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ABSTRACT

The present bibliometric research paper is devoted to the dynamic nature of the performance management systems (PMS) in terms
of the human resource management (HRM) field in the context of disruptions in technology, sustainability requirements, and post-
pandemic changes. The aim is to trace the trend of publications, intellectual frameworks, influential factors, new themes, and gaps
in research in the period between 1986 and 2026 to give information to scholars and practitioners in various settings, including
emerging economies. The study is guided by goal-setting theory, expectancy theory, resource-based view, and social exchange
theory. By using the PRISMA protocol, 550 documents were found in the Scopus database and examined through the VOSviewer
software to establish the networks of key-word co-occurrence, citation, and thematic clustering. The results indicate a steep rise in
publication rates in recent years since 2015; nine thematic areas (e.g., core HRM practices, Al integration, and green HRM); Western
dominance of influential authors and publications (e.g., International Journal of Human Resource Management); and an
overwhelming number of publications with high citation rates (e.g., focusing on virtual teams and sustainable performance). New
trends are Al-based assessments and greener measurements and time-related changes toward sustainability and morality. In theory,
the paper contributes to the goal-setting and resource-based view theories; in practice, it informs adaptive PMS applications to
improve productivity and retention, and, in a methodological way, it justifies the hybrid bibliometric strategies. To ensure inclusive
and resilient HRM practices, it has been recommended to focus on interdisciplinary work on Al-green synergies, empirical studies
in the global south, and ethical Al investigations.
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I. INTRODUCTION

Performance management systems (PMS) as part of human resource management (HRM) have become core
instruments of streamlining individual activities in line with strategic objectives, employee growth, and workplace
productivity in the ever-evolving world of organizational success (Garengo et al., 2021). Since global markets are
dynamic with technology disrupting, economic uncertainty, and demographics of working populations, PMS have been
used as integrative structures to promote organizational agility and competitiveness (Mohamed et al., 2024). Historically,
PMS began with primitive appraisal practices in the early 20™ century, and developed into structured rating and scales
in the mid-20"™ century, before evolving into holistic, feedback-based approaches in the last decade. This was a departure
of the punitive, top-down appraisals, which were the foundations of scientific management in the industrial revolution,
to the collaborative processes that were based on continuous improvement and involvement (Pulakos et al., 2015). The
initial systems were based on the use of trait-based examinations, although the 1980s saw the introduction of the total
quality management influences of behavioral and outcome-based measures. The emergence of digital technologies in
the 21* century merged data analytics and real-time feedback to overcome biases and infrequency of the traditional
annual reviews (Cappelli & Tavis, 2016).

This development brings into focus the position of PMS as an essential HRM activity, which is reflected by a
significant jump in scholarly interest as revealed by bibliometric analyses. HRM practices, such as PMS, have become
exponentially popular in the period between 2020 and 2026, as it reflects its contribution to the recovery of post-
pandemic and transformation into digital matters (Mohamed et al., 2024). These studies reveal that PMS has a role to
play in employee retention, innovation and organizational performance, and it is particularly important in knowledge-
based industries that rely on human capital (Syafri et al., 2023). PMS adaptations are critical in bridging workforce gaps
via rapid urbanization and globalization in the growing economies such as East Africa where increasing globalization
and urbanization are the major challenges.

PMS theoretical underpinnings in HRM are based on a variety of perspectives on which their design and
application are founded. Goal-setting theory (Locke & Latham, 2002) believes that performance can be boosted by

42
Licensed Under Creative Commons Attribution (CC BY-NC)


mailto:m_lameck@yahoo.com
https://doi.org/10.51867/ajernet.7.2.5

Vol. 7 (Iss. 2) 2026, pp. 42-60  African Journal of Empirical Research ~  https://ajernet.net ISSN 2709-2607 §

setting specific and challenging goals, which bring attention, call upon it, and encourage persistence, which is the basis
of PMS, with specific, measurable goals, which drive motivation. Alongside this, there is expectancy theory, which was
developed by Vroom, and according to which the level of effort of the employees is determined by the fact that they
believe that performance will result in the valued rewards (Goswami et al., 2026). The resource-based view (RBV) takes
the PMS to a new higher level where human resources are considered strategic resources that create competitive
advantage when effectively managed (Dunford et al., 2001). RBV suggests the development of good, scarce, imitable,
and systematized employee skills, which impacts contemporary PMS combination of competency frameworks and talent
management in switching evaluation to strategy development. The social exchange theory highlights mutual employee-
employer relations where equitable PMS procedures result in trust and devotion leading to greater organizational
citizenship practices (Blau, 1964).

New developments use sustainability and technology prisms. PMS in green HRM are balanced with the
environmental objectives and incentivize eco-friendly activities through sustainability measures (Gkikas & Salmon,
2026), which are based on the focus of the institutional theory on the external pressure such as regulatory conformance.
During the age of Al, systems emphasize the need to integrate ethics, merging human intuition with the accuracy of the
algorithms to minimize the biases in evaluations (Goswami et al., 2026). The viewpoints depict PMS as dynamic
frameworks that respond to shifts of society, such as post-COVID distanced labor, and that have to grow to embrace
virtual collaboration and well-being indicators. Nevertheless, the literature on PMS-HRM still has many gaps that
require an extensive bibliometric review. The research fragmentation isolates the studies in the fields such as well-being
or Al integration without interdisciplinary mappings (Lungu, 2024). Although there are general HRM bibliometric
analyses, only a handful of them specifically focus on HRM evolution and ignore such trends as predictive analytics
and green metrics (Vilsan et al., 2025). This establishes a research-practice gap, which prevents practical approaches to
practitioners in various, particularly developing, settings. The inconsistencies between planned and actual HRM
practices, such as PMS, produce adverse impacts on the performance, which is aggravated by the lack of concern about
cultural and technological moderators. This review paper, addresses these gaps by examining the academic scene.

The structure of the research is developed as follows: The introduction is followed by the reviewed literature
before description of the methodology that is based on bibliometric approach, search protocols, inclusion criteria, and
analytical methods. The findings provide performance metrics, and network visualizations, including such clusters as
core HRM practices, Al integration, and green initiatives. These findings are interpreted through the discussion with
reference to theoretical and practical implications that overcome the limitations of the discussion including limiting to
database biases. Lastly, the conclusion sums up the lessons learned and suggests the way forward coupled with the
contribution of PMS to the success of an organization in the long run. With the help of this framework, the paper will
be adding to an increasingly unified approach to PMS in HRM, enabling contextually oriented innovations.

1.1 Statement of the Problem

Despite the impressive theoretical developments and an unquestionable increase in the volume of scholarly activity,
we still have many gaps in the PMS-HRM literature. Literature has been very much fragmented, and literature tends to
be isolated to one aspect in employee well-being, Al integration, or green HRM without incorporating holistic syntheses
to show interdisciplinary relationships and trends in evolution (Lungu, 2024; Mohamed et al., 2024). Even though
bibliometric reviews have considered the larger HRM practices, only a few have concentrated on the development of
performance management systems and, therefore, have neglected the most important emerging trends of predictive
analytics, ethical Al applications, and green performance measures (Vilsan et al., 2025). This division has established a
chronic research-practical disjunction, where scholarly knowledge often lacks commentary into practical action plans
to practitioners, particularly in growth geographies that have distinctive cultural and resource factors (Roy et al., 2023).
Moreover, a significant portion of the available literature is outdated (before 2020), and poorly reflects post-pandemic
realities, such as hybrid work and integration of mental health, and the long-term consequences of digital tools in
motivating employees (Syafri et al., 2023). What makes these problems worse, global south views are underrepresented,
and most of the contributions are made based on western contexts, which restricts the generalizability and applicability
of results to other worlds (Roy et al., 2023). All of these gaps lead to the much-needed current and comprehensive
bibliometric mapping, identifying the powerful authors, clusters of keywords, time dynamics, and under-researched
connections to learn more effectively how PMS can be used to bring about organizational resilience in the face of
volatility.

1.2 Research Objectives
i. To identify publication trends in PMS-HRM literature, including the growth pattern, annual distribution, and key
periods of increased scholarly interest
ii. To map the intellectual structure of the field through keyword co-occurrence networks, thematic clusters, and
temporal evolution of research themes.
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iii. To highlight influential elements in the domain by examining highly cited documents, leading authors, countries,
and core journals contributing to PMS research in HRM.

iv. To reveal emerging themes, particularly the integration of artificial intelligence, green HRM, and digital
transformation, while identifying existing research gaps and proposing future research directions.

II. LITERATURE REVIEW

2.1 Theoretical Review

In human resource management (HRM), the performance management systems (PMS) have various underlying
theories behind them which clarify how the PMS have an impact on the behavior of employees, their motivation and
the performance of the organization.

2.1.1 Goal-Setting Theory

The theory of goal-setting, first proposed by Locke and Latham, holds that specific, challenging, and measurable
goals are very effective for the individual performance by focusing their attention, enhancing the effort, promoting
persistence, and encouraging the development of the appropriate strategies (Locke & Latham, 2002). Within the
framework of PMS, the theory supports the development of clear performance goals, key performance indicators (KPIs)
and frequent feedback systems. Employees have greater motivation and better performance outcomes when PMS
contains clear objectives that go hand in hand with organizational strategy. The theory can be most applicable in
contemporary PMS, especially with the incorporation of digital tools that allow being able to track and make changes
in goals in real-time (Garengo et al., 2021).

2.1.2 Expectancy Theory

Developed by Vroom (1964), expectancy theory assumes that motivation should rely on three beliefs concerning
employees, namely expectancy (effort leads to performance), instrumentality (performance leads to outcomes) and
valence (value of the outcomes obtained). In PMS, this theory supports the idea that the reward systems, performance-
based incentives, promotions, and recognition are essential in the effort of motivating employees. As the employees
believe that there is an obvious connection between their performance and the prized rewards due to unbiased and
transparent processes of PMS, their motivation and commitment levels rise, which results in lowering turnover rates and
enhancing productivity. In contemporary PMS, the application of expectancy theory also notes the significance of an
effective assessment and fair reward dispensation (Syafri et al., 2023).

2.1.3 The Resource-Based View (RBV)

The resource-based view theory states that human resources would bring long-term competitive advantage in
case they are valuable, rare, imitable, and well-organized (Wright et al., 2001). RBV has indicated in the PMS literature
that performance management must not merely be grounded in evaluation but also in the building of specially designed
employee capabilities and competency. PMS strategies that focus on talent development, competency modelling and
strategic human capital management help organizations to attain inimitable resources. The view has turned PMS into a
strategic instrument of long-term competitive advantage, especially in industries with a lot of knowledge (Garengo et
al., 2021).

2.1.4 Social Exchange Theory

The social exchange theory places an accent on the interdependence between employees and employers (Blau,
1964). Employees who feel organizational support as a result of fair, transparent, and supportive PMS answer with more
commitment, trust, and organizational citizenship behaviors. The PMS that is not unfair or is not well designed, on the
contrary, may result in a lack of trust and engagement. This theory emphasises the relational element of performance
management and points to the fact that PMS must facilitate the process of psychological safety, equity, and mutual
respect in order to enhance the relationship between employees and employers (Cropanzano et al., 2017).

2.2 Empirical Review
2.2.1 Publication Trends

Empirical bibliometric research continuously demonstrates a high increase in HRM literature on PMS.
According to Mohamed et al. (2024), the HRM publications grew exponentially during the period 2000 to 2023, with
major increases after 2015 that can be attributed to strategic integration. Garengo et al. (2021) examined 1,252 articles
on performance measurement and management and discovered that the upward trends were observed since 2010.
Maryadi et al. (2025) analyzed 2,044 Scopus articles (2020-2025) and verified post-pandemic surges, whereas Vilsan et
al. (2025) observed that there is an increased attention to continuous performance models. These tendencies indicate the
increased interdisciplinary interest in Al and green practices.
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Regardless of the contributions, the literature is still largely fragmentated, where research is separated into sub-
domains (e.g., employee well-being, Al integration, green HRM, or applications by sector e.g. healthcare, SMEs).
Although qualitative syntheses are profound, they are also subjective and narrow-minded and promptly overlook larger
patterns, interrelations, and time changes in thousands of publications (Lungu, 2024; Mohamed et al., 2024). This
breadth, manifested in the exponential growth since 2015 and interdisciplinary impact induced by the digital
transformation and sustainability, introduces the problem of understanding the whole structure of the field, its power
brokers, geographic bias (dominance of the West), and untested connections (e.g., Al-green synergies or global south
views) (Roy et al., 2023; Vilsan et al., 2025).

2.2.2 Intellectual Structure and Thematic Evolution

Intellectual structures are clear in the bibliometric mapping. According to Vilsan et al. (2025), there was a stable
core between performance appraisal and HRM practices, which were supported by clusters of training, results of
employees, and technology. Maryadi et al. (2025) mapped clusters of transformational leadership, digitalization, well-
being, and sustainability in which the PMS was moving towards dynamics and feedback. According to Garengo et al.
(2021), strategic alignment and behavioral outcomes became the main themes. All in all, thematic evolution shows
evolutionary advancement from restorative theories of motivation to digital and sustainable integrations.

Objective mapping of the trends in publications, co-occurrence networks of keywords, trends in citation, and
thematic clusters helps to reveal the intellectual structure, developmental patterns, and research boundaries, which may
be overlooked in a qualitative approach (Garengo et al., 2021; Maryadi et al., 2025). Current bibliometric studies on
adjacent fields, including HRM in performance measurement (1,252 articles), employee performance (2,044 articles,
2020-2025), performance appraisal within HRM (2020-2025), and green HRM, show that this method has a high price
in terms of identifying stable cores (e.g., appraisal-HRM links), emerging clusters (Al, sustainability) and gaps (ethical
tech, underrepresented regions) (Vilsan et al., 2025). However, not many pay much attention to the specific subsystem
of HRM that is PMS, and it is necessary to conduct specific mapping to combine fragmented knowledge and determine
future trends.

2.2.3 Influential Elements

Powerful contributions are dominated by the Western nations and high-power journals like the International
Journal of Human Resource Management. Garengo et al. (2021) and Mohamed et al. (2024) have pointed out the most
prominent journals and the most referenced articles on the connections of HRM and performance. Prolific authors in
various regions were observed by Maryadi et al. (2025) and Vilsan et al. (2025) despite the fact that Western dominance
is still noted in citation styles.

2.2.4 Future Direction Themes, and Gaps

Themes that are emerging involve the integration of AI/ML and green HRM. Marler and Boudreau (2016)
identified the accelerated growth in Al applications in performance evaluation since 2022, whereas Gkikas and Salmon
(2026) identified green behavior as a mediating variable between sustainability and green HRM. The main gaps are the
under-representation of the global south, lack of integration of Al into green PMS, and digital assessment ethical issues.
Future studies need to focus on Al-green synergies, empirical studies in the developing situation, and inclusive PMS
ethical frameworks. This bibliometric review is in response to that requirement as it offers a data-driven, systematic,
overview of the PMS in HRM research in 1986-2026. This makes the study a happy medium between qualitative depth
and quantitative breadth by providing objective data in the pursuit of theoretical integration, practical adaptation
(particularly in the developing economies such as East Africa) and rigour in the methodology of HRM studies

1. METHODOLOGY

3.1 Overview

Cisneros et al. (2018), Kumar et al. (2019), Priyan et al. (2023), and Nyabakora and Mohabir (2024) use co-
occurrence analyses, citation analyses, and co-citation analyses in their bibliometric analyses of literature. The literature
analysis is conducted with the help of VOSviewer software which is used as bibliometric analysis (Eck & Waltman,
2010). It was chosen because of the flexibility of the VOSviewer software. VOSviewer is able to offer a detailed
graphical display of bibliometric maps unlike the current programs (Eck & Waltman, 2010). This study on the PMS-
HRM literature began on March 5, 2026, to get an up-to-date image of the industry and form a list of the most frequently
used terms. The inclusion criteria was selected based on the PRISMA protocol and then the process of data collection
begins (Moher et al., 2009). PRISMA is an evidence-based instrument that assists an author to present an extensive
variety of meta-analyses and systematic reviews that were largely employed to evaluate healthcare interventions.
PRISMA puts attention on strategies that an author can use to make sure that his or her research is done in an open
environment and fully disclosed (Gough et al., 2012).

45
Licensed Under Creative Commons Attribution (CC BY-NC)



Vol. 7 (Iss. 2) 2026, pp. 42-60  African Journal of Empirical Research ~  https://ajernet.net ISSN 2709-2607 §

3.2 Finding the Review Sources

The source of information was chosen as Scopus due to the research and the ability to retrieve papers since
empirical studies have revealed that the coverage of publications is more exhaustive in the social sciences compared to
the Web of science (Mongeon & Paul-Hus, 2016). Due to the more limited coverage, it might be claimed that the Web
of Science has sources with a higher quality in its database. The authors, however, state that this is a field-related
statement that has to be empirically validated (Hallinger & Kovacevi¢, 2019). However, Archambault et al. (2009)
identified a good correlation between the publications and the citations in both Scopus and Web of Science.

3.3 Data Searching Criteria

The Scopus database was searched using the search string defined above, and the main investigation was
conducted on March 5, 2026. The PRISMA approach (Crossan & Apaydin, 2010; Pisani et al., 2017) was employed
alongside the utilization of the "TITLE-ABS-KEY" tool to find 1,478 documents in the Scopus database. With the help
of inclusion and exclusion criteria, the publications were narrowed down. A four-step process was used to select the
papers that were most suitable in this investigation, published before March 5, 2026. (Figure 1). When the search was
restricted to publications in the areas of computer science, environmental engineering, business, accounting,
management, economics, social sciences, finance, and econometrics, it resulted to 1,294 hits. The selection was
narrowed down to specific articles that focused on PMS by using relevant keywords and considering only final peer-
reviewed journal articles, which reduced the total number to 800. When the documents were restricted to articles and
conference papers, 621 papers remained. Then, 11 in-press documents were removed to remain with 610 documents, of
which 50 were not published in journals and conference proceedings, and so, it remained with 560. 550 articles were
retained to do the bibliometric evaluation after 10 articles were found not to be written in English and so were filtered
out.

Total Documents identified through database
search

n= 1,478 Documents excluded due to

unmatched subject area
N= 184
T

Documents Remained
N=1,294 Documents dropped due to

unmatched keywords

Documents Remained L
N = 800 Documents dropped due to being in-

progress, different document types,
% and were not from journal and

Identificati

Screening

conference proceedings
= Documents screened by taking only final N = 240
-'ED articles from Journals
= N =560
Documents dropped due to not
% published in English
v =
§ Documents included in bibliometric N—10
% synthesis
S N= 550
Figure 1

The PRISMA Flow Diagram Showing Steps in the Identification and Screening of Data (Moher et al., 2009)

The PRISMA approach was used to define the search criteria (Hallinger & Nguyen, 2020; Nyabakora, 2023;
Priyan et al., 2023), and brackets ensured the search criteria were correct. Symbols such as asterisks ("*") were applied
to the search terms to broaden or narrow down the search when the need arose. Common Boolean operators allowed the
unified search strategy (Pisani et al., 2017). The search engine in the Scopus database restricted the search and located
relevant objects with the help of the following search string: TITLE-ABS-KEY ("performance management" AND
("human resource management" OR HRM)). Having filtered out manuscripts that failed to meet the criteria or were
otherwise insignificant, the total number of 1,478 manuscripts that had been retrieved was narrowed down to 550 (Figure
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1). Therefore, the dataset was composed of 550 final articles and conference papers published in English, sourced from
journals and conference proceedings in the Scopus database, belonging to the engineering, computer, business,
economics, and social sciences fields.

IV. FINDINGS & DISCUSSION

4.1 Findings

The bibliographic details of the 550 manuscripts were stored in order to be used at the subsequent steps.
Additional data analysis was performed by a bibliometric method that involved the evaluation of citation and co-citation
patterns and the visualisation of the relations between the author, co-citation and phrase, co-occurrence (Benziane et al.,
2022; Nyabakora & Mohabir, 2024). This bibliometric analysis was conducted using such tools as VOSviewer,
bibliometric software, Excel, Tableau, and Scopus analytics (Benziane et al., 2022; Nyabakora & Mohabir, 2024). The
findings of the research on PMS in HRM knowledge bases are presented in this section. The four research questions
were evaluated using the following order:

4.1.1 Research Progress Direction in the PMS in HRM Knowledge Bases

The search of the Scopus database identified 550 articles in the PMS - HRM knowledge bases and its use since
1986. An overview of these 550 articles shows that the number of papers has been on the rise with the most growth
between 2010 and 2025 (Figure 2). Interestingly, these publications, 476 of them, or 87 percent of them were published
during 2010 to 2026.
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Figure 2

Literature Growth in PMS-HRM Domain

4.1.2 Keywords Growth in PMS - HRM Literature

It is possible to identify a specific intellectual trajectory of performance management research in the
chronological trend of the co-occurrence of key words (Table 1A) from the appendices, which shifts to the classical
HRM principles to sustainability and finally to the digital and artificial intelligence-based performance systems. This
trend demonstrates the way organisational performance management has adapted to the changed strategic,
environmental, and technology conditions. Basic Period: Traditional Performance and HRM Systems (Pre-2016). The
first layer of keywords represents the traditional approaches to the performance evaluation and human resource
management. The common words during this period include human resource management, performance management
systems, performance appraisal system, balanced scorecard, total quality management, career development and
employment relations. The average year of publication of some of the terms, such as overall quality management
(2008.57) and strategic HRM is relatively earlier (2013.5).

This step indicates that initial research focused on formal performance appraisal structures in organisations. In
the development of the performance systems, the evaluation instruments such as the balanced scorecard, appraisal and
incentive systems and key performance indicators were widely applicable. These methods were greatly influenced by
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strategic management perspectives placing main focus on aligning HR processes with organisational performance
results. The Resource-Based View that argued that human capital was a strategic resource that could create long-term
competitive advantage and Strategic Human Resource Management were often mentioned in the research that was
carried out during this period (Barney, 1991).

Furthermore, the phrases such as leadership and development, human capital indicators, organisational culture,
and teamwork are also common, which demonstrates a high level of interest in linking the performance management
systems with the employee attitudes and organisational behaviour (Figure 3). Research of this nature tended to focus on
the role of psychological contracts, motivation, and leadership in driving performance outcomes (Armstrong & Taylor,
2014). Due to this, during this phase, performance management was largely regarded as a managerial control mechanism
to monitor, assess, and reward the performance of workers.

Table 1
Keyword Growth in Performance Management Systems Literature
Keywords X y cluster | Occurrences | Avg. pub. Year | Avg. citations
1 | Performance management systems -0.0068 | 0.0383 1 293 2016.2799 21.6416
2 | Human resource management -0.1918 | 0.1533 1 215 2017.4 18.0279
3 | Performance appraisal system -0.1991 | -0.2575 3 75 2016.5867 15.7467
4 | Artificial intelligence technology -0.5506 | 0.4382 5 39 2023.641 16.2821
5 | Recruitment and selection -0.4531 | -0.0141 8 30 2020.3 10.1333
6 | Training and development -0.1206 | 0.3174 1 24 2019.2083 9.2083
7 | Employee engagement and retention | -0.272 0.2579 1 23 2020.3913 28.913
8 | Hrm practices -0.2903 | -0.0004 1 19 2018.2105 30.9474
9 | Employee productivity 0.1588 | 0.1416 4 18 2022.6111 11.0556
10 | GHRMP 1.1397 | -0.3532 4 18 2022.8889 60.5
11 | Digital technologies -0.5197 | 0.1943 6 17 2022.7059 22.0588
12 | Leadership and development 0.197 -0.1331 2 17 2016.5882 68.2941
13 | Motivation and productivity 0.6411 | 0.1278 1 17 2020.5882 20.2941
14 | Performance measurement systems -0.0471 | 0.8249 7 16 2019.375 24.8125
15 | Environmental management system 0.7298 | -0.4472 4 15 2020.9333 67.2
16 | Strategic HRM -0.3027 | -0.4272 8 14 2013.5 37.2857
17 | Big data analytics 0.3931 | 0.6871 9 13 2021.3077 11.3846
18 | GPAM 1.2961 | -0.2533 4 13 2022.8462 31.6923
19 | Compensation 0.2013 | 0.2845 1 12 2019.6667 6.0833
20 | Employees attitudes 0.9567 | 0.2926 1 12 2017.3333 38.6667
21 | Machine learning algorithms -0.8661 | 0.3826 5 11 2024 8.9091
22 | Talent and performance management | -0.7206 | 0.7371 5 11 2021.5455 22.3636
23 | Employee motivation -0.7149 | 0.1301 5 10 2019.9 2.9
24 | Ethical considerations 0.2393 | -0.0135 2 10 2021.4 20.3
25 | Green training and development 1.33 -0.3375 4 10 2022.7 17.8
26 | International HRM 0.342 -0.2406 8 10 2012.7 25
27 | Organizational performance measures | 0.1447 | 0.7841 1 10 2016.7 9.7
28 | Public sector enterprise 0.0882 | -0.6192 2 10 2017.4 26.1
29 | Reward systems 0.5305 | -0.2139 8 10 2017 9.3
30 | Business process management -0.044 -0.2883 6 9 2023.3333 7.2222
31 | E-HRM system -0.3782 | 0.1147 6 9 2020.4444 9.7778
32 | Job satisfaction-performance matrix | -0.6003 | -0.0973 6 9 2013.7778 57.2222
33 | Key performance indicators 0.5607 | 0.655 9 9 2018.1111 2.4444
34 | Appraisals and rewards -0.3682 | -0.6855 6 8 2016.375 28.25
35 | Career development 0.0684 | 0.4008 1 8 2015.875 7.75
Notes: GHRMP = Green human resources management practices: GPAM = Green performance appraisal and
management:
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HRM = Human resource management: X = Horizontal direction on X-axix; Y = vertical direction on the Y-
axis. Expansion Phase: Employee-Centred Performance Outcomes and Strategic HRM (2016-2020). The search query
network indicates that there is a shift to employee behavioural goals and strategic HR practices around the period
between 2016 and 2020. This change is illustrated by the frequent presence of such phrases as employee engagement
and retention, motivation and productivity, turnover intention, remuneration, and training and development.
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Figure 3
Keywords Growth in PMS — HRM Research

The network also (Figure 3) displays human resource information systems and e-HRM systems at this phase
and this is an indication of early digitalisation of HR processes. Due to these technologies, organisations could add
performance monitoring to more extensive human capital management systems. The behavioural theory such as the
Ability-Motivation-Opportunity Theory, which explains how HR practices enhance employee performance by
developing skills, motivating and involving employees was commonly applied in the research of this period (Appelbaum
et al., 2001). Also, with the increased interest in understanding how HR practices influence performance in institutional
settings, research on performance management has diffused to diverse settings, including those in the public and the
private sector organisations.

Green HRM and Sustainability (2020-2023) Integration: The following thematic shift occurs after 2020 as the
buzzwords of performance management rapidly increase in terms of their environmental and sustainability-centred
themes. The terms such as green human resources management practices, green performance appraisal and management,
green training and development, green employee participation, and organisational citizenship behaviour to the
environment constitute a consistent group with the average years of publication of 2021-2023.

This trend is reflected in the integration of environmental sustainability in the HR performance models. Business
is becoming more related HRM and corporate sustainability plans through alignment of performance indicators and
environmental objective. The importance of HR practices in promoting the environmentally-friendly behaviour among
employees is often referenced in the literature of this area, and the term is known as green human resource management
(Renwick et al., 2012).

The research on performance management is increasingly becoming connected with the agendas of corporate
sustainability as can be evidenced by the buzz words such as environmental management system, sustainability
performance management techniques, and sustainability. Such a trend can be explained by Stakeholder Theory, which
argues that organisations should meet social and environmental expectations of numerous stakeholders to be legitimate
and competitive in the long term (Freeman et al., 1984).
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The Transformation of Digital and Artificial Intelligence (2021-2025): The latest phase of the keyword growth
is noted as the digital revolution of the performance management systems. Some of the emerging terms are artificial
intelligence technology, machine learning algorithms, and big data analytics, predictive analytics, Al-driving
performance evaluation, and automated performance management systems. Such expressions indicate a rapidly growing
research horizon with astonishingly new average years of publication (2023-2025). This development can be attributed
to the increasing use of the latest technologies in HR decision-making processes. With the help of Al and analytics
solutions, businesses can analyze massive data related to the productivity, engagement, and performance of workers. An
example is predictive analytics which are capable of identifying high performers, forecasting staff turnover, and better
planning of the personnel (Marler & Boudreau, 2016).

Also, the presence of both the labour management, the business process management, and the digital technology
means that the performance management is becoming part of the larger digital HR ecosystems. Such technologies assist
in creating managerial decisions based on the data, automated assessment processes and real-time feedback. However,
the inclusion of ethical considerations in the list of the new keywords implies that scholars are now increasingly
concerned with the implications of Al-based performance monitoring, particularly regarding algorithmic bias, employee
data security, and transparency.

4.1.3 The Intellectual Structure of Literature in PMS - HRM

Using the analytic status of the intellectual structure of the PMS-HRM research, scholars will be able to
understand its status more comprehensively (Nerur et al., 2008). This can be done using systematic mapping and analysis
methods. VOSviewer can be used to create a system map, which can graphically represent the conceptual framework of
knowledge base domain, exploring co-citations between the authors (Hallinger & Nguyen, 2020). This approach helps
it to identify the most and least explored themes of the topic. It is observed that in most cases, authors who share the
same scholarly perspective find themselves being discussed jointly in the same perspective (Hallinger & Kovacevic,
2019). This may be demonstrated using VOSviewer that can help form a system map in which the similarities between
the authors included in the database are highlighted (Priyan et al., 2023).

The co-citation map generated by VOSviewer and presented in Figure 4 shows that, of 1546 authors, 60 had at
least 5 citations. The influence of the scholars is represented by the size of the nodes, and the larger the node, the more
often it is referred to by other scholars. Moreover, based on their co-citation relationships, the colourful groups of
bubbles (Figure 4) separate researchers in about ten categories. Further examination of Figure 4 shows that the frequency
of the collaborative citations of the writers is represented in the association between them. The multi-theoretical
intellectual base of the performance management and human resource management research, which is based on the most
influential researchers, is identified in the co-citation structure and represents the conceptual clusters. The key authors
of the foundational work that connects human capital theory with strategic human resource management (Figure 4) lie
at the center of the network, including Gary S. Becker and Brian E. Becker. Their high degree of linkages and weight
of citations reveals that the discipline is highly reliant on the assumption of employees being a key form of organizational
capital whose sound management can be used to create a competitive edge (Becker & Huselid, 1998).
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Figure 4
Intellectual Structure of the PMS-HRM Literature (when min = 2, N = 60)

This is supported by the works of such influential individuals as Patrick M. Wright, John E. Delery, and John
Boxall whose work helped to enable the empirical and theoretical association of HR practices and firm performance
within the strategic HRM paradigm (Boxall & Purcell, 2016). The fact that the intellectual framework has incorporated
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the psychological theories of employee motivation, equity perceptions, and creativity in performance management
systems is further evidenced by the presence of behavioural and motivational scholars like John Stacey Adams, and
Teresa M. Amabile (Adams, 1964; Amabile, 1996). These connections reveal that the intellectual foundation of the field
is a combination of economic, strategic, and behavioural views in which the HR systems influence employee
performance and organizational performance.

Simultaneously, the clusters of co-citations also indicate the shift to the modern areas including digital HRM,
global HR practices, and employee engagement. Tanya Bondarouk and Emma Parry are examples of researchers that
exemplify the technological change of HRM via e-HRM and digital systems in HR (Bondarouk & Brewster, 2016).
Overall, other researchers like David G. Allen and Tammy D. Allen provide literature on the association of HR practices
and employee attitudes, engagement, and work-life consequences. The international HR scholars like Pawan S. Budhwar
and lIbraiz Tarique represent the globalization of HR research and the growth of performance management research in
terms of institutional and cultural environments (Balezentis & Zeng, 2013).

4.2 The Most Contributory Players in the PMS-HRM L.iterature

The presence of the significant writers, countries, sources, and works devoted to the topic of PMS in HRM is a
significant source of information about the current state of knowledge and helps to find the potential directions to be
pursued in the advancement of research and development. It also allows academics to distinguish the most important
countries, sources, authors, and publications that have to be researched to get a deeper understanding.

4.2.1 Productive Countries in the PMS-HRM L.iterature

By analyzing the most productive countries in the given field, researchers will be able to identify which
countries actively study the issue of PMS-HRM, keep abreast of the latest developments and also understand what it
will take to practice PMS. Moreover, one can analyze where the authors of these articles are based and thereby see
where the majority of the academic interest is concentrated in regards to the topic of PMS-HRM. The performance
management and human resource management research is concentrated in several influential academic centers
according to the country-level document distribution (Table 2) and citation distribution (Table 3), with the biggest
contribution made by the United Kingdom (60 documents; 2,092 citations) and the United States (56 documents; 1,456
citations) who made their first contributions during the period of around 2012-2013 and had sufficient citation effects.
The theoretical and empirical premises of strategic HRM and performance management have long been influenced by
these nations, and usually they used frameworks like the Resource-Based View and high-performance work systems to
describe the linkage between the HR practices and organizational results (Becker & Huselid, 1998; Boxall & Purcell,
2016).

Table 2

Productive Countries in Terms of Number of Documents in PMS-HRM Literature
ID | Label Documents Citations
1 China 93 1267
2 India 74 714
3 UK 60 2092
4 United States 56 1456
5 Australia 36 1011
6 Malaysia 24 432
7 Canada 18 540
8 Indonesia 14 146
9 Belgium 12 228
10 | Saudi Arabia 12 200
11 | Germany 11 1004
12 | Italy 10 524
13 Netherlands 10 506
14 | Spain 10 290
15 | Thailand 8 166

Other established research centers like Australia, Germany, Canada, and Netherlands have relatively good
citation averages, specifically Germany which scores very high average citation (91.27) which suggests that the
European scholarly scholarship is making a difference in their contribution of theoretical and methodological research
work to HRM and performance analytics. Emerging economies like China (93 documents) and India (74 documents),
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on the other hand, show high recent growth and higher average years of publication (2018-2021), as the HRM research
has been rapidly growing in the developing setting, and the value of organizational performance research in the emerging
markets is becoming more relevant.

Table 3

Prolific Countries in Terms of Number of Citations in PMS-HRM Literature
ID | Label Documents Citations
1 UK 60 2092
2 United States 56 1456
3 China 93 1267
4 Australia 36 1011
5 Germany 11 1004
6 India 74 714
7 Palestine 2 568
8 Ireland 7 553
9 Canada 18 540
10 | ltaly 10 524
11 Netherlands 10 506
12 | Malaysia 24 432
13 | Spain 10 290
14 United Arab Emirates 8 232
15 | Belgium 12 228

In the meantime, such countries like Malaysia, Indonesia, Saudi Arabia, and Viet Nam exemplify the increasing
geographical diversification of the literature since 2019, whereas small contributors (Kenya and Palestine) gain
significant citation power but do not publish much. In general, the time-based trend indicates that the leadership of
research was initially founded in the Western economies, but there is a tendency of the intellectual sphere to be
concentrated in Asia and other developing areas.

4.2.2 Evaluation of the Most Active Journals in PMS-HRM Research

Dissemination of the documents and citations among journals signals that the intellectual growth of the
performance management and human resource management research has been influenced majorly by the leading HRM
and management journals. Human resource management review has the most impressive citation impact (990 citations)
(Table 5), although it has comparatively fewer publications (Table 4), which is indicative of the fact that it is a highly
influential journal where theoretical and review-based contributions to the conceptual framework of HRM studies are
produced. On the same note, the international journal of human resource management has had the greatest publication
output (15 documents; 573 citations) indicating its key role in propagating empirical and theoretical work on strategic
HRM practices and performance management systems.

Other mainstream HRM journals like Personnel review, Human resource management and Human resource
management journals also play a significant role in the development of the field by enhancing discussion of employee
engagement, HR practices and organizational performance. These journals have been known to publish impactful
findings that connect HR practices to firm-level performance using such frameworks as high-performance work systems
and strategic HRM outlooks (Becker & Huselid, 1998; Boxall & Purcell, 2016). Also, journals dealing with employment
relations and the dynamics of the workplace, such as Employee relations and Journal of managerial psychology have
further increased the literature on this topic by discussing behavioural and psychological processes by which HRM
practices affect employee attitudes, motivation, and performance.

Table 4
Productive Journals in Terms of Number of Documents in PMS-HRM Literature
ID | Label Documents Citations
1 International journal of human resource management 15 573
2 Employee relations 9 408
3 International journal of productivity and performance management 9 267
4 Personnel review 8 587
5 Human resource management 7 526
6 Human resource management review 5 990
7 International journal of manpower 5 165
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8 Human resource management journal

9 Journal of cleaner production

10 | Journal of managerial psychology

11 | Public personnel management

12 | Technological forecasting and social change

13 | Construction management and economics

14 | International journal of operations and production management
15 | International journal of production research

NN NWWWww|w

In addition to the conventional sources of HRM, the existence of multidisciplinary journals like Journal of
cleaner production, Technological forecasting and social change, and Expert systems with Applications indicate a
remarkable transition to the sustainability and digital transformation aspects of the performance management studies.
The high citation effect of Journal of cleaner production (894 citations) indicates the increased adoption of
environmental sustainability and green HRM practices into the organizational performance research (Renwick et al.,
2012). In the meantime, the rise of technology-oriented outlets is an indicator that there is growing academic interest in
the field of analytics, artificial intelligence, and decision-support systems in areas of HRM and performance evaluation.
The interdisciplinary character of the field is also reflected in journals related to the productivity and operations
management, including international journal of productivity and performance management and international journal of
operations and production management, as the journals relate HR practices to the productivity and operational
performance of organizations. In the future, more interdisciplinary collaboration between sustainability and digital
technology journals should be encouraged when carrying out research to foster new themes in HRM, including Al-based
performance management, green HRM, and data-driven workforce analytics. This form of integration presumably
enhances the theoretical and methodological advancement of the discipline and resolve the modern organizational issues
concerning sustainability, digitalization, and workforce transformation (Bondarouk & Brewster, 2016; Marler &
Boudreau, 2016).

Table 5

Prolific Journals in Terms of Number of Citations in PMS-HRM Literature
ID | Label Documents Citations
1 Human resource management review 5 990
2 Journal of cleaner production 3 894
3 Personnel review 8 587
4 International journal of human resource management 15 573
5 Human resource management 7 526
6 Employee relations 9 408
7 Technological forecasting and social change 3 295
8 International journal of productivity and performance management 9 267
9 Human resource management journal 3 249
10 | Expert systems with applications 1 204
11 | Journal of managerial psychology 3 183
12 | International journal of production research 2 174
13 | International journal of project management 1 172
14 | Journal of world business 1 171
15 | International journal of manpower 5 165

4.2.3 The Most Influential Authors in PMS-HRM Research

The author-level relative distribution of documents and citations show that a few of the scholars have made a
massive contribution to the evolution of the performance management and human resource management research in
spite of the relatively lower number of publications in the dataset (Table 6). It has powerful contributors with high
citation impact (838 citations each) (Table 7) including Susanne Geister, Guido Hertel, and Udo Konradt because they
are the creators of the foundations of virtual teamwork, performance management, and organizational behaviour study
(Hertel et al., 2005).
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Table 6

Prolific Authors in Terms of Number of Documents in PMS-HRM Literature
1D Label Documents Citations
1 Decramer, Adelien E.M. 5 178
2 Stanton, Pauline 5 108
3 Dainty, Andrew R. J. 3 121
4 Franco-Santos, Monica 3 223
5 Bourne, Mike C. 2 135
6 Cooke, Fang Lee 2 125
7 Garengo, Patrizia 2 199
8 Hyde, Paula J. 2 117
9 Muisyo, Paul Kivinda 2 293
10 Mura, Matteo 2 135
11 Pavlov, Andrey 2 135
12 Su, Qin 2 293
13 Van Waeyenberg, Thomas 2 120
14 Abdul Rasid, Siti Zaleha 1 115
15 Aini, Qurotul 1 102

In the same vein, researchers like Monica Franco-Santos and Adelien Decramer make numerous contributions
to the literature on performance measurement systems and HRM practices by offering a humber of documents to
reinforce the literature (Franco-santos et al., 2012). In retrospect, there is a potential of global inclusion in performance
management research due to the diversity of the people contributing their work to it (not excluding emerging scholars
in Asia, Africa and elsewhere in Europe). Authors like Fang Lee Cooke and Umit Sezer Bititci are examples of the
increasing interdisciplinary aspects of the fusion of HRM, performance measurement, and organizational
transformation.

Table 7

Prolific Authors in Terms of Number of Citations in PMS-HRM Literature
ID Label Documents Citations
1 Geister, Susanne 1 838
2 Hertel, Guido 1 838
3 Konradt, Udo 1 838
4 Mousa, Sharifa Khalid 1 568
5 Othman, Mohammed Azzam 1 568
6 Muisyo, Paul Kivinda 2 293
7 Su, Qin 2 293
8 Franco-Santos, Monica 3 223
9 Balezentis, Tomas 1 204
10 Zeng, Shouzhen 1 204
11 Garengo, Patrizia 2 199
12 Cheng, Xu 1 187
13 Jin, Youliang 1 187
14 Ran, Hangxin 1 187
15 Zeng, Huixiang 1 187

4.2.4 The Most Prolific Documents in the PMS-HRM Literature

Table 8 enumerates the most prolific documents over the bibliometric network of performance management
systems (PMS) in the field of human resource management (HRM). The table ranks the documents by the number of
citations, with the highest to the lowest. The following is an explain of the 5 most referenced documents and their
contribution to the literature that made them the top cited: Hertel et al. (2005)’s seminal review compiles existing
empirical evidence regarding the management of distributed virtual teams based on the lifecycle stages (preparation,
launch, performance management, development, disbanding) and the HRM practices such as selection, leadership, and
motivation in electronic-mediated environment. This has been cited extensively because it is one of the earliest
comprehensive syntheses in the emergence of remote work which forms the basis of virtual team dynamics in the face
of globalization and technology application which is extensive in the literature of HRM, organizational psychology, and
research in remote collaboration.
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In Mousa and Othman (2019) paper, the given framework was applied to a connection between green HRM
practices (e.g., recruitment, training, appraisal) and sustainable performance in the healthcare and the levels of its
implementation in Palestine and environmental/economic benefits. Its large citations are due to its opportune
coincidence with the global sustainability agendas, its provision of a feasible conceptual framework of green HRM in
service industries, which has shaped later empirical evidence on the eco-friendly HR and organizational sustainability
in healthcare and other fields.

In Balezentis and Zeng (2013) research, the MULTIMOORA approach is furthered to utilize interval-valued
fuzzy numbers in decision-making by a group of individuals under uncertainty, which enhances strength in treating
irregular information. Its techniques are motivated by methodological novelty in multi-criteria decision analysis
(MCDM), an extensive methodology used in operations research, engineering, and management to fuzzy environments,
as a benchmark extension mentioned in many extensions and applications of fuzzy MCDM methods.

Zeng et al. (2022)’s empirical research draw on the data of Chinese firms to prove the positive financial effects
of digitalization (e.g., profitability, lower costs) but mentions the existence of the boundary conditions such as the size
of the firm and its industry. Its general citation rate can be interpreted to indicate the timeliness of its evidence on the
business value of digital transformation in the context of fast adoption of technology in new markets, which adds
empirical rigor to the discussion of digital economy effects and its impact on strategy, finance, and innovation research.
Muisyo and Qin (2021) explore the role played by green HRM practices in enhancing green performance of firms in
China with green innovation culture enhancing the relationship. Its references are based on the further development of
knowledge in the mechanisms of the green HRM, as it offers an empirical confirmation of the role of culture in
moderating sustainability, which play a significant role in the ecological performance and organizational culture research
as the world is increasingly concerned with green HRM.

Table 8
The Most Prolific Documents in PMS-HRM Literature
ID Label Title Journal Country Cluster | Citations
1 Hertel Managing virtual teams: a review of | Human resource | Germany 23 838
(2005) current empirical research management review
2 Mousa The impact of green human resource | Journal of cleaner | Palestine 6 568
(2020) management practices on sustainable | production
performance in healthcare organisations: a
conceptual framework
3 BaleZentis | Group multi-criteria decision making | Expert systems with | China 14 204
(2013) based upon interval-valued fuzzy | applications
numbers: an extension of the multimoora
method
4 Zeng The financial effect of firm digitalization: | Technological China 2 187
(2022) evidence from china forecasting and social
change
5 Muisyo Enhancing the firm's green performance | Journal of cleaner | China 5 182
(2021) through green HRM: the moderating role | production
of green innovation culture
6 Conway Demands or resources? The relationship | Human resource | Ireland 11 177
(2016) between  hr  practices, employee | management
engagement, and emotional exhaustion
within a hybrid model of employment
relations
7 Kwak Analyzing project management research: | International journal | United 20 172
(2009) perspectives from top management | of project | States
journals management
8 Tymon Exploring talent management in india: the | Journal of world | United 18 171
(2010) neglected role of intrinsic rewards business States
9 Murphy Performance evaluation will not die, but it | Human resource | Ireland 7 166
(2020) should management journal
10 Fenech The changing role of human resource | Journal of | United 8 157
(2019) management in an era of digital | management Arab
transformation information and | Emirates
decision sciences
11 Marrucci The contribution of green human resource | Journal of cleaner | Italy 4 144
(2021) management to the circular economy and | production
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performance of environmental certified
organisations
12 Bititci Value of maturity models in performance | International journal | UK 12 144
(2015) measurement of production
research
13 Jia (2018) | A conceptual artificial intelligence | Proceedings of the | United 9 142
application framework in human resource | international States
management conference on
electronic business
14 Limsila Performance and leadership outcome | Engineering, Thailand 21 141
(2008) correlates of leadership styles and | construction and
subordinate commitment architectural
management
15 Farndale High commitment performance | Personnel review UK 16 139
(2011) management: the roles of justice and trust

There are foundational (virtual teams), emerging (green HRM), methodological (fuzzy MCDM), and
contemporary (digitalization) issues emphasized in these highest-ranking works, which is why they are also relevant in
the PMS-HRM literature network.

4.3 Discussion

The academic landscape of performance management systems (PMS) in human resource management (HRM)
research from 1986 to 2026 is methodically mapped in this bibliometric analysis. In order to create keyword co-
occurrence networks, citation patterns, temporal overlays, and theme clusters, 550 documents were obtained from
Scopus in accordance with the PRISMA protocol and examined using VOSviewer. Identifying publication trends,
mapping intellectual structures, emphasising influential components, and exposing new themes with research gaps and
future directions were the four main goals of the investigation. The results shed light on the development and boundaries
of the field and offer an unbiased, quantitative supplement to previous narrative evaluations.

4.3.1 Identify Publication Trends in Performance Management in Human Resource Management Literature

According to the data, publications on PMS within HRM have grown exponentially, peaking around 2020 and
accelerated after 2015. This pattern is consistent with a larger body of HRM literature that shows greater scholarly focus
on performance-related issues in the context of sustainability challenges, post-pandemic recovery, and digital
transformation (Maryadi et al., 2025; Mohamed et al., 2024). The resource-based view (RBV), which views human
capital management, especially PMS, as a source of long-term competitive advantage in changing situations, is
theoretically supported by the surge (Dunford et al., 2001). The observed growth is empirically consistent with studies
from manufacturing and healthcare settings, where well-designed PMS greatly improve organisational outcomes and
worker performance Syafti et al. (2023). The field's reaction to resilience requirements and hybrid work models is further
shown in the post-2020 acceleration, which validates PMS's growing strategic significance.

4.3.2 Map Intellectual Structures (e.g., Keyword Co-Occurrence Clusters, Thematic Evolution Over Time)

Cluster 1 (basic HRM practices: evaluation, engagement, motivation) formed the center hub of nine different
keyword clusters, whereas Clusters 4 (green HRM) and 5 (Al and predictive analytics) displayed the most recent
temporal shift (average publication years 2022-2024). Goal-setting theory (Locke & Latham, 2002) and Vroom’s
expectation theory are extended by its structure and evolution, which show how quantifiable, technology-enabled targets
direct attention and effort. Studies demonstrating that green HRM practices, moderated by innovation culture, improve
environmental performance (Muisyo & Qin, 2021) and that Al-driven evaluations improve accuracy and acceptance
when ethically implemented (Pan et al., 2025) are empirically supported by the increasing integration of green and Al
themes. The transition from static to dynamic PMS is consistent with social exchange theory, which holds that consistent,
equitable feedback fosters civic engagement and trust (Goswami et al., 2026).

4.3.3 Emphasise Significant Components (e.g., Leading Authors, Nations, Journals, Highly Cited Works)

Highly cited publications include Hertel et al. (2005) on virtual teams (838 citations), Mousa and Othman (2019)
on green HRM in healthcare (568 citations), and Muisyo and Qin (2021) on green innovation culture (182 citations).
Western nations (USA, UK) and journals like Human Resource Management Review and Journal of Cleaner Production
dominate influence. The significance of these works stems from their ability to bridge empirical gaps identified by Roy
et al. (2023) and Vilsan et al. (2025) by addressing crucial real-world transitions, such as distant cooperation,
sustainability, and eco-performance. In theory, they support RBV's focus on creating unique skills via adaptive PMS
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(Dunford et al., 2001). Practically speaking, their significant influence offers HRM professionals’ evidence-based
models for managing environmental regulations and globalisation.

4.3.4 Reveal Emerging Themes, and Suggest Research Gaps and Future Directions

Al-driven performance evaluation and green performance measures are emerging themes, and eco-friendly
appraisal keywords and predictive analytics are growing at a rapid pace. These are consistent with empirical data on
green HRM's mediation of environmental effects (Gkikas & Salmon, 2026) and Al's involvement in minimising bias
and personalising feedback (Pan et al., 2025). Nonetheless, there are still gaps that need to be filled, such as the under-
representation of perspectives from the global south, the lack of ethical Al research, and the inadequate integration of
Al-green synergies (Lungu, 2024; Roy et al., 2023). Theoretically, these gaps show that institutional theory needs to be
expanded in order to investigate how cultural and regulatory factors influence PMS in developing environments. In
practice, HRM executives can enhance sustainability and resilience by implementing hybrid Al-green models. In terms
of methodology, future research should explore causal relationships in under-represented areas like East Africa by
combining bibliometrics with longitudinal empirical designs. Overall, the results establish PMS as a pillar of ethical,
sustainable, and adaptable HRM, providing a data-driven basis for developing theory, practice, and policy in a world
that is changing quickly.

V. CONCLUSION & RECOMMENDATIONS

5.1 Conclusion

This is a bibliometric review entitled Bibliometric Insights into Performance Management Systems in Human
Resource Research, which has served as a systematic mapping of the academic environment of the performance
management systems (PMS) in human resource management (HRM) to fill the gaps that have been identified in the
introduction. The study achieved its main goal of giving a broad overview of the evolution of PMS by defining
publication patterns, intellectual frameworks, contributing factors, and new topics in the last two decades (2000 - 2025)
as stated in the introduction. Based on the Scopus and Web of Science databases and visualizations of the networks with
the help of VOSviewer, as outlined in the methodology, the analysis showed a field that was coming to maturity in the
technological, sustainable, and post-pandemic changes. The results highlighted the fastest rates of increase in
publications since 2015, the thematic groups included the core HRM practices, Al integration, green HRM, and digital
transformations, and these were understood as bridges between the traditional assessments and adaptive and ethical
systems. This review, in conclusion, supports the use of PMS as strategic facilitators of organizational resilience by
providing practice implications to academicians and practitioners.

The critical results of the analysis confirm the dynamic character of the research on PMS-HRM. Infrastructure
Intellectual structures that have been visualized as key-word co-occurrence networks demonstrated nine clusters, with
core concepts such as performance appraisal, and employee engagement (Cluster 1), and new tech entities such as Al
and machine learning (Cluster 5), and sustainability-related ones like green HRM practices (Cluster 4). Temporal
development signified a change in pre-2020 preoccupations with strategic HRM to post-pandemic incorporations of
predictive analytics and ethical aspects, and the critical mean annual of Al-identified key terms were close to 2024. The
powerful factors have included the dominance of West in authorship and journals (e.g., international journal of human
resource management) and the highly cited literature on virtual teams and green HRM, respectively, and their
contributions to the remote work structures and models of sustainable performance have made them the most influential
in the framework of the top documents analysis. The new trends like Al-based assessments and eco-friendly performance
indicators imply convergence across the disciplines, but the gaps in the area of global south representations and ethical
Al use remain.

The results have specific ramifications for certain stakeholders. By showing how PMS have developed to
incorporate digital and green dimensions, the study advances goal-setting theory and the resource-based view for HRM
scholars. It also provides a basis for new hybrid theoretical models that integrate Al-optimized sustainability practices
with motivation mechanisms in line with institutional theory. The findings offer clear guidance for HRM practitioners
and organisational leaders, especially in East Africa and other developing economies, to implement continuous, Al-
supported feedback systems and green performance appraisals, which can concurrently enhance productivity,
environmental performance, and employee retention. In order to promote inclusive workforce growth, policymakers
must invest in ethical Al governance and create context-specific PMS frameworks in light of the gaps in global-south
representation that have been found. In terms of methodology, the effective use of VOSviewer validates its usefulness
for mapping theme progression and clusters, while highlighting the need for future HRM reviews to combine
bibliometric research with content analysis for deeper causal insights.

Although it has made these contributions, the study recognizes the limitations of bibliometric research as
discussed in the discussion. Scopus dependency can also be associated with database bias, such as a lack of gray
literature or non-English literature, which might lack the views of developing areas. The analysis by keywords is

57
Licensed Under Creative Commons Attribution (CC BY-NC)



Vol. 7 (Iss. 2) 2026, pp. 42-60  African Journal of Empirical Research ~  https://ajernet.net ISSN 2709-2607 §

inclusive but has a chance of missing the subtle qualitative changes that are not reflected in co-occurrences. The short-
term forecasting (until the year 2025) restricts the predictions of nascent trends, such as generative Al use in PMS, and
prioritizes well-cited papers over original but less-cited ones. These can be alleviated in the future by using larger
databases (e.g., Google Scholar) or mixed-methods validation.

Based on gaps identified, the future research interest should focus on unexplored intersections in an effort to
develop PMS-HRM. To begin with, Cluster 5 may be filled with ethical gaps by testing Al-green synergies (e.g., machine
learning to track eco-behaviors). Second, the longitudinal research in less represented settings, such as African SMEs,
would lead to more generalizability, researching the culture moderators in PMS implementation. Third, the introduction
of well-being measures into PMS, after the pandemic, should be a subject of research due to the hybrid bibliometric-
systematic reviews to model resilience. Lastly, research methodological advances, including Al-based bibliometrics,
might improve cluster forecasting in real-time trend forecasting. Hence, the given bibliometric question sheds some
light on PMS as something that the future of HRM cannot do without since it is not an evaluative tool but a driver of
sustainable, tech-enhanced excellence. Its synthesis of trends, structures, influences, and frontiers not only fills the
fragmentation mentioned in the introduction but it also empowers stakeholders to address uncertainties. In dealing with
digital dislocation and ecological requirements, strong PMS will support ex-post inclusive expansion, calling upon
further academic study to create a more democratic, imaginative workforce.

5.2 Recommendations

The results of this bibliometric review lead to a number of recommendations regarding the future development
of research and practice in performance management systems (PMS) in human resource management (HRM). Empirical
studies on how Al relates to green HRM practices should be given priority by the scholars, especially on how Al-
powered analytics can be used to maximize green performance appraisals, training, and feedback systems to achieve
concomitant employee behaviors and organizational sustainability results. It is also urgently necessary to extend research
on under-represented settings, in particular on the global south and East African economies, where research ought to
investigate culturally applicable and resource-identical adaptations of PMS in fundamental sectors like tourism,
agriculture, and healthcare. The future research should delve deeper into the ethical concerns and the long-term
consequences of Al in performance appraisal, such as bias, transparency, privacy, and trust of employees, on longitudinal
and mixed-methods research designs. Research methodologically, it is advisable that researchers should integrate
bibliometric mapping, content analysis and empirical validation approaches to address the limitation of databases and
create effective causal knowledge.

The outcomes of the study are highly persuasive to HRM practitioners and organizational leaders to abandon
their traditional annual appraisal to adopt continuous and technology-based feedback systems with Al support to enhance
agility, bias, and employee engagement, especially in hybrid and remote work environments. To make individual
performance correspond to environmental objectives, especially in manufacturing and service industries, organizations
need to incorporate green performance measures in their current PMS models, incorporating sustainability measures,
environmental training, and green KPIs. In developing economies like East Africa, the leaders need to tailor PMS to the
cultural peculiarities of the area and resource scarcity and make sure that they are clear and involve employees to
increase their acceptance and efficiency. It is recommended that practitioners who embrace Al devices should maintain
a robust ethical governance structure that emphasises transparency, equity, and data privacy as a way of sustaining trust
and equity among the workforce.

The policies ought to encourage the creation of inclusive national and regional policies to advance the use of
context-based PMS models, ethical use of Al and green HRM practices as sustainable development plans. The
investments in the capacity-building programs of the HR professionals, paying attention to the digital tools, green
performance management, and culturally responsive approaches, will become crucial, especially considering the
organizations of the public sector and small and medium enterprises in the developing economies. Lastly, developing a
partnership between academia, industry, and government can be used to overcome the current research-practice gap and
promote the use of resilient, ethical, and sustainable PMS models that can meet the modern demands of the workforce.
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