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[bookmark: _heading=h.tyjcwt]Introduction 
The following report consists of a theoretical and statistical analysis of the performance management in the SainCo organization. It is essential to make SainCo Company more competitive and recognized in the market and to change the autocratic management style of the company into a modern management style, this performance management strategy is been chosen. This report highlights the importance of performance management in the growth of a business, and what are the strategies following which one can use performance management in one's business (Rakatu, Chandra, and Soma, 2022). It also highlights organizational and employee concerns in a business. Further, it interprets the importance and need of HR and Line Managers in a business.
Moreover, SainCo is a retail organization. It consists of two thousand employees. These employees are working from ten different locations but this company follows traditional methods in their business. Moreover, the organization has an autocratic management style.
[bookmark: _heading=h.1ci93xb]Performance Management and Its Importance 
Performance management is an effective tool for keeping track of employees' performance and assessing their performance. It allows the employees to enhance their performance level and give their full potential and deliver the best possible output which is beneficial for the organization (Kaydos, 2020). Performance management is the success key of the organization in achieving its goal.
The importance of Performance management is described below:
Setting a proper goal: It gives proper knowledge about the requirement and objectives to their workers to reach the goal. It provides employees to understand the works where they need to concentrate on improving their performance and achieving their goals. 
Enhancing performance: Performance management is an effective tool that recognizes the abilities and shortcomings of employees (White, 2019). This tool evaluates the performances and guides them for enhancing their performance in the future. 
Raised motivation and involvement: After understanding the objectives and getting feedback and guidance, the employees involved them and give dedicated to achieving the goal (Diamantidis and Chatzoglou, 2019). Employees get inspiration and give their best capabilities to achieve the desired outcomes. 
Staff retention: Performance management allows managers to appreciate the performance of employees and give them rewards for achieving the goal. Rewards and appreciation are crucial factors in sustaining employees for the organization. 
Achieving short and long-term goal: Performance management tool helps the organization to achieve the short and long-term objective of the organization by enhancing the performance level of their employees (Cercedo, 2022). 
Performance management can improve the performance of SainCo and leads the company toward achieving its objectives. It helps the company to remain competitive in the market. 
[bookmark: _heading=h.3whwml4]Needs for performance management for the company 
Performance management is a crucial tool that improves the performance of employees in SainCo through evaluating and giving appropriate feedback on their performances. It motivates employees by giving rewards based on their excellent performance. SainCo is a retail company in the UK which follows autocratic management styles (van Helden and Reichard, 2019). The company faces several issues related to the performance of its employees and decided to adopt modern performance management tools to enhance their performance.  There are several needs for the performance management of SainCo which are explained below:
Training and growth: Retail industry is a continuously changing industry where consumer demands are changing fast. It is essential for SainCo Employees to understand the changing behavior of customers and for this reason, they need proper training (Valamis, 2020). It enhances the knowledge of staff members which increases the sales of the company. Performance management recognizes the requirement for training to improve the efficiency of the staff members. 
Measure the performance of employees: Performance management allows managers to assess their performances and figure out the areas of weakness where they need to focus on improving their performances in the future (van Helden and Reichard, 2019). It provides employees with a clear understanding of the objectives and motivates them to give efforts to achieve their targets. 
Competition: Performance management tool helps to figure out the areas to focus on and give more effort for improvement. The retail sector is highly competitive in the UK and it is necessary to adopt better strategies to combat other competitors in the market. It enhances growth and sustains them from other competitors in the retail sector. 
Employee concerns: Employee concern is a crucial facet of performance management. Mutual understanding, respects, and poor performances demotivate the staff members (Foy et al. 2019).  It is necessary for SainCo to adopt modern performance management tools to improve the entire performance by motivating and guiding employees to achieve success.  
Relationship between manager and employees: Performance management allows regular coordination and interaction between the staff members and managers which makes a strong connection between them and reflects in the performances of the organization (Kroll, 2023).
[bookmark: _heading=h.2bn6wsx]Performance Development Planning 
[bookmark: _heading=h.qsh70q]The Purpose of Performance Appraisal
Performance development planning is a system of defining objectives and monitoring the improvement to elevate the performance of staff members. It is a useful tool for performance appraisal and managing the performance of SainCo employees. Performance appraisal is a systematic approach to evaluating employees' performances on predefined goals. It helps the retail company to recognize the potency and weakness of employees and identifies areas where attention is required for improvement in the coming days (Terra, 2022). It gives motivation to employees by proving them rewards for achieving predefined goals. It is an approach that measures the performances of staff members and figures out the areas where they need to be more attentive for better performance. It helps to improve the performances of underperformers employees to detect their shortcomings and motivate them to resolve their flaws. 
[bookmark: _heading=h.4e90qanhulcz]Process of Performance Appraisal
There are several processes for performance appraisal are follows:
[bookmark: _heading=h.m23uf7b8l7cf]360-degree appraisal
The manager of Sainco needs to collect data on the performance of workers from seniors, peers, and team members, and self-evaluation through questionnaires (Terra, 2022).  
[image: ]

Figure 01: 360-degree appraisal
(Source: Captured from “Performance Appraisal and Feedback, Week 05)

[bookmark: _heading=h.cvkew4rqfin0]Top-down Appraisal System
It is a systematic approach where assessments are given from top to bottom level employees. Managers are allowed to give them accurate feedback based on their performance. This is a conventional method of performance management. Managers are permitted to fix the objectives and guide their subordinates to give efforts to gain the targetted objectives (Kokemuller, 2022). Managers monitor the progress and recognize areas to focus on to achieve the targets. It helps to understand employees the objective of the tasks and leads the staff members toward achieving the goal. It increases the productivity of the SainCo which helps the organization to remain competitive in the market. 
Performance management is a crucial part of Performance development and planning. It is a continuous process for assessing the performance of employees. Performance management is a strategic process. Electronic performance management is an advanced automated process for measuring the performances of employees. It is designed with various programs and evaluation and monitoring software that can easily focus on the progress and detect issues where shortcomings are identified (Kaydos, 2020). It provides appropriate and reliable information about the performance of staff members. This is software that is useful for SainCo retail organization for increasing the performance of employees through regular accessing and identifying areas of improvement. This is an effective tool for achieving the success of SainCo by gaining their objectives. 
[bookmark: _heading=h.3as4poj]Performance Management 
Performance management is a continuous process that helps in identifying, developing, and measuring the performance of individuals and teams and aligning performance with the strategic goal of an organization (Bianchi and Caperchione, 2022).  
The concept of performance management is correlated with the approach of creating an overall concept of the purpose and the aim of an organization. This process helps the employee understand their part of the work and where they need to give their best performance. Furthermore, this action helps to increase the overall performance of the organization. The main purpose of this performance management is- “operational, measure” (Kuma et al., 2022). Here the operational part stands for leading, managing, and controlling. And the measure stands for an employee’s effectiveness and efficiency in the workplace. These are interlinked processes that help to measure an employee's poor performance and give them an outline to improve it.
[image: ] 
Figure 02: Model of Performance Management
(Source: captured from Introduction to Performance Management, week 01)

There are some issues in performance management. In performance management, most of the issues are faced by the HRM team (Kravariti et al., 2022). In the corporate sector, HR faced some issues like- employee productivity, project and work quality assurance, business plans and targets, corporate missions, and the work culture. Even HR has to face some individual issues like carefully handling the recruitment process, providing appropriate training and tracking the progress in development, employee motivation, checking employee's performance, and giving them reviews and appraisals based on their performance. 
[image: ]
Figure 03: Model of Performance Management
(Source: captured from Introduction to Performance Management, week 01) 

There are a few factors that affect the employee’s performance. And those affecting factors are- office working culture, the organizational structure, the design of the job, providing job roles, and developing a productive team. The working culture plays an important role in an organization (Dirani et al., 2020). A positive working culture becomes beneficial for a company and the working performance of an employee. It also helps to increase employee productivity and improve their performance. Moreover, a positive working culture helps the employees to increase their productivity as well as it helps to develop better teamwork.  Although, the organizational structure is also important for a company. This helps the company to take an important role while making difficult decisions. The organizational structure like the flat and tall organizational structure helps to discuss with others and take effective decisions for a company. Furthermore, the job role is important to increase employee efficiency and productivity. A perfect job role gives a significant outcome in the workplace.  With the help of a perfect job role, the employee can achieve the goal.
Improving employee performance, the HRM plays a major role in it. Those are-
· Building the working infrastructure. 
· Put employee’s vision into practices
· Creating good coordination with the work of the managers
· Suggests the employees for their improvements
· Helping others to adapt the strategic perspective
[image: ]
Figure 04:  Model of Performance Management
(Source: captured from Introduction to Performance Management, week 01)

Performance and development are very much important for a company (Tien et al., 2020). The HRM team is trying to manage employee performance because it gives the best workforce and helps to achieve the company’s goal. The HRM team has kee motivating the employees with the help of different ways. 
[bookmark: _heading=h.1pxezwc]Performance and Development 
Maintain the employee performance and keep developing it, the HRM needs to motivate the employees of the company (Nurlina et al., 2020). The HRM is using this performance and development as a tool for improving the employees. This process helps the employees and also the HRM to understand the improvement areas, measure the performance, set the goal, and outline the strategy of particular projects. Furthermore, it was also developed to measure the employee’s work and tracked the progress of the project and asset to make any adjustments as per the needs. To develop the employees' performance and make development on it, the HRM team is introducing some new ideas for it. Those processes are encouraging the employees to give better performance and show interest in developing themselves.  Those encouraging topics are briefly discussed below.
[bookmark: _heading=h.yib1e9v32v1p]Goal setting
Setting an effective goal; is important for an employee. It helps to improve the employee's performance and gives motivation to develop themselves (Locke and Latham, 2019). Setting an effective goal and encouraging the employees towards achieving it can give an amazing result to the organization.  
[bookmark: _heading=h.k6nynff2rr7u]Measurement
A measurement is a tool that is used for understanding the employees' work quality. With the help of this tool, the HR manager or the project manager can get to know if the employee is doing well in that project or not. In other words,  the manager can track the employee's work and check the quality of the work (Taouab and Issor, 2019). Furthermore, this tool is helping the team to measure their performance and efficiency towards the work. 
[bookmark: _heading=h.7uxhq1wrpyo8]Appraisal
The appraisal is a dynamic process that requires observing the performance of the employees and evaluating the quality of their performance (Ali et al., 2019). And giving them the development outline to the employees. In this process, the key elements are “measuring the performance, giving them feedback accordingly, and positive reinforcement”. 
There are some benefits to this appraisal method. Those are -
· It helps the employee to work with more perfection to meet the company’s goal. 
· An appropriate appraisal is increasing the employee’s engagement towards their work and showing more enthusiasm toward their projects. 
· An appraisal assists the employee to make improvements in their performance. 
[bookmark: _heading=h.sg7ozu93dlyl]Feedback
Honest and appropriate feedback always helps the employee towards their work. With the help of honest feedback, the employee can get to know about their shortcomings and can develop themselves (Sun and Qiu, 2019). 
Effective feedback can also help the employee to work in a better way towards their goal and can make them able to help the team and the organization to achieve the target. 
[bookmark: _heading=h.49x2ik5]Organisational and Employee Concerns 
It is a duty of an organization that they need to be concerned about its employees. The employee's concern always gives an impact on productivity, positivity, or negativity. Employee concern can help the organization's success (Hald et al., 2021). With the help of these ways, the employees are giving their best performance and increasing their productivity.  There are a few ways to maintain the employee's concern and those are discussed below.
· Treating every employee equally can motivate everyone to work. Equal treatment can help the organization to promote gender equality and this helps the organization. 
· Encouraging the employee based on their work can show supportive actions from the organization. 
· Strong communication with the other team members and the team managers can help the employees to solve their issues. 
· Giving value to the idea of an employee can motivate them to work skilfully. 
These are the ways the organization can show its concern for the employees.   

[bookmark: _heading=h.2p2csry]Trust, Manageability, and Control 
[bookmark: _heading=h.5gmwtv4gef4m]Goal setting theory 
The goal-setting theory is based on the specific, measurable, agreed, realistic, and time-related. This theory involves the development of an action plan, which helps the employee to motivate and guide them (Jeong et al., 2021). Setting goals is important for a company and encouraging the employee to work to achieve them can provide a better result to the organization. Here, working for achieving the organizational goal means committing emotions, thoughts, and behavior toward it. 
[image: ]
Figure 05: Goal Setting Theory 
(Source: captured from Defining and Measuring Individual Work Performance, week 05)

[bookmark: _heading=h.p9swgxcmqekc]Equity theory 
This theory reflects equal treatment from the organization. It shows how the organization and the team leaders are showing that they are promoting Gender Equality. This theory shows the motivation towards employees' work and provides them a fair treatment from this organization (Kollmann et al., 2022). 
This theory provides a few theories of organizational justice for their employees. One of the organizational; justice is Distributive Justice which stands for the equal treatment of all employees in the office. Allocated work, assignments, or projects for everyone and allocated those works as per the employee's eligibility. 
The second theory of organizational justice is Procedural Justice which stands for equal office policies for every employee. In an office policy, no gender discrimination should be there. If there are some policies for the male employee, then it is also applicable for the female one.  
The third theory of organizational justice is Interactional Justice which stands for equal treatment with equal respect. This theory helps to focus on taking decisions and on treating the employees with dignity and giving respect to all. 
These three theories of organizational justice are helping the employees at the time of the appraisal. At the time of appraisal employee’s performance and their work quality depends on the rewards they might achieve. 
[image: ]
Figure 06: Equity Theory 
Source: (Kollmann et al., 2022)
[bookmark: _heading=h.6kivu38hu3sh]Expectancy theory 
This theory is for motivating the employee specifically for achieving a specific goal. In this theory, it helps to motivate one particular behavior to rest from the other. Moreover, this theory is about mental processes (Chopra, 2019). It also helps to understand individuality while making some choices. Although, this theory emphasizes the need of organizations and encourages the employees to work towards that. After achieving the goal, the organization provides some rewards to its efficient employees. 
[image: ]
Figure 07: Expectancy theory of motivation
(Source: slidemodel.com, 2023)    
[bookmark: _heading=h.147n2zr]Employee Engagement 
Employee engagement in performance management refers to the practice of setting a better and more understanding relationship between employees and the business. The practices support the employees and help them to skill up. Employee engagement helps employees to be more productive, skill up, morale-boosting, and work in a healthy environment with a positive attitude. Engaged employees and satisfied employees help a lot in performance management because it changes the professional relationship between employees and their job in the personnel business and when people work for personnel elements they give everything to that job. Further, there are four to five elements that determine employee engagement in performance management, that are enablement, energy, empowerment, and encouragement (Rakatu et al., 2022). These are the four pillars of employee engagement. Apart from this, employee engagement strategies are co-related with employee involvement (Faeq, 2022). It's one of the strategies of employee engagement in performance management. 
[bookmark: _heading=h.svi81zbisi0o]Ways to improve performance management with the help of employee engagement
These ways are the strategies that can be applied to a business to step its business performance with the help of employee management. Following are the ways of business development with the help of employee engagement:
· Analyse and put employees in the right place
For the proper development of a business, leaders need to assign the right job to the right person. It is very important to hire an efficiently working workforce (Masenya, 2022). Hence, hiring the right employee, who suits the job profile is very necessary because it brings honesty, loyalty, and productivity to the work. 
· Give feedback and rewards
Giving positive and negative feedback, while maintaining a balance, plays a vital role in employee engagement, both types of feedback motivate an employee for the betterment of the project. It is like analyzing the progress rate (Hassanein and Özgit, 2022). 
Rewarding employees is like appreciation, it makes the employee feel that they are working for a "worth it" organization. The employees feel that they are getting recognition. It brings positivity. The rewards refer to bonuses or promotions. 
· Alignment of core values of the business and the employees
Alignment of core values of business and employees refers to equalizing the value and visions of an employee's life with its working sector, finding the commons (González-De-la-Rosa et al., 2023). These values and vision make an employee realize the importance of their workplace.
· Employee Involvement
The company also needs to involve the ideas of its employees. Hence, to bring employee involvement they can take the help of employee feedback. The company needs to know its employees' feedback for business improvements. Employees are working on the ground level of the business hence, they have an idea of the base-level problems. Many companies neglect this part, which creates a lot of problems in the business (Pennington et al., 2022). The feedback given by the employee must be heard and improved on because it creates transparency in the business. It makes the employees feel involved in the business. 
· Giving importance to the mental and physical health of the employees
Physical and mental health is a crucial topic when employee engagement is interpreted. The workplace should have some rules and regulations for the protection of the mental and physical health of the employees. For example, there should be restrictions and rules against workplace harassment, or office gossip. It maintains the curriculum of the workplace and makes it peaceful for work (Wontorczyk and Rożnowski, 2022). The employees must feel safe while working for an organization. 
· Provide training to the employees
To develop the skills of the employees and make them ready for future projects and technologies regular training sessions must be taken, it is also like a doubt-clearing session for the employees (Tavitiyaman et al., 2022). It improves the working of the business and helps in performance management. 
[image: ]
Figure: 08: Strategies of employee engagement
(Source: xantham, 2022)

The company SainCo should follow this strategy for the development of their business because they have 2000 staff members which is not a small number, and for the smooth working of the workplace and with a peaceful environment these steps must be followed.

[bookmark: _heading=h.44sinio]HR and Line Managers – Business Strategy, Commitment, Improvement Flexibility, and Quality
[bookmark: _heading=h.uyt7u43tobyd]HR and line managers
HR stands for Human resources. The HRs of a company are the recruiters and trainers of employees selected by the company. Their job is to screen in, recruit, and train the employees for the company (Arifin et al., 2022). They are responsible for the implementation of employee processes. They can also fire an employee. 
Line managers are the employees in a business who are responsible for directly managing an individual or group of employees (Huo et al., 2022). The Line managers are also handled by higher-level authorities like managers, but they work at the ground level to interact with employees and their needs. 
The HRs and Line managers may seem alike to each other, but there is a fine line difference between an HR and a Line manager. Line managers follow and implement the corporate rules given by HRM. Whereas, HRs are professionals who specialize in employment and administrative work. The line managers sometimes follow the rules of HRs (Kurdi‐Nakra et al., 2022).
In the following part of the report, the contribution and qualities of an HR and Line manager for a company are discussed. 
[bookmark: _heading=h.k5c363m744t3]The Contribution of line managers and HR to Business Strategies
The HRs support the business by implementing the core values and vision of a company in an employee. It selects the right employee for the right job. They are handling the bricks of the whole building. By supervising and maintaining coordination with employees, they support the whole business process. They are the connecting bridges between management and employees (Arifin et al., 2022). In modern business management, HR plays a crucial role because if we see the records the employee and employment ratios are increasing day by day. Attending to so many employees individually is a big task. 
On the other hand, the contribution of a Line Manager in a business is their team management abilities. They are managing the employees and teams. The line managers are responsible for the performance and maintenance of the curriculum in a business (Huo et al., 2022). They check out the productivity of a business. They also follow the HRs.
[bookmark: _heading=h.vzpew7pjfxm]Commitments of HR and line managers
The commitments of HR is to recruit suitable employee and make the business staffed, train the employees to make them productive and efficient for the job, protect the mental and physical health of the employees, provide compensation and benefits to the employees, and also fire the unsuitable employee (Arifin et al., 2022). The HR commitments are for both, business and employees equally. 
The commitment of a line manager is to keep an eye on the aims, objectives, and priorities of the business and make the team of employees or an individual work according to these aims (Huo et al., 2022). Line managers also commit to deploying resources in such a way that the business and employees get the best outcomes of time, resources, and funding. Further, they provide technical expertise, allocate tasks and deal with customers and clients. 
[bookmark: _heading=h.esmcra3meyi]The contribution of HR and Line managers in improving the flexibility of a business
The line managers and HRs both bring flexibility to the business by the help of adjusting to short-term changes, making quick decisions remaining calm (Arifin et al., 2022). So that the business could handle unexpected problems with ease. 
The contribution of HR to workplace flexibility is that they provide employee working flexibility. This means they allow the employees to freely work and take decisions for the business but the HR supervises those tasks. They provide opportunities to the employees (Huo et al., 2022). For example, with the flexibility of work time, the employee can select the shifts and break times they want. It helps in business flexibility by translating higher productivity levels, loyalty in employees, and providing hardworking employees to the business. 
The line managers provide flexibility by handling day-to-day operations performed by employees and managing the teams to work with deadlines and in serious circumstances. 
[bookmark: _heading=h.sv0n4htsv17s]Qualities of HR and Line Manager
The qualities of HR:-
· They are quick decision-makers
· They work with patience and peace
· They bring integrity to the business
· They have a great knowledge of administration
· HR specialized in employment

[image: ]
Figure: 09: HR management skills
(source: Sketch bubble, 2021)

The qualities of a line manager:-
· They have strong analytical powers
· They are great in Leadership qualities
· Know every rule of HRM, and follow them
· Time management
· Team management
[image: ]
Figure: 10:  Qualities of a line manager
(Source: John Rogers, 2020)
[bookmark: _heading=h.3o7alnk]International, Environmental, Ethical, and Sustainability Issues
International issues influence the performance management of companies in the global environment. Multicultural employees in the workplace make difficulties in assessing performance. Organizations focus on the societal, and linguistic obstacles as well as the other variables that affect the way staff members grasp performance evaluation (Gallardo-Gallardo, Thunnissen, and Scullion, 2020). Furthermore, differences in laws and regulations make several difficulties to establish common performance management methods. 
Nowadays environmental issues are prioritized in every organization. SainCo Retail organizations are conscious of the consequences of environmental issues and train their employees in sustainable practices. The company needs to incorporate sustainability criteria in the performance management technique (Hristov et al. 2021). It entails monitoring and calculating the number of carbon discharges, minimizing waste products, utilizing reusable resources, and fostering eco-friendly practices. SainCo need to be aware of the sustainability targets and free their production to package from harmful effects of the environment by training their employees and focusing their performance regularly. 
The ethical issues of a company’s performance management procedures including the information on employees' performance in recruitment or appraisal must be taken into account. It means during the recruitment and appraisal time all information needs to be verified to overcome fake information and wrong evaluation. Sustainability issues are also major concerning factors that impacted performance management (Arsawan et al.  2022). It involves establishing clear sustainable objectives that signify the performances from production to distribution in the retail business. 
[bookmark: _heading=h.cgzq7gn7t94g]Hofstede’s Dimensions of Culture 
Hofstede’s dimensions of culture theories were established by Geert Hofstede to comprehend the cultural dissimilarity between several nations and grasp how business activities are performed in various cultures ((van Rheenen, 2020).
 The six-dimensional theories are:
· Power distance
· Uncertainty avoidance
· Individualism vs collectivism
· Masculinity vs Femininity (van Rheenen, 2020)
· Short term vs Long term orientation
· Indulgence vs Restraints
[image: ]
Figure 11: Hofstede’s Cultural Dimensions
(Source: van Rheenen, 2020)

[bookmark: _heading=h.23ckvvd]Recommendations, both in the short term and in the longer term 
The retail Retail company faces some issues with performance management and adopt a modern performance management system in their organization. Here are some recommendations for performance management of the company which helps in short-term term and long-term success. 
[bookmark: _heading=h.jlq5twrshr1]Short-term
Transparency in communication: Managers of SainCo retail needs to make aware to the staff members about the standards, targets, and preferences. Each employee needs to have explicit knowledge about their targets and they can give their best efforts for achieving their targets.
Evaluate regularly: It is necessary for SainCo managers to assess the performance regularly to identify the fields of potency and growth. It helps the managers have a clear understanding of the capability of employees and allocate them specific work where they perform better to improve the productivity of the organization (Helmold and Samara, 2019). It is the key to encouragement for employees to giving dedicated to their tasks. 
Establish an approach for rewarding staff: It is necessary for SainCo retail managers design a perfect reward system for their employees based on their outstanding performances (Sauermann, 2023). This reward can be economic rewards, appraisals, or other additional benefits. It motivates and orients employees towards achieving the goal. 
[bookmark: _heading=h.zbggizm0lego]Long-term
Establish modern performance management technique: It is necessary for SainCo to embrace the modern technique of performance management of their employees to evaluate them accurately (Richards et al. 2019). It is necessary for increasing the entire performance of the organization. It highlights the workers' growth, continuous guidance, and evaluation. It helps the workers to boost their performances and find talents to achieve the targets. 
Implement technologies: It is necessary for SainCo to set objectives, activity monitoring, and assessments to make performance assessments more accurate. An electronic performance management system is a tool that enables the accurate performance of staff members in the company. It is essential for SainCo to embrace technology to measure the accurate performance of employees to increase efficiency in their work.  
[bookmark: _heading=h.ihv636]Conclusion 
SainCo is a retail company that businesses ten several locations which embrace the conventional autocratic management style. It faced several issues regarding the performance management of employees which decrease the productivity of the company.  It is important to resolve the performance management issues of SainCo. The company needs to embrace modern technology and electronic performance management system to enhance the performance of employees which is the key to SainCo's success. Multicultural, ethical, and environmental issues are the concerning factors and modern management techniques can able to evaluate accurate performance by providing performance data that identify the strength and weaknesses of the employees and helps to improve their performances. It helps SainCo's overall performance and sales and directs the company toward achieving its goal. Employees are the pillar of the organization. Quality performance of employees in SainCo. gives a competitive advantage for the company and retains the other competitors in the retail sector. 
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