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Abstract: Managing performance Employee involvement Managing talent Staff work conditions Modern 

companies are relying more on performance management tools to improve work performance. 

Implementing a performance management system that encourages employee participation may be the best 

way to increase performance. To do this, we use a novel performance management strategy that analyzes 

employee engagement and its major factors at every level. Our engagement management methodology 

combines the article's core themes with an alternate viewpoint on employee engagement creation and 

administration to improve job performance. 
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