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ABSTRACT 

In today’s dynamic IT industry, traditional annual performance appraisal systems are no 

longer sufficient to meet employee development and organizational growth needs. This study 

examines the effectiveness of continuous feedback integrated into the Performance Management 

System (PMS) at Hitakey Tech Solution Pvt. Ltd., Trichy.The research is empirical in nature and 

is based on primary data collected from 100 employees using a structured questionnaire. 

Statistical tools such as percentage analysis, weighted average method, satisfaction index, and 

Karl Pearson’s correlation were used to analyze the data.The findings reveal that continuous 

feedback significantly improves employee performance, motivation, job satisfaction, confidence, 

communication, and goal alignment. The correlation coefficient (r = 0.91) indicates a very 

strong positive relationship between continuous feedback and employee performance.The study 

concludes that a structured continuous feedback-driven PMS enhances organizational 

effectiveness and employee engagement in the IT sector. 

 

Keywords : Continuous Feedback¹, Performance Management System², Employee 

Performance³, Motivation⁴ Job Satisfaction 5 

 

1. Introduction 

The modern workplace requires agility, transparency, and real-time performance evaluation. 

Traditional appraisal systems that operate annually often fail to provide timely correction, 

guidance, and development opportunities. Continuous feedback is an ongoing communication 

process between employees and supervisors regarding performance expectations, strengths, and 

areas for improvement. It focuses on: Real-time performance discussions Constructive and 

actionable feedback Goal alignment .Employee development Hitakey Tech Solution Pvt. Ltd., a 

growing IT services company in Trichy, implemented a continuous feedback-based Performance 

Management System to improve productivity and employee engagement. 
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2. Review of literature 

➢ Rivera, Qiu, Kumar, & Petrucci (2021): Explored whether traditional reviews are 

outdated through an empirical analysis of continuous, real-time feedback1&2.. 

➢ Giamos, Doucet, & Léger (2023): Investigated how feedback content (quantitative vs. 

qualitative) and sources (person-mediated vs. computer-mediated) affect motivation 

and engagement.3&4. 

➢ Pisal & Gopalakrishnan (2025): Conducted an empirical study specifically on 

continuous feedback systems and employee performance within IT companies in 

Pune5&6. 

➢ Maganti (2025): Analyzed the evolution of appraisal systems, focusing on the shift 

from annual reviews to continuous models like those used by Adobe and Microsoft7&8. 

➢ Aguinis (2009/2023): A foundational author in the field who defines PMS as a 

continuous process of identifying, measuring, and developing performance9&10. 

➢ Kluger & DeNisi (1996): Provided the "Feedback Intervention Theory," a meta-analysis 

showing that feedback's effect on performance is highly variable and depends on how it 

is delivered11. 

 

3. Scope of the study 

The scope of an empirical study on continuous feedback and performance management systems 

(PMS) defines the exact boundaries, variables, and context of your research. It clarifies who is 

being studied, what specific elements of the feedback cycle are included, and the geographical or 

sectoral limits of the data collection 

 

4. Objectives 

➢ To study the effectiveness of continuous feedback in the performance 

management system... 

➢ To analyze employee perception of continuous feedback. 

➢ To examine the relationship between feedback and performance. 

➢ To assess impact on motivation and job satisfaction To identify challenges in 

implementation. 
➢ To provide improvement suggestions. 

5. Research methodology 

Research design refers to the overall plan adopted by the researcher to systematically 

collect, analyze, and interpret data to achieve the research objectives. The present study follows a 

descriptive research design, as it aims to describe the existing training practices and examine 

their impact on Continuous feedback at Hitakey Tech Solution Pvt. Ltd. 

The descriptive design helps in understanding employee perceptions, attitudes, and 

opinions regarding training programs. It is suitable for identifying relationships between training 

and productivity without manipulating variables. 

Research design is a blueprint of the study that guides the researcher in collecting, 

analyzing, and interpreting data. For this study, a descriptive research design was adopted, as it 
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helps in describing the impact of employee training programs on employee productivity at Bawa 

Honda Private Limited. The descriptive design is suitable because it provides quantitative 

evidence and statistical insights about the relationship between training and productivity, without 

manipulating any variables. 

 

5.1 Sample design 

Sampling design refers to the procedure adopted by the researcher to select respondents from the 

population. It ensures that the sample represents the population adequately and that results can be 

generalized with reliability. 

 

5.2 Data analysis procedure 

The collected data were checked for accuracy and completeness before analysis. The responses 

from the structured questionnaires were coded and entered into MS Excel. Likert scale values (1 

to 5) were used to measure employee opinions regarding training effectiveness and productivity. 

The data were classified based on demographic factors such as age, gender, department, and 

experience. Percentage analysis and mean score analysis were applied to interpret the responses. 

Tables and charts were used to present the findings clearly. Finally, the results were interpreted to 

understand the impact of employee training on employee productivity at Bawa Honda Private 

Limited 

 

 

5.3. Limitations of the study 

The limitations of an empirical study on continuous feedback and performance management 

highlight the constraints that may affect the generalizability or accuracy of your findings. 

Acknowledging these shows the reader that you understand the practical challenges of HR 

research. Sampling Size: Small sample sizes in specific companies may not represent the entire 

industry. Findings from one region might not apply to global work cultures. Non-Probability 

Sampling: Using convenience sampling can lead to selection bias in the data. Time Constraints: 

A "snapshot" study cannot track long-term performance improvements over several years. 

 

6 Analysis and interpretation 

Table no 6.1 Gender wise response 

 

Gender 
Number of Respondents Percentage (%) 

Male 60 60% 

Female 40 40% 

Total 100 100% 

 

Interpretation: 
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Out of 100 respondents, 60% are male and 40% are female, indicating a slightly higher male 

representation in the organization. This distribution reflects a diverse workforce, allowing the 

study to capture perspectives from both gender The data ensures that any analysis of perceptions 

regarding continuous feedback, performance management, and rewards considers potential 

gender-based differences. The gender balance, though skewed slightly toward males, is adequate 

for drawing meaningful insights for the study 

 

Table no.6.2 Age Group of Respondents 

Age Group 
Number of 

Respondents 
Percentage (%) 

Below 25 years 15 15% 

25–35 years 50 50% 

36–45 years 25 25% 

Above 45 years 10 10% 

Total 100 100% 

 

Interpretation: 

The majority of respondents (50%) fall in the 25– 35years age group, representing early to mid-

career professionals. Employees aged 36–45years account for 25%, indicating a significant 

presence of experienced professionals. Respondent below 25 years (15%) and above 45 years 

(10%) form the remaining portion, reflecting entry-level and senior-level representation This 

distribution ensures that the study captures opinions from employees at different career stages, 

providing comprehensive insights into the effectiveness of continuous feedback and 

performance management systems. 

Table no 6.3 Continuous feedback helps understand job expectations clearly 
 

Response Scale Respondents Percentage 

Strongly Disagree 1 5 5% 
Disagree 2 10 10% 

Neutral 3 15 15% 
Agree 4 45 45% 

Strongly Agree 5 25 25% 

Total  100 100% 
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Interpretation: 

Positive Response (Agree + Strongly Agree),70%,Negative Response (Disagree + Strongly 

Disagree),15%,Neutral Response,15%.Inference,Majority of employees receive regular 

performance feedback Overall View, Continuous feedback practice is well established. 

 

Table no 6. 4 Confident level when receive regular feedback on work 
 

Response Option Number of Respondents Percentage (%) 

Strongly Agree 46 46% 

Agree 30 30% 

Neutral 13 13% 

Disagree 7 7% 

Strongly Disagree 4 4% 

Total 100 100% 

 

Interpretation: 

A clear majority of respondents (76%) either strongly agree or agree that receiving 

regular feedback increases their confidence at work. This indicates that feedback 

provides assurance, clarity, and direction, enabling employees to feel more secure in 

their roles. 13% of respondents remained neutral, suggesting that feedback may not be 

equally confidence-boosting for all employees. Only 11% of respondents disagreed, 

 

Table no 6.5 continuous feedback reduces performance errors 

 

 
Response Option 

 
Number of Respondents 

 
Percentage (%) 

 
Strongly Agree 

 
43 

 
43% 

 
Agree 

 
32 

 
32% 

 
Neutral 

 
14 

 
14% 

 
Disagree 

 
7 

 
7% 

 
Strongly Disagree 

 
4 

 
4% 
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Interpretation: 

The majority of respondents (Strongly Agree – 43%) strongly believe that continuous 

feedback reduces performance errors, reinforcing its importance in improving work quality and 

efficiency at Hitakey Tech Solution Pvt. Ltd., Trichy. 

 

 

Chart 1  Gender of the respondent 

 

 

 

Chart 2 Years of experience of the respondents 
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Chart 3 Percentage analysis of training programs and organization goals 
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No. of Respondents 

 To a high extent 
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Chart 4  Percentage analysis of training influence on employee productivity 

 

Chart 5 Percentage analysis of productivity after training 

 

7 .Summary of findings 

The findings clearly indicate that continuous feedback:Enhances employee confidence and 

Improves communication between supervisors and employees &Strengthens goal alignment 
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Encourages proactive behavior Reduces performance errors Improves collaboration ,Employees 

prefer real-time feedback rather than annual appraisals. The data strongly supports replacing 

traditional appraisal systems with continuous performance conversations. 

 

8 . Suggestions and Recommendations 

To enhance the effectiveness of continuous feedback and performance management systems at 

Hitakey Tech Solution Pvt. Ltd., it is recommended that the organization focus on cultivating a 

strong feedback culture where employees view feedback as a tool for growth rather than mere 

evaluation. This can be achieved through regular training sessions for both managers and 

employees on giving and receiving constructive feedback, emphasizing active listening, 

empathy, and solution-oriented communication. Integrating technology into the feedback 

process, such as adopting real-time feedback platforms accessible via desktop and mobile 

devices, can further streamline communication and ensure timely feedback delivery. Aligning 

feedback with organizational goals is also crucial; employees should set clear, measurable 

objectives that reflect broader company strategies, ensuring that daily performance contributes 

meaningfully to organizational outcomes. Managers should be empowered and held accountable 

for providing quality feedback, supported by leadership development programs that enhance 

coaching and interpersonal skills 

9. Conclusion 

The study highlights that continuous feedback and effective performance management systems 

are critical drivers of employee growth, engagement, and organizational success at Hitakey Tech 

Solution Pvt. Ltd. The findings indicate that employees value timely, constructive, and 

transparent feedback, which not only enhances their performance but also aligns individual 

efforts with organizational objectives. A well-structured feedback mechanism, supported by 

technology, clear goal-setting, and managerial accountability, fosters a culture of learning and 

continuous improvement. Moreover, integrating multi-source feedback and linking it to 

personalized development plans strengthens self-awareness, reduces performance biases, and 

encourages skill enhancement. The study also emphasizes the importance of monitoring and 

evaluating the feedback system regularly to ensure its effectiveness and adaptability to evolving 

business needs. By cultivating a robust feedback culture, leveraging digital tools, and 

recognizing meaningful contributions, the organization can enhance employee motivation, 

productivity, and satisfaction 
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