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[bookmark: _Toc62716989]Executive Summary 

This study's main objective is to investigate employee performance management systems' effects and their business practices improvements and determine employee development's importance through performance management practices to achieve a more critical business goal.
The case study will evaluate the retail industry's employee performance management practice within the UK market through an extensive examination conducted from the Human Resource perspective and a non-managerial perspective.
Outcomes will show that the case study classifies and critically analyzes the Human Resource Management role of performance management and managing and improving employee and organizational performance. Also, there will be a critical analysis of the systems obtainable to support, improve, and achieve the organization's competitive advantage and advanced performance.














[bookmark: _Toc62716990]Introduction 
This paper reviews the literature on performance management and evaluations to see where organizations may have useful knowledge. It also provides essential criteria on which to judge the effectiveness of implementing a performance management system.
Ultimately, one will examine Diamonds School Uniform Supplier and distributor's case study on performance management. The aim is to identify and critically analyze the Human Resource Management role of performance management and its involvement in managing and improving workers and organizational performance. The report will also critically recognize the value of the practices available to support, improve, and achieve competitive advantage and high performance.

















[bookmark: _Toc62716991]Performance Management
In today's current climate, the dissatisfaction with the performance management method and conclusions has increased unusual activity in recent years to transform the performance management systems to generate better value, productivity, and satisfaction.
[bookmark: p4]Unfulfilled with consistently negative attitudes toward performance management, companies have flung out their traditional best-practice textbooks and have begun experimenting with many new and innovative ideas for conducting performance management. These concepts include reducing formal goal setting and ratings, increasing regular goal setting, and feedback registrations. 
In the past, there has never been in a time when hence various companies have concurrently begun experimenting with new characteristics for a primary talent system. The outbreak of action surrounding performance management has left a small opportunity to take to task and take stock of what organizations have studied and evaluate future performance management procedures and research implications.
Aligning personal strengths to organizational goals and achievements is the primary objective of performance management. Performance management behaviors also tend to be rooted in even more significant talent management events, such as career development, talent review, and succession planning. Performance review, “or performance evaluation, is the appraisal of prior performance inside a provided period. Judging, how well workers performed is the purpose, that is appropriate to beliefs and to use the knowledge to make a range of talent and organizational decisions”. Performance appraisal, by definition, looks backward at past behavior and performance. Simultaneously, performance management, believing continuous informal feedback is taking place, is more forward-looking. (Battista, 2020)









[bookmark: _Toc62716992][bookmark: _Hlk59005462]The case study of Diamonds School Uniform Supplier and distributer

[bookmark: _Toc62716993]

Mission Statement
Diamonds School Uniform Supplier is now an online shop for the School Uniforms company that’s been the organization's campaign over the last thirty years. Throughout that period, Diamond's school uniforms have polished all of their products and accessories. The organization's directors are a family that invites customers to experience the quality of their products and services.
Vision Statement
Diamonds School Uniform Supplier's vision has become universally established for their quality outfits and the distinct scope of their children's produce. Diamonds School Uniforms have been overwhelmed in their area for over thirty years, with various accomplice organizations everywhere. For instance, Diamonds supplies the Midlands, which comprises more than sixty schools. Nevertheless, they have numerous sister organizations, which many of the schools are in London, Pinkys Schoolwear, which supplies this region.
Values
[bookmark: _Hlk57796851][bookmark: _Hlk57796969]Diamonds School Uniform values originate from holding an on-going discussion with their stakeholders, for example, Head Teachers, students, and parents, which are persistently advancing and sourcing best worth items with the broadest scope of sizes from around the globe. The organization has also adopted a meticulous, hard-working reputation.

[bookmark: _Toc62716994]History 
Diamonds School Uniform Supplier is a UK family run business of over thirty years. The organization's main office recedes in London, but their factories are all around the midlands. Diamonds School Uniform employs over 1500 workers, and the business has been distributing merchandise in bulk for the same length of time there have been opened.
Delroy Messam, CEO of the Diamond school uniform suppliers, is an ex-military Major born to a military background family. Before the army, Delroy Messam embarked on a tailoring course where he designed specialized suits for a West End boutique in London, so this is where he picked up his personalizing suits for business people and aristocrats. 
In 1968 Delroy Messam did ten years in the army, where he proved to be an exceptional leader in this time. With decoration in his ranks, he went from captain to major in this short time,  decorated with The Victoria Cross, the highest military award for bravery in the field, and the George Cross for his bravery, not in the face of the enemy. After this stent, Delroy left the military and went on to open the School uniform business.
[image: ]Delroy Messam proved to be a good CEO leading his organization with his brother's help with a strict regime and a tight nit community. The Diamond school uniform business rapidly grew. With his personalizing suits for business people, he made this one of his selling points concerning the school uniforms, which later became the blueprint and the organization's unique selling point.
What brings the organization to the forefront is that, without compromising quality, the buying power helps the business negotiate the lowest prices with the factories and suppliers. All the savings stay factored into making Diamond's business prices some of the most competitive around. Diamonds School Uniform Supplier is the official outfitters for most junior and Senior schools around the country.
Through the years, the organization has rapidly grown and still to this day has a dated human resource system. Line managers and workers are frustrated with the lack of feedback and old fashion concepts that the business practices, and this has seemed to put a sizeable uncertainty cloud over the worker's heads. Delroy Messam, the CEO, see it now time for a change.
This model stipulates the role of several social change variables in forecasting goals to engage in individual behaviors and can help understand why standard change management strategies, communication, and participation strategies lead to enhanced change conclusions for workers. (Peach, 2008)
The strengths of the organization 
Over the years, the organization has excellent customer service; all staff has retail experience, sales, and marketing, to the production line and supervision. Retail experience is a requirement the organization desires from all the workers when hiring.
Diamonds have a niche in the market that should help Diamonds School Uniforms vision into the retail market alongside its competitors, with an added expertise, creating custom made uniforms for senior and junior schools, who want to have a unique identity.
The custom made uniforms are a complete uniform or a particular element of the uniform. Diamond's custom made uniforms add value to the organization, and the business will hold the school's entire school bill. They are custom-made uniforms for each student and are the only business that can supply the school uniform.
According to Webster (1994), he observed that firms with the most favorable profit performance could dominate a complete market niche and not the entire market. In terms of superior quality, domination paired high price-high margin advantages with lower costs associated with increased volume. (Gordini, 2010)
Also, the organization's CEO solely makes the company's decisions, leading to quick decision making. He has sole control of a more traditional style over the processes and the operation of the company.
For example, the current COVID 19 crisis had hit the organization's walk in-store sales. It hit the company's financial pockets because the children were off school for three months, so the CEO quickly diverted the business strategy to push more online sales and advertising through social media. Throughout this process, the need for updated human resource strategies need. 
The Diamond company's culture relies strongly on senior management's defined lines with a strict work and control group. Figuratively, speaking Diamond school uniform company behaves like a machine. The organization runs deeply on mutuality, trust, and empathy. For instance, the senior management team is tight within its ranks. So there is a high level of trust amongst peers.
The level to which business and social orders consider that power should supply similarly or unevenly. In work terms, this identifies with the centralization of power inside a company and the degree to which leadership is dictatorial social orders with 'high power distance' are hierarchical organizations that acknowledge that the more senior workers have additional force. (CIPD, 2017)

The weakness of the organization
Delroy Messam, the CEO, is an ex-police sergeant who believes in family first and hard-working individuals. The CEO always likes to have the final say in all that centers the business but allows only the senior management team to supply feedback about their departments. 
[bookmark: _Hlk62721935]The choices or decisions made are mainly around the organization's beliefs and usually do not involve others beyond the senior management team for suggestions and advice. There is little input from group members. The issue with how CEO Delroy Messam runs the organization is that he is very militant and does not take much feedback from his frontline workers.
There is a belief amongst Scholars that dictatorial leaders generally set high-performance expectations for their employees. Heavily debated that authoritarian leaders demand their workers to attain the most excellent performance by implementing meticulous control, establishing transparent rules, forming job tasks, making consequences and rewards. Subsequently, workers are motivated to operate firmly, providing outstanding quality. (Honglei Wang, 2018)
For instance, the organization's weakness is that it typically has a formal, hierarchical structure such as a bureaucracy. The organization inclines not to do so well as smaller, entrepreneurial organizations. Neither do they manage to prosper in their organizational culture that adopts teamwork and continuous innovation? The line managers on the factory floor have issues with motivation in their workforce, with deadlines to meet and strict working conditions that lead to low morale amongst their peers.
Another disadvantage is that a lack of flexibility within the management team has caused employees to resent their leader and organization. The long hours and strained pay has made the workplace environment typically not friendly to innovation or outside-the-box thinking, leaving employees feeling suppressed. It can also mean neglecting employees' personal needs causing them to feel like their line manager does not care about them as individuals.
Similarly, leadership style controls interpersonal, reward, and penalty that outlines employee behavior, motivation, and attitude, affecting organizational performance. It can either lead to inspiration or disappointment among employees resulting in an increase or decrease in productivity. Additionally, the organization's leadership style can positively or negatively affect an employee's self-image, particularly their health. (Fiaz, 2007)

[bookmark: _Toc62716995]The Approach to Diamonds School Uniform Supplier
Performance management can describe an efficient cycle for improving business performance by strengthening people's and groups' performances. This method improves outcomes from the organization, groupings, and people buy knowledge and overseeing performance inside a concurred system of arranged objectives, norms, and expertise.
The cycles exist to build up shared knowledge about what is to be accomplished and oversee and develop individuals who expand their profitability. Aligning the organization's goals holistically with the business performance is the organization's human resources management.
There is a notion of supporting Human Resource Management's practice that persons are the organization's essential resource and organizational performance essentially depends on them. If an appropriate range of Human Resource policies and processes are formed and applied effectively, Human resources will substantially impact firm performance. (Armstrong, 2006)
According to Robert B. PojaseK, The traditional approach to process development stresses a “top-down” methodology. It follows the typical performance management prototype used by process engineers.  The traditional approach begins by getting senior management consent for the improvement program. Operations personnel are involved only at a later time and often by being told what they must do. (Pojasek, 2005)
The Diamonds school uniform supplier methodology is a more traditional approach, with a hierarchical system that stems from the top-down. Delroy Messam, the CEO, establishes its organizational goals earlier in the year while presenting its objectives to the workers. The employees primarily will have the responsibility to achieve business goals.
The senior management team. For example, Tony Messam, the Chief department officer, will have the responsibility of relating the performance standards and policies to the employees. Senior management then observes the performance against the objectives twice a year, so this comes in the form of performance appraisals 
According to Armstrong (1998), Performance Management is both a tactical and cohesive methodology to providing effective results in companies by advancing the performance and developing groups and individuals capabilities. (Armstrong, 2015)
There are many principles behind the traditional approach. For instance, how are the people managed? Human resource management and the approach to people management taken by line managers, and a positive organizational culture supported by robust and value-based leadership from senior management is how Diamonds school uniform organization managed.
[bookmark: _Toc62716996]Goal-Setting Theory
[bookmark: _Hlk62722935]Locke’s Goal-Setting Theory is a great outline to use when establishing goals for ones-self or the team. The theory's base is on research showing that an individual can increase productivity and motivation with the right goals. Locke and Latham demonstrated that when individuals set particular and challenging goals and receive regular feedback on their progress, productivity and motivation will increase.
Concerning Edwin A. Locke, Goal-setting theory generates inductively primarily based on the pragmatic research administered over four decades. It is base on Ryan’s (1970) premise that conscious goals affect action. The goal is the objective or purpose of an action. For example, to attain a particular standard of ability, usually within a required time limit. (Locke, 2009)
According to Lathan and Locke, there are five distinct principles: The Goal-setting theory of motivation  (1979) Clarifies precise goal settings. This theory asserts an essential goal-setting link to task performance. 
Clarity. A prime example of having clarity within the workforce is to have a clear, measurable goal. For instance, the Diamonds school uniform supplier has Key Performance Indicators (KPI). One of the KPI is to have an on-going discussion with their stakeholders, which helps the organization keep advancing and sourcing best worth items with the broadest scope of sizes worldwide.
Challenge. Diamonds school uniform supplier has many challenges, pushing sales and making sure orders are out on time. Ensure the staff is motivated and the achievable goal and a balance that will meet with this principle.
Commitment. The managing directors agree on the practical goals that introduced to the workforce. Therefore, aligning the goals to the established expectations of the past employees.  Employers and employees need to commit to the resources to achieve the goal with an agreement of the reward. 
Feedback. The Diamonds school uniform supplier approach to feedback is directed to stakeholders, having the stakeholder's need's full scope, before the goal carries out. However, there is not enough feedback between management and workers.
Task Complexity. Senior management has highly technical positions, which require them to deliver an intellectual self-motivated attitude. 
Nevertheless, all senior management have been in their positions for over fifteen years, so some senior management may be discouraged if the task's complexity is no longer a challenge.
The justification for goal difficulty on task performance is that a high goal leads to tremendous effort and perseverance to attain it than a more manageable goal. Determination and persistence are mediators in goal-setting theory. The choice is a third mediating variable in this theory in that it affects the direction of behavior. A person can choose to set a specific goal, set a vague goal, or set no goal and meander. If a person chooses to set a specific goal, this person also chooses the difficulty level. (Steinhauer, 2017)
Human resource management needs to update its performance management within the organization. There are a few key points that would encourage improvement for the better of the company. For instance, feedback between management and stakeholders is essential. However, the workforce keeps the business running, so making them a priority to collect feedback for the business to improve their current practices is critical.
The Diamonds School Uniform Supplier Performance Management Cycle

The performance management cycle is a prototype that will permit senior management and the workers to accomplish the organizational business goals ultimately over a structured practice of workers development. The cycle of performance management is an element of the human resource management practice or strategy. This practice is quicker and operates a constant level of four-step practice of monitoring, planning, rewarding, and reviewing. Advantages of developing this system include enhanced effectiveness, more operational flexibility, and superior worker's motivation.

Planning
· The Planning Process phase, the foundation achievement of Diamonds school uniform suppliers, is initially paved from the beginning before the senior management communicates with the workers. The board comes together to determine the organization’s goals and targets throughout the year.
· So this will involve the ultimate approach of the organization. Nonetheless, it also includes personal goals for all workers and groups comprising development goals, particular tasks, behaviors, and targets, and this information will not be sufficient without this essential knowledge.
· When the senior management team identifies what they want the workers to accomplish, this would be the moment to meet with the workers to create a tactical plan for the year. 
· Understanding that this is the collaborative practice as a worker who recognizes why the business sets a particular goal and task and tasks is more likely to be invested in succeeding at them. Within this engagement, the goals of an idea using a SMART approach.
Specific
Measurable
Achievable 
Relevant
Time
When the goals set for the workers, they then would align with the business goals and contribute to achieving them, so this will 


Monitoring
· When achieving the organization's goals, a crucial monitoring element allows achieving the goals set out in the planning stage. The monitoring organizes and achieves goals at least two or three times a year. The monitoring stage with the diamond company is bare.
· Diamonds monitoring operating systems are software-based monitoring tools in the old history sense of the term were original, producing output that consisted of little more than core tips in a crash and logs if the company is lucky.


So we have discovered that diamond school uniform supplier has a traditional way of managing performance within the workforce which according to the frontline workers identifies the 
[bookmark: _Toc62716997]Modern Performance Ideas and Practices
Performance management, the pattern of actions, policies, programs, and procedures that identify, develop, and evaluate workers' performance, is the foundation of most organizations’ talent methods. It is by no means easy, simple, or even proven to be useful, but almost every organization believes it is essential and needed.
Delroy Messam CEO has been attending a conference in human resource management named 'There is more to Performance Management than appraising your employees. After attending this conference, Delroy Messam wants to make changes to improving Performance Management within his workplace. He believes this is the way to move forward and upgrade and update performance management.
The methods, policies, and cultural norms applied to this particular business are called organizational structure. Leadership efficiency relies on organizational structure, and organizational structure depends on leadership. Diamonds school uniform suppliers categorize into two types of vertical and horizontal structures. Under the vertical structure, organizations operate on a strict hierarchy. Leaders give direction to aides, and aides expect to follow their directions without any question or inquiry.
The organizational performance consists of establishing expectations, measuring workers' performances and results, offering feedback and coaching, and assessing performance over time to use in policymaking. Aligning personal strengths to organizational targets and achievements is the primary purpose of performance management. Performance management activities also tend to be embedded in even larger talent management activities, such as career development, talent review, and succession planning. (Battista, 2020)
Managers and employees need to be strongly encouraged to have frequent dialect on the shop floor workers' performance, which would consist of the running of the line and the individual's abilities and the current climate the individual's aptitudes to be flexible.
Employees' and employers' expectations will be much higher on both sides due to the current climate and the fast-moving economy. The workers, in this case, are greatly influenced by the ethics and values of the company. They need to be motivated in all aspects of job performance management. For example, 
Senior management focuses on developing and establishing its core values and its consumers to convey its workers' concrete message. So this focus may help the workers respect the organization's work ethic and values.
In light of the focus, the clarity of the consumer's experience guarantees sales. Building up the company's reputation and making the organization somewhere suitable for the employees to enjoy working helps the workers' insight and encourages them to want to work hard.




Manager and Employee Touchpoints
The connection amongst organizations and their workers present day has profoundly changed with the overall influence generally moving to support talented staff. Workers presently have various theories. They are progressively versatile, not so much committed, but rather more requesting of their bosses. Obstructions to exchanging occupations are low, putting them solidly in charge.


1. Senior Managers need to be up to date with employee progress within relations to smart goals. For instance, the more discussion the employer and employees have, the more comfortable the workers are, which helps them open and honest. With the increase of communication, there comes familiarity and a feeling that the management genuinely cares. 
2. Personal development is another discussion touchpoint essential for improving the business, the individual's knowledge and skills, and aspirations. It is finding the individual's strengths and how to develop them further to achieve workplace objectives.
3. Specific feedback, Diamond's most critical issues are feedback. Managers need to use the opportunity to have ongoing discussions with staff, for instance, problems on the shop floor that need addressing and documented accomplishments, and sometimes things do not go to plan.
4. Change management has the potential to impact every organization due to the current climate as well as the business innovating 
5. Senior management needs to invest in being approachable by recognizing accountability. Self-evaluation is essential and not always blaming the poor performance on the workers




Employee Engagement
Effective engagement involves constructing an organizational environment where the managers and employees are encouraged to manufacture their best work. Employee engagement gives businesses a lot more chances to grow and get better over a reasonable amount of time.
Improving profitability over a fair amount of time is essential to modify the direction of human resources high-value resources. Having an efficient and motivated staff is the catalytic agent for constructive change in any business.
The individual and team's improvement is a systematic process in developing the organizational effectiveness in the business's achievement through their missions and goals.
The organization's overall performance has many beliefs, and the internal criteria judge by quality, productivity, expense, and outward standards, for example, market share with profitability. These are decent and often much better than their main competitors. (Armstrong, 2012)
According to Keyko et al. (2016), systematic research examining the relationships amongst job engagement and precursor or outcome issues showed an actual result of performance and care connected to several nurses' performance, organizational outcomes, and patient outcomes.
The research concluded a critical result specifies that while there is longitudinal evidence that employee engagement predicts performance, reverse causality is also a fundamental reason to present in several studies.
Cross-sectional correlations mainly reflect engagement as affecting performance, but also the other way around. Thus, employees who are more work engaged are likely to see an increase in performance, but we should also recognize that those who perform better are likely to become more engaged in their work.
Thinking about management interventions geared at boosting engagement, it is likely that any change will happen over the medium to long term – fostering engagement through a quick fix is unlikely to be successful. Instead, embedding engagement interventions within the holistic approach taken by managers should prove more effective. However, as mentioned, this is not a conclusive view – while less likely, possibly the short-term interventions could make a constructive or harmful difference to engagement. (Jake Young, 2021)
Employee Relations 
Employee relations are concerned about overseeing and sustaining the business relationship, considering the psychological policies' ramifications. The implication manages representatives either altogether through their exchange of associations such as trade unions or separately when dealing with employment practices, terms, and conditions of work and issues emerging from employment and giving representatives a voice and speaking with workers.
Human resource management employee relations is a critical factor in how management and employees live together and how it is possible to improve future relationships. Nine times out of ten management and employees share the same concerns, so it is vital to pay attention to both interests.
Strategic employee relations are worried about the detailing and usage of plans intended to address the business's issues for agreeable and gainful connections and workers' requirements to be dealt with legitimately and well. The establishment of these plans mirrors the organization's policies on how it ought to identify with workers and their trade unions. (Armstrong, 2012)
At present, the employee and management relations approach is traditional, a reasonably short day to day working relationship. In the Diamond school uniform shop, they have one representative, the supervisor for the region. The supervisor is overwhelmed with the smooth running of all departments' human resource management. More than likely, the workers accept a lot or walk away and leave situations without resolve.
The employee relation policies in light of this approach need to be updated, and it is imperative that the workers feel valued and heard. The organization also needs to connect with outside resources to have a fair representation of workers and managers individually.
Employee relations policies communicate how the business's viewpoint on relationships is needed amongst the workers and management. Furthermore, they were necessary, the unions, and how the paid jobs deals should be managed. Social collaboration policy aims to create and sustain a progressive, productive, cooperative, and committed employee relations environment. (Armstrong, 2012)                                                                                                                      
                          
[bookmark: _Toc62716998]Recommendations 
The Diamond school uniform organization requires updated human resource management strategies of performance management. It is clear that the workers are fearful of there senior management due to the old fashioned way and not having a transparent employee relations system. The recommendation for this organization is to have an evident approach in how to improve the business.
 
1. [bookmark: _Hlk62722508]Senior management should recognize accountability for themselves instead of criticizing the employee when something goes wrong or has a poor performance review. Self-evaluation and looking at the broader picture having more significant conversations is vital. Decisions can then be made to enhance existing policies and practices or introduce new ones.
Having improvement all across the board from the employees is critical. Managers taking ongoing notes from all sections of the workers and looking into how things are running will give the organization additional awareness of how they can combat and better manage performance. Implement the trade union to protect all and training and development for all.
 
2. [bookmark: _Hlk62722550]Providing Data from both employees and management is imperative to manage change and organizational improvement. Providing this data also makes it measurable when the organization can practically see what performance or lack of is doing for the organization to improve. Introducing continuous feedback between the workers and management is needed to develop a stable relationship. 
According to Towers Perrin's research (2018), organizations with engaged employees have a 6% higher net profit margin. This kind of data also proves a considerable difference then the organization requires a substantial need for more engagement within the business. This way, the company sets equality and development as the organization progresses toward its performance management goals. Organizational performance reviews monthly.

3. [bookmark: _Hlk62722660]Communication is fundamental for the organization's founder and managers, making sure endless conversations amongst the organization are essential to implementing the needed change. Forming effective management strategies and taking part in impacting workers that can now produce their most satisfactory performance.
According to the CIPD research report (2017), Strengths-based performance conversations: an organizational field trial,  on the off chance that employees consider feedback to be reasonable and experience positive feelings following getting the input, they are bound to improve their performance light of the feedback. Nevertheless, feedback does not have to be the only communication considered. Acknowledgment of workers and simply showing appreciation is just as essential as the feedback—weekly self-report questionnaire for all.
Organizational culture offers a shared approach of values, which is the reason for communications and mutual understanding. If these positions are not satisfied in a palatable manner, culture may essentially lessen a business's usefulness. Therefore, it is significant for human resource experts to comprehend hierarchical culture, what is more, what it means for the organizational Culture. (Armstrong, 2012)
[bookmark: _Toc62716999]Conclusion
The Diamonds school uniform organization requires an upgrade on its human resource practices of managing performance. The Diamonds school uniform supplier methodology is a more traditional approach, with a hierarchical system that stems from the top-down. 
The choices or decisions made are mainly around the organization's beliefs and usually do not involve others beyond the senior management team for suggestions and advice. There is little input from group members. The issue with how CEO Delroy Messam runs the organization is that he is very militant and does not take much feedback from his frontline workers.
Human resource management needs to update its performance management within the organization. There are a few key points that would encourage improvement for the better of the company. For instance, feedback between management and workers is essential. However, the workforce keeps the business running, so making them a priority to collect feedback for the business to improve their current practices is critical.
Based on Locke’s Goal-Setting Theory, this outline will help established goals for the organization. The Goal-setting theory of motivation  (1979) Clarifies precise goal settings. This theory asserts an essential goal-setting link to task performance. 
It is clear that the workers are fearful of there senior management due to the old fashioned way and not having a transparent employee relations system. The recommendation for this organization is to have an evident approach in how to improve the business. With the recommendation to develop the practices of managing performance, the organization needs to focus on, 
Senior management should recognize accountability for themselves instead of criticizing the employee when something goes wrong or has a poor performance review, also providing Data from both employees and management is imperative to manage change and organizational improvement. Senior management's communication making sure endless conversations amongst the organization are essential to implementing the needed change.
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