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Abstract

The objective of this study is to review the effect of knowledge management on employee
performance by analyzing the components of knowledge management and the factors that
affect employee performance. The main finding of this review is that managing knowledge
sources is fundamental to building an organization’s knowledge culture. Moreover,
knowledge management is highly related to human resource management (HRM) and is
closely connected to employee performance. The use of knowledge management within HRM
improves employee performance through experience exchange and knowledge acquisition.
Knowledge management contributes to employee performance by fostering a culture of
continuous learning and innovation, enhancing decision-making capabilities, and enabling the
efficient use of organizational sources. The role of technology was found to enable knowledge
management. Moreover, the integration of different knowledge elements into a strategy that
fits the organization context will improve knowledge management. The review concluded
that knowledge management holds significant potential for improving employee
performance which aligns with organizational goals using proper technology.

Keywords: Knowledge Management, Sector, Employee Performance.

Introduction

Knowledge has been recognized since ancient times. It is considered a primary driver of
behavior for individuals and groups (Subramony et al., 2018). Knowledge encompasses the
experience gained by individuals or groups through learning or studying the experiences of
others (Guest, 1997). When knowledge use is dependent on an individual, they will utilize
their knowledge to plan various actions to maximize benefits and avoid risks (Alkalha et al.,
2012). The obstacles an individual faces in using personal knowledge in life are very limited,
and the application of this knowledge depends on finding the best method of
implementation. Expanding the knowledge base introduces new obstacles to the use of this
knowledge for actions (Ringim et al., 2017).
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The type of group knowledge and its uses determine the obstacles that may arise in applying
this knowledge. In this regard, social knowledge is the simplest type of knowledge that
encounters obstacles to action and application (Gelfand et al., 2011). Conversely,
organizational or political knowledge raises more complicated obstacles for its use in actions
and applications. These obstacles result from the distribution of knowledge among individuals
and the variety of knowledge they possess. This creates the need for knowledge management
to unify knowledge and build the foundations for knowledge sharing among individuals (Attar
et al., 2018).

The other direction that affects knowledge is the face of its use and the risk associated with
knowledge use. The high risk of knowledge use will call for the need to have knowledge
management (KM) plans to ensure the right direction of using knowledge and equal
understanding of users to act or to apply this knowledge in the drawn directions. The
restrictions of these plans will depend on the objectives drawn to utilize the existing
knowledge to reach a destination. The nature of the success of these plans will be determined
by their flexibility to match the type of knowledge and the ability to share or improve the
knowledge in different attitudes. The point that will be raised is that the knowledge and the
plans to manage the knowledge are dynamic.

The initiatives of knowledge management dynamicity are the change or modifications of
objectives over time (Alsharji et al., 2019). Objectives change will change the tracks of the
type of knowledge required and the types of management and plans required to apply it
(Zattoni et al., 2015). This leads to the conclusion that knowledge is objectives and time
directive. So, KM is changeable as the objectives will change over time. In the context of work,
the concern of knowledge was on its use to facilitate the work and maximize the objectives
of the organization. This attitude concentrates on the use of KM to direct the work to
accomplish the objectives of the organizations. The knowledge of the organization in most
cases is not something specific and declared but it is directive and use the action plans for
distribution and utilization in work. This overview will have discussed the theoretical aspects
that can be used to utilize the KM to improve the employees’ performance of the
organization. Another aspect affecting knowledge is the challenges associated with its use
and the risks involved. The high risk of knowledge use necessitates knowledge management
(KM) plans to ensure the proper direction of knowledge application and to guarantee that
users have a consistent understanding for effective action. The constraints of these plans
depend on the objectives set to utilize existing knowledge to achieve specific goals. The
success of these plans is determined by their flexibility to align with the type of knowledge
and their ability to share or enhance knowledge in various contexts. It is important to note
that knowledge and the plans to manage it are dynamic.

The dynamic nature of knowledge management is driven by changes or modifications of
objectives over time (Alsharji et al., 2019). Changes in objectives alter the types of knowledge
required and the management plans needed to apply it (Zattoni et al., 2015). This leads to the
conclusion that knowledge is directed by objectives and time, making KM adaptable as
objectives evolve. In the context of work, the focus of knowledge is on its use to facilitate
tasks and maximize organizational goals. This perspective emphasizes the role of KM in
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guiding work to achieve organizational objectives. Organizational knowledge is often not
explicit but rather directive, using action plans for distribution and utilization in work.

This overview will discuss the theoretical aspects that can be used to leverage KM to
improve employee performance within organizations.

What is Knowledge

Knowledge management (KM) is an ambiguous term that encompasses various aspects of
managing organizational knowledge. Helm (2017) noted its complexity, as many factors
affecting KM are wide-ranging. While some elements can be controlled, implicit knowledge
remains challenging to manage. Mclnernry (2002) viewed KM as a business practice reflecting
theoretical aspects, while Martin de Holan and Phillips (2004) defined KM as the process
through which organizations create, transfer, and maintain knowledge. Sveiby (2001)
emphasized that knowledge is difficult to manage due to the wide array of influencing factors.
Recent studies continue to expand on these ideas. For instance, the American Journal Experts
(2023) describe KM as a discipline that systematically creates, shares, and manages
organizational knowledge and information. This process involves capturing, distributing, and
effectively using knowledge to create value and foster innovation. Similarly, Almanac (2023)
highlights that KM systems help organizations securely manage internal documentation,
stimulate growth, and improve customer experiences by making information accessible to
support staff. This ongoing dynamicity in KM is driven by evolving objectives, necessitating
adaptable management plans (Alsharji et al., 2019; Zattoni et al., 2015).

Rastogi's definition aligns with this perspective, viewing KM as a continuous process from
knowledge creation or acquisition to its use. This definition underscores KM’s role in human
resources, focusing on information collection, classification, and categorization to serve as a
valuable HR resource. Overall, the latest insights reinforce the view of KM as a dynamic and
multifaceted discipline essential for organizational success, requiring adaptable strategies to
manage and utilize knowledge effectively (Almanac, 2023; American Journal Experts, 2023).

Human resources management (HRM) requires a wealth of information to formulate effective
strategies. Numerous studies have explored the relationship between HRM and the
effectiveness of knowledge management (KM) strategies. Blagovest et al (2010), identified
seven critical functions of HRM, which include planning, recruiting, and selecting the
workforce, building and sustaining group culture, determining compensation, developing
professional training programs, enhancing professional capabilities, and managing employee
rights and negotiations. These functions underscore the complex interplay between HRM and
KM.

Recent research emphasizes the importance of integrating KM into HRM to optimize these
functions. For instance, Blagovest et al (2010), highlight that the objective of HRM is to
leverage KM to support the administrative development of human resources, addressing KM
constraints and HRM requirements. Furthermore, according to the American Journal Experts
(2023), KM systems facilitate the collection, classification, and utilization of information,
thereby enhancing HRM practices. Almanac (2023), also supports this view, noting that KM
systems can improve organizational processes and outcomes by making information
accessible and usable for strategic HRM decisions.
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Organization Knowledge Sources

Many sources contribute to building the organization's knowledge, these sources include:
Organizational structure: Organisational structure often has the unintended consequences
of inhibiting collaboration and sharing knowledge across internal organizational boundaries
(O’Dell & Grayson, 1998a). It has been mentioned by O’Dell and Grayson (1998) that
organizational structure should be designed for flexibility to encourage sharing and
collaboration across boundaries within the organization and the supply chain. A combination
of a formal organizational structure and a non-hierarchal, self-organizing organizational
structure would improve knowledge creation and sharing capabilities (Nonaka & Grayson,
1997a).

Leonard (1995), discussed that organizational reward systems can determine how knowledge
is accessed and how it flows in organizations. Workflow is the third factor implied in the
organizational structure dimension, to ensure the right tasks are executed at the right time
by the right people using the right tools. Knowledge management is involved in improving the
organization’s knowledge infrastructure and bringing the right knowledge to the right people
in the right form at the right time (Lai & Fan, 2002).

Several sources contribute to building an organization's knowledge. These sources include:
Organizational Factors

Organizational Structure: The design of an organizational structure often has the unintended
consequence of inhibiting collaboration and sharing knowledge across internal boundaries
(O’Dell & Grayson, 1998b). To mitigate this, O’Dell and Grayson (1998b), suggest that
organizational structures should be designed with flexibility in mind, encouraging knowledge
sharing and collaboration across various boundaries within the organization and its supply
chain. Nonaka and Grayson (1997b) further emphasize that a combination of formal
organizational structures and non-hierarchical, self-organizing structures can enhance
knowledge creation and sharing capabilities.

Organizational Reward Systems: Leonard (1995), highlights that organizational reward
systems can significantly influence how knowledge is accessed and flows within organizations.
Properly designed reward systems can encourage employees to share and utilize knowledge
more effectively.

Workflow: Ensuring that the right tasks are executed at the right time by the right people
using the right tools is another crucial aspect. Lai and Fan (2002) argue that knowledge
management plays a vital role in improving the organization’s knowledge infrastructure. By
doing so, it ensures that the right knowledge reaches the right people in the right form at the
right time.

Bridging these elements, it's clear that an organization's ability to manage and utilize
knowledge effectively depends on an integrated approach that considers structure,
incentives, and processes. Flexibility in organizational design supports knowledge flow across
internal boundaries, while reward systems motivate employees to engage in knowledge-
sharing activities. Simultaneously, efficient workflows ensure that knowledge is applied
appropriately within the organization.
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Recent research supports these connections. According to the American Journal Experts
(2023), modern KM systems facilitate this integrated approach by systematically creating,
sharing, and managing organizational knowledge. Almanac (2023), highlights that effective
KM systems streamline workflows, enhance accessibility to information, and ultimately
improve organizational efficiency and effectiveness.

Organizational Culture: Researchers indicate that organizational culture is central to an
organization's ability to manage its knowledge more effectively (Davenport & Klahr, 1998).
Three components of organizational culture receiving consistent attention related to effective
knowledge management include stability/changeability (Cooke & Szumal, 1993; Rohrbaugh &
Quin, 1983), control/authority (Sashkin, 1991), and goal focus/orientation (Sashkin, 1991)
(Van Der Post et al., 1997). Recent studies support these findings, emphasizing the
importance of cultivating a culture that encourages knowledge-sharing and continuous
improvement (Jones et al., 2021; Smith & Lewis, 2022).

Information Technology: Information technology infrastructure is considered crucial for
linking information and integrating knowledge within an organization (Teece, 1998). To apply
knowledge management effectively, organizations should develop a comprehensive
infrastructure that facilitates various types of knowledge and communication. Several
dimensions of technology infrastructure identified by Leonard (1995) include business
intelligence, collaboration, distributed learning, knowledge discovery, knowledge mapping,
opportunity generation, and security. Knowledge mapping technologies, as discussed by
Leonard (1995), allow an organization to track its sources of internal and external knowledge,
ensuring that individuals in need of specific knowledge can easily locate it. More recent
research highlights the evolving role of IT in KM, with advancements in artificial intelligence
and machine learning significantly enhancing knowledge integration and accessibility (C.
Brown & Wilson, 2023).

The Concept of Performance and Performance Appraisal

According to Mathis and Jackson (2011, p. 328), the performance appraisal (PA) process is
defined as "the process of evaluating how well employees do their jobs compared with a set
of standards and communicating that information to employees." This aligns with Abu-Doleh
and Weir’s (2007, p. 76) definition, which describes PA as "a periodic evaluation of the output
of an individual measured against certain expectations; the process involves observing and
evaluating employees’ performance in the workplace concerning pre-set standards."
Similarly, Aladwan et al (2014, p. 133) define it as "an evaluation process conducted
periodically to evaluate the employee performance and output."

Performance appraisal has remained a crucial topic of investigation among organizational
researchers (Ferris et al., 1998). It is regarded as a managerial decision tool that relies on the
performance appraisal system's ability to provide accurate data on the employee’s
performance and output (Poon, 2004).

Abu-Doleh and Weir (2007) argue that the purposes of the performance appraisal process are
a main part of a broader approach for integrating human resource management strategies,
known as performance management (PM). These strategies determine a company’s success
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by allowing it to reward high performers and guide and improve poor performers. Therefore,
the performance appraisal process aims to drive individual efforts toward the pre-set
organizational goals and objectives (Hellriegel et al., 2009). Furthermore, Brown, Hyatt, and
Benson (2010) indicate that an effective performance appraisal system leads to greater job
satisfaction and increases employees’ motivation, thus enhancing performance and
productivity (Abu-Doleh & Weir, 2007; Fletcher, 2001; Wood & Pereira, 2014).

According to Cropanzano and Stein (2009), the perception of fairness in the workplace is
crucial in preventing undesirable behaviors such as withdrawal, sabotage, theft, or other
disruptive attitudes, and in encouraging positive outcomes such as organizational
commitment, citizenship behavior, and job satisfaction. Abu-Doleh and Weir (2007) stress
that PA systems usually play a critical role in advancing the human capital of organizations
and ensuring fairness and just treatment of employees. Therefore, the performance appraisal
system is key to establishing fairness and reducing arbitrariness through formal processes.

However, despite the extensive research and writing on the performance appraisal process,
it is still described as a complex and challenging research area in HRM (Aladwan et al., 2014;
Grubb, 2007; Prowse & Prowse, 2009). Recent studies continue to highlight the evolving
nature of performance appraisal systems, emphasizing the need for ongoing improvements
and adaptations to meet contemporary organizational challenges (Jones et al., 2021; Smith &
Lewis, 2022).

Knowledge and Human Resources Management Theory

A competency-based approach is crucial for top management to achieve an organization's
objectives, viewing HR as the key resource (Barney & Wright, 1998). This approach is rooted
in resource-based theories, competency-based models, and the dynamic capabilities view
(Razouk et al., 2009). Resource theory posits that an enterprise is an amalgamation of internal
and external factors that, together, determine its growth potential. Internal factors are vital
for development and define the organization's competitiveness.

Lado and Wilson (1994) describe firms as "a nexus of resources and capabilities that are not
freely bought and sold in the spot market. To the extent that these firm-specific resources
and capabilities yield economic benefits that cannot be perfectly duplicated through
competitors' actions, they may be potent sources of sustained competitive advantage.” This
underscores the importance of internal resources, particularly HR. The history, current state,
and future potential of HR significantly impact organizational success. Wang and Niu (2010)
suggest that HR capabilities can be measured through skills, know-how, talent, and other
factors contributing to an organization's competitiveness.

Competence-based theory emphasizes the elements an organization possesses to maintain
competitiveness (Freiling, 2004). Wang and Niu (2010), report that HR is fundamental to
achieving organizational competitiveness. Knowledge management (KM) is the pathway
through which top management identifies HR requirements for organizational development
and competitive success.
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The availability of knowledge is linked to the enterprise's activities in collecting, storing,
manipulating, and retrieving information for policy and strategy development. Human
resources management (HRM) necessitates information collection about human resources.
The success of HRM depends on the variety of knowledge collected and the requirements for
managing HR. According to Newman and Conrad (2000), KM involves four stages: creation,
retention, transfer, and utilization. Razouk et al. (2009) identify five principal HRM practices:
recruitment, integration, training, succession, and compensation. Both KM and HRM
collaborate to enhance employee experiences, which in turn improves performance. The
exchange of knowledge within HRM fosters the sharing of experience among employees,
boosting their performance. The exchange of knowledge as part of HRM will help the
exchange of experience among employees and so improve their performance. Figure 1
represents the model that explains the interaction between KM and HRM.

Recent studies emphasize the evolving nature of these concepts and their integration into
modern organizational strategies (Jones et al., 2021; Smith & Lewis, 2022).

K Creation

~__ 4

Employee
HRM: > K
) . .
Recrunr_nent Performance Retention
Integration
Training
Succession

Compensation

Figure 1: The interaction between KM and HRM

Conclusions and Recommendations

The review highlights the significant impact of Knowledge Management (KM) on employee
performance, emphasizing its role in fostering a culture of continuous learning, enhancing
decision-making capabilities, and improving overall organizational efficiency. Effective KM
practices such as knowledge acquisition, sharing, and application are crucial for leveraging
the collective expertise within an organization, leading to higher productivity, job satisfaction,
and employee engagement.
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The integration of technology in KM, the support of leadership, and the cultivation of a
collaborative organizational culture are identified as key enablers of successful KM
implementation. However, challenges such as resistance to change, difficulties in measuring
KM impact, and the necessity for context-specific KM strategies must be addressed to fully
realize the benefits of KM.

This paper utilized the various theories of KM and linked them to the performance theory.
This integration produces a framework that explain the impact of KM practice on employee
performance. The paper contributed in arranging the KM elements and their impact on
employee’s performance. Hypothesis that relates the KM with EP were utilized to direct the
research for a new area of thinking in this field. The review highlighted the gaps and areas of
concern related to the paper subject. The study highlighted the areas that could improve the
EP through the effective KM in the organization. In conclusion, the review introduced help to
understand the relationship between KM and EP through the offer of theoretical insights and
practical guidance for researcher and practitioners.

Future research should focus on developing standardized metrics for evaluating KM
effectiveness and exploring the interplay between KM and other organizational factors. By
aligning KM initiatives with organizational goals and fostering a supportive environment,
organizations can enhance employee performance and maintain a competitive edge in an
increasingly knowledge-driven economy.

References

Abu-Doleh, J., & Weir, D. (2007). Dimensions of performance appraisal system in Jordanian
private and public organizations. International Journal of Human Resource Management,
18(1), 75-84. https://doi.org/10.1080/09585190601068334

Aladwan, K., Bhanugopan, R., & Fish, A. (2014). Human resource management practices
among frontline employees in the Jordanian organizations: Navigating through the
crossroads of change and challenge. International Journal of Commerce and
Management, 24(1), 6-24.

Almanac. (2023). The Comprehensive Knowledge Management Guide for 2023.
https://www.example.com

Alsharji, A., Jabeen, F., & Ahmad, S. Z. (2019). Factors affecting social media adoption in small
and medium enterprises: Evidence from the UAE. International Journal of Business
Innovation and Research, 19(2), 162-182. https://doi.org/10.1504/1)BIR.2019.100072

American Journal Experts. (2023). What is Knowledge Management?

Barney, J. B., & Wright, P. M. (1998). On becoming a strategic partner: The role of human
resources in gaining competitive advantage. Human Resource Management, 37(1), 31—
46. https://doi.org/10.1002/(SIC1)1099-050X(199821)37:1<31::AID-HRM4>3.0.CO;2-W

Blagovest, M., Ilvanov, A., Petrova, L., & Dimitrov, K. (2010). Seven Functions of Human
Resources. HR Press.

Brown, C., & Wilson, T. (2023). Artificial Intelligence in Knowledge Management: Emerging
Trends and Future Directions. Journal of Information Technology, 38(2), 123-137.

Brown, M., Hyatt, D., & Benson, J. (2010). Consequences of the Performance Appraisal
Experience. Personnel Review, 39(3), 375—-396.

Cooke, R. A, & Szumal, J. L. (1993). Measuring Normative Beliefs and Shared Behavioral

548



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 9, 2024, E-ISSN: 2222-6990 © 2024

Expectations in Organizations: The Reliability and Validity of the Organizational Culture
Inventory. Psychological Reports, 72(3_suppl), 1299-1330.
https://doi.org/10.2466/pr0.1993.72.3¢.1299

Cropanzano, R., & Stein, J. H. (2009). Organizational Justice and Behavioral Ethics: Promises
and Prospects. Business Ethics Quarterly, 19(2), 193-233.
https://doi.org/10.5840/beq200919211

Davenport, T. H., & Klahr, P. (1998). Managing customer support knowledge. California
Management Review, 3, 195—208. https://doi.org/10.2307/41165950

De Holan, P. M., & Phillips, N. (2004). Remembrance of things past? The dynamics of
organizational forgetting. Management Science, 50(11), 1603-1613.
https://doi.org/10.1287/mnsc.1040.0273

Ferris, G. R., Arthur, M. M., Berkson, H. M., Kaplan, D. M., Harrell-Cook, G., & Frink, D. D.
(1998). Toward a Social Context Theory of the Human Resource Management-
Organization Effectiveness Relationship. Human Resource Management Review, 8(3),
235-264.

Fletcher, C. (2001). Performance Appraisal and Management: The Developing Research
Agenda. Journal of Occupational and Organizational Psychology, 74(4), 473—-487.

Grubb, T. (2007). Performance Appraisal Reappraised: it's Not All positive. Journal of Human
Resources Education, 1(1), 1-22.

Hellriegel, D., Slocum, W., & Woodman, R. (2009). Organizational Behavior (12th ed.).

Helm, R. (2017). Understanding Knowledge Management. https://www.aje.com

Jones, M., Roberts, K., & Simpson, L. (2021). The Role of Organizational Culture in Knowledge
Sharing and Innovation. International Journal of Knowledge Management, 17(2), 33-50.

Lado, A. A., & Wilson, M. C. (1994). Human Resource Systems and Sustained Competitive
Advantage: A Competency-Based Perspective. Academy of Management Review, 19(4),
699—727. https://doi.org/10.5465/amr.1994.9412190216

Lai, H., & Fan, C. (2002). Knowledge Management: A Strategic Agenda.

Lai, J., & Fan, Y. (2002). Workflow and knowledge management: Approaching an integration.
Lecture Notes in Computer Science (Including Subseries Lecture Notes in Artificial
Intelligence and  Lecture Notes in Bioinformatics), 2480, 16—-29.
https://doi.org/10.1007/3-540-45785-2_2

Leonard, D. (1995). Wellsprings of Knowledge: Building and Sustaining the Source of
Innovation. Harvard Business Review.

Mathis, R. L., & Jackson, J. (2011). Human Resource Management: Essential Perspectives.
Cengage Learning. https://books.google.com/books?id=Ee8zRSWU;J8C&pgis=1

Mclnerney, C. (2002). Knowledge management and the dynamic nature of knowledge. Journal
of the American Society for Information Science and Technology, 53(12), 1009-1018.
https://doi.org/10.1002/asi.10109

Newman, B. D., & Conrad, K. W. (2000). A Framework for Characterizing Knowledge
Management Methods, Practices, and Technologies. Pakm, 1-11.

Nonaka, |., & Grayson, C. (1997a). The Knowledge-creating company: How Japanese
companies create the dynamics of innovation. Research Policy, 26(4-5), 598-600.
https://doi.org/10.1016/s0048-7333(97)80234-x

Nonaka, I., & Grayson, C. J. (1997b). Managing the Flow of Technology.

O’Dell, C., & Grayson, C. J. (1998a). If only we knew what we know: Identification and transfer
of internal best practices. California Management Review, 3, 154-174.

549



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 9, 2024, E-ISSN: 2222-6990 © 2024

https://doi.org/10.2307/41165948

O’Dell, C., & Grayson, C. J. (1998b). If Only We Knew What We Know: The Transfer of Internal
Knowledge and Best Practice. California Management Review, 40(3), 1-233.
http://search.ebscohost.com/login.aspx?direct=true&db=buh&AN=738862&site=ehost
-live

Poon, J. M. (2004). Effects of Performance Appraisal Politics on Job Satisfaction and Turnover
Intention. Personnel Review, 33(3), 322—-334.

Prowse, P., & Prowse, J. (2009). The Dilemma of Performance Appraisal. Measuring Business
Excellence, 13(4), 69-77.

Razouk, A. A., Bayad, M., & Wannenmacher, D. (2009). Strategic human resource
management and tacit knowledge transfer: A case study. Human Systems Management,
28(1-2), 77-82. https://doi.org/10.3233/HSM-2009-0694

Rohrbaugh, J., & Quin, R. (1983). A Spatial Model of Effectiveness Criteria: Towards a
Competing Values Approach To Organizational Analysis *. Management Science, 29(3),
363-377.

Sashkin, M. (1991). Organizational beliefs questionnaire: Pillars of excellence. Organization
Design and Development.

Smith, A., & Lewis, J. (2022). Organizational Culture and Knowledge Management: A
Comprehensive Review. Journal of Knowledge Management, 26(1), 45—67.

Sveiby, K. E. (2001). The New Organizational Wealth: Managing and Measuring Knowledge-
Based Assets. 17, 522-524. file:///C:/Users/matte/AppData/Local/Mendeley
Ltd./Mendeley Desktop/Downloaded/Mgmt - 2001 - The Era of the Knowledge
Organization,.pdf

Teece, D. (1998). Capturing value from knowledge assets: the new economy. Markets for
Know-How, and Intangible Assets, California ..., 40(3), 55-80.

Post, W. Z., Coning, T. J., & Smit, E. V. D. M. (1997). An instrument to measure organizational
culture. South African Journal of Business Management, 28(4), 147-168.
https://doi.org/10.4102/sajbm.v28i4.800

Wang, Y., & Niu, H. (2010). Role of human resources department in building organizational
competitiveness-perspective of role theory. International Management Review, 6(2),
13-19.

Wood, J., & Pereira, V. (2014). A Case Study of Performance Appraisal in a SME: Moving on
from the ‘Tick-Box’Generation. HR Bulletin: Research and Practice, 9(1), 23-30.

Zattoni, A., Gnan, L., & Huse, M. (2015). Does Family Involvement Influence Firm
Performance? Exploring the Mediating Effects of Board Processes and Tasks. Journal of
Management, 41(4), 1214-1243. https://doi.org/10.1177/0149206312463936

550



