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Introduction:
With the rapid and vicarious change taking place in Today’s business, an organization with a big size of 1500 employees also needs to respond to change and copes with the development within the context of modernization and the issue of contemporary performance management must be the top concern of this organization. The organization urgently needs to make shift from the traditional approach of management to the modern one so as it could be able to improve its performance both at the organizational level and at the level of individual employee in the company. The degree of business success of the organization to great extent depends on the quality of performance management linked to its goals. “Developing the performance of individuals and teams and aligning performance with the strategic goals of the organization”. (Smither, et al 2009,p. 446). If the organization has kept adhering to the traditional method of performance management, this will let the organization far behind the current market because nowadays competitive environment of the business makes very difficult for an organization to survive unless it proves efficiency in managing the performance of its employees. The fact that the company is still run under family administrative system with more traditional and autocratic manner.  However, after attending a conference, the owner recently has come with an idea of transforming the organization from the traditional appraisal system to the modern performance approach.
Therefore, as it indicated earlier, the company has to respond to the competitive environment of the market and this will urge it to adopt the modern performance management system that can make the managers as well as employees give top priority to the key business issues connected to the goals of the company such as the customer, the shareholder, productivity and profitability. It is the role of HRM, to set a plan that makes the organizational performance be connected strongly with the type of skills needed and the quality of employee engagement in workplace for achieving the organizational goals. “That HRM practices can enable the organization to attract and retain the skilled and engaged people it needs”. (Armstrong’s 2011, p. 86). 
This report, mainly focuses on the most important issues related to how the organization can shift from traditional system of performance management to the modern one, and the report will highlight the areas that help mangers of the organization conduct proper performance management for the purpose of improving the organizational effectiveness and such an activity is strongly based on how to associate the mission and the vision of the organization with the corporate performance as well as employee’s performance, particularly in the areas of planning, development and improvement, rewards or appraisal, assessment and feedback ,etc. The report mainly address issues of performance management and what particularities are there exactly in performance management. The report also addresses the major concerns of the organization as well as employee’s concerns and in addition to that it addresses the issues related to the engagement of the employee in the organization and his/ her involvement. Finally the report will conclude with recommendations both short- term and long- term recommendations that might open an opportunity for the organization to transfer smoothly from the traditional system to the modern one and helps it improve its performance and the performance of the employee.
Performance management.
As it is stated in the introduction above the main focus on this report is how the organization can shift to the modern performance management instead of sticking on performance appraisal and in this regard it is very important that the report is to be supported by the recommendations of the recent conference attended by the owner of the company, entitled “There is more to Performance Management than appraising your employee”.  In wider business term in the UK, the competition is very high among the organizations and on the other hand, the chance for business survivability is very narrow, which means that every business needs to improve its efficiency to keep survive and strong against this high competitive environment and one of the most urgent areas that the organization needs to be efficient is the area of Performance Management. The two concepts, (performance management and performance 
appraisal), are misunderstood, in sense that the former is holistic and wider concept and the latter is a part of integrated elements of a complicated process of managing performance, and the most salient elements of the process are:
1- Development 2- feedback 3- training 4- assessment 5- appraisal, etc.
Performance appraisal is mainly about how to evaluate the performance of the employee related to his/her achievement in the past for the purpose of rewarding, in very bureaucratic manner.
 Martin et al. (2011 p. 160) “the performance management is” tail that wags the dog” . “The exercise of appraising performance is necessarily retrospective because it concerns making judgement about the past performance of employees”.  The nature of performance appraisal is almost operational, top- down assessment and directly linked to compensation. This is the nature of the traditional system of managing performance, which is the exact the case of this organization. “Traditionally, performance appraisal (PA) or assessment has been the responsibility of the immediate supervisor”, (Rowley et al. 22011 p. 181). Therefore, so as the organization copes with the rapid development taking place in today’s business, it needs to create a new and update system of performance management. 
 To understand what exactly the Performance Management is, it’s necessary that managers in the various department of organization have a good idea about the following questions:  Is performance mere routine daily task or it is a positive contribution of an individual for continuous improvement of productivity? What are the main elements that make performance efficient? How can a manager decide a particular task been achieved efficiently? What process is to be applied for performance management? 
Armstrong’s (2010 p.247), “The accomplishment, execution, carrying out and work out of anything ordered or undertaken”. 
This concise dictionary definition may not help understand the comprehensive role of performance management in an organization, as it has inclusive parts and wider complicated process based mainly on what is going on at the present and what to be anticipated in the future.
 Murton et al. (2010 , P 179, “ Performance management is strategic, in that it seeks to directly link individual, team, and departmental objectives to the organizational goals, and thus develop a shared understanding how to improve organizational effectiveness”. 
 However, there are so many definitions regarding performance management, but all agree in its nature and concept.  What is an important fact is that, for all, the nature of the PM, is not only the task of an annual appraisal of the employees which aims at the limited issues of compensation. 
To move beyond the concept of compensation, the organisation, its staff including the top administrators, managers as well as the employees be well acquainted with how the process of performance management plan is set by the Human Resource Department and how it works.  In light of this concept all the stakeholders must engage vigorously in the process to achieve the organizational goals and the role of the contemporary organization, particularly Human Resource department is to take all the stakeholders in the organization on board to execute their tasks in accordance with the mission and the goals of the organization and to do so, they need to understand the nature of the process within the modern system of performance management. The diagram below which is known as performance management cycle depicts the very nature. 
Figure1; performance management cycle.
 

  Source: arnstrong’s (2010 p. 26), Eeesntial Human Resource Management Practice
The above process clearly shows how the organisational performance is managed in a systematic way. It is a continuous process through which the organization can follow up to what extent it is making a progress and by applying the process it can assess the individual and organizational performance. Planning is the crucial stage in the process and at this stage,
As Rowley.C and Jackson.K ( 2011, P. 182), indicate in their book,Human Resource Management, HRM, can create a powerful link between the objectives of the individuals or groups and the goals of the organization in a way that these objectives serve the organizational goals and the plan must clearly define how individuals and groups contribute positively for better productivity of the organization and the detailed activities required from both employees and managers.
Figure 2 below shows how the organizational strategic are linked to department, groups and individuals’ objectives.
Figure 2 links of different levels of goals and objectives.


 

Source: Murton et al.(2010 p. 181) Human Resource Management.

The different levels of goals and objective in diagram 2 are linked to show how the organization can benefit from it to achieve efficiency and effectiveness of the PM. It is unlike the traditional way of managing performance, which known as people-centric, the alignment in this process of the new performance management will help the organization work repeatedly in a spiral motion to include whole the structure and all the staff as well as stakeholders. Here every individual, team and department are committed in a way or another to contribute effectively, to the success of the organization. Getting every individual believed or satisfied with the goals of the organization is the key point for greater success.
As Human Resource Managers, it is vital that the HR department draws a policy based on the inputs of all the concerned key stakeholders, regarding what works and what doesn’t work or what is needed for the business and what is not, however, it’s the responsibility of the owners, senior administrators, managers and the employees to focus on quality and make real improvement on the ground
 (As a manager and a leader, you will be judged not only on the results you have achieved but the level of competence you have attained”. (Armstrong, M.2011, p. 4).
The main concerns of the organization and employee and what engagement of the employees and involvement are needed. 
 Going back to the case of the organization, it is vital for all at corporate level and at individual level to understand how performance management developed overtime and why we need to move to the new trend of performance management. To move from traditional performance management to the most recent one, it is very important for the managers to consider various challenges posed by such a shift. The old type of management that based on an annual appraisal and assessment is unsuccessful because of bureaucracy, demoralising and demotivation and the managers’ job is to assess performance on backward looking rather than forward. “The exercise of appraising performance is necessarily retrospective because it concerns making a judgement about the past performance of employees”.   (Martin et al, 2011). While the new approach, the performance focuses on how an individual employee is doing his/her job in accordance with the overall objectives of the organization and such performance is managed on day to day basis with continuous assessment of the employee’s performance.  The process of performance management as seen in the earlier diagram of figure 1 at individual level, is about feedback how the employees executing their tasks and this process is fully supported by the line manger through coaching for better performance and new skills development. At organizational level the process starts from recruitment and selection procedures. During the process, the managers will be able to distinguish types of jobs to be done and to what extent they are difficult and what type of training or coaching do they need. For instance, to follow up the performance of mechanical engineer is totally different from that of an accountant, so HR is the one to specify the nature of each job by providing its detailed description. Thus, HR is an instrumental actor how the performance of the organization is decided and how is it successful and that is the role of the recent HR Management. It is also worthwhile to mention that  one of the organizational concerns is that the success of any organization in today’s business relies to great extent on how far technology is applied in the management of performance as technology provides a lot of support whether in data recording or accuracy or flexibilities as seen in tasks done by online.
In the modern HR approach of performance management, the organization needs to set strategies that able to align the individual objectives with the goals of the organization and to create strong relationship between the various departments of the organization.  This is very important step as HR can overcome the difficulties existing in the organization due to the personal type of management (traditional). The role of HR here is to draw strategies that more aligned to the goals of the organization and create strong link with the individual objectives through proper planning, proper management of employee’s performance. Another concern of the organization is that HR should decide the role specific jobs and how the employee is trained, coached and mentored. “A collection of the values, systems, initiatives and behaviours that help to create peak performance”. (Smither et al. 2009, p.74). As the function of HR, here are some main concerns of the organization in modern performance management to give top priority so that every employee can fully engage in his/ her work for the success of the organization;
1-It manages daily performance of the individual employee in the company.
2-It draws policies and plans that provide roadmap for the organization for achieving its goals.
3-It has the responsibilities of organizational security and health and safety.
4-It conducts the relations between the different departments of the organization.
5- It conducts training for building employee’s skills and motivate them for the efficiency of their performance.
6-It recruits and selects right people for the right job.
7- It ensures all laws and regulations are implemented in a fair and equal manner.
 The organization is run under various departments with a huge number of employees not fewer than 1500 workers which means that it needs to work under a system of values, ethics and rules, all together compose the organizational culture.  Any organization has its own performance culture which clearly identifies from other organizations. But not every organizational culture conducive to good performance in workplace. The 1500 employees in the organization, including managing staff are the greatest assets for establishing strong performance culture and to build such strong culture, it depends on how HR manages its people and develops their performance in workplace. To build better organizational culture, the organization has set policy that helps the objectives of the employees be aligned with the mission, vision, core values and the goals of the organization. “In the organizations that were the most effective, performance management elements were tied closely to values, management style and philosophy”. (Smither et al.2009 p. 78). It is also necessary that all the employees in the organization have to engage every aspect of their daily tasks to create positive work behaviour of the organization for better performance, because work behaviour is strongly connected to the performance of an individual employee and the goals and vision of the organization. To achieve better performance HR managers in the organization, must manage employee performance in effective manner and conduct proper and meaningful assessment in a consistent way. HR managers need to use several techniques to assess their employees, such as 360b degrees feedback, participation of employee in their assessment and constructive dialogues between the managers and employees. 
Leadership is principal in creating high performance culture in the organization. Any success in a business to great extent leadership is the major factor whether the organization is successful in quality product or in profitability or in customer service and good leadership also connected with the good strategy. There is extremely correlation between organizational culture and its strategy. If this organization works in a positive culture, its success is likely to be high and that is why the leadership in the organization has to consider problems rise due cultural differences and create positive culture that enhance performance so that its strategy to be achieved. “One view suggests that best practice in PM will be universally effective across culture”. (Rowley and Jackson 2011, p. 184). So, what is the role of the people in the organization to establish positive organizational culture? Every individual in this organization must understand why he /she works there and they should understand how they involve in the workplace for common goals. What is needed from the employees to achieve the organizational goals are creativity, motivation and commitment. It is also important that all the employees in the organization work for common organizational value such as honesty, accountability, respect and trust. How decision is taken in the organization is another crucial factor. To establish strong organizational culture, the employees are to be participated in decision making through delegating them responsibilities and authority and by sharing decision making, the employees are given more confidence and helped them become more creative.  
 It is also essential that HR manages the performance of an employee in the organization in accordance with certain policies and process. One of the most important areas HR managers pay great attention is the performance appraisal.  HR department have to encourage the employees in the organization for better production and better profitability by rewarding them on basis of standard policies of performance appraisal.  They need to develop tools for performance management that align with the overall goals of the organization and the tools must be clear and effective in terms of type of instructions to be followed by the employee and the type of information used for performance appraisal. For instance, information about the employee, the assessment period and the type of rating scales used to achieve accurate results. Any organization uses its own factors of success known as (KPIs) to assess how far it has made progress or achieved its goals. “KPIs which identify the results or outcomes that are assumed to be crucial to the achievement of high performance”. (Armstrong’s 2011, p. 80). The managers in the organization can use these factors to define different levels of performance whether on individual level or group level or organizational level. When managers select the best key performance factors, that means they choose the easiest way of improving the organizational performance because the factors are very useful for the managers to measure every area related to the organizational performance such as customer satisfaction, employee role, security and health and customer loyalty. They key performance factors are also useful for the organization to carry out an analysis for taking any important decision and that is why most of successful organization use KPIs to measure their progress on regular basis.
For effective assessment, HR department in the organization needs to associate the performance of the employees with detailed description of the tasks to be appraised and the specific role of the employee in the organization. It is also very important that every individual employee to be participated in his/ her assessment before they receive the rewards they deserve, because such an involvement makes an employee more motivated and encouraged for better performance. To be accurate the managers in the organization in such a case need to set effective methods that help an individual achieve his/her objective and the best way is using SMART goal methods. “During the course of the appraisal process the manager and employee should jointly agree objectives for the forthcoming period which comply with the mnemonic SMARTS”. (Martin, et al 2011, p. 171). Using SMART goals is very effective for the employee to execute his/her job in accordance with accurate tool of measurement of time frame. However, in case of absence of training and coaching will result in poor performance and this in turn leads to demotivation. Within HR policy of performance appraisal, the individual employee appraisal comes on the top concern of HR department in the organization. For HR an individual employee is a target as every individual has his/her own control over their performance and the assessment in case of individual appraisal is more accurate than team work assessment. In this regard work flexibility is sometimes great motivation for individual performance because line mangers are able to reward an employee in a certain task on basis of his/her actual performance rather than team performance. It is very essential that within the policy of individual appraisal, the organization should have a consistent policy of how it rewards its employees as well as criteria for fair and equal treatment policy. To be consistent and fair is the top priority for performance appraisal in an organization, so HR has to define what system to be applied when rewarding is done. It is also important, the rule and the system of performance appraisal to be known by every individual employee so that he/she can comply with the rules and to be motivated for better performance. For instance, HR department have to set list of required behaviour to be rewarded in the workplace, such as attendance, contribution, loyalty, cooperation and commitment. It is also important for the managers to put criteria for each behaviour and when or how to be rewarded. Rewarding in some cases not necessarily to be in financial form, the employees need at the same time financial and non-financial rewards for better performance. As policy, the department of HR also has to set appraisal performance policy but at the implementation level there are others can do the job. Practically performance appraisal is done by immediate supervisors, or evaluation team or by self-appraisal or through peer or 360 degrees appraisal. 360 degrees appraisal is very effective tool for development so managers must follow the procedures that help gather information from different staff members and other sources and involve them for improving the performance in the workplace and it is often done by the line managers. 360 degrees appraisal is useful for taking an action when HR wants to execute any development plan in the organization. In all cases feedback should be consistent activity so that managers can take right decision on the right time. 
As it mentioned earlier, when managing performance appraisal, managers should have specific criteria for measuring individual’s performance which is known as scales and any scale is used must be related to how errors are measured. When measuring employee’s performance managers can use different types of rating errors such as Leniency or Recency or Central Tendency and the measurement should be on basis of fair description of behaviour and other things related to the job. Another issue related to performance appraisal is training.  The organization must conduct an appraisal training before rewarding an employee. During training mangers have to tell employees the objective of appraisal and what standards are used. The employees also after training they will be able to differentiate several types of appraisal interviews such as tell-and sell, problem solving and tell and listen. 
Total reward and performance: To conduct good management of organizational performance, HR managers need to understand what are the problems arise from the reward system of the organization. Good performance means that employees are attracted, motivated and get satisfied with their jobs in the workplace. This can be achieved through good work conditions and the major element of the work condition is the total reward system of the organization and HR managers need to think carefully of their practices to make change for better performance of the employee in the workplace and to make them loyal to the organization. “Advocates of total rewards claim that the combined effect of the different types of rewards will enhance the employment relationship and make deeper and longer lasting impact on engagement and performance”.(Armstrong,s 2015, p. 119). The best way to improve employee performance is to introduce better total reward system in the organization, because total reward has a strong connection with the employee performance. The concept of total reward refers to both financial and non-financial reward. It is a compensation that includes, fixed salary, benefits, career development and performance recognition and all this package should be executed beyond the traditional way of rewarding.  People are not always motivated by money, but there are other factors in term non-financial, make them loyal and motivated in workplace. Throughout different stages of life, people differ in their goals, some people go for work for purely financial purpose, especially younger generation while those with longer experiences, they work for non-financial purpose as well and both types of reward are strongly supportive for better performance in workplace. 
It is the responsibility of HR to use both types of reward properly to attract, retain the employees and increase their performance in the organization. 
Intellectual capital management: Performance management in its wider concept extends to include areas like intellectual capital management whether tangible or intangible assets and these assets are in form of human capital or organizational capital or customer capital. Here HR must differentiate between tangible and intangible assets. The intangible assets are the things connected to reputation, brand, organizational culture, knowledge, experience, innovation and so on. To make a shift to the modern approach of performance management, HR department in the organization needs to set policies how to manage whole the performance of the intellectual capital of the organization. It needs to focus on several intangible issues among which employee experience, abilities and the relations between people in the organization. Its important that HR puts into consideration the infrastructure of the organization and to what extent its able to innovate and last not least is about the customer and to what extent he/she is loyal to the organization and what type of relation does customer have with the organization. All these issues are very vital for the success of the organization and they need to be considered by the individual employees and the managers when plans for performance management are set. What is important here for all the employees is that all these assets must be carefully valued and managed in accordance with the organizational policy of performance management. It is clear that the intangible assets not like tangible, so how to measure and manage their performance is another critical area but HR can use some qualitative approach such as people attitude towards the organization basically about the brand and reputation.
Human capital management: How to manage human capital, its performance in an organization is also one of the crucial issues, the HR must give it top priority. Human resources are the key elements of organizational performance and these resources are to be planned and managed in a way that can serve the organizational goals. If the organization is aiming at good performance, better productivity and better profitability, the department of HR must set an ambitious plan for human resources by answering the three basic questions of the organization strategy; where is the organization now? Where it aims to go? And how the organization gets there? These are the questions related to the three main issue of any business (strategy, goals and actions). To answer these questions HR needs to carry out a critical analysis of the organizational internal and external environment (SWOT and PESTLE) analysis so that the organization can start its mission on basis of clear picture. Answering above question, HR will be able to set the organizational SMART goals which stand for Specific, Measurable, Achievable, Relevant and Time-framed. By using SMART goals, the organization will be able to take decisive actions that lead to its goals. 
Human capital management is a daily basis activity that is conducted by the organization to achieve its goals. One of the most important areas of human capital management is the talent management. Talent management is a process where HR can attract, recruit, select, train and retain skills for the organization. Each phase of the process needs full engagement of HR department and other tops managers and line mangers in the organization. “However, because the difficulties that a talent management process may face do not stem from the HR office only, but from the degree of commitment from and collaboration among the CEO, top managers and line mangers”.(Hutam 2010, p.18). Whether with individuals or group of people their performance managing is a priority to achieve the goals of the organization. During the phase of attracting candidates HR must make sure advertising the vacancy through right channel and the advertisement targets the right person. During the recruitment and selection phase HR managers must be careful that they work in accordance to certain criteria defined by the rules govern the organization and they must avoid all kinds of discrimination but they also must work within the standards required. When an interview is conducted, HR managers also need special skills “take place in an interaction of face to face dialogue and because interviews are the final stage of selecting people for a job so HR managers need to manage the performance of the candidate in a very professional manner. When a person is selected for a vacancy in the organization HR needs to create a conducive environment to retain the employee for better performance. Retaining an employee comes through consistent training and training should be a part of the organization system that should aim at creating human capital and enhancing the idea of learning organization. 
 The extent to which the employees positively engage or involve in their job is their performance on basis of pay. In fact, people are different in their skills and the way they do their jobs and thus they are different in their performance in workplace, e.g. a simple task given to two workers, they may perform the job on different levels. Because of market competition or for increasing productivity of the organization employers try to encourage their employees to better performance. The most common means of encouraging employees is how much the employer pays for their performance. On basis of extra pay, the concept of performance excellence has developed and the concept became known as Performance Related Pay (PRP).  Performance related pay is a system with which the employer pays for employee’s job in accordance with his/ her performance as (Martin et al.2011 p. 195) indicated in their book Human Resource Practice. For better performance the organization needs to consider (PRP) as a means for increasing the employee’s performance. In case of performance related pay, salaries usually differ from an employee to another within the same organization and the same job and the better the worker perform his/her job the more they earn.
Although this system needs extra efforts from the employee, it is not the only means for increasing the salary but also increases the attitude, loyalty and satisfaction of the employee.  Managers who apply this system in their organizations, their major aim is to increase the productivity of their organizations but if increasing the productivity is the higher goal, it is clear that applying such system it means that the employer is encouraging only  better productive workforce in the company which simply the system is categorized discriminative or exploitative. The system also in all cases will result in putting heavy stress on the employee and normally stress has a negative impact on the workplace even if the employee receives higher salary. Another negative consequence is that an employee in performance pay system can easily focus on one aspect of a job and after all, the system makes discrimination among the workers. To avoid all the negative consequences that might result from performance pay, the organization has to carry out regular assessment to see whether the system is working in favour of the organizational goals. So, to apply this system managers need to establish conducive performance culture in which the performance of employee aligned with the strategic goals, vision and mission of the organization.
Coaching and mentoring for better performance:  Any organizational performance is subject to change as business responses to the rapid change of the market. To cope with such a change the managers in the organization have to improve the employees’ performance so as the organization survive highly competitive environment of the business. Coaching is about opening an opportunity for the employees to understand deeply what is needed in their job in order to maximize their performance. It is an art of making someone release his, her inner capabilities for better performance. “The expression “to get the best out of someone” and “your hidden potential” imply that more lies within the person waiting to be released”. (Whitmore, 2012, p.14). Coaching helps employees learn things on practical basis rather than teaching for information and through coaching, the managers can develop the skills of people in the workplace and through coaching the employee also can overcome the negative and destructive aspects that impede their performance.
On the other hand, mentoring is not exactly the same as coaching. It is about offering a help to someone needs to learn slowly step by step something already he/ she knows about it. Through mentoring, managers can increase person’s motivation and mentoring usually an informal process of increasing individual knowledge step by step and inspiring the employees for better performance. The different between coaching and mentoring is that the latter is more strategic focusing on a particular area of employee’s capability and skill. It is more confidential while coaching something open. Managers always offer mentoring to employees on the following basis: 
1-Newly promoted employee, who needs to acquire new skills in their area of specification.
2-Someone has completely new role in the organization, e.g. someone moves sales to advertising. So, the employee in this case needs new information and knowledge to improve his/her performance.
3-It is about those who seek for career oriented more than job oriented.
4-Newly recruited employees in an organization. 
Coaching takes place through a process of different stages: 
a-The first stage is to be understood whether an employee need coaching or not and to what extent the employee is ready for coaching.
b-The second phase is about setting goals, using SMART goals. And then there must be a plan including resources and the people involved. Finally, the stage of execution.
Coaching is very useful because it helps employee develop skills in key areas, overcome performance problems, increase productivity, create motivation, improve retention and create positive work culture.
Conclusion
In conclusion, in today’s rapid change of the business and competitive environment of the market, the organization needs to adopt challenging policies to overcome many difficulties so that it can achieve its goals. The most important step to be taken by the organization is to make shift from the traditional autocratic system of administration to more contemporary system. To move from the traditional to modern system, the organization have to establish a department of Human Resource Management as this department can play a decisive role in setting strategies of how align the objectives of different stakeholders with the goals of the organization and through the policies of HRM the organization can carry out its performance management and this will happen through different ways such as training, coaching, reward, feedback and continuous assessment.

Recommendations.
a-Short-term
It is recommended the organization makes shift from the traditional approach of performance to the modern approach by giving HRM its role in people resourcing policy.
It is also recommended the organization puts emphasis on teamwork for better performance and for active contribution of the employees and their involvement in issues of problem solving through group discussion.
[bookmark: _GoBack]Also, the organization should set clear standard methods of assessment and it should use different rating methods for measuring the individual performance as well as corporate performance.
The organization should conduct continuous training courses to all the employees at their different levels so that it can develop their skills for better performance.
It is recommended to encourage the employees to participate in peer assessment and feedback their own performance.
b- Long-term
It is recommended the organization set long-term training programmes for all the employees in their related job specifications so that the organization to be able to cope the rapid change of the business.
The organization should create a workplace culture that conducive to better performance and enables individual objectives to align with the organizational goals.
It is also recommended the organization makes an invest on human capital, particularly giving greater concern on talent management to meet the organizational needs in the future.
Also the organization should include in its strategies the polices that help the organization reduce turnover and enhance long-term retention in the fufure.
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