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On the other hand, organizational psychology is concerned with the relationship between staff and how their relationship affects the performance of the organization or rather, business. This takes account of studying employee motivation, commitment, and satisfaction. Organizational psychology also includes the study of corporate culture, leadership, management, and how the company's social norms, culture,  structure, leadership and management styles, and role expectations impact individuals' behavior. Because of its interest in employee well-being and relationship, this file also considers the issues of harassment in an organization, including workplace violence and sexual harassment. Conversely, human factors psychology is a scientific study of employees' interaction with their tools of work and how such devices can be designed to optimize worker's safety, health, effectiveness, and productivity.
Productivity and effectiveness
Productivity and effectiveness are two of the core objectives of any organization. Although they are very different things and usually compete with one another.  Generally, improved productivity comes at the expense of effectiveness (Landy & Conte, 2016). Productivity can be referred to as the amount of work performed or produced by the individual, business, or team. Whereas effectiveness is defined as getting the right task or thing be performed. Therefore, the more raw materials, time, or effort needed to perform the job, the less effective the processes.
Performance measures
Performance measurement in organization management is an essential part of the workplace since it provides a platform for managers and supervisors to evaluate the performance of employees purposely to determine if the employees are achieving the organization's goals and expectations. The approaches to measuring workers' performance vary depending on the employee's occupation, nature of the business, and the working environment. Three commonly used methods to measure employee performance include; management by objectives, graphic rating scales, and forced ranking (Hunter et al., 2017). 
Employee performance measurement can determine a worker's employment status, compensation, and opportunities for improvement. Thus, performance management programs should entail approaches that will enable transparency, fair and correct assessments of workers' performance in an organization. To help determine the quality of employee performance, organization managers and supervisors ought to establish performance standards. Such performance standards define the protocol to be followed by an employee to achieve or exceed the organization's performance expectations.
Management by objectives, MBOs.'
This method is used to measure the employee's performance in managerial or supervisory positions. Management by objective starts by identifying the goals of employees, and from that start point, the manager and employee decide the list of materials required to meet those goals. The next step of MBOs is concerned with timelines for achieving each set goal. During the assessment period, the manager and her employee meet once a while to discuss the progress, and they may agree to reset the targets, especially when the employee needs more resources or time. An employee's performance is measured by determining the number of accomplished goals within the scheduled time frame.
Graphic rating scales
These are ideals for a production-oriented workplace environment. Graphic rating scales are another method of measuring the performance of an employee. The rating scale includes a list of task duties and standards of job performance (Hunter et al., 2017). Usually, a scale has five ratings, ranging from 1 to 5 for rating performance of an employee. The more the rating scales, the higher the quality of employee performance, and vice versa.
Forced ranking of employees
This method measures the employee's achievement against those of his peers, rather than comparing the employee's current assessment period against the worker's past performance. Hence, the workers' forced ranking leads to a stiff competitive working environment where each worker wants to be the best to be recognized by the company's top management.
Job analysis
Job analysis is a process of collecting, analyzing, and interpreting information regarding the content and the job requirements as well as a job description in which the job is performed. Purposely, this process is carried out to determine the best candidates for job placement (Groen et al., 2017). Job analysis mainly focuses on two ventures: task-oriented job analysis and worker-oriented job analysis. Specifically, worker-oriented job analysis is concerned with the required skills, knowledge, attributes, and abilities to complete the assigned task or job successfully. While task-oriented job analysis (work-oriented analysis) deals with what the workers do and how they perform their duties. For instance, their interaction with machines or tools and workmates.
Rating scales in job performance
Rating scales are prevalent in performance check-ins and employee reviews. They help managers and supervisors quantitatively to determine the performance of employees. There usually are 3 types of rating scales: nominal, binary, and ordinal rating scales. Under nominal rating scales, the answer options do not correlate with one another. They are not ordered, and the questions asked to provide analytical data. Whereas binary scale rating the data is often either-or. In this case, the response is yes or no. Finally, ordinal scale rating the answer to the question during the assessment of job performance will be a list of possibilities that have specific ranking or order. 
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