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[bookmark: _Toc113184315]INTRODUCTION 
[bookmark: _Hlk111782176]Currently, a significant proportion of businesses are focused on creating high-performance workplaces where individuals may maximize their contributions to the company's overall success while combining commercial and corporate objectives (Armstrong, 2007). This work process is referred to as "performance management," and organizational personnel plays a vital role in it. It is a strategy for cultivating competent and devoted personnel within an organization, working to achieve meaningful shared goals, which supports and encourages the achievement of the company's main objective (Amstrong, 2006). Mutual understanding between managers and employees will result in increased workplace productivity. If the workers' contributions are aligned with the organization's declared objectives and aims, they will be achieved (Leopold et al, 2005, p. 184). Therefore, a performance management system must be implemented in order to increase an organization's production. In addition, it is vital to create a quality and quantity performance management system to guarantee that all activities align with the business's objectives (Leopold et al, 2005, p. 184). Because the retail industry is highly competitive and employs many people, a performance management system is essential to attaining company objectives and being competitive over the long run.
One of the key purposes of this paper is to evaluate the current effectiveness of Performance Management in the retail company of SainCo UK. During the current economic downturn in the United Kingdom, organizations must maximize the performance of their employees. The extent to which SainCo retailers utilize Performance Management to its maximum capacity is a crucial aspect of the research. In this article, a comprehensive literature review will be undertaken on Performance Management as a tool for organizations to get better results in all areas of work from their personnel.
This research aims to understand better how performance management systems impact businesses and the significance of performance management-based employee development in accomplishing the study's overarching business goal. As one of the study's secondary goals, it will also investigate the role of performance management in HRM. As the research continues, more ground will be covered on these topics.
[bookmark: _Toc113184316]Performance Management
"Performance Management" can also be described as "a complete strategy that combines all the diverse needs required to develop a productive system of people management that focuses on 'learning and progress. At the team and individual levels, performance management is characterized by a culture of accountability for the "constant development of business processes as well as their abilities, behavior, and contributions.” For SainCo organizations, Performance Management should establish an environment in which teams and individuals are held accountable for their personal goals and the company's progress under effective management.
To ensure the long-term success of a business, performance management must be a comprehensive and purposeful process geared at enhancing employee performance and supporting the growth of individuals and teams (Armstrong et al., 2010). Performance management provides managers and their employees with ongoing feedback and engagement to assure the achievement of the company's most important goals. A strategy that helps workers realize and appreciate their position in contributing to the organization's overall performance is necessary to achieve a common vision of its purpose and goals (Fletcher, 2009). Conversely, PM is a planned series of actions to recruit and keep staff. The performance management method, on the other hand, involves assisting staff members in setting and accomplishing their own goals in keeping with the company's long-term goals (Puja, 2022).
[bookmark: _Toc113184317]Purposes of Performance Management 
Most academics agree that performance management has two primary goals: operational and metric (ICAEW, 2022). The following are some additional goals of performance management:
To Ensure Accountability 
In performance management, employees are judged on their level of accountability. A well-known example is the sales quota. This might be a huge success because employees know the rules and are driven to follow them. Knowing the standard and how it is set (Puja, 2022) is critical. Your business will benefit from having many people working on the same clearly defined task. If you have 15 salespeople doing the same thing, you can begin to define an acceptable level of performance.
To Encourage Teamwork, Collaboration and Communication 
People in charge of human resources are constantly on the hunt for new ways to instill a sense of belonging and camaraderie among their employees. Having better communication and collaboration throughout the company has a positive impact on its overall success. Businesses of all shapes and sizes handle this problem in different ways. However, many turn to social activities and technology to help them meet their objectives (Puja, 2022). Slack and other real-time collaboration platforms, as well as company-sponsored events like team-building exercises and happy hours, can help employees feel like they belong and have a sense of camaraderie.
To Identify Development Areas 
Talent management is one of the essential objectives of performance management. Employees must be involved in the development process to get the best results. Managers and employees can design more successful plans for personal growth when they can focus on what they need to improve. Because they will no longer feel like cogs in the machine, employees will be more productive, boosting morale and productivity (Gerstner & Day, 1997)
To Make Sure Employees Are Engaged and Happy
 For both the employee and employer, performance management systems are essential. The term "employee engagement" has become common in human resources circles in recent years, and for a good reason. Engaged employees have several business advantages, and companies are now aware of this (Stuart, 2022). When an employee is actively disengaged, it can hurt the company's bottom line. There are several ways to ensure that employees are happy and engaged, and one of them is to keep an eye on the latest trends in employee engagement (Shashi, 2011)
To Improve Bottom Line
Your company won't grow and prosper in the long run if you don't deal with the present and produce notable outcomes. As a result, when implemented correctly, performance management improves a company's overall performance and results. Since your bottom line will benefit, you may expect your business to last long (Green, 2016).
[bookmark: _Toc113184318]Factors Affecting Performance Management
Impact of Culture on Performance Management 
The corporate culture performs a wide range of functions, including It, achieves the following goals:
i. It delineates between different types of organizations;
ii. (ii) it gives employees a sense of belonging to the company.
iii. Third, it encourages a sense of shared purpose that transcends the interests of individual employees.
iv. (iv) it functions as a social glue that helps to unite the organization by establishing the right criteria for employees to meet (William, 2021). Organizational members are considered to be workers.
Organizational members are essential to daily operations because they comprise a large part. They were in charge of everything that keeps a business up and running, meaning they are responsible for its success. They are responsible for ensuring the organization's long-term viability. A firm's success is directly related to the performance of its personnel. They must be proactive, responsive, hardworking, and observant to stay one step ahead of their rivals (Chaneski, 2006). The total success of the organization, as measured by employee engagement, depends heavily on the performance of its employees. Worker performance is defined as the efficiency with which employees do their tasks (Robinson, 2006).
Impact of Structure on Performance Management
Starting with the formal framework, performance management is impacted by regional and geographical approaches and centralized and decentralized techniques. At the same time, it may not be easy to appropriately oversee the performance of employees if the organization uses regional and geographic methods for formal structure, for example (Kampini, 2020). Centralized management structures, on the other hand, make it easier for executives to implement a performance management system (PMS) correctly. Secondly, the performance management of an organization is also affected by the structure of the organization. Because of the organization's structure, it may not be easy to incorporate the entire management team into the performance management process. For example (Gorden, 1995).
On the other hand, a flat organizational structure makes it easier for an organization to execute performance management effectively. It's also important to consider how much control an organization affords its personnel. For example, SainCo employs an independent management style, which is useful for implementing performance management but not for fostering employee engagement and motivation.
Impact of Job Design on Performance Management 
The design of a job has a significant impact on how an organization manages its employees' performance. Managing the performance of employees is affected by several job design techniques, such as training and development, employee motivation, and compensation policies, for example (Kampini, 2020). For example, if a corporation adopts or maintains strong motivational techniques in its workforce, it may easily enhance productivity and inspire and engage its staff. Furthermore, if a company is committed to its employees' growth and development, it may easily engage and motivate its workers. In addition, the management can successfully execute performance management tactics (Bennett & Attridge, 2008).
[bookmark: _Toc113184319]The Role of HRM in Performance Management
When it comes to policies and procedures that affect an organization's employees, the human resources (HR) department is in charge. Many scholars have described human resource management in a variety of ways.
Management of human resources systems, policies, and practices can significantly impact the people who work there. Daud (2006) stated that a human resource management (HRM) system aims to combine employee ambitions and financial performance by employing HR practices. Managing a company's people resources is the most important component in gaining a competitive advantage. To maintain a competitive advantage, managers in both the public and commercial sectors believe that having "best in class" human resource systems for recruiting; selecting; motivating; and effectively managing their people is crucial (Mesch, 2010).
HR managers can gain valuable insights into the company's objectives through organizational performance management methodologies (Mark, 2020). The HR department has the following responsibilities in the management of employee performance:
Evaluating current performance appraisal process
Is the current method efficient? How often do you provide feedback to your employees? How often does your organization perform assessments depending on the size of your business? Examining what you're doing right now can show you where changes need to be made. A conventional annual evaluation may no longer be acceptable for many organizations. Frequent input is required to track everyone's progress throughout the year (Erik, 2020).
Identifying Organization Goals
People that are part of your team may benefit from using a performance management system since it helps them feel like they belong. They can all work together to help the organization expand to fulfill its goals. Employee performance is critical to ensure that everyone is moving in the same direction (Erik, 2020).
Setting performance expectations 
Could you make use of their existing strengths? Put down a list of how you can all agree to help in areas where you're weak and provide comments. Establish a timetable for achieving the six-month goals discussed and prioritized. Performance evaluations should benefit the individual as well as the team as a whole while regulating expectations. Planned activities help SainCo employees meet their goals by outlining the company's vision and mission statements and devising an implementation strategy. While management and employees work together to develop a performance management system, some aspects of the process are set in stone. Create expectations for the major responsibilities of each role, starting with the job description and basic expectations.
Monitor and develop performance throughout the year
Regularly check in with your personnel to see if they're on pace to meet their targets. To provide support, training, or coaching, if necessary, problems voiced by employees or line managers should be addressed as quickly as possible (Mark, 2020). As a result, you can prevent small issues from becoming significant and keep everyone on track. Management should be aware that people with the support and guidance of senior staff members will grow and progress.
Evaluating employee performance
Providing feedback to your employees is a simple but crucial part of the job. Use specific examples to demonstrate your knowledge of the topic. Employees who receive regular praise and constructive criticism work better as a team. Monthly check-ins are a great method; management and HR departments notice the consistently high individual performance when workers receive frequent feedback (Mark, 2020). Senior employees, managers, and HR play an important role in the performance evaluation process. Using Houldsworth E. and Jirasinghe D. (2006) Managing and Measuring Employee Performance, it can be evaluated using the rewarding model.
1. Base Salary Progression - All merit-based pay increases must fall within a specified compensation range. This annual incentive is available to all SainCo employees based on their performance.
2. Annual Performance Incentives - At SainCo, managerial and staff compensation is based on the degree to which predetermined anniversary goals are met, with each employee and manager assuming a degree of personal responsibility for this process.
3. Long-term Incentives - All objectives must be met to be eligible for bonuses, and ongoing performance is a factor in calculating salaries.  These awards are typically presented to those working in SainCo for over a three- to five-year period to the highest-ranking executives with a say in the organization's advancement.
4. Profit Shares - Shared rewards are a great incentive for achieving goals and a clear indication of the overall performance of the SainCo company.

Figure 1: Managing and Measuring Employee Performance Source: Houldsworth E. and Jirasinghe D. (2006)

[bookmark: _Toc113184320]The Relationship between Human Resource Management and Performance Management
Best practice or universalistic approaches to HRM, best fit, and the firm's resource-based view on HRM will all be used to link HR and performance (Mark, 2020), which will be emphasized. Some of the hypotheses are as follows:
Best Practice Approach
With this technique, firms can acquire a competitive advantage regardless of their industry or environment. Best practice models usually link high-commitment administration to great human resource practices. Independent of market or product strategy, research shows that consistent human resources policies enhance performance (Allen, 2019). Best practice activity bundles boost employee engagement when offered as a working design that fosters employee competency. As predicted by the theory of expectations, implementing best practices in human resources will boost output while reducing employee turnover and waste (Henry, 2022). There are numerous faults in the best practice method. Because of heightened employee competitiveness, companies risk developing mutually limiting arrangements such as those that emphasize teamwork while rewarding individuals based on their performance. Planning and top-level management engagement may be required when it comes to high-commitment approaches. When it comes down to it, a high-performing HR department will impact the company's overall strategy.
Best Fit Approach
Harvard, Michigan, and York's "best-fit model" for HRM is known as the "matching model," which is a variation of this model. The organization's long-term plan is considered when formulating HR policy. Establishing long-term operations, performance targets, and policies are part of a company's strategy (Dowling, 2004). The organization must develop and implement a human resources strategy to achieve its goals. When adopting a "best-fit" strategy, one challenges the premise of the best-practices perspective, namely that excellent practices can be used in any situation. These criteria ensure that HR practices are linked with the organization's present state of development, internal structures, and physical conditions. As part of its competitive strategy, a company's human resources policy should be tailored to the individual needs of each employee. Aligning HR policies and processes with the entire business plan can provide a substantial competitive advantage to an organization. In addition to receiving harsh criticism, the best fit methodology has also been the subject of significant criticism. In an ever-changing business climate, firms and their plans are vulnerable to multiple shifting eventualities, and it is only conceivable to re-engineer the entire HR system in response (Rumelt, 2022). Employees may become demotivated if treated differently depending on the company's life cycle stage. This could also highlight anomalies in business culture.
Resource Based view 
The resource-based viewpoint, a management paradigm, is used to assess which strategic resources a business might deploy to acquire a competitive advantage over the long term. Barney's "Firm Resources and Persistent Competitive Advantage" from 1991 is considered a classic in resource-based competitive advantage theory (ICAEW, 2022).
The following are the laws or principles that govern this theory:
Value- Increasing the value of the company will necessitate the use of this resource.
Rare- How are the company's employees different from those of their competitors?
Inimitability- To be termed one of a kind, a resource must be difficult to duplicate.
Substitutability- Ensuring that resources are not easily replaced is essential.
[bookmark: _Toc113184321]Performance Management - The drive towards competitive advantage
Today, firms have a difficult time retaining workers and acquiring the skills necessary for productivity and profitability. To be competitive, SainCo must manage its resources and advance in the market. Prioritize a broad strategic undertaking over administrative staff performance measurements. Adopting modern software SainCo methods ensure that many of the obstacles associated with paper-based evaluations will be removed and that the reliability and legal issues related to evaluations will be protected. With the aid of the new program, setting goals and objectives and building an evaluation system would be simplified (Business Forum, 2011).
Improves Morale of the Employees 
Everyone appreciates the remark that they will perform a good job. Because of their objectivity, performance evaluations are ideal for documenting and formalizing employee gratitude. On the other hand, evaluations should be more than just a means to set quarterly targets (Allen, 2019). Additionally, it should provide an environment where a manager can acknowledge their team members. Employees that are satisfied with their work tend to be more productive. Most workers believe that they would be more motivated to do their best if their hard work were recognized. When it comes to retaining employee morale, it is no longer enough to hand out a salary check (Danna, 2022).
Improves Accountability
As a business owner, responsibility is crucial, yet ensuring the company's success is difficult. The word "responsibility" is often used interchangeably with "blame." Employee and business morale suffer from this (Swailes, 2013). The mission, values, and goals of a company should be clear to everyone who works there. It is easier to create a performance management program using Natural HR (Sheehan & Anderson, 2015). Create custom performance evaluation forms and set up recurring reminders for employees and managers to stay on track. Sign up for a free trial today to learn more about how we can assist you with managing performance in 2020.
Improves Talent Retention
Keeping your staff happy and engaged is crucial in today's business environment. Working towards goals continuously gives employees complete autonomy and the chance to emphasize areas they choose to focus on, which encourages them to stay.
[bookmark: _Toc113184322]Integrating the AMO Performance Model with SainCo
The AMO theory suggests that a person's output on the job can be influenced by the combination of their "Ability," "Motivation," and "Opportun (AMO). Alternatively stated: the worker's potential to positively affect the business (Thomas, 2022). Taking into account the three factors above is essential for effective work performance.
[image: ]
Figure 2: AMO Model Source: (Thomas, 2022)
Ability: At the outset, SainCo's leaders must determine whether or not their staff have the potential or capability to improve performance. The management must begin effective training and development of the person lacking in skill.
Motivation: At this point, SainCo's management must determine whether or not the company's employees are sufficiently motivated to work there. Management must implement new plans and initiatives to keep people motivated and involved.
Opportunity: Employees at SainCo must be allowed to improve their performance through better working conditions and compensation. Employee participation in decision-making is also necessary to boost productivity and morale.
What Parts Employee Involvement and Engagement Play in Boosting Efficiency
Employee involvement is one of the most important elements when analyzing total job satisfaction. It is no longer enough for employees to have a job they are interested in; they also want a sense of pride in their employer and the freedom to work wherever they choose. Global Workforce Trends' most recent study found that 79 percent of respondents viewed workplace belongingness as critical to their company's performance over the next 12 to 18 months (Moseley, 2021).
Employee engagement increases productivity
According to a recent study, employees who are invested in their work are more productive than those who are not. Employees invested in their work are 21% more profitable than those who are not (Moseley, 2021). Participation is a positive sign of progress. Employees who like their work and appreciate their attention are more likely to join and stay with your organization. You'll see an increase in productivity at your organization if you can keep your employees motivated by providing them with new responsibilities or challenging them in their current roles—a win-win situation for all parties involved.
Employee engagement increases customer satisfaction
 Their enthusiasm for their work makes them ideal for interacting with customers. Why? Because they will be able to feel your enthusiasm. Increasing productivity is easier when employees feel they have a say in the process. This means happy customers and a more successful sales team. Customers benefit from happier staff since they are more motivated (William, 2021). Employees who believe in helping customers and feel appreciated by their employers are more likely to provide better service and increase customer satisfaction.
[bookmark: _Toc113184323]Strategies to Increase Employee Engagement within SainCo
Communicate deliberately and regularly
As a company grows, the ties that bind its employees may weaken and loosen, resulting in departments working independently and people becoming disconnected. Without an internal communications team, HR will likely assume responsibility for the company's public relations efforts.
Focus on on-boarding
Preliminary impressions are critical even in the workplace. The onboarding process establishes the employee's view of the company and their position in it. New employees may be presented with SainCo's mission, vision, and values throughout the onboarding process. In addition, it helps new hires get a sense of their place in the company.
Train staff to be successful in their position and beyond
As reported by Gallup, the desire for professional development is the primary motivation for job-seeking. Employee recruitment and retention can be boosted by creating a clear path for employees to move up the company's ranks. SainCo shouldn't force its employees to look for work elsewhere, but rather help them climb the ranks internally. As we previously covered, one of the three pillars of employee engagement is a commitment to the company's goals. Spain's leaders must determine whether their personnel can increase output. Training and development must begin soon if employees lack the requisite abilities.
[bookmark: _Toc113184324]Strategies of Performance Management:
SainCo cannot expect its employees to perform at a level commensurate with the entire company's management without first identifying the needed level of performance. For most organizations, a mission statement will be the primary means of conveying expected performance and the organization's overarching goals. SainCo needs to determine its strategic goals within the restrictions of its current organizational structure in order to sustain its target and obtain a competitive advantage. SainCo will be responsible for the management of human performance. Thus we must define in a process which skills and values are necessary (Torrington, Hall and Taylor, 2008).

Figure 3: Human Resource Management (HRM) Source: Torrington D, Hall L & Taylor S (200B),

Once it has been determined which stages of the Performance Management system are most suited, SainCo can determine which organizational procedures are most suitable. We are going to examine and select the following:
· Performance Appraisal 
· 360-degree feedback 
· Reward 
· Team Based Appraisal
1.  Performance Appraisals 
One of the most efficient ways to manage employee performance is through performance evaluations. Known for its usefulness in bringing together individual goals with an organization, the tool can only be used effectively when properly implemented. For this tool to be effective, SainCo employees must use it carefully, be honest, and maintain open, two-way communication with each other during the review process (Erik, 2020). Assessments may cause demotivation for SainCo if these factors are not considered, resulting in decreased performance. It is possible to spot employees who aren't meeting expectations or are placed in the wrong role altogether (Lawler, 2003) measurable targets for boosting performance and extending skill sets (Fisher, 1995). For this to occur, SainCo's workforce and management must have the resources necessary for growth and adaptation. Their capacity to learn from their recurrent achievements, mistakes, and conflicts is crucial to their growth. SainCo finds it fantastic that the performance assessment loop will create the foundation for conducting a well-structured evaluation. The purpose of a performance review is to objectively evaluate an employee's strengths, flaws, and chances for growth to make remuneration, promotion, and motivational decisions (Gunnigle and Flood, 1990).	
2. 360-Degree Feedback 
360-degree feedback is the most commonly used method of evaluating and analyzing personnel. How well are their employees doing? That's the key question our tool is designed to address. Everyone in a company gets a comprehensive evaluation of their work performance since 360-degree feedback is based on the views of people with whom they work (Baker, 2009). Customers, clients, colleagues, and so on are all included in this group. Because the findings and reports are always confidential, only the workers' supervisors can access them. Employee training and development have become increasingly prevalent due to the widespread use of a 360-degree feedback instrument. If this technology is applied correctly and successfully, SainCo's review process will be streamlined. It will consider the opinions of many people, not simply those of the boss (Jack, 2019).
3. Key Performance Indicators (KPIs)
Sainte, its units, projects, or present employees can be evaluated using a variety of performance indicators to see how well they're meeting the company's goals and objectives (KPIs). It is called a type of human resources software (Jackson et al., 2014). KPI-based metrics also aid these data-driven performance talks. They'll also help SainCo's decision-making skills.
4. Personal Development Plans (PDP)
To achieve the set goals, an action plan must consider the ideas and perspectives of all parties involved, as well as their comprehension of the steps to be done to enhance personal and organizational success (Jack, 2019). The most common application of PDPs is identifying various training and development needs. PDPs allow SainCo to create a strategy to meet these requirements. With this tool, users can figure out how to get where they want to go and how they can get there. With this approach, interest in the company grows, and productivity rises. PDP is one tool the Spanish government uses to ensure they are operating as efficiently as possible.
5. Reward and Recognition Programs
 Recognition and appreciation are always appropriate for exceptional performance. Due to their beliefs of being undervalued and disrespected, unmotivated employees are more prone to deviate from the firm's primary objectives (Maertz & Campion, 2004). Every company's total performance management system must include incentives and recognition programs, and Spain is no exception. It is common for large organizations to view their recognition and reward programs as a way to reward their employees with monetary incentives, such as bonuses and raises. Simply expressing gratitude to hard-working employees may help keep morale strong in other situations (Bysted and Hansen, 2015).
[bookmark: _Toc113184325]Recommendations for SainCo to Implement Performance Management
Setting objectives effectively
Setting objectives is the cornerstone of every effective performance management plan. When setting objectives, SainCo's management must bear in mind two crucial factors. Are objectives presented clearly and objectively as a starting point? Do they contribute directly to the achievement of the organization's objectives? The next phase is to identify the objectives that the firm's management will pursue.
S-Specific 
M-Measurable 
A–Achievable/Attainable 
R–Results-Oriented/Realistic/Relevant 
T–Time-Bound
Begin by planning performance
The planning portion of the year sets the tone by communicating goals and developing a strategy to assist SainCo employees in achieving their objectives. Even though performance management is a collaborative effort between management and employees, certain parts are non-negotiable. Beginning with the job description and basic expectations, create expectations for each position's primary responsibilities.
Make a continuing procedure
There should be no time constraint for performance management activities such as goal setting, planning, monitoring, providing feedback, and coaching. SainCo accomplish a goal; it is vital to obtain timely feedback. Tolerance for new ideas is also vital. In order to promote a more favorable work atmosphere, SainCo's management should welcome and embrace constructive comments.
Prepare and train the managers
To properly manage the performance of another individual, a vast array of skills and competencies are required. SainCo managers may require training to guarantee that all performance management activities are carried out effectively. This is particularly crucial to remember for newly-promoted managers. To be effective leaders, managers must comprehend human behavior and know how to promote, develop, coach, and resolve disagreements. An effective manager has a keen eye for detail and the ability to identify and fix structural issues that hinder production.
Connect performance to incentives and recognition
In the workplace, pay is increasingly related to performance. This connection can be made if equitable performance management approaches are employed. Monitoring performance criteria ensures that SainCo staff are appropriately compensated for their efforts. That can be performed in various ways, including official ceremonies, casual public recognition, and personal praise.
Selecting the Best Performance Management System
In order to apply performance management best practices and automate time-consuming manual tasks, firms increasingly rely on innovative technological solutions. Thanks to cloud-based performance management solutions, organizations of all sizes can now afford machine learning, chat-bot coaching, and predictive analytics. In addition, these systems may be set up fast, do not require IT assistance, and receive automatic upgrades.
Conclusion
Through performance management, employees and managers at a company regularly evaluate themselves and collaborate to achieve the company's agreed goals—increasing productivity, performance, and profitability directive performance management systems in today's competitive market. Before implementing new ideas presented in challenges without accurate data, study, and comprehension, retail organizations and wholesalers must exercise caution. A firm's employees and managers continually evaluate themselves and work together to attain the company's shared goals through performance management. Increasing productivity, efficiency, and profitability depend on implementing effective performance management practices in today's highly competitive business environment. This paper offers an in-depth analysis of performance management and its relationship to human resource management, which focuses specifically on SainCo. As the study concludes, an organization like SainCo must first prioritize HR strategy, employees, and managers. The next step is for management to decide on the best approach and techniques for performance management. Sainte can use this paper's advice to implement reliable and successful performance management.
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