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Executive Summary

This article, published via SHRM, addresses the role of performance management systems during periods
of organizational and macroeconomic transition, with particular attention to the MENA/GCC region. The
author argues that performance management is frequently reduced to an administrative compliance
exercise during crises, when it should instead function as a strategic tool for employee engagement,
alignment, and retention. Key evidence drawn upon includes SHRM's 2026 State of the Workplace
research, which reports that 91% of workers who feel their organization effectively addresses workplace
needs report job satisfaction, that nearly half of CHROs cite morale maintenance as a top challenge, and
that 72% of HR professionals note rising employee expectations. The article situates these findings within
the context of Gulf Cooperation Council national development agendas — including Saudi Arabia's Vision
2030 and Oman's Vision 2040 — framing talent localisation as a strategic rather than compliance-driven
priority. The author proposes a four-step continuous performance management approach: anchoring goals
to organizational purpose, repositioning feedback as developmental rather than evaluative, treating
development investment as a retention strategy, and building recognition and iterative measurement into
the performance cycle.

Key Insights

1. 91% of workers who believe their organization effectively addresses workplace needs report job
satisfaction, according to SHRM's 2026 State of the Workplace research.

2. 72% of HR professionals report that workers hold higher expectations of employers today, even as
organizations face economic uncertainty and rising operational costs.

3. In the MENA/GCC context, national development agendas (e.g., Saudi Vision 2030, Qatar National
Vision 2030) are reframing workforce nationalisation from a compliance obligation into a strategic
growth lever, with direct implications for how performance management is structured.

Practical Takeaways

• Connecting individual performance goals to broader organizational or national development missions
is presented as a mechanism for sustaining employee motivation during periods of uncertainty.

• Using performance conversations explicitly to map individual development pathways and reskilling
plans is positioned as a retention strategy in the context of generative AI-driven workflow disruption.

Critical Analysis
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Strengths: The article draws on credible SHRM primary research (2026 State of the Workplace) and
accurately situates performance management challenges within a specific regional context (MENA/GCC),
adding geographic relevance often absent from generic PMS commentary. The reference to SHRM CEO
Johnny C. Taylor, Jr. lends institutional authority. Limitations: The four-step framework is entirely
prescriptive and practitioner-generated, with no empirical testing, peer review, or case study evidence
presented to support its efficacy. Causal claims — such as developmental feedback creating psychological
safety — are asserted without citation. The article conflates correlation (engagement linked to job
satisfaction) with actionable causality. Biases: As a SHRM-published piece, the content inherently aligns
with SHRM's institutional interest in promoting HR-led people strategies. The framing is uniformly
optimistic about performance management's potential, without acknowledging documented failure modes
such as rating bias, managerial inconsistency, or employee cynicism toward continuous feedback
systems.

Organizational Practice

The article describes organizations in the GCC region navigating workforce nationalisation mandates
alongside broader HR transformation efforts. It references HR practice of using performance
conversations to build individual development plans, track reskilling progress, and incorporate pulse-check
data to iteratively refine the performance management process.

Strategic Implications

The article reflects a broader observable trend toward positioning performance management as a
continuous, purpose-aligned system rather than a periodic evaluative process. The MENA-specific framing
points to growing regional demand for PMS designs that accommodate national workforce development
priorities alongside organizational performance objectives. The emphasis on generative AI reshaping job
architectures indicates that reskilling integration within PMS cycles is becoming an area of increasing
organizational attention.
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