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Abstract: This report will introduce the concept of performance management (PM), as well as the methods and practices that underlie the contemporary approach of this system.
The study of this report will highlight the leadership style, especially that of the traditional organization SainCo, which is the cause of starting this study and will emphasize the importance of line managers to create employee engagement and generate their involvement to gain competitive advantage. It will further emphasize the modern approach of PM, and demonstrate its connection with HRM practices and theories, highlighting the theoretical framework for implementing methods and theories that would enhance organizational performance. In order to obtain the performance, the evaluation techniques of the employees will be presented in order to ensure the objective and balance when fulfilling the evaluation reports.
The report will also outline the main organizational concerns and generate a brief introduction to this concept. 
Thus, the paper will also present the advantages and disadvantages of the modern PM approach that incorporates HRM practices and concepts.
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Introduction
Performance appraisal (PA) has been the subject of study for HRM professionals because it includes and involves a variety of functions, including practices in Human Resource Management (HRM): evaluation of training and employment strategies.
 Bayo-Moriones, et al.  established that the PA refers to the set of actions undertaken by an organization to evaluate and participate in the development of employees' competencies, with the aim of improving their performance, and distributing rewards. Since PA is integrated in the implementation of HRM strategies, the term performance management is introduced.
The concept of performance management is a more complex one compared to that of PA, as argued by Murphy, et al.  performance management includes both performance evaluation and job planning, teams, departments, thus creating a link through which these components of the organization pursue the same goals and strategies.
Therefore, another definition addressed by Mallory  defines performance management as a process of continuous performance improvement by setting personal and collective goals that are incorporated with the strategic goals of the organization, planning performance to achieve goals, reviewing and evaluating the development process.
Moreover, Armstrong and Taylor  stated that the concepts and theories of performance management implemented in the contemporary organization aim to achieve performance results and create a performance culture. Thus, in the specialized literature there are a multitude of examples of performance management (PM).
	Furthermore, Bititci, et al.  highlighted some effective examples of PM applicable in modern organizations, but also in the traditional ones, including the following:
- establishing the exact role of the business - by finding statements with well-defined objectives and roles.
- performance planning - planning the goals to be achieved, the elements of performance management to be evaluated.
- performance development - determining the required capabilities and developing the individual training plan for employees.
- performance measurement - making available the constant feedback and the annual summary related to the employee's performance (excluding the general evaluation).
The performance management system is directly influenced by the leadership style adapted by the organization. Therefore, several leadership styles are known- transformational leadership style, charismatic, transactional, democratic, autocratic and bureaucratic leadership style. 
Hasan, et al.  stated that major impact on the organization's performance management is given to the autocratic leadership style, also known as the traditional style, through which leaders want subordinates to work according to their decisions, thus affecting the level of motivation and satisfaction of the workforce. On the other hand, according  to  Iqbal, et al. , the democratic leadership style found in contemporary organizations has a major positive impact on organizational performance, as it allows employees to make informed decisions and share them with line managers, thus contributing to the development of leaders with high-performing skills.
In accordance with the above, the purpose of this report will focus on meeting the following objectives:
Evaluating the involvement of autocratic and modern management in the development of organizational performance.
Establishing the theories and concepts within the PM that lead to obtaining the competitive advantage.
Creating the link between HRM and SHRM practices with performance management.
Adapting the modern management performance style to SainCo.
Analysing employee engagement and impact on it depending on the leadership style used to achieve organizational performance.















  The theoretical framework of performance appraisal and performance management  
Organizational performance begins to take root with globalization and the emergence of diversification, which has led to the desire to gain a competitive advantage. Thus, performance, as defined by Tweedie, et al.  both results and behaviour, and the performer's desire to develop and evolve, where mental and physical efforts are considered outcomes of behaviour and are delimited by the results proposed by the tasks.
Within the specialized literature, two performance concepts have been developed: appraisal and management.
Murphy, et al.  stated that there are key differences between performance appraisal and performance management, as shown in Figure 1.1 attached below.  Although he emphasizes the fact that the application of a performance appraisal usually fails within the organization, Ahmadi & Mirsepassi  that whether PA is formal or informal allows the organization to assess employee performance in a fair way, with the goal of development or to justify for example some decisions. A formal PA requires the involvement of several HRM practices, which leads to the development of organizational performance, as it focuses on objectivity, transparency and fairness.
Figure 1.1 Comparing Performance Appraisal and Performance Management

Source: 
However, as stated by Toong   an informal PA incorporates spontaneous processes and random observation or evaluation of workforce performance within the organization.

On the other hand, the performance management is a systematic process of identifying, evaluating and developing performance by incorporating employee performance with the overall strategic objectives of the company.
Thus, the implementation of the PA concept will be carried out with a more dynamic frequency within the traditional organizations, such as SainCo, while in the contemporary ones the approach of the modern performance management will be observed.
Hung & Monastyrsky  noticed that Deloitte 2017  Human Capital Survey, showcased the results obtained by the companies that approached the modern concept of managerial performance were displayed, 90% observed improvements in employee involvement, 96% stated that the evaluation processes are simpler , and 83% were to improve the quality of communication between employees and line managers. 
Therefore, to incorporate PM with the achievement of strategic organizational goals, companies approach new PM development processes, as shown in Figure 1.2.
Figure 1.2 Performance management: traditional & modern
Source: 



Objectives and stages of the performance management
From the above, it was emphasized that the general role of performance management is to create tangents between the organizational goals of the company and the goals of employees to achieve performance. However, Aguinis  highlights the following aims of the PM within an organization:
Encourage, motivate and reward employees to offer the best.
Focus and align individual goals with the goals of the organization to lead to the correct performance of tasks.
To manage a proactive management and to ensure the endowment of the performance in relation to the agreed responsibilities and objectives.
To align personal and individual goals with the team, the departments with the divisional and organizational plans. Presentation of well-defined objectives used for this purpose both through software channels and through numerical diagrams, etc.
Thus, for these objectives to be met, the organization must apply the performance development management framework. The PM framework presented in Figure 1.3 aims to correlate the arrangements to meet the established and expected performance requirements, to program the performance plan, to evaluate and review the performance during the year.


















Figure 1.3 Performance management framework
Source: 


According to the PM framework, it established the stages of PM development, as shown in Figure 1.4. 

























Figure 1.4 Stages for PM development
Source: 

Applying the steps of PM development in organizations with a traditional leadership style, such as SainCo, can be addressed as follows:
Stage 1. Decide on business case - the business case regarding the implementation of performance management must be performed by the top managers, through which they develop a high-performance culture where the individual goals of the employees are aligned with the general strategic ones of the organization.
Stage 2. Determine objectives - to gain performance and competitive advantage, SainCo must set clear goals for its employees that the organization must meet.
Stage 5. Define PM process - for a deeper understanding each stage of the PM cycle must be defined, the first referring to the arrangements and the baking of the performance, and the second to the evaluation process, of the feedback obtained during the year. 
Step 6. Pilot Test - the pilot test must be within two or three departments of the traditional SainCo organization. During this stage, the processes within the PM must be adapted to the real working conditions, thus determining what changes and what new knowledge about the PM must be distributed among the managers and employees.
Stage 8.  Plan training for PM- in developing an efficient PM in companies with a traditional management system, such as SainCo, it is necessary to establish training arrangements for both line managers and staff in general. Thus, an important aspect in this case is given to the line managers who must correspond to the required skills.
Stage 9. Implementation of the PM - PM implementation should include a guide that would create effective communication and training.
Stage 10. Evaluate - at the evaluation stage, the impact of the PM is established after one year of its implementation.

The approach of the autocratic leadership style
	The autocratic leadership style is particularly prevalent in traditional organizations, an example of which is the SainCo company. De Hoogh, et al.  pointed out that autocratic style is the detachment of the goals of the leaders from those of the employees, as the opinions of the representatives of the labour force are not considered. On the other hand Mohiuddin  stated that autocratic leadership can both positively and negatively influence performance management.
	The negative effects of autocratic style, analysed through the prism of the SainCo organization, are represented by the decrease in performance, and the loss of competitive advantage, because being a traditional company, the opinions of employees are not taken into account, as well as lack of motivation. , trust and recognition are some of the consequences of poor employee engagement.
	According to Caillier  a positive aspect of autocratic style is that leaders can provide security and peace of mind, while also increasing performance by providing direction and clarity to organizational goals.

Involvement of Manager lines in Performance Management
PM incorporates multiple HRM practices whose purpose is to improve employee performance and finally organizational objectives. Practices such as goal setting, training and coaching, feedback and PA and their approach in practice is the direct responsibility of line managers. Thus, Waeyenberg & Decramer  established through AMO theory (Ability, Motivation, Opportunity) the link between PM and HRM. Thus, the author emphasizes that line managers must possess the Ability to implement the activities within the PM system. Armstrong & Taylor  showed that department managers need to be familiar with and know the formal rules and procedures, provide training and feedback appropriate to the goals set. Managers must be Motivated to give sufficient time to provide objective and balanced feedback, be motivated to provide coaching and training for organizational goals to be met.
	Also, Opportunity means the possibility for line managers to participate in performance management and outlines the support of the HR department within the functions that need to be performed by line managers.

Organizational and Employee Concerns – factors of influence
Olfat, et al.  found that the notion of organizational concern refers to the occupation and desire of employees to meet organizational objectives to achieve competitive advantage. The concept of organizational involvement in the organization refers to the fact that due to its employees tend to believe that the success of the organization will benefit them by providing well-being and comfort. Mo & Shi  also pointed out that there is a close connection between organizational concern and employee engagement because the higher the employee's concern for the organization's success, the higher the level of involvement in work activities that will increase performance.

Modern approach to Performance Management
	The modern approach to performance management in contemporary organizations refers to the clear establishment of organizational and individual objectives considering both financial and non-financial indicators . As stated by Wendt  new modern approach to PM emphasizes the importance of creating organizational processes that encourage employees to take direct ownership of their development and their contribution to the achievement of organizational goals.

Employee Engagement and Involvement
Employee engagement (EE) and their involvement in achieving the strategic goals of the organization are closely linked and collaborated. Thus, as pointed out by Sun & Bunchapattanasakda , EE not only focuses on cognition, but also involves the involvement of behaviour and emotional states, as the employee puts into practice both physiological states, knowledge, and emotions to meet the goals proposed by line managers.
	However, Shoaib & Kohli   emphasizes that EE is a personal state of the employee's knowledge, emotion, and behaviour with a direct tangent to the desire to accomplish the strategic organizational goal.
Nickels, et al.  shows the importance of EE on PM and how to improve the performance management system, in this context the author highlighted two theories within PM: goal setting and motivational theory, which incorporates the importance of improving organizational performance and employee involvement.
Theories and Principles of modern Performance Management leading to competitive advantage
Competitive advantage is what generates the tendency of organizations to adopt a new model of managerial performance. Moreover Banerjee, et al.  defines the competitive advantage as the implementation of the strategies that want to create value in the organization and that will differentiate the corporation from the present competition or the potential rivals.
	Since PM is based on an endless process of improving performance by setting both individual and collective goals in accordance with the strategic ones of the organization, the theoretical part of PM as stated by Armstrong & Taylor  is based on theories and principles. Although the SainCo organization is a traditional one with an autocratic leadership style, implementing the principles of the modern PM approach could effectively lead to organizational performance to gain competitive advantage.	
	Next, Wendt   pointed out the following principles of the modern approach to PM which may be applicable to SainCo:
Participation - considering the principle of the modern approach of PM, SainCo could frame the participation of the representatives in the management performance process, as this would create ownership and create new relationships between the line managers and their subordinates.
	The approach to the principle of participation in traditional organizations, such as SainCo, or in contemporary ones can be done by applying several methods of appraisal:
Self – appraisal technique as stated by Ghozali, et al. focuses on the individual evaluation of personal performance by the employee after which the results obtained are analysed together with the line manager. This technique increases employee engagement in the PM process and removes barriers to development imposed by traditional top-down evaluations.
360-degree appraisal technique - as shown in Figure 1.5, it is also called multi-analyser opinion. Thus, according to Singh  this method involves rendering the results of the evaluation of personal or collective performance through the prism of all stakeholders. Applying this technique in the SainCo organization, which has a traditional evaluation process, will increase the participation of employees in the PM process through the objectivity of the method and will realistically measure consumer satisfaction.





















Figure 1.5 360 -degree appraisal technique
Source: 

Authenticity and value - since the purpose of PM is to drive the effects produced by the business, the results of the process must be measurable and authentic . Hence, introducing this practice to the new modern approach of PM, SainCo would involve employees in redesigning work, defining and identifying the framework that allows measuring the credibility of the objectives proposed by the organization.
Training- SainCo, in order to successfully implement the modern PM system, must provide training to both managers and employees in order to successfully lead the PM process. Thus, the training practice allows the proper fulfilment of the corporate objectives, as well as the increase of the employees' development skills.
Frequency - refers to how often interaction takes place between different participants in the managerial performance process. Adopting this managerial principle with traditional thinking within SainCo would focus on their own accounts, and employees would receive a more direct, frequent and pronounced feedback.
The total impact of the Leaders- the leaders within any organization are the ones who determine the success of the PM process. As argued by Steffens, et al. an important role of leader is offered to the executive director of the HR department followed by other directors of the organization.
Furthermore, the theories that underlie the theoretical framework of performance management are:
Objective setting Theory - represents that the goals proposed by the organization for employees have a major importance influencing their performance, and if they are not accomplished, they can be modified, simplifying and making them more realistic . Figure 1.6 demonstrates the process of this theory and the tangent with EE in order to obtain job satisfaction that will subsequently generate high-performance behaviour within the organization.





Figure 1.6 EE and Objective Setting Theory
Source: 

Expectancy Theory - Parijat & Bagga  confirms that this theory represents the beliefs that the representatives of the organization have when they are motivated and are making an effort for fulfilling the proposed tasks. The role of the PM in this case is to have an impact on the behaviour influencing the results, the reward and the recognition for the job performed. 
Verification theory – Armstrong & Taylor  argues that the theory gives priority to the reverse connection in the enterprise being a tool for structuring behavior. Feedback is a key element in PM as it determines what is well done and where it needs to perform in order to achieve its goals.
Empowerment Theory - theory holds that positive results and remuneration are the elements that empower behaviour to manifest the same performance when new goals are proposed. Reinforcement also occurs after well-structured feedback.
Social learning Theory - Parke  noted that the theory is composed of a combination of expectancy theory and reinforcement theory, as the empowerment of behaviour depends on the beliefs of the value of the objectives and how the goals will be met.
Self-Success Theory - focuses on the fact that personal motivation is interconnected with personal belief, as it determines self-appreciation and determination to perform certain tasks. PM is responsible for maintaining effective communication between employers and employees to determine the maximum potential they can reach.


















The link between Performance Management and HRM
Human Resource Management (HRM) refers to a multitude of actions and practices to attract and retain qualified people within the organization . The interaction between HRM and PM is rendered by HRM activities and practices, these being the evaluation of individuals' performance, ensuring the development of new skills, remuneration and reward in accordance with the performance obtained.
Strategic Human Resource Management (SHRM) also has tangents with PM as presented by Murphy, et al.  deals with the structure of HRM strategies and practices to be implemented to obtain performance within the company and analyses the impact and consequences of using these strategies.
	Figure 1.7  below shows the relationship between PM, HRM and SHRM.

Figure 1.7 Relationship between PM, HRM and SHRM
Source: 


Impact of new SainCO performance management system on HRM practices
Management performance systems (PMs) are implemented to enhance organizational performance . Thus, keeping in mind the idea that SainCo is based on an autocratic style, with a traditional PMs that requires a new approach, are displayed some HRM practices that led correctly and implemented influences the PM in a positive way.
	According to Muchhal  HRM practices are considered tools to achieve organizational goals through excellent employee performance in the workplace.
The HRM practices that will be analysed through the new PM approach by SainCo are the following:
The importance of approaching a new performance management for SainCo is to maximize the involvement of both employees and key managers in the behavioural change leading to the successful completion of organizational objectives. Motivation, as stated by Varma  is the process of allocating energy over activities and tasks. In this context, SainCo, to increase the level of effort of the representatives of the organization that is distributed over the tasks, must ensure the behavioural change and change the motivation, applying modern theoretical models.
Figure 1.8 attached below shows the motivation model, so through it the author emphasizes that motivation is a continuous process, implemented within SainCo will manage the methods of design, implementation and maintenance of the new PM approach. Thus, the motivation will be at its maximum potential if the outcomes obtained will be important for the representatives as it will depend on the amount of results that will satisfy the anticipation of the satisfaction.
































Figure 1.8 The Motivation Model
Source: 

	Also, if the PM's Continuous Feedback Model and System is implemented in SainCo, it will make it easier to maintain the high level of motivation and commitment of employees, as feedback refers to continuous communication about the strengths and weaknesses of business results.
	Figure 1.9 attached below emphasizes the Continuous Feedback Model and System.

















Figure 1.9 Continuous Feedback Model and System

Source: https://www.questionpro.com/blog/continuous-feedback/#Continuous_Feedback_Model_and_System

Rewards represent any tangible or intangible form put by the employer at the disposal of employees in exchange for involvement by providing talent, competent in meeting the goals of the organization .
Remuneration is composed of two elements: extrinsic and intrinsic rewards, which create the total approach of Total Reward. Thus, this model is proposed to be applied in SainCo forward thinking to improve the involvement of employees in the organization.
Incentives - focus plans that allow for extra pay, for extra performance at the standard pay levels established when creating employment relationships . In other words, incentives are another motivational theory in PMs. Therefore, the new PM system applied in SainCo will also address the involvement of incentive theory whose purpose will be to change the traditional leadership behaviours that inhibits the potential of employees through old and tyrannical techniques.







Advantages and disadvantages for PM of approaching practices in different organizations – SainCo study case
Shoaib & Kohli  stated that the theory of goal setting has a positive influence on organizational results, as multiple studies have shown that if employees are engaged, performance reaches higher levels. Therefore, the application of this theory creates an advantage within EE, as SainCo's line managers would set goals for behavioural changes in employees and involve staff in generating performance outcomes.
	A limitation of this theory was highlighted by Locke & Latham  which found that if strategies and objectives are not clearly established and developed, motivation can decrease by negatively influencing performance. Thus, in the case of SainCo, this theory must be applied in accordance with the possibilities of human capital, but also the financial ones of the company, initially proposing real short-term objectives to test the theory.
Through the principle of Participation, namely the application of the 360-degree appraisal technique generated within SainCo, it would have a series of advantages that would increase the approach of a new PM, more precisely:
provides a deeper analysis of employee performance, developing individual development.
suitable for measuring inter-individual competencies, the level of customer satisfaction and the efficiency of collective work.
However, Singh  stated that this performance appraisal technique also has some disadvantages, which for SainCo would mean a waste of inefficient time as the method requires a lot of administration time, providing training to obtain objective and balanced feedback from all parties involved.














Conclusion

In conclusion, the role of HRM practices is paramount in any organization, regardless of its leadership style, whether democratic or autocratic, as is the case with SainCo.
However, Pavlov, et al.  argues that PM does not necessarily require HRM involvement to create organizational performance, arguing that some HRM practices such as reward-focused transactions, which support the personal short-term exchange relationship, have a negative effect on trust, influencing collaboration and exchange of experience.
On the other hand, Singh the claims that any method chosen by the line managers involves time, financial conditions, but more importantly the difficulties of the evaluators. Also, in the context of a contemporary organization, with a high level of employee commitment, it is recommended to order two methods of evaluation, past and future, to ensure that the PA process is a balanced and objective one.
Therefore, the conclusion of this report outlines the advantages and disadvantages of implementing a new PM system adapted to the contemporary external business environment, which confirms that even if the new PM aims to increase performance, line managers must choose the effectiveness of evaluation theories and methods. of performance so as not to subject the organization to additional costs.
	All this being highlighted, SainCo to approach the new PMs must focus on the individual performance of line managers, because through their reports and involvement in ordering and ensuring the implementation of HRM practices they can create awareness motivating commitment and generating organizational involvement of human resources.

















Recommendations
Short-term recommendations:
SainCo needs to focus on obtaining information from multiple sources, documenting the results of other rivals in the field of choosing effective PA methods, and their impact on organizational performance.
Planning at least two PA methods, monitoring and analysing the appropriate method, applying the final method and effectively analysing it.
SainCo could set short-term goals and reward results for performance, motivating engagement and stimulating the involvement of other human resources in achieving organizational goals.

Long-term recommendations:
Setting up realistic and efficient goals in this context, SainCo subsidiaries could improve the framework offered by the SMART method:
S- Specific
M- Measurable
A - Acceptable
R- Realistic
T - Time-Efficient
Implementation of a continuous process based on the PM cycle: planning, monitoring, review and remuneration.
Providing continuous feedback.
Providing training and coaching for line managers
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