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Abstract: 

Human Resource Management (HRM) is pivotal in addressing underperformance within 

organizations, a challenge that impacts productivity, employee morale, and overall organizational 

effectiveness. This study explores HRM's role in managing underperformance, emphasizing its strategic 

involvement in identifying, addressing, and mitigating performance issues.  Underperformance in 

organizations can stem from various factors, including skill mismatches, inadequate training, personal 

challenges, or disengagement. HRM plays a critical role in detecting these issues early through robust 

performance management systems. By utilizing tools such as Key Performance Indicators (KPIs), regular 

performance appraisals, and 360-degree feedback, HRM ensures that performance issues are identified 

promptly and addressed effectively.  Key strategies employed by HRM to manage underperformance include 

the implementation of Performance Improvement Plans (PIPs), which outline clear objectives and timelines 

for improvement. HRM also facilitates coaching and mentoring programs, providing employees with the 

support and guidance needed to enhance their skills and performance. Additionally, HRM invests in training 

and development initiatives to address skill gaps and foster continuous improvement. 

Beyond these interventions, HRM is crucial in creating a positive organizational culture that 

motivates employees and aligns individual performance with organizational goals. Effective communication, 

recognition programs, and employee wellness initiatives contribute to higher engagement and reduced 

underperformance.  Legal and ethical considerations are also integral to HRM's role, ensuring fair and 

transparent processes when dealing with performance issues. By addressing these aspects, HRM helps 

maintain a supportive work environment and reduces the risk of legal disputes.  In conclusion, HRM's 

proactive and strategic approach to managing underperformance is essential for enhancing productivity, 

employee satisfaction, and organizational success. 
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INTRODUCTION: 

Performance is a critical factor in the success and sustainability of organizations, influencing their 

ability to achieve strategic objectives and maintain competitive advantage. In a business context, performance 

encompasses the efficiency and effectiveness with which employees carry out their duties and contribute to 

organizational goals. It is often measured through various metrics, including productivity, quality of work, 

adherence to deadlines, and overall contribution to team and organizational success.  Effective performance 

management is essential for organizations to harness the full potential of their workforce. It involves setting 

http://www.jetir.org/


© 2018 JETIR June 2018, Volume 5, Issue 6                                                                          www.jetir.org (ISSN-2349-5162) 

JETIR1806960 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org 107 
 

clear expectations, monitoring progress, providing feedback, and facilitating development opportunities. This 

process helps ensure that employees are aligned with the organization’s goals and are equipped to meet or 

exceed performance standards. 

However, managing performance also entails addressing underperformance, which can hinder an 

organization’s growth and productivity. Underperformance may manifest in various ways, such as missed 

targets, poor quality of work, or lack of engagement. Identifying and addressing these issues promptly is 

crucial for maintaining a motivated and effective workforce.  Human Resource Management (HRM) plays a 

pivotal role in managing performance by implementing performance management systems, offering support 

through coaching and training, and fostering a culture of continuous improvement. By addressing both high 

and low performance, HRM helps organizations optimize their human capital and achieve their strategic 

objectives. 

OBJECTIVE OF THE STUDY: 

This study explores HRM's role in managing underperformance, emphasizing its strategic involvement 

in identifying, addressing, and mitigating performance issues. 

RESEARCH METHODOLOGY: 

 This study is based on secondary sources of data such as articles, books, journals, research papers, 

websites and other sources. 

THE ROLE OF HUMAN RESOURCE MANAGEMENT IN MANAGING 

UNDERPERFORMANCE IN ORGANIZATIONS 

Human Resource Management (HRM) plays a crucial role in organizations by ensuring that employees 

perform at their best to achieve organizational goals. However, underperformance is an inevitable challenge, 

and managing it effectively is one of HRM's most critical responsibilities. Underperformance can arise from 

various factors, including poor skill matching, inadequate training, personal issues, or disengagement. HRM 

must navigate these challenges strategically to maintain productivity, morale, and a positive work 

environment.  This study explores the role of HRM in managing underperformance in organizations, 

examining the various strategies, tools, and techniques employed to address this issue. It will cover the 

identification of underperformance, strategies for performance improvement, HR’s involvement in coaching 

and mentoring, legal and ethical considerations, and the long-term impact on the organization. 

1. Understanding Underperformance 

Underperformance refers to an employee's inability to meet the required standards or expectations set by the 

organization. It can manifest in various forms, such as failing to meet deadlines, producing low-quality work, 

or demonstrating poor teamwork. HRM must understand that underperformance is not always a result of an 
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employee's lack of capability. Instead, it can stem from multiple factors, both internal (like skill gaps or lack 

of motivation) and external (such as personal issues or poor management practices). 

1.1 Types of Underperformance 

 Task-related underperformance: Involves failure to meet the technical or operational aspects of the 

job. 

 Behavioral underperformance: Refers to poor attitude, interpersonal conflicts, or inability to 

collaborate effectively within teams. 

 Organizational fit issues: Occurs when an employee’s values, behaviors, or work style do not align 

with the organizational culture, resulting in decreased engagement. 

Understanding the root causes of underperformance is essential in developing effective interventions. This is 

where HRM’s analytical and people management skills come into play, enabling them to take an informed 

approach in managing the issue. 

2. HRM’s Role in Identifying Underperformance 

One of the first steps HRM must take in managing underperformance is identifying it accurately. HR 

managers, working alongside line managers, should ensure that the performance management system is robust 

and allows for the early detection of performance issues. 

2.1 Performance Management Systems 

Performance management systems (PMS) are designed to set expectations, monitor employee performance, 

and provide feedback. HR is responsible for ensuring that the organization's PMS is transparent, objective, 

and regularly updated. Through mechanisms like Key Performance Indicators (KPIs), regular performance 

reviews, and 360-degree feedback, HR can detect underperformance early and take corrective action. 

 Regular Performance Appraisals: Structured appraisals enable HR and managers to evaluate 

employee performance consistently, identifying any areas of concern early on. 

 Continuous Feedback Mechanisms: Besides annual or bi-annual reviews, ongoing feedback is 

crucial for addressing performance issues in real-time, ensuring that small issues are tackled before 

they escalate into more significant problems. 

2.2 Use of Data and Analytics 

HR can also leverage data analytics to track patterns in employee performance over time. By analyzing 

performance data, absenteeism, employee engagement surveys, and other metrics, HR can identify potential 

underperformance before it impacts overall productivity. This proactive approach allows HR to address the 

root causes early, preventing the need for more drastic measures later on. 
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3. Strategies for Addressing Underperformance 

Once underperformance is identified, HR must work collaboratively with managers and employees to address 

it. A strategic approach to performance management requires developing individualized action plans to ensure 

employees can improve. 

3.1 Performance Improvement Plans (PIPs) 

A Performance Improvement Plan (PIP) is a tool that HR professionals use to help underperforming 

employees reach expected performance levels. A PIP clearly outlines the areas of concern, sets measurable 

improvement targets, and provides timelines for achieving these goals. 

 Clear Objectives: HR must work with managers to set SMART (Specific, Measurable, Achievable, 

Relevant, Time-bound) goals within the PIP. 

 Regular Monitoring: HR plays a key role in monitoring the employee's progress and offering 

continuous support through feedback, guidance, and resources. 

 Follow-up Meetings: Scheduled check-ins help maintain momentum and ensure that both employee 

and manager are aligned in their goals and expectations. 

3.2 Coaching and Mentoring 

HR can also facilitate coaching and mentoring programs as part of their strategy to address underperformance. 

Coaching focuses on providing specific, task-oriented support, while mentoring involves more holistic 

guidance. Both approaches can help employees develop the skills and behaviors necessary to improve their 

performance. 

 Internal Coaches: HR may train managers or senior staff to take on coaching roles, guiding 

underperformers through specific work challenges. 

 External Coaches: In cases where underperformance is linked to broader personal or professional 

development issues, HR can recommend external coaching services. 

3.3 Training and Development 

One of the most common causes of underperformance is a lack of skills or knowledge. In such cases, HR must 

ensure that adequate training programs are in place. Training can be delivered through workshops, online 

courses, or job shadowing, depending on the nature of the performance gap. 

 Skill Enhancement Programs: HR can organize targeted training programs to upskill employees, 

addressing gaps in technical expertise or soft skills. 
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 Cross-functional Training: For employees whose underperformance stems from a lack of 

understanding of broader organizational processes, HR can facilitate cross-departmental training to 

provide a more comprehensive view of operations. 

4. Role of HR in Organizational Culture and Motivation 

A key aspect of managing underperformance is fostering a positive organizational culture and motivating 

employees to achieve their best. HR is instrumental in shaping the culture by promoting values such as 

accountability, transparency, and continuous improvement. 

4.1 Employee Engagement Initiatives 

Engagement is closely tied to performance. When employees feel valued, supported, and connected to their 

work, they are more likely to meet performance expectations. HR can implement various engagement 

strategies to ensure employees are motivated and aligned with organizational goals. 

 Recognition and Rewards Programs: HR can create formal recognition programs that celebrate high 

performers and incentivize underperformers to improve. 

 Wellness Programs: Personal issues such as stress, health problems, or work-life balance challenges 

can lead to underperformance. HR can offer wellness initiatives, such as counseling services or 

flexible working arrangements, to address these concerns. 

4.2 Strengthening Communication Channels 

Poor communication between managers and employees is another common cause of underperformance. HR 

can develop communication frameworks that encourage open, constructive dialogue between employees and 

their supervisors. 

 Regular Feedback Loops: HR should ensure that managers are trained to provide both positive and 

constructive feedback, fostering a culture of continuous improvement. 

 Conflict Resolution Mechanisms: In cases where underperformance is linked to interpersonal 

conflict or a hostile work environment, HR can mediate and facilitate resolution through dialogue or 

formal grievance procedures. 

5. Legal and Ethical Considerations 

HRM must also navigate the legal and ethical dimensions of managing underperformance. Dismissing or 

disciplining underperforming employees without following proper procedures can lead to legal challenges and 

damage the organization's reputation. 
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5.1 Fairness and Non-discrimination 

HR must ensure that all actions taken to address underperformance are consistent with labor laws and 

company policies. It is critical that underperformance is handled in a fair and non-discriminatory manner, 

giving employees equal opportunities to improve. 

 Documentation: HR should maintain thorough documentation of all performance-related discussions, 

improvement plans, and actions taken. This is vital for ensuring transparency and accountability, as 

well as protecting the organization in the event of legal disputes. 

5.2 Ethical Treatment of Employees 

Even when performance does not improve, HR should prioritize ethical treatment during the dismissal 

process. This includes providing severance packages, offering support for the transition, and conducting exit 

interviews to gain insights into the reasons for underperformance. 

6. Long-Term Impacts of Managing Underperformance 

Effectively managing underperformance has significant long-term benefits for the organization. It can lead to 

improved employee morale, higher productivity, and a more positive workplace culture. Moreover, addressing 

performance issues early prevents the accumulation of bad habits or disengagement among the broader 

workforce. 

6.1 Retention of Valuable Talent 

When HR successfully intervenes in underperformance, employees are more likely to feel supported and 

valued. This increases retention rates, as employees who improve their performance often develop greater 

loyalty to the organization. 

6.2 Development of High-Performing Teams 

By consistently addressing underperformance and promoting continuous improvement, HR can cultivate a 

high-performance culture across the organization. This leads to teams that are more collaborative, innovative, 

and aligned with organizational goals. 

6.3 Organizational Reputation 

How a company handles underperformance can also affect its reputation, both internally and externally. 

Employees will view the organization as fair and supportive if HR handles performance issues with 

transparency and care, enhancing employer branding and attracting high-quality talent. 
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Case Study 1: Tata Steel’s Performance Management System 

Tata Steel, a part of the Tata Group, is one of the largest steel manufacturing companies in India. Facing 

intense competition and evolving market demands, Tata Steel realized the need to enhance its performance 

management system to address underperformance and improve overall productivity. 

Challenge: The company encountered issues with inconsistent performance across various departments and 

levels of the organization. There were also challenges in aligning individual goals with organizational 

objectives, which led to suboptimal performance and decreased employee engagement. 

Strategy Implemented: 

1. Redesign of Performance Management System (PMS): Tata Steel revamped its PMS to align 

individual performance with the company’s strategic goals. They introduced a more robust framework 

that included clear performance metrics, frequent feedback, and development-oriented appraisals. The 

new system emphasized continuous performance monitoring rather than relying solely on annual 

reviews. 

2. Integration of 360-Degree Feedback: The company incorporated 360-degree feedback into its 

performance evaluations. This approach involved gathering feedback from various sources including 

peers, subordinates, and supervisors. It provided a comprehensive view of employee performance, 

which helped in addressing underperformance more holistically. 

3. Training and Development Programs: Tata Steel invested in training programs aimed at developing 

leadership and managerial skills. These programs included workshops, on-the-job training, and e-

learning modules. The focus was on enhancing the skills required for better performance and 

productivity. 

4. Coaching and Mentoring: To address specific performance issues, Tata Steel introduced coaching 

and mentoring programs. Senior leaders and managers were trained to provide effective coaching, 

helping underperforming employees improve their skills and achieve their performance goals. 

Outcomes: 

1. Improved Performance Alignment: The new PMS helped in aligning individual performance with 

organizational goals, leading to better overall productivity. Employees understood how their roles 

contributed to the company's success, which increased motivation and engagement. 

2. Enhanced Employee Development: The integration of 360-degree feedback and targeted training 

programs led to significant improvements in employee development. Underperforming employees 

received the support they needed to enhance their skills and address performance gaps. 
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3. Increased Employee Engagement: The continuous feedback mechanism and focus on development 

contributed to higher employee engagement levels. Employees felt more valued and supported, which 

positively impacted their performance and job satisfaction. 

4. Recognition and Rewards: The revamped performance management system also included a 

recognition and rewards component, which helped in acknowledging high performers and motivating 

others to improve. 

Case Study 2: Infosys’ Approach to Managing Underperformance 

Infosys, one of India’s leading IT services companies, faced challenges related to underperformance due to 

rapid expansion and increasing client demands. The company needed a systematic approach to manage 

performance and address issues effectively. 

Challenge: Infosys encountered difficulties in maintaining consistent performance standards across its 

growing workforce. There were issues with underperformance in various teams, which affected client 

satisfaction and project delivery timelines. 

Strategy Implemented: 

1. Introduction of the “GEM” Framework: Infosys implemented the “GEM” (Goal, Execution, and 

Measurement) framework to manage and enhance performance. This framework emphasized setting 

clear goals, executing plans effectively, and measuring performance against predefined metrics. 

2. Enhanced Performance Appraisal System: The company introduced a more structured performance 

appraisal system, which included regular check-ins and detailed performance reviews. Managers were 

trained to provide constructive feedback and support to employees struggling with performance issues. 

3. Focus on Learning and Development: Infosys launched a comprehensive learning and development 

program to address skill gaps and enhance employee capabilities. This included technical training, 

leadership development, and soft skills workshops tailored to different levels of the organization. 

4. Employee Assistance Programs (EAPs): Recognizing that personal issues could impact 

performance, Infosys introduced Employee Assistance Programs (EAPs). These programs provided 

confidential counseling and support services to help employees manage stress, work-life balance, and 

other personal challenges affecting their performance. 

Outcomes: 

1. Improved Goal Clarity and Execution: The GEM framework helped in setting clear performance 

goals and improving execution. Employees understood their targets and the expectations, which led to 

better performance alignment and accountability. 
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2. Effective Performance Management: The enhanced performance appraisal system allowed for 

timely identification of performance issues and provided a structured approach to addressing them. 

Regular feedback and performance reviews contributed to better management of underperformance. 

3. Enhanced Skills and Capabilities: The focus on learning and development resulted in a more skilled 

workforce. Employees received the training needed to perform their roles effectively, which reduced 

performance gaps and improved project outcomes. 

4. Better Employee Well-being: EAPs played a crucial role in supporting employees’ personal and 

professional well-being. By addressing personal challenges, Infosys was able to reduce the impact of 

these issues on work performance. 

CONCLUSION: 

Effective management of performance is essential for organizational success, directly impacting 

productivity, employee satisfaction, and overall competitiveness. Human Resource Management (HRM) plays 

a central role in this process, employing various strategies to ensure that employees meet performance 

expectations and contribute to organizational goals. By implementing robust performance management 

systems, HRM can identify and address underperformance early, providing support through Performance 

Improvement Plans, coaching, and targeted training.  Creating a positive organizational culture and fostering 

continuous development are also crucial aspects of performance management. HRM’s efforts in promoting 

clear communication, recognition, and employee wellness contribute significantly to enhancing engagement 

and reducing performance issues.  Addressing performance challenges proactively ensures that organizations 

can optimize their human capital, drive success, and maintain a competitive edge. By integrating strategic 

HRM practices, organizations can effectively manage performance dynamics, support their workforce, and 

achieve long-term sustainability and growth. Thus, HRM’s role in performance management is not only about 

addressing issues as they arise but also about creating an environment where employees are motivated and 

equipped to perform at their best. 
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