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1. INTRODUCTION
SainCo is a reputable retail company comprising of two thousand personnel working in over ten places. Competition in the retail landscape has brought about the necessity for the company to adopt a new strategy due to its traditional, family-run structure that embraces the top-down and authoritarian management method. 
SainCo has acknowledged the need of implementing contemporary performance management principles and techniques in response to the need for modernization and greater competitiveness. The CEO of the company is devoted to improving performance management and has asked our consulting firm for advice on a new method that is in line with the current business climate and the company's goals.
Performance management is a continuous process that entails giving employees regular feedback and ensuring that their performance matches with the organization's core objectives. It entails continual assessment, feedback, and contact between management and employees in order to achieve corporate goals. SainCo's new performance management strategy should prioritize employee engagement, clear performance goals, and the implementation of a comprehensive methodology for performance improvement and employee development. This strategy will also seek to address the authoritarian management style by encouraging employee participation and engagement, eventually contributing to the company's goal of modernization and greater competitiveness.
In the next report, we will define and suggest a new performance management strategy for SainCo based on the company’s unique challenges and requirements, while also being in line with the modern business landscape and the overall objectives of the company.
This report discusses the critical areas of performance management, organizational and employee problems, employee engagement and/ involvement, as well as recommendations for the short and long term. Performance management is a systematic process that includes planning work, defining expectations, monitoring performance, and growing performance capacity, all of which leads to periodic grading and rewarding of excellent performance. The importance of aligning performance management with organizational objectives, creating clear expectations, delivering quality feedback, and encouraging cross-organizational alignment on targets and objectives to accomplish the company's goals will be discussed in this paper. It will also investigate the significance of continual evaluation, feedback, and employee participation in the performance management process. 
The recommendations in this report are intended to address the issues of SainCo, a conventional retail company, and to provide real ways to improve its performance management strategy in an ever-changing business market.
2. PERFORMANCE MANAGEMENT
The term "Performance Management" refers to the effort to maximize the value that people 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 behaviors that should be treated as a whole. 
There is no universal definition of performance management, but it covers tasks such as:
 • Establishing objectives for people and teams to recognize their role in the organization's mission and strategy; and
 • Improving performance among employees, teams, and, ultimately, organizations.
• Hold individuals accountable for their performance by tying it to rewards, career advancement, and contract termination.
At its finest, performance management focuses on two-way communication and providing regular, transparent, and supportive feedback on progress toward goals. It combines numerous ideas that enable effective people management, including as learning and development, performance assessment, and organizational growth. (cipd.org/uk)

2.1 DEFINITION OF PERFORMANCE MANAGEMENT
"Performance management is defined as the continuous process of identifying, measuring, and developing the performance of individuals and teams and aligning performance with the strategic goals of the organization”(Aguinis, 2013).
“Performance management as a strategic and integrated approach to delivering successful results in organizations. They explore practical aspects and strategies for effective implementation”( Armstrong and Baron).
The process of synchronizing individual and corporate goals, offering feedback, and supporting employee growth is referred to as performance management. The materials described above help to deepen one's understanding of performance management from both a practical and academic standpoint.

2.2 PERFORMANCE MANAGEMENT PROCESS
The performance management process, or cycle, is a set of five key actions. These actions are essential for the assessment of the employees performance.(spiceworks.com)
· PLANNING
This step comprises creating goals for employees and conveying those goals to them. While these objectives should be included in the job description to attract qualified candidates, they should be reiterated after the individual is hired. Depending on your organization's performance management approach, you may choose to give a percentage to each of these goals in order to evaluate their success./

· MONITORING
Managers must monitor employees' progress toward the goal throughout this period. And that’s where continuous performance management comes in. We can track your team's performance in real time and change and correct course as needed with the proper performance management software.



· DEVELOPING 
This phase involves leveraging the information from the monitoring phase to improve employee performance. To improve performance or maintain excellence, you may need to provide refresher courses, assign an assignment that improves employee knowledge and performance on-the-job, or redirect the course of employee development.
· RATING
Each employee's performance must be evaluated on a regular basis, as well as at the time of the performance evaluation. Ratings are critical for determining the level of employee performance and implementing appropriate improvements. These ratings can be provided by both peers and management for 360-degree feedback.
· REWARDING
Recognizing and rewarding excellent performance is critical to the performance management process and an important component of employee engagement. This opens a new window. You may accomplish this with a simple thank you, social recognition, or a full-fledged employee incentives program that acknowledges and promotes good performance in the firm on a regular basis.
3. PERFORMANCE MANAGEMENT IN SMALL ORGANIZATION
Performance management is critical in small businesses for optimizing employee potential and achieving corporate success. Small firms, unlike huge organizations, may have limited resources and may emphasize activities such as product development and sales above investing in their people. However, in order to retain talent and boost productivity, small businesses must engage and encourage their staff through effective performance management systems.
Small firms may benefit from performance management systems by ensuring that everyone is working toward the same goals and measuring progress to minimize deviations that waste time and money. Furthermore, the fast-paced and dynamic work environment of small enterprises can make it difficult for managers to deliver consistent and useful feedback. Addressing this difficulty, a performance management system may make the process of delivering feedback less time-consuming and more methodical.
In addition, small firms may use technology-driven solutions, such as performance management software, to supplement their day-to-day operations and overcome resource constraints. These software solutions help improve workflow efficiency, employee engagement, and productivity.
4. PERFORMANCE MANAGEMENT IN LARGE ORGANISATION
In big companies, performance management is a vital process that entails identifying, measuring, and developing the performance of individuals and workgroups, as well as aligning this performance with the organization's strategic goals. Unlike typical annual performance reviews, which are generally viewed as static pictures, it is a constant and continuing process.
Large enterprises' performance management systems (PMS) may differ dramatically from those of small and medium-sized businesses. Large firms frequently need to unify their performance management systems across multiple functional units, geographic regions, and nationalities of workers. This standardization provides for more consistent performance evaluation across the company. Traditional performance reviews, on the other hand, have been criticized for prioritizing individual accountability for previous results, which might stymie long-term competitiveness. To address this, many firms are shifting toward less formal, more frequent feedback that is more in line with the natural cycle of work.  This transition is motivated by genuine business demands and is not only a passing fad. It is vital to remember that top-level support is required for this transition to be effective.
Collaboration should be encouraged rather than undermined by performance management systems. Traditional systems frequently include scorecards, which encourage managers and staff to focus on a limited, short-term perspective of performance, undermining cooperation. To address this, some firms have implemented a four-part performance scorecard, which provides common goals based on strategic aims while still holding people accountable for individual accomplishments.
5. PERFORMANCE APPRAISAL
Performance appraisal systems (PA) are one of HRM’s unique functions. It is used to evaluate the performance of employees based on a set of criteria (DeNisi & Murphy, 2017). In particular, it is used to evaluate employee work with the aim of identifying and improving employee performance by identifying individual strengths and vulnerabilities (Daley, 1992). It is widely regarded as one of HR’s most effective tools (Murphy & Cleveland 1995).
5.1 PURPOSE OF PERFORMANCE APPRAISAL
Performance assessments can be utilized for a variety of, often competing, goals both inside and between companies (Meyer et al., 1965). Different appraisal motivations may result in conflicting goals (Brumback, 1988), as empirically confirmed by Cleveland et al. (1989), who first classified four potential uses of performance appraisal systems across organizations: between-individual comparisons, within-individual comparisons, system maintenance, and documentation. Scholars have proposed a separation between the evaluative function and the developmental use of PA systems based on this classification (Boswell & Boudreau, 2002). The first relates to the use of performance assessments for compensation, merit raises, and promotions (Boswell & Boudreau, 2000; Ostroff, 1993), whereas the latter emphasizes developmental and feedback tasks such as identifying individual strengths, shortcomings, and training requirements. Subsequent study has supported the primary differentiation for PA systems between administrative/between-individuals and developmental/within-individuals goals (DeNisi & Murphy, 2017), which has also been applied to public sector research (e.g., Abu-Doleh & Weir, 2007; Ikramullah et al., 2012).
5.2 BEST PRACTICES IN PERFORMANCE APPRAISAL
· FREQUENT FEEDBACK: A frequent feedback system is a sort of performance evaluation in which an employee's performance is examined and checked on a regular basis. It simply implies that performance appraisals are not done on an annual basis, but rather monthly or quarterly.  Adobe has discontinued its yearly performance appraisals in favor of a regular feedback method that allows it to stay in contact with its workers and their performance, therefore increasing organizational effectiveness. Accenture, too, made regular feedback and interactions the centerpiece of their new performance review process.  The emphasis has changed from performance evaluation to performance development.(2016, performance-management-trends)

· 360 DEGREE FEEDBACK SYSTEM: 360 degree feedback is a way of performance appraisal in which an employee's coworkers, supervisors, subordinates, and team members can evaluate him or her based on certain established criteria. By using this strategy, the HR Manager may evaluate his or her staff based on the evaluations of other members and outsiders to the organization.

· PERFORMANCE REVIEW APP: With the rapid and continual advancement of technology, apps have become the most popular source of technology for any activity.  Performance review app refers to a personalized app of a company where the performance of an employee is posted and the employee is given access to it so that he or she can check the basis on which he or she is being evaluated and also see how his or her peers have evaluated him or her. The employee may also assess his or her progress in relation to the specified goals and determine whether or not he or she is capable of achieving them.

· EMPLOYEE GOAL SETTING: Employee goal setting is a performance appraisal approach wherein new hires are prompted to outline their objectives upon joining a company. The employee's performance manager holds discussions to monitor their performance, and if any deviations from the set goals are detected, the manager conducts one-on-one sessions. It is the responsibility of the performance manager to identify the reasons for deviations and assist the employee in returning to the path of achieving the established goals.
Annually, IBM follows a similar process by asking its employees to set goals in January. Performance managers then assess their progress and achievements mid-year, intervening to guide them back on course if any deviations are identified. In December, employees receive a report evaluating the extent to which they have achieved their initial goals, with a detailed analysis of their performance. This approach is part of IBM's employee performance reviews.

· PERFORMANCE PLANNING: Performance planning is a strategy in which a corporation establishes some criteria based on its needs and expects its staff to work in accordance with those standards.  This performance review technique is diametrically opposed to Employee Goal Setting, although research demonstrates that it is also extremely successful.
5.3 ADVANTAGES AND DISADVANTAGES OF PERFORMANCE APPRAISAL
ADVANTAGES
· They give a record of employee performance over a certain time period.
· They provide an opportunity for management to have a face-to-face meeting with an employee to review their performance..
· They provide a management the opportunity to provide feedback on an employee's performance and evaluate how successfully the employee's goals were met.
· They offer a systematic method for employees to define expectations and share problems with their managers.
· They give a framework for thinking about and preparing the following year, as well as setting personnel goals.
· They can encourage personnel if they are backed up by a robust merit rise and reward structure.

DISADVANTAGES
· They can create a stressful situation if not handled properly.

· Performance reviews are time-consuming and can be intimidating for managers with multiple employees.
· They are dependent on human evaluation and are susceptible to rater mistakes and biases.
· If not done correctly, it might be a waste of time.
· They may make the situation extremely stressful for everyone concerned.
Finally, performance assessments are only as good as the performance management system within which they are implemented. Organizations that do performance reviews just for the purpose of conducting them are wasting their time.
Organizations that include performance assessments into a complete performance management system and utilize them to achieve business goals, on the other hand, have a competitive edge in meeting their objectives and, ultimately, their strategic plan.
6. ORGANIZATIONAL CONCERNS OF SAIN CO.
The organizational concerns of sain co. related to its strategies may include the following points:
· CULTURAL SHIFT: Concerns may exist concerning the effective adoption of a more collaborative and empowered work environment, particularly in a corporation with a long history of authoritarian administration. Employees and management may be concerned about how they will adjust to this cultural transformation.

· SKILLS AND KNOWLEDGE GAP: When a new performance management strategy is implemented, it may show skill and knowledge gaps among managers and employees. The business may be concerned about its workforce's readiness to adapt to the new strategy, as well as the possible need for expensive training and development programs.

· CHANGE MANAGEMENT: SainCo may be worried about managing the change process properly, including communication, staff participation, and dealing with any opposition. Change management is critical for ensuring a seamless transition and minimizing disruptions to day-to-day activities.

· PERFORMANCE MEASUREMENT AND EVALUATION: Concerns may exist within the business about generating relevant performance measurements and properly analyzing the effectiveness of the new performance management strategy. It is critical for the success of the transition to ensure that the chosen metrics appropriately represent employee engagement, productivity, and organizational performance.

· ALIGNMENT OF INDIVIDUAL AND ORGANIZATIONAL GOALS: Concerns may arise over the effectiveness of matching individual performance goals with the company's strategic objectives. To ensure that every employee's activities contribute to SainCo's overall success, consistent communication and a common knowledge of the organization's goals are required at all levels.
Addressing these issues through clear communication, change management techniques, training programs, and employee participation in the transition process will be critical for SainCo to effectively execute its new performance management method and accomplish its strategic goals.
7. EMPLOYEE CONCERNS OF SAIN CO.
The employees concerns of sainco. may include the following points.
· CLARITY AND CONSISTENCY IN EXPECTATIONS: Employees may be concerned about the clarity and consistency of their line supervisors' expectations. They may be concerned about how their performance will be evaluated and what is expected of them under the new performance management method.
· FAIRNESS AND BIAS: Concerns may be raised concerning the fairness and potential bias in measuring individual and group performance. Employees may be concerned about subjectivity, partiality, or a lack of openness in the performance rating process.
· IMPACT ON RECOGNITION AND REWARDS: Employees may be worried about how recognition and awards will be tied to individual and collective achievement. They may be concerned about the fairness of reward distribution and if their efforts will be properly recognized.
· SUPPORT AND DEVELOPMENT: Employees may be concerned about their line supervisors' support and growth possibilities. They may be concerned about obtaining constructive feedback, improvement recommendations, and chances for skill development under the new performance management system.
· TEAM DYNAMICS: Concerns about the influence of individual performance measurement on team chemistry may arise. Employees may be concerned about potential conflict or competitiveness within teams if individual success is prioritized over group achievements.
Addressing these concerns through clear communication, line manager training, transparent performance measurement criteria, and a focus on fairness and development can help alleviate employee concerns and facilitate a smoother transition to SainCo's new performance management approach.
8. EMPLOYEE ENGAGEMENT
Employee engagement refers to the level of enthusiasm and dedication that an employee has towards their job. Engaged employees are not only concerned about their own performance, but also about the overall success of the company. They believe that their efforts contribute to the organization's goals and outcomes. Unlike those who are solely motivated by monetary rewards, engaged employees see their well-being as interconnected with their job performance, recognizing the importance of their role in the success of the organization.

The concept of employee engagement has been present in management philosophy since the 1990s and has gained significant popularity in the 2000s. Although there are critics who argue that measuring employee engagement is challenging, research has consistently shown a positive correlation between employee engagement and a company's financial performance.

Employees who have an emotional connection to their job and the organization are more likely to be focused on achieving the firm's objectives. A comprehensive employee engagement plan should encompass various strategies, including motivation, organizational identity, and organizational commitment.
Motivation plays a crucial role in directing employees' efforts towards achieving goals. It encompasses both intrinsic motivation, where employees find enjoyment in their work itself, and extrinsic motivation, where employees work towards obtaining rewards.
Organizational identity refers to the alignment between an individual's self-perception and their perception of the organization. When employees identify strongly with the organization, they are more likely to be engaged and committed to their work.
Organizational commitment reflects an employee's attachment to the organization and their dedication to their job. Engaged employees exhibit a high level of commitment and are willing to go above and beyond to contribute to the organization's success.
Successful employee engagement strategies should incorporate effective people management practices and prioritize learning and development opportunities. These strategies should focus on motivating and promoting the well-being of employees, while also helping them understand their role in the organization's mission, objectives, and culture.
To ensure the effectiveness of these strategies, communication, HR policies and procedures, learning and development initiatives, and cross-organizational events should all be aligned. Furthermore, the active participation and support of top executives and line managers throughout the organization are crucial.
For further guidance on fostering employee engagement and well-being, our paper titled "Developing Managers for Engagement and Wellbeing" provides valuable insights on creating managers who can effectively promote employee engagement and support employee health.
9. EMPLOYEE INVOLVEMENT
Various writers have characterized employee participation in various ways. Employee engagement, according to Kumari and Kumari (2014), is the process by which individuals are enabled to participate in managerial decision making and improvement initiatives according to their organizational ranks.  Employee engagement, according to Price (2004), is a technique that connects participation, communication, and decision making, leading to industrial democracy and employee motivation.  He observed that including employees in the running of a business inspires and helps them to efficiently and successfully provide value to the firm. Sofijanova and Zabijakin-Chatleska (2013) define engagement as workers' participation in decision making and issue solving, as well as increased autonomy in work processes. Employee involvement refers to the practice of allowing employees to participate in decisions that affect them, increasing their autonomy and control over their work, and delegating more authority and responsibility to them in order to make them more committed, motivated, and satisfied with their jobs in an organization.  Employee engagement, according to Mitchell (1973), is concerned with the sharing of decision-making authority in the workplace between management and workers. According to Marchington et al. (1992), management starts employee participation to improve communication with employees, encourage employee loyalty, and contribute to the companies. It is defined by Locke and Schweiger (1979) as cooperative decision making between supervisors and subordinates. Employee engagement, according to Mwiudi (2011), refers to participative management.  It is the organization and leadership mindset that determines how individuals are best able to give (Khattak et al, 2013). Employee engagement, according to Agyeman (2012), is a management perspective on how to empower employees to participate to firms' ongoing growth and success.

9.1 IMPORTANCE FOR EMPLOYEE INVOLVEMENT
Employee engagement is crucial because the collective intelligence of a team is always greater than that of an individual. As stated by Nwachukwu (2006), even a simple question or idea from a lower-level employee can help management anticipate and address potential issues. In fact, it can even lead to the development of innovative solutions, cost reduction, and increased sales for the business. The need for employee involvement arises from the desire to make jobs more meaningful and satisfying, as well as to gain their unwavering commitment and loyalty. By leveraging their skills, knowledge, abilities, and expertise, organizations can gain a competitive advantage in today's challenging economic landscape and fierce competition. Kuye and Sulaimon (2011) emphasize that modern businesses value transparency and involve employees at all levels in decision-making processes. Singh (2009) further argues that employee involvement is essential for fostering a culture of innovation and encouraging employees to embrace new and improved ways of working. Hewitt (2002) highlights that the traditional "command and control" management approach is no longer effective in today's enterprises. When employees are given the opportunity to participate in decision-making, they take ownership of the decisions and work towards their success.
10. RECOMMENDATIONS

10.1 SHORT TERM RECOMMENDATIONS:
SainCo can achieve a successful transition to its new performance management method in the short term by focusing on several key proposals. Firstly, implementing a comprehensive communication strategy will ensure that all staff members are aware of the upcoming changes. This should be accompanied by training sessions for both line managers and employees to ensure a thorough understanding of the new system and their respective roles within it.

Additionally, the introduction of an easy-to-use feedback platform will allow workers to express their initial views and concerns about the new performance management technique. This will not only help address any immediate difficulties but also provide valuable insights into employee perceptions.

Before fully implementing the new strategy, SainCo should consider piloting it in one or two departments or locations. This will help verify its effectiveness and identify any potential issues that may arise.

Encouraging managers and staff to collaborate in setting short-term performance targets that align with the company's strategic goals is also crucial. This sense of ownership and direction during the transition period can greatly assist in its success.

Furthermore, interim recognition programs should be implemented to acknowledge early adopters and employees who demonstrate behaviors consistent with the new performance management method. Additionally, resources should be provided to support employees who may require assistance in understanding and adapting to the changes.

By focusing on clear communication, training, feedback, and focused execution, SainCo can establish a solid framework for a successful transition to its new performance management method in the short term.
10.2 LONG TERM RECOMMENDATIONS: 
To ensure the longevity and effectiveness of its new performance management method, SainCo should consider the following recommendations:

1. Continuous Training and Development: Foster a culture of continuous learning and growth by providing regular training sessions for managers and staff. These sessions should focus on best practices in performance management, feedback techniques, and coaching skills. By doing so, SainCo will be able to adapt and respond to changing trends in performance management.
2. Data-Driven Performance Insights: Implement a robust performance analytics system to collect and analyze data on individual and group performance. This will provide valuable insights for decision-making, personnel development, and strategic planning. Armed with this information, SainCo can make informed changes to its performance management strategy.
3. Employee Engagement Initiatives: Establish and maintain initiatives that promote employee engagement, such as frequent feedback meetings, employee reward programs, and opportunities for participation in decision-making processes. These initiatives will help create a positive work environment and inspire individuals to give their best.

4. Alignment with Organizational Goals: Regularly reinforce the connection between individual and group performance and the organization's strategic goals. This will ensure that employees understand how their contributions impact the success of the company, fostering a sense of purpose and dedication.
5. Performance Review Evolution: Transform the performance review process to be more forward-thinking and progressive. Emphasize coaching, skill development, and career advancement during these reviews. This shift will cultivate a culture of continuous improvement and enable employees to reach their full potential.
By focusing on continuous learning, data-driven insights, employee engagement, goal alignment, and an evolving performance assessment process, SainCo can establish a sustainable and successful performance management system. This system will support the company's long-term success and competitiveness in the retail industry.







11. CONCLUSION
Eventually, SainCo, a traditional family- run retail  establishment, acknowledges the need for a transition toward  ultramodern performance  operation approaches in order to increase competitiveness. Our consulting  establishment has been retained by the CEO to develop a new performance  operation strategy that's in line with the current business climate and organizational  pretensions.  The applicability of performance  operation as a continual process aiming at aligning individual and  company’s performance with commercial  objects is emphasized in the study. It highlights the  significance of an hand engagement plan, defined performance targets, and a complete approach for  enhancement and growth.  workers are managed through the performance  operation process, which includes planning, monitoring, developing, grading, and awarding them. The  exploration differentiates between performance  operation in small and big enterprises, feting  the distinct issues that each  hassles.  Performance assessment  styles are reviewed, as well as stylish practices  similar as regular feedback, 360- degree feedback, performance review  operations, hand  thing setting, and performance planning. The benefits and  downsides of performance appraisal are  bandied, with an emphasis on the significance of incorporating assessments into a holistic performance  operation system. Cultural shift, skill and knowledge gaps, change  operation, performance assessment and evaluation, and alignment of individual and commercial  pretensions are all organizational problems for SainCo. Hand issues include  prospects being clear, fairness and prejudice, the influence on recognition and  impulses, support and growth, and  company’s  connections. Hand participation and engagement are regarded as critical, with effective tactics integrating  incitement, company identity, and commitment. Effective communication, training, feedback systems, an airman program, and recognition and support conditioning are among the recommendations for SainCo's short- term shift.  Long- term recommendations include on- going training, data- driven  perceptivity, hand engagement conditioning, alignment with company  pretensions, and a bettered performance evaluation process. SainCo may develop a sustainable performance  operation system by applying these guidelines, promoting a culture of  nonstop  enhancement and hand involvement. This strategy  adaptation won't only  break the association's immediate issues, but will also  place it for long- term success in the  unpredictable retail  request.
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13. PERFORMANCE PLANNING IS THE SYSTEM WHERE THE COMPANY SETS SOME STANDARDS ACCORDING TO THE NEEDS OF 
14. THE  COMPANY,  AND  EXPECTS  ITS  EMPLOYEES  TO  WORK  ACCORDING  TO  SUCH  SET  STANDARDS.  THIS  SYSTEM  OF 
15. PERFORMANCE APPRAISAL IS OPPOSITE TO THAT OF EMPLOYEE GOAL SETTING, BUT RESEARCH SHOWS  THAT  EVEN THIS 
16. SYSTEM IS HIGHLY EFFECTIPERFORMANCE PLANNING IS A STRATEGY IN WHICH A CORPORATION ESTABLISHES SOME CRITERIA BASED ON ITS NEEDS AND EXPECTS ITS STAFF TO WORK IN ACCORDANCE WITH THOSE STANDARDS.  THIS PERFORMANCE REVIEW TECHNIQUE IS DIAMETRICALLY OPPOSED TO EMPLOYEE GOAL SETTING, ALTHOUGH RESEARCH DEMONSTRATES THAT IT IS ALSO EXTREMELY SUCCESSFUPERFORMANCE APPRAISAL IS THE METHODICAL REVIEW OF EMPLOYEES' PERFORMANCE AND UNDERSTANDING OF A PERSON'S TALENTS FOR FUTURE GROWTH AND DEVELOPMENT. PERFORMANCE EVALUATION IS TYPICALLY CONDUCTED IN THE FOLLOWING 
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