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Introduction 

Performance management is considered an essential function or tool for driving organisational 

success (Bratton & Gold, 2017). The concept of effective performance management goes beyond 

the traditional confines of employee appraisals, evolving into a more holistic approach that fosters 

organisational growth and employee development (Mueller-Hanson, 2020). This report covers this 

concept in a practical setting and aims to define a modernised approach to performance 

management, tailored to meet the unique needs and aspirations of SainCo. 

Rooted in a rich heritage, SainCo has recognised the importance of adapting to the changing 

business landscape. With a workforce of 2,000 employees across ten locations, the transition from 

a traditional, autocratic management style to a more progressive performance management 

dynamic can be challenging but necessary in all accounts. This shift is vital not only for 

maintaining competitiveness but also for nurturing a thriving workplace culture. 

This report will explore the various aspects of performance management, addressing 

organisational and employee concerns, and highlighting the significance of employee engagement 

and involvement. The recommendations provided will be focusing on immediate actionable 

strategies and a long-term roadmap for sustainable growth and development (Bratton & Gold, 

2017). The objective is to equip SainCo with a comprehensive and adaptable framework, aligning 

their performance management practices with the ethos of innovation and excellence that the 

current business environment demands. 

Performance Management – what is involved 

Performance management is a comprehensive and ongoing process designed to enhance 

organisational efficiency by improving the performance of individuals and teams within a 

company (Mueller-Hanson, 2020). It is a key component of human resources management and 

involves a range of activities, strategies, and practices aimed at ensuring employees' performance 

aligns with the organisation's goals and objectives (Aguinis, 2023). At its core, performance 

management involves setting clear and achievable goals. These goals are often aligned with 

broader organisational objectives and are tailored to individual roles within the company 

(Bouckeart & Halligan, 2005). By establishing clear expectations, employees have a roadmap for 
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what is expected of them, which helps in guiding their efforts and focus (Bouckeart & Halligan, 

2005). 

Regular feedback and communication between managers and employees are vital elements of 

performance management (Pirruccello, 2020). This interaction is not limited to annual reviews; it 

is a continuous dialogue that provides employees with insights into their performance, areas for 

improvement, and recognition for achievements (Wood, 2018). Such feedback is instrumental in 

fostering a culture of continuous learning and growth. Training and development opportunities are 

another crucial aspect of performance management (Pulakos & Kantrowitz, 2020). By identifying 

skill gaps and providing the necessary training, organisations can ensure their workforce is 

competent, versatile, and ready to meet current and future challenges (O’Leary & Lentz, 2020). 

Performance appraisals are a traditional component of this process, where employees' work is 

evaluated against pre-set criteria (Navarro, 2023). However, modern performance management 

goes beyond mere appraisals to include career development planning, which aids in the personal 

and professional growth of employees, thereby enhancing job satisfaction and retention (O’Leary 

& Lentz, 2020). Incorporating performance metrics and data analysis is also becoming 

increasingly common in performance management (Pirruccello, 2020). By using data, 

organisations can make more informed decisions about employee performance, identify trends, 

and track progress over time (Wood, 2018). Finally, performance management is about creating a 

positive work environment that motivates and engages employees. This involves recognising and 

rewarding good performance, which not only encourages high performers but also sets a 

benchmark for others. 

Importance of effective performance management in the context of SainCo 

Alignment with Organisational Goals 

In the context of SainCo, the organisation seeks to remain competitive and evolving in the current 

business landscape. Hence, the importance of implementing effective and modern performance 

management is of paramount importance. Studies suggest that effective performance management 

contributes to better alignment between individual and organisational goals and objectives 

(Mueller-Hanson, 2020). That is also the case for SainCo. By adopting effective and modern 

performance management, the company can align individual employee goals with the broader 
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strategic objectives of the organisation. Research has shown that companies with well-aligned 

goals and performances can experience significant growth in revenue and profitability (Navarro, 

2023). This alignment helps every team and individual to work in harmony to create the best 

results. Misalignment, on the other hand, can create a ripple effect, negatively impacting the 

company's goals (Miles, 2023). 

Key aspects of achieving this alignment include strategic clarity, trust in leadership, and having 

the right talent in the right roles. Challenges such as lack of communication, goal misalignment, 

inadequate performance measurement, and resistance to change can hinder the process (Mueller-

Hanson, 2020). Strategies to overcome these challenges include employing strategic messaging, 

establishing regular feedback mechanisms, integrating key performance indicators, focusing on 

employee training and development, and designing recognition and rewards programs that align 

with organisational goals (Bratton & Gold, 2017).  

Enhanced Employee Performance 

Effective performance management will also be integral for SainCo to improve the performance 

its employees. Shifting from an autocratic style to a more inclusive performance management 

system, SainCo will be to significantly enhance employee performance (Miles, 2023). Studies 

suggest that such a transition fosters a more engaging work environment, where employees feel 

valued and heard. Clear goal setting, coupled with regular feedback, empowers employees to 

understand their role in the company's success (Bratton & Gold, 2017). This understanding 

increases motivation and commitment, as employees see the direct impact of their contributions. 

Additionally, such an environment at SainCo will encourage innovation and initiative, as 

employees feel more secure in expressing ideas and taking on new challenges (Battista, 2020). 

Thus, this approach will lead to a more dynamic, productive, and satisfied workforce. 

Boosting Employee Morale and Engagement 

Adopting a modern performance management approach at SainCo, which would include 

recognising and rewarding employee achievements, will be pivotal in boosting employee morale 

and engagement (Bratton & Gold, 2017). This strategy will create a positive feedback loop- as 

employees feel valued for their contributions, their morale elevates. Elevated morale, in turn, will 

fuel higher levels of engagement (Battista, 2020). Engaged employees will be more invested in 
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their work, display greater commitment, and will likely go above and beyond in their roles. 

According to studies, this heightened engagement can lead to reduced turnover rates, as employees 

are more satisfied and less inclined to seek opportunities elsewhere (Aguinis, 2023) (Mueller-

Hanson, 2020). Furthermore, a work environment where achievements are celebrated fosters a 

culture of appreciation and respect, contributing to a more positive and productive workplace. 

Such a culture not only will benefit the employees but also will enhance the overall performance 

and reputation of SainCo. 

Identifying and Addressing Skill Gaps 

In the evolving retail landscape, addressing skill gaps is crucial for SainCo to stay competitive. 

The retail industry, including the UK market, is increasingly demanding digital skills. A report 

found that 79% of all UK retail jobs now require digital skills, yet there is a significant challenge 

in finding people with the right experience, making the skills gap a major obstacle for retail leaders 

(Poutsma et al., 2023). 

A skills gap is essentially the discrepancy between the skills that employers need and those that 

employees possess, which can be both technical and soft skills. For SainCo, this means identifying 

areas where their workforce lacks essential skills and developing strategies to address these gaps. 

As the market demands evolve, particularly in digital proficiency, it is imperative for SainCo to 

invest in training and development (Mueller-Hanson, 2020). This investment not only enhances 

the capabilities of their workforce but also ensures long-term sustainability in a competitive market 

(Navarro, 2023). 

To effectively bridge these gaps, SainCo should consider strategies such as tailored training 

programs, recruitment of skilled workers, and fostering a culture of continuous skills development 

(Mueller-Hanson, 2020). By doing so, they not only address current deficiencies but also prepare 

their workforce for future challenges and opportunities. This approach will not only enhance 

individual employee performance but also align their skills with the strategic direction of the 

organisation (Poutsma et al., 2023). 

Data-driven insights 

For SainCo, the incorporation of data-driven insights through contemporary performance 

management systems is vital to making informed decisions about workforce management, training 
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needs, and performance improvements (Bouckeart & Halligan, 2005). This approach relies on 

factual data and allows for a more objective assessment of employee performance, bypassing 

common psychological biases that can skew traditional performance review processes (Mueller-

Hanson, 2020).  

By using Corporate Performance Analytics (CPA), SainCo can derive comparative analyses such 

as peer performance, performance in the market, and overall wellbeing in the economy. CPA 

extends into various areas such as customer and product analytics, financial analytics, procurement 

analytics, and, importantly, people analytics (Mueller-Hanson, 2020). This shift transforms HR 

decisions from being gut-feeling-based to data-driven, thereby revolutionising the way companies 

operate and leverage their most useful resource- data and analytics (Navarro, 2023). Performance 

analytics also involves collecting and integrating data from various sources like HR records, 

performance reviews, and employee surveys to build a comprehensive picture of employee 

performance (Pulakos & Kantrowitz, 2020). This data can then be visualised using dashboards and 

reports, providing real-time or regular updates on employee performance. This approach enables 

SainCo to do benchmarking and comparative analysis, identify trends and patterns, and create 

actionable plans based on these insights (Poutsma et al., 2023). 

Culture of Continuous Improvement  

Embracing modern performance management will allow SainCo to cultivate a culture of 

continuous improvement and innovation, which is, according to studies, crucial for thriving in 

today's dynamic business environment (O’Leary & Lentz, 2020). Continuous improvement, often 

represented by the Plan-Do-Check-Act cycle, is focused on improving tools and materials, people 

and relationships, and the work environment (Poutsma et al., 2023). This approach will not only 

streamline processes at SainCo but also will enhance the psychological safety of employees at 

work, leading to a more efficient and productive workforce (Bouckeart & Halligan, 2005). 

In implementing continuous improvement, SainCo can focus on multiple methods, such as Lean, 

Kanban, Six Sigma, Total Quality Management, and Agile Methodology (Monteiro, 2023). Each 

of these methods offers unique benefits, from streamlining processes to reducing waste and 

defects, ultimately leading to improved customer satisfaction and increased innovation (Bonusly, 

2023). By constantly seeking small improvements, SainCo can remain agile and adaptable to 
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changes, staying ahead of the competition and continuously enhancing its business processes 

(O’Leary & Lentz, 2020). 

Stages of performance management 

The performance management cycle is a systematic and structured approach to managing and 

improving employee performance (Bouckeart & Halligan, 2005). It consists of four key stages- 

planning, monitoring, developing and reviewing, and rating and rewarding (Mueller-Hanson, 

2020). These stages are interconnected, each followed by the next, and are designed to be flexible 

and adaptable to the needs of both the organisation and the individual employee (O’Leary & Lentz, 

2020). In the context of SainCo, which is making a transition from the traditional performance 

management approaches to a new employee-oriented approach to performance management, the 

new approach should be more forward thinking, involve employee participation and data driven 

(Monteiro, 2023). In this case, the stages of performance management will be as following.  

Planning: This stage should focus on collaborative goal-setting between managers and employees 

(Poutsma et al., 2023). Unlike traditional methods, where goals might be set top-down, modern 

practices at SainCo should involve employees in the goal-setting process, ensuring their individual 

goals are aligned with the company’s strategic objectives (Monteiro, 2023). Using the SMART 

framework, goals should not only be clear and measurable but also flexible enough to adapt to 

rapid changes in the business environment (Betterworks, 2022). 

Monitoring and Developing: In this phase, continuous and real-time communication is key. 

Regular check-ins replace annual reviews, allowing for agile responses to challenges and 

opportunities for growth (Monteiro, 2023). This approach at SainCo will foster a more responsive 

and supportive environment, where feedback is timely and developmental opportunities are 

identified and acted upon swiftly (Betterworks, 2022). 

Reviewing and Rating: This stage shifts from a sole focus on outcome-based assessments to a 

more comprehensive view that includes peer, subordinate, and self-assessments (Poutsma et al., 

2023). At SainCo, leveraging tools like 360-degree feedback can provide a more rounded and 

objective evaluation of employee performance, encouraging a culture of accountability and self-

improvement (Miles, 2023). 
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Rewarding: Recognizing and rewarding achievements in SainCo’s new system should go beyond 

traditional monetary incentives (Wood, 2018). While financial rewards remain important, 

recognition of effort and achievements through non-monetary means such as career development 

opportunities, public acknowledgments, and flexible work options can be more effective in 

boosting employee morale and engagement (Betterworks, 2022). 

In modern performance management methods, these stages are not isolated events but part of a 

continuous loop (Pulakos & Kantrowitz, 2020). The focus has shifted from traditional annual 

reviews to more frequent check-ins and evaluations. This change reflects a move towards a more 

agile and responsive approach, where continuous feedback, employee development, and flexible 

goal setting are prioritised (Wood, 2018). Modern methods emphasise the importance of regular 

communication, collaboration, and adaptation, all of which contribute to a more dynamic and 

effective performance management process (Pulakos & Kantrowitz, 2020). 

 

Figure: The stages of performance management 

For SainCo to effectively implement the stages of modern performance management, it's essential 

to integrate a strategic approach involving leadership roles, resources, and additional 

considerations (Navarro, 2023). Leaders at SainCo must actively participate in each stage of the 

process. In the planning phase, they should work collaboratively with employees to set realistic 

and relevant goals, ensuring alignment with organisational objectives (Pulakos & Kantrowitz, 

2020). Leadership involvement is key to fostering employee buy-in and understanding of these 

goals (O’Leary & Lentz, 2020). 
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Regarding resources, SainCo should invest in effective performance management tools and 

software (O’Leary & Lentz, 2020). These tools can facilitate goal tracking, feedback collection, 

and performance analysis. Additionally, training programs for both leaders and employees are 

crucial to ensure everyone is adept in using these tools and understands the performance 

management process (Navarro, 2023). 

Other considerations include establishing a culture of continuous feedback and development. This 

involves moving beyond annual reviews to more frequent, informal check-ins that allow for timely 

guidance and support (O’Leary & Lentz, 2020). Leaders should also ensure that the performance 

management process is flexible enough to adapt to changing business needs and employee 

circumstances. This adaptability is crucial in the modern work environment, where agility and 

responsiveness are increasingly important (Mueller-Hanson, 2020). 

Resources and tools for modern performance management 

Without the right tools and resources, performance management system at SainCo cannot be 

modernised. The right tools facilitate the performance management system for the management, 

making the process more streamlined, accurate and engaging for the employees (O’Leary & Lentz, 

2020). Therefore, to implement a data-driven and employee-engaged modern performance 

management system at SainCo, the management should consider using suitable modern tools and 

resources (Mueller-Hanson, 2020). The acquisition and implementation of the right tools will be a 

key part of transforming performance management (Pulakos & Kantrowitz, 2020).  

Performance management software providers such as ClearPoint Strategy offer comprehensive 

platforms for setting objectives, tracking progress, implementing feedback loops, and linking 

resources with goals (Bratton & Gold, 2017). They enable real-time data analytics, goal setting 

and tracking, performance reporting, integration capabilities, user-friendly interfaces, feedback 

and review mechanisms, scalability, and security features (Pulakos & Kantrowitz, 2020). These 

systems not only streamline the management of operations but also ensure alignment between 

individual contributions and organisational actions. 

Data-driven performance review management tools may include adding data analytics as well as 

performance management information systems (Bratton & Gold, 2017). These modern tools 

provide a holistic assessment of employee performance by capturing data from various sources. 
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They facilitate real-time feedback, allow for integration with other HR systems, and support 

upskilling and reskilling initiatives (Poutsma et al., 2023). These tools ensure that individual 

performance metrics align with broader organisational goals, streamlining processes and making 

them more efficient and less time-consuming (Barajas, 2023). With these tools, the management 

at SainCo can provide quantifiable metrics and key performance indicators (KPIs), eliminate the 

need for normalisation in evaluations and use technology to automate and streamline the 

performance evaluation process (Barajas, 2023).  

SainCo may also consider spending on some of the top ranked performance management tools that 

are currently available in the market (Poutsma et al., 2023). For example, Deel stands out for 

facilitating continuous performance discussions in one-on-one settings, making it ideal for 

maintaining ongoing dialogue between managers and employees (Bratton & Gold, 2017). Trakstar 

is recognised for its ability to connect all stages of the employee lifecycle, offering a 

comprehensive view of employee development (Behnke, 2023). 

Workleap Officevibe is particularly effective for gathering continuous feedback, including 

anonymous options, which can be crucial for honest employee insights. ClearCompany simplifies 

and automates HR workflows, streamlining processes significantly (Behnke, 2023). For a robust 

collection and analysis of 360-degree feedback, Primalogik is a go-to solution, enabling a well-

rounded assessment of employee performance (Barajas, 2023).  

Paycor offers efficient performance management solutions that can be integrated into SainCo's 

existing systems (Behnke, 2023). PerformYard is noted for its customizable performance review 

processes, allowing SainCo to tailor evaluations to specific needs (Behnke, 2023). Leapsome 

excels in employee development-oriented performance management, aligning with SainCo's goal 

of fostering a culture of continuous learning and growth. By leveraging these tools, SainCo can 

enhance its performance management practices, leading to improved employee engagement, better 

decision-making, and greater organisational success (Behnke, 2023). 

However, it is important to consider that the organisation must not randomly spend on various 

systems and technologies without properly assessing the organisation’s needs and its current 

capabilities and finances (Bonusly, 2023). Selecting the right performance management software 

should involve assessing key performance indicators and strategic goals, considering the 

organisation's size, operational complexity, and team's technical proficiency (Bratton & Gold, 
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2017). It is important to ensure that the chosen software integrates seamlessly with existing 

systems, is scalable, user-friendly, and provides the necessary support and training resources. 

Organisational and Employee Concerns 

Any change in the organisation comes with some resistance (Battista, 2020). The transition from 

the traditional performance management system to a more progressive performance management 

system will also face some internal resistance, described as organisational and employee concerns 

(Aguinis, 2023). Here, some of the organisational and employee concerns have been identified for 

the company. 

Perception of fairness 

The employees may have concerns about the fairness of the new system (Barajas, 2023). Fairness 

in this context implies that employees and managers perceive the evaluation, feedback, and reward 

processes as just and unbiased (Bouckeart & Halligan, 2005). When performance management is 

deemed unfair, it can result in widespread dissatisfaction, diminishing employee morale and 

potentially leading to disengagement (Bratton & Gold, 2017). Employees need to trust that their 

efforts and outcomes are evaluated objectively and that the rewards or consequences they receive 

are merited (Battista, 2020). An unfair system may create a sense of injustice, potentially impacting 

not just individual performance but also the overall organisational culture and productivity 

(Bratton & Gold, 2017). Therefore, ensuring fairness is not only about procedural justice but also 

about maintaining a positive and motivated workforce. 

Change management 

Change management, when introducing a new performance management system, presents a 

significant organisational concern (Mueller-Hanson, 2020). This challenge comes from the need 

to alter the embedded habits and practices among employees and managers. Resistance to change 

is a common human response, particularly when transitioning from familiar traditional methods to 

new technologies or methodologies (O’Leary & Lentz, 2020). Employees may be hesitant to 

embrace new systems due to uncertainty or discomfort with the unknown, while managers might 

be sceptical about the effectiveness of new approaches compared to tried-and-tested methods 

(Pulakos & Kantrowitz, 2020). Effective change management requires thoughtful communication, 

training, and support to ease the transition, ensuring that all members of the organisation 
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understand the benefits and feel equipped to adapt to the new system (Mueller-Hanson, 2020). 

This process is crucial in minimising resistance and fostering a smooth and successful 

implementation of the new performance management system.  

Data privacy concerns 

Data privacy and security are critical concerns in the implementation of data-driven performance 

management systems, both for the organisation and its employees (Pulakos & Kantrowitz, 2020). 

With the increased use of personal and performance-related data, there is a heightened risk of 

sensitive information being compromised (Wood, 2018). This concern extends beyond the ethical 

responsibility of safeguarding employee information to legal obligations, as organisations must 

comply with stringent data protection laws (Pirruccello, 2020). The confidentiality of performance 

data, including evaluations, feedback, and employee development plans, must be maintained 

rigorously to protect employees' privacy (Poutsma et al., 2023). Breaches in data security can lead 

to a loss of trust among employees, potential legal ramifications, and damage to the organisation's 

reputation. Therefore, robust security measures and strict adherence to data protection regulations 

are crucial in maintaining the integrity and confidentiality of the performance management system. 

Customisation and flexibility issues 

Customisation and flexibility are crucial in the implementation of new performance management 

systems, especially in a diverse organisation like SainCo (Bratton & Gold, 2017). A one-size-fits-

all approach often falls short in addressing the unique requirements and nuances of different roles 

and departments within an organisation (Monteiro, 2023). Each team or department may have 

distinct objectives, workflows, and success metrics, necessitating a performance management 

system that can be tailored to these specific contexts. Lack of customisation can lead to irrelevant 

or ineffective evaluations and goals, diminishing the system's value and its acceptance among 

employees (Pirruccello, 2020). Therefore, the new system should offer the flexibility to adapt to 

varied job functions, ensuring that it is relevant and effective across the entire organisation. This 

customization not only enhances the effectiveness of the system but also boosts employee morale 

and engagement by acknowledging and catering to their specific professional scenarios. 

Differentiating Compensation 
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Differentiating compensation in a new performance management system is a complex task that 

requires careful balance (Bonusly, 2023). It is crucial to create a compensation strategy that fairly 

and effectively incentivises top performers, encouraging them to continue excelling and 

contributing significantly to the organisation (Bratton & Gold, 2017). Simultaneously, it is 

important to ensure that mid-level performers receive equitable pay that reflects their 

contributions. This balance is essential to maintain morale across all levels of employees and 

prevent perceptions of unfairness or favouritism (Battista, 2020). An unbalanced compensation 

strategy can lead to dissatisfaction and demotivation among employees who feel underappreciated, 

potentially affecting overall productivity and organisational cohesion (Barajas, 2023). Therefore, 

while recognising and rewarding high performance is key, it is equally important to ensure that all 

employees feel valued and fairly compensated for their efforts. 

Change management strategy to address these concerns 

The Kotter’s 8-Step Change Model can be particularly relevant in this context. This model starts 

with creating a sense of urgency around the need for change. By communicating the benefits and 

necessity of the new performance management system, employees and managers are more likely 

to understand its importance and be motivated to embrace it (Aguinis, 2023). The next steps 

include forming a powerful coalition of change agents, creating a vision for change, and 

communicating this vision. It is crucial to empower broad-based action by removing obstacles and 

enabling employees to accept and adapt to the change (Battista, 2020). Generating short-term wins 

can help in maintaining the momentum, and consolidating gains by anchoring new approaches in 

the culture is vital for long-term success. (Bouckeart & Halligan, 2005) 
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Figure: Kotter’s 8 step change management model 

Kotter's Change Management Model is relevant and effective for SainCo's transition to a new 

performance management system due to its structured approach (Mueller-Hanson, 2020). It 

emphasises creating urgency, building a guiding coalition, and developing a clear vision, which 

are crucial in motivating and aligning employees with the change (Navarro, 2023). It is also a more 

detailed approach to change management, which would allow the management at SainCo to 

evaluate the progress as they go with the new approach to performance management. 

The management should also consider the implications of effective communication in the 

organisation to effectively introduce the new system (Poutsma et al., 2023). In line with Shannon 

and Weaver's Communication Model, the focus should be on clear and effective transmission of 

messages regarding the change. The sender (management) must clearly encode the message 

(information about the new system) and choose the appropriate channel (meetings, emails, training 

sessions) to reach the receiver (employees) (Mueller-Hanson, 2020). Feedback from employees is 

crucial to ensure the message is understood and to address any noise or barriers in communication. 

Regular updates, feedback sessions, and open forums can facilitate two-way communication, 

ensuring that employees' concerns are heard and addressed (Navarro, 2023). Additionally, training 

programs to familiarise employees with the new system can aid in easing the transition. Managers 

should be trained not just in the technical aspects of the new system but also in soft skills like 

empathy and effective communication to better support their teams. 
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Employee Engagement and Employee Involvement 

Employee engagement and involvement are pivotal in the successful implementation of SainCo's 

new progressive performance management system (Poutsma et al., 2023). Engagement refers to 

the emotional commitment employees have towards their organisation and its goals. It is a measure 

of how motivated and invested employees feel in their work and the company's success. High 

levels of engagement often lead to increased productivity, better employee retention, and improved 

overall performance (Pulakos & Kantrowitz, 2020). Employee involvement, on the other hand, 

pertains to the extent to which employees are included in decision-making processes, goal setting, 

and other aspects of organisational life that directly affect their work (O’Leary & Lentz, 2020). 

When employees are involved, they feel valued and respected, which can boost morale and foster 

a sense of ownership and responsibility towards their roles and the organisation (Navarro, 2023). 

In the context of implementing a new performance management system, both engagement and 

involvement are critical. Engaged and involved employees are more likely to be receptive to 

change, understand the reasons behind it, and actively participate in the transition process 

(Poutsma et al., 2023). They can provide valuable feedback, help identify potential issues, and 

contribute ideas for improvement, making the implementation process more collaborative and 

effective. Moreover, involving employees in the development and rollout of the new system can 

help address concerns about fairness and transparency, as mentioned earlier (Navarro, 2023). 

When employees have a say in how they are evaluated and rewarded, and understand the criteria 

and processes involved, they are more likely to perceive the system as fair and accept it. This can 

lead to greater acceptance and smoother implementation of the new system, ultimately contributing 

to its success and the organisation's overall performance (Betterworks, 2022). 

To achieve employee engagement and involvement in the implementation of the new performance 

management system, SainCo should focus on open communication and participatory approaches 

(Mueller-Hanson, 2020). This involves actively seeking employee feedback through surveys, 

focus groups, or meetings, ensuring their voices are heard and considered in the development of 

the system (Betterworks, 2022). Transparency about the reasons for the change, its benefits, and 

how it will operate is crucial for building trust and buy-in. Moreover, training sessions can help 

employees understand and adapt to the new system (Barajas, 2023). Recognizing and celebrating 

early adopters and success stories can further motivate employees and reinforce the value of their 
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engagement and involvement. This inclusive approach not only eases the transition but also fosters 

a sense of ownership among employees, contributing to the successful adoption of the new system 

(Mueller-Hanson, 2020). 

Recommendations 

Based on the discussions so far, the following short-term and long-term recommendations can be 

made for SainCo in regards to implementing a more employee-focused, data driven and forward-

thinking performance management system.  

Short-term Recommendations 

Communication and Training: The management should immediately begin a comprehensive 

communication campaign to explain the benefits and operations of the new system to all 

employees. They should organize training sessions to ensure everyone understands how to use the 

system effectively. This should mitigate the employee concerns and increase the readiness to adopt 

the new system (Bratton & Gold, 2017).  

Pilot Testing: The management should implement a pilot program in one department or section 

of the organisation. This will help identify potential challenges and areas for improvement before 

a full-scale roll-out (Mueller-Hanson, 2020). This will also mitigate the risks associated with any 

ineffective tool for performance management. The outcomes of the pilot test should inform the 

management on a full scale roll out of the system (Navarro, 2023).  

Feedback Mechanism: The management should establish a feedback mechanism to gather 

employee opinions and experiences with the pilot program (Bratton & Gold, 2017). This should 

include both formal surveys and informal discussions. This will help increase employee 

engagement and involvement to the process.  

Management Involvement: The organisation should also ensure that the managers are fully 

engaged in the process, understand the new system, and are prepared to support their teams through 

the transition. This will contribute to leadership readiness towards adopting the new system 

(Mueller-Hanson, 2020).  
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Long-term Recommendations 

Continuous Improvement: The management should regularly review and update the 

performance management system, incorporating feedback from employees and managers 

(Navarro, 2023). This ensures the system remains relevant and effective in the long-term. This will 

help increase the effectiveness of performance management system and align individual goals to 

organisational objectives more effectively (Pulakos & Kantrowitz, 2020).  

Cultural Integration: The management and the employees should work towards integrating the 

values and goals of the new performance management system into the company’s culture. This 

includes reinforcing the importance of continuous development and feedback. This will help 

mitigate the organisational barrier to adopting the new system (Poutsma et al., 2023).  

Technology Upgrades: The management should invest in technology to support the performance 

management system (Wood, 2018). This could include advanced analytics tools for better tracking 

and evaluation of performance data. As discussed earlier, technology upgrades are key to adopting 

and maintaining a new system for performance management. With technology upgrades, the 

management can better evaluate performance with data driven insights (Poutsma et al., 2023).  

Performance-Linked Rewards: The management should develop a clear and transparent policy 

for linking performance evaluations with rewards and recognition, ensuring consistency and 

fairness in compensation and promotions. The process should be comprehensive to everyone 

related to it, so that there is a general understanding of the fairness of the process. (Pulakos & 

Kantrowitz, 2020)  
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Conclusion 

In conclusion, the successful implementation of a new performance management system at SainCo 

hinges on addressing key organisational and employee concerns. Emphasising fairness, managing 

change effectively, ensuring data privacy and security, and customising the system for flexibility 

are essential. Moreover, actively engaging and involving employees in this process is crucial. This 

approach not only facilitates smoother adoption of the new system but also aligns it with the 

company's broader objectives. By integrating these strategies, SainCo can look forward to a more 

effective, fair, and transparent performance management system that is embraced by both 

managers and employees, ultimately driving the company towards greater success and 

competitiveness in its industry. 
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