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[bookmark: _30j0zll]Executive Summary 
Performance management is a tool used to ensure that an organization's objectives are being accomplished in a meaningful way (Green, 2016). Individuals, departments, or even whole organisations may all have their performance managed via the lens of performance management. Regular evaluation and discussion of an employee's efforts toward reaching an organization's goals is referred to as "performance management" (Stuart, 2022). Traditionally, performance management has been a forward-looking strategy that depends primarily on hindsight; this is no longer the case. There are many aspects of performance management that are discussed in this paper: performance development planning, the drivers of performance management; goal setting; measurement; appraisal; feedback; motivation; rewards; and incentives; business strategy; commitment; improvement flexibility; and quality.
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[bookmark: _443wotrs5zcb]Introduction 
[bookmark: _2jxsxqh]As a means of verifying that an organization's goals are met in an effective manner, performance management is used (Green, 2016). Management of an organization's, a department, or even an individual employee's performance may be a focus of performance management. Performance management has traditionally been a forward-looking technique that relies heavily on hindsight. As a result, corporate culture is shifting from one of continual feedback driven by innovation to one where managers can forecast challenges and do any type of course correction to bring the person back on track (Puja, 2022).
In this paper, we will be focusing on the performance development planning, the drivers of performance management, goal setting, measurement, appraisal, feedback of performance management, motivation, rewards and incentives of performance management as well as the effect of business strategy, commitment, improvement flexibility and quality. To accomplish the paper according to the requirements, the author will be focusing on the SainCo, a long-established retail organisation having 2000 employees in 10 different locations. 


[bookmark: _1fob9te]Concept of Performance Management 
In order to ensure an organization's long-term success, performance management must be a planned and comprehensive approach that focuses on improving employee performance as well as developing the capabilities of people and teams (Armstrong et al., 2010). The practise of providing continuous feedback and interaction amongst managers and their staff in order to ensure that the company's key objectives are realised is referred to as performance management. Achieving a common vision of the organization's purpose and goals requires a strategy that helps workers recognize and understand their role in contributing to those goals and, as a result, improving the organization's overall performance (Fletcher, 2009). PM varies from TM in that the latter is a collection of efforts designed to engage workers in order to keep them on board. On the contrary, performance management is an endeavour that leads workers through the process of setting and accomplishing their own personal goals in accordance with the organization's long-term objectives (Puja, 2022). So, it can be said that performance management is concerned with the following issues such as:
· Setting targets and measurements;
· Continuous learning and improvement;
· A strategic vision and orientation; 
· Planning and therefore integration.
[bookmark: _3znysh7]Purposes of Performance Management
According to the most of the scholars, performance management has two core purposes such as operational purpose and measure purpose (ICAEW, 2022). Other purposes of performance management are discussed in the following:
To Ensure Accountability 
Employees are evaluated against criteria in performance management that emphasis on responsibility. The sales quota is a famous example. These systems may be incredibly successful since staff are informed of them and are motivated to fulfil the norm. What the standard is, and how it is determined, is essential (Puja, 2022). It is advantageous to have a large number of individuals in your business executing the same well-defined task. With 15 salespeople performing the same task, for example, you may start to define what performance level is acceptable.
To Encourage Team­work, Collaboration and Communication
Human resource lead­ers are often on the lookout for methods to foster a feeling of com­mu­ni­ty and team­work inside their organisations. Better communication and collaboration result as a result, which is beneficial to the overall performance of the business. Different types of company approach this in different ways, but many rely on a combination of social activities and access to the necessary technology to achieve their goals (Puja, 2022). Employees' sense of belonging and camaraderie may be fostered via group activities such as Slack or other real-time collaboration tools, and company-sponsored events such as team-building exercises and happy hours.
To Identify Development Areas
Most important goals of performance management is to manage talent. It is critical to collaborate with employees in order to develop development strategies. The ability to focus on development needs allows for the development of effective plans by both managers and employees, which results in greater individual performance. As a result, workers' morale and output will rise since they'll see themselves as valued team members rather than just another gear in the machine, and this will lead to increased production (Puja, 2022).
To Make Sure Employees Are Engaged and Happy
Performance management systems are about the employee as much as they are about the employer. With good reason, the word "employee engagement" has become a recurrent expression in HR in recent years. Companies are now fully aware of the numerous business benefits of engaged employees (Stuart, 2022). They also understand how harmful it may be to have an actively disengaged employee on work. One goal of performance management is to stay current on engagement trends, to conduct employee engagement surveys, and to ensure that all efforts are made to keep employees engaged, motivated, and happy (Puja, 2022).
[bookmark: _2et92p0]To Improve Bottom Line
If you don't deal with the present and generate remarkable results, your firm won't expand and succeed in the long term. whenever done properly, performance management helps to enhance corporate performance and outcomes. Your company's bottom line will benefit as a result, and your firm will be around for a long time to come as a result (Green, 2016).
Factors Affecting Performance Management 
Impact of Culture on Performance Management 
Numerous functions are performed by the corporate culture, including: It accomplishes the following: 
it establishes a clear distinction between one organisation and another;
it provides a sense of identity to the organization's employees, 
it facilitates the emergence of a commitment to something larger than the employees' individual self-interest, 
it serves as a social adhesive that helps unify the organisation by providing the appropriate standards to be performed by the employees (William, 2021). 
Members of the organisation are regarded to be employees. A crucial component of the organisation, they participate in the organization's day-to-day affairs. As the ones in charge of all of the components that keep the organisation running, they are the driving force behind the company's success. They ensure that the organization's existence or survival is ensured. The performance of the company's employees is critical to the company's success. Therefore, in order to keep one step ahead of their competition, employees must be proactive, responsive, industrious, and alert (William, 2021). Moreover, as assessed by employee engagement, the overall success of the company is highly dependent on the degree of performance achieved by its employees. Therefore, employee performance may be thought of as an operation in which employees effectively fulfil the task that has been assigned to them (William, 2021).


Impact of Structure on Performance Management 
Firstly, approaches to formal structure such as regional, geographical, centralised and decentralised affect the performance management. For example, if the company follows regional and geographical approaches to formal structure, it is tough to properly manage the performance of the employees (Kampini, 2020). On the other hand, centralised management structure helps the management to implement performance management properly. Secondly, tall and flat organisations also affect the performance management of an organisation. For example, if the organisation follows tall structure, it is difficult to bring the whole management within the performance management process (Kampini, 2020). On the other hand, following flat organisation helps the organisation to implement performance management properly and efficiently. Thirdly, how much autonomy an organisation gives to its employees also affects the performance management. For example, SainCo follows autonomous approach in its management which is helpful in implementing performance management but not making employees engaged and motivated. 
Impact of Job Design on Performance Management 
Job design also affect the performance management of any organisation. To manage the performance of the employees’ job design strategies such as training and development, motivational strategies, remuneration policies etc. affect the performance of the employees (Kampini, 2020). For example, a company that properly follows or maintains solid motivational strategies within its workforce can increase its productivity easily and make the employees more motivated and engaged. Besides, if an organisation works for the training and development of the employees can easily make the employees engaged and motivated, the management also can implement the performance management strategies properly and effectively (Kampini, 2020). 
[bookmark: _tyjcwt]The Role of HRM in Performance Management
It is the responsibility of Human Resource Management to assess and identify current employee performance as well as job requirements as part of the overall performance management process. Organizational performance management methods may provide significant information to Human resource management, which can  be used to analyse the company's objectives (Mark, 2020). The following roles are played by HR department in performance management:
Evaluating current performance appraisal process
Is the existing procedure effective? How frequently do you give your staff feedback? Are assessments done once a year or more often in your company? You may identify where you need to modify things by examining what you're doing currently. For many businesses, the typical yearly evaluation may no longer be appropriate. To keep track of everyone's development throughout the year, regular input is required (Erik, 2020).
Identifying Organisation Goals 
Performance management system may assist everyone on your team feel like they’re perfect and work together to achieve the company's objectives and contribute to its growth. Employee performance is very important in this process since it ensures that everyone is pulled in the same direction (Erik, 2020).
Setting performance expectations
Concentrate on what they're already good at. Agree to assist in any areas where you're weak, and offer them feedback. Discuss and prioritise goals for the following six months, setting a timeframe for them to meet these objectives. While managing expectations, performance assessments should benefit both the person and the team as a whole.
Monitor and develop performance throughout the year
Check in with staff on a regular basis to verify that they are on track to achieve their objectives. Employee or line manager concerns should be raised as soon as feasible so that assistance, training, or coaching may be provided if required (Mark, 2020). This keeps everyone on track and allows you to 'nip problems in the bud,' preventing minor difficulties from becoming major concerns. People who have senior staff members' help and coaching will improve, and management should be aware of this.
Evaluating employee performance
Let the employee know how they're doing, that's a simple important aspect.. Employees perform better when they get frequent feedback and encouragement. Monthly check-ins are a fantastic way to do this, and when workers get frequent feedback, management and HR departments notice consistently strong individual performance (Mark, 2020).
Along with HR department, senior employees and managers also play significant roles in performance management process. The roles of senior management are as follows:
1. Behaviours and Values
Senior managers can assist firm in establishing clear behavioural standards for each employee.
2. Workforce Management
Senior managers help in creating a link between business needs and resource requirements. It is possible to have the right individuals at the right place at the right moment.
3. Development and Performance
4. Reward & Acknowledgement
How to Reward and Recognize the Employees in a Positive Way? the managers also assist the company in determining what constitutes excellent performance.
5. Communication and Participation
Everyone in the firm is entitled to input. Senior managers assist in ensuring that this occurs in a concise and timely manner. They also assist in the development of methods for disseminating other important information to workers.
[bookmark: _3dy6vkm]The Relationship between Human Resource Management and Performance Management  
There will be an emphasis on ideas such as the best practise or universalistic approach to HRM, the best fit and the firm's resource-based perspective (RBV (Mark, 2020)) in order to demonstrate the link between HRM and performance. The following are some of the theories:
Best Practice Approach 
The best practise approach asserts that certain HR actions help organisations gain a competitive advantage regardless of the organization's environment or sector (Henry, 2022). Best practise models frequently link high committed administration with excellent human resource practises. Studies show that consistent HR policies improve performance independent of market or product approach (Allen, 2019). Employee engagement is increased when best practise activities bundles are presented as a work-design that promotes employee competence. Based on expectation theory, best practise HR will increase quality, productivity, and reduce absenteeism and waste (Henry, 2022). The best practise technique has many flaws. To begin, corporations risk establishing mutually restrictive combinations like collaboration and individual performance-based rewards, resulting in less employee cooperation owing to increased competition. Second, high commitment approaches sometimes need substantial planning and top-level management involvement. Third, best practise HR is predicated on the notion that extraordinary high-performing HR will affect strategy (Henry, 2022).
Best Fit Approach 
The "matching model" for HRM refers to a variant of the best-fit model that builds on earlier models from Harvard, Michigan, and York. HRM policies are developed in line with the company's long-term strategy. To accomplish company objectives, strategy includes the development of long-term operations, performance goals, and policies (Henry, 2022). An HR strategy must be designed and put into action in order to help the firm achieve its goals. Using a "best-fit" approach challenges the best-practice perspective's premise that best practises are universally applicable. In this context, a company's stage of development, internal structures, and physical factors are all taken into account to ensure that HR operations are aligned with the company's needs (Allen, 2019). As part of a company's overall competitive strategy, human resources policies should be tailored to the unique needs of each employee. Businesses may obtain a competitive advantage by aligning their HR practises with their strategy. Additionally, the best fit technique has been harshly attacked by critics. Firms and their strategies are susceptible to numerous shifting contingencies in an ever-changing business environment, and it is only possible to often re-engineer the whole HR system in response (Henry, 2022). When companies move through their life cycles, HR policies should be synchronised, which leads in alternating treatment of employees, which may be demotivating and reveal inconsistencies in business culture.
Resource Based View (RBV)
A management paradigm known as the resource-based viewpoint is used to determine which strategic resources a firm may employ to gain long-term competitive advantage. "Firm Resources and Persistent Competitive Advantage," published in 1991, is widely considered a landmark article in the evolution of Barney's resource-based competitive advantage theory (ICAEW, 2022). The following are the laws or principles that govern this theory:
Value-The firm's worth must be increased through this resource;
Rare- Are the company's personnel doing anything that their rivals aren't?
Inimitability- Resources must be hard to replicate in order to be considered unique.
Substitutability- It is important that resources cannot be replaced easily.

[bookmark: _1t3h5sf]Performance Management - The drive towards competitive advantage
Improves Morale of the Employees 
The compliment of a good job is appreciated by everyone. Performance assessments are an excellent arena for formalising and recording employee gratitude since they are objective , However, evaluations should be more than merely establishing goals for the next quarter (Allen, 2019). It should also create a setting for a supervisor to recognise members of their team. Employees that are happy are more productive. A 69 percent of workers think they would work more if their achievements were recognised. A salary check is no longer sufficient form of acknowledgment, but frequent feedback and evaluations are critical to preserving employee morale (Danna, 2022).
Improves Accountability
In order for a company to function at its best, accountability is essential, but guaranteeing its success is tough. Blame is often used as a synonym for accountability. This has a negative impact on both company culture and employee morale (Allen, 2019). Everyone in an organisation should be able to fully understand the company's mission, values, and goals. Natural HR makes implementing a performance management system simple (Danna, 2022). To keep things on track, create unique performance management forms, schedule reminders for staff and supervisors. Get a free trial now to see how we can help you manage performance in 2020.
Improves Talent Retention
 People becoming a vital asset, it's critical to discover strategies to keep your employees. Having the option to work towards objectives on a constant basis provides workers full independence and the ability to emphasise areas they wish to focus on, providing them an incentive to stay (Danna, 2022).
Improved overall company performance
All of the afore mentioned advantages lead to overall improved company success. Employees that are flourishing will do better work and will be more inspired to attempt new things and improve (Danna, 2022). This emphasises the significance of performance management and the benefit it can offer to your whole organisation when done properly.
For all these benefits and advantages, performance management can drive an organisation to competitive in the local as well as international market. 
[bookmark: _4d34og8]Roles of Employee Engagement and Involvement to Increase Performance 
Employee engagement is among the most significant factors to consider when assessing overall job satisfaction. As revealed by the most recent Global Workforce Trends survey, cultivating a sense of belonging in the workforce is critical to the success of their organisation in the next 12–18 months, with an overwhelming 79 percent of survey respondents agreeing that a sense of belonging is what drives organisational performance (Moseley, 2021).
Importance of Employee Engagement and Involvement 
1. Engaged employees boost productivity
According to a Gallup survey, employees who are actively involved in their work are  more productive 21% more profitable than those who are not (Moseley, 2021). Engagement may be seen as a sign of progress. Your company's success is more likely to attract and retain motivated employees who are pleased with their job and enjoy the recognition they get. Your company's productivity will rise as a result of finding ways to keep your staff engaged, such as giving them additional responsibility or challenging them. 
2. Employee engagement increases customer satisfaction
They are the best persons to interact with customers if they are excited about their work. Why? Because your customers will sense your passion. When employees are more involved, they are more willing to put in the work necessary to increase productivity, which in turn leads to happier customers and a more effective sales force. Engaged employees, in other words, provide a better experience for customers (William, 2021). The likelihood of employees providing better service and increasing customer satisfaction goes up significantly when they believe in the value of helping customers and feel appreciated by their employers.
3. Employee engagement helps to retain the best employees
Employees who are engaged in their work are less likely to leave since they are more invested in it. You risk losing some of your best employees if you don't keep them interested. Keep them motivated and they'll be more likely to stick around and do a great job for you (Moseley, 2021).
[bookmark: _2s8eyo1]Strategies to Increase Employee Engagement within SainCo
1. Communicate deliberately and regularly
The bonds that join co-workers may weaken and loosen as an organisation grows, and before long, departments are functioning in isolation and employees are no longer connected to one another. Without a separate internal communications team, HR is likely to assume responsibility for business communications.
2. Focus on on-boarding
Even in the job, first impressions are crucial. The on-boarding process sets the tone for the employee's impression of the firm and their role in the company. SainCo’s goal, vision, and values may be introduced to new workers throughout the on-boarding process. It also allows new employees to see how they fit within the greater context. 
3. Train employees to succeed in their role & beyond
"Career advancement possibilities," according to Gallup, are the most common motivation for seeking a job move. Staff recruitment and retention will increase if there is a clearly defined route for employee growth. Instead of offering SainCo’s staff reasons to look for career advancement outside of the organisation, encourage them to flourish inside it. Commitment is one of the three pillars of employee engagement, as we discussed before.
4. Recognize and reward employees
It is essential for workers to sense that their work is valued by their peers, supervisors, and leaders in order to be fully engaged in the workplace. As a result, they like their job and   put up their best effort.



[bookmark: _17dp8vu]Applying AMO Model of Performance within SainCo
In accordance with the AMO hypothesis, our work performance is influenced by our Abilities, Motivation, and Opportunities. That is, the ability, willingness, and opportunity for the employee to make a positive contribution (Thomas, 2022). When it comes to real work performance, it is impossible to ignore the three elements mentioned above. The following processes needs to be followed by SainCo to improve its employee performance:
Ability: In the beginning, the managers of SainCo evaluate if the employees of the organisation have the potential or ability to increase the performance. If the employees lack in ability, the management starts proper training and development to increase the ability. 
Motivation: In this stage, the management of SainCo evaluate if the employees are motivated enough to work, within the organisation. If not, the management adopts new motivational plans and strategies to make the employees motivated and engaged. 
Opportunity: SainCo Provides enough opportunity to the employees including better work condition and remuneration to increase the performance, employees need to be brought to the decision-making process to increase their performance and motivation. 


[bookmark: _3rdcrjn]Performance Management Development for SainCO
It is common knowledge that the cycle of performance management has five key components. Regardless matter how frequently you review employee performance; these processes should always be followed. The steps that SainCo must follow in developing Performance Management are as follow:
1. Planning
 Management of SainCO be defining objectives for your personnel and communicating those goals to them. Even while these objectives should be presented to applicants during the interview process in order to attract qualified prospects, the employees of SainCO should be stated again after the individual has been hired (Erik, 2020). Depending on SainCO performance management method, management may wish to give a proportion to each of these objectives in order to be able to assess their success.
2. Monitoring
Managers of SainCo are responsible for keeping track of their workers, This is where the concept of continuous performance monitoring comes into play. With the proper performance software solutions, the management of SainCo can monitor the performance of one team in real time and make adjustments and course corrections as needed.
3. Developing a plan
Data obtained during the investigation period is put to good use to improve the productivity of SainCo's employees. Providing refresher courses, assigning a job that will help them develop their knowledge and work performance, or changing the path of employee growth may be important to increase or sustain excellence in the workforce of SainCo.
4. Evaluating and Rating
The performance of each employee of SainCo must be assessed regularly and annually. Employee performance evaluations are vital in identifying an employee's current performance and making changes.  Recognizing and rewarding outstanding performance is crucial to a successful performance management system and to employee happiness and engagement. For example, a simple thank you, social reinforcement, or a full staff incentive programme that regularly recognises and promotes great performance throughout the organisation (Erik, 2020).





[bookmark: _26in1rg]Performance Management Strategies for SainCo
1. Performance Appraisals
Performance appraisals are one of the most effective techniques for managing employee performance. The tool is well-known for its effectiveness in bringing together the objectives of an individual with the shared goals of an organisation, but only when it is utilised effectively. To get the most out of this tool, SainCo employees must use it with care and ensure that the evaluation process is honest and fair and that there is good two-way communication (Erik, 2020). If these considerations are not taken into consideration, assessments might serve as a source of demotivation for SainCo, resulting in a reduction in performance. Appraisals also aid in the identification of those who are not performing to expectations and those who have been assigned to the incorrect position (Jack, 2019).
2. 360-Degree Feedback
When it comes to evaluating and analysing employees, 360-degree feedback is the most common method. What this tool is intended to answer is the following primary question: "How well are their staff performing? It is based on the opinions of those with whom they work, it offers each and every member of an organisation with a complete appraisal of their performance (Jack, 2019). These individuals include their bosses, managers, co-workers, customers, clients, and so on and so forth. The use of a 360-degree feedback instrument in employee training and development is thus common. SainCo's review process can be simplified if this technology is used appropriately and effectively. It will take into consideration the views of a huge number of people rather than just the boss's (Jack, 2019).
3. Key Performance Indicators (KPIs)
There are several ways to analyse how well SainCo, its units, projects, or current workers are performing in regard to the company's goals and objectives via the use of performance indicators (KPIs). It is a kind of human resources software (Jack, 2019). KPIs are also employed in facilitating rich and data-driven performance dialogues, which are facilitated by KPIs. They also will contribute to the SainCo’s ability to make better judgments.
4. Personal Development Plans (PDP)
It is a well-thought-out and effectively developed action plan that is based on the needs and desires of everyone involved as well as their understanding of the activities that will be taken to promote personal and organisational growth (Jack, 2019). PDPs are most often used to identify different forms of training and development requirements. Using a PDP, SainCo may develop a strategy for meeting these requirements. It assists people in determining the path they wish to take in order to improve and determine how they might reach their objectives. This increases interest in the organisation while also assisting people in improving their performance. In order to guarantee that SainCo operates at peak performance, various tools, like as a PDP, serve as an integral element of the organisation.
5. Reward and Recognition Programs
It is appropriate to recognise and reward outstanding work. Because demotivated workers believe that their efforts and achievements have gone unnoticed and unrewarded, they are more likely to depart from the organization's general goals (Jack, 2019). Incentives and recognition programmes are an essential part of every company's overall performance management system, and SainCo is no exception. Major corporations see their recognition and reward programmes as a way to provide monetary incentives and rewards like bonuses and raises to workers. In other cases, just expressing gratitude to hard-working employees might help keep morale high (Jack, 2019).
[bookmark: _lnxbz9]Breaking down the Autocratic or Traditional Management Approach of SainCo 
When one person is in charge of the whole organisation, they don't receive any input from the other members. Autocratic leadership is the contrary of popular leadership. As a rule, autocratic leaders make their own judgments and don't rely on anybody else's input. single leader or worker determines all corporate decisions such as the corporate decisions of SainCo. This management style of SainCo is more prominent in smaller companies with fewer employees. The leader of SainCo alone is accountable for the ultimate choice and its success. It is a wonderful style of leadership since it's adaptive, while others say it's outdated.
Authoritarian leader of SainCo, on the other hand, seeks no input from other group members, prescribes all tasks or obligations, and offers no incentive or acknowledgment to staff to boost morale. Some analysts of SainCo argue that this leadership style is harmful to the organization's long-term development since it resembles a dictatorship. As a result of low employee morale, many businesses suffer attrition.
[bookmark: _lrvn74ydkc4b]Characteristics of an Autocratic Management within SainCo
All major choices and decisions depend on the management of SainCo; Managers have complete control over all aspects of the company, if it comes to making critical judgments, managers don't have faith in co-workers, workplace is quite regimented. Managers stifle originality and lateral thinking. Creating and enforcing a set of rules is manager’s primary goal. 

[bookmark: _8kbqgt8tn8sj]Contemporary Style of Management 
Leader-member interaction, servant leadership, genuine leadership are some of the most popular contemporary approaches to leadership. Transformational leadership emphasises the role of charm, inspiration, intellectual stimulation, and customised concern in influencing others. Its opposite is transactional leadership, leader concentrates on achieving organisational objectives. Many leadership theorists have recently emphasised the necessity of being a servant leader who puts the needs of others before one's own, while others have emphasised the value of being authentic in one's leadership style. Good leaders must be flexible enough to adapt their approach to each scenario, as well as apply their own moral compass, in order to be successful.
[bookmark: _oyobgfba8j4]Characteristics of Contemporary leadership Style 
Managing diversity has become an essential part of modern management, which highlights the need of operating in a global marketplace. Leadership training in morals and ethics is part of an advanced administrative process since it reflects the promise of a safe working environment for representatives at all levels of the organisation. Modern management also has strong ties to the local community and ensures that the environment is sustainable, so the firm will always benefit from shared talents. Some of the current managerial qualities that are required now include retaining authority, keeping discipline, and ensuring that the plan is consistent with the company's long-term objectives. Some of the skills and abilities required to cope with conflict in the workplace are mentioned in the following section. Payroll, workflow, and operations coordination are all part of their responsibilities, as is ensuring that all employees are handled fairly. But perhaps most critically, they must guarantee that all employees are treated fairly.

[bookmark: _4hgjanylp5mj]Recommendations for SainCo to Implement Contemporary Management .
Customer satisfaction is the responsibility of the workers in the traditional management style. If the products are of poor quality, workers who fail to perform according to the established procedures are responsible. Motivating and inspiring employees under the conventional management style fosters a feeling of ownership and expands the boss's trust. To make a difference, make sure everyone on the team has the necessary tools, resources, funding, and focus. However, the traditional manager does not always embrace new ideas because he is typically the originator of all new business and operating methods. The typical manager is often oblivious of developments and difficulties and reluctant to react to change without input from her staff. As a result, a traditional leader's staff is frequently replaced.
According Management Development Centre of Hong Kong ed., (2017) modern management is the regulation of processes, assets, and inventions in companies to achieve the desired goals inside the current capabilities, circumstances, and constraints based on economic activity's economic and social logic. People in contemporary organizations are empowered to take charge of their work even without the interference of intermediate or senior executives. Giving employees more control over their work can positively impact productivity, quality, and morale. Having to rely on each other's talent and experience to accomplish their objectives helps employees form stronger bonds. 
If employees don't hold each other responsible for their errors in a modern organizational structure, it can lead to a lack of organization and ineffectiveness. A "flatter" organizational structure means workers can no longer rise through the ranks due to the lack of "highest or lowest part" hierarchies.
Target costing, activity-based budging and activity base costing should be adopted and owned by the organization at various phases for the organisation's benefit. Customer loyalty is a critical success component in any business, and it may be attained by employing management techniques that are adequate to the task. Incorporating new technologies offers management a distinct set of obstacles than does the task of an adept project manager. As a result, modern management is needed to help drive the evolution of technological innovations into everyday use rather than simply overseeing their implementation on the ground.
[bookmark: _1ksv4uv]Managers must take a critical look at their company's structure to ensure that it is aligned with its values and aims. Making a difference takes a lot of effort
Conclusion 
Performance management is the process of creating a motivating atmosphere in a company in which workers and managers constantly evaluate themselves and work together to achieve the organization's shared objectives. In current competitive world, it is important to adopt performance management strategies to attain higher productivity, performance and profitability. In this report, the author has focused on the selected company SainCo and provided a clear discussion on the performance management and linkage with human resource management. After accomplishing the overall paper, it is found that an organisation like SainCo must focus on the HR strategies, employees and managers at first. After that the management should select the proper performance management approach and strategies. To adopt solid and successful performance management, SainCo can follow the provided recommendations in this paper. 
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