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[bookmark: _Toc144467581]                                              Abstract
Employees are better able to see their own areas of brilliance and strive to refine them when they get constructive feedback that is also objective. Nothing beats a consistent flow of feedback for fostering growth, learning, and advancement inside an organisation. Staff education and training are often included into strategies for managing staff productivity. After identifying skill shortages, organisations may raise the quality of their staff by offering greater chances for learning and growth. Employee learning and development boosts productivity for both the organisation as a whole and the individual employee. 
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[bookmark: _Toc144467582]Chapter 1: Introduction
An analysis of the relationship between organizational performance and effective performance management strategies in human resource management
[bookmark: _Toc133696870][bookmark: _Toc144467583]1.1 Background
Human resource management that focuses on measuring and bettering organisational performance is crucial to a business' bottom line. The goal of every company's performance management strategy should be to increase employee output as a whole. When goals and expectations are clearly communicated to employees via performance management, everyone benefits. Employees are better able to concentrate and work towards the aims of the firm when those expectations are spelt out for them in the form of quantifiable objectives and measurable performance standards. 
[bookmark: _Toc144467584]1.2 Background of the study
The group may now advance farther along its intended path. Consistent and constructive feedback is a cornerstone of every successful performance management strategy. When employees hear criticism that is both positive and objective, they are better equipped to identify their own areas of brilliance and work to hone them. When it comes to encouraging development, learning, and progress inside an organisation, nothing beats a steady stream of feedback. Strategies for managing employee productivity often include training and education for employees. 
[bookmark: _Toc144467585]1.3 Problem statement
When employees gain knowledge and skill, it benefits the company as a whole and the individual employee's productivity. One of the most crucial aspects of performance management is developing strategies for locating and rewarding high-achievers. An employee's motivation, engagement, and satisfaction in their job may all increase when they are recognised for going above and beyond the call of duty. As a result, productivity rises and the organisation flourishes more generally.
[bookmark: _Toc133696872][bookmark: _Toc144467586]1.3 Aims, objectives, and research questions
Aim: The purpose of this study is to examine the connection between efficient performance management techniques used in human resource management and organisational performance. 
Objectives: The goals are listed below.
1. To determine the main performance management techniques used by businesses in Asda.
2. To assess how performance management techniques affect employee performance in Asda.
3. To investigate the connection between personnel performance and organisational performance in Asda.
4. To provide suggestions for efficient performance management techniques in Asda.
Research questions: The research question are:
1. What are the main performance management techniques used in Asda?
2. How do performance management techniques affect employee performance in Asda?
3. What is the connection between personnel performance and organisational performance in Asda?
4. What are the suggestions for efficient performance management techniques in Asda?

[bookmark: _Toc133696871][bookmark: _Toc144467587]1.5 Rationale and importance of study
To understand the relationship between performance management and the achievement of business objectives, it is necessary to appreciate the role that performance management plays in unlocking an organization's full potential via the efforts of its people. A company's ability to engage its workforce, boost its output, and keep its best employees around may all be influenced by its performance management practises, such as setting clear goals, communicating those goals effectively, providing feedback on employee performance, encouraging growth, encouraging teamwork, and rewarding outstanding performance. Companies that are serious about long-term success and making the most of their human resources in today's competitive market need to have a firm grasp on this connection.
[bookmark: _Toc144467588]1.6 Methodology
Data from both primary and secondary sources will be gathered for the research. To collect primary data from the local community, a questionnaire survey approach will be used, guaranteeing accurate and trustworthy data. In order to gather secondary information, we will also perform a literature study. The research plans to include both quantitative and qualitative methods. The efficiency of the research will be improved by the collection of quantitative data (numerical information) using many research philosophies. By giving confirmation and reason, qualitative data presented verbally will supplement the quantitative strategy. Multiple approaches of research will be used to guarantee that the findings are well understood. Both descriptive and statistical methods will be used in the analytical process. Descriptive analysis will highlight data qualities, patterns, and trends, while statistical approaches will quantitatively analyse the data for useful insights and informed conclusions, expanding the study's total scope and depth.
[bookmark: _Toc144467589]1.7 Scope of the study
In the context of human resource management at Asda in the UK, this research endeavour seeks to provide a comprehensive examination of the connection between organisational success and efficient performance management practises. The focus of this research is on how Asda's operations as a whole and its internal dynamics and practises affect the organization's performance via the use of performance management techniques. The research will focus only on Asda's activities in the United Kingdom and will not include a worldwide or international viewpoint.
[bookmark: _Toc144467590]1.8 Dissertation structure
Chapter 1: Introduction
The research subject and its significance are introduced in this part. 
Chapter 2: Literature Review
The available research on organisational performance and efficient performance management techniques in human resource management is compiled and analysed in this part. 
Chapter 3: Methodology
The technique, design, and research strategy selected for the study were all described in this section. 
Chapter 4: Data Analysis and Findings
The information was given in this part, along with a thorough analysis of the results. 
Chapter 5: Conclusion, Recommendations & Limitations
The study's principal conclusions and their ramifications were summarised in this section. 

[bookmark: _Toc144467591]1.9 Summary of chapter 1
[bookmark: _Toc133696876]The importance of performance management in raising Asda UK's overall efficiency is discussed here. Employee engagement and output may be improved by transparent goal setting and feedback. The purpose of this research is to examine performance management practises at Asda and examine how they affect employee performance and how that performance relates to the success of the company as a whole. It combines several research strategies, such as questionnaire surveys and a study of the existing literature. Aligning performance management with corporate goals is crucial, as the research shows.






[bookmark: _Toc144467592]Chapter 2: Literature review
[bookmark: _Toc144467593]2.1 Introduction
Asda, a multinational retailer, employs a wide range of performance management strategies to boost morale and productivity across the board. Everyone at Asda is working together to achieve a same set of objectives. These objectives, which are in line with the larger goals of the company, give employees something to work towards. Asda has built a strong reputation for its frequent comments on employee performance (Stewart & Brown, 2019).
[bookmark: _Toc133696882][bookmark: _Toc144467594]2.2 Performance management techniques
Here at Asda, we use formal performance reviews to assess employees. Some common components of such reviews include ratings of performance and comparisons to established benchmarks. Conferences dedicated to evaluating projects are a great place to reflect on their accomplishments and plan for future undertakings. Asda's upper management recognises the value of giving staff chances to learn and grow within the company. Training courses like this one are created to help participants gain knowledge and expertise in their chosen fields (Aguinis, 2019). Employees are able to more effectively carry out their duties and advance in the company as a result of this. 
Having a mechanism in place to publicly acknowledge and reward good conduct among staff members is a great morale booster (Stone et.al, 2020). As soon as Asda becomes aware that one of its employees is struggling to fulfil performance goals, it starts developing a strategy to better support that employee. Plans like this provide employees clear assignments, outlined guidelines, and access to tools in an effort to help them raise their level of performance and meet organisational goals. Asda is committed to maintaining open lines of communication between its management and staff. Consistent feedback on performance, objectives, impediments, and development opportunities is created via check-ins, team meetings, and one-on-one contacts (Al-Khaled and Fenn, 2020). 
Performance Appraisals: Asda conducts regular performance appraisals to evaluate employees' job performance, accomplishments and areas for development. These appraisals typically occur through individual meetings between employees and their managers.
Key Performance Indicators (KPIs): Asda uses KPIs (key performance indicators) to assess individual and team performance. These specific, measurable measures aligned with company objectives ensure employees' efforts contribute towards its overall success (Stone et.al, 2020). 
Goal Setting: Each employee receives clear and measurable goals for performance and target achievement, setting out what can be expected from them as part of an employee-friendly goal-setting process that allows employees to have input when setting objectives for themselves.
360-Degree Feedback: Asda employs a 360-degree feedback process in which employees not only receive input from managers but also colleagues, subordinates and customers - giving a complete picture of an employee's performance and possible areas for growth. This feedback process gives Asda employees access to this comprehensive view.
Training and Development: Asda invests heavily in employee development by training and developing their employees. Performance management includes identifying training needs as well as opportunities for personal and career growth (Roscoe et.al, 2019).
Performance Improvement Plans (PIPs): Asda implements Performance Improvement Plans when an employee fails to live up to our expectations; these can assist employees with pinpointing areas that need attention in order to enhance performance and increase results.
Recognition and Rewards: Asda recognizes and rewards high-performing employees through various incentive programs and bonuses, helping motivate staff while reinforcing positive behaviours. This process helps build morale within Asda while reinforcing positive behaviour among staff members. 
[bookmark: _Toc144467595]2.3 Performance management techniques affect employee performance in Asda
Asda's performance management strategies succeed because they motivate employees to get more done. Setting goals is a technique used in performance management that aids employees in realising their responsibilities. Employees are better able to concentrate their efforts and work together towards a common objective when they have been given clear instructions on what those efforts should be (Heydari et.al, 2020). It is possible that an employer might have a better knowledge of an employee's strengths, limits, and development potential via constant performance feedback and frequent coaching sessions. 
This information allows them to make educated decisions, grow in understanding via practise, and continuously improve their performance. As part of its commitment to its staff, Asda provides extensive possibilities for education and advancement. Providing staff with learning and growth opportunities has the potential to boost productivity (Fenech et.al., 2019). Employees should be able to expand their knowledge and expertise thanks to these openings. Employees' enthusiasm and commitment to their work improves when they get constructive criticism and merit-based compensation. 
Employees who like what they do tend to be more efficient. Performance management strategies that help employees develop to their full potential may also be useful. Performance improvement programmes are designed to assist employees who are struggling to meet performance criteria by giving them the direction, resources, and support they need to improve their performance. Employees' ability to interact with their managers and coemployees is enhanced through performance management systems, which encourage open lines of communication and frequent feedback (Zhai & Tian, 2020). Positive results include increased levels of cooperation, teamwork, and output. As part of its performance management system, Asda keeps tabs on how each employee is doing, as well as how the team as a whole is doing. 
[bookmark: _Toc144467596]2.4 Organisational performance
Performance in business or organization terms refers to its ability to achieve its goals efficiently and effectively, taking into account factors like financial success, customer happiness, staff engagement productivity and market share among others (Whysall et.al, 2019). When measuring organisational performance it should show the extent to which its goals and objectives can be accomplished effectively and efficiently - taking into consideration financial success, customer happiness engagement staff engagement productivity market share. A high organisational performance level indicates the organisation is operating effectively while accomplishing goals while creating value for all of its stakeholders and maximising long-term success against intensely competitive business environments strategic performance management planning strategies play a central role both.
[bookmark: _Toc144467597]2.5 Connection between employee performance and organisational performance in Asda
After identifying skill shortages, organisations may raise the quality of their staff by offering greater chances for learning and growth. Employee learning and development boosts productivity for both the organisation as a whole and the individual employee. The success of Asda as a company depends on the efforts of its employees. Each employee's efforts significantly impact the company's growth and development as a whole (George et.al, 2019). As a consequence, Asda improves its output and efficiency when its employees give 100%. A productive workforce helps an enterprise succeed by streamlining operations, cutting costs, and maximising available resources. 
As a retailer, Asda's success depends on how happy its customers are with the services they get (Harsch & Festing, 2020). Customers are more likely to be satisfied with a company's offerings if its employees regularly provide superior service, display product expertise, and act professionally. If customers are happy with the service they get, they are more inclined to return to the company and even promote it to others. Employees are better able to see their own areas of brilliance and strive to refine them when they get constructive feedback that is also objective. Individual contributions to Asda's culture of cooperation and teamwork are closely correlated with the company's overall success (Anwar & Abdullah, 2021).. The efficiency of an organisation benefits when its members are able to work together productively. The increased output encourages creativity, which in turn helps to solve problems. 
The effectiveness of an organisation in responding to change and thriving in its wake is closely related to the quality of work done by its employees. Staff members who can display these traits may make the transition to new strategies, procedures, or technologies easier for everyone involved. Organisational responsiveness and overall production both increase with this kind of adaptability (Taouab & Issor, 2019). High-performing employees at Asda are more invested in their jobs and are more likely to stay with the company over the long term. Nothing beats a consistent flow of feedback for fostering growth, learning, and advancement inside an organisation. 

When employees care about their work, they care about the success of the company as a whole. Asda employees have the power to improve the company's image and culture via their daily activities. Employees that routinely go above and beyond the call of duty help foster a positive and fruitful work environment. In turn, this boosts the company's reputation and bottom line, allowing it to attract and retain some of the most skilled and bright minds in the field (Collings et.al, 2019).  Asda's bottom line will be established by the efforts of all of its employees. Staff education and training are often included into strategies for managing staff productivity.
[bookmark: _Toc144467598]2.6 Processes for efficient performance management techniques
In order to boost employee and team productivity, Asda should establish measurable goals. It is important to provide employees attainable goals that mesh with the company's overall mission. Employees and management at Asda should come together on a regular basis to develop objectives, during which time they may work together to set performance goals and pinpoint problem areas. These get-togethers need to be routinely scheduled. These targets should ideally be quantifiable, attainable, meaningful, and time-bound (Gallardo-Gallardo et.al, 2020). Regular performance evaluations help ensure that everyone is on the same page .
The individual's skills, limits, and growth potential may be better understood with the use of regular feedback sessions. The most beneficial types of feedback are those that are clear, educational, and directly relate to predetermined performance goals. Asda should invest in its employees by sending them on numerous training and development programmes (Whysall et al., 2019). Courses that aim to foster leadership qualities and interpersonal competence are included here. The efficiency and output of Asda will improve if its employees are given the information and resources they need to accomplish their jobs well. Asda should implement a performance recognition and rewards plan to encourage and recognise those who consistently provide exceptional results. Financial (income, bonuses, promotions) and non-financial (fame, new chances in one's field) rewards are both possible. 
[bookmark: _Toc144467599]By recognising and rewarding employees for going above and beyond in the workplace, an engaging atmosphere may be fostered and progress can be accelerated (Stewart and Brown, 2019). A formal performance improvement plan must be in place for every employee whose output falls short of Asda's criteria. Regular observation and comments may help the person make strides towards recovery and regaining control of their lives. Asda has to settle on the measurements and KPIs that will be used to monitor and assess organisational and individual growth (Harsch & Festing, 2020). Some examples of related metrics are sales quotas, customer reviews, productivity indicators, and employee satisfaction polls. These metrics should be monitored and analysed regularly to help spot trends in performance and trouble spots.
[bookmark: _Toc144467600]2.7 Literature gap
[bookmark: _Toc133696883]Human resource management performance management practises likely have been the subject of much research. To further understand the elements that affect this connection in different contexts, additional study is needed that focuses on particular sectors or organisational setups. There is likely a need for further study to fully explore the impact of performance management practises on a company's long-term viability. But in order to gain a comprehensive understanding of all elements that affect this connection in different contexts, further research should be undertaken. Different sectors and organizational setups present unique challenges and opportunities which impact how HRM practices contribute to overall performance; hence research focusing on specific industries or organizational types may offer invaluable insight for tailoring HRM strategies with optimal results in mind.
[bookmark: _Toc144467601]2.8 Summary of chapter 2
In this part, this research will look at the many methods of performance management used by Asda, with an emphasis on the value of well-defined objectives, consistent feedback, and public acknowledgement of good work. It emphasises the usefulness of strategies including formal performance evaluations, Key Performance Indicators (KPIs), goal planning, 360-degree feedback, training, and incentives. These methods encourage hard effort, strengthen teams, and promote flexibility in the workplace. Employee performance is emphasised because of its direct correlation to organisational outcomes such as customer satisfaction, collaboration, and overall effectiveness. More research on this link in particular settings, fields, and organisational structures is called for by the research gap.
[bookmark: _Toc144128550][bookmark: _Toc144467602]
Chapter 3: Research Methods and Methodologies


[bookmark: _Toc144467603]3.1 Introduction
The theoretical underpinning of the positivist technique is the analysis of various theoretical applications that may be used in research. This methodology will explain the procedure for acquiring data for the research. In order to guarantee that the research can be replicated with the same results, raw data must be collected. Both primary and secondary data will be gathered using a questionnaire approach and a literature review methodology, respectively.
[bookmark: _Toc144467604]3.2 Philosophies
Positivism is often seen as one of the greatest approaches to accomplish philosophy's goals. The examination of numerous theoretical applications that may be used in research serves as the theoretical foundation for this method. Philosophically and methodologically, interpretivism examines social events through the lens of the prevailing cultural values of the time and place in question. For this research, positivism philosophy is going to be used. When the positivist technique is used to assist in data collecting, only trustworthy market data may be considered as true information. As a result, Asda will only provide material that has been well investigated and is appropriate for the kind of data used (Pandey & Pandey, 2021). For instance, this study will analyse the data from a positivist point of view. The decision to employ this strategy is supported by the fact that it has a strong possibility of often producing important information.
[bookmark: _Toc144467605]3.3 Research technique
In view of the circumstances, it will also be essential to create a viable strategy for this investigation. The process of gathering information for the research will be covered by this approach. The investigation will proceed to drawing conclusions based on the information it has gathered after acquiring the required data. Therefore, using the deductive method within the constraints of the current research project makes logical. In order to establish the outcome of the deductive method, a variety of activities are conducted which will be better compared to the inductive method. As a consequence, the approach will be picked because it can achieve this goal while simultaneously improving efficiency and cutting costs (Patel & Patel, 2019). Because of this, the deductive approach will be the sole one used in this situation. For example, in the study that comes next, a hypothesis will be created first, and then data will be obtained to evaluate the idea. 
[bookmark: _Toc144467606]3.4 Data collection method 
Raw data must be gathered in order to ensure that the research can be repeated with the same outcomes. It will also be put into action to employ secondary data since it is feasible to concurrently ensure many distinct components (Säfsten & Gustavsson, 2020). Probably present the basic data that has been examined. A questionnaire technique will be utilised to collect primary data, and a literature review strategy will be used to collect secondary data. Both of these techniques will be used. The method for conducting surveys is another crucial decision that will help to create a plan. Any study project must first gather the essential information from the local population. Using this technique of data collecting via surveys, it is possible to get both primary data and raw data in the form of knowledge. It is a good method for this research since it also offers the most accurate and trustworthy facts. The survey method will be used to choose participants for the previously described study since it enables and encourages appropriate participation. The creation and distribution of a seven-question survey will serve as an example. 
[bookmark: _Toc144467607]3.5 Data 
The quantitative data is used to describe numerically-valued information that may be counted, measured, or otherwise characterised. Unlike quantitative information, which is often represented as a set of numbers, qualitative data is typically conveyed in words (Mishra & Alok, 2022). The very productive quantitative technique may accommodate a range of research philosophies. This approach might make the research considerably more proactive. If many approaches are used, it could be helpful to provide the organisation the needed data. The gathering of quantifiable data will help this specific research meet its goals.  In the meantime, qualitative technique will also be used which will enable to verify and justify the quantitative data. Numerous research methodologies will be employed since it is essential that all parties participating in the study comprehend the results. The theoretical information and data will be gathered during the course of this study using the qualitative technique (Gupta & Gupta, 2022). This approach will be used to apply the quantitative procedure, and the public will have access to the theoretical data. It will be beneficial to make selections while having a mixed approach outlook. Examples will include theme analysis and descriptive statistics of the descriptive kind. 
[bookmark: _Toc144467608]3.6 Data analysis method
Data will be analysed using both descriptive and statistical techniques. The primary characteristics, patterns, and trends of the data will be described via descriptive analysis. Then, using statistical approaches, researchers can quantify the data to draw meaningful conclusions and make informed inferences about the world. The breadth and depth of the study are both improved by this interdisciplinary strategy.
[bookmark: _Toc144467609]3.7 Time Horizons
Due to the limited amount of time available for the study, a cross-sectional analysis of the data was conducted. Making choices inside a certain window of time may benefit greatly from the usage of such cross-sectional limitations (Mishra & Alok, 2022). That the cross-sectional analytic technique would be used to choose the research based on multiple time periods shouldn't come as a surprise. Asda will take data from the last five years as an example. 
[bookmark: _Toc144467610]3.8 Sampling
Each of the organization's 100 employees will get a survey using the basic random selection method. The population will be represented by 100 employees, making it simple to gather the necessary data. If the sample size is more or less than expected, the study may become more difficult or the findings may not accurately reflect the whole population. The investigation would need raw data, hence this method was chosen. Every single piece of raw data in this collection of raw data includes references to every individual who took part in the study. Therefore, a study may have access to the appropriate population roles by selecting the source data. This is why Asda'll employ the main data collection method for Asda’s investigation. 
[bookmark: _Toc133696874][bookmark: _Toc133696884][bookmark: _Toc144467611]3.9 Ethical considerations
Obtaining informed permission, maintaining participant privacy, and avoiding coercion are all crucial steps in conducting research into the link between efficient performance management and organisational success. Each participant will voluntarily provide their permission after being fully informed of the study's aims, procedures, and any potential benefits or drawbacks. Asda will take all necessary precautions to ensure the safety of the participants in this study. This study will be conducted openly and honestly in accordance with established norms and guidelines.
[bookmark: _Toc144467612]3.10 Summary of chapter 3
In Chapter 3, this lays out the research strategy that will be used to investigate the connection between performance management and Asda's overall success. Because of its objectivity and dependability, positivism is embraced. The study's aims and the requirements of the data analysis call for a deductive approach to research. Questionnaires for primary data and literature reviews for secondary data are used in both primary and secondary data gathering procedures. The combination of quantitative and qualitative data allows for a more in-depth examination. The data will be examined using both descriptive and statistical methods. Due to time constraints, a cross-sectional temporal horizon is selected, narrowing the emphasis to the last five years. For this survey, we will choose 100 workers at random. Ethical issues stress the need of respecting the confidentiality of participants and conducting research in a transparent manner.


[bookmark: _Toc144467613]Chapter 4: Data analysis and Discussions
[bookmark: _Toc144467614]4.1 Introduction
This section will include the proper level of data analysis and findings based on the provided aims and objectives.
[bookmark: _Toc144467615]4.2 Data analysis and findings
Data 1
How much, in the opinion, do efficient performance management techniques increase Asda's overall performance?

[image: ]
The study included 100 individuals, and 58% of those responding agreed that good performance management practises are crucial to Asda's success. Plus, 30% of the total number of respondents surveyed (out of a total sample size of 100) believe that the impact is really important. This indicates that, on the whole, respondents believe that Asda's overall performance can be improved via the use of effective performance management techniques. It's worth noting that 1% of respondents said they had no effects at all. The results show that respondents put a high value on performance management measures and that Asda's overall success may be affected by the implementation of such tactics.


Data 2
How often do employees as an Asda employee get communication on performance objectives and targets?
[image: ]
Fifty-one respondents (out of a total of one hundred) indicated they regularly get feedback from Asda management on their work. Additionally, 36% of the sample size of 100 people reported regularly receiving this kind of contact. This indicates that Asda places a premium on keeping employees informed of how they are contributing to the company's overall aims. However, just 7% of those polled said they often get information on their company's performance goals and targets. Moreover, just 3% of those polled said they often get such updates. This might be a weak spot in Asda's attempts to provide uniform and frequent updates on performance expectations for all employees. The purpose of these actions is to guarantee that all employees achieve their objectives. 






Data 3
Do employees think Asda offers enough possibilities for training and development to help the performance improvement?

[image: ]
About half of respondents (49 out of 100) agree that Asda provides enough opportunities for training and development to help staff improve their performance. Fifteen people out of a hundred are in total agreement with this statement, which is already a low percentage. As a result, it seems that a sizable percentage of Asda employees believe their employer offers enough options for professional development and training to assist them boost their production. Twenty-three percent of respondents strongly disagree, saying they do not think Asda provides enough opportunities for training and development to promote performance advancement. Additionally, out of a hundred people, two strongly disagree with this conclusion. This may indicate that certain Asda employees feel the company's present training and development options fall short of their expectations. 





Data 4
How useful was the feedback employees received from the leaders at the Asda performance review?

[image: ]
The results showed that respondents' opinions on the usefulness of the comments they got from supervisors during performance evaluations at Asda were all over the map. Thirty-one percent of respondents (out of a sample size of 100) said they didn't find the feedback they received helpful in terms of enhancing their performance. Furthermore, eight respondents claimed to have seen no improvements as a result of performance review feedback that was intended to be helpful. While the majority of respondents did not find the comments helpful, there was a smaller percentage that did. To be more precise, 17 people found the comments very helpful, while 23 people found them somewhat helpful. There were 19 people who thought the comments were somewhat helpful. In sum, the results show that Asda has to take serious action to improve the quality of feedback given during performance evaluations. If an employee feels that they are making no progress, it is important to address their concerns. Asda may be able to improve the effectiveness of performance evaluations and promote a culture of ongoing growth and development by placing a premium on the quality, clarity, and constructive nature of feedback. 
Data 5
[image: ]
The research showed that opinions inside Asda were split on how seriously the firm took the practise of publicly honouring exceptional performance. Sixty-five percent of the sample said that Asda did not do anything special to celebrate or recognise remarkable accomplishment. This shows that many Asda employees are dissatisfied with the company's existing efforts to recognise and reward their efforts. Moreover, 29 of those polled felt that Asda did not go far enough in rewarding and recognising their achievements. That there is potential for development in the company's recognition and reward practises is a strong indication that there is opportunity for growth in these areas. However, 19 of those polled agreed that Asda does recognise and acknowledge employees for exceptional performance. Only 16 percent of respondents out of 100 think Asda does a good job of highlighting employees' accomplishments. Since no one picked "Not at all," it's safe to assume that most Asda employees want to be recognised and compensated in some way for their efforts. Taken as a whole, the information shows that Asda has to improve its recognition and reward practises to appease the worries of its personnel, who think they receive very little acknowledgment, if any at all.





Data 6
How well do employees think Asda's organisational objectives and performance management techniques align?

[image: ]
According to the majority of Asda employees, there is a good degree of congruence between corporate goals and performance management practises (56 out of 100 employees agree with this assertion) indicating that the majority of respondents feel that the current performance management practises are beneficial and in line with Asda's overall company aims. While there is at least some alignment between organisational objectives and performance management practises, the strength of this alignment may not match what was reported by those who rated it as very good; only 14% of respondents out of a total of 100 rated it as excellent. In addition, 25% of respondents said the alignment was average, indicating consensus exists that performance management strategies and organisational goals are related in some fashion. The fact that no one has given a low rating to the alignment is indicative of its widespread acclaim. However, 5% of the total responders (100 people) found the alignment to be really bad, suggesting there is space for improvement. 






Data 7
How happy are employees with the general performance management techniques Asda has used? 

[image: ]
The research shows that employee opinions on Asda's overall performance management strategies were mixed. There is room for improvement in performance management since 28 people (or 28 percent) out of a total of 100 reported they were unsatisfied with the ways that are currently applied. In addition, 10 people rated their happiness as "very low," indicating that they are more dissatisfied than the average person. Despite this, numerous employees have shown mild to moderate support for the current performance management strategies. The methods used by Asda were satisfactory to 19 respondents, while the organization's efforts were appreciated by 26 respondents. Furthermore, when asked how satisfied they were with the performance management strategies, a significant percentage (17 out of 100) reported being agnostic. These employees showed a lack of conviction in their opinions by showing neither extreme joy nor extreme sadness about their work. 
[bookmark: _Toc144467616]4.3 Summary of chapter 4
In Chapter 4, we provide the results of our study of the survey data we collected from one hundred Asda employees. According to the numbers, most people think Asda can't succeed without good performance management in place. Many respondents cite the regularity of their management's input as evidence of the company's commitment to transparency.

[bookmark: _Toc133696885]

[bookmark: _Toc144467617]Chapter 5: Conclusion and recommendations
[bookmark: _Toc144467618]5.1 Introduction
When expectations are made clear to employees in the form of measurable performance standards and quantifiable targets, they are better equipped to focus and work towards the company's goals. Productivity increases as a consequence, and the company as a whole prospers. To address the concerns of the minority of customers who rate the alignment as below average or poor, Asda must keep assessing and refining its performance management processes. The best method to discover out why employees responded so apathetically and what can be done to boost their happiness is to have a conversation with them.
[bookmark: _Toc133696886][bookmark: _Toc144467619]5.2 Conclusion on each issues
[bookmark: _Toc133696887][bookmark: _Hlk144463635]Objective 1
The success of a corporation depends on effective human resource management that puts an emphasis on assessing and improving organisational performance. Every company's performance management approach should aim to boost overall staff productivity. Performance management works best when objectives and expectations are made clear to staff. Every effective performance management plan is built on providing regular, helpful feedback. Employees are better able to see their own areas of brilliance and strive to refine them when they get constructive feedback that is also objective. Nothing beats a consistent flow of feedback for fostering growth, learning, and advancement inside an organisation.  Employee learning and development boosts productivity for both the organisation as a whole and the individual employee. 
   
 Objective 2
Identifying and rewarding top performers is one of the most important parts of performance management. When a person receives praise for going above and beyond the call of duty, their motivation, engagement, and work satisfaction may all rise. Productivity increases as a consequence, and the company as a whole prospers. The results of this study indicated that respondents viewed the training and development opportunities provided by Asda with a favourable disposition. Responses indicating disagreement or substantial disagreement, however, highlight the need for ongoing assessment and attention to training requirements. Asda has to improve its methods of recognition and incentive programmes after staff complaints about receiving little or no gratitude were brought to light. 

    

    Objective 3
By instituting robust and effective employee performance systems that recognise and celebrate employees' unique accomplishments, Asda can increase employee engagement and satisfaction. The results of this poll suggest that the great majority of Asda employees agree that the company's stated goals and its performance monitoring practises are consistent with one another. This proves that Asda has established performance management procedures that help the company reach its objectives and supplement them in various ways. To address the concerns of the minority of customers who rate the alignment as below average or poor, Asda must keep assessing and refining its performance management processes. This will ensure that the alignment across the company continues to be robust and efficient. 
    Objective 4
Based on the findings of this study, Asda should address employee concerns regarding the company's performance management policies and procedures. Asda might create a performance management system that better meets employees' needs and expectations if it would simply ask for feedback, analyse the results, and make any required adjustments. The best method to discover out why employees responded so apathetically and what can be done to boost their happiness is to have a conversation with them. The results of this study underline the need of regular updates on performance goals and targets in order to increase the levels of awareness and buy-in among staff members about the firm's purpose.. This research emphasises the importance of meeting this criteria in particular. 
[bookmark: _Toc144467620]5.3 Conclusion on research problems
After identifying skill shortages, organisations may raise the quality of their staff by offering greater chances for learning and growth. Employee learning and development boosts productivity for both the organisation as a whole and the individual employee. Asda has to improve its methods of recognition and incentive programmes after staff complaints about receiving little or no gratitude were brought to light. This conclusion also highlights the need of maintaining efforts to keep all employees regularly and promptly apprised of their performance goals and targets. 
[bookmark: _Toc144467621]5.4 Summary of the research findings and outcomes
Asda should continuously assess and cater to employee training needs, ensuring that the provided opportunities align with their expectations and aspirations. In response to employee complaints about receiving little or no gratitude, Asda should institute robust and effective recognition and reward systems. By recognizing and celebrating employees' unique accomplishments, Asda can increase engagement and satisfaction among its workforce, fostering a positive work environment (Stewart & Brown, 2019).
[bookmark: _Toc144467622]5.5 Original Contribution of the Research
[bookmark: _Toc144467623]Due to the fact that the conclusions of the study are based on such a tiny sample size, it is probable that they may not apply to the whole of the Asda workforce. It is possible that the findings do not generalise to all of the employees working for Asda or to all of the departments and shops owned by the corporation.  Due to the fact that respondents provided responses based on their own ideas and experiences, there is a possibility that the results include inaccuracies or subjective biases. 
[bookmark: _Toc144467624]This research was commissioned by the human resource management team of Asda in order to get a deeper understanding of the link between organisational performance and performance management practises. This study does not take into consideration other elements that may impact the success of a firm, such as external market circumstances or industry-specific barriers. When the researchers wanted to gain a sense of how employees felt at a particular moment in time, they presumably utilised a technique called cross-sectional research. It is possible that a more in-depth knowledge of the connection between performance management and organisational performance may be obtained via the use of longitudinal research, which monitors changes in perception over the course of time. 
[bookmark: _Toc144467625]5.6 Limitations of the research
[bookmark: _Toc144467626]People may have felt compelled by social desirability bias to produce more favourable replies on some areas of Asda's performance management. This may have been the case since social desirability bias is a kind of social influence. This bias may impact their reactions, resulting to exaggerated professions of happiness or a hesitation to deliver constructive criticism. Alternatively, it may lead to both of these outcomes. The primary focus of this research is on the unique culture that prevails at Asda in the United Kingdom. 
[bookmark: _Toc144467627]It is probable that the research failed to take into account significant aspects that may have impacted the responses of the respondents, such as their personalities, the responsibilities of their jobs, or the duration of their employment. It's possible that these factors will have an effect on the findings of the research. Since there are no control variables, it is very difficult to pinpoint the precise impact that performance management systems have on the overall performance of a company. If we want to have a more complete grasp of the subject at hand, we need to take these constraints into account while we are interpreting the results of the study, and we also need to address them in any future research that is conducted on the subject.
[bookmark: _Toc144467628]5.7 Recommendations
[bookmark: _Toc133696888]While the majority of employees perceive good alignment between Asda's goals and performance management practices, it is essential to address concerns raised by a minority of respondents.  Asda should regularly assess and refine its performance management processes to ensure a strong alignment across the organization, enabling effective goal achievement and maximizing employee performance. Asda should address the concerns expressed by employees regarding the company's performance management policies and procedures (Roscoe et.al, 2019). By actively seeking employee feedback, analyzing the results, and making necessary adjustments, Asda can create a performance management system that better meets employees' needs and expectations. As highlighted in the research, regular updates and timely communication of performance goals and targets are crucial to increase awareness and buy-in among staff members regarding the company's purpose (Stone et.al, 2020). Asda should maintain efforts to keep all employees regularly and promptly apprised of their performance goals and targets, ensuring clarity and alignment towards organizational objectives.
We explore, via the use of longitudinal research, the link between performance management practises and the long-term success of firms. This would make it possible for academics to monitor performance over time and compare the effectiveness of various performance management systems. Comparing the techniques of performance management used by Asda to those used by other retailers and companies operating in sectors closely relevant to their own. This may shed light on industry conventions and highlight lessons that Asda may learn from the experiences of other successful firms that they may apply to their own operations. Quantitative data should be complemented with qualitative research techniques like interviews and focus groups in order to offer a fuller knowledge of the experiences and opinions that employees have on performance management tactics. 
The influence that performance management practises have on employee engagement and, by extension, on the success of organisations as a whole. Conducting research across many cultures in order to have a better understanding of how the performance management practises of different cultures interact with one another. The study of how technology may enhance company outcomes and how it can be used to better manage performance. This may make it possible to build strategies that are sensitive to cultural differences and give insights into the cultural aspects that affect the effectiveness of performance management practises. Investigating the ways in which digital platforms, data analytics, and automation may be leveraged to improve performance management methods and results is one possible course of action to take.
[bookmark: _Toc144467629]5.8 Summary of chapter 5
The research closes in Chapter 5 by highlighting the importance of performance management strategies in boosting Asda's organisational success. Recommendations include regularly updating employees on their progress towards performance targets, resolving employee complaints, and implementing strong recognition and incentive systems. Taking care of these issues will help Asda's performance management practises better meet employee needs, boost morale, and advance the company's goals. These guidelines seek to build a healthy work atmosphere, increase alignment, and maximise staff performance, eventually contributing to Asda's continuing success and development.
[bookmark: _Toc133696890]

[bookmark: _Toc144467630]References
Aguinis, H. (2019). Performance management for dummies. John Wiley and Sons.
Al-Khaled, A. A. S., and Fenn, C. J. (2020). The impact of strategic human resource management practices on organizational performance. BERJAYA Journal of Services and Management, 14, 53-60.
Anwar, G., and Abdullah, N. N. (2021). The impact of Human resource management practice on Organizational performance. International journal of Engineering, Business and Management (IJEBM), 5.
Collings, D. G., Mellahi, K., and Cascio, W. F. (2019). Global talent management and performance in multinational enterprises: A multilevel perspective. Journal of management, 45(2), 540-566. 
Fenech, R., Baguant, P., and Ivanov, D. (2019). The changing role of human resource management in an era of digital transformation. Journal of Management Information & Decision Sciences, 22(2).
Gallardo-Gallardo, E., Thunnissen, M., and Scullion, H. (2020). Talent management: context matters. The International Journal of Human Resource Management, 31(4), 457-473.
George, B., Walker, R. M., and Monster, J. (2019). Does strategic planning improve organizational performance? A meta‐analysis. Public Administration Review, 79(6), 810-819.
Gupta, A., and Gupta, N. (2022). Research methodology. SBPD Publications.
Harsch, K., and Festing, M. (2020). Dynamic talent management capabilities and organizational agility—A qualitative exploration. Human Resource Management, 59(1), 43-61.
Heydari, M., Xiaohu, Z., Lai, K. K., and Yuxi, Z. (2020). Evaluation of organizational performance strategies. Proceedings of National Aviation University, 82(1).
Mishra, S. B., and Alok, S. (2022). Handbook of research methodology.
Pandey, P., and Pandey, M. M. (2021). Research methodology tools and techniques. Bridge Center.
Patel, M., and Patel, N. (2019). Exploring Research Methodology. International Journal of Research and Review, 6(3), 48-55.
Säfsten, K., and Gustavsson, M. (2020). Research methodology: for engineers and other problem-solvers.
Stewart, G. L., and Brown, K. G. (2019). Human resource management. John Wiley and Sons.
Stone, R. J., Cox, A., and Gavin, M. (2020). Human resource management. John Wiley and Sons.
Taouab, O., and Issor, Z. (2019). Firm performance: Definition and measurement models. European Scientific Journal, 15(1), 93-106.
Whysall, Z., Owtram, M., and Brittain, S. (2019). The new talent management challenges of Industry 4.0. Journal of management development. 
Zhai, X., and Tian, X. (2020). Do performance measures matter in the relationship between high-performance work system and organizational performance?. International Journal of Manpower, 41(3), 241-257.




[bookmark: _Toc144467631]Appendix
Questionnaire


	1
	How much, in the opinion, do efficient performance management techniques increase Asda's overall performance?

	2
	How often do employees as an Asda employee get communication on performance objectives and targets?

	3
	Do employees think Asda offers enough possibilities for training and development to help the performance improvement?

	4
	How useful was the feedback employees received from the leaders at the Asda performance review?

	5
	How much do employees believe Asda rewards and recognises the particular performance? 

	6
	How well do employees think Asda's organisational objectives and performance management techniques align? 

	7
	How happy are employees with the general performance management techniques Asda has used?
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