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Abstract

Context: Regular performance assessment is the basis of effective managerial decision-making, which is crucial to increasing the 
productivity of an organization. A distinct characteristic of an effective performance assessment is the implementation of various methods 
that assess the conformity with multiple indicators and criteria. The present comprehensive review aimed to extract the factors affecting 
the performance assessment of the organization.
Methods: We conducted a comprehensive search in databases, including PubMed, Embase, SID, and Magiran, in January 2020. Inclusion 
criteria were articles with the English language and available full-text ones that were about influential factors on organization performance 
assessment. Two independent reviewers checked the research process and screening of the articles. Content analysis was used for data 
synthesis.
Results: A total of 18 articles were included in this study. Factors influencing organizational performance assessment were categorized 
into three themes and 22 sub-themes. The themes included performance assessment indicators, performance assessment criteria, and 
background factors in performance assessment.
Conclusions: Indicators, criteria, and background factors provide a framework for assessing the organization’s overall performance. An 
organization can manage its human resources effectively and efficiently by considering all effective factors. Identification and classification 
of influential factors can be of help for managers and decision-makers in creating a performance assessment system.
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1. Context
Today, human resources form a major part of the pro-

ductive and operational inputs of organizations and play 
an important role in the quantity and quality of them. 
Since the 1990s, the growth and development of orga-
nizations’ human resources skills have become a strate-
gic issue for managers. A skilled and efficient workforce 
is the key factor in the progress of organizations, and 
through the proper performance of human resources, 
organizations achieve their great goals (1). Because of 
the work nature of health care organizations, the human 
resources of those organizations are recognized as the 
cornerstones of those organizations so that competent 
human resources have a significant impact on the qual-
ity of service provided, cost management, and speed of 
service delivery (2).

Bourguignon (3) claims that performance is one of the 
suitcase words that everyone incorporates a concept that 
is appropriate for him. Performance is a multidimen-
sional structure whose assessment depends on a variety 
of factors. Proper organizational leadership, technology 

development, internal and global competition, quality 
of goods, and services provided to customers, etc. are 
among the factors that should be considered today in 
performance assessment (4).

However, in the context of governmental management, 
performance is one of the most popular concepts in the-
ory and practice, but there is still some uncertainty and 
confusion about it (5). From an organizational perspec-
tive, performance management is divided into individ-
ual, organizational, and group levels. The performance 
assessment system was first formally introduced at the in-
dividual and organizational level in 1800 by Robert Owen 
(6). Performance assessment is one of the key functions 
of human resource management. Performance measure-
ment is one of the best ways to obtain information for 
organizations to make decisions. Employee assessment 
is a tool that helps understand organizations and human 
resources into their performance. The final goal of this as-
sessment is not only to reward and punish employees but 
also to increase the efficiency and effectiveness of the or-
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ganization. Therefore, performance assessment in orga-
nizations is a process that organizations can be evaluated 
through it based on their goals and mission (7).

Lawler first stated in 1967 that assessment based on in-
formation obtained from one source does not provide all 
the information sufficient to evaluate an individual’s per-
formance. Performance problems will only be possible 
with the use of multiple information (8). Bruden and Sw-
enson’s research shows that effective performance assess-
ment systems have characteristics such as internal and 
external assessment, focus on outputs, valuable outputs 
measurement, simplicity, and objectivity (9). According 
to experts’ opinions, the purpose of the assessment, as 
well as the performance assessment indicators and per-
formance assessment levels, are important points to con-
sider in the assessment system.

The survey of different approaches to performance as-
sessment indicates that the assessment system should be 
appropriate to the growth and development of organiza-
tions and be responsive to their various dimensions (10). 
The present study aimed to identify and extract factors af-
fecting organizational performance assessment.

2. Methods

2.1. Search Strategy
A comprehensive search of the following databases 

was conducted in PubMed, Embase, SID, and Magiran in 
January 2020. In each database, the following descrip-
tors were used: [measurement OR assessment*] AND 
[organization* OR teamwork OR employee*] AND [per-
formance]. To recognize additional relevant articles 
that were lost in the database search, we checked the 
references of the selected publications (reference by ref-
erence). Each database was searched without any limi-
tations. The full search strategy was performed by title 
and abstract of databases. The Endnote software version 
X7 (Thomson Reuters©, New York, NY, USA) was used for 
reference management, facilitating reduplication, and 
screening steps.

2.2. Eligibility Criteria
All quantitative, qualitative, and mixed method-studies 

were considered for the review. We included papers if 
they fulfilled all of the following criteria: (1) published 
in the English language; (2) full text available for screen-
ing; (3) mentioned influential factors on organizational 
performance assessment. In the initial screening, articles 
were excluded if their titles and/or abstracts were unre-
lated to university performance assessment. All studies 
mentioning influential factors were included in this re-
view. No restrictions were imposed regarding the date 
of publication. Other research articles that were not con-
sidered for this review included government or organi-
zational reports, theses, commentaries, editorials, and 
letters.

2.3. Study Selection
Two reviewers (RB and AH) independently screened the 

records based on title and abstract. Disagreements and 
missing data were resolved by discussion. We collected 
the following data for each study: authors, journal, and 
year of publication, country, study design, study popula-
tion, and key findings.

2.4. Data Analysis
A content analysis approach was used to analyze the 

data. Content analysis as a research method is a system-
atic coding and categorizing approach. The analysis pro-
cesses include three main phases: preparation, organiz-
ing, and reporting (11). All data were transcribed, coded, 
and analyzed by both researchers. Then, they were clas-
sified into both items and subthemes based on compari-
sons between similarities and differences.

3. Results
A total of 18 articles were included in this study (12-29). 

At first, we extracted the factors, then categorized them 
based on comparisons between similarities and differ-
ences in three main themes and 22 subthemes (Box 1).

Box 1. Main Themes and Subthemes
Theme and Sub-Theme

Performance assessment indicators
Input indicators
Output indicators
Process indicators
Goal indicators
Value-oriented indicators
Task Indicators

Performance assessment criteria
Leadership
Strategic planning
Stakeholders and customers
Information management
Human resources
Process management
Organizational structure
Financial results
Teamwork
Organizational culture
Control
Functional outcomes
Core competencies

Background factors in performance assessment
Individual factors
Organizational factors
Cognitive- imaginary factors
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3.1. Performance Assessment Indicators
Performance assessment indicators were one of the 

influential factors in the performance assessment. This 
theme includes six types of performance assessment in-
dicators. Input indicators that are designed based on the 
resources of the organization used (such as improving 
the financial structure, hiring skilled employees, using 
technology, etc.). Output indicators refer to the sum of 
the results of the performance or the service (Such as cus-
tomer satisfaction, increasing employee motivation, and 
so on). Process indicators are based on work steps (such 
as customer responsiveness, interaction with other orga-
nizations, etc.) (12-15). Goal indicators are related to mis-
sion, target, and objectives (The achievement of the ob-
jectives). The values of society and organizational culture 
reflect value-oriented indicators (for example, respect to 
a customer). The last indicator is the task indicator, which 
refers to the type of tasks assigned (16-18).

3.2. Performance Assessment Criteria
According to the findings of the study, different crite-

ria are effective in the assessment of the performance of 
any organization. In most performance assessment mod-
els, leadership is introduced as criteria of performance 
assessment. This criterion is found in five well-known 
models, including Malcolm Baldridge and ISO (19). Lead-
ership means the senior management of the organiza-
tion should determine the orientation of the organiza-
tion and express the values of the organization in a clear 
and transparent manner. Developing a strategic plan is 
another criterion that every organization must consider 
to improve its performance (20, 21). Beneficiaries and 
customers of the organization are almost like the crite-
ria mentioned in all models (19-29). The reason for this is 
that organizations depend on customers to survive. Suc-
cessful organizations are the ones that produce, collect, 
and process the most and least expensive information. 
Therefore, the role of information management, espe-
cially in the performance assessment of organizations, 
is undeniable (19, 26). Employees of the organization and 
human resources, in general, are among the main assets 
of the organization that it is impossible to achieve goals 
without them (19-29). The performance of any organiza-
tion consists of different processes. The ultimate goal of 
process management is to integrate the organization’s 
processes so that the organization achieves its goals 
(23, 24). The importance of organizational structure in 
increasing organizational efficiency and effectiveness 
is very important (24, 27, 28). Therefore, considering the 
organizational structure in assessing the performance 
of the organization is inevitable. Financial results are 
important variables that should be measured in assess-
ing an organization’s performance (26). These variables 
can indicate the performance of the organization. Team-
work is an integral part of any organization that plays 
an important role in its success (19-24). Therefore, the 

performance of teamwork should also be considered in 
assessments. Organizational culture plays an important 
role in the quality of working life in an organization as 
well as the level of performance (19-23). For this reason, 
performance assessment should be done in the context 
of the organizational culture specific to that organiza-
tion. Control is a criterion that is only mentioned in the 
Deming performance measurement model (19). Func-
tional outcomes in the organization include productiv-
ity, reduction of defects, and elimination of failures, effi-
ciency, effectiveness, and quality (21). These outcomes are 
essential to be aware of the organization’s performance 
status. The last criterion for assessing the performance of 
an organization is core competencies such as flexibility, 
responsibility, integrity, and so on (22, 25).

3.3. Factors Affecting Performance Assessment
Employee professional competence, independence, and 

technical skills are among the individual factors influ-
encing performance assessment. Organizational factors 
affecting evaluation include organizational accountabil-
ity and responsibility, organizational size, organizational 
dynamics, etc. Formality and formalism, institutional co-
ordination, organization of human resources, monitor-
ing and controlling instruments are among Imaginary-
cognitive factors (24, 29).

4. Discussion
This study has identified and extracted all elements 

related to the performance assessment and has created 
a comprehensive view. According to Neely’s definition, 
an effective performance measurement system consists 
of three parts: individual measures, organizational mea-
sures, and a supporting infrastructure (30). These three 
sections are categorized into the results of our study as 
background factors.

Our findings show that three items are required to es-
tablish a performance assessment system. Pouya et al. 
(31) divided the factors affecting employee performance 
assessment into 8 main indicators: personality factors, 
performance management, teamwork, commitment, 
and ethical values towards the organization, communi-
cation skills, knowledge and information management, 
designing products and services based on needs and 
customer expectations and organizational citizenship. 
Our study findings also showed that teamwork, process 
management, organizational values, information man-
agement, and customer orientation are indicators of per-
formance appraisal. Lavy S et al. (32) identified indicators 
for performance measurement and classified them into 
four major categories: financial, physical, functional, and 
survey-based. These indicators were categorized based on 
specific aspects of facility performance measurement in 
order to facilitate a holistic performance assessment. The 
findings of this study are consistent with some of our ex-
tracted indicators.
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A study identified required factors that can be considered 
necessary in conceptualizing the features of an efficient and 
effective performance measurement system (PMS) that is 
appropriate in the modern organizational setting. The pa-
per defines a measure, metric, and indicator that relates to 
the use of accounting and non-accounting data and suggests 
some of the non-accounting methods of measurement and 
performance measurement that can be used generally in 
various organizations (33). Therefore, before assessing the 
performance of any organization, it is necessary to iden-
tify and determine measurement indicators, both quan-
titatively and qualitatively.

Each organization requires to determine the vital per-
formance indicators for assessing the amount of util-
ity of its activities. This study identifies and prioritizes 
key performance indicators (KPIs) that an organization 
should focus on them to progress towards organization-
al objectives. Next, nineteen indicators were listed as fi-
nal key indicators, including four indicators in financial 
perspective, seven indicators in processes perspective, 
five indicators in customer perspective, and three indica-
tors in learning and growth perspective (34). According 
to the findings of the present study, financial results, pro-
cess management, and customers are among the indica-
tors of performance assessment.

The aim of Taheri et al. study (35) was to identify the 
main components of school performance evaluation in 
desirable conditions. The findings indicated that the fol-
lowing components could be considered for evaluating 
the performance of 12 components. Management and 
leadership, organizational climate, and organizational 
culture were among the factors (35). The findings of our 
study also mentioned these two factors. Tarasova et al. 
(36) have developed an adaptable assessment structure 
that can be easily adjusted to the specific nature of any 
enterprise. In this study, employee performance is viewed 
as a complex structure, which is comprised of four crite-
ria groups (qualification, staff morale, productivity, disci-
pline). Therefore, according to the results of the present 
study, functional results are one of the main criteria for 
performance assessment.

4.1. Limitations
Our study had some limitations. First, we did not in-

clude foreign language articles. Second, we had no access 
to the full text of some articles. On the other hand, we 
used broad inclusion and exclusion criteria to gather as 
many studies as possible. Thus, there may have been po-
tential unidentified items in the review.

5. Conclusions
This review provides a comprehensive insight into fac-

tors affecting organization performance assessment. The 
findings of the study showed that it is necessary to devel-
op a specific framework to assess the comprehensive per-
formance of each organization. This framework should 

have three components: indicators, criteria, and back-
ground factors. These can help managers in performance 
assessment. Depending on the type and purpose of the 
organization, these three components can include differ-
ent subsets. However, the main structure will be the same 
in performance assessment. This means that in order to 
correct and comprehend the performance assessment of 
any organization, the relevant indicators, the correct cri-
teria, and the background factors involved must be iden-
tified and determined first. Such a performance assess-
ment can help organizations improve performance and 
achieve their goals. Also, it leads to a comprehensive and 
common vision among the stakeholders of each organi-
zation. We conclude that by using these components, a 
comprehensive system can be established to assess the 
performance of the organization to be periodically in-
formed of its function and achievement of its goals.
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