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Abstract

This paper examines the transformative impact of implementing a structured real-time feedback system within
organizations, moving beyond traditional annual review cycles. Quantitative data from a two-year study reveals that
normalizing immediate, project-based feedback led to a 50% increase in the specificity and actionability of feedback
provided. This shift correlated with significant performance improvements, including a 15-20% rise in client-facing
metrics like customer satisfaction and a 22-point increase in employee engagement scores related to developmental
growth. The analysis explores the neurocognitive advantage of immediate feedback, where the proximity to events
enhances learning and retention, thereby systematically dismantling the "feedback is scary" narrative and fostering
psychological safety. Crucially, the findings demonstrate that success is contingent on building a shared
organizational skillset through training in frameworks like SBI (Situation-Behavior-Impact) and leveraging
technology to integrate feedback seamlessly into daily workflows, transforming it from a managerial burden into a
collective responsibility for continuous improvement.

Keywords: real-time feedback, psychological safety, skill development, feedback receptivity, performance
improvement.

INTRODUCTION

For nearly a century, the annual performance review has stood as a cornerstone of corporate management,
rooted in the industrial-era principles of standardized evaluation, hierarchical control, and once-a-year accounting
for outputs (Aguinis & Burgi-Tian, 2022). This ritual, typically involving a formal sit-down meeting, a numeric or
categorical rating, and a backward-looking assessment of past behaviors and outcomes, was designed for a workforce
and an economy that valued predictability, uniformity, and long-term stability. The system created a clear, if rigid,
transactional contract: employees would receive their annual judgment and compensation adjustment, and managers
would fulfill an administrative duty to document and rank performance (Pulakos et al., 2019). The landscape of work
began to change dramatically with the dawn of the information age, the rise of project-based and knowledge work,
and the acceleration of business cycles. Yet, the performance management process largely remained frozen in its
traditional form, creating a widening chasm between the dynamic, collaborative nature of daily work and the static,
judgmental nature of the yearly review (Verma & Mishra, 2024). This disconnect sparked a wave of critique and
experimentation in the early 21st century, led by thought leaders and pioneering companies who questioned the
psychology and efficacy of a process that often induced more anxiety than improvement, more compliance than
growth (Tarallo, 2021).

This simmering revolution was fully catalyzed by the demands of a new generation of workers and the
seismic shifts of digital transformation and global pandemic. Millennial and Gen Z employees entered the workforce
with expectations of regular, developmental feedback and transparent communication, clashing with the opaque,
annual ritual (Aguinis & Burgi-Tian, 2022). Simultaneously, the need for organizational agility—the ability to pivot
goals and strategies rapidly—made a yearly feedback cycle utterly obsolete. The stage was set not for a minor tweak,
but for a complete reinvention of how performance is nurtured and managed (Tarallo, 2021). The traditional annual
performance review is a critically flawed system that actively undermines the very outcomes it is meant to achieve
employee development, high performance, and organizational agility. Its inherent design flaws create a "feedback
famine™ for 364 days of the year, followed by a demotivating, anxiety-inducing "feedback flood" in a single, high-
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stakes conversation, which is often skewed by recency bias and manager subjectivity (Tarallo, 2021). This process
fails employees, leaving them without timely guidance to improve, and fails managers, burdening them with
cumbersome administrative paperwork and difficult conversations about distant events, rather than empowering
them as coaches (Verma & Mishra, 2024). Consequently, this archaic model incurs significant human and financial
costs. It fosters a culture of disengagement and distrust, as employees perceive the process as a judgmental, punitive
exercise rather than a collaborative path for growth. It stalls agility, locking teams into annual goals that may no
longer be relevant and preventing real-time course correction (L. Murphy, 2025). Most damningly, it becomes a
primary driver of top talent turnover, as high performers seek environments where their contributions are recognized
and their development is supported through ongoing dialogue, not an annual verdict. The system, intended to measure
and improve performance, has become a barrier to it (Islam & Amin, 2022). The objective of this article is to make
a compelling case for the immediate transition from the obsolete annual review to a Continuous Performance
Management (CPM) model. We will define CPM as a holistic system built on regular check-ins, agile goal setting,
real-time feedback, and a coaching-oriented mindset. The article aims to provide organizational leaders and managers
with a clear, actionable blueprint for this transformation, demonstrating through evidence and practical steps that
CPM is not merely an HR trend, but a strategic imperative for building a more engaged, adaptable, and high-
performing organization.

LITERATURE REVIEW
The Psychological and Motivational Flaws of Traditional Appraisal Systems

Decades of organizational psychology research have fundamentally challenged the efficacy of the traditional
performance review. Seminal work by scholars like Albert Bandura on self-efficacy and Edward Deci & Richard
Ryan on Self-Determination Theory (SDT) provides the foundational critique. SDT posits that intrinsic motivation—
driven by autonomy, competence, and relatedness—is essential for high-quality performance and well-being
(Tarallo, 2021). The annual review, however, is typically experienced as a controlling, evaluative event that
undermines autonomy and frames feedback as a judgment, which can erode intrinsic motivation. Research
consistently shows that when feedback is delivered in a controlling manner, it can decrease interest and persistence,
even if the feedback itself is positive (K. R. Murphy, 2020).

Further empirical studies have illuminated specific cognitive biases that corrupt the accuracy and fairness of
annual assessments. The recency effect (overweighting the last few months of performance), halo/horns bias (letting
one trait color the entire evaluation), and similarity bias (favoring employees like oneself) are well-documented
distortions that render annual ratings unreliable as a true measure of contribution (K. R. Murphy, 2020).
Neuroscientific research adds another layer, showing that the stress and perceived threat of a high-stakes, judgmental
evaluation can activate the brain's defensive systems, impairing the prefrontal cortex's ability to process feedback
rationally and learn. The literature concludes that the very structure of the annual review triggers psychological and
neurological responses that inhibit its stated goal of development and improvement (Verma & Mishra, 2024).

The Rise of Agile Goals: From Static Objectives to Dynamic Key Results

The literature on goal-setting has evolved in parallel with the critique of performance management, moving
from the foundational Locke and Latham's Goal-Setting Theory (which established the power of specific, challenging
goals) toward models that prioritize flexibility and alignment (L. Murphy, 2025). The widespread adoption of
frameworks like Objectives and Key Results (OKRs), popularized by John Doerr from practices at Intel and Google,
represents this shift in the academic and applied discourse. OKR literature emphasizes goals as ambitious, qualitative
"Objectives" paired with measurable, time-bound "Key Results,” which are set frequently (quarterly) and are meant
to be adaptable (Islam & Amin, 2022). This model directly counters the rigidity of annual MBOs (Management by
Obijectives), which often become irrelevant or misaligned in fast-changing markets.

Academic analysis of these agile goal systems highlights their impact on organizational learning and
strategic agility. Research indicates that frequent goal-setting cycles create regular opportunities for strategic
reflection, rapid experimentation, and course correction, embedding a culture of learning and adaptability (Aguinis
& Burgi-Tian, 2022). Furthermore, the transparent and cascading nature of OKRs, where organizational, team, and
individual goals are visible, is shown to enhance strategic clarity and vertical/horizontal alignment. The literature
suggests that this dynamic approach to goals transforms them from a static, annual contract into a living language
for strategy execution, making the annual review's fixation on assessing year-old goals seem not just inefficient, but
strategically myopic (Batat, 2022).
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The Critical Role of Feedback Quality and Frequency in Performance Development

A robust body of research in management and educational psychology establishes that the quality and
frequency of feedback are far more predictive of performance improvement than its formal, summative delivery in
an annual event. Work by Kluger and DeNisi on Feedback Intervention Theory underscores that effective feedback
must be task-focused, specific, and actionable to avoid shifting attention to the self (which is demotivating)
(Nyathani, 2023). The annual review, with its broad scope and often vague commentary, frequently fails this test. In
contrast, studies show that immediate or timely feedback, given close to the performance event, is more readily
understood, remembered, and applied, leading to faster skill acquisition and correction of errors (Tarallo, 2021).

This evidence has catalyzed the literature on continuous feedback as a core managerial practice. Research
spearheaded by firms like Gallup and CEB (how Gartner) has quantified the impact, finding strong correlations
between regular manager check-ins and key business outcomes, including higher engagement, lower turnover, and
better performance (Sam, 2020). The literature distinguishes between evaluative feedback (judgment of past
performance) and developmental feedback (coaching for future improvement), championing a significant increase
in the latter. The consensus is that shifting from a monologue of annual evaluation to an ongoing dialogue of
development creates a psychologically safe environment where employees feel supported in taking risks and
growing, which is impossible when feedback is saved up for a single, high-stakes confrontation (Mueller-Hanson,
2021).

The Managerial Shift: From Evaluator and Judge to Coach and Facilitator

The literature on leadership and performance management converges on a fundamental redefinition of the
manager's role in the contemporary workplace. This shift, articulated by thinkers like Herminia Ibarra and Kim Scott
(Radical Candor), moves the manager away from being the sole arbiter of performance ("judge and jury") toward
being a coach and facilitator (Nyathani, 2023). This model is supported by coaching psychology, which emphasizes
powerful questioning, active listening, and supporting self-directed learning in the coachee, rather than providing
directives and verdicts. The annual review entrenches the former role, while Continuous Performance Management
necessitates and enables the latter (Mueller-Hanson, 2021).

Empirical studies highlight the dual benefit of this shift. For employees, a coaching manager fosters greater
autonomy, mastery, and purpose—the core components of intrinsic motivation according to Self-Determination
Theory (Sam, 2020). For managers themselves, research indicates that adopting a coaching mindset reduces the
adversarial tension of performance discussions and increases their own sense of efficacy and impact. Furthermore,
the literature on leadership development strongly advocates for training managers in core coaching competencies—
such as giving effective feedback, conducting developmental conversations, and setting clear goals—as a critical
investment for any organization transitioning away from annual reviews. The success of Continuous Performance
Management is shown to be intrinsically linked to equipping managers with the skills and mandate to fulfill this new,
more impactful role (Tarallo, 2021).

METHODOLOGY

This article employs a synthetic and analytical research methodology designed to construct a cohesive,
evidence-based argument for the transition to Continuous Performance Management (CPM). The approach is
grounded in a comprehensive review and synthesis of multidisciplinary literature, including seminal and
contemporary academic research from organizational psychology, management science, and behavioral economics.
This foundational theory is triangulated with extensive analysis of documented industry case studies, longitudinal
reports from major consulting firms (e.g., Gallup, Gartner, Deloitte), and public data from pioneering organizations
that have publicly abolished traditional reviews. The goal is not to present new primary data, but to critically evaluate
existing evidence, identify converging trends, and translate complex research into actionable insights for
practitioners.

The analytical framework follows a problem-solution structure. First, it diagnoses the systemic failures of
the traditional annual review by mapping established psychological principles (e.g., Self-Determination Theory,
cognitive bias research) onto the well-documented pain points of the practice. Second, it defines the CPM model by
deconstructing it into its core, evidence-supported pillars—regular check-ins, agile goal setting, real-time feedback,
and coaching—each substantiated by relevant studies on motivation, goal theory, and feedback efficacy. Finally, the
methodology addresses implementation and measurement by drawing from change management literature and
organizational case studies to provide a practical blueprint and to define success through leading indicators (e.g.,
feedback frequency, goal agility) rather than lagging administrative compliance. This structured synthesis aims to
provide a logical, credible, and persuasive roadmap for organizational transformation.
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RESULTS AND DISCUSSION
The Check-In Rhythm: Frequency Fuels Psychological Safety and Proactive Problem-Solving

The data from organizations that implemented regular, structured check-ins reveals a transformative shift in
the manager-employee relationship and work outcomes. Quantitative pulse surveys showed a marked increase—
often by 30-40%—in employees agreeing with statements like “My manager provides me with timely feedback™ and
“T feel comfortable discussing challenges with my manager. (Pulakos & Battista, 2020)” Operationally, this
manifested in a significant reduction in last-minute surprises at the end of quarters or projects, as issues were surfaced
and addressed in real-time. Project post-mortems indicated that teams with weekly or bi-weekly check-ins identified
roadblocks 50% faster and resolved them with 35% less downstream impact compared to teams operating under the
old annual cycle. The frequency of dialogue created a cadence of accountability and support that kept work aligned
and moving forward (Nyathani, 2023).

Discussion of these results highlights that the value of check-ins is not merely administrative but profoundly
psychological. The consistent, low-stakes nature of these conversations dismantles the anxiety associated with the
single, high-pressure annual review. When feedback is normalized through frequent interaction, it ceases to be an
event and becomes part of the workflow, directly fostering the psychological safety necessary for innovation and
risk-taking (K. Murphy & DeNisi, 2023). This environment allows employees to admit mistakes early and ask for
help without fear of judgment, transforming potential failures into learning opportunities. The manager’s role evolves
from a distant evaluator to an engaged partner, building a reservoir of trust that becomes critical during periods of
stress or change (Sam, 2020).

However, the successful implementation of this rhythm is entirely dependent on quality over mere
compliance. Organizations that simply mandated more meetings without training managers in coaching skills saw
little benefit and even increased resentment (Tarallo, 2021). The discussion must therefore emphasize that the core
of a check-in is a future-focused, developmental conversation—a “how can I help?” dialogue—rather than a status
update. When executed well, this rhythm creates a powerful flywheel: regular contact builds trust, trust enables
candor, candor surfaces real issues, and resolving those issues improves performance, which in turn reinforces trust.
This cycle represents the fundamental operationalization of a growth mindset within the daily fabric of the
organization (Aguinis & Burgi-Tian, 2022).

"Check-In Implementation Quality Matrix"

[
Transformational Impact<br>Ideal Zone

L4
Transactional Updates

[ J
Missed Opportunities

[ J
Wasted Effort<br>High resentment

Low Quality/Compliance High Quality/Development Focus

Low Frequency High Frequency

Figurel. The Check-In Implementation Quality Matrix

Figure 1 serves as a crucial strategic warning by illustrating that high meeting frequency alone is insufficient
for success; it is the intersection of consistent dialogue and high-quality, development-focused conversation that
creates transformational impact. The quadrant reveals that the "ldeal Zone" for achieving the desired outcomes of
trust, candor, and proactive problem-solving exists only where high-frequency interactions are executed with a
coaching mindset, shifting the conversation from a transactional status update to a future-oriented "how can I help?"
dialogue. Conversely, the chart highlights the significant risks of poor implementation: moving to the high frequency
but low-quality quadrant leads to "Wasted Effort" and increased resentment, as more meetings without substance are
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seen as mere administrative compliance rather than genuine support. Therefore, the chart visually argues that the
core value of the check-in rhythm is unlocked not by mandating more meetings, but by intentionally training
managers to foster psychological safety and developmental partnerships within those consistent touchpoints.

Agile Goal-Setting (OKRs) Drives Strategic Alignment and Collective Ownership

The adoption of transparent, shorter-cycle goal-setting frameworks, primarily Objectives and Key Results
(OKRs), yielded clear results in strategic clarity and execution agility. Organizations reported that after transitioning
from annual objectives to quarterly OKRs, the percentage of employees who could clearly articulate how their work
contributed to company goals increased from an average of 40% to over 85% (Sahlin & Angelis, 2019). This
alignment had direct performance implications: data showed a 25% improvement in cross-departmental project
completion rates, as silos broke down due to visible, interconnected goals. Furthermore, the practice of regularly
scoring key results (typically on a 0-1.0 scale) provided objective, data-driven fodder for check-in conversations,
shifting discussions from subjective opinion to evidence-based analysis of progress and blockers (Tarallo, 2021).

The discussion around these findings centers on the concept of adaptive execution. The quarterly cycle
institutionalizes a rhythm of reflection and recalibration that the annual plan cannot. In a volatile market, goals set
in January can be obsolete by spring; the OKR model accepts this reality and builds adaptation into the process. This
does not imply constant pivoting, but rather intelligent adjustment based on empirical results (Aguinis & Burgi-Tian,
2022). The transparency of the system—where company, team, and individual OKRs are visible to all—also
democratizes strategy. It fosters a sense of collective ownership, as employees see how their “key result” ladders up
to a team “objective,” which in turn supports a company-level goal. This visibility turns strategy from an abstract
leadership concept into a tangible map that every employee can navigate and influence (Batat, 2022).

A critical point of discussion is the disciplined separation of these agile goals from direct, formulaic
compensation ties. The literature and case studies show that when OKRs are rigidly linked to bonuses, it incentivizes
sandbagging (setting easily achievable goals) and discourages ambitious “moonshot” objectives that carry risk of
failure (Sahlin & Angelis, 2019). The most successful organizations used OKRs purely as a measurement and
alignment tool, while compensation decisions were informed by a holistic view of contribution, skills, and market
data gathered through the continuous feedback process. This separation is vital to preserve the model’s integrity as
a mechanism for learning, stretch, and agility, rather than letting it degenerate into just another form of performance
contract with different paperwork (Pulakos & Battista, 2020).

Company Level

— KR: Launch 2 new
products
» KR: Achieve 90% NPS

Company Objective
Increase Market Share

Marketing Team

— KR: Generate 5,000
Team Objective leads

Drive Product Awareness — KR: Secure 50 media

placements

Individual Contributor

— Design 10 campaign
Personal Contribution assets
— Write 8 blog posts

Figure 2. The OKR Alignment Cascade

Figure 2 masterfully visualizes the core psychological and operational mechanism that makes the OKR
framework so powerful: it creates a tangible line of sight from individual effort to organizational ambition. By
graphically connecting a company-level objective to team goals and finally to specific individual contributions, the
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chart transforms abstract strategy into a personal navigation map that every employee can understand and follow.
This cascade structure directly addresses the common problem of strategic disconnection, showing not just what
goals exist at each level, but how they logically and visibly support one another. Individual blog posts feed the team's
campaign, which fuels the company's market share growth. The color progression (blue to purple to pink) further
reinforces this hierarchy while maintaining a sense of visual unity, symbolizing that while roles differ, all layers are
part of one integrated system. Ultimately, this chart explains why employees in OKR-driven organizations report
dramatically higher clarity: they can literally see how their daily work is essential to the company's success, fostering
the sense of collective ownership and purpose that static annual goals fail to provide.

Real-Time Feedback Catalyzes Skill Development and Improves Feedback Receptivity

The normalization of project-based and real-time feedback produced measurable improvements in both
performance outputs and the cultural perception of feedback itself. Analysis of 360-degree review data over two
years in pilot departments showed a 50% increase in the specificity and actionability of feedback comments, moving
from generic praise or criticism (“good job on the presentation”) to behavior-focused insights (“your use of customer
testimonials in slides 4-6 made the value proposition concrete”) (Sahlin & Angelis, 2019). Concurrently, engagement
survey scores on items related to “I receive feedback that helps me grow” improved by an average of 22 points.
Performance metrics in client-facing roles, such as customer satisfaction scores or project deliverable quality, showed
correlated improvements of 15-20%, directly linking the quality of internal feedback to external results (K. R.
Murphy, 2020).

Discussing these outcomes necessitates exploring the neurocognitive advantages of immediate feedback.
Learning science confirms that feedback is most effective when the performance event is still cognitively fresh;
delays of weeks or months severely diminish its impact. By embedding feedback into the workflow—a quick debrief
after a client call, a written note on a shared document—aorganizations leverage this principle, turning every project
milestone into a micro-learning opportunity (Verma & Mishra, 2024). This practice also systematically dismantles
the “feedback is scary” narrative. As giving and receiving constructive notes becomes a routine, low-stakes activity,
employees’ defensive reactions diminish. They begin to perceive feedback not as a personal judgment saved for a
yearly reckoning, but as a valuable gift of perspective aimed at improving the next iteration of their work (Miller,
2024).

The challenge illuminated here is the need to build a shared skillset across the organization. The results were
strongest where organizations invested in training all employees, not just managers, on how to give and receive
effective feedback using models like SBI (Situation-Behavior-Impact). This created a common language and raised
the standard of feedback quality peer-to-peer and upwards (Harvey, 2019). The discussion must also address the
managerial burden: while continuous feedback is more effective, it can feel more demanding. Successful cultures
addressed this by framing it as a core responsibility of every collaborator and by leveraging technology to make it
easy (e.g., integrated feedback tools in Slack or Microsoft Teams). The shift ultimately creates a richer, more honest,
and more developmental day-to-day work environment (Pulakos & Battista, 2020).
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Table 1. The multifaceted impact of real-time feedback

Category Measured Outcomes Key Insights
Performance & * 50% increase in feedback Higher-quality internal
Quiality specificity & actionability feedback directly drives

Psychological &
Cultural Shift

Implementation &
Sustainability

* 15-20% improvement in
customer satisfaction & project
quality

* 22-point increase in
“feedback helps me grow”
engagement scores
* Reduced defensive reactions to
feedback

* Feedback perceived as a
“valuable gift” rather than
judgment

* “Feedback is scary” narrative
dismantled through routine, low-
stakes practice
* Best results with organization-
wide training (e.g., SBI model)

* Technology integration (Slack,
Teams) reduces managerial
burden

* Shared feedback skillset enables

better external results
and employee
development.

Immediate feedback
creates psychological
safety and turns each
project milestone into a
micro-learning
opportunity.

Building a common
feedback language and
making it easy to
give/receive feedback
ensures the system is
sustainable and

peer-to-peer and upward effective.

feedback

The table as presented in Table 1 efficiently distills the multifaceted impact of real-time feedback into three
clear, interconnected categories: measurable performance gains, a foundational cultural shift, and the practical
systems required for sustainability. It shows that the initiative's success is not one-dimensional; the 15-20%
improvements in external results are directly enabled by the 50% increase in feedback quality, which itself is made
possible by the psychological safety created when feedback becomes a routine, low-stakes practice. Crucially, the
table highlights that this virtuous cycle is not automatic—it depends on deliberate implementation, emphasizing that
the strongest outcomes require organization-wide training to build a common language and technology integration
to reduce friction, framing feedback not as an added managerial burden but as a shared responsibility embedded into
the daily workflow.

The Coaching Manager Drives Retention, Especially Among High Performers and New Generations

The most significant and strategically vital result was the powerful correlation between managerial coaching
behaviors and talent retention. People analytics revealed that teams led by managers rated highly in empathy,
coaching, and regular development conversations experienced voluntary turnover rates that were 30-40% lower than
the company average (Sam, 2020). This “retention premium” was most pronounced (exceeding 50%) among
employees identified as high-potentials and within the Millennial and Gen Z cohorts. Exit interview data from
departing employees in non-pilot areas consistently cited “lack of growth and development” and “poor relationship
with manager” as top reasons for leaving, directly contrasting with the experience in departments that had fully
embraced the CPM model (Tarallo, 2021).

This leads to a crucial discussion on the evolving employee-manager contract. For high-performers and new
generations in the workforce, the primary value proposition from a manager is no longer merely administrative
oversight or an annual rating (Aguinis & Burgi-Tian, 2022). It is coaching, advocacy, and sponsorship for growth.
The continuous performance model explicitly designs the manager’s role to meet this expectation. By focusing on
future development in every check-in, managers signal a genuine investment in the employee’s career trajectory.
This builds profound loyalty and engagement. The data refutes the myth that top talent is motivated solely by
compensation; they are motivated by growth, impact, and recognitional of which are delivered through the coaching
dialogue, not the annual compensation adjustment (Harvey, 2019).
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The discussion must conclude by addressing the systemic changes required to support this new managerial
identity. Results were sustainable only where organizations did three things: first, they provided intensive training
to build coaching competency; second, they changed their metrics of managerial success from output control to team
health indicators (engagement, retention, skill growth); and third, they aligned promotion and rewards for managers
to these new behaviors. This represents the deepest level of cultural change—shifting what the organization values,
measures, and rewards in its leadership. When this alignment occurs, the “coaching manager” ceases to be an
aspirational ideal and becomes the operational standard, creating a sustainable engine for retaining and developing
the talent that is the true source of competitive advantage.

CONCLUSION

The evidence is unequivocal: the annual performance review is a broken relic, a process that consistently
fails its stated goals of developing people and improving performance while actively damaging engagement, agility,
and trust. In its place, Continuous Performance Management (CPM) emerges not as a mere alternative, but as the
necessary operating system for the modern, dynamic organization. By institutionalizing regular check-ins, agile
goals, real-time feedback, and a coaching mindset, CPM creates a frictionless flow of communication and alignment.
This system transforms performance management from a dreaded, backward-looking judgment into a forward-
looking engine for growth, proactively solving problems, adapting to change, and unlocking the collective potential
of the workforce. The bottom-line results—from drastic reductions in top-tier talent turnover to accelerated project
cycles and enhanced innovation—prove that this shift is a strategic imperative, not an HR initiative.

Ultimately, adopting Continuous Performance Management is an act of profound cultural transformation. It
demands a fundamental redefinition of the leader's role from evaluator to coach and a recalibration of organizational
values from compliance to development. This journey requires intentional investment in manager training,
supportive technology, and revised success metrics, but the return is a more resilient, adaptable, and human-centric
organization. In an era defined by volatility and a fierce war for talent, companies that cling to the annual review are
clinging to a anchor in a racing current. Those that embrace the continuous model are building an organization
capable of learning and growing in real-time, where the daily work of performance management becomes the very
catalyst for sustainable excellence and competitive advantage.
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