Journal of the Georgian Geophysical Society, e-ISSN: 2667-9973, p-ISSN: 1512-1127
Physics of Solid Earth, Atmosphere, Ocean and Space Plasma, v. 25(2), 2022, pp. 69 - 72

Managing and Organizing
Ivane N. Loladze

Grigol Robakidze University

ABSTRACT

The globalization of the business environment means that companies are moving to different parts of the world to serve
different markets. Therefore, it was necessary to develop performance management (PM) functions that facilitate the
development of processes and activities that, in turn, meet the goals and objectives of the organization. The study is
devoted to the analysis of the prospects for PM in the modern business environment and the complexity of its
implementation. At the same time, the commercialization of scientific achievements, in particular, geophysical research,
support for economic activity and innovation in management has become of great importance. This article provides
solutions to these problems.
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Introduction

PM has engulfed most activities of the organizations in the modern days like in the case of the
management of the suppliers, customers, employees etc. However, on a general rendition the discipline has
been linked closely with the human resource management (HRM) that looks into the management of the
employees (Aguinis, 2009).

Performance management and its complexity

The major perspective of the subject has been to improve the performances of the organization and
the management of the same. This has led to the growth of the discipline of PM from a narrow objective of
performance measurement to a broader notion of performance development (Amaratunga and Baldry, 2002).
The employees are integral for the better performance of the organizations — especially with and the growth of
the service-related industries.

The stakeholder theory also suggests that the employees have been integral to the success of the
organizations in the modern days. They are primary stakeholders in the organization and it has been important
for the management to take care of their needs (Harrison and Wicks, 2013). Thus, catering to the needs
employees has been integral for the companies in the present environment in order to develop the performance
of the organizations. The PM functions will thus look into the development of a proper environment for the
growth of the employees which in turn can also help in the development of the organizations. The main
functions of PM can be stated as follows:

o Keeping record of the major stakeholders like employees;

o Analysis of their performance;

o Understanding the potential of the stakeholders and providing feedback to the management in
regards to the same;

e Providing proper framework for the development of their potential; (McConnell, 2007: 186).

It will also be integral to look into the needs of the employees under the stakeholder principles to find
out how the employees can be motivated. This can be stated with the help of the Maslow’s hierarchy of needs
as follows:
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Love/belonging

The hierarchy of needs model states that the employees can be motivated by the basic aspects of their
need like money after which more emphasis has to be given to work environment as well as the relation
between the management and the employees. There should be proper chances for the employees to learn,
develop and grow in the organization as well (Lee and Hanna, 2015). The main emphasis of the model has
been to create an environment where the employees can be provided an environment to grow and develop
along with the organization. Therefore, it can be seen that PM functions have been linked to the growth and
development of the employees which eventually caters to the development of the organization. Given the
competitive nature of the business environment, quality employees have been scarce and therefore, proper
emphasis has to be given to manage and retain them. A proper framework of PM can also help in the process
(Fan, 2006).

How has this been possible and how would the PM aspects guarantee the growth of the employees?
This can be done with the help of a proper framework that can be stated as follows:

Performance renewal
and re contracting
—

Source: Aguinis and Pierce, 2008

The emphasis should be on proper development of performance prerequisites that cater to the
development of proper facilities in the work environment. This will relate to proper performance planning
related to the job and the execution as well as assessment of the same. The HRM is also engaged in the review
of the performance which lead to the analysis of the best performers in the company who are rewarded
(Gruman and Saks, 2011). This is in sync with the findings from the Maslow hierarchy model whereby the
employees are to be motivated to perform according to the objectives set by the firms.

The study by Gruman and Saks (2011) has found that given the modern-day nature of the work
environment, projects are developed according to the dynamic nature of the business environment and they
change very frequently. Therefore, it has been difficult to motivate the employees in this context as there is
not a standard aspect of the work process and thus the PM framework cannot be developed.
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There has been the growth of another model called the Balanced Scorecard (BSC) that looks to
compare the performances of the employees to the industry benchmark (Northcott and Taulapapa, 2012).
Given the lack of stability of the work processes, this again has not feasible in developing proper PM
prerogatives. The employees thus, find the performance measures not related to the project goals. In this
context, Gruman and Saks (2011) have recommended the development of employee engagement (EE)
perspectives whereby the employees can engage fully in the work environment and can fully express
themselves with proper deployment of one’s self. However, this is an intrinsic aspect that comes from within
and the HRM can only develop the prerequisites for it. The study has also revealed that the main emphasis
should be on following the Job Demands — Resources (JDR) model whereby the demands of the job are
carefully ascertained and negotiated with the employees. The HRM then looks to provide the necessary
resources for the fulfilment of the same (Gruman and Saks, 2011).

However, the use of the JDR model cannot cater to the motivational traits of the employees unless
they are linked to the quantitative aspects of job performance which in turn disrespects the findings of the
stakeholder theory. Catering to the needs of the stakeholders will require analysis of the performance and
providing rewards to the employees in addition to increasing employee engagement. In the modern-day
dynamic business environment this will be extremely difficult given the fact that work operations change
constantly according to the changed objectives.

Conclusion

The study has revealed that PM has been an important prerogative in catering to the needs of the
employees in the business organizations. The PM functions relate to the analysis of the performances of the
employees and also assisting them to grow in the organization with suitable reward structure. However, with
the changes in the business environment, more emphasis has been led to employee engagement whereby the
motivational aspects of the employees are intrinsic in nature and cannot be measured. In this context, it has
been very difficult to develop proper PM procedures and will require constant analysis of the same by HRM
professionals. In particular, the results of the work can be useful in the implementation of certain business
projects, taking into account the data of various geophysical studies (expected climate change, risks of natural
and man-made disasters, etc. [11-15])
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00Bbgl 499l MBI 0BS30s 60FbsgL, MMI 333560900 25095 Y0Yd0s6 TP oML
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MmO0b0bogool  doBbgdlLs s BoBOIAL. 330935 9gbgds PM-ol  39mL3gdBHo3900L  sbsgrobl
56539060 ™39 d30BbgL 4oMgdmdo s oo AoBbMM(309wgd0L LOOMYIEYL. 5oLMLD MM TgEo©
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3009O305¢0DsE0s, LMY 930bMT0IMEMO Logd0sbMds s Losbeng 9bgxd9bGHT0. 3 bsdM™Ido
9Yy35600s 53 30IM39FJOOL Q5sFMHOL Hgdo.

1553396dm boyggdo: doBbgLio, 3969x 96O, 39MBR0BOIMEOO Jmbs3gdgdo.

YupasJieHue U OpraHu3anus

HN. H. Jlon1anze
Pe3ome

I'moGanu3zanus Ou3HEC-cpe/ibl O03HAYaeT, YTO KOMIIAHWW IIEPEMENIAIOTCS B pasHble YacTH MHpPA, YTOOBI
oOciry>)kuBaTh pasHble pbIHKUA. llosToMy HeoOxoaumo Obulo pa3paboTath (YHKUMM — YHpaBICHUS
s¢ppextuBHOCTEIO (PM), KOTOpBIE 00NEryatoT pa3paboTKy MPOLECCOB M BUIOB ACATENLHOCTH, KOTOPHIE, B
CBOIO OUYepe/ib, OTBEUAIOT IIEJISIM M 3a/1auaM opranu3anuu. MccinenoBanue NOCBSIIEHO aHAIN3Y TEPCICKTHBBI
PM B coBpemeHHOH Ou3HEC-Cpesie U CIOKHOCTH ee peanu3anuu. [Ipu sTom Oonblioe 3HadeHue nmprodpena
KOMMEpIHAIH3alUsl HAayYHBIX JOCTIKEHHH, B YAaCTHOCTH, TeO(PH3MUECKHX HCCIIEOBAHMM, MOIJIEPKKa
SKOHOMHUYECKOU IEATEIbHOCTA U MHHOBALMI B YIIpaBI€HUU. B JaHHON cTaThe NPEICTABIEHBI PELICHMS 3TUX
npooieM.

KiroueBble cioBa: BI/I3H€C, YIipaBJICHUC, FeO(l)I/I3I/I‘-IeCKI/I€ JaHHBIC.
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