

certainty. The survey research design was adopted for the study. The hypothesis were tested utilizing the 

Pearson product moment connection coefficient and simple linear regression statistical tools. The findings 

indicated that there was a significant relationship between value engineering and product quality in the 

selected manufacturing firms in south-east Nigeria. Function analysis had a significant positive effect on 

the productivity of manufacturing firms in south- east Nigeria. The study concluded that value 

management offers a method for stakeholders to achieve organizational performance. 

Farheen, Faiza and Syed (2014) examined the implementation and effectiveness of performance 

management system in Alfalah bank. This research is done to highlight the importance of performance 

management and also to study scope and effectiveness of performance management system in Alfalah 

Bank. Qualitative research methodology has been used by researcher. Through this qualitative technique 

data is collected and analyzed. To identify the PM issues structured interviews were conducted from the 

employees related with different departments of Alfalah Bank. The research findings have shown that the 

employees of Alfalah bank have facing the problem of dissatisfaction from their current performance 

management and also the current performance management system of Alfalah bank lacks motivation and 

proper reward system. So for resolution of these issues researcher has recommended direction and 

guidelines to improve the performance management system. 

Rajesh and Nishant (2013) carried out a research on performance management system in Maharatna 

companies. This research aims to figure out the key variables that are having strong influence on 

Performance management system with special reference to BHEL, Bhopal (M.P.). Chi square test is 

applied in this paper to check the authenticity of data given by the respondents. The study revealed that 

Performance Management System helps employee to set their individual goals with the organizational 

goals and achieve meaningful outcomes. The study also found that performance management process of 

BHEL provides a chance to employees of advancement and recognition within the organization. 

Ahmad (2012) examined the impact of organizational culture on performance management practices in 

Pakistan. The aim of this study is to expand the base of knowledge and empirically test the relationship 

between components of organizational culture and performance management practices. The study adopted 

exploratory research to explore the impact. Primary data was collected through questionnaires from 60 

employees in COMSATS Institute of Information Technology. The sample consists of both male and 

female faculty members. Regression and Correlation analysis was used for statistical analysis. Statistical 

results show that involvement is highly correlated with consistency and adaptability. Similarly, other 

dimensions of organizational culture have significantly positive relationship with the performance 

management practices. 

Zhang (2012) examined the impact of performance management on employee performance. The 2004 

WERS data was analyzed in order to test the impact of performance management system on employee 

performance by using a package STATA for windows. The Kruskal-Wallis test and Ordered Logit 

regression were used to test the relationship and the results show the activities: continuous 

communication within organization and personnel development impact significantly and positively on 
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employee performance. However, the results show that the performance management system has a 

positive but insignificant relationship with employee performance.   

Homayounizadpanah and Baqerkord (2012) examined the effect of implementing performance 

management on the productivity, efficiency and effectiveness of the Chabahar municipal employees. This 

study analyzes the relationship between performance management, productivity and efficiency for 

organizations working at Chabahar Municipality. In order to achieve the above objectives, research 

questions were developed. Two hypotheses were developed for the study. Survey and Interview were 

used as main tools data collection of primary data. Respondents were selected using simple random 

sampling technique. The responses were entered and analyzed by using SPSS. The findings of this study 

indicates that majority of respondents agree that performance management system determines 

productivity level at their organization and majority of the respondents agree that they believe that 

performance management system determines efficiency level at their organization. The major finding 

from the correlation analysis was that there is a strong positive relationship between performance 

management and productivity. 

Maina (2015) examined the effect of performance management system on employee performance in food 

and agriculture organization. The study adopted a descriptive research design. The population of interest 

consisted of 94 staff members of Food and Agriculture Organization. A census was undertaken to 

interview the entire population. Data was collected using structured questionnaires. The data was 

analyzed using the Statistical Package for Social Sciences (SPSS) into frequency distribution and 

percentages. The data was presented using tables and charts. The major finding of this study is that 

employees feel there is a great need for a performance management system in FAO. The study concludes 

that the perception of employees towards performance management practices is very critical in all 

organizations as this motivates them to achieve the goals set by the organization.  

Ayandele and Isichei (2013) examined performance management system and employee job commitment 

using selected |listed companies in Nigeria. To achieve this objective, a review of relevant literature was 

done and primary data was gathered using a Likert scale questionnaire format administered to fifty 

respondents. Two Hypotheses was postulated to test the significance of the research problems. Data 

analysis was carried out using simple linear Regression which proved the alternate hypothesis significant 

in the hypotheses tested. Findings revealed that performance management system impacts on employee’s 

commitment to the organizational set goals. The study concluded there is a positive relationship between 

employee’s participation in the designing of an organization’s performance management system and 

employee’s commitment to the organizational set goals. 

Qureshi and Mubashir (2013) examined impact of performance management on the organizational 

performance using the business model of McDonalds. The main objective of this is to find that PM is 

helpful to improve the productivity of the employees and how PM is linked with the training needs of the 

employees. Another aim is to find out that how this is helpful to increase the revenue and profitability of 

the firm for the current research study qualitative research is used because it gives the brief information 

and understanding of theories. In order to get the brooder view of respondents, qualitative research will 

help a lot. The study was conducted through semi structured interviews. The study found that 

performance appraisal session conduction each year in McDonalds motivates the employee to work 

harder and harder. Furthermore performance appraisal processes provide training and development to the 

employees as well as the reward management. These factors also drive the average worker to work more 

and more efficiently in McDonalds. 

Oluwatosi (2015) studied the impact of performance management on productivity of public sector 

organizations. The objective of the study was to ascertain the effect of performance management on 

productivity in the selected public sector organizations in the South West, Nigeria. The study employed a 

survey research design of which structured questionnaire was administered to the sample of 201 drawn 

from the population of the study. The data collected were analyzed with Simple percentages and Chi-

Square (X2). The study revealed that performance management has a propulsive effect on the productivity 

of public sector organizations if adequately conducted. Based on the findings, the study concludes that 
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performance management enables organizations to measure the strength and weakness of employees in 

relation to its contributions to overall goal of the organization, and therefore, recommends that 

government owned institutions should be conducting performance evaluations on quarterly basis to 

promote employee’s commitment to work. 

Franklin (2015) conducted a study on performance management system and its implication on 

organizational effectiveness. The study was designed to explore the relationship between performance 

management system and organizational effectiveness in the selected government owned organizations of 

the 22 Districts in the Brong Ahafo Region of Ghana.  The study was a survey-type of research in which 

correlational design was employed in an attempt to identify the direction and magnitude of the 
relationship between the studied variables. Structured questionnaire drawn on 5 point scale rating was 

administered to a sample of 261 respondents drawn from the population of the study. The test re-test approach 

was employed such that Cronbach alpha coefficient was used to determine the reliability of the research 

instrument. Therefore, the reliability result was 0.75 or 75 percent suggesting that the data instrument was 

reliable. The study found that there is a positive relationship between performance management system and 

organizational effectiveness, and therefore concludes that if performance evaluation is effectively conducted in 

government owned institutions, it would inspire employees’ to be committed to their work which in turn 

would result to organizational effectiveness. The study, therefore, recommends that organizations especially 

government owned institutions should often conduct performance evaluation in order to inspire their 

employees for greater commitment to work. 

Mwema and Gachunga (2014) examined the influence of performance appraisal on employee productivity in 

organizations in selected offices in East Africa.  The main objective of this study was to establish the effects of 

performance appraisal on employee productivity in the World Health Organization focusing on Kenya Country 

Office, Garissa sub-office, Somalia and Sudan offices based in Kenya. Descriptive design was adopted in this 

study. Regression analysis was done to establish the effects of performance appraisal on employee 

productivity. From the findings, the study concluded that organizations should appraise their employees often 

through utilized targets, accomplishments, organization goals, time management and efficiency for 

performance measure purposes as it would lead to increase in employee’s productivity. The study concludes 

that organizations should establish and adopt performance appraisal systems to aid in providing opportunities 

to the management in identifying staff training needs, help employees meet performance targets, offer poor 

performers a chance to improve, help employees on time management through planning and setting of 

deadlines, enable managers to make informed decisions about promotions and assignments based on 

applicable facts, improve employee’s synergies. 

Gap in Literature Empirically, most of the studies examined performance management in relation to 

implementation, productivity, efficiency, effectiveness, organizational culture, psychological contract and 

employee performance.  From the review, it is obvious that none of the studies have examined performance 

management in relation to organizational sustainability. Similarly, none of the studies have examined the 

relationship between the key methods of performance management (360 degree feedback appraisal, balanced 

scorecard, management by objectives and self assessment)  hence this study is hypothesized to fill this gap.  

 

METHODOLOGY 

Research Design  
The study adopted a descriptive survey approach. Both primary and secondary sources of data were employed 

in this study. The target population of this study was limited to employees working at Awka Capital 

Development Authority, Anambra Broadcasting Service, Enugu State Ministry of Works, Independent 

National Electoral Commission Abakiliki, Corporate Affairs Commission Umuahia, Federal Inland Revenue 

Services Owerri and Central Bank of Nigeria Enugu, all located within South-East Nigeria. To ensure a clear 

account for determination of sample size, the statistical formula devised by Taro Yamane (1964) was 

employed.  

 The formula states thus: 

n =       N       . 

       1 + N (e)2  

Where n = Sample size  
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N = Population of study  

e = Margin of error, and in this case = 0.05  

1 = constant value  

N.B. Target population of Organizations are 1037.  

Substituting into formula gives  

n =        1037       . 

       1 + 1037 (0.05)2  

n =           1037          . 

       1 + 1037 (0.0025) 

 

n =    1037  

         1 + 2.5 

n = 1037 

       3.5 

n = 296.3 

The sample size is approximately 296. Therefore, the sample size for this study is 296 and based on this, a 

total of 296 questionnaires were produced and administered randomly to the management and employees 

of the selected public organizations. The study employed Multiple Regression Analysis (MRA) method to 

determine the effect of performance management on organizational sustainability.  

The regression model is represented as:  

Y = α + β1X1 + β2X2+ βnXn + ẹ  

Where:  

Y =Dependent Variables  

α = Constant Term  

β= Beta coefficients  

X1  - Xn=  Independent Variable   

ẹ = Error Term   

 

DATA AND ANALYSIS  

Test of Hypotheses  

The hypotheses formulated in chapter one of this work is presented and tested. The hypotheses were 

tested using linear regression. The result of the regression analysis is presented in the table below. 

Table 1 Regression Result 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) 3.072 1.270 
 

2.418 .016 

360 degree feedback appraisal  (DFA) .985 .044 .824 22.241 .000 

Management by objective  (MBO) -.064 .039 -.069 -1.626 .005 

Balance score card (BSC) .037 .040 .038 .914 .362 

Self Assessment  (SE) -.059 .034 -.064 -1.727 .085 

Employee Participation in designing 

Performance management (EP)  

.046 .050 .034 .915 .001 

a. Dependent Variable: Organizational Sustainability   
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Test of Hypothesis One  

Ho1: There is no significant relationship between 360 degree feedback appraisal and organizational 

sustainability. 

Hi: There is a significant relationship between 360 degree feedback appraisal and organizational 

sustainability. 

Based on the t-statistics of 2.418 and probability value of 0.016 in table 4.12, 360 degree feedback 

appraisal was found to have a significant relationship with organizational sustainability. Therefore, the 

null hypothesis is rejected and the alternative hypothesis is accepted. We then conclude that there is a 

significant relationship between 360 degree feedback appraisal and organizational sustainability. 

Test of Hypothesis Two  

Ho2: There is no significant relationship between management by objective and organizational 

sustainability. 

Hi: There is a significant relationship between management by objective and organizational sustainability. 

From the table 4.12 above, the probability value for management by objective is 0.005, which is less than 

0.05 (0.005 > .05). We therefore reject the null hypothesis and accept the alternative hypothesis and 

conclude that there is a significant relationship between management by objective and organizational 

sustainability. 

Test of Hypothesis Three 

Ho3: There is no significant relationship between balance scorecard and organizational sustainability. 

Hi: There is a significant relationship between balance scorecard and organizational sustainability. 

From table 4.12 above, probability value for balance scorecard is 0.362 which is statistically insignificant 

at 0.05 level of significance. We therefore accept the null hypothesis and reject the alternative hypothesis 

and conclude that there is no significant relationship between balance scorecard and organizational 

sustainability. 

Test of Hypothesis Four 

Ho4: There is no significant relationship between self assessment and organizational sustainability. 

Hi: There is a significant relationship between self assessment and organizational sustainability. 

The probability value for self assessment in the table 4.12 is 0.085 which is greater than 0.05 (0.085 > 

.05). We therefore accept the null hypothesis and reject the alternative hypothesis. It is therefore 

concluded that there is a significant relationship between self assessment and organizational 

sustainability. 

 

CONCLUSION  

This study examined the relationship between performance management and organizational sustainability 

in public organization. The study was carried out within the public organization in South East Nigeria. 

The study found that there is a significant relationship between 360 degree feedback appraisal and 

organizational sustainability. It also showed that there is a significant relationship between management 

by objective and organizational sustainability. The study also found that balance score card and self 

assessment has no significant relationship with organizational sustainability. The study further found that 

employee’s participation in designing an organization’s performance management system has a 

significant effect on employee’s commitment.  

The study therefore concludes that there is a significant relationship between performance management 

and organizational sustainability.    

 

RECOMMENDATIONS 

Amongst the recommendations is that organization should lay emphasis on 360 degree feedback appraisal 

and management by objective since it was found that to have significant relationship with organizational 

sustainability. Regular formal meetings should be held and feedback on performance should be given 

regularly and it should be offered to the employees concerning his performance and its relationship to the 

expectations taken into view by management. Constructive feedback instead of destructive feedback 
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should be given in the form of comments so that employee does not get discourage and also employees do 

not leave the organization and need to coach the employee before and after evaluating their performance. 

Provide the resources required by them to get to the management's expectations. 
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