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Executive summary
The economy has grown in recent decades as a result of fundamental adjustments. From an investment strategy to a talent model, industries are now developing. Employee creativity is at the core of the business world and is crucial to the process. The "high-performance work system" has served as the foundation for the "human resource management strategy core "'s competency. How a "high-performance work system" influences employee creativity, for example, in UK-based retail company SainCo.has been the subject of extensive research. It has been discovered that a "high-performance work system" with a modern performance management approach has a good relationship with employees' creativity. Further, illustration with academic support has enhanced the reliability and validity of the study. 


Table of Contents
1. Introduction	4
2. A notion of existing performance management used in SainCo.	4
3. Pertinent issues in the existing system	5
3.1 Misalignment with Goal	5
3.2 Scarcity of Constructive feedbacks	5
3.3 More focus on employee appraisal	6
4. Approaching modern performance management concepts and practices	6
4.1 Concepts and Practices	6
4.2 The suitable one along with the justification	7
4.3 Organisational and Employee Concerns within the new management approach	11
4.4 Expected employee engagement and employee involvement in the new concept	12
4.5 Performance Management as a rewarding process	13
5. Recommendation	15
5.1 Short-term goal 1	15
5.2 Short-term goal 2	15
5.3 Long-term goal 1	16
6. Summary	16
References	17
Appendices	23
Appendix 1: Difference between performance management and performance appraisal	23
Appendix 2: Stages of performance management	24



[bookmark: _Toc132235272]1. Introduction
Managing performance is embedded within taking systematic actions to influence the team, individual and organizational performance positively. Through the application of performance, an organization can define performance expectations, and prosper individual and organizational capabilities. However, financial and non-financial rewards both are associated with the “performance management approach (PMA)”. For SainCo, focus on performance appraisal is the reason behind overlooking the performance productivity of the employee. Thus, the employee performance of the firm only is evaluated based on the immediate past, without considering the present and future. The massive inclination toward performance appraisal shows biases to follow a linear top-down approach instead of the dynamic process of performance management. Therefore, the report aims to suggest a suitable and modern “performance management approach” for SainCo., that can help to coalign with the current business environment along with the company goal 
[bookmark: _Toc132235273]2. A notion on existing performance management used in SainCo.
According to the scenario analysis, SainCo runs a traditional performance management system. Being a family-run business and following an autocratic leadership style, performance reviews are conducted once a year. It implies, the company hardly recalls good-performing employees, limited scope for employee growth, and communication is solely focused on employee performance. From the lens of “Maslow hierarchy of needs” theory, employees feel motivated when their needs are being fulfilled, starting from basic to increasing to higher levels (Brown et al. 2019). However, in the case of SainCo., the company failed to make employees understand the organizational goal, was unable to set realistic expectations, had ineffective communication between team and individuals, define an ineffective performance plan, and set performance benchmarks as they were more prone to focus on employee appraisal rather than “employee performance management”. 

Figure 1: Drawbacks of the existing performance management system of SainsCo.

Operating in ten different locations in the UK along with 2000 staff indeed reflects a poor HR system. Over-reliance on employee appraisal keeps the company stays away from formulating a set of activities or tasks that can ensure every employee is meeting their goals on time (Audenaert, 2016). It reflects a lack of strategic sense within the organization regarding continuous evaluation and management of employee performance. Moreover, based on the addressed issue formulate a new strategy to promote employee development. According to the scenario, autocratic leadership is being followed by the firm which also implies attitude in one role positively spill over into another. Besides that, due to dogmatism, a highly competent employee remains low-rated or vice versa. Thus, the “horn and halo effects” in the case of hiring and promotion have already created an ethical dilemma for which a modern PMA is highly solicited for the company. 
[bookmark: _Toc132235274]3. Pertinent issues in the existing system
[bookmark: _Toc132235275]3.1 Misalignment with the goal 
Companies set goals they aspire to accomplish each year and employees set objectives for themselves each year. Usually, there is a connection between the two activities, which causes the personal ambitions of individuals, not directly support business goals. For example, when there is a connection, everything goes wrong because the employees would not be rewarded for achieving their objectives. A significant loss in engagement and productivity may result from this (Riyanto, 2021). There must be better and simpler ways to cascade corporate goals down to individual employee goals. In SainCo., “individual employee goals” become bigger than a corporate goal, which created a conflict of interest within the organization and marks questions on PMA. 
[bookmark: _Toc132235276]3.2 Scarcity of Constructive feedbacks
SainsCo. lack the necessary tools, procedures, or training to enable staff to give and receive constructive criticism. Feedback based on traits is not helpful because the recipient cannot act on it. For example, the specific acts that the receiver can repeat or correct are not highlighted in the feedback provided by SainsCo., also, most people have the propensity to become hostile when supervisor criticize their character traits (Ekstedt, 2018).  This can be considered as an excellent link that contrasts feedback based on actions and feedback based on traits which also marks questions on the existing PMA adopted by the company. 


[bookmark: _Toc132235277]3.3 More focus on employee appraisal
In SainsCo., “Performance Appraisal (PA)” assesses the last done performance and ignores performance productivity.  Additionally, the company gives the employee a final evaluation after objectively evaluating their performance for the entire year (Hynes, 2020). As a result, the appraisal become individualistic in character and is based on the prior achievements of the worker. It becomes operational since it adheres to a set of performance standards and exclusively concentrates on the outcome of employee performance. Henceforth, it can be illustrated, SainsCo., has strong top-down approaches to employee success, which makes their communication quite linear and communication only occurs following the performance evaluation procedure. 
For SainsCo., PA is quite retrospective as it considers earlier occasions and circumstances. The dialogue that takes place during appraisals usually focuses on explaining the rating and feedback. A quantitative approach for employee evaluation, use customized software and rate employee performance based on customized rating scales. Today, there is much more attention to employee resilience and its contribution to the institutional setting. However, limited research has been done on employee resiliency and involvement in the workplace. Cooke et al. (2019) create a model of job demands and "strategic high-performance human resource management theory" considering a 2040 employee sample. The findings suggest, a "high-performance work system" can be utilized as a tool for the job moving ahead to favourably improve resilience and employee engagement, according to all hypotheses. In the case of SainsCo., lack of effective PMA style is frequently inflexible and seldom affects his development.
[bookmark: _Toc132235278]4. Approaching modern performance management concepts and practices
[bookmark: _Toc132235279]4.1 Concepts and Practices
The significance of a positive psychology study for the well-being of employees, which is associated with job satisfaction, stress, and depression reveals workplace happiness includes two philosophical exposures. Emotive expressiveness is described as a "hedonic approach" and "eudaimonia approach," which refers to the worth of personal development of employees (Miao, 2020). The unified well-being perspective combines psychological and personal well-being; this viewpoint questions the importance of considering work well-being, personal well-being, and psychological well-being for which modern performance management has been taken into consideration. For instance, despite having three quite distinct approaches, Adobe, Deloitte, and GE each created a “special performance management plan” that was ideal for their firm. The idea that traditional performance appraisals are obsolete comes from sensational headlines. Although they used some elements of conventional reviews, the pioneers of the "performance management revolution" did not entirely abandon them. Adobe still conducts “end-of-year assessments” that include a “performance summary” and a discussion about pay. Performance management revolutionaries used some aspects of conventional reviews, but not entirely. Deloitte switched to a quick “four-question evaluation process” that is given after each project or quarter, whichever comes first. They develop employee rankings using these more frequent reviews, and at the end of the year, these rankings determine promotions and pay (Bataineh, 2019). Although GE now offers a “real-time feedback tool”, they still conduct annual reviews, which they now refer to as Summary Discussions. The end-of-year discussions summarise feedback rather than proposing new ideas. However, it seems complicated, contemporary performance management is fairly straightforward. There isn't a brand-new "correct" approach to carrying out tasks. It all comes down to putting the outdated tools together in a way that best suits a company.
[bookmark: _Toc132235280]4.2 The suitable one along with the justification
To enhance the PMA of SainsCo., Trakstar the integrated web-based approach is suggested. The performance management package from Trakstar now includes learning management capabilities and integrated elements for employee engagement and succession planning (Sabiha Mumtaz, 2019). Companies can implement performance evaluations, create targets, and track outcomes in real-time with Trakstar's performance management technology (Trakstar Perform). 
[image: ]
Figure 2: User interphase of Trakstar
					(Sabiha Mumtaz, 2019)
The software also provides capabilities for succession planning, employee engagement, and learning management. Users can develop forms, import people, modify workflows, and tailor performance evaluations to suit their organization. Managers can restrict who has access to the 360-degree feedback tool and make requests for comments from both team members and others outside the team (Ivana, 2020). The 9-box grid, which provides insights into employee performance and prospects for advancement within the company, is another standout feature of Trakstar's succession planning module, which integrates well with the performance management one. Ideal for Companies wishing to track performance using a ratings-based review structure at the individual and team levels.
4.2.1 Coherence with the current business environment
By relating performance to overarching corporate objectives, “objectives and key results (OKR)” can positively direct the PMA of Trakstar. The C-suite will establish the OKRs of the company depending on the direction its leaders want it to go. Then, with a thorough roadmap in place, each department, team, and person set their objectives that move the company forward. The OKR method enables employees to understand how their actions affect corporate outcomes, and this sense of purpose can raise employee morale. In a turbulent corporate world, agility is essential for achieving business goals, and here is where modern performance management truly excels (Saeed, 2018). As performance reviews are integrated into the workflow, staff members can change their priorities as necessary. Moreover, while setting goals, flexibility is crucial and to adapt to changes in the business environment, keep the objectives flexible. Every three months, review objectives to see if the company still moving on the right path while the world around the company changes.
A key element in recreating an organization's competitive advantage in a forward-thinking and positive state of employees is the goal of an inspirational business environment (Berberoglu, 2018). Unitarist and pluralist mindsets are currently at odds over who has the best view of how employees are doing at work. It can be observed that the "high-performance work system" consists of both command- and commitment-based activities. When businesses adopt "high-intensity control-based practices," high-level commitment-based practices" will emerge as an influential complement to control-based practices and start a "complementary impact," which significantly regulates employee motivation and fosters job participation. In addition to improving their work well-being, it will also increase job satisfaction and reduce weariness.
4.2.2 Provide Real-Time Feedback
Workers require regular feedback, ideally delivered in-process and in real-time. Having open lines of communication can enable management and staff to stay in touch during working hours and give feedback on results as needed. managers to be more aware of staff requirements during the working day. When giving feedback to workers, managers must be more deliberate, especially in cases of remote employment. Too much feedback, though, can exhaust employees. Thus, the software must assist managers in striking the ideal balance and establishing priorities for providing the most beneficial, helpful feedback (Rasool, 2019).  Praise for an employee's qualities, polite constructive criticism, and recommendations for strengthening deficiencies are all parts of good feedback. This kind of feedback needs to originate from a place of trust to be successful. Employees may start to feel attacked or worn down if they don't believe that supervisors have their best interests in mind.
4.2.3 Incorporate Professional Development and Training
Performance enablement prioritizes team members’ continue learning since it has a forward-looking attitude. Establish learning objectives for each employee for the upcoming quarter by working together with managers and their reports. It makes sure that each manager is aware of the learning tools offered by the business, such as learning management systems, course subscriptions, or learning reimbursements. Based on each employee’s performance potential profile, HR can work with the learning and development team to offer specific learning opportunities (parashakti, 2020).
Researchers have recently looked into the relationship between job performance and job satisfaction. In a study by Hassan et al. (2018), satisfied workers who are not happy claim to feel out of control during emotional occurrences at work. There is a claim that this sense of annoyance can affect how dissatisfied employees are seen. Workers with high work well-being are content with their jobs, in contrast. They excel at psychological state and self-worth. Moreover, individuals who experience high levels of work well-being tend to broaden their data-processing perspectives and explore their cognitive potential (Ahmed, 2021). As transformational leadership is correlated with workplace well-being, the relationship between employee creativity and well-being is more positive when transformational leadership is high. According to Tse et al. (2018), a working system based on high performance" moderates the positive relationship between employee creativity and work wellbeing. Yet, the effectiveness of mediation depends on the amount of transformative leadership. Employees typically perform better and are more innovative when regarded to have high levels of transformational leadership. The new approach will prosper the training and development scope for the employees too which also creates a balance with changing business environment. 
4.2.4 Recognize Daily Performance Achievements
Trakstar will help to improve communication, including greater performance acknowledgment, which is a key component of new performance management trends. Helps to identify and reward team members for tasks that advance the company or test their ability, managers must develop their interpersonal skills. But most managers struggle with these abilities. Trakstar have not historically promoted managers for their natural leadership abilities, but rather for being high performers. Provide training programs to assist direct supervisors in developing their interpersonal skills. Role-playing exercises can teach managers valuable lessons that they can then use in their real interactions with team members (Sitopu, 2021). There is no universally accepted definition of a "high-performance work system" due to the wide variations in the methods employed, such as elevated commitment management, greater involvement, or suitable "human resource management procedures".  However, when used in precise combinations that are mutually reinforcing and synergistic, a "high-performance work system" can be broadly understood as having a spectrum of inventive "human resource techniques" and the work structure that powers it. The efficiency of a worker is therefore linked to the institution's inventive forum and imaginative prospects in addition to the previously described requisite motivation and abilities. The purpose of the study is to apply statistical analysis to better understand the interaction between a "high-performance work system" and institutional performance.
4.2.5 Give Employees a Voice as Evaluators
There are two methods through which Trakstar will gather and respond to employee feedback. Employee engagement increases when OKRs are created collaboratively, and employees should be involved in creating their OKRs. They can also think strategically about how their function can support the company's OKRs because they have the best understanding of their work. To improve as team leaders, employees should participate in 360-degree feedback from their superiors. Everyone struggles with giving actionable feedback, so managers need to know what steps employees have done that has worked best for their team, This feedback can be gathered by HR to continue creating manager training programs. In their study, Nadeem et al. (2019) noted that "high-performance human resource methods," such as persistent recruitment, aid organizations in luring in exceptional applicants with both thinking and innovative skills, increasing the likelihood that employees will be creative. An employee’s abilities and knowledge can increase even more with thorough training and performance-based evaluation. The sharing of information among employees, paying them various benefits, and engagement, are important components in developing trust between an employee and a business. Also, it makes the workplace better.
[bookmark: _Toc132235281]4.3 Organisational and Employee Concerns within the new management approach
Systems for managing organizational performance are strategic in the sense that they promote the accomplishment of the organization's strategic objectives while being in line with its business strategy. Along with growing people, they put a lot of effort into improving work processes and the workplace. Developing the systems and making them efficient require understanding the strategy "The crucial but perplexing processes by which intangible assets will be converted into tangible outcomes". They developed their idea of the balanced scorecard to create the concept of mapping strategy. The cause-and-effect relationships that link certain changes to desired results are depicted on strategy maps. It serves as a way of outlining the components of the organizational systems and how they relate to one another. As a result, they offer a roadmap for system modification that will boost performance. Also, they provide a visual picture of a company's essential goals and the connections between them that fuel organizational performance, giving employees a clear understanding of how their activities relate to the overarching aims of the business. 
These are referred to as "success maps" by Bourne et al. (2003), who define them as diagrams that illustrate the logical relationship between organizational goals and overall performance and raising customer service and quality standards. The main goal of enhancing operational capability is supported by advancements in high-performance functioning and the human capital contribution of the company. Human Resource Management (HRM) goals include learning and development, the management of employee performance as well as talent. In this case, only one group of an organization's stakeholders, the investors have issues that are addressed by the general goal of improving profitability (Jahmani, 2023). The needs of numerous quoted firms would likely take precedence in this situation. Yet, they could and should also have additional goals that are related to their other stakeholders, such as those that care about corporate social responsibility. Separate strategy maps could be created to address each of them. Even better, they might be connected to their business goals. Organizations in the public and non-profit sectors will undoubtedly have goals related to each of their constituents as well as their main goal. The strategic performance management process must employ a stakeholder-centered approach.
[bookmark: _Toc132235282]4.4 Expected employee engagement and employee involvement in the new concept
4.4.1 Performance management strategy
The foundation of performance management strategy is the resource-based theory, which holds that an organization's competitive advantage comes from the strategic development of its uncommon, difficult-to-replace, and difficult-to-imitate human resources. Performance management strives to accomplish the strategic goal of "creating organizations that are cleverer and more flexible than their competitors" by fostering the growth of talented employees and broadening their skill sets.
4.4.2 The Purpose of performance management
By analyzing performance within a predetermined framework of established objectives, benchmarks, and competency criteria, performance management aims to improve output from the company, teams, and individuals. It is a method for creating a common understanding of what needs to be accomplished, as well as a strategy for leading and developing people in a way that increases the likelihood that it will be accomplished in the short and long term. Line management is the one who owns and operates it. Performance management improves employee engagement by serving as the cornerstone for numerous non-financial motivating strategies.
4.4.3 Principles of performance management
· "A management tool that aids in managing."
· Motivated by the corporate mission and values.
· "To find workable answers”
· "Just interested in things you can change and see an improvement in"
· "Pay more attention to behaviour change than paperwork."
· According to HRM practice, it's about managing people, not systems.
·  “Management is a natural process, and performance management is what managers do.”
· "Based on a generally recognized premise yet operates flexibly"
· “Concentrate on growth, not pay, is a maxim”
· "What the organization is and needs to be in its performance determines success"
4.4.4 The performance management cycle
A main part of management is performance management. It is not a method or instrument for HRM. The “Plan-Do-Check-Act model” proposed by William Denning in 1965 is reflected in the cycle of performance management that is represented below. In this cycle, the performance management procedures are
Plan: By agreeing on the goals and competency standards as they are described in the role profiles, identifying the necessary behaviours, and producing plans described in the agreements related to the performance for achieving the goals and enhancing performance. To improve knowledge, abilities, and competence and to reinforce the desirable behaviours, create personal development plans.
Act: Work by the plans and in response to new demands to achieve the goals 
Monitoring: This is keeping track of how well goals are being met and how well employees are adapting to new demands (Fenech, 2019). Performance management should be viewed as a continual activity rather than an annual review event.
Review: A "stocktaking" discussion of progress and accomplishments in a review meeting that identifies areas in need of performance improvement and serves as a springboard for moving on to the planning stage to end the cycle.
[bookmark: _Toc132235283]4.5 Performance Management as a rewarding process
Performance management may reward individuals by providing opportunities for achievement, the chance to expand skill sets and career path advice. All of these non-financial incentives can boost employee and organizational engagement and have a greater, longer-lasting effect than monetary incentives like performance-based pay. In addition to SainCo's performance management processes, its compensation and incentive systems are also influenced by its performance management processes because they give the company the necessary information to make decisions about pay raises or incentives based on performance, competence, or contribution. This is one of the main objectives of performance management in some companies, yet it should be emphasized in the broadest sense as a way to reward and develop employees as a whole. According to Miao et al. (2020), many firms have been working to establish a "performance culture" in recent years. This culture incorporates several tactics aimed at fostering employees' contributions to the organization's overall success. Performance management is the term used to refer to this process. Essentially, the development of a competent individual within an organization that is supportive and encourages the achievement of meaningful objectives is what the system is all about the development and nurturing of individuals who possess both competencies as well as a work commitment (Marjolein Caniels, 2016). Managers think when staff members are aware of how their efforts help the company achieve its stated aims and goals. Also, according to Cooke et al. (2019), performance management systems are implemented to increase the quantity and quality of work completed as well as to align all activities with organizational goals. The goal of the performance management of SainCo is to create a high-performance culture where individuals and teams accept responsibility for the ongoing improvement of business processes as well as for their abilities and contributions within a framework provided by effective leadership. However, Nadeem et al. (2019) found that many of the performance management systems they evaluated in different firms had numerous objectives and multiple contents.
The system may be connected to corporate goals and the growth of employees' abilities, claim the authors. Planning, training, and development, succession planning, as well as the formulation and periodic assessment of objectives and competencies, might all be included in the system at the same time. On the other hand, a variety of tools must be added to such an integrated system to make it effective. For instance, according to Haar et al. (2022), an effective performance management system must make use of performance-related pay, 3600 appraisals, learning materials, knowledge management systems, team bonuses, quarterly appraisal interviews, and personal development plans. Ogbonnaya et al. (2018) stated, if performance management does not align with the organization's overall strategy, it will not be effective to its fullest extent. Although the definition of "performance" is sometimes limited to output, true performance is both what people accomplish and how they accomplish it. Thus, it can be stated, the performance includes both actions and outcomes which need to be embraced by SainCo. The performer's actions cause the performance to change from being abstract to being active. Not only are behaviours used to measure results, but they are also resulting in and of themselves.
According to Berberoglu (2018), managing performance requires considering both inputs (behaviour) and outputs (results). Yet, measuring is a crucial idea in performance management. It is a prevalent belief that "what gets measured gets done" and "if you can't measure it, you can't manage it". According to Ahmed et al. (2018), it is important to be aware that, if metrics are designed by companies that are not appropriate for the needs and objectives of the organization, inappropriate behaviour is likely to be encouraged. Likewise, if we set measures that are ambiguous or confusing, workers will get demotivated. Additionally, he claims that inconsistent measures will make an organization less effective when they are implemented across the board. Yet, measuring success is less difficult for knowledge workers (scientists) than for those accountable for accomplishing quantifiable targets (sales). Hence, it can be claimed that if SainCo. Can distinguish between the two types of results and outcomes then this problem can be solved. An outcome is a visible effect that is the result of work but cannot always be quantified, whereas the output is a result that can be assessed quantitatively. According to Stivers and Joyce (2000), Performance management is critical for managers to be able to guide their organizations toward future success. Therefore, SainCo might be able to use Balanced and the trick is to change the tactics of the organization into the appropriate collection of indicators that can be used to measure success or failure.
[bookmark: _Toc132235284]5. Recommendation
[bookmark: _Toc132235285]5.1 Short-term Goal 1
When a balanced scorecard is designed to serve as a tool to measure both financial and non-financial aspects of a business, as defined by Buchanan and McCalman (2018), it goes beyond merely being a collection of financial as well as non-financial metrics compiled in a hastily crafted format for professionals at all levels of an organization to utilize. According to the concept of a balanced scorecard, managers are expected to take a holistic view of the firm through four interrelated viewpoints, of the customer learning and financial, as well as taking into account all of these factors. This concept contrasts greatly with the short-termism seen in many of the traditional budgeting methods used in Western societies.  Han et al. (2019) argue that HRM plays a crucial part in the strategic management of a company. More importantly, they offer realistic suggestions for implementing this idea. The “Kaplan and Norton scorecard,” which recognizes results that matter to stakeholders other than investors is, therefore, more balanced than traditional reports related to finance that merely show the past data and are not able to cover underlying sources of performance. For this reason, SainCo. is advised to embrace a balanced scorecard as part of their PMA which is expected to take 1 month. 
[bookmark: _Toc132235286]5.2 Short-term goal 2
Performance appraisal has a significant impact on performance management systems as well. Although it has received a lot of criticism, the importance of this method is still relevant in the current organization. Performance evaluation is being questioned owing to the manner it is frequently conducted, however, it is employed as a key component of performance management by 80% of firms (Zeebaree, 2019). There are major variations between performance management and performance appraisal, despite the common misconception that they are interchangeable. The fundamental difference between them is that managers typically evaluate and rate employees' performances during an annual review meeting, whereas performance management is a more thorough and ongoing process of management where managers clarify the mutual expectations, act as coaches rather than judges, and put a strong emphasis on the future. Kakkarand Vohra (2021) asserts that the performance evaluation process is a crucial component of the larger performance management system and that it needs to have several crucial components to be successful. The organization's values and culture should guide individual performance at SainCo. To achieve this goal, two months were required to link personal ambitions and objectives with the organization's overall strategic direction.
[bookmark: _Toc132235287]5.3 Long-term goal 1
Due to the appraiser's dual role as a helpful counsellor and a disciplinary judge, which is typically challenging, this process frequently fails. Line managers, however, sometimes miss out on the technical and managing abilities to conduct appraisals efficiently. Also, line managers may be discouraged from conducting thorough and efficient performance assessments and goal-setting due to a lack of time and resources. Because of the bureaucratic burden and form-filling involved, many people view the appraisal process negatively. Thus, it is important forsaking to emphasize the good parts of performance rather than spending much of the appraisal discussing what went wrong. 360-degree performance reviews are becoming more and more common as a result of the various problems with performance reviews (Mnykh, 2021). 360-degree appraisals involve the systematic collection and assessment of performance information from a variety of stakeholders on a person or group and will take about a year.
[bookmark: _Toc132235288]6. Summary
PMA is more helpful in organizations with flatter organizational structures since it can give a balanced view of a person's strengths and development requirements. On the other hand. PMA must be implemented, however, there are several challenges. Sometimes it becomes a burden for employees and creates organizational conflict. The suggested PMA for SainCo is expected to increase employee engagement and managers are aware of its use for training purposes. 
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Appendix 1: Difference between performance management and performance appraisal
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