Research on Humanities and Social Sciences www.iiste.org
ISSN (Paper)2224-5766 ISSN (Online)2225-0484 (@)lin ‘-U.I,l
Vol.4, No.25, 2014 IIS E

Performance Management System “Habib Bank Limited”
A Case Study of Bahawalpur

Muhammad Zulgarnain Asab (Corresponding author)
Department of Management Sciences, The Islamiaddsity of Bahawalpur
Abbasia Campus, Bahawalpur, Pakistan
E-mail: asabmuh@gmail.com

Fozia Safdar
Department of Management Sciences, The Islamiaddsity of Bahawalpur
Abbasia Campus, Bahawalpur, Pakistan
E-mail: foziasafdarl43@gmail.com

Amna Akhtar Khan
Department of Management Sciences, The Islamiadysity of Bahawalpur
Abbasia Campus, Bahawalpur, Pakistan
Email: aamnah_khan@hotmail.com

Abstract

The purpose of this study is to identify the dragksaof the system in the organization and to knlegvrhajors
problems which are affecting the system. Researtfased on exploratory study on the Habib bankakfs®an
gquantitative data is collected and analyzed qualél. Employees were unaware from the workingttod
system and its clarity is questioned on the bakitke politics within the organization so it's battto conduct
seminars and to be fair in decisions. There shbelthir system and proper feedback given to the@yeps.
Keywords: Performance Management, HBL, Performance appré&saformance management system.

1. Introduction:

According to Fowler (1990) performance managemgiiké the institute or business where everybodyke/to
achieve best output, performance management ia simhple approach it is the activity which defities whole
day task with effectiveness and efficiency of maag@ similar definition stated by the Institute Bérsonnel
Management (1992) that the technique which linkredl activity of firm in relation with the human megement
system. The context of the system depends on thkirnvgpof organization. Storey and Sisson (1993kgast it
is a combination of inter linked components whosgamfocus is to complete major objectives of timfwith
the help of employee performangeny organization who wants to be effective in tharket concentrate on the
performance of their employees in the differentatipns and it is the most important task of theleyers for
the development of the organization as the procdsperformance management starts it aligns with the
employee performance with the department and Wmighgoals of the organization permotes it and mtai/¢ghe
assessments and the process is conducted on $agdBarkelyHR.com)

Habib bank of Pakistan is the largest and oldeskibg industry of Pakistan .Having a huge numbedarhestic
and international branches all over the world. &kiBtan it has 1465 branches and 55 internatiorsaidhes. As
concerned with our research Habib bank is workirith uhe large number of employees with the proper
performance management system on yearly basice #rersome positive and some negative points dsrwel
the system operating right now which are furthescdssed. This research will prove the importancéainf
performance management system in the organizatiothE betterment of the organization as well asttie
effective performance of the organization it wilalgorate the pros and cons of the existing systérthe
organization as well as recommend improvementsreThere a lot of problem as concerned for the ctila
of data as the employees were unaware of the iaupcgtof the system and having no faith on thedfagraisal
system .there was lack of information and commuitoaabout the concerned topics.

2. Literature Review:

The word performance management was first use@70 but didn’t have its worth after a long timbéé&came a
recognized process (Armstrong & Baron, 1998). Adoay to Armstrong (1995), Performance managemeat is
way of getting maximum results from people by anly their performance and making beneficial change
attain the requirements. On other side Cardy anbibidg (1994), said that performance management as a
recognized and methodical process due to which gaudl bad points about the employees are founded,
calculated and developed. Performance managemenperiormance management system are two different
approaches. Performance management is a solidgarémeconducting and maintaining employee perfogea

it includes performance cycle, appraisals, planrang monitoring (Simeka Management Consulting, 2004
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Simply a performance management system is a praocetaining steps for performance management deglar
the ways to attain the better results by implenmgnthem on standard bases. It is also a proceshwlarts by
analyzing organizational goals into employee gsalshey know what to do n how to do .this can bedpearly

or after specific duration (Amaa al. 2008). This encourages the truth that insteazhpital, individuals support
organizations and became their strength (ReynoldsbEtt, 1998). The aim of the performance manageme
system is to change the mind of individual and teir energy in the right way and eliminating therdies
towards progress by motivating them (Kandula, 20069 about inspecting and increasing performaate
employees for the beneficial of institute performanWhen both the organization and the employeesnéer
related situation became critical and then performeamanagement system helps (Bach & Sisson 20G9).Th
oldest types of performance management emphadotsibut new methods are putting stress on maltyays

to get high performance management system. Wefopeance management was stated early as tools for
critical path analysis or ratings of different far(\Walters 1995). There are many approaches wiiatisl us
towards effective performance management systenobtiem is performance appraisal. It is analyzednfa

lot of the studies till 90s and after that researatame to the point that performance of the paopéanot be
estimated same all the time it is changing and avipg every time (Flynn 1993), and the stable aptiel
outcome from the performance of the employees tsmtese archived by maintaining their performancar{ély
1976).Another author Fryer et al. (2009) said thativation , reporting and betterment in the parfance as
well as in the behaviors of the employees are duthe steps taken in the performance managemetansys
Hawke (2012) also state that these are the linkepissto enhance the working of the organizationhilati
(2010) says that it is a important investment ie fleld of human resource management to support the
continuous learning and effective growth. Perforosamanagement system is becoming important in the
organizations because of its efficient results emtinuous improvement but it will be difficult twork properly
when the senior executives of the organizationadse not working well (De-Waal and Coevert, 200Me
effectiveness of the system relies on the all keélthe organization from top to the bottom. Tieef@rmance
management system is core component of the manageine to changes in the system over the yearaibeca
of globalization and dynamic nature of the busin@ésely, 1999).It is an tactical approach which lakgs the
performance and improves it thoroughly .1t consfstarious methods which help employees to undedsthe
organizational goals and make them able to matemtlwith their own goals (Marr, 2006). Performance
management system is a phenomenon of setting wagigatuate performance to lead it towards improverire
term of the organization (Mondy et al., 2002). @fithe important components of the performance meament
system is performance appraisal system which isnaonly used in the organizations for employee’s ajsais.
According to Parrill (1999) performance appraisghtes to the calculation of the employees perfogea on
the job and the duties performed by him. Simildtrigan be defines as the ways to differentiateptiformance

of the employees and analyze their good and batdgoi the job so they can b managed efficienfigqobs et
al, 1980).There are different methods to perforffedint tasks necessary for the organization lgeruitment
methods, development, training, feedback and aglprai

Tziner and Kopelman (2002) state that employeeilitiab can be identified with the help of feedbagpkoper
communication with managers and timely assessmBetformance of the employees varies in a orgdnizat
and the upper level management is able to analyZReinke, 2003) but timely checks and appraisals c
improve their performance (Tziner et al., 1992). tAs system is efficient in working but it alsovieasome
negative points with it there are some problemgriocess and roles of the employees and some time th
supervisor evaluating the performance can also maktakes (Kondrasuk et al, 2002). When we say tatheu
process it is further categorizes in three concegsn the form of fairness and the term used redéstributed
fairness/justice which decides the promotions amteations (Rarick and Baxter, 1986). It is impottéor the
employees to equally get the rewards which theyliiyuan the basic of their performance. For disttibe
fairness is much essential to for them and to fimdo is eligible performance appraisal leads to fair
treatment(Swiercz et al, 1999).Roberts (2003) Hztl employees caliber also plays important roladoepting
the evaluating of the appraisals. But Davis anddaail999) argues that sometimes appraisal and déack
fairness make the employees stress full which devates them n decrease performance. Feedbacktés bmol

of improving the performance it may be face to faceconfidential but the way it is taken can enleatize
performance appraisal system by focusing on thetponentioned in the feedback. (Harris, 1988).

3. Methodology:

3.1 Research design:

The study based on the exploratory study whichoizdacted in HBL bank for the evaluation of perfonoa
management system. As there are only few reseaschanducted on the performance management system
the banks that's why it is exploratory. As explainey Collis and Hussey (2003) it discover and eatdu
problems and suggests new creative solution oftbllems.

It is a quantitative research as well as qualitabimsed on the employees ratings and there analyggesearch
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is based on collecting and driving results from etoal data provided by the employees and explamtas
per knowledge and standards. The chosen numbenglibgees is the representative of all the employedise
branches of the organization .Age, gender ancoatinounity groups of employees are included.

The tool for the collection of the data was takeant another research conducted on the banks of Gbeai
Khan Pakistan with the name of “Impact of perforc®mppraisal on employee’s performance involving th
Moderating Role of Motivation” (Igbal et al, 201%glidity and reliability of the tool is already tesl by the
early researches taken on the considering topic.

3.2. Research strategy:

The population targeted for the survey was all éhgployees of all the branches of the bank in Balawa
district that is 52 branches but the size is tagdao conduct survey so | chose the sample oflsmahber of
employees as 7 of a single branch Random saminged on the convenience baseThe research toms we
guestioners and one to one interview the data atelleis elaborated in both terms quality and gt
eliminate any biasness.

3.3. Data collection:

Data collection is the important part of every egsh program with the help of which research getrésults on
the desired topics questioner was adopted fromhenatsearch conducted on the performance managemen
system in Multan. It consists of general questiabsut age gender qualification and post. Other toures
regarding performance management system are egdloatthe basics of likert scale.

3.4. Data Analysis:

All the questions are answered by bank employessesshich are left blank are given 0 marks all thieeo
guestions are then analyzed by percentage anéhgsisare:

Q1: Performance Appraisal Evaluation?

System evaluation

B Strongly Agree

W Agree
Uncertain

B Disagree

m Strongly Disagree

In response to this question 57% of the employeestaongly agree they say that yes performanceasa can
evaluate the employees properly because in it pagfoce of employee is evaluated by the supervisensell
as by their colleagues .But 28% of the employeesjast agreed and said that it helps to evaluag@r th
performance up to some extend and only 14% of thigl@yees said that they are not agree upon thisrséemnt
because we didn't get any appraisal about evaluatio

Q2: Performance is Effectively Monitored?
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Effectiveness

m Strongly Agree
W Agree

m Uncertain

B Disagree

m Strongly Disagree

The response against this statement was that 42e888toyees said that yes it is effectively monitoree get
response from supervisors and it affects are fudncepresent performance. 42.85% of employeeslisaiccome
time our performance is not effectively monitorasedo the work load and deadlines of the projgots the
other hand 14.30% of employees said that performaaot effectively monitored at all because suigers
and managers are more concerned about complegrtgdk given by the authorities.

Q3: Employees Evaluation?

Evaluation

m Strongly Agree
W Agree

= Uncertain

H Disagree

m Strongly Disagree

Marking in response to this question was 100% bezathether it is effectively conducted or not et point is
it is the part of the organization and all the emgpks in the organization are evaluated in all espe
Q4: Satisfaction of Employees on Performance Agpatdbystem?
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Satisfaction

B Strongly Agree
H Agree

m Uncertain

H Disagree

m Strongly Disagree

Response against this question was that 57% oérnif@oyees said that the current system is goind wiéh
them and the evaluation criteria is reasonable728.6f the employees were not satisfied completéti hat
statement according to them it should be on staliwkd criteria, 14.4% of them employees was coraplet
disagree with this question as they were not sadisfith the system.

Q5: Performance Evaluation in your Opinion showdcbnducted in a Year?

Annually

B Strongly Agree
B Agree

M Uncertain

B Disagree

H Strongly Disagree

The result of this question is same from all theposdents that is 43% employees were strongly abeget
should be conducted once a year to avoid extra dwvad management but 57% of the employees marlksd ju
agree they gave the reason that it should be a#ieh task and assignment so a employee can evitisiate
negative points and learn skills with in the yeaotvercome them to avail opportunities after a year

Q6: Do You agree with the Evaluation Results yot?Ge
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Results

B Strongly Agree
M Agree

B Uncertain

B Disagree

m Strongly Disagree

Only 28.57% of the employees are satisfied withahaluation result the get from the organizatiooaduse they
are satisfied on their positions, but 42.85% of #mployees says that some time they are according t
expectations but some time they are biased and@28d the employees totally disagree with thisestant the
evaluation process is not on merit basis accorttirigem.

Q7: Expectations on the Results of Performancel&tiain?

Expectations

M Strongly Agree
W Agree

m Uncertain

B Disagree

m Strongly Disagree

Only 28.57% of the employees are satisfied withrmult they get after evaluation as they are lagrekills
time to time, but 14.28% of the employees are not about that there result is this due to theifgpmance or
due to any fault in the system and 57% of the eygae said that the result is always against thgieations
because the supervisors and some colleagues agglldad the politics running within the organizatio

Q8: Evaluation Results Impact on the Behavior,tAdtes and Morale?
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Impact of result

m Strongly Agree
W Agree

= Uncertain

H Disagree

m Strongly Disagree

100% of the employees said that yes result imgagit behavior, attitude morale and motivation dgrthe
working hours due to which our performance is a#dc If the results are in favor of employees their
performance is raised but if it is against thepentation and what they are in actual then it tendiecrease their
performance.

Q9: Performance Appraisal affects Performance?

Performance appraisal

M Strongly Agree
W Agree

m Uncertain

H Disagree

m Strongly Disagree

Yes! 100% said all the employees that performapgeadsal affects their performance in all aspedistiver the
results are positive or negative all the employesaffected by it according to their personalities
Q10: Employees Feeling on results of appraisal?

Employess feelings

B Strongly Agree
B Agree

= Uncertain

B Disagree

m Strongly Disagree

43% of the employees said that if the result arthéme favor then they feel motivation for furtreowth and
opportunities 57% of the employees where uncedbout it as some times appraisal are not in fafdhem
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due to change in technology.
Q11: Use of Performance Appraisal for Promotion?

Use of system

W Strongly Agree
W Agree

m Uncertain

B Disagree

m Strongly Disagree

100% employees agreed with this statement thabpeahnce appraisal is the base to increase therpeafwe of
the employees in the organization and to set thedstrds for further performance. As the appraigstesn is
tool to identify the flaws in the employees it iIs@followed by training programs to train employeeherever
required.

Q12: Promotion Opportunities Fair and Satisfactory?

Fairness

m Strongly Agree
H Agree

1 Uncertain

H Disagree

m Strongly Disagree

The response against this question was that 28d&f e employees agree as there evaluation ateeilmands

of managers and the can recommend there name douggboming projects in the same field , 28.57% were
uncertain about this statement because sometinegsldlbk those skills needed for new job but orgatiin
doesn't provide them proper training required faskt same with those employees who totally disagva#d
this statement that are 42.85% they don't get dppdres as the supervisors have conflict with tmaiture and
personality also favoritism lies there.
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Q13: Promotion Standards Fairness?

Standard Fairness

B Strongly Agree
H Agree

= Uncertain

H Disagree

m Strongly Disagree

The response of this question was same as the ajpegtion.
Q14: Promotion Opportunities affect Performance?

Opportunities

B Strongly Agree
B Agree

B Uncertain

B Disagree

H Strongly Disagree

14.28% of the employees strongly agree with théestant that promotion opportunities effect the ameé
performance as they are directly linked with therafsals, 85.71% of the employees also agree ‘it t
statement that there performance is increasee@yf flave given any opportunity in result of the parfance.
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Q15: Impact of Reward on Performance?

Impact of reward

W Strongly Agree
W Agree

= Uncertain

B Disagree

m Strongly Disagree

Only 28.55% of the employees agree that when tretyagpraisals they get rewards and they look fer th
betterment of the organization but this percentigemployees are with less ratio and linked with tipper
department of the organization. There are 71.42%heEmployees who showed uncertain behavior agthiiss
question because it depends on the organizatidhedopromote there employees to find out new whgs are
beneficial for organization.

Q16: Motivation of Employees on Workplace?

Motivation

B Strongly Agree
W Agree

= Uncertain

B Disagree

m Strongly Disagree

In response to this question 100% of the employagee with this statement as their motivation aamk t
performance is directly linked with each other vevatr they do effect their performance so if orgatien want
best from employees it should provide them oppdtiash skills and other advantages which enhancé the
motivation during working hours.

Q17: Appreciation and being praised by their marafpr successful employees increase their suatessrk?
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Appreciation

H Strongly Agree
H Agree

1 Uncertain

B Disagree

m Strongly Disagree

14.28% of the employees strongly agree with thasestent and 85.71% of the employees are agreethigth
statement its means that almost all the employegrk that if there managers appreciate their wortt equally

communicate with them it can enhance their progress

Q18: Giving more responsibility and increasing thehorization for employees is effective to inceediseir

performance?

Responsibility

H Strongly Agree
B Agree

m Uncertain

B Disagree

m Strongly Disagree

The result of this question contains verity of sges as 42.85% of the employees are agree dughtorigy
given to them by the manager increased their padoce effectively, 14.28% of the employees are iaice
about it because it is not fair to give authoritypierson new in the organization same as with tkosgloyees
that are 28.57% not satisfied with the questiorabee just to increase the performance of emplopeeant
give him authority who is not capable of it bubirganization it happens on contract basis and atdmasis.
Q19: Impact of Promotion on Performance?
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Impact of promotion

B Strongly Agree
B Agree

1 Uncertain

B Disagree

M Strongly Disagree

85.71% of responses were in favor of this thatgrerince of employees is increased after gettinghption

due to increased benefits salary and others ndm lmasefits.14.28% of the employee totally disadreeause
top management is biased.

Q20: Increase of performance may be seen if masageserve the talents of the employees and dineat to

improve their talents?

Observations and improvments

B Strongly Agree
W Agree

m Uncertain

M Disagree

m Strongly Disagree

14.28% employees strongly agree and 85.71% ofiif@ayees agree with this statement reason behiadsth
that performance only can be improved if the marsgeonitor them and give them opportunities to erast
lacking skills due to which there performance ie Work place is improved.

Q21: When your performance has not met minimumdstads, your manager discusses with you the reasons?
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Discussions

H Strongly Agree
W Agree

1 Uncertain

B Disagree

W Strongly Disagree

In response to this question employees said th8642 of the employees agree that there managensdisgith
them about their performance and also provide thelation to improve their performance but 57.14%af
employees disagree as their performance is neweustied by the supervisors because they are naysalw
supporting him in the meetings.

Q22: Salary and Performance?

Salary and performance

B Strongly Agree
W Agree

= Uncertain

B Disagree

m Strongly Disagree

42.85% of the employees said that their wages tefffieir performance as they have to full fill thgpanses of o
whole family, 28.57% of the employees are uncerédiaut it as they think there is no link betweerg@sand
performance but 14.28% of the employees disagréle this statement because wages are not necessary t
enhance the performance of the employee it is tinkigh the environment in which you are working.

Q23: Rewarding Mechanism affects Performance?
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Reward System

H Strongly Agree
W Agree

m Uncertain

B Disagree

m Strongly Disagree

In response of this question 57.14% of the emplegagee that the reward system in the organizafii@et the
performance of the employee if they are sure fonéss 14.28% of the employees are uncertain arkl28 of
the employees are disagree with this statementubedhese rewards are only given to those persbhoshave
strong relation with the managers or political et

Q24: Are you involved in decisions which affect ygperformance at work?

Decision Making

B Strongly Agree
W Agree

= Uncertain

B Disagree

m Strongly Disagree

14.28% of the employees said that they are involrdatectly in decisions by maintaining the relatiwith the

authorities having political involvement 42.85%tbé employees are uncertain and 28.57% of the greet
disagree they are never involved in any decisiganding performance this is due they are on Iquessitions

or some time due to miscommunication in the orggtion.

Q25: Your Manager communicates with you frequeabgut your performance?
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Communication

B Strongly Agree
B Agree

m Uncertain

B Disagree

H Strongly Disagree

28.57% of the employees says that they are giveabfeck always directly or indirectly by the manageri4%

of the employees says that they didn't have anm&bfeedback from the manager on their performah@&bo

of the employees said that there is no conceptoofincunication between manger and employees in their
organization due to overload of work

Q26: Is there a fair consistent basis for measupegformance and individual contribution to busies
objectives?

Fair Evalution

M Strongly Agree
W Agree

= Uncertain

B Disagree

m Strongly Disagree

In response to this question 57.14% of the emplogadéd that there is fair basis of measuring théopmance
and individual contribution to business objectiessthere are given standards and objectives obdhis of
which performance is measured but 42.85% of thed@raps are uncertain about it as they don’t knoauakhe
objectives of the organization

Q27: Do you get feedback of your evaluation?
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H Strongly Agree
W Agree

1 Uncertain

B Disagree

W Strongly Disagree

28.57% of the employees gave response that thegyrgper feedback from the mangers about their padace
either oral or written after the evaluation 14.2&%the employees are uncertain about it as thesenat
bothered by managers some time in case of avemgermance but 57.14% of the employees said ttat th
never get feedback from their managers becauseehi®nality is authoritative he just want the taske done
nothing else.

Q28: Do you wish to improve your result score?

Motivated to improve

B Strongly Agree
B Agree

H Uncertain

B Disagree

H Strongly Disagree

100% of the employees respond that yes they waimhpoove their score in the organization which wilake
them able to get better opportunities to move fodwaut it is only possible if they get proper atien from the
mangers

Q29: Level of wage is fair and satisfactory?
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Wages
B Strongly Agree
W Agree
= Uncertain
H Disagree

m Strongly Disagree

In response to the wage fairness 42.85% of the @yapb said that wages are fairly distributed altrg
designation in the organization on the basis afddeds 42.85% of the employees are uncertain abbetause
they find no link between wages and performanceesasnwith 14.28% of the employees who disagreadrha
the organization wages are distributed on the ldsigsignation not on the basis of merit and djgalion.

Q30: The benefits such as rent, clothing and foeheating increase the loyalty to the organizaiod success
at work?

Benefits

B Strongly Agree
W Agree

m Uncertain

H Disagree

m Strongly Disagree

85.71% of the employees agree with this statembat these benefits increase the loyalty towards the
organization and success to work because the aajion is fulfilling the basic needs of the emplegebut
14.28% of the employees are uncertain about heset benefits are not need for him.

Q31: Bonuses which are given at the special dagh s8 Eid days, to successful Employees, incrdssie t
performance?
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Bonuses

M Strongly Agree
W Agree

m Uncertain

H Disagree

m Strongly Disagree

The response against this question has veritysgfarses 42.85% of the employees are agree withhigysget
bonuses for eid in return of their performancep286 of the employees are not certain about it 88726 of

the employees are disagree with this because iken® need of bonus on eid days when performance is
monitored a year before it will not affect theirfeemance in the organization

Q32: Social activities such as company picnics wadel organizations make close the relationshigtsveen
employees and this provides more success for tipbogees?

Social Activities

B Strongly Agree
B Agree

m Uncertain

B Disagree

M Strongly Disagree

In response of this question 71.42% of the respatisderere agree with this statement as it will cléer
atmosphere in the organization and improve thdiogls and information flow become easier but 28.5f%he
employees are uncertain about this statement bedhey think sometime this kind of social actistiare
wastage of time and there is no need for relatmretbpment in the organization there work is onlgdmplete
task.

4, Conclusion:

The research is conducted on the employees and enaigthe bank there are some problems which are
mentioned by them such as the system for the peéfioce evaluation is conducted by organization, eyaas

are unaware of its purpose it’s just like they flliing a random form. Some of the employees aresatisfied
with the system running in the organization as thggk it is useless and wastage of time. Majodfythe
employees are saying the results are biased amdr.uAhother problem is that there is lack of ogpnoities in

the banking sector if any person improves its pemémce. As there are no such attractive opporasmiti
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employees are demotivated. Employees are not dapfgddo suggest new ways for evaluation most eftitine
they are not even asked about the suggestion abaain problem. As the banking sector has a letak load
on the employees which create job dissatisfacfidrere is lack of proper feedback from the supersisas
employees are distributed in groups according éir fhreferences employees having middle or lowllavé¢he
society are always neglected also in the orgawizati

5. Recommendations:
< Organization should give information to the emplkyeabout the performance management
system.
Tell them importance of the system and how it élbeneficial for them.
Give them fair and justified benefits for their fgmance.
Try to avoid any grouping except task.
Involve employees in decision making and ask fggestions.
Conduct training programs to learn the skills lagkin the employees
Give them fair opportunities.
Inform them about the other employees whose pedoom is outstanding which makes them
motivated on the job.
«» On the job and of the job tasks help in developmentess.
Organizations should implement the performance mament system properly prepare plan for the progmad
then communicate it properly avoid errors and aiéorm employees about the need of the system lsecame
interested for them and proper feedback is necgdsaevaluate the employee as well as the perfocman
management system of the organization.
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