64 ISSN 1813-7946, ISSN (oHnaitH) 2618-9763. CoLmanbHO-aKOHOMUYECKOE YnpaBreHue: Teopus v npaktuka. 2024. T. 20, Ne 4

YK 331.101.6
DOI 10.22213/2618-9763-2024-4-64-71

Zuo Wenjun, Post-graduate
Ural Federal University named after the first Presidentof Russia B. N. Yeltsin, Yekaterinburg, Russia

MEASURING LABOR PRODUCTIVITY IN TERMS OF EMPLOYEE PERFORMANCE
AND ORGANIZATIONAL PERFORMANCE FOR HUMAN RESOURCE
DEVELOPMENT

The article examines the problem of indicating labor productivity in the economic transition from stable,
large-scale production to a dynamic, innovation-driven economy. The idea is substantiated that modern
economic conditions require organizations and employees to adopt an entrepreneurial orientation to effec-
tively address challenges, enhance adaptability, and ensure competitiveness. The need to revise traditional
approaches to measuring labor productivity is emphasized, as they fail to reflect the key characteristics of
the new economic reality, including changing demands for professional and organizational performance
metrics. The article is dedicated to a comprehensive study of labor productivity measurement methods with-
in organizations that meet the requirements of an innovation-driven economy. The research methodology
involves an integrative review of theoretical and empirical studies, an analysis of existing approaches, and
their application to develop a dual-level model for measuring labor productivity. Particular attention is
paid to indicators such as employee proficiency, adaptability, and proactivity, evaluated at individual,
group, and organizational levels, as well as internal and external organizational performance metrics. The
comparison of traditional and modern approaches is provided, highlighting their advantages and limita-
tions and demonstrating their relevance in the context of the innovation-driven economy.The article ad-
dresses the shortcomings of traditional approaches and the necessity of their adaptation. As a result, an
innovative measurement system is proposed that reflects the characteristics of the new economy, enhances
organizational efficiency, and serves as a reliable analytical tool. The scientific novelty lies in the creation
of a model that enables researchers and practitioners to better understand the relationship between entre-
preneurial orientation, labor productivity, and human resource development.

Keywords: labor productivity; measurement; human resource development; employee performance; or-

ganizational performance.

Introduction

In today’s dynamic organizational environ-
ment, labor productivity remains a crucial me-
tric for assessing both individual contributions
and overall organizational effectiveness in the
human resource development practices. What’s
more, it is necessary to recognize the complexi-
ty of modern workplaces and the need for
nuanced measures of productivity that reflect
both the micro-level (employee performance)
and the macro-level (organizational perfor-
mance). Under this background, this article ex-
plores why measuring labor productivity at
these two distinct levels is essential, and how
to evaluate employee performance and organi-
zational performance comprehensively.

The purpose of this research is to substan-
tiate labor productivity measurement methods
within organizations that meet the requirements
of an innovation-driven economy. Measuring

labor productivity at both the employee and
organizational levels is crucial because each
level provides unique insights into different
dimensions of productivity. Employee perfor-
mance at the micro-level is the building block
of overall organizational success [1]. Without
productive employees, organizational out-
comes, such as profitability, market share, and
growth, cannot be achieved. Conversely, orga-
nizational performance, as the macro-level in-
dicator, reflects the collective contributions of
individual employees and determines the
broader success of the enterprise [2]. At the
micro-level, labor productivity reflects how
effectively individual employees fulfill their
roles, directly influencing team dynamics and
the organization’s internal capabilities. For in-
stance, a company may have cutting-edge tech-
nologies or abundant resources, but if em-
ployees are not performing optimally, the firm

© Zuo Wenjun, 2024
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will struggle to capitalize on these advantages.
At the macro-level, labor productivity speaks
for the organization’s ability to convert indi-
vidual contributions into tangible outcomes
such as product quality, customer satisfaction,
and financial performance [3]. Here, the cumu-
lative effect of employee performance is trans-
lated into business metrics like growth, market
share, and competitive positioning.

By measuring productivity at both levels,
organizations can identify gaps between indi-
vidual efforts and organizational outcomes, en-
suring that employee capabilities are aligned
with strategic goals [4]. Following this rationale,
it is advised to adopt a dual approach, measuring
labor productivity in organizational context at
both the micro-level (employee performance)
and macro-level (organizational performance) to
provide empirical evidence how human resource
development practices can serve as the predic-
tive indicator of labor productivity.

The methodology involves examining the
theoretical and empirical works and then, apply-
ing these works alongside with the established
labor and organizational performance metrics, to
create a dual-level measurement of labor produc-
tivity. This approach reflects the evolving re-
quirements for organizations and employees in
contemporary economic realities. The article is
structured as follows: firstly, the theoretical and
empirical review has been provided for measur-
ing micro-level labor productivity in terms of
employee performance, thenthe theoretical and
empirical review has been provided for measur-
ing micro-level labor productivity in terms of
employee performance, thirdly, this article pro-
vides an example how to use this measuring in-
strument in the empirical research or HR prac-
tice by establishing a research model using the
example of employee intrapreneurship. This ar-
ticle concludesa comprehensive and practical
measurement of labor productivity reflecting
today’s economic realities.

Measuring micro-level labor productivity

in terms of employee performance

In the modern organizational context, em-
ployee performance can no longer be evaluated

solely on the basis of task completion or output
quantity. Instead, proficiency, adaptivity, and
proactivity—across individual, team, and orga-
nizational roles—are critical dimensions that
reflect a worker’s overall contribution to prod-
uctivity. Therefore, for measuring the micro-
level employee performance, it is preferable to
examine the employee’s work role performance
through three elements and at three levels. This
scale has been frequently cited in recent years
for assessing the employee work role perfor-
mance because it not only accounts for tradi-
tional task performance but also emphasizes
employees' adaptability and proactivity in their
roles (e.g. [5,6]). Table 1 extensively summa-
rizes the indicators to measure the micro-level
labor productivity in terms of the employee’s
work role performance.

Proficiency refers to an employee’s ability
to complete tasks efficiently and effectively
within their role. In today’s knowledge-based
economy, employees are required to possess
deep expertise in their specific tasks [7]. How-
ever, proficiency alone is insufficient in a ra-
pidly changing organizational environment
where technological advancements and shift-
ing market demands frequently alter job roles
and expectations. Adaptivity is the ability of
employees to adjust their behavior and skills
in response to changing circumstances. With
increasing global competition and technolo-
gical disruption, organizations must conti-
nuously evolve, and employees must be able
to adapt to new challenges, technologies, and
market conditions [8]. An employee’s adap-
tivity directly contributes to organizational
agility, making it a key element of productiv-
ity in modern workplaces. Proactivity, the
willingness to take initiative, is another criti-
cal dimension of employee performance. In
a complex organizational environment, em-
ployees who actively seek opportunities for
improvement, innovation, and problem-
solving play a pivotal role in driving produc-
tivity beyond their immediate tasks [9].
Proactive employees often contribute to in-
novation and process improvements that ben-
efit the broader organization.
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Table 1. The assessment method of organization’s micro-level labor productivity

Tabauya 1. MeTOIUKAOIEHKUNPON3BOAUTEIHHOCTUTPYIAHAMUKPOYPOBHEOPTraHU3 AT

Team member

Categories Indicators Explanation
Individual task High performance in this aspect indicates that an em-
proficiency ployee's core tasks are completed properly.
Individual task Individual task High pe.rformance in this aspect indicatesthat an em-
productivity adaptivity ployee adjusts to new equipment, process, or procedures in
core tasks.
Individual task High performance in this aspect indicates that an em-
proactivity ployee initiatesa better way of completing core tasks.
Team member High performance in this aspect indicates that an em-
proficiency ployee coordinates the work with team members.

Team member

High performance in this aspect indicates that an em-
ployee responds constructively to team changes (e.g., new

member productivity

member adaptivity

productivity adaptivity members).
Team member High performance in this aspect indicates that an employee
proactivity develops new methods to help the team perform well
Organziational High performance in this aspect indicates that an em-
member proficiency | ployee talks about the organization in a positive way.
Organziational Organizational High performance in this aspect that an employee copes

with changes in the way the organization operates.

Organizational
member proactivity

High performance in this aspect indicates that an em-
ployee makes suggestions to improve the overall efficien-
cy of the organization.

Note. The individual task productivity captures how an employee contributes to the individual task productivity;
the team member productivity captures how an employee contributes to the team productivity; the organizational

member productivity explains how an employee contributes to the organizational productivity.

Source: adopted from the works of Griffin'.

These dimensions require to be assessed at
three levels—individual, team, and organiza-
tional—to fully capture their role as an indicator
of labor productivity [10]. At the individual
level, proficiency ensures that employees fulfill
their specific duties, while adaptivity and
proactivity enhance personal development and
contributions to organizational objectives. At
the team level, collaboration and shared goals
require employees to adapt their skills and be-
havior to different team dynamics and contri-
bute proactively to the group success. At the
organizational level, employees must align
their skills with the firm’s strategic goals, adapt
to corporate culture shifts, and take initiative to
contribute to the organization's competitive ad-
vantage. Measuring these dimensions ensures
a comprehensive evaluation of employee per-
formance that aligns with the complexities of
modern work environments.

Thus, the advantage of this measurement is
that it includes adaptability and proactivity in

the assessment of employee performance,
which are particularly important in entrepre-
neurial organizations. First, the increasingly
complex organizational environment requires
individuals, teams, and organizations to adapt
as needed, making adaptability a crucial factor
[11]. Second, proactivity is singled out in the
scale as the foundation of all exceptional per-
formance [12]. The scale consists of 27 items
that assess individuals' work mastery, adapta-
bility, and proactivity at three levels: as indi-
viduals, as team members, and as organization-
al members. The reliability and validity of this
scale have been well established, making it one
of the more authoritative measures for evaluat-
ing the individual work role performance. Spe-
cifically, the reported Cronbach alpha for the 9
major subconstructs in this measurement re-
spectively are 0.87, 0.93, 0.94, 0.83, 0.91, 0.93,
0.89, 0.86, and 0.88, further justifying the good
reliability of current measurement for the cur-
rent dissertation work.

! Griffin M.A., Neal A., Parker S.K. A New Model of Work Role Performance: Positive Behavior in Uncertain and
Interdependent Contexts // AMJ. 2007. Vol. 50, no. 2. Pp. 327-347. DOI: 10.5465/amj.2007.24634438
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Measuring macro-level labor productivity

in terms of organizational performance

Organizational performance, as a macro-
level measure of labor productivity, reflects the
collective output of all employees and how ef-
fectively their work contributes to achieving
the organization’s strategic objectives [13].
However, to fully understand labor productivi-
ty at this level, both internal and external per-

formance must be considered [14]. Table 2
summarizes the indictors of macro-level labor
productivity in the current research. For mea-
suring macro-level labor productivity, this
study employs the organizational performance
indicators including its performance within and
outside the organization. This scale relies on
managerial evaluations of perceived organiza-
tional performance and market performance.

Table 2. The assessment method of organization’s macro-level labor productivity

Tabnuya 2. MeToanka ONeHKH MPOU3BOAUTEIHLHOCTH TPY/1a OPraHU3allMi HA MAKPOYPOBHE

Indictors Component

Explanation

vices, or programs

Quality of products, ser-

The standard and effectiveness of the
company's offerings in meeting customer
needs.

grams

Development of new
products, services, or pro-

The company’s ability to innovate and in-
troduce new offerings to stay competitive.

Organizational perfor- employees

Ability to attract essential

The effectiveness in recruiting key talent
necessary for the organization's success.

mance within the organiza-

tion employees

Ability to retain essential

The company’s success in keeping critical
employees, reducing turnover.

or clients

Satisfaction of customers

Measures how well the company meets or
exceeds customer expectations.

ployees

Relation between man-
agement and other em-

The quality of interaction and collabora-
tion between leadership and staff.

ployees in general

Relations among em-

The overall teamwork, communication,
and workplace culture among employees.

Marketing

Strategies and efforts to promote the
company’s offerings and build the brand
recognition.

Organizational perfor- Growth in sales

The increase in revenue generated from
selling products or services over time.

mance outside the organiza-

tion Profitability

The company’s ability to generate profit
after covering costs.

Market share

The company’s percentage of total sales
within its industry compared to competi-
tors.

Source: adopted from the works of Delaney & Huselid'.

Internal performance indicators reflect the
operational efficiency of the organization. Key
factors such as the quality of products, services,
or programs, the development of new offerings,
and the ability to attract and retain essential
employees are directly tied to the organiza-
tion’s internal functioning [15]. Additionally,
the metrics such as customer satisfaction [16],
relations between management and employees

[17], and relations among employees [18] in
general highlight how well the organization’s
internal processes are aligned with delivering
value. For example, an organization with strong
internal performance will not only produce
high-quality goods and services but will also
maintain positive relationships within the work-
force, fostering collaboration and innovation.
Organizations that can develop new products

" Delaney J.T., Huselid M.A. The impact of human resource management practices on perceptions of organiza-
tional performance // Academy of Management Journal. 1996. Vol. 39, no. 4. Pp. 949-969. DOI: 10.2307/256718
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and services while maintaining employee satis-
faction and loyalty are better positioned to sus-
tain long-term growth. External performance
metrics, including effective marketing [19],
growth in sales, profitability, and market share
[20], reflect the organization’s position within
the broader market. While internal performance
focuses on operational efficiency, external per-
formance measures how well the organization
competes and thrives in its industry.

Labor productivity at the organizational level
cannot be fully understood without considering
how well the organization responds to external
pressures, such as market competition and
changing consumer preferences [21]. Growth in
sales, profitability, and market share are essen-
tial outcomes that demonstrate the firm’s ability
to translate employee productivity into financial
success. In today’s competitive global economy,
organizations must excel both internally and ex-
ternally. High labor productivity at the individu-
al level feeds into superior organizational per-
formance, which is then reflected in external
success. Only by measuring both internal and
external performance can organizations capture
the full spectrum of labor productivity.

Traditionally, organizational assessments re-
ly on objective data; however, due to limita-
tions in data availability, this scale provides
a quick assessment tool based on the general
functions of an organization. The scale com-
prises two constructs: perceived organizational
performance and perceived market perfor-
mance (items 1 through 7 for the former and
items 8 through 11 for the latter). The former
focuses on product quality, customer satisfac-
tion, and new product development, while the
latter emphasizes economic outcomes such as
profitability and market share. The internal
consistency reliability of these two constructs
is 0.85 and 0.86, respectively, meeting the
standards for measurement reliability.

The measurement application: a model

example to empirically verify

how employee intrapreneurship enhances

labor productivity

The measurement developed above has val-
uable implication for researchers or managerial
practitioners to verify the effectiveness of or-
ganizational practices and human resource de-
velopment policies. Especially, it provides an
insight to quantitatively explore the relation-
ship between a certain managerial practice and
the positive labor results. Here, this article ex-
emplified its application with employee intra-
preneurship, an important managerial practice
in today’s business context.

Intrapreneurship, which refers to the entre-
preneurial activities within an organization un-
dertaken by employees, embodies characteris-
tics like innovation, initiative-taking, and prob-
lem-solving. These behaviors align with
established models in labor economics and or-
ganizational management that suggest innova-
tion and initiative contribute directly to im-
proving both individual and collective output.
From the perspective of labor economics, labor
productivity is commonly defined as the ratio
of output to labor input. When employees en-
gage in intrapreneurship, they are likely to in-
troduce new ideas, streamline processes, and
adapt more efficiently to challenges [22], all of
which enhance their individual productivity.
On the organizational level, the aggregation of
these individual contributions can lead to more
efficient operations, better use of resources,
and overall improvements in productivity and
efficiency. Thus, the theoretical link between
intrapreneurial behavior and increased labor
output is well-established in literature on inno-
vation economics (such as Schumpeterian
theory of creative destruction) and management
theory.
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Fig. 1. Example of the application of current labor productivity measurement

Puc. 1. Ilpumep nprMEHEHUS TEKYILET0 U3MEPEHHsI TPOU3BOJUTEIBHOCTH TPy A

By employing this measurement of labor
productivity, a researcher can hypothesize that
intrapreneurship plays an important role in en-
hancing labor productivity and efficiency if
intrapreneurship can well predict the em-
ployee’s and organizational performance (see
Fig. 1). The hypothesis is strengthened by the
predictive validity of the employee intrapre-
neurship. If intrapreneurship consistently con-
tributes to the employee’s performance —
through measures like adaptability, proactivity,
and proficiency — then it stands to reason that
these enhanced individual performances will
collectively lead to improved organizational
outcomes. Organizational performance, often
measured by factors like profitability, innova-
tion, and market share, is closely tied to how
well employees perform their roles. Since in-
trapreneurship potentially drives key perfor-
mance dimensions at the individual level, it
may serve as a reliable role to enhance labor
productivity (as more efficient output per em-

ployee) and efficiency (as better resource allo-
cation and innovation within the organization).

Conclusion

In conclusion, measuring labor productivity
at both the employee and organizational levels
provides a more comprehensive understanding of
how productivity is generated and sustained in
modern workplaces. At the micro-level, em-
ployee performance must be evaluated in terms
of proficiency, adaptivity, and proactivity to re-
flect the complexity of individual contributions in
today’s organizational environment. At the ma-
cro-level, organizational productivity requires
assessing both internal and external performance
to capture the full scope of how individual efforts
translate into broader success. By using this dual-
level approach, organizations can ensure that
their productivity metrics are aligned with stra-
tegic objectives and competitive demands, posi-
tioning themselves for long-term success in an
increasingly complex economic landscape.
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130 B3nby310Hb, aCIUPAHT
VYpansckuit GpenepanbHbll yHUBEpcUTET MMeHH TiepBoro lIpesunenta Poccun b. H. Enprnna,
Exarepun0ypr, Poccus

MN3MEPEHME INTPOU3BOJAUTEJBHOCTHU TPYJA C TOYKHU 3PEHUS DOPOPEKTUBHOCTHU
COTPYJHUKOB U OPTAHU3ALUU JJIAA PASBUTUSA YEJTOBEYECKUX PECYPCOB

B cmamve paccmampusaemcs npobrema ykazanus npousgooumenbHocmu mpyoa npu nepexooe 3K0Ho-
MUKU OmM cmMaduIbHO20 KPYRHO20 NPOU3800cmed K OUHAMUYHOU, UHHOBAYUOHHO OPUEHMUPOBAHHOU IKOHO-
muxe. O60cHO8bIBaeMCs UOes O MOM, YMO COBPEMEHHble IKOHOMUYECKUE YCL08UsL mMpebyIom om op2aHu3a-
yuti U cCOmpyOHUKO8 NPUHAMUSL NPEONPUHUMAMENbCKOU OpueHmayuu 0is 3(Gekmuerno2o peasuposanus Ha
8bI308bl, NOGbIUIEHUA AOANMUBHOCIU U 0Decnedenusi KOHKypenmocnocobnocmu. IIpocnexcusaemces neobxo-
ouUMOCMb nepecmMompa mpaouyUoOHHLIX NOOX0008 K USMEPEHUIO NPOU3BOOUMENbHOCIU MPYOd, M. K. OHU He
OMPANCArOM KIHOUEBbIX 0CODEHHOCHEN HOB0U YIKOHOMUYECKOU PealbHOCMU, BKII0UASL USMEHAIOWUecs mpebo-
8aHUA K NPOPECCUOHATLHBIM U OPeaHU3ayUOHHbIM nokasamenim. Cmamvs nocesujena KOMNiIeKCHOMY uccie-
008aHUIO MEMOO08 USMEPEHUs NPOU3BOOUMENbHOCIU MPYOd 8 OP2AHU3AYUSX, COOMBEMCMBYIOUUX mpedo-
BAHUAM UHHOBAYUOHHOU dKOHOMUKU. Memooono2us uccnedosanus GKu0uaem UnmespamusHulil 0030p meo-
Pemu4eckux u dIMIUPULECKUx pabom, aHamus Cywecmsyiouux no0xo008 U ux npumererue O paspabomxu
08YXYPOBHe8OU MoOdeU usmeperus npoussooumenvrocmu mpyoa. Ocoboe sHuUManue y0eneHo NoKA3amensam
npogeccuonanuzma, adanmueHOCmu U NPOaKMuUeHOCHY COmMpyOHUKO8, KOMOpble OYEHUBAIOMCS HA UHOUBU-
OVAIbHOM, 2PYNNOBOM U OP2AHUBAYUOHHOM YPOBHAX, d MAKJCe GHYMPEHHUM U BHEUWHUM NOKA3AMeNam I¢-
Gexmuenocmu opeanuzayui. Jaemcs cpasHenue mpaouyuoHHuIX U COBPEMEHHbIX N0OX0008, NOOUepKUBA-
IOMCs UX NPEeUMYUeCmea U 02PaHudeHs, OeMOHCIMPUPYS UX Pele6aHMHOCHb 8 KOHMEKCHe UHHOBAYUOHHOU
aKkoHoMmuru. Packpuvlearomes npobiemvl Heco8epUIeHCMEA MPAOUYUOHHBIX HO0X0008 U He0OXO0OUMOCHb UX
adanmayuu. B pe3ynomame npeonazaemcs UHHOBAYUOHHAS CUCEMA USMEPEHUs, KOMOopas Ompaxicaem Xa-
PaKmepucmuky Ho8ou dKOHOMUKU, CHOCOOCMEYem NOSbIUEHUIO dPDEKMUBHOCU OP2AHUZAYUTL U CTLYHCUM
HAOEJICHBIM UHCMPYMEHMOM OliA ananusa. Hayunas nosusna pabomul 3aKnouaemcs 6 cO30aHuu Mooeu, no-
360a50U4ell UCCAEO08AMENIAM U NPAKMUKAM 27Y0dIce NOHAMb 83AUMOCEA3b MeHCOY NPeOnPUHUMAMENbCKOU
opuenmayueli, npouU3B0OUMeIbHOCHbIO MPYOad U PA3GUMUEM Yel08EeHeCKUX PeCypCos.

KiroueBble c10Ba: Ipon3BOAUTENFHOCTE TPY/A; U3MEPEHUE; Pa3BUTHE YEIIOBEUYECKHX PECYpcoB; d¢-
(EKTHBHOCTH COTPYIHUKOB; OpraHu3anroHHas () (HEeKTHBHOCTb.
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