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[bookmark: _Toc133857483]Introduction
This report will describe one of the UK's popular retail organisations, SainCo. It has more than 2000 employees as well as staff members. On the other hand, it also operates in more than 10 different locations. It is a type of traditional business that a family runs with an autocratic management style. Therefore, the company must adopt a new performance management style to compete in the marketplace. Therefore, this report will advise the CEO of SainCo to implement a new performance management style to expand its business in the competitive Market (Maley et al., 2021). The advice will be provided by the human resource consultant of one of the popular human resource consulting firms in the UK. On the other hand, this report will also discuss the organisational concern as well as employees' concerns in terms of the implementation of the new performance management within the organisation along with the discussion about the new performance management and how it can help in terms of dealing with the competition and also help in having a competitive advantage. Also, the report will help in understanding the importance of new performance management in terms of having the advantages of employee engagement as well as employee involvement (Sureka et al., 2021). At the end of this report, it will also provide the short-term as well as long-term impact of the implementation of new performance management in terms of the overall growth of the organisation. 
[bookmark: _Toc133857484]Performance management
Definition
The process of setting and accomplishing organisational goals by systematically monitoring as well as evaluating the performance of the employee is known as performance management. The organisation needs to include a continuous cycle of planning, measuring, monitoring, evaluating, as well as improving the performance of employees to achieve their expected goals. The organisation mainly uses this performance management to match the performance of employees as per the goals of the organisation to increase productivity, effectiveness and efficiency. Effective performance management of any organisation mainly needs to set specific and measurable goals, give genuine feedback, as well as finding out and fixing performance gaps. The managers, as well as employees, need to participate in the creation of an action plan and setting performance targets for the employees to achieve the organisation's goals. Employers should implement regular interaction, feedback and coaching to improve their performance as well as increase their potential. 
Purpose of Performance Management
The retail organisation named SainCo, with 2000 employees, uses project management to make sure that they effectively plan, execute, organise, as well as monitor its project to accomplish the goals of the business(Gawankar et al., 2020). SainCo needs to use project management because it helps to stay competitive in the evolving and shifting retail sector. The main goal of using project management is to make sure that all the projects are completed within the specific time frame, within budget and as per the required quality standards. SainCo can reduce waste and maximise the use of resources due to project management. It also helps the organisation to boost their efficiency in operations as well as reduce the prices. SainCo will also be able to take necessary actions for the success of the project by identifying the possible upcoming issues as well as managing these risks.
SainCo also uses project management to measure the performance of the project concerning the goals of the business. SainCo can evaluate the efficiency and track the progress of its project management strategy through this process. SainCo will be able to identify the areas that need improvement and make required changes to its project management practices by measuring key performance indicators(KPIs) like project cost, schedule, scope, as well as quality. Managing projects assists SainCo in coordinating its projects as well as its business structures by making sure that projects are chosen based on their potential to contribute to the aim as well as targets of the industry(Narayanan et al., 2019). This assists in making sure that the resources of SainCo are successfully used for accomplishing its aim in the long term.
Goal Settings
Reproving part of managing performances is Goal setting. This includes setting specific, measurable, achievable, relevant, and time-bound (SMART) goals for every employee. Setting goals effectively is crucial for the retail firm, SainCo, because it allows the company to coordinate with the individual targets along with the targets of the business, making sure that employees are working on the same targets. The first step to be taken for setting a goal is to set up all the priorities as well as aims of the company. This makes sure that the targets of an individual are coordinated with that of the strategic direction of the firm. After the recognition of the objectives of the firm, then these objectives can be divided into particular, quantifiable goals so that employees can work on them. While setting up targets, it is necessary to make sure that these targets are accomplishable as well as genuine. Difficult as well as unrealistic targets lead to discouragement as well as frustration, whereas easy goals lead to issues in future. It is necessary to strike a balance between difficult as well as accomplishable targets(Latham 2020). Relevance is another necessary thought while setting targets. Targets should be admissible according to the employee's roles as well as accountabilities along with the objectives of the firm. This helps to make sure that all the employees are working for the targets which are significant as well as have its effect directly on the company's success. Goals should be scheduled with particular deadlines for finishing to make sure that employees are focused, and their improvement for the goal is traceable.
Measurement of performance
The important element in the project management of a retail organisation named SainCo is measuring performance. The performance can be measured in two various ways, such as the output-outcome-based approach and the behavioural approach. The output or outcome-based approach means evaluating the outcomes of an employee's work, like customer satisfaction scores, productivity levels, and sales numbers. This goal mainly focuses on the achievements of the employees instead of focusing on the way they achieve them. Implementing this approach helps the company SainCo to measure the impact of an employee's work on the overall performance of the company. On the other hand, a behavioural approach means evaluating the way an employee is performing the task, teamwork, level of engagement, compliance with organisational goals as well as communication abilities (Greasley 2019). This approach mainly focuses on the way a task is performed instead of measuring the achievement received from this task. Measuring the behavioural approach will help the company SainCo to look at the ways the employees are impacting the values and cultures of the organisation. SainCo needs to use both approaches to measure the performance of the company. By using an outcome-based approach, SainCo can measure employees' work impact on the performance of the organisation, whereas the behaviour approach helps the company to review the contribution of employees towards their values and culture. SainCo will be able to clearly understand the performance of the employee as well as will be able to take the right decisions regarding talent management and development by using the combination of these approaches.
Process of Performance Appraisal
The process of performance appraisal means evaluating as well as assessing the performance of an employee about the company's objectives and goals. The process of performance appraisal includes taking regular feedback and meeting for review, setting performance targets and finally, reviewing the performance. The retail organisation SainCo uses the process of performance appraisal by creating a performance goal individually for every employee as per the objectives of the company (Kamble and Gunasekara 2020). Various performance evaluation tools can be used, like individual performance and review plans (IPRP), performance review reports(PRR) and Performance Reward Systems (PRS). Through the IPRP tool, the company can evaluate performance targets as well as expectations from every employee, whereas PRR helps to give frequent feedback and examines the progress towards the targets of the company. The PRS is the final performance review of the employee where the best-performing employee of an individual or any group is rewarded for their performance as well as to motivate the employees. 
[bookmark: _Toc133857485]Organisational and employee concerns
To adapt the new performance management style as it is required by SainCo and its employees to be concerned about the new management style. It is seen that performance management is a type of ongoing process of an organisation that helps in clarifying the job responsibilities within the organisation of the employee as well as prioritising the expectation of the performance of the employee to achieve the goal of the organisation (ÖZTURAN and TUĞSAL, 2019). On the other hand, with the help of an autocratic management style, SainCo has no one who can question the final decision within the organisation. The autocratic management style is a type of authorisation model in which all the control is owned by the leader of the company. Also, there are many advantages as well as disadvantages of the current management style of SainCo. The advantages can be seen as the autocratic leader can promote productivity within the organisation with the help of delegation. The autocratic leadership style helps the leader in terms of making a type of clear and direct communication with the employees as it also helps in reducing the stress of the employee. The disadvantage of this type of management style can be seen as it creates more stress for the leader as they have to make all the tough decisions within the company (Kalogiannidis et al., 2021). Lack of group input can be seen as one of the major disadvantages of the autocratic management style within the organisation, as it is seen that the best ideas always come from the group discussion. Therefore, due to the current management style of SainCo as the company is not able to have practical ideas for further growth as the group discussion is not embraced by the organisation. On the other hand, the autocratic leadership style can be seen as a top-down approach to the management style (Onia and Elkhder, 2021). Therefore, this type of approach also impacts in terms of getting feedback from the employees who are at a lower level. Employee morale is also a crucial aspect of an organisation as the employees contribute vitally in terms of the growth and success of the company. On the other hand, the autocratic management style also makes the employees of the organisation suffer in terms of their moral values (Elisado, 2022.). Autonomy in the workplace is one of the most significant aspects of the employee as it helps in enhancing creativity as well as help in boosting the happiness of the employee with the help of the implementation of the new performance management style. 
Organisational concern 
The implementation of performance management can allow the organisation in terms of providing clarity for the team members within the organisation that will help the members of the SainCo in terms of enhancing its productivity as well as efficiency to achieve the goal of the company being competitive (UnachUKwu, 2020). On the other hand, performance management tools can also help the human resource in terms of acquiring more details about the employee that will also include the salaries as well as targets and also the goal and performance of the employees. Also, performance management can help SainCo for selecting the right employee to perform a particular job role. Moreover, performance management can also help in knowing about the employees that are not performing optimally, as it also assists in providing training for those employees to perform effectively. Job satisfaction is also a crucial aspect of a company(Whysall et al., 2019). There the implementation of the new performance management allows the SiainCo in terms of enhancing the job satisfaction of the employee as the performance management allows the employees to gain clarity about delivering value. Motivation is one of the most crucial aspects of the employee in terms of their productivity. Therefore, it is essential for the organisation to make its employees motivated in the workplace (Claus, 2019). The new performance management style can enable SainCo in terms of making its employees motivated and engaged. There are many different ways by which the organisation can make its employees feel motivated in the workplace, such as by awarding the employee as well as promoting them based on their performance as it also encourages other employees to do their best for the promotion and award. On the other hand, the new performance management can also enable the SainCo in terms of enabling a type of objective decision-making process within the organisation. It also helps in reducing as well as biases and nepotism, and favouritism. Due to the help of a performance management style, the company can make better and unbiased decisions for better outcomes (Diamantidis and Chatzoglou, 2019). Additionally, employee training is also a crucial aspect of an organisation as it helps in enhancing employee satisfaction as well as the productivity of the company. Therefore, performance management also helps human resources in terms of providing training to the employee that is required to perform their job role more effectively as well as for better outcomes(Whysall et al., 2029). Due to all these reasons, the company is required to adopt a new performance management style to stay in the competitive marketplace, as it can help SainCo in terms of enhancing its overall performance within the organisation. 
Employee concerns 
The adoption of the new performance management style can help the employees of SainCo. The performance management style can assist the employees of the organisation in highlighting their needs as well as help in boosting the morale of the employees within the workplace. On the other hand, it is essential for the company to find the right employee for the promotion as it makes the employee feel satisfied(Claus, 2019). Therefore, the performance management style can also benefit the employee in terms of getting selected for promotion for their performance. In order to define the career path of an employee, performance management also provides a major role in it. Employee retention is also a significant aspect of the organisation. Therefore, with the help of the performance management style, SainCo can increase its employee retention (Helmold and Samara, 2019). Also, performance management can help the company in terms of providing a type of greater employee autonomy along with improving the accountability of the employee. Due to all of these reasons, it is required the SainCo to adopt a type of new performance management style that can benefit both the organisation as well as the employees. Also, it can help in improving the overall growth as well as the success of the organisation in order to stay competitive to attract more customers and sales. On the other hand, the autocratic management style makes the employees feel discouraged when it comes to communication with their seniors. Also, this type of management style also makes the employee unable to make a type of independent decisions within the organisation (Fenech et al., 2019). One of the major impacts of the autocratic management style can be seen as it creates a type of toxic work environment within the organisation that also makes the employees feel stressed and have to experience anxiety. In other words, the performance management style of SainCo can help its employees in many different ways, such as by increasing their morale as well as identifying their training needs for their skill development and defining their career path. Clearing and defining the goal and expectations also helps the employee to better understand its role and outcome (Lee et al., 2019). All of these above organisational concerns as well as employees' concerns about the implementation of the new performance management style, can significantly help SainCo in terms of staying competitive in the Market. 
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Extrinsic and intrinsic motivation 
The HR manager of the organisation and the subordinates must concentrate on providing both extrinsic and intrinsic motivation through which improvement in employee performance can be expected. According to the views Legault (2020), extrinsic motivation can be derived from tangible rewards from the organisation, which includes promotion pension or other materialistic motivation areas. The HR officials of the organisation, in order to improve employee engagement, have to stabilise their interest in working for the organisation in a dedicated manner. Through this process, the employees can feel connected towards the organisation and work more effectively in order to improve their overall productivity (Wu et al. 2020). On the contrary, the implementation of intrinsic motivation is also necessary as it helps in reviving the psychological standpoint of the employees and helps to boost their morale in working for the organisation with their best efforts. The HR officials in this context have to recognise the effective support of the employees and respect them for their achievements. This kind of intrinsic motivation can be beneficial for increasing employee engagement, where they can work in a collective manner and improve their capability. Theories like Maslow's Hierarchy of Needs can be implemented by managers based on which proper evaluation of the cultural issues faced by the different expatriates can be evaluated, and proper steps can be taken for fulfilling their needs (Hopper, E., 2020). Implementation of this theory can be successful for the employees as they can improve their interest in providing their collective efforts for fulfilling the organisation's objectives for improvement. 
Implementation of Goal Setting Theory
Implementation of goal-setting theory can also be beneficial in improving employee engagement. The HR professionals of the organisation have to develop clarified goals based on which the task complexity of the employees can be reduced. Depending upon the proper implementation of this theory, the goals that are to be developed in the business can be clarified and specific based on which a structured way out can be implemented in this business process. The Goal Setting Theory involves the development of an action plan which is designed to motivate and guide a person towards a particular goal and to make deliberate visits and desires as well as momentary intentions (Kruglanski et al. 2018). The goal-setting theory mainly has three components which are motivation, commitment and self-regulation. Depending upon the different goals settled by the HR professional, proper motivation is provided towards the employee base through which the employees can be highly committed to improving their performance and fulfilling the goals settled by the HR officials. This step is highly beneficial for the organisation as it helps in unifying the overall employee base and increases their collective efforts through which stability in overall business can be achieved.
Engage employees in group-based activities.
Group-based activities in the business process are highly important for improving the creativity of a culturally diversified workplace. The HR officials of the organisation must implement group-based activities and develop unification within the company workplace where the employees can collaboratively work in a cohesive manner and provide their productivity. Through the implementation of group-based activities, increased communication and interaction between different culturally diversified employees can be practised. Through this procedure, the employees can work in a collective manner and enhance their capabilities to provide their best efforts for fulfilling organisation goals (Ibrahim and Daniel, 2019). Apart from group-based activities, productive team-building activities are also necessary to be conducted by the HR officials through inviting audiences of different cultural backgrounds to play board games and have lunch together, which enhances close bonding between the expatriates and helps to secure their overall business. Group-based activities in business help in improving personality development and increase open-mindedness among the employees, based on which effective problem-solving capabilities and unification in working conditions can be expected. The entire team engages in collective learning and understands each other in a better format enhancing their ability to work together and establish harmony within the workplace.
Improve employee collectivism through joint decision-making.
In case of any decision-making factor, the HR officials and the HR manager must organise team meetings where individual employees can contribute their viewpoints. Depending upon the collective or joint decision-making process, the complications within the organisation can be handled more effectively where employees from different cultures can place their viewpoints. As stated by the views of Weygandt et al. (2020), a culturally diversified workplace helps in improving better business decisions through which stability in overall business can occur. A collaborative decision-making process is highly beneficial for the business organisation as the employees can understand each other's perspectives, and openness in decision-making can be identified. Thus, joint business decision-making options can be a valid step through which better engagement and involvement among employees from different cultural origins can be expected. 
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For short-term performance management 
Sainco is a family-run business with having autocratic management style. In such businesses, it is usually the owner who has final decisions, and the employees merely follow orders. Low employee involvement is largely observed in this form of management style. Change in the style of controlling, managing and directing employees in the firm is required at first. When considering short-term recommendations, it is first essential that there is better communication between employees and higher management (Claus, 2019). Other short-term recommendations for Sainco are
Applying changes slowly at a time
Sainco has continued to run operations at different sites with an autocratic style of management, so making all major changes at a time might halt the entire working system. Thus small changes at a time are essential to manage the performance of an employee in an organisation. The consultant can assist the management in trying out making changes with one store with time and adding others to the list. 
Improving the use of technology, especially in evaluating goals
It is crucial to understand that the involvement of modern tools and software for performance metrics has been crucial (Gallardo-Gallardo et al. 2020). Using simple, intuitive performance tools is sufficient, considering the size of the business. The tool will help to connect and analyse the performance of every individual in the organisation based on certain criteria over which performance will be evaluated. 
The use of technology will further help to analyse sections where the management needs to improve (Björkdahl, 2020).
Cost Performance Analysis vs Employee Performance
Often a task needs to get completed in time and for which higher costs are included, such as paying overtime, giving additional discounts, bonuses or offers. However, employee performance over cost performance is essential to examine the value an employee is giving to the business. If a task is completed by putting additional costs, that means the average performance inputs are relatively low. 
Regular review of performance management, including every staff in the management level 
It is crucial that performance is measured at regular intervals by the organisation. It will help to amend short-term changes as per requirements. Often employees evolve habits or styles of working, which helps in better productivity, although the way seems incorrect or risky. It is thus essential to take notice of that and infuse safety and health performance practices as adopted by global firms. It is crucial that every staff including people in the management, follow and respect change practices to make the performance practices effective (Taouab and Issor, 2019). 
Making short-term goals simple
It is crucial to make short-term goals for employees to deliver. Proper checking from the management is crucial that these goals are achieved in the desired time frame. Simple goals help employees to understand their roles, and it helps give focus to performance. 
Regular training
Regular training to change management practices is essential and is recommended to enhance employee skills in the new environment. Often employees' performance gets affected as they need to become better acquainted with dealing with new tools, and so regular training and induction are required to ensure each staff is trained enough to work under change practices. 
Staying goal oriented
Developing strategies that align with the goals of the organisation's performance is essential. This helps to establish explicit goals for employees, making it easier to distribute roles and responsibilities to competitive candidates. 
Recommendations for long-term performance management
Long-term recommendations are to bring potential improvements in the organisation, which is agile, competitive and adaptive to changing scenarios. This is possible when employees are skilled, engaged and trained to accept changing environments. Some of the recommendations essential for Sainco are
Use of technology to develop a strategic analysis for future improvement
Often companies need help to cope with sudden changes in the market environment as they were not adapted to it. The use of technology helps to analyse the Market and discover minute changes or signals that may direct potential changes (Rehman et al. 2019). 
Training of managers and employees needs to align 
It is crucial for the management of Sainco to have a similar mindset as with employees when it comes to buy-in. Managers are the main communicators, and if they are not entailed about the importance of new changes, they will not pass it on to employees. Emphasis on a particular product or process to improve performance is only possible when employees and managers act likely towards a goal. 
Inclusion of rewards and recognition
As per Maslow’s Hierarchy of needs, it is crucial to include rewards and recognition programmes at all levels in the workplace. This helps to motivate employees and make them more involved to have better performances. However, it is recommended to include rewards based on performance assessments of an individual that motivate them to stick with the company and work harder to achieve goals (Anwar and Abdullah, 2021). Rewarding at all levels, including managers, will help to motivate them and put more involvement in achieving set targets for the departments. It is recommended to have a check at a regular level from the higher management system in the reward system and ensure the process is fair and deserving candidates embrace it. Unfair rewards may de-motivate employees, which needs to be checked. 
Always have a place for improvement. 
Performance metrics reports might be true, but the reasons influencing them are often not known to higher management, and they lose potential employees. Thus it is crucial that HR make regular interactions with employees and ask them about changes in the environment, things they like or dislike, and why. It is crucial to assist and communicate with employees properly. This helps to work on improving future strategies which can motivate or engage employees to achieve better performance. 
Work on engaging better communication channels.
Often people working at the ground level have better knowledge of the issues and their solutions and so it is crucial to listen to them at times. However, Sainco needs to change its autocratic management style. 

[bookmark: _Toc133857488]Conclusion
Thus, SainCo has faced different kinds of employee-oriented issues, which have been necessary to be eradicated through the implementation of stable leadership as well as managerial style. The company, in this context, through different kinds of employee concerns, is trying to take certain key steps through which the overall issues can be eradicated. Implementation of both extrinsic and intrinsic motivation has been one of the key concerns for the organisation, mainly for the HR officials, as through employee motivation, the work productivity of the overall workforce can be improved. On the other hand, sustainability in business processes can also be ensured through which sustainability in business can occur. Employee concerns in business arise from different standpoints, and the HR officials mainly have taken different measures like joint decision-making and other steps for employee engagement and involvement based on which the overall stability within a business can be expected. Joint decision-making in business and understanding each other's perspectives can be highly important for business organisations based on which sustainability in overall business can be expected. The HR officials are taking necessary steps to increase organisational collaboration between the employees of different cultures through which stability in overall business can occur.  
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