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[bookmark: _Toc70031263]Introduction
Managing performance first took its roots in determining the wages of the employees. It was thought of as a tool to distribute tasks and identify the value of the human resources of a company based on their roles (Anderson, 2015). Nevertheless, the concept had a long journey to contemporary time and has changed drastically. Other than the traditional approach of performance management, which was mainly driven by rewards, new concepts of performance arose with the view to developing employees continually and help a company achieve sustainable growth since the 1980s (Anderson, 2015). Afterwards, managing the performance of a company became one of the key imperatives that could improve its business performance significantly. This report will seek to provide a pertinent discussion on the outlook of contemporary performance management, considering the business context of SainCo, to help the company have better resolutions concerning its performance management.

[bookmark: _Toc69772769][bookmark: _Toc70031264]Organisational Overview: SainCo
SainCo has been operating its business long since its foundation and became one of the major retailers in the respective industry. The company has its workplaces in ten different places with an employee number of 2000. So far, the company belonged to the domain of a family and took traditional approaches to solve its business-related problems. Nevertheless, the company now decides to improve its performance management to ensure higher productivity in the market.

[bookmark: _Toc69772770][bookmark: _Toc70031265]Performance Development Planning

Performance management
Performance management can be considered as the brunt of improving the business performance of a company substantially in the present days. According to Bititci, Carrie and McDevitt, performance management refers to the process of raising the level of business performance of a company by managing it with appropriate aims, policies and strategies (Bititci et al 1997). In other words, a company uses distinct goals and objectives and devise appropriate policies and strategies, as aligned with its corporate and functional goals, to manage performance (Armstrong and Baron, 2014). In the present business context, one of the key questions that a company seeks to answer to improve its performance is what a company has identified as its goals and how the company decides to achieve them. For instance, Sainco has been using an autocratic management system to achieve its business goals so far (Bacal, 2014). Although the company no longer considers it as a suitable performance management system, it still can be considered as an example of the company’s approach to managing its performance.

Performance development
In contrast to the concept of performance management, performance development deals with the process of employee development that mainly takes place between the employees and their supervisors. In other words, performance development acquaints a specific system that enables a company to prioritise the skill development of each of its employees, instead of only managing their performance with rank and reward incentives (Aguinis, 2009). Previously, in traditional performance management, most of the companies considered making ranks of the employees based on a competitive assessment and laid off the employees who belonged to the lowest level of performance (Bacal, 2014). However, as of the present circumstances, most of the business organisations focus on developing each of the employees instead of that formal evaluation system, to utilise the potential of the human resources effectively by introducing a flexible performance development system.

Purpose of performance appraisal and performance management
Performance management and performance appraisal are integral parts of the growth of a company (Ashdown, 2017). As long as the business companies have existed, the importance of performance management and appraisal has always been realised by the companies. The purpose of these has not reduced at all today. Rather, the significance of these has increased over time. The purpose of performance appraisal and performance management are discussed below.
· Performance management mainly concentrates on the key focuses of an organisation. With performance management, a business company enable the human resources to construe the goals, aims and objectives of the company as a uniform whole and retain a specific shared value (Armstrong and Baron, 2014). As a result, performance management can enable a company to utilise its resources in the most effective possible ways.
· On the other hand, performance management and performance appraisal enable the human resources of a company to have a clear understanding of what they are imparting to the company’s growth (Bacal, 2014). Also, as the human resources attain a clear understanding, the company can also use this to maximise their growth, by supporting the employees’ contribution to the company.
· Another key purpose of performance appraisal and performance management is effective monitoring of employee performance (Aguinis, 2009). As the company can monitor the performances of its human resources, the system enables the company to have an insight into the performance gaps of the employees. This data later can be used to improve the employee performance, and thereby, improving the overall growth of the company itself.
· Performance management and performance appraisal also enable a company to make its essential HR decisions (Baird, 2017). For instance, based on the assessment data on the employees’ performance, the company can make effective decisions concerning promotion, rewards, etc. of the employees.
· Performance appraisal and management also enable a company to have a clear understanding of the abilities of its human resources (Armstrong and Baron, 2014). As a result, while planning, the company can successfully use the performance data to devise better business strategies.
· Lastly but not least, since performance appraisal and management enable a company to have useful insights into the capabilities of its human resources, the company can communicate with its stakeholders more effectively concerning business aims and strategies.

Process of performance appraisal and performance management
The key aim of a business company is to profit as much as possible. In that process, there is no good alternative to effective performance appraisal and management. For this reason, the process of performance management is imperative for the company as a well-planned process enables it to attain efficacity in its performance management. There are many ways by which a company manage its performance (Aguinis, 2009). In traditional performance management, the process used to be rather linear. Nevertheless, as of now, the process of performance appraisal and performance management is improved and relatively more effective in increasing the chances of the company to improve its business performance (Baird, 2017). Among the processes of performance appraisal and performance management, the following eight-step model can be considered as one of the most useful.


Figure 1: Eight-step model of the process of performance appraisal and management (Anderson, 2015)
· Understanding the overall picture: At the onset of the process, the company needs to specify its goals and objectives to understand its overall picture. In this case, prioritising the data about the strategic plans and operations of the company instead of the job roles of the employees is more important to draw the expected understanding (Stack, 2013). Also, the company needs to take the performance data of the human resources into consideration and find out how those have been aligned with the interests of the company so far. Thus, the first step of the process enables the company to draw a clear outline of its holistic performance and present performance scenario.
· Identifying the achievements at the unit level:  In the next step, the management of the company needs to realise its achievements so far (Armstrong and Baron, 2014). The unit can represent the company’s strategic unit or a specific plan for a particular product or service of the company (Baird, 2017). By identifying the achievements, the company can understand what it expects from its units in the future.
· Identifying the achievements at the individual level: This step concentrates on identifying the elements that represent the achievements of the human resources at the individual level (Anderson, 2015). In other words, a company can define its expectations from the job roles of each employee with measurable aspects. 
· Converting expected achievements into performance: In this stage, the human resource management sets an outline of the expected achievement from each of the employees. The outline consists of the elements that the company expects an employee to fulfil (Armstrong and Baron, 2014). However, a specific outline consists of diverse priorities, which means, the employees need to focus on the prioritised elements more than the other performance elements.
· Figuring the working units and individual measures: While the previous stage deals with the individual performance, this stage focuses on identifying the ways to measure their performance, based on the given tasks (Stack, 2013).
· Creating standards for work units and individuals: In this step, the human resource management set specific standards that the company expects the units and individuals to fulfil with their performance (Armstrong and Baron, 2014). For instance, at the unit level, the company may expect a specific unit to carry out an expected amount of sales. And at the individual level, the standard may expect an individual to perform his given tasks with excellence, which is measurable with performance elements set by the company.
· Devising ways to monitor performance: In this stage, the company devise ways to monitor employee performance at both unit and individual levels. In this case, the company may be willing to consider elements to set the parameters for effective monitoring such as type of collected data, the time interval of each monitoring operation, evaluating the performance reports, designing ways to provide effective feedback and ascertaining that the feedbacks improve the employee performance substantially (Mitchell, 2017).
· Checking the performance plan: Finally, the company needs to check the efficacy of the performance appraisal and management plan. In that process, it can consider creating a checklist that conforms to the performance regulations of the company (Blackstone and Christian, 2010). By examining each of the checklists thoroughly, the company can decide whether the performance appraisal and management plan are effective enough to attain the company aims and objectives.

Sainco can alternate its previous process of performance management with this one as this eight-step model of performance appraisal and management has proven to be more effective in the present highly competitive business context.

[bookmark: _Toc69772771][bookmark: _Toc70031266]Performance and development – Goal Setting, measurement, appraisal, feedback
Developing the performance of the human resources of the company is a key aim of Sainco as of this moment. In this context, the company needs to have a clear outline about how it needs to set its goals for the individuals and units, besides devising ways to measure, assess and provide feedback to improve the performance gaps of the employees (Mitchell, 2017). The considerations for setting goals, measuring and assessing the employee performance, as well as providing productive feedbacks are discussed as follows.
Goal Setting: While setting performance goals, the company needs to be constructive enough to address each of the aspects which have the potential to contribute to the business growth of the company. If not addressed properly, the company may fail to improve employee performance effectively (Blackstone and Christian, 2010). In this regard, the company needs to set both short-term and long-term goals for its units and employees simultaneously so that the human resources can always be focused on attaining their targets. Besides that, the company needs to determine the figure out critical issues, that may have the possibility to affect the employee performance and find ways to resolve those. On the other hand, the company must identify the critical elements of employee performance, e.g., time and quality, and encourage the employees to emphasise meeting critical elements (Boxall and Purcell, 2016). Besides that, the company must ensure that the resource requirements of the employees to improve their performances are never overlooked. For instance, if the human resources need the training to attain extra-competence to deal with the present technological advancement, and if that can improve their overall performance substantially which it will, considering the present circumstances, then the company must provide the required resources to support the employees to become relatively more achievement-oriented (Boxall and Purcell, 2016). Finally, in the case of goal setting, the company must be flexible enough to bring about necessary changes in performance standards and objectives to contribute to the business growth of the company.

Measurement: Measuring the performance is imperative for the company to see whether the human resources of the company are performing as per expectations. Nevertheless, measuring the performance of the employees can be complex if there is no clear outline about how the company will measure it (Hook and Jenkins, 2019). Therefore, introducing the measurement areas of employee performance in both unit and individual levels is the first step of measuring employee performance. Secondly, the company needs to set specific standards of the areas that can be measurable and verifiable. For instance, if an employee has completed the allocated tasks within the provided time, this can be easily measurable and considerable while assessing the performance of the employee (Herholdt, 2018). Thirdly, communicating the measurement areas with the employees in eloquent and construable language should be a key priority for effective measurement. Then, the company needs to measure the employee performance in contrast with the job roles of the employees (Verweire and Berghe, 2016). Finally, for the measurement to be fruitful, the company needs to discuss the measurement aspects with the employees so that they can have a better understanding of their performance and contribution to the company.

Appraisal: There are several approaches to performance appraisal available in the present day (Hook and Jenkins, 2019). To understand how Sainco may assess its employee performance, the approaches are discussed in brief as follows.


Figure 2: Several approaches of performance appraisal (Boxall and Purcell, 2016)

· Intuitive approach: In this case, the HR professionals typically evaluate the employee performances based on what they consider as good performance or bad performance, besides relying on the general behaviours of the employees (Demartini, 2014).
· Group approach: The HR professionals, in this approach, evaluates the performances of the groups instead of assessing individual performances (Verweire and Berghe, 2016). As a result, the group leaders typically manage the employee performances within their groups.
· Trait approach: This approach basically considers the traits of the employees such as reliability, punctuality, honesty, etc. as metrics of assessing their performance (Herholdt, 2018). Therefore, the performativity of the employees depends on their traits as a person and how they utilise their traits to complete their allocated tasks.  
· Result-based approach: In this approach, the HR professionals set expectations for the employees which are mutually agreed upon (Demartini, 2014). Based on the expectations, the performances of the employees are appraised to find out whether an employee has succeeded in producing the expected outcomes.
· Behavioural approach: The HR professionals determine the behavioural aspects for the employees and expect them to act accordingly in the process of achieving individual goals in this approach (Thrope, 2015). 
· Self-appraisal approach: The HR professionals set common standards for the employees to achieve in this approach and the employees are expected to attain their goals accordingly.

In the present business circumstances, more than one approach is suggested to increase their performativity (Thrope, 2015). Therefore, each of the abovementioned approaches can be suggested for SainCo to implement in their workplaces. However, the result-based approach should be prioritised as that is aligned with the most contemporary setting.

· Feedback: Providing constructive feedback, based on the appraisal of the employee performance, can improve the overall performance of the employees and the company simultaneously (Demartini, 2014). For this reason, the company should implement CPD (continuous professional development) to create a system of continual development of the employees based on feedback. While providing the feedback, the company should consider whether an employee has the ability to utilise the feedback, whether the company has communicated the feedback with the employee appropriately and whether the feedback has been utilised by the employee. There are many practices concerning providing constructive feedback to human resources. For instance, the 360-degree performance management system allows the employee to receive feedback from both the superiors and subordinates as it is a free monitoring system where each of the employees can monitor and provide feedback to others (Demartini, 2014). However, the HR professionals of the company should provide resourceful feedback to the employees by drawing a comparison between the set standards of performance and the actual performances of the employees, respective of their job roles in the workplaces.

Performance development is a crucial concept to improve and manage the employee performance of a company. This allows the human resources to realise their roles and responsibilities, besides becoming aware of their contribution to the company’s success. Therefore, SainCo should put necessary emphasis on performance development to achieve its business aims more effectively.

[bookmark: _Toc69772772][bookmark: _Toc70031267]Motivation, rewards and incentives
Rewards, incentives and appropriate motivation strategies can improve employee performance greatly. Also, an appropriate strategy, consisting of reward and incentive policies, can encourage the employees to put their utmost at work (Herholdt, 2018). SainCo can consider the following motivation theories and concepts to attain trust, manageability and control over its human resources effectively.

Maslow’s hierarchy of needs
Maslow’s hierarchy of needs postulates the elements that motivate the employees effectively in a professional setting (Herholdt, 2018). The theory illustrates a pyramidical hierarchy of needs, that encourage the employees to work hard to contribute from their individual position, where the categories are superimposed on one another. The theory is discussed as follows.
[image: ]
Figure 3: Maslow’s Hierarchy of Needs (Fisher, Schoenfeldt and Shaw, 2006)

· Psychological Needs: An employee basically has his psychological needs to fulfil at first, i.e., remuneration, food, water, etc. basic needs (Fisher, Schoenfeldt and Shaw, 2006). Therefore, these needs can be considered as the most basic needs an employee may have.
· Safety Needs: Once the psychological needs are fulfilled, the employees look forward to attaining the safety needs which include insurance policy and similar benefits to ensure their safety and security.
· Belongingness and love need: In the next stage, the employees have their wanton for emotional wellbeing (Hawkins, 2014). For this reason, at first, they are in need of a distinct sense of belongingness from the company.
· Esteem Needs: After that, the employees manifest esteem needs which include their pride in their position in the company, their social status, etc. (Herholdt, 2018).
· Self-actualization Needs: Finally, when an employee has achieved all of the above, an employee works to utilise his full potential and want recognition in return.

SainCo can use the theory to determine the wants of its employees and provide the right motivation, rewards and incentives to improve their performance. 

Herzberg’s two-factor theory
According to Frederic Herzberg, there are two distinct factors that have the potential to encourage the employees to improve their performance actively, which are – motivating factors and hygiene factors. The motivating factors include personal accomplishments, recognition, prestige, professional growth, etc. As Herzberg suggests, these factors can motivate the employees to put their best efforts if present (Hawkins, 2014). On the other hand, the hygiene factors include remuneration and other benefits, company policies, work atmospheres, etc. As per the theorist, the absence of these factors can demotivate the employees substantially.

SainCo can ruminate its policies about the rewards, compensation and incentives for the employees and use the concept of Herzberg to improve their overall performance.

Other than the concepts discussed above, integrating a high-performance culture into the workplace can improve employee performance significantly, by attaining their trust and commitment, and substantial manageability to control and encourage their actions and performance (Hawkins, 2014).

[bookmark: _Toc69772773][bookmark: _Toc70031268]HR and Line Managers – Business strategy, commitment, improvement, flexibility and quality
The emergence of strategic human resource management prevails the importance of business strategy in human resource management. Unlike performance management of conventional HRM, SHRM considers business strategy as the principal concern for employee management because this modern approach is completely aware of the linkage between employee performance and business strategy (Hook and Jenkins, 2019). Other than business strategy, a few more issues are important for effective performance management; commitment, performance improvement, flexibility, and quality are most mentionable among those. On top of that, these issues are directly linked with the achievement of business strategy through effective employee performance management. 

It is quite noticeable that most businesses intend to manage performance through an unintegrated appraisal-based system that is barely related to business strategy. Ignoring business strategies while managing employee performance might apparently produce a satisfactory result, but in the long run, such efforts do not create any value to the core business (Schwartz, 2015). One of the prime reasons is that improved performance rarely meets the demand originated from the business's strategic direction. In contrast, when performance is managed in light of the business's strategic direction, HR managers and line managers can evaluate, examines, and prospects employee performance. They can determine the area of improvement so that employee performance can fuel the business' strategic direction (Mitchell, 2017).  For instance, SainCo is not so competitive as it has not integrated its strategies with employee performance. If SainCo integrated its organisational goal, business strategies, and strategic direction with performance management, HR managers could have aligned a single performance management standard across all its locations. Based on that alignment and standard, they could have successfully identified the essential approach for performance management. 

However, aligning business strategy with performance management is not the only issue that should be taken into consideration. It is already mentioned that commitment is one of those. By definition, commitment or employee commitment denotes the concept of accepting organisational goals as personal goals (Mitchell, 2017). It is a quite complex concept as it is often used interchangeably with the concept of 'employee involvement.' Employee commitment obviously fosters employee improvement, but commitment is distinctively a psychological and cultural concept absent in employee involvement. More precisely, an employee might not have a psychological connection even if he is highly involved with the business (Hook and Jenkins, 2019). Still, the psychological connection is a must for being committed to the organisational goal. In the case of high commitment, an employee does not differ organisational goal from his/her personal goal. Considering the organisational goal as highly personal, an employee gets attached to an organisation that motivates him/her to improve performance even without extrinsic motivation (Hook and Jenkins, 2019). However, the question is how an organisation can ensure a 365-days commitment from every employee.

A modern approach to performance management underpins this answer. To ensure high commitment from employees, building a trustworthy relationship and effective communication system are essentials. Moreover, both extrinsic and intrinsic motivation are required to make the employees committed. Organisations should keep in mind that commitment is entirely related to employee psychology. Distrust, autocracy, and one-way command have no place there (Schwartz, 2015). Rather, if an organisation promotes flexible performance management culture, that would be more helpful for both organisation and employees. Organisations such as SainCo should also keep in mind that improvement is the key condition for obtaining the best outcome from employees. Flexibility, in that case, is undoubtedly a good catalyst. 

When flexibility is implemented within performance management, both employers and employees can make a sustainable arrangement to maintain a good work/life balance. On the other hand, maintaining an effective work-life balance supports employees to make and maintain a strong commitment to an organisation which, in turn, results in high productivity. Also, flexibility promotes self-evaluation and self-criticism, which helps employees identify scopes for improvement even when they are out of any supervision (Hook and Jenkins, 2019). That is why SainCo's HR managers must integrate business strategies with performance management goals and ensure high commitment from employees. On the other hand, line managers should practice flexibility to identify the area of improvement on their own. Otherwise, it might be very difficult for any HR department to maintain anticipated quality and extract quality results from the present workforce.

[bookmark: _Toc69772774][bookmark: _Toc70031269]International, environmental, ethical and sustainability issues
Performance management is always a hurdle task, especially when it comes to being operated globally. Human resource management and international human resource management are significantly different, so are performance management and international performance management. When an organisation becomes global, it is obvious that the organisation needs to deal with foreign expatriates or local employees (if the organisation does not employ its domestic employee solely; however, it is a rare case in the modern labour market) (Hersey, Blanchard and Johnson, 2017). Those foreign expatriates have different cultures encompassing different norms, beliefs, languages, etc. As a result, performance management, standardisation of quality, and maintaining an identical culture across the business's international presence might be difficult, but not impossible. When a business organisation goes global, the business's HR department first addresses the issue that local employees might not be habituated with the company's domestic culture, impeding them from acquiring desired quality and practising anticipated business cultures. To solve this problematic issue, businesses such as SainCo could apply two approaches. The organization can either set a singular performance management standard worldwide or apply a localisation approach. Whatever the approach is, the company must adhere to the company's prime concern, which is company goals (Hersey, Blanchard and Johnson, 2017). If SainCo applies the international approach, local employees or foreign expatriates might face language or cultural barriers. The HR department must support them so that they can overcome these barriers. Unless a foreign expatriate overcomes these barriers, he cannot show good performance even if he is appraised, punished, or properly supervised. 

Besides, the environment is another crucial factor in managing employee performance effectively. A good work environment can establish an automated regulatory system that can influence employees to show good performance. A good working environment is favourable to HR managers, HR experts, and line managers to direct employees towards organisational goals with the aid of employees' positive attitude towards continuous improvement (Schwartz, 2015). A conflicting environment (as an example of a bad work environment), in contrast, demotivates employees and discourages them from committing with the organisation. In this hostile scenario, it is, therefore, unrealistic to anticipate better performance from employees. 

For effective performance, another issue is equally important as the issues mentioned above. That is an ethical practice. Ethics, which denotes moral values and beliefs, is very important for sustainable performance management. The ethical concern might be originated from various factors which weaken the integrity of performance management. For instance, unfair judgment often leads to partiality, distrust, and reluctancy. When an HR manager does not judge all the employees equally, unequally treated employees get victimised of that unfair practice. As a result, they are very likely to be reluctant and become demotivated certainly (Bach and Edwards, 2012). To avoid such unexpected scenarios, it is essential to set a uniform judgment standard across the business. However, it might be difficult as the performance of production employees is not entirely comparable with employees of the finance department. Despite this fact, it could be possible to implement fair judgment policies from a moral and ethical perspective (Fisher, Schoenfeldt and Shaw, 2006). For example, gender or racial discrimination could be totally omitted from performance management. Also, it could be possible that the business applies a zero-discrimination policy regarding extrinsic rewards (Hersey, Blanchard and Johnson, 2017). The most notable benefit that comes from such ethical practice is equality establishment. When SainCo becomes succeeded in establishing equality within the workplace, managing performance would be less challenging. It omits the larger portion of distrust, conflicts, and other problematic issues that hinder performance improvement. Also, ethical practice along with a better work environment is vital to ensure sustainability in performance management. 

[bookmark: _Toc69772775][bookmark: _Toc70031270]Sustainability, on the other hand, is crucial to achieving long-term business objectives. For instance, if SainCo sets a 10-yearlong plan, it must set a performance standard that remains effective for at least these ten years; otherwise, deviation from achieving that long-term goal is quite obvious (Schwartz, 2015). Also, sustainability in performance is very supportive of applying continuous improvement and taking employee performance at peak. On the other hand, unsustainable performance is naturally unstable and does not support the organisation to achieve long-term goals. Even achieving short-term goals becomes difficult if the HR department does not ensure sustainable performance (Bach and Edwards, 2012). But suppose the HR department can ensure sustainable performance through inclusiveness, practising ethical issues and proper employees. In that case, that does not only assist the department to get assurance of high performance, but also it grows responsibility and commitment among employees. For this particular reason, SainCo has no option without implementing a flexible and ethical working environment as a part of the integrated performance management system.

Recommendations for short-term and long-term goals
Managing the employees effectively concerning their performance can accelerate the business growth of a company greatly. In that regard, the HR professionals need to set short-term and long-term goals so that they can substantially and continually improve the performance of the human resources. The recommendations for SainCo’s HR professionals to develop employee performance is set out below.

· Short-term goals: To improve the employee performance of SainCo, the following short-term goals are recommended for the company’s HR professionals.
· Setting SMART objectives for the employees: Setting short-term SMART objectives (an acronym for specific, measurable, attainable, relevant and time-based) for the employees and encourage them to attain those can significantly improve their performance at this point (Ashdown, 2017).
· Strengthening the feedback structure: Since the business operations of the company most likely to change every once in a while, finding the gaps in the feedback structure and improving it can be a key contributing factor for the company’s success.
· Weekly appraisal of the team and individual performances: With the appropriate appraisal approach, the result-based approach, in this case, the HR professional needs to assess the employee performance and provide constructive feedback on weekly basis (Ashdown, 2017). 

· Long-term goals: The following long-term goals are recommended for the HR professionals of Sainco for developing the employee performance of the company.
· Arranging relevant training programmes: To acclimatise the knowledge and skillsets of the employees with the changing business setting, the HR professionals should arrange pertinent training programmes. This can improve employee performance considerably, besides attaining employee engagement as the company will be supporting their professional growth.
· Reviewing and counselling: With the short-term appraisals on go, the HR professionals need to review the performance of the employees and counsel them about how they can improve their performance further.
· Succession Planning: The HR professionals need to set specific regulations and policies for the succession of the employees. That means, based on their performance, the HR professionals should have a distinct guideline concerning promoting them or taking necessary measures for their growth.
· Implementing appropriate concepts to increase manageability: The HR professionals of the company should apply appropriate theories and concepts of performance management to improve employee performance significantly.

[bookmark: _Toc69772776][bookmark: _Toc70031271]By attaining the short-term and long-term goals recommended for the company, the employee performance has better chances to improve its overall business performance.

Conclusion
Managing the performance of human resources effectively is a key concern for every company today, as human resources have been proven to be the brunt of effective business operations. In this regard, there are many theories and concepts available at present to improve employee performance and develop their professional career effectively for a company’s growth. The relevant theories and concepts, which may benefit for an overall change in performance of SainCo’s human resources, have been discussed in this report. Those will most likely help the company to achieve further growth by changing its performance management from the traditional one to more contemporary approaches. 
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