




EXECUTIVE SUMMARY

This report has been produced for the implementation of a new approach in SainCo company that is traditional and with some ways of managing the way employees work that is not adjusted with the new performance management trends today. In order to prevent this from being a problem and to be able to create a competitive advantage over the direct competitors of SainCo company, this report has been prepared to be able to evaluate in different parts how to help the company improve the performance management approach.
This report begins with the definition according to different authors of what is understood by performance management, then an evaluation is made of how performance management is linked to motivation, with the evaluation of different relevant theories such as: maslow’s hierarchy of needs, need hierarchy, herzberg’s two factor theory, goal setting theory, Smart goals, expectancy theory and equity theory, 
In the next part, the role of line managers in companies will be reviewed, with an application of the role of line managers in a company like SainCo, and in the following part an evaluation of the different performance management systems such as performance appraisals and the different types existing and what problems there are in their use, in the next part of the report the contemporary issues will be evaluated following with an evaluation of organization and employee concerns such as job engagement and employee involvement.The final part of the report will be with the recommendations for the company SainCo and what will be the new approach for the company.
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1.0 [bookmark: _Toc143575934]INTRODUCTION 

This report has been produced to introduce a new performance management approach in SainCo company, which is a traditional and family run company with a traditional and autocratic leadership style. There are many companies with a modern approach that is different from the traditional one, causing companies that do not put into practice new ways of managing the talent of their employees, not being able to generate a competitive advantage over their direct competitors, losing productivity.
SainCo company must implement new ways of management with its employees, giving a new approach where employees are given importance within the company, with a motivational approach, active listening and giving importance to their needs and opinions within the company, integrating all employees, making them feel comfortable in the workplace and helping them to develop their job skills, to increase productivity and achieve the objectives of the company in an easier way, preventing employees from preferring to work in a company of the competition.
This report has being created by different parts that consist of the definition of performance management and different theories, what is the role of line managers, different appraisals currently existing, contemporary issues, organization and employee concerns and the report concludes with recommendations. and the explanation of what the new approach will be.

[bookmark: _Toc143575935]2.0 PERFORMANCE MANAGEMENT 

Performance management is related to where it is possible for employees to develop in a way that they can get their work done in a correct way, improving employee performance in a lasting and constructive way, developing their skills to achieve success and achieve the objectives of the company where they work, this development process is normally carried out by the line managers of the company (Armstrong, 2021, p.15). 
Performance management are different activities that can be used to make performance management easier, improving performance thanks to knowing how to empower people to be more productive, creating a variety of activities that are also beneficial for the company, taking into consideration the development of the employees, creating a better performance, having discovered at present the fact that is existing a direct connection between organizational performance and human resource management (Hutchinson, 2013, p.1). 
Many of the theories that are used in human resources departments to achieve performance management today, have been created more than 50 years ago, some of these theories being still the most influential today, being used for motivation and employee development such as: theory X and, Maslow and Herzberg’s (Price, 2011). 
At present, the definition of human resources is based on describing some activities to be managed, years ago it was called "personnel management" but nowadays wants to be given modern look, focusing more than before on the activities that  the companies are using  and that are totally oriented to people with a more modern and innovative approach than years ago (Torrington et al., 2020, p.7). 
At present, importance is given to the value of human capital that has never been given before in the work place, making  possible that new ideas and models  be created to achieve new performance management, because many of the models that are still used today are based on ways of working that are too old and may not fully fit with the new approach that companies want to give to the way of working.
It is an effective way for companies to achieve the work performance of employees, achieving the objectives that the company has set, increasing the productivity and motivation of employees, enhancing the performance of each employee individually to achieve the  objectives of the company.  Although companies must have the necessary resources to be able to carry out this successfully, betting on human capital saves costs in the medium and long term and generates profits.
According to this authors Sam Redding and Allison Layland this scheme explains the definition of strategic performance management:

	Objectives of the evaluation and definition of the vision
	Define job expectations, roles and expectations
	Design the evaluation form to identify strengths, weaknesses, opportunities and threats


	Define the type of strategy

	Define how to measure performance
	Functional analysis
	Structural analysis
	Define the way in which the teams will coordinate and the type of communication with them


	Assign personnel and funding 
	Assign milestones for accountability 
	Manage performance 
	Implementation of the action plan to be carried out in the company




(Redding & Layland, 2015, p.8). 

3.0 [bookmark: _Toc143575936] HOW PERFORMANCE IS LINKED TO MOTIVATION

[bookmark: _Toc143575937]3.1 Maslow’s hierarchy of needs

It is a motivational theory that explains what are the human needs with the use of a hierarchy that has the shape of a pyramid, when people satisfy the needs that are in the lower part of the pyramid, new needs appear that are the ones that are At the highest levels, this theory divides the needs of people within the pyramid into 5 levels from less to more importance: into 5 levels, being those that are in the lowest part of the pyramid, the least important and those in the highest part, the most important: physiology, security, affiliation, recognition and self-realization (Kenrick et al., 2010). Being able to clearly identify at which level of the pyramid the employees of the company are, it will be possible to implement more effective motivation strategies focused exactly on what each employee needs, being able to directly cover the needs that matter most to them at that moment in their lives, achieving that employees are more motivated and happy in the company and be more productive in their work.

[bookmark: _Toc143575938] 3.2 Alderfer’s modified need hierarchy

It is a hierarchical model based on three levels of needs, it is a less restrictive motivation model and a simplification of the Maslow'hierarchy of needs model because it eliminates the activation of needs in any order of need and simplifies the needs to only three levels and not five, the levels of this model are: physiological and safety needs, esteem and self- actualisation needs and social needs (Rao, 2012, p.476). This model can be relevant in a company because managers and the human resources team should take into consideration when identifying the needs of employees that people have not always satisfied the needs of one level, when they go to the next level, causing many employees to be motivated by more than one different need at the same time. This must be taken into consideration in the company because employees can regulate their behavior depending on the objectives and goals they have.

[bookmark: _Toc143575939]3.3 Herzberg’s two facto theory  

According to this theory, what influences the motivation at work and the commitment that employees have is due to two types of factors that are working conditions (job dissatisfaction) and interpersonal relationships (job satisfaction), dividing the factors into:

· Hygiene factors: which take into consideration, for example, the organizational culture, human resources and administrative policies, salary, benefits, safety of the environment, physical conditions of the work environment and motivational factors (Schermerhorn et al., 2020, p.379).

· Motivational factors: which take into consideration, for example, recognition in the company, personal and professional growth, responsibilities and functions to be fulfilled, autonomy (Schermerhorn et al., 2020, p.379). 

With the implementation of this theory, the commitment of the employees of a company could be increased if it is possible to offer some good hygienic and motivational factors, making employees feel more valued in the company and motivated to be focused on the objectives of the team and the objectives of the company, being more productive because the work they do is generating results, improving the culture of the company and avoiding staff turnover.

[bookmark: _Toc143575940]3.3.1 Application of herzberg’s two factor theory for Retail Organisation SainCo:

Hygienic factors: the managers of the company are going to carry out an analysis with the help of a CRM platform in order to easily obtain data from the company and its employees. There will also be a check of the physical space where employees work and a list will be made identifying which hygienic factors are being more relevant for employees, for this, surveys will be carried out on all employees to identify things such as the level of commitment they feel with the company and what is the perspective they have of work.
Motivational factors: in order to increase the performance and skills of employees, an attempt will be made to diversify tasks by raising and lowering the level of difficulty, also trying to identify what things are most important to employees.
Periodic training will also be carried out to help develop new skills or strengthen them and try to make employees feel valued in the company, understanding what they need and being able to measure how committed they are to the company.


[bookmark: _Toc143575941]3.4 Goal Setting Theory

It is a motivational process and technique where it is defined in a finite way in time how to achieve an objective and has some main principles that are: clarity, commitment, feedback, challenge and task complexity (IntroBooks, 2018, pp.4-5).  Setting specific objectives, the employees of the companies are more focused and motivated when it comes to achieving the objectives, often making them try harder to achieve a specific goal or objective if the process is a challenge for them.

· Smart Goals 
These types of objectives must express a message clearly and the objective must be expressed and defined in a specific way that must be:

· Specify: the objective must be clearly defined, making it clear what, why, how, when and where
· Measurable: being able to measure it, it is possible to easily know if we are getting a good result by getting data and seeing where the progress is achievable: The process to achieve the objective must be made up of different steps that make it easy to achieve with realistic goals within the capabilities of the people
· Realistic: the objectives must be realistic and achievable for the people defining the way in which they are going to be achieved
· Time-Based: the way in which the objective is to be achieved must have a beginning and an end of the process
              (CFI Team, 2023).




[bookmark: _Toc143575942]3.5 Expectancy Theory

It is a theory that measures the level of motivation focusing on the motivation process in the workplace, this theory suggests that work motivation is due to 3 interrelated factors, and related to the thoughts of the workers, because they can imagine what is going to happen when making an effort, to to improve their work in a company:
· 1. Connecting the efford and the performance
· 2. Connecting the performance with the outcomes
· 3. Connecting the outcomes with the satisfaction 

(Green, 1992, p.2). 
The Performance 
Satisfaction
Outcomes
Efford 



(Green, 1992, p.2).

The intensity that the employees of a company make to achieve a goal can vary depending on the perception they have of whether they are going to get a final reward or not and how much value that has for them, causing them to be more or less motivated depending on these factors that they will affect the way work is done and the objectives achieved for the company.

[bookmark: _Toc143575943]   3.6 Equity Theory

This theory takes into consideration the influence that it has on people if they are perceiving that they are receiving a fair treatment, causing that when someone feels that they are being treated fairly, they feel greater motivation and, on the contrary, if they feel that they are not being treated fairly, they become demotivated and some tension appears. This theory is made up of different components that are (Williams et al., 2019, p.228).  
: 

Inputs: shares that the employees give to the place where they work (Williams et al., 2019, p.228).  

Outcomes: It is what a worker receives back, for the value they have created for the company where they work (Williams et al., 2019, p.228).  

Referents: someone directly compares themselvesto identify if they themselves are being trated fairly (Williams et al., 2019, p.228).  

Not all people will have the same perception of whether they are being treated fairly or not, their motivation and disappointment at work vary depending on the person and the situation, meaning that the same situation can be seen differently depending on the personality of people, according to their personal interests and according to the importance that is being given to the situation when comparing themselves with others. For example, a situation where the number of hours worked by an employee has been reduced and flexibility has been increased compared to other colleagues who work more and have less flexibility may look different if it is a worker who wants to have more life outside of work with many interests outside of work or someone who is focused on progressing in their company and is not interested in free time outside of work.

[bookmark: _Toc143575944] 4.0 HRM AND ROLE OF LINE MANAGERS

Although task that the line managers have to do, it has always been involved in the HRM department, but currently the function of the line managers has a more important and participatory function, delegating more work to the line managers of the HRM department and this is due to reducing costs, speed up decision making, more complete approach to HRM, outsourcing of HRM functions, line managers can help create a partnership between employees and HRM to help solve problems that appear in the HR department (Renwick, 2003, p.262). 


What line managers do in the workplace is to get tasks done through the employees of the company, getting things done and goals achieved, knowing how to react and how to solve new situations by communicating with employees and helping them develop their skills by rewarding them or organizing the work well, line managers should also face unforeseen problems, responding in the right way to demands and requests (Armstrong, 1998, pp.6-7). 
 The attitudes that a line manager should have are leadership  to optimally ensure that the workers are doing the job in the right direction to achieve business objectives, making them in the right direction and motivated with their work, supervising them, making them use the necessary skills and informing them of the work safety rules, because employees need a leader to follow and someone who is there to help them when they have doubts. Someone they can trust and with whom they feel that when they have a problem they will have enough support to be able to solve it efficiently

[bookmark: _Toc143575945] 4.1 Application of the role of line manager for Retail Organisation SainCo:

The line manager of the company is going to have a more democratic approach than the one it has had in the previous months, now it is going to listen to the employees and their opinions and points of view are going to be taken into consideration, to know exactly how to motivate them and maintain a high productivity in workers making them feel valued and respected in the company knowing that their work has value and that with the help of them, business objectives are being achieved, to help open communication between line managers and workers to be carried out sessions with coaching experts for both, managers and workers. For the line managers will be given basic knowledge about this process so that they can apply it directly with employees and know exactly how to support workers and know how to give instructions in a way Motivational and non-authoritarian to be seen as a leader and not as an authoritarian manager.
5.0 [bookmark: _Toc143575946] PERFORMANCE MANAGEMENT SYSTEMS 

[bookmark: _Toc143575947]5.1 Performance Appraissal 
It is a tool of the human resources department that is used to help companies obtain necessary information from their employees, objectively evaluating the work of an employee in a specific period of time and being able to better manage their human capital and achieve strategic objectives of the company in a better way, it also helps workers to detect their own weaknesses and strengths and thus be able to better develop their skills (Ales et al., 2019, pp.11-12). 
With the use of this tool, it is possible to offer feedback to workers, understand what the needs of employees are, trying to improve communication and promote the performance. This tool is also useful to measure the progress of employees and decide in a more objective way who deserves a promotion or even which employees need to be dispensed with.

[bookmark: _Toc143575948]      5.1.1 Problems with performance appraisals

In many cases, performance feedback has achieved the opposite of its main objective, resulting in a decrease in the performance of employees, because many times employees think that the rewards are unfair or that the processes are unfair, being also subjective, and many Employees hardly accept deficiencies in their work, especially if their salary is going to be affected (Hutchinson, 2013, p.133). This can create tensions within the company and affect performance and teamwork. Not only  the use of appraisals should be done permanently over time, but it is also difficult to guarantee objectivity and fully reliable results that resemble with reality, especially if it is implemented at a bad time where workers are especially tired or sad, also being a long process that only takes into account performance but does not take into consideration how talented the workers are and their emotional state at the time, which can be demotivating for workers. To guarantee objective results, it could be helpful to use some Software to evaluate performance within companies and that is not carried out by a person directly.

[bookmark: _Toc143575949]  5.2 Self-Appraisal

It consists of some self-assessment questions that a person has to evaluate themselves, being able to identify specific needs and observe possible problems, being a critical evaluation of oneself, for its realization specific criteria have been used to examine a work under previously agreed standards (Chan, 2010). 

	Advantages		
	Disadvantages	

	Self-reflection of own progress
Develop judgment skills
Awareness of strengths and weaknesses
no peer pressure
Increased responsibility to learn
	Self-assessment might not be totally objective
It takes a lot of time
It is possible to have not much experience in this type of evaluation
People may not be completely honest when evaluating the work


(Chan, 2010). 

[bookmark: _Toc143575950]5.3 Peer Assessment 

It is a type of evaluation useful to carry out an evaluation of the work of other colleagues and employees, making it possible for teammates to learn from each other by evaluating each other, solving and analyzing problems, identifying different ways of doing work and being critical with it, making each one responsible for their own learning (Chan, 2010).

	Advantages
	Disadvantages

	Critical reflection of the work of others
Reduces the workload of managers
Evaluation impartiality
It is possible to learn from the work of others
	Peer pressure can influence objectivity
Equity is not maintained
There can be a tendency to give everyone the same grade



(Chan, 2010). 
[bookmark: _Toc143575951]5.4 360- Degree Feedback 

Es una herramienta que impulsa el desarrollo profesional de los trabajadores gracias a que les da la oportunidad de saber como esta siendo su desempeño dentro de la empresa y como es percibido por sus compañeros recibiendo una retroalimentación de los demás trabajadores que trabajan juntos, dando feedbacks y comentarios de forma anónima sobre los compañeros de trabajo y sus actitudes y comportamientos (Fleenor et al., 2008, pp.1-3).

	Advantages
	Disadvantages

	It can identify some of the trining gaps 
Improves work relationships
Improves productivity 
Increases transparency
Gives to employees insight into work 
Creates self- Awareness



	Time consuming 
Provide biased opinions
Distrust in leaders
Sidelines positive feedback



(Singh, 2023).

This type of 360- Degree feedback or self-appraisal could usually be used for Retail Organization SainCo because none of them give an autocratic approach that is something that managemers of the company want to avoid, 360- degree feedback offers a more open vision to identify possible areas where improvement is needed, being able to manage performance in a better way, making improvements in self-criticism, improving company culture, increasing employee self-awareness, reducing staff turnover, increasing objectivity, and increasing acceptance of some necessary changes without necessarily being judgmental in doing so.

[bookmark: _Toc143575952]6.0 CHALLENGES AND CONTEMPORARY ISSUES 

Currently, companies are no longer as focused as before on guaranteeing their employees a safe job for life, causing many workers to feel some uncertainty about their future, causing many workers to develop a work plan in which they do not depend on a single employer or a single job having different options available for their career (Torrington et al., 2020).
Flexibility has also increased in companies today, especially to be able to hire and retain employees with specific flexibility demands wanting to satisfy their needs, knowing that this type of practice has benefits for both the company and the workers, even thus part-time work is still not very well paid and is more insecure than full-time work (Torrington et al., 2020).
Guaranteeing a better connection with the work of employees and the life they have outside of the workplace, giving them the opportunity to develop outside of work, can avoid many turnovers and absenteeism, and make workers feel more motivated without having so much stress due to having spent long hours at work without having time for themselves. If the company manages to discover what the individual needs of each employee are, it can be a competitive advantage when trying to cover some of  the needs of the workers by making them want to work in the same company for longer without going to work with the competition.

[bookmark: _Toc143575953]7.0 ORGANISATION AND EMPLOYEE CONCERNS

Some of the concerns that the labor market and organisations are currently facing are job engagement and employee involvement, both are discussed in the following part:




[bookmark: _Toc143575954]7.1 Job Engagement 

It can be defined as the level that employees feel emotionally involved with the company and the work they are doing, and may increase if they feel that they can grow in their workplace and have sufficient opportunities to develop and achieve the objectives that have been set by the company (Sahni, 2021, p.3). Ensuring that workers are committed to their work and the company where they work, it is possible to increase productivity by making more effort with their work because they feel more motivated, making them more profitable workers for the company, for this the company must offer enough challenge in the tasks proposed to employees and know exactly what motivates them the most, making workers more loyal and avoiding unnecessary staff turnover that increases the costs of the company by having to spend money on training of new employees and unnecessary mistakes will be avoided by getting a workforce that already knows how to solve problems because they have been working in the same company for a long time and it is not necessary to explain new work methodologies to them.

The satisfaction that company employees feel is more related to extrinsic values and not so much to intrinsic values, causing them to have a job perception that depends directly on this type of values of which employers do not have direct control, making them more difficult to control than the intrinsic values (Ahmad, 2018).

[bookmark: _Toc143575955]7.2 Employee Involvement

It refers to the empowerment that the employees of a company have when participating to actively make decisions within the company and make improvements by participating in decision-making, giving the opportunity to add value in the business by having autonomy and control from work (Obiekwe et al., 2019, p.2). 
Making employees have a greater participation in the company can get them to contribute new innovative ideas, making them feel more motivated because they feel that their opinions are being heard by the managers of the company where they work, creating a learning environment where there is no fear of giving new ideas to make changes, making employees feel more committed and the commitment they have with their work increases by having contributed directly to achieving and defining business objectives, making employees feel part of the company can make them want to be part of the company for a longer time and employers might be able to avoid unnecessary staff turnover.

[bookmark: _Toc143575956]8.0 NEW APPROACH AND RECOMMENDATIONS FOR RETAIL ORGANISATION SAINCO

[bookmark: _Toc143575957]8.1 Rewards

Rewards can influence the type of actions that employees are going to carry out, managing to create positive consequences to achieve the desired performance, there are two types of rewards that are extrinsic, being external things that can be offered to employees such as promotion, salary increase, benefits, flexible hours and the intrinsic rewards that are the things that workers do because they really want to and not because they have to do it out of obligation, enjoying the work, considering themselves self-rewards when, for example, the task has a certain challenge and it gives them satisfaction to do it successfully. (Reza et al., 2015, p.531).
With rewards offered to employees, it is possible to keep them motivated and to be more productive when trying to achieve the objectives set by the company, especially if employer want to maintain the happiness of the employees in the company where they work, if the rewards that are offered are fair for the employees and it is exactly what the workers are looking for to stay happy and give the best of themselves at work, that is why it is also important to take into consideration the individual needs of each employee.


[bookmark: _Toc143575958]8.2 Short term:

The managers of the company will clearly and directly define the objectives of the company, involving the workers in the process of defining objectives, listening to the workers in an active way and taking into consideration their opinions and listening to their proposals and changes that they would like to implement, so that if the employees know exactly about their tasks and what they have to be focused on, having been direct participants, they feel more motivated knowing exactly what steps they must follow and how is going to be the plan to achieve the goals, feeling an important part of the company.
Bonuses at the end of the month and the option of more flexible hours with extra paid vacations will also be offered to employees who are developing better at work, guaranteeing a balance between their work and personal life.
Meetups will be held after work to go out for dinner or a drink, and de-stress after the workday and be able to foster better relationships between workers and managers also outside of work, increasing trust and communication with each other.

[bookmark: _Toc143575959]8.3 Long term: 

The company will carry out programs with coaching professionals so that they can help the individual development of each employee of the company with a less self-critical approach within the company, so that they feel that they are not judged and that the company really wants their development  inside and outside of work in order to create a good work environment where each worker feels integrated and there is good teamwork and business culture.
An investment could also be made in soft skills training for line managers to know more effectively how to lead workers in a more democratic and friendly way, gaining the worker's trust and not being seen as manager who is only concerned about immediate results without caring about the feelings of the employees.
Free courses can also be offered to workers who wish to change departments in the company and still do not have the specific skills needed, offering them with these courses the opportunity to obtain new skills such as financial skills.
The results will be monitored by sending surveys by email to the employees to find out how they are feeling in the company and find out in which areas it is necessary to implement improvements, there will also be daily friendly conversations with the employees without the need for them to always be perfect in labor issues, having open and fluid communication between workers and managers enabling mistakes and giving employees the opportunity to learn from mistakes.

[bookmark: _Toc143575960]8.4 Balance Scorecard 
 
It is a tool that helps the goals and strategies that a company has to become tangible objectives and that the members of the company understand the dimension and implications of these objectives and their results, with four areas that make up an organization: customer, process os internal business and learning and growth and financial (Kaplan & Norton, 1996, pp. 8-9). With this tool it is possible to obtain a global vision of a company and from different perspectives, making  possible to make decisions at the right time and having created specific strategies to improve the performance of the company.

· [bookmark: _Toc143575961]Application of balance scorecard for Retail Organisation SainCo:


Financial: the strategic objective of the company is to increase profits by 15% for the next 6 months, having made an investment to improve the management of the employees and to make them more productive with a different management and leadership style, not autocratic, getting more clients and a greater expansion of the company increassing the productivity and increasing sales.
Customer: The retail company organization SaintCo is going to have a customer satisfaction approach, making sure that the customers are satisfied with the services of the company, taking into consideration the comments received from different surveys, emails and direct communication with customers using social media , trying to meet their needs immediately, guaranteeing their trust with the company and guaranteeing great productivity of the employees and commitment to the company.
Internal: with the work of different experts in human resources who are going to join the company to increase the development of each employee's performance by conducting coaching sessions for employees and knowing what they need, offering greater flexibility, establishing business objectives where they are totally participate.
Employees: the company is also going to evaluate and measure the work that each employee does, motivating them with rewards and incentives such as salary increases or even promotions within the company along with paid days off.
Learning and Growht: the way of managing the company that has been implemented to date should be changed because it was an autocratic style and a more inclusive approach should be implemented to give voice and offer a more inclusive position to the employees of the company, giving them a voice and taking into consideration their opinions to give special training. Special communication channels will also be established so that the company can improve communication between management and employees so that the needs of employees are also taken into consideration and they can be offered better working conditions with a better motivational approach to increase their commitment to the company and think about improving their productivity in the short and long term with the company, working together for common goals.



· [bookmark: _Toc143575962]The new approach improves the problems that the company SainCo has because:

SainCo company is a family company that has always given a traditional and autocratic approach to the way of working in the company, but has not taken into consideration that there are currently many other companies offering a more flexible approach to leadership, taking into account  the needs of the employees.
SainCo company is putting the long-term permanence of their employees at risk because many of them have a lot of experience in their work and do not need a manager who has an autocratic style of making employees work, because the Workers already know how they have to work and what they should do, meaning that if the manager is harsh all the time and criticizes them, their productivity drops, because they do not feel validated or important to the company, giving a feeling that they do not know how to do their work well, lowering their self-esteem, causing in many cases mental health problems such as depression, making them unable to be motivated and wanting to look for a new company where they feel that they are valued more than the one they are in, especially if another company gives the a voice and listens to their personal needs or possible new ideas to implement in the company, fostering creativity and making the employees feel an important part within the company, making them want to be part of it for longer and being productive.

[bookmark: _Toc143575963] 9.0 CONCLUSION 

This report concludes that the vision of a different way than the traditional way of creating a workforce that is productive for the company, adapting to the needs of employees without the need of a manager with an autocratic leadership style to give instructions, having verified that currently the new trends show that the good practice for workers to be employees with commitment to their work is to make them feel comfortable while they work, with confidence in themselves and valued by their managers and by the company where they work.
Companies that guarantee job stability and a balance between the personal life and work life of workers, get their employees to work in a more productive way, feeling that their personal needs also matter and  their opinions are given importance, making them feel involved in the company  having the necessary confidence to allow themselves to be innovative and creative in case that the company where they work needs to implement new innovative methodologies in the company to create a competitive advantage over the most direct competitors of the company.
The way employees are evaluated and the type of rewards they are going to receive can negatively affect employees, depending on how employees are perceiving evaluations and rewards are fair , making  necessary to accurately analyze in the most objective way, how the evaluations or the use of rewards for a job well done are going to be implemented, preventing this from being implemented in a subjective way without being fair to the employees.
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