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2026 Performance Management Playbook for APAC HR Leaders

As organizations across the Asia-Pacific prepare for 2026, 

performance management is undergoing a fundamental shift. 

Traditional annual reviews are giving way to continuous, AI-

powered systems that emphasize real-time feedback and 

employee development. This guide provides HR managers with 

actionable strategies to build performance systems that drive 

results.

Why Performance Management 
Matters in 2026

Employee engagement in the Asia Pacific currently stands at 

just 72%, placing the region in the bottom 46% globally. With 

only 20% of employees saying their performance is managed 

in a way that truly motivates them to excel, the message is 

clear: outdated performance systems aren't working.

Modern performance management addresses three critical 

needs:

Skills over tenure: Companies need agile talent who can 

adapt quickly—performance systems must support 

continuous learning

Employee expectations: 67% of employees want 

feedback conversations with their managers, but 36% 

rarely have them

How Performance Reviews Drive 
Employee Engagement

Read More 12 min read

84%
of APAC organizations now 

operate hybrid models, 

requiring systems that support 

visibility and autonomy 

without micromanagement
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The Shift From Performance Management to 
Performance Enablement

Traditional performance management focuses on backward-
looking annual reviews that judge past performance. It's rigid, 
infrequent, and often breeds disengagement.

Performance enablement is forward-looking. It creates 
conditions for growth by connecting individual development to 
company goals through:

Regular check-ins (weekly, biweekly, or monthly).

Agile goal-setting aligned with business priorities.

Continuous coaching and feedback loops.

Real-time progress tracking.

Why it matters: Companies with highly engaged employees 
show 21% greater profitability compared to those with low 
engagement. Performance enablement makes this possible.

How a Performance Enablement 
Platform Helps You Build a High-
Performing Culture

Read More 12 min read

7 Essential Performance Review Tips for 2026

S eparate performance reviews from 
compensation discussions

The problem: When employees view reviews as salary 
negotiations, it overshadows growth conversations.

Action step:

S chedule compensation discussions separately from 
performance reviews.

Make it clear: reviews assess growth, skills, and 
contributions—not salary.

Base raises on inflation and exceptional performance, 
addressed at different times.

Performance reviews need a rebranding. Increments and bonuses 
are different from helping someone assess where they are [in their 
performance] and how they can reach their full potential.

Sara Fisher
Group Head of People & Culture at MoneySmart

R ebrand the experience

The problem: Performance reviews create anxiety instead 
of motivation.

Action step:

Reposition reviews as growth tools, not worth 
measurements.

Use language like "development conversations" or "growth 
check-ins".

Emphasize continuous improvement and potential.

Promote cont inuous feedback year-round

The problem: Surprises in annual reviews damage trust 
and miss opportunities for real-time course correction.
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Action step:

Implement regular 1-on-1 check-ins between managers 

and employees.


Provide feedback immediately when issues or 

achievements occur.


Create feedback channels that make it easy to have 

ongoing conversations.

Train your managers

The problem: Managers aren't naturally skilled at 

conducting effective reviews—they need training.

Action step:

Implement training programs on how to conduct 

performance reviews.


Teach managers to identify improvement areas and 

acknowledge achievements.


Focus on delivering constructive feedback that fosters 

growth.

Diversify your feedback sources

The problem: Manager-only feedback creates blind spots 

and potential biases.

Action step:

Peer feedback:  Request input from colleagues who've 

worked closely with the employee for a 360-degree view.


Behavior-based feedback: Focus on observable actions 

vs. opinions. Instead of "you're not a team player," say 

"During the last project, you worked independently without 

collaborating, leading to delays."

Project-level feedback: Gather input from cross-

functional teams to understand the full impact.

6 Types of Rating Biases That Affect 
Performance Reviews

Read More 12 min read

S et clear expectations

The problem: Ambiguous goals lead to misaligned efforts 

and frustration.

Action step:

Communicate evaluation criteria clearly before review 

cycles.


Connect individual goals to organizational objectives.


Clarify desired outcomes, deadlines, and success metrics.

Document routine ly

The problem: Recency bias skews evaluations when 

relying on memory alone.

Action step:

Reposition reviews as growth tools , not worth 

measurements.


Use language like "development conversations" or "growth 

check-ins".

Emphasize continuous improvement and potential.
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Performance Review Calibration: Ensuring 
Fairness at Scale

Performance review calibration ensures consistent evaluation 
standards across your organization, eliminating bias and 
promoting fairness.

What is Performance Review 
Calibration?

The process where managers gather to compare 
assessments, exchange viewpoints, and align ratings using 
uniform standards. It addresses the reality that managers can 
be subject to unconscious bias, even with data-driven 
processes.

Three Calibration Methods

Anchoring

Establish a benchmark (top-performing employee, specific 
project, or metric).

Adopt rating systems like BARS (Behaviorally Anchored 
Rating Scales) or numerical scales.

Evaluate all employees against this consistent standard.

Forced distribution

Place employees into performance brackets (poor to 
excellent).

Typically follows a bell-curve distribution.

Best for identifying high-potential employees and 
addressing low performers.

Caution!
Can create unhealthy competition if not managed 
carefully.

Ran k order calibration

Managers rank employees from highest to lowest 
performance.

Compare rankings across managers to create a master list.

Identify relative performance without specific scores.

Adjust based on collaborative discussions.

How to Implement Effective 
Calibration

P H A S E  1

Preparation

P H A S E  3

Post-calibration

P H A S E  2

Calibration Meeting

D efine calibration objectives (increase 
accuracy, reduce bias, improve consistency)

Review performance criteria with all 
managers

Collect relevant performance data

Complete initial evaluations before the 
meeting

F inalize and confirm ratings

Document the entire process for tracking 
and improvement

Communicate outcomes clearly to 
employees

Schedule regular reviews of the 
calibration process

Present initial ratings to the grou p

Facilitate discussion on 
discrepancies, biases, and concerns

Perform rating adjustments based 
on consensus

Best Practices

Neutral environment: Choose locations where all participants 
feel comfortable and unbiased.

Trained facilitator: Consider hiring someone who understands 
calibration to manage discussions effectively.

Objective data: Base all discussions on metrics, goals, and 
concrete feedback—not subjective opinions.

Clear communication: Ensure all participants can share 
perspectives openly.
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Choosing the Right Performance Rating Scale

Most employee performance reviews require performance 
rating scales for proper evaluation. The right scale provides 
clarity, reduces ambiguity, and ensures fairness.

Why Performance Ratings Matter

Objective assessment: Standardized evaluation reduces 
bias and increases transparency.



Informed decisions: Provides data for promotions, merit 
increases, and development planning.



Goal alignment: Ensures employee objectives connect to 
organizational priorities.



Motivation: Clear expectations drive employee 
engagement and performance.

4 Key Considerations When Choosing 
a Rating Scale

Align with company culture

Match your scale to your values (e.g., innovation-focused 
companies should assess creative problem-solving)

Involve employees in developing the scale for buy-in and 
fairness

S et clear, consistent criteria

Make ratings objective and fai r

Avoid ambiguity in definitions

Communicate how the scale works before reviews

T est and assess different scale types

Pilot test before full rollou t

Gather employee feedback and iterate

Train managers on proper application

C onduct regular calibration

Ensure consistent interpretation across manager s

Perform performance review calibration organization-wide

Adjust scales based on feedback and relevance

Types of Performance Rating Scales

P oint Performance Rating Scale

Format: 
3 to 5 numerical points (e.g., 
"Needs Improvement" to "Exceeds 
Expectations")

Best for

Organizations wanting a 
balance between simplicity and 
detail

Pros: 

Simple, easily quantified, 
straightforward comparisons

Cons

Can oversimplify complex 
performance

Omni tip: 3- or 4-point scales are preferred—anything above 4 
becomes difficult to interpret.

B ehaviorally Anchored Rating Scale (BARS)

Format: 
Specific behavioral examples 
anchor different performance 
levels

Pros: 

Clear standards, detailed 
behavioral examples, and 
reduces subjectivity

Cons

Time-consuming to develop, 
requires accurate behavioral 
examples

Industries requiring specific 
behaviors (healthcare, 
customer service)

Example: "Handles customer complaints efficiently and 
resolves on first contact" = Rating 3
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Likert Scale

Format: 
Measures agreement with 
statements (Strongly Disagree to 
Strongly Agree)

Best for

Employee surveys and sentiment 
analysis

Pros: 

Flexible, good for assessing 
attitudes and feelings

Cons

Subjective interpretation, doesn't 
provide definite performance levels

Graphic Rating Scale

Format: 
Visual line or bar chart with 
benchmarks (Unsatisfactory to 
Outstanding)

Cons

May be too basic, provides 
limited detailed feedback

Pros: 

Simple, visual, easy to understand

Best for

Organizations needing quick, 
simple evaluations

Quantitative vs. Qualitative: Finding 
the Right Mix

Quantitative scales

Use numbers for objective, comparable data .


Easy to track trends and make data-driven decisions.


Risk: Can oversimplify nuanced performance.

Qualitative scales

Use descriptive ratings and narrative feedback .


Capture the richness and complexity of performance.


Risk: More subjective, time-consuming.

Recommendation
Use both. Combine quantitative metrics with qualitative 
descriptions for comprehensive evaluations that are both 
objective and contextual.

Conducting Effective Performance Reviews for 
Different Teams

For Global and Remote Teams

Managing global team performance reviews presents unique 
challenges: time zones, cultural nuances, language barriers, 
and building trust remotely.

Off er flexible scheduling

Allow employees to select review times that fit their 
schedules.


Use scheduling software to identify overlapping hours.


Reduce conflicts and encourage focused discussions.

C ustomize performance measures

T ailor metrics to each employee's role and responsibilities.


Ensure reviews are relevant and fair.


Highlight individual contributions aligned with team goals.

P rovide clear performance expectations

Supply detailed job scopes outlining responsibilities and 
tasks.


Use SMART goals to track progress.


Regularly update and communicate any changes.

Focus on results , not processes

Prioritize achievement of goals over how they're 
accomplished.


Empower team members to work in ways that suit their 
strengths.


Ensure organizational objectives are met.
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Part 1: Employment Law and Regulations in Malaysia

Encourage regular feedback

Establish mechanisms like quarterly reviews and pulse 

surveys.


Provide actionable, timely feedback with clear improvement 

guidance.


Hold frequent meetings to discuss progress and 

expectations.

Recognize accomplishments regularly

Acknowledge both big and small achievements.


Use team shout-outs, rewards, or informal recognition.


Boost team morale and motivation.

Collaborate on development plans

Work with employees to create personal growth roadmaps.


Outline career goals, skills to develop, and action steps.


Provide ongoing support for advancement.

Calibrate across departments

Compare performance reviews within and across teams.


Ensure fairness and consistency in evaluations.


Eliminate biases through standardized assessments.

Global Team Best Practices:

Understand cultural makeup: 

Provide cultural sensitivity training for managers.

Use clear, direct communication: 

Avoid jargon and idioms; provide written summaries.

Encourage employee feedback: 

Use anonymous surveys or structured sessions.

Set and measure OKRs: Use the Objectives and Key Results 

framework for measurable, transparent goals.

Objectives and Key Results 
Framework

Read it here
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Leveraging AI and Automation in 
Performance Management

AI-powered performance management is transforming how 

organizations evaluate and develop talent. Traditional systems 

relied on subjective opinions and infrequent feedback—AI 

introduces continuous development and objective insights.

6 Ways AI Transforms Performance 
Management

Data-driven decision making

AI analyzes historical performance data, peer feedback, 

self-evaluations, and learning outcomes.


Creates comprehensive 360-degree performance profiles.


Identifies individual strengths, weaknesses, and growth 

potential.


Enables evidence-based decision-making rather than 

subjective judgments.

Personalized feedback and development

Analyzes employee strengths, weaknesses, and career 

aspirations.


Provides targeted recommendations for skill development.


Creates customized training programs and mentorship 

opportunities.

Example: 
An employee aspiring to a 

leadership role receives specific 

skill development 

recommendations.

C ontinuous real-time feedback

Replaces annual reviews with ongoing coaching.


AI-powered chatbots enable employees to request 

feedback anytime.


Managers provide timely guidance to accelerate skill 

development.


Fosters a culture of continuous learning and growth.

B ias mitigation

Minimizes performance appraisal biases (halo effect, 

leniency bias, similarity bias).


Relies on objective data and predefined criteria.


Ensures merit-based evaluations.


Promotes fair and inclusive assessments.

I dentifying high-potential talent

Analyzes career progression, engagement levels, and 

performance metrics.


Identifies employees with exceptional leadership potential.


Enables targeted leadership development and succession 

planning.


Helps retain top talent.

Predictive Insights for Retention

Analyzes historical data, engagement levels, and 

satisfaction surveys.


Identifies patterns of employees at risk of leaving.


Enables proactive retention strategies.


Reduces costly turnover.
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How to Leverage AI for Performance 
Management

Define clear objectives

Set SMART performance management goals.

Align with organizational strategic objectives.

Understand desired outcomes before implementation.

S M A R T
SPECIFIC MEASUREABLE ACHIEVABLE RELEVANT TIMEBOUND

Invest in AI technology

Partner with reputable HR automation providers.

Look for robust data analytics and personalized feedback 
capabilities.

Ensure easy integration with existing HR systems.

Ensure employee training and adoption

Provide training on A I-driven tools.

Explain the benefits of continuous feedback and 
development.

Foster comfort with new technology for successful 
implementation.

Monitor and evaluate

Regularly assess A I's impact on engagement, productivity, 
and development.

Collect feedback from employees and managers.

Make necessary adjustments and improvements.

Pursue continuous improvement

Stay current with A I advancements.

Continuously explore new optimization opportunities.

Evolve performance management strategy with 
technology.
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Connecting Performance to Employee 
Development

Performance management and employee development 
programs must work together. When employees see clear 
paths for growth, retention rates improve by 34%.

34%
Improvement in 

Retention Rates

Employee Development Programs 

vs. Plans

Employee development

program

Company-wide initiative 
improving skills for organizational 

goals (e.g., diversity training series 
for all employees)

Employee

development plan
Personalized strategy for individual 
career goals and skill needs (e.g., 
detailed promotion readiness roadmap 
with measurable goals)

Both are essential programs that provide broad opportunities; 
plans focus on specific individual growth.

Key Components of Effective 
Development Programs

Accessible training for varied skills

O ffer diverse formats: eLearning, workshops, on-the-job 
training


Provide flexible delivery: online, self-paced, hybrid learning


Accommodate different learning styles and schedules

Coaching and mentoring

Implement mentoring programs with personalized 
guidance


Provide regular feedback and support

Enable close-up guidance for success

Address performance gaps

U se performance evaluations to identify skill gaps


Develop targeted training addressing these gaps


Ensure employees can perform roles effectively

Measure outcomes

O utline clear goals and metrics


Use surveys, assessments, and performance data

Regularly review and update based on feedback
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7 Steps to Build Your Development 
Program

Analyze employee skills and performance for gaps

Talk to employees and managers about challenges

Use surveys, assessments, and observations

Identify training needs

Offer variety for different learning styles

Consider visual (videos, infographics), auditory 
(podcasts, discussions), and kinesthetic (hands-on 
activities)

Mix methods for comprehensive coverage

Choose the right training methods

Allocate resources to priority training areas

Set reasonable implementation timeframes

Track progress against goals

Create a budget and timeline

Set clear, measurable success metrics

Align with organizational objectives

Ensure measurable outcomes

Define objectives and goals

Provide ongoing access to training resources

Celebrate learning achievements


Make learning part of everyday work

F oster a continuous learning culture

Collect input from employees and managers

Refine content, methods, and delivery


Ensure the program evolves with changing needs

S eek regular feedback

Set clear, measurable success metrics

Align with organizational objectives

Ensure measurable outcomes

Im plement and track progress
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Using HR Analytics to Drive 
Performance Decisions

HR analytics transforms performance management from gut-

feel decisions to data-driven strategies. When data is readily 

available, HR teams can forecast turnover, answer questions, 

and offer solutions with concrete evidence.

Why HR Analytics Matters

Drive better decisions

Analyze recruitment and performance data to identify 

successful hiring practices


Recognize high-performing employees objectively


Reduce reliance on unconscious bias

Improve ROI

Identify effective recruitment channels


Anticipate and prevent employee burnout


Reduce turnover through predictive insights

Provide predictive insights

F orecast employee performance using past data


Identify why morale may be low


Recognize top performers with leadership potential

Spot inefficiencies

Analyze historical data to understand  performance gaps


Identify process slowdowns


Automate routine tasks to improve efficiency

Benefits of 

HR Analytics

Key Performance Metrics 

to Track

Recruitment

Cost per hire

Average cost to hire new 
employees

Time to hire

Days from application to offer 
acceptance

Performance management

Skills gap 

analysis

Current skills vs. 

needed skills for 
business goals

Training 

effectiveness

Impact of training 

on employee 
performance

Performance 

ratings

Distribution of high, 
average, and low 

performers

Employee engagement

Turnover 


rates

Percentage of 
employees leaving 

during the time period

Absenteeism 

rates

 Frequency and 

reasons for absence


Satisfaction 

surveys

Level of 

commitment and 

productivity

Compensation

Pay equity 

analysis

Identify and 

address unfair 


pay gaps

Cost of 


benefits 

Calculate and manage 
benefit program 

expenses

Benefit 


utilization

Track active 

usage of benefit 

programs
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4 Steps to Implement HR Analytics

Determine what you want 
to achieve (better hiring, 
engagement, retention)

Align with company HR 
objectives

Direct efforts accordingly

Share results with your team

Interpret for valuable insights and 
practical suggestions

Implement changes considering 
business goals

Gather from HR software, surveys, payroll systems, 
and recruitment platforms

Include qualitative and quantitative data

Capture diverse employee information

Identify missing values and remove errors

Organize into categories

Prepare for accurate analysis

01. 04.
02.

03.

Identify goals and 

objectives

Communicate 

findings and act

Collect relevant data

Clean and organize data

What to Look for in a Performance 
Management System

Modern performance management platforms have evolved 
beyond basic review tracking. As you evaluate solutions for 
2026, prioritize these essential capabilities:

6 Must-Have Features

Both are essential programs that provide broad opportunities; 
plans focus on specific individual growth.

G oal-setting and alignment capabilities

Cascading goals : Link individual and team goals to 
company-wide initiatives.

SMART goal tracking: Tools for Specific, Measurable, 
Achievable, Relevant, Time-bound goals.

Progress visualization: Dashboards showing goal progress 
for employees and managers.

Continuous feedbac k and check-ins

E mployee feedback platform: Tools for requesting and 
providing peer/manager feedback.

Check-in templates: Structured frameworks for productive 
one-on-ones.

360-degree feedback : Comprehensive input from multiple 
sources.

Communication integration: Seamless connection with 
Slack, Microsoft Teams for easy feedback.

A utomation and workflow management

Automated reminders : Notifications for reviews, feedback 
requests, and goal deadlines.

Configurable workflows: Customizable processes for review 
cycles and approvals.

Review cycle management: Support for annual, project-
based, and continuous reviews.

A nalytics and insights

HR analytics dashboards : Centralized key performance 
metrics for leaders.

Sentiment tracking: Tools to gauge employee morale and 
engagement.

Bias reduction: Features to identify and mitigate 

unconscious bias.

Performance trends: Track performance over time and 
identify improvement areas.
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Integration with HR systems

HRIS integration: Compatibility with HR Information Systems 
for unified data.

Payroll integration: Connect with payroll systems for 
compensation adjustments.

Onboarding integration: Link performance with onboarding 
processes.

Questions to Ask Vendors

Mobile accessibility and user experience

Intuitive interface for widespread adoption

Mobile access for hybrid and remote teams

Award-winning usability from day one

Support and setup

What support is offered? (24/7, business hours, 
dedicated account managers)

What's the typical implementation timeline?

What security measures protect employee data? 
(encryption, compliance, backups)

What training resources are available?

How are updates and new features handled?

Are there user communities for best practices?

Scalability and customization

Can the platform grow with your organi zation?

Does it offer flexibility for changing strategies?

Can you customize for different roles and 
departments?

Does it support multi-country operations and 
compliance?
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Choosing the Right Performance 
Management System: Omni HR

When evaluating performance management systems for 2026, 

Omni HR stands out as the most comprehensive solution built 

specifically for modern, growing companies across Asia-

Pacific.

Why Omni HR for Performance 
Management

Designed for APAC

Local compliance

Built-in support for Singapore, 

Malaysia, Hong Kong, 


and 190+ countries.

Multi-language platform

Full functionality in your team's 

preferred languages—not 


just translated menus.

Local support

Same-day assistance from 

HR experts who understand 

APAC business culture and 

work in your timezone.

Multi Country Payroll

Seamlessly manage 

performance and 

compensation across borders.

Customi zable review cycles

Unlike rigid legacy systems, Omni supports both annual and 

continuous review cycles using customizable templates. You 

can:

Design review frameworks for 

quarterly teams, independent 

contractors, or company-wide 

performance.

Implement built-in 360-degree 

feedback and calibration tools 

for balanced, unbiased cycles.


Track goals and performance 

scoring aligned with company 

objectives.

Use automated reminders and 

real-time completion tracking to 

stay on schedule.

Try Omni's interactive performance demo

Take a free tour

S eamless, integrated feedback

Omni integrates with your existing communication platforms:

Send automated reminders via Slack and Microsoft Teams.


Track progress without manual follow-ups.


Keep the entire review process within the tools your teams 

already use daily.

“What's great about Omni is that  


I can easily see from my end   those 

who have not completed their 

reviews. With this information, I can 

either reach out to the employee or 

their managers to get them to 

complete it within the approved 

timeframe.”

Rhoanne Therese Jamelo
HR Generalist at ScaleForge
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Real Result:

ScaleForge Cut Performance Review 
Completion Time by 75% with Omni

Read More 12 min read

Actionable analytics

Turn performance data into strategic workforce insights:

Analyze review completion rates.


Track engagement scores.


Correlate performance trends with retention, training, and 

compensation data.


Export-ready reports for compliance and audit 

requirements.


Make data-driven workforce planning effortless.
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Getting Started: Your 2026 Performance 
Management Action Plan

Immediate Actions (Next 30 Days)

W e e k  1 - 2

Assess current 

state

W e e k  3 - 4

Define your strategy

Audit your existing performance 
management process.

Survey managers and employees on pain 
points.

Identify gaps in feedback frequency, bias, 
and engagement.

Review completion rates and time invested.

Set clear objectives for your 
performance system.

Decide on review frequency (quarterly, 
continuous, hybrid).

Choose rating scales and calibration 
methods.

Outline integration with compensation 
and development.

Short-Term Implementation (Next 90 
Days)

M o n t h  2

Prepare your 

organization

M o n t h  3

Launch and monitor

Communicate upcoming changes and 
benefits.

Train managers on new processes and tools.

Develop or customize performance 
templates.

Pilot test with a small, diverse group.

Roll out to the full organi zation.

Provide ongoing support and training.

Track adoption rates and gather 
feedback.

Make refinements based on early 
insights.

Long-Term Success (6-12 Months)

Q u a r t e r  2 - 3

Optimize and 

scale

Q u a r t e r  4

Review and 

plan

Conduct regular calibration sessions.

Analyze performance data for trends.

Connect performance insights to 
retention and development.

Integrate AI tools for enhanced 
capabilities.

E valuate system effectiveness against 
initial objectives.

Gather comprehensive feedback from 
all stakeholders.

Plan enhancements for the following 
year.

Celebrate successes and recognize 
high performers.
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Key Takeaways

Move from annual to continuous

Replace outdated annual reviews with ongoing feedback systems that 
enable real-time course correction.

Leverage technology

AI-powered platforms reduce bias, provide predictive insights, and 
personalize development at scale.

Prioritize fairness

Implement calibration processes to ensure consistent, equitable 
evaluations across your organization.

Connect to development:

Link performance management to employee growth programs—retention 
improves 34% when companies invest in development.

Use data strategically:

HR analytics transforms performance decisions from subjective to 
evidence-based.

Choose the right platform:

Select systems with goal tracking, continuous feedback, automation, 
analytics, and seamless HRIS integration—built for your region.

Support your managers:

Equip leaders with training, tools, and frameworks to conduct effective, 
meaningful performance conversations.

Make it accessible:

Ensure your system works for global, hybrid, and remote teams with 
flexible scheduling and mobile access.

Ready to Transform Your Performance 
Management?
Modern performance management isn't about judgment

—it's about enablement. By shifting from backward-

looking evaluations to forward-focused development, you 

create an environment where employees thrive and 

businesses grow.

Start Your Journey 

with Omni HR

Join the  of Omni customers who've unlocked 

actionable insights and transformed their 

performance management.

83%

Book a personalized demo

Not ready for automation? Download our 
 complete with templates, 

guides, and best practices to improve your next 
review cycle.

free Total 
Performance Review Kit,

Download here

Additional Resources

Ultimate Performance Review Template


Performance Review Email Templates


The Definitive Guide to Company Culture
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