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Every organization's success is based on the effective execution of its respective strategies. Strategy execution considers the organization's critical element and resources: human resources. Employees, the critical component of human resources, are vital in the process of facilitating the realization of the various objectives and goals set by the organization through; meeting deadlines, making and promoting sales, and building on or promoting their companies' brands through positive interactions with the customers and other essential stakeholders to their organizations (Armstrong, 2018). Ultimately, the performance levels of employees in organizations are critical for the overall successful performance of any company.
The research paper is essentially based on the need for introducing a new human resource management perspective for SainCo consistent with the changes in their business model strategy. The company is transforming from a family and autocratic-based business into a competitive business. The transformation in the business strategy for the company requires an overhaul in most of its international structures and competencies so as to align its operations with the new strategy effectively. Leadership and effective personnel management critically form the core competencies for any successful business, leveraging new strategies. The successful implementation of the competitive strategy that SainCo management is shifting to will continue to be competitive.
[bookmark: _Toc89463496]Performance Management 
Human Resources Management (HRM) in any functional organization is primarily concerned with the effective management of people, usually an organization’s employees. Human Resources Management forms a critical bridge between the employees’ performance and the different strategic objectives that are usually set by the companies (Armstrong, 2018). Evaluation and reviews of both company strategies and the employees’ performance are usually critical in aligning the business strategies towards improved performance, profitability, and sustainability. 
Performance management is a development and improvement of performance and aims to set both individual and team goals concerning the organization's strategic objectives. In this process, there is a development of knowledge, an assessment of the qualities of the individual worker, and an assessment of how to achieve the intended objectives. Regarding this, it is important to consider the ethical principles of Performance management (mutual respect, respect for the individuals, procedural fairness, and transparency). Concerning these important values in the organisations, to improve the performance results more satisfying, because the role of a manager is to develop the qualities of the teams to achieve the objectives (Armstrong, 2018).
Essentially, HRM is concerned with recruitment, onboarding, regulatory compliance, promotion of the company’s culture, training, and performance management. Of much focus to this research paper is performance management as part of aligning the human resources in a company to its respective strategy. A shift business strategy is critically supported by adopting the most appropriate performance management approach (Hutchinson, 2013). Performance management involves the employees' continuous and systematic approaches adopted by the HR Management to ensure a streamlined employee performance towards the set organizational goals. As part of supporting the organization's strategic objectives, performance management facilitates effective communication systems between the management of organizations and the employees for turnaround performance. 
[bookmark: _Toc89463497]Performance Management: What Is Involved?
 Management of the performance of the employees in the organization critically forms the basic function of the Human Resources department within the organization. Eminent authors, including Armstrong and Baron, categorically define performance management as an ongoing class of activities or processes within the human resources department to identify, measure, and the performance of employees based on the need to fulfill and accomplish a company's strategies (Armstrong, 2018). Primarily through the application of performance management, the human resource department focuses on the performance of employees and aligning their efforts towards achieving the specific goals set by companies as part of their employees. 
Evaluation of the performance and delivery of each employee within a company is a major concern for managers and business owners. The evaluation process is an important activity for the employees. The process forms a regular reminder to the employees on what the managers and the employers expect from each in line with the organization's goals and objectives (Hutchinson, 2013). On the other hand, the process of employee evaluation enables the managers to identify the employees suitable for promotion, further improves the planning for the workforce within the organization, and includes management and planning of both workloads and delegation of various duties within the organization (Armstrong, 2018). The critical tool in Human resource management that enables managers to execute the evaluation process and derive the different accruing benefits of the process is the process of performance management. 
As part of their processes of executing performance management on their employees, Human Resource departments usually develop and have in place an effective performance management system. 	A performance management system as applied in Human Resources management and by the HR professionals relates to the systematic process and approach of measuring the levels of employees’ performance within an organization (Torrington, 2014). Organizations apply a performance management system to align their respective goals, mission, and objectives with the different available resources within the organization, the organizational systems, and setting up the organization's relevant priorities (Hutchinson, 2013). 
Critically, human resources departments within the different organizations usually develop comprehensive performance management systems to serve critical purposes within their respective organizations consistent with the strategies and business outlook for the organizations. Several quality objectives or desired outcomes qualify as the purposes for the existence of performance management systems;
(i) Performance management system serves the purpose of feedback mechanism. The performance management system essentially forms a pathway through which an aspect of awareness among employees on their contribution to the performance of the organization and therefore conveying to the employees the expected improvement and adjustments that they need to meet as part of the whole process of matching up with the set performance standards for the company consistent with the specific strategies that are set by the respective organization (Torrington, 2014). A company set to be more competitive in its industry will require its employees to have specific competencies, skills, and knowledge. Identification of gaps on the identified will therefore be vital feedback necessary for the initiation of the appropriate remedial measures such as the provision of relevant guidance, training, and processes of coaching and appropriate mentorship as part of the process of aligning the workforce with the company’s strategic needs (Redmon, 2013). 
(ii)  Performance management system serves the purpose of creating a development concern. Through applying the process, organizations are facilitated to address the developmental needs relevant to their human resources (Torrington, 2014). The process allows for the recognition of skill and knowledge gaps, thus informing the specific development of programs that would be appropriate in professionally preparing and equipping the employees to align with the strategies developed and adopted by the respective departments in the organization. 
(iii) Data is an important tool in the business for various reasons. The deployment of a performance management system facilitates the process of documentation, thus creating a database for the organization on its employee’s important and relevant information (Torrington, 2014). The database created in the process will be critical in storing and keeping information on the employees’ levels of performance, requisite skills and knowledge possessed by the employees, and the rewards that the employees are usually awarded. 
Summarily, performance management holds an important place in the effective management of human resources in a company and facilitates the companies towards achieving their respective strategies and goals. The process of performance management enables organizations to have a look into the future of their strategies with the consideration of the existing employees; companies are also facilitated in creating the appropriate development and training strategies critical in equipping the workforce with the most relevant and required competencies and capabilities for moving forward the strategies of the organizations concerned. 
[bookmark: _Toc89463498]People Motivation and Engagement

The productivity level of organizations is usually influenced by the intersection between employee motivation and engagement. Employers have always tried to have both engaged and motivated employees. Employee engagement relates to employees' level of enthusiasm and dedication to their job or responsibilities at the workplace. On the other, employee motivation is the intrinsic internal drive among employees, which necessitates applying both actions and efforts towards work-related actions and responsibilities (Hutchinson, 2013). Both employee engagement and motivation are relevant factors in achieving the team-building process in an organisation. 
[bookmark: _Toc89463499](i)Employee Motivation 

As part of promoting both productivities of the organization, and the enhancement of teamwork among the employees, employee motivation is responsible for enabling the employees to be in tandem or aligned with the goals and objectives of their organisations. Highly motivated employees usually have their behaviours and energies channeled towards achieving both the desired goals and results set and determined  by the respective organisation. Creating motivated employees turns them into critical assets to the company; motivated employees are directly proportional to the success and profitability of an organization. Appreciation and recognition of employees' good work or contributions, usually through a just and fair reward system, is a critical aspect of promoting employee motivation (Armstrong, 2018). Rewards and recognition systems within an organization are critical in enhancing the intrinsic drive to make the employees push to realize the goals and results targets set by the company. Two types of motivation exist among the employees; intrinsic and extrinsic motivation (Hutchinson, 2013). While intrinsic motivation is an individual’s inner self-desire for a well- performance at the workplace driven by several qualities related to curiosity and the desire to make certain achievements, extrinsic motivation is a product of external stimulating factors initiated or provided by the organizations. 
The external stimulating factors leveraged by organizations as part of enhancing extrinsic motivation include; rewards and recognition. For SinCo’s change in strategy, putting them to be more competitive in their industry, it will be critical for the company to leverage employee motivation. Applying the different ways of attaining motivation, the company will realize from its over 2000 employees; the existence of a positive work atmosphere, happy and employees feeling safe at work, and dedicated employees towards serving the customers in the right ways (Hutchinson, 2013). Accruing to the company will be the low levels of employee turnover, which is a great cost-saving to the company. The company’s goals and objectives will be realizable in the shortest time possible and at minimal costs or expenditure, promoted by the existence of teamwork and cooperation at the workplace. 
Three different types of rewards exist for SainCo to apply to their employees to create and enhance motivation among the company’s over 2000 employees; the three types of rewards for companies include; intrinsic and extrinsic rewards, financial and non-financial, and membership performance-based rewards. Intrinsic rewards refer to the various non-tangible rewards that a company would apply to its employees, which enhance higher levels of job satisfaction among the employees. Leveraging the application of intrinsic rewards, SainCo would provide sections of its employees with impressive job titles aligned with its strategic shift in management and strategy, providing avenues for career growth for the most deserving employees and praising the employees who have met goals or achievements for the organization. Complementing the intrinsic rewards for the employees is the application of extrinsic rewards; rewarding the employees with tangible rewards especially pay raises, bonuses, and gifts for good work or achievement of set targets or goals by the employees (Hutchinson, 2013). A blend of both intrinsic and extrinsic rewards is critical in creating the internal drive to work and deliver and facilitating external cooperation with other employees. 
Financial rewards have the effect of improving the well-being of employees financially. With the right and commensurate salaries, wages, and bonuses, SainCo will have contributed to the motivation of its employees. This factor will be vital for the company in aligning its resources (human resources) with its strategy of being more competitive in its industry. Adding on the accruing benefits of financial rewards is the application of non-financial rewards such as: memberships to certain clubs, parking spaces, among others; these factors undeniably enables companies to realize more feasible results since both the company and its employees derive benefits from the adoption and application of the relevant rewards. The company invests less in non-financial rewards than financial rewards, as a company that is just starting upon a new strategy the option of blending both financial and non-financial rewards (Armstrong, 2018). Forming part of the company’s need to enhance its productivity, leveraging promotion of performance through performance-based rewards to the employees in the form of commissions, pay plans, incentives, and bonuses for groups will help keep the employees highly motivated and aligned with the need to achieving the company’s goals and objectives. 
[bookmark: _Toc89463500](ii)Employee Engagement
Employee engagement relates to the level at which a company’s employees are passionate, committed, and are discretionary, putting their efforts and energy both in their work and for their company. Critically, employee engagement determines individual levels of motivation, getting involved, and being committed to both work and the company or organization among the employees. Employee engagement within organizations is a vital element that drives performance (Armstrong, 2018). When employees are engaged, they will certainly develop the urge and purpose of understanding the strategies and goals of their respective companies, work –out ways by themselves on how they would fit into the company’s strategic planning, thus providing strategic alignment enabling the company to execute its plans effectively. 
The successful implementation and achievement of SainCo’s new business strategy of becoming more competitive are dependent on the facilitation of employee engagement among its over 2000 employees. The company’s high performance will certainly leverage the levels of engagement among the employees. The aspect of high performance for the company would be facilitated by the levels of engagement among the employees through the two main contributing factors; strategic alignment and managing execution. The company will intentionally be responsible for creating a bridge between its targeted financial impacts or performance to enhance the realization of high-performing personnel, which will be critical in enabling the company to become and remain competitive in its industry (Armstrong, 2018). Development of the relevant programs aligned with the need to attain and promote employee engagement strategy would constitute a priority of duties for the Human Resources department. 
The human resources department at SainCo, through the application of different and relevant synergies throughout the different levels of management, will apply the right, effective, and appropriate strategies for initiating, promoting, and improving employee engagement within the company. A more effective employee engagement strategy is one that is developed out of the involvement of the entire leadership team and is thoughtfully planned and executed. The different ways that the company will promote the realization of engagement among the over 2000 employees include: provision and coordination of volunteer activities targeting the society, giving priority to the process of providing feedback through effective communication between the management and the employees, and forming Employee Resource Groups (ERG) which will be critical in facilitating the representation of both marginalized and underrepresented groups (Armstrong, 2018). 
The promotion of employee engagement within the company will contribute to the higher-performance levels and productivity of the company as influenced by the accruing benefits associated with the whole process. The several accruing benefits whose effects will lead to higher performances and productivity levels within the company include; promotion of better work conditions, increased employee productivity, reduced employee turnover rates, and the building of better and effective customer-employee relationships; all these benefits will positively impact the profit of the company. Spain is, therefore, better placed to leverage the incorporation of human resource management strategies aimed at enhancing employee engagements as part of the process that will see the company become more competitive in its industry. As part of ensuring effective management of performance, adoption, and application of strategies related to the promotion of both employee motivation and employee engagement are critical points for the human resource management department in ensuring the achievement of the company’s strategic goals while allowing for the alignment of the employees’ needs with those of the company’s goals and objectives. 
The process of achieving a competitive advantage by a company in an industry is directly correlated to the people's effective and efficient management processes. Being a strategic tool in achieving organizational profitability and sustainability of a company, human resources (employees) are therefore an influential and reliable resource in realizing the whole organization’s strategy. Therefore, aspects of the human resource management system such as promotion of employee motivation and engagement are central tandems for the complete success of the company. 
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A shift in the business strategy at SainCo provides the need for alignment of the organizational strategy with the needs of the employees. As part of fulfilling the organizational goals and objectives of the business, the Human Resources department has the obligation of acting as the bridge between the company and the employees. In bridging the gap between the company and the employees, the HR department will be at the forefront in promoting both the interests of the company and those of the company (Armstrong, 2018). With the interests of both groups catered for, there will certainly be the creation of a platform for the facilitation of the realization of the interests of the employees, and the organization's goals are met, respectively. 
As part of the modernization and implementation of newly emerging trends, businesses are shifting from the primary structures and traditional management forms. Businesses are moving to adopt corporate governance, a structure that provides a set of actionable rules, practices, and processes upon which an organization is governed, especially towards realizing its strategic goals and objectives. Through the adoption and application of corporate governance principles, organizations are managed through purpose-oriented decisions that hold the decision-makers accountable for their actions aligned with the companies' strategic objectives (Study, 2021). A critical aspect of corporate governance that has proven useful to different companies globally and which SainCo would leverage in achieving the best performance of its employees is corporate social responsibility (CSR). 
Undertaking the activities related to Corporate Social Responsibility (CSR) has the effect of creating several benefits to the practicing organizations concerning the relationship between their employees and the respective organizations. Through undertaking CSR-related activities that directly have positive effects on employees, it is widely proven that the employees will develop a lot of trust with their companies or employers. The benefit of achieving trust among employees is a critical contributor to employees' commitment to promoting their companies' brand, committed to efficient customer service, and thus promoting the employees' productivity (Study, 2021). As part of leveraging a new strategy, SainCo will certainly embrace CSR-related activities for its over 2000 employees as part of its intention of remaining competitive in its industry. Through employee engagement activities such as promoting professional growth within the company, SainCo will be critical in promoting its employee’s engagement.
Practicing CSR activities related to fulfilling the employees’ concerns promotes their attachment and engagement with the organization. Corporate Social Responsibility (CSR) inherently influences the attitudes and behaviours that employees hold towards their company, a process that improves the employees' organizational pride, making them more attached to their companies (Redmon, 2013). With a positively created attitude and attachment to the company, the employees will be encouraged to be more proud of their organization (Study, 2021). With a lot of attachment and pride with their employers, employees will largely be productive and more likely to prefer working for long periods with the same employer, thus promoting retention rates. 
Achieving high employee retention rates has several accruing benefits to both the company and the employees themselves. Leveraging the promotion of CSR-related activities for the employees, SainCo will derive several critical factors from its human resource (Torrington, 2014). A larger portion of the over 2000 employees will be retained within the company, therefore, enhancing better customer experience within the company, a reduction in the costs associated with hiring, training, and placing new employees thus contributing to increased revenue collection and operational efficiency, which are critical in the company's new competitive strategy. 
The ultimate advantage of good corporate governance is the realization of increased firm performance. The increased firm performance is achieved through optimizing both the potential and value of all stakeholders within the organization (Redmon, 2013). Human resource forms the main stakeholders in the promotion of an organization’s performance 
Through the incorporation of effective CSR activities. Ostensibly, it will be essential for SainCo's Management to leverage CSR activities positively and positively, and competitively to position itself in the market and as part of its strategy to beat off competition and remain sustainable and profitable. 
[bookmark: _Toc89463502]Performance Appraisal 

Performance Management is one of the critical functions of the human resource department within an organization. Managing the employees’ levels of performance involves performance appraisal; the process through which the employees’ worth and contribution to the performance and productivity of the company is established. Through performance appraisal, companies through the department of human resources can carry out a comprehensive evaluation of the individual levels of performance among the employees. The performance appraisal process allows for rewarding the employees based on their respective individual contributions to the organizational goals that are determined and set by the company (Redmon, 2013). The performance appraisal process allows the human resources on behalf of the company to systematically evaluate the present job capabilities of employees and the potential available for both their growth and development. Amond the benefits of performance appraisal are a better identification of organization’objectives, of development needs, understanding of areas where people need to improve, employee envolvement and good communication between employer and employees. Appraisal can be given by the line manager, appraisal by peers, appraisal by subordinate, by customer and self appraisal. A general distinction is made between informal and formal appraisal. Understanding the types of performance appraisals provides essential and helpful information on the levels of productivity of each employee. 
[bookmark: _Toc89463503](i)  Informal Performance Appraisal

    The informal appraisals are reviews and evaluations on the performance of employees that are usually conducted outside formal review settings such as formal meetings. The informal appraisal appraisals focus majorly on the achievement of short-term objectives; they are therefore frequent, consistent, and based on informal conversations. Critically,  this kind of informal performance appraisals facilitate the managers through informal conversations and feedback to adequately build rapport with their employees, such as the line manager appraisal; this process is critical in influencing the company's organizational culture, especially about the company’s strategy (Redmon, 2013). However, the informal application or preference of the informal system in appraising employees is usually more subjective and most likely to influence by personal factors than the standard option, which is usually fair and more objective. 
For SainCo, applying aspects of informal Performance Appraisal among the employees would take individual meetings, positive feedback, and constructive criticism since the company will be developing a strategy that requires the creation and promotion of a new organizational culture. The manager would use of one-on-one conversations with individual employees, this would be critical to help identify what possible gaps could  hinder the adoption of the competitive strategy that the company is leveraging to have success and be more profitable in the industry (Hutchinson, 2013). Through positive feedback, the manager will offer praises to the employees whose different performances, either by overcoming an obstacle in the company or achieving a goal consistent with the company’s strategic positioning. As part of enhancing and pushing for efficient operations, leveraging the application of constructive criticism on employees who are underperforming or making poor decisions will enable the managers at SainCo to be involved in the facilitation of the employee performance promotion. Informal appraisals are therefore important in providing employees with a more current and up-to-date perspective on the performance of the employees within the organization. 
[bookmark: _Toc89463504](ii)Formal Performance Appraisal

A formal performance appraisal is usually based on set guidelines, meetings, and interviews, usually between the management and the employees. Complementing the formal set-ups for the appraisal process are: the use of assessment or evaluation forms, times for review, application of assessment systems, and reporting on performance levels of each employee (Hutchinson, 2013). The application of formal performance appraisal by organizations is to critically provide both the management and the employees with feedback that has a balanced view of how each of the stakeholders, the manager, and the employees are making relevant contributions to the company's performance. 
For SainCo, it would be vital that the most valuable aspects of human resource management be applied in creating a platform from which the performance of the employees would be apprised. The employees’ performance appraisal in the company would be based on different factors that are directly correlated to the company’s new strategy; the vital aspects that will be informing the performance appraisal process for each of the employees shall include leadership skills, teamwork activities, interpersonal communication, and interaction skills and insight, general attributable work habits, and being accountable to the different tasks and responsibilities that are inclined towards the realization of the company's strategic goals and objectives.   
Implementation of the process of formal performance appraisal by SainCo will ultimately contribute to several accruing benefits for the company and the employees. There will be uplifting teamwork activities since individual employees will be motivated to support the company goals, individual self-development, and a structured approach for discussing issues within the company, identifying possible problems among the employees, and clarifying the company's plans. 
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Performance appraisal has got many benefits not only to the employees but to the employers and their business entities; some of the importance of performance appraisal are:
The business owners and the employees use performance appraisal to communicate areas within the business that need improvements; this is achieved when the appraisal is done more frequently as this enables the managers to single the areas before they can have an adverse effect on the performance of the company or business, this is through the suggestions provided by the employees on the measures they think can be useful in that situation (Hutchinson, 2013). The employees, therefore, keep on learning new ideas for the perfection of their work.
The performance and profitability in any business entity are determined by how effective the appraisal is; this is as a result of the positive response the employees get from the top management concerning the level of work or how effective their ideas were; this brings a sense of pride and motivation thus encouraging the employees to do well, here the employees can be given a bonus for the work done to give them morale (Hutchinson, 2013). The employee looking to grow their career depends on the performance appraisal from the employer to advance the career path. When the employee is looking for a promotion into a higher position within the same organization, then the number of performance appraisals will be the determining factor.
Performance appraisals are important to the managers when they need to express the organization's expectations towards the employees clearly; this platform gives the management the perfect opportunity to remember the goals of the organization, enabling the employees to work toward the set organization's expectations.
There exists a communication gap between the top management and the employees of an organization; therefore, the gap can be reduced by the platform offered during the performance appraisal process as it provides a chance of a one on one talk between the different individuals making the employees feel as if they are part of the success of the organization, this increases productivity or the employee output.
Performance appraisal is important in guiding the work which the employee is currently doing since the platform can be used to seek guidance and the procedures needed for the completion of the delegated task, and the supervisors or the managers can use this to monitor and verify  the progress of different works being done.
Performance appraisal is important when the organization wants to strengthen the bond between the employees themselves and with the managers; this is possible when the appraisal is done frequently; thus, the employees and the managers get to meet more often this makes the managers more approachable by the employees in times of difficult situations in the course of their work and also among the employees themselves (Hutchinson, 2013). The performance appraisal is important as it provides a better platform for the assessment of the pay increment of the different and deserving members of the organization, evaluation of the work is done during the appraisal, and the report from the evaluation is what is used to determine the percentage of the pay increment. The adoption and application of the different aspects of performance by the management of SainCo will certainly contribute to the company realizing its strategic goals, thus positioning it to attain a competitive advantage. 
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	 Strategy execution considers the organization's critical element and resources: human resources. Employees, the critical component of human resources, are vital in the process of facilitating the realization of the various objectives and goals set by the organization through meeting deadlines, making and promoting sales, and building on or promoting their companies’ brands through positive interactions with the customers and other essential stakeholders to their organizations. Ultimately, the performance levels of employees in organizations are critical for the overall successful performance of any company. Therefore, companies are positioned to ensure that the different factors that are critical in realizing improved performance are upheld and practiced within their management. 
	Companies' human resources management department is critically responsible for promoting effective management of people as a pathway and link between the company’s strategic goals and its employees. A performance management system as applied in Human Resources management and by the HR professionals relates to the systematic process and approach of measuring the levels of employees’ performance within an organization; employees are therefore made to align their performances with the company's desired goals. As part of enhancing the performance and productivity of the company, it’s important for companies to enhance both employee motivation and engagement, since the two are essential elements of achieving the company's objectives since an element of commitment and dedication are realizable from the productive employees.
	Because of the strategic needs for SainCo in positioning itself competitively in the market, using the modern application of human resource management principles based on motivating employees through the right strategies, enhancing the application of performance appraisal among the employees will certainly make the company more profitable and competitive. The company's productivity level will be directly correlated to the level of engagement among the employees. In the future, therefore, it will be more prudent for SainCo to increase and enhance investment in effective human resources management within the company. With the effective management of the employees, the company’s strategy of becoming more competitive will be highly feasible. 
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