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[bookmark: _Toc122770145]Executive summary
According to the definition provided by Michael Armstrong, the conception of performance management can be interpreted as a procedure that is implemented to improve organizational, team, and, individual performance, and this procedure will be launched by line managers (Dransfield, 2022). According to the prevailing situation that is visible in the long–established retail organization “SainCo” which consisted of 2000 staff at ten different locations, needs to alter its autocratic management style which is outdated when considering the latest conditions in the business environment which have been spread over ten locations with a large number of working staff. Further, the organization intends to implement a productive performance management approach that surpasses conventional workforce appraisal. Thus, through this report, possible new operations to be implemented will be discussed in advance along with the scholarly evidence.
Through its investigation of the SainCo case, the report aims to transfer organizational skills into drill by producing principles, procedures, and training experience that can contour and direct practice, highlight the use of trade and administrative sensibility to resolve snags, document and validate best industrial and organizational-based applications and arouse research desirable to monitor future organizations.
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[bookmark: _Toc122770147]1. Introduction
The industrial sector has undergone several stages that have significantly altered its organizational and functional characteristics since the first industrial revolution, which began in Great Britain in the 18th century. With increased openness and competition, the industry is changing basic assumptions. While multinational corporations with clearly defined procedures and practices are working to establish themselves in the nation, consumer demand in the UK is not growing accordingly. Businesses must go beyond the conventional UK shores and offer goods and services with pricing and quality comparable to those found globally to obtain competition and even keep their market share in the local economy. This necessitates benchmarking techniques, performance standards, and efficiency against worldwide competition. Businesses must actively and personally monitor their performance and the environmental elements affecting them.
Organizations are increasingly conscious of the need to modernize their management systems to comply with contemporary market demands. Research indicates that outdated practices like annual reviews might decrease employee interest and engagement. As a result, performance management is becoming more widely accepted by businesses. This unique and strategic approach to enhancing employee performance is gaining traction in both small and large enterprises, including several leading businesses in their respective industries.
Through the use of performance management, better employee performance may be created and maintained, increasing the productivity of businesses. By focusing on employee development and striking a balance between organizational objectives, team goals, and personal ambitions, managers may create an atmosphere where people and organizations can thrive. Based on the idea of performance management, a corporation develops a way to assess and improve the performance of its personnel. In addition, "performance management" refers to a variety of actions businesses take to enhance individual and group performance with the ultimate goal of increasing organizational effectiveness (Biron et al., 2011). In reality, performance management refers to management's continuing initiatives to foster employee development, establish clear goals, and offer frequent feedback throughout the year. Utilizing appraisal systems, reward schemes, training programs, and individual career goals, to name a few, are examples of actions that fall under this category. Setting corporate, departmental, team and individual goals is another action. To guarantee that the company and all of its systems (procedures, components, and personnel) are functioning optimally to achieve the goals that the organization desires, this makes up the overarching goal of performance management.
Compared to other techniques of employee performance monitoring, such as annual performance evaluations, employee performance management is a far more dynamic and involved process with better results. The Human Resources department's hiring, training, and retention methods, as well as its performance rating system, all heavily rely on performance management. It is becoming more and more obvious that an annual performance review system falls short of producing a full picture of employee performance, consistently defining and achieving business goals, and adequately involving workers. 
It is a mandatory requirement to be aware of the workforce activities within the organization. Thus, what they are doing, how they engage in that, and why is it mandatory to be accomplished in the organization are major concerns for every company despite the scale of the organization.
Without a framework in place to establish responsibilities, understand individual strengths and limitations, provide constructive criticism, launch interventions, and recognize positive behavior, it is much more difficult for managers to effectively manage their workforce. When examining the particular situation of Spain, a family business that is mostly run by autocratic management. Therefore, the company needs to alter its performance management from the top-level management. 
Smart companies mix their performance management and incentive management strategies. Because the two systems have so many similarities from defining roles and setting goals to evaluating and rewarding employee behavior, they complement one another very well. Utilizing incentive management also guarantees proper completion of the essential performance management "reward" stage (Bourke & Roper, 2017b).
Every firm must have a performance management strategy. Developing leaders from inside the organization, maintaining talent, and keeping people engaged are three of the primary issues that organizations deal with. The new requirements call for more consideration, analysis, and system evolution across all operational domains, including human resource management. The senior management must establish certain goals and expectations. The motto "Perform or Perish" sums up the new economy's emphasis on performance (Srinivasa Rao, 2007). The UK is attempting to modernize and alter its institutions without losing its commitment to economic success as a highly populated democracy and an important emerging economy (Srinivasa Rao, 2007).
Additionally, due to globalization and rising customer expectations, firms will face unprecedented challenges in the coming years. To remain competitive in the market and provide value to their clients, the firms will need to innovate frequently. Understanding the performance components that are more valuable than others and the actions that firms can take to encourage and reward their employees for success are therefore the main points of emphasis.
Performance management effectively addresses these key areas:
· Strategic planning
· Financial planning
· Sales 
· Costs
· Suppliers
· Productivity
· Stock management
· Work in progress
· Capital
· Innovations











[bookmark: _Toc122770148]2. Performance Management – what is involved? 
Academics and practitioners alike agree that current management tactics must change in favor of more inclusive and open management practices to create businesses that are truly fit for the future (Bititci et al., 2015). It is well-accepted that strategic management and performance measurement go hand in hand. To manage an organization's performance, strategic goals and objectives are applied to value streams, processes, teams, and individuals through performance measurements, and progress toward various actions for improvement and growth is frequently tracked (Bititci, Turner, and Begemann 2000; Busi and Bititci 2006; Stiffler 2006). Identification, evaluation, and development of human performance in businesses are all continuing processes known as performance management. To accurately measure current performance as well as to provide the necessary feedback data for adjustments that will boost future performance, data will be acquired through methodical observation, it is anticipated. Progress is measured, performance levels are distinguished, training needs are identified, awards are verified, and individuals who are candidates for promotion are identified (Srinivasa Rao, 2007). The term "performance management" has replaced the term "performance appraisal" in many businesses over the last 10 years. Goal formulation and alignment, coaching and training staff, giving informal feedback, formally evaluating performance, and linking performance to rewards and recognition are all parts of the ongoing process known as performance management (Smither & London, 2009). An employee's performance was evaluated annually during a performance appraisal. Through implementing a performance management approach to the organization SainCo, the manager expects to enhance the company’s overall performance according to the current values and requirements of the contemporary business environment.
There are four reasons why SainCo needs to examine the efficiency of its performance management procedures. Initially, it is well known that maintaining global competitiveness requires high-performance work systems. These systems depend on competent, objective performance management techniques, which urgently require alternatives. Additionally, it has been noticed in several studies of the specific organization that the performance management process is a somewhat underemphasized component due to SainCo's vast workforce and the widespread that has occurred over a sizable amount of time. Third, employee performance assessment procedures that seem prejudiced, ad hoc, and unintegrated in a globally competitive human resource management system endanger the productivity of work cultures within the firm. Fourth, despite distributing ten branches throughout ten different regions, the manager who has been accused of being authoritarian has never attempted to advance the workers in the performance management process. To involve everyone in the idea-generating and strategic thinking processes, managers must be able to create a culture of respect and cooperation. They contend that businesses must establish a "democracy of information" in which staff members at all organizational levels are knowledgeable and empowered to take informed decisions that are in the best interests of the whole company (Bititci et al., 2015).
About the performance management process, the presence of mutual influence among the other most recent management strategies and their employees results in realistic and appropriate performance standards, agreement on evaluation and development procedures, and rising popularity and commitment to performance improvements. The SainCo has faced opposition and mistrust to the deployment of conventional performance management systems due to the pervasive absence of reciprocal influence during the previous two decades, particularly managerial openness to employee feedback.
Consistent performance and strategy evaluations ensure that the adopted strategy is fulfilling the objectives of the company and that the planned activities for development and expansion are yielding the expected outcomes. It is suggested that to be flexible enough to handle changes in the organizational operational environment, these evaluations should be event-based rather than calendar-based. When the strategy is changed, the performance metrics are reviewed to ensure that it still applies and still aligns with the business's objectives. To foster commitment toward accomplishing goals and encourage proper actions, it is seen to be especially important to use suitable and effective communication methods (Bititci et al., 2015).
The degree to which employee and organizational goals are tied depends on how well the performance management system is working. The cautious deployment of an efficient PMS, according to research, maintains this constancy. Employee participation in goal setting must be enthusiastically accepted for the PMS implementation process to be successful. A thorough analysis of earlier research reveals that the majority of authors have only considered PMSE in the context of organizational performance, completely omitting the employees' perception. This issue has been addressed in some recent research, which suggested looking at PMSE from the viewpoints of the employees (Awan et al., 2020).
According to Zhong et al., individual-level performance is beneficial for organizational success (2016). Recent developments in individual and organizational control have shifted from technological to sociological theories, focusing on another technical aspect of management and commanding with a systematic and administrative shift to cultural and psychological traits that influence business outcomes (Awan et al., 2020).
A precise definition of performance management is necessary before developing a system for it. Identification, evaluation, and development of the team and individual performance as well as alignment of performance with organizational strategic goals are all parts of the ongoing process of performance management (Smither & London, 2009). According to the revelation of Aguinis (2009), the process of performance management follows the story steps. This included performance renewal and reconstructing, planning processes, performance delivery, performance evaluation, and review meeting.
At the beginning of the performance management cycle, it is critical to go over performance goals with employees, including the tasks they should do and the results they should achieve in the subsequent rating cycle. Because they show how an employee completes a task, behaviors which include supporting the team, interacting with others, and mentoring them are important. All of us have encountered workers who do excellent jobs but are difficult to work with, are rebellious or behave badly. The majority of working situations require consideration of behavior because it can be highly disruptive. On the other hand, a worker could have outstanding consideration, focus, and people skills but never produce anything noteworthy. Expectations for behavior and performance must be linked to the corporate goals and strategic direction of the company. When developed and implemented properly, performance management systems encourage employees to engage in activities and produce results that help the business meet its goals.
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Performance management is frequently used by organizations to assess and organize the actions of their personnel. In modern usage, performance management refers to a more or less extensive collection of techniques for monitoring and assessing employees' performance (Tweedie et al., 2018). PM's goals, which include goal setting, performance evaluation, incentive and reward systems, and career planning, ensure that individuals work together as effectively as possible to provide the results that businesses desire. PM advocates claim that when properly implemented, PM increases employee commitment, engagement, and performance. Supporters of performance management claim that when done correctly, it improves employee dedication, engagement, and output. The information that is now available indicates that performance management differs significantly among industries, professions, and positions, notwithstanding research gaps regarding how it is applied. Performance management in the workplace frequently involves a first consultation to fixed goals, continuous monitoring, and a yearly performance review. Performance management can be applied mechanically and even coercively in occupations that are not professional.
Bustinza et al. (2016) argued that in addition to having the ability to use technology, HRPs that promote flexibility in organizations is necessary to implement technical transformation successfully in the UK due to the value of resilience capabilities established via specialized Human Resource Practices. The results of the study highlighted the importance of HRPs in encouraging resilience, which helps organizations adapt to change and hence improve organizational effectiveness.
Bustinza et al. (2016) argued that due to the value of resilience capabilities established via specialized Human Resource Practices, HRPs that promote flexibility in organizations is necessary to implement technical transformation successfully in the UK in addition to having the ability to use technology. The study's findings emphasized the significance of HRPs in fostering resilience, which aids organizations in adapting to change and thus increases organizational effectiveness.
The degree to which a company achieves its set goals with the resources and means at its disposal without placing an unnecessary load on its employees is referred to as organizational effectiveness. Effectiveness is mostly concerned with the principles and actions of the company's workforce. It refers to a person's capacity to complete a task in the allotted amount of time.
The theory of organizational effectiveness is based on the significance and preferences of evaluators, and several definitions have emerged. These include attaining goals and objectives, obtaining necessary resources, satisfying stakeholder expectations, using high-quality processes, recognizing simultaneous opposites, promoting flourishing, and abiding by moral and ethical principles. Each of these definitions has a legitimate claim to being a useful method for analyzing and obtaining worthwhile results, even though the criteria used to measure effectiveness vary (Kravariti et al., 2022).
Bustinza et al. (2016) investigated the performance of the organization through operational and fiscal results, marketing strategy improvement, dedication to constant improvement, consistency of the manufacturing method, and awareness of client expectations. They also looked at organization performance, technological capabilities, and recovery capabilities.
Hart (2018) claims that performance reviews vary from business to business and are utilized to support performance in certain circumstances, comply with legal requirements in others, and develop talent in yet other circumstances. Due to a lack of input, performance appraisals struggle to make a strong argument for change, pursue a goal, or maintain the status quo. According to Farris et al. (2011), a method that produces feedback that is topical and valuable for leadership to improve the performance assessment review method was applied to study and improve the process of reviewing an organization's performance metrics.
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Employee performance can be effectively predicted by their level of work engagement (Abraham, 2012; Macey & Schneider, 2008). De Vries describes work engagement et al. (2016) as a vigorous outlay of energy in areas of concentration. Smith and Bititci (2017) conducted a study in the UK to explore action research to examine the relationship between performance management, work engagement, and performance. According to the study, they discovered that efficient performance management improves employee work engagement in individuals who feel at ease at work and are more motivated to perform well. They also take into account engagement as a moderator between PM and performance (Awan et al., 2020b). 
Engagement at work is considered a mediating element that directly impacts the current report. From the viewpoint of Deci and Ryan's self-determination theory (SDT), Meyer and Gagne (2008) define work engagement (1985) the combination offers the best integration of intrinsic and extrinsic motivation, where the former refers to a desire to obtain rewards or avoid punishment and the latter is more concerned with sating or enhancing one's ego or avoiding guilt-related feelings (introjections), accomplishing a worthwhile personnel goal (identification), or expressing one's sense of self (integration). The same condition can be directly applicable to the SainCo, because of its long-lasting traditional monopoly. 
According to this perspective, employee engagement is a determinant of intrinsic and extrinsic motivation that results in outcomes connected to performance for both employees and the company. According to the provided details regarding the SainCo organization, it is demonstrated that they have established ten plants in different areas. Yet, the whole business is being conducted conventionally under one manager. With the previous decade’s management style and outdated technology, it is impossible to achieve coordination between each component within the business. Therefore, it is vital to consider having the latest exposure to everyone within the business. Thereby the changes should occur from top to bottom. The management should be changed a lot. Each plant in each area should have a responsible person for management decisions and those decisions should address each situation remaining within each plant. Because depending on the situation and contextual value systems their requirements might change. Therefore, it is vital to distribute the management among each branch.
Apart from that, there are plenty of requirements that should be changed within the workforce and the prevailing outdated mechanism as well. Thus, by referring to all the requirements and prevailing requests from the management, possible recommendations will be discussed in the coming section.
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This report aims to look into the idea of performance management practices and based on that, to enable and implement a possible and timely method to upgrade the existing traditional method within the SainCo. If the business does not first identify any gaps in the workflow of the organization, fixing poor performance may be challenging. The appropriate parties can have a better understanding of the performance of the employees by regularly reviewing performance indicators. By regularly undertaking analytical projects, the firm will be better equipped to understand why the workers are not performing to their potential. Every branch manager has the authority to carry out performance evaluations, which could help the owner determine the underlying elements influencing performance indicators. The organization can create procedures with the express aim of better helping the success of the staff after detecting such issues. To improve business performance, it is essential to be aware of the company's aims and objectives in addition to its current performance. Consider the following queries as a starting point:
· What goals do I have for my business?
· Am I succeeding in accomplishing my goals or am I on pace to do so?
· How is the present state of my business?
· Are profits increasing, staying the same, or declining?
In the end, the company should consider measures to boost sales or cut expenses. Therefore, bear the following in mind while the management assesses the company's effectiveness:
· Do I have the right goods or services to achieve my objectives?
· Which markets do I want my business to operate in?
· What steps must my business take to effectively compete in those markets?
Achieving greater corporate performance requires always keeping the aforementioned considerations in mind and modifying strategies, directives, and procedures. It will assist the management in finding a basic solution to the problem of moving your company from where it is now to where you want it to be.
[bookmark: _Toc122770152]5.1 Short–term implementations
A short-term contract examines the company's current strengths and lays out strategies to strengthen them. Examples include the attitudes and skill sets of the staff. The condition of the production equipment or problems with product quality is additional pressing concerns. Short-term remedies are used to address problems and resolve them. Initiatives for personnel training, equipment upkeep, and quality improvements are a few examples of short-term remedies. These solutions pave the way for longer-term, more in-depth problem addressing.
[bookmark: _Toc122770153]5.2 Long-term implementations
Businesses work hard to achieve overarching objectives and resolve issues in the long run. In response to the organization's competitive standing in its social, economic, and political surroundings, long-term planning generates strategies for modifying and influencing the firm's position to attain long-term goals. It evaluates significant financial investments, such as the purchase of infrastructure and equipment, and it puts into practice the rules and practices that shape the company's reputation to represent the viewpoints of top management.
When long-term planning is successful, it builds on short- and medium-term successes to maintain success and ensure continued progress.
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Innovation and quality-focused management change are essential business tactics. Both quality improvement and innovation implementation present considerable management, organizational, and technical difficulties. There may also be lengthy delays before the benefits are felt. 
[bookmark: _Toc122770155]6.1 Changes in the management
The successful management of change is essential to a company's survival and success in the face of growing market competition. Hard quality management, which includes procedures like task design and statistical process control, is mechanistic in nature and emphasizes stability, conformance, and discipline (Bourke & Roper, 2017b). The control of products and processes to ensure uniformity, abide by quality standards, and meet production specifications is related to these hard components. Soft quality management emphasizes collaboration with partners, benchmarking against industry leaders, and employee participation. These "soft" parts of quality management are more naturally occurring, place greater emphasis on training, empowerment, and leadership, and motivate staff to keep an eye out for emerging methods, approaches, and technology (Bourke & Roper, 2017). The more human and developmental parts of the quality system are promoted by soft quality management, allowing the business to adapt to its changing environment and encouraging continual progress. By considering the current management drawbacks of SainCo, it is mandatory to practice the soft management approach to gain the maximum benefit for the company.
[bookmark: _Toc122770156]6.2 Changes in the existing resources
The Resource-Based View and Expectancy theories serve as the study's theoretical foundations. The foundation of RBV theory is the premise that resources are essential to a company's performance and that power requires access to and control over these resources. The theory looks at how organizations relate to the resources they require to function. Resources include things like money, people, and supplies.
The expectancy hypothesis states that people will engage in behaviors they believe will result in favorable results. People change their behavior to improve their odds of succeeding in their objectives. Employees may change their opinions of how valuable such results are and take different actions if the results are not what they had expected. Victor Vroom proposed the expectation theory in 1964, which states that people act in ways they believe will result in favorable results. People alter their behavior in the ways that are most likely to help them accomplish these objectives. Since it is considered that performance is influenced by expectations for upcoming events, the expectation theory advocates the idea of performance management. The expectation theory (Vroom, 1964) asserts that individuals are inspired to the degree that they believe and anticipate that their efforts will result in the desired outcomes and will be amply rewarded. The same presumption governs an effective PMS that begins with the participative planning process.
[bookmark: _Toc122770157]6.3 Awareness of the employees regarding the common goals of the company
Workers are given the resources and assistance they need to achieve their aims and ambitions, which they are encouraged to set for themselves. It lays the foundation for their expectations that they will create more in exchange for better incentives. The idea explains how PMS's collaborative objective, implementation commitment, and incentive method contributes to its sustainability as a consequence.
Employees may lower their expectations based on the relationship between their competence and the anticipated benefits and may decide to behave differently as a result if they meet their obligations to an institution but do not deliver the desired results (such as promotions or pay increases). If the findings differ from what was expected, employees may alter their views of the significance of such results and take other measures. The anticipation hypothesis and the desirability of the incentives both explain how well a project succeeds and what advantages it produces.
[bookmark: _Toc122770158]6.4 Rewards and compensation
Rewards and compensation serve as a tool for increasing employee performance and are thought of as a way of successfully involving the workforce. According to Bandura's (1977) idea of reward, behavior is controlled externally because it results in future payments to those who are deserving. Although behavior is significantly influenced by acknowledgment in addition to any direct advantages, these components include elements that are important for performance management, such as remuneration, employee benefits, and location (Tymon, Stumpf, & Doh, 2010). Employee engagement is influenced by the good attitudes that employees have about their jobs and opportunities for recognition. Yet only this option does not work effectively. The other requirements must inculcate to obtain the maximum benefit of rewards and compensations.
[bookmark: _Toc122770159]6.5 Training and Development
Another important aspect of improving worker performance that should be considered when boosting workforce engagement is training and development. Aguinis and Kraiger (2009) define preparation as a methodical process that modifies an individual’s awareness, skills, and behaviors to increase efficiency. Development, on the other hand, is described as a systematic action that impacts an individual’s awareness, abilities, and behaviors and promotes self-development. Through training and development programs, people can continue to develop their expertise and abilities, which increases their level of job satisfaction and engagement. Additionally, they offer greater opportunities for personal growth.
[bookmark: _Toc122770160]6.6 Implementation of the latest technology and innovations
All staff members should receive proper instruction in using the technology and be made aware of its significance to both their jobs and the company. Make sure they are aware of the effects of improper and inadequate technology use. It is mandatory to keep up with the latest technological developments and products that are on the market which can be achieved through routinely speaking with your counselor. Review the technologies employed by competitors in your field regularly through which new technology is integrated into existing technology rather than being used as an "add-on" before you accept it. Analyze the costs and benefits in great depth before using new technologies. Overall, keep in mind the interaction between people, processes, and technology. Labor is done by people, and technology frequently spurs innovation.
Put a lot of emphasis on innovation to make sure that everyone in the company is working to make it better. Because of this, your business model needs to be constantly changing to reflect the shifting trading, market, or business situations. It can be done by including innovation as a key driver in your business planning, actively promoting an innovative culture within your company, starting with the owner and moving on to managers and staff, keeping an eye on customer requests, social media content, and feedback, putting business practices in place to satisfy customer needs and wants, and motivating staff to get involved in the business innovation process. For instance, by engaging them in the yearly employee review, asking for comments during weekly or monthly staff meetings to improve corporate performance, including them in strategic planning, prioritizing the areas or procedures where improvement will have the greatest impact, routinely comparing your current business model to that of your competitors and the leaders in your industry and implementing changes where necessary, routinely reviewing critical success factors and matching key performance indicators to ensure continued applicability to current and future business operations, and routinely monitoring the results of innovation changes to ensure that strategic goals are achieved.
























[bookmark: _Toc122770161]7. Conclusion
Performance management is a set of procedures that guarantees the accomplishment of organizational objectives in a timely way and continual performance enhancement for the best results. According to Baron and Armstrong (2007), performance management is a process that involves a deliberate approach that helps to increase employee productivity through teamwork and personal talents as well as the productivity of the company as a whole. Labor productivity refers to a person's capacity to deliver results by expectations and achieve business goals by putting the right knowledge and skills to use. The result is a direct result of hard work and attention to accomplishing business goals that were established in line with personal objectives. It is described as employees' capacity to deliver high-quality results with little or no input (Gummesson 1998). Numerous studies have demonstrated that a plan to support performance at all levels can have a significant impact on organizational productivity. The best employees who are committed to delivering essential results might be hired by organizations that are concerned about their long-term existence. As a result, HR strategies that encourage employees to give their all and work in teams with grit and motivation can produce the crucial element of the effective conversion of scarce inputs to high-quality outputs. Performance management practices include training and developing employees as well as performance evaluation and appraisal mechanisms to provide a proper review and feedback system that can enhance the skills and capabilities of a firm's staff to improve performance and maintain a high level of productivity. The human resource division's strategic objective is to ensure the formation of a good work environment that promotes high productivity and organizational sustainability, as well as to support the well-adjusted progress of practices that stimulate high work performance.
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