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Executive Summary
The aim of this report is to develop a new performance management approach for SainCo and offer recommendations both in long term and short term. SainCo is a retail organsiation that employes 2000 workers at 10 locations. The report discusses the performance management that SainCo should follow. performance management is the system through which the organsiation set the work goals, determine performance standards, assign and evaluate work, offer performance feedback, identify the training and development needs and offer rewards and recognition. Some of the methods of performance appraisal that SainCo can use are Rater method, checklist method, critical incident method, essay method, management by objective method and 360 degree feedback method. The report evaluates organisational and employee concern at SainCo. Given the strategic move towards growth that SainCo wants to take and implementation of performance management a few concerns that the organsiation has how to ensure performance management system is aligned with organsiational goal, enhace the support of line manager, defining individual and team performance measures. The report also evaluates the role of employee engagement and employee involvement at Sainco. Employee engagement is critical for ensuring success of employee performance as fully engaged employees are filled with passion and can act as a source of competitive advanatages for the organisations. To enhance the engagement further the organsiations should offer memningful work to the employees, offer a positive work environment, change leadership style to democratic and transfromational, put in place a recognition and reward system and offer clear communications to the employees. Similarly, some of the ways that SainCo can develop employee involvement are encouraging participative decision making at store level, sharing of ideas, team collborations, training and development opportunities, empowerment and recognition for contribution. Finally, the report offers recommendations both in short term and long term for SainCo. Some of the short recommendations offered to the organisation are to implement 360 degree feedback, train its line managers and communicating the strategic objectives to its employees. The long term suggestions are to develop transformational leadership, to introduce technology based structured perfromance management system and undertake employee involvement initiatives. 
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1. [bookmark: _Toc155142041]Introduction
Managing human resource in an organisation is a critical task where most of the organisations are focusing now a days. According to Armstrong & Taylor, (2020), human resource management is related to how people are employed and managed in an organisation. HRM can be defined as the strategic and integrated approach towards employments, development and wellbeing of the employees working in an orgainsation. It covers all the activities that are related to the management of employment in the firm. HRM helps the organsiations to accomplish its goals and objectives by developing human resource startegies that are aligned with the business strategy. A good HRM leads to development of high performance culture and ensures that the organisation has the correct talent, skill and engaged people that ir requires at any given point of time. Effective HRM develops a positive relationship between the organsiation and the employees and further create a climate of mutual trust. Human resource is critical for ensuring an organsiations success in the dynamic business environment. If handled skillfully it can also help in developing competitive advanatage for the organsiation. Another important aspect pointed out by the author is HRM theory of organsiational commitment that states that workers do not work best or most creatively when they are placxed in very strong rule instead they work best when they are given broader responisbility, asked to contribute freely and ensured that the work offers job satisfaction. The organisation selcted for this assignment is SainCo. 
SainCo is a retail organsiation that employes 2000 workers at 10 locations. The mangement style at SainCo is autocratic. According to Dyczkowska & Dyczkowski, (2018), the autocratic leaders need to take vital decisions on their own, they establish a strict regulation and control processes and remain in a formal relationship with their collegues and suboardinates. Since SainCo is a family owned firm the autocratic management style seems to be working for them so far. However, the organisation realises that to develop further in the market and to acquire new growth strategies the firm will require a more contemporary approach towards perfromance management concepts and practices. The aim of this report is to develop a new performance management approach for SainCo and offer recommendations both in long term and short term. The report discusses the performance management that SainCo should follow and identifies the organisational and employee concern at SainCo. It will also discuss the role of employee engagement and employee involvement at Sainco. Furthermore, it will offer recommendations both in short term and long term for SainCo. 
[bookmark: _Toc155142042]2. Growth strategies for SainCo. 
In order to become competitive in today’s dynamic environment SainCo will require to set strategic targets. The first step would be to conduct a competitive environment analysis using Porter’s Five forces model, to understand the growth options that the organisation has. According to Michael porter strategies can be used by the organisation to gain competitive advantages and there are three bases to accomplish the same namely Cost leadership, Differentiation and focus (Islami, et al., 2020). Cost leadership is when the firm offers its products at a lower price than the competitors. Differentiation refers to development of unique products and services. Focus strategy is targeting a niche segment of the consumers. Since SainCo is a family owned business it should focus on product differentiation strategy and cater to mass market. Cost leadership would be very cost intensive and a focus strategy might not be very profitable for them. 
[bookmark: _Toc155142043]2.1 Porter’s Five Forces Analysis
According to Rajasekar & Al Raee, (2013), the five forces model given by Michael Porter in 1979 offers a framework to analyse the industry forces that affect the industry under analysis. According to this framework the competition in an industry is not limited to only the rivals, industry players, or competing businesses but it often goes beyond that. His model represents all the forces that creates a pressure on the prices, costs, rate of investment and other strategic options that are important to compete in the industry. These forces are rivalry, customers, suppliers, substitutes and new enterants. A detailed porter’s five forces analysis for SainCo is discussed below:
1. Threat of New Entrants (Low): The threat of new enetrants for SainCo is low as the retail industry is very cost intensive manging and operations a multiple retail stores is also difficult. Additionally, the long presence and SainCo loyal customers act as a barrier to the organsiations. 
2. Bargaining power of Buyers (High): Since there are multyiple retailers offering same of similar products and the consumers in the retail industry are very price consisous. Therefore, the bargaining power of buyers is high for SainCo. It is essential for the organsiation to maintain customer satisfaction to ensure that the conusmers are loyal to the organisation. 
3. Bargaining Power of Suppliers (low): Large retail organsaition such as SainCo with 10 stores have a high negotiation power towards its duppliers due to bulk purchase. SainCo should maintain very good relationship with its suppliers to ensure regular supply of the products. 
4. Threat of substitutes (High): With rise of e commerce and other retail competitors consumers have large number of substitutes for the products that SainCo is offering. Consumers can easily choose alternate shopping methods and SainCo requires to adapt to the changing consumer preferences. 
5. Competitive Rivalry(High): the competition in the retail industry is already very high as numerous players are trying to capture the largest market share. SainCo not only faces competition for similar brick and mortar retailers but also face a lot of competition through growing online retailers. To stand out in the market SainCo requires to develop differentiated products, better services and exceptional customer experience to stand out. 
[bookmark: _Toc155142044]2.2 Analysis
From the above discussion it is clear that a few strategic options that SainCo has are investing in Ecommerce, differentiating its products, developing good relationship with the suppliers, implementing customer loyalty program and continuous monitoring of the rising trends and changing consumer preferences. According to Tanwar, (2013), competitive advanatage grows out of value of the firm that it is able to create for its customers and exceeds the cost of creating it. The two most basic types of competitive advanatages are cost leadership and differentiation. Since the retail market is very price competitive maintaining cost leadership would be very difficult for SainCo. Therefore, the organsiation should differentiate its products and services by introducing private label, offering home delivery etc. According to Abid, (2020), the future of e commerce is very vast, it has been estimated that 45% of the e retail business would be made on mobile by 2020. After Covid-19 this trend has seen a new rise as many consumers prefered shopping online and this trend is here to continue. Additionally, maintaining good relationship with the suppliers should a focus of SainCo always. The organsiation should continously monitor the changes in its environment and consumer preferences to maintain its competituve advantage. 
To ensure implementation of the growth strategies that are mentioned above it is essential for SainCo to ensure that its employees are on board with the changes, they have a robust system of performance management and they are engaged consistently by the organisation.  To ensure that the performance management implemented are efficient the organsiation should study the best practices in the industry and then implement the practice that would motivate the employees, engage them and make them on board with the changes that are expected. 
[bookmark: _Toc155142045]3. Performance Management
[bookmark: _Toc155142046]3.1 Performance Management Process
This section discussed the performance management process that the organisations implement and their importance for the organisation. According to Varma, et al., (2023), performance management is the system through which the organsiation set the work goals, determine performance standards, assign and evaluate work, offer performance feedback, identify the training and development needs and offer rewards and recognition. The primary goal of performance management is to ensure that employees work aligns with the overall objectives of the organsiation and contributes to its success. When implemented effectively performance management can lead to better employee engagement and commitment. It is a pervasive practice that every contemporary organisation uses to measure and manage its employees work. It includes setting of objectives, performance appraisal, rewards and recognition strategies and career planning. It aims to ensure that the people in an organsiation are working together in an optimum fashion to accomplish results that the organisations want to accomplish (Tweedie, et al., 2019). 
In the past the purpose of the performance management was seen as once a year event where the supervisors gave a summary of the performance of their subordinates, rated their performance, filled out the appraisal form, informed the employees about their perfromance, and then filed the result in the organsiations archieves. However, today the scenario has changed dramtically, it is considered as a continous, future oriented and participative system. It can be a cycle that is either annually, six monthly, quaterly or even monthly but it requires all the stakeholders to act responsibly and take accountability towards their contribution and assessment. An effective performance management system fulfills multiple purposes of an organsiation including strategic communications, relationship building, employee development and employee evaluation (Shields, et al., 2015). A clear, comprehensive and appropriate performance criteria can covey to the employees at SainCo what the organisation expects from them. An effective performance management systems signals that the organisation not only wishes the employees to do a good job but also helps the employees to understand what a good job entails for them. Furthermore, by bringing all the stakeholders together regularly to appraise the performance the organisation helps in building the relationship in the organisation. Performance management also helps in employee development including offering formal feedback on recent performance and offering them opportunities to identify their strengths and mitigate the weaknesses. Additionally, performance management is also key to evaluate the performance of the employees. 
According to Aguinis, (2019) performace managemenmt is a cyclic process and is repeated again and again;  The performance management consists of multiple steps that are discussed below. 
1. Goal Setting: the first step of perfromance management is setting the goals keeping in mind that the goals should align with the strategic objectives of the organisation. Organsiational objectives should be collboartively established between managers and the employees and they should be aligned with the organsiational goals. 
2. Performance Planning: This step consists of defining the roles and objectives and performance standards for each individual and teams. It is a road map for achieving the set objectives. Managers and the employees together develop a performance plan that clarifies the expectations and explains how the successes would be measured. 
3. Performance Appraisal: According to Aggarwal & Thakur, (2013), perfromance appraisal is synonymous to performance review, performance evaluation, performance assessment, performance measurement, employee evaluation etc. It is the process of reviewing past performance, rewarding it, setting goals for future performance and employee development. 
4. Reward and Recognition: According to Das & Baruah, (2013), reward is something that the organsiation offers to its employees in response to their work and performance. The authors further mention that the rewards and recognition enhances the loyalty of the employees towards the organisation as they feel valued by the organsiation. 
5. Development planning: identifying the development needs of the employees and recognising the opportunities for employee development, skill enhancement and career growth is also critical for the organsiations. It involves developing plans to address the skill gaps and career support that is requiered by the employees. 
6. Continous improvement: the last step is ensuring continous improvement of the performance management systems based on ongoing performance management and changing needs of the business. It ensures adaptability and evolving organsiational priorties. 
[bookmark: _Toc155142047]3.2 Difference between Performance management at small/large organisations
In comparison to really large retail organisations such as Sainsbury and Tesco SainCo are a small organisation which is owned by a family. Performance management in very large organisations and small organisations share the same fundamental principles; however, the execution and scalability of certain aspects might vary due to availability of resources and organisational dynamics. Some of the differences are discussed below: 
Formality and structure: large organisations mostly have a more formal and structured performance management processes. According to Slavić, et al., (2014), the organsiations such as MNEs requires a more structured perfromance management systems as analysisng human resources at international level has many more complexities involved. In case of SMEs many times the performance management systems tend to be less formal and more flexible. However, since SainCo is planning to grow and expand it requires to develop a more structured performance management system. 
Resource Allocation: Since large organisations have better resources and they have access to investment in advanced performance management tools (DeNisi, et al., 2021). They have a dedicated Human resources department that is focused on processing and managing the performance management processes. Additionally, they can conduct extensive training for their managers to ensure that they learn the performance evaluation techniques effectively. However, in case of small organisations they do not have so many resources and as a result performance management mostly are dependent on personal interactions and they cannot invest in technological solutions. 
Flexibility and Adaptability: Large organsiations develop complex structures over the years and many time it is difficult for them to quickly adapt to the changes. Implementing changes in the performance management in large organsiations might be difficult. According to Teece, (2016), the intertia and inflexibilities within the companies grow worse as the firms increase in sizes. This is not the case within smaller firms they can adapt rapidly to the performance management changes. As they tend to be more agile and can change quickly to the changing circumstances. The informal nature of their processes allow them to be more flexible in adjusting to the goals and objectives. 
Performance metrics: The performance metrics of the large organsiations may be more extensive given its size and the imporatnce to measure the perfromace of every indivual and overall organisation. Smaller organsiations might focus only on some key performance metrics that represents the most critical set of perfromance and directly impacts the organisational success. 
Communication Channels: The communications channel for larger organsiations is more formalised relying on company wide memoe, emails and formal meetings regarding performance communications. The smaller organisations have many times more informal communications channels. Regular team meetings, one-on-one dicussions, and immediate feedbacks characterise the communication styles of the small organisations. 
Performance Review: Annual and semi annual performance reviews are common for large organisations. They involve a structured process with more documentation and a formal rating system. Small organisation many time involve a more continous and informal approach to performance review with ongoing discussions and feedback throughout the year. 
[bookmark: _Toc155142048]3.3 Performance Appraisal Approaches
According to Rubin & Edwards, (2020), performance appraisal is a significant tool for holding the employees accontable in public, private and non profit sectors. They often serve multiple purposes including offering a documentation and justification for personnel actions, motivates employees to perform better, identifies areas where professional development is needed, and communcates organsiations priorties to the employees at the organisation. According to Singh, (2015), the objectives of performance appraisal are employee promotions, employee conformation, training and development, competency building, compensation review, improve communications, HR Program evaluation and feedback and grievance redressal. There are several performance appraisal methods that have been developed over the years and some of these methods along with their pros and cons are discussed in detail below. 
1. Rating Scale Method: This is the oldest and most popular methods for performance appraisal that is used by organsiations. In this method the employees are measured on a rating scale on several job related criterias such as quality and quantity of work, dependability, initiative and judgement (Singh, 2015). The advanatges of this method is less time consuming and is cost effective. It is easy to use and it does not require any formal training. There are some disadvantages such as rates biases, and data variation might also occur due to variation in usage by different raters. 
2. Checklist method: The checklist method is made on the basis of descriptive statements about the job performance and answering it on the basis of yes or no. The advantages of checklist method is that there is ease of use and no need of formal training and can be standardised (Singh, 2015). The disadvanatages are that it is prone to raters biases, costly and time consuming. 
3. Critical Incident method: In this method specific incidents are identified that require special attention and the raters evalute on the basis of these incidents. The pros of this method is that the evaluation is based on actual job behaviour, ratings are supported by the description of the event, feedback is easy in this case and the chances of involvement of the subordinates is high (Aggarwal & Thakur, 2013). The cons of this method is some times negative incidents might be priortised and incidents might be forgotten in case not recorded on time. 
4. Field Review Method: in this method the review is done by somebody that is outside the department of the employee. The rater can be from corporate or the HR department of the organisation (Singh, 2015). In case of the field review method it is advanatageous in case managerial level evaluations. The challenge is that rater might not be familiar with the employee work environment and it might be difficult to observe employees actual behaviour. 
5. Essay Method: In this method raters are required to figure the strongv and weak points of employees behaviour. This method is useful in understanding information gap and real life example and explanation are provided for the rating (Aggarwal & Thakur, 2013). The disadvanatages of this method is that it is time consuming, a biased essay might be written, and effective writers are difficult to find. 
6. Management by objectives: In this method the employees are evaluated on the basis of on how well they can accomplish a given set of objectives that have been set as critical to complete a set of tasks and successful completion of the job (Aggarwal & Thakur, 2013). This system is more easy to implement and measure , the employees are more motivated as they know their set of responsibilities and roles. This method also facilitate employee guidance and counselling. Some of the cons of this method are it is difficult for making the employees agree on all the goals, it is time consuming, costly and lengthy method.
7.  Assessment centres: In this method the managers gather together to partipate and complete the job related exercises that are developed by and evaluated by trained observers (Singh, 2015). This method useful for forecasting future performance, but it is a costly method. 
8. 360 degree feedback: in this method the perfromance data is derieved by a number of stakeholders such as supervisors, collegues and susbordinates (Aggarwal & Thakur, 2013).This review offers a more comprehensive view of the employees performance. It is useful to measure the interpersonal, customer satisfaction and team building skills. Disadvantages are that this method is very time consuming and complex to administer. 

[bookmark: _Toc155142049]4. Organisational and employee concerns
[bookmark: _Toc155142050]4.1 Organisational concerns
1. Strategy concern
The SainCo’s biggest concern is the strategy that it would adopt for the performance appraisal. Out of all the methods explained the strategy that the organisation can adopt is a 360-degree review feedback. According to Aggarwal & Thakur, (2013), 360 degree feedback is essential for bringing behavioural changes in the organisation. A 360 degree feedback includes input from employees, their superior and their subordinates. It is critical for the organisation that its strategy aligns with the overall goals of the organisations. According to Johnson, et al., (2017), strategy is the long term direction of an organisation. The concern is to establish a clear connection between the individual and team performances and the broader strategic goals of SainCo. The organisation should develop performance objectives that are aligned with the overall growth objectives of the organisation. These organsiational priorties should be regularly discussed and communciated with the employees so that they are also aware how their performance will contribute towards organsiational choices. Additionally, they should regularly review and update the goals to reflect the changes in the business environment.
2. Line management Support
According to Alfes, et al., (2013), the line manager plays a very important role in ensuring effective HRM practices and organsiational perfromance. Percieved line manager behaviour such as effectiveness, equity and integrity leads to higher level of employee engagement. They play a crucial role in success of performance management for firms such as SainCo. If the managers are not adequately trained or comitted to the process it can affect the effective implementation of performance management initiatives. The organisations should offer comprehensive training to its line managers to ensure on performance management principles, goal settings and offer comprehensive feedback. Additionally, SainCo should develop a culture of accontability and recognition that leads to effective performance management. 
[bookmark: _Toc155142051]4.2 Employee Concerns
1. Defining and Measuring Individual performances
Employee at SainCo is not involved very much in the management decisions and as a result they may be uncertain about how their individual performance is defined and measured. The lack of clarity on the expectations can lead to frustrations and anxiety in the organisation. SainCo should clearly define the goal and metrics that it is expecting from its employees. It should involve the employees in the goal setting process to ensure the alignment with the skills and aspirations. According to Diamantidis & Chatzoglou, (2018), employees that feel committed towards the organisation feel a strong obligation to perform their job in such a way that it is identified with the firms goals. To enhance the employee commitment SainCo should communicate the feedback consistently to the employees along with motivation and appreciations. 
2. Defining and Measuring team performance
The employees who are working in a team are more concerned as how their team performances would be judges and what are the criterias that the organisation will evaluate their collective efforts. The challenge for SainCo is to attributing performance outcomes accurately to each team member. SainCo need to establish transparent criteria for assessing group performance, focusing on collboration and shared goals. It should establish a mechanosm that would help the teams identify the rewards and recognition that they might accomplish when they complete a task successfully. According to Parmenter, (2015), teams also need to constantly review and develop new Key performance indicators with evolving organsiational objectives. 
[bookmark: _Toc155142052]5. Employee Engagement and Employee Involvement
[bookmark: _Toc155142053]5.1 Employee engagement
According to Memon, et al., (2018), in today’s era of the competition the organsiations are constantly looking for improving the employees performance. Employee engagement is critical for ensuring success of employee performance as fully engaged employees are filled with passion and can act as a source of competitive advanatages for the organisations. It is imporatnt for SainCo to ensure that the employees are full of passion, commitment and dedication along with a clear understanding of the SainCo goals and objectives. According to Whittington, et al., (2017), effective performance management systems also enhances the employee engagement. Performance management consists of setting performance expectations through goal setting and regularly updating the employees with their accomplsihed level of performance. The employees when effectively managed and supported to accomplsi their goals they become more and more engaged with the organisations. 
[bookmark: _Toc155142054]5.1.1 Motivation theories and techniques for engagement 
A few motivation theories that can be applied to enhance engagement at SainCo are discussed here.
1. Maslow’s need hierarchy
According to Kavya and Padmavathy, (2017), Maslow’s need hierarchy framework states that psychological health of an individual depends upon their need fulfillment in an order. This theory will offer a good start to the engagement program and performance management at SainCo. 
[image: ]
Image 1. Maslow’s need hierarchy applied to Employee engagement. Source (Kavya & Padmavathy, 2017)
The organisation can recognise the level of engagement of the employees and develop rewards and recognition program accordingly. A tailored rewards and recognition program will help the organisation in accomplishing its goals amd making the employee more engaged with the organisation. 
2. Herzberg two Factor theory
Herzberg determined two set of factors that determine the employees attitude and level of performance. These two factors are called hygiene and motivational factors. Motivational factors are intrinsic factors that will enhance employees job satisfaction; and hygiene factors are extrinsic factors that prevent employee disatisfaction (Yusoff, et al., 2013). SainCo can focus on the motivational factors that would encourage the employees to perform better. At the same time they should improve the hygiene factors such as working consition in their stores to prevent the employees dissatisfaction. Motivational factors will enhance the employee engagement and hygiene factors will prevent the employees form being dissatisfied from the jobs. 
The current level of employee engagement at SainCo seems to be low since the leadership is not involved with the employees and the authorotative leadership indicate the the employees do not have the power to contribute and engage with the organsiations decisions. To enhance the engagement further the organsiations should offer memningful work to the employees, offer a positive work environment, change leadership style to democratic and transfromational, put in place a recognition and reward system and offer clear communications to the employees.
[bookmark: _Toc155142055]5.2 Employee Involvement
Employee involvement goes beyond engagement and refers to active participation of the employees in the decision-making process, problem solving and in contributing ideas to improve the organisation. According to Andries & Czarnitzki, (2014), commitment based HR practices lead to better employee involvement and decentralisation of the power in an organisation. Involving and empowering the front line employees may lead to better utilisation of local knowledge in the organisation. Some of the ways that SainCo can develop employee involvement are encouraging participative decision making at store level, sharing of ideas, team collborations, training and development opportunities, empowerment and recognition for contribution. 
[bookmark: _Toc155142056]5.2.1 Motivation theories and techniques
1. McClelland's need theory of motivation
According to McClelland’s need theory of motivation individuals have three basic needs that are need for affiliation, accomplishment and power (Acquah, et al., 2021). Understanding and aligning these needs can motivate the employees. SainCo should recognise the employees needs and empower them by offering them more independence and involving them in tasks that would help them in accomplishing their needs. 
2. Goal Setting theory
The goal setting theory emphasises on the importance of specific, challenging and achievable goals that can enhance performance and increase motivation (Cook & Artino Jr, 2016). Clear goals for the workers at SainCo can lead to enhanced performance and increased motivations. The employees should be involved in the goal setting process by the organisation. They might be encouraged to set their own goals that resonates with the objectives of the organisation. Moreover, these goals can be consistently review with the help of managers and clear feedbacks can encourage the employees to feel more involved and engaged with the firm. 
Employee engagement and involvement both are important for SainCo for ensuring effective performance management is in place. The engagement focuses on the emotional aspects of the employees, involvement emphasises on their active participation in shaping the organisation. Engaged employees are more likely to be involved and the involved employees are engaged with the organisation. 
[bookmark: _Toc155142057]6. Recommendations
[bookmark: _Toc155142058]6.1 Short term Recommendations
1. Implementation of 360 feedback
SainCo should implement a 360-degree feedback-based performance management system immediately so that the feedback from every stakeholder can be collected and more holistic view of individual performance can be collected. According to Brown, et al., (2017), 360 degree feedback system prevents rater bias in the organsiations as well. As identified in the analysis the performance management system of the organisation the 360 degree feedback is the most recent advancement in performance management. 
2. Training of line managers
SainCo should train its line managers on erformance management principles, goal setting, and effective feedback delivery to ensure that the managers are able to support the new performance management sytems. According to Alfes, et al., (2013), the line manager behaviour is key in implementing and percieving HRM practices and enahcing the overall performance management in an organisation. As seen in the analysis if the managers are not adequately trained or comitted to the process it can affect the effective implementation of performance management initiatives.
3. Communication of strategic objectives
SainCo should focus on delivering the strategic objectives intimidation to the employees immediately. This will ensure that each employee understand how their individual goals will contribute to the broader organsiational strategy. 
[bookmark: _Toc155142059]6.2 Long term Recommendations
1. Structured performance management System
SainCo should invest in developing a formal and structured performance management system that aligns with the objectives of the organisation. This system should constitute of clear goal setting, performance planning and regular feedback system. Additionally, the organisation can also invest in technology to streamline the process, provide real-time feedback, and facilitate continuous improvement. According to Stone, et al., (2015), the use of technology will streamline the performance evaluation process, cut costs, and decrease the time and effort needed to manage employee performance. 
2. Employee Involvement Initiatives 
Promote a culture of employee involvement by encouraging participative decision making at different levels. SainCo can implement suggestion program, idea sharing platform, and regular team collborations to enhance employee involvement. According to Wallace, et al., (2016), there is a positive relationship between employee involvement and innovations at an organisation. 
3. Shift from Autocratic to transformational leadership
This is critical for the organisation; according to Kovjanic, et al., (2013), transformational leadership instills high expectations and confidence in the employees, they feel more engaged and empowered. This can also be related with self determination theory that states to experince workplace engagement the workers need to feel competent, related and autonomous. Transformational leadership provides that autonomy to the employees. SainCo can include the employees in decision-making processes, inspire them with a shared vision, and empower them to contribute freely to the organization. 
The long term recommendations are aligned with short term recommendations as each of them are an extension of the short term recommendations. A good leadership and structured performance management will ensure that the 360 degree feedback is implemented effectively and maintained in the long term. A transformational leadership will ensure better communications and will engage the employees in training and development. 

[bookmark: _Toc155142060]7. Conclusion
To conclude HRM can be defined as the strategic and integrated approach towards employments, development and wellbeing of the employees working in an orgainsation. It covers all the activities that are related to the management of employment in the firm. HRM helps the organsiations to accomplish its goals and objectives by developing human resource startegies that are aligned with the business strategy. SainCo is a retail organsiation that employes 2000 workers at 10 locations and the organisation realises that to develop further in the market and to acquire new growth strategies the firm will require a more contemporary approach towards perfromance management concepts and practices. performance management is the system through which the organsiation set the work goals, determine performance standards, assign and evaluate work, offer performance feedback, identify the training and development needs and offer rewards and recognition. The primary goal of performance management is to ensure that employees work aligns with the overall objectives of the organsiation and contributes to its success. When implemented effectively performance management can lead to better employee engagement and commitment. Some of the methods of performance appraisal that SainCo can use are Rater method, checklist method, critical incident method, essay method, management by objective method and 360 degree feedback method. Given the strategi move towards growth that SainCo wants to take and implementation of performance management a few concerns that the organsiation has how to ensure performance management system is aligned with organsiational goal, enahce the support of line manager, defining individual and team performance measures. Employee engagement is critical for ensuring success of employee performance as fully engaged employees are filled with passion and can act as a source of competitive advanatages for the organisations. To enhance the engagement further the organsiations should offer memningful work to the employees, offer a positive work environment, change leadership style to democratic and transfromational, put in place a recognition and reward system and offer clear communications to the employees. Similarly, some of the ways that SainCo can develop employee involvement are encouraging participative decision making at store level, sharing of ideas, team collborations, training and development opportunities, empowerment and recognition for contribution. Some of the short recommendations offered to the organisation are to implement 360 degree feedback, train its line managers and communicating the strategic objectives to its employees. The long term suggestions are to develop transformational leadership, to introduce technology based structured perfromance management system and undertake employee involvement initiatives. 
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