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Abstract 
While attention in performance management has grown significantly in recent years, research has yielded inconclusive results about its efficiency. Inconsistencies may be attributed to a lack of understanding of the aspects that are likely to improve the efficacy of performance management systems. In today's organisation, a sound business strategy must be designed and implemented. Firms may use Performance Management (PM) to efficiently establish, adapt, and execute strategy. This report was written to examine the notion of performance management, its aims, and the procedure for conducting performance appraisals. The study will assist the SainCo organisation in gaining a deeper grasp of the concept and the most effective strategy for implementing it.
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[bookmark: _Toc101957012][bookmark: _Toc101957139]Introduction 
In each business, the performance management system is a critical procedure. Firms can use the process to convey company goals, increase individual accountability, and track and assess employee performance (Gruman et al.,2011). With the ever-changing competitive business climate, businesses must assess the system on a regular basis with the goal of enhancing various elements in order to keep up with market demand and rivals (Moynihan and Pandey, 2010).
Performance management has developed from a merely operational concept towards a more conceptual one, where it performs a significant role in the development and implementation of strategy (Scott-Lennon, 1997). The goal of performance management is to link numerous steps. For instance, performance-based remuneration plans with corporate objectives (McKenna and Beech, 2008). A significant aspect of the performance management process is performance assessment, which seems to be a formal review of personal performance. As per some, performance management has the maximum chance for a human resource (HR) system to contribute significantly to company effectiveness (Sparrow and Hiltrop, 1994). It represents the structure that may guide how the company's human resources relate to the business's strategic objectives. 
SainCo is a retail company that employs 2000 staff in different locations. SainCo is family run with a traditional leadership approach and an autocratic management style. In order to become competitive, the company recognized that it needs to embrace a modern performance management concepts and practices.
SainCo's authoritarian management pattern is also known as autocratic rule. Is a type of leadership that emphasises personal control above all choices and little involvement from members in the group. Authoritarian leaders tend to make decisions primarily on their own beliefs and judgements, and they rarely take suggestions from their supporters. Autocratic leadership entails total, dictatorial control of a group (Chia, 2021).
[bookmark: _Toc101957013][bookmark: _Toc101957140]While authoritarian rule can be beneficial at times, it can also be detrimental in a number of scenarios. Authoritarian leaders are generally viewed as domineering, dictatorial, and oppressive. This can sometimes result in hostility between team members. Individuals of a team may feel as if they have no influence or say in how business is done, that may be particularly annoying when competent and skilled people in the team believe that their knowledge and efforts are being overlooked (Chia, 2021).
Overview of Performance Management process
What is Performance Management
Fig.1 Performance Management
[image: ]






Source: https://hr.un.org/article/bringing-out-best-others-performance-management-training

Performance management in human resource management describes the process of guaranteeing that organization's goal is relevant to the work of its employees. Among the most critical HR responsibilities is to manage employee attitudes and behaviours. Managers accomplish this by using appropriate tools and techniques. Performance management is comprised of two interrelated acts (Armstrong, 2018).
· Evaluating workers' performance in relation to the standards that have been set for them.
· Assists workers in developing action plans to improve their performance.
Although studies and experienced professionals have identified key aspects essential for good performance management systems, there are various other factors that should be created in order to create an enabling environment that is especially suitable to the requirements of the SainCo business. For example, performance management systems can aid in wage judgments, promotion decisions, development of employees, and force downsizing. A performance management system that attempts to satisfy too many objectives would surely collapse because of lack of focus and purpose. There is no single technique or set of objectives that is best suited for all businesses (Garvey, 2017).
The objectives of a given performance management system must be established while keeping in mind business needs, workplace structure, and the system's connection with the other human resource management systems.
One critical point to remember would be that, although performance management for judgement and development of employees are intrinsically tied, these two objectives are seldom provided equally effectively by a single program. When using a performance management system to make choices, the analysis data is utilised to support wage hikes, promotions, transfers, assignments, force reductions, and other administrative HR actions (Aguinis, 2012).  If a performance management system is adopted for growth, the evaluation information is being used to coordinate the training, work experiences, mentoring, as well as other developmental activities in which individuals will engage in order to expand their skills. Even though it is technically possible to design a performance management system that can be used for simultaneous decision-making and development (Leatherbarrow and Fletcher, 2018).
Furthermore, evidence has shown that the rating aim (decision-making vs. growth) effects the reported evaluations. Decision-making evaluations are frequently lenient, by most staff receiving scores at the top of the scale. Evaluation for productive purpose is frequently more varied, highlighting both employee strengths and areas for progress
Effective performance management systems
This approach contains a clearly defined system for carrying out assessment tasks, as well as defined duties and schedules for both staff and managers. It is particularly important in organisations that use performance management as a basis for remuneration as well as other HR choices to ensure that all staff members are fairly treated (Awan et al., 2020).






Fig. 2 Typical Performance Management Process
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Source: https://papers.ssrn.com/sol3/papers.cfm?abstract_id=2408421 
The parts that follow go into further depth about each stage of this procedure.
Performance Planning
It is vital to communicate performance targets with employees at the outset of the performance management process. Attitudes are important because it shows how an individual tackles his or her work. Workers who achieve exceptional results but are tough to deal with, useless, or exhibit dysfunctional attitude are all too prevalent. Obligations for effectiveness and attitudes should be related to the company's key vision and company goals (Osmani and Maliqi, 2012).
For example, if SainCo determines that improving customer service is essential to the firm's ultimate prosperity, such as customer support aspirations and incentives in the performance management system will also communicate its importance but will also encourage rises in linked traits and behaviours. Likewise, if effective collaboration with key stakeholders is a fundamental business value, personnel should be held accountable for it through the performance management system.
Behavioural Expectations
Behaviour and performance expectations should be related to the organization's strategic direction and business objectives. Indeed, if successfully planned and implemented, performance management systems inspire individuals to engage in behaviours and achieve results that assist the organisation achieve its objectives. Worker’s behaviours in the workforce are closely tied to the organization's operations and, as a result, its success. Professional actions frequently result in collaboration productivity and strengthen the company's position, whereas poor or unprofessional behaviour has the ability to impede productivity, demoralise employees, and generate an unfavourable public image (Choi, Yoon and Kim, 2020).
SainCo should be composed of competent, well-trained personnel that can operate in a cooperative team atmosphere for agreed mutual purpose in order to perform well. If a group worker acts unprofessional, it has the ability to create animosity and hostility across the levels, side-tracking advancement in accomplishing company objectives.
Results Expectations
Staff results or objectives must be related to the plan and goals of the organisation. Across the goal-setting phase, the staff's growth needs must be taken into account. Objectives for growth can be focused at either improving employees' performance or preparation for a career progression (Aguinis, 2012). An employee's objectives might be as follows:
· Finish project "X" by time "Y."
· Increase your sales by 10%.
· Successfully mentored employee "X" in the development of skill "Y."
It can be difficult to identify direct linkages between high-level, often aspirational corporate goals and what a specific individual can achieve in his or her profession. To solve this, company’s objectives should be converted and trickled into more particular element, group, and individual objectives as well as expectations. This normally necessitates a number of discussions where the highest-level directors first establish division targets that are consistent with the business goals (Ashdown, 2018).
Ongoing Feedback
Companies are increasingly incorporating constant feedback into their performance management processes. This method fosters an environment of open and honest communication between management and employees. It's also worth noting that continual feedback includes both praise and constructive ideas, which should be openly given and received within the firm (Baron, (Armstrong and Baron, 2004).
The goal of feedback is for it to be continual. As a result, it is critical for the SainCo company to make continual feedback a regular habit. Feedback is a cyclical process, not a linear one. The cycle ensures that the information is absorbed, implemented, and repeated.
This method is not just valued in the business world, but it is also highly valued in sports. Why shouldn't athletes be open to the constant feedback mechanism? Each time they step onto the field, it is a new task for them, but they recall the prior problems they encountered and the winning strategies they used. As a result, the importance of continuous feedback in athletics cannot be overstated (Ashdown, 2018).
Employee Input
Employee input was used successfully in numerous businesses. It might come in the form of asking employees to provide self-evaluations on performance criteria, which are then compared and argued with the supervisor's judgments. Nevertheless, skilled workers have observed that if supervisors finally evaluate others less effectively than they evaluate themselves, this strategy and discussion can contribute to higher defensiveness, disagreements, and unfavourable attitudes among workers and supervisors. Motivate employees to make assessments of their significant results or most meritorious accomplishments at the end of the rating period as an extra technique of getting employee input (Brown et al., 2015).
Performance appraisal 
The phrase performance appraisal relates to a periodical evaluation of an employee's work performance and general output to the organisation. It could be done anytime, although usually it is done annually, semi-annually, or monthly. Performance appraisals used to provide workers with broad feedback on their performance and to support wage raises, incentives, and termination choices (Houldsworth et al., 2021).
A performance appraisal is a regular assessment of an individual ’s work ability and contributions to the company. There are various forms of performance evaluations, the most common is a top-down review. Workers who think the structure of the assessment doesn't really accurately represent their company's core values and may be unsatisfied with the assessment procedure.
Performance appraisals are often created by human resources (HR) divisions as a tool for workers to develop in their professions. They offer feedback on the performance of workers. It ensures that employees are maintaining and achieving the objectives that have been assigned to them, as well as offering guidance on how to attain them if they fall short (Garvey, 2017).
Companies use performance assessments to ensure that their employees are managing and fulfilling the goals that have been set for them, as well as to provide direction on how to achieve them. 
As a conventional family business, SainCo has a fixed financial allocation to provide rewards such as salary increases and bonuses. Performance assessments help determine how those funds are spent. This assessment will help the organisation to determine which employees have made the greatest contributions to the company's performance, helping the organization to properly recognise their top-performing employees.
The large bulk of performance evaluations are top-down, this implies that managers assess their staff without any involvement from the individual. Many performance appraisal apps have been developed to assist businesses in automating the review process. Some of them are:
· Self- assessment:  Individuals rate their own job performance and behaviour.
· Peer evaluation: A person's coworkers or workgroup review their performance.
· [bookmark: _Hlk101857810]360-degree feedback assessment: Input from an individual, supervisor, and peers is included.
· Negotiated appraisal: A newer trend that employs a mediator to try to minimise the adversarial aspect of performance appraisals by enabling the subject to present first. Prior to offering critique, consider what the individual is doing well. This structure is effective when there is a conflict between subordinates and superiors.
One difficulty with performance appraisals is that it can be hard to discern across employee and corporate performance. It might be damaging if the evaluation's structure does not correspond to the culture of a company or organisation. Employees are typically unhappy with their performance evaluation methods (Ashdown, 2018). Performance appraisals can lead to the adoption of unachievable targets, demoralising employees or incentivizing them to engage in unethical behaviour. They may also result in supervisors providing favourable feedback to failing workers in order to avoid destroying their connection. Untrustworthy ratters can bring a multitude of biases into evaluation results, skewing them toward preferred features (Aguinis, 2012).
How SainCo can conduct 360-Degree Feedback
The 360-degree feedback strategy for gathering and disseminating information has to be clearly understood. In various ways, 360-degree feedback, sometimes referred to as multi-source feedback or multi-source evaluation, is a method or procedure for gaining performance ratings and gathering feedback from colleagues, subordinates, supervisors, customers, and suppliers. Employees can evaluate themselves as part of a 360-degree feedback process (Ainsworth, 2016).
According to a Forbes survey, about 75 percent of employees value feedback, yet only about one-third receive it. This is the age of technology, and the only constant is change. Human resources and the way they have been managed over the previous decade have undergone a complete transformation.
This adjustment was made because employees are no longer interested in annual reviews; instead, they want ongoing feedback, and they want it now. As a result, SainCo must overhaul the entire structure of how and when employees receive feedback. In this technology-driven environment, the SainCo organisation must pay close attention to processes and programmes meant to not only attract but also retain personnel. Employee attrition has long been a problem that businesses have had to cope with. The solution to increased employee engagement inside the SainCo firm is continuous feedback.
360-degree feedback allows the SainCo firm to examine the habits and talents of every member in order to maintain everybody engaged with the corporate vision and goal. It attempts to assist each individual in understanding their own strengths and shortcomings, as well as to shine light on the elements of their job that require coaching or particular support. The entire feedback process must be overseen by a manager, coach, or trainer, who is frequently located outside of the firm. 
 By successfully applying the 360-degree feedback each employee in the SainCo company would have an overview of their strengths and opportunities for progress thanks to feedback. This in-depth grasp of their nature enables them to recognise their responsibilities and increases their commitment. 360-degree reviews encourage an open culture in which each employee freely comments.
Effective Performance Management in Start-ups
Performance management is an ever-changing process, and it is critical for firms to incorporate some crucial factors into the process to get the greatest outcomes. 
Several useful principles are discussed below to assist start-ups in developing a really successful performance management strategy to ensure increased staff engagement and motivation at SainCo company.
Understanding company’s goal
Start-ups should have a clear idea of why they are creating performance management practises. They must create methods that can effectively analyse employee performance in relation to the demands at SainCo business.
Furthermore, it will enable managers and supervisors at SainCo company to steer personnel in the proper direction and assure their optimum contribution to its corporate success. A procedure created with a clear knowledge of intent ensures workers that it will assist them in succeeding. Additionally, it allows employees to view their bosses as coaches who can help them rather than auditors who are solely there to assess them.
Establish smart goals
Setting performance targets should be based on employees having a clear grasp of what is expected of them and the metrics that will be used to assess whether or not these goals are met.
Goals should be SMART, which implies they should have the following elements:
Specific – The goals should be clearly defined as to who and what they are.
Measurable - Should establish quantifiable goals.
Achievable - The goal should be hard but not unreasonable.
 Realistic – Should be attainable given the resources available.
Time-based — There should be a clearly defined time limit for simple tracking.
However, it is critical for start-ups to ensure that the process is adaptable enough to function efficiently in the volatile business climate in which they operate.
Spend money on employee appreciation programmes
Having strong employee appreciation and recognition programmes in place SainCo may considerably improve the efficiency of performance evaluation and management processes. Start-ups may consistently increase engagement and performance by recognising and rewarding their workers' efforts and successes.
Contrary to common assumption, most start-up employees are fully aware of the organization's limited resources and are happy even with a simple note of gratitude or a word of praise from their bosses. Simple efforts like these may have a beneficial influence on staff performance and engagement.
Giving and seeking regular feedback
Giving and receiving regular feedback from employees can aid the SainCo company in the development of a more transparent performance evaluation and management process. Employees might benefit from regular feedback from their superiors in terms of personal and professional development.
At the same time, providing feedback to their superiors allows employees to convey their thoughts and suggestions for timely attainment of corporate goals. Two-way feedback can also aid in the reinforcement of positive behaviour and the development of a work culture based on mutual collaboration and coordination. 
Ensure proper documentation
Documenting the many parts of performance assessment increases the process's credibility and makes it more acceptable to employees. Furthermore, effective documentation makes it easier for start-ups to analyse wider trends in employee performance over time.
Simultaneously, it allows start-up managers to track and convey performance changes and developmental needs over time. Even while documentation may appear to be an administrative burden, it is required to ensure the success of the performance management process.
Creating an effective performance management approach while keeping the aforementioned recommendations in mind may assist SainCo start-ups in establishing a clear direction, gaining stronger commitment, and achieving higher levels of performance from workers.
[bookmark: _Toc101957014][bookmark: _Toc101957141][bookmark: _Hlk101870314]From traditional autocratic to a new performance management system, the case of SainCo
SainCo utilises undemocratic, often known as dictatorial, leadership. It is a leadership style that favours individual control over all decisions, with group members having minimal impact. Autocratic leaders frequently make choices based on their own views and judgements, and they seldom entertain suggestions from their followers. Autocratic rule entails total, dictatorial authority over a group (Amini, Mulavizada and Nikzad, 2019).
Forward-thinking companies recognise the full potential of performance management, which cannot be met by a once-a-year evaluation and assessment delivered from the top down (Amini, Mulavizada and Nikzad, 2019). Several firms today encourage collaboration; but few have performance management systems that expressly recognise teams as the muscle that drives corporate success. Several companies have begun to look at the benefits of a collaborative performance management system:
· An HR tech firm gathers real-time anonymous feedback from members of the team on their colleagues' conduct and delivers customised, weekly training e-mails to co-workers.
· The R&D department of a pharmaceutical business develops employee remuneration based on individual and team achievement (e.g., project progression to milestone).
· A supermarket chain analyses store-level teams on a monthly basis for productivity and awards the most productive with income checks.
SainCo could increase performance by helping individuals to fulfil their maximum capabilities by shifting from conventional performance management to ongoing performance management, which is focused on regular check-ins, continuous assessment, and periodic acknowledgment moments.
Some recommendations that SainCo company can adopt for reimagining the company's performance management are:
Create a culture of sincerity and optimism to provide the groundwork for trust.
Trust is the foundation of effective performance management. Building trust demands the creation of a genuine and positive culture in which employees feel comfortable expressing, receiving, and soliciting feedback from peers or supervisors.
According to Joe Hirsch, TEDx and keynote speaker, Inc. contributor, and author of The Feedback Fix, developing a sense of psychological safety surrounding feedback is critical. "Most individuals are afraid of feedback because it involves judgement," he explains. 
By fostering a new perspective towards feedback that focuses on development and progress, the SainCo will give individuals permission to be more open and honest about the issues they face. The company will also improve the likelihood that people will accept company’s input favourably since they know it comes from a position of honesty, trust, and encouragement rather than judgement and punishment. While everyone has a part to play in building this foundation of trust and inclusion, leaders at SainCo company will have a unique opportunity to set the stage for success and model the behaviours that support a human-centric performance feedback culture.
Encourage employees to actively engage in their own success.
Empower staff with resources and technologies that allow, or even stimulate them to participate in active discussions regarding their daily tasks and objectives allows them to take charge of their own growth and development (Ashdown, 2018).
Setting operational and developmental goals with their supervisors that match with strategic company's objectives and a shared purpose would assist SainCo employees understand how vital they are to the team's success and will make them feel more connected to their career path. According to IBM study, it also provides workers with a greater sense of purpose in their work, which has a substantial impact on their overall employee experience (IMB, 2017).
Staff with a good ongoing performance management culture understand the business, functional, and team priorities and can clearly link their own ambitions to strategic corporate objectives.
Accept the three Cs: continuous, crowdsourced, and culturally aligned.
The traditional method of performance management has a fundamental flaw in that feedback is seldom, if ever, provided outside of the context of an annual performance review. According to PwC, 60% of employees (and 72% of millennial employees) want daily or weekly input, whereas Adobe study indicated that 80% of office workers prefer immediate, in-the-moment feedback.
In a contemporary, human-centred work culture, performance discussions take place on a frequent and real-time basis, and they are supplemented by aggregated feedback and data. Acknowledgement and gratitude are given in a timely manner, resulting in significant times of engagement that can have a long-term, positive impact on the receiver (DORSEY and MUELLER-HANSON, 2004) and gives SainCo workers a strong sense of purpose. 
Staff goal setting at SainCo should be closely linked to the organization's culture and beliefs and essential objectives. Workers at SainCo could get confused about the larger corporate goal if this alignment is not successfully handled, leading to discontent for both employees and management.
Approach as a coach.
Directors at SainCo should be trained to view their primary goal as guiding employees to continuously enhance their efficiency over time, instead of directing, evaluating, and striving to show their contribution.
As per Joe Hirsch, managing director of Seneca Partners, TEDx speaker, and author of “The Feedback Fix”, executives should conduct conversations with two things in mind: more humility and greater inquiry. "Be a learner, not a know-it-all." Assume that the person closest to the event knows something you don't, and that they have a better understanding of what needs to happen next."
Fellow employees are persons in the system who actually watch where, when, and how work is done — providing managers with a broader, deeper insight of employees' work that managers may not have.
SainCo can make weekly check-ins a key priority to support continuous learning, retention, and personal relationships.
The optimal time for feedback is when the behaviour occurs, not days, weeks, or months later, so managers and employees may address performance difficulties right once.
Younger workers prefer those goals be clearly specified upfront, followed by regular check-ins and continuous feedback that is current in both the manager's and the employee's thoughts, so that learning is timely and relevant Check-ins are a quick and easy approach for managers and staff to keep track of tactical updates and developmental talks. Having these open and honest dialogues in real time on a frequent basis strengthens human connections and relationships based on trust, allowing for course corrections as needed (Miller, 2021).
Workers who check in with their manager at least once a week are more than twice as likely to trust their boss, five times less likely to be disconnected, and almost twice as likely to believe they can advance in the business as those who never check in. Gallup revealed that companies that give frequent feedback have a 14.9% lower likelihood of turnover (Miller, 2021).
Change the emphasis from high-stakes, low-frequency feedback to low-stakes, high-frequency interactions.
Yearly performance assessments and evaluations have an impact on decisions about compensation, advancement, and retention. Because of the high stakes, both management and employees are agitated and apprehensive. Many workers receive feedback just once a year, and they may be caught off guard when they discover an issue with their efficiency months later, when it is too late to rectify it (Barth and Beer, 2017).
The SainCo firm can use regular performance management in the other way: it entails ongoing, regular, casual conversations which are sometimes planned and sometimes happen more naturally within the execution of tasks. 
[bookmark: _Toc101957015][bookmark: _Toc101957142]A critical review of contemporary performance management strategies
The goal of modern performance management is to create a method that is unique to the business and its culture. Even in the presence of external role models and inspiration, the most successful companies are motivated more by what they perceive within their own organisation than by what they learn outside.
Adobe, Deloitte, and GE, for example, each developed a distinct performance management plan that, despite three quite different methods, was a great match for their own organisations (Blahova, Palka and Haghirian, 2017).
Is contemporary performance management the end of traditional performance appraisals? 
Traditional performance appraisals, according to sensational headlines, are a thing of the past. Despite this, the pioneers of the performance management revolution have all continued to incorporate elements of conventional evaluations in some form or another (Kim and Kang, 2016).
Adobe continues to employ end-of-year evaluations to highlight performance and allow for pay negotiations. They elected to shorten the length of these assessments and add quarterly check-ins in order to foster a more continuing conversation about performance ( Behery, Jabeen and Parakandi, 2014).
Deloitte implemented a four-question evaluation system that is conducted at the conclusion of each project or quarter, whichever comes first. They utilise these more frequent assessments to generate employee rankings, which are used to determine promotion and remuneration at the end of the year (Delloite, 2020).
GE launched a real-time feedback platform, but they still do annual evaluations, which they now refer to as Summary Conversations. Instead of introducing new concepts, the end-of-year conversations summarise comments (GE Digital, 2021).
Modern performance management may appear to be complex, but it is actually pretty easy. There is no new "correct" way to do things. It all comes down to taking existing tools and putting them together in a way that best serves the company.
[bookmark: _Toc101957016][bookmark: _Toc101957143]Conceptualising Organisational and employee concerns
Employees who share fresh concepts and voice worries or problems help organisations develop and perform better. Workers are often the first to identify issues on the front lines, so their input may substantially assist executive decision making (Hsieh and Wang, 2015). Directors, on the other hand, may not always back their workers' suggestions, particularly in a conventional firm with an authoritarian leadership style such as SainCo. Instead, they may reject employee concerns forcefully and behave in ways that prohibit workers from voicing out at all. 
This raises the question, "Why don't managers encourage bottom-up input and ideas when it benefits them and their organisations?"
As per latest research, managers are generally stuck in their own ways of working and are so firmly connected to the status quo that they are hesitant to listen to contrary criticism from below. They observed that managers face two distinct difficulties: they are not authorised to act on suggestions from below, and they are pressured to function in the short term (Xing and Liu, 2016).
Consider the case of employee x, a production manager who is dedicated to the SainCo organisation and wishes to do well by it. Employee x is aware that certain of his/her co-workers who are closer to the production lines than he/she are likely to provide helpful ideas to improve shop floor workflow. Managers at SainCo, on the other hand, are not empowered to make changes without first going through a time-consuming central approval procedure at headquarters. Employee x additionally feels disincentivised to invest time in seeking changes since he/she is only rewarded for short-term accomplishments such as completing the next deadline or objective. 
Employee x may now surely urge his or her workers to share their suggestions. But he/she is aware that if he/she does, people would want him/her to act rapidly on those thoughts, something he/she is unable to accomplish. Employee x also knows that, while introducing new methods or modifications might be beneficial in the long run, it would cause interruptions in the production flow in the immediate term. Employee x would be hard pushed to find time to begin dialogues about change with end-of-quarter output deadlines approaching.
Many managers, like employee x at SainCo, are in a similar scenario. They frequently work in situations that do not provide them the freedom to change things. They are subjected to centralised decision-making frameworks in which authority is centralised at the top of the hierarchy and they are just "go-betweens." Even when they are given the authority to act, they must contend with pressures to demonstrate short-term success rather than long-term sustainability. Under such conditions, even the most well-intentioned managers are likely to avoid soliciting employee ideas and may even restrict them (Antunes, Zurita and Baloian, 2014).
At this stage, it is critical for the SainCo organisation to assess the extent to which its practises (for example, micromanagement by top managing) are affecting managers' feeling of autonomy on the job. It is also critical for the organisation to comprehend how widespread short-termism can diminish the amount to which ideas from the bottom trickle up to the top and are adopted. Nurturing long-term perspectives and providing time for managers to move away from the immediate pressures of work can assist SainCo in ensuring that managers foster creativity and innovation among their teams. Allocating more resources and influence on long-term-oriented managers can result in greater rewards. 
[bookmark: _Toc101957017][bookmark: _Toc101957144]An Overview of employee engagement and employee involvement
A motivated worker invests his attention and time towards his work in a manner that enhances the entire organisation. Employee engagement is defined as everything provided by a worker from which benefits the company via efforts and support, campaigning, motivation, and support of the business's goals and values (Asthana, 2008).
Workers who are engaged in their work are 20% more likely to outperform their counterparts and act as company champions, according to a study done by the University of Aberdeen Company School. Employee engagement, according to the research, may enhance bottom-line profitability and promote organisational agility. Those who are interested in their work fully participate in their work, which contribute to greater self-efficacy and a positive effect on safety and wellness, which in turn results in greater employee engagement for the organisation (Hussain et al., 2021). 
Younger employees may be enthusiastic when they initially join a company, but they might rapidly grow disenchanted. Individuals who are very extraverted and adaptive find it simpler to engage with their employers. Engagement is a decision based on what the employee believes is worthwhile to invest in. 
By developing a culture that encourages people to participate in their jobs, SainCo may benefit from employees who are willing to go the extra mile and obtain greater profitability.
Companies face huge challenges in their pursuit of commercial success as a result of more competitive marketplaces, globalisation, a volatile economic environment, demands for constant change, and a talent shortage (Segalla and DeNisi, 2019). The psychological contract is no longer what it used to be. Many workers no longer have a secure employment, and redundancy is a real possibility. Engagement may be the decisive element for companies wanting long-term success in increasingly turbulent times (Meyers et al., 2020).
There is indication that company and employee perceptions have shifted. Involvement may be the decisive element for companies wanting long-term success in increasingly turbulent times (Saks, 2011).
Some employees are increasingly seeking short-term employment in numerous organisations, with the intention of committing for the short term and moving on from unsatisfying jobs, or just using skills gained in one role as a steppingstone to another (Saks, 2011).
[bookmark: _Toc101957018][bookmark: _Toc101957145]Companies, as per Festing, Schäfer, and Scullion (2013), expect employees to go the extra mile and come up with innovative solutions to enhance standards and save cost.
Leaders at SainCo should understand this tendency and oppose using a dictatorial management style, which is likely to alienate employees wanting more collaborative and empowering leadership, as well as hinder innovation and a desire to go far and beyond.
Recommendation
People become more involved in their job when they understand the organization's goal and expectations for their work, as well as what they may gain from the performance management and career mobility systems in place. This, in turn, promotes staff recruiting, hiring, and retention, and it fosters a team environment in which ideas are recognised and implemented. When creating a complete performance management system, it is critical to examine the following difficulties, just as it is with any conventional authoritarian leadership, such as the SainCo with its centralised and dispersed duties. Accountability must exist at all levels, otherwise managers and employees will struggle to achieve the buy-in and confidence they require.
As a typical firm with an authoritarian leadership style, SainCo department directors and managers provide minimal assistance for successful administration of a system that takes significant time and energy from supervisors. It is suggested that SainCo's supervisors and managers be permitted to go beyond their day-to-day responsibilities and invest in a performance management process. Finally, and probably most crucially, adequate resources are needed to create and maintain an efficient performance management system, as well as to engage in professional growth.
[bookmark: _Toc101957019][bookmark: _Toc101957146]Conclusion
Performance management may be defined as the systematic evaluation of an individual's performance, with performance assessed against characteristics such as work knowledge, quality and quantity of output, initiative, leadership qualities, supervision, reliability, cooperation, judgements, and more (Schuler, Dowling and Cieri, 1993).
They went on to say that leadership behaviours may help strengthen both leaders' leadership skill and induce or motivate employees to work more, which increases their commitment and contentment. Organizational performance measurements are a tool for evaluating the success of the business in relation to the organisational objectives.
It may be said that performance management is the most important aspect of human resource management (HRM).
In conclusion, this report can summarise that performance management has evolved into not only a means of determining whether or not an employee's behaviour is consistent with the overall strategic focus, but also an important organisational tool for linking employee activities and the organization's goals.
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