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Abstract: Performance management mainly relies on human-managed systems such as annual reviews, manual data 

collection and qualitative assessments which is considered as a traditional form of human resource function. This research 

examines how Artificial Intelligence (AI) is transforming performance management in Oman’s private sector companies. 

Using interviews and surveys, the study explores AI’s potential to create fair, more accurate and efficient evaluation systems. 

The private companies are still in the early stages, currently utilizing AI primarily in recruitment. The company recognizes 

AI’s benefits in reducing human bias and improving HR evaluation system. Private organisations who have successfully 

implemented AI across its performance review processes involves AI tools like Natural Language Processing, machine 

learning, and predictive analytics are used to evaluate employee performance, reduce bias in promotions, and provide real-

time feedback. 
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I. INTRODUCTION 

 

Performance is considered an important element in 
organizational success, as this element works to align goals, 

including individual, collective, and organizational goals as 

well, in order to drive growth, innovation, and efficiency. At 

the core of performance management is setting clear 

expectations, providing instructions in an organized manner, 

evaluating progress, and ensuring that every member of the 

organization has a role in achieving strategic goals. In 

traditional form, this process relies on human-managed 

systems such as annual reviews, manual data collection, and 

qualitative assessments. Although these methods are 

effective, they suffer from limitations, including greetings, 
lack of real-time response, and inefficiency. 

 

Artificial intelligence, this concept was only related to 

future research and speculation, but it has become a practical 

force that has transformed across industries as well, including 

health care, education, trade, finance, and all of these matters. 

When artificial intelligence was introduced into the 

performance management system, it led to a qualitative shift 

because it provided the tools that organizations and 

businesses need to help overcome challenges and raise them 
to unprecedented levels of effectiveness and surprise. There 

are artificial intelligence tools that work to meet the needs, 

such as Workday and BambooHR, by linking performance 

management with real-time analytics, evaluation 

mechanisms, and special development plans. This 

consistency and integration includes flexibility, scalability, 

and data-based decision-making, which makes it easier for 

companies to improve performance and enhance employee 

engagement, which makes it effectively align with goals. This 

development needs more flexible, data-driven and 

improvable solutions, so it is an opportunity for artificial 
intelligence (AI) to address it. 

 

The use of artificial intelligence in organizations to 

manage performance, as an example, is a transformative 

opportunity to enhance employee efficiency. By taking 

advantage of AI to analyze the desired data and model. 

Companies are able to overcome the limitations due to 

https://doi.org/10.38124/ijisrt/25may1168
http://www.ijisrt.com/
https://doi.org/10.38124/ijisrt/25may1168


Volume 10, Issue 5, May – 2025                                 International Journal of Innovative Science and Research Technology                                          

ISSN No:-2456-2165                                                                                                             https://doi.org/10.38124/ijisrt/25may1168 

 

IJISRT25MAY1168                                                              www.ijisrt.com                                2040 

traditional systems and build a transparent and dynamic 

approach, especially to performance management. However, 

in order to reach the potential of AI in the field of performance 

management, a thoughtful and balanced approach is needed 

to address difficulties such as data privacy, bias, and cultural 

resistance, while ensuring that there is fairness in human 

judgment. Continuing digital transformation in institutions. 

Artificial intelligence will play a major role in performance 
management in order to promote permanent growth, 

innovation and success in the competitive field of business, 

which is considered somewhat complex. To enhance fairness 

and efficiency thanks to the use of artificial intelligence in 

performance management, through evaluation, real-time 

observations, and special enhancement plans. Because it 

simplifies administrative tasks, reduces biases that occur in 

promotions, for example, and includes balanced and 

organized tracking of goals. Artificial intelligence saves time 

and reduces costs, and one of the most important things is 

aligning employee performance with work goals efficiently 

and effectively 
 

This comprehensive exploration also confirms the uses 

and benefits of artificial intelligence and its important role in 

shaping the future of performance management, which makes 

it an important tool that we cannot abandon for organizations 

in particular that aim to progress and develop in the digital 

age. 

 

 Objective of the Study 

 

 Analyze the use of smart tools, including machine 
learning algorithms and natural language processing 

techniques, in performance management systems. 

 Study the impact of AI on employee performance based 

on key performance indicators (KPIs) such as efficiency, 

quality, and productivity of work. 

 Analyze the benefits and challenges of AI integration, 

with a comparative focus on private companies across 

different sizes and sectors. 

 

 Significance and Scope of the Study 

This study highlights the crucial role of AI in enhancing 
performance management systems within private 

organizations in Oman. It emphasizes how AI can lead to 

improved efficiency, reduced biases, and a more engaged 

workforce. By adopting AI-driven performance management 

can significantly impact organizational success by aligning 

individual and organizational goals more effectively. The 

scope of this study encompasses private organizations in 

Oman that are exploring or have implemented AI 

technologies in their performance management processes. 

 

II. REVIEW OF LITERATURE 

 
In our digital and modern society, all aspects of life are 

subject to continuous change (Kurchina, 2019). One of those 

changes in our modern society is the introduction of Artificial 

Intelligence (AI). More and more businesses realize that AI 

can be of benefit to them in their operations and utilize them 

to perform more effectively. The field of Human Resource 

Management (HRM/HR) and its corresponding HRM 

activities are no exception. This research covers the 

implications of using AI in performance management tasks 

and how the roles of executives change as a result. An 

analytical review of expert interviews and literature can help 

to gain a detailed understanding of the implications of using 

AI in HR performance management in various organizations. 

The findings state the use of AI improves proactivity and 

accuracy in performance management and executives get 
enough time to help and coach employees to perform at their 

best. The research contributes to the theory of HR delegation 

as it also provides a detailed look at executives’ use of AI and 

its impact on performance management. 

 

These type of research studies explore and enhances AI 

in performance management because it provides more 

accurate, proactive, easier to collect, and less biased data. 

However, monitoring the drawbacks of AI is important, as 

employees must be trained to understand its effects. Overall, 

AI is one of the most promising ways to help improve the 

lives of employees and managers alike. 
 

Al Eisaei, M. S. A., Madun, A. B., & Adnan, M. A. B. 

M. (2023) Artificial intelligence is one of the main factors in 

selecting, training, hiring and evaluating workers, as human 

resources are one of the necessities for achieving the success 

of the organization. AI may broaden a person's knowledge 

and perspectives while enhancing abilities, fostering 

innovation, and protecting human rights. It is also essential 

for tackling issues related to human resources and creating 

suitable solutions. AI can convert unstructured data into 

knowledge that is actionable and helpful, enabling businesses 
to effectively use technology for rapid knowledge acquisition 

 

Nyathani, R. (2024). It is understood that Artificial 

Intelligence (AI) has revolutionized performance 

management by shifting from traditional assessment methods 

to dynamic, real-time feedback that provides personalized 

and unbiased assessments. Nyathani explores the predictive 

potential of AI-led management, and its alignment with 

organizational goals while enhancing engagement, 

transparency, and employee growth. Despite the remarkable 

advances in AI, concerns about data privacy and biases are 

challenges, in addition to the obstacles of resistance to change 
and system integration. AI plays a major role in improving 

talent management in an evolving digital landscape and 

facilitating HR practices due to its transformative potential. 

 

The research study mainly emphasizes AI's many 

benefits, such as its capacity to analyze enormous volumes of 

data swiftly and precisely, providing a quicker and more 

reliable method of completing jobs that have historically 

required human involvement. AI, for instance, can speed up 

the process of finding the top applicants in recruiting and 

selection, ensuring that the appropriate people are employed 
more effectively. AI can also help with employee training and 

development by offering individualized learning 

opportunities depending on each worker's performance and 

needs. The literature presents several gaps related to the 

research topic. These gaps are highlighted as, lack of regional 

focus in Oman, social and ethical considerations and 

longitudinal Studies. There are very limited studies focusing 
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on the private sector in Oman, scarcity of research on AI 

applications in specific industrial contexts, and the absence of 

long-term studies that evaluate the sustainable impact of these 

technologies on employee performance and organizational 

profitability. 

 

III. RESEARCH METHODOLOGY 

 
The study adopts exploratory research design. On the 

private organization, a deductive method is employed to 

determine how AI plays a vital role in organization’s 

performance management which is the most important 

function of Human Resource Management. The researcher 

employs a mixed-method approach, combining both 

quantitative and qualitative research. Such an approach is 

preferred as it provides a comprehensive understanding of the 

research problem. The researcher has defined the population 

size as a HR department of a private organizations and the 

respondents are Managers who provides insights into how AI 

tools support decision making, goal setting and performance 
evaluation. On the other hand, employees had shared their 

experiences and perceptions of AI driven performance 

management tools, focusing on feedback and development 

opportunities. Simple random sampling technique and 

structured questionnaire will have used to collect the data. 

 

 

 

 

 

 

IV. DATA ANALYSIS 

 

Data was collected from both interviews and 

questionnaires which has been interpreted them considering 

the research objectives. The aim is to assess the impact of 

Artificial Intelligence (AI) on Performance Management by 

identifying the extent to which AI contributes to achieving a 

more fair, efficient, and accurate performance evaluation of 
employee behaviors. 

 

During the interview with a private organization, it was 

clear that AI deployment for their companies in performance 

management remains an early stage of exploration. This is 

currently being used in the recruitment process, where job 

applicants’ CVs are screened and filtered automatically. At 

this stage in a hiring manager’s journey, the most suitable 

candidates are determined by selecting them using predefined 

criteria instead of being handpicked (which saves them a lot 

of time) and by doing so, it also releases them from any 

potential bias issues if they were to have handpicked potential 
employees. 

 

However, it can be mentioned that the company has not 

started using AI tools for performance management but has 

the strong conviction to begin to make use of AI in 

Performance Management during the later period of year. By 

applying thematic analysis, from the interview excerpt the 

researcher has formed themes of potential benefits of AI in 

HR appraisals. The findings confirm existing academic 

theories highlight the significance of AI in reducing 

subjectivity and boosting confidence in HR systems. 
 

 
Fig 1 Benefits of AI in HR Appraisals 

 
AI tools in HR has been used by other private companies 

from which data has been collected through structured 

questionnaire which contained comprehensive set of 

questions. Such data helps to understand exactly how AI is 

influencing the performance management in the company. 

The company has attained high results, as well as challenges 

are also encountered. The company decided to use an AI-

based performance management system because it wanted to 

increase productivity, decrease bias and support the training 

and development of its employees. The company currently 

https://doi.org/10.38124/ijisrt/25may1168
http://www.ijisrt.com/


Volume 10, Issue 5, May – 2025                                 International Journal of Innovative Science and Research Technology                                          

ISSN No:-2456-2165                                                                                                             https://doi.org/10.38124/ijisrt/25may1168 

 

IJISRT25MAY1168                                                              www.ijisrt.com                                2042 

utilizes AI as a strategic lever, in line with contemporary 

workforce demands, helping to enable more rational, data-led 

decisions. 

 

The journey from standard performance management to 

an AI-based system was not just a tech move but a cultural 

change (what we call digital by intent). The fact of such a 

transformation necessitates careful structuring, sharing of 

information, and employee participation to create confidence 

and ensure smooth transformation. The company opted for 

incremental deployment instead of launching the system at 

once, enabling consistent feedback and adaptation. For this 

reason, it uses a range of advanced AI solutions which is 

depicted in the figure2. 

 

 
Fig 2 Advanced AI Solutions 

 

V. MAJOR FINDINGS 

 

Generally private companies are starting to implement 

AI. It uses AI mostly for hiring but intent to implement for 

keeping track of employee performance. 

 

 From the interview excerpt the researcher has identified 

the potential benefits of AI in HR appraisals such as 

Objective evaluation, alignment of employee goals with 

company goals; improved fairness and transparency in the 
appraisal process 

 Implementation of AI all the way in its employee 

performance plans with techniques like NLP, ML, looking 

ahead with data, and finding biases on its Wasel Plus 

platform. 

 Based on the tool report used by managers a majority of 

75% reduction in time spent preparing performance 

reviews, 33% drop in the incidence of promotion-related 

bias, and 20 % increase in boosting feelings of fairness 

and transparency among their workforces. 

 The majority of respondents are 63.6% view AI as highly 
effective in performance management improvement. 

Moreover, 36.4% think AI is rather effective for this 

purpose, and there were no neutral or negative opinions. 

 A vast majority (63.6%) perceive AI-fueled performance 

management to enable evaluations that are fairer. A 

secondary 36.4% also appreciate this, though no one out 

rightly disagreed. 

 The unequivocally state of transformational outcome of 

implementing AI has enhanced efficiency in work 

endeavors. 90.9% assessed a marked uptick while 9.1% 

saw slight enhancements. 

 The biggest obstacles to using AI are the high 

implementation costs and concerns about data 

confidentiality, which account for 36.4% A smaller 

percentage of arguments (18.2%) focus on self-education 

or first-time challenges and (9.1%) is concerned about 

worker discomfort. 

VI. RECOMMENDATIONS 

 

The integration of Artificial Intelligence (AI) in 

performance management has brought a transformative shift 

to the private organizations. Employee evaluation, tracking 

and enhancement of employee performance through the 

adoption of tools such as NLP, machine learning, predictive 

analytics, and bias detection algorithms. In Oman private 

organizations have started transforming from traditional 

methods to a more dynamic, technology data driven systems. 
The use of AI not only enabled real time feedback and 

predictive performance trends but also contributed 

significantly to reducing administrative workload and 

improving decision making accuracy. Despite initial 

challenges, such as employee skepticism, concerns about data 

privacy, and resistance to cultural change the private 

organization determination for implementing change is 

commendable. 

 

 Adopting a phased Hybrid Approach can support 

gradually implement AI tools alongside existing human 
led processes to balance technological benefits with 

human empathy and contextual understanding. 

 Enhance AI Literacy across the Organization by 

conducting continuous training and awareness programs 

for employees and managers to demystify AI tools, build 

trust, and encourage adoption. 

 Continuous enhancement of AI models to provide 

personalized feedback and development plans while using 

bias detection algorithms to ensure equity in evaluations 

such models can help in maintaining fairness in evaluation 

process and decisions. 

 Build capabilities for future innovations such as real time 

career pathing, automated performance matching, and AI 

guided learning journeys. 

 Strengthen the technical backbone (like the Wasel Plus 

tool) to support scalability, seamless integration, and 

secure data processing as employee needs evolve. 
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 Use KPIs and employee feedback to evaluate and measure 

the impact of AI on performance management and make 

data backed refinements to improve effectiveness over 

time. 

 

VII. CONCLUSION 

 

As Oman's business environment continues to digitize, 
the organization’s successful experience stands as a model for 

other private organizations aiming to embrace innovation 

while maintaining ethical and operational standards. The 

integration of AI into Oman’s private companies in HR 

function in specific to performance management system has 

marked a pivotal step toward modernizing HR practices. By 

blending advanced technologies with human oversight, 

Omani companies can achieve measurable improvements in 

transparency, efficiency, and fairness which leads to 

achieving the national Vision 2040. The recommendations 

outlined provide a roadmap for sustaining this momentum, 

ensuring that AI continues to support both employee growth 
and organizational excellence. As digital transformation 

accelerates in Oman, strategic approach offers valuable 

insights for other private sector entities navigating similar 

change. 
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