











Topic: Innovative performance management system for dealing with performance issues at Deloitte


Executive summary
Deloitte is one of the leaders in the financial services, client-based solution as well as a professional service network in the world. However, despite being a leader, the performance of the employees of the company was waning which was also affecting the profitability of the company as well as the engagement of the employees. Hence, there is a need for changing the performance management system of the company to produce benefits and engage the employees with the visions of the future. This project aimed at identifying the performance issues of the company and suggested mitigating recommendations through the use of innovative technology.  
For this research, primary and secondary as well as qualitative and quantitative method of data collection has been used for analysis. The primary survey has been conducted by the researcher on 20 employees of Deloitte. On the other hand, two managers were selected for the purpose of conducting interviews. The analysis proved that the performance management system of the company is redundant and needs to be changed to align with the modern demands of the business and the employees as well. The recommendations of using an innovative solution such as a mobile app can serve the purpose to connect all the employees and assess their performance in a uniform manner.
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[bookmark: _Toc39779381]1. Introduction
[bookmark: _Toc39779382]1.1 Introduction to the organisation/purpose of the report
[bookmark: _GoBack]The main purpose of this report is to analyse the performance issue of the company Deloitte by utilizing innovative performance management from the third-party consultancy service. Deloitte is a multinational professional service network which is based in the US and the HQ of the company is in London and it is one of the largest accounting organisations (Deloitte, 2020a).  
[bookmark: _Toc39779383]1.2 Project Justification
It has been found that one of the core reasons for facing the issue of productivity gap by the SMEs of the UK is the lack of efficient performance management of the employees of the organisations. Therefore, with the help of the integration of digital technology in modern business practice, launching automated smartphone applications in order to improve the performance of the employees is the USP of this project.
[bookmark: _Toc39779384]1.3 Aim of the Project
The aim of the research project is to identify the performance issues faced by Deloitte and mitigate them using innovative performance management systems.
[bookmark: _Toc39779385]1.4 Objectives
The SMART objectives of the report are as follows:
· Specific: To identify the performance issues in Deloitte and offer the necessary solutions in an innovative manner. 
· Measurable: Developing a smartphone application for tracking employee performance and send their grievances directly to company management. 
· Achievable: Hiring a third-party IT firm would help Deloitte develop the application which can then be supplied to the employees.
· Realistic: In a highly digitalised world, using such smartphone applications would help reduce the effort of the company management required for monitoring employees.
· Time bound: The entire application development and implementation of the new performance management system can be completed in 2-3 months.
[bookmark: _Toc39779386]2. Environmental analysis
[bookmark: _Toc39779387]2.1 SWOT analysis
[image: ]
Figure 1: SWOT analysis
Source: created by the author
In this section, there is a SWOT analysis of Deloitte in order to analyse the business environment of the company precisely. In the below, it is provided in details:
Strengths
· Deloitte is one of the accounting organisations of the "Big-four".
· Deloitte is the largest professional service network organisation globally by considering its revenue and the employee number.
· In 2019, the company was possessed by 312,000 employees (Deloitte, 2020a).
· The huge variety of the service of the company as Deloitte provides service into audit, management, risk advisory, finance management, legal advisory and others.
Weakness
· The company has currently a few performance management issues which impact on the business of the company. One of the major issues is the lack of clear strategy and plan, therefore employees are not able to determine which initiatives they need to focus on. Another issue is leaders are not providing performance review to the employees. Apart from these, performance incentives are very limited in the company, therefore employees do not feel motivated to improve their performance (Deloitte, 2020b)
· In 2017, the company faced a cyber-attack issue and broke the confidentiality of the customers (BBC, 2020).
Opportunities
· Deloitte has a global presence; therefore, the company has the opportunity to expand their business globally
· The company can explore the global financial market as they are possessed of audit and tax expertise
· Deloitte has the opportunity to extend their business more as it is accused of a small firm
· Deloitte can venture in the mid-market business because the company has various kinds of products and services.
Threats
· There is intense competition in the market which is a threat to Deloitte. Few competitors of Deloitte are the EPAM system, KPMG, PWC and others (Craft, 2020).
· As Deloitte has a global presence, therefore, currency fluctuation is a big threat for the company as it can lead the project of the company towards big loss.
· There are many start-up companies who are penetrating the market evenly which is a threat to the company.
[bookmark: _Toc39779388]2.2 Justification for the project
This research project will analyse the current issues of the company regarding the performance management of the employees as in the earlier section, it has been found that, lack of performance incentives, ignorance of the leaders and there so many performances management issue that Deloitte is facing currently. Therefore, with the help of primary and secondary research, these issues can be analysed properly. On the basis of their analyses, there could be proper recommendations that could help in decision making and to mitigate the performance management issues of Deloitte.
[bookmark: _Toc39779389]3. Research Methodology
[bookmark: _Toc39779390]3.1 Primary Research
The qualitative and quantitative methodology for the conduction of the research was undertaken by the researcher. The quantitative method used the survey as the main instrument by surveying 20 employees of Deloitte whereas the qualitative method utilized interview of 2 managers of the company to express their opinion as well as include subjective views into the research. The survey consisted of 10 questions while the interview consisted of 3 questions. Objectively, purposive random sampling technique was utilized to choose 20 employees and 2 managers for the data collection. The questionnaire was sent to the employees through email and their consent obtained in a consent form as well. 
Justification: The quantitative method provided the researcher with numerical data that can be utilized and helped the research to include accuracy into the research while the qualitative data helped the researcher to expand the knowledge base through the expressed opinions of the managers of the company. The purposive random sampling method helped in proving the research with the necessary accuracy and correctness to include a range of employees. 
[bookmark: _Toc39779391]3.2 Ethical Consideration
The most rudimentary ethical consideration for this research was the protection of the data. The data which has been collected through the interview of the managers of the company were stored at a secure located. The access to the information was restricted and stringent measures were taken to ensure that the data collected does not leak (Quinlan et al., 2019). The personal information of the interviewees, as well as the managers of the company, were also kept secret and not divulged anywhere to protect the interests of the employees. It was also assured in the consent form that their private information would not appear in the documents which were ensured by using letters instead of names in the documents stored.
[bookmark: _Toc39779392]3.3 Secondary Research
The research also used secondary sources of information from credible sources. The secondary sources included journals, peer-reviewed articles, company website and reputed websites to extract required information about the performance management system in the company. The secondary sources that have been used in this research were thoroughly referenced and acknowledged to avoid plagiarism claims.
Justification: The secondary sources of information helped the researcher to add newer dimensions as well as expand on the primary opinions and conclusions that were received through analysis of the primary qualitative and quantitative data. 
[bookmark: _Toc39779393]4. Finding and Analysis
[bookmark: _Toc39779394]Quantitative Analysis
1. [bookmark: _Hlk39701694]What is your gender?
	Gender
	Response
	Percentage
	Total

	Male
	11
	55 %
	20

	Female
	9
	45 %
	20


Table 1: Gender
The respondents when asked about their gender, 55 % of them expressed male as their identifying gender while 45 % of the interviewees were females. The richness of diversity in the survey would add value to the credibility and applicability of the results.

Figure 1: Gender
2. [bookmark: _Hlk39701704]How long have you been working at Deloitte?
	Years
	Response
	Percentage
	Total

	0-3 years
	4
	20 %
	20

	3-5 years
	11
	55 %
	20

	More than 5 years
	5
	25 %
	20


Table 2: Length of service
The respondents were asked about the length of their service in the company to which 55 % of them said that they have been working in the company for about 3-5 years. Another healthy 25 % of the respondents also said that they have been working in the company for more than 5 years while the rest 20 % of them were fairly new to the company working for less than 3 years.

Figure 2: Length of service
3. [bookmark: _Hlk39701713]What according to you best describes the major performance issues for the employees of the company among the following?
	Issues
	Response
	Percentage
	Total

	Biased appraisal
	5
	25
	20


	Favouritism
	6
	30
	

	Inefficient management system
	4
	20
	

	Disengaged employees
	5
	25
	


Table 3: Major Issues
Mone, London and Mone (2018) stated that the performance management impacts the employee engagement and thus is also essential to influence the performance and loyalty to the organisation. When the employees of the company were asked what are the major issues of the performance in the company to which favouritism seemed to dominate as expressed by 30 % of the employees while 25 % of the employees said biased appraisal and disengaged employees are the important issues. A considerable 20 % of the employees also attributed the inefficient management system as the main issues.

Figure 3: Major Issues
4. [bookmark: _Hlk39701735]Is the performance management system just and fair to the efforts of the employees?
	Answer
	Response
	Percentage
	Total

	Yes
	6
	30
	20


	No
	10
	50
	

	Couldn’t say
	4
	20
	


Table 4: Just and fairness of the system
According to Epstein, Verbeeten and Widener (2016), the performance management of the organisation should be fair to accrue the benefits of engaged employees. The interviewees when asked if the performance management system was just and fair, 50 % of the employees answered in the negative while 30 % of them said that it was. A meagre 20 % of the employees also said that they were not sure of it.

Figure 4: Just and fairness of the system
5. [bookmark: _Hlk39701743]Which of the following best describes your agreement with the quality of the performance management system?
	Quality
	Response
	Percentage
	Total

	High
	7
	35
	20


	Average
	9
	45
	

	Low
	4
	20
	


Table 5: Quality of performance system
Samani et al., (2019) said that the quality of the performance management system determines the effectiveness of the system. The interviewees were asked about their opinion on the quality of the performance management system in the company to which 45 % of them expressed that the quality of the system was average. While a considerable 35 % also said that it was high and 20 % of the employees said that it was very low quality.

Figure 5: Quality of performance management system
6. [bookmark: _Hlk39701753]Are you satisfied with the growth opportunities in the company?
	Options
	Response
	Percentage
	Total

	Yes
	10
	50
	20


	No
	9
	45
	

	Couldn’t say
	1
	5
	


Table 6: Growth opportunities
According to Khavis and Krishnan (2017), the performance and loyalty of the employees are hinged on the growth opportunities that the employee received from the job. The respondents were asked if they were satisfied with the job to which 50 % of them answered affirmatively while 45 % did not agree. A meagre 5 % of the employees also said that they couldn't comment as they were not sure.

Figure 6: Growth opportunities
7. [bookmark: _Hlk39701763]Does the performance management system offer grievance support to the employees?
	Options
	Response
	Percentage
	Total

	Yes
	12
	60
	20


	No
	8
	40
	


Table 7: Grievance support
As stated by Alam (2017), the grievance redressal system is a form of assurance to the employees about their issues and problems faced at work. Due to this, to the question of support they received from the company, 60 % of the employees positively answer that they received support to resolve any issues faced at work. While another 40 % also said that they believed that the company does not offer sufficient grievance support system.

Figure 7: Grievance Support
8. [bookmark: _Hlk39701770]Is the feedback valued by the management?
	Options
	Response
	Percentage
	Total

	Yes
	10
	50
	20


	No
	7
	35
	

	Couldn’t say
	3
	15
	


Table 8: Feedback Value
Stacey (2016) opined that the effectiveness of the feedback mechanism in the company plays an important role in managing the performance of the employee. The respondents were posed with the question of the feedback as being valued by their management, to which 50 % of them answered in the affirmative. While 35 % also said that their feedback was not valued by the management, a meagre 15 % also couldn't say.

Figure 8: Feedback Value
9. [bookmark: _Hlk39701778]Which of the following best described your recommendations to the company management for resolving the issues?
	Recommendations
	Response
	Percentage
	Total

	Integrated approach
	4
	20
	20


	Unbiased managerial appraisal
	6
	30
	

	Task-based management
	3
	15
	

	Restructuring of the performance management system
	7
	35
	


Table 9: Recommendations
The 20 respondents of the survey were asked to recommend to which 35 % of them suggested restructuring of the performance management system for better impacts while 30 % expressed the system should be unbiased. 20% of them also said that an integrated approach is required while 15% said a task-based appraisal system is needed.

Figure 9: Recommendations
10. [bookmark: _Hlk39701787]Do you believe that a dynamic smartphone app can help in performance management?
	Options
	Response
	Percentage
	Total

	Yes
	12
	60
	20


	No
	6
	30
	

	Couldn’t say
	2
	10
	


Table 10: Dynamic smartphone app for performance management
When the respondents were asked if a smartphone app can help for better performance management, 60 % agreed while 30% did not agree with the idea. A small 10% also expressed their inability to answer it.

Figure 10: Dynamic smartphone app for performance management
[bookmark: _Toc39779395]Qualitative Analysis
[bookmark: _Hlk39701807]1. What, according to you, are the major issues of performance management in Deloitte?
As per the first manager, the major issues of performance management in the company are that the system is out-dated and cannot cope with the changes in recent times. The change due to globalization has made it necessary to manage every employee around the globe in the same metrics which wastes a lot of time resources of the company. Despite that, there are human errors of judgement that affects the outcome. However, the second management has a completely different perspective. According to the second manager, the most prominent issue of it is in regards to the ineffectiveness of the managers to appraise the performance. The managers are technology-dependent and the efficiency of the team is compromised due to it. They are not skilled to produce a speedy and justified assessment that is fair and unbiased as well. The system has lost its edge due to this in recent years and the new system has to be put in place as soon as possible to prevent employee disengagement.”
2. What do you recommend to change in the organisation for a better system for performance management?
In response to the above question, the first manager has said that the entire process for the management of the performance of the employees of Deloitte needs to be changed. The system has lost its edge and the new system should be put in place to handle the issues of the company that is speedy, overlapping with technology and offers dynamism to the employees for their feedback and suggestions that certainly make the employees feel inclusive and appreciated by the management of the company. Unlike the first manager, the second manager pointed out that the managers of the company should be trained in newer systems of performance management to equip them with the required skills and abilities. Since the existing system is not producing satisfactory results, it should be changed entirely and replace it with technology-driven modern means of performance management that is both speedy and accurate. It is also available at the disposal of the employees round the clock as well for help and support. Transparency is the key here. However, as expressed by an employee in Glassdoor (2020), the system is causing confusion among the employees and that can be eliminated with education and training to increase the effectiveness of the system.
3. What are the steps that have been taken by the management of the company to ensure development?
As per the first manager in regards to the above question, the company has already provisioned for the use of mobile apps as a means to include all the employees in an ideal and uniform system of performance management around the globe. This step is modern, technology inclusive and developed and implemented in a matter of months which can accrue benefits to the organisational efficiency of the company. As expressed by the managers of the company, the change in the globalized system of technological innovation for performance management can help the company to leverage the technological advancements. They can curate an objective and vision-driven performance management system that appropriately fits the organisational framework. The second manager however focused on the fact that the company has conducted a comprehensive analysis of the requirements of the performance management system and has included the context of the performance appraisal as a means to improve the system. Without the background of the work or tasks of the employees of the company the management system loses its meaning. That reduces the effectiveness of the performance management system.” The employees and managers of the company should also be educated and trained in the proper use of the performance management system. 
[bookmark: _Toc39779396]Secondary Sources
According to Mayo (2016), the employees of any organisation are the most important assets of the business that must be leveraged for extracting the benefits accrued to the organisation. The performance of the employees, as well as the engagement with the aims and objectives of the company, is also hinged on the prospect of the development as well as opportunities that are offered by the business. Despite being one of the leaders in the industry of providing financial services to the clients and customers around the globe, Deloitte is facing a severe shortage in the management of the performance of the employees of the company. It is notable due to the changes in the context as well as the outdated performance system that was existent in the organisation. Impraise (2020) expressed that in a survey of the managers of the company 58 % of them expressed that the performance system of the company did not provide with satisfactory results. The report also suggests that autonomy is one of the most important motivators for the employees of today with 72 % millennial employees positively saying so while 79 % stating their managers to serve as an oversight rather than controlling. An employee on Glassdoor (2020) has also expressed that the newly introduced performance management system is confusing for the employees as there are considerable differences in the opinion expressed orally and in the iRPM tool developed by the company. This expresses the problems of performance management that exists in the company and needs to be solved as soon as possible to engage the employees of the company and ensure growth and development for the company as well.
Buckingham and Goodall (2015) in their article in the Harvard Business Review have expressed that the performance management system of Deloitte is redundant and needs changing. The report suggests that the company has done away with the annual performance reviews, 360-degree feedback tools and introduced newer and simpler tools that are dynamic and constantly collects performance data. According to Buckingham and Goodall (2015), the company loses more than 2 million hours every year to the existing performance review system in place. Since then, the focus of the performance review system of the company has been on driving the future based on the past rather than just rating the tasks of the pasts. This has proved to be a much more engaging system of performance management for the employees as it is task-oriented as well as provides an immediate response to ascertain the performance of the employee. The study also suggested that the performance review of the employee ultimately accounted for only 21 % of the variance while 62 % is due to the perception peculiarities of the assessors (Buckingham and Goodall, 2015). This shifts the entire vision of the performance management aims and the system loses its objectivity in the process. Thus, the changed system through the use of the mobile app makes sense to mitigate the shortcomings of the existing system and provide the employees of the company with the necessary incentives and tools to engage in the work with the assurance that their work and efforts would be rewarded.
[bookmark: _Toc39779397]5. Conclusion
It can be concluded from the discussion above that the performance management system of Deloitte is not working as is expected. The existing system has been providing the company with the dividends to rate and manage the performance of the employees in the past to bring the company to the pinnacle of success. However, the system is not functioning properly and providing the desired outcomes for the managers. It has also been reiterated by the managers in their reviews and hence a stark change is required in the organisational framework of the company. The performance system should be overhauled and changed to suit the demands of modern times as well as engage the employees of the company with the objectives. The survey of the employee suggested that the performance review system of the company has issues like bias and ineffective strategies of rating the performance of the employees that affect the purpose of it. It is also expressed by the employees that the performance management system is not effective due to changes in the context of the business. The globalized world and technological advancements have made the manager reviewed labour intensive process of performance management redundant and critical work hours are lost due to this that can be allocated in other tasks of the company for increased profitability. The recommendations can also be utilized by the company to further increase the effectiveness of the performance management system.
[bookmark: _Toc39779398]6. Recommendation: 
[bookmark: _Toc39779399]6.1 Recommendations: 
The recommendations that can be made are:
· The company should focus on a task-oriented performance rating system that is immediate and provides the company with the requisite records to assess the performance of the employees. This would also help in including the contextual proponents that enhances the applicability of the performance management system in the end. This would also improve the engagement of the employees to the tasks and the company would profit in the end.
· The use of the mobile app for performance management could be used as a potential alternative as it includes the employees of the company from around the world. This single platform can serve as a defined and uniform system of performance management such that employee satisfaction can be ensured in the process. The mobile app can also serve as a feedback system where the opinions of peers and managers can sub serve to create an efficient and accurate performance management system.
[bookmark: _Toc39779400]6.2 Action Plan: 
	Activities 
	1st month 
	2nd month 
	3rd month 
	4th month 
	5th month 
	6th month 

	Identifying the issues in performance management 
	
	
	
	
	
	

	Developing a mobile Feedback management system  
	
	
	
	
	
	

	Including performance rating system visible in the mobile application 
	
	
	
	
	
	

	Monitoring the system
	
	
	
	
	
	

	Assessing the suitability and success of the new system 
	
	
	
	
	
	

	Making it permanent or reject based on the success or failure 
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[bookmark: _Toc39779402]8. Appendices
[bookmark: _Toc39779403]Appendix 1: Ethics Form
RESEARCH ETHICS CHECKLIST 
	1. Student’s Details

	Full Name 
(family name last)
	

	Student Number
	

	Email address
	

	Contact address
	

	Telephone number
	



	2. Programme Details

	Level of Study
	

	Programme
	

	Module Name and Code
	

	Supervisor or Module Leader’s Name
	

	Supervisor or Module Leader’s Email Address
	



	3. Proposed Research

	What is the title of the research? 

	Innovative performance management system for dealing with performance issues at Deloitte

	

	Date on which this proposal was completed
	7th May 2020




	4. Declaration: 
Please type the word YES in ONE of the following

	A. This investigation will involve the collection of data from human participants
	Yes
	A

	B. This investigation will NOT involve the collection of data from human participants but will require permission from an external organisation
	
	B

	C. This investigation will NOT involve the collection of data from human participants, though it may collect data about individuals from published matter (e.g., previously published interviews or behavioural data)
	
	C


IMPORTANT: 
If you typed YES in Box A then please complete all sections of this form
If you typed YES in Box B then answer question 4b and submit the form, do NOT complete any other sections
If you typed YES in Box C then submit the form as it is and do NOT complete any other sections
	4b. Details of External Organisation

	You indicated that you require permission from an external organisation. Please indicate the name of the organisation, the nature of the permission you require, and the expected date at which you will obtain this. Please note that you will need to submit a letter on headed note paper or a formal email trail from the relevant parties.

	






	5. Human Participants

	What are the main demographics of the sample? 
(e.g., age, gender, and so on)
	Deloitte employees of both genders irrespective of their age groups

	How will participants be recruited 
(e.g., from where and how will they be asked or invited)?
	20 employees were selected using random sampling method. 2 Managers were selected using non-probability sampling method

	What will be the target sample size?
(Indicate the numbers in any subgroups, such as number of males, number of females, etc)
	20 employees for survey, 2 managers for interview

	How was the sample size determined?
	Employees were selected using random sampling method. Managers were selected using non-probability sampling method




	6. Key Question Checks: 
	Type the word YES or NO

	6.1 Is there any reason why you cannot provide an information sheet?
	No

	6.2 Is there any reason why participants will not be able to sign a consent form?
	No

	6.3 Will participation be mandatory (and not voluntary)?
	No

	6.4 Is there any reason why participants will not be able to withdraw at any time if they wish?
	No

	6.5 Is there any reason why participants will not be able to omit any question that they don’t want to answer or any part of the task that they do not wish to do?
	No

	6.6 Is there any reason why the participants’ data cannot be kept completely confidential?
	No

	6.7 Is your research dependent upon ethical approval or other form of consent from another organisation?
	No

	6.8 Will the investigation involve ANY of the following: 
	No

	· Children under 18
	No

	· Adults who are unable to give consent for themselves
	No

	· Prisoners
	No

	· Young offenders
	No

	· Anyone in a subordinate role to that of the researcher
	No

	· Anyone who has a dependent relationship with the researcher (e.g., those in care homes, etc)
	No

	· Other vulnerable groups
	No

	6.9 Will the investigation require the co-operation of a gatekeeper to access participants (e.g., teacher, self-help group leader, nursing home director, parent or guardian)?
	No

	6.10 Will deception be necessary (i.e., deliberate withholding of information that could have caused participants to decline to participate had they been given the information beforehand)?
	No

	6.11 Will the investigation involve discussion or presentation of images or information of a sensitive nature (e.g., sexual activity, illegal activity, drug use, disturbing images, and so on)?
	No

	6.12 Will drugs, placebos, food, alcohol, nicotine, vitamins, or other substances be administered to participants? 
	No

	6.13 Will the investigation involve invasive, intrusive, or potentially physically harmful procedures?
	No

	6.14 Will blood or tissue samples be obtained from participants?
	No

	6.15 Will pain or any discomfort for the participants be likely to result from the investigation?
	No

	6.16 Will the researcher be exposed to any conditions that may be distressing or harmful or present any conceivable personal risk?
	No

	6.17 Will participants face any risk (e.g., physical, psychological, social, legal, or economic) in taking part in this research?
	No



For each question where you have answered YES to, please provide a justification and details below. You must address all questions to which you answered YES to and ONLY those.
	7. Details of Answers to Key Questions

	Question number
	Your justification and details

	
	

	
	

	
	

	
	


Intellectual Property Rights and Data Ownership
Where no external contract exists, Arden University asserts ownership of primary data generated in the course of research undertaken by researchers in its employment and by registered students.

Where research is carried out under a grant or contract, the terms of the agreement will determine ownership and rights to exploit the data.  
SUPERVISOR USE ONLY
	8. Please ensure all areas below are met

	A. Is your student carrying out PRIMARY or SECONDARY research?
	

	B. Are all documents included if needed (not required if Secondary Research):
· Participant Information Sheet and Consent Form
· Company Approval Letter
· A copy of any questionnaires being used
· Debrief Sheet
	



I am satisfied that all requirements for this form have been met and all ethical consideration has been duly given.

Signed: …………………………………………… (Supervisors Signature)       	Date: ..………………………....


Signed: …………………………………………… (PTL’s Signature)		Date: …………………………...
[bookmark: _Toc39779404]Appendix 2: Copy of questionnaire
1. What is your gender?
2. How long have you been working at Deloitte?
3. What according to you best describes the major performance issues for the employees of the company among the following?
4. Is the performance management system just and fair to the efforts of the employees?
5. Which of the following best describes your agreement with the quality of the performance management system?
6. Are you satisfied with the growth opportunities in the company?
7. Does the performance management system offer grievance support to the employees?
8. Is the feedback valued by the management?
9. Which of the following best described your recommendations to the company management for resolving the issues?
10. Do you believe that a dynamic smartphone app can help in the performance management?


[bookmark: _Toc39779405]Appendix 3: List of interview questions
1. What, according to you, are the major issues of performance management in Deloitte? 
Manager 1: "I believe that the major issues of performance management in the company are that the system is outdated and cannot cope with the changes in recent times”. 
Manager 2: "The most prominent issue of it is in regards to the ineffectiveness of the managers to appraise the performance”. 
2. What do you recommend to change in the organisation for a better system for performance management?
Manager 1: "According to what I have seen, I believe that the entire process for the management of the performance of the employees of Deloitte needs to be changed”. 
Manager 2: "I believe that the managers of the company should be trained in newer systems of performance management to equip them with the required skills and abilities”. 
3. What are the steps that have been taken by the management of the company to ensure development?
Manager 1: "The company has already provisioned for the use of mobile apps as a means to include all the employees in an ideal and uniform system of performance management around the globe”. 
Manager 2: "The company has conducted a comprehensive analysis of the requirements of the performance management system and has included the context of the performance appraisal as a means to improve the system”. 
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