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1. Introduction
Walmart is a large, long-established American multinational retail business that conducts operations using a huge chain of hypermarkets, departmental stores offering discounts and even grocery stores. Walmart has around 12000 stores and clubs in 30 countries where they operate with 56 varied names. It has been listed as the largest company in the world earning the highest revenue in the year 2019 and has employed around 2.2 million employees worldwide. The first store for the company was opened in the year 1962 in Arkansas and later on, they expanded their branches elsewhere. The main headquarter of the company is located in Arkansas, Bentonville, US and is a family-owned business incorporated in the year 1969 (Smith and Crawford, 2019). The company was established by Sam Walton and it is a publicly traded family owned business because the organisation is being controlled by the Walton family. The heirs of Sam Walton hold around 50% of Walmart by means of their holding organisation Walton enterprises and by means of their individual holdings. The company is run in a traditional manner by the family and they follow autocratic style of management. The organisation has more than 1500 employees in a single location, where more than 500 employees work in three shifts every day. The company is at present keen to adopt modern Performance Management practices and concepts and therefore desiring to incorporate various changes within employee management and deciding the roles to be played by HR, which will be discussed by means of this report.
2. Performance Management 
Performance development planning
Walmart is inclined to adopt the style of performance management, as it is a strategic and integrated process, which aims to deliver sustainable success in organisations and aids the companies to develop their performances by developing capabilities of individuals and teams. Walmart has observed that following the autocratic leadership style need to be replaced by modern Performance Management, as the employee expectations are changing over time. The prevalence of such culture will aid in creating an environment of learning where the employees can constantly grow and develop over time. The chief purpose of setting up such management is to design strategic visions and organisational orientation so that planning and integration of all operations and functions can be done in a better way. The targets and measurements of performances of every employee can be done easily and continuous learning and employee development can easily take place. As opined by Xin et al. (2017), performance management is aimed to manage the operational functions and in case of Walmart, it will aid in leading, management and control the various operations that are taking place in the organisation. On the other hand, it will aid in measuring effectiveness and efficiency of the employee workforce by managing poor employee performance and work towards improving performance.
Process
According to DeNisi and Murphy (2017), the HR managers of Walmart will design the planning processes and frame long and short terms goals and objectives and will present them in a SMART format. After they have designed the stages, they will offer opportunities to employees and urge them to give various inputs as per the made plan. This will help the employees to easily understand and have a better knowledge about the key insights and competencies that are needed by organisations to meet their goals. They will offer employees to give approval to designed set of roles by making them collaborative and this will ensure that each employee is able to express their views and will offer them freedom of speech. 

Figure 1: Performance Management Process
(Source: DeNisi and Murphy, 2017)
The HR managers will organise meetings regularly and timely by following a monthly or quarterly pattern, where coaching will be offered to the employees of Walmart on a regular basis. They will offer solutions where employees can be managed easily using group discussion, mock training, and team building skills, communication and inter-personal skills. Feedbacks will be given by both management and employees of Walmart to ensure the objectives are adjusted as per demand. The HR managers will conduct performance review every week and tally with the previous record with the present one (Tomaževič et al. 2017). Feedbacks will be given at each step by the senior managers to the employees so that the best can be obtained from the employees. Actions will be taken by the senior managers and HR by recognition of employee performance, where each employee of Walmart will be rewarded only as per performance. However, such compensation may not always be monetary but it can be non-monetary as well. 
Factors affecting performance in terms of Culture, Job Design, and Team working
The incorporation of performance management style will aid in offering equal opportunities for employees and help them to contribute ideas and views for the betterment of Walmart. According to Bititci et al. (2016), various factors are affecting performances in Walmart, such as the organisational culture, as the culture was entirely different during autocratic management style and the incorporation of performance management style will make it entirely different. Previously the employees did not contribute much in expressing their views in any task but the HR managers are now keen to take suggestions from each employee regarding their tasks execution. The previous management style has failed to address many concerns of the organisation. In bringing about change in organisational management style, Walmart stores will ensure that they work upon standardizing the systems and procedures and analyse results by taking feedbacks from the employees, which will help them to make the system easier.
Walmart had issues of assigning wrong jobs to the employees in their New York store, as following of autocratic leadership style did not let them to know about the employee likes and dislikes. This has led to wrong job allocation to employees thereby causing employee dissatisfaction. The following of new performance management process will aid them in designing job roles and job descriptions as per employee capability, as conducting performance management will help the organisation to know about the skills of every employee before. The organisational task procedure will change from traditional to modern one by means of removing the concept of superiors to manage employees. In the store of Walmart in New York, as there are as many as 1500 employees, it was difficult for a single supervisor to manage such a huge number of employees. The performance management approach will help to change the process of management by removing a single supervisor concept. As mentioned by Prajogo et al. (2018), such approach will aid in appointing a team leader and create teams of small number of individuals led by a team leader. Such team leader will consider all the concerns and feedbacks from the employees regarding work and this will help every team leader to keep a track of their team member’s performance and tally them with the other teams. This will create a sense of competition and remove issues of managing and supervising of tasks and activities within the organisation.
It has been observed in the store that certain employees in the organisation do not perform up to standard that has caused the work performance of other team members to hamper and deter the organisational productivity. As mentioned by Cappelli and Tavis (2016), the team leaders of Walmart will conduct personal communication with each employee and discuss issues with them in an informal manner. The team leader will use performance measurement to measure their performances on a daily basis, which will help them to improve and take suggestions from their teammates to improve total performance. This will ensure that if every employee performance is developed, the total performance of the team will develop. Such process will help employees to ensure that they maintain a culture of teamwork and promote a sense of learning culture within the organisational premises of Walmart. 
Role of HRM towards performance management 	
a. Role of senior managers
The employees faced issues, as they complained that their voices were not being heard of, while the managers followed autocratic style of management in the store of Walmart in New York. The new performance management system will help to ensure that the senior managers are easily aware of the performance of the subordinates and the issues of the employees are always heard (Ellis et al. 2017). The senior managers will take regular updates from their subordinates regarding employee performance. This will make them to be aware of the performance of their different departments and their employees and they can easily comprehend the productivity and the efficiency level of the organisation. 
b. Role of line managers
In Walmart, line managers previously considered autocratic management style, as the retail organisation is a family run business and follows traditional processes for running their businesses. In many cases, they ignored the suggestions given by the employees and made judgments as per their sole opinion. Such judgments were many times not in favour of the employees that therefore caused employee dissatisfaction and distress, which hampered employee performance in the organisation (Steelman and Wolfeld, 2018). Following new management style, they will supervise and work on a daily basis and will act as a strong intermediary between the upper management and the employees. They will be highly aware of performance of every employee, which will help them to allocate right employee with the right task, which will ensure that performance standard is developed.
c. Role of HRM
The store of Walmart located in Albany, New York, has around 1500 employees and it is one of the biggest stores of Walmart. The previously followed management style failed to establish communication among the employees and there was lack of awareness regarding the employee roles and tasks to be conducted by them that created turmoil among the employees. The following of modern performance management in such store will aid in ensuring that the level of productivity is maximised and ROI is the highest. The HR managers will apply the concept of change management to employ this modern performance development approach in Walmart. They will ensure that a formal structure is maintained within the organisation and such must be followed on a regional basis (Nikookar et al. 2019). The use of performance management will help HR managers and top-level executives to follow a decentralized approach where daily decisions can be easily taken, as the top level management delegates responsibilities to the middle and lower level line managers and such managers ensure that each employee participate in such process. This will help in developing and making the operations and activities of Walmart to be more efficient. The freedom given to the employees by following this approach will ensure that the skill level of each employee is developed. The motivational aspect plays a crucial role in this respect, as following modern performance management concept; the HR managers of Walmart will focus on engagement strategies where they will concentrate on keeping employees connected on a single platform. 
Role of line managers towards Performance appraisal 
The line managers of Walmart will ensure that they offer supportive assistance to their supervisors and appreciate them for their good work. The line managers will measure performance of each employee on a daily basis and at the end of each week; the performance of every employee will be tallied with the targeted task. As opined by Uvhagen et al. (2018), the employees will be rewarded based on their performances, they conduct each week and the line manager will closely monitor performances of employees and communicate with the senior managers to apprise the employees who have performed well. They will make sure no partiality exists in this process and the employees who are constantly poor in their performance will be mentored and coached by the line managers to ensure that they work productively and get appraisal as per their performance.
Development of 360-degree feedback on Performance Management
The use of performance management will help in implementing the 360-degree feedback process by Walmart, using which each employee will be given opportunity to receive feedbacks from anonymous people based on their performances conducted. The people offering feedbacks can be managers or their teammates who will answer questions that will be measured on a rating scale. It will help each employee to comprehend their effectiveness and understand the way they are viewed by other employees. As opined by Gorman et al. (2017), this will help employees to comprehend their strengths and weakness and point out areas of development. The measurement of behaviour and competencies of employees will aid in focussing on subjective aspects such as developing team building skills and characters. The listening, planning, and goal-setting skills of every employee will improve and they will constantly develop themselves as per the feedbacks provided by other employees. 

Figure 2: 360 degree feedback performance management
(Source: Rajarajeshwari and Cynthia, 2020)
Behaviourally Anchored Rating Scales to identify performance 
Walmart can implement the BARS technique to rate their employees, as per the performance and behavioural patterns. The individual performance will be compared against specific behaviour using Critical Incident Technique, where a rating of 5 to 9 can be given. Such incidents are scaled to develop the result but the performance will not be hampered even if an employee gets different rating. The rating scale with specific narrations of good, moderate and poor will aid to understand the performance level of the employees working within the organisation easily. The performance appraisal process will be fair enough and can measure performance of each level of employee (Kasemsap, 2016). Such measurement helps companies to get an added benefit, as they are easily aware of the behaviour of the employees using this process. The understanding of the behaviour of employees helps the process of performance management to be much easier and efficient than the traditional rating using graphical scales. 
3. Organisational and Employee Concerns in Regards to Organisational Change
Contracts of employees, and managing them for bringing Positive Changes to the Organisation
In order to set up proper contracts of employment, the authorities of Walmart have taken some measures. When a person will be hired by the organisation, his or her contract will have the overall description of the job and the benefits that they will be entitled to have as part of employment with Walmart. The contract should also have the mentions of the rules and regulations to be followed by all the members of the company (Stone, 2018). This should also include the details related to sick leaves and general leaves allotted to each employee. Apart from that, a contract should also provide a basic idea regrading the conditions and terms for promotion and termination.  This is a considerate change in Walmart where the previous style is followed, as no proper contracts were present, which helped the employees to know their major benefits. There were no elucidation of the rules and regulations, which were to be adhered within the company (Stone, 2018). Therefore, the process of setting up systematic contracts can prove to be of great help for organisational change in Walmart. 
The process of managing the employees, who are appointed under the contracts designed by an organisation, is a very vital factor for the success of business (Dolan, 2017). The organisational authority and the management teams manage the people under the contract of Walmart by following the steps incorporated in the section below:
Giving the employees a clear and concise description of the job can be of great help.
In order to motivate the people under contract, the authority often provide titles such as employees of the week and month based on the performances of the workers. This acts as a form of recognition and helps the employees to feel valuable.
Another way of managing contractual employees can be with the help of regular communication.
The payment system can work as the best incentive for managing the employees under contract.
With the aid of these steps to bring the employees under employment contracts and manage them, can help Walmart to create satisfaction among the employees. This in turn will improve their performances and help the organisation to change in a positive manner and prosper.
Employee Concerns regarding change management in the organisation
Employees in the store of Walmart have made complaints that their potential growth and self-development is not being looked after by the organisation, as following previous management style did not let them to share their own views freely. As stated by Guest (2017), the new performance management systems that have been planned to implement, as a part of the change, will aid them in developing their specific skills and knowledge and change their behavioural attitude as well. It will help them to remain updated as per industry standards and gain benefits more than the previous management style. The changed process of performance management process will ensure all the concerns and grievances are communicated to the managers and team leaders and a strong communication process is developed in communication process. This process will help in maintenance of discipline within the organisational structure of Walmart and such opportunity to participate in decision-making process will make sure that the employees feel homely.
The previous autocratic managerial style gave rise to partiality and favouritism thereby, causing employees to be deceived from performance appraisal. However, the modern and new performance management implemented will ensure that the employees who actually deserve appraisal will receive so, as their payment will be made based on performance. Walmart will implement the new policy of performance appraisal based on the performance measures conducted them. As opined by Rothenberg et al. (2017), this will remove the sense of partiality and at the same time help to receive feedbacks based on which one can develop their performances over time. The employee safety concern will be ensured, by this new process, as each employee will be rewarded based upon performances in the organisation. The supervisors will be giving timely feedbacks to the employees by implementing the changed process of performance appraisal and they will not ignore any issues arising within the organisation. The ample avenues of coaching and constant mentoring by the managers will help employees to be benefitted in Walmart. Alongside this, the new performance management process will help the employees to be skilled enough and quickly be adjusted with any change that takes place in Walmart.
4. Employee engagement and Employee involvement
Role of Coaching and Mentoring to engage employees 
Employee engagement is the basic key factor to ensure production quality and business profitability of any leading organisation. Engaging the employees in right track to bring out the desired outcomes from their performance could be groomed with the aid of Coaching and Mentoring. In context to this, two major factors are required to maintain the efficiency of entire work process. The first factor is Discipline procedures and the second one is Grievance procedure. According to Dello et al. (2017), implement of discipline drives the workforce to work in positive work culture. An organisation always looks forward the engagement of employees and requires better performance in favour of the business profitability. Employees in Walmart have been observed by the management that they require coaching sessions to improve their engagement within process. Large number of employees can be divided in smaller teams to improve the rate of engagement and monitoring of the work process could be accessed with this. Learning on empowerment and dealing with the situation of ‘helplessness’ could be solved with coaching on the improvement of work process.
Mentoring programs are involved within the means to mitigate Grievance among the employees of Walmart. Mentors help the learners to get accustomed with the professional barriers and overcome the hurdles to achieve extraordinary performance and provide noticeable support towards organisational profitability. Mentoring programs help to build relationship among the employees and management and helps the authority to identify the skills from workforce for development and improvement. As Verburg et al. (2018) opined that, Grievance raised by the workers could be resolved by comprehending with their issues. The mentors can help to teach them for avoiding any circumstances, which can cause an affect to their professional career. There are some procedures to make an ease for mentoring such as to position the program as organisational strategy. The employees of Walmart should be clearly defined on their commitment and need to communicate whenever it is required. The managers should be prepared to book the time of meeting by checking the programs frequently. Reassignments should be provided by balancing with the workforce ability and checking on the stress level to enhance employee engagement in favour of the organisation. 
Goal setting theory to increase reward schemes
The Goal Setting Theory, designed by Edwin Locke, gives prominence to the process of setting both short and long-term goals (Locke and Latham, 2019). It is a theory that can be applied by various business ventures in order to motivate their employees to follow those goals according to the guidelines and the feedbacks. The urge to reach the set goals within the given time and according to the feedbacks or instructions enables the employees to improve their performances. The theory often revolves around some of the basic principles; these are
Clarity of the goals can help the employees to reach the goals easily
Hurdles in the way of the goals can make the performances of the employees develop drastically. 
Commitment of the employees are often the key for reaching goals, thus this factors has to be strengthen by the organisation. 
Feedbacks are essential in order to help the employees rectify their drawbacks and improve in turn. 
The complexity of the job should not be beyond the skill levels of the employees to whom it will be appointed. 
There is another important factor related to goal setting, which is the process of giving employees rewards after reaching each goal. It helps to motivate the employees into improving their performances even further (Redfern et al., 2016). It is in this aspect, the organisational leaders and the management board of Walmart, has taken the initiative of improving their reward schemes and provide the employees with better incentives. They have incorporated various training programs and monetary bonuses in order to ensure enhance the ability of the employees to reach the set goals.

Effect of Motivation to increase rewards 
In earlier days, the management of Walmart used to follow Trait system to motivate the employees towards getting appraisal and rewards. The usefulness of this system have projected that evaluation of employee performance have been done on their quality of work and amount of dependability. Some limitations are in the system that represents a predisposition for employee behaviour, but not the behaviour itself. According to Woolley and Fishbach (2018), rewarding provides the opportunity to recognise the employee ability and enhances stronger relationship with the organisation by positive effects of Motivation. The motivated employees show their productivity rate more to gain rewards on performance. In result, the providence of rewards encourages and influences the workforce to give their best effort for extraordinary performance to improve the business profitability. 
Explaining on the current systems followed by Walmart to motivate their employees, the result-based system is more applicable in recent times. There are two different segments, which signify that how the management decides the application of rewards to motivate the employees in favour of the organisation. The process of management is done by focusing on the fulfilment of objectives and calculates the measurable outcomes to determine the business progress. Sales increase, productivity amount and accident rates within the work premises are such measurable outcomes, which decides to look upon the field of objectives to comprehend with the motivational factors. Application of work standards method helps to understand the employee issues and requirements from them to modify the reward process. This could provide large areas of motivation to make necessary implements and changes for organisational prosperity (Malik et al., 2019). 
Reward schemes and Incentives of the organisation
According to Beck-Krala and Klimkiewicz (2017), organisations can decide their reward schemes based on two types of reward. The most popular and acceptable reward scheme is financial rewards. In global practice, every employee gets salary as per the designation. However, opportunity of financial rewards gives access to the workforce for getting recognition on extraordinary performance. Moreover, the work structure of sales team and production units get extra opportunity to earn incentives by the performance. Monetary incentives work as direct booster to motivate the work culture of employees and retain the desire to provide better performance for receiving further reward amount. Annual or quarterly arranged reward giving programs are known as RNR or Reward & Recognition to introduce the achievers among the organisation for their noticeable performance and contribution within the sales increase. Yearly increments give the workers honour in exchange to their loyalty and work efficiency for improvement of global organisation such as Walmart.
Among the non-financial rewards, praise and verbal motivation from the superiors encourage the employees to prove their ability and project originality in work productivity. Appraisals from the immediate reporting managers are the basic steps to reach the final process of promotion in designation. Hardworking employee seeks for motivation in the figure of non-financial awards by the manager and is encouraged for taking more responsibility than the current job schedule. As opined by Kuczmarski (2019), management of organisations understand the requirement of the employees to achieve success and arranges reward programs to comprehend with the organisational success. The organisation introduces values to identify eligible employees on their work efficiency and promotes their work structure with implement of financial and non-financial rewards (hbr.org, 2017).
Competition for increasing business of the organisation
According to Crowley and Jordan (2017), competition is the key motivating factor to bring all possible outcomes from the workforce. Employees feel more involved within the work process by facing competition with the colleagues. The means of competition increases opportunity to let the employees give their full dedication and skills for best performance required in the unit. Employees of Walmart are not exception and they are always looking forward to get achievement personally and for the organisation too. Competition determines the inbuilt ability of the workforce to increase productivity rate and sales ratio than the regular performance. This practice is in favour for the HR managers to identify the efficient and sustainable workers. Appraisals and further incentives involve employee commitment in higher rate and encourage the rate of cost flexibility. Healthy competition among the colleagues can work in favour of the organisational performance to achieve success at its best. Small teams and the members working together participates in the competition get reward and achievement by both personal increment and team recognition among the organisation. 
5. Recommendations
Long-term recommendations	
According to Maheshwari et al. (2017), managing performance of the organisation depends on the organisational management and implement of right policies to bring out possibilities from the workforce to support business profitability. Regarding the perspective of Walmart and from the above discussion, it has been projected that many changes could be done to achieve desired employee involvement. For organisational prosperity, performance of the organisation could be improved with applying such recommendation. The management depends on long-term recommendations as it may take time to adjust with the organisational culture, but its results give more sustainability. The above discussion has been highlighted on such recommendation to turn the managers’ role into coaching. Workers would feel comfortable and find better guidance from the managers of their team rather than the external coaches. The strong organisational relationship between team members and managers provides aid to give clear understanding on the importance of coaching programs, their scope of prospect and other achievements. The role of coaches is mostly important to develop the feedback loop within the authority and subordinates. The comprehending and empathetic structure of feedbacks provided to the employees make them able understand on the space for improving work efficiency and get motivated for sustainability (Peng and Zeng, 2017).
Short-term recommendations
Rest of the above discussion have been projected on the means of performance management, while many recommendations could be identified as the short-term success provider for organisational prosperity. Reward and incentives on performance are considered as instant motivators for the workforce (Eberz, 2020). Short-term recommendations are equally important and beneficial to maintain the desire of achievement and success among the workforce. The role of HRM is crucial to deal with type of recommendation. They need to understand the requirement of the process and identify the working candidates based on eligibility, superior performance and maintenance of disciplinary factors. 
Selected employees would face performance review procedure to get knowledge on the scope of improvement and instant achievement on noticeable performance. As opined by Aoun et al. (2018), the practice of regular feedback is applicable in any terms of business organisation and can be improved with application of reward schemes to access quick motivation within the workplace. Employees feel more involved and honour for their work in application with instant feedback, verbal praise and such motivating actions. However, the short-term procedure faces with lack of consistency to deal with, as it requires high level of maintenance to support the organisational prosperity. 
Transition from traditional to Modern approach
Among the popular modern approaches of performance management, the 360-Degree Feedback is highly applied and accepted in the HRM. This process gives access with the work feedback within organisation and employees. The anonymous opinion and feedback provided to the employees help to identify on the issues that can provide hurdle towards the productivity rate. Current management of Walmart follows this modern approach to send the feedback from end of managers and peers to the employees. The direct reports are sent to the workforce to acknowledge them on the scopes of improvement, rectification of errors and to mitigate other issues to improve the work process. As opined by Brown et al. (2017), implementation of modern approach could not be done in lesser time as it requires a gradual transition from the decade old practice of traditional approach. 
Regarding on the history of performance management by Walmart, the organisation has been following traditional approach in earlier days. Forced distribution of work is recognised as one of the traditional approaches that used to provide burden on the employees over their daily work schedule. The traditional approaches have been followed by earlier managers and faced employee dissatisfaction increasing rate. Performance management requires both employee engagement and involvement in favour of the organisational prosperity. Gradually, the implementation of traditional one has been modified with required changes to enhance engagement of employees. Organisations believe to maintain the data based on organisational performance and makes transition in favour to omit the negativities of traditional approaches into the possibilities of the modern one (Bonache and Zárraga-Oberty, 2017). 
Conclusion
It is concluded that the mentioned section of Walmart, in New York is working to improve their local business and global span with managing performance management at best. The overall business report has been conducted with analysis of the major factors related to the mentioned organisation. Importance of “Retail”, “Autocratic”, “Traditional” and “Family Run” in favour of the organisational business projected on the means of performance management for the mentioned organisation. Performance development planning with the model of required improvement in task, programs and motivational factors discussed on the objectives of this report. Importance of employee management has been elaborated with the opportunities of employee involvement to identify the recommendations, which are beneficial in terms to make positive access for managing performance at its best. 
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