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[bookmark: _Toc132537469]Introduction
My line manager has assigned me, as a Human Resources Consultant for a leading HR consulting firm in the UK, to work on a case for Sainco, a traditional retail organization with a hierarchical management structure. The company recognizes the need to adopt contemporary performance management practices in order to remain competitive and has contacted our consulting firm for advice on a new performance management strategy.
The CEO of Sainco recently attended a conference titled "There's More to Performance Management Than Appraisals" and returned persuaded that improving performance management is crucial to the company's future. In this report, the author will propose a new performance management strategy for Sainco that addresses the company's concerns, is consistent with the current business climate, and is in accordance with the company's objectives. The report will provide a comprehensive analysis of Sain Co’s current performance management system and propose a new approach that will assist the company in achieving its objectives and enhancing employee performance.
[bookmark: _Toc132537470]1. The Performance Management
A process of communicating and elucidating job responsibilities, priorities, performance expectations, and development planning that optimizes an individual's performance and aligns with the strategic objectives of the organization.
[bookmark: _Toc132537471]1.1. The Present Performance Management
Sain Co’s current performance management system is founded on an annual performance evaluation that compares employee performance to predetermined goals and objectives. The employee's immediate supervisor conducts the evaluation and assigns a rating based on the employee's performance. The employee's rating determines his or her compensation, such as a promotion or incentive. However, Sain Co’s current performance management system has several shortcomings. Initially, the system is antiquated and opaque. Employees are not apprised of the performance evaluation criteria, resulting in low employee engagement, motivation, and productivity. The absence of transparency also prevents employees from receiving performance feedback, which contributes to their lack of motivation and engagement (Chen, Jagota, & Kumar, 2023).
According to (Calvo, 2019), the system also fails to align individual performance with organizational objectives. Employees are not permitted to define their own objectives, resulting in a lack of ownership and motivation. In the absence of objective alignment, employees are also unaware of how their efficiency contributes to the organization’s overall success. Thirdly, Sain Co’s autocratic management style discourages employee participation in performance management. The lack of participation deprives employees of a voice in the process, which can result in resentment and disengagement. Figure 1.1 shows the problems associated with the present performance management style at the Sainco.
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Figure 1.1 Problems associated with the Autocratic style at Sainco (Created by Author).

The existing employee performance management method that Sainco uses discourages employee engagement, is difficult to understand, does not relate individual performance to organizational goals, and is outmoded. Low levels of motivation and production are also caused, in part, by a lack of investment in the professional growth of staff members. It is time for a new approach to performance management, one that takes into consideration not just these concerns but also the current state of the business world and the goals that the organization has set for itself.
[bookmark: _Toc132537472]1.2. A New Performance Development Planning 
The purpose of a new performance management approach is that it will address the deficiencies of the current performance management system, which is antiquated, lacks transparency, fails to align individual performance with organizational goals, discourages employee participation, and does not offer sufficient training and development opportunities. By providing explicit expectations and feedback, opportunities for goal-setting and accountability, and training and development opportunities, a new system will increase employee engagement and motivation. Overall, a new performance development plan will align individual performance with organizational objectives and contribute to a culture of continuous improvement, resulting in an increase in the company's productivity and overall success (Abeysiriwardana & Jayasinghe-Mudalige, 2022).
[bookmark: _Toc132537473][bookmark: _Hlk132274585]1.2.1. The Goal Setting Approach
According to (Luna, Lineros, Gualda, Giráldez Cervera, & Madueño Luna, 2020), after analyzing Sain Co’s current performance management system and its flaws, it is clear that a new strategy is required to resolve the issues and boost employee engagement and productivity. The goal-setting approach is a performance management strategy that is aligned with Sain Co’s goals and objectives and can provide employees with a clear comprehension of their job responsibilities, encourage accountability, and motivate them to achieve their goals. Consequently, implementing a goal-setting strategy at Sainco could be an effective solution to the current performance management issues. The different approaches to Goal setting is given in Annex A.
The goal-setting approach is a performance management strategy that entails establishing SMART (specific, measurable, attainable, pertinent, and time-bound) goals for each employee that are aligned with the organization’s overall objectives. This strategy is predicated on the idea that when employees have explicit expectations, they are more likely to achieve their goals, resulting in greater motivation, engagement, and productivity. The typical goal-setting process includes the following steps:
Establish companywide objectives:  The initial stage is to establish company-wide objectives that are specific, measurable, attainable, pertinent, and time-bound. These objectives should be communicated to all employees so they are aware of how their work contributes to the company's success (Zhou, Fang, & Grover, 2022).
Set individual goals: The second stage is to establish individual goals that are congruent with those of the organization. Individual objectives should also be SMART and should be reviewed on a regular basis to ensure that progress is being made towards their achievement (Van Waeyenberg, Peccei, & Decramer, 2022).
Provide comments: Managers must regularly provide employees with feedback on their performance and progress towards attaining their objectives. This feedback should be constructive, with an emphasis on areas for refinement and accomplishment recognition (Anh Vu, Plimmer, Berman, & Ha, 2022).
Provide training and growth opportunities:  Employers must provide employees with training and development opportunities to help them acquire the skills and knowledge necessary to attain their objectives. This can be accomplished through internal training programs, external courses, mentoring, and coaching.
Align rewards and acknowledgement: The method of creating goals need to be included into the structure of the rewards and recognition program at companies. Employees who succeed in accomplishing their objectives have to be acknowledged and given suitable rewards in order to emphasize the significance of goal accomplishment and encourage others to follow in their footsteps. Figure 1.2 shows the goal setting framework (Spanò & Ginesti, 2022).
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Figure 1.2 The Goal setting Framework that is Universally accepted (Spanò & Ginesti, 2022).
From the studies of (Ojiako, et al., 2022), this strategy aids the company in maintaining its focus on selecting objectives that will produce superior business results. Let's delve deeper into this approach to goal setting.
Specific: Ensure that the objectives are defined precisely. For instance, a goal could be to increase the organization’s social media presence, whereas a specific goal would be to increase the number of LinkedIn followers.
Measurable: goals should be measurable. Example: Increasing the organization’s social media followers to 15,000 by the end of December. 
Achievable: The objectives should be realizable and compatible with the current timetable. For example, if the company's goal is to acquire 15,000 followers by the end of December, it should ensure that it has sufficient time to organize campaigns and that preparations are underway.
Realistic: The objectives should not be wage-based and be realistic. The company cannot have 1 million social media followers if the account was only created this week.
Time bound: A time limit should be affixed to the objective in order to provide the motivation to achieve it. For instance, increasing the organization’s social media followers to 15,000 by the end of December.
Setting challenging objectives increases a person's persistence, thereby transforming effort into commitment and motivation. This ultimately results in increased performance, particularly if objectives are set at a high level and accepted by employees (Kafetzopoulos, 2022).
[bookmark: _Toc132537474]1.2.2. Incorporating Goal setting Approach in Sainco
According to (Xiong, 2022), implementing a new performance management approach that includes goal-setting can be a significant change for any organization, particularly one with a management style as traditional and autocratic as Sainco. Nonetheless, this modification is required to resolve the company's concerns and increase its competitiveness in the current business environment. The goal-setting strategy can increase transparency, align individual performance with organizational objectives, and promote employee participation. In this section, we will discuss how Sainco can transition from its current management style to the new approach to goal-setting. Here is a more detailed, step-by-step process for implementing the goal-setting strategy at Sainco:
Step 1: Training and Education
The first stage is to educate and train Sain Co’s management and staff on the goal-setting methodology. This may consist of seminars, workshops, and training sessions on the advantages and implementation of goal formulation. All managers and employees must be aware of the procedure and comprehend its operation.
Step 2: Establishing Goals
The subsequent stage is to establish SMART (Specific, Measurable, Attainable, Relevant, and Time-Bound) objectives. The objectives should align with the organization’s overall strategic objectives and be broken down into smaller, attainable goals for each employee or department.
Step 3: Employee Involvement
Employees should be involved in the goal-setting process because it encourages them to take responsibility for their work and become more invested in their duties. Each employee should be able to contribute to the setting of their individual goals and have a clear comprehension of how those goals correlate with the organization’s overall objectives (Garengo, Sardi, & Nudurupati, 2022).
Step 4: Regular feedback and evaluation
To monitor employee progress and ensure that they are on schedule to achieve their objectives, regular feedback and review sessions should be conducted. Managers should provide constructive feedback and assist employees in identifying improvement opportunities. Figure 1.3 shows the steps to be followed at Sainco to move on to goal setting approach.
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Figure 1.3 The transition from Autocratic Management to Goal Setting Approach (Created by Author)
The above figure details the transition from the Autocratic management style that was followed at the Sainco to the goal setting approach to be implemented.
Step 5: Reward and recognition
[bookmark: _Hlk132385618]Employees who accomplish their objectives should be acknowledged and rewarded for their efforts. This may include compensation, promotions, and other incentives that motivate them to maintain their high level of performance (Frazier, 2022).
Step 6: Performance Enhancement Plans
Implement performance improvement programs if employees are not fulfilling their objectives. These plans should identify areas in which employees need to develop and provide them with the resources and support necessary to reach their goals (Audenaert, Decramer, & George, 2021).
Step 7: Ongoing Enhancement
Lastly, Sainco should continuously evaluate and improve its approach to goal-setting to ensure that it remains effective and aligned with the organization’s overall objectives. This may involve collecting employee feedback, analyzing performance metrics, and modifying the process as required (Frazier, 2022).
[bookmark: _Toc132537475]1.2.3. The Role of HRM in Developing a Competitive Advantage
According to (Hamid, 2019), performance management at Sainco has the potential to catapult the firm towards a competitive edge when it has been updated to include the new method of goal-setting. The new approach to performance management is able to guarantee that all workers are pursuing the same goals, which leads to better productivity and efficiency as a consequence. This is accomplished by aligning individual goals with the goals of the company. Performance management at Sainco has the potential to catapult the firm towards a competitive edge when it has been updated to include the new method of goal-setting. The new method of performance management may guarantee that all workers are working towards the same objectives by aligning individual goals with organizational goals. This will result in enhanced levels of both productivity and efficiency.
Human resource management must play a pivotal part in the new goal-setting strategy's successful rollout. Human resource management (HRM) may play a significant role in creating a culture of goal-setting, developing people, and facilitating the integration of personal and professional aspirations. First, HR should analyze the organization’s performance as a whole to identify problem areas. Then they may engage with upper management to create a system for managing performance that involves things like creating SMART objectives, giving regular feedback, and checking in on how well they're doing. Human resource management may also aid in the creation of individualized plans for professional growth and organizational advancement in collaboration with supervisors and staff. The training and development opportunities provided by these programs should equip workers with the expertise they need to realize their ambitions and make meaningful contributions to the organization’s success (Hamadamin & Atan, 2019).
[bookmark: _Hlk132279260]The Behavioral Outcomes
Human resource management plays a critical part at Sainco in rolling out the new method of goal-setting in terms of the behavioral outcomes for workers. Human resources will be in charge of informing workers about the new performance management strategy and instructing them on how to develop and implement SMART objectives. Human resources management will also keep tabs on how things are going for workers and provide constructive criticism as needed.
 According to (Alserhan & Shbail, 2020), to further incentivize desirable behaviors among workers, HRM might also institute a reward and recognition program. Employees that go above and beyond their responsibilities may be rewarded monetarily or even promoted. Human resource management may also arrange team-building exercises to foster communication and cooperation among workers. Here is a step-by-step description of HRM's role in implementing the new approach to goal-setting in terms of employee behavior outcomes at Sainco:
· HRM will inform all employees of the new performance management strategy and explain how it aligns with the company's strategic goals (BO1).
· HRM will collaborate with managers to establish measurable and specific objectives for each employee, taking into consideration their strengths, limitations, and job responsibilities (BO2).
· HRM will train managers on how to provide employees with constructive feedback and mentoring to help them achieve their objectives (BO3).
· By providing regular feedback and performance evaluations, HRM will ensure that employees are aware of their progress towards their objectives (BO4).
· By providing opportunities for employees to learn and develop new skills that correspond with the organization’s strategic objectives, HRM will promote a culture of continuous improvement (BO5).
· HRM will recognize and reward employees who achieve their objectives and exhibit behaviors consistent with the organization’s values and culture.
· HRM will collaborate with managers to resolve any performance issues and provide assistance and resources to help employees better their performance.
Additionally, according to (Elrehail, Abuhjeeleh, Alzghoul, Alnajdawi, & Ibrahim, 2019), HRM can foster a positive work environment by encouraging open communication, employee participation, and transparency. By encouraging positive employee behaviors, HRM can contribute to the development of a high-performing work culture and promote Sainco's competitive advantage. By adhering to these stages, HRM can assist employees in comprehending the significance of the new goal-setting approach, setting attainable objectives, and receiving the necessary support and resources to enhance their performance. This will ultimately result in enhanced behavioral outcomes, such as increased motivation, job satisfaction, and engagement, which can contribute to the organization’s overall competitive advantage.
The Performance Outcomes
The following stages outline the function of HRM at Sainco in implementing the new goal-setting approach from an autocratic management style in terms of employee performance outcomes. Figure 1.4 shows the roles of HRM in determining the performance outcomes of the employees after implementation of the goal setting approach.
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Figure 1.4 The Role of HRM in determining Performance Outcomes (Waqas, Honggang, Ahmad, Khan, & Iqbal, 2021).
Transmission and Instruction (PO1): HRM must communicate the new goal-setting approach to all employees, highlighting the advantages of the new approach and how it corresponds with the organization’s objectives. Employees should receive training on setting SMART objectives, monitoring progress, and providing feedback. This will help employees comprehend the new strategy and effectively implement it (Catherine & Fonceca, 2022).
Goal-Setting (PO2): HRM should collaborate with managers and workers to establish objectives that are specific, measurable, achievable, pertinent, and time-bound. These objectives should align with the strategic objectives of the organization and be designed to improve employee performance (Waqas, Honggang, Ahmad, Khan, & Iqbal, 2021).
Performance Measurement (PO3): HRM should establish a system to track employees' progress towards their objectives. Regular check-ins and feedback sessions should be held to evaluate progress and identify areas requiring assistance. This will assist employees in staying on schedule and ensuring that they are making progress towards their objectives.
Effectiveness Evaluation (P04): HRM should implement a performance evaluation system that is objective, transparent, and consistent with the new goal-setting strategy. This evaluation should focus on the employees' progress towards attaining their objectives and be used to identify areas for improvement and provide performance feedback (Garg, Sinha, Kar, & Mani, 2022).
Rewards and Accomplishment (PO5): HRM should establish a rewards and recognition system that is consistent with the new goal-setting strategy. Employees who accomplish their objectives should be duly recognized and rewarded. This will encourage employees to continue working towards their objectives and foster a culture of high performance (Gouda & Tiwari, 2022).
In terms of employee performance outcomes, HRM plays a crucial role in implementing the new goal-setting strategy that replaces the autocratic management style. HRM must effectively communicate the new approach, provide training, monitor progress, evaluate performance, and implement a rewards and recognition system. This will contribute to the development of a high-performance culture, the alignment of employee goals with organizational objectives, and ultimately the company's competitive advantage.
The Miscellaneous Outcomes
In addition to behavioral and performance outcomes, the implementation of the new goal-setting strategy at Sainco will have additional effects on employees (Nasifoglu Elidemir, Ozturen, & Bayighomog, 2020). HRM will play a vital role in administering the following outcomes:
Enhanced employee motivation and employment satisfaction (MO1): The approach to goal-setting will enable employees to have a greater say in their job responsibilities and career development, resulting in increased employee engagement and job satisfaction.
Increased staff retention (MO2): When employees are empowered and have a sense of ownership over their work, they are more likely to remain with the organization, thereby reducing attrition costs (Liska, 2022).
Improved communication and teamwork (MO3): The approach to goal-setting includes regular communication and feedback between employees and managers, fostering a culture of collaboration and cooperation.
Improved alignment with organizational objectives (MO4):  By establishing personal goals that are aligned with organizational objectives, employees will be more focused on accomplishing outcomes that contribute to the success of the organization (Liska, 2022)..
[bookmark: _Hlk132282995]The following figure shows the functioning and working mechanism of the HRM department at Sainco after the new performance management approach that gives the firm a better competitive advantage.
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Figure 1.5 The Mechanism of the HRM department (Created by Author).
For these additional outcomes to be realized, HRM must establish a conducive environment. This may include providing training and development opportunities to help employees acquire the skills necessary to achieve their objectives, as well as recognizing and rewarding employees for their achievements. HRM must also ensure that the new approach is implemented uniformly across the organization and that managers are held accountable for assisting their employees in attaining their objectives (Beuren & Dal Vesco, 2022).
In conclusion, a new goal-setting strategy at Sainco may lead to major changes in employee behavior and performance, which will provide the company a strategic edge. Human resource management will play an important part in guaranteeing the strategy's success by creating an all-encompassing plan to introduce and integrate it into the company's culture. Employees will be more motivated and engaged if they have clear expectations and a feeling of purpose thanks to the implementation of SMART objectives. Employees who get consistent coaching and feedback on their performance are more likely to remain motivated and make strides towards organizational goals. Sainco will be in a better position to dominate the market thanks to the new goal-setting process since it will foster a culture of constant development, boost employee morale, and enhance business results.
[bookmark: _Toc132537476]2. The Organizational Concerns
Sainco, just like any other company, is confronted with a variety of organizational obstacles that stand in the way of its performance and progress. Among them are worries about the organization’s culture and values, its methods of communication and leadership, and the level of participation of its workforce. Sainco's capacity to maintain its position as a competitive player in the market is being hindered by a number of organizational challenges. One of the key problems is the antiquated and authoritarian method of administration that is currently in place. This type of management does not allow employee input, feedback, or involvement; as a consequence, staff morale, engagement, and productivity may suffer as a result (Mahmoud, Ahmad, & Poespowidjojo, 2022).
Misalignment between individual performance and organizational goals is another problem that has to be addressed. As a result of the opaque nature of the performance management system that is currently in place, it is difficult for workers to understand how the specific goals they have contributed to the larger goals of the business. This may result in a loss of motivation and a feeling of disconnection from the organization’s goal and vision, both of which can be detrimental to productivity. Another factor that may lead to a skills gap inside a company is the lack of suitable possibilities for workers to further their education and careers. Because of this, there is a possibility that workers may lack the knowledge and skills necessary to fulfil the ever-evolving expectations of the market. This can be a substantial obstacle to innovation and progress.
From the studies (Bettiol, Capestro, Di Maria, & Micelli, 2022), the organization suffers from a severe lack of functional communication pathways across its ranks. Misunderstandings and disagreements may arise when there is a lack of openness and clarity in the communication that takes place between management and staff. Because of this, it may be difficult for workers to submit feedback and recommendations for improvement, which in turn might hinder the organization’s capacity to adapt to change.
Overcoming the Organizational Concerns
Implementing the goal-setting approach can help address many of the organizational concerns at Sainco, as, 
Lack of Transparency: The goal-setting approach can provide transparency in performance expectations and outcomes, as goals are set collaboratively between employees and managers, and progress is tracked regularly. This can help employees understand what is expected of them, how their performance is evaluated, and how it aligns with the organization's objectives.
Lack of Employee Involvement: The goal-setting approach promotes employee involvement by encouraging them to participate in setting their own goals, monitoring their progress, and receiving feedback on their performance. This involvement can lead to increased employee engagement and motivation, which in turn can lead to better performance outcomes (Aljbour, French, & Ali, 2022).
Misalignment between Individual and Organizational Goals: The goal-setting approach ensures that individual employee goals are aligned with organizational objectives, which can help to create a clear focus on what needs to be achieved and how it contributes to the overall success of the organization.
Outdated Performance Management System: According to (Mahroof, Omar, & Kucukaltan, 2022), the goal-setting approach is a more modern and effective approach to performance management, as it focuses on ongoing feedback, coaching, and development rather than just annual performance evaluations. This can help to create a culture of continuous improvement and growth, which can lead to better overall performance outcomes.
Lack of Training and Development Opportunities: The goal-setting approach can include regular training and development opportunities to help employees develop the skills they need to achieve their goals and contribute to the success of the organization (Traini, 2022).
By addressing these organizational concerns through the implementation of the goal-setting approach, Sainco can create a more positive and productive work environment that can lead to better performance outcomes and competitive advantage.
[bookmark: _Toc132537477]3. The Employee Concerns
There are multiple employee concerns that must be addressed at Sainco. First, the current performance management system is opaque, which can contribute to employee perplexity and uncertainty. They may not comprehend what is expected of them, how their performance is being evaluated, or how they can progress. This can result in a dearth of employee engagement and motivation (Munir & Djaelani, 2022).
Employees can be demotivated by the absence of training and development opportunities. This can contribute to a dearth of job satisfaction and motivation. Additionally, a lack of career advancement opportunities can result in a high turnover rate as employees seek opportunities elsewhere. Thirdly, the current performance management system is not aligned with organizational objectives. This can result in a lack of clarity regarding how individual contributions contribute to the success of the organization, which can demotivate employees. In addition, there is no obvious mechanism for employees to receive feedback on their performance and enhancement opportunities. Figure 3.1 shows the employee concerns at Sainco.
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Figure 3.1 Employee concerns at Sainco (Created by Author).
The current performance management system does not promote employee participation in the goal-setting process, which can result in a lack of employee ownership and commitment. They may lack a sense of responsibility for attaining the organization’s objectives, which can result in a lack of motivation and engagement.
3.1. The Engagement and Involvement of Employees
During Sainco's autocratic management era, employee engagement and participation may have been limited. Employees may have felt disengaged and powerless because decision-making was primarily centralized at the executive level. The autocratic management style may have led to a lack of trust and open communication between employees and management, which may have had a negative effect on employee engagement (Rodjam, Thanasrisuebwong, Suphuan, & Charoenboon, 2020).
[bookmark: _Hlk132287753]Employee Engagement and Involvement during Autocratic Management:
· Low levels of employee engagement and participation in decision-making processes were observed.
· As a consequence of the autocratic management style, employees felt unappreciated and disregarded, resulting in low morale and job dissatisfaction.
· Employees had little to no input in the development of their objectives, resulting in a lack of ownership and dedication to attaining them.
· Lack of communication between management and staff led to misunderstandings and mistrust.
· Employees may feel disconnected from the goals and objectives of the company, resulting in low motivation and engagement.
· Employees and management may lack trust and communication, which can lead to misunderstandings and resentment.
· It is possible for employees to feel undervalued and unappreciated, which can result in high employee turnover and low morale.
· Without obvious opportunities for career advancement, employees may feel trapped in their current positions, resulting in a lack of motivation and job satisfaction.
Employee engagement and participation may increase after the implementation of a goal-setting strategy. The approach to goal setting encourages employee participation in the goal-setting process by allowing them to contribute their ideas and suggestions for attaining organizational objectives. This method also permits more frequent and open communication between employees and management, thereby fostering transparency and confidence. As employees become more involved in the goal-setting procedure, they may feel more engaged and empowered at work. The goal-setting approach can foster a more collaborative and supportive workplace, thereby increasing employee engagement and participation.
Employee Engagement and Involvement after Implementing Goal-Setting Approach
Employee engagement and participation may increase after the implementation of a goal-setting strategy. The approach to goal setting encourages employee participation in the goal-setting process by allowing them to contribute their ideas and suggestions for attaining organizational objectives. This method also permits more frequent and open communication between employees and management, thereby fostering transparency and confidence. As employees become more involved in the goal-setting procedure, they may feel more engaged and empowered at work. The goal-setting approach can foster a more collaborative and supportive workplace, thereby increasing employee engagement and participation (Dougherty & Natow, 2020).
· Increased employee engagement and participation in decision-making processes.
· The approach of setting goals empowers employees and makes them feel valued, resulting in increased morale and job satisfaction.
· Employees are actively involved in the goal-setting process, resulting in a sense of ownership and dedication to attaining these objectives.
· Regular feedback and communication between management and employees enhance the quality of interactions, resulting in increased trust and comprehension.
The implementation of the goal-setting approach assists in addressing the employee engagement and involvement concerns of Sainco's employees by providing opportunities for employee input and participation in the goal-setting process, resulting in increased ownership and commitment to attaining those goals. This, in turn, leads to increased job satisfaction, higher morale, and improved employee-management communication.
[bookmark: _Toc132537478]4. Recommendations
Proper recommendations are necessary for the long run of the firm after implementing the new performance management approach for Sainco that could address its concerns. Table 4.1 describes the short- and long-term recommendations for Saico.
Table 4.1
Short- and Long-term recommendations for Saico
	Short term Recommendations
	Long term Recommendations

	Implement the goal-setting strategy immediately to resolve employee concerns and increase their commitment and participation in the company's success.
	Encourage an environment of open communication and employee participation.

	Provide supervisors and HR personnel with training on the new approach to performance management to ensure its successful implementation and continuation.
	Encourage employee feedback and act on their suggestions. Continuously evaluate and enhance the performance management process to ensure that it drives employee performance and organizational success effectively and efficiently.

	Hold town hall meetings or other forms of communication to explain the new strategy and its positive effects to employees.
	Provide employees with regular training and development opportunities to help them advance in their endeavors.

	Regular feedback sessions help staff stay on track and make modifications.
	Construct and sustain a workplace culture that values and respects all employees, which is diverse and inclusive.

	Offer training to increase staff abilities and performance.
	Using surveys or other methods, regularly assess employee engagement and satisfaction to identify areas for improvement.



By implementing these short- and long-term recommendations, Sainco will be able to resolve its organizational and employee concerns and progress towards a more engaged and high-performing workforce, thereby enhancing its market competitiveness.
[bookmark: _Toc132537479]Conclusion
In conclusion, Sainco's transition from its traditional autocratic management style to a goal-setting approach has the potential to resolve organizational and employee concerns and improve behavioral and performance outcomes. HRM's role in implementing this strategy is crucial for ensuring successful adoption and positive employee outcomes. The transition towards a performance-driven culture and sustainable competitive advantage can be aided by both short- and long-term recommendations.
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[bookmark: _Toc132537481]APPENDIX
A. THE DIFFERENT APPROACHES TO GOAL SETTING
Goal-setting is essential in many aspects of life, not just business. Action and career planning, as well as the selection of a romantic partner, both entail the use of objective and prospective assumptions. We, or our parents, have meticulously planned and implemented every aspect of our lives. Managers in a business context spend most of their time working on strategic planning and goal-setting.
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Objective-setting methods of yore:  A totalitarian regime operates in this manner. Using this technique, the organization's overarching goals and choices are communicated to the next tier of management, where they are broken down into more specific objectives. Top management may discuss estimated production costs with the vice president of production in a manufacturing company, while asking the vice president of marketing for a sales forecast. The targets are related to the unique aims of the concerned domain, and they serve as a yardstick against which progress may be evaluated.  The objectives trickle down from the top and are then broken down into smaller, more specific objectives for each employee depending on their area of responsibility and experience.
Managing to Achieve Goals (MBO): In the MBO method, upper and lower-level managers work together to establish strategic objectives and outline key areas of accountability for their respective departments. The core of this ideology is the collaborative establishment of goals amongst different tiers of management. The subordinates are allowed to develop goals for their primary areas of responsibility.
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