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Introduction 

For decades, traditional performance management systems were not only accepted—they were 

functional. These systems thrived in hierarchical, authoritarian environments where control, 

compliance, and stability were key. Annual reviews and top-down feedback processes allowed 

managers to monitor performance, and for a long time, this approach worked. However, as 

workplace dynamics evolved, with employees gaining more access to information and demanding 

greater transparency and autonomy, these once-reliable methods have become increasingly less 

effective. Today, organizations need performance management systems that empower employees 

and foster continuous learning and improvement. Open360™ offers a modern, collaborative 

solution that aligns with the needs of today’s dynamic and agile workplaces.  

The Legacy Of Traditional Performance Management  

Why Traditional Systems Were Effective in the Past  

In the past, workplaces often operated under command-and-control leadership models, where 

managers held authority and employees followed their directives. Annual performance reviews 

worked because they provided structured feedback in an environment that prioritized consistency 

over innovation. Managers relied on these reviews to guide employees, and employees had little 

access to information or alternative feedback channels. As long as the workplace favored stability, 

this model served its purpose. 

In environments where innovation was slower, focusing on past performance allowed for 

incremental, year-over-year improvements. Research confirms that traditional performance 

systems thrived in hierarchical organizations, reinforcing top-down power structures, which were 

effective when employees depended on managers for guidance and direction [1]. These systems 

worked for organizations that valued compliance and clear, top-down communication.  

The Challenges of Traditional Systems in Today’s Workplace  

Demotivation and Negative Impact on Morale  

One of the biggest drawbacks of traditional systems is their effect on morale. Annual or quarterly 

evaluations often focus on past mistakes rather than fostering growth, which can feel punitive to 

employees. Traditional performance appraisals frequently demotivate employees, especially when 

feedback feels inconsistent or unfair [2]. In fact, only 21% of employees strongly agree that their 

performance is managed in a way that motivates them to do outstanding work [3].  

Time and Resource Drain  

Traditional performance reviews are not only emotionally draining but also costly in terms of time 

and resources. On average, managers spend an average of 210 hours per year on annual reviews, 



pulling valuable time away from employee engagement and leadership development initiatives [4]. 

This substantial time investment detracts from more meaningful employee engagement activities, 

such as leadership development and coaching. Traditional systems do little to drive real-time 

improvements in performance, and by the time feedback is delivered, it’s often too late to act on it.  

Lack of Timeliness and Specificity  

Another significant issue with traditional systems is their lack of timeliness and specificity. 

According to Gallup, only 28% of employees strongly agree that they receive feedback in a timely 

manner, making it difficult for them to improve performance when feedback arrives long after the 

fact [3]. Research consistently shows that employees are dissatisfied with feedback quality, citing a 

lack of specificity as a major issue [5]. Vague or untimely feedback does little to promote meaningful 

development, leaving employees feeling unsupported and disconnected from their work.  

The Evolving Power Dynamic in the Workplace 

The shift in power dynamics between employees and employers has fundamentally changed 

workplace expectations. In today’s work environment, employees have access to more information 

and resources than ever before. They expect transparency, collaboration, and autonomy from their 

organizations. No longer willing to be passive recipients of top-down feedback, they want to partner 

with their leaders in managing their own development.[6][7] This evolution calls for a new, 

collaborative and continuous approach to performance management. Notably, 91% of employees 

believe that a lack of communication is one of the most significant barriers to effective leadership 

[8]. Employees no longer want to be ruled by distant managers; instead, they seek active 

involvement and open dialogue in shaping their performance.  

Open360™: The Better Solution For Modern Performance Management  

Open360™ is designed to address the limitations of traditional performance management systems. 

By fostering continuous feedback, emotional safety, and mutual accountability, Open360™ creates a 

collaborative environment where employees are empowered to take control of their development.  

Continuous, Future-Focused Feedback  

Traditional systems rely on quarterly or annual reviews that focus on past performance, which often 

feels punitive to employees [9]. In contrast, Open360™ offers ongoing, future-focused feedback, 

allowing employees to make real-time improvements. This shift from past-focused assessments to 

future opportunities for growth keeps employees engaged and motivated. Research by Gallup found 

that employees who receive regular feedback are 3.5 times more likely to be engaged at work [3]. 

Continuous feedback enables employees to adjust their behavior and improve performance more 

effectively than waiting for annual reviews.  

Emotional Safety and Trust  

In traditional systems, some feedback is anonymous, which can lead to mistrust and defensiveness. 

Open360™ eliminates anonymity, fostering transparency and emotional safety. Employees have 

control over when they receive feedback and from whom, creating an environment where trust and 

psychological safety are prioritized. Google’s Project Aristotle found that psychological safety is the 

most critical factor for team success [10]. By allowing employees to set boundaries and control the 

flow of feedback, Open360™ ensures that feedback is both collaborative and constructive. It is well 



documented that employees are dissatisfied with traditional feedback systems because they lack 

context and transparency [11][12]. Open360™ overcomes this challenge by promoting open 

dialogue and creating a shared understanding between employees and their managers.  

Collaborative Feedback That Develops Leaders  

Traditional systems often reinforce hierarchical structures where managers are distant evaluators, 

disconnected from their teams. Open360™ shifts this dynamic by promoting collaborative feedback, 

where managers and employees work together to achieve growth. Rather than acting as evaluators, 

managers become mentors and partners, fostering stronger relationships and leadership 

development. Companies with leaders who empower their teams experience significantly higher 

levels of employee loyalty and retention [13]. Deloitte reports that organizations that redesigned 

their performance management systems saw a 90% improvement in engagement and an 83% 

increase in the quality of conversations between employees and managers [14]. Open360™ 

provides the framework to build these deeper connections, driving leadership development and 

enhancing team performance.  

A Self-Sustaining Feedback Culture  

Perhaps one of the most transformative aspects of Open360™ is the creation of a self-sustaining 

feedback culture. In traditional systems, feedback is often viewed as a dreaded annual event. 

Open360™ changes this by embedding feedback into the daily workflow. Employees are encouraged 

to seek feedback regularly, and managers model this behavior by actively participating in the 

process. A study by Deloitte found that 96% of organizations that implemented redesigned 

performance management systems reported simpler processes and higher levels of engagement 

[14]. This ongoing culture of feedback fosters continuous improvement, creating a cycle of 

development that benefits both individuals and organizations.  

Moving From Traditional Performance Management To Open360™  

The Traditional Process  

In traditional systems, employees often experience feedback as a top-down process, with annual 

reviews that focus on past performance. These reviews feel detached from employees' current 

priorities and rarely provide actionable insights. Employees often leave feeling demotivated because 

feedback is delivered retrospectively, and there is little opportunity for follow-up or continued 

dialogue.  

The Open360™ Process  

In contrast, Open360™ transforms the feedback experience. Employees can request feedback when 

they need it, selecting trusted peers, managers, or colleagues to provide insights. Feedback is tied to 

actionable growth opportunities and is future-focused. By emphasizing real-time conversations, 

Open360™ builds a partnership between employees and managers based on trust and continuous 

collaboration. The result is more engaged employees, stronger leaders, and a feedback culture that 

sustains itself, driving continuous improvement and organizational success.  

Conclusion  

Traditional performance management systems served their purpose in the past, particularly in 

environments where control, compliance, and hierarchy were central to organizational success. 



However, as workplace dynamics have shifted, these systems have become increasingly outdated. 

Today’s employees expect transparency, collaboration, and continuous development.  

Open360™ provides a modern, human-centered solution that fosters emotional safety, continuous 

feedback, and leadership development. Organizations that embrace Open360™ will not only 

improve individual performance but also create a culture of engagement, trust, and continuous 

improvement, driving long-term success.' 

Citation List: 

1. Breckenridge, R. and Taplin, I. (2009). Managerial uncertainty as a feature of organizational 

form: a sociological perspective. *Journal of Business and Industrial Marketing*, 24(7), 487-

495. https://doi.org/10.1108/08858620910986721  

2. Sahija, D. (2022). Employee performance appraisal process and its impact on employee 

satisfaction. *Technoarete Transactions on Economics and Business Systems*, 1(2). 

https://doi.org/10.36647/ttebs/01.02.art005  

3. Gallup. (2020). State of the Global Workplace Report. 

https://www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx  

4. Cappelli, P. and Tavis, J. (2016). The high cost of annual performance reviews. *Harvard 

Business Review*. https://hbr.org/2016/10/the-performance-management-revolution  

5. Qi, Q., Liu, Y. and Liu, Z. (2023). Giving what they want: how congruence between expected 

feedback quality and delivered feedback quality influences leader-member exchange and 

job performance. *Frontiers in Psychology*, 14. 

https://doi.org/10.3389/fpsyg.2023.1115861  

6. Doblinger, M. (2023). Autonomy and engagement in self-managing organizations: exploring 

the relations with job crafting, error orientation and person-environment fit. *Frontiers in 

Psychology*, 14. https://doi.org/10.3389/fpsyg.2023.1198196  

7. Liao, H., Shaw, K. and Che, Z. (2023). You're humble, so I'm not ashamed to ask? The 

intervening role of supervisor trust and feedback orientation. *Leadership & Organization 

Development Journal*, 44(4), 474-488. https://doi.org/10.1108/lodj-11-2021-0533  

8. Tseng, C.K. and Tseng, C. (2019). Corporate entrepreneurship as a strategic approach for 

internal innovation performance. *Asia Pacific Journal of Innovation and Entrepreneurship*, 

13(1), 108-120. https://doi.org/10.1108/apjie-08-2018-0047  

9. Sachane, M., Bezuidenhout, A. and Botha, C. (2018). Factors that influence employee 

perceptions about performance management at Statistics South Africa. *SA Journal of 

Human Resource Management*, 16. https://doi.org/10.4102/sajhrm.v16i0.986  

10. Google’s Project Aristotle (2016). The secret to a great team. *The New York Times*. 

https://open.nytimes.com/growing-a-successful-and-collaborative-team-4e4c608ab2fc  

11. Lechermeier, J., Faßnacht, M. and Wagner, T. (2020). Testing the influence of real-time 

performance feedback on employees in digital services. *Journal of Service Management*, 

31(3), 345-371. https://doi.org/10.1108/josm-10-2018-0341  

https://doi.org/10.1108/08858620910986721
https://doi.org/10.36647/ttebs/01.02.art005
https://www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx
https://hbr.org/2016/10/the-performance-management-revolution
https://doi.org/10.3389/fpsyg.2023.1115861
https://doi.org/10.3389/fpsyg.2023.1198196
https://doi.org/10.1108/lodj-11-2021-0533
https://doi.org/10.1108/apjie-08-2018-0047
https://doi.org/10.4102/sajhrm.v16i0.986
https://open.nytimes.com/growing-a-successful-and-collaborative-team-4e4c608ab2fc
https://doi.org/10.1108/josm-10-2018-0341


12. Obi, R. (2024). Leveraging technology and data analytics in performance management: an 

exploratory study on its evolution: the when, now, and hereafter. *ARPHA Conference 

Abstracts*, 7. https://doi.org/10.3897/aca.7.e129581  

13. Saira, S., Mansoor, S. and Ali, M. (2020). Transformational leadership and employee 

outcomes: the mediating role of psychological empowerment. *Leadership & Organization 

Development Journal*, 42(1), 130-143. https://doi.org/10.1108/lodj-05-2020-0189  

14. Deloitte. (2017). Performance management: playing a winning hand. 

https://www2.deloitte.com/us/en/insights/focus/human-capital-

trends/2017/redesigning-performance-management.html 

https://doi.org/10.3897/aca.7.e129581
https://doi.org/10.1108/lodj-05-2020-0189
https://www2.deloitte.com/us/en/insights/focus/human-capital-trends/2017/redesigning-performance-management.html
https://www2.deloitte.com/us/en/insights/focus/human-capital-trends/2017/redesigning-performance-management.html

