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Executive Summary

These days, there is a lot of discussion about employee 

recognition. There are debates about how much is 

appropriate, how it should be provided, where it should 

be captured, who should see it, and more. To understand 

these issues better, HR.com partnered with BetterWorks 

to conduct research into the role of continuous 

performance management (CPM) and recognition. 

Through an extensive survey of HR practitioners, we 

investigated the following areas: 

 ● the usage of performance management (PM), CPM 

and recognition programs1

 ● the key attributes of these programs 

 ● the performance of these programs in collecting and 

managing performance-related feedback 

 ● the factors most likely to influence 
employee engagement

 ● the processes, programs and systems that seem 

most closely associated with organizational success

About the study 

The Role of Continuous 

Performance Management & 

Recognition Survey ran January 

to March 2018. It was conducted 

by HR.com. We gathered 512 

complete responses and another 

137 usable partial responses 

from HR professionals in virtually 

every industry vertical, with the 

largest industry groups being 

manufacturing, services, non-profit, 
health services, government and 

computer/telecom. The participants 

represent a broad cross-section of 

employers by number of employees, 

ranging from small businesses with 

under 50 employees to enterprises 

with 20,000+ employees. 

On this research project, HR.com 

partnered with BetterWorks, an 

enterprise software company 

dedicated to innovating in the field 
of performance management.

Below are key findings from the study:

Finding One: Performance management remains a major challenge and many 

organizations plan to revamp their processes and systems. 

 ● Ninety-two percent have a performance management system.

 ● Only about one-third of respondents rate their performance management systems as 

excellent or good.

 ● Half of respondents say they will revamp their performance management process over  

the next two years. 

1  This report is based on a survey in which the word “system” was used to imply processes, programs, practices and, 

where applicable, technologies. In other words, it is an inclusive rather than exclusive usage. In cases where we wanted 

participants to respond in terms of technologies, the survey specifically referred to software and/or technology.
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Major Finding Two: Continuous performance management has a good reputation but is 

not widely used.

 ● Continuous performance management is widely viewed as superior to the annual or bi-

annual review processes. 

 ● Despite the perceived advantages of CPM, only 32% of organizations with PM systems 

use it. 

Major Finding Three: The majority of organizations with good PM systems use 

continuous performance management systems.

 ● Three-fifths of organizations with good PM systems use CPM, compared with just one-
fifth of organizations with less effective performance management systems.

Major Finding Four: A majority have employee recognition programs, and they tend to 

work better than performance management systems.

 ● About three-fifths say their organization has an employee recognition program. 
 ● About a quarter of respondents without a company-sponsored recognition program say 

they will implement one in the future and another 46% are exploring the possibility.

 ● Nearly half of respondents with a recognition system rate it as excellent or good. Still, 

just 8% put it in that excellent category. 

 ● Most participants (89%) interpret positive feedback as a form of recognition. What’s 

more, a majority believe that providing employee feedback is the most effective action 
HR can take to improve employee engagement.

Major Finding Five: Integrating aspects of performance management with employee 

recognition programs is often associated with greater PM success. We see this when we 

compare organizations with better performance management systems with those less 

effective performance management systems.

 ● Organizations with better performance management systems are more likely to have 

a recognition program in place compared with organizations with less effective PM 
systems. 

 ● Organizations using continuous performance management and recognition at the same 

time tend to be happier overall with their PM systems. 

 ● Organizations with better performance management systems are more likely to use 

feedback from recognition in raise and promotion decisions. 

 ● Organizations with better performance management systems are also more likely to 

review performance and recognition systems during the onboarding process. 
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Performance Management

How Widely Used Are Performance Management 

Systems?

Finding: The vast majority of participants say their organizations 

use a performance management system

Most (92%) participants today use a performance management 

system. In the late 1990s, partly due to the advent of the 

internet, organizations began using technology to manage the 

employee performance management process. 

Over the years, performance management practices have 

tended to evolve from highly subjective conversations 

led by employees’ managers (and the use of 

paper-based review forms) to more sophisticated 

systems that may include components such as 

key competencies, performance targets, self-

appraisals, 360 reviews, and more. Traditionally, 

the review process had occurred on an annual or biannual basis. More 

recently, some experts have begun advocating for a more frequent review 

and feedback process.

92%

8%

Have a system

Do not use

Performance Management System Usage

Only 8% do not 

use a PM system
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What Is Driving Performance Management 

System Usage?

Finding: Employees are most motivated to use a performance 

management software when it is tied to career trajectories and 

promotions 

Getting employees to correctly use any system—whether it’s 

technology-based or not—can be a difficult process. So, what 
factors motivate employees to use a PM software?

About one-third (34%) of participants say employees 

are most motivated by linking the PM software to 

career trajectory and promotions. However, some cite 

other factors, with about one quarter indicating that 

employees will use the software when other managers 

and leaders use it (25%). Similarly, others said 

employees will use it when it is tied to bonuses and 

rewards (24%).

34%

25%

24%

10%

1%

0 5 10 15 20 25 30 35

Is tied to employees’ 
career trajectory and 

promotions

Is regularly used by 
managers/leadership

Is tied to rewards, 
bonuses, etc.

Is required for 
employees to use

Is public

Survey Question: Which of these factors do you think best motivates 

employees to use performance management software? (select one)

Career trajectory 

and promotions 

inclusion are 

important to PM 

software usage
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Finding: Unconscious bias is likely impacting many manager-

employee relationships

When we asked organizations to indicate if unconscious bias is affecting 
some manager-employee relationships, half said yes and another 36% said 

maybe. 

Respondents were also asked if they would prefer to work with a “technology 

system” that helps remove bias from the performance reviews/management 

process. Fully 68% of respondents said they would. 

Finding: Nearly half of participants said revamping their 

performance management process will be a priority over the 

next two years

Participants indicate that they have a variety of priorities across the next 

couple of years, as shown below. Most employers are focusing on employee 

50%

14%

36% Yes

No

Maybe/it could be

Survey Question: Do you believe unconscious bias (defined as social 
stereotypes that individuals are not consciously aware of) is impacting 

some teams (e.g. manager- employee relationship)?

Only 14% stated 

that bias is 

not impacting 

decisions
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retention (71%). This is not surprising given the record low levels 

of unemployment.  Nearly as many are prioritizing increasing or 

maintaining employee productivity, which is also unsurprising 

given the stagnant rates of productivity growth in recent years. 

In light of some of these goals, it is promising to see 

many organizations (47%) are also planning to prioritize 

the improvement of their performance management 

processes. These three items are, after all, closely 

related. Poor performance systems can cause 

employees to voluntarily leave organizations, and 

they can have a serious impact on engagement and 

productivity. Therefore, improving performance 

management may well help organizations achieve 

their other two high priorities.

71%

67%

47%

35%

9%

Retaining employees

Increasing or 
maintaining employee 

productivity

Revamping the 
performance 

management process

Making your workplace 
more inclusive/diverse

Other

0 10 20 30 40 50 60 70 80

Survey Question: In your organization, which of these items will be a 

priority over next two years? (select all that apply)

There is a strong 

interrelationship 

among the top 

three future 

priorities
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How Successful Are Performance Management 

Systems?

Finding: Only about one-third of respondents rate their 

performance management system as excellent or good 

Just 7% of organizations rate their systems as excellent and one-quarter 

think their systems are good. The remainder rate their systems as average or 

worse.  

There are several reasons most organizations are uninspired by their 

performance systems. First, in general, performance management is hard 

and often dreaded by HR, managers and employees. As a manager, it takes 

time to collect and deliver feedback from multiple constituents, particularly 

when reviews occur just once per year and it is difficult to remember what 
transpired. 

It can be even more difficult for multiple stakeholders to gauge employee 
performance—often for purposes of promotions and raises—across a 

multitude of regions and job levels. Managers are often so busy (or have too 

many direct reports) that they have a hard time remembering what happened 

just last week, never mind several quarters ago. 

The configuration of the process itself can be as 
difficult as the appraisal portion. For example, some 
managers complain that there is not enough room 

on the review form to adequately give the feedback 

necessary to support certain measurement criteria 

or competencies. Consider how difficult it is for a 
manager to explain to an employee why they were 

passed over for a particular promotion when they 

appeared to have met all of the job requirements. 

Not having such detail on-hand also affects other 
departments, such as workforce planning and 

recruiting. Moreover, there are engagement 

implications for the employee base as well. 

These are just a few reasons organizations 

may not be giving their performance 

systems high marks.
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47%

25%

16%

7%

5%

Excellent

Good

Average

Poor

Very poor

0 10 20 30 40 50

Survey Statement: How would you rate your organization’s current 

performance management system?

Only 7% rate 

PM systems as 

excellent while 

another quarter 

rate them as good
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Continuous Performance 

Management

How Widely Used Is Continuous Performance 

Management?

Finding: Only about one-third of participants use continuous 

performance management

Continuous performance management (CPM) is defined as performance 
management that occurs on an ongoing basis rather than just once or twice a 

year. It includes processes such as as-needed goal setting, regular check-ins 

with managers and real-time feedback. Although performance management 

systems today are widely-adopted, only one-third of those with systems use a 

CPM system.

32%

68%

Yes

No

Survey Question: Does your organization currently use a continuous 

performance management system?

CPM systems 

remain the 

exception rather 

than the rule 



12 www.hr.com | 877-472-6648 copyright © HR.com 2018

Moving Towards Continuous Performance Management

Finding: Few participants say their organizations are planning to 

implement a CPM, but many are exploring the idea

Of the two-thirds who responded that they are not currently 

using a CPM system, only 15% plan to implement one, as 

shown below. Interestingly, though, about half say they are 

exploring the idea.

This suggests that, because the concept of CPM 

is relatively new, some practitioners are still 

unfamiliar with it or trying to figure out if (and how) 
it will improve employee performance. Some 

organizations may understand CPM but may not 

be ready to revamp their overall performance 

management process due to competing 

priorities, budget or other cultural issues.

15%

52%

33%

Yes

Maybe,

we are exploring

No

Survey Statement: Does your organization plan to implement a 

continuous performance management system?

Just 15% 

specifically plan 
to implement CPM
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How Successful Are Continuous Performance 

Management Systems?

Finding: Most respondents think CPM, 

which tends to incorporate feedback more 

often, is superior to the traditional annual 

review process

The majority of respondents (89%) think continuous 

performance management is superior to the annual 

or bi-annual review process. Some experts argue 

that by using CPM, employees will get more 

growth-oriented feedback about goals and, as 

a result, will be more likely to achieve those 

goals. 

89%

11%

Yes

No

Survey Question: Generally speaking, do you feel that a continuous 

performance management system is superior to an annual or bi-annual 

process?

The large 

majority of HR 

professionals 

think CPM is 

superior to the 

bi-annual review 

process
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Employee Recognition

How Widely Used Are Recognition Programs?

Finding: Roughly three-fifths of respondents have a company-
sponsored employee recognition program 

About three-fifths of respondents (57%) today use a company-sponsored 
recognition program. Overall, the adoption of recognition programs lends 

support to the previous finding that CPM could potentially help improve 
overall performance management. After all, recognition is often provided on 

a more just-in-time basis than annual performance appraisals.

57%

43%

Yes

No

Survey Question: Do you have a recognition program in place for 

employees? (Note: such programs are set up by a company to reward 

performance and/or motivate employees)

Many 

organizations 

today incorporate 

a company-

sponsored 

recognition 

program
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Finding: About one-quarter of respondents without a company-

sponsored recognition program say they will implement one 

Of the two-fifths who responded they are not currently using a recognition 
program, about a quarter are planning to implement one and another 46% 

are exploring the possibility. These trends suggest that recognition programs 

could become considerably more prevalent in the next several years. 

31%

23%

46%

Yes

No

No, but we are

exploring the

possibility

Survey Question: Are you planning a recognition program for 

 the future?

Nearly half of 

those without a 

current program 

are exploring 

the possibility of 

implementing one
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What Do Recognition Systems Look Like?

Finding: In general, the majority of HR professionals interpret 

positive feedback as a form of recognition 

Today, the vast majority of HR professionals (89%) view positive feedback as 

a form of recognition. Recognition can be a simple acknowledgement/thank 

you message and may or may not be accompanied by some type of gift.

89%

11%

Yes

No

Survey Question: Do you consider positive employee feedback a form 

of recognition?

The large majority 

think positive 

feedback is a form 

of recognition
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Finding: Organizations tend to recognize a mix of 

accomplishments 

When we asked respondents to indicate what accomplishments managers 

are most likely to recognize, about one-third selected promotions/title 

changes. But nearly as many chose teamwork/successful collaboration 

(28%) and excelling at an internal project (26%). In practice, respondents 

likely recognize employees for all these contributions.

32%

28%

26%

9%

5%

A promotion or title 
change

Teamwork/successful 
collaboration

When somebody excels on 
an internal project

Other

Cross-functional work

0 5 10 15 20 25 30 35

Survey Question: At your organization, what would managers be most 

likely to recognize publicly? (select one)

Recognizing 

promotions 

and teamwork/

collaboration 

used most often
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Finding: About half of the time recognition feedback can be seen 

by everyone

Among those with recognition programs, roughly half (47%) of participants 

allow the whole company to see when recognition occurs, while just 10% 

keep recognition very private. A little more than two-fifths (43%) make 
recognition partly public and partly private. 

Across the past few years, in an effort to increase employee engagement, 
many organizations have made recognition visible to everyone so 

employees would have a more cohesive view of the goals the company is 

trying to achieve. Moreover, by making recognition more public, there is 

more transparency into criteria and it is less likely that bias will enter the 

everyday decision-making process. 

Of course, recognition that is perceived as unfair or unwarranted may do 

more harm than good to employee morale, so the transparency level alone 

is not enough to guarantee the effectiveness of recognition programs.

47%

43%

10%

The whole company from CEO to intern can see when someone 

has been recognized

Some recognition can be seen by everyone but some is restricted 

to certain managers

Only the people receiving the recognition can see it

Survey Question: How can you best describe your recognition system?

A lot of the time 

recognition 

can be seen by 

everyone
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How Successful Are Recognition Programs?

Finding: Forty-six percent rate their recognition systems as 

excellent or good 

Although only 8% of organizations rate their recognition systems as 

excellent, nearly two-fifths think they are good. The remainder rate their 
systems as average or worse. When they work well, systems that provide 

positive feedback help to visibly support organizational goals and objectives, 

and they can improve culture and employee engagement levels. 

38%

45%

7%

2% 8%

Excellent

Good

Average

Poor

Very poor

Survey Statement: How would you rate your organization’s current 

recognition system?

More than 

half view their 

systems as 

average or worse
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Finding: Recognition system ratings are significantly higher than 
performance management system ratings

Nearly half (46%) of recognition system users rate their systems as 

excellent or good, while just one-third (32%) rate their performance 

management systems as excellent or good. One possible reason 

organizations may be more satisfied with their recognitions systems is 
because feedback relative to goals is given more regularly. The other reason 

is that, in general, recognition focuses more on the positive, which tends to 

be an easier task for managers than providing growth-oriented feedback or 

preparing for poor-performance discussions. 

Still, more than half of participants see their performance and recognition 

systems as mediocre or poor. This may be partly due to the lack of solid 

feedback (e.g., busy managers forget to capture or collect timely feedback), 

but there are likely other issues as well. For example, there could be 

technology integration problems that apply across individual departments or 

the enterprise at large. 

Total 32%

Total 46%

Performance Management

system ratings

Excellent

Recognition

system ratings

0

10
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30

40
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25%

38%

7% 8%

Good

Respondent ratings of performance management systems and 

recognition systems

Recognition 

systems are 

seen in a more 

positive light 

than performance 

management 

systems
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What Is the Impact of Recognition Programs?

Finding: Employee feedback and recognition drives engagement 

better than perks and bonuses

When we asked organizations to choose the most effective 
action HR can take to increase employee engagement, 

we found most a mix of perspectives. However, nearly 

two-thirds indicated that providing more feedback 

(39%) and employee recognition (28%) are both 

more important than perks and bonuses (11%) and 

diversity initiatives (10%). The remaining 12% were 

specific references to setting goals correctly and 
improving overall communication and training. 

This means most participants do not think 

that perks and bonuses are as important 

as feedback and recognition program 

efforts when it comes to driving employee 
engagement. 

0 5 10 15 20 25 30 35 40

39%

28%

11%

10%

Provide more 

feedback

Provide employee 

recognition

Offer perks and 

bonuses

Have diversity 

and inclusion 

programs in place

Survey Question: In your organization, what is the most effective action 
HR can take to increase employee engagement?

Feedback and 

recognition are 

seen as driving 

engagement more 

than perks and 

bonuses
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Finding: Organizations are failing to regularly 

incorporate employee recognition into promotion and 

compensation decisions

Just about two-fifths of respondents regularly use recognition feedback 
for employee raise and promotion decisions. This could be one of the 

reasons many organizations are not satisfied with their performance and 
recognition systems. Feedback often fails to be included in discussions 

about promotions and raises, partly because managers forget about it (e.g., 

it was discussed but by the time the review occurred, the manager or other 

reviewer forgot about it because it was not documented). 

It is also possible that an organization has no way of transferring recognition 

data into their performance management systems (e.g., recognition and 

performance management systems are not integrated) because the 

technology configurations/platforms do not allow for the transfer of the data 
required. On the other hand, some organizations may be intentionally trying 

to keep recognition separate from the review process. Some organizations 

think it is better to make recognition a no-pressure situation.

10%

31%

31%

Always

Usually

Sometimes

Seldom

Never

0 5 10 15 20 25 30 35

18%

10%

Survey Question: How often do you factor in employee recognition 

when considering employees for a raise or promotion?

In most 

organizations 

that collect this 

data, recognition 

information is not 

typically included 

in discussions 

about promotions 

and raises
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Finding: Most organizations do not discuss recognition systems 

during the onboarding process

Just three-fifths of participants discuss performance 
management system (60%) expectations during the 

onboarding process, and far fewer discuss recognition 

(40%). The onboarding process is a busy one and there 

is a lot to cover (e.g., legal paperwork, payroll, history 

of the organization and potentially training for the new 

role).  

Managers are often so excited to have their new 

hires begin contributing that they fail to tell them 

about how their performance will be gauged. 

Hence, it is possible that many employees do 

not really understand how and when they will 

be reviewed (or how and when they should 

receive feedback). 

59%

40%

26%

26%

Peformance 

management system

Employee recognition 

system

Employee diversity 

program

Other

0 10 20 30 40 50 60

Survey Question: What does your organization cover in its employee 

onboarding process? (select all that apply)

Nearly three-fifths 
of organizations 

discuss the 

performance 

management 

system during the 

onboarding 
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Practices Linked to a Greater 

Chance of Success

How Can We Classify High Performers?

We conducted various analyses in order to gain insights into which practices 

appear most likely to result in greater satisfaction with performance 

management. To accomplish this, we segmented the data according to 

how highly participants rated their performance management systems. 

Specifically, we looked at: 

 ● High Performers are those respondents from organizations with better 

performance management systems: that is, those that rated their 

performance systems as excellent or good

 ● Lower Performers are those respondents from organizations with less 

effective performance management systems: those that rated their 
performance systems as average, poor or very poor

Of course, correlation is not the same as causation. While we cannot 

state that any particular practice will definitely result in better performance 
management or employee recognition outcomes, the practices below 

point to intriguing relationships in that they are more likely to be used by 

organizations that give their performance management systems high marks.
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Percent Using a CPM

60%

32%

20%
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High Performers Average Lower Performers

Survey Question: Does your organization currently use a continuous 

performance management system? [Percent of those that said they do ]

High Performers 

are three times 

more likely than 

Lower Performers 

to use continuous 

performance 

management

What Do High Performers Do Differently?

Finding: High Performers are more likely to use 

continuous performance management systems 

High Performers—that is, organizations with better 

performance management systems—are more likely to 

use a continuous performance management system 

than Lower Performers—that is, organizations with 

less effective performance management systems. 
In fact, three-fifths (60%) of High Performers have 
a continuous performance management system 

in place, compared with just one-fifth (20%) 
of Lower Performers. We should note that 

this does not necessarily mean the annual 

and bi-annual review process goes away 

completely. 
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Finding: Most High Performers have a recognition program in 

place 

High Performers are more likely than their less effective counterparts to 
have a recognition program in place. In fact, more than two-thirds (68%) 

have a recognition program in place compared with just over half of those 

with less effective PM systems (55%).  

Many recognition programs are designed to acknowledge a job well 

done immediately after a well-defined goal is achieved. This, in turn, may 
create an environment where the employee receiving the praise and other 

employees witness that acknowledgement are continually more motivated 

and engaged in their work environments. It is also possible that, because 

employees are acknowledged (or see others praised for their efforts), they 
may be more open to growth-oriented feedback, making the review process 

a more welcomed employee-manager event.  
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Finding: Those using CPM and recognition tend to be happier 

with their PM systems overall

Organizations that use continuous performance 

management systems and also have a recognition 

program in place are about two times more likely than 

average to view their performance management 

systems as being good or excellence. Of course, 

these specific programs might not actually be driving 
up performance management success. Perhaps 

they’re just a sign that these organizations have 

a greater commitment to improving employee 

communication and engagement. These findings 
do suggest, however, that organizations 

might benefit by experimenting with these 
more innovative approaches to managing 

performance.
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Average Performance, CPM and Recognition
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Finding: High Performers tend to incorporate 

employee recognition when making compensation and 

promotion decisions

High Performers are more likely to use feedback from recognition when 

making compensation and promotion decisions. In fact, nearly two-thirds of 

such organizations (63%) factor in recognition for this purpose, compared 

with just two-fifths (32%) of Lower Performers. 

Percent that always or usually factor in recognition

for raises and promotions

Total 63%

Total 40%
Total 32%
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Survey Questions: How often do you factor in employee recognition 

when considering employees for a raise or promotion ?

Nearly two-

thirds of High 

Performers factor 

recognition 

into raise and 

promotion 

discussions
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Finding: High Performers are more likely to make recognition 

visible to the entire organization

High Performers are more likely to let recognition be seen by everyone. 

About three-fifths of such organizations (58%) let everyone in the company 
from the CEO to the intern see the recognition system, compared with about 

two-fifths of Lower Performers (that is, those with less effective PM systems) 
(39%). In other words, organizations that are happier with their systems 

overall tend to see value in giving employees transparent criteria and public 

acknowledgment every time someone achieves a goal.
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Survey Question: How can you best describe your recognition system ?
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Finding: High Performers are more likely to review performance 

and recognition systems during the onboarding process

When it comes to onboarding, nearly three-quarters of High Performers 

(74%) review performance management systems, compared 

with just 57% of Lower Performers. What’s more, about half of 

High Performers (53%) discuss employee recognition systems 

during the process, which is significantly higher than 35% for 
Lower Performers. 

By reviewing such programs early on in an employee’s 

tenure, employers might increase the chances that new 

hires will have a greater understanding about when 

(and how) to use feedback and recognition within the 

organization.
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Survey Question: What does your organization cover in its employee 

onboarding process? (select all that apply) 
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Top Takeaways

Taken as a whole, today’s conventional performance management process is broken. To get a better 

return on investment on PM, many organizations will need to adjust or even overhaul their systems. 

Below are suggestions for improving the overall process. 

Focus on removing bias from the process. Most study participants think 

that unconscious bias is impacting some teams within their organizations. 

Bias can negatively impact employee productivity, engagement and 

retention. To begin, take a look at performance criteria to see if they are 

fair, transparent and understood by all managers and employees. Are core 

competencies up-to-date? Consider what structures are currently put in place 

so managers and employees can harmoniously work together to achieve 

goals and be excited about them. Determine what may be working well and 

make a list of what may be causing issues.

1

Adopt or refine recognition programs to encourage employees to 
achieve their goals. Many employees struggle with understanding how 

their work contributes to the organization’s vision, values and key objectives. 

A high-quality recognition system with well-defined goals will positively 
reinforce what is expected on a regular basis in an unobtrusive way. 

Consider making recognition transparent to the rest of the organization. That 

way, there is less room for bias to enter the decision-making process. Keep 

in mind that although positive recognition is pleasing and motivating to many, 

it is more successful when employees also get growth-oriented feedback. 

Consider questions such as “Are we giving too many positive messages 

without feedback for growth and development?” and “Are we giving away too 

many rewards and not enough feedback?”

2

Take note of employee career goals and aspirations. As part of managing 

performance, it is important for managers to understand what will motivate 

their employees. One way to do this is by documenting employee career 

goals and aspirations. Trained managers and HR may well be able to help 

employees develop realistic expectations and set goals to help them get there.

3
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Consider incorporating recognition into raise and promotion decisions. 

Most study participants agreed that feedback is crucial to driving employee 

engagement (even more important than bonuses and perks). Most of 

the time, however, feedback from recognition programs is not included in 

promotion or raise discussions. Having recognition data across the entire 

employee-base in-hand during the pay-for-performance period might help the 

organization make accurate and fair reward and promotion decisions. 

5

Explore reconfiguring technology systems to improve satisfaction with 
performance management. If your organization is revamping performance 

management, look at the specifications and configurations of performance 
technology and how it integrates with other applications (e.g., recognition, 

internal mobility, succession). 

6

Consider using a CPM system to give the organization the best chance 

of improving performance. Consider the frequency as well as the balance 

of positive and constructive feedback within your organization. Because 

CPM gives feedback on a more frequent basis, it is more likely that anything 

preventing an employee from achieving a goal will be discussed and 

managed almost immediately as opposed to waiting until year-end when it is 

less likely that anything can be done. CPM gives managers the opportunity 

to collect and communicate constructive/growth-oriented feedback to share 

with the employee. During review time, employees generally do not like 

to be blind-sided by new information. On the other hand, when regular 

growth-oriented and positive feedback (from multiple constituents) about 

performance is shared with employees, goals are more likely to stay on 

track and employees are more likely to stay engaged. Moreover, CPM gives 

the organization more control over reaching its financial objectives because 
departmental and individual goals get the attention they deserve and it 

becomes easier to manage tasks such as recruiting or succession planning.

4
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Investigate incorporating PM and recognition into the onboarding 

process. Our study shows many organizations are failing to train new 

employees about how performance is managed and how (and when) to give 

recognition. Consider adding training about recognition during onboarding. 

That is, discuss with a new hire how they should recognize others and 

also tell them how they should expect to be recognized. Likewise, consider 

creating materials for onboarding that communicate the frequency and the 

overall process for performance management. 

7

Create “how to give feedback” training programs for managers. 

Managers are not always prepared to give growth-oriented feedback 

in a non-threatening way, often because they lack experience or the 

communication skills. For example, a manager may know what to 

recognize but may not know how to properly acknowledge an individual 

or a team. Moreover, some managers are unfamiliar with the process of 

giving rewards that are commensurate with the feedback received (e.g., 

what should the value of a perk or spot bonus be and when should a 

simple thank you message be sufficient?). Proper training will likely help to 
reinforce expectations, remove much of the bias from the process, improve 

productivity and also keep employees engaged over the long-term.

8
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About HR.com

HR.com strives to help create inspired workforces by making HR 

professionals smarter. Over 1,100,000 HR professionals turn to HR.com as 

the trusted resource for education, career development, and compliance:  

thousands of online lessons and tips in the HR Genius on-demand training 

library, 400+ informative webcasts and virtual events yearly, the largest 

HR certification exam preparation practice supporting SHRM and HRCI 
certification, a legal compliance program, community networks, blogs, 
career planning, 12 monthly themed interactive HR epublications, 35+ 

primary research reports, and up-to-date industry news onsite daily. HR.com 

offers the best training and networking for HR professionals globally 
24/7/365. www.HR.com

About BetterWorks

BetterWorks ® is HR software to align, develop and activate your workforce 

for business growth. Organizations are able to replace outdated, ineffective, 
universally loathed annual review processes with powerful continuous 

performance management programs that help managers be better at 

the conversations, coaching and development necessary to inspire and 

motivate the entire workforce to meet today’s goals and be ready for 

tomorrow’s challenges. Learn more at betterworks.com

http://www.hr.com
http://www.betterworks.com

