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The Influence of team-orienfed performance management on organizational trust and organizational
team performance h

In the recently years, a téeam integration and development has gradually been highly respected by
enterprises and scholars. Furihermore, team operational factors of high achievement performance are
scholars’ enthusiastic explorative topic. If an organization has a new point of view from human resource
management to develop a team orientation of performance management, it can promote internal
organizational trust environment and affects team achievement performance. The purpose of this
research is to discuss with thfe relation between cause and effect that is among team orientation of
performance management fai:tors, organizational trust, and team performance.

The objects of this research are people at work while study at night. 500 questionnaires had been
distributed and retrieved 305 copies. The total useful samples are 282 copies. The analysis tools of t-test,
analysis of variance, simple-}egression analysis, and LISREL (Linear Structural Relations) were applied.
Here are research results:

1. Team orientation of ;jerformance management includes clearly achievement indicator, member
participation opportunity, fair colleégue comment, éuperintendent support, regularly achievement
evaluation, information transparency, particular job specification, and team performance reward etc.

- 2. For organizational trust, team orientation of performance management has obviously positive
influence.

3. For organizational trust, team orientation of performance management in each factor has
dramatically positive linear relationship.

4. For team performance, team orientation of performance management has remarkably positive
influence.

5. For team performance, organizational trust has great conspicuously positive influence.

6. Organizational trust between team orientation of performance management and team
performance has an intervening variable effect.

7. Service department and educational level of population statistics variables have an organizational
trust level of existent difference.




