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Introduction

Continuous performance management was something that was thought to be necessary by the
Western Counties Fire Brigade company. Their rules and practices for performance management
were poor and had been around for a long time. While the organization utilized its ineffective
performance management system, they were squandering their time. As a result, the organization
modified its method to include regular one-on-one meetings and provide constructive and positive
feedback to employees. Now, each employee is evaluated based on their performance and how

well they accomplish their goals.

Continuous Performance Management and its significance to the organization will serve as the
focus of this assignment. It will address various topics of CPM, such as the difficult issues of
managing performance throughout the performance management process. Additionally,
information on how culture, change, and Ieadeﬁp influence performance management will be
discussed. In addition to this, a variety of CPM-related theories, such as the goal-setting theory,
and the Scientific theory of management, will be discussed throughout the assignment.

Continuous Performance Management

Continuous Performance Management, sometimes called CPM, is a contemporary method that
emphasizes employee performance within an organization's workforce. It makes it possible for
organizations to establish a trustworthy atmosphere in which workers are given the authority to
assume responsibility for their own professional growth. The culture of genuine continuous
performance management encourages employees to help one another by providing various real-
time feedback. This feedback can take many forms, including constructive criticism, positive
acknowledgment, and instructional guidance. This method creates an environment conducive to
continuous improvement and motivates people to actively contribute to their professional
development. Studies have shown that certain components of CPM are beneficial as a tool in
boosting the overall well-being of the workforc& in a variety of ways. For example, according to
the findings of a study that was carried out by Singh (2018), continuous performance-based

feedback is regarded by employees as a kind of fairness.

CPM is an up-and-coming worldwide tend in human resource management that is completely
altering how performance management is carried out in businesses. &F‘M has transformed
performance management from a process that focuses on transactions into a more employee-
centered process that assists people in their professional groﬁh (Pagdonsolan et al., 2020).
Management of performance is an essential component of the human resource function in any
organization since it ensures that employee performance is in line with the aims and objectives of
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the organization. The methods of performance management that businesses and other
organizations employ are undergoing profound shifts all around the globe at the moment. CPM is
replacing the traditional annual performance review that many businesses used in the past.
According to Eyoun et al. (2020), millennial employees are ready to receive feedback on their
performance frequently. This CPM practice would serve these employees more effectively. CPM
is distinguished by the cooperative process by which employee goals are established in
conjunction with their management. There are more regular dialogues regarding performance
between a manager and a subordinate, and it is a discussion that goes in both directions. Because
of the extremely competitive global world in which organizations operate, cultivating highly
competent personnel and keeping them on staff is of the utmost importance for both financial
success and continued existence. The use of performance management is becoming increasingly
popular as a means of fostering staff growth.

The desire for autonomy is common among members of Generation X (Herrity, 2023). They are
more likely to value approaches of continuous performance management that provide them with
the opportunity to take responsibility for their work and advancement. It is possible that allowing
them the autonomy to determine their own objectives and take advantage of possibilities for
professional growth will be highly accepted. Generation Z is the first to have grown up in a digital
age (Gaidhani, et al., 2019). Traditional annual performance assessments might not appeal to
them as much as other types of feedback such as shorter feedback loops, continual check-ins,
and informal contacts. They are at ease with technology and have come to expect that it will be
incorporated into various aspects of their lives, including the work that they do. Continuous
performance management systems that make use of digital platforms, mobile apps, and online
tools are in accordance with their preferred technical configurations, and they have the potential
to increase employees' engagement and participation.

In a variety of human resource activities, organizations work hard to advance employee
performance, encourage employees, and increase employee performance. Recently, the
performance appraisal system and performance maﬁ\gement have become key concerns for
organizations, which has led to the development of a performance management system in order
to address these challenges and address these concerns. The aggregate performance of an
organization's personnel, including management, is what determines the organization's overall
level of success. The key to the success of any company is to conduct precise evaluations of
employee work and to use that data to its full potenti%as a valuable resource. According to
Mangipudi et al. (2020), it is vital to accurately monitor the performance of both employees and
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organizations in order to achieve a competitive advantﬁ in the industry. A management system
that is both effective and efficient is included as part of the performance management system.
This management system assesses the performance results of organizations and the individuals
who work for those organizations. A better level of employeeﬁngagement and a more engaged
staff are the direct outcomes of successfull%’nplementing a performance management system.
It has been demonstrated that the level of employee engagement has a major impact on staff

formance. The system of performance management functions on four distinct levels, including
managerial leadership, infrastructure, human resource practices, and the working environment.

All of the many groups that are a part of the system must maintain open lines of communication.

Importance of Continuous Performance Management

It is of the utmost importance for an organization to put CPM practices and policies into effect
because of the potential impact they can have on the job autonomy and motivation of the
workforce. Furthermore, it has a considerable but relatively insignificant impact on the revenue
intentions of workforce members working in international corporations. Because of this, it is
essential to provide a CPM system that is not only collaborative but also quick and ongoing.
Because of this, the workers will experience growth and improvement in both their professional

and personal lives, which will, in the end, lead to increased levels of performance in the workforce.

It will be much simpler to provide the necessary real-time capital and resources to employees for
growth and improvement if the practices and processes are modified to include ongoing check-
ins with employees and feedback from those employees (Kriegel, 2022). Every employee in the
company will comply with the appropriate standards if a plan is described in depth and
documented to ensure continuous feedback and annual performance reviews. Establishing a
culture of never-ending expansion and refinement will allow businesses to observe its fruition

through tangible results.

Impact of Organizational Climate on Continuous Performance Management

The aggregate of psychological climates, which are people's views towards the places in which
they work, constitutes the organizational climate. However, due to the fact that it is dependent on
the views of workers, accurately identifying the climate that exists inside an organization is not a
simple task. Nevertheless, it cannot be denied that the environment significantly impacts how
employees think about their feeling of belonging, personal connections, and their performance at
work (Berberoglu, 2018). In addition, it has been shown that the repercussions of the perceived
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organizational environment include notions such as organizational commitment, work happiness,
power, and affiliation.

The idea of organizational climate is one of the more recent ones to emerge in the field of
management science. Its significance has grown over the years because it reveals the character
of the organization independent of its goals or who owns it. The environment inside an

anization is one of the crucial and delicate issues that must be researched, particularly at the
COVID-19 conference. This is because the organizational climate has a role in determining how
successful organizations are, and it also increases employees' efficacy in comprehending and
accepting the organizational climate (Pradoto et al.,, 2022). This is in addition to preventing
dissolution and ensuring that the climate is consistent with the capabilities and requirements of

workers.

In many companies in today's era, performance management is a factor that contributes to
unhappiness. The existing practices and procedures used by many organizations have no positive
effect on the corﬁmy‘s performance. According to Chowdhury et al. (2018), they do not perceive
any beneficial returns on investment for the time spent on performance management.
Nevertheless, the findings also indicate that performance management, when carried out
effectively, has a beneficial effect not just on the performance of individual employees but also on
the performance of the organization as a whole. Establishing a sysﬁm that both employees and
managers feel is fair is essential if one wishes to reap the benefits of performance management

in the form of excellent company outcomes.
According to Brown et al. (2019), positive employee reactions and outcomes emerge when a

performance management system is seen to be fair, and employee centered. It is essential to
play a significant part in ensuring that performance management systems are effective in the
sense that they are viewed as leading to fair and equal outcomes for workers.

The impact of organizational structure on continuous performance management practices can be
significant (Kokemuller, 2019). The structure of an organization determines how communication
flows within the company. In a hierarchical structure, where decision-making authority is
centralized, feedback and communication may be limited. This can hinder the effectiveness of
continuous performance management, as timely feedback and communication are crucial for
ongoing performance discussions and improvements. The organizational structure can influence
the relationship between managers and employees. In a flat organizational structure or a structure

that encourages collaboration and open communication, managers may have more frequent and
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informal interactions with their employees. This facilitates regular performance conversations and
allows for immediate feedback and coaching. Conversely, in a more hierarchical structure,
managers may have limited contact with their employees, making it challenging to maintain
continuous performance management practices.

Role of Leadership in Performance Management

Outstanding leaders can see their teams as complex puzzles, which compels them to build
exhaustive plans and tactics to direct their team's development from the forming stage through
the storming and norming stages, and finally to the performing stage. A positive and good leader
can make and run teams smoothly (Hartinah et al., 2020). These remarkable leaders have
unwavering faith in the efficacy of synergy and are cognizant that genuine harmony does not
necessarily necessitate mental or behavioral conformity. In addition to the innate personality traits
and leadership abilities they possess, these amazing individuals have the ability to skillfully
oversee the performance of their team to ensure that all members are actively engaged.

They are able to accomplish this through the utilization of efficient performance management
strategies. These strategies include the formulation of performance expectations, the conduct of
routine reviews of performance progres&and evaluations that compare performance to goals that
have been established in advance. There is a positive correlation between organizational
performance and knowledge-sharing practices (Muhammed & Zaim, 2020). When beginning
conversations within the performance cycle, these skilled leaders always make it a priority to
explain the reasoning behind why certain standards have been established. They are aware that
these types of talks ought to result in three primary outcomes: comprehension, alignment, and
agreement. Consequently, they place great importance on making sure that all team members
have a clear understanding of the goals, enabling them to direct their efforts toward achieving the
intended results while adhering to the necessary behaviors and attitudes. These goals have been
carefully createda be SMART, which means that they are specific, measurable, attainable,
relevant, and time bound. They also provide clear instructions for the actions that team members
should take.

In addition, these excellent leaders can cultivate an atmosphere inside their teams iwhich
individual members respect their contributions to the group and understand that their work is
essential to the success of both themselves and the organization. They encourage a feeling of
significance and gratitude among the team members, reiterating the concept that the members'
combined efforts play an essential part in accomplishing the group's objectives. As stated by

Iskamto (2020), leaders must have policies to solve HR-related problems.
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In essence, excellent leaders perceive their teams as intricate riddles, which compels them to
formulate and implement strategies to direct their teams' advancement through various stages of
development. Their capacity to foster synergy, especially in the face of contrasting points of view,
is of the utmost importance. These leaders can effectively manage their teams' performance by
setting expectations, monitoring progress, and evaluating results compared to predefined targets.
They do this consistently by explicitly communicating the objective behind setting expectations to
foster understanding, alignment, and agreement in the process. According to Ekhsan et al. (2020),
optimal and best performance can be obtained through support from executives and leaders.
These expectations are designed to be SMART, which means that they enable team members to
concentrate their efforts on achieving specified, measurable, attainable, relevant, and time-bound
goals. In addition to this, effective leaders foster an atmosphere inside tr@team in which
individuals are made to feel valued and are made aware of the significance of their contributions
to the achievement of individual and organizational goals. Exceptional leaders will apply these
strategies in order to propel their teams toward peak performance and overall excellence.

Role of Change in Performance Management

When faced with change, people and teams often need to establish new objectives and standards
for themselves. When companies go through transitions such as reorganizing, expanding into
new markets, or implementing new technology, performance management can assist in aligning
the goals of employees with the organization's new course of action. Due to these changes,
instability and turbulence can occur (Hanelt et al., 2021). It entails explaining the changed goals
and performance expectations, assuring clarity, and defining new metrics for measuring success.
Change may necessitate reevaluating the performance measures and indicators already in place
to ensure that they are still relevant and aligned with the new organizational context. For instance,
if a firm decides to alter its focus from increasing revenue to ensuring the satisfaction of its
customers, performance management will need to adjust the measures under this decision. This
makes it possible to conduct a more accurate performance evaluation and provides support for
the shifting priorities of the organization.

Role of Culture in Performance Management

An organization's performance management strategies are significantly influenced by the culture
that permeates the organization. The organizational culture affects how performance is defined,
measured, and managed, as well as the efficiency with which performance management systems
operate. It tends to influence the attitude and behavior of employees and organization members
(Caro et al., 2020). The expectations and standards that are set for employee performance are
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influenced, in part, by culture. Some cultures may heavily emphasize individual performance and
competition, while collaboration and teamwork may be highly prized in other cultures. This can
vary greatly from culture to culture. These cultural norms not only define the criteria by which
performance is judged but can also influence the goals and targets set for individuals and teams.
The degree of perceived transparency and fairess in performance management systems can be
attributed, at least in part, to cultural factors. In some cultures, there is a high emphasis on
meritocracy and justice, with transparent peﬁormarﬁ criteria and evaluation methods. This may
not be the case in other cultures. On the other hand, performance management may be influenced
by subjective assessments or personal ties in cultures where power distance and hierarchy are
more common. The cultural context influences the employees' perceptions of fairness in
performance evaluations, which can affect the employees' motivation and commitment levels.

Theory Related to the Importance of Performance Management

The Scientific Theory of Management

The scientific theory of management, which was first forward by Frederick Taylor, is centered on
the idea that organizations may be more effective in terms of efficiency and productivity by using
methodical procedures and scientific analysis (Taylor, 2023). Even though Taylor's theory focuses
primarily on production procedures, it also affects how performance is managed. Taylor was a
proponent of standardizing work procedures to remove inefficiencies and differences in the
workplace. This can be implemented in the context of performance management by creating clear

performance criteria and expectations for employees.

The diverse experiences, skill sets, and personalities of managers each bring something unique
to the table in terms of how they approach managing performance. They might comrwicate in
different ways, use different methods of coaching, and have different expectations. In order to
achieve standardization in performance management, it is necessary to align these various
methodologies, which can be a difficult undertaking. Since performance evaluations entail judging
individual behaviors, talents, and contributions, they are frequently fraught with subjectivity. These
elements might be interpreted and prioritized in a different order by various managers, which
would result in Honsistent ratings. Standardization seeks to provide unambiguous evaluation
standards, but it is essential to strike a balance between objectivity and flexibility in order to
account for the variances that exist between individuals. In order to overcome the challenges, the
organizations should allow managers and employees to give feedback on and review the KPIs to
guarantee that these are correspond to their roles and responsibility (Hancock, et al., 2018 ).
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Taylor was the first to establish time and motion studies to analyze and improve work procedures
(Jacobs, 2019). This idea can be used for performance management by analyzing how personnel
carry out their responsibilities and locating specific areas where there is room for increased
productivity. Organizations can implement measures to improve their efficiency if they first
analyze the amount of time it takes to complete each task and then identify any bottlenecks.
Taylor emphasized how important it was to provide people with the right training to improve their
a)ilities and level of productivity. This notion is translated into performance management as
providing employees with training and professional development opportunities to improve their
performance. Organizations can increase overall productivity by investing in their employees'
growth and providing them with the appropriate skills.

al Setting Theory (GST)
Goal setting theory (GST) has been the most prominent theoretical framework for goal-setting
interventions (Locke & Latham, 2019). Performance management and goal-setting theory have a
close relationship because goal-setting theory lays the groundwork for efficient goal setting within
the context of performance management. GST emphasizes the significance of defining objectives
that are both explicit and detailed. Employees are given crystal-clear performance expectations
and objectives to strive towards as part of performance management. Employees' motivation and
overall performance may be significantly improved when clear expectations are communi d to
them in the form of well-defined objectives that outline exactly what is expected of them. GST is
a theory of motivation that explains the relationship between conscious goals and task
performance (Jeong et al., 2021). According to the goal-setting hypothesis, establishing
objectives that are too difficult to achieve will resulté lower motivation and performance levels.
Performance management is a process in which managers and employees work together to
establish objectives that push people to achieve the best of their abilities. Motivating people to
put in the required effort and strive for greatness may be accomplished by setting both demanding
and achievable objectives simultaneously. The philosophy of creating goals emphasizes how
important it is to fully commit to those goals to achieve the desired results. When workers are
actively engaged in the process of goal setting, it increases the likelihood that they will be
dedicated to attaining those objectives. This is an important consideration in performance
management. Employees are more engaged, motivated, and focused on their performance when
they are dedicated to the objectives that they have set for themselves. Evaluation of an
employee's performance concerning predetermined objectives is an essential part of performance
management. Creating goals posits that the successful completion of objectives has a beneficial

influence on motivation and performance. In order to further reinforce excellent performance,
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managers can give recognition, prizes, and chances for professional growth when they conduct

goal accomplishment assessments.

Companies that focus on the effective goal setting will always thrive and succeed in performance
management (Gogoi & Baruah, 2021). The cycle of improvement that results from the
combination of goal setting theory and continuous performance management can be thought of
as a cycle. Individuals are responsible for formulating goals that are congruent with the objectives
of the business, and then, as part of continuous performance management, they receive feedback
and assistance to help them work toward achieving those goals. Individuals are able to adapt their
performance, learn from their experiences, and make essential improvements with the assistance
of the feedback they receive. A culture of continuous improvement is fostered through an iterative
process of goal formulation, evaluation, feedback, and modification. Within this culture, individuals
are encouraged to continually improve their performance and attain higher levels of success. The
philosophy of goal setting is complemented by continuous performance management, which
provides a framework for continual evaluation, feedback, and progress. The performance of
individuals is continuously monitored and evaluated using a variety of approaches. KPIs and 360
feedback are used as performance evaluation (Yinghui & Wenlu, 2015). This method helps
managers to deliver feedback that is timely and constructive, recognize achievements, and

identify areas in which there is room for development.

Eriormance Measurement Approaches
Key Performance Indicators
Key performance indicators (KPIs) are specific measurements associated with an organization's
aims and objectives (Hristov & Chirico, 2019). They offer a quantitative measurement of
performance, which can be used to evaluate progress and figure out areas that need to be
improved upon. The company is able to determine the KPIs that align with the goals. These should
be measures that directly represent how far businesses have come in the direction of attaining
goals. KPIs assist organizations in better aligning their efforts with the aims and objectives of their
strategic plans. KPIs guarantee that the organization's resources and efforts are focused on
activities that contribute to the success of the organization as a whole by identifying and tracking

the most important measures.

KPlIs offer a quantified method of evaluating performance. They make it possible for organizations
to monitor the progress of their activities, compare the results of those initiatives, and evaluate
how effectively those initiatives work. Clarity is achieved using measurable outcomes, which also
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makes it possible to make decisions based on evidence. KPIs make it possible for businesses to
evaluate their performance objectively. They are able to evaluate their strengths, flaws, and
opportunities for progress by keeping a close eye on the essential data. It is considered a task-
centric metric (Haber & Schryver, 2019). KPIs serve as a foundation for benchmarking, the
identification of performance gaps, and implementing solutions to improve performance. KPIs
encourage accountability by explicitly outlining what is expected of employees and the outcomes
that are sought. They make it easier for everyone throughout the organization to have a common
grasp of performance goals and provide a shared understanding of those goals. Individuals and
teams are encouraged to take responsibility for their respective areas of responsibility when
performance is measured and shared.

KPIs serve as early warning signs, if possible, problems or performance deviations occur.
Monitoring KPIs consistently enables organizations to spot problems or trends that warrant further
investigation. This makes it possible to intervene promptly and take remedial actions to address
difficulties before they become more severe. KPIs are the engine that forces organizations
towards a culture of continual development. Monitoring performance indicators allows
organizations to locate areas that could be improved and implement improvements that would
increase efficacy, productivity, and overall quality. KPls serve as a foundation to establish goals,
assess progress, and develop and improve strategy. KPIs can be offered to every employee and
team member (Lackey, 2019). The use of KPIs makes for more efficient communication and
decision-making at all levels of an organization. They provide a consistent language and set of
measurements that stakeholders can use to discuss performance, make decisions based on
relevant information, and correctly allocate resources. KPls make it possible to have
conversations that are driven by data and help align diverse teams and departments. The use of
KPIs provides the foundation for identifying and rewarding outstanding performers. When
performance is monitored objectively, companies can determine whether individuals or teams
regularly meet or surpass their goals. Motivation, engagement, and a culture that values positive
performance are all bolstered when accomplishments of this nature are acknowledged and
rewarded.

360-Degree Feedback Method

An individual's or team's performance is evaluated using the 360-Degree feedback method, which
entails collecting input from a wide variety of stakeholders, such as superiors, peers,
subordinates, and consumers, to obtain a holistic perspective on that performance. It offers a
comprehensive evaluation and assists in locating areas that could be used for improvement. A
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full evaluation of an individual's performance can be obtained through the utilization of 360-degree
feedback, which involves collecting feedback from a wide variety of individuals, such as superiors,
peers, subordinates, and even, in certain cases, external stakeholders or customers. This
approach considers several different points of view, providing a more comprehensive and holistic
assessment of an individual's strengths, shortcomings, and overall performance. The possibility
for biases or limits inherent in single-source evaluations is reduced when using 360-degree
feedback because this type of feedback gathers input from various stakeholders. It makes
subjective judgments less likely and provides a more objective evaluation of an individual's
performance. Feedback from all angles, or 360 degrees, indicates areas where an individual can
develop and shows their strengths. This input can be utilized to construct focused development
plans and training opportunities that address specific areas of improvement, ultimately leading to
improved overall performance and professional progress.

The input acquired through 360-degree assessments can boost a person's self-awareness by
illuminating their areas of strength, weakness, and blind spot. This knowledge can assist
individuals in making well-informed decisions on their own development, improve their self-
management capabilities, and foster personal development. The scope of 360-degree feedback
does not stop at an individual's performance; rather, it has the potential to reveal useful
information about the dynamics of a team as well as the efficiency of an organization. Through
analyzing patterns and themes in the feedback, organizations can uncover systemic issues,
increase collaboration, and address areas of concern that may be affecting the overall
performance of the team or the organization.

allenges of Managing Performance throughout the Performance Management Process
The lack of resources ranks as the challenge most commonly ociated with performance
management, such as lack of staff who can measure and analyze data ranks first; incompatible
systems to collect useful data ranks third; and lack of tangible incentives ranks fourth. Without
tangible incentives, such as requirements to meet or rewards at organizational and personal
levels, it cwld be difficult for staff members to allocate their limited time to analyze data (Kim et
al., 2019). Organizations must first know how to use the information to analyze the data collected.
When an organization is still struggling to figure out how to ﬁe performance information, it is
unsurprising Et it cannot transition into the analysis stage. Board support is still an important

driving factor for using performance data to improve performance.
In order to effectively manage performance, it is essential to provide feedback that is both timely

and helpful. On the other hand, managers may have difficulty providing feedback in a manner that
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is not just instructive but also inspiring to their employees. To properly provide criticism, one must
have subtlety, empathy, and a focus on specific, tangible activities that may be taken to improve.
It might be difficult to get an accurate measurement of performance. Businesses must devise
suitable metrics and methodologies in order to conduct objective performance reviews of staff
members. In order to account for the entire scope of an employee's contributions, it is essential
to find a middle ground between quantitative and qualitative evaluation methods. Embedded

biases can favor certain employees while implying other employees (Ellevate, 2021).

When it comes to performance management, bias may substantially influence both the efficacy
and fairness of the process. Managers can display unconscious prejudices based on their own
personal preferences, preconceptions, or even their own prior experiences. The halo effect, also
known as overgeneralizing good attributes; the horns effect, also known as overgeneralizing
negative traits; and effect, also known as putting too much weight on recent achievement, are all
examples of common forms of bias. To be able to overcome prejudices, awareness and training
are required, as well as the implementation of objective assessment standards. It is often difficult
to get workers involved in the performance management process. Employees may choose not to
participate in the process or fight it if they see it as being bureaucratic, unjust, or unconnected to
the job that they really do. Fostering open communication among workers, having employees
participate in goal setting, and promoting self-assessment and reflection are all important ways
for organizationsﬁ encourage employee participation. Employee engagement is imperative
(Haipeter, 2020). One of the most important aspects of performance management is identifying
problem areas, coming up with solutions, and creating learning opportunities. However, effectively
establishing growth programs adapted to each individual's requirements may be a tough
endeavor. Managers have a responsibility to help their workers' professional development by
providing resources, training, and coaching opportunities. Both motivation and retention need to
be acknowledged and be rewarded for good performance. On the other hand, coming up with
acceptable ways for incentives and recognition might be challenging. It is essential to ensure that
incentives are in line with performance and that they promote the desired behaviors. Fairness and
openness in compensation systems are also vital for preventing sentiments of inequality among
employees, which is essential for maintaining employee morale.

Dealing with employees performing below expectations is a touchy and difficult performance
management component. Issues relating to employee performance need to be addressed

expeditiously and constructively by managers. In order to do this, it is vital to have challenging
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talks, to set clear expectations for growth, to provide assistance, and, if required, to take
appropriate disciplinary steps.

Reflection

One of my primary goals is to continuously develop my skills by applying the information and
experience | gain. To maximize my study schedule's efficiency, | will use my knowledge of various
time management approaches. Effective time management can lead to higher productivity
(Martins, 2022). It will organize assignments according to their importance, divide them into more
manageable chunks, and set up specific time to focus on each study area. | can make the most
of my study time and prevent myself from putting things off by employing tactics that help me
manage my time more effectively. | would actively engage in various learning approaches, such
as summarizing essential concepts in my own words, teaching the topic to others, or participating
in discussions or study groups. Those are just a few examples. My comprehension is enhanced,
my ability to retain information is strengthened, and my capacity for critical thinking is developed
thanks to these strategies. | would make excellent use of all the resources, including traditional
books, digital resources, academic databases, and educational websites. Because | use a wide
variety of resources, | can acquire a variety of viewpoints, obtain access to extra information, and

expand the breadth of my knowledge.

Conclusion

In contrast to the traditional method of conducting employee evaluations, continuous performance
management does not rely on feedback from higher-ups. Establishing open lines of
communication and maintaining an open and honest discourse is essential for continuous
performance monitoring. This contributes to the growth of trust in the company. When employees
are allowed to contribute to an ongoing discussion, it gives them the impression that their opinions
matter. They must be aware that they have a forum in which to voice any complaints or concerns
they may have. It enhances communication, helps to improve interactions between employers

and employees, and encourages employee engagement and retention.

151Page




%ferences

Berberoglu, A., 2018. Impact of organizational climate on organizational commitment and
perceived organizational performance: Empirical evidence from public hospitals. BMC health

services research, 18(1), pp- 1-9.

Brown, T., O'Kane, P., Mazumdar, B. & Mccracken, M., 2019. Performance management: A

scoping review of the literature and an agenda for future research. Human Resource

Development Review, 18(1), pp. 47-82.
Caro, E. M., Navarro, J. C. & Ruiz, F. A., 2020. Digital technologies and firm performance: The

role of digital organisational culture. Technological Forecasting and Social Change, 154(1), p.

119962.
Chopra, K., 2019. Indian shopper motivation to use artificial intelligence: Generating VVroom’s

expectancy theory of motivation using grounded theory approach. International Jounal of Retail

& Distribution Management, 47(3), pp. 331-347.
Chowdhury, S., Hioe, E. & Schaninger, B., 2018 . Harnessing the power of performance

management. [Online]
Available at: https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-

insights/harnessing-the-power-of-performance-management
[Accessed 5 May 2023].

16l1Page




Ekawati, E. & Tjahjono, H., 2019. The influence of prosedural justice and organizational climate
on Organizational Citizenship Behavior (OCB) with employee engagement as a mediator.
Account and Financial Management Journal, 4(1), pp. 1847-1853.

Ekhsan, M., Badrianto, Y., Fahlevi, M. & Rabiah, A., 2020. February. Analysis of the effect of

learning orientation, role of leaders and competence to employee performance front office the
Sultan Hotel Jakarta. Advances in Economics, Business and Management Research, 120(1), pp.

239-244.

Ellevate, 2021. How to audit your company for unconscious bias. [Online]
Available at: https://www.forbes.com/sites/ellevate/2021/09/09/how-to-audit-your-company-for-

unconscious-bias/?sh=53aca88d692a

[Accessed 9 September 2023].
Eyoun, K., Chen, H., Ayoun, B. & Khliefat, A., 2020. The relationship between purpose of

performance appraisal and psychological contract: Generational differences as a moderator.

International Journal of Hospitality Management, 86(1), p. 102449.

Gaidhani, S., Arora, L. arma, B., 2019. Understanding the attitude of generation Z towards

workplace. International Journal of Management, Technology and Engineering, 9(1), pp. 2804-
2812.

Gogoi, K. & Baruah, P., 2021. Goal setting: Its impact on employee outcome. SCMS Joumal of

Indian Management, 18(1), pp. 75-86.
Haber, J. & Schryver, C., 2019. How to create key performance indicators. The CPA Journal,

89(4), pp. 24-30.

Haipeter, T., 2020. Digitalisation, unions and participation: The German case of ‘industry 4.0'.

Industrial Relations Journal, 51(3), pp. 242-260.

Hancock, B., Hioe, E. & Schaninger, B., 2018 . The fairness factor in performance management.

[Onling]

Available at: https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-
insights/the-fairness-factor-in-performance-management

[Accessed 14 July 2023].

171Page




Hanelt, A., Bohnsack, R., Marz, D. & Marante, C. A., 2021. A systematic review of the literature
on digital transformation: Insights and implications for strategy and organizational change. Journal

of Management Studies, 58(5), pp. 1159-1197.

Hartinah, S. et al., 2020. Retracted: Teacher's performance management: The role of principal’'s
leadership, work environment and motivation in Tegal City, Indonesia. Management Science

Letters, 10(1), pp- 235-246.

Herrity, J., 2023. Gen Xers: A guide to generation x in the workforce. [Online]
Available at: https://www.indeed.com/career-advice/finding-a-job/generation-
x#:~:text=Per%20the%20Pew%20Research%20Center%2C%20Generation%20X %20is,then%
20finding%20their%200wn%20way%20to%20achieve%20it.

[Accessed 14 July 2023].

Hristov, I. & Chirico, A., 2019. The role of sustainability key performance indicators (KPIs) in
implementing sustainable strategies. Sustainability, 11(20), p. 5742.

Iskamto, D., 2020. The role of leadership and influence on employee performance in digital era.

Jurnal Manajemen Bisnis, 17(4), pp. 470-484.

Jacobs, R., 2019. Work analysis in the knowledge economy. 1st ed. London: Palgrave Macmillan.

Jeong, Y., Healy, L. & Mcewan, D., 2021. The application of goal setting theory to goal setting
interventions in sport: A systematic review. International Review of Sport and Exercise

Psychology, 1(1), pp. 1-26.
Kim, M., Charles, C. & Pettijohn, S., 2019. Challenges in the use of performance data in
management: Results of a national survey of human service nonprofit organizations. Public

Performance & Management Review, 42(5), pp. 1085-1111.
Kokemuller, N., 2019. Pros and cons of a hierarchical organizational structure. [Online]

Available at: h_tlm;ébizﬂuent.comlpros-and-cons-of-a-hierarchical-orqanizational-structure.html
[Accessed 20 June 2023].

Kriegel, J., 2022. Top three trends in performance management in 2022. [Online]
Available at: https:/www.forbes.com/sites/forbeshumanresourcescouncil/2022/05/13/top-three-

trends-in-performance-management-in-2022/?sh=1caa7{402177
[Accessed 5 May 2023].

181Page




Lackey, A., 2019. Four keys to wusing key performance indicators. [Online]
Available at: https:/www.forbes.com/sites/forbesbusinesscouncil/2021/06/23/four-keys-to-using-
key-performance-indicators/?sh=5b183d8448ad

[Accessed 20 June 2023].

Lim, W., 2020. An equity theory perspective of online group buying. Journal of Retailing and
Consumer Services, 54(1), p. 101729.

Locke, E. & Latham, G., 2019. The development of goal setting theory: A half century
retrospective. Motivation Science, 5(2), p- 93.

Mangipudi, D., Prasad, D., Vaidya, D. & Muralidhar, B., 2020. Evolution of performance

management systems and the impact on organization's approach: A statistical perspective.

International Journal of Management, 11(5), pp- 988-1000.

Martins, J., 2022. 18 time management tips, strategies, and quick wins to get your best work

done. [Online]
Available at: https://asana.com/resources/time-management-tips
[Accessed 20 June 2023].

Muhammed, S. & Zaim, H., 2020. Peer knowledge sharing and organizational performance: The
role of leadership support and knowledge management success. Journal of Knowledge
Management, 24(10), pp. 2455-2489.

Pagdonsolan, M., Balan, D., Mariscal, K. & Chiu, J., 2020. Impact of continuous performance
management on job autonomy, motivation, and turnover intent of employees in multinational
companies within metro manila. Review of Integrative Business and Economics Research, 9(2),
pp. 63-89.

aradolo, H., Haryono, S. & Wahyuningsih, S., 2022. The role of work stress, organizational
climate, and improving employee performance in implementation of work from home. Work, 71(2),

pp. 345-355.
Singh, A., 2018. Continuous performance-based feedback and justice perceptions: Evidence for

mediation by experienced participation. /IMB Management Review, 30(2), pp. 134-139.

Taylor, F., 2023. The rise of scientific management. 1st ed. Cambridge : Cambridge University
Press.

19IPage




Yinghui, W. & Wenlu, L., 2015. The application of intuitionistic fuzzy set TOPSIS method in
employee performance appraisal. International Journal of u-and e-Service, Science and
Technology, 8(3), pp- 329-344.

20lPage




final

ORIGINALITY REPORT

224 180 104

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS

1 8%

STUDENT PAPERS

PRIMARY SOURCES

www.tandfonline.com

Internet Source

.

2%

Submitted to University of Bradford

Student Paper

o

(K

Submitted to Trinity College Dublin

Student Paper

e

T

usir.salford.ac.uk

Internet Source

-~

T

buscompress.com

Internet Source

o

(K

myassignmenthelp.com

Internet Source

T

Submitted to Staffordshire University

Student Paper

BH B

T

Submitted to University of Sheffield

Student Paper

(K

Submitted to Global Banking Training

Student Paper

T




—
-

Submitted to Billy Blue Group

Student Paper

T

—_—
—

www.researchgate.net

Internet Source

(K

—
N

Submitted to New College Durham

Student Paper

T

—
w

Submitted to University of Liverpool
Student Paper

T

B

Submitted to University of Portsmouth
Student Paper

T

—
Ul

dj.univ-danubius.ro

Internet Source

T

RN
(©))

jultika.oulu.fi

Internet Source

T

SStiE)nEr;;EEred to University of Glamorgan <1 o
SStili)nrtr;;EEred to Global College Malta <1 o
giE)nEr;;EEred to The Robert Gordon University <1 o
I\g\:(\e/::]\é\t/.sglfceethisforme.com <1 o
iili)nrtrg;&red to Bahcesehir University <1 o




Submitted to Griffith College Dublin

Student Paper g <1 %
Submitted to University of Warwick

Student Paper y <1 %

e-space.mmu.ac.uk <1
Internet Source %

Submitted to Confederation of Tourism and <1

L %

Hospitality
Student Paper
ifMmmu.com

IiternetSource <1 %

Submitted to British Institute of Technology <1 o
and E-commerce
Student Paper
Submitted to Clydebank College

Student Paper y g <1 %
Submitted to Scholars School System

Student Paper y <1 %
osuva.uwasa.fi

Internet Source <1 %
Submitted to University of Adelaide

Student Paper y <1 %
Submitted to University of Stirlin

Student Paper y g <1 %




www.diva-portal.org <1 o
0

Internet Source

W
E

Submitted to Setanta College <1y

Student Paper

W
B

www.icv-controlling.com

Internet Source g <1 %
Submitted to Heriot-Watt Universit

Student Paper y <1 %

Submitted to University of Wales, Lampeter
y P <1 %

Student Paper

W
B

uir.unisa.ac.za
<l%

Internet Source

W
00

"The Effect of Performance Management on <1

. . : . . %
Perceived Justice in Family Businesses in
Hungary", Corvinus University of Budapest,

w
O

2022
Publication

Sulgmltt.ed to Embry Riddle Aeronautical <1 o
University

Student Paper

Submitted to Dundalk Institute of Technology <'] Y
0

Student Paper

B

) content.iospress.com <’] %

Internet Source

pure.tue.nl



Internet Source

<1
A eduay <1y
SR <1y
|rnrtle::lnr;ta;Oguir(;nentjournaI.usamv.ro <1 o
eposlionoutacts <Tw
Irnf:e?neetas(r)i:re-repository.griffith.edu.au <1 o
e deepdyve o <1
e anstored <1y
I\ﬁ\gfr\rlw\é\t/.Szzl?cleassignmentservices.com <1 o
Mirae Kim, Cleopatra Charles, Sarah L. <1 o

Pettijohn. "Challenges in the Use of
Performance Data in Management: Results of
a National Survey of Human Service Nonprofit
Organizations", Public Performance &
Management Review, 2018

Publication




Mackay, David, Arevuo, Mikko, Meadows,
Maureen. "Strategy", Strategy, 2023

Publication

<1%

Exclude quotes Off Exclude matches Off
Exclude bibliography Off



