[image: ]



Module Code: LCMB7013 
Module Title: Managing Performance 





Student Name: Rimsha Shaikh 
Student ID: 2223423
Word Count: 5000 Words 
Submission Date: 29-08-2023
Tutor Name: Mohamed Asim 
TABLE OF CONTENTS
INTRODUCTION	1
METHODOLOGY AND DATA COLLECTION	1
FINDINGS	2
Concept of Performance Management	2
Purpose of Performance Management	2
Factors Affecting Performance Management	4
Role of HRM in Performance Management	5
Relationship between Human Resource Management and Performance Management	7
Performance Management: Drive for Competitive Advantage and Uniqueness	9
Functions of Employee Engagement and Involvement to Increase Performance	9
Strategies for Increasing Employee Engagement within Company	10
Application of AMO model of Performance in Company	11
Performance Management Development for Company	12
Performance Management Strategies	13
CONCLUSION AND RECOMMENDATIONS	14
REFERENCES	17









		[image: ]
[bookmark: _Toc24213560]




[bookmark: _Toc142917038][bookmark: _Toc143199860]INTRODUCTION 
This current report will focus on positive effect of performance development planning, the drivers of performance management, appraisal, as well as feedback of performance management, motivation, rewards, and incentives of performance management, and the impact of business strategy, commitment, enhancement flexibility, along with quality. To effectively complete the paper by the criteria, the author will focus on Sain Company, a well-established retail business with 2,000 employees distributed across 10 distinct locations.  
Performance management is used to ensure that an organization's goals are met promptly and to a satisfactory standard. Performance management can focus on the output of an organisation, department, or even a single employee (Chen, Jagota and Kumar, 2023). Performance management is the process of frequently evaluating and discussing an employee's progress towards achieving an organization's objectives. This is performed under the aegis of "performance management." 
Traditionally, performance management has been a forward-leaning practice that places a significant emphasis on looking backwards. As a result, the corporate culture is shifting from one in which continuous feedback is used to promote innovation to one in which managers can anticipate problems and make any necessary course corrections to get an individual back on track (Agarwal, 2021). 
  
[bookmark: _Toc143199861]METHODOLOGY AND DATA COLLECTION
For conducting the current report the use of secondary data sources is taken into consideration. The secondary data for conducting report is analysed through the literature of different authors and their perspectives. Along with, information related to the performance management is gained through analysing the authentic data from articles, journals, books and other sources. Additionally, the use of qualitative analysis has been made which has been explained through theories, frameworks and theoretical information. The chosen methodology benefits in gaining in depth understanding and knowledge towards the report related to the human resource and business practices of SainCo.
[bookmark: _Toc143199862]FINDINGS
[bookmark: _Toc142917040][bookmark: _Toc143199863]Concept of Performance Management 
To ensure the long-term success of an organisation, performance management must be a well-planned as well as comprehensive strategy. This strategy should emphasise the improvement of employee performance as well as the skill development of individuals and teams (Brown and et al., 2019). Performance management is the method of ensuring that an organisation's most essential objectives are met by nurturing an environment in which managers and employees frequently engage in two-way communication and provide continuous feedback. 
To realise a common vision of the organisation's purpose and goals, it is necessary to implement a strategy that assists employees in recognising and comprehending their role in contributing to those goals and, as a result, improves the organisation's overall performance. This vision must be shared by every employee. The distinction between PM and TM is that TM is a set of activities designed to engage and retain employees, whereas PM is an individual effort (Adivar, Hüseyinoğlu and Christopher, 2019). Performance management, on the other hand, is an endeavour that guides employees through the process of creating and achieving their own goals by the organisation's long-term objectives. This is done to increase employee motivation and productivity. Consequently, we can say that performance management is related with the following issues, among others: 
· Development of targets and measurements 
· Continuous learning and improvements 
· Stating strategic vision and orientation 
· Planning and Integration 
[bookmark: _Toc142917041][bookmark: _Toc143199864]Purpose of Performance Management 
The overwhelming majority of academicians concur that performance management serves not one but two primary objectives, namely the operational purpose and the measure purpose (Jiang and et al., 2020). Below is a discussion of additional reasons why performance management is essential: 
Ensuring Accountability 
During the performance management process, employees are evaluated based on accountability-oriented criteria. The sales quota is an example of this that is well-known. Since the staff is aware of these systems and is encouraged to adhere to the standard, the success rate of these systems can be exceptionally high. It is essential to understand the standard and how it is set (Varma, Wang and Coleman, 2022). It is advantageous for their business to have many individuals simultaneously working on the same clearly defined task. For instance, if 15 salespeople are working on the same task, they may begin to define what level of performance is acceptable.
Encouraging Teamwork, Collaboration, and Communication 
Human resource managers are always on the watch for innovative methods to foster a sense of camaraderie and collaboration within their organisations. The result is improved levels of communication and cooperation, which contribute to the overall enhancement of the company's performance (Choi and Moynihan, 2019). To achieve their objectives, most enterprises rely on a combination of participation in social activities and access to the appropriate technology. Employees can strengthen their sense of belonging and camaraderie using group activities such as Slack or other real-time communication platforms, as well as through company-sponsored events such as team-building exercises and happy hours. 
Determination of Development Areas 
Effective talent management is one of the most important objectives of performance management. It is essential to involve employees in the formulation of expansion plans (Richards and et al., 2019). The ability to zero in on specific development needs paves the way for the formulation of effective plans by both managers as well as employees, which ultimately results in enhanced levels of individual performance. As a result, employee morale and productivity will increase because they will view themselves as valued team members rather than cogs in a machine, which will ultimately result in increased output. 
Ensuring Employees Are Engaged and Satisfied 
Performance management systems must consider the employee's requirements in addition to those of the organisation (Shet, Patil and Chandawarkar, 2019). The phrase "employee engagement" has become more prevalent in the field of human resources in recent years and for good reason. Companies are now aware of the numerous commercial benefits that can be realised when employees are enthusiastic about their jobs. They are also aware of the potential harm caused by an employee who is actively disengaged from his or her work. Performance management's objectives include staying current with employee engagement trends, conducting employee engagement surveys, and making every effort to keep employees engaged, motivated, and satisfied (Pham and et al., 2020).  
[bookmark: _Toc142917042][bookmark: _Toc143199865]Factors Affecting Performance Management 
Impact of Culture on Performance Management 
There are different functions which have been completed in the corporate culture which have been stated in the report as under:
· The establishment of a clear distinction between one and another organisation 
· Developing a sense of identity for the company’s employees 
· Facilitating the emergence of commitment to something bigger than employees’ single individual interest 
· Serving as a social adhesive benefit to unify the business by providing appropriate standards to be performed by the employees. 
Employees are regarded as members of the organisation for which they operate. As an essential component of the enterprise, they participate in its daily operations. They are in command of everything that keeps the organisation running; therefore, they are the primary force behind the organization's success (Liliane and Charles, 2020). They ensure that the company's continued existence, or its survival, is assured. The organization's performance is directly proportional to the efforts of its employees. To remain one step ahead of their competitors, employees must be proactive, responsive, diligent, and aware. In addition, the level of performance achieved by the company's employees is crucial to the business's overall success, which can be measured by employee engagement (Masri and Abubakr, 2019). Consequently, performance can be conceptualised as the process by which employees proficiently complete their assigned tasks. Employee performance can be measured by observing how well they complete their assigned tasks. 
Organisational Structure's Impact on Performance Management 
The formal organisational structure, which may be geographical, regional, centralised, or decentralised, is the first-factor influencing performance management. It is difficult to effectively monitor the performance of employees, for instance, if the organization's formal structure is based on regional and geographical factors. On the other hand, having a centralised management structure assists management in implementing performance management effectively (Darmansyah, Rahadi and Makbul, 2020). Organisational height and flatness are two additional factors that influence the performance management of a company. For example, if a company has a tall structure, it may be difficult to involve the entire management in the performance management process. A business with a flat organisational structure, on the other hand, finds it simpler to implement performance management efficiently and appropriately. Thirdly, the extent to which an organisation trusts its employees to make independent decisions influences the performance management system (Ismail, Shanmugam and Rajoo, 2021). SainCo employs an autonomous strategy in management, which is advantageous for the implementation of performance management but does not engage or motivate people. 
Work Environment's Impact on Performance Management 
Job design influences the administration of employee performance in every business. Job design techniques such as training and development, motivating tactics, and pay policies have an impact on the performance of employees. These strategies are used to manage employee performance (Aziz and et al., 2021). For instance, a business that implements and maintains effective strategies for motivating its employees can rapidly increase both its own and its employees' levels of productivity, as well as their motivation and engagement. In addition, if a company prioritises the education and development of its employees, it will have an easier time retaining their interest and enthusiasm. Using these methods, management can also implement performance management techniques appropriately and effectively (Darmansyah, Rahadi and Makbul, 2020). 
[bookmark: _Toc142917043][bookmark: _Toc143199866]Role of HRM in Performance Management 
As part of the process of managing employees' total performance, Human Resource Management is responsible for evaluating and determining both the current performance of employees and their job requirements (Sardi and et al., 2021). It is conceivable that the approaches used to monitor organizational performance will provide Human resource management with substantial information that can be applied to an analysis of the company's objectives. Regarding performance management, the HR division is accountable for the following responsibilities: 
Evaluation of Current Performance Appraisal Processes
Is the approach that has been adopted effective? How frequently do they provide their employees with feedback and suggestions? In their organisation, are evaluations conducted annually or more frequently? Examining what they are already doing will assist them in identifying areas where adjustments are necessary (Fenech, Baguant and Ivanov, 2019). It is feasible that the traditional annual evaluation is no longer applicable for many types of businesses. To track the progress made by everyone throughout the year, more consistent input is required. 
Establishment of Organisational Objectives 
Implementing a performance management system may make it simpler for every member of their team to see themselves as an integral part of the whole. All of them can work together to achieve the company's objectives and contribute to its growth (Van Waeyenberg, Peccei and Decramer, 2022). The efficacy of employees is crucial to this process because it ensures that everyone is moving in the same direction. 
Establishing Performance Objectives and Expectations 
Concentrate on the abilities in which they have extensive experience. Create a list of methods they can all concur to support each other in their weakest areas, and then provide them with feedback on their suggestions. Discuss with their team the objectives they wish to achieve in the next six months, determine their relative importance, and set a timeline for achieving these objectives (Malik, Froese and Sharma, 2020). Evaluations of performance should be beneficial to both the individual and the team, while also serving to manage expectations. 
Monitoring and Development of Employee Performance 
Check-in frequently with the personnel to ensure that they are maintaining their forward momentum towards attaining their objectives. As soon as feasible, concerns should be brought to the attention of employees or line managers so that, if necessary, expedient assistance, training, or guidance can be provided (Audenaert, Decramer and George, 2021). This keeps everyone on track and allows them to 'nip problems in the bud,' preventing minor issues from becoming major concerns and ensuring that everyone is on the same page. The management should know people will advance more rapidly if they receive assistance and mentoring from senior employees. 
Considering the Contributions of Employees 
It is essential that they provide feedback on the employee's performance in their role. Utilise specific examples to show that they have observed their behaviour. When employees receive consistent encouragement and feedback, their performance improves (Yawalkar, 2019). The use of monthly check-ins is an excellent method for achieving this, and when employees receive feedback regularly, management and HR departments can recognise employees who consistently deliver outstanding results.  
Apart from the HR Department, there are significant roles played by senior employees and managers in the performance management process. The roles of senior management have been provided as under: 
	Roles
	Description 

	Behaviour and Values 
	The development of clear behavioural standards could be made by the senior management. 

	
Workforce Management 
	The contribution of senior management is also crucial in terms of understanding and responding to business needs and resource requirements (Stahl and et al., 2020). 

	Reward & Acknowledgment 
	The managers could help employees by letting them know about the ways to improve their performance. 

	
Communication & Participation 
	Communication is also crucial where senior managers could assist teams properly in the development of methods for disseminating other important information to the workers (Yawalkar, 2019). 

	
Development & Performance 
	Senior management also helps in creating and developing a high-performance culture in the businesses. 


[bookmark: _Toc142917044][bookmark: _Toc143199867]Relationship between Human Resource Management and Performance Management 
The focus will be placed on concepts such as the best practice or universalistic approach to human resource management (HRM), the best fit, along with the firm's resource-based viewpoint (RBV) to demonstrate the relationship between HRM and performance. Multiple hypotheses can be summed up as follows: 
Best Fit Approach 
In human resource management (HRM), the "matching model" refers to a subtype of the best-fit model that expands upon models devised previously by Harvard, Michigan, and York. While developing HRM policies, the long-term strategy of the organisation is considered (Ciocca and et al., 2023). The strategy entails the formulation of long-term operations, performance goals, and policies with the intent of attaining the company's goals. To aid the organisation in achieving its goals, it is necessary to devise and implement an HR strategy. The best-practice perspective assumes that best practices apply to all situations, whereas the "best-fit" approach queries this premise. In this context, the growth stage of a business, the organisation's internal structures, and tangible considerations are all considered to ensure that HR activities meet the needs of the business (Amato, 2022). For a company's overall competitive strategy, its human resources policies must be tailored to suit the specific needs of each employee. Companies may obtain a competitive advantage if their HR policies and procedures align with their overall strategy. In addition, the best-fit method has been severely criticised by several parties. In a constantly shifting corporate environment, companies and their plans are susceptible to a vast array of shifting contingencies, and the only way to effectively respond to these changes is to frequently re-engineer the entire HR system. HR policies should be synchronised with the life cycle of a company (ŠIKÝŘ, Sekerin and Gorokhova, 2018). This results in inconsistent treatment of employees, which can be demoralising and reveals cultural anomalies within the organisation. Synchronising HR policies also results in varying customer treatment. 
The Resource-Based View Theory (RBV)
The resource-based perspective is a management paradigm used to determine which strategic resources a company can employ to achieve sustainable competitive advantage (Rodrigues and et al., 2021). This determination is made from a resource-based perspective. The essay "Firm Resources and Persistent Competitive Advantage," published in 1991, is universally regarded as a seminal contribution to the development of Barney's resource-based competitive advantage theory. The most essential rules and principles governing this theory are value, scarcity, imitability, and an organization's capacity to capture value (Zhang, Ma and Qu, 2018). 
Best Practise Approach
According to the best practice approach, certain HR activities may help companies acquire a competitive advantage regardless of the operating environment or industry in which the company operates. High levels of administrative commitment are typically associated with exceptional human resource practices in models of best practices (Slife, Wright and Yanchar, 2016). According to several studies, regardless of the market or product strategy, performance can be enhanced by maintaining consistent HR practices. There is an increase in employee engagement when best practice activity bundles are presented as a functional design that develops employee competency. Best practices in human resource management will increase quality and productivity while concurrently decreasing absenteeism and waste, according to the expectation theory (Cowan and et al., 2016). Even the most efficient method of practice has several disadvantages. Initially, businesses run the risk of constructing mutually restrictive combinations, such as collaboration and individual performance-based awards. This may reduce employee cooperation as a result of increased competition. Second, strategies requiring a substantial quantity of commitment frequently necessitate extensive planning and the participation of senior management (Knight and et al., 2018). Thirdly, the most effective HR practices are predicated on the belief that exceptionally high HR performance will have an impact on strategy.  
[bookmark: _Toc143199868]Performance Management: Drive for Competitive Advantage and Uniqueness
Enhances Employee Morale
The commendation that individuals will perform very well is widely acknowledged. Performance assessments provide a perfect context for formalizing and documenting expressions of employee appreciation due to their objective nature. Nevertheless, it is imperative that evaluations encompass more than the mere establishment of quarterly targets (Salamzadeh and et al., 2023). Additionally, it is imperative for the platform to provide a feature that enables supervisors to acknowledge and appreciate the contributions of individual team members. Research has shown that employees who possess a positive mind-set tend to exhibit higher levels of productivity.
Enhances Talent Retention 
In light of the increasing significance of individuals as valuable resources, it is imperative to explore strategies for employee retention (Vance and Andersen, 2023). The availability of ongoing opportunities to pursue objectives offers employees a sense of autonomy and the capacity to prioritize certain areas of focus, thereby fostering a motivation to stay engaged.
[bookmark: _Toc143199869]Functions of Employee Engagement and Involvement to Increase Performance 
The assessment of overall job satisfaction necessitates careful consideration of employee engagement, which is widely recognised as a crucial determinant. Employees exhibit a desire for active involvement in their work, a sense of enthusiasm towards their employing organisation, a feeling of belongingness, and the ability to work remotely from many locations.
Based on the findings of the latest Global Workforce Trends survey, it is evident that fostering a feeling of inclusion within the workforce is of utmost importance for the future success of the organisation within the next 12-18 months. A significant majority of survey participants, amounting to 79 percent, concurred that the establishment of a sense of belonging is a key driver behind organisational performance.
Relevance of Employee Involvement and Engagement
Boosting Productivity: 
Research suggests that employees who demonstrate active engagement in their work tend to be more productive. It was determined that active employees exhibit a profitability advantage of 21% compared to their non-active counterparts. The concept of engagement might be perceived as an indication of progress or development. The likelihood of achieving success for a firm is enhanced when it is able to attract and keep a workforce consisting of highly motivated individuals who derive satisfaction from their job roles and value the acknowledgment they receive (Martins, Gomes and Vilhena, 2023). The enhancement of employee engagement through strategies such as increased responsibility and novel challenges has the potential to positively impact the productivity levels inside their organization. This scenario can be characterised as a mutually advantageous condition, as it confers benefits upon all parties who are engaged in it.
Increased Customer Satisfaction:
Individuals who possess a strong enthusiasm for their work tend to exhibit exceptional qualities when engaging with clients. The perception of enthusiasm by clients will be influenced. Increased staff engagement leads to a heightened willingness to exert effort, hence enhancing productivity and yielding satisfied customers and a more streamlined sales team. It can be inferred that employees who are actively involved in their work contribute positively to the overall consumer experience (Cardoso and et al., 2023). Employees are more inclined to deliver exceptional service and enhance customer happiness when they possess an understanding of the significance of aiding clients and experience a sense of appreciation from their bosses.
[bookmark: _Toc143199870]Strategies for Increasing Employee Engagement within Company
Certain strategies for increasing the employee engagement within the business practices of SainCo are stated as follows:
Employ a methodical and regular approach to communication
As an organisation undergoes growth organization on, the interpersonal connections among co-workers may gradually diminish and weaken, resulting in a state where departments operate independently and employees experience a lack of interconnectedness (de Graaff, 2023). In the absence of a designated internal communications team, it is probable that the Human Resources department will assume the duty for managing company communications.
Place emphasis on the on boarding process
First impressions hold significance even within the context of professional environments. The on boarding process has a significant impact on an employee's view of the organisation and their role within it. During the process of on boarding, newly hired employees may be introduced about SainCo's purpose, vision, and core values. Moreover, it allows newly hired personnel to gain insight into their integration within the broader organisational framework.
One strategy to enhance worker performance and professional growth is through the provision of comprehensive education and training programmes. These initiatives aim to provide employees with the necessary skills and knowledge to excel in their current roles and also to prepare them for future career advancements.
Training Employees for their Roles
Based on Gallup's findings, the primary motivation for individuals to pursue alternative employment is the presence of "career advancement opportunities." The implementation of a well-defined career progression framework is likely to result in a rise in employee recruitment and retention rates (Hong and Wu, 2023). Rather than inadvertently providing incentives for SainCo's employees to pursue career progression outside the organisation, it is advisable to foster an environment that promotes their growth and success within the company. As previously said, commitment is identified as one of the three fundamental components of employee engagement. 
Recognition and Rewarding
In order for employees to achieve a high level of engagement in the workplace, it is imperative that they hold the belief that their contributions are esteemed by their colleagues, superiors, and organisational leaders. Consequently, individuals derive satisfaction from their work and exhibit a higher propensity to exert maximum effort.
[bookmark: _Toc143199871]Application of AMO model of Performance in Company
According to the AMO theory, our work performance is contingent upon three key factors: abilities, motivation, and opportunities (Kasale, Morrow and Winand, 2023). The capacity, inclination, and circumstances of the employee to make a constructive contribution are essential factors to consider. When considering an individual's actual work performance, it is imperative to acknowledge the three aforementioned factors. SainCo is required to conduct the subsequent measures in order to augment staff performance:
Ability: 
The capacity or capability to perform a particular action or task. The first step for the administrators of SainCo is to assess the potential or capacity of the organization's personnel to enhance their performance. In the event that employees exhibit deficiencies in their skill sets, it becomes imperative for management to undertake the responsibility of implementing training and development programs aimed at enhancing those talents.
Motivation: 
Currently, the management of SainCo is faced with the task of assessing the level of motivation among personnel in the business. If not, it is imperative for management to enact novel motivational plans and techniques in order to foster motivation and engagement within the workforce.
Opportunity: 
In order to enhance performance, SainCo must ensure the provision of ample opportunities to its personnel, encompassing enhancements in working conditions and compensation (Jones, Devins and Barnes, 2023). Furthermore, it is imperative to involve employees in the decision-making process as a means to enhance their performance and motivation.
[bookmark: _Toc143199872]Performance Management Development for Company
The cycle of performance management is commonly understood to consist of five fundamental components. Irrespective of the frequency at which employee performance reviews are conducted, it is imperative to consistently adhere to these protocols. The subsequent actions are vital for SainCo to undertake in order to cultivate an effective Performance Management system:
· Planning: During this phase, the management of SainCo will formulate objectives for the workforce and effectively communicate them to the employees (Patwary and et al., 2023). Although it is recommended that these objectives be communicated to applicants during the interview phase to effectively attract highly qualified people, it is equally important to reinforce them once an individual has been successfully recruited as an employee. The effectiveness of these objectives may be measured by management by the assignment of percentages, depending on SainCo's chosen style of performance management.
· Monitoring: During this phase, managers at SainCo are tasked with the responsibility of overseeing and evaluating the progress made by their staff towards achieving the established objective. The concept of continuous performance monitoring is now being implemented. By implementing suitable performance software solutions, SainCo's management may effectively observe the real-time performance of each individual team and make any adjustments as required.
· Formulating the Plan: throughout this phase, the information collected throughout the investigation stage is applied to optimise the efficiency of SainCo's workforce. In order to expand or sustain the proficiency of SainCo's personnel, it may be important to offer staff refresher courses, assign them assignments that will augment their expertise and job performance, or modify their career trajectory.
· Evaluation and Feedback: It is imperative to conduct regular and annual performance evaluations for every employee at SainCo (Aboubichr and Conway, 2023). The assessment of employee performance is crucial in order to ascertain an employee's present level of performance and to facilitate the implementation of necessary modifications. 360-degree feedback involves the provision of evaluations by both peers and management.
· Rewarding: Recognising and rewarding excellent performance is crucial for the effective implementation of a performance management system and for fostering employee happiness and engagement. For example, several methods can be employed to acknowledge and encourage exceptional performance inside a business, such as expressing gratitude, providing social reinforcement, or implementing a thorough staff incentive system that consistently identifies and rewards outstanding achievements across all levels of the company.
[bookmark: _Toc143199873]Performance Management Strategies 
Performance Appraisal
Evaluations of employee performance are often regarded as a highly effective approach for effectively managing and accessing staff performance (Chen, Jagota and Kumar, 2023). The instrument is widely recognised for its efficacy in aligning an individual's personal aspirations with the aims of the company, but its proper utilisation is crucial for achieving this alignment. In order to optimise the effectiveness of the tool, it is imperative that employees of SainCo exercise caution in its usage and uphold principles of honesty and fairness during the review process. Additionally, fostering efficient two-way communication is essential to fully harness the instrument's utility. Failure to consider these issues may lead to a decline in SainCo's performance due to the potential demotivating effects of assessments. Evaluations also serve the purpose of identifying individuals who are not reaching performance objectives and those who may have been assigned to positions that are not aligned with their skills and abilities.
Key Performance Indicators
The evaluation of SainCo's performance, as well as that of its units, projects, and present personnel, can be conducted using several approaches that utilize key performance indicators (KPIs) (Weiss and Hartle, 2023). These methods enable an assessment of the extent to which these entities are effectively aligning with the company's aims and objectives. This software falls within the category of human resources technology. Key Performance Indicators (KPIs) are also employed to promote intricate and data-oriented discussions regarding performance, a function that KPIs serve. Additionally, these measures will enhance SainCo's capacity to exercise sound decision-making.
360 Degree Feedback 
The predominant approach utilised for assessing and scrutinising employees is commonly known as 360-degree feedback. The principal objective of this tool is to provide a response to the inquiry. The complete performance evaluation provided by the organisation is based on the opinions of co-workers. These persons encompass a range of stakeholders, including managers, administrators, employees, customers, clients, and others (Schrøder-Hansen and Hansen, 2023). The reports or findings are consistently maintained in a confidential manner, so ensuring that only supervisors are responsible for their dissemination to employees. As a result, the utilisation of 360-degree feedback devices in the context of staff training and development is widespread. The review process at SainCo has the potential to be optimised through the right and effective utilisation of this technology. The assessment will consider the viewpoints of a substantial number of individuals, beyond solely that of the supervisor.
[bookmark: _Toc143199874]CONCLUSION AND RECOMMENDATIONS 
Performance management refers to the systematic approach of establishing a work environment that fosters motivation, wherein employees and managers engage in ongoing self-evaluation and collaborative efforts to attain the objectives of the organisation. In order to enhance productivity, performance, and profitability within the context of a competitive business landscape, the adoption of performance management solutions becomes imperative.
This report centres on the selected organisation, SainCo, and examines the concept of performance management and its interconnectedness with human resource management. Upon concluding the comprehensive analysis, it has been ascertained that an organisation such as SainCo should accord utmost importance to human resource strategies, employees, and managers. The management should subsequently determine the most suitable approach and tactics for the implementation of performance management. In order to enhance the efficacy of performance management, SainCo has the opportunity to implement the recommendations outlined inside this scholarly article.
Some of recommendations that can be implemented by company for enhancing the performance management are mentioned as follows:
· The establishment of targets serves as the fundamental basis for a proficient performance management methodology (Atmaja, Zaroni and Yusuf, 2023). During the goal-setting process, it is imperative for SainCo's management to consider two fundamental criteria. Furthermore, can they be attributed to the direct advancement of organisational objectives? Subsequently, it is imperative for management to determine the objectives that will be pursued.
· The planning process establishes a framework for the annual operations of SainCo, encompassing the communication of goals and the formulation of a strategic approach to facilitate the attainment of targets by its personnel (Varma, Budhwar and DeNisi, 2023). Despite the collaborative nature of performance management between management and employees, there exist certain non-negotiable features that must be adhered to. Begin by outlining the job description and core responsibilities, followed by establishing clear expectations for each major area.
· Continuous performance management, encompassing goal-setting, planning, monitoring, feedback, and coaching, is advocated over the traditional practise of conducting these activities on an annual or semi-annual basis. The timely provision of feedback enhances the learning process and allows for objective adjustments. Moreover, it is imperative to have a receptive attitude towards novel ideas. If the management of SainCo promotes and facilitates constructive criticism, it will create a climate that is more favourable for fostering growth and improving performance towards set goals.
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