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[bookmark: _Toc133973667]1. Introduction 	
SainCo is a retail organisation that operates its business in 10 different locations in the United Kingdom. It is a family-run business with an autocratic management style. The CEO of SainCo has approached to enhance performance management instead of focusing on performance appraisal. In order to introduce a new performance management approach, the current business environment with SainCo's goal is going to be evaluated in this study and appropriate recommendations are going to be made that consist of the competitiveness of SainCo on a short-term and long-term basis. The role of HRM to manage organisational performance and employees team is going to be critically discussed in this study and step in bulb with performance management will be critically evaluated to understand the entire process of performance management and its requirements in the business organisation. Organisation and employee concerns of SainCo will be identified by analysing different factors to propose smart goals for SainCo that are associated with the new performance management approach. Proposing smart goals, a new performance management approach will be proposed and its impact on SainCo will be evaluated to develop the overall performance of SainCo. 
[bookmark: _Toc133973668]
[bookmark: _Toc133973669]2. Role of HRM to Manage Employees and organisational performance	
Performance management identifies the vision and mission of an organisation and develops an organisational strategy to execute daily activities. Human resource and performance management strategies help to set the long-term and short-term objectives of business organisations. On the other hand it also critically represents department objectives as well as individual objectives to reach the ultimate goal. Performance management practices and policies are necessary for every business organisation to sustain their competitive market. Human resource management plays a significant role in managing organisational performance because Human resource management helps to design and communicate performance management strategy as well as review the entire procedure to support line managers (Sardi et al. 2021). Human resource functions provide high trust in employee relations that ensure the performance of organisations. 
Human resource management directly contributes to the development of operational performance by motivating employees using various types of formal and informal processes. Strategic human resource management focuses on developing leadership quality among line managers that can influence employees' teams in a structured way (Otoo 2019). The role of human resource management is to recruit credible candidates and organise an induction session to understand their capabilities and make them aware of the operation activities. Organising training and assessment programs develop knowledge about the capability of employees to execute different tasks (Rasool et al. 2019). In this way, human resource managers decide the salary and benefits for potential employees. An organisation must formulate policies and resolve employee conflicts with appropriate leadership qualities to motivate other employees to contribute to enhancing overall performance. The retention strategy of human resource managers also plays a significant role in developing a more efficient and sustainable workforce in an organisation (Mohammad et al. 2021).
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                                                                (Sardi et al. 2021)
SainCo is a retail organisation including around 2000 staff from different locations in the United Kingdom (Case study). SainCo follows an autocratic management style in order to execute operational activities. Autocratic leadership is typically a centralised leadership style that allows owners to control the entire workforce single-handedly (Hogg 2021). SainCo is a traditional organisation run by a family and the family has control over every business activity and makes decisions to enhance business performance. However, SainCo is not aware of the role of human resource management contribution to organisational performance. 
SainCo includes diverse cultured employees in its organisation however there is no cross-cultural human resource management infrastructure. For this reason, SainCo faces various kinds of conflict and negotiation related to business operations that delay organisation activities. Organisation performance is highly dependent on human resource management infrastructure and the leadership approach followed by a particular company (Anwar and Abdullah 2021). Evaluating the role of human resource management in organisation performance it can be said that strategic improvement is required in SainCo to sustain its competency in the international market as well as sustain employee engagement in the enhancement of organisation performance.
The strategic approach of top management has a significant role in directing the performance of a business organisation. In the context of SainCo, top management controls the entire organisation's performance and makes decisions based on their perspective. A positive psychological approach of top management motivates employees to enhance their capability and develop performance consistently (Sardi et al. 2021). Performance management is a dynamic process of identifying, measuring and developing the performance of teams and individuals to sustain the efficiency of the organisation to reach the organisation's goal. Poor leadership quality and efficient top-level management reduce individual and organisational performance. The satisfaction level of employees of SainCo is low as well as it reduces motivation to find creative solutions. 
Staff turnover increases due to poor performance management in SainCo and various kinds of Misleading information is spread in the workplace due to the lack of poor performance of line managers. Self-esteem is most important to find innovative and creative solutions that can sustain the competitiveness of an organisation. Poorly designed top management reduces the self-esteem of employees as well as creates extra pressure and stress that leads to an increase in employee turnover (Otoo 2019). An increase in employment leads to continuous recruitment of new employees and SainCo spends a large amount of funds to provide training to the new employees. Culture is one of the most important parts of every business organisation in the current market scenario because most organisations are collaborating with diverse cultured people after globalisation which leads to conflicts in the operational area. Various kinds of conflict and association arise due to cultural diversity among employees. 
[bookmark: _Toc133973670]
Steps involved with performance management
Identify
The Purpose of performance management is to identify organisation and employee concerns by evaluating the overall business structure, leadership approach, psychological approach, cultural environment and other relevant activities that are impacting organisational performance. As cited by Hartinah et al. (2020), the Identification of strategic gaps in performance management is necessary to measure its impact on overall performance. In the first stage employee and organisational concerns are identified to understand the weaknesses of SainCo as well as determine future threats according to the changing environment.
Measure
Measurement of the impact of identified organisation and employee concerns on overall performance is the second step of performance management. In this stage, the impact of different activities and theoretical approaches on workplace management is measured to develop a new plan to enhance the performance of an organisation. As opined by Beeri et al. (2019), Employees' satisfaction level and their motivation to improve their efficiency with self-esteem are critically analysed in this process of performance management. The influencing power of managers helps to execute business operations and it is also measured through effective performance management. Performance management also evaluates the current capability of utilising available resources and offers optimal solutions by measuring strategic gaps in human resource management.
Development
Development is the third most important stage of performance management where multiple theoretical models and frameworks are critically analysed to identify the impact of implementing these models on a particular organisation. As per the view of Danilwan et al. (2020), Business organisations are able to understand the potential impact of choosing a particular strategic initiative or theoretical model at this stage. After evaluating all the relevant strategic models and frameworks, the most appropriate model is proposed in this process that can sustain competitiveness for a long period. The development of performance management approaches is highly dependent on the identification of management issues as well as the measurement of the impact of those issues on business entities.
Alignment with goals
The final stage of performance management is to align organisational goals with the performance management approach. Developing performance is not only a criterion of performance management, but it is also a line of organizational goals with the performance management plan. As stated by Brown et al. (2019), the Impact of the new performance management plan on short-term goals and long-term goals is also evaluated in this stage and aligned with the overall management infrastructure. After the successful alignment of the new performance management approach, business organisations focus on reevaluating new issues associated with the new approach and measuring them to develop a new development plan. In this way, the performance management approach dynamically improves the efficiency of business organisations and enhances sustainability in a competitive environment.
[bookmark: _Toc133973671]3. Organisational and Employee Concerns of SainCo 
Numerous organisations and employees are concerned because of a lack of organised and efficient performance management approaches. Organisational and employee concerns of SainCo are evaluated below based on 
Poor Leadership
SainCo follows autocratic leadership where the entire employee team is directed and controlled by the owner. The line manager of SainCo does not take suggestions from its employees to make future decisions because it follows autocratic leadership. Autocratic leadership has multiple disadvantages in SainCo because it only focuses on individual perspectives instead of identifying the overall perceptions of different individuals. As per the opinion of Garengo et al. (2022), Autocratic leaders do not understand the psychological need of employees which is a major employee concern in business organisations. Lack of understanding about the employees' needs results in dissatisfaction of employees which negatively impacts on the product and services of SainCo. 
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Figure 2: Impact of Autocratic Leadership on SainCo
(Source: Sardi et al. 2021)
Leadership management in business organisations is one of the most important parts to sustain competitiveness in an organisation during uncertain situations. However, an autocratic leader does not have the power to influence an employee's team to collaborate with each other and sustain competitiveness by taking collaborative actions. As per the opinion of Beeri et al. (2019), the internal and external environment of a business organisation is consistently changing for that reason changes in operational infrastructure are required to manage organisation and employee performance with an appropriate leadership style. The autocratic leader does not take suggestions from other stakeholders and does not support innovative solutions. Poor leadership in SainCo is a major employee and Organisation concern which can lead to the end of SainCo in the future.
Inefficient employees
Around 2000 employees are working in SainCo however most of the employees are not trained and motivated in the current situation due to lack of motivation within the organisation. As cited by Munzhedzi (2021), the Efficiency of employees is dependent on organisation training programs and leadership management. SainCo does not allow open collaborative conversation with top-level management and line managers which leads to an inefficient employee team. Business organisations increase their employee's efficiency by providing leadership training as well as offering various kinds of rewards and benefits for their extraordinary creative solutions. 
SainCo does not provide any kind of training and development opportunities for its employees which leads to poor performance management. A lot of retail organisations in the United Kingdom are utilising digital performance management approaches and implementing digital infrastructure to sustain the competitiveness of businesses with the help of Sustainable digital solutions. As cited by Audenaert et al. (2019), Critical knowledge about cloud computing, social media, machine learning, the Internet of Things and other digital solutions support performance management. The organised training program is necessary to develop an efficient employee team and this is a major concern associated with SainCo which is negatively impacting the employee and organisational performance.
Traditional HRM
SainCo follows traditional human resource management which is not suitable to manage a large employee team. Flexibility in traditional human resource management is almost nailed for that reason in price and managers cannot accommodate changes frequently to sustain competitiveness. As opined by Martins et al. (2021), Traditional human resource management does not allow an integrated collaborative environment in which responding to rapid change is white difficult for business organisations. A high level of discipline is maintained in traditional human resource management and it is quite difficult to create interpersonal relationships among employees. 
The lack of a collaborative environment leads to dissatisfaction among employees. On the other hand, team members feel micromanaged in the workplace which creates psychological barriers to work in that particular organisation. As opined by Lee (2019), Extreme documentation is required in traditional human resource management for that reason it is difficult to understand the actual task that is allocated to the employee. Traditional HRM does not empower employees to contribute to the decision-making process and provides a limited modification of work. Traditional human resource management does not focus on communicating with low-level employees to praise and provide constructive feedback that can enhance understanding of a particular job allocation. Restricted communication is another disadvantage of traditional human resource management that is a major concern in the path of performance enhancement of employees and SainCo. 
Centralised business model
SainCo is owned and controlled by a family following a centralised business model. A centralised business model does not allocate power to the employees and other line managers, and the owners take every decision following a traditional communication line. As per the view of Niemimaa et al. (2019), the decision-making process in a centralised business structure is slow due to a lack of flexibility and inappropriate distribution of power. The Centralised business model is not effective for large size organisations however SainCo has around 2000 workforce that does not support a centralised business model. Distribution of power is not equal in the centralised business model and it is quite difficult to manage the department of activities efficiently in an organisation.
There is no scope of arising negotiations and conflicts in business organisations because employees are not empowered to participate in the decision-making process. For this reason, a centralised business model is ideal for small-sized organisations. Employee involvement in the workplace is less in a centralised business model which leads to poor motivation of employees in the workplace. Individuals do not take personal initiatives and propose new solutions in centralised business infrastructure due to a lack of employee empowerment. As per the view of Bauwens et al. (2019), Employees of a centralised business model are not loyal towards the company because it does not value employees' perspective and their decision-making ability. There is no specialisation in the decision-making process because a single person is making all the organisational decisions. For this reason, the centralised business model is a major employee and organisation performance management concern.
Cross-cultural conflicts
People from diverse cultures are working in SainCo for that reason employees face difficulties to develop collaboration with each other in SainCo following traditional human resource management which is no specialised technique to establish collaboration between cross-cultural human resources. As stated by Lee and Gyamfi (2022), Cross-cultural human resource management has become essential in globalisation because most organisations in the world are working with diverse cultured people and it is necessary to develop collaboration between employees. Diversity is also important for the innovation of new techniques and strategies that can satisfy diverse cultured consumers. 
SainCo is continuously expanding its business in the United Kingdom and currently working with more than 2000 employees who belong to diverse cultures. In this scenario, potential employees face difficulties to identify prospective minutes of diverse culture people as well as they are unable to understand their roles and responsibility in the workplace. As stated by Frederiksen et al. (2020), Cross-cultural conflict has become an organisational and employee concern that is negatively impacting performance management. . As cited by Tsai et al. (2020), Cross-cultural human resource management directs line managers to respect different cultures and moral values of potential employees and motivate them to support their cultural perceptiveness. In this way, business organisations are developing relationships with employees and leading businesses towards sustainable goals. 
Trust and Control
The trust of employees is dependent on the motivation of human resource management of a particular organisation that offer reward and incentives to the potential employees to motivate them. As per the opinion of Anwar and Abdullah (2021), a Collaborative workplace environment with transparency help to build trust among employees. Employees of SainCo have poor trust in its management level employee because they make an organisational decisions according to their understanding and never take feedback and review in the decision-making process. For this reason, various types of opportunities are not utilised in business organisations and opportunities for rewards and appraisal are also impacted. CEO of SainCo has identified that there is no flexible improvement opportunity and the business strategy of SainCo is committed to focusing on organisational perspective without consideration of relevant factors associated with employee engagement.
Controlling the behaviour of employees and operational activities is dependent on the appropriate implication of human resource management infrastructure. Although SainCo is operated through a centralised business model, it is easy to take immediate decisions without any negotiation and conflict. As per the view of Danilwan et al. (2020), controlling a large number of human resources in a strategic become difficult in centralised and traditional human resource management infrastructure. SainCo phase difficulties to monitor the performance of employees consistently due to a lack of digital human resource management.
[bookmark: _Toc133973672]4. Proposed performance management approach for Employee Engagement and Employee Involvement 
[bookmark: _Toc133973673]SMART goals of New performance management approach
	Specific
	Measurable
	Attainable
	Relevant
	Time-bound

	Improve employee relations and engagement
	The engagement of employees in sustaining workplace performance can be measured with the help of analysing the number of negotiations and conflicts. 
	Employee engagement and relations can be developed by implementing cross-cultural human resource management and motivation need theory. Introducing cross-cultural human resource management will help employees to understand the perceptiveness of each other and create interpersonal relationships. In this way, employees become more satisfied and attracted to the workplace which can improve engagement in the work consistently. Introduction of motivation needs theory to enhance the self-esteem of employees. In this way, employee engagement and relations will be developed in SainCo.
	Development of employee engagement and building collaborative relations between them is necessary to enhance all performance. As cited by Decuypere
and 
Schaufeli (2020), High employee engagement in the workplace and good relationships influence employees to focus on organisation objectives instead of focusing on personal goals. In this way, overall organisation performance can be improved in SainCo.
	6 months

	Implement a decentralised modern business model
	The usage of digital technology in the workplace, as well as the empowerment of employees, can measure this goal.
	The decentralised business model can be implemented in SainCo by changing the strategic approach of controlling the entire business individually. Implementation of a decentralised business model will empower employees to make quick decisions in uncertain situations as well as specialised people are appointed to make decisions in the workplace. On the other hand investment in integrated digitised infrastructure of human resource management can help to design modern business models in SainCo.
	Employees of SainCo are not empowered and entire decisions are made by a single individual that negatively impacts the performance quality. As stated by Anthony (2021), the implementation of decentralised modern business helps to control overall performance in real-time with the help of digital technology. On the other hand, digital human resource management will also help SainCo to increase transparency and distribute responsibility with decision-making power which can sustain the competitiveness of SainCo.
	6 months

	Improve organisational performance
	Organisation performance can be measured by analysing employee turnover ratio and financial performance over the year. Lower employee turnover will help SainCo to understand the capability of the business organisation to satisfy the employee team. 
	The organisation performance of SainCo can be improved by implementing a training program for employees. A training program is necessary for businesses to motivate employees in current market scenarios as well as influence them to take the necessary initiatives to enhance organisational performance. On the other hand, increasing transparency and distribution of workload to the employees according to their capability and skill will help to achieve this goal of SainCo.
	The ultimate goal of performance management is to enhance organizational performance with the help of organised human resource management. As stated by Daniel (2019), A training program will help to control the behaviour of employees as well as motivate them with a healthy and safe workplace which is directly relevant to the enhancement of organisational performance. On the other hand development of organisational performance is necessary to improve financial performance as well as expand business in the international market.
	12 months

	Development of democratic leadership
	Development of the leadership approach can be measured by analysing the capability of line managers and organisation leaders to influence and motivate employees to achieve a particular goal.
	 The development of democratic leadership can be achievable by organising a training program in SainCo. SainCo is following autocratic leadership in the current market scenario however this is a leadership approach to operating small businesses. The development of democratic leadership can help SainCo to motivate more and more employees and satisfy their needs which can positively impact overall employee engagement.
	Development of democratic leadership is directly relevant to the enhancement of organisational performance and employee engagement (Akparep et al. 2019). Democratic leadership will help in identifying performance caps in a particular organisation by taking 360-degree feedback from employees. Democratic leadership allows every employee to participate in the decision-making process which is necessary to make decisions based on specialised information.
	6 months


Table 1: SMART goals for SainCo
(Source: Self-created)
[bookmark: _Toc133973674]Balanced Scorecard approach to performance management 
Financial performance
A balanced scorecard approach of performance management is proposed to SainCo in order to enhance its performance as well as develop employee engagement. Following a balanced scorecard approach, SainCo will be able to achieve its smart goals which include improvement of organisational performance with the help of modern technologies. As per the opinion of Balaji et al. (2021), the Utilisation of a balanced scorecard approach to performance management will decrease the cost of production by improving the skill and capability of employees to execute procurement processes. A balanced scorecard approach will sustain the sourcing strategy as well as optimise employees' motivation with the help of the motivation need theory. The financial performance of SainCo will be improved with the help of a balanced scorecard which is necessary to enhance employee engagement and employee involvement. As cited by Tsai et al. (2020), the Balanced Scorecard approach not only enhances the capability of human resources but also helps to leverage consolidation and minimise the cost of production to optimise organisation performance and sustain financial performance for a long period.
Business Processes 
Sourcing methodology and risk protection are ensured with the help of a balanced scorecard approach to performance management. The Balanced Scorecard approach helps to create supplier alliances in the international market as well as manage different contracts that can sustain the competitiveness of SainCo (Hristov et al. 2019). Balanced scorecards also provide analytical negotiation in the decision-making process with the participation of multiple individuals who have specialised knowledge in their area. Advanced technology is introduced in business organisations with the help of a balanced scorecard approach. Following a balanced scorecard approach, SainCo will be able to implement digital technology such as artificial intelligence, machine learning, digital human resource management system, Big data analytics, and other relevant hitech solutions to enhance business processes. The utilisation of New Age technology will help SainCo to statistically view the different financial and non-financial performances of SainCo in real-time. As per the view of Quezada et al. (2019), Numerical Financial data will represent the financial health of an organisation however collection of feedback and reviews from the employees and consumer will help to critically analyse organisational performance in the current market scenario. A decentralised performance management system is required to be implemented in SainCo in order to empower employees to make flexible decisions to deal with complex situations as well as create an opportunity for innovation. Innovation is one of the most important factors in the current market to enhance procurement performance because it increases competitiveness in the market. 
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(Sardi et al. 2021)
Learning and growth of employees
Team building and learning are necessary for the employees of SainCo because they do not have specialised knowledge of work and have the capability to utilise available resources at the optimal level. A balanced scorecard approach has to build highly efficient steam which can help SainCo to enhance its overall performance. Building a talented team is dependent on the strategic recruitment selection and retention process of the business organisation (Balaji et al. 2021). It is necessary for SainCo to recruit employees based on their agility and capability to find sustainable solutions with the help of digital technology and market research. A balanced scorecard approach enhances learning and growing opportunity for every business organisation which helps to motivate employees because they become highly efficient in their work and does not face complexity in the workplace. Agility should be one of the most important characteristics in the recruitment process of employees which helps to enhance collaboration between cross-cultural environments as well as employees can easily adapt to new human resource management infrastructure or workplace environment without any complexity (Tsai et al. 2020). The balance scorecard approach highly focuses on employee development and training programs that enhance the professional needs of employees. In this way, employees team get an effective environment to execute their knowledge and skills with responsibility and decision-making power which improves the satisfaction level of employees.
Consumer satisfaction
Organised human resource management and a balanced scorecard approach to performance management increase the motivation of employees to execute a particular job. For this reason, the quality of products and services increases consistently with the creative and innovative solutions of the employee's team following a balanced scorecard approach. Delays in the delivery of products can be eliminated with the help of an excellent performance management strategy following a balanced scorecard approach (Tsai et al. 2020). A balanced scorecard approach also creates a cross-functional group that helps to communicate between internal and external stakeholders. Communication between internal and external stakeholders plays a significant role in understanding the demand of potential consumers in the current market scenario. The utilisation of a balanced scorecard approach will help SainCo to successfully implement change in the workplace management infrastructure and improve employee engagement and employee employment.
[bookmark: _Toc133973675]5. Conclusion 
This study has critically evaluated the role of human resource management on performance management. It has been found that performance management is directly impacted by human resource management because it plays a significant role in developing products and services with the motivation that can satisfy potential consumers. Evaluating the current organisational and employee performance of SainCo it has been found that SainCo is following traditional human resource management infrastructure to execute its daily activities. The performance management approach has also identified that SainCo is following a centralised business model as well as following autocratic leadership to execute its daily activities. SainCo does not have any organised training program as well as a cross-cultural human resource management infrastructure that leads to various kinds of conflicts and negotiations in the workplace. Analysing the current organisation and human resource management performance of SainCo employees and Organisation concerns is critically analysed which has played a significant role in developing knowledge about the current position of SainCo. Based on the evaluation of employee and organisation concerns that are impacting developing performance, four SMART goals have been set out to improve organisation and HRM performance. At the end of this study, a balanced scorecard approach of performance management has been proposed that has the capability to improve relationships between stakeholders as well as develop the overall performance of SainCo.
It can be said that SainCo will be able to implement digital workplace management by making specific changes in the HRM system, DemocraticLeadership style and operational infrastructure. Consideration of a balanced scorecard will help the company to continuously monitor the overall performance and sustain competitiveness to expand its business in different locations. Performance management is necessary for every organisation to respond to the required changes and maintain competitiveness with consistency.
[bookmark: _Toc133973676]6. Recommendation 	
Short term recommendation
Short term recommendation for SainCo is to implement the agile methodology in order to introduce change management to optimise the overall performance of the organisation and create high employee engagement in the workplace. SainCo has to implement motivation theory and empower employees to make changes within the workplace in order to motivate them to find creative solutions for the digital transformation of workplace infrastructure. Following these short-term recommendations, SainCo will be able to build trust among employees and immediately reduce employee turnover. Organising a training program is also recommended for line managers and management-level employees to implement a democratic leadership strategy instead of autocratic leadership. Recommendation of democratic leadership will enhance overall performance by considering the specialised knowledge of employees and potential stakeholders.
Long term recommendation 
SainCo has to introduce a research and development team who can follow a balanced scorecard approach of performance management to identify the diversified needs of potential stakeholders as well as introduce sustainable solutions. SainCo is recommended to completely change its centralised infrastructure and implement the centralised business model to distribute responsibilities and decision-making ability to the specialised persons because SainCo is expanding and becoming large day by day. SainCo is also recommended to improve its cost structure and pay rate of employees that can satisfy their needs as well as motivate them to deliver based quality products and services. SainCo is also recommended to start taking 360-degree feedback from the potential employees and other stakeholders in the decision-making process to make the decision more efficient and applicable for diverse cultured people. Recruitment, selection and retention strategy should be implemented in SainCo that can recruit the most efficient and skilled workers in SainCo who have extraordinary creative skills in managing diverse cultures.
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