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[bookmark: _Toc68831970]Introduction:
It is only through enhancement of performance that an organisation can register continuous improvement in organisational efficacy and workforce performance. It is true that performance management has evolved over the course of time as a concept and management practice, but it is only in the modern decade that management scholars and practising managers alike have realised that performance management entails more than just appraising the performance of the employees (Aguinis, 2019). In theory, it can be defined as a corporate management tool used for the purpose of measuring, monitoring, evaluating, and improving the performance of the workers by members of the management. During this report, the case of SainCo will be considered. SainCo is a well-known, family-owned retail organisation which has operations in 10 locations and employs 2000 staff members. The management style at SainCo is autocratic and lately, the CEO of the company has realised that the company was in the dire need to embracing modern approaches, practices, and policies of performance management (Buckingham and Goodall, 2015). This report is meant for the SainCo CEO and will help develop a modern approach to the concept of performance management within SainCo. The components of the report can be identified as a broad definition of performance management and what it entails, the organisational and employee perspectives and concerns pertaining to it, the aspects of employee involvement and employee engagement, and providing recommendations to SainCo for the short and long run. The report will be laid out in the same sequence of points as just mentioned.


[bookmark: _Toc68831971]Performance Development Planning - the purpose and the process Performance Appraisal and Performance Management 
Performance Development Planning refers to the use of a tool for the enhancement or elevation in workers’ performance (Buckingham and Goodall, 2015). The employees and the managers can identify the skill shortages or the areas of improvements, set, evaluate, and measure goals and objectives, evaluate the progress made, and outline a meaningful strategy to fulfil the same. (Van Dooren, et al., 2015) The Performance Development Planning is done with the aim of identifying and addressing the areas of improvement in an employee. Performance appraisal is a process which is meant to evaluate the performance of individual employees and examine their meaningful contribution towards the organisation on a regular basis. The aspects of the skills, knowledge, achievements, and growth recorded are assessed as a part of the process of performance appraisal. The method of monitoring an employee’s overall performance is referred to as performance management (Armstrong,200). The primary main goal of the performance management process is to encourage, inspire and equip employees so that they can function in the full potential in the most productive and efficient way possible (Van Dooren, et al., 2015).
The modern understanding of the process of performance management has been subjected to the changes in management philosophy, especially the concept of keeping people at the heart of all activities. As per the evolved version of performance management, it can be defined as a communication process which is run by the management between the management and the workers to be able to work hand in hand in planning, monitoring, and reviewing the work-related objectives of the employees and measure and evaluate their overall contribution in adding value to the process (Bititci, et al., 2016). Therefore, this definition regards the performance management process as a continuous endeavour which leads to effective coaching of employees, and the review and planning of their performance. In practice, performance management process is comprised of the stages of employee development, coaching of the employees, using corrective action and termination. The performance management process is executed using the essential elements of the system. These can be identified as manager reviews, employee development and performance improvement, succession planning, monitoring of employee performance and relations with the management, goal setting, 360-degree feedback and outcome management (Arnaboldi, et al., 2015).
[bookmark: _Toc68831972]Performance Management - the drive towards competitive advantage and the place of HRM – behavioural, performance and other outcomes:
The on-going process of communication that exists between an employee and his supervisor throughout the year, with the intention of accomplishing the strategic goals of the organisation is known as performance management. Clarifying expectation, setting objective, outlining targets, getting inputs, and eventually evaluating the results are all part of the communication process (Bititci, et al., 2016). The most effective performance management process lays the foundation by aligning the efforts of the individual with the goals of the organisation. When an individual employee’s work efforts were linked to the organization’s mission and ambitions, both sides begin to recognise their contributions. When the attention is focused towards setting clarity of the performance expectations in the form of results, actions and behaviours, the employee manages to understand the required measures to gain success on the job (Bititci, et al., 2016).
The effort becomes more focused when the objectives, performance dimensions, standards and other measures are made proper usage of. This also helps the particular department to carry out the tasks that need to be done and also provides a strong rationale that leads to eliminating any work that is no longer seen as essential. Regular check-in discussions such as updated statuses, coaching and constructive feedback lead to the promoting of flexibility and also allow the organisation and its employees to identify problems at a very early age. This changes the whole course of a project or even a work assignment (Schleicher, et al., 2018). Though an effective performance management process requires a lot of time to be planned and implemented, it can save a great deal of time and energy for both the employee as well as the organisation. The most important factor is that it can prove to be a highly effective motivator as it can help the employees and the company achieve the goals and objectives of the organisation (Schleicher, et al., 2018). There are five areas of the management that lead to a well-managed supply chain which can drive the competitive advantage. These five areas are; marketing, finance, human resources, legal and customer service.
[bookmark: _Toc68831973]Marketing
It is very important for the marketing team of a company to know their products well and have the ability to deliver it on time and hence they should have knowledge of the supply chain of the company as well. The worst case scenario is, the marketers end up making claims that are impossible to be fulfilled by the supply chain and this leads the company towards a problem of high magnitude. A recent research shows that approximately 87 percent of online shoppers tend to switch to a different supplier for reasons as minute as a two day delay in their orders being delivered (Ashdown, 2018).
Along with this, around 25 percent of the consumers have stated that they have used their social media to raise concerns and complain regarding the delivery services and poor orders. So, in simpler terms, the professionals at the supply chain are capable of causing a great deal of misery for the marketers (Ashdown, 2018). However, sometimes the impact can be positive, too. Any improvements in the supply chain can be of great value to the marketers. For instance, the green initiatives lead to the contribution of a marketing narrative that is eco-friendly. In the case of Unilever, the company uses the Chemistry Innovation which is actually funded by the government, to improve the carbon footprint of the company and also the recycling facilities along the supply chain. The supply chain team creates gains from this programme through a central plank of the marketing story of Unilever.
[bookmark: _Toc68831974]Finance
The potential dangers that a supply chain poses to the firm’s financial health is hazardous. Any minute issue in the chain can lead to the rotting of inventory in warehouses which triggers cash-flow illiquidity and maybe even insolvency. However, such issue are very common. A large-scale survey has shown that almost 90 percent of the British firms experienced major disruptions to their respective supply chains over a period of 12 months. However, only 50 percent of them claimed to have mapped out of the effect of this on their profit and revenue (Jakobsen and Mortensen, 2016). Coming to the manufacturing sector, approximately 70 percent of the firms rank their supply chains as critical, yet it is to be noted that only 49 percent of them have been monitoring and reviewing the supply chain risk on the board level.
[bookmark: _Toc68831975]Human Resources
The mutual misperception present here could be very dangerous. Usually, the human resources professionals tend to assume that the supply chain is completely about hardware and technology. And on the other hand, the supply chain department are likely to dismiss human resources as having a little more power than hiring and firing employees, along with the management of payroll. Both these views are dangerous.
[bookmark: _Toc68831976]Legal
It is very important for an organisation to know where its raw materials come from. The UK Foreign and Commonwealth Office have issued guidance to firms regarding how to conform to UN regulations as well as the national regulations on the subject of these materials (Ewenstein, et al., 2016).
[bookmark: _Toc68831977]Customer Service
Customer service has some of the best examples regarding how the professionals in the supply chain can add value and polish to an entire organisation. The free delivery and free returns policy was pioneered by Asos.com, an online clothes retailer. This offer enabled the customers to order variations of the same product (Ewenstein, et al., 2016). It was the ability of the supply chain of Asos.com that enabled the organisation to offer such a cost effective option and this gave the firm a unique as well as critical selling point against its competitors. Therefore, taking up an order is the easy part but for the supply chain to make the offer a reality is where the real challenge lies.
[bookmark: _Toc68831978]Performance and Development – goal setting, measurement, appraisal, feedback
The success and personal development strategies are derived from an analysis of the different indicators mention below:
Profiles role: A work profile is a description of a theory in the context of behavioural, functional, or career competencies. After establishing a structured performance agreement, the line manager and the collaborate to develop the main outcomes areas , which are the modified (Gerrish, 2016). 
[bookmark: _Toc68831979]Goal Setting:
The aims are integrally connected  with the vision and mission of an organisation and employee’s work (Gerrish, 2016). The objectives are not dictated by the boss or a higher level manager but are determined through planned discussions, agreements, negotiations followed by a compromise in the end. Objectives play an important role in preparing  the outcomes  and not just the operations, and  therefore positively affect the department’s overall effectiveness and performance. For instance, the reduction of the expenses of the administration by 15 percent by the end of a financial year could be the performance objective. Few key considerations for developing the suitable performance objectives are;
a) Defining the short term goals which may eventually lead to the generation of the long term gains of the organisation.
b) Identifying of possible obstacles as well as the complex issues during the process of realisation of the same objectives.
c) Adding some consistency to the framework so that necessary improvements can be implemented as and whenever they are essential 
d) Maintain the database of the resources required 
[bookmark: _Toc68831980]             
Performance measurement:
It is very important for the firm to know how to measure the employee goals after setting them. They are also required to track the performance against these measurements. The measurability  of a goal is decided during its growth, so having the goals objective, attainable, transparent, and tried to a measurable value is essential also the most ineffective aims can be evaluated  (Ashdown, 2018).
In the workplace, a calculation method could be how many times an employee had to prepared a speech before presenting this confidently on stage, or how many accounts can be settled in a day when bills are paid. If a goal has never been accomplished before, it is classified as a learning goal (Jakobsen and Mortensen, 2016). As a result, the employee is learning which measure is the most successful by flattening the learning curve and observing people who have already achieved these goals while being mentored or reading book about a role model(Jakobsen and Mortensen, 2016).
The manager or employer who helped the employees set the goals in the first place must record their success towards them. However, this is partially due to the goal’s measurability. For example, “improving revenue ” is not a measurable objective because what constitutes “improvement” is subjective to the manager’s and employee’s thinking abilities. On the other hand, “increase the revenue  by 10 % on the e-commerce platforms by the third quarter” is direct  as well as measurable goal that has the chance to be reviewed beyond a designation of whether the goal has the ability to pass or fail. There is potential for such a straightforward changes to make the employee fails to achieve a specific target but raises revenue by 8% within the period allocated . In the same manner, in case an employee manages to exceed the goal and increase the sales by 15 %, it becomes clear that the goal is surpassed significantly (Ewenstein, et al., 2016). Measuring goals in this manner doesn’t just improve the process of recognising the top performers but also helps the firm refine the outcoming goals with a practical  indicator for best performance.
Such measurable goals can be very useful  and can  also serve as calibration factor for tracking employee success on regular basis. Performance evaluation  should be conducted on the regular basis during the year . However, in an ideal business world, performance reviews are supposed to be on-going and not just be held once a year. There is a need for mechanisms to offer feedbacks, celebrations as well as rewards on an on-going basis. The employees also need to understand what makes for a worthy performance. Showing up on time and putting in the work hours is not enough anymore. They also need to get the feeling that their assessment by their supervisor is fair as well as data-based.
[bookmark: _Toc68831981]Performance Appraisal and Feedback
The standard assessment system is used by the majority of the businesses. Here, the employee’s performance is evaluated against a set of parameters.  The general  aim of the performance appraisal is to provide input to an individual employee based on his or her performance with the goal of correcting any shortcomings that may exist and creating opportunities for his or her career progression (Mone, et al., 2018). It has been observed that the employees do not always seem to be agree  with the process of performance appraisal. Anyway, some sort of assessment is required to provide feedback in order for the employee to improve his performance. Recognising success levels can also assist in inspiring workers to achieve higher levels of performance or to come up with innovative solutions to problems. 
Some of the companies have even tied the performance appraisals to the sustainability performance. In this process, identifying the dimensions of performance is an essential step. The performance criteria should be directly aligned with the business objectives and goals. These measures should also be controllable as well as meaningful. Management should prioritise different social, economic, and environmental criteria over other criteria in order to emphasise the value of the sustainability factor to employees (Mone, et al., 2018). Managers must be held responsibility for achieving suitability targets by their staff, according to performance management. The sustainability criteria can be added to the attribute, and outcome assessment instruments.   
In order for the performance appraisal systems to succeed, the teamwork of all the staff members is necessary. The employee has to get the feeling that the process of assessment will lead to an improved all in all  sustainability of the organisation. The need for the buy-in of the employee may even require the organisation to engage itself in the activities of capacity-building.
[bookmark: _Toc68831982]Trust, Manageability and Control - Motivation, Rewards, and Incentives:
Trust has a special significance when human resource management in general and performance management is discussed. Trust is comprised of three elements which can be identified as consistency, compassion, communication, and competency. Therefore, to understand what trust entails in the concept and process of performance management, it is vital to develop a deep understanding of these elements. It is interesting to note that each of the elements mentioned is inadequate in isolation (Schleicher, et al., 2018). In other words, if only one of these four elements is considered, it cannot lead to the development of trust. Therefore, it is obvious that for trust to be built, all the four factors should be present. The case of performance management is even more interesting when analysed from the angle of trust. As mentioned in the introduction, the performance management is essentially a process of communication between managers and individual employees which is meant to plan, coach and review employee performance over a given course of time.
These elements relate to the concept of performance management in the form of positive relationships, good judgement, and consistency (Gerrish, 2016). Developing an understanding of the behavioural aspects that underline the element of trust, is essential for an organisational leader to be able to elevate the trust levels. Positive relationships determine the extent to which a leader has been able to forge relationships with employees marked with mutual trust and good faith. A leader can do so through keeping in touch pertaining to issues and concerns, balancing the outcomes of such issues with those of others, generating cooperation and collaboration among individuals, resolve conflicts amicably, giving honest feedback in real-time and after performance.
Similarly, good judgement is another important factor that determines whether the employees trust their leader. This pertains to the leader being knowledgeable and well-informed. Both dept. of experience and technical knowledge of work are important in this regard. The element of good judgement is hence relevant when it comes to taking well-informed decisions in the short and long run, making others trust the ideas and opinions, encourage others to seek opinion, making meaningful contribution to deriving desired results, and anticipation and mitigation of problems and risks effectively (Arnaboldi, et al., 2015).
Consistency pertains to the leader being a role model for others, setting a good example for others to follow, walking the talk, honouring commitments made, walking the extra mile to aid advice and help. These elements of trust showcase the importance it bears when it comes to performance management. It is a process through which the employee and the manager communicate honestly and freely to evaluate performance and develop plans for the effective management of the same. The active participation of the employee in developing action plans and in assisting the manager to understand their performance outcomes and expectations determine the success of the performance management process.
Manageability refers to the process of evaluating the performance management systems in place which are meant to measure the performance and help plan activities for enhancement of employee performance (Bititci, et al., 2016). The use of key performance indicators and other performance benchmarks are integral parts of the manageability aspect of performance management. The goal of being able to have effective manageability over the performance management process is to ensure that it is effective exciting and enduring. Transforming the traditional performance management approaches and methods into new methods and practices holds the key to developing such a performance management approach. For example, managers vested with the responsibility of managing performance can transform the ineffective and static annual appraisals existent within the organisation into performance management processes which are highly powerful and social. Such a transformation helps in continuous employee development and allows for a broader community to contribute to the process in the form of providing valuable inputs, reviews, and development options in a collaborative manner (Van Dooren, et al., 2015).
As far as control in performance management is concerned, it is important to mention the control theory. This theory pertains to the use of the element of control in performance management in sustaining the system through the defining the forms of control in the performance management system and between the system and the organisation. the theory states that the leader who is vested with the duty of managing performance ought to ensure that the actions and working of all the performance management systems ought to be in tandem with each other so that the common goals of the department or the broader organisation are effectively met. In this regard, the management can use what is regarded as a performance measurement control system (Buckingham and Goodall, 2015). The use of this system is done for the purpose of exercising control over the performance of the workforce and the results of the same. It helps the managers make well-informed and realistic decisions regarding the conduct of the business and management of the operations. The control system helps develop performance management goals which are not rigidly cascading. This paves the way for a more effective negotiation strategy within the performance management system. When the performance management cycle is discussed, the importance of control is highlighted (Buckingham and Goodall, 2015). The element of control is indispensable in the process of advance planning of work to ensure that the intended outcomes and desired expectations are fulfilled, monitoring the progress made and the performance in a continuous manner, as well as recognising and rewarding good performance. Managers often use performance management software for the purpose of having control over the performance management process and meeting the goals mentioned in the preceding section of the report.
[bookmark: _Toc68831983]HR and Line Managers – Business Strategy, Commitment, Improvement Flexibility and Quality:
The HR managers in an organisation are vested with the responsibility of managing every facet of human resource management, including their performance and motivation. The HR managers play an indispensable role in the design as well as the implementation of performance appraisals, which are integral components of the process of performance management (Buckingham and Goodall, 2015). The HR managers, in this capacity, act as the vital links or mediators between the employees and the reviewing heads when it comes to evaluating their performance and reflecting the assessment results in the form of appraisal. The appraisal process is executed by the HR managers and they are vested with ensuring that the process is seamless and smooth (Aguinis, 2019).
As HR managers, the professionals focus on collaboration, use HR technology to bring about collaborative working and performance analysis between managers and employees, improve organisational commitment, understanding of the company’s mission and vision statements, transform negative feedback into meaningful ideas, build open two-way communication channels and improve feedback mechanisms within the performance management system. The modern approach to performance management includes behaviour as well as performance (Aguinis, 2019). The participation of the HR managers in performance management process is by virtue of the increased importance of behaviour as a part of an individual’s performance. Organisational citizenship behaviour determines the focus with which employees can undertake value-adding activities and the extent to which they can fulfil the organisational goals and objectives. The designing of the performance improvement plan, which comprises specific training and development activities, is also done with active participation and consultation with the HR managers. Therefore, this is the way the HR managers of an organisation allow better organisational commitment, adaptability and flexibility and better quality and productivity (Schleicher, et al., 2018).
The line managers in an organisation play a vital role as far as managing the performance of employees in a continuous manner and providing consistent feedback is concerned. The line managers manage the human and organisational resources to fulfil organisational and functional goals from time to time. Developing a keen understanding of the functional and departmental goals on the part of the workers, as well as ensuring that they are met in an effective manner is one of the most prominent ways in which line managers make a significant contribution to the performance management process. The line managers measure individual metrics and those of the team when it comes to their performance over a given time, compared against the intended targets (Jakobsen and Mortensen, 2016). The line managers also work as active agents performing the role of monitoring the performance and conduct of the workers. The fact that the line managers work under a senior manager and in close coordination with the workers on the ground make them well-informed individuals on matters pertaining to performance management and appraisal. The aspects of motivation, team building, and motivation and employee engagement are also managed by the line managers. The roles and responsibilities of the line managers are defined in such as manner to complement the broader business strategy of the organisation.
An efficient and responsible line manager is well-informed on a day-to-day basis on the execution of the business and organisational strategy, provides guidance, resolves bottlenecks, provides motivation, measures their performance, takes corrective action after an evaluation of performance reports, and positively influences employee job satisfaction and motivation. Therefore, the line managers of an organisation have a major role to play in the process of performance management and meet the business and organisational strategy of the company in disposing of the roles and responsibilities on a day-to-day basis.
[bookmark: _Toc68831984]International, Environmental, Ethical and Sustainability issues:
International performance management has emerged to have become a widely studied management practice and philosophy because many retail companies in the UK have business operations in foreign countries. As a process, international performance management refers to the evaluation and measurement of the performance of an individual working in a foreign location to transfer knowledge or the for the purpose of the development of global leadership skills (Ewenstein, et al., 2016). The global goals of the organisation are kept in mind when dealing with the international aspects of performance management. Many companies which have international business operations and presence suffer from underperformance of workers. Many surveys and studies conducted in the UK, other EU nations and the US have confirmed that almost one third of managers who have worked on an expat assignment have failed to meet the performance benchmarks. This hints at the need for the development of an approach to performance management which is relevant in the international scenario.
However, developing an international approach to performance management is challenging and often marred in cultural differences and distinctly different outcomes. This is owed to the fact that workers working in and belong to different nationalities, social and cultural background display different behaviour while at work. As mentioned earlier, the performance as well as behaviour of employees is considered components of the evaluation process under performance management. This makes it different for managers to frame or design performance management approaches nr systems which are appropriate in all such locations (Mone, et al., 2018).
The ethical and environmental aspects in international performance management also pose tough challenges to the managers of an organisation. These aspects can be identified as the following:
Environmental variations:
The environmental variations relate to the lack of a one size fits all concept in performance management. The environmental issues include differences in terms of growth rates, the immediate and obvious differences on performance, mean international appraisals on performance and the uniqueness of the same (Mone, et al., 2018).
Time and distance:
Improvements and advancements made in the field of science and modern technology, differences in time and in local infrastructure and logistics have a deep impact on performance management as well as on appraisals.
Cultural adjustment:
The ability of an employee to adapt to the culture in a given location as well as the national culture of the nation the destination is in is a challenge (Ewenstein, et al., 2016). The development of a measurable international performance management system can be done only when the employee, the HR managers and the managers are able to understand the local culture and its factors. 
Inconsistency of implementation:
The implementation of performance management systems in all subsidiaries in different countries of the world is a challenge. Monitoring and having an oversight over ethical issues and challenges can also pose as a prominent challenge as far as developing international performance management system is concerned (Jakobsen and Mortensen, 2016).
[bookmark: _Toc68831985]

Conclusion:
As mentioned above, SainCo can transform the existent performance management processes and systems into social performance management processes to ensure that the process is effective and exciting in the short run and enduring in the long run.
The effectiveness of social performance management relates to the benefits the employees, the HR ad line managers can experience. The HR managers can do away with time consuming data entry activities. The performance appraisals and reviews can be linked with the organisational goals directly and real-time progress be made available to the managers. The talent gaps can be evaluated and the linkages between the learning activities and the gaps can also be established. The managers can provide meaningful, timely and transparent feedback to keep the employees;’ conduct and performance on track, and the employees can take corrective action based on the feedback received from time to time. Exciting refers to the alignment of social performance management activities with employee development and career progression. The comparison of the goals and performance against the career paths and the expected competency outcomes can make the objectives transparent and clearly defined. The employees can benefit from a future role comparison scenario and be recommended on future learning development goals.
Enduing refers to the social performance management process being continuous and based on real-time processes and progress. This will help the company get done with guesswork and measure on-going performance in real time and provide effective feedback on goal achievement to individual employees. 
These recommendations can be used by the CEO of SainCo to make overall improvements in the performance management approach existent in the organisation.
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