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Introduction

This literature review focuses on exploring and analyzing the sverall implications for performance management for potential wage
capping. According to Cay and Lee (1893), the performance criteria of an organization need w include provustivity, profitabilicy,
customer satisfaction, marketing ffectiveness, as well s employee morale. In this viewpoint, employes perfurmanss is uften
velevant with organizational performance, as efficient and 2ffective employee performance will have a positive influence on the
cverall organizational performance. On other parspective, Maine (2008), erearsd 3 framework involving talent management, consists
wf recruiting, planning, learning, perfurmance, succession planning, career Jevalopment, measuning, compensation and reporting. In
wrder to possibly organize a company effiaently, companiss need to rethink their hiring pracess, training, and most 2specially,
vewarding their employees. This will encourage employees to be competitive. Organizations sesk to establish, increase and motivate
performance af amployees | vanous applicalians. As such, performance managemant neds Lo play a vital rale in the HRM sysiem of
an organization, thus influencing the performance of employees, and eventually, with brganizational performance.

Review of Literature

In order Lo answer established questions in this study, here is a need La do a review af lilsralure in which 3 bady of Lext facuses on
veviewing crilical poinis of existing knowledge, including the discousry of findings, including and
theoratical ontributions towards a specific topic. | will b inrodusing the definition of the Lenn performanzemanagement, and
afterwards providing a literalure review s Lo how performance management system should be samplated with three stages
planning and developing parfarmance, reviewing and managing performance, as well as rewarding performance. Thers will follows an
xtensive literawure review regarding measurement and employee perfarmance, as well as the nalure of relationship in bebween cach
of the stages in the performance management system, as well as smployec performance.

Performance Management

The study involving perfarmance management has already made its name in the fisld of human resource management. Performance
is defined as and 4 of a causal model which leads to the timely achievement of stated
abjectives in constraints that are specific to the situaion and the fitm (Leem, 1937). In analyzing at arganizatianal lavel, | assume that
2n entity which is performing well Is one which attains its objectives successfully, or one that pproptiate strategies
effectively. The AMO modal alsa claims that performance is a function of the mativatian, ability and opportunity of emplayees to
participate. This only means that a comply will take advantage most if it organizas the actual work pracess in a way that employees
under non-managerial positions can have the opportunity to contribute effort, which may be achieved by praviding them autanamy
en it comes to decision making, and by offering good communication and emplayee membership. In ordar for the efforts to be
highly effective, the employees should have the needed knowledze and skills, Lastly, the company shauld motivate the employass to
use their abilities for the best of the company.
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According to Fame (2002), the similarities in batween general parformance, along with HR relevant performance include planning,
goal setding, feedback, as well as rewarding activities. However, HR relevant performance management aims on facusing on
smployes ar manager managernent, thus metivaring empleyes and managars to perfarm their best. It takes into cansideration the
cverall definition of goals, as well as the msasurement of goals atained, net just in terms of financial aptions, but alse in meeting all
asparations of stakshol Jers

Performance Management System

In varicus literatures, thers are differant perfarmance management models. Each of the madels comes with its own importance as a

ery sffective system for argamzational parformanze management, employee performance managament, as well as fur the
integratien of arganizalional management, as well as employee performante. This also invelvas different analysis levels, which are
linked clearly Lo Lopics that ars being studied wilh siralegic HRM, and parformance appraisals. The chiferent Lenns also refer Lo the
initiaLives done in various organizatiens, such as parformance based budgeting, planning, pay-for-performance, budgeting, as well as
management by objectives

Rewarding Performance vs. Wage Capping

Rewarding perlarmance usually happens Lowards the and of an anlily's performance penad. Th primary activities alsa include the
valuation of the skills and accomplishments of employaas, including the need Lo discussing cvaluation with the employees. IL also
valuates overall effecliveness of the enlire process. Iis overall o the @an anable
improvements and changes, also providing feedback (o the company, as well as Lo individual 5uvhchnrdmg aclual performance. Also,
the effectivencss of any entity highly depends on persannel quality. This means that chaosing the right people should be a priorily in
any organization; people wha are highly molivated Lo do their job, Lhus making personnel pramalion as an exira. This also means
that an evaluation system should be required as this is essential in making administrative dacisians. The system plays a vital role
towards the motization of people when it comes to using their capabilitics in pursuing the goals of an arganizatian.
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