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EMPLOYEE PERFORMANCE AT HITAKEY TECH 

SOLUTION PVT. LTD., TRICHY” 
 

Abstract 

This study analyzes the effectiveness of goal-setting practices and their impact on employee 

performance at Hitakey Tech Solution Pvt. Ltd., Trichy. Goal- setting is an important part of 

human resource management as it helps employees understand their responsibilities, improves 

motivation, and enhances productivity. The study aims to evaluate goal clarity, employee 

involvement in goal-setting, and the role of feedback in improving performance. A descriptive 

research design was used for the study. Primary data were collected from 100 employees through 

a structured questionnaire, while secondary data were obtained from company records and 

related literature. The collected data were analyzed using statistical tools such as mean, 

correlation, regression, and Chi-square tests. The findings indicate that clear goals, effective 

communication, employee participation, and regular feedback significantly contribute to 

improved employee performance and motivation. The study concludes that strengthening goal-

setting practices and aligning them with organizational objectives can enhance overall employee 

productivity and organizational effectiveness. 
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1. Introduction 

In today’s competitive business environment, organizations focus on improving employee 

performance to achieve their strategic goals. One of the most effective methods used in human 

resource management is goal-setting, which helps employees understand their responsibilities and 

expected outcomes. Clear and well-defined goals provide direction, increase motivation, and help 

employees prioritize their tasks effectively. Goal-setting also encourages employees to work 

towards measurable objectives that align with the organization’s mission and vision. When 

employees clearly understand their goals and receive regular feedback from supervisors, they tend 

to perform better and remain more engaged in their work. Effective goal-setting practices 

therefore play an important role in improving productivity, job satisfaction, and organizational 

success. This study focuses on analyzing the effectiveness of goal-setting practices and their 

impact on employee performance at Hitakey Tech Solution Pvt. Ltd., Trichy. The research 

examines factors such as goal clarity, employee involvement in goal-setting, feedback 

mechanisms, and their influence on employee motivation and performance. The findings of the 

study will help the organization understand the strengths and gaps in its goal-setting practices and 

provide suggestions for improving its performance management system. 
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2. Review Of Literature 

• According to Edwin A. Locke and Gary Latham (2002), goal-setting theory states that 

specific and challenging goals lead to higher employee performance compared to vague or easy 

goals. They emphasized that goal clarity, employee commitment, and regular feedback are 

important factors that influence performance outcomes.1&2 

• Locke (1996) explained that employee participation in goal-setting increases their sense of 

responsibility and motivation. When employees are involved in setting their own goals, they 

become more committed to achieving them, which improves overall work performance.3&4 

• Latham and Yukl (1975) found that clearly defined and achievable goals significantly 

improve productivity and task performance. Their research also highlighted the importance of 

aligning individual goals with organizational objectives to ensure better results.5&6 

 
• Gary Dessler (2019) stated that performance management systems, including goal-setting and 

feedback mechanisms, help organizations evaluate employee performance and improve 

motivation. Linking goal achievement with rewards and recognition also increases employee 

engagement and job satisfaction.7&8 

• Recent Empirical Study – Indian IT Sector (2020-2023)A study conducted among IT 

professionals in Tier-II cities of India (Rao & Sharma, 2022) found that unclear goals, lack of 

feedback, and minimal employee involvement negatively affect performance and job satisfaction. 

Employees who received regular feedback and participated in goal-setting reported higher 

productivity and motivation. Relevance: Directly relates to the current study’s context, 

highlighting similar challenges and areas of improvement in IT organizations like Hitakey Tech 

Solution Pvt. Ltd.9&10 

• Pooja & Kiran (2021) – Performance Appraisal and Goal-Setting Their study indicated 

a significant positive correlation between goal-setting practices and employee performance. 

Companies that implemented structured goal-setting frameworks with periodic reviews observed 

improved task completion rates and better employee engagement. Relevance: Provides empirical 

support for analyzing the impact of goal-setting practices on performance in a structured 

organizational setup.11 

3.Scope Of Study 

• The study focuses on goal-setting practices and employee performance at Hitakey Tech 

Solution Pvt. Ltd., Trichy. 

• It examines how goal clarity, feedback, and employee participation influence performance. 

• Data were collected from 100 employees 

using a questionnaire. 

• The study helps identify improvements needed in the organization’s performance 

management system. 

4. Objectives Of The Study 

Primary Objectives 

• To study the effectiveness of goal-setting practices in the organization. 

• To analyze the impact of goal-setting on employee performance. 

• To examine how goal clarity influences employee motivation and productivity. 

Secondary Objectives 

• To understand the role of feedback in improving employee performance. 

• To study the level of employee participation in goal-setting. 

• To provide suggestions to improve the performance management system in the 

organization. 

5.Research Methodology 
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Research methodology refers to the systematic method used to collect, analyze, and interpret data 

for the study. This research focuses on analyzing the effectiveness of goal-setting practices and 

their impact on employee performance at Hitakey Tech Solution Pvt. Ltd., Trichy. The study 

adopts a descriptive research design to understand employee perceptions regarding goal-setting 

practices. Both primary and secondary data were used for the study. Primary data were collected 

from employees using a structured questionnaire, while secondary data were obtained from books, 

journals, company records, and websites. The sample size consists of 100 employees selected 

from different departments of the organization. The collected data were analyzed using statistical 

tools such as percentage analysis, mean, correlation, regression, and Chi-square test to interpret the 

results and draw meaningful conclusions. 

5.1 Sample Size 

The sample size of the study consists of 100 employees from Hitakey Tech Solution Pvt. Ltd., 

Trichy. The respondents were selected from different departments of the organization. The 

sample was chosen to understand employees’ opinions about goal-setting practices and their 

impact on employee performance. 

5.2 Data Analysis Procedure 

The data collected from the respondents were carefully classified, tabulated, and analyzed to 

obtain meaningful results. The responses from the 100 employees were recorded through a 

structured questionnaire. 

The collected data were analyzed using statistical tools such as percentage analysis, mean, 

correlation, regression, and Chi-square test. These tools helped in understanding the relationship 

between goal- setting practices and employee performance. The results were presented in the form 

of tables and simple interpretations for better understanding. 

5.3 Limitations Of The Study 

The study is limited to Hitakey Tech Solution Pvt. Ltd., Trichy only. 

The research is based on the responses of 100 employees, which may not represent the entire 

population. 

The  study  depends  on  respondents’ opinions, which may sometimes be biased. 

Time constraints limited the scope of detailed analysis. 

The accuracy of the study depends on the correctness of the information provided by the 

respondents. 

 

6 Analysis And Intrepetation 

Analysis and interpretation involve examining the collected data to understand the relationship 

between goal-setting practices and employee performance. The data were collected from 100 

employees of Hitakey Tech Solution Pvt. Ltd., Trichy through a structured questionnaire. The 

responses were classified and presented in the form of tables and percentages for easy 

understanding. The analysis helps to identify employees’ opinions regarding goal clarity, 

feedback, participation in goal-setting, and their impact on motivation and productivity. 

Interpretation of the data provides meaningful insights about the effectiveness of the 

organization’s goal-setting practices. The results help in identifying strengths, weaknesses, and 

areas where improvements can be made to enhance employee performance and organizational 

effectiveness. 

 

Table 1 : Clear Goals Help Improve My Work Performance 

S.No Response Score Respondents Percentage 

1 Strongly 

Agree 

5 38 38% 
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2 Agree 4 42 42% 

3 Neutral 3 12 12% 

4 Disagree 2 6 6% 

5 Strongly 

Disagree 

1 2 2% 

Total   100 100% 

 

Interpretation 

A large majority (80%) of employees either agree or strongly agree that clear goals improve work 

performance. Only 8% express disagreement, indicating minimal resistance. This shows that goal 

clarity is widely perceived as a positive performance driver. 

 

Chart 1 : Clear Goals Help Improve My Work Performance 

 
 

                           Table 2: My supervisor clearly communicates organizational 

S. 

No 

Response 

Category 

No. of 

Respondents 

Percentage 

(%) 

1 Strongly 

Agree 

40 40% 

2 Agree 35 35% 

3 Neutral 15 15% 

4 Disagree 7 7% 

5 Strongly 

Disagree 

3 3% 

 Total 100 100% 

 

Interpretation 

The above table shows the opinion employees regarding whether their supervisor clearly 

communicates organizational goals. It is observed that 40% of the respondents strongly agree and 

35% agree with the statement. 
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Table 3 : I receive timely feedback on my performance goals 

S. 

No 

Response 

Category 

No. of 

Respondents 

Percentage 

(%) 

1 Strongly 

Agree 

38 38% 

2 Agree 40 40% 

3 Neutral 12 12% 

4 Disagree 6 6% 

5 Strongly 

Disagree 

4 4% 

 Total 100 100% 

 

Interpretation 

Strongly Agree (38%) and Agree (40%) together show that 78% of employees feel they receive 

timely feedback on their performance goals. Neutral (12%) indicates a small portion of employees 

are uncertain about the timeliness of feedback. Only 10% (Disagree + Strongly Disagree) feel that 

feedback is not provided on time. 

 

Chart 3 : I receive timely feedback on my performance goals 

 
Table 4 : Goal setting increases my accountability at work. 

S.No Response Respondents Percentage 

1 Strongly 

Agree 

32 32% 

2 Agree 45 45% 

3 Neutral 13 13% 

4 Disagree 7 7% 
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5 Strongly 

Disagree 

3 3% 

Total  100 100% 

Interpretation 

77% of respondents agree or strongly agree that goal setting increases accountability. Only 10% 

disagree, indicating limited negative perception.This shows that goal setting plays a significant role 

in enhancing responsibility at work. 

 

Chart 4 : Goal setting increases my accountability at work. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 5 : Achieving goals gives me a sense of accomplishment. 
S. 

No 

Response Category No. of Respondents Percentage (%) 

1 Strongly Agree 44 44% 

2 Agree 38 38% 

3 Neutral 10 10% 

4 Disagree 5 5% 

5 Strongly Disagree 3 3% 

 Total 100 100% 
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Interpretation 

Strongly Agree (44%) and Agree (38%) together indicate that 82% of employees feel a sense of 

accomplishment when they achieve their goals. Neutral (10%) suggests that some employees are 

uncertain about the effect of goal achievement on their sense of accomplishment. Only 8% 

(Disagree 

+ Strongly Disagree) do not feel a sense of accomplishment from achieving goals. 

Chart 5 : Achieving goals gives me a sense of accomplishment. 

 

 

 

 

 

 

 

 

 

 

 

 

7 Summary Of Findings 

The study on “An Analysis of Performance Management and Reward Systems at Hitakey Tech 

Solution Pvt. Ltd., Trichy” reveals that the majority of employees have a positive perception of 

the existing performance management system in the organization. Most respondents agreed that 

clear goals, regular feedback, and effective evaluation methods help improve their work 

performance and productivity. The findings also indicate that employees feel motivated when their 

performance is linked with rewards and recognition.  

8 Suggestion 

Transparency in the reward system and timely appreciation for good performance were considered 

important factors that enhance employee morale and job satisfaction. Furthermore, the study 

shows that continuous feedback, supervisor support, and fair evaluation contribute significantly to 

employee development and better team collaboration. Overall, the results suggest that an effective 

performance management and reward system plays a crucial role in improving employee 

motivation, engagement, and organizational performance. 

9 Conclusion 

The study on “An Analysis of Performance Management and Reward Systems at Hitakey Tech 

Solution Pvt. Ltd., Trichy” concludes that an effective performance management system plays a 

vital role in improving employee productivity, motivation, and overall organizational performance. 

The findings indicate that employees respond positively when clear goals are set, continuous 

feedback is provided, and performance evaluations are conducted fairly. The reward system also 

has a significant impact on employee satisfaction, as employees feel motivated when their efforts 

are recognized through both monetary and non- monetary rewards. Transparency in the reward 

system and timely recognition further enhance employee morale and commitment to the 

organization. Therefore, a well-structured performance management and reward system helps 

create a supportive work environment, encourages better performance, and contributes to the long-

term success of the organization. 
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