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[bookmark: _Toc102408813]Introduction:
In the current business environment, it has become inevitable for companies to acquire the right pool of candidates to ensure the unmatched performance of the company. To make sure that the employees are doing well, and are on the right track, it is highly important for a manager to manage the performance of the employees. People of an organisaltion are undoubtedly one of the most important, costly, and valuable assets of an organisaltion. The management of the most valuable has a direct impact on an individual’s performance, and ultimately, it affects the performance of the organisaltion as a whole. In order to do so, most of the organisations have set performance management practices at the workplace to improvise the performance of employees and allow them to excel on a larger scale. This practice is considered as one of the simplest forms of managing the performance of employees  (Kouhy & Vedd, 2000). The simplest concept which lies under the umbrella of performance management is that an employee should keep improving his or her performance continuously in order to get the best results. The whole process of project management supports the concept of continuous improvement, and it believes that all the employees and managers are equally responsible for performance management, and it is integral for them to work collectively. Baron and Armstrong believe that performance management is the process of contributing toward the effective management of teams and individuals in order to accomplish high organisational performance (Armstrong, 1992). This indicates that a performance management establishes a shared understanding of the collective goals of an organisation, a pathway to move, and ensure that the approach is properly being followed by the individuals to achieve high performance. Armstrong has further elaborated the concept of performance management as “strategy which relates to every activity of the organisation set in the context of its human resource policies, culture, style and communications systems. The nature of the strategy depends on the organisational context and can vary from organisation to organisation”. In simple words, performance management is owned and driven by line managers whose responsibility is to ensure the improvement in the individuals, teams, and overall organisational performance. 
This report will critically analyse the ever-increasing importance of performance management and how it is being practiced by line managers in the contemporary business environment. Moreover, being the Human Resource Consultant, the author will try to explicate the implications of performance management and how it can be implemented at the workplace of SainCo to improve the employees and organisational performance. Furthermore, it will embrace modern performance management practices and their importance for the companies in the current business era. Besides this, the author will elaborate the employee engagement and employee involvement and how these can be escalated with the modern practices of performance management. Lastly, this report will provide sound recommendations to SainCo that how they can keep their employees’ performance at the top and manage it effectively. 
[bookmark: _Toc102408814]Historical Development of Performance Management:
Performance management is not a new concept. The evolvement of performance management has been occurred in an array of ways over a couple of centuries, however, there are a lot of companies that are still using antiquated ways to manage and measure the performance of their employees. The expansion of businesses back in 1920s has played a crucial role in the evolution of performance management as the goal of almost every company had become mass production and operational efficiency, however, the employee engagement and development were considered less crucial at that time (Khan, et al., 2011). 
A new concept has been evolved in 1950s where companies had started evaluating and managing the performances of their workforce based on their personalities. The criterion on which the employees were being managed include sincerity, knowledge, and scrutiny, however, the top management of companies had soon realised that the productivity of an employee has nothing to do with the inherited traits. As a matter of fact, the industrial professionals had engaged themselves in finding better ways to approach performance management. Back in 1970s, the term management by objectives had gained popularity and companies started focusing on annual formal appraisals that what an employee might achieve in future (Kabene, et al., 2006). 
During the era of 1970s, the companies had been alleged with the biasness and subjectivity with performance management that led to the introduction of rating scales and psychometrics in performance management. Back in 1980s – 1990s, 360-degree feedback began to focus which is also know and multi-rated feedback system. The first company who used this feedback system at the workplace is Esso Research and Engineering Company and based on the findings, the company had not experienced effective results (Faxon, et al., 2004). 
There was a whole shift experienced by the employees with relevance to performance management back in 1990s and early 20s. The employees were now focused on motivation and the management goal was to maximize their engagement at workplace. Most of the companies left annual performance management systems and welcomed continuous feedback driver practices. The practice of continuous feed-back cannot be overstated in the contemporary era of competitive business environment, many critics are arguing the continuous feedback is not enough to manage the performance of employees, hence, the concept has evolved as a separate discipline and has been researched by many scholars, top managers, and CEOs (Walshe & Rundall, 2001). 
[bookmark: _Toc102408815]Traditional and Modern Ways of Performance Management:
It is undoubtedly true that performance management is one of the most crucial aspects of every business for its development, continuous growth, and success. It is an integral tool as it provides company a roadway to improvise the performance of their employees and allow them to excel and grow at a larger scale. There is an array of traditional methods that were used by the companies to manage the performance of their employees. It depends on the size, goals, and nature of an organisation that whether it goes for which type of performance management technique. Moreover, the time tenure of performance management is also important to consider when implanting a specific technique at workplace. An effective performance management system should a clear, vivid, and complete pathway to drive success and allow the employees to complete overall goals of the company.
[bookmark: _Toc102408816]Traditional Performance Management:
Some of the widely used traditional methods of performance management are discussed below.
[bookmark: _Toc102408817]Rating Scales Method:
The rating scale method is one of the most popular and widely used methods that had been used by thousands of companies in the early 90s. This method is particularly used to access the performance of employees based on their loyalty and sincerity. This performance management technique focuses on specific criteria and based on that criterion; it evaluates the performance of an employee. For example, a scale from one to 10 indicates negative feedback to positive feedback, and employees were given points based on that scale. the criteria for managing and evaluating the performance of an employee can be its loyalty towards the company, sincerity, attitude, dedication, performance, regularity, and accountability. This performance can be managed by the team leads, colleagues, senior managers, and other higher management who is responsible for managing the performances of their subordinates. Under this technique, the managers were responsible for providing points on a scale from 1 to 10. this structure was easy to understand and evaluate. In order to evaluate the overall performance of the employees, the average of the whole criterion marks was considered. There were chances that employers who were busy might provide wrong feedback about the subordinate which can impact their performance management (Marcus Buckingham, 2015).
[bookmark: _Toc102408818]Essay Appraisal Method:
The easy appraisal method is also a common method that had been used by managers which is also known as the free form method. This technique is an open-ended and nonquantitative technique and provides a great deal of information about the performance of employees and their evaluation. This method involves the senior employees in the management where they write descriptions about the performance of the subordinates. The description tells the manager about the performance of the employees, and it was based on facts and pieces of evidence. It was asked the performance manager to demonstrate every single strong and weak point of the employee’s behaviour. In order to consider the factors related to an employee, the performance management used to consider various factors such as planning, organizing, and controlling ability, attitudes and knowledge, perceptions, skills, potential, knowledge of the company's policies programs and objectives, etc. This method allows the manager to have a great deal of understanding of the employee’s behaviour and his knowledge regarding the company's policies and practices and how he is performing for the company (Behn, 2003).
[bookmark: _Toc102408819]Ranking Method:
The ranking method was used to compare the same level of employees with each other based on their performances rather than a standard measurement. The employees were ranked from poorest to strongest points and in the end, their performance was managed based on their rankings. It also helped the employees in their professional development as it allowed the employees to know their competencies and the weak areas where they are lacking. under this technique of performance management employees were provided various achievements such as employee of the month, promotions, bonuses, and layoffs from the companies. Moreover, it was a quick performance management technique that was used by employers and managers (Behn, 2003).
[bookmark: _Toc102408820]Paired Comparison Method:
Appeared comparison method was quite similar to the ranking method, but it was better than that. This method allowed the manager who compared the employees with all others in the group at the same time under this performance management technique, the employees were compared to the whole group at the same time. It was considered a reliable method to manage the performance of employees as it was backed by strong facts and figures. However, this method cannot be used in large organisations where there is a large number of employees working in the same group as it will become highly difficult for the performance manager to compare the performance of an employee with the whole group (Behn, 2003).
[bookmark: _Toc102408821]Confidential Report System:
A confidential report system is one of those systems that is highly being used in the government sectors in order to promote and transferred the employees from one place to another. This technique facilitates the employees to keep their records and performance hidden and motivates a performance manager to write a confidential report regarding the performance of a specific employee. In the report, the performance manager discusses about the character and conduct of employees, knowledge and quality of work, absenteeism of an employee, unauthorized absenteeism or leave without permission, punctuality of employee, integrity and honesty of employee, ability of supervision, and controlling abilities. Moreover, based on the need and requirements of the situation, a supervisor can add remarks and points to the confidential performance report which can provide a better performance management and access to his performance (Quesada, et al., 2012). 
[bookmark: _Toc102408822]Checklist Method:
A checklist method is the simplest form of performance management which provides a set of descriptive statements or objectives about the behaviour of the employee. the checklist includes a list of statements and facts on which the employees’ performance can be managed and through which, their performance can be improvised. A more recent variation has been focused which is now formally known as a weighted list under which, the value of every single question is weighted equally or based on the importance of the questions. through this, the human biases and others can be reduced to minimal, however, it is a lengthy process and requires proper planning (Akinsolu, 2010).
[bookmark: _Toc102408823]Graphic Rating Scale Method:
In 1922 when Paterson was working with the employees of Scott Company, he had developed a graphical scale to provide consistency over time, reliability, practicality, and usefulness. This method is one of the oldest performance management methods that has been used by managers and employers. Based on this performance management technique, an employee is evaluated on various facts which are set as criteria such as knowledge of work, attitude, managerial skills, honesty, teamwork, accountability, regularity, creativity, discipline, interpersonal relationship, etc. Every category of the criteria has been divided into five major groups which include poor, fairly poor, fairly good, good, and excellent. These categories also carry some points to evaluate and manage the performance of the employee. The manager later gives scores to the employees and concludes their performance at the end. This method was very popular as it does not require any systematic approach or any software. Moreover, it also does not require having strong writing skills as all the performance managers had to do is to tick mark the criteria where the employee perfectly fits in  (Akinsolu, 2010).
[bookmark: _Toc102408824]Forced Distribution Method:
Under this performance management technique, a manager is supposed to have a tendency to rate the employees near average or above the average performing categories. It was introduced back in the 90s by Tiffen and he referred to this method as the forced distribution method. In this method, a manager was supposed to evaluate the performance of an individual and fall them under the categories of poor, average, good, and excellent or percentile-based such as 10% poor, 40% fairly good, 40% good, and 10% excellent  (Akinsolu, 2010). 
[bookmark: _Toc102408825]Forced Choice Method:
The forced distribution method as its name indicates that the performance management is forced to rate the employees based on the categories provided by the higher management. Whereas in the case of the forced-choice method, a manager is supposed to answer about the employee’s performance based on close-ended statements given in two or more two blocks. The statements will have two extremes which will be equally favourable or which will be equally unfavourable and based on that they are weighted. In this, the manager does not typically know the weights of the statements however, he has to choose the statements without knowing the weights. After giving his response, all the responses by the performance management are transferred to the HR department which is responsible to manage and evaluate the performance of an employee. Some of the examples of forced-choice methods can be organized worker - unorganised worker, patient in the crucial situation - impatient in the crucial situation and hold negative attitude - remain positive every time (Coleman & Newton, 2005).
[bookmark: _Toc102408826]Modern Methods of Performance Management:
Over the period of time, the performance management techniques have been improved over the traditional techniques. The modern techniques of performance management are an attempt to remove the blackness and defects from the old methods. Some of the modern performance management techniques are discussed below.
[bookmark: _Toc102408827]Assessment Centres:
Assessment centres are central locations where all the managers come together, and they all participate in job-related exercises. These jobs related exercises are then observed and evaluated by highly trained professionals and observers. The centre determines the development and training needs of the employees, and it also measures the potential of an employee that how capable he is to hold a specific charge in the company. Some of the key points that are considered by the highly trained observers include planning and organizing capabilities, communication and interpersonal skills, motivation, mental alertness and self-confidence, intellectual capability, career orientation, and other soft skills. A typical assessment centre involves the use of various methods like informal or social events, exercises, and tests, various tasks being given to a specific group of employees in order to evaluate their capability to take on high-end responsibilities in the future. In general, an employee is given a task relevant to the job in which he is expected to be promoted. This method reduces biasness and provides a better approach to identifying a potential candidate to promote and transfer to a specific position (Marcus Buckingham, 2015).
[bookmark: _Toc102408828]Behaviourally Anchored Rating Scales:
The behaviourally anchored rating scale is a new method that has been designed in order to identify the critical areas of the job. It is the combination of the critical incident method and graphic rating scales. This method was introduced by Smith and Kendal back in 1963 and consists of a set of 5 to 10 vertical scales. Under each scale, there is a representation of a major performance dimension of the specific job, and it is usually anchored by five or more than five critical incidents that reflect highly ineffective to highly effective observable job behaviours relevant to the job dimensions under consideration to manage the performance of the employees. The values of the scales are assigned to the critical incidents which correspond to the approximate degree of effectiveness and a highly effective behaviour has given the highest value and lower effective behaviour has given the lowest value. Through the job analysis by future scale users, major performance dimensions of a job are identified who are expected to be thoroughly knowledgeable about the job. In the whole process of development of critical incidents, there is an emphasis on incorporating job-related behaviours that can be reflected and observed on various levels. The numbers on the scale may vary from one job to another as it depends on the nature of the job which is under consideration. The scale values can be 1 – 5, 1 – 7, or 1 – 10 (Gabčanová, 2012).
[bookmark: _Toc102408829]Human Resource Accounting Method:
back in 1691, Sir William Petty has given the concept of human resource accounting, however, the research has been evolved in 1960 by the Rensis Likert. The theory under which the whole human resource accounting underlie is that human resources are a valuable asset of an organisation, and every asset can be valued in terms of money. When competent and well-trained employees leave an organisation, the value of an organisation decrease as it loses its valuable assets. Under this performance management technique, the performance of an employee is being managed in terms of cost and contribution of the employees to the company. The cost of an employee for a company is all the expenses incurred on them like the compensation given to the employee, the cost of the recruitment and selection of the employee, the cost of the training and induction, etc. The difference between the cost of the employees and the contribution of the employees is their performance that how they are performing for the company and what value they are adding to the company. Ideally, it is highly integral that the contribution of the employee must be higher than the cost of the employee. This is an ideal method to be used in order to eliminate any misunderstanding between employees and managers. However, one of the major disadvantages of using the human resource accounting method in performance management is that workers are always under pressure to deliver the result. (Kouhy, et al., 2009)
[bookmark: _Toc102408830]Management by Objectives:
Back in 1954, Mr. Peter Drucker has given the concept of management by objectives. Management by objectives is a process where the superiors and the employees come together in order to identify the common goals, the employees set specific criteria of goals that need to be achieved, the standards that should be taken as a criterion in order to measure the performance and decide what course of action should be followed in order to achieve the objective. A major principle behind management by objectives is to create empowered employees who must have clarity and a vivid future, and the responsibilities expected from them. It also objectifies that the goals set by the employees should be achieved and help them in developing the organisation and their professional life. It can be viewed as a system of management rather than just an appraisal method or a performance management method. Management by objective is easy to measure and implement, it motivates the employees and aware them of the expected accountability and roles, it is a performance-oriented diagnostic system, and it allows the employee for counselling and guidance. The disadvantages of management by objectives can be that it is difficult to make the employees agree on goals, it misses intangible assets like integrity, honesty, quality, etc. Moreover, it is also highly complicated, time-consuming, expensive, and a lengthy method (Bogue, 2019).
[bookmark: _Toc102408831]Customer Feedback Method:
The customer feedback method is one of the most modern methods of performance management where the employees, especially the sales staff who deal with the sales activity in the organisation are highly trained. Under this method of performance management, the feedback of the customer is directly related to the performance of an employee. This performance management technique is highly genuine and reliable since the customers who are outsiders do not have any concern with the employees and they may give correct judgment about the performance of their employees rather than the insiders who are the seniors. Various tech giants like Cognizant and Wipro software solutions are using customer feedback methods in order to access their employee performances and their sales staff. However, various industry experts believe that this can demotivate an employee as the feedback of a customer may vary from customer to customer (Gruman & Saks, 2011). 
[bookmark: _Toc102408832]360 Degrees Performance Management:
It is the most comprehensive performance management method where the feedback on the employee’s performance comes from all sources in contact with the employee on his job. Typically, this method of performance management is used in middle and senior level positions wait the complexity of roles is high. It allows an organisation to generate appropriate and reliable data from all the stakeholders in order to derive a meaningful assessment. A 360-degree performance management technique allows an employee to receive feedback from all of his contacts such as peers, colleagues, supervisors, staff members, co-workers, and customers. It was first used by the German military in the 1940s when they were about to evaluate the performance during World War 2, at that time, they generated feedback from all of the sources. The four integral components of 360-degree performance management include supervisors, self-appraisals, appraisals, subordinates’ appraisals, and peer appraisals. It allows a performance manager to have a comprehensive view of the performance of an employee and improvises the credibility of the performance appraisals. However, a 360-feedback method is highly complicated and time-consuming in administration (Amaratunga & Baldry, 2002).
[bookmark: _Toc102408833]720 Degree Performance Management:
In 2018, Sandravadivel and Silambarasi have given the concept of 720-degree performance management where they have twice the practice of 360-degree feedback. According to them, when 360-degree performance management has been done, the boss or the senior manager sits with the employees and discusses all the relevant facts with the employees based on the feedback received by the stakeholders and gives them tips in achieving the set targets. They believe that it helps employees in analysing their feedback in a better way and allow them to get constructive criticism from different dimensions. It helps in developing a better and cooperative team. One of the biggest advantages of using 720-degree performance management is that the 360-degree performance management system is also applicable to this system (Jiang, et al., 2009).
[bookmark: _Toc102408834]Approach for SainCo for Performance Management:
Being a human resource consultant, the author will provide an approach to SainCo through which, they will be able to manage their human resource outsourcing in a better way and it will be aligned with the modern human resource performance management practices. 
[bookmark: _Toc102408835]Employee Engagement at SainCo:
Employee engagement has become a top priority for businesses in order to improvise the performance of the company. In this rapid cycle economy, it has become inevitable for companies and business leaders to know that they have a high-performing workforce for their survival and growth. They have recognised that a highly engaged workforce has the potential to increase productivity, innovation, and bottom-line performance, and at the same time reduce costs related to retaining and hiring talent in highly competitive talent markets. Many of the employees have developed tangible ways in order to tackle and measure the goal of maximising employee engagement at the workplace. Many of the industry giants have proclaimed that they have taken a competitive advantage over their rivals by increasing their employee engagement at the workplace which has allowed them to improvise the performance of their employees at the workplace and make them competitive among their competitors. Most of the leaders have understood the importance of employee engagement, however, the practice is still being adopted by most companies as it does not evolve as much as it should be. The company SainCo should adopt the practice of employee engagement in order to ensure the high performance of the company and the workforce. In order to ensure high employee engagement at the workplace, the company should clearly communicate its objectives and strategy via multiple channels and reinforced them by line managers. It is also highly crucial for the company to clearly tie the performance metrics with the goals of the company. It is also important to set a benchmark of the performance on which all the employees should be evaluated. Another approach to ensure employee engagement at the workplace is providing employees with a situation and asking them to provide an innovative solution to the specific problem so that they find themselves engaged in the company and they realized that they are being valued. Moreover, formal recognition plans should be incorporated at the workplace to maximise employee engagement at the workplace. SainCo should tie its employee matrics with customer matrics which is one of the best approaches being adopted by most of the companies in order to increase their employee engagement rate (HBR, 2013).
[bookmark: _Toc102408836]Diversity and Inclusion at SainCo:
Although there are thousands of legislations and government bodies that are constantly monitoring whether there is equality at the company or not, however, it is still important to consider diversity and inclusion in the workplace in order to ensure performance management and increased performance of an employee. Diversity is a broad term and various aspects of diversity have various effects on the outcomes of the company. For example, a time period of the team is associated with the efficiency that how efficient is that team in completing a specific task. However, it does not associate with creativity whereas, cultural diversity has been associated with creativity. There are various arguments with relevance to cultural diversity that it has been associated with positive team performance. Some of the cultural diversity factors include gender, ethnicity, age, etc. Diversity and inclusion have become a great deal of attention in the current era of dynamic business environment where there is the need for being creative and innovative by every single day and providing innovative solutions to the customer’s queries and concerns. In order to ensure high-performance management at the workplace, the company should ensure the elimination of inequality in place at work. Despite the monitoring of various governmental bodies, inequality still exists in most of the organisations. Biases prejudice still exists at the workplace, and it is associated with discrimination. SainCo should ensure to avoid such unethical practices in order to improvise its performance. Leadership plays a crucial role in driving the diversity progress on track. The company must ensure that its leader has the right qualities to lead a team and make them productive, motivated, and keep their morale up for achieving the overall objectives of the company. Seven suggestions for achieving a breakthrough in diversity and inclusion include do not go for window dressing and superficial initiative as a quick fix, always being authentic, scaling up, building relationships based on values, delivering relentlessly, reviewing and adapting, and being brave (CIPD, 2018).
[bookmark: _Toc102408837]Conclusion:
The concept of performance management is entering into a new era of heightened competition where managers at all levels are recognizing the potential pitfalls and costs that are associated with traditional performance management techniques. Top-level management needs to become involved in the performance management system and they must ensure that the company is practicing modern performance management techniques in order to ensure the cost efficiency and increase the effectiveness in the implementation of performance management techniques. Expert managers and individuals who have the ability to focus the organisation with relevant to its goals are vital. They are not only forced to identify the right strategy for the company, but they also have to formulate and devise a whole pathway through which every single employee of the organisation will get an idea and clear direction that where they have to go and how they can achieve objectives of the company. Every individual in the workplace should be targeted with goals and line managers should facilitate them by providing tips and techniques on how they can achieve their goals. Moreover, the goals and objectives of the company should be clearly communicated to the employees via proper channels. At all levels, managers are the ones who hold the key to the success of performance management within an organisation whether it is a large or a small company. 
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