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[bookmark: _Toc155139736]Executive summary


SainCo’s established by Sir William Sain, has flourished over the years, upholding a sterling reputation for quality products and customer service. However, the company faces challenges embedded in a traditional management style that no longer aligns with today's dynamic business landscape. To revitalize SainCo's performance and address organizational concerns, a comprehensive performance management system and a focus on employee well-being are identified as pivotal solutions.
This document outlines the complexities and dynamics of employee engagement and motivation within SainCo’s Company, delineating between intrinsic and extrinsic motivations. It explores the role of rewards, both monetary and non-monetary, in fostering a motivated workforce. Furthermore, it provides detailed recommendations for short-term and long-term strategies to address immediate concerns while outlining a comprehensive plan for sustained organizational development.
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Founded in 1965 by Sir William Sain, SainCo has been a beacon of quality and customer-centric service in England. Despite its success, the company grapples with management practices that have become outdated. The hierarchical structure, rooted in its founder's leadership, poses hurdles in adapting to modern business needs. This report delves into a strategy aimed at recalibrating SainCo's management style and enhancing its organizational performance through a holistic performance management system. Moreover, it emphasizes the importance of addressing employee concerns to foster a conducive work environment, critical for sustained growth and success.
SainCo’s Company faces the challenge of optimizing employee engagement and motivation in alignment with the organization's objectives. Understanding the nuanced interplay between intrinsic and extrinsic motivations is crucial. While intrinsic motivation springs from internal drives like curiosity, challenge, and cooperation, extrinsic motivation is rooted in external rewards such as bonuses and recognition. The organization must strike a balance between these motivational factors to ensure sustained employee engagement and performance.
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Sir William Sain, a visionary entrepreneur, founded SainCo in 1965 as a small family-owned retail firm in the heart of England. SainCo began by focusing on food and household necessities, but quickly expanded its activities, building many locations across the country.

Sir William's leadership helped the company build a solid reputation for high-quality products, great customer service, and a friendly work atmosphere. However, as the company evolved, its management style remained deeply ingrained in traditional, hierarchical practises typical of its dictatorial founder's leadership.

Over the years, SainCo expanded its offerings, diversifying into electronics, clothing , and even a propriety line of organic products.
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Performance management is the process to evaluate progress towards reaching set goals, whereas performance management adds relevant communication and action on the success accomplished against these predetermined goals to that process.(Bourne, M.,Franco,M. and Wikes,J.(2003) (Mitchell,2007)

The term "performance management" refers to the effort to maximise the value that employees contribute. It seeks to maintain and increase employee performance in accordance with an organization's goals. It is not a single action, but rather a collection of practices that should be treated as a whole.
(CIPD, 2022)

Importance of performance management :-

The primary objective of a company is to generate revenue and profits, which are largely driven by the human capital working within the organization. Employees play a crucial role in attracting and retaining customers, highlighting the significance of their contribution. Therefore, it is essential for companies to consider how they can ensure that their employees feel fulfilled, valued, and happy in their work environment. This can be achieved, in part, by providing clear guidance on their growth opportunities and future within the company. However, it is also important to delve deeper into this matter. For employees to grow, they need to demonstrate good performance and have access to the necessary training.
The absence of a performance management system in the organisation leads in a lack of clear feedback for employees. As a result, employees are uninformed of what is expected of them, how their performance will be judged, or what they need to accomplish in order to advance to the next level.
A well-established performance management process delineates the daily expectations for employees, including their key performance indicators (KPIs) and how these are segmented into milestones. Employees value knowing precisely what is required of them on a weekly basis to stay on course, thereby enabling them to work towards achieving their bonus incentives or a favourable grade on a performance appraisal, which in turn opens up opportunities for advancement within the organization. (Koskarova, 2022)

[bookmark: _Toc155139740]Process of performance management 
 
Planning goals, monitoring performance, analysing results, and rewarding accomplishment are the four essential steps in a successful coaching stage.
The use of performance cycles can enhance a company's overall performance in two distinct ways: by promoting employee engagement and by aligning work goals with strategic business objectives. This is achieved through close collaboration between employees and line managers, regular feedback, opportunities for growth, and recognition for good work. These attributes have been shown to have a positive impact on employee engagement, making it essential to consider a performance management cycle as part of an organization's overall performance management framework. (personio, 2020)
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	Phase
	Key Component

	Planning
	Setting organisational and individual goals.

	Monitoring
	To conduct regular check-ins and monitor key performance indicators (KPIs).

	Reviewing
	Measuring progress on a yearly or biannual timeframe.

	Rewarding
	Salary hikes and other incentives are used to retain excellent talent.


										
                                                                             (personio, 2020)
 
 
 
1 ) Phase 1 : Planning 
 
The concept of planning is fundamental, encompassing several distinct steps within the performance management cycle. These steps include :

I)  Organizational goal setting : The primary task for the organizational leadership team is to define the goals and objectives for the organization during a performance management cycle, typically spanning a year or six months. This step is of utmost importance as it serves as the foundation for aligning team and employee goals, as well as providing an overarching vision for the upcoming period. The alignment achieved through this process is crucial for enabling companies to achieve optimal performance, analogous to a boat moving fastest when all rowers are pulling in the same direction.
 
II) Employee goal setting : Following that, the employee and management collaborate to set the employee's individual performance goals for the period. The majority of companies use the SMART goal-setting framework (specific, measurable, attainable, realistic, and time-bound) to do this.
Employees should be able to improve their existing talents while also     learning new ones by setting goals. Remember that the company's objectives feed into this process, therefore each goal should clearly illustrate how it contributes to at least one of these objectives.
 
III) Creating a development plan : Now that the goals have been determined, the employee and management can build a personal development plan for the period. This covers the skills, knowledge, and attitudes that an employee has to develop in order to attain the overall goals.
If one of the goals is to create a complete review of sales performance for the preceding year, the employee may require training in an analytical tool.
Alternatively, if the purpose is to improve communication gaps between the employee and another stakeholder, the employee may need to commit to measures to do so.
A development plan also contains plans for future growth. Of course, the employee's own professional aspirations must be considered.
 
IV) Review of job descriptions : Now that the objectives are set, the employee and manager can devise a personalized growth strategy for the duration. This plan encompasses the skills, knowledge, and behaviours necessary for the employee's advancement towards fulfilling the overarching goals. (personio, 2020) 
2 ) Phase 2 : Monitoring

Some organizations may refer to this phase as "Acting" or "Performing," as it signifies the period during which employees are actively pursuing their goals as part of their daily responsibilities. In this phase, employees may also engage in training or other aspects of their development plan. It is the manager's responsibility to ensure that the necessary support and resources are available to enable employees to execute their work according to the plan. Regular check-ins, ideally on a monthly basis, are essential for monitoring progress. This practice is not about micromanaging, but rather about ensuring that goals can be achieved within the targeted time frame and identifying potential issues before they escalate.


Topics for Progress Check-In and Associated Prompts:

	Subject
	Prompt Question

	Accomplishments
	What achievements are you most proud of during this period?

	Progress
	Are we making progress towards our goals? Why or why not?

	Roadblocks
	What obstacles are hindering our goal attainment?

	Changes
	Should we consider adjusting our goals due to obstacles?

	Support
	How can I assist you in reaching or surpassing these goals?

	Recap
	How does your current performance compare to the past?




This framework facilitates a comprehensive discussion during performance check-ins, allowing both the employee and manager to delve into accomplishments, setbacks, adjustments, and the support needed to enhance goal attainment.

3 ) Phase 3 : Reviewing 

Performance review typically occurs annually or semi-annually, while monitoring involves brief, targeted meetings to track goal progress. In contrast, a review takes a comprehensive view, assessing progress on the employee’s holistic development plan for the period.

This process not only evaluates goal status but also considers overall performance, pivotal insights gained, and career advancement. Central to this review is performance evaluation and feedback. Besides self-assessment, employees might opt for a 360° feedback method involving input from peers and managers.

A productive review entails a reciprocal dialogue. The employee evaluates their performance, offers and receives feedback on team dynamics and managerial effectiveness.


Key queries for review discussions include:

- Were the goals attained? If not, why?
- How effectively did the employee execute tasks?
- What adjustments are advisable for the future?
- Did the employee receive adequate support or resources to accomplish goals?

The review phase provides an opportunity to discuss the employee's future development prospects. It goes beyond a mere critique of past events, encompassing an assessment of accomplishments, challenges encountered, and the formulation of a roadmap for the future.

4 ) Phase 4 : Rewarding

Recognising outstanding performance is essential. This phase focuses on recognising and rewarding exceptional work, with rewards directly linked to individual achievement within the performance management cycle. Employee motivation is heavily reliant on being rewarded.
According to a global study, employee engagement skyrockets by more than 40% when efforts are acknowledged. To effectively integrate performance management cycles into organizational strategies, this conclusive phase must incorporate meaningful recognition.

Common methods of rewarding employees encompass:

- Increment in salary
- Bonuses
- Public acknowledgment through awards or privileges
- Additional vacation entitlement
- Participation in exclusive programs or projects
- Promotions

These methods underscore the importance of tangible and meaningful recognition as a pivotal aspect of performance management strategies. (personio, 2020)















[bookmark: _Toc155139741]Performance appraisal :-

The process involves a rater observing and recording the performance of others, making evaluative judgments about the quality of that performance, providing feedback to the individuals evaluated, and outlining development opportunities for the same individuals.
(Brutus, Fletcher and Baldry, 2009: 1999) (class template week 5 p.g.no 3)

Performance appraisal, also known as an annual review, employee appraisal, performance review, or evaluation, refers to the regular assessment of an employee's job performance and overall contribution to a company. It involves evaluating an employee's skills, achievements, and growth, or lack thereof, and providing feedback to the individual evaluated. The process also includes outlining development opportunities for the employee.
(Hayes, 2023)

Performance appraisal (or performance review) is essentially an opportunity for individual employees and those who evaluate their performance, often line managers, to engage in discussions about each individual's performance and development, as well as the manager's support required.(CIPD,2011)

Forms of appraisal

I) 360-degree appraisal system :-

360 feedback is a process in which an individual receives comprehensive feedback from a variety of sources, typically colleagues. The feedback is confidential and anonymous, and is usually provided by around 8-10 people who have varying working relationships with the individual, including members of their direct team, managers, reports, and other closely associated colleagues. The aim of 360 feedback is to provide a well-rounded view of the individual's strengths and weaknesses by compiling diverse feedback from a range of people. This process allows employers to gain a broader understanding of employee competencies and effectively identify areas for development. In most cases, respondents are asked to complete an online feedback form consisting of statements that they are asked to rate the individual against, designed to assess a range of workplace competencies. The recipient of the feedback is also required to fill out a self-rating survey containing the same survey questions. (Jones, 2017)

Advantages :

a. Comprehensive Insights: Offers diverse perspectives for a holistic assessment.
b. Team Empowerment: Identifies strengths/weaknesses, enhancing teamwork.
c. Increased Feedback:  Provides frequent and diverse feedback from multiple   sources.
d. Trust and Transparency:  Encourages trust and openness among team members.





Disadvantages :
 
a. Subjectivity and Bias: Risk of biased feedback due to diverse perspectives.
b. Time-Consuming and costly : Requires substantial time and resources for data collection.
c. Resistance to Feedback: Employees may feel demotivated by negative feedback.
d. Complex Implementation: Requires proper training and guidance for effective use.
e. Potential Misuse: Feedback might be used unfairly or for ulterior motives. (Herrity, 2021)


II) Self-evaluation appraisal system :-

The self-evaluation appraisal system requires employees to assess themselves honestly based on agreed-upon factors. This system actively engages the employee, placing the responsibility on them to identify their own accomplishments and areas for improvement. However, due to the potential for inaccurate self-perception, external input from a manager may also be necessary. (Brougham-Chandler, 2023)

III)  Peer appraisal :- 

Peer appraisal is a feedback system within the performance appraisal process that is designed to monitor and enhance job performance. It is typically conducted by colleagues who are part of the same team and excludes supervisors or managers. The aim of peer appraisal is to provide a well-rounded view of an individual's strengths and weaknesses by compiling diverse feedback from a range of colleagues, allowing for a more comprehensive assessment of the individual's performance.
The process of peer appraisal involves the assessment of an employee based on feedback from colleagues or individuals within their immediate working environment. This feedback is provided anonymously and is intended to monitor and enhance job performance. Peer appraisal is valuable for several reasons: colleagues can provide a clear assessment of each other's skills due to their close working relationship, it fosters team-building and emphasizes the importance of colleague opinions, and the feedback is often perceived as constructive due to the trust among colleagues, making the process of skill improvement transparent and accountable. (The Economic Times, 2023)

IV)  appraisal by immediate line manager (LM) or downward appraisal :- 

The performance appraisal, a regular and formal review conducted by an employee's line manager, typically occurs at least once a year. This process involves a one-to-one review of the employee's progress towards their targets and the setting of new targets for the upcoming year. It also provides an opportunity to identify training needs and discuss future career plans. (BBC, 2023)


V)  Customer or client feedback :- 

The client component of this phase encompasses feedback from either internal customers, such as product users within the organization, or external customers who interact with the specific employee on a regular basis. While customer reviews can provide a more comprehensive evaluation of an employee's output, they may not fully consider the impact of processes or policies on the employee's performance. This highlights the need for a balanced approach that incorporates both internal and external feedback to effectively assess an employee's performance. (KissFlow, 2022)





Benefits of appraisal : -

a. It can motivate employees since companies have the opportunity to recognise exceptional work or improved performance
b. The identification of training needs can lead to an elevated standard of work.
c. Setting targets for employees can lead to heightened motivation and a sense of purpose.
d.  Best practices can be identified and disseminated throughout the organization.
e.  Enhanced employee relations result from managers and employees engaging in professional discussions and resolving issues.
f. The potential for salary increases and promotions may arise through the use of appraisals. (BBC, 2023)

On the flip side, the drawbacks of appraisals include:

a.  Conducting appraisals with all staff members can be a time-consuming process.
b.  Adverse appraisals have the potential to demotivate staff.
c.  Employees may feel pressured during an appraisal and take on an excessive number of development tasks. (BBC, 2023)
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2) [bookmark: _Toc155139743]Organisational concerns :

Organizational concerns are obstacles that employees confront that prohibit them from achieving their objectives. Problems in the workplace can manifest in the surroundings, as well as among team members and management. (Indeed, 2022)

A. Ineffective Communication :

Communication issues are frequently the fundamental cause of a variety of problems, particularly in the workplace. Effective communication, which includes verbal and written exchanges, body language, and other modalities of connection, is the foundation of organisational success. However, widespread communication inefficiencies persist. These appear in a variety of ways, including elevated voices, confusing written directions, confused body language, and insufficient communication routes with remote workers. Subpar communication also includes a lack of clear communication from management about expectations, changes, and goals, which significantly impedes collaborative efforts. (Gympass, 202AD)

B. Inadequate Awareness :

Leadership and management differences can cause problems, particularly when it comes to a lack of awareness. Significant obstacles arise when leaders fail to understand team dynamics or the broader organisational situation. A lack of awareness can manifest on several scales, ranging from isolated teamwork without mutual understanding—a hindrance to collaboration—to bigger organisational misconceptions. Such awareness gaps limit organisational progress. (Gympass, 202AD)

C. Lack of Cohesion
Cohesion serves as the cohesive force binding teams together. Achieving a balance between collaborative team efforts and individual contributions is essential. Challenges arise when teams operate in isolation, devoid of collaboration with other units, signalling a significant obstacle to cohesive functioning. (Gympass, 202AD)


D. Insufficient Feedback :

Constructive feedback is essential for improving performance and motivation. Organisational problems develop when feedback channels are inadequate, limiting individual progress and impeding overall organisational improvement. (Gympass, 202AD)
Situation: Lower-level leaders and employees lack empowered avenues to provide feedback or share innovative ideas with senior leadership.
Impact: The absence of open communication channels hampers innovation and diminishes organizational adaptability. (Forbes Coaches Council, 2017)

E. Lack of Accountability :

It is critical to clearly define responsibilities and ownership. When accountability is unclear or when individuals avoid taking responsibility for errors, organisational effectiveness suffers (Gympass, 202AD).


F. A lack of creativity

Innovation is critical for industry competitiveness, change adaptation, and customer engagement. A lack of innovation stifles growth and progress. To overcome this problem, it is necessary to foster creativity. (Gympass, 202AD)

G. Trust Issues

Trust is the foundation of all relationships, including those between employees and their employers. A lack of trust fosters uncertainty, which leads to micromanagement from managing and team opposition to change, stifling progress. (Gympass, 202AD)
Situation: Different levels of leadership and various departments lack trust among themselves, leading to political navigation challenges.
Impact: The absence of trust impedes smooth inter-departmental collaboration and decision-making. (Forbes Coaches Council, 2017)

H. Inadequate Education

Training is an important platform for instilling knowledge and skills in personnel. A lack of training opportunities not only limits communication channels but also impedes staff development. (Gympass, 202AD)



I. Leadership Collaboration and Alignment:

Situation: Senior leadership operates alone, without alignment or collaboration, resulting in organisational conflict and mistrust.
Impact: A lack of coherence among leaders pervades the organisation, reducing overall effectiveness. (Forbes Coaches Council, 2017)

Opportunities for Professional Development:

Situation : Employees experience a scarcity of opportunities for progress and a lack of defined paths for professional improvement.
Impact: The lack of succession planning for current employees, as well as insufficient onboarding processes for new hires, impedes development and retention. (Forbes Coaches Council, 2017)

J. Systems for Conflict Resolution and Support:

Situation: There are no systems in place to resolve conflicts or disagreements among leaders and teams.
Impact: Unresolved confrontations strain relationships and impede productivity and teamwork. (Forbes Coaches Council, 2017)


K. Low Employee Engagement and Morale:

Situation: The work environment is characterized by constant change, ambiguity, and a lack of employee empowerment and motivation.
Impact: Reduced engagement and morale result in an atmosphere where employees feel disempowered and hesitant to voice concerns or suggest improvements. (Forbes Coaches Council, 2017)

L.  Discrepancy Between Stated Values and Workplace Culture:

Situation: Leadership behaviors do not align with the organization's stated values and intended culture.
Impact: The disparity between stated values and actual practices affects the integration of these values into everyday work life. (Forbes Coaches Council, 2017)



[bookmark: _Toc155139744]How to overcome organisational issues :-

Trust and Accountability Enhancement: Foster a positive organizational culture cantered on values such as trust and accountability to effectively tackle multiple challenges. Cultivating clarity in roles and responsibilities and ensuring explicit communication lay the groundwork. Subsequently, integrating accountability within the organizational culture becomes a priority once responsibilities are delegated.

I) Communication and Cohesion Enhancement: 

Initiate robust leadership communication from the top level to the entire organization, ensuring transparency and connection. Extend this communication approach to inter-team interactions, employing methods like regular team check-ins or collective meetings among team leaders, fostering improved communication and cohesion within the company.

II)Feedback and Communication Improvement: 

Establish periodic employee reviews to elicit essential feedback crucial for organizational development.

III)Promotion of Innovation: 

Stimulate creativity within the workforce by adopting innovative practices such as brainstorming sessions, idea competitions, and recognition for pioneering concepts. Cultivate an environment conducive to risk-taking, fostering a sense of acceptance and encouragement for innovative endeavours.

IV)Training Development: 

Define skill and competency standards, providing employees with clear targets for development. Establish accessible training resources, whether through training sessions or compiled materials, and communicate avenues for employees to engage in learning and advancement.

V)Awareness Enhancement: 

Ensure comprehensive management training and assimilation into organizational culture and processes. Initiate this process from upper management, fostering increased organizational awareness across multiple tiers, facilitating a coherent understanding of their roles within the broader organizational context. (Gympass, 202AD)

[bookmark: _Toc155139745]Employee’s concerns :


A. Resolving Interpersonal Conflict:

In the workplace, conflicts between colleagues or between an employee and a supervisor can surface, often leading individuals to seek HR intervention. HR may facilitate mediation sessions to address conflicts or potentially arrange adjustments to minimize direct contact between conflicting parties, ensuring it doesn’t adversely affect their careers, as this could lead to discrimination allegations. (BRIAN, 2018)

B. Addressing Harassment and Discrimination:

Instances of workplace harassment, particularly sexual harassment, have garnered increased attention. HR must establish clear policies, actively encourage reporting, and conduct thorough investigations into any complaints. Handling chronic complainers among team members is crucial to sustain a positive company culture. (BRIAN, 2018)

C. Ensuring Workplace Safety:

While safety professionals are rare, HR often oversees employee safety and health. They manage tasks ranging from accident prevention to monitoring overtime’s impact on employee health and mitigating workplace violence risks, despite safety being a specialized field. (BRIAN, 2018)

D. Facilitating Employee Training:

HR's role in training extends beyond issues like harassment and safety. They guide employees toward continuing education opportunities, aid in software or system changes, and facilitate diverse training programs, serving as a hub for employee skill development. (BRIAN, 2018)






E. Managing Wage, Hour, and Leave Affairs:

Incorrect handling of wage or leave policies leaves companies vulnerable to legal repercussions. HR tackles issues from proper overtime payment to managing annual leave, ensuring compliance with regulations like the Family and Medical Leave Act (FMLA). Additionally, HR oversees timekeeping software selection and management. (BRIAN, 2018)

F. Under performance at work :

Employees underperform at work when they do not complete the tasks assigned to them. However, underperformance does not only refer to poor work performance.

Other symptoms of underperformance include not working well with others, inappropriate, unpleasant, or harmful behaviour, antagonism, a failure to reach accepted standards, or a violation of rules and regulations.

- Inadequate job proficiency may stem from factors like insufficient qualifications, inadequate training, ambiguous objectives, or a lack of guidance.
- Lack of clarity regarding expectations, workplace regulations, policies, and acceptable conduct can contribute to this issue.
- Inadequate access to necessary tools and resources can hinder proper job execution.
- Employee discontentment may arise from low morale or an unfavourable work atmosphere.
- Personality clashes among team members can lead to issues.
- Employee demotivation, excessive workload, and stress can also contribute to performance challenges, with a significant percentage facing burnout due to the pandemic or other reasons, as per Eagle Hill Consulting's study.
- Monotony and job dissatisfaction may lead to disengagement.
- Feelings of being undervalued, underpaid, or overlooked for promotions or rewards can impact performance.
- Lack of awareness regarding poor performance might impede improvement efforts.
- Poor job fit, where the hired individual is unsuitable for the role, department, or organization, could lead to performance issues.
- Dishonesty about one's skills during the recruitment process can result in an inability to meet job requirements. (Personio, 2022)

- Some individuals might simply lack the capacity to perform the job adequately.
For SainCo, there are significant challenges on multiple fronts. The first step involves improving communication across the board. This means clear and consistent messages from leadership, better feedback channels, and ways for everyone to share ideas. Cohesion among teams needs attention too, ensuring that different parts of the company work together smoothly. Accountability and trust are key—everyone needs to understand their roles clearly, take responsibility, and build trust among themselves. Encouraging creativity and innovation is vital for growth, as is providing more opportunities for learning and development. Resolving conflicts and setting up systems for support is critical for a healthier work environment. HR should focus on addressing these issues by improving communication channels, setting clear goals, fostering teamwork, offering more training, and ensuring fair policies. This will create a more positive workplace culture and boost productivity at SainCo.


[bookmark: _Toc155139746]How to overcome employee concerns :-

Effective communication is vital: Initiate an informal discussion to address observed issues, providing concrete examples. Actively listen to their response, aiming to collaboratively devise solutions to any challenges.

Identifying the underlying cause of underperformance is key. This should be approached without judgment, focusing on comprehending the reasons behind their challenges rather than adopting a blame-oriented or confrontational stance. Potential discoveries may include:

- Requirements for additional tools, resources, or training to enhance job performance.
- Concerns like illness, stress, bullying, harassment, or a toxic work environment impacting their performance.

Conclude the meeting by ensuring clarity regarding expected future behaviour. Outline areas of underperformance, reiterate goals/targets, and ensure access to necessary resources, tools, and training (including learning from colleagues) to facilitate performance enhancement.

Offering constructive feedback is an art form. Assist in their improvement by establishing an action plan, often termed a performance improvement plan (PIP). Define SMART (specific, measurable, achievable, realistic, and time-bound) objectives and agree on a timeline for goal achievement.

These objectives should be equitable and reasonable, not only due to ethical considerations but also as a pivotal aspect of the dismissal process if such action becomes necessary. Subsequently, monitor their performance closely.

Recognize their efforts by providing positive feedback. A simple acknowledgment, expressing gratitude, or acknowledging a job well done can significantly impact an employee, potentially transforming an underperformer into a positive and productive contributor. (Personio, 2022)
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[bookmark: _Toc155139748]1)Employee Engagement : -

Employee engagement is a human resources (HR) concept that emphasises a worker's excitement and attention to their job. Employees that are engaged care about their work and the company's performance, and they believe that their efforts make a difference. An engaged employee is motivated by more than a pay check and may view their well-being to be tied to their performance and hence important to the success of their firm. (Smith, 2022)
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a. Physiological Needs

An employee’s basic needs involve their salary, tools, and resources provided by the company to perform their job. While crucial, focusing only on this level might lead to employees feeling unmotivated and stagnant. A robust onboarding process can aid in meeting these needs swiftly, shortening the time for employees to be productive. Employers can enhance this level by offering mental health coverage, sick leave, financial workshops, and health benefits to remain competitive and meet their employees' physiological requirements. (Wholley, 2022)

b. Safety Needs

Post-2020, safety requirements have expanded to encompass job security, a secure work environment, and work-life balance. Workers now seek not only job stability but also support for remote work. Employers should consider enhancing remote work benefits as it can alleviate stress and enhance the work-life balance, making employees feel more secure and supported in their roles. (Wholley, 2022)

c. Belonging

Today’s focus on diversity, equity, and inclusion (DEI) has expanded to include a sense of belonging at work. Employees thrive when they can be their authentic selves. Prioritizing belonging can reduce turnover rates and enhance engagement, leading to better performance and fewer sick days. Hiring individuals who add to the company culture rather than just fit in can foster a greater sense of belonging among employees. (Wholley, 2022)


3) Self-Actualization

At the pinnacle of employee engagement, self-actualized employees seek challenges and continuous growth. Encouraging skill development, mentorship programs, and fostering strong interpersonal connections can help employees achieve this level. Setting collaborative and challenging goals can inspire and engage employees in their work, fostering long-term engagement and purpose. (Wholley, 2022)




      e.        Esteem

Esteem needs arise when employees feel compensated, safe, and valued at work. Acknowledging good work and providing opportunities for employees to contribute meaningfully enhances engagement and reduces turnover. Companies benefit greatly when employees feel a sense of purpose and clear direction in their work. (Wholley, 2022)




[bookmark: _Toc155139750]B) Herzberg's motivation-hygiene theory

[image: An infographic showing examples of motivating factors and hygiene factors of the Herzberg theory. ]

					           	(Indeed Editorial Team, 2022)


The Herzberg theory, also known as Herzberg's motivation-hygiene theory, the two-factor theory, or the dual-factor theory, asserts that certain characteristics within a workplace lead to job satisfaction, while others lead to unhappiness. Herzberg developed the idea in order to better understand an employee's attitude and motivation towards the job. (Indeed Editorial Team, 2022)

Frederick Herzberg, along with Mausner and Snyderman, proposed the motivation-hygiene theory in their book "Motivation to Work." Contrary to conventional thought, Herzberg found that satisfaction and dissatisfaction at work aren't on a single scale. He conducted studies exploring factors impacting job satisfaction and dissatisfaction, distinguishing between intrinsic elements for positive feelings and extrinsic aspects for negative sentiments about work. Herzberg identified hygiene factors, related to avoiding unpleasantness, and motivation factors, directly linked to job satisfaction and an individual's self-growth. He highlighted that satisfaction and dissatisfaction aren't opposites but operate on separate scales, suggesting that addressing dissatisfaction doesn't inherently create satisfaction. These factors are fluid, evolving, and vary by personal and professional context, influencing how employees perceive and engage with their jobs.

[image: herzberg two-factor theory matrix, A matrix showing different categories of job satisfaction]








I) Motivation Factors

Herzberg et al. (1959) posit that motivation factors significantly enhance job satisfaction by fulfilling individuals' growth and self-actualization needs, intrinsic to the job itself. In their original research, they identified 14 factors, with key examples:

Advancement: Defined as positive status or position in the workplace, it contrasts with negative or neutral status (Alshmemri et al., 2017).

The work itself: The nature of job tasks greatly impacts satisfaction or dissatisfaction, considering the job's difficulty and engagement level (Alshmemri et al., 2017).

II) Possibility for growth: Similar to Maslow's self-actualization, it offers opportunities for personal and professional development (Alshmemri et al., 2017).

III) Responsibility: It involves both duties and authority in one's role, where satisfaction arises from decision-making opportunities (Alshmemri et al., 2017).

IV) Recognition: Acknowledgment for high-quality work enhances satisfaction, while negative recognition involves criticism (Alshmemri et al., 2017).

V) Achievement: Positive achievement includes successful task completion, while negative aspects involve failure or poor decisions (Alshmemri et al., 2017).

Herzberg’s Hygiene Factors

Hygiene factors prevent job dissatisfaction and are extrinsic to the job, functioning to eliminate unpleasantness (Herzberg, 1966). They pertain to contextual elements:

Interpersonal relations: Involving interactions with supervisors, subordinates, and peers, both job-related and social discussions impact satisfaction.

Salary: This encompasses actual and expected wage increases or unmet expectations.

Company policies and administration: Clarity or ambiguity in organizational policies and communication affect satisfaction.

Supervision: Judgments about a supervisor's competence, fairness, and delegation of responsibility influence dissatisfaction.

Working conditions: Factors like workspace, tools, ventilation, safety, and workload impact job dissatisfaction or contentment.

Herzberg and colleagues differentiated motivation and hygiene factors, delineating intrinsic job aspects from external contextual elements that significantly influence workplace satisfaction. (Nickerson, 2023)































[bookmark: _Toc155139751]C) Locke's goal-setting theory


Locke’s theory on goal-setting outlines five main principles to make goals effective:

I)  Clarity in Goals:
Clearly defined objectives are crucial, ensuring that goals are understandable and measurable. For instance, rather than a vague goal like "network more," a clearer goal could be "attend two networking events each quarter and make ten connections at each." (Wallbridge, 2022)

II)  Challenge Yourself:
Challenging goals are more motivating, but they should still be realistic. They should stretch your capabilities but remain achievable, aiming to improve performance and push your team to higher levels. (Wallbridge, 2022)

III)  Commitment to Goals:
For goals to succeed, the whole team needs to commit to them. Doubts about achieving the goal can hinder motivation, so open discussions and fostering ownership among team members are essential. (Wallbridge, 2022)

IV)  Seek Feedback:
Feedback from the team is crucial to ensure alignment and shared understanding. Allowing space for team input avoids misunderstandings and fosters a cohesive approach toward achieving the goal. (Wallbridge, 2022)

V)  Consider Task Complexity:
While goals should be challenging, they should not overwhelm the team. Ensuring a balance between complexity and achievability is crucial for team motivation. Breaking down complex goals into smaller, manageable tasks can make them more attainable and less daunting for the team. (Wallbridge, 2022)





SAINSCO could benefit from applying these three theories, especially in understanding and improving employee engagement and involvement within the organization.


  Maslow's Hierarchy of Needs:
 Understanding and addressing employees' needs in terms of physiological, safety, belonging, esteem, and self-actualization levels can significantly impact their engagement. Providing more than just the basics, such as offering mental health coverage, remote work options, and a sense of belonging, fosters a more engaged workforce.

   Herzberg's Motivation-Hygiene Theory:
This theory delineates between factors that lead to satisfaction and those that prevent dissatisfaction. By focusing on intrinsic motivators like growth opportunities, responsibility, recognition, and achievement, and ensuring contextual factors like interpersonal relations, salary, and working conditions are positive, SAINSCO can better nurture employee satisfaction.

Locke's Goal-Setting Theory:
Utilizing this theory's principles—clarity, challenge, commitment, feedback, and considering task complexity—can help SAINSCO create effective and motivating goals for its employees. Clear and challenging goals, with team commitment and regular feedback, promote a sense of achievement and motivation.

Applying these theories can improve employee engagement by meeting their needs, recognizing their efforts, fostering a sense of purpose, and aligning organizational goals with individual aspirations, ultimately leading to a more involved and dedicated workforce at SAINSCO.












[bookmark: _Toc155139752]2) Employee involvement:-

When employees directly contribute to an organization's mission and goals by applying their ideas, expertise, and efforts to problem solving and decision making. (Bullock, 2021)


[bookmark: _Toc155139753]Intrinsic motivation :-

Intrinsic motivation refers to the drive to participate in an activity driven by the inherent satisfaction it brings, rather than seeking a reward or particular result. It occurs when we engage in actions purely for the joy of the task itself or view it as a chance to discover, gain knowledge, and fulfill our capabilities, without any apparent external incentives or rewards. (Cherry, 2023)
Inborn motivators come from within and have a deeper psychological aspect compared to external rewards. They bring a strong personal satisfaction that benefits employees who use them. Some experts say that intrinsic motivation is the main force behind big achievements, indicating that people driven by these internal motives often perform better and advance more in their careers. (Hearn, 2023)

a .Curiosity
Curiosity is that drive that makes us explore and learn just because it feels good to know and understand new things.

b. Challenge
Being challenged is like having a goal that keeps us on our toes. It helps us stay at our best and work towards things that really matter to us.

c. Control
Wanting control is just our basic wish to decide things and have some say in how things turn out.

d. Recognition
We all have this inner desire to be noticed and appreciated. When others recognize and value our efforts, it feels great.

e. Cooperation
Working with others satisfies our need to belong. It feels good to help and achieve something together with a team.


f. Competition
Competition is like a challenge that makes us want to do our best and gives importance to doing well.


[bookmark: _Toc155139754]Extrinsic motivation :-

Extrinsic motivation originates from external factors within the environment. These motivators are often material or financial in nature, such as salary increments, bonuses, promotions, or company-provided benefits like vehicles. Notably, these incentives are independent of the inherent nature of the work. Additionally, it's important to highlight that the configuration of extrinsic rewards typically derives from an external authority figure, such as an employee's manager or supervisor. (Hearn, 2023)

Extrinsically motivated individuals engage in activities mainly to attain rewards. This perspective suggests that employees excel not out of personal satisfaction or a desire to contribute to the company's success but rather to acquire tangible benefits for their work.

Recent findings challenge the long-held belief in the effectiveness of extrinsic rewards. Surprisingly, these external incentives might hinder rather than enhance employee creativity! (Hearn, 2023)


The Role of Extrinsic Motivation in Organizational Behaviour

In the realm of organizational behaviour, extrinsic motivation profoundly influences employee actions and behavioural patterns within a company. Monetary compensation stands as a primary extrinsic motivator for employees across organizations. However, the spectrum of extrinsic motivations expands far beyond mere salaries, encompassing bonuses, commissions, and an array of benefits such as health benefits. Moreover, workplaces often emphasize intangible extrinsic rewards like commendations and peer recognition. (CFI team, 2023)







I) Utilizing Extrinsic Rewards in the Workplace

Extrinsic rewards serve as effective tools to engage employees in tasks that might initially lack their interest. They also act as stimulants, motivating employees to pursue new knowledge and skills. Additionally, management utilizes extrinsic rewards as a metric for evaluating employee performance. (CFI team, 2023)

II) Balancing Extrinsic and Intrinsic Motivation

While external rewards are pivotal in motivating employees, a company should not solely rely on extrinsic motivation. Employees fuelled by strong intrinsic motivation tend to sustain their motivation over extended periods. Over-reliance on external motivations might inadvertently diminish employees' intrinsic drive. (CFI team, 2023)

III) Striking a Balance: Assessing Employee Needs

Companies must meticulously assess their workforce to comprehend their requirements and determine the optimal blend of extrinsic and intrinsic motivations for sustained engagement and performance. (CFI team, 2023)



IV) Intrinsic motivation vs extrinsic motivation

intrinsic motivation stems internally, whereas extrinsic motivation originates externally. Intrinsic motivation prompts engagement in an activity purely for personal enjoyment and satisfaction.

Extrinsic motivation involves performing a task to obtain an external reward, such as monetary gain, or to evade negative consequences, such as job loss.









	
	Motivation
	Goals

	Intrinsic
	You do the activity because it’s internally rewarding. You may do it because it’s fun, enjoyable, and satisfying.
	Goals come from within and the outcomes satisfy your basic psychological needs for autonomy, competence, and relatedness.

	Extrinsic
	You do the activity in order to get an external reward in return.
	Goals are focused on an outcome and don’t satisfy your basic psychological needs. Goals involve external gains, such as money, fame, power, or avoiding consequences.



								(Santos-Longhurst, 2019)

Extrinsic and intrinsic motivations serve as two distinct triggers for behaviour. Extrinsic motivation arises from external elements, driving behaviour through outside factors, whereas intrinsic motivation stems from an inner desire for personal contentment or fulfilment. Both align with Maslow's Hierarchy of Needs, where extrinsic motivation relates to safety needs, while intrinsic motivation aligns with esteem and self-actualization needs.

No conclusive superiority exists between these motivations. Both can significantly influence human behaviour, driving actions effectively. However, their impact varies among individuals. Some may favour external rewards, while others prioritize personal fulfilment.

Intrinsic motivation is typically praised as a robust driver for achieving long-term goals. When someone possesses strong intrinsic motivation, they are likely to complete tasks. Yet, it's important to note that intrinsic motivation isn't always present.

Contrarily, extrinsic motivation boasts a wider application range compared to intrinsic motivation. It effectively incentivizes engagement in tasks previously uninteresting to an individual. (CFI team, 2023)




[bookmark: _Toc155139755]Recommendation’s :-

‘There’s more to Performance Management than appraising your employees’
1)Pay and Reward Systems

I) Employee Reward Systems in an Organizational Context

Employee reward systems are structured initiatives designed by organizations to offer appropriate remuneration and benefits that entice and propel employees toward enhanced performance. These systems wield the potential to motivate employees and shape their work-related behaviors. Effectively designed reward structures significantly contribute to bolstering staff morale within businesses. (Indeed, 2023)
 Pay-for-Performance:
Termed variable pay, this system remunerates employees based on performance metrics linked directly to the company's profitability or success. Compensation approaches may encompass bonus schemes, stock purchase options within the organization, or one-time payments for specific accomplishments. Companies adopting this system often offer a lower base salary, anticipating heightened work effort in pursuit of incentives tied to pay-for-performance models. (Indeed, 2023)

II) Bonuses:
Bonuses serve as incentives rewarding individual or collective achievements, potentially amplifying group performance. Organizations may opt to allocate rewards to teams or departments, necessitating collective effort toward a financial target. Widely employed in sales departments, bonus structures are typically triggered upon project completion or achievement of specified sales milestones. However, bonuses might inadvertently prompt short-term goal orientation, potentially diverting attention from the company's long-term prospects. (Indeed, 2023)

III) Share Option Schemes:
Share option programs represent another reward avenue, granting employees the opportunity to purchase company shares as an incentive. These schemes incentivize employee loyalty by offering a stake in the company. Share options confer the right to purchase shares at a predetermined price, while share-award programs distribute shares either freely or at a discounted rate as part of the company's reward initiative. (Indeed, 2023)

IV) Group Rewards:
Group rewards acknowledge and incentivize effective teamwork and exceptional achievements stemming from cross-departmental collaboration. These rewards consider team performance and recognize individual efforts within a team or department. Although awarded collectively, not all team members might have contributed equally, prompting some organizations to supplement group rewards with individual incentives. (Indeed, 2023)

2)Non-Monetary Reward Programs:
Additionally, organizations employ diverse non-monetary reward programs to foster a sense of appreciation among employees for their contributions. These initiatives range from employee recognition events to increased job responsibilities. Six such reward strategies include:

a. Employee of the Month Recognition
b. Complimentary Meals
c. Public Acknowledgment
d. Free Company Merchandise

This paraphrased content aims to articulate the concept of employee reward systems in an academic tone, focusing on their design, impact, and potential benefits within organizational contexts. (Indeed, 2023)


Encouraging Engagement and Appreciation

I) Flexible Working Arrangements:
 Grant employees the option to work remotely or adjust their working hours, fostering a sense of flexibility and work-life balance.

II) Personal Project Time:
Empower employees to pursue personal projects during work hours, acknowledging their passions and encouraging innovative thinking.

III) Additional Leave or Breaks:
Offer an extra day's leave or extended breaks to reward employees, allowing them more time for personal endeavors or relaxation.

IV) Volunteer Work Opportunities:
Facilitate volunteer work to support charitable causes, offering employees a fulfilling break from office routines.

V) One-on-One Meetings:
Initiate constructive dialogues with individual employees, seeking feedback, and offering guidance for personal and professional growth.

VI) Peer Appreciation Platforms:
Utilize internal platforms for employees to appreciate and acknowledge each other's contributions, fostering a positive work environment.



VII) Increased Responsibility Roles:
Recognize employees by assigning greater responsibilities and challenges based on their skills and aspirations.

VIII) Transparent Recognition and Communication:
Leverage digital communication channels to publicly recognize and communicate employee achievements and rewards.

IX) Educational/Wellbeing Event Opportunities:
 Allow employees time off to attend workshops or events, prioritizing their personal development and wellness.

X) Employee Recognition via Social Media:
Showcase employee accomplishments and personal achievements on social media, promoting a positive company image.

XI) Collective Employee Appreciation:
Encourage collective gratitude by gathering personalized messages from all employees to recognize outstanding efforts.

XII) Employee Preference-driven Rewards:
Tailor rewards based on employee preferences and interests, promoting a personalized and meaningful approach.

XIII) Mentorship Program Initiatives:
Establish mentorship programs to nurture exceptional employees, providing valuable career insights and growth opportunities.

XIV) Birthday Leave and Personalized Days Off:
Offer employees a day off on their birthdays or special occasions, reflecting personal appreciation and recognition.

XV) Employee Recognition Programs:
 Implement periodic employee recognition programs, showcasing appreciation and motivating the entire workforce.

Implementing these 15 non-monetary rewards can foster engagement and appreciation among employees, promoting a positive and rewarding workplace culture. (The Access Group, 2024)

[bookmark: _Toc155139756]Short-Term Focus:

I) Communication Enhancement and Training:
    Initiate immediate workshops on effective communication, goal setting, and skill   enhancement.
    Implement a platform for anonymous feedback to gather employee input promptly.

II) Recognition and Feedback Systems Pilot:
    Conduct a pilot phase for recognition and feedback systems (such as 360-degree appraisal) in a small team for evaluation.

III) Immediate Training and Skill Bridging:
    Offer prompt training sessions to bridge identified skill gaps, addressing immediate needs.

[bookmark: _Toc155139757]Mid-Term to Long-Term Strategy:

I) Technology Integration and Cultural Shift:
Invest in performance management software for ongoing tracking and simplify appraisal  processes.
Foster a culture of continuous improvement, promoting regular feedback exchanges and growth opportunities.

II) Leadership and Employee Development:
Implement leadership and mentorship programs emphasizing collaboration, communication, and career growth.
Design a comprehensive career development framework with learning opportunities for employees.

II) Values Integration and Workplace Culture:
Align leadership behaviors with company values, integrating diversity, equity, inclusion initiatives.
Establish a culture centered on accountability, innovation, and collaboration across all levels.

IV) Holistic Motivation Strategy:
Strive for a balanced motivational approach, recognizing both intrinsic and extrinsic motivators.
Overhaul performance evaluations to include metrics addressing individual growth and aspirations.

V) Flexible Benefits and Continuous Engagement:
Customize benefits to meet individual needs (e.g., remote work, mental health support).
Maintain regular engagement activities and open communication channels for sustained motivation.

By amalgamating these plans, Saisco Company can create a phased strategy that addresses immediate concerns while laying the foundation for long-term organizational development and employee satisfaction. Regular feedback and assessments will be crucial to refine these strategies for sustained improvement.






















[bookmark: _Toc155139758]Conclusion:-

In conclusion, the strategic roadmap presented herein outlines a transformative approach for SainCo to navigate its evolving business landscape. By implementing a comprehensive performance management system and addressing organizational and employee concerns, the company can rejuvenate its operations. Enhancing communication, fostering accountability, nurturing innovation, and ensuring employee well-being will be the cornerstones of SainCo's resurgence. Through these initiatives, the company aims to not only enhance performance but also create an empowering work culture, ensuring sustained success in the ever-evolving market.
Saisco Company stands poised to enhance its organizational performance by strategically managing employee motivation and engagement. The recommendations provided, encompassing intrinsic and extrinsic motivations, reward systems, and a focus on communication and training, offer a structured approach. By embracing a culture that values both personal fulfilment and external recognition, the company can foster an environment where employees feel empowered, recognized, and motivated, thereby propelling the organization toward sustained success and growth. Regular assessments and adaptations to these strategies will be pivotal to maintain alignment with evolving employee needs and organizational goals.
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