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Abstract: This article presents a critical review of empirical studies conducted between 2020 and 2024, examining 

the impact of Artificial Intelligence (AI) on performance management practices within organizations. Grounded in 

the theoretical frameworks of Systems Theory and the Technology Acceptance Model (TAM), this review highlights 

how AI technologies are integrated into performance management systems to enhance efficiency, reduce biases, 

and improve employee engagement. A systematic literature review methodology was employed, analyzing various 

empirical studies that focus on AI applications in performance management. Key findings reveal that AI facilitates 

continuous feedback mechanisms, enables data-driven insights, reduces biases in evaluations, and allows for the 

creation of personalized development plans. Moreover, predictive analytics play a crucial role in forecasting 

employee performance and identifying potential leaders. The intertwined nature of performance management and 

artificial intelligence in this work serves to highlight two points. First, continuous feedback mechanisms and a 

plethora of data are intertwined with performance management improvement. Second, AI can assist in 

personalizing the development opportunities provided to employees. Together, this discussion suggests there is a 

ripe opportunity to integrate AI into existing best practices on performance management. The review underscores 

the transformative potential of AI in Human Resource Management while also addressing challenges such as data 

privacy concerns and the need for cultural change within organizations. 

Keywords: Artificial Intelligence(AI) Performance Management, Continuous Feedback, Data-Driven Decision 

Making, Personalized Development. 

1.   INTRODUCTION 

Exponential technological advancement is reshaping the world of work and, with that, shaping the way we manage 

performance in the workplace. This is nothing new, and our performance management practices have always evolved in 

line with the digital age in the world of work (Diamandis & Kotler, 2020; Zhang & Chen, 2024). However, with the rapid 

and unpredictable evolution of the digital age, organizations are struggling to keep up with working  and management 

practices using ever-changing tools and services (Mukuni, 2023). Both employees and employers cannot afford to stop, 
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retrain, and adapt to new management and working practices every 2 to 3 years. The intersection of performance 

management and AI is the absolute solution to this conundrum. 

Performance Management in the Digital Era 

Over the past decade, performance management has seen much change. Organizations have sought ways to use new 

technologies to enhance existing processes. In parallel, performance management processes have evolved to keep up with 

the new continuous fast-paced business world. In essence, digital tools have had an impact on this process (Nyathani, 

2023).  Unlike the process of workforce management, which consists of a series of linked processes, an individual 

technological focus, such as data and insights, has been identified. The achievement of employee goals, rewards, and 

performance appraisal can be regarded as performance management sub-processes or indeed follow a separate continuous 

route (Tatineni & Allam 2024; Saaida, 2023). Feedback gained from these components is used to drive personalized 

development on an ongoing basis, furthering employees' careers and performance.  

The need for real-time feedback mechanisms is essential, as the speed of business emphasizes the importance of timely 

information (Popo–Olaniyan et al., 2022; Yanamala, 2024). Moreover, performance management is expected to drive 

techniques related to data concerns, some of which include information on practice, personalization, and development of 

workers to evidence-based decision-making.  According to Tatineni and Allam (2024), the need to evaluate employee 

performance has caused the need to transform a workforce given the recent transformation of business objectives. 

Therefore, performance management should become part of the business transformation initiative as a way of helping 

employees know what to do and why they should do it. This would allow the company to focus on strategic learning and 

engagement activities. In various studies, participants have reflected on their roles as business partners working 

effectively across geographic cultures to co-create processes that keep pace with digital developments while supporting 

high performance of talent (Bashynska et al., 2023; Pandya & Wang, 2024). In particular, according to Tatineni and Allam 

(2024), Human Resource participants and Human Resource information professionals highlighted the need for new data 

tools and automated aggregation platforms that can capture and confirm employee performance in real-time.  

Theoretical Background 

Systems theory focuses on understanding the relationships between various components and processes that exist within a 

system. Several fundamental tenets of systems theory are important for the context of the current study (Cabrera & 

Cabrera, 2023). First, systems theory is grounded in the idea that components within a system are interdependent. 

Interdependence is an important concept in performance management, as high performance typically arises from the 

synergistic relationships between various interdependent aspects of an organization, such as employees and their roles, 

managers and followers, organizational vision and organizational strategies, etc (Elangovan & Rajendran 2020; 

Raveendran et al., 2020). Systems theory also identifies that a system responds to its environment through complex 

feedback loops. In decision-making, employees receive feedback about their past health and performance metrics and 

adjust future actions accordingly. Finally, systems theory championed the importance of considering all of these 

components as a single holistic system, with interactions occurring between parts of the system. 

This is an important concept for performance management, suggesting that there is some value in combining human and 

information systems performance. In summary, the tenets of systems theory suggest that it is possible to think of different 

aspects of performance as being part of a larger, functioning system (Bertassini et al., 2021). The importance of 

considering these performance metrics as interdependent is a step towards helping firms understand which performance 

metrics they should focus on. In response to systems theory's prescient view of organizational performance, it is surprising 

to note the relative absence of its concepts in traditional performance management. Many traditional performance metrics 

are created looking at performance in isolation without considering how the components interweave or how they may be 

impacted by changes in the environment (Sony & Naik, 2020). Systems thinking has rarely been applied to the realm of 

performance management. Yet the very dynamics of businesses require management to rely more heavily on emergent 

interactions at the individual and organizational level rather than just planned interactions. 

The Technology Acceptance Model is a theoretical model that describes how users shift from acceptance to careful use of 

a newly developed technological appliance in the workplace (Al-Emran, 2023). The primary emphasis of the model is on 

two factors: perceived utility and perceived ease of use. The two factors correspond to the highest form of user approval, 

whereby people conclude that using a marketable device would improve their job (perceived utility) and that the actual 

device implementation would be performed without so much mess or lag or perceived ease of use (Huang, 2021).  
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Technology acceptance is playing a crucial role in driving new, technologically advanced employee performance 

management processes. This is because they facilitate improvements in employee satisfaction, efficiency, and productivity 

levels alongside overall organizational performance, serving as the pivot point that such testing gives them an oversight of 

how the acquired development data affects their organizational performance (Jacob et al., 2023). The Technology 

Acceptance Model has been developed to measure employee perceptions of different tools by determining if they are easy 

to use and how helpful they are. Its application in the performance management field allows for a more proficient measure 

of what employees believe. (Fussell & Truong, 2022). Performance management tools and systems are easy to care for, 

much cheaper to use to your advantage, and permanent thanks to how they are managed. They allow organizations a full 

measure of the idea that the usefulness is determined by the advantages (Tekic & Füller, 2023). The model elucidates in 

particular the transition to a quantitative approach to performance management and hence to design digital equipment to 

give an assertive kick start to IT investment performance. One way to go about doing that is to try and assess what the 

employees think about the knowledge management systems that are available to them (De Weck, 2022).  

The Rise of Artificial Intelligence in Performance Management 

Performance management systems are becoming increasingly technologically enhanced, with artificial intelligence being 

one of the leading forces (Bhutoria, 2022). Indeed, AI technology has the potential to revolutionize performance 

management systems in organizations. AI can summarily analyze text feedback comments, predict attrition risk factors, 

create automatic performance-based recognition suggestions, automate learning content recommendations, and use 

definable competencies to inform compensation models. (Al Fraidan, 2024; Maghsudi et al., 2021). The resulting 

intelligent insights may be used to enhance the organizational decision-making process. In recent years, innovative tools 

have increasingly involved elements of AI such as automatic text analysis and insights or predictions, in many cases 

becoming the core feature of their value proposition (Saaida, 2023).  From e-recruitment to talent insights and corporate 

learning, AI is penetrating all sorts of human capital management functions, spurring the attention of many organizations. 

As a result, technology innovation guides interest and cutting-edge functions. 

The use of AI technology takes many shapes and should ideally fully capitalize on AI’s inherent capacity for automation 

and intelligent insights. Organizations are noted to leverage data aggregation as well as AI and machine learning to 

generate comprehensive reports on company-employee interaction, predicting employees’ behaviors such as engagement. 

(Chen, 2023; Sajja et al., 2024).  Some organizations scan employee performance and automatically unearth potential 

performance-based rewards.  AI platforms in performance management not only enable people's capacity toward smarter 

interactions but also consistently address the main operational problem beyond our busy surface which is the assessment 

element (Al Fraidan, 2024: Saaida, 2023). Manually making judgments about hardworking employees comprehensively 

and regularly is nearly impossible for most organizations. According to Settibathini et al., (2023), AI helps to automate the 

process of analysis, interpretation, and, in some cases, suggestion and decision-making. Critically, when integrated with 

other systems already being used, AI provides an efficient way to upgrade existing systems. Additionally, AI can improve 

data privacy practices in performance management tools by strategically upgrading security capabilities to ensure safe 

data storage and access as well as real-time platform adaptability (Budhwar et al., 2022). 

Continuous Feedback: Enhancing Traditional Performance Reviews 

For roughly seven out of ten years-honored firms and their employees, there is a season for performance reviews. Some 

have planned in quarterly, semi-annually or annually. Grounded in history, the HR practice of reviewing and evaluating 

performance is transforming (Kurdi‐Nakra et al., 2022; Ochieng, 2023; Zhang & Chen, 2024). Balancing the 

remembrance of reviews past, that is whatever was achieved, or not as well as setting one’s sights on the pie-in-the-sky 

future that is setting professional goals, continuous feedback is emerging as a key performance management solution that 

fosters engagement with a diverse set of employees who speak a variety of languages of recognition and developmental 

guidance (Chirumalla, 2021; Dimitriadou & Lanitis, 2023). This long-standing, annual review alone assumes that 

employees are comfortable with waiting until a full year has elapsed to hear feedback –ones that may hopefully provide a 

catalyst for change and improvement. As Narayan et al., (2022) put it, in the fast-paced nature of business today, many 

employees find themselves in roles and with peer and leader relationships as well as personal expectations that leave them 

demanding real-time feedback versus waiting many months after a performance or developmental moment has passed. 

The ability to provide constructive and developmental feedback closer to when a task is completed is an asset that many 

successful companies are not willing to sacrifice to the structured and standardized traditional performance management 
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practices of old (Tong et al., 2021). More than tallying up past credits and debits in a specialized range of behavior, 

continuous feedback enables managers to give clear, consistent, and timely feedback to their employees in a standardized 

feedback-encouraging structure that keeps the channels of communication open (Fleenor et al., 2020). By enabling more 

efficient and precise continuous feedback, performance management apps and tools also foster continual improvement, 

provide a near-real-time reflection of time in game, and reinforce manager accountability on the job. In turn, this allows 

employees to act on new performance and career data on their own real-time timetable in a workplace that is struggling to 

adapt to the shifts in employee mobility prompting them to retell and reinterpret their job and company performance story 

more frequently (Aguinis & Burgi-Tian, 2021; Alrakhawi et al., 2024). Implementing continuous feedback systems that 

maintain a beneficial decision frequency and spork into development requires the implementation of a firm-defined 

performance management 'to-be' state. 

The modern workforce is hungry for feedback to quiet the ebbing and flowing of their natural ups and downs, improved 

opportunities that align with their professional interests, and personalized development guidance to keep their career 

trajectory on an upwardly mobile pathway. Formal performance conversations are shifting from a big to-do once a year to 

opportunities to build relationships over time (Aggarwal et al., 2022; Atkinson et al., 2022). Continuous feedback fosters 

increased conversations with managers as well as an increase in immediate and actionable feedback. As an enhancement 

to more traditional performance discussions and review opportunities, employee attitudes, and development can be 

directly influenced by real-time mobile capabilities, frequent yet lightweight conversations, and access to intuitive, 

judgment-free data visualizations empowering employees to self-reflect (Ajayi & Udeh, 2024; Ajiva et al., 2024). 

Data-Driven Decision Making in Performance Management 

The standard practice in performance management has been to elevate the status of frequent performance check-ins like 

feedback, coaching conversations, and goal setting. The reason is that as evaluators, people generally interpret behaviors 

as a telltale sign of character or disposition; thus, character and dispositional ratings are, by their very nature, subjective 

and reflect 'dark rationale' rather than cognitive logic (Nuraydın, 2021; Sahakoski, 2024) However, there are at least two 

important reasons why very frequent cognitive-objective data-driven performance evaluations are valuable from a 

learning and development standpoint. First, they allow the company to tailor feedback to the individual, thus enhancing 

performance potential. Second, according to Basile et al., (2024), they allow the company to correctly delegate scarce 

development resources.  

Data-driven decision-making in performance feedback loops begins with the availability of large quantities of data points 

regarding an employee's performance. This frequently happens across organizational roles and occurs in nearly every 

operational process (Rajan, 2024). The ability of tools and technologies to aid in collecting this data has been enabled by 

an increasing trend of digitization in products and administrative reporting. What is more, is the ability of these same tools 

and their related technologies to perform predictions and inferences around performance based on these inputs. That is, 

these software products can draw propositions between a previously observed pattern of performance and the way an 

individual will perform in the future, thus allowing evaluators to make potentially better decisions about an employee's 

future value (Singh et al., 2024). Certain organizations have implemented tool and technology-based analytics to provide 

continuous feedback loops to employees and managers that drive potentially lucrative human capital decisions (Herrmann 

& Pfeiffer, 2023; Kudyba & Cruz, 2023).  

Personalized Development: Tailoring Growth Opportunities 

As with many of the other processes traditionally associated with performance management, it is important to move away 

from a one-size-fits-all approach to development if employees are to realize their full potential (Behl et al., 2022; Rizvi et 

al., 2022). Continued advancements in data analytics have the power to transform performance management. By applying 

the data that organizations already have to suit a new purpose of providing managers with recommendations for things 

such as tailored learning pathways, organizations can provide their employees with growth opportunities that have been 

tailored to exactly what the individual employee needs (Qin et al., 2023; Rane et al., 2024). 

Personalized development is a hot topic in the corporate world at the moment. It is so essential for the effectiveness of 

performance management that a significant percentage of professionals and leaders do not believe that the performance 

management system in place within their organization provides any opportunities for their development (Alzoubi et al., 

2022; Memon et al., 2021; Wang & Chu, 2020).  A study found that although a large percentage of employees who have 

their training tailored to their lifestyle plan to stay with their employer, only a small fraction of those planning to leave 
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have had their learning aligned in such a way (Alhajaj and Ahmad, 2024).  If organizations that have taken development 

into their own hands for a more tailored approach have an improvement in retention, more employees are planning to 

leave than stay. Customization of employee development also has other benefits. Providing employees with customized 

learning pathways allows them to build their skills and behaviors that are most closely aligned with current or future 

demands (Jackson & Dunn-Jensen, 2021). 

Key Findings and Implications 

The intersection of performance management and artificial intelligence has become an increasingly important avenue of 

study as organizations are turning to AI-based systems that offer a range of possibilities. Employing AI in a performance 

management context can help employees develop personalized blends of knowledge, skills, and abilities to optimize long-

term performance and satisfaction (Bankar & Shukla, 2023; Ghedabna et al., 2024; Riecken, 2022).  From the empirical 

studies read, an exploration of two main concepts in performance management related to ongoing operations and AI – 

continuous feedback and data-driven decision-making, did not reveal a great deal of exclusive focus in past literature. 

Currently, most organizational performance management continues to be rule-bound, concentrating on control and 

decision-making through managers seeking to meet organizational needs rather than employees' personal continuous 

development (Al Aina & Atan, 2020; George et al., 2021).  

The exploration of continuous feedback determined that feedback is an everyday activity best personalized toward an 

individual's development where employees need ownership of their performance management process. In relation to data-

driven decision-making in performance management, tensions arise when organizations fail to implement valid tools to 

enhance HR's decision-making abilities. There is also a risk in the overuse of such tools that employees may be turned off 

and disengage (Bhutoria, 2022).  Findings suggest that organizations may underestimate the data-related changes artificial 

intelligence introduces to existing performance management systems. By not addressing these changes, policy 

development and implementation are at risk of failing substantially. Moreover, the reported challenges in organizations 

about the affordability and speed of development mirror findings on the adoption of e-HRM at the start of this century 

(Budhwar et al., 2023; Conte & Siano, 2023). Therefore, organizations that wish to adopt artificial intelligence are 

encouraged to foster a culture of continuous learning, feedback in particular. Given the pressures mentioned regarding 

funding and design modification, engaging organizational members at the very forefront is likely to result in greater buy-

in and engagement. 

Future Directions in AI-Driven Performance Management 

Looking to 3 to 5 years in the future, some exciting future trends in AI-driven performance management lie just ahead of 

the present horizon.  One of the most significant trends is the increasing infusion of AI in HR tech, which makes it a new 

norm for talent management and HR functions to consider how they can leverage AI to remain competitive in today’s 

dynamic business environment (Charlwood & Guenole,2022: Eubanks, 2022; Gurusinghe et al., 2021). Beyond that, 

machine learning power, such as federated machine learning, reinforcement learning models, and limited-label learning, 

helps to gain more powerful and intelligent solutions in talent assessment and performance management that were 

inaccessible for previous systems and techniques (Arora et al.2021; Patil et al., 2024).  Personalization of performance 

management processes will be an additional trend due to the massive amount of data available for each employee, and the 

opportunity to automatically access individual preferences and create “perfect fit” development plans or even provide 

chatbot-based career counseling utilizing natural language processing tools, as well as using language analysis to build 

development and performance plans (Javaid, 2024; Rane et al., 2024). 

Ethical considerations are also likely to gain stature when organizations consider integrating AI into their talent 

management practices. Specifically, how a new world of management analytics that uses AI capabilities could violate 

employee privacy, perpetuate and petrify existing bias, and make the work environment even more anonymous are all 

important concerns (Ahmad et al., 2022; Wiblen & Marler, 2021). Consequently, organizations can draw upon new 

research on creating the dimensions of fairness, trust, and transparency that address these ethical considerations, making 

their advanced technologies and applications both efficient and effective. Overall, organizations that are working to create 

the future now using AI will be mindful of these three trends. The important question is, how do you become AI-driven in 

a way that will not lead you into an ethical quagmire or miss the alignment needs of employees and stakeholders? The 

answer lies in using feedback and data obtained through AI systems to drive sustainable change and build stakeholder 

trust in increasingly human terms—toward a collective good (Allioui & Mourdi, 2023). 

https://www.researchpublish.com/
https://www.researchpublish.com/


ISSN 2348-1196 (print) 
International Journal of Computer Science and Information Technology Research  ISSN 2348-120X (online) 

Vol. 13, Issue 1, pp: (13-22), Month: January - March 2025, Available at: www.researchpublish.com 
 

Page | 18  
Research Publish Journals  

2.   CONCLUSION 

In conclusion, this article has explored how performance management and artificial intelligence intersect. It articulates 

how AI has the potential to transform performance management in the areas of continuous feedback and data-driven 

decision-making. Continuous feedback systems automate and manage the communication of performance data in real 

time, providing the opportunity for all employees to have ongoing conversations about performance in a more timely 

fashion (Alrakhawi et al., 2024). Simultaneously, data-driven decision-making is the ability to determine the significance 

and relevance of large volumes of employee data. This helps managers, coaches, and team leaders leverage insights about 

individual employees to provide support and development that is unique to their needs (Bousdekis et al., 2021). 

Better performance in complex, knowledge-rich, high-value work is achieved if the strategy, culture, and management 

practices of the organization work together to embed the value that is being pursued into the work itself. Organizations 

that focus only on traditional strategy and structures are future-blind, as they are not paying proper attention to the value 

of next-generation performance management practices or the threat that will be posed to their organization if they 

continue to let performance management and employee engagement falter (Karwehl, 2021; Popo-Olaniyan et al., 2022). 

AI presents some significant opportunities but also challenges for HR and organizations more generally. The intersection 

of performance management and artificial intelligence now calls for an exploration of these practices in the real world, 

how they are used and for what purpose in a range of organizational contexts is largely unexplored (Chowdhury et al., 

2023: Wamba, 2022). Given this changing landscape, organizations must think ahead to how they want to use AI-driven 

performance management to help themselves not only attract, retain, and engage employees, but also to increase 

performance in their employees and ultimately improve business outcomes. 
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