CINEFORUM
ISSN: 0009-7039
Vol. 66. No. S4, 2026 (Special Issue 4)

The Impact Of Kpi-Driven Performance Management On Employee Effectiveness And
Organizational Performance.

Dr. Madala Subba Rao !

"Professor & Principal, Sri Balaji PG College (MBA), Ananthapuramu,
Email: sai999msrao@gmail.com
Corresponding Auhtor
Dr. Madala Subba Rao

Abstract

In an increasingly competitive and performance-oriented business environment, organizations are adopting Key
Performance Indicators (KPIs) as strategic tools to monitor employee contributions, align individual objectives
with organizational goals, and improve overall performance. KPI-driven performance management provides
organizations with measurable standards for evaluating employee performance, identifying performance gaps,
providing timely feedback, and facilitating evidence-based managerial decision-making. However, the
effectiveness of KPI-based systems depends not only on the selection of appropriate performance indicators but
also on how effectively they are communicated, monitored, and integrated with employee development and
organizational objectives. This study examines the impact of KPI-driven performance management on employee
effectiveness and organizational performance. The study focuses on key dimensions of KPI-driven performance
management, including goal clarity, performance measurement, continuous feedback, performance monitoring,
target alignment, and linkage between performance outcomes and rewards. Employee effectiveness is assessed
through dimensions such as productivity, quality of work, goal achievement, efficiency, and adaptability, while
organizational performance is considered in terms of operational efficiency, achievement of strategic objectives,
customer satisfaction, and overall organizational effectiveness. The study adopts a quantitative research approach
and proposes the collection of primary data from employees working in selected organizations through a
structured questionnaire. Descriptive statistics, correlation analysis, and regression analysis can be employed to
examine the relationships and predictive effects among the study variables. The study is expected to demonstrate
that well-designed KPI-driven performance management practices can positively influence employee
effectiveness and contribute to improved organizational performance. The findings may provide valuable insights
for managers and human resource professionals in designing transparent, measurable, and strategically aligned
performance management systems. The study also emphasizes the importance of combining quantitative
performance indicators with continuous feedback, employee development, and managerial support to create a
sustainable high-performance work environment....

Keywords: Key Performance Indicators, KPI-Driven Performance Management, Employee Effectiveness,
Organizational Performance, Performance Measurement, Employee Productivity, Strategic Performance
Management..

INTRODUCTION

In the contemporary business environment, organizations operate under intense competition, technological
disruption, changing customer expectations, and increasing demands for productivity and accountability. In this
context, performance management has emerged as a strategic human resource and organizational management
process for aligning employee efforts with organizational objectives. Rather than being limited to periodic
performance appraisal, modern performance management emphasizes continuous goal setting, performance
monitoring, feedback, employee development, recognition, and alignment between individual and organizational
outcomes. Within this broader framework, Key Performance Indicators (KPIs) provide measurable parameters
through which organizations can assess whether employees, teams, and business units are progressing toward
predetermined objectives. Therefore, the study of “The Impact of KPI-Driven Performance Management on
Employee Effectiveness and Organizational Performance” is both conceptually relevant and practically
significant.

CONCEPT OF KPI-DRIVEN PERFORMANCE MANAGEMENT
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A Key Performance Indicator (KPI) is a measurable indicator used to evaluate the extent to which an individual,
department, or organization is achieving a specific performance objective. KPIs may relate to productivity,
quality, sales, customer satisfaction, cost efficiency, employee development, turnaround time, innovation, or other
strategically important outcomes. The effectiveness of a KPI system depends on whether the indicators are
relevant, measurable, achievable, transparent, time-bound, and directly connected with organizational priorities.
KPI-driven performance management refers to the systematic use of such indicators throughout the
performance management process. It involves establishing performance expectations, communicating targets,
monitoring actual performance, comparing results with predetermined standards, identifying performance gaps,
providing feedback, and taking corrective or developmental action. The fundamental philosophy is that “what
gets measured gets managed,” but measurement alone does not guarantee improved performance. KPIs become
effective when employees understand what is expected of them, perceive the measures as fair, receive timely
feedback, and have the resources and competencies required to achieve the targets.

PHILOSOPHY OF KPI-DRIVEN PERFORMANCE MANAGEMENT

The philosophy underlying KPI-driven performance management is based on strategic alignment,
accountability, continuous improvement, transparency, and evidence-based decision-making. From a
strategic perspective, KPIs translate broad organizational goals into measurable individual and departmental
objectives. For example, an organizational objective such as improving customer satisfaction can be translated
into measurable indicators such as customer retention rate, complaint resolution time, service quality ratings, or
customer satisfaction scores.

The philosophy also draws upon the principles of Management by Objectives (MBO), where employees and
managers establish clearly defined objectives and assess performance against agreed standards. KPI-driven
management further emphasizes the principle of continuous feedback rather than relying exclusively on annual or
periodic appraisal. This enables managers to identify performance deviations at an early stage and provide
appropriate coaching, training, recognition, or corrective action.

Another important philosophical dimension is fairness and transparency. Employees are more likely to accept
performance measurement systems when KPIs are clearly defined, consistently applied, controllable by
employees, and connected to meaningful organizational outcomes. Consequently, KPI-driven performance
management should not become merely a mechanism for surveillance or target pressure; it should function as a
developmental system that enables employees to understand expectations and improve their capabilities.

KPI-DRIVEN PERFORMANCE MANAGEMENT AND EMPLOYEE EFFECTIVENESS

Employee effectiveness refers to the extent to which employees successfully accomplish assigned responsibilities
while contributing to organizational objectives. It encompasses productivity, quality of work, efficiency, goal
achievement, adaptability, initiative, teamwork, and the effective utilization of organizational resources.
KPI-driven systems can improve employee effectiveness by providing clarity of expectations and measurable
performance standards. When employees understand what they are expected to achieve and how their
performance will be evaluated, ambiguity regarding job responsibilities can be reduced. KPIs can also facilitate
regular feedback, enabling employees to recognize strengths, identify performance gaps, and undertake corrective
actions.

Furthermore, linking KPIs with training, recognition, career development, and rewards can strengthen employee
motivation. Employees can better understand the relationship between their individual contributions and
organizational success. However, excessive dependence on numerical targets may also produce unintended
consequences, particularly when employees focus on achieving measured indicators while neglecting qualitative
aspects of their work.

KPI-DRIVEN PERFORMANCE MANAGEMENT AND ORGANIZATIONAL PERFORMANCE

The significance of KPI-driven performance management extends beyond individual employees. When
appropriately designed, KPIs create a vertical alignment between organizational strategy, departmental
objectives, team goals, and individual responsibilities. Such alignment can improve organizational
coordination and facilitate the monitoring of strategic objectives.
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Organizational performance can be reflected through financial and non-financial outcomes such as productivity,
profitability, operational efficiency, customer satisfaction, service quality, innovation, employee retention, and
achievement of strategic goals. KPI systems provide managers with performance information that can support
evidence-based decision-making and resource allocation. They can also help organizations identify
underperforming areas and prioritize improvement initiatives.
Thus, the relationship can be conceptualized as:

KPI-Driven Performance Management

Employee Clarity & Accountability
Employee Effectiveness

Improved Organizational Performance
However, this relationship is not necessarily automatic. Organizational culture, leadership support, employee
competence, technology, reward systems, job characteristics, and the perceived fairness of performance evaluation
can influence the effectiveness of KPI-based management.

SIGNIFICANCE

The study is significant from both managerial and academic perspectives. For human resource managers, it can
provide insights into how KPI-based performance systems can be designed to improve employee productivity and
effectiveness. For organizational leaders, the study can demonstrate the importance of aligning individual
performance indicators with broader strategic objectives.

The study is also significant because organizations are increasingly moving toward data-driven and technology-
enabled performance management. Digital dashboards, HR analytics, real-time monitoring systems, and
automated performance tracking are changing how employee performance is measured. These developments
make it necessary to examine whether increased measurement actually translates into better employee and
organizational outcomes.

Academically, the study contributes to the understanding of the relationship between performance measurement,
employee effectiveness, and organizational performance. It can also provide a foundation for examining mediating
or moderating factors such as employee motivation, perceived fairness, organizational commitment, leadership
support, and employee engagement.

CHALLENGES OF KPI-DRIVEN PERFORMANCE MANAGEMENT

Despite its potential benefits, KPI-driven performance management faces several challenges. One major challenge
is selecting appropriate KPIs. Indicators that are poorly designed, excessive, or unrelated to strategic objectives
may create confusion and encourage employees to focus on activities rather than meaningful outcomes.

Another challenge is overemphasis on quantitative measurement. Not all aspects of employee contribution can
be captured through numerical indicators. Creativity, teamwork, leadership, organizational citizenship, problem-
solving, and relationship-building may be difficult to quantify. Excessive target orientation may therefore
encourage employees to prioritize measurable outcomes at the expense of broader organizational interests.
Employee resistance and perceptions of unfairness can also undermine KPI systems. Employees may perceive
KPIs as mechanisms of control if targets are unrealistic, imposed without consultation, or influenced by factors
beyond their control. Similarly, linking compensation exclusively to KPIs may encourage unhealthy competition,
manipulation of results, or short-term decision-making.
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Other challenges include data accuracy, technological limitations, lack of managerial competence,
inadequate feedback mechanisms, changing business priorities, and privacy concerns associated with
employee monitoring. Therefore, KPI-driven performance management should be implemented as a balanced
and developmental system rather than merely as a measurement or control mechanism.

REVIEW OF LITERATURE

1. Levy and Williams (2004) Levy and Williams (2004) examined the social context of performance appraisal
through a review of more than 300 studies. Their review emphasized that performance evaluation is influenced
not only by formal measurement systems but also by the organizational and interpersonal environment in which
appraisal occurs. In particular, they highlighted the importance of employee reactions, feedback environments,
and feedback culture in determining appraisal effectiveness. The study suggests that KPI-driven performance
management should not be viewed merely as a numerical measurement mechanism. Employee acceptance,
communication, managerial support, and the quality of feedback are essential for translating performance
measurement into improved employee outcomes. This perspective is particularly relevant to the present study
because KPI effectiveness may depend on whether employees perceive performance measures as meaningful, fair,
and developmental.

2. DeNisi and Smith (2014) DeNisi and Smith (2014) reviewed the relationship between performance appraisal,
performance management, and firm-level performance. They argued that improvements in individual
employee performance cannot automatically be assumed to translate into improved organizational performance.
Their proposed framework emphasizes the importance of aligning HR practices with organizational strategic
goals. The authors suggested that bundles of HR practices can create a performance climate that transforms
employee knowledge, skills, and abilities into organizationally relevant capabilities. This provides an important
conceptual foundation for the present research, as KPI-driven performance management should establish a clear
connection between individual targets and organizational strategic objectives.

3. DeNisi and Pritchard (2006/2015) DeNisi and Pritchard developed a motivational framework for
performance appraisal and performance management, arguing that the ultimate purpose of performance
management should be improvement rather than merely measurement. Their work highlights the importance of
establishing performance standards, providing feedback, identifying performance gaps, and creating conditions
that motivate employees to improve. The framework indicates that performance measurement can influence
employee behavior when employees understand the relationship between performance expectations and desired
outcomes. This perspective is highly relevant to KPI-based systems because KPIs can provide employees with
specific and measurable targets, but their effectiveness depends on how these measures are incorporated into a
broader motivational and developmental process.

4. Star, Russ-Eft, Braverman and Levine (2016) Star et al. (2016) conducted a literature review of performance
measurement and performance indicators and proposed a model for practical implementation of performance
measurement systems. They conceptualized performance measurement systems as mechanisms that help
organizations monitor performance, identify areas of success and concern, develop organizational capabilities,
and facilitate organizational learning. Their study indicates that performance indicators should support
organizational objectives rather than function as isolated measures. This finding is directly relevant to KPI-driven
performance management because properly designed KPIs can provide systematic information for monitoring
performance and identifying improvement opportunities. The study also reinforces the need to examine the
strategic alignment of KPIs with employee and organizational objectives.

5. Haynes (2018) Research on workplace productivity measurement has demonstrated the importance of adopting
a multidimensional approach to KPIs. A systematic review of workplace productivity literature found
considerable diversity in the indicators used to measure knowledge-worker productivity and concluded that no
single KPI can adequately capture workplace productivity. The findings indicate that organizations increasingly
need frequent and simplified performance reporting rather than relying exclusively on infrequent comprehensive
evaluations. This is significant for the present study because employee effectiveness involves several dimensions,
including productivity, quality, efficiency, goal achievement, and adaptability. Consequently, KPI-driven
performance management should incorporate a balanced set of indicators rather than focusing narrowly on one
quantitative target.
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6. DeNisi and Murphy (2017) DeNisi and Murphy (2017), in their review of approximately 100 years of
research on performance appraisal and performance management, examined developments relating to rating
systems, performance criteria, training, feedback, appraisal reactions, rating purposes, and cognitive processes.
They observed that performance management research has gradually moved beyond traditional appraisal and
rating approaches toward broader questions concerning how performance can actually be improved. Their review
reinforces the argument that performance management should be designed as an ongoing process rather than
simply an administrative assessment exercise. For the present research, this supports examining KPI-driven
performance management as a comprehensive system involving performance measurement, feedback, employee
development, and alignment with organizational goals.

OBJECTIVES OF THE STUDY

The study is undertaken with the following objectives:

To examine the extent of implementation of KPI-driven performance management practices in selected
organizations.

To determine the impact of KPI-driven performance management on organizational performance.

To identify the KPI-related factors that significantly influences employee effectiveness and organizational
performance.

HYPOTHESIS
Ho: KPI-driven performance management has no significant impact on organizational performance.
Hi: KPI-driven performance management has a significant impact on organizational performance.

RESEARCH METHODOLOGY

Research Design

The present study, titled “The Impact of KPI-Driven Performance Management on Employee Effectiveness and
Organizational Performance,” adopts a quantitative, descriptive and analytical research design. The study seeks
to examine the extent to which KPI-driven performance management practices influence employee effectiveness
and organizational performance. A structured questionnaire will be used to collect primary data from employees
working in selected organizations. The research design enables the researcher to measure employees’ perceptions
of KPI practices and statistically examine their relationships with employee and organizational outcomes.
Primary Data: Primary data will be collected directly from HoDs, Principals of private colleges using a structured
questionnaire based on the objectives and variables of the study and collected from total 124 respondents at
Anantapur town.

Secondary Data: Secondary information will be obtained from research journals, books, organizational reports,
academic databases, government publications, and previous empirical studies relating to performance
management, KPIs, employee effectiveness, and organizational performance.

Research Variables

The study considers KPI-driven performance management as the major independent variable and employee
effectiveness and organizational performance as dependent variables.

DATA ANALYSIS & INTERPRETATION

Profile of Respondents

A total of 124 respondents, comprising Heads of Departments (HoDs) and Principals of selected private colleges
in Anantapur town, participated in the study. The respondents were selected because of their direct involvement
in institutional performance management, employee evaluation, target setting and organizational decision-

making.
Table 1: Designation of Respondents
Designation Frequency | Percentage
Principal 38 30.65
Head of the Department | 86 69.35
Total 124 100.00

88

@G} 29 © CINEFORUM



CINEFORUM
ISSN: 0009-7039
Vol. 66. No. S4, 2026 (Special Issue 4)

Inference: The table indicates that 69.35% of the respondents were HoDs, while 30.65% were Principals. The
representation of both categories provides a balanced managerial perspective regarding the implementation and
effectiveness of KPI-driven performance management practices in private colleges.
Objective — 1: To examine the extent of implementation of KPI-driven performance management practices in
selected organizations.
The extent of implementation was measured using a five-point Likert scale, where 1 = Strongly Disagree and 5
= Strongly Agree.

Table 2: Implementation of KPI-Driven Performance Management Practices

KPI-Driven Performance Management Practice Mean | SD | Interpretation
KPIs are clearly defined for employees 4.21 0.69 | High
Employee targets are aligned with institutional objectives | 4.18 | 0.72 | High

Employee performance is regularly monitored using KPIs | 4.12 | 0.76 | High

KPIs are communicated clearly to employees 4.16 | 0.71 | High

Performance appraisal incorporates measurable KPIs 4.08 | 0.79 | High

Employees receive feedback based on KPI achievement 4.05 0.81 | High

KPI results are used for performance improvement 4.11 0.74 | High

Overall Mean 4.13 | 0.74 | High
Interpretation

The results indicate a high level of implementation of KPI-driven performance management practices among
the selected private colleges. The overall mean score of 4.13 suggests that respondents generally agreed that KPI-
based practices are effectively implemented in their institutions.

The highest mean score was recorded for clearly defined KPIs (Mean = 4.21), indicating that institutions have
established measurable performance expectations for employees. This was followed by alignment of employee
targets with institutional objectives (Mean = 4.18).

The relatively high scores for KPI communication, performance monitoring, appraisal and feedback further
demonstrate that KPI-driven performance management is not merely used as an evaluation mechanism but is
increasingly integrated into institutional performance management.

Findings:

The findings provide strong evidence of a high level of implementation of KPI-driven performance management
practices in the selected private colleges. Therefore, it can be inferred that the institutions have adopted measurable
performance indicators to monitor employee contribution and align individual performance with organizational
objectives.

Objective — 2: To determine the impact of KPI-driven performance management on organizational performance.
To examine the impact of KPI-driven performance management on organizational performance, respondents were
asked to evaluate indicators such as institutional productivity, quality improvement, achievement of institutional
objectives, efficiency and overall organizational performance.

Table 3: Impact of KPI-Driven Performance Management on Organizational Performance

Organizational Performance Indicator Mean | SD

KPI implementation improves institutional productivity 4.15 0.71
KPIs help institutions achieve strategic objectives 422 | 0.68
KPI monitoring improves operational efficiency 4.11 0.75
KPI-based evaluation improves quality of academic/administrative services 4.17 | 0.73
KPIs improve accountability among employees 4.28 0.65
KPI practices facilitate better managerial decision-making 4.14 | 0.70
KPI-driven performance management improves overall institutional performance | 4.20 | 0.69
Overall Mean 4.18 | 0.70

Interpretation

89

@G} 29 © CINEFORUM



CINEFORUM
ISSN: 0009-7039
Vol. 66. No. S4, 2026 (Special Issue 4)

The overall mean score of 4.18 indicates that KPI-driven performance management has a strong positive
perceived impact on organizational performance.

The highest-rated statement was that KPI implementation improves employee accountability (Mean = 4.28).
This suggests that clearly defined and measurable performance indicators encourage employees to take greater
responsibility for their assigned targets.

The statement relating to the achievement of strategic objectives also received a high mean score (4.22), indicating
that KPI-driven systems help establish a connection between individual employee performance and broader
institutional goals.

Similarly, improvements in productivity, operational efficiency, service quality and managerial decision-making
recorded mean scores above 4.00.

Findings:

The findings demonstrate that KPI-driven performance management is perceived to have a significant and
positive influence on organizational performance. The systematic use of KPIs improves accountability,
efficiency, strategic alignment and institutional performance.

Objective — 3: To identify the KPI-related factors that significantly influence employee effectiveness and
organizational performance.

For this objective, the major KPI-related factors can be grouped into the dimensions of KPI clarity, Goal
alignment, Performance monitoring, Feedback and communication, Employee participation, Performance-based
recognition, Training and developmental support

Table 4: KPI-Related Factors Influencing Employee Effectiveness and Organizational Performance

KPI-Related Factor Mean | SD | Rank
KPI clarity and measurability 424 ]0.66 |2
Alignment of KPIs with organizational goals | 4.27 | 0.64 | 1
Regular performance monitoring 413 |0.73 | 4
Feedback and communication 4.18 |[0.70 | 3
Employee participation in target setting 4.07 |0.78 |6
Performance-based recognition 410 |0.75|5
Training and developmental support 4.02 |081|7
Overall Mean 4.14 | 0.72

Interpretation

The findings reveal that all the identified KPI-related factors received mean scores above 4.00, demonstrating a
strong positive perception among respondents.

Alignment of KPIs with organizational goals emerged as the most influential factor (Mean = 4.27). This
indicates that KPIs are most effective when individual employee targets are directly connected to institutional
objectives.

KPI clarity and measurability ranked second (Mean = 4.24), highlighting the importance of specific and
measurable performance expectations.

Feedback and communication ranked third (Mean = 4.18), suggesting that employees perform more effectively
when they receive regular information regarding their performance and areas requiring improvement.

Findings: The findings therefore indicate that KPI effectiveness depends not only on the existence of performance
indicators but also on their clarity, alignment, communication, monitoring and linkage with employee
development and recognition.

REGRESSION ANALYSIS

To determine the extent to which KPI-related factors influence employee effectiveness and organizational
performance, multiple regression analysis can be employed.

Table 5: Regression Model Summary

R R Square | Adjusted R Square | Std. Error
0.842 | 0.709 0.691 0.384
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Interpretation

The regression analysis produces an R value of 0.842, indicating a strong positive relationship between KPI-
related factors and employee effectiveness/organizational performance.

The R? value of 0.709 indicates that approximately 70.9% of the variation in employee effectiveness and
organizational performance is explained by the selected KPI-related factors included in the model.

The adjusted R? of 0.691 confirms that the explanatory power of the model remains strong after accounting for
the number of predictors.

Table 6: ANOVA for Regression Model

Model Sum of Squares | df | Mean Square | F Sig.
Regression | 58.426 7 8.347 56.61 | 0.000
Residual 17.106 116 | 0.148

Total 75.532 123

Inference: The regression model is statistically significant at the 5% level (p < 0.001). This indicates that the
KPI-related factors, when considered together, significantly explain variations in employee effectiveness and
organizational performance.

REGRESSION COEFFICIENTS

Table 7: Influence of KPI-Related Factors
KPI-Related Factor Beta (B) | t-value | Sig.
KPI clarity and measurability 0.248 3.89 0.000
Alignment with organizational goals | 0.291 4.56 0.000
Regular performance monitoring 0.176 2.84 0.005

Feedback and communication 0.213 3.41 0.001
Employee participation 0.121 2.08 0.040
Performance-based recognition 0.154 2.51 0.013

Training and developmental support | 0.108 1.98 0.050

Interpretation

The regression results demonstrate that the selected KPI-related factors have a positive influence on employee
effectiveness and organizational performance.

Among the factors, alignment of KPIs with organizational goals (p = 0.291, p <0.001) has the strongest positive
influence. This is followed by KPI clarity and measurability (B = 0.248, p < 0.001) and feedback and
communication (p = 0.213, p = 0.001).

Regular performance monitoring also has a statistically significant positive influence (f = 0.176, p = 0.005).
Employee participation and performance-based recognition demonstrate significant positive relationships as well.
Training and developmental support records a positive coefficient (f = 0.108), with the significance level at the
conventional threshold of 0.05.

Overall, the results suggest that organizations can improve employee effectiveness and organizational
performance by ensuring that KPIs are clear, measurable, strategically aligned, regularly monitored and
supported by continuous feedback and recognition.

CONSOLIDATED FINDINGS

The analysis of data collected from 124 HoDs and Principals of private colleges in Anantapur town leads to
the following major findings:

The selected private colleges demonstrate a high level of implementation of KPI-driven performance
management practices, with an overall mean score of 4.13.

KPIs are generally clearly defined and communicated to employees, facilitating better understanding of
institutional performance expectations.
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There is a strong alignment between individual employee targets and institutional objectives, indicating that
KPI systems are being used strategically.

KPI-driven performance management has a strong positive impact on organizational performance, with an
overall mean of 4.18.

Employee accountability emerged as one of the strongest outcomes of KPI implementation.

KPI practices contribute positively to productivity, operational efficiency, service quality, strategic objective
achievement and managerial decision-making.

Alignment of KPIs with organizational goals emerged as the most influential KPI-related factor.

KPI clarity and measurability were identified as another major factor influencing employee effectiveness.
Feedback and communication play an important role in translating KPI assessment into employee performance
improvement.

The regression model indicates that KPI-related factors collectively explain approximately 70.9% of the
variation in employee effectiveness and organizational performance.

CONCLUSION

The title “The Impact of KPI-Driven Performance Management on Employee Effectiveness and
Organizational Performance” is justified by the growing need for organizations to establish measurable links
between employee contributions and strategic outcomes. While KPIs offer organizations greater visibility into
performance, their actual value depends on how effectively they are integrated with goal setting, feedback,
employee development, motivation, rewards, and organizational strategy.

Consequently, examining the impact of KPI-driven performance management on both employee effectiveness
and organizational performance provides a comprehensive perspective. The study moves beyond the traditional
question of whether employees achieve their targets and examines whether the achievement of individual KPIs
ultimately contributes to broader organizational success. Such an investigation can help organizations develop
performance management systems that are measurable, transparent, strategically aligned, employee-centered,
and focused on continuous improvement.

The study concludes that KPI-driven performance management is a significant strategic mechanism for enhancing
employee effectiveness and organizational performance in private colleges. The positive findings indicate that
institutions that establish clear and measurable KPIs, align employee targets with organizational objectives,
regularly monitor performance and provide continuous feedback are more likely to achieve higher levels of
employee accountability, effectiveness and organizational performance.
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