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[bookmark: _Toc155245438]INTRODUCTION

In this modern era of business, performance management is an important concept for the growth of any business. It involves evaluating team members and employees work to make sure it is consistent with the organization's strategic goals. Through goal-setting, performance evaluation, feedback, and action planning, businesses can establish a methodical approach to boost worker productivity and support organizational success. Setting goals, providing feedback and direction, involving employees, offering incentives and rewards, and creating growth opportunities are all essential elements that define how effective performance management is for the growth of the company. According to the given scenario, to maintain its competitiveness in the market, SainCo, a popular retailer company, wants to enhance its performance management procedures. The CEO wants to make changes to improve performance inside the organization after seeing the value of embracing modern performance management techniques at a conference. The report contains information on how strategic performance management is implemented in the SainCo Company using different strategies and also has recommendations that improve employee engagement in the organization.
[bookmark: _Toc155245439]PERFORMANCE MANAGEMENT
In this era, performance management has become an important concept for the success of a business. The main goal of performance management is to evaluate the performance of employees and other team members to identify those who work according to the strategic goals of the company. Performance management is a systematic approach that involves setting goals, measuring performance, providing feedback, and taking actions to improve employee performance within an organization. It is a comprehensive process that aims to align individual goals with organizational objectives (Awan et al., 2020). The performance management system is used for tracking the performance of the employees and finding out which employees required appraisals and who still required motivation for better performance. The effectiveness of performance management is determined by several steps, which are as follows: The first thing to remember about performance management is that goal-setting is important. Performance can be improved with well-defined, demanding goals that are compatible with the organization's aims. 
· Enhancing performance also greatly benefits from feedback and guidance. Employee guidance and support can be given through regular, constructive, timely, and specific feedback. Their ability to recognize their areas of strength and growth allows them to better their performance by making the appropriate modifications (Awan et al., 2020).
· In performance management, employee involvement is also important. Employee engagement and ownership are enhanced when they are part of the process, whether it is by establishing their own objectives or taking part in self-evaluation. Their motivation and engagement levels rise as a result of this involvement, which boosts output.
· In performance management, incentive like praise and awards work well to motivate employees. Employees receive a signal that their efforts are valued and desired behaviors get reinforced when excellent achievement is acknowledged and rewarded. Rewards help create a favorable performance culture inside the company.
· Creating opportunities for growth is an additional component of efficient performance management. Employees can improve their knowledge and skills by taking advantage of career development opportunities, skill-building initiatives, and training programs. They consequently perform better and are more equipped to handle difficulties in the future (Awan et al., 2020).
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(Figure 1: (Resources, 2021))
Features of the performance management are represented through diagram such as:- 

(Figure 2: Features of performance management)
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There are basically two purposes for implementing performance management in the organization: operational and measurement. The operational purpose defines that managers of the company lead, manage, and control the performance of individual employees in the organization to achieve strategic goals and measure performance management, which means measuring the efficiency of working employees in the company. There are numerous HR issues connected with performance management that are given below, such as:
· For corporations, it is required to manage their financial resources and provide assurance of quality and quantity of work.
· And for individuals to manage performance, it is required that the company treat each employee equally and provide training and motivation on time.
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There are basically six elements that influence performance management in each firm; a thorough examination of these factors promotes employee job satisfaction and long-term retention. The following provides an explanation of the factors:- 
Employee Performance: This factor refers to the actual achieved by an employee in their role. It includes the quality, quantity, and timeliness of work performed. Employee performance is a key aspect of performance management as it provides the basis for assessing and evaluating an individual's effectiveness in their job.
 Working Environment: The working environment focuses the conditions, culture, and atmosphere in which employees operate. It includes factors such as the physical workspace, organizational policies and practices, leadership style, teamwork, and overall employee morale. A positive working environment can significantly impact employee performance by creating motivation, engagement, and overall job satisfaction (Prasad, Rao and Vaidya, 2020).
Personal Competencies: Personal competencies refer to the individual attributes, skills, and characteristics that employees bring to their roles. These can include traits such as self-motivation, resilience, adaptability, and emotional intelligence. Personal competencies play a crucial role in performance management as they influence an employee's ability to perform effectively and meet job requirements.
Knowledge-Level: This factor shows the level of knowledge and understanding an employee regarding their job, industry, and relevant skills. It includes both theoretical knowledge and practical. Having a strong knowledge base is essential for performing tasks efficiently (Prasad, Rao and Vaidya, 2020), making informed decisions, and adapting to changing circumstances.
Job Knowledge: Job knowledge specifically focuses on the depth and breadth of an employee's understanding of their specific role and responsibilities. It includes familiarity with job-related processes, procedures, and technical requirements. Possessing adequate job knowledge enables employees to perform tasks accurately, troubleshoot problems, and contribute effectively to their team or organization.
Interpersonal and Communication Competencies: Interpersonal and communication competencies refer to an employee's ability to interact and communicate effectively with others. This includes skills such as active listening, teamwork, conflict resolution, and the ability to convey information clearly and concisely. Strong interpersonal and communication competencies are crucial for building positive relationships, collaborating with colleagues, and achieving desired outcomes.

(Figure 3: Factors affecting performance management)
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The role of HR in performance management is crucial as it involves several key elements that directly impact employee performance and overall organizational success.
According to research it is identified that, the HR plays a significant role in setting clear expectations of values and behaviors from every employee. By establishing and communicating these expectations, HR helps create a shared understanding of the desired workplace culture and behaviors that align with the organization's values. This clarity enables employees to know what is expected of them and fosters a positive work environment. It is involved in workforce planning, which is essential for linking business demands with the necessary resources (Mark, 2021). HR professionals collaborate with managers to identify the required skills, competencies, and staffing levels needed to achieve organizational objectives. By ensuring that the right people are in the right place at the right time, HR helps optimize workforce effectiveness and efficiency.HR plays a vital role in creating and developing a healthy high-performance culture. 
This involves designing and implementing performance management systems and processes that support employee growth, development, and continuous improvement. HR professionals help establish performance goals, provide feedback and coaching, and facilitate development opportunities to enhance employee performance and foster a culture of excellence.HR is responsible for reward and recognition strategies. HR professionals assist in designing and implementing effective reward systems that align with performance expectations and motivate employees. This includes identifying and recognizing good performance, providing constructive feedback, and implementing fair and competitive compensation and benefits programs (Mark, 2021). It plays a critical role in communication and engagement. HR professionals ensure that effective communication channels are in place to provide timely and concise feedback to employees. They also facilitate two-way communication, ensuring that employees' voices are heard and that they are kept informed about important organizational news and updates. HR helps foster employee engagement and a sense of belonging, which positively impacts performance and overall employee satisfaction. The specific roles of Line manager in the SainCo company are:- 
· Line managers collaborate with their team members to define clear and specific performance goals that align with the company's objectives. 
· Line managers regularly track and evaluate their team members' progress towards their goals.
· Line managers offer constructive feedback to their team members about their performance. 
· Line managers work with employees to create individual development plans. These plans outline opportunities for training, skill-building, and career growth. 
· Line managers acknowledge and appreciate their team members' achievements and contributions.
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The successful implementation of performance management strategies within a company depends on the interaction between the Human Resource (HR) department and performance management. When it comes to creating, putting into practice, and overseeing performance management procedures and systems, the HR division is essential. To make sure that performance management is in line with the aims and objectives of the company, they work in partnership with line managers and staff members. HR departments are in charge of advising and assisting line managers with matters including goal-setting, performance tracking, advice and comments, planning for professional growth, and awards and recognition (Van De Voorde and Beijer, 2014). They are also in charge of the programs for employee growth and skill enhancement, known as training and development. HR divisions also make certain that the organization's performance management procedures are impartial, open, and consistent. They maintain performance management systems, evaluate their effectiveness, and make the required modifications to enhance results. Overall, performance management and HR collaborate to build a performance-driven culture that supports worker engagement, growth, and organizational success (Van De Voorde and Beijer, 2014)
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For gaining a competitive edge and developing competent leaders depend heavily on performance management. Businesses can address today's management and leadership issues and boost productivity and employee engagement through putting up an effective performance management system. There are some essential ideas to consider such as: 
· A productive workplace culture can be greatly increased. It is vital for professionals in learning and development to collaborate with managers in order to comprehend the business's aims and objectives and ensure their efficient communication.
· Leadership is a Key Component of Positive Staff Engagement. The development of managers' abilities to coach and the promotion of an ongoing coaching culture should be the main priorities of learning and development professionals (Janson, 2021).
· When organizations select the incorrect managers, it frequently results in poor performance and unfavorable outcomes. By offering training and direction on performance management, which includes goal-setting, coaching, and staff development, HR professionals can help with the selection and development of managers.
· To ensure equity, openness, and quickness, managers must record interactions related to performance. To improve performance management procedures, professionals in learning and development may help managers gain the abilities needed to record and carry out these discussions.
· Learning and Development experts may help managers in discussing motivation and pay. Managers can build stronger bonds with their teams by learning what drives their workers and establishing a fair labor-for-pay system.
· HR Professionals in learning and development must possess an in-depth knowledge of the company's markets, finances, and growth plans. Trainers and instructors can become trustworthy collaborators and advisors to the company by coordinating training and development programs with business realities (Janson, 2021). This will help the company maintain consistent performance through efficient performance management techniques.
[bookmark: _Toc155245445]ORGANIZATIONAL AND EMPLOYEE CONCERNS
There are several issues for that companies deal in this ear, which are given below:
Bullying and hostile work environments
These are significant concerns in organizations. This issue occurs when employees are subjected to repeated mistreatment, harassment, or discrimination by their colleagues or superiors. It can take various forms such as verbal abuse, intimidation, exclusion, or offensive behavior. Bullying and hostile work environments negatively impact employee morale, motivation, and mental well-being. They also contribute to increased turnover rates, decreased productivity, and a toxic work culture. Organizations must address and prevent such behavior to ensure a healthy and productive work environment.
High rate of employee turnover
In this era, one of the major issues that companies are facing is the high turnover of employees due to several reasons. There are several reasons for this, which include some employees not being satisfied with their workload and salary, some feeling degraded, and never getting any appraisal for their performance in the company. Additionally, some people left companies due to the negative working environment of the company (Skerik, 2020).
Issue of non-transparent communication 
Non-transparent communication at the workplace refers to a lack of openness, clarity, and honesty in the way information is shared among employees and management. This can lead to misunderstandings, mistrust, and decreased productivity.
Low rate of productivity in the company
Low productivity is a concern for employees when they are not able to complete their work efficiently or meet their targets. It can be due to factors like lack of motivation, distractions, unclear goals, or inadequate resources. This issue affects the organization as a whole because it can lead to missed deadlines, decreased quality of work, and reduced overall performance.
On the other hand, there are numerous employee concerns which are given below:- 
Poor project management and organization
It refers to a situation where there is a lack of efficient planning, coordination, and execution of tasks and projects within an organization. This can result in missed deadlines, confusion, and disorganization among employees. It may also lead to a lack of clear goals, inadequate allocation of resources, and ineffective communication. Poor project management and organization can negatively impact employee productivity, morale, and overall performance. It is important for organizations to improve their project management processes to ensure smooth workflow, timely completion of projects, and employee satisfaction.
Negativity at workplace: 
One challenge for employees is keeping a positive attitude at work. Sometimes, employees may feel frustrated or unhappy, which can make them negative. The more frustrations they have, the more negative they may become. It's important to address these issues and find ways to keep a positive environment in the workplace (Skerik, 2020).
Lack of Communication
One problem employee’s face does not know how to communicate effectively. This can make it hard for teams to work efficiently and can lower productivity. It's important for workplaces to have clear communication standards and find ways to improve communication skills.
Coping with drastic Change
One challenge employee’s face is dealing with big changes in their workplace. This could be changes in the people they work with, the clients they interact with, or how things are done. These changes can be difficult for employees to cope with. It's important for organizations to support their employees during times of change and provide resources to help them adjust.
[bookmark: _Toc155245446]EMPLOYME ENGAGMENT AND ROLE OF EMPLOYEE INVOLVEMENT IN INCREASE PEROFRMANCE 
The research shows that employee engagement means help the employee to do work with less stress and also help them to achieve their goals in effective manner. The degree of enthusiasm, commitment, and involvement that workers have for their jobs and the company they work for is referred to as employee engagement (Shenton, 2021). It is an important factor that affects many aspects of a business, including income, profitability; customer satisfaction, staff retention, and general well-being. Employees are more likely to be motivated, productive, and satisfied in their jobs when they are engaged. They actively offer their thoughts, abilities, and energies to the attainment of the organization's objectives. Employee satisfaction and productivity increase as a result of enhanced procedures and management.
Benefits of employee engagement for SainCo Company 
· The SainCo's success depends on having a strong company culture. Employees are more likely to be passionate about their work and make a positive contribution to the workplace culture when they feel appreciated and engaged. Employee engagement produces a culture that is positive and encouraging, giving team members a sense of community and encouraging creativity and collaboration (Moseley, 2009).
· The SainCo's growth and stability depend on attracting and keeping outstanding personnel. Employee retention is higher in companies when there is a sense of engagement and satisfaction among the staff. Employee engagement is positively correlated with work satisfaction and lower turnover rates. As a result, hiring and training expenses are decreased while keeping a knowledgeable and experienced staff.
· Excellent customer service is more likely to be delivered by engaged staff. Higher levels of customer satisfaction are a result of engaged personnel going above and beyond and successfully attending to customers' requirements.
· Increased productivity is the result of motivated and dedicated workers who are engaged. Employees are more likely to go above and beyond to accomplish their objectives when they feel appreciated and engaged at work. Their voluntary contribution of their best abilities, concepts, and efforts leads to increased productivity, better quality output, and eventually better results for SainCo (Moseley, 2009).
Different strategies which help to increase employee engagement:- 
There are different methods which help to increase employee engagement in SainCo Company such as:- 
Start with a Strong Onboarding Procedure: Make sure SainCo's onboarding procedure is both interesting and educational. Take use of this chance to present the company's initiatives, culture, and values to new hires. Give them the tools and encouragement they need to join the team as productive, enthusiastic members as soon as possible.
Encourage and Maintain the Company's Core Values: Spread awareness of SainCo's basic principles across the entire organization. Urge staff members to integrate these principles into their everyday work and to match their actions with them. Employee inspiration and engagement can be increased by telling stories and providing scenarios of how the company's principles have a beneficial influence (Benevity, 2023).
Customize Programs for Employee Engagement:
Give staff members the chance to select projects or topics they are enthusiastic about. Provide a variety of volunteer opportunities to accommodate varying schedules and tastes, such as online volunteering or tiny deeds of kindness. Encourage staff members to contribute personally by endorsing issues that are important to them (Rollet, 2023).
Make It Easy for Workers to Engage:
Reduce obstacles and facilitate staff participation in engagement programs. Payroll giving should be allowed in order to simplify the donation procedure. To promote broad engagement, offer a range of volunteer opportunities and honor and reward tiny deeds of kindness (Benevity, 2023).
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There are several theories implemented in the SainCO company for employee motivation and managing performance, which are as follows:
Maslow’s Hierarchy of Needs
Physiological Needs: Sanio Company should ensure that employees have their basic needs met, such as providing a safe and comfortable work environment, fair compensation, and access to necessary resources and tools.
 Safety Needs: Clear policies and procedures should be established to create a sense of security for employees. Job security and stability should be provided to alleviate concerns, and a supportive work culture should be fostered to promote physical and psychological safety (Komninos, 2019).
Social Needs: Sanio Company can encourage teamwork and collaboration among employees to foster a sense of belonging. Open communication channels should be established to facilitate positive relationships, and team-building activities and events should be organized to strengthen social connections.
Esteem Needs: Recognizing and appreciating employees' contributions and achievements on a regular basis is important. Providing opportunities for professional growth and development, as well as offering feedback and constructive criticism, can help employees build confidence and improve performance  (Komninos, 2019).
 Self-Actualization Needs: The Company should provide challenging and meaningful work assignments that align with employees' skills and interests. Encouraging autonomy and decision-making can foster a sense of empowerment, and supporting personal and professional growth through training, mentoring, and career advancement opportunities can help employees reach their full potential.
[image: ](Figure 4 : (Komninos, 2019))
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For set up the performance management system in the company, the following strategic process is followed by the management of the Sainco such as:- 
· Align Goals: Make sure that each department's and employee's goals are in accordance with SainCo's overall strategic goals. It also means that every individual's objectives should be closely related to the success of the business. The objectives of the sales team might be to raise customer retention rates or raise customer feedback scores, for instance, if the company's overall objective is to raise customer satisfaction.
· Gather and Examine Data: Compile relevant information for the purpose to monitor and assess worker performance. Data from staff surveys, productivity indicators, performance reviews, and customer feedback can all be included in this. Give a closer look to areas for growth and strength, obtain insights into team and individual performance, and make well-informed decisions by gathering this data (Workhuman, 2022).
·  Conduct Regular Performance assessments: Include frequent check-ins and feedback sessions rather than depending only on annual performance assessments. These can be quarterly or monthly meetings where management and staff members discuss the work that has been done, offer criticism, and set new objectives. These frequent evaluations provide prompt feedback and help in addressing any performance concerns or areas in need of improvement. Use the information gathered to support your comments and conversations during these performance reviews. For example, you might give employee recognition and appreciate their efforts if their customer satisfaction scores have been consistently high.
· Use Performance Management Software: Consider implementing a performance management software tool to streamline the process and make better use of the data. This software can help automate administrative tasks, track performance metrics, and generate reports and analytics. By utilizing performance management software, you can centralize and organize performance data, making it easier to track progress, identify trends, and generate insights (Workhuman, 2022). This data-driven approach allows you to make informed decisions and take action to improve performance.
Strategies which help to implement strategic performance management in the company
360 feedback strategy 
The SainCo Company uses performance management in an efficient manner by implementing the 360-degree feedback technique. This approach requires gathering input from a range of people, including colleagues, superiors, subordinates, and even external stakeholders like consumers or clients. The input is gathered by questionnaires that rate an employee's performance in a variety of areas, including leadership, teamwork, communication, competence, and skills. The first step in putting SainCo's 360-degree feedback strategy into effect is to clearly define the performance standards and objectives that staff members should be measured against (Chellappa, 2022). To ensure consistency and fairness, these criteria are shared with each participant in the feedback process. Additionally, the business makes sure that the feedback procedure is private and anonymous in order to promote truthful and objective answers. Every employee's strengths and areas for growth are determined by compiling and analyzing the input they have provided. Following that, the supervisors positively and encouragingly communicate the feedback to the staff members. Employees can then use this information to identify areas where they can improve their abilities or habits and have an in-depth understanding of their performance from a variety of perspectives.
Performance appraisal strategy 
The performance appraisal approach is an easy one used by SainCo to assess how well workers are doing their duties. It involves setting precise objectives and performance standards, then periodically evaluating and measuring how well staff members are achieving those objectives. Feedback from colleagues, supervisors, and even clients or customers can be used to do this. Employees can utilize the confidential comments to identify their areas of strength and growth. By employing this tactic, SainCo may facilitate staff growth, enhance communication, and ensure that everyone is contributing to the organization's objectives.
Implementation of Reward Program
A reward program strategy in SainCo Company is a way to recognize and appreciate the hard work and achievements of employees. This strategy involves designing a system that offers incentives, rewards, and recognition to employees who meet or exceed their performance goals. The reward program in SainCo can include various elements such as monetary bonuses, gift cards, extra time off, or even non-monetary rewards like public recognition, certificates, or plaques. The rewards are based on specific criteria and performance metrics that align with the company's objectives and values. To implement this strategy effectively (Chellappa, 2022), SainCo ensures that the reward program is fair, transparent, and inclusive. Clear guidelines and criteria are established, and employees are made aware of the expectations and how they can earn rewards. The program is communicated to all employees so that they understand the available rewards and how they can qualify for them.
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To enhance the strategic performance management strategy in SainCo, the following steps can be taken:
· Clearly define and communicate performance goals: It is important to provide employees with specific, measurable, attainable, realistic, and time-bound goals that are aligned with the company's objectives. This can be achieved by clearly communicating these goals through various channels such as team meetings, individual discussions, and written documentation to ensure understanding and alignment (Management, 2023).
· Establish fair and transparent criteria: Developing a clear framework for evaluating performance and determining rewards is crucial. This includes considering a combination of quantitative metrics (such as sales targets, customer satisfaction ratings) and qualitative assessments (such as teamwork, innovation) to ensure a comprehensive evaluation. It is also important to communicate these criteria to employees so they understand how their performance will be assessed.
· Implement ongoing performance management: Moving away from the traditional annual or biannual performance review model and adopting a continuous feedback approach is essential. Encouraging regular check-ins between managers and employees to discuss progress, provide feedback, and make adjustments to goals or strategies as needed is beneficial. Utilizing technology tools that facilitate ongoing performance tracking and feedback, such as performance management software or mobile apps, can also enhance the effectiveness of this approach.
· Provide training for managers: Offering comprehensive training programs to equip managers with the skills and knowledge necessary to effectively manage employee performance is vital. This training should focus on areas such as effective communication, coaching techniques, conflict resolution, and performance improvement strategies. Providing ongoing support and resources to managers ensures they can effectively implement performance management practices.
· Connect performance to incentives and recognition: Establishing a clear link between performance and rewards, such as bonuses, salary increases, or additional benefits, is crucial. Implementing a fair and transparent system for determining and distributing rewards based on performance evaluations is important. Additionally, providing timely and meaningful recognition to employees who consistently demonstrate exceptional performance, both publicly and privately, can further motivate and engage employees (Management, 2023).
· Consider implementing a performance management system: Exploring cloud-based performance management solutions that can automate manual processes and streamline performance management activities is beneficial. Look for features such as goal tracking, performance monitoring, feedback management, and analytics to enhance the effectiveness of the program. Ensuring the system is user-friendly, easily accessible, and customizable to meet the specific needs of SainCo's performance management process is important.
[bookmark: _Toc155245450]CONCLUSION
[bookmark: _GoBack]To sum up, the success of every firm is greatly dependent on performance management. Employers are able to monitor worker performance, identify areas for development, and supply the required resources and support by putting up a thorough performance management system. Workplace performance, individual competences, job expertise, knowledge level, and interpersonal and communication skills are the main determinants of performance management. Employers may foster a healthy work atmosphere, increase employee engagement, and eventually boost output and performance by concentrating on these elements. Enterprises may accomplish their strategic goals and stay ahead of the competition in the ever-changing modern market by implementing efficient performance management. 
The role of HR in performance management is crucial for setting clear expectations, optimizing workforce effectiveness, fostering a high-performance culture, designing effective reward systems, and facilitating communication and engagement. Performance management is essential for gaining a competitive advantage and addressing issues such as bullying, high turnover, non-transparent communication, and low productivity. It is important for organizations to address these concerns and provide support to employees in order to create a positive and productive work environment.
For implementing an effective performance management strategy in SainCo requires clear goal setting, fair criteria, ongoing feedback, and manager training, linking performance to incentives, and possibly adopting a performance management system. By clearly defining and communicating performance goals, employees will have a clear understanding of what is expected of them and how their performance will be evaluated. Establishing fair and transparent criteria ensures that evaluations are objective and consistent. Overall, the strategic performance management helps the SainCo company to make strong competitive position in market. 
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