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Abstract:-The present study aimed to examine and study the concepts of performance management
and monitoring organizations. This study was conducted using a descriptive-analytical research
method and library references. According to assessments, since organizations experience ongoing
changes, their activities become more complicated over time, and delegation of authorities is an
inevitable choice, the importance of monitoring and control over organizations will reveal.
Therefore, the traditional regulatory methods must be replaced with new techniques in line with the
abovementioned changes. Intra-organizational monitoring is performed by superiors over employees'
performance, employees monitoring, and participation in strategies to conform to the organizational

truths. Hence, both types of monitoring improve organizational performance.

Keywords—Performance Management, Monitoring Organization, Employee Participation,

Delegation of Authority.

INTRODUCTION
The current world is characterized by volatility and rapid changes that have led to a competitive

atmosphere full of changes in all fields (Rezaian, 1993). These changes are also very evident in
organizations. If organizations cannot respond to these changes, they will experience destruction or

severe performance decline. In other words, organizations of the 21% century should respond to
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changes in development and survival. To do this, the organization must develop and expand its
executive operations (Rezaian, 2008).

Performance evaluation is a process of assessing and rating the performance of an organization's
subsidiaries (individuals, groups, and entities) within the framework of management concepts and
principles to achieve organizational goals and tasks. This evaluation is done through executive
programs to compare the current performance with the planned (expected) situation, determine the
increase or decrease percentage of activities, encourage, punish, or modify, and improve the
performance. According to findings of bibliographic studies on the research topic, the
Comprehensive Performance Measurement System (CPMS) is expressed by some notions such as
efficiency, effectiveness, empowerment, and accountability under the framework of principles and
concepts to fulfill organizational, structural, and procedural objectives and tasks. This system also
is performed for long-term organization development and organization performance evaluation. In
other words, performance evaluation is done when a manager compares all amenities, either
material or spiritual, with the results obtained from reliable criteria. The manager does this
comparison to find whether expected qualitative and quantitative objectives have been achieved
(Nezhad Sajjadi & Soleimani Damaneh, 2014).

On the other hand, the lack of formal supervision and evaluation is a critical weakness of programs.
Managers and other human forces can achieve ongoing and useful feedback by separating the
monitoring and evaluation before and after applying an executive program (Abbas Zadeh, 2010).
All organizations need evaluation to find the quality level of their activities, especially in
complicated and dynamic environments. On the other hand, a lack of evaluation and control system
in a setting means a lack of relationship with the environment inside and outside the organization,
which causes organization aging and death. Top managers may not feel the organizational death
since it does not occur suddenly. However, studies indicate that a lack of feedback system prevents
required corrections to grow, develop, and improve organizational activities that, in turn, cause

organizational death.

Monitoring and supervision have been key success factors in organizations. The pundits have tried
to use reliable assessment tools for evaluation, and apply its results to eliminate shortcomings and
improve the organization. All organizations have found the importance and necessity of an
evaluation system for dynamic and accurate management. Therefore, educational planners and
policymakers worldwide are responsible to think about educational issues and future development.
This growing process of thought and responsibility stems from the truth: the creative force of
thought is the most valuable capital and source that each society requires to achieve upcoming
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goals and ideals. Manpower of organizations cannot provide a suitable quality and productivity
without training and improvement. According to the mentioned points, the present study aims to

study the concepts of performance management and monitoring organizations.

Literature Review

Performance Management

Performance means doing an action in a certain way and setting a certain goal for it. Others believe
that performance means the outcomes associated with activities done by an organization. This
opinion or definition is attributed to those authors that prefer to measure performance evaluation
using profit rate, revenue gained from investment, sale-driven net profit, or income. Therefore,
performance means competence and efficiency (Rahmani et al., 2016).

The enriched concept of performance management includes achieving better results from
organizations, groups, and individuals through evaluation and performance management based on
the agreed frameworks in terms of required objectives and competencies. It also comprises
performance evaluation and improvement, identifying and meeting developmental and educational
needs in new topics of human resource management. Performance evaluation is usually appropriate
to examine organizational performance complexity. Armstrong defined performance management
as a strategic and integrated process that brings sustainable success to an organization by improving
the performance of employees and allowing them to play individual and group roles. The core
elements of performance management include creating a common perspective on the strategic goals
of the organization and setting functional goals (caused by the strategic objectives of the
organization) for all individuals and groups to ensure they perform in line with the organization's
needs. Other elements are using a formal evaluation process to measure the success of groups and
individuals in achieving goals, linking performance evaluation to staff development, rewarding,
encouraging, and promoting desirable conduct. The abovementioned elements connect the strategic
goals of the organization to staff performance, organizational development, rewards, and

organizational outcomes.

Steps to implement monitoring performance management

Steps to implement performance management are necessary to operate the system ruling
performance management, practically design and execute it in the organization. Performance
management has managed all factors and components involved in the organization using a
comprehensive technique. By doing this, performance management achieves an optimal outcome
and used the take the desirable consequences into main productivity capital. Performance
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management promotes the current competence of individuals and the whole system considering
communication between employee competence and their actual functioning. The extant study has
been designed based on the practical experience of the author in one of the large industrial
institutions based on the Practice Theory and the vital role of performance management in

developing human resources and organizational performances (Mohammadi et al., 2016).

Performance Management

The performance management process has been designed for strategic improvement and
organizational effectiveness ensuring ongoing progress in the performance of individuals and
groups. Performance management is a part of human resource management, which is responsible to
make a relationship with management. Performance management also considers individuals'
creativity and initiatives. Performance management improves the current competence of individuals
and the whole system and links employees’ competence with their actual functions (matching
potential competence with actual performance and ability) to improve and develop new
competencies. In this way, employees become consistent with modern technologies and the
changing world. If Organizational Development Model is used to evaluate organizational
effectiveness, the field will be prepared for better implementation of performance management. The
reason is that this model emphasizes the behavior of supervisors towards employees, collective
spirit, mutual trust, and manager freedom in setting goals. The behavioral sciences techniques must
be used to combine and coordinate the goals and needs of the organization to achieve
organizational growth and improved system and to create an organization in which all members use
their abilities in practice (Assaf et al., 2011).

Performance management is a sophisticated and difficult concept that cannot be explained easily.
Hence, this notion must be examined in terms of various aspects. Positive attributes of the
performance management model must be considered to implementing it in an organization.
Different steps are needed to set up a performance management system in organizations. These
steps have been summarized herein (Abdel-Wahab et al., 2008).

Localization of the performance management model in the organization is required for
implementing it in the organization. Localization of the model means adjusting the model
dimension to different human, cultural, and other conditions in the organization to adopt the model.

The following steps must be taken for model localization:

A) Preliminary justification of performance management system: awareness sessions are
held in this step to explain basic concepts and generalities, goals, and nature of the
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performance management system to employees.All top and middle managers and 205
employees must receive training courses in the organization and get information in this step
(Akhavan Tabasi et al., 2012).

B) Asking others' opinions about the generalities of performance management plan: a
questionnaire comprising basic concepts and generalities of performance management was
designed in this phase to survey the appropriateness of the performance evaluation model at
different levels of the organizations. To do so, a poll was carried out among 20% of
employees from the top and middle managers, and supervisors. A poll was carried out
among employees asking them about details and dimensions of introduced performance
management and engaging them in the process to ensure localization of performance
management. The mentioned phase was done after collecting data about the whole plan and
the necessity of evaluation system design and determining the overview and framework of
the plan.

Mechanizing performance management system: since performance evaluation takes a long time
and causes inaccuracy, the performance management system should be linked to other human
resource management to perform it precisely in an integrated way to utilize its results. In general,
mechanizing the performance management system in an organization prevents energy and time
loss, and highlights the performance evaluation method using modern communicational
technologies. It also controls the performance evaluation system and obtained diverse essential
reports from the computer system. This system analyzes the performance evaluation results better,
compares the outcomes of performance evaluation in the whole organization, and extracts
unconventional materials (Antikainen et al., 2008).

Culturalization: culturalization is the core step to design a performance management system. If an
organization implements culturalization, it will implement the plans perfectly and obtain acceptable
achievements and outcomes. Culturalization is a time-consuming and difficult process for a
performance management system so it must be pursued precisely. In the beginning, the
performance management system may face some resistance and indifferences due to former
experiences and incomplete implementation of performance evaluation systems in past. However,
culturalization makes it possible to adopt the new system. Correction of the mindset of individuals
about performance management system is important in culturalization (Appelbaum et al., 2005).
Experimental-Institutional Implementation: performance evaluation system is implemented as a
pilot case after doing the abovementioned steps. The nature of experimental implementation
resembles the nature of commissioning equipment and machinery in a manufacturing factory. In the
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commissioning step, equipment and machinery of a manufacturing factory are tested from the
production line to the operation phase. A performance evaluation system should also be
implemented in the pilot case before performing it formally. This system can be utilized in formal
processes of the organization after correcting weaknesses and possible shortcomings.

Applying performance management’s outcomes: applying outcomes of a performance
management system makes it eligible and a necessity for the organization. If the results obtained
from performance management are not used properly, indifference and mistrust will dominate the
system and undesired results occur in the organization. Therefore, results of performance evaluation
can effectively modify procedures, individuals, methods, and performance of the organization.
Accordingly, managers and practitioners of organizations can utilize the results and achievements
of performance management in the following categories (Bateman & Stasser, 1984):

Human resource development identifying weaknesses and shortcomings and replacing them with
strengths; finding educational needs or correcting educational standards required for organization;
balancing mindset of self and employees; preparing the field for teamwork and participation in the
organization; recovering inner motivations for better and more activities regarding human
resources. Reviewing and reforming performance management system: performance management
of a system is making the organization dynamic that requires dynamism. Accordingly, a mechanism
should be designed in the performance management system that can permanently and procedurally
detect and eliminate shortcomings and weaknesses of the performance management system. The
performance management system remains dynamic based on the following mechanisms (Bernolak,
1997).

Monitoring Organizations

Patton defines the evaluation as a means or tool that explains goals, work plan, reviews required for
implementation, monitoring and tracking systems, and detecting whether successful or failed to
achieve considered results. Patton tries to distinguish between assessment and evaluation. Hence,
Patton states that assessment contains evaluation and is based on objective measurement, while
evaluation includes objective and personal measurements plus the meaning of correction and future
progress. There is a difference between the two terms “assessment™ and “evaluation.” The first one
means giving a numerical or descriptive rate to personnel's performance comparing their objective
performance in certain periods or the performance they are expected to show. The latter means an
inclusive process that includes revision and future progress. Evaluation begins by determining the
performance that is expected from the personnel and terminates in the progress step and staff
performance development in future steps. Moreover, it also includes the evaluation of antecedent
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performance as a partial part of the inclusive performance evaluation process (Boozhmehrani et al.,
2018). Performance evaluation of making individuals aware of their performance and helping them
improve their positions is a process that begins in childhood. First, parents and other relatives
provide feedback on children's actions by rewarding and punishing them. Children rapidly learn
that suitable behaviors can bring rewards or prevent any bad consequences. Therefore,
inappropriate behaviors may cause punishment for them. When children go to school, they
experience the first formal assessment systems, exams, and report cards. Then teachers, lecturers,
peers, and educational advisors make individuals ready through continuous feedback on their
performances. Performance evaluation is referred to as providing information about an individual's
action implementation. Performance evaluation is the formal process of providing recognition
feedback on staff's actions (positive and negative information about achievements). Philip Moon
(1998) used the general meaning of “performance evaluation.” According to this definition, a
performance evaluation system is a reliable system used for periodic revision of a person's
performance. This definition does not point to interview work. Moreover, this definition does not
include setting goals, measuring educational needs, promotion, and revising expectations pertained
to career progress. American Association (ACAS) (1997) defined performance evaluation as a way
to provide feedback on performance and set the expectation for labor. Evaluation system records
and measures performance, capabilities, and increasing needs of labor. In addition, evaluation
allows adopting an all-encompassing attitude toward workload and its problems. Such opportunity
provides revising the antecedent affairs. This also allows stabilizing and setting future goals. This
definition indicates that labor forces can get feedback on their previous performance. However, the
performance evaluation system provides evaluation and deciding on different aspects of the
employee performance to recognize their former performance and set goals for the futureusing
foresight. However, Fletcher and Williams went even further and defined performance appraisal as
a process that is beyond a performance evaluation. They believed that two conflicting roles exist
that ensure the appraisal process: the role of judge and the role of assistant. These two authors
explained these two conflicting roles in the appraisal process, "when we informally judge about the
way people talk or perform, these judgments may be objective or personal, or even we may not
know about what we can do.” The second step of evaluation is applied in another way, so when we
evaluate individuals in the workplace, we do not just judge them but try to help them with their
performance. The reason is that we can suggest to employees some alternatives attend courses or

use progress opportunities to improve their performance or meet their needs (Bhatti et al., 2007).
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Systematic Approach to Monitoring and Evaluation

The monitoring and evaluation system consists of three interconnected components: input, process,
and output (outcome) that appear in interaction with the environment inside and outside the
organization. The input of the monitoring and evaluation system comprises sports programs,
logistics, human force and budget, amenities, and contexts provided for implementing plans and
activities. Supervision over the input of a program and activity is a kind of preventing monitoring,
which is called input monitoring and evaluation. Managers and supervisors must activate the
required conditions before designing and implementing the monitoring and evaluation of inputs.
However, the context and environment of program implementation influence the process and
output. This kind of monitoring and evaluation is diagnostic evaluation. It means that this
evaluation is done at the beginning point of every program and activity to assess requirements,
logistics, and current circumstances before implementing a program. This evaluation can be done to
review and organize appropriate inputs. The process includes operations and activities considered
and implemented before designing a program in the planning phase (Carlos & Vicente, 2013).

The real concept of process monitoring lies within the system distinguishing it from the control.
This kind of monitoring is called process or simultaneous monitoring and formative evaluation.
Monitoring and supervision are done in the process of implementing affairs considering how to do
it for potential changes and achieving intermediary or outcomes. The final output or outcome
includes the results and implications obtained from program implementation. Monitoring the output
can be referred to as feedback monitoring and final (or impact) evaluation. This kind of monitoring
and evaluation compares the outcomes and results of the program with predetermined and expected
goals and results.

Therefore, a systematic planning approach monitors the organizing and implementation activities
and operations based on the actual inputs. Moreover, this approach compares the results of the
program with actualized objectives (Cascio & Wayne, 1998).

According to a systematic approach, monitoring and evaluation of the input, process, and output
theme and situation or circumstances are necessary. The fundamental and significant point in
evaluating these components is considering the quality of theme, process, output, or outcome.
Theme monitoring and evaluation emphasize the description o the user community, assessing needs
and existing issues, available opportunities, and chances. It is important in theme monitoring and
evaluation to find the situation and circumstances of the program user, and determine the proper
needs, interests, and goals that should be fulfilled. Therefore, the importance of need assessment
and goal setting cannot be eliminated in programming and program monitoring.
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Planning a Monitoring and Evaluation System

A monitoring and evaluation system must exist in all dynamic programs. However, planning a
monitoring and evaluation system is a framework that assesses the program, objectives,
performance, and so forth (e.g., management, facilities, and equipment, logistics, budget, etc.). A
monitoring and evaluation system is an organized set of objectives and evaluation roles, necessary
implementation of it, expectations from evaluation, evaluation aspects and users, information
measurement methods, and tools to analyze and interpret the data pertained to input, process, and
output. There is not any specific guideline for monitoring and evaluating organizations. Every
organization can design and implement a special program considering the existing specifications
and conditions. Several steps can be taken to design a monitoring and evaluation system:

The first and significant step is identifying the organization and program since we cannot design
any information and evaluation system without identifying the specific position of each
organization and program. Different aspects of the organization's management, logistic, policy and
objectives, program, personnel, activities, and other cases should be identified before designing a
monitoring and evaluation system. Identifying logistics, employees, budget, objectives of programs,
sports facilities, and equipment, participants, coaches, referees, media, etc. is a part of the process
of identifying the context and input of sports activities in sports organizations and programs.

The second step in system planning is the revelation and clarifying the objectives, role, and
necessity of implementing the monitoring and evaluation. The main goal of evaluation is analyzing
and assessing, generating information, and giving feedback on revising a program or activity.
Evaluation is not supposed to control a specific person or sector, which may cause negative
attitudes or settlement (Drucker, 1999).

The third step classifies the organization inputs required by describing the organization and
program. The input of physical education and sports organization and programs includes resources,
amenities, facilities, and other involved factors. This input can be categorized into the following
classes: A) participants and program users, B) individuals involved in the program, including
managers, coaches, supervisors, or other employees, and factors changing and implementing the
program, C) (educational, sports, welfare, cultural, etc.) materials, amenities, and facilities (Hossein
Nezhad et al., 2014).

Performance Evaluation and Monitoring Models in Organizations

Mathematical Goal Programming Model (GP)

Goal programming is a technique that provides a different attitude towards solving various
programming problems with multiple and conflicting objectives. Goal programming aims to
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minimize the unwanted deviation of each objective from a certain level of relevant goals. Deviation
variables indicate which one of the goals has been overestimated or underestimated at certain
levels. Each considered decision goal has a priority adopted from the importance hierarchy of
considered goals. The output of this technique indicates which one of the estimated goals has not
been estimated or achieved (McHale & Morton, 2011).

Organizational Performance Triangle

Recent studies indicate that most organizations perform in a complicated and dynamic environment
today. Organizations must be learners and transformative in such a dynamic environment.
Researchers believe in developing frameworks to measure, evaluate, plan, and improve the
performance of learning and transformational organizations. These frameworks should depict the

2

“capacity of organizational learning and transformation.” Hence, this model presents the
“evolutionary transformation” dimension of organizational performance and examines the
dimensions of the organizational performance triangle (efficiency, effectiveness, and

transformational evolution) (Medvecka et al., 2017).

Alignment Model and Modeling using Benchmarking

Benchmarking is a strategic process and analysis for ongoing measurement of production, services,
and procedures in the organization compared with the successful organization in terms of studied
topics. Benchmarking is used as a qualitative tool to identify, create, and adopt excellent standards.
Benchmarking is not just seeking better solutions but looking for the best one. Regardless of
comparison, benchmarking should recognize the commercial processes of organizations.
Benchmarking depends on the research and requires programming, analysis, classification, and the
presence of an active program to implement changes in organization projects. Benchmarking will
be more effective when is consistent with the strategic program of the organization and support this
program. The organization should be identified precisely in benchmarking before considering any

comparison (Mora & Sicilia, 2019).

Analytic Hierarchy Process (AHP) Model

AHP is used when there are several alternatives and options in the decision-making process. The
available criteria can be qualitative or quantitative. This decision-making method is based on
pairwise comparisons. AHP-based decision-making provides many advantages, including an
understandable model, process repetition, consensus and integration of judgments, trade-offs
between alternatives' constituents, the combination of alternatives' utilities, analytical and
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systematic approach, no emphasis on linear thought, hierarchy structure, and measuring intangible

options when setting priorities (Rial & Carral, 2015).

Total Quality Management (TQM)

TQM means utilizing and observing all new principles and techniques in group participation to
achieve permanent quality improvement. In other words, TQM suggests using modern quality
management systems and methods to promote actual participation and individuals’ motivation in
the organization. All organizations need new techniques to do their duties and employ eligible
employees for group participation. Employment of such techniques increases the annual cost and
revenue. Those organizations that adopt TQM believe that customer is eight always and anywhere.
Quality management is implemented considering individuals and customer-leader processes (Rial
& Carral, 2015).

Mixed Model or Sequential Decision Making

According to the contingency approach, we cannot make a certain decision about applying a
specific model(s) to an organization. The determinant point is selecting the best way for relevant
contingents. The most important options include full, holistic, and transparent information about the
climate, approaches, and views ruling over a performance evaluation process, type and nature of
available information and expected results, information needs of decision-makers, and relevant
organizational officials, nature of defined criteria, etc. The abovementioned options interactively
introduce the best model. Therefore, we can select the best and most efficient model for the
performance evaluation process in the executive organization by identifying the administrative

systems, contingents, and environmental conditions (Rial & Carral, 2015).

Stakeholder Analysis Method

A performance evaluation system is designed based on the organization's goals and strategies.
Hence, the Balanced Scorecard model asks a question (what are the demands of our stakeholders?)
to design a performance evaluation system. The Balanced Scorecard model indeed assumes that
only stakeholders affect the organization’s goals while other beneficiaries cannot affect the goal-
setting process. in other words, this model eliminates the influence of other beneficiaries on the
organization. Some large organizations fail in this model because they ignore the effect of various
beneficiaries on different environments. Dr. Lee designed the SA model and divided stakeholders

into two groups of key and non-key beneficiaries.
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The key beneficiaries directly affect the organization's control and their demands are set in the
organization's goals (e.g., stakeholders), while the other group uses external mechanisms such as
market and culture to get their interests (e.g., customers that cannot affect the goal-setting process).
An organization's goals indicate the expectations and tendencies of key beneficiaries that use their
power to affect the goals through the organization's governance structure, while non-key
beneficiaries cannot affect the goals. The second group can affect the organization's strategies
through external mechanisms to achieve their goals considering the external environment. Hence,
the performance evaluation system begins with strategies and links managers’ behaviors to

stakeholders’ expectations.

Conclusion

The present study aims to examine and study the concepts of performance management and
monitoring organizations. According to assessments, since organizations experience ongoing
changes, their activities become more complicated over time, and delegation of authorities is an
inevitable choice, the importance of monitoring and control over organizations will reveal.
Therefore, the traditional regulatory methods must be replaced with new techniques in line with the
abovementioned changes. Intra-organizational monitoring is performed by superiors over
employees' performance, employees monitoring, and participation in strategies to conform to the
organizational truths. Hence, both types of monitoring improve organizational performance. This
monitoring should be done intelligently in the organization. Therefore, some measures are taken in
the intelligent monitoring: design of the smart and digital regulatory structure, using virtual space's
capacity, collecting feedback, and intelligent performance monitoring.

An organization's manager should use teamwork and all available capacities to improve the quality
of products or services. To do this, the manager should hold training courses for equipment, repair,
and maintenance to expand the qualitative level of products and services through monitoring and
directing. Managers should also plan broadly and set short-term or long-term goals.

A monitoring and evaluation system must exist in all dynamic programs. However, a monitoring
and evaluation system is a framework that assesses the program, goals, performance, and other
cases such as management, facilities and equipment, and budget. The monitoring and evaluation
system is an organized set of goals and evaluation roles, its implementation necessity, expectations
from evaluation, aspects, and audiences of evaluation, information measurement tools, and methods
to analyze data related to input, process, and output. There is not a specific guideline for
organization monitoring and evaluation, so every organization designs and implement a specific
program based on its conditions and specification. Several steps should be taken to design a
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monitoring and evaluation system: the first step is identifying the organization and program. It is
not possible to design an information and evaluation system without identifying the specific
situation of each organization and program. Different aspects of the organization, management,
logistics, policy and goals, program, employees, activities, and other options should be identified
before designing a monitoring and evaluation system. Sports organizations and programs should
also logistics, employees, budget, program goals, sports facilities and equipment, participants,
coaches, referees, and media to recognize the context and input of sports activities. The second step
to designing this system is revelation and clarification of goals, roles, and the necessity of
monitoring and evaluation implementation. The main objective of the evaluation is analysis,
generating information, and providing feedback on the revision of a program or activity. It is not

about controlling a specific person or unit and causing negative attitudes or settlement.
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