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[bookmark: _Toc456901515][bookmark: _Hlk41148830][bookmark: _Toc41647292]Executive Summary

This report is the result of a request from the business owner to a Senior Human Resource Management team member in order to address embracing a new way forward. The report looks at what other retailers have done and where the process can be adapted to a non-retail business approach to conducting appraisals for staff development and rewards. Additionally, addressing the need for a change of leadership style for the business to be able to progress. 




[bookmark: _Toc41647293]Introduction 

In recent years there has been a shift in the way performance management is looked at the emphasis has had to be modernised to keep up with the industry expectations. As markets have become more dynamic and competitive, companies are aiming to achieve a unique market advantage by establishing and maintaining it. They are all fully aware of the importance of making good value for money, along with the need to cut costs and save by being more efficient. As well as experiencing progressively competitive prices, they face increasing pressure from customers and external stakeholders for quicker service and better quality with competitive prices. Hence, companies are having to rely on their workers for higher levels of efficiency, organisational engagement and efficiency growth to meet the demands.
The once simple process of measuring an individual's success against a specified standard has become a more complex, comprehensive, and evolutionary process that spans the entire organisation. Consequently, the focus was placed on the importance of Human Resource Management to deliver performance management. 
To begin with, this report will provide an outline of a more traditional approach to performance evaluations, such as performance appraisals and 360 ° feedback; and then move on in advising how this organisation should manage their performance management including some of the drawbacks associated with the evaluations while considering other more advanced performance management technologies.
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Consulting on the way forward this report will show the reasons for a new way forward. Recognising that change is hard, especially if that change is forced into existence. The advice would be to make changes more long-term and empowering to the employee, by looking at five essential strategies which put people first. First, there is a need to inspire through purpose and not necessarily through financial or operational goals, although they are important and can motivate. A more profound sense of purpose is needed using Simon Sinek's quote from his Ted Talk "people don't buy what you do. They buy why you do it" (Sinek, 2010). Secondly, having a total commitment initiative helps with growth, drive and winnings in the short term. Take actions are that would fundamentally change the way the organisation operates; the most important investment is in leadership development and talent. Thirdly people need to be enabled with what they need to be capable to succeed during the transformation and beyond. Skills are essential elements in enhancing efficiency and retaining outcomes irrespective of market or method of change, essentially in the form of enhanced value generation (Hemerling, 2016). Fourthly, instil a lifelong learning ethos. Finally, have plans that hold people responsible for the results, with inclusive leadership. 
[bookmark: _Toc41647294]Leadership

As the organisation is run under an autocratic leadership style, this would have to be addressed first for any changes to be put in place. As the treats of autocratic leaders such as discouraging employee input, it hurts morale and causes resentment, and It ignores or impairs creative solutions and subordinate expertise.	
The suggestion is to have a combination of leadership approaches. The answer to good leadership is not to stick to one pathway, or even rely on the aspect that you find most comfortable with. It is best to assess the scenario to see what the best way would be to serve that situation, knowing what the target you and your colleagues are looking for and adjusting accordingly (Borysenko, 2019).
Organisational progression corresponds directly to the leader's willingness to mobilise staff in pursuit of the strategic goals. Leaders need to use their leadership skills to convey intentions, brainstorm initiatives, coordinate and drive their teams in the direction they want. According to Gordon, et al., (2019) to be an effective leader there is a need to be resourceful and identify key characteristics of team members that would either support or impede trying to achieve goals. Therefore, having the willingness to generalise and anticipate actions are of vital significance for leaders adjusting to the working environment. Generally, leaders who use a combined leadership structure to anticipate and adjust staff behaviour became more successful when leaders were able to categorise data delivery to followers' groups through recruiting, hiring, setting workplace standards and delivering training.

[bookmark: _Toc41647295]Leadership and performance management

As part of a company's talent acquisition strategies, companies assess leadership characteristics before establishing mentoring services for their employees. A business leader is surely called upon to follow leadership styles that are specific or applicable to situational variables like staff, achievable goals, and the need to produce improved business results (Samantara & Sharma , 2015). In other words, the methods of talent acquisition will concentrate on improving leadership capabilities within organisations with tremendous versatility. While the roles get more complex, it is emotional intelligence that helps justify the production of higher results, rather than technological ability. (Samantara & Sharma , 2015) refer to Goleman, Boyatzis McKee (2002) In order to be a leader, one needs more than intellect. Key tenets of effective leadership are the ability to listen, guide and persuade, motivate and inspire and create resonance. 
The road to improving performance and attracting employee interest is rooted in enhancing employee understanding of the importance of the evaluation process and its effectiveness in increasing their career-building potential. Provided that performance appraisal includes important motivational elements and is related to extrinsic incentives such as advancement or pay rise, undue focus on improvement at the cost of growth may discourage workers. This causes more aversion to performance evaluation, while a greater emphasis on growth and learning will promote the adoption of performance assessment by workers and decrease their dissatisfaction with it. Since performance assessment takes place in an environment where employees and managers engage between each other, the nature of the interaction between them is considered to be a significant factor in promoting the adoption of performance assessment by employees and our results endorse this interaction (Kim & Holzer, 2016). Regardless of how valid and reliable the performance criteria arc is, the lack of employee confidence in the person rating them, (the boss) it will adversely impact expectations of performance evaluation of employees. A trusting interaction between managers and employees appears to be highly connected with the buy-in of performance evaluation by the employee (Kim & Holzer, 2016).       
     
[bookmark: _Toc41647296]Change

The dilemma is that one of the most challenging and dynamic challenges is to adjust people's behaviour. Nothing is as upsetting to people as change. Nothing has a greater ability to induce delays, cause loss of output or decline in the quality of work. And little is as crucial to an organisation's sustainability as a transition. Resistance to adjustment derives from a fear of the unknown, or from the anticipated defeat (Reh, 2020). 
The level of resistance of a person to change depends on whether they view the change as positive or poor, and how negatively they consider the effect of the change to be on them. The role of a leader is to tackle all forms of opposition and help the participants reduce it to a low, manageable level. The responsibility is not to tear down their opposition so that changes can be made (Reh, 2020).
[image: ]
Picture (Empedocles, 2017)    

[bookmark: _Hlk41490926]It is important to involve and support people in the workforce at all times.  Fully appreciate where the organisation is right now, identify what the goal is, when, why and what will let employees know when the goal has been achieved. Insufficient tangible steps, schedule the progress. Communicate, engage, encourage and promote employee involvement as early; as flexibly and as thoroughly as possible. What is needed is active strategies for systemic transformation in a changing economy: innovative corporate leadership; excellence in program quality; expansion of scale and scope; network capabilities; and engagement of stakeholders in a sustainable manner (Hong, et al., 2019).

[bookmark: _Toc41647297]Goal Setting

Having goals can be described as giving focus or purpose to a person's actions. The perceived value of setting goals is built on the belief that having objectives can influence one's behaviour. Goals can influence success and activities in a wide range of areas. Ultimately it spurs high rates of commitment, organises and directs initiative, sets a particular challenge given a purpose to aspire to. Targets also can deliver high rates of support on a mission. Having a common target helps in building a practical tackling technique, and having an aim helps to build an effective plan for carrying out the mission. Subsequently, goals offer the possibility to review a task on its success owing to their tangible purpose. When a person accepts their surroundings, they can learn a lot and gain knowledge that is important to priorities and strategy. When setting goals to ensure they are SMART gives a sense of motivation, and to keep track, keep a formal record, ensure it is tangible and use it to establish an action plan. 

[bookmark: _Toc41647298]Goal-Setting Theory

From its first detailed explanation in the mid-1980s, the goal-setting theory holds a significant role across both scholarly and professional thought regarding achievement and performance. It is still the leading theory of motivation in academic literature, according to some observers. Goal-setting theory argues that people are most inspired when they are set clear goals, yet when difficult goals are set, they are strongly committed to those goals, and they have a strong sense of independence with respect to achieving the goal.
This is founded on the assumption that performance-wise the more an individual understands what is expected of them, the deeper their alignment with the goals set and the more precise and consistent the reviews on how they are performing to achieve these objectives, the greater the motivational impact would be (Shields, et al., 2016).

[bookmark: _Hlk41491036][bookmark: _Toc41647299]Talent management
In the hyper-competitive and dynamic world economy, the comparative interest generated by skilled workers and their commitment to companies has rendered talent acquisition a strategic goal for organisations. Talent management was proposed as an effective method for maintaining skilled workers, but few research studies are examining their connection. 
[bookmark: _Hlk41477011][bookmark: _Hlk41491074]Talent acquisition is an organisation's corporate strategy for recruiting, improving and retaining its skilled workers to gain a competitive edge. Fairness in terms of results, processes and experiences in the talent management environment along with cognitive congruity with respect to talent ranking affects the assessment of talent control's efficacy as a retention technique (Narayanan, et al., 2018). 
[bookmark: _Toc41647300]Learning through Exploration and Observation

It is viewed that human resource practises is to collect knowledge about the goals, policies, and work-related aims of the company seemed to add to the development of an apparent learning environment characterised by learning through exploration and observation, such as task-related learning. Also, through colleagues and supervisors, such as communicative learning. As such, analyses suggest that work-based learning is a multidimensional concept directly related to demanding activities and organisational engagement. Task-related thinking has been discovered by promoting the sense of agency of workers to encourage creative behaviours. This is the learning cycles that are implicit in one's mission that helped to turn one's work into a more difficult market.
Learning through others facilitated two processes: one, allowing the use of contextual interactions to promote vicarious and outsider learning, thereby making the task more difficult, and two; demonstrating the importance of the social aspect of learning in shaping behaviour. It improved work engagement, uncovering the significance of collaborative exchanges with colleagues and the manager act as developers of organisational engagement. Both promising tools and organisational commitment have been strongly associated with innovative work behaviour, which shows that these task-related forms of inspiration and attachment of the goals of the organisation are essential to enhance innovative action. Research has shown work-oriented learning is an innovative driver (Battistelli, et al., 2019).
[bookmark: _Toc41647301]Appraisal

The traditional model, business objectives and strategies are cascaded down the organisation. All the units, and then all the individual employees, were supposed to establish their goals to reflect and reinforce the direction set at the top. But this approach works only when business goals are easy to articulate and held constant over the course of a year. These days employee goals may be pegged to specific projects. So as projects unfold and tasks change, how do you coordinate individual priorities with the goals for the whole enterprise, especially when the business objectives are short-term and must rapidly adapt to market shifts? It is a new kind of problem to solve, and the jury is still out on how to respond (Cappelli & Tavis, 2016).
When looking at conducting appraisals, it is important to note that an organisation's internal climate, for example, the lack of resources, being low on supplies, and the working conditions, will predetermine underperformance hence those conditions should be taken into consideration in the approaches applicable to employee performance evaluations. Creating a structured plan with flexibility in mind for updates as plans may need to change due to original targets, strategy and environment needs.
Key attributes in a successful performance assessment are having flexibility in response to shifts in the particular sense of the business as well as matching it with business mission and core goals. Staff efficiency, when looked at from an operational point of framework is very critical in order to achieve the mission and goals of the business effectively.
Employee performance evaluation should be motivational and show a pattern of growth and change that results in activity between workers and the organisation through the positive influence of managers (Zheng. Zhang. Li, 2012). As organisations are affected by the complexity of internal and external influences by its very nature, the workplace performance evaluation will represent the challenges faced.
In order to gain a successful performances evaluation programmes for employees, the contextual relevance is needed to be taken into consideration, things such as composition, policies and procedures, and reinforce the significance of understanding the evaluation context for its creation (Dattner, 2015). The success of workers can also be affected by their interpretation and comprehension of the workplace community, environment and employee experiences with their colleagues.
The success of workplace performance management is determined by explanatory variables such as corporate structure, environment and human resource managements tactical implementation (Haines, 2012). It is therefore advised that managers consider roles in an organisational context in which the performance reviews are carried out in order to encourage efficacy and improve staff performance management, this together with processes, assessment systems and employee performance.

DeNisi, Pritchard (2006) quotes Armstrong Ward (2005) and Pritchard Diazgranados (2008), to state that, "Improving workplace efficiency will include certain fundamental aspects, such as behaviours, having the time to commit, achieving tasks, evaluations of results and the need for success". Employee satisfaction should be improved when a series of criteria have been achieved: People see a close link between the findings and reviews of successful evaluations; People are able to acknowledge a close association between evaluations, results and rewards Employee performance evaluation should be linked to performance enhancement through a strategic context that lets companies define ways to use staff performance appraisal as a way of improving workplace efficiency.
[bookmark: _Toc41647302]Managing Performance

A far more efficient method of improving positive habits and successful management is to have supervisors gave staff immediate feedback, link it to their objectives and where possible give small weekly incentive to workers who do positive things. Annual assessments can be identified as a custom of the past century and seem to lack teamwork and creativity. According to Cappelli & Tavis (2016), employers are starting to fully understand that the appraisal process is hated by both managers and employees. Seventy percent of multinational companies are slowly heading into this model of frequent progress and growth discussions. The emphasis is on developing the team towards the direction the company wants to go to be successful not only for today but in years to come (Cappelli & Tavis, 2016).       

[bookmark: _Toc41647303]The Growth of Performance Monitoring Process Over the Years     

At a time when human resources are bountiful, attention is on who to let go, who to hold and of them who to reward. Developing workers is more of a challenge as talent is scarce; finding new ways to fulfil the demand becomes much more necessary. The problem is employees hate the appraisal process. Studies in the social sciences found that people disliked metric scores of three out of five and preferred to be told that they were "average" (Cappelli & Tavis, 2016).
The aggregation of appraisal scores revealed that the rater also influenced results hence not just down to the individual's performance. Companies are no longer inconsistent annual cycles. The business environment is continuously changing, which means the priorities and responsibilities of the workers cannot be planned with any detail a year in advance. To just have yearly appraisals can no longer work goals set a year ahead in most cases would no longer be relevant twelve months on.
The suggestion is that managers still hold a review dialogue with employees at the end of the year however, the aim is to move to having further regular discussions with workers and seek to address two essential questions: What do I need to continue doing as it is done well? And what changes need to take place as they are not working? Annual targets were replaced with "priority areas" for the short term (Cappelli & Tavis, 2016).
This is particularly evident at retailers such as Sears and Gap — maybe the most remarkable initial innovators in assessments. Now, advanced customer support requires frontline and back-office personnel to work together to maintain shelves stocked and control customer traffic, so conventional tools do not boost team-level efficiency or help track teamwork. Gap managers also have end-of-year reviews for staff, but only to review the success evaluations that exist during the year and to determine wage raises as appropriate. Employees are still given goals, and the difference is the goals are set at short-term monthly or quarterly as it is in this instance, instead of yearly depending on the task.
Just two years into the programme, Gap is showing even greater consistency with the success process and the best-ever execution of targets at the retail level.  The question is managers who do not seem to have fruitful discussions with employees once a year, how do we expect them to do so more regularly without the normal evaluation process support? It is a legitimate point — but grounds for optimism are responsible. (Cappelli & Tavis, 2016).
Appraisals offer a straightforward way forward administrators to match up incentives against individual achievements. In pilot programmes at Juniper Systems and Cargill (retail, wholesale business), managers had no trouble assigning merit-based earnings without assessment scores, trying to figure out how their new practices will affect the pay-for-performance model. In reality, both line managers and HR workers perceived the possibility of making their award-based pay assessments more meaningful by paying more considerable attention to employee success across the year. HR teams regularly argue because field executives do not use the appraisal process to track bad performers; and when they do, failing to flag workers failing till the end of the year causes the inability to proceed without action for too long. Juniper Systems also explicitly request that managers are to verify each quarter that their employees are up to the required standards. Others using the system note that the current programme has decreased dismissals, as troubled workers are even more closely supervised and trained (Cappelli & Tavis, 2016).
Gap members believe that their current methods were partially motivated by feedback and studies that found that the previous appraisal process was unfair and inefficient. Frontline retail employees which are disproportionately females and minority workers are particularly prone to mistreatment. In addition, structured scoring does more to disclose prejudice than to prevent it. This makes it quick and easy to see where women and minorities who have the same and higher ratings as white men deserve the same and higher wages. The bias would be clear as performance scores, and merit-paid indices would be evident (Cappelli & Tavis, 2016). All that said, it is not clear whether modern success measures would do a great deal to reduce prejudice either. Gap also demonstrated the removal of performance ratings improves equity in reward payments and other initiatives, but some assumptions do still need to be made — and there is the risk of prejudice in any bit of statistical evidence that decision-makers evaluate. Many HR management systems have been developed in recent years to transfer digital annual reviews and link them to wage raises, career development, and so on. However, they were not built for constant reviews; they were not programmed for constant reviews.  General Electric designed an app that could be adapted for retail use, that enables administrators to phone up and review notes and documents from past discussions. Staff members may use the app to inquire where they need guidance: This encourages staff to send colleague's reviews and to select whether to give a copy to the subject's manager. (Cappelli & Tavis, 2016).

[bookmark: _Toc41647304]Performance System 

Management's growing need is to get out of your employees the full potential by providing them with the skills and appropriate coaching, motivation and acceptable appraisals. That will only be feasible if the workers work effectively and to the degree to which the strategic goals and mission are accomplished. Management has become more aware of identifying the increasing needs of employees, so they use various techniques and strategies to address this gap using effective strategies, namely the system of reward (Mehmood, et al., 2013).
A management incentive programme is a link with an employee's success and the compensation he/she gets by meeting the organisation's goals as per the mission. Mehmood, et al. (2013) quotes "Reward system should be linked with goal-setting, employee development, competency measures, and team performance" which comes from Herman Aguinis' book with the title Performance Management, organisation. Herman Aguinis in his book entitled Performance Management, organisation, says "Reward system should be linked with goal-setting, employee development, competency measures, and team performance (Mehmood, et al., 2013).
Performance reviews for most start at the beginning of the business year. While each organisation relies on their own assessment process, the majority follow the usual sequence. Initially, they encourage staff to write about their achievements and what needs to be changed. Then afterwards, the line manager writes a review of their performance, give feedback and rank their productivity on a scale on how goals were or were not met (Mackenzie, et al., 2019 ).     
This approach is based on the idea that by focusing on the success of individuals and formalising it in an assessment form, it is then possible to measure their achievements critically, provide reasonable incentives and give meaningful guidance to help them improve in the coming year.  Although the idea is to strive to be a merit-based evaluation, the imperfections and biases of the rater too often shine through (Mackenzie, et al., 2019 ).
[bookmark: _Toc41647305]Digital uprisings and Working Quality

Technology is often used as a policy-making instrument to implement policies aimed at improving innovation, rising efficiency and reducing costs. Nevertheless, workforce digitisation has introduced a range of obstacles for companies to tackle, such as capability set, structures of operations, human resources, and security. Perhaps the most important problem is workplace digitisation, as forecasts suggest that automation will eliminate forty percent of jobs in the near future. (Frey and Osborne 2016).

[bookmark: _Toc41647306]Warehouse Developments that Provoke the Need for Change

Production and warehousing are central to the supply chain. It accounts for approximately twenty percent of overall logistics costs whereas, in terms of operation, they are fundamental to the success of customer relations levels, mainly because distribution centres are almost always the final point in the supply chain for order processing, value-added services and customer dispatch ( Baker & Halim, 2007). However, businesses are continually searching for opportunities to improve logistics and warehousing services.
In an attempt to address the increasing demand to transform delivery centres and raise profitability, executives turn to innovative systems and technology as it is introduced to improve the workforce's skills and knowledge. Baker & Halim, (2007) define warehouse automation as "the direct control of handling equipment producing movement and storage of loads without the need for operators or drivers".
Staff would still be required for an automated warehouse: This high level of automation means that people with technical or mechanical expertise would be needed. However, most contract expertise would be provided as part of the technology. The need for warehouse skilled staff such as operatives, forklift drivers and managers are still required (Winters, et al., 2014).  
Since 2000, e-commerce has grown exponentially with the emergence of internet-only stores such as Amazon, which was expected to account for thirteen point seven percent of world e-commerce retail revenue in 2019. (Clement, 2019). Distribution development will begin with a view to business growth needing specific expertise and skills from individuals. Skills and training will be essential in the future to supply chain operations, including distribution modes and logistics and warehousing infrastructure (Winters, et al., 2014).  The wholesale and retail industries already have relatively low-qualified workers, with just twenty-two per cent possessing education at or around A level. To meet the anticipated requirement for skills of thirty-four percent by 2022, retailers need to develop current staff and or recruit sufficiently trained newcomers (Vokes , et al., 2015). Findings from the 2013 Skills Survey of the UK Commission indicate that fifty-five percent of retail establishments having skill gaps find deficiencies in the abilities of their current employees with customer handling. The most typical method of training given in the market is on-the-job training; the focus for training for around half the retail employers offing training in new technology (Vokes , et al., 2015).  Where core competencies are missing, the most frequent reason for the skill gap is being new to post or inadequate training. That being said, forty percent of employers have observed a perceived loss of worker morale and inadequate change after training (Vokes , et al., 2015). 

[bookmark: _Hlk41491206][bookmark: _Toc41647307]Performance Management System

Something to consider is a new performance management system of which Deloitte came up with that would also work with other business types. They looked at the existing method to assess how their people work how they then developed workers, promote them, and pay them accordingly, and found it to be profoundly out of sync with their goals.
There were three pieces of evidence: a clear hour count, an analysis of ranking science studies, and a closely monitored examination of the organisation (Buckingham & Goodall, 2015). Most of Deloitte staff agree however that the model seemed appropriate but, it was no longer the right model for their evolving requirements: Yearly targets have become too "batched" for a real-time world, so discussions around year-end scores are usually less meaningful than discussions around real results in the present. Evaluating someone's ability generates contradictory evidence. Their study in which six staff two at each level of supervisors, peers and subordinates evaluated 4,492 managers about certain output measures, demonstrating a sixty-two percent difference in ratings which may be explained for by the peculiarities in the judgement of particular raters. Just twenty-one percent actually accounted for performance.
Consequently, ratings show more about the rater than about the performance. The need to ask just the immediate team member was identified but, more importantly, to ask a certain kind of question. People are generally consistent when assessing their feelings and intentions; however, may incoherently rate the abilities of other people. In order to view an individual's performance, they now question team leaders not about each staff member's skills but about their own thoughts of opportunities regarding that person.

[bookmark: _Toc41647308]Advantages and Disadvantages 

One benefit noted is that engagement of workers improved, as a result of continuing engagement meetings, leading to a rise in employee's sense of worth. Staff believe that a positive review helped them concentrate on crucial jobs. Workers thought high-quality conversations with efficient bosses had a positive effect. Staff turnover reduced, even in an intensely competitive company. This indicates that top-performing workers feel more appreciated and respected; workers with space for growth are supported and empowered. They were challenging conversations with workers who are not up to the mark, which results in an increase in involuntary attrition (Zeng, 2016).
A typical disadvantage is such that if not given the adequate training, management could end up executing skewed performance appraisals. While imposed ranking systems often do not rank employees correctly due to prejudice; when managers are too social and familiar with certain employees, this can affect the professional relationship between a manager and other employees and thus influence the effectiveness of the interactions of employee discussions. Ambiguity over value based on merit, the removal of compulsory ranks poses questions about the compensation earned on merit. Employers need to reconsider how to distribute merit-based bonuses, so it is no longer attached to the numerical rating scheme for workers. It would be better to allocate benefits depending on task performance and ensure earnings mirror market value (Zeng, 2016). 
Another disadvantage is instability in the status of employees. The lack of a standardised ranking system can create confusion in the positions of the employees. Personnel standings are critical for recognising top performers, for interacting with employees where they are located and for determining who to reward. This could be managed by giving high-performance some type of label and allocate rewards on the spot, as they occur.

[bookmark: _Hlk41570642][bookmark: _Toc41647309]Ethical and Sustainability Issues 

Consumers are very conscious of what is going on around the world, and a healthy supply chain along with the right financial incentives makes long-term economic sense. Businesses have to face the fact that their supply chains can no longer be invisible and needs to be sustainable. Stakeholders are pressing for more transparency and want to hear about the practices of manufacturers about the workforce and the environment. In affluent developed countries, though, a safer and environmentally sound, and ethical supply chain is not just about addressing customer concerns. As the working class grows in emerging economies, consumer perception regarding sustainability is increasingly growing; these aspirations are also more durable in emerging economies than in developed markets. The economic advantages of production and resource cost savings and sustainability in the production process provide a strategic edge for businesses around the globe. However, when a supply chain department from a business cuts out waste and inefficiencies, contact with vendors is crucial to gain all parties on board. Companies have to inform, and even support their customers and their families, logistically and often even financially, rather than a top-down approach with a list of demands (Kaye, 2013).
[bookmark: _Toc41647310]Conclusion and Recommendations 

To develop human resource management, suggest and achieve improved workplace performance, concentrating on workplace performance appraisal and the impact on the characteristics of the organisation influences on this process. Therefore, considerations in organisational nature such as organisational goals, policy, infrastructure, organisational culture, HR practices, staff engagement, and the like affect the creation and application in workplace performance appraisal in organisations.  An approach to workplace performance appraisal aligned with the organisational environment provides a useful tool for growing human resources efficiency.
With the company needing to modern itself to keep up with the industry expectations, more needs to be accomplished by the industry to boost its reputation to recruit and engage its workforce. This would ensure that retail is viewed as an appealing and rewarding occupation to those who may ignore it in favour of other choices. The ability to leverage and grow technology-based expertise and experience within a retail profession needs to be encouraged. To respond to the increasing use and sophistication of technology, retailers will have to continue to develop existing staff. This would entail engaging the employees by adopting a new model of an appraisal. In certain cases, the use of interpersonal mentorship may be acceptable. The pace of change is rising in today's workforce, and if you are not prepared, it could have a drastic effect on the future of the business. This report has looked at the way most organisations look at managing their staff performance and newer ways the Human Resource Management team should deliver performance management; the advantages and pitfalls of them both. 
[bookmark: _Toc456901523]In order to implement the changes required, the management style would need to change. It will be a bit unpleasant for management and staff involved while in process, but if one can drive through to the new way of leadership and stick to it, the changes will be seen all over.
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