
International Journal of Management and Applied Science, ISSN: 2394-7926                                                 Volume-4, Issue-6, Jun-2018 
http://iraj.in 

Human Resource Management: Performance Management, Need for Professional Appraisal and Psychographic and Demographic of 
Labours 

 
45 

HUMAN RESOURCE MANAGEMENT: PERFORMANCE 
MANAGEMENT, NEED FOR PROFESSIONAL APPRAISAL AND 

PSYCHOGRAPHIC AND DEMOGRAPHIC OF LABOURS 
 

NIVETHA 
 

PSG College of Technology, Department of Computer Science. 
E-mail: nivethathandapani@gmail.com 

 
 
Abstract - Human Resource Management (HRM) in software companies has been rapidly developed in the last few decades, 
by means of modern HRM assets. The policy of ‘commercializing’ the public sector has been pursued in various ways, the 
introduction of quasi-markets, competitive tendering, and performance measurement and consumer choice. There has been 
an influx of managers from the private into public sector, and a greater interchange of staff between the two sectors 
(Newman and Clarke, 1994).In recent years, there has been a drive towards linking the appraisal of employees to the 
strategic objectives of an organisation. The idea is that the organisation sets its own goals and performance measures. These 
goals are then translated into goals for managers and employees. Measurable targets are identified and set for employees, 
and their performance against the targets will be used as part of their appraisal. Appraisal is, therefore, seen as part of 
management control. By measuring the performance of employees against targets, management is seen to be proactively 
managing the performance of employees and therefore improving the performance of the organisation. This study presents 
various comparative analyses of employee’s psychographic and demographic characteristics and their effects on the industry. 
A survey with a psychologist approved questionnaire has been used to collect the data from more than 50 Human Resource 
managers from various professional back ground in Tamil Nadu, India. 
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I. INTRODUCTION 
 
The fundamental goal of performance management is 
to promote and improve employee effectiveness. It is 
a continuous process where managers and employees 
work together to plan, monitor and review an 
employee's work objectives or goals and his or her 
overall contribution to the organization. The 
establishment of an effective performance 
management system requires time and resources and 
therefore, the support of the board, the executive 
director and other senior managers. When developing 
a new performance management process, an 
organization can strike up a committee made up of 
employees, managers and board members to increase 
buy-in, understanding and support for the process. 
Management support to act upon the outcomes of the 
performance management process is also necessary to 
ensure that good performance is recognized, 
inadequate performance results in the necessary 
support and/or training to improve performance and 
consistently poor performance results in a change of 
responsibilities or termination, as appropriate. 
One of the key labour market developments observed 
throughout the world in recent years is the 
phenomenon of labour market segmentation: the 
division of labour market into separate submarkets or 
segments, distinguished by different characteristics 
and behavioural rules. Taking into account their 
psychographic and demographic characteristics the 
labour segmentation can be improved. 
The concept of segmented labour market has been 
applied in a variety of ways. Analysis differ in the 

outcomes of interest (pay, employment stability or 
mobility), in the delineation of segments (by jobs, 
industry, gender, race, or age) and in the 
methodology or investigation, whether qualitative or 
econometric (McNabb and Ryan, 1990). There is, 
however, a consensus among segmentation 
economists about the way the labour market can be 
conceptualised and about how segments function. 
This convergence of views is primarily encapsulated 
and about how segments function. This convergence 
of views is primarily encapsulated in one particular 
variant of the segmentation approach, the dual labour 
market theory. 
Segmented labour market theory views the labour 
market as systematically differentiating the job 
rewards achieved by comparable individuals. The 
high pay of primary workers cannot be explained 
simply in terms of their higher quality of labour since 
many secondary workers are capable of performing 
well, given the opportunity to do so. The labour 
market is thus seen as a key ingredient in the 
generation of economic inequality and not a passive 
mirror of the inequalities which people bring to it. 
Wage structures are differentiated by employer 
characteristics rather than worker attributes. 
Demographic and psychographic characteristics play 
the key role, the psychographic variables like 
personality, interests, attitudes etc., and demographic 
variables like educational level, income level, sex, 
marital status etc., affect the way the market has been 
segmented with respect to the consumer. 
The psychographics which studies an individual 
person’s or a group’s personality, values, opinions, 
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attitudes, interest and lifestyles. This area of research 
focuses on activities, interests, and opinions. 
Demographics is the study of population based on 
factors such as age, race and sex, income level, 
location, level of education among others. 
Both these psychographic and demographic studies 
can be applied to the labours and they can be 
segmented accordingly to obtain the optimal use of 
employees and for the organisation’s success. Though 
the every industry has already segmented its labours 
below different tasks they undertake in daily basis, a 
proper segmentation taking into account their 
psychographic and demographic characteristics can 
create a sense of direction and a feeling of purpose at 
the organisation along with improved and highly 
efficient way to calculate appraisal plans. 
 
II. PERFORMANCE MANAGEMENT 
 
Performance management is the systematic process 
by which an agency involves its employees, as 
individuals and members of a group, in improving 
organizational effectiveness in the accomplishment of 
agency mission and goals. Employee performance 
management includes: 
 
 Planning work and setting expectations, 
 Continually monitoring performance, 
 Developing the capacity to perform, 
 Periodically rating performance in a summary 

fashion, and 
 Rewarding good performance. 
 
2.1 The performance management cycle: 
2.1.1 Planning 
In an effective organization, work is planned out in 
advance. Planning means setting performance 
expectations and goals for groups and individuals to 
channel their efforts toward achieving organizational 
objectives. Getting employees involved in the 
planning process will help them understand the goals 
of the organization, what needs to be done, why it 
needs to be done, and how well it should be done. 
The regulatory requirements for planning employees' 
performance include establishing the elements and 
standards of their performance appraisal plans. 
Performance elements and standards should be 
measurable, understandable, verifiable, equitable, and 
achievable. Through critical elements, employees are 
held accountable as individuals for work assignments 
or responsibilities. Employee performance plans 
should be flexible so that they can be adjusted for 
changing program objectives and work requirements. 
When used effectively, these plans can be beneficial 
working documents that are discussed often, and not 
merely paperwork that is filed in a drawer and seen 
only when ratings of record are required. 
2.1.2 Monitoring 
In an effective organization, assignments and projects 
are monitored continually. Monitoring well means 

consistently measuring performance and providing 
ongoing feedback to employees and work groups on 
their progress toward reaching their goals. 
Regulatory requirements for monitoring performance 
include conducting progress reviews with employees 
where their performance is compared against their 
elements and standards. Ongoing monitoring provides 
the opportunity to check how well employees are 
meeting predetermined standards and to make 
changes to unrealistic or problematic standards. And 
by monitoring continually, unacceptable performance 
can be identified at any time during the appraisal 
period and assistance provided to address such 
performance rather than wait until the end of the 
period when summary rating levels are assigned. 
2.1.3 Developing 
In an effective organization, employee developmental 
needs are evaluated and addressed. Developing in this 
instance means increasing the capacity to perform 
through training, giving assignments that introduce 
new skills or higher levels of responsibility, 
improving work processes, or other methods. 
Providing employees with training and 
developmental opportunities encourages good 
performance, strengthens job-related skills and 
competencies, and helps employees keep up with 
changes in the workplace, such as the introduction of 
new technology. 
Carrying out the processes of performance 
management provides an excellent opportunity to 
identify developmental needs. During planning and 
monitoring of work, deficiencies in performance 
become evident and can be addressed. Areas for 
improving good performance also stand out, and 
action can be taken to help successful employees 
improve even further. 
2.1.4 Rating 
From time to time, organizations find it useful to 
summarize employee performance. This can be 
helpful for looking at and comparing performance 
over time or among various employees. 
Organizations need to know who their best 
performers are. Within the context of formal 
performance appraisal requirements, rating means 
evaluating employee or group performance against 
the elements and standards in an employee's 
performance plan and assigning a summary rating of 
record. The rating of record is assigned according to 
procedures included in the organization's appraisal 
program. It is based on work performed during an 
entire appraisal period. The rating of record has a 
bearing on various other personnel actions, such as 
granting within-grade pay increases and determining 
additional retention service credit in a reduction in 
force. 
2.1.5 Rewarding 
In an effective organization, rewards are used well. 
Rewarding means recognizing employees, 
individually and as members of groups, for their 
performance and acknowledging their contributions 
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to the agency's mission. A basic principle of effective 
management is that all behavior is controlled by its 
consequences. Those consequences can and should be 
both formal and informal and both positive and 
negative. Good performance is recognized without 
waiting for nominations for formal awards to be 
solicited. Recognition is an ongoing, natural part of 
day-to-day experience. A lot of the actions that 
reward good performance like saying "Thank you" 
don't require a specific regulatory authority. 
Nonetheless, awards regulations provide a broad 
range of forms that more formal rewards can take, 
such as cash, time off, and many nonmonetary items. 
The regulations also cover a variety of contributions 
that can be rewarded, from suggestions to group 
accomplishments. 
 
III. HUMAN RESOURCE MANAGEMENT 
 
Due to dynamic nature of human resource in industry, 
increasing annual growth and lack of any set rules 
and regulations, it is obvious that the managers of 
Human Resources of any industry worldwide face 
new challenges. Organisations continue to grow and 
diversify their business prospects, which lead to 
additional human chain. The increasing pressure of 
clients, cost limits, productivity issues etc. Demands 
high levels of talent in managing manpower. In 
addition, companies that has workforce globally 
present and compensation benefits that are varying 
across industries leading to High attrition levels. 
When considered in a psychographic perspective the 
attitude, lifestyle, interest and values of employees of 
various industries affect the improvement of HRM in 
different ways. Though all these differ from person to 
person or from a particular work group to the other, 
they all were found to carry their own advantages and 
disadvantages. Considering the disadvantages since 
that has a direct effect on the industry’s improvement, 
the attitude towards a higher employee or the 
workplace can increase the labour dropout rate by 
more than 20 percent. 
The following chart shows the different levels of 
labour dropout depending upon the psychographic 
factors, 
 

 

The above analysis based on four variables namely 
attitude, lifestyle, interest and values graphically 
explains the various level  each one contribute for an 
employee to drop out of work, among which attitude 
contributes the most and values the least. With the 
different psychographic factors studied among the 
employees in industry it becomes necessary to 
categorise them accordingly before assigning 
respective jobs. With these four important and basic 
psychographic factors studied and also the 
demographic factors in consideration the employees 
can be divided or segmented more appropriately. 
When labour market has to be segmented according 
to psychographic factors the demographic factors like 
the age, sex and others need to be considered since 
most of the psychographic factors considered are 
interrelated to them. The amount that an employee’s 
demographic characteristics affect their work 
efficiency is more than 60 percent. 
 
IV. LABOUR SEGMENTATION 
 
With the research carried out among the software 
industry employees, they can categorised into 
different groups based on their psychographic and 
demographic characteristics as satisfaction seekers, 
salary finders, ladder climbers, risk takers and others. 
 
 Satisfaction seekers: 
These are the employees who accomplish their jobs 
not for the wages or profits but mainly to fulfil their 
knowledge and also to pass it on to others. These are 
the workers who would work even for a long time 
just to give out the right product to the consumer. 
They are job oriented and not wage oriented. These 
categories of employees were found to be around 5 
percent of the total employees considered for 
research. They were found to be changing jobs from 
time to time since they weren’t assigned the right job 
to fulfil their knowledge. These employees were also 
found to impart greatest knowledge their colleagues 
and workers who carry out work under them. They 
were found to have great leadership qualities. 
 

 
 
 Salary finders: 
This category of employees was found to be almost 
80 percent of the total employees considered for the 
study. They work with the motto “MONEY”. These 
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are the type of employees who were found to be hard 
workers though salary was their primary goal. They 
were found to be changing jobs within a very short 
period of time and the reason was stated as low wage.  
They are wage oriented. These employees had both 
knowledge and also hard work but were found to be 
settling for jobs that earned them the maximum 
salary. Since this happens to be the majority of the 
categories, reasonable salary for jobs can attract 
majority of workers. 
 

 
 
 Ladder climbers: 
This category of employees was found to be the hard 
workers. They had the characteristic of salary finders, 
fulfilment seekers and risk takers. They were almost 
10 percent among the total employees for research. 
They are task oriented. This category of employees 
was found to work with the motive to improve their 
work level and also to earn more from it. They had 
their reasons to improve their work level as respect 
among colleagues and family members, as a reward 
or incentive for hard work, for improvement of wage. 
This category of employees was almost found to have 
the capacity to compete with the employees who are 
in a position above them in the organisation. They 
were found to work under a particular organisation 
for a long period of time. They were also always 
found to be in a competition with either their 
colleagues or with their senior employees, this type of 
competition was found both to be healthy and 
unhealthy under different circumstances. 
 

 
 

 Risk takers: 
This type of employees has workers who were ready 
to take risks for variety of reasons ranging from 
improvement of skills to improved wage. They were 
found to have characteristics of all the other 
employees from different categories with a 
contrasting difference in their risk taking character. 
This type of employees was almost 3 percent of total 
employees considered. This type of employees were 
found to have a age group of between 20 to 45 and 
the reasons of this type of particular age group 
difference in employees was found as their personal 
reasons like family settlement, a need for constant 
range of wage. This type of employees was found to 
have experience from various jobs carried out earlier 
and was hard working too. They were found to switch 
between various jobs under various firms until they 
were satisfied with their work. The organisation earns 
maximum profit with this category of workers as they 
work with their motive to be “IMPROVEMENT”. 
 

 
 
 Others: 
The employees who have their work motive of 
improvement of family or personal standard of living 
or acquirement of knowledge come under this 
category of employees. They were 2 percent of the 
total employees consider for the research. They had 
different reasons of working which begins from 
social status and extends up to obtaining knowledge. 
These types of workers were sometimes wage 
oriented but were mostly knowledge oriented. The 
organisation recruits them with the advantage of low 
wage and improvement of human resource. The 
training employees also come under this category. 
This category of workers were also hard workers but 
were found to work in an intelligent way. They were 
highly competitive and intelligent. They were found 
to change jobs frequently but the reason of their 
dropout varied from person to person. This category 
has both skilled and unskilled labour and was found 
to be profitable to both employee and the 
organisation. 
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The above chart shows the result from the analysis of 
employees in different organisation and the different 
segments they come under. 
 
V. MEASUREMENT OF PERFORMANCE 
 
When measuring the performance of employees for 
the purpose of appraisal, three different approaches 
can be used: 
 Measurement of inputs 
 Behaviour in performance 
 Measurement of results and outcomes. 
 
5.1 MEASUREMENT OF INPUTS 
Measurement of inputs means attempting to assess 
the traits of an individual. Traits are those skills, 
knowledge and attitudes that the employee possesses. 
Assessment aims to identify whether the staff 
member has the competencies (or traits) for a job, 
perhaps with reference to a competency framework. 
Attributes such as leadership, commitment, ability to 
work within a team and loyalty are traits that are 
typically desired. 
Where assessment is performed by the line manager, 
the subjectivity of the exercise may well lead to real 
or perceived bias in the assessment. As a result of 
this, many organisations now use professionally 
designed psychometric tests. 
Psychometric testing aims to ‘measure’ the abilities 
and personal skills of an individual. An example of 
ability would be the number of words per minute that 
the individual can type on a keyboard. Personal skills 
focus on areas such as emotional stability of the 
individual, whether the individual is introvert or 
extrovert, and how flexible the employee is. 
Some organisations hold ‘moderation meetings’ for 
bigger teams. The purpose of these meetings is to 
ensure that the various managers involved in 
assessing the different members of staff within a team 
are doing so consistently. 
 
5.2 BEHAVIOUR IN PERFORMANCE 
This type of appraisal looks at the behaviour of the 
employee during work, and at how the employee 

applies his or her skills. Both quantitative and 
qualitative data is collected on a continuous basis 
relating to how the employee displays the expected 
behaviour for the position – for example, ‘gives 
praise where it is due to others on the team’ might be 
one of the behaviours looked for. 
 
A common method for assessing behaviour in 
performance is the use of behaviour-anchored rating 
scales (BARS). Descriptions of desired (and 
undesirable) behaviour are listed, and the appraiser 
gives a score for each one. A good example of BARS 
is the course assessment forms used by many ACCA 
tuition providers, where students are asked to rate the 
tutor on various attributes, such as ‘clarity of 
explanations’, and ‘approachability’. Students then 
give the tutor a grade for each of these attributes – for 
example, from 1 to 5, where 5 are excellent, and 1 is 
poor. 
Behavioural observation scales (BOS) are where 
specific actions are listed, and the appraise is judged 
on how many times he performs that action. For 
example, how often does a supervisor provide 
constructive feedback to colleagues? 
An obvious problem with BARS and BOS is the 
subjectivity involved. BOS are designed to be slightly 
less subjective as they are based on the number of 
times behaviour is observed, which is more factual.    
Measurement of behaviour in performance generally 
is beneficial because not only is information about the 
employee’s performance obtained, but more detailed 
understanding of the requirement of the job can be 
ascertained, and this can be used for defining 
standards in future. 
 
5.3 MEASUREMENT OF RESULTS AND 
OUTCOMES 
Under these types of appraisals, individuals are 
assessed on quantifiable outcomes – for example, the 
amount of sales achieved by a salesman, the volume 
of production achieved, the number of customer 
complaints. Where competency frameworks are used, 
it may also be possible to measure the number of 
competencies achieved during a period. 
Frequently, targets may be set for individuals and 
their performance will be judged against these. In 
setting such targets, it is appropriate to consider the 
principles relating to the setting of standards from the 
Fitzgerald and Moon building blocks model. In 
particular, standards should be achievable, or staff 
will become demotivated; they should be controllable 
– that is, staff should not be judged on targets that are 
outside of their control. 
Measurement of results and outcomes is usually easy 
to perform, but suffers from the problem that it does 
not take into account the differing external factors 
that may have occurred. It may also lead to measure 
fixation among staff, such as the famous example in 
the call centres, where the performance of call centre 
staff was measured based on the number of calls per 
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day. It was quite common for call centre staff to keep 
this high by simply hanging up when presented with 
difficult customers. 
 
VI. SEGMENTED LABOUR MARKET AND 
PERFORMANCE MANAGEMENT 
 
Quality and contribution of workers are being 
assessed by using performance analysis. In this 
performance analysis, several factors that can be 
evaluated involve quality of work being completed, 
adequate quantity of work, initiative ( able to do work 
without any instruction from others), job knowledge ( 
apply knowledge, method and skill lead to high 
performance), communicative ability ( ability to 
communicate with supervisor, subordinate and top 
management in the way of written or spoken), 
judgment ( fairness on decision making, conclusion 
and allocate tasks), related work knowledge ( have 
some basic knowledge and understanding to carry out 
task), resource utilization ( able to coordinate the 
need of the project and effectively use of resources 
available), dependability ( a person who being trusted 
to perform responsibility), analytical ability ( able to 
analyze problem and come out with conclusion), 
interpersonal skills ( good relationship between 
people) and ability of labour to work under pressure. 
Furthermore, labour characteristic also include 
security sensitive (how a labour able to handle their 
confidential information correctly in the sense of 
secure), safety consciousness (labour/worker has the 
awareness towards their own and other's safety as 
well as safety practices on site), profit and cost 
sensitivity (ability to look out, giving or contribute 
idea on how to making revenue), and planning 
effectiveness (capability on planning, foretell future, 
and set goal). Thus, managers have to forecast the 
conditions on the site first before can employ labours 
to carry out schedule work. Otherwise, low quality of 
labour can results in low quality of work and hence 
delays timing that will bring unsatisfactory from 
clients. 
 
Similarly, project work conditions involve job size 
and complexity, job site accessibility, labour 
availability, equipment utilization, contractual 
agreements, local climate and local cultural 
characteristic. Besides, a specific set of work 
conditions can be used to estimate labour productivity 
for each type of craft and construction. The manager 
of the project can specify a base labour productivity 
(work condition) as a purpose to monitor and evaluate 
their labour performance at a certain period of time. 
Then, a labour productivity index is used to measure 
the relative labour efficiency of the project. 
With the given segmentation of labours in the 
industry the assignment of work, the plan for the 
performance measurement, and the analysis and 
reward phase that follows planning can be performed 
much efficiently there by reducing labour drop out 

and also inculcating performance appraisal among 
employees. 
 
VII. PERFORMANCE MANAGEMENT AND 
APPRASIAL 
 
Performance appraisal in any organisation will be 
done at a specific period, like annually or half yearly 
or quarterly or maybe regularly. It all depends upon 
the nature or size of the organisation, and sometimes 
necessity of the managers decide the period of 
performance appraisal of their employees. Most of 
organisations are insisting employee appraisal should 
be a continuous process and should not be limited to a 
formal review once a year. The frequency of formal 
appraisals will depend on the nature of the 
organization and on the objectives of the system. For 
example, in a high technology organisation objectives 
may be changing quickly so that formal appraisals 
may need to be carried out more than once a year. In 
an environment which is less subject to change, 
annual appraisals may be sufficient. Most employees 
receive a formal appraisal annually, although more 
frequent appraisals are often needed for new 
employees, for longer serving staff who have moved 
to new posts or for those who are below acceptable 
performance standards. 
Appraisals may no longer exist as once-a-year 
phenomena. A growing number of companies are 
opting for mid-year - and even quarterly - reviews. 
The main argument in favour of this trend is that it 
may not be wise for a company to wait as long as one 
year to assess employee performances. 
 
Whether it is to reward employees for something they 
did two quarters back or bringing them back on the 
path of growth, in case they have strayed, companies 
have realized the earlier they do so, the better. 
After the labour segmentation according to their 
psychographic and demographic factors, the appraisal 
provided for these labours can be wisely monitored 
and altered. An effective and efficient way to reduce 
labour dropout can also be identified. 
 
CONCLUSION 
 
Human Resource Management (HRM) is the most 
significant part of not only software industry/software 
project management but also any other organisation. 
Effective employees need to be appointed to improve 
the quality of the industry and the product and also to 
increase the level of employee effectiveness and 
efficiency. A constant incentive along with a clear 
knowledge of an employee’s psychographic and 
demographic characteristic will help the organisation 
to be more profitable. Changes that potentially affect 
survival, growth, efficiency, and effectiveness as well 
as excellence, productivity and profitability in 
business must be accepted from time to time. The 
recruitment process when carried out with the 
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knowledge of the employee’s psychographic and 
demographic characteristics can yield much skilled 
labour for a particular task. Customer satisfaction is 
an external idea for an organisation, while customer 
focus reflects the organisation’s internal move 
towards customers and communicates between 
company and its customers. It is with the 
implementation of flexibility, empowerment, 
transformational leadership, employee commitment 
and empowerment, employee relations, high quality 
service and customer satisfaction an organisation 
acquires complete profit. 
Employee Performance Assessment is one of the 
tools or techniques to improve employee performance 
motivate employees to work harder, development of 
potential employees, and even to increase the ability 
of employees in the future, which in turn will be 
influenced by their performance feedback in the past 
as well as direction of the future development. 
Performance is the achievement records generated 
from a particular job function or an activity over a 
specified period. If a performance appraisal carried 
out properly, then the purpose of the performance 
appraisal will be achieved. Werther and Davis (1996) 

states that one purpose of performance appraisal is to 
improve employee performance. Sin (1996) adds that 
one of the benefits of performance appraisal is to 
improve employee performance. Armstrong (1990) 
said that the performance appraisal is useful in 
helping improve performance by knowing the 
strengths and weaknesses on the employee 
This study shows that there is a relationship between 
labours characteristics and their needs and wants, and 
its effect on their professional appraisal. This also 
concludes that when the needs and wants of the 
labours of an industry are satisfied, their period of 
work life in a particular industry also increases. 
 
REFERENCES 
 
[1] Employee Training and Development by Raymond A. Noe. 
[2] Human resource management by John R. Hendon. 
[3] E management by Raymond A. Noe. 
[4] Performance Management system R.K. Sahu 
[5] www.hrmguide.net 
[6] A Handbook of Human resource Management by Lewis A. 

Armstrong. 
[7] Performance appraisal Phrase Book by Corey Sandler and 

Janice Keefe. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 


