7/

40
WZA)
A
7 4‘5,
®

M WE AVEC U PUBLICATION International Journal of Positive Organisational Research
An Open Access Peer Reviewed Journal

© 2025 We Avec U Organization 2025, VOL 01, NO. 02, P. 01-07

ISSN: 3048-9776 (online)

Comparative Analysis of Performance Management Systems in

Government and Private Organizations: A Study

'Dr. Shalini Kumari & ?Priya Pandey
! Assistant Professor, Department of Psychology, School of Liberal Education, Galgotias University,
Uttar Pradesh, Plot No-2, Sector 17-A, Yamuna Expressway Greater Noida, Distt- Gautam Buddha
Nagar.
?Undergraduate Fellow, Department of Psychology, School of Liberal Education, Galgotias University,
Uttar Pradesh, Plot No-2, Sector 17-A, Yamuna Expressway Greater Noida, Distt- Gautam Buddha
Nagar.

Abstract

Performance management is a crucial aspect of organizational functioning, irrespective of
whether it is the public sector or private sector. This research project aims to provide a
comprehensive comparative analysis of performance management systems in government and
private organizations. The study seeks to identify the key similarities and differences in the
design, implementation, and effectiveness of performance management systems in these two
sectors. Enterprises in the public and private sectors are not the same when it comes to their
operations and organizational structure. The current study compares the performance
management strategies used by firms in the public and private sectors. A total of 90 respondents
were chosen as the study's sample after data from 45 employees in each of the public and private
sector divisions was gathered. Data was gathered using a well-crafted questionnaire with closed-
ended questions. To determine whether or not there is a substantial difference in performance
management systems in the public and private sectors T-test has been used to test

hypotheses. The study's conclusions showed that there are notable variations in the performance
management strategies used by public.

Keywords: Performance Management, Job Satisfaction, Private organization, Government
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Introduction
Performance management system is the tool
that’s used by the HR teams of the organization
used to measure and analyses the performance to
the employees in an organization. A performance
management system is a process for planning,
directing, evaluating and monitoring employee
performance can be rewarded or motivated. A
well-designed performance management system
should guide and motivate employees to focus
energy to create added value. (Alan, 2013). This
study defines a performance management
system, i.e. the ability of an organization to
identify, evaluate, encourage, measure
performance, improve employee performance
and reward employee performance for each
employee their goals to help employees perform
at their best. (Jackie, 2017) Performance
monitoring, reviews and annual evaluations.
Performance is evaluated to reward employees
who have excellent performance that meets the
required standards and further develop
employees who do not achieve the required
expectations. Patrick (2013). In addition,
measures to improve poor performance will help
employees avoid poor performance next time
because they will undergo training to improve
and do the required work. Nearly all public and
private organizations are finding it difficult to
meet performance challenges in one form or
another as a result of the global economic crisis.
The literature has covered a number of
performance management topics in great detail.

A performance management system comprises,
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among other things, clearly defined job
descriptions, an appropriate selection procedure,
performance standards, methods and outcomes
of assessment, training and development,
mentoring and feedback, and performance
development. These are all stated by Sahoo and
Mishra (2012). It also covers the organization’s
efficient systems for pay, recognition, and
appraisal. An efficient performance management
system benefits the organization as well as the
workers. The kinds of performance management
systems used by different Indian private sector
companies were investigated by Nair and
Pareekin 2011. Numerous performance metrics
(BSC). According to Sole (2009), internal and
external influences are the two main components
that

affect the performance management system in
public organizations. The following internal
factors are present: employee engagement,
performance-oriented culture, internal resources,
leadership, and management commitment.
PMS's maturity and Legislative mandates, labor
unions, and citizens and elected officials are
examples of external forces. According to
Bassey B. Esu and Benjamin J. Inyang (2009),
there is no distinction between the performance
management systems used in the public and
private sectors. This is a result of their shared
desire to accomplish both micro and large goals.
Additionally, they said that

performance management is an all-
encompassing strategy for organizing and

assisting with staff performance enhancements

Page 2 of 7



International Journal of Positive Organisational Research

in order to satisfy predetermined criteria. The
public sector uses an annual budget and an
annual performance evaluation to manage
behavior and performance outcomes. These two
focus on the past rather than the future. While
the implementation of PMS would increase the
effectiveness of public business, its absence has
contributed to the high rate of business failures
both effective and long-lasting. As the primary
method by which tasks are accomplished, PMS
should be the managers' first
priority to review, according to Lawler (2008).
Though research indicates that performance
management is still gaining traction as a useful
organizational strategy in the public sector,
public organizations at all levels of government
have made progress in utilizing performance
management systems to capture the complexities
of accountability and transparency, Bouckaert
and Halligan (2008), the primary focus of
international research in public management is
performance.

Method
In recent times, conducting a comparative study
of performance management systems between
government and private organizations lies in the
need to understand how different sectors
approach the crucial task of managing and
evaluating employee performance. By
examining both government and private sector
practices, researchers can identify strengths,
weaknesses, and potential areas for
improvement in each system. This study aims to

contribute valuable insights that could inform
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policy decisions, enhance organizational
effectiveness, and ultimately foster better
performance outcomes across both sectors.
Hypothesis

HI: There is a significant difference of
performance management systemin both
government

and private organizations. HO: There is no
significant difference of performance
management systemin both government

and private organizations. This study aims to
empirically investigate the comparative study of
performance management

systems between government and private
organizations. Participant

A sample of 90 employees were taken (45
government employees; 45 private employees),
aged from 22-45 was taken randomly chosen for
representation in this study. All the employees
were given thorough explanation of the study’s
objectives before providing their consent.
Participants were assured of the confidentiality
and voluntary nature of their participation. Data
collection involved administering a perceived
performance management system questionnaire
to the participants. Clear instructions were
provided to ensure consistent understanding, and
the questionnaire was made to gather
information on participants. Data collection was
facilitated by the researcher through physical
interaction and the utilization of a Google form
for data entry. Additionally, the researcher

conducted interviews to gather supplementary
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information like gender, age, and educational
performance in previous years. Tools used

This study employed a basic descriptive and
relational research design to search for the
comparative study of performance management
system between government and private
organizations. Utilizing a perceived analysis
self- made questionnaire, the research aimed to
explore the comparative study between
governmental and private performance
management

systems among the employees of the
organization. Method Scoring and Interpretation
of Data

To analyze comparative study of performance
management system between government and
private organization, scores were calculated for
every participant based on their response to the
performance questionnaire. The assigned
weights based on the questionnaire’s scoring
method were utilized to calculate the total score.
The T-Test method was employed to quantify the
Comparative difference between the two
organizations. Significance testing was applied
using the degrees of freedom 44 and critical
value (0.205) at a significance degree of 0.05.
The computed relation coefficient (r) was
weighed up to the critical value to ascertain the
significance of the relationship. This
methodology facilitated the performance
management

system relation among the employee of the
government

and  private organization.

Significance testing was applied using the degree
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of freedom 44 and critical value (0.205) at a
significance degree of 0.05. The computer
relation coefficient (r) was weighed up to the
critical value to ascertain the significance of the
relationship. This methodology facilitated the
performance management system relation among
the employee of the government and private
organization.

Result
The demographic profile of the respondents was
established based on their age, gender,
designation, department and organization was
collected from the participants. The table (a)
reveals the distribution of respondents across
various age groups. The highest percentage of
respondents falls within the age categories of 25,
30, and 38, each comprising7.8% of the total
sample. This information provides insight into
the demographic composition of the study
participants, highlighting the prevalence of
individuals in specific age brackets within the

surveyed population.

90 responses

6 (6.7%) 6 (6.7%)
g
" (4.4%) % (4.4%) 4(4.4%) 4(4.4%)

2 (2.2%) 2 (2.2%) 2 (2.2%)

21 23yrs 26 29 31 34 37 40 44

This table (b) displays the gender distribution
among the respondents. The majority of the
sample identifies as male, constituting 75.3% of
the total, while females make wup the
remaining24.7%. This data sheds light on the
gender representation within the study cohort and
emphasizes the need for gender-sensitive
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analyses and interventions in the context of the
research topic.
SEX

90 Response

Female

75-3%

Male

The Table (c), which compares the scores
obtained in the performance management system
between government and private organizations,
we can delve into a detailed analysis of the results
and their implications. Let's discuss each aspect
in turn:

1. Total Score and Sample Size (N)

- Reliance: The total score for Reliance is 45,
indicating that 45 individuals or cases were
included in the analysis. - NTPC: Similarly, the
total score for NTPC is also 45, suggesting an
equal sample size for both Reliance and NTPC.
2. Minimum Score

- Reliance: The minimum score observed for
Reliance is 37. - NTPC: For NTPC, the minimum
score recorded is 46. - This indicates that, at the
lower end of the spectrum, NTPC has a slightly
higher minimum score compared to Reliance. 3.
Mean Score

- Reliance: The mean score for Reliance is
calculated to be 74.91. - NTPC: Conversely, the
mean score for NTPC is slightly lower at 74.64. -
While the difference between the means is not
substantial, it suggests a slightly higher average
performance for Reliance compared to NTPC. 4.
Standard Deviation

- Reliance: The standard deviation for Reliance is
computed to be 8.56. - NTPC: On the other hand,
NTPC exhibits a slightly higher standard
deviation of 9.32. - This implies that there is a
greater variability in the scores within the NTPC
dataset
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compared to Reliance. In other words, there is
more dispersion or spread in the performance
scores among individuals or cases within NTPC.
5. Confidence Intervals

- Reliance: With a 95% confidence level, the
confidence interval for Reliance is calculated to
be [71.05, 78.77]. - NTPC: Similarly, for NTPC,
the confidence interval is [70.16, 79.12]. - These
intervals provide a range within which the true
population mean score is likely to fall. Despite the
slight differences in mean scores, the confidence
intervals for both organizations overlap,
indicating that there is no statistically significant
difference in their performance at the 95%
confidence level. By examining these various
aspects of the data, we can gain a comprehensive
understanding of the performance of Reliance
and NTPC, discerning both similarities and
differences between the two organizations.

Descriptive Statistics
N Minimum | Maximum Mean
TotalScoreReliance 45 37 100 7491
TotalScoreNTPC 45 46 100 74.64
Valid N (listwise) 45

The results presented in Table (d) indicate a
robust statistical analysis comparing the
performance management system between
government and private organizations. Let's delve
into a structured and detailed discussion of these
findings:

1. Significance of t-values: Both t-values
obtained for Total Score Reliance and Total Score
NTPC were significant at p < .001. This suggests
that the mean differences observed in the
performance management systems between
government and private organizations were
statistically significant. In summary, the analysis
indicates that there is a significant difference
between the mean scores of both Total Score
Reliance and Total Score NTPC. The findings are
robust, as they surpass the conventional threshold
of statistical significance (p < .001) and are

supported by large t-values and narrow
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confidence intervals. 2. Total Score Reliance
Analysis

- T-value and Degrees of Freedom: The t-value of
34.290 with 44 degrees of freedom indicates a
substantial difference in the mean scores between
government and private organizations regarding
the reliance on the performance management
system. - Mean Difference and Confidence
Interval: The mean difference of 74.911 signifies
that, on average, there is a significant variance in
the scores obtained between the two types of
organizations. The 95% confidence interval
(70.51t0 79.31) suggests that we can be confident
that the true mean difference falls within this
range. 3. Total Score NTPC Analysis: - T-value
and Degrees of Freedom: The t-value of 44.479
with 44 degrees of freedom suggests an even
more pronounced difference in mean scores
between government and private organizations in
the context of the NTPC performance
management system. - Mean Difference and
Confidence Interval: With a mean difference of
74.644, it's evident

that there is a substantial discrepancy in the
scores obtained by government and private
organizations. The 95% confidence interval
(71.26 to 78.03) further reinforces the confidence
in this difference.

One-Sample Test

TestValue=0

95% Confidence Interval of the
Mean Difference
Sig. (2-tailed) Difference Lower Upper

TotalScoreReliance
TotalScoreNTPC

34.290 44 000 74911 70.51 7931
44 479 44 000 74 644 71.26 78.03

Conclusion
The primary purpose of this study was to examine
a comparative difference between the
performance management system in government
and private organization. To address the research
problem, data was gathered using performance
self-made

management questionnaire. The

collected data were meticulously presented in
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both tabular and graphical formats to facilitate

comprehensive analysis. Various statistical
methods, including percentage calculations, T-
Test were employed to delve into data and derive
meaningful information. In determining the
comparison between the two organizations, a
straightforward scoring method was adopted.
Responses were assigned points following the
Likert Scale directed in the questionnaire, the
total of scores were computed accordingly. This
approach provided a quantitative study of
comparison between the government and private
organization’s PMS. Upon conducting a rigorous
analysis, the study findings revealed a
noteworthy outcome. Contrary to the initial
hypothesis (H1) proposing a significant
difference of performance management system in
both government and private organizations, the
result supported the hypothesis (H1), suggesting
there is a significant difference between the two
organizations. These findings challenges the
prior’s research and prevailing assumptions
regarding the performance management system
and employee’s performance.

The review also depicted certain issues on
implementation of performance management
systemin the manufacturing units such as costs,
lack of strategic feedback system and incentives
schemes which destabilize the efficiency of a
performance management system. Improvement
in performance is a continuous process and the
organization needs to attempt to reach to an
optimal level, so as to develop the potential

business. Hence, the process of measuring the
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manufacturing performance management system
requires regular assessment and evaluation to
struggle and survive in an increasingly
competitive globalized business environment.
Future Research Directions

The study also recommends the future research to
be conducted on the how and to what extent
performance planning, performance review,
feedback;

performance improvement differ in public and

rewards and recognition and

private sector enterprises. The further research
should also be conducted on various public and
private service sector organizations to identify the
difference in the performance management

practices of the organizations.
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