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[bookmark: _Hlk164680265]Abstract
This report presents a proposed performance management strategy to be implemented within a large retail business named SainCo a theoretical case study organisation comprising 2,000 employees across ten locations. The research endeavour to explore complexities of performance management, offering a comprehensive overview and a succinct summary of key findings and recommendations tailored for this company. 
In the introduction, the proposal outlines the current landscape of performance management in retail organizations, emphasizing the study's significance. Based on Total Quality Management together and Balance Scorecard with its KPI analytic metrics, the research will generate objectives and questions, establishing a strong foundation for the examination that follows. The main body is structured into five key segments:
Performance Management: Concepts and Approaches: This section defines Performance Management, discussing the chosen Adaptive Performance Management and Continuous Performance Management and appraisal forms such as line manager, self, peer, subordinate, customer, and 360-degree evaluations, to address both operational and measurement purposes of appraisals.
[bookmark: _Hlk155868475]Role of SHR in Performance Management: Here, the focus shifts to strategic Human Resource Management (HRM) and its influence on Performance Management. The Balanced Scorecard approach (BSC), formal and informal performance processes, Ulrich’s Three-Legged Stool Model, and influences of Scientific and Humanistic Management are explored.
[bookmark: _Hlk155868514]Key Theories in Performance Management: The proposal integrates renowned theories such as Maslow’s hierarchy of needs, Alderfer’s ERG theory, Herzberg’s Motivation-Hygiene Theory, Locke’s Goal–Setting Theory, and McGregor’s X&Y Theory, relating them to the case study company.
[bookmark: _Hlk155868555]Organizational and Employee Concerns: This segment addresses the role of line managers, SMART objectives, Equity Theory, Training and Development strategies, Managing Underperformance, Hofstede’s Cultural Model, and ethical principles in Performance Management.
[bookmark: _Hlk155868620]Employee Engagement and Involvement: It discusses motivation, McClelland’s Achievement Motivation Theory, Hackman and Oldman’s Job Characteristics Model, and key theories in process management, focusing on organizational citizenship behaviour and Individual Performance-Related Pay (IPRP).
The recommendations section presents practical, actionable strategies for both the short and long term, aimed at enhancing performance management within the organization.
In conclusion, the proposed strategy presents a comprehensive strategy for retail business performance management, aiming to optimize employee performance, align with organizational goals, to foster a culture of continuous improvement and engagement.
KEYWORDS: Performance Management, Key Theories, Organizational and Employee Concerns, Employee Engagement, IPRP, TQM.
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[bookmark: _Hlk155868874][bookmark: _Hlk164535514]I. Introduction

“Performance management has many different meanings, but in essence it is about improving performance” (Hutchinson, 2013, p.2), especially in a projected firm like SainCo, which employs 2,000 staff members over 10 different locations, as their CEO came to realize after attending ‘There’s more to Performance Management than appraising your employees’ conference, following it was acknowledged  the need to connect the objectives of the company with the skills, competences, and growth of the workers, that being the primary purpose of performance management.
[bookmark: _Hlk155787372]In the case of SainCo, a more efficient performance management would mean implementation of standardised performance measurements, that is to adopt  Adaptive Performance Management and Continuous Performance Management along with the Total Quality Management model, a model based on the concept of fostering a continuous learning culture of and growth as well as developing effective communication and monitoring; by following planning, doing, checking TQM stages it will accomplished an effective ‘performance  process management’ so much in demand by the highly competitive retail industry is to be reached the objective to improve employee engagement and customer happiness, leading ultimately to generate corporate success. 
In that regard, applying “Total Quality Management (TQM) is essential for business sustainability, customer satisfaction, and customer retention,” according to Ugwu (2023, p.353), therefore it can be concluded that, the establishment of unambiguous performance expectations, the routine assessment of employee performance, and the provision of feedback for the purpose of improvement are fundamental components of the above mentioned ‘performance process management.
To compete in the present economic climate, SainCo, a family-owned retail company with an authoritarian management style, must adopt performance management, as Shane (2010, p.6) states: “in the hands of autocratic managers it can be oppressive and cause more problems than it solves; it may constrain officer discretion; it has not been advanced as a learning instrument; and performance indicators are subject to measurement error”. 
A professional assessment of the company arbitrary style concluded that employee involvement and creativity, two things that are essential in the fast-paced retail industry of today, may have had previously hindered; as a result, a more open and collaborative performance management strategy is to be implemented that will facilitate constant feedback, employee empowerment, and skill development together with encouragement of employee innovation, flexibility, and personal responsibility that would boost organisational performance and comply with market expectations.
[bookmark: _Hlk155788239]“A simple definition of Performance Management is the translation of plans into results-execution” according to Cokins, (2009, pp.9). Understanding how current management practices affect employee morale and productivity, as well as identifying areas for improvement in line with modern business environments, could be important research objectives in developing a new performance management approach for SainCo. Possible study topics include: 
-What effects has the present authoritarian style had on staff performance and engagement? 
-Which performance management techniques may help SainCo's employees more closely match its objectives for competitiveness? 
-How can the business include methods for employee input to promote an inclusive work environment?
Examining these areas will provide the knowledge required to create a performance management plan that promotes creativity, effectiveness, and flexibility in a workforce dispersed over many sites.
	

II. Main Body

[bookmark: _Hlk155870879][bookmark: _Hlk155788845]1. Performance Management – What is involved?
Several crucial actions must be taken in order to bring SainCo, a historically family-run and autocratically managed retail company, into compliance with modern, competitive business standards while developing a new performance management method, as “evidence is now emerging to show that TQM does deliver improved performance when implemented effectively” (Taylor and Wright, 2003, p.109)
First and foremost, it requires a thorough examination of current management techniques and how they affect staff performance, the creation of a more open-minded and cooperative performance management structured strategy that prioritises goal-clarity, frequent feedback, and accomplishment acknowledgment comes next; it is also critical to integrate technology for effective tracking and assessment. Important elements of this transition include staff training programmes to help them adjust to the new system and ongoing evaluations to make sure the strategy is properly implemented to build up an increasing productivity across all SainCo's sites.

2. Performance Management: Concepts and Approaches. 
[bookmark: _Hlk155789206]Definition and Components of Performance Management, Concepts and Approaches:
As specified by DeNisi, and Pritchard, (2006, p.255) “Performance management is a broad set of activities aimed at improving employee performance”, and it can be considered an essential framework for maximising worker performance in line with organisational goals. Redesigning its performance management system is essential for SainCo moving from an authoritarian management style. 

The new to be proposed strategy based on Adaptive Performance Management and Continuous performance management approaches needs to include main elements as it follows:
- Goal Setting: aligned with Strategic Planning and Employee Involvement TQM component is to be used for establishing goals that are both clear and attainable, in line with SainCo's strategic objectives, as “strategic planning enables personnel to perform their daily tasks better” (Oschman, 2017, p.51) and making sure that every single one of the company's 2,000 staff members is aware of the part they play in the success of the business. 
[bookmark: _Hlk164620014]- Continuous Feedback and Communication and Effective Communication (TQM element): This entails holding frequent feedback sessions that are positive and developing open communication between management and personnel representing a shift from the authoritarian form of management approach towards Performance Management.
- Performance Appraisals and Recognition and Rewards: As Edirisooriya is stipulating in his research: “an organization needs to develop strategic reward system for employees in order to retain competent employees which result to obtain sustainable competitive advantage” (2014, p.112) by putting into practice evaluations that are both fair and consistent in order to evaluate the performance of employees, with an emphasis on development rather than just assessment.
[bookmark: _Hlk164623332]- Employee Development: Tailored training and development opportunities offered to individuals for their specific growth needs, enhancing their skills and fostering personal and professional growth, making use of Continual improvement: and Integrated systems (TQM elements):  as creative problem-solving and data analysis help firms improve results, while horizontal information and sharing positive workplace atmosphere led to product and customer satisfaction.
- Adaptability: Guaranteeing that the performance management system is adaptable enough to accommodate the constantly evolving retail industry, considering the various requirements of 10 different sites of the business; all that by considering all the same Factual decision-making, Process-Centred Thinking and Customer-Centred Attitude (TQM elements), to assess organisation effectiveness, performance data that is essential, therefore Total Quality Management requires continual collection and analysis of data for better decision-making processes, planning, and cooperation. Nevertheless, Total quality management prioritises processes, generating customer-facing outputs from internal and external inputs involves a process as a result, each process phase is established, and efficiency is monitored to identify unintended deviance. 
With reference to the above it can be concluded that, “the level of quality provided by a company is determined by the customer. A company can retrain the employees, focus on a top-quality design and embrace all forms of technology, but the customer will always determine whether the adjustments are worthwhile” (Indeed Editorial Team, 2022). 
This comprehensive strategy seeks to develop a workplace at SainCo that is more inclusive, engaging, and performance oriented; such an environment is of the outmost importance for successfully competing in the fast-paced business world of today.

Performance appraisal, definition forms and purpose (line manager, self, peer, subordinate, customer, 360-degree):
- “Performance appraisal has been defined as the process of identifying, evaluating and developing the work performance of employees in the organization” (Eisalou,2014, pp.9)

SainCo's performance management strategy incorporates various assessment forms for comprehensive evaluation, line manager assessment provides a top-down view, while self-appraisal empowers employees is considering accomplishments and growth opportunities. Peer evaluation, subordinate assessment can provide insights into leadership effectiveness, but client appraisals provide insights into evaluating the quality of services provided in retail. Consequently, customer feedback can be obtained via client appraisals and in the end, the 360-degree assessment integrates all these viewpoints to provide a comprehensive picture of a worker's performance, which is essential for SainCo's development. 

[bookmark: _Hlk155828519]Purposes of performance appraisals:
- SainCo, retail company case study of this research, will have to integrate operational and measurement assessments to improve employee performance as operational assessments will assess daily job performance, while measurement assessments are evaluating performance against predetermined criteria. Lawler III, Benson, and McDermott (2012), in their research suggests “that performance management systems can be effective if they are designed and executed correctly.” This will align employee performance with company objectives, enhancing productivity and competitiveness in the evolving business environment.

[bookmark: _Hlk155829249]Issues in performance management (corporate vs. individual):
- SainCo, a family-run retail company transitioning from authoritarian to participatory management, will face challenges in implementing a new performance management strategy due to a potential mismatch between performance measurements and company’s objectives.
- The company is to adopt a strategic approach that aligns individual goals with corporate objectives, encourages constructive feedback, and provides ample personal development opportunities to maintain competitiveness in the ever-evolving business environment. This will help overcome issues like inconsistent feedback and inadequate recognition.
It can be concluded “that a poor performance appraisal experience had a negative effect on employees’ perceptions and attitudes” as Lina et al (2013, quoted in Amstrong, 2021, p.58) stated in their study.


3. Role of SHR in Performance Management
[bookmark: _Hlk155830401]Strategic HRM and its impact on performance management:
Stanton and Nankervis (2011) mentioned in their research study article that “strategic human resource management (SHRM) theory is predicated on the assumption that effective human resource management (HRM) processes have the capacity to contribute significantly to organizational effectiveness, expressed in terms of productivity, flexibility, effectiveness, efficiency, return on investment, competitiveness, and ultimately, profitability”.
In that regard, a key component in developing SainCo's new performance management strategy is strategic HRM that changes the conventional authoritarian method into a more dynamic, inclusive framework by coordinating human resource policies with SainCo's larger objectives. 
In conclusion, encouraging a culture of continuous development, employee empowerment, and coordinating personal goals with organisational objectives, may provide a good effect of the proposed Performance Management strategy; SainCo's employees will benefit greatly by increasing employee engagement and productivity that helps the company remain competitive in the contemporary business world.

[bookmark: _Hlk155830869]Balanced Scorecard approach: “The Balance Scorecard is a conceptual framework for translating an organisation strategic objective into a set of performance indicators distributed among four perspectives Financial, Customers, Internal Businesses Processes and Learning & Growth”, as was enunciated in their book by Procurement Executive Association (2012, p.9)
SainCo's new performance management strategy incorporates the Balanced Scorecard technique as a complete tool to replace its old, authoritarian methodology, this approach strikes a balance between financial and non-financial metrics from four main angles: learning and development, internal company operations, customers, and finances. SainCo will benefit greatly from this comprehensive approach, which allows it to better integrate company operations with its vision and strategy, improve internal and external communications, and track organisational performance against strategic objectives.

The Strategy Map approach: Is an architecture that is both rational and thorough, and it is used for illustrating The Balance Scorecard conceptual framework, in that respect, “Organizations build strategy maps from the top down, starting with the destination and then charting the routes that lead there. Corporate executives first review their mission statement, why their company exists, and core values, what their company believes in. From that information, they develop their strategic vision, what their company wants to become.” (Kaplan, and Norton, 2001)
By converting their strategy for performance management into the rational format of a strategy map and Balanced Scorecard, SainCo gives all of its employees and organisational units a consistent, easy to understand perspective.

[bookmark: _Hlk155831321]Formal and Informal Performance processes:
“Formal feedback typically takes the form of scheduled meetings or reviews, such as annual performance evaluations. These evaluations use a standardized process and provide structured feedback on an employee's performance over a specific period, … Informal feedback, on the other hand, is more spontaneous and may occur at any time. Informal feedback can be verbal or written, positive or negative, and often focuses on behaviour or specific incidents.” (On Demand Journalism, 2023)
Above statement being considered, Integrating Formal and Informal Methods integrating is essential when updating SainCo's performance management strategy; formal procedures like goal-setting and systematic assessments provide responsibility and defined standards. 
Informal procedures, such regular check-ins and continuous feedback, encourage a more transparent and interactive atmosphere by dismantling the boundaries associated with the initial authoritarian approach. This combination will lead to ongoing performance evaluation and improvement, which is essential for adjusting to the competitive retail industry environment and raising general productivity and morale inside the company.

[bookmark: _Hlk155831812]Ulrich’s three-legged stool model:
Ulrich's three-legged stool model can be used as a key component of SainCo's performance management revamp, helping the company move away from its authoritarian past, according to the model HR can be divided into three separate responsibilities: change champion, employee advocate, and strategic partner. Hutchinson (2013, p.45) in her research asserts that “The model promises improved service efficiency and consistency, reduced costs, and an increased business focus and affords the HR function a more strategic role, thus enhancing its value.” By using this methodology, SainCo will be able to manage change ac, provide a supportive work environment and match HR strategies with business goals. 
[bookmark: _Hlk155832170]

[bookmark: _Hlk155871171]4. Key Theories aspects in Performance Management
SMART Objectives Theory: Mullins in her research stated that “clearly defined and agreed objectives are the first stage in the design of organisation structure and help facilitate systems of interaction and communication between different parts of the organisation.” (2019, p.612)
When applied to SainCo, a conventional family-run retail company, SMART objectives highlight the creation of precise, measurable, attainable, pertinent, and time-bound goals, moving away from an authoritarian management style, may need to improve its competitiveness by coordinating organizational and employee goals for increasing, productivity and development.

Maslow’s Hierarchy of Needs: Abraham Maslow's needs hierarchy theory, which was established in late 1943 and refined in 1954, is setting up “a hierarchy of five levels of basic needs. Beyond these needs, higher levels of needs exist. These include needs for understanding, aesthetic appreciation and purely spiritual needs. In the levels of the five basic needs, the person does not feel the second need until the demands of the first have been satisfied or the third until the second has been satisfied, and so on.” (Simons, Irwin, and Drinnien,1987) The theory basic needs enumerated are Physiological Needs, Safety Needs, Needs of Love/Affection and Belongingness, Needs for Esteem and Needs for Self-Actualization 

  Maslow's hierarchy of needs illustration:
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In that regard, Maslow's hierarchy of needs as above illustrated, helps explain staff motivation and performance management in SainCo, a retail firm undergoing transition, as the company endeavours to change its strategy to succeed in today's competitive business climate; that is to address specific physiological requirements like fair pay and work security, even so SainCo's authoritarian management may have at first prioritised these needs.        To properly evolve in terms of performance management the company may consider connecting to higher-level of needs like belonging and respect that must as well be met during the change, as well as encouraging cooperation, recognise individual efforts, and promote open communication to increase employee confidence, self-esteem and belonging, to boost morale and motivation, to foster a secure and supportive workplace at its 10 sites.

Finally, SainCo's performance management plan should include self-actualization requirements for personal and professional progress, according to a number of researchers, an engaged and competitive workforce may be achieved by encouraging skill development, career growth, and employee goals.
[bookmark: _Hlk155856319]To conclude, SainCo can empower its 2,000 employees to attain their full potential, improve work happiness, and become more competitive in today's changing business world by connecting Maslow's hierarchy of needs with performance management.

Alderfer’s ERG theory: Alderfer suggested according to Hutchinson (2013, p.57) a “hierarchical ordering (from existence to relatedness to growth) but suggested that these needs or levels are viewed more as a continuum than as discrete categories. He proposed that people could move around the hierarchy and that more than one need can be activated at any one time. He also argued that as well as progressing up the hierarchy, an individual might move down.”
This performance management paradigm applies to SainCo, when progressing from strict hierarchy to a more dynamic, employee-centric model by prioritising these psychological and material needs through motivating to boost productivity.

[bookmark: _Hlk155857085]Herzberg’s motivation-hygiene theory: Endeavours to “explore what motivates sales personnel in the retail industry, and explores their level of job satisfaction, using Herzberg's motivation-hygiene factor theory. Senior managers may benefit from the results of this research because they could alter their reward system to better motivate their staff, which could lead to higher job satisfaction and better performance.” (Tan and Waheed,2011, p.75)
For SainCo, Herzberg's motivation-hygiene theory is essential, the company may handle hygienic elements like working environment and business regulations while identifying and improving motivators like accomplishment and recognition by implementing Herzberg's concepts; this well-rounded approach is essential to transforming SainCo from an authoritarian to a more welcoming and inspiring work environment.

Expectancy theory: In their study Vroom (1964) and Robins (1993) quoted in Suciu, Mortan and Lazăr, (2013) are stating that “essentially, the expectancy theory argues that the strength of a tendency to act in a certain way depends on the strength of an expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individual. As a consequence, behaviour could be oriented towards anticipated and individualized goals. Vroom’s theory states that the ‘choices made by a person among alternative courses of action are lawfully related to psychological events occurring contemporaneously with the behaviour.” In that view it can be said that employees are motivated when they think their efforts will pay off, SainCo may use this theory to define routes to desired results and ensure staff understand how their activities contribute to personal and organisational goals.

Locke’s goal–setting theory: Torrington in his work (Torrington, 2014, p.198) argued that “clarity of goals is key in enabling the employee to understand what is expected and the order of priorities. In additions goals themselves are seen to provide motivation. This is based on goal-setting theory originally developed by Loke (1968) and further developed with practical applicability (Loke and Latham, 1990).” 
Related to that, goal-setting philosophy, which emphasises the need of precise, demanding, and well-defined objectives, provides insightful guidance for SainCo, an autocratically rooted  family business, putting this theory into practice, lead to creating objectives that are precise, maybe difficult, but doable; as that is, a critical requirement to compete in the contemporary business environment, aligning these goals with the individual and team objectives.

[bookmark: _Hlk155862286]5. Employee Engagement and Involvement
[bookmark: _Hlk155857832]McGregor X&Y-theory:
This thesis is stressing “the importance of recognizing the needs of both the organization and the individual and creating conditions that would reconcile these needs so that members of the organization could work together for its success and share in its rewards” (Armstrong, M. (2011, p.14); it explains performance management in a family-owned company like SainCo, the X's theory command-and-control paradigm may hinder innovation and progress on the other hand Y theory is to  transition by acknowledging  workers as assets, encouraging engagement, and creating a collaborative workplace. Theory Y ideas can help SainCo by encouraging engagement, creating a collaborative workplace to thrive in the changing business world by empowering their employees.

[bookmark: _Hlk155862231]Motivation (extrinsic and intrinsic) theory:
Singh, R. (2016) stated in his research that “A brief review of the management literature on motivation reveals that employees are motivated by a combination of factors including, but not limited to, employees’ thoughts, feelings, and beliefs besides interplay of numerous social factors at the workplace. The presence of intrinsic motivators outweighs the lack of extrinsic ones, and researchers largely discredit the effectiveness of extrinsic motivators. While it may seem like extrinsic motivation does not have as much of a place in an organization as intrinsic motivation.” 
SainCo, family-owned retail company has to use intrinsic and extrinsic motivation to increase workers engagement, which employs all their people across all locations a moving away from an autocratic management style, now in need to place an emphasis on internal and external motivators. To prevail in the ever-changing retail industry, a balanced strategy that cultivate employee engagement and dedication is essential, to aligns with current business methods.
[bookmark: _Hlk155862586]McClelland’s achievement motivation theory:
This theory (developed by David McClelland ) identifies three different needs that can act to motivate people in the workplace:  the need for achievement that is the drive to excel and succeed and to improve upon set standards and past performance, the need for power that is the desire to influence and control others and the need for affiliation that is the desire to be accepted and liked by others. Each person has within them a different balance of needs, and it is important to get the correct fit between the needs...” (Heery and Noon, 2017)
To increase employee engagement, SainCo, a conventional retail company, may need to use McClelland's accomplishment motivation theory, this management style, which departs from authoritarian control, acknowledges employees' needs for authority, success, and connection; addressing the underlying motivations of its 2,000 workers at 10 different sites, SainCo will lead to creating a motivated and cooperative culture—a crucial component of competitive success in today's business environment.
 
[bookmark: _Hlk155862881]Hackman and Oldman’s job characteristics model:
“Hackman and Oldham’s theory it also recognises individual differences. The model proposes five specific job characteristics which can satisfy employees’ intrinsic needs and promote motivation and performance: skill variety, task identity, task significance, autonomy and feedback.
These characteristics promote/trigger three ‘critical psychological states’ – experienced meaningfulness, experienced responsibility, and knowledge of results – which collectively influence motivation, job satisfaction and work performance”. (Hutchinson,2013, p.60)
Hackman and Oldman's job characteristics model will need to be used by SainCo in the demanded performance management strategy, to improve employee engagement, this strategy focuses on redesigning work to provide its 2,000 employees across 10 sites autonomy, feedback, skill variation, task identity, and task importance; in that regard a sense of ownership and fulfilment will be generated, which is essential for prospering in the current corporate climate.
Organizational citizenship behaviour (OCB):
For SainCo now is important to promote Organisational Citizenship Behaviour (OCB) to increase employee engagement; Baikal (2018, p.184) hypothesis that “happiness at work includes three levels of attitude consisting of evaluation of the characteristics of the work, the significance of the work and positive emotions about the work. Therefore, happiness at work is considered to be the precursor of positive behaviours,” hence that, fostering OCB entails encouraging behaviours outside official jobs, such initiative and cooperation, that will help developing a cohesive, supportive atmosphere of engagement and involvement to increase overall performance.

[bookmark: _Hlk155858768]6. Organizational and Employee Concerns
[bookmark: _Hlk155858735]Role of Line Manager and leadership behaviours: “However well designed, the effectiveness of a performance management system ultimately depends on the commitment and skills of line managers,” (Armstrong,202, p.65). In this context, the Line Managers are essential in bridging the gap between corporate objectives and employee requirements at the traditional, family-run company SainCo, which has an authoritarian past. Among its 2,000 employees, their leadership behaviours, which they are due to change from directive to collaborative, are essential for resolving issues and creating a competitive advantage, which is essential for SainCo's transition in the fast-paced retail industry.
[bookmark: _Hlk155861139]
Training, Learning, Development (TLD) strategies: “Training, learning and development tend. to be regarded as central to the success of every organization and the nation.” (Gold and
[bookmark: _Hlk165472950]Smith, 2003)
To empower its 2,000 employees, spread over 10 sites, SainCo, a family-run retail company, is implementing Training, Learning, and Development (TLD) initiatives these tactics, which are essential for boosting competitiveness and coordinating staff development with organisational objectives in the fast-paced business environment, centre on upskilling, adjusting to contemporary retail trends, and cultivating a culture of continuous learning.

[bookmark: _Hlk155861344]Managing underperformance and Hofstede’s cultural model: A more familiar delineation of this cultural model according to Hofstede (2001) as quoted in Brooks, I. (2018, p.11) is defined by “the set of values, beliefs, norms and behaviours commonly found within a population or nation,” as within any culture it is a range of such values, beliefs,” that we must beware of cultural stereotyping”.
Using Hofstede's cultural theory, SainCo can better manage underperformance among its many locations as this method is addressing cultural aspects of performance management, which is important when moving away from the initial authoritarian approach. To successfully address underperformance and establish a productive, inclusive workplace that is in line with contemporary competitive business practices, SainCo must understand, and respect varied cultural values and norms.

[bookmark: _Hlk155864498]Individual Performance-Related Pay (IPRP): “This type of approach encompasses a diverse range of reward practices, ranging from piecework to individual performance-related pay (merit pay) to stock options for senior executives. It can also include the more intrinsic or ‘psychological’ rewards and can reward individual or collective behaviour. These different forms of reward vary in their power to bring about the desired outcomes (Prendergast, 1999, cited in Hutchinson, S. 2013, p.168), 
As it moves away from being an authoritarian family-run company, SainCo may also think about introducing Individual Performance-Related Pay (IPRP) to address employees’ concerns; financial incentives based on individual performance can therefore be considered an effective method that aligns individual achievement with organisational objectives, cultivating a performance-driven mutual trust culture that is necessary to prosper in the competitive retail industry.

[bookmark: _Hlk165467310]Equity Theory and Ethical principles in performance management: The Equity Theory emphasises workplace fairness, “Guiding principle should incorporate or be influenced by general beliefs about fairness, equity, consistency and transparency” (Amstrong, 2011, p.263), in that view SainCo needs to be able to engage and encourage employees, connect organisational and employee goals, developing a fair workplace where employees feel respected and treated equally; this is crucial in a varied, multi-location workforce since injustice can cause unhappiness and lower performance.
[bookmark: _Hlk164974624]To comply with Business ethics and procedures norms SainCo has to consider to adhere to “Ethical Trading Initiative (ETI) that is a UK-based organization, founded in 1998, which promotes good working conditions and respect for workers’ rights around the globe,” the “businesses that are members of ETI sign up to a code of practice, known as the ETI Base Code,”( Heery and Noon, 2017).
In that regard the company will prioritise as imperative that ethical values are to be integrated into their performance management strategy and endeavours to evaluate employee performance with an emphasis on fairness, openness, and respect, a departure from its previous authoritarian approach. In today's competitive corporate world, building trust and motivation is crucial, and this ethical approach is critical to be performed as such.

[bookmark: _Hlk155865056]7. Recommendations: Short-term strategies/Long-term strategies
“Most managers front-load their implementation worksheets with short-term targets; a natural tendency, as the future is fraught with uncertainty. Healthy implementation plans balance the short with the longer term and strive to portray the full arc of the implementation process.” (Allio, 2005)
[bookmark: _Hlk155865168]Short-term strategies for enhancing performance management:
It is suggested that SainCo use real-time feedback tools to improve performance management in the near term by enabling timely communication and modifications, programmes for quick, focused training are to be implemented to fill in any current skill shortages. 
Rewarding team accomplishments may encourage cooperation, which is essential while stepping away from authoritarian methods, furthermore, encouraging individual efforts with non-cash prizes might improve morale; these flexible and quick-to-implement techniques are essential to SainCo's instant performance improvement and competitive advantage in the retail industry.

[bookmark: _Hlk155865536]Long-term strategic performance management recommendations:
SainCo should follow a thorough performance management system that is in line with its changing objectives, to achieve long-term strategic performance management; by focusing on programmes for continuous learning and development the employees will be able as well to meet the challenges and the expectation of the market. 
In that respect, promoting a collaborative leadership approach together with clearly defined career pathways will develop employee dedication, creativity, and initiative, that can improve employee motivation and retention; nevertheless, it is as well essential for SainCo to integrate technology for data-driven decision-making in order to maintain its competitiveness and development in the retail sector.


III. Conclusion

[bookmark: _Hlk155866124]Summary of key findings: 
SainCo must evolve from its authoritarian roots to a more dynamic, competitive position, the main findings indicate the necessity to transition towards a more participatory management approach that promotes an environment of open communication and employee involvement. This may be accomplished by implementing regular, constructive feedback channels and a transparent, equitable, and goal-aligned performance evaluation system for employees.

It can be argued as well that training and development plans for both staff and the business are crucial for improving skills and cultivating flexibility, related to that Ahmad, Ahmad, and Asghar, affirm in their research article (2014, p.39) that “training and development is very important for every business. Training and Development should be involved in the strategies of the business. And with the use of this strategy the employee working activities and business qualities will increase. “ 

By directly connecting employees' accomplishments to incentives, Individual Performance-Related Pay (IPRP) may be used to motivate employees; furthermore, stressing Organisational Citizenship Behaviour (OCB) can motivate staff members to go above and beyond the call of duty, promoting a feeling of dedication and belonging.
Technology integration for effective performance data tracking and analysis will provide useful insights for ongoing development, these all-encompassing tactics are essential for SainCo's development of its performance management methodology, which is required to succeed in the quickly expanding retail industry.

[bookmark: _Hlk155866961][bookmark: _Hlk155866931]Reflection on the research objectives and questions:
It is clear from considering the study questions and goals related to SainCo's required appraisal that, a set of policies with their implementation procedures along with a clear Performance Management Strategic Plan are to be made in order better to meet the expectation of the present competitive business climate; hence that, converting SainCo's autocratic management style into a more inclusive, performance-driven one that would operate for a sizable staff dispersed across several sites.

The present study observed the critical components of employee growth, motivation, and engagement, the combination of ideas like equity theory, goal-setting theory, and expectation theory brought attention to how important it is to match employee ambitions with the company objectives; furthermore, is to apply OCB five dimensions: Altruism, Courtesy, Conscientiousness, Civic Virtue, Sportsmanship and IPRP to highlight the importance of rewarding efforts that go above and beyond the call of duty. 
Considering the above mentioned designing a High-Performance Work set of practices “involving lean management, teamworking, flexible working practices, workplace redesign and employee involvement were most commonly associated with increased company productivity, improved service quality, and, to a lesser extent, reduced customer complaints” according to Cox, Rickard and Tamkin research project report (2012, p.71)

Consequently, a comprehensive strategy is needed for SainCo's transformation, in addition to reorganising performance management methods, it entails fostering a culture that prioritises ongoing education, staff engagement, and a move towards a more democratic leadership approach; for SainCo to successfully improve its performance management and maintain its competitiveness in the changing retail market, these adjustments are needed.

[bookmark: _Hlk155867509]Implications for practice:
Given that SainCo's performance management method has evolved from a classic, authoritarian style to one that works in the contemporary corporate climate, the implications for practice are profound; first and foremost, SainCo is required to adopt a participatory management approach that values staff involvement in decision-making.  To achieve that a set of internal policies and implementing mechanisms are to be elaborated, this change will improve worker ownership and involvement, which is important in a big, varied workforce.

SainCo will be able to make wise judgements and efficiently monitor its growth, as it is acknowledged by Pugna, Dutescu and Stanila (2018), in their research that: “New information technologies change the way we perceive management and business models. Cloud computing, Big Data, high-performance computing and powerful analytics are material drivers to performance improvement and strategic development scenarios.  Business intelligence and Business Analytics are transforming the paradigms companies are using to define their strategy and to analyse their performance, both for management and integrated financial reporting scope”.
That is essential for SainCo to cultivate a culture that emphasises innovation, adaptation, constant progress to improve its performance management and get a competitive edge and long-term growth in the retail industry.
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