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Introduction

Performance management is utilised as a method to ensure that an organisation's objectives are
achieved in an efficient manner. Performance management may involve the oversight of an
organisation's, departments, or individual employee's performance. Performance management
entails the systematic assessment and discussion of an employee's advancement in attaining an
organization's objectives on a consistent basis. Traditionally, performance management has
been a practical approach that deeply relies on past experiences and observations.
Consequently, the corporate culture is transitioning from a model that emphasises constant
feedback fuelled by innovation to one that enables managers to anticipate challenges and make

necessary adjustments to realign individuals.

This report will study performance improvement planning, the factors affecting performance
management, goal setting, performance measurement, performance assessment, feedback in
performance management, enthusiasm, rewards, and incentives in performance management,
as well as the influence of business strategy, guarantee, flexibility in improvement, and
superiority. To meet the detailed criteria, the author will focus on analysing SainCo, a well-
established retail firm with a workforce of 2000 persons spread across ten diverse locations.

Definition of Performance Management

Performance management must be a strategic broad approach that emphases on improving
employee performance and boosting the progress of both individuals and teams if a company
wants to be prosperous in the long term. Performance management that the company main
goals are met by letting managers and their employees give and receive comments on a regular
basis. To make sure that everyone in the company understand its missions and goals it needs
to take a strategic approach that let's each worker know how they are contributing to these
goals. This then leads to better performance across the whole company. PM differs from TM
in that the latter is a compilation of initiatives aimed at actively involving employees to ensure
their continued commitment. Contrarily, performance management is a pursuit that guides
employees in establishing and achieving their individual objectives in alignment with the
organisation's long-term goals. Performance management encompasses various aspects,
including setting targets and measurements, fostering continuous learning and improvement,
adopting a strategic vision and orientation, and facilitating planning and integration (M’baye,
2022).




Objectives of Performance Management

According to the majority of scholars, performance management serves two primary
objectives: operational purposes and measurement purposes. Additional objectives of

performance management are explored below:
For the Purpose of Accountability

Employees are assessed based on criteria in performance management that prioritise
accountability. An illustrious example is the sales quota. These systems can achieve remarkable
success when staff members are well-informed and motivated to meet the standard.
Determination and knowledge of the standard are very important. It is very helpful for your
business to have a lot of people doing the same clearly defined job. When all salespeople are
working on the same job it's important to set clear expectations for how well they should do
(Islam and Sarker, 2020).

Encourage collaboration, teamwork, and communication

Human resource managers are always looking for ways to make their companies mode friendly
and open to working together. Better communication and teamwork lead to good results that
eventually improve the performance of the business. Different businesses use different
strategies but one common way they get things done is by combining social events with giving
people access to important Technology. Group activities made easier by tools like slack or
other real time collaborations platform can help employees feel like that join and build
friendships. Employees may also feel this way because of events put on by their employers
such as team building activities and happy hours (Murphy, 2020).

Finding Developmental Areas

One of the most important poles of performance management is to handle talent. When making
plans for growth it’s important to work together with workers. By putting development needs
in order of importance manager and workers can make plans that will help each person do
better. This will make workers feel like valued members of the team instead of just parts of the
system which will boost their happiness and productivity. This will lead to more work being
done. To ensure employee engagement and satisfaction performance management systems are
equally focused on the employee and the employer. The term "employee engagement” has
gained significant prominence in the field of human resources in recent years, and for valid

reasons. Companies now possess a complete understanding of the myriad business advantages
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that engaged employees bring. They also realize the harmful impact of having an employee
who is actively undone in the workplace. One objective of performance management is to
remain modern on engagement trends, direct employee engagement surveys, and ensure that

all activities are undertaken to maintain employees' engagement, motivation, and satisfaction.
For a Better Bottom Line

In order for the company to achieve long-term growth and success, it is imperative that it
address the current situation and produce exceptional outcomes. When executed correctly,
performance management contributes to improving corporate performance and outcomes. The

company's profitability will be enhanced, ensuring its long-term sustainability.
Elements Influencing Performance Management
The influence of culture on the effectiveness of performance management

The corporate culture encompasses a multitude of functions, including: It achieves the
following:

(i) It creates a clear differentiation between one organisation and another;
(i) It gives a sense of individuality to the employees of the organisation;

(iii) It encourages a dedication to something bigger than the personal interests of the
employees;

(iv) It acts as a social bonding agent that brings the organisation together by establishing the

proper guidelines for employee behaviour.

The individuals within the organisation are considered to be employees. As a vital element of
the organisation, they actively engage in the organisation's daily operations. As the individuals
responsible for overseeing all the elements that sustain the organisation, they serve as the
catalyst for the company's achievements (Hartinah et al., 2020). They ensure the organisation's
continuity or longevity. The company's success heavily relies on the performance of its
employees. Hence, to maintain a competitive edge, employees must exhibit proactivity,
responsiveness, industriousness, and vigilance. Furthermore, the company's overall success is
closely tied to the level of performance demonstrated by its employees, as evaluated through
employee engagement. Hence, employee performance can be conceptualised as the process by

which employees efficiently carry out the assigned task.




Structure’s Effect on Performance Management

First, different tactics to formal structure, such as local, geographical, centralised, and
decentralised, have an influence on performance management. Applying regional and
geographical approaches to formal structure can pose challenges in effectively managing
employee performance. Conversely, a centralised management structure facilitates the
effective implementation of performance management by the management. Furthermore, both
tall and flat organisational structures have an impact on the performance management of an
organisation. For instance, if the organisation adheres to a hierarchical structure, it becomes
challenging to incorporate the entire management team into the performance management
process (Muller and Peres, 2019). Conversely, adopting a flat organisational structure enables
the organisation to effectively and efficiently implement performance management.
Furthermore, the level of autonomy granted to employees within an organisation has a direct
impact on performance management. For example, SainCo uses a method to management
called autonomous which works well for performance management but not so well for

engaging and motivating employees.
The influence of job design on performance management

Job design also has an effect on how management of success works in any company. Job
designs strategies like training and development motivational strategies and pay policies can
affect how well workers do their jobs. For example, a business that uses strong motivational
strategies to get its employees to work harder can easily boost productivity and encourage
higher levels of employee motivation and engagement. A company that puts a high priority on
training and development for its employees can also successfully boost motivation and
engagement. Using these methods management can also successfully put the performance
management plans into actions (Parker and Grote, 2022).

HRM's Function in Performance Management

Human Resource Management is accountable for evaluating and determining the present
performance of employees, as well as the job prerequisites, as a component of the
comprehensive  performance management procedure. Organisational performance
management systems may Yyield valuable data for Human Resource Management, enabling
analysis of the company's objectives.

Determining Organisational Objectives




Implementing a performance management system may foster a sense of inclusivity and
belonging among all members of your organisation. They can collaborate together to
accomplish the company's goals and enhance its expansion. The significance of employee
performance in this process lies in its ability to guarantee alignment and cohesion among all

individuals involved (Tweedie et al., 2019).
Establishing performance standards

Focus on their existing strengths. Create a comprehensive list of strategies that may be
collectively agreed upon to provide support in areas of weakness, and provide constructive
comments. Engage in a discussion to determine and rank the goals to be achieved over the next
six months, while establishing a specific timeline for accomplishing these objectives. When
handling expectations, performance reviews should be advantageous for both the individual
and the entire team (Shah and Khan, 2019).

Track and improve productivity all year round.

Regularly communicate with personnel to ensure they are making progress towards their goals.
It is important to promptly address any issues presented by employees or line managers in order
to give necessary support, training, or coaching if needed. This practice ensures that all
individuals remain focused and enables prompt resolution of issues, thus averting the escalation
of minor challenges into significant problems. Individuals who receive assistance and guidance
from experienced personnel will enhance their performance, and it is crucial for management

to acknowledge this (Mangipudi et al., 2019).
Assessing the effectiveness of employees’ work

It is crucial to inform the employee about their performance, since it is a fundamental part.
Utilise specific examples to demonstrate your keen observation of their actions. Regular
feedback and encouragement enhance employee performance. Regular monthly check-ins
provide an excellent opportunity to do this, as they enable management and HR departments
to continuously observe and acknowledge great individual performance when workers get
frequent feedback. In addition to the HR department, senior personnel and managers also have
important duties in the performance management development. The gatherings of senior

administration are as follows:

Actions and Values: Senior managers can aid the company in setting explicit behavioural

norms for every employee.




Staff Management: Senior managers aid the alignment of business needs with resource
requirements. It is possible to have the right persons at the correct location at the precise

moment.

Growth and Performance: Additionally, they add to the establishment and cultivation of a

culture that promotes exceptional performance.

Communication and Contribution: All members of the organisation have the right to contribute.
Senior managers enable the achievement of this objective in a succinct and prompt fashion.
Additionally, they contribute to the creation of strategies for effectively distributing crucial

information to employees.
HRM and Performance Management Relationship

The focus will be on concepts such as the optimal method or universal approach to HRM, the
alignment between HRM and the firm's resources, and the demonstration of the connection

between HRM and performance. Here are other theories:
Approach Best Practice

The optimal approach maintains that specific HR activities enable companies to achieve a
competitive edge, irrespective of the organization's environment or industry. Best practice
models often establish a connection between strong and dedicated leadership and effective
human resource practices. Research indicates that implementing consistent human resources
strategies enhances performance regardless of the market or product strategy. Employee
engagement is enhanced when a work-design that supports employee competency presents best
practice activity bundles. According to expectation theory, implementing best practices in
human resources would enhance quality and productivity while decreasing absenteeism and
waste. The best practice approach has some shortcomings. Corporations may face the danger
of creating mutually constraining alliances, such as combining collaboration with individual
performance-based incentives, which can lead to less employee cooperation due to heightened
rivalry. Furthermore, high commitment techniques sometimes need extensive strategic
preparation and active participation from top-level management. Furthermore, the concept of
best practice HR is based on the idea that remarkably high-performing HR will have an

influence on strategy (Van Waeyenberg et al., 2022).




Optimal Fit Method

HRM policies are formulated in accordance with the company's overarching strategic plan. To
achieve corporate objectives, the strategy involves formulating long-term operations,
performance targets, and policies. To facilitate the achievement of the company's objectives, it
IS necessary to develop and implement a human resources strategy. The use of a best-fit
approach contradicts the assumption of the best-practice perspective that excellent practices
are universally applicable. Within this framework, SainCo's level of advancement, internal
frameworks, and tangible elements are all considered to guarantee that HR activities are in
harmony with the company's requirements. To effectively implement a company's competitive
strategy, it is essential to customise human resources policies according to the specific
requirements of individual employees. Businesses may gain a competitive edge by ensuring
that their HR practices are in line with their strategy. In addition, the best fit technique has
faced severe criticism from reviewers. Companies and their plans are vulnerable to many
changing circumstances in a dynamic business environment, necessitating frequent re-
engineering of the entire human resources system. As firms progress through their life cycles,
it is important to align HR policies to ensure consistent treatment of employees. Failing to do
so might result in alternate treatment of employees, which can be demotivating and expose

flaws in the company's culture (Al and Atan, 2020).
Performance Management: Achieving a Competitive Edge
Enhances employee morale

Everyone appreciates the comment on their ability to perform well. Performance evaluations
provide a valuable opportunity to formalise and document employee appreciation, as they are
impartial and unbiased. Nevertheless, appraisals should encompass more than simply setting
objectives for the subsequent quarter. Additionally, it should establish a framework for a
supervisor to identify and acknowledge individuals of their team. Content and satisfied
employees tend to exhibit higher levels of productivity. A staggering 69 percent of employees
believe that they would increase their job output if their accomplishments were acknowledged.
A mere wage check is no longer an adequate means of recognition, but regular feedback and

reviews are crucial for maintaining employee morale (Arsawan et al., 2022).




Enhances responsibility and transparency

For optimal performance of a corporation, accountability is vital, yet ensuring its success is
challenging. Blame is frequently employed as a term that is interchangeable with
accountability. This has an adverse effect on both the overall atmosphere within the
organisation and the level of motivation among employees. It is imperative for every individual
inside an organisation to possess a comprehensive comprehension of the company's mission,
values, and objectives. Implementing a performance management system is made easy with
Natural HR. In order to maintain efficiency, it is advisable to generate distinct performance
management documents and set up notifications for both employees and supervisors. Take
advantage of our complimentary trial now to experience first-hand how our services may assist

one in effectively overseeing performance in the year 2020 (Elrehail et al., 2019).
Enhances the ability to retain talented individuals

Given the increasing importance of individuals, it is imperative to identify methods to retain
the workforce. Offering employees, the opportunity to consistently pursue goals grants them
complete autonomy and the capacity to prioritise certain areas of interest, therefore motivating

them to remain with the company.
Enhanced overall organisational performance

The aforementioned benefits contribute to enhanced overall company success. Thriving
employees are more likely to produce high-quality work and have more motivation to explore
new ideas and enhance their performance. This underscores the importance of performance
management and the advantages it can provide to the entire business when executed correctly.
Performance management may enhance an organization's competitiveness in both local and

international markets, thanks to its numerous benefits and advantages (Haseeb et al., 2019).
The significance of employee engagement and involvement in enhancing performance

Employee engagement is a crucial aspect to consider when evaluating overall work happiness.
Employees currently desire employment engagement, enthusiasm for their organisation, a
sense of affiliation, and the flexibility to work remotely or in diverse settings. Adopting a
feeling of belonging among employees is essential for the success of their organisation in the
following 12-14 months. An irresistible 80 percent of survey participants settled that a sense

of belonging is the key handler of organisational performance (Riyanto et al., 2021).
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Significance of Employee Engagement and Participation

1. Productivity is increased by engaged workers: Research indicates that individuals who have
high levels of engagement in their work exhibit greater productivity compared to their less
involved counterparts. Employees who actively engage in their job demonstrate an increase in
profitability compared to those who do not. Engagement can be regarded as an indication of
advancement. The company's success is apt to allure and keep highly motivated personnel who
find satisfaction in their work and appreciate the acknowledgment they receive. Enhancing
employee engagement through strategies like assigning more responsibilities or presenting
demanding tasks will lead to a notable increase in SainCo's productivity. All individuals derive
advantages from it, therefore making it a mutually beneficial scenario.

2. A motivated workforce boosts client satisfaction: If individuals are enthusiastic about their
profession, they are the most suitable individuals to engage with clients. Increased employee
engagement fosters a greater willingness to exert effort, resulting in enhanced productivity,
customer satisfaction, and a more efficient sales team. Engaged personnel, or people that are
fully committed and involved in their work, enhance the customer experience. Employees are
more likely to deliver superior service and enhance customer satisfaction to a great extent when
they have a strong belief in the importance of assisting customers and feel valued by their

employers.

3. Having engaged workers aids in keeping the finest workers: Highly engaged employees are
less prone to attrition since they demonstrate a greater level of commitment and involvement
in their work. If one fails to maintain their attention, there is a possibility that one may lose
some of one's most valuable personnel. By maintaining their motivation, they will be more

inclined to remain committed and perform exceptionally well for SainCo.
Methods to Enhance Employee Engagement at SainCo

1. Engage in intentional and frequent communication: The cohesion among colleagues may
diminish and become less secure as an organisation expands, resulting in departments operating
independently and people losing their sense of connection with each other. In the absence of a
dedicated internal communications team, the duty for corporate communications is likely to

fall on the HR department.

2. Prioritise the process of on-boarding new employees: In the workplace, initial impressions

have significant importance. The on-boarding procedure establishes the original atmosphere
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for the employee's awareness of the organisation and their position within the company. New
employees will be existing about SainCo's mission, vision, and values during the on-boarding
procedure. Additionally, it provides new workers with the opportunity to understand their role
and position within the broader framework.

3. Teach staff members to excel in their position and beyond: The primary incentive for
pursuing a job change is often the potential for career progression. The establishment of a well-
defined pathway for employee development will lead to an enhancement in staff recruitment
and retention. Rather than offering incentives for SainCo employees to request career growth
elsewhere, promote their growth inside the firm. As earlier said, commitment is one of the three
essential elements of employee engagement.

4. Acknowledge and compensate staff: In order to accomplish full engagement in the
workplace, it is crucial for workers to perceive that their peers, supervisors, and leaders respect
their efforts. Consequently, they derive satisfaction from their profession and are more inclined

to exert their utmost effort.
Implementing the AMO Model of Performance into SainCo

The job performance is impacted by our Abilities, Motivation, and Opportunities, as stated by
the AMO theory. The employee's capacity, inclination, and chance to create a beneficial impact
(Alietal., 2022). When considering genuine work performance, it is vital to recognise the three
said aspects. SainCo must adhere to the following procedures in order to enhance staff

performance:

Assessment: Initially, the management of SainCo must determine if the personnel of the
company have the capacity or aptitude to enhance their performance. If the employees
demonstrate a deficiency in their abilities, it is imperative for the management to initiate
comprehensive training and development programmes in order to enhance their skillset.
Motivation Assessment: At this step, SainCo's management must assess if employees are
sufficiently motivated to do their duties inside the firm. If not, the management should
implement novel motivating programmes and techniques to foster employee motivation and

engagement.

Opportunities: SainCo must offer enough opportunities to its employees, including improved

working conditions and compensation, in order to enhance performance. In addition, it is
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important to encompass the employees in the decision-making procedure in order to boost their

performance and motivation.
Performance Management Development for SainCO

The phase of performance management is widely familiar to consist of five fundamental
components. No matter how often one evaluates employee performance, it is vital to adhere to
these practices constantly. The necessary stages for SainCo to take in the development of

Performance Management are as follows:
1. Strategic planning

At this point, SainCO's management is establishing objectives for its workers and effectively
conveying those aims to them. Although it is important to communicate these goals to potential
candidates during the interview stage to recruit highly skilled individuals, it is also crucial to
reiterate them to the workers of SainCO after they have been hired . Based on the SainCO
performance management technique, management may allocate a proportion to each of these

objectives in order to evaluate their level of achievement.
2. Monitoring

During this phase, the managers of SainCo have the responsibility of monitoring and
documenting the progress of their staff towards the set aim. This is where the notion of ongoing
performance monitoring becomes relevant. By using efficient performance software solutions,
SainCo's management may actively monitor the real-time performance of a specific team and

rapidly implement necessary changes and course improvements.
3. Formulating an approach

During this stage, the data attained throughout the study stage is efficiently utilised to enhance
the efficiency of SainCo's workforce. To develop or keep up the high quality of SainCo's staff
the company may need to offer update courses give employees job that help them learn and

improve their work performance or change the way employees move up in the company.
4. Assessment and Rating

Every employee at SainCo has to go through regular and yearly performance reviews.
Performance reviews are important for figuring out how well an employee is doing and making
any changes that are needed. Co-workers and managers and give reviews so that you can get

full feedback from a variety of points of view.
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5. Rewarding

It's important for a successful performance management system and for keeping employees
happy and involved that they recognise and reward great work. One examples would be a full-
fledged employee incentive program that consistently recognises and promotes outstanding
performance across the company. Another would be a simple thank you or positive peer

pressure.
Strategies for Managing Performance at SainCo

1. Evaluations of Employee Performance: Performance reviews are a great way to keep an eye
on and rate employee performance. People know that the tool can help them match their
personal goals with the organisation’s overall goals but only if it is used correctly. To get the
most out of this tool SainCo employees must be careful when using it and make sure that the
review process is fair and honest. They must also encourage good communication between
each other. If you don't think about these things’ ratings could become a source of motivation
for SainCo which would lead to lower performance. You can also find out who is not meeting
expectations and who has been put in the wrong job with the help of appraisals (Hu et al.,
2020).

2. Evaluation process involving feedback from several perspectives: The most prevalent
approach for assessing and scrutinising personnel is through the use of 360-degree feedback.
The purpose of this tool is to address the main issue of to what extent are their employees
performing effectively. By relying on the perspectives of colleagues, this approach provides
every individual inside an organisation with a comprehensive evaluation of their performance.
These persons encompass their superiors, supervisors, colleagues, customers, clients, and
others. The reports or results are consistently maintained as confidential, resulting in their
exclusive dissemination to workers solely through their managers. Therefore, the utilisation of
a 360-degree feedback tool in employee training and development is widespread. The
evaluation process of SainCo may be streamlined by utilising this technology in a suitable and
efficient manner. It will examine the perspectives of a vast multitude of individuals rather than
only that of the boss (Azizi et al., 2021).

3. KPIs (Key Performance Indicators): Performance indicators (KPIs) may be used to assess
the performance of SainCo, its units, projects, or present staff in relation to the company's goals
and objectives. There are several methods available for analysing this performance. This

program is in the area of software for human resources. KPIs are also used to start deep data
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driven conversations about success which is something they make possible. They will also help

SainCo make better choices by giving them more information (Hristov and Chirico, 2019).

4. PDP (Personal Development Plans): The action plan is carefully thought out and carried out
quickly taking into accounts the wants and needs of all parties involved as well as the specific
steps that need to be taken to help people and the business grow. PDPs are mostly used to figure
out different kinds of training and development needs. SainCo might be able to make a strategic
plan to meet these goals by using a PDP. Individuals can choose the park they want to take to
improve and figure out how they can reach their goals with its helpful. SainCo uses a number
of tools such as a performance development plan (PDP) which is very important to its processes
to make sure it performs at its best (Bouguerra et al., 2023).

5. Incentive and Acknowledgement Initiatives: Recognising and rewarding outstanding
achievement is always the right thing to do. Demotivated employees, who perceive their efforts
and accomplishments as unrecognised and unrewarded, are more inclined to deviate from the
organisation's overall objectives. Incentives and recognition programmes are integral
components of SainCo's comprehensive performance management system, as they are for any
organisation. Numerous prominent firms perceive their recognition and reward programmes as
a means to offer financial incentives and rewards, such as bonuses and salary increases, to
employees. Nevertheless, in alternative scenarios, simply conveying appreciation to diligent

personnel might aid in maintaining elevated morale.
Recommendations for SainCo to Enforce Performance Management

The workers under the conventional management style bear the duty for ensuring customer
happiness. Workers who do not adhere to the prescribed processes are accountable if the goods
are of substandard quality. Instilling motivation and inspiration in employees within the
traditional management approach cultivates a sense of ownership and enhances the boss's
confidence. In order to have an impact, they will ensure that all members of the team are
equipped with the essential tools, resources, financing, and concentration. Nevertheless, the
conventional manager often resists adopting novel concepts as they often consider themselves
the only creator of innovative commercial and operational approaches. The average manager
frequently lacks awareness of advancements and challenges and is hesitant to respond to

change without feedback from her employees.

Consequently, the personnel of a traditional leader often undergo regular turnover.
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Modern management involves the control and organisation of processes, resources, and
innovations inside firms to attain specific objectives, taking into account the existing
capabilities, conditions, and limitations, guided by the economic and social principles of
economic activity. Individuals in modern organisations possess the authority to assume control
over their tasks without the intervention of middle or senior managers. Granting people greater
autonomy in their job may have a beneficial effect on production, quality, and morale.
Collaborating and depending on one another's skills and expertise to achieve their goals fosters
greater connections among employees. Due to the interdependence of everyone's success, there
is more interaction among colleagues. In a contemporary organisational framework, the
absence of mutual accountability among employees for their mistakes can result in
disorganisation and inefficiency. A "flatter" organisational structure eliminates the possibility
for workers to advance in a hierarchical manner, as there are no longer distinct levels of

authority.

The organisation should adopt and implement target costing, activity-based budgeting, and
activity-based costing at different stages to maximise its benefits. Customer loyalty is an
essential factor for success in every organisation, and it can be achieved by implementing
management practices that are suitable for the purpose. The integration of new technology
presents management with a unique set of challenges that differ from those faced by a skilled
project manager. Consequently, contemporary management is necessary to facilitate the
progression of technical advancements into widespread utilisation, rather than merely
supervising their application in practical settings. Managers should do a thorough examination
of their company's structure to verify that it is in accordance with its beliefs and objectives.
This form of internal assessment is often overlooked. Effecting change requires a substantial

amount of exertion.
Conclusion

Performance management refers to the systematic approach of fostering a stimulating
environment within a firm, where employees and managers consistently assess their own
performance and collaborate to accomplish the organisation's collective goals. In today's
fiercely competitive market, it is crucial to use performance management tactics in order to
achieve greater levels of productivity, performance, and profitability. This paper centres on the
firm SainCo and presents a comprehensive analysis of performance management and its

connection to human resource management. Upon completion of the entire paper, it is evident
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that an organisation such as SainCo should prioritise HR strategies, workers, and managers as
its primary priority. Subsequently, the management should carefully choose the appropriate
performance management technique and strategies. In order to implement a robust and
effective performance management system, SainCo can adhere to the guidelines outlined in

this document.

17




References:

Al Aina, R. and Atan, T., 2020. The impact of implementing talent management practices on
sustainable organizational performance. Sustainability, 12(20), p.8372.
https://www.mdpi.com/2071-1050/12/20/8372/pdf

Ali, 1., lzabela, R. and Memon, S.B., 2022. Talent management and organizational
performance: Applying the amo theory. Independent Journal of Management &
Production, 13(2), pp.648-666. https://dialnet.unirioja.es/descarga/articulo/8637682.pdf

Arsawan, LLW.E., Koval, V., Rajiani, I., Rustiarini, N.W., Supartha, W.G. and Suryantini,
N.P.S., 2022. Leveraging knowledge sharing and innovation culture into SMEs sustainable
competitive  advantage. International  journal of productivity and performance
management, 71(2), pp.405-428.
http://repository.pnb.ac.id/4657/6/Article%20publish%201JPPM.pdf

Azizi, M.R., Atlasi, R., Ziapour, A., Abbas, J. and Naemi, R., 2021. Innovative human resource
management strategies during the COVID-19 pandemic: A systematic narrative review
approach. Heliyon, 7(6). https://www.cell.com/heliyon/pdf/S2405-8440(21)01336-0.pdf

Bouguerra, A., Golgeci, 1., Gligor, D.M., Khan, Z., Arslan, A. and Tatoglu, E., 2023. Strategic
Agility and Product Development in Emerging Markets: The Role of Employee Resilience and
Self-efficacy as Microfoundations. IEEE Transactions on Engineering Management, 71,
pp.1598-1612. https://ieeexplore.ieee.org/iel7/17/4429834/10323508.pdf

Elrehail, H., Harazneh, I., Abuhjeeleh, M., Alzghoul, A., Alnajdawi, S. and Ibrahim, H.M.H.,
2019. Employee satisfaction, human resource management practices and competitive
advantage: The case of Northern Cyprus. European Journal of Management and Business
Economics, 29(2), pp.125-149.
https://www.emerald.com/insight/content/doi/10.1108/EJMBE-01-2019-0001/full/pdf

Hartinah, S., Suharso, P., Umam, R., Syazali, M., Lestari, B., Roslina, R. and Jermsittiparsert,
K., 2020. Retracted: Teacher’s performance management: The role of principal’s leadership,
work environment and motivation in Tegal City, Indonesia. Management Science
Letters, 10(1), pp.235-246. http://m.growingscience.com/msl/VVol10/msl_2019 212.pdf

Haseeb, M., Hussain, H.I., Kot, S., Androniceanu, A. and Jermsittiparsert, K., 2019. Role of

social and technological challenges in achieving a sustainable competitive advantage and

18



https://www.mdpi.com/2071-1050/12/20/8372/pdf
https://dialnet.unirioja.es/descarga/articulo/8637682.pdf
http://repository.pnb.ac.id/4657/6/Article%20publish%20IJPPM.pdf
https://www.cell.com/heliyon/pdf/S2405-8440(21)01336-0.pdf
https://ieeexplore.ieee.org/iel7/17/4429834/10323508.pdf
https://www.emerald.com/insight/content/doi/10.1108/EJMBE-01-2019-0001/full/pdf
http://m.growingscience.com/msl/Vol10/msl_2019_212.pdf

sustainable business performance. Sustainability, 11(14), p.3811.
https://www.mdpi.com/2071-1050/11/14/3811/pdf

Hristov, 1. and Chirico, A., 2019. The role of sustainability key performance indicators (KPIs)
in implementing sustainable strategies. Sustainability, 11(20), p.5742.
https://www.mdpi.com/2071-1050/11/20/5742/pdf

Hu, R., Liu, Y., Shin, S., Huang, S., Ren, X., Shu, W., Cheng, J., Tao, G., Xu, W., Chen, R.
and Luo, X., 2020. Emerging materials and strategies for personal thermal
management. Advanced Energy Materials, 10(17), p.1903921.
https://www.researchgate.net/profile/Guangming-Tao-

2/publication/339994777 Emerging Materials and Strategies for Personal Thermal Mana

gement/links/5e8c8366a6fdcca789fc3fdd/Emerging-Materials-and-Strategies-for-Personal-

Thermal-Management.pdf

Islam, M.A.R.H. and Sarker, R.I.N.K., 2020. The effect of management by objectives on
performance appraisal and employee satisfaction in commercial banks. Journal of Social and
Development Sciences, 32(6), pp.4-23. https://www.researchgate.net/profile/Hasibul-Islam-
4/publication/343335722_The Effect of Management by Objectives on_Performance Ap
praisal_and_Employee Satisfaction_in_Commercial_Banks/links/5f23dbc5458515b729f5eb

b7/The-Effect-of-Management-by-Objectives-on-Performance-Appraisal-and-Employee-

Satisfaction-in-Commercial-Banks.pdf

M’baye, A., 2022. Energy Performance Management in an Industrial Site: Definition and
Application of a Specific Methodology for Carbon Emissions Reduction. Low Carbon
Economy, 13(03), pp.148-162. https://hal.science/hal-03838896/document

Mangipudi, M.R., Prasad, K.D.V. and Vaidya, R., 2019. employee performance as function of
performance management system: An empirical study information technology enabled services
companies around Hyderabad. European Journal of Business and Management
Research, 4(4). https://ejbmr.org/index.php/ejbmr/article/download/87/44

Muller, E. and Peres, R., 2019. The effect of social networks structure on innovation
performance: A review and directions for research. International Journal of Research in
Marketing, 36(1), pp.3-19.
https://www.sciencedirect.com/science/article/pii/S0167811618300284

19



https://www.mdpi.com/2071-1050/11/14/3811/pdf
https://www.mdpi.com/2071-1050/11/20/5742/pdf
https://www.researchgate.net/profile/Guangming-Tao-2/publication/339994777_Emerging_Materials_and_Strategies_for_Personal_Thermal_Management/links/5e8c8366a6fdcca789fc3fdd/Emerging-Materials-and-Strategies-for-Personal-Thermal-Management.pdf
https://www.researchgate.net/profile/Guangming-Tao-2/publication/339994777_Emerging_Materials_and_Strategies_for_Personal_Thermal_Management/links/5e8c8366a6fdcca789fc3fdd/Emerging-Materials-and-Strategies-for-Personal-Thermal-Management.pdf
https://www.researchgate.net/profile/Guangming-Tao-2/publication/339994777_Emerging_Materials_and_Strategies_for_Personal_Thermal_Management/links/5e8c8366a6fdcca789fc3fdd/Emerging-Materials-and-Strategies-for-Personal-Thermal-Management.pdf
https://www.researchgate.net/profile/Guangming-Tao-2/publication/339994777_Emerging_Materials_and_Strategies_for_Personal_Thermal_Management/links/5e8c8366a6fdcca789fc3fdd/Emerging-Materials-and-Strategies-for-Personal-Thermal-Management.pdf
https://www.researchgate.net/profile/Hasibul-Islam-4/publication/343335722_The_Effect_of_Management_by_Objectives_on_Performance_Appraisal_and_Employee_Satisfaction_in_Commercial_Banks/links/5f23dbc5458515b729f5ebb7/The-Effect-of-Management-by-Objectives-on-Performance-Appraisal-and-Employee-Satisfaction-in-Commercial-Banks.pdf
https://www.researchgate.net/profile/Hasibul-Islam-4/publication/343335722_The_Effect_of_Management_by_Objectives_on_Performance_Appraisal_and_Employee_Satisfaction_in_Commercial_Banks/links/5f23dbc5458515b729f5ebb7/The-Effect-of-Management-by-Objectives-on-Performance-Appraisal-and-Employee-Satisfaction-in-Commercial-Banks.pdf
https://www.researchgate.net/profile/Hasibul-Islam-4/publication/343335722_The_Effect_of_Management_by_Objectives_on_Performance_Appraisal_and_Employee_Satisfaction_in_Commercial_Banks/links/5f23dbc5458515b729f5ebb7/The-Effect-of-Management-by-Objectives-on-Performance-Appraisal-and-Employee-Satisfaction-in-Commercial-Banks.pdf
https://www.researchgate.net/profile/Hasibul-Islam-4/publication/343335722_The_Effect_of_Management_by_Objectives_on_Performance_Appraisal_and_Employee_Satisfaction_in_Commercial_Banks/links/5f23dbc5458515b729f5ebb7/The-Effect-of-Management-by-Objectives-on-Performance-Appraisal-and-Employee-Satisfaction-in-Commercial-Banks.pdf
https://www.researchgate.net/profile/Hasibul-Islam-4/publication/343335722_The_Effect_of_Management_by_Objectives_on_Performance_Appraisal_and_Employee_Satisfaction_in_Commercial_Banks/links/5f23dbc5458515b729f5ebb7/The-Effect-of-Management-by-Objectives-on-Performance-Appraisal-and-Employee-Satisfaction-in-Commercial-Banks.pdf
https://hal.science/hal-03838896/document
https://ejbmr.org/index.php/ejbmr/article/download/87/44
https://www.sciencedirect.com/science/article/pii/S0167811618300284

Murphy, K.R., 2020. Performance evaluation will not die, but it should. Human Resource

Management Journal, 30(1), pp.13-31. https://www.researchgate.net/profile/Kevin-Murphy-

54/publication/312588967 Organizations want to abandon performance appraisal Can th
ey Should They/links/64f28h87fa851147de0a37d5/Organizations-want-to-abandon-

performance-appraisal-Can-they-Should-They.pdf

Parker, S.K. and Grote, G., 2022. Automation, algorithms, and beyond: Why work design
matters more than ever in a digital world. Applied Psychology, 71(4), pp.1171-1204.
https://iaap-journals.onlinelibrary.wiley.com/doi/pdfdirect/10.1111/apps.12241

Riyanto, S., Endri, E. and Herlisha, N., 2021. Effect of work motivation and job satisfaction
on employee performance: Mediating role of employee engagement. Problems and
Perspectives in Management, 19(3), p.162.
https://www.academia.edu/download/69819906/PPM_2021 03 Riyanto.pdf

Shah, A.U. and Khan, M.l., 2019. HRM-Performance Perspectives: An overview of
Theoretical Challenges and Prospects. Engineering  Economics, 30(3), pp.382-393.
https://scholar.archive.org/work/cggrt4cc6resxgx3hd2nexkgz4/access/wayback/http://inzeko.
ktu.lt/index.php/EE/article/download/9550/12668

Tweedie, D., Wild, D., Rhodes, C. and Martinov-Bennie, N., 2019. How does performance
management affect workers? Beyond human resource management and its
critique. International Journal of Management Reviews, 21(1), pp.76-96.
https://www.academia.edu/download/89665229/ijmr.1217720220815-1-udc1bs.pdf

Van Waeyenberg, T., Peccei, R. and Decramer, A., 2022. Performance management and
teacher performance: the role of affective organizational commitment and exhaustion. The
International  Journal of Human Resource Management, 33(4), pp.623-646.
https://www.tandfonline.com/doi/full/10.1080/09585192.2020.1754881

20



https://www.researchgate.net/profile/Kevin-Murphy-54/publication/312588967_Organizations_want_to_abandon_performance_appraisal_Can_they_Should_They/links/64f28b87fa851147de0a37d5/Organizations-want-to-abandon-performance-appraisal-Can-they-Should-They.pdf
https://www.researchgate.net/profile/Kevin-Murphy-54/publication/312588967_Organizations_want_to_abandon_performance_appraisal_Can_they_Should_They/links/64f28b87fa851147de0a37d5/Organizations-want-to-abandon-performance-appraisal-Can-they-Should-They.pdf
https://www.researchgate.net/profile/Kevin-Murphy-54/publication/312588967_Organizations_want_to_abandon_performance_appraisal_Can_they_Should_They/links/64f28b87fa851147de0a37d5/Organizations-want-to-abandon-performance-appraisal-Can-they-Should-They.pdf
https://www.researchgate.net/profile/Kevin-Murphy-54/publication/312588967_Organizations_want_to_abandon_performance_appraisal_Can_they_Should_They/links/64f28b87fa851147de0a37d5/Organizations-want-to-abandon-performance-appraisal-Can-they-Should-They.pdf
https://iaap-journals.onlinelibrary.wiley.com/doi/pdfdirect/10.1111/apps.12241
https://www.academia.edu/download/69819906/PPM_2021_03_Riyanto.pdf
https://scholar.archive.org/work/cqgrt4cc6resxgx3hd2nexkgz4/access/wayback/http:/inzeko.ktu.lt/index.php/EE/article/download/9550/12668
https://scholar.archive.org/work/cqgrt4cc6resxgx3hd2nexkgz4/access/wayback/http:/inzeko.ktu.lt/index.php/EE/article/download/9550/12668
https://www.academia.edu/download/89665229/ijmr.1217720220815-1-udc1bs.pdf
https://www.tandfonline.com/doi/full/10.1080/09585192.2020.1754881

