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Abstract 

The significant amount of research attention was given to the association among HRM and 
well-being; but how the attention driving performance management influences well-being 
and what variables explain their relation has not been well discussed yet. This study 
investigates the relationship between performance management practices and employees well 
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being when perceived job control is playing the role of mediator. The Present research study 
addresses this relation in, educating employees working in different sectors in Lahore city as 
the city recruits employees from different areas of the country (Pakistan). Data was gathered 
from 250 employees and results show that performance management significantly influences 
our mediator and well-being and also the mediator (perceived job control) significantly 
influences the relationship between performance management practices and well-being. For 
future research purposes, limitations as well as future directions are also discussed in this 
research. 
Keywords: Performance management practices, Well-being, Perceived job control 

1. Introduction  

Performance management refers to the broad range of trial, policy, dealings, and 
interventions deliberate to help workers improve their performance (Denisi & Murphy, 2017). 
Putting into practice, PM usually includes the constant method of finding , measuring, and 
increasing the performance of individuals and groups in organizations (Aguinis & Pierce, 
2008), and it involves as long as both official and unofficial performances related information 
to workers (Selden & Sowa, 2011). Furthermore, academics and practitioners continue to 
arrive at conclusions about performance management based on erroneous or obsolete 
information (Gorman, Cunningham, Bergman, & Meriac, 2016). 
Well-being at job plays a vital role, not only for workers, however, also for organization, the 
economy and the social order confined (Berry, Mirabito, & Baun, 2010; Black, 2008; Danna 
& Griffin, 1999; Jeffrey, K., Mahony, S., Michaelson, J., & Abdallah, 2014). On the other 
hand, in spite of increasing stiff of study, debates prolong to focal point on dimension issues, 
lack of erect definition of well-being and lack of agreement on the association between 
well-being, HRM and stiff performance (Edgar, Geare, Halhjem, Reese, & Thoresen, 2015; 
Guest, 2002; Oppenauer & Van De Voorde, 2016; Peccei, 2004; Van De Voorde, Paauwe, & 
Van Veldhoven, 2012).  
We observe how one single HRM performs, performance management, relates to the 
well-being of employees. Our termination to learn performance management is principally 
aggravated by the rehabilitated notice for this perform in the literature (Buckingham & 
Goodall, 2015; Cappelli & Tavis, 2016) and the survival of preceding contradictory proof 
(Guest, 2002). To observe the association among performance management and well-being, 
insights from organization theory (Eisenhardt, 1989; Fama, 1980; Jensen & Meckling, 1976) 
and stewardship theory (James H. Davis, Schoorman, & Donaldson, 1997; Hernandez, 2012) 
are studied. 
According to D. Guest (2002) a restricted quantity of studies contains integrated workers, 
behaviors and performance into an analysis of the association among HRM, and performance. 
As oblique in the previous investigation, these focal points mainly on dedication based 
attitudes or performance related to unrestricted exertion. While such, they change from 
investigating on worker fulfillment and wellbeing. On the additional side, but a position of 
HR practices be initiated to be connected, mutually with elevated performance and worker 
fulfillment/well-being.  
The occurrence of perceived job control alternatives is connected to life contentment, maybe 
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as a pointer of the significance of employment defense for general well-being. More than 
significant for being fulfillment that for work fulfillment and is extensively related to life 
contentment in all segment (Guest, 2002). According to Skinner and Baltes, “Perceived job 
control has been examined not only for the reason that it is motivating in itself, even though, 
because it predicts significant aspect of motivational, cognitive, and expressive 
implementation”. (Abramson & Seligman, 1978; Bandura, 1977; Peterson & Seligman, 1984). 
Perceived job control is considered to be associated with, although distinguishable from, both 
the intention sum of organize a individual has in a condition and creature systematic 
estimation of above hundred studies and accomplished that a high force of perceived job 
control, considered as the degree of self-sufficiency or contribution, in conclusion, creation a 
character enjoy was related with lofty level of profession satisfaction, managerial obligation, 
incentive, concert and low level of objective and psychological symptom of anxiety. 

2. Theoratical Background and Hypothesis  

2.1 Performance Management Practices and Perceived Job Control 

Perceived job control be consequently replicated within workers' perceptions of autonomy 
and the effect and was behaved in a manner as such in current studies. Furthermore, In the 
employees' perceived job control dispositional and situational factors provide results, 
although it is beyond the scale of the current studies to calculate the comparative effect of 
these factors on perceived control of job. In perceive job control many workers are 
dispossitionally in comparision to others (Rotter, 1966), while on other side post layoff 
working environment are more promoting control on workers than others (Mishra, Spreitzer, 
& Mishra, 1998). 
Workers with a great mental approach provide low turnover purpose, family work divergence 
and stress (Kossek, Lautsch, & Eaton, 2006). The strategies about boundary management 
maintain a high level of assimilation were optimistically linked to family work divergence. 
Research helps to provide difference between depiction of elasticity use and the workers 
mental practices with elasticity (psychosomatic job control provides ability to individual that 
how, when and where deal the situation in a good manner and also not forget the separate 
work family boundries). Officially used the flexible policy not be confused by getting 
experience at home practice, or by the mentally satisfaction about work control or work 
family boundries (Kossek et al., 2006).  
Current research has started to define that how and when limited foundation persuade the 
management policy and practices of performance. For example, Cogin and Williamson (2014) 
exhibit that in restricted surroundings characterized by superior rank of ecological ambiguity, 
superior levels of localization of HR practices were related with higher levels of 
supplementary performance of an organization. The organizational detachment between the 
host and home nations has also been shown to collision on the standardization/localization of 
performance management systems (Kostova, 1999; Xu & Shenkar, 2002). It is noteworthy 
that overall performance management substance such as performance appraisals, 
performance-related pay and even training and improvement do not feature as performance 
management practices interrelated with work fulfillment of the employees.  
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There are, however, alternative views on managing people’s performance (Bouskila-Yam & 
Kluger, 2011; DeNisi & Pritchard, 2006; McKenna, Richardson, & Manroop, 2011). Some 
researchers (Franco-Santos, Rivera, & Bourne, 2014; Frey, Homberg, & Osterloh, 2013; 
Segal & Lehrer, 2012; Weibel, Rost, & Osterloh, 2010) suggest that the traditional view of 
performance management as conceived in HRM (Aguinis & Pierce, 2008; Den Hartog, D. N., 
Boselie, P., & Paauwe, 2004) does not fully reflect the HRM practices that may enhance 
employees motivation and performance management practices when a non-financial 
organizational purpose is presumed and human behavior is not assumed to be opportunistic. 
These researchers (for example Franco-Santos et al., (2014); Segal & Lehrer (2012)) draw 
their ideas from insights extracted from stewardship theory research (J. H. Davis, Frankforter, 
Vollrath, & Hill, 2007; James H. Davis et al., 1997; Hernandez, 2012). 
H1: Performance management practices positively related to perceived job control. 
2.2 Perceived job control and Wellbeing 
Numerous studies have been devoted to the results of planning conduct. Macan (1994) 
determined that making plans behavior as such no matter the impact of time management 
schooling had a full size relationship with ‘perceived job control,’ which in turn became 
definitely associated with process pleasure and negatively to process prompted and somatic 
tensions. Perceived control of jobs consequently acted as a mediator in the relationship 
among overall performance management practices and well-being. Well-being is derived 
from an aggregate of the way a person presents experiences over a time period and how 
satisfied they may be with their life typical (Kahneman, Krueger, Schkade, Schwarz, & Stone, 
2004; Layard, 2005). Danna & Griffin (1999) located that bad nicely being of personnel can 
affect their physical activities even as in organizational terms, it could have a negative effect 
on productivity, absenteeism, presenteeism, compensation complaints, and so forth.  
By integrating self-dedication principle (Deci & Ryan, 2012) into COR (Halbesleben, Neveu, 
Paustian-Underdahl, & Westman, 2014) argue that the motivation to collect 
autonomy-associated assets, including job control might have the greatest effect on 
well-being effects. Over and above job control and social support has been broadly studied as 
a core work-related resources. It's been described as perceived manipulate over one’s 
obligations and behavior in the course of the work day and involves having the choice of 
changing one’s work environment by means of changing factors of the work task or work 
method (Karasek & Jr., 1979). Longitudinal research has repeatedly established high quality 
effects of perceived job control on sense of intelligence (De Lange, Taris, Kompier, Houtman, 
& Bongers, 2003) for an evaluation and on task performance (Bond & Flaxman, 2006). 
Studies have also proven that low degrees of perceived job control relate to the impaired 
common sense (Bosma et al., 1997; Steptoe & Willemsen, 2004). 
H2: Perceived job control is positively related to well-being. 
2.3 Performance Management Practices and Wellbeing 
It is essential to motivate the employees, not just whether or not, however, why the 
organizational performances can be associated with an employees’ sense of intelligence to 
unite their work and their various activities, as well as their general sense of humanity and 
well-being. The researcher believes that the perceived control of job may be an essential 
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system that affect the association among the executive strategies and the satisfaction of an 
employee and well-being (Anderson, Coffey, & Byerly, 2002). Another essential, but 
comparatively ignored the part that manipulates the employees’ capability to assimilate their 
job and their relatives are the general nature of the jobs they execute. Especially, job circle 
researcher’s discussed that the employees’ job self determination the capacity to determine 
when, where, and the way that the work task is to be achieved (Bailyn, 1993; Clark, 2001) 
mostly focused on the employee’s well being. According to (Greenberger & Strasser, 1986) 
and others (Ganster, Fox, & Dwyer, 2001), employees are influenced to searching to be in 
command over their surroundings, and this kind of control is essential to their employees’ 
well-being (Bond & Bunce, 2003; Bosma et al., 1997). 
Discussion does now not review the organizational performance that exerts pressure to 
engage in working for long hours, however, it is ordinary to make inquiries what these could 
be. Particularly, it looks achievable that excessive dedication or excessive overall 
performance management practices make a wrong effect on individual’s personal life of the 
workers, to the point that they may be considered to show extra discretionary exertion to 
chase the organizational desires. Performance management practices to bad overflow had 
been varying over this time. 
We additionally emphasize the significance of the well-being of academics for the 
achievement of their scholarly project, the results of universities and their contributions to 
society as an entire. Furthermore, the emotions activate individuals’ devotion, as well as their 
dedication to finish duties, inspire problem declaration, and are seeking to get better average 
process in general performance (Chiang & Jang, 2008; Hwang, 2005; Yen, Lin, & Tai, 2004). 
H3: Performance management is positively related to well-being. 
2.4 Perceived Job Control as a Mediator 
Institutional emotional have theorized perceived job control in two associated but dissimilar 
means that are not commonly unrelated (Spector, 1986; Greenberger et al., 1989). One 
origination, the “self-determination” framework, recommends that an individual's wisdom of 
control relies upon whether they see their deeds to be self-determined against forced, 
otherwise to utilize (DeCharms, 1968), regardless of while they consider themselves to be 
“origins” who start deeds as opposed to “pawns” who merely respond to their surroundings. 
To the degree that survivors observe that they have a higher amount of good judgment power 
or effort to their job accomplishments, they are possibly going to practice higher level of 
perceived control of job. 
Perceived Job control increases intellectual liveliness too, because of its strong intellectual 
factor (Frese & Zapf, 1994). (Hoppe, 2011) discovers that employee job control has direct 
and indirect impacts on impeded well-being among local employees but not among migrant 
employees. As well, another two studies on migrants in Northern European nations have 
revealed that employee job control functions as an asset between citizens, however, not 
among migrant employees in Sweden (Rosmond, Lapidus, & Björntorp, 1998) and Britain 
(Wadsworth et al., 2007), correspondingly. 
We claim that these outcomes may be strengthened when Higher level of performance work 
framework are realized with anappropriate sum of employee job control, or judgment known 
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to staff in defining in which way we actualize working duties and tasks (Karasek & Jr., 1979). 
Hence, we claim that the consequence of higher level of performance work framework on 
employee stress has to be measured in view of employee’s job control. For instance, a worker 
who has a small amount of control over in what manner and at what time to do his/her work 
is to be expected to experience higher psychological consequences as of the perceived job 
demands linked with a higher level of performance work framework than another member of 
staff seeing the similar requirement who has the scope to exercise additional individual 
judgment. 
H4: Perceived job control mediates the relationship between performance management and 
wellbeing. 

3. Theoratical Framework  

 

4. Methodology  

4.1 Sample and Procedure 

For the survey on performance management and well-being in different companies belonging 
to different sectors of Lahore, Pakistan. 320 questionnaires were distributed and 250 were 
completed and returned, resulting in a response rate of 78%. Of these employees, 123 males 
(49.2%) and 127 females (50.8%). We conducted our study with the help of convenience 
sampling. Their average age between the interval (31-40) years was 3.02 (SD = 1.305), and 
their mean organization tenure in between the interval (3-5) years was 3.00 (SD = 1.674).  
4.2 Measures 

4.2.1 Performance Management Practices 

The Performance management system independent variable was measured by using the scale 
of Gomez-Mejia et al. (2010) consisting of seven items. A sample item is “My institution uses 
specific performance indicators to monitor performance,”. The scale ranged from 1 ‘strongly 
disagree’ to 7 ‘strongly agree’. 
4.2.2 Perceived Job Control 
The perceived job control is a mediator between performance management practices and 
well-being. Each item was measured from Kinman & Wray (2013) on a seven-point Likert 
scale ranging from 1 ‘strongly disagree’ to 7 ‘strongly agree’. A sample item is “I have a 
choice in deciding how I do my work”. 
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4.2.3 WellBeing 
Well-being is the dependent variable in our study. This variable is measured using two 
dimensions of the well being, positive (vitality) and negative (relational stress). Vitality is 
measured using the three-items validated by Porath, Spreitzer, Gibson, & Garnett (2012) and 
relational stress was measured by three items developed by Cousins et al. (2004). The sample 
items are “I feel alive and vital at work,” and “Relationships at work are strained (artificial)”. 
The scale ranged from 1 ‘strongly disagree’ to 7 ‘strongly agree’.  

5. Results 

Table 1 presents the means, standard deviations, and correlations along with the key variables. 
The independent variable was not significant and not correlated, perceived job control was a 
mediator and highly significant and highly correlated (r= .471), and the well-being was the 
dependent variable and was also highly correlated (r= .789). 
 
Table 1. Descriptive statistics and correlations  

   M S.D 1 2 3 4 5 6 7 8 

1 Age  3.02 1.305 _               

2 Qualification  2.89 1.034 .338** _             

3 Income (In 
Thousands) 

 3.30 1.679 .643** .447** _           

4 Tenure  3.00 1.674 .785** .278** .696** _         

5 Experience  3.21 1.854 .805** .299** .760** .884** _       

6 PMP  4.56 1.086 .019 .064 -.017 -.046 -.036 (.781)     

7 PJC  4.57 1.212 .083 -.010 -.038 -.014 .002 .471** (.774)   

8 WB  4.50 .967 .209** .088 -.016 .092 .101 .461** .468** (.789)

Note: N= 250. M, Mean; S.D, Standard deviation; PMP, Performance management practices; 
PJC, Perceived job control; WB, Well-being3. c Qualification: (1 = Intermediate; 2=bachelors; 
3=Masters; 4= MS/M. Phil; 5=PhD). d Income: (1= Less than 16; 2=16-25; 3=26-40; 4= 
41-60; 5=61-90; 6=91-130; 7=131-200; 8=More than 200). Cronpach Alpha values given in 
paranthesis. 
**. Correlation is significant at the 0.01 level (1-tailed). 
 
5.3 Hypothesis Testing 
5.3.1 Regression and Mediation Analysis 
For mediation analysis, Preacher Haye’s Mediation with Bootstrapping (n=5000) was used. 
The direct effect of Performance management practices on well-being fitted significantly with 
(β = .461, R2 = .2128, ρ = .000, CI=.3120, .5097) supporting H3 showing that Performance 
management practices significantly affects creativity. The p values being less than 0.01 and 
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the 95% confidence intervals did not contain 0 between higher and lower values showing the 
significance. Then regression between the PMP and Perceived job control was also 
significant (β = .471, R2= .2218, ρ = .000, CI= .4027, .6490) supporting H1 showing that PFP 
significantly effects Perceived job control (β = .310, R2= .2935, ρ = .0000, CI= .1617, .3522). 
Then the regression between perceived job control and well-being was also significant (β 
= .322, R2= .2935, ρ = .0000, CI= .1694, .3821) supporting H2 showing that perceived job 
control effects well-being. 
 

Testing paths Β 
(unstanderdized)

SE 
(β) 

Ρ 95% CI Β 
(Standerdized)

WB (Well-Being) 

R2 = .2128, F (1.00, 248) = 67.0423, ρ =.0000  

PMP (Performance 
Management Practices) 

.4109 .0502 .0000 .3120, .5097 .461 

PJC (Perceived Job Control) 

R2 = .2218, F (1, 248) = 70.7009, ρ =.0000  

PMP(Performance 
Management Practices) 

.5259 .0625 .0000 .4027, .6490 .471 

WB (Well-Being) 

R2 =.2935, F (2, 247) = 51.3148, ρ =.0000  

PMP (Performance 
Management Practices) 

.2570 .0484 .0000 .1617, .3522 .310 

PJC (Perceived Job 
Control) 

.2758 .0540 .0000 .1694, .3821 .322 

Total     .1517 

PMP direct effect on WB through (path c) the standardized β = .461, PMP indirect effect on 
WB through (path c) the standardized β = .471, PMP effect on PJC through (path a) the 
standardized β = .415, PJC effect on WB through (path b) the standardized β = .322 and the 
total through (path a*b) β = .1517. 
 
6. Discussion 
Firstly, we extend the previous HRM research by suggesting that the basic assumptions of 
different HRM practices may enlighten why their association with well-being was previously 
found inconclusive. As suggested by Pfeffer and Sutton (2006) numerous, often concealed, 
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assumptions (and internalized theories about what works and what does not work in 
organizations) motivate the mental models of senior leaders and inform the design of 
management practices (e.g. Compensation and performance management).  
Secondly, our research donates to the debate on the performance ‘enabling’ role of HRM 
(Paauwe, 2009). In his review of the HRM Performance literature, (Paauwe, 2009) suggests 
that performance is more expected to transpire when organizations take care of their 
employees safeguarding they are impartially treated and their well-being is considered. The 
current study recommends that a directive approach focused on maximizing performance 
influencing behavior as agreed by agency theory appears to counter academics’ well-being. 
7. Limitation 
This study is not free from limitations. For instance, based on our theoretical background, we 
selectively focussed on a set of variables to comprise in our theoretical model. This supports 
regulator for perceived job control and two groups of well-being (happiness, well-being 
assessed in term of vitality and relationship well-being assessed in terms of relational stress). 
This approach supplements to the previous indication base which has used these constructs 
(Kinman, Jones, & Kinman, 2006; Peccei, 2004; Van De Voorde et al., 2012). Though, while 
shortening our analysis, it leaves a variety of other variables uncertified in terms of work 
experiences and well-being outcomes. Therefore, there is an opportunity for the examination 
of the variety of other variables at play, such as indices of work experience; job security, 
wage-effort and experience of change. Furthermore, this paper stresses on two indices of 
well-being which, although highlighted in existing literature as persistent concerns within the 
context of academia, need to be extended to a more comprehensive range. 
Given the confronted nature of the concepts of well-being and performance and the nature of 
the HRM practices applied to boost performance and stimulate well-being this field is in need 
of considerable concept explanation (Suddaby, 2010) to clearly define the definitional 
consistency, the scope and relational nature of the constructs under study. In addition, as 
proposed by (Peccei, 2004) there is a need to continue to apply multi-level analysis models to 
achieve an improved understanding of the relationships between the constructs under study. 
8. Conclusion 
As the boost of attention on organizational supervision during these years, HRM plays a 
supplementary job to run the association, such as the belongings of HRM on novelty, ‘new 
way of effective principle’ for running associations. The performance management system, as 
a field of study, is a popular matter in HRM over time. It is essential for corporation to plan, 
supervise and recompense the performance. As did so, the productivity of the company would 
be residential and also revenue would be improved as well through managing the entire 
procedure of performance management, such as construct aims, examined opinion and 
appraising performance.  
The intention of this study is to examine the performance management system indicator and 
their relation to the performance of the employee is based on Perceived job control, positively 
related to well-being as performance management is positively related to well-being. 
Therefore, perceived job control mediates the relationship between performance management 
and well-being. At last the main purpose is to figure out the nature of the association among 
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performance management system and its effect on employees’ well-being via perceived job 
control and to make a termination, also to expand a place of commendations. 
Accordingly, the study complements to the more pragmatic proof that supports the estimation 
about the association between performance management system and employee performance. 
On the other hand, concerning the various limitations of this study, in which the major 
limitation is: while based on our theoretical background, we selectively focused on a set of 
variables to include in our conceptual model. This aids control of perceived job control and 
two categories of well-being (happiness, well-being assessed in term of vitality and 
relationship well-being assessed in terms of relational stress). However, while facilitating our 
analysis, it leaves a range of other variables untested in terms of work experiences and 
wellbeing outcomes. Therefore, there is scope for the examination of the range of other 
variables at play, such as indices of work experience; job security, wage-effort and experience 
of change. Additionally, this paper focuses on two indices of well-being which, although 
highlighted in current literature as pressing concerns within the context of academia, need to 
be extended to a more comprehensive range. 
Given the contested nature of the constructs of well-being and performance and the nature of 
the HRM practices applied to encourage performance and promote well-being this field is in 
need of considerable concept clarification to clearly delineate the definitional coherence, the 
scope and relational nature of the constructs under study. In addition, there is a need to 
continue to apply multilevel analysis models to achieve an enhanced understanding of the 
relationships between the constructs under study. 
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