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Introduction
Modern performance management is crucial for successful human resource management in well-established businesses such as SainCo; however, adapting to the transforming dynamics of human resource management may raise challenges due to the demanding working environment in response to innovation and technology practices introduced in human resource management.     According to the theory put forward by Aguinis (2019), the concept of efficiency management has shifted from being an accurate top-down approach to focusing on progress and cooperation from the bottom up. SainCo can adopt this innovative approach because it provides HR solutions to its clients with 2,000 personnel in diverse locations geographically over ten different sites. For this reason, SainCo must go beyond just enhancing its operations' efficiency (Abbas, 2020). The modern performance management process has an extra component: aligning personnel with the existing organisational environment and the organisation's long-term goals. A growth mindset is cultivated through performance management, encouraging workers to constantly exceed predicted performance levels. It is accomplished by establishing links between employees' accomplishments and the business's objectives. Within the limitations of this specific framework, it is of the utmost importance to implement a more all-encompassing strategy as an alternative to depending on conventional evaluation protocols and appraisal systems. CIPD's (2018) research emphasised that introducing comprehensive modern performance management systems that link organisational goals with employees' key performance indicators can boost organisations' efficiency by 14%. Therefore, it is significant and crucial for SainCo’s successful services to implement a modern performance management system. 

On the other hand, the shift to a modern performance management system poses challenges for organisations (Asbari, Hidayat, and Purwanto, 2021). Pulakos et al. (2015) asserted that if workers are resistant to novel productivity management strategies, there is a possibility that productivity may decrease by fifty percent. Several variables contribute to the increased level of resistance that is directed against SainCo initiative to introduce modern performance management system. These include policies that are persistent and an authoritarian management style. As a result, it is very necessary to have diplomatic and imaginative management to keep the employees' motivation sustained and alleviate their fears throughout the transaction process. In addition, it is of the utmost importance that the organisation's culture does not conflict with the methods used for the management of productivity. Maintaining a harmonic balance between innovation and persistent dedication to basic values is particularly difficult for family-owned companies like SainCo, known for their commitment to fundamental principles. According to Berrone et al. (2016), family businesses' informal and relational structure presents a significant barrier to the successful application of formal management practices. It is anticipated that the newly integrated outcomes management system that SainCo has implemented will foster a leadership style distinguished by improved cooperation and flexibility while simultaneously reflecting the culture and basic values of the organisation. When it comes to the effectiveness of performance management systems, the involvement and support of staff are necessary. According to Gallup (2017), companies that have invested in their staff see a thirty-six percent gain in revenue. As a consequence, the new strategy that SainCo is implementing has to place a high priority on making sure that workers feel appreciated and that their contributions are taken into account during performance evaluations.
Over View of the Report: This report consists of four sessions. The first session covers the components of a performance management system, which includes the development of goals and objectives for measuring employees' performance, reward management system and training and development. This part developed a modern performance management system that will be effective for Sainco's nature of business and future performances. The second part significantly elaborates on the organizational and employee concerns. Because employee engagement plays a significant role in the effectiveness of modern performance management systems, this part covers employee engagement and involvement. The last part draws recommendations for Sainco for an effective performance management system and its successful implementation.        
Performance Management – What is involved
Pulakos et al. (2015) asserted that the performance management system execution is an extremely essential component of the modern organisational strategy. In addition, it incorporates assessments in combination with an all-encompassing strategy to monitor and improve the workforce's effectiveness. It is possible to recognise the modern development of performance management framework to the fact that contemporary work settings need adaptability, ongoing improvement, and strategic coordination. In comparison the old performance management strategy, which was distinguished by its hierarchical structure, review-oriented approach, and inert nature, a more continuous and dynamic system has been implemented. As a result of the dynamic nature of job productivity, it is essential to conduct constant evaluations, criticisms, and enhancements of staff productivity. The modern approach considers a more comprehensive viewpoint by including elements such as training and development, incentive systems, frequent performance evaluations, specified targets, 360 feedback and evaluation procedures (Bag et al., 2020).

Pulakos et al. (2015) emphasised that in order to successfully execute modern performance management, one of the most critical components is setting objectives. In order to do this, it is of the utmost importance to make sure that the targets established for the staff are quantifiable, that they are attainable, and that they are in line with the long-term aims of the organisation. According to Locke and Latham (2015), establishing goals is beneficial. Furthermore, research suggests that well-stated objectives may enhance employee performance by 15 to 25 percent. In order to achieve success, it is necessary to set SMART targets, which are precise, measurable, achievable, relevant, and time-bound objectives. Although converting overall corporate objectives into more particular goals might be challenging for businesses like SainCo, this process remains crucial (Di Vaio and Varriale, 2020).
In order to allow communication in both directions, supervisors need to provide their staff with continuous feedback and also acquire feedback from subordinates. It is a crucial component of modern performance management. Because it maintaining efficient lines of communication cultivate mechanism to immediately address problems as they appear, adjust the business course of action when required, and develop a mentality focused approach on progress for the whole of the project (Kerzner, 2022). Research conducted in 2017 by the Institute of Personnel and Development (CIPD) found that businesses that conducted frequent feedback sessions with their staff members had a 14% boost in employee engagement and a 10% improvement in customer satisfaction. The case for including constructive criticism in performance assessments at the right intervals is even more persuasive than the traditional appraisal (performance system). There is a growing tendency towards interpreting the traditional yearly performance assessment as a continuous process. There is a possibility that this development might be attributed to the dynamic and ever-changing nature of work, which makes it necessary for performance assessments to preserve their relevance and relevance to the present. DeNisi and Smith (2014) if the yearly assessment model were to be replaced with assessments that were carried out more often, performance results may have potentially increased by thirty percent. Since this is the case, SainCo needs to establish a probationary review procedure that is not only ongoing but also flexible, as opposed to one conducted annually (Davidescu et al., 2020).
Training & Development through Performance Management:  Development and training are essential components included in the performance management framework. These components contribute to the identification of inadequacies and establish the basis for attaining professional success. McKinsey (2016) the expenditure of funds on the education and training of staff members resulted in a 25% boost in the performance improvements that were noticed. The case indicates that SainCo plans to include development initiatives and training programmes into its performance management strategy to guarantee that its staff is adequately taught to accomplish their objectives. 

Reward & Performance Management: the link between remuneration and outcomes is an aspect of performance management that must be considered when it comes to performance management. It is significant to acknowledge and reward employees according to their contribution towards achieving organizational goals and objectives. Rynes, Gerhart, and Minette (2014), supported through their result findings that the implementation of compensation and reward  systems that were successfully coordinated has the potential to increase staff productivity by twenty percent. Increasing compensation, promoting employees, and providing additional incentives are some of the components of the modern performance management system developed for SainCo, which also encourages employees to accept and be involved in the modern performance management system. 

Modern performance management strategies involve various components beyond the traditional appraisal system implemented for performance management (MacCann et al., 2020). Among them are the development of goals, monitoring feedback, continuing reviews, chances for progress, and proper incentive systems, which are modern methods that make it different from conventional performance monitoring and appraisal systems. SainCo require boost their employees' productivity, morale and engagement to improve their performance and, eventually, organisational success. However, for this transition to be accomplished, the business will need a modern performance management system plan that accounts for the myriad aspects and cultures unique to the firm (Di Vaio and Varriale, 2020).

Organisational and Employee Concerns

Introduction to Concerns in Performance Management
The organisation and its workers have a significant impact on the overall effectiveness of the adoption of a performance management system. SainCo and its clients can encounter many hurdles when implementing an innovative and modern performance management system. Therefore, potential concerns that can affect the morale and productivity of employees in the workplace are the cultural norms and employees' resistance to accepting the new innovative performance management system  (Abubakar et al., 2019).
Organisational Resistance to Change
For SainCo and other businesses that adhere to more established procedures, transformation offers a difficult challenge that must be overcome. According to the results of Oreg's (2018) study, people's resistance to change may be influenced by extra variables. It is something that may be the case. Such variables include employee dissatisfaction with management, fear of the unknown, and job security worries. All of these factors are examples of factors. There is a possibility that SainCo's deployment of a management style that is more democratic may be met with opposition and suspicion (Delshab et al., 2022). According to the poll, a key element contributing to the failure of seventy percent of change initiatives was employee opposition. In addition, for the newly adopted performance management system to succeed, the transition must be as straightforward as possible and encourage employees to participate in the process of change (Paais and Pattiruhu, 2020).
Alignment with Organisational Culture
It is not expected that the present culture of the organisation would provide a substantial obstacle to deploying the new outcomes management system. According to Berrone et al. (2016), there is often the possibility of a clash between the rich history of family-run businesses and the formal management practices in place. In order to be considered compliant with the SainCo principles that have been defined, the newly built system must concurrently provide support for the approaches that are now in use. If offline activities are carried out, there is a possibility that the effectiveness of the system will decrease (MacCann et al., 2020). This decrease in effectiveness may be linked to a lack of communication between the executive and the workforce in the system; therefore, an effective communication mechanism will be executed at Sainco to reduce the influence of lack of communication and alternatively increase employee engagement within the organisational change through effective communication (Darmawan et al., 2020).
Impact on Employee Morale and Performance
As a result of the implementation of an entirely new performance management system, there is a possibility that both the morale of the workforce and the results of their performance may suffer respectively. Bailey and Fletcher (2016) found that implementing inefficient performance management systems can lead to anxiety, decreased motivation, and reduced output. Hence, it is possible for the employees to be unfairly appraised or think they are overburdened as a result of the practicing traditional performance management system (Mousa & Othman, 2020). As a consequence, SainCo needs to make certain that the new performance management system is transparently efficient aligns with the organizational vision as compared to the traditional performance management system. It provides adequate support for employees in the course of change management (Singh et al., 2019).
 
Training and Development Needs
It is crucial to consider the training and development requirements associated with a newly introduced performance management system. Because employees need training to monitor performance therefore it would be challenging for employees to follow new performance management system without essential training and development sessions.  An additional component that must be taken into consideration is the requirements for training and development that are related to the introduction of a new system. Training workers and managers in the most cutting-edge approaches and technology for performance management may benefit all parties involved (Gilal et al., 2019). The results of research conducted by McKinsey (2017) indicated that the chance of attaining operational improvement improved by 45 percent when training expenses was raised by 45 percent. On the other hand, it calls for a substantial expenditure of both money and manpower; hence, SainCo has to be ready for it (Peccei and Van De Voorde, 2019).

Technological Integration and Data Privacy
Concerns have been raised about incorporating innovative technologies and protecting personal information due to the growing dependence on technology for the efficiency of operational processes (Tan et al., 2020). Even though technology can enhance performance management procedures, Rasmussen and Ulrich (2015) discovered that it also raises issues over the privacy of employees and the security of their information. In order to guarantee that any technical solution it implements is safe and by the rules that regulate data security, SainCo will require to take the necessary precautions (Anwar et al., 2020).



Employee Engagement and Involvement
The management of productivity necessitates the presence of several vital components, one of which is the involvement and engagement of the workforce. Incorporating these ideas, which go beyond just improving work happiness, can increase the emotional and psychological investment the business has in the business and the goals it strives to achieve (Ma et al., 2020). For SainCo's performance management system to function effectively, its workers must participate actively in its operation; therefore, employee engagement will be an essential factor while implementing an advanced performance management system at SainCo (Pham et al., 2020).

Theoretical Underpinnings of Employee Engagement
According to Shuck and Wollard (2018), the psychological agreement between employers and workers is the foundation for building employee engagement. The duties and expectations that are perceived by persons belonging to both groups are outlined in this agreement. When employees are happy with their jobs, it has a good impact on their drive to put in more effort, which in turn leads to an increase in the organisation's overall productivity and efficiency (Pintuma and Aunyawong, 2021). Organisations that achieved high levels of employee engagement enjoyed a 17% boost in productivity and a 21% gain in profitability in contrast to those that did badly, as shown by the results of a study carried out by Gallup in 2017 (Singh et al., 2021).

Employee Involvement in Performance Management
Employees are considered to be actively engaged in the administration of efficiency when they are allowed to actively participate in the process and impact it. It may mean several things, including implementing the organization's goals and the assumption of direct responsibility for its operations. Aguinis (2019) asserts a positive association between active engagement in benefit management and increased employee commitment and work satisfaction towards the company. Both of these factors are positively correlated with one another. Consequently, SainCo will provide opportunity to workers to share their opinions and perspectives throughout the performance review process execution and practices.
Impact of Engagement and Involvement on Performance
A well-established association exists between higher employee engagement and involvement and improved levels of the company's overall production. The study that was carried out by Harter et al. (2017) indicated that there is a substantial association between employee engagement and performance results. These performance outcomes include customer loyalty, productivity, and retention. When long-term workers of an organisation are engaged in and excited about the success of the organisation, the chance of the company achieving its goals is raised Consequently SainCo modern performance management system will consider this impact for better performance of the system execution (Rehman and Iqbal, 2020).

Challenges in Enhancing Engagement and Involvement
Increasing involvement and engagement is challenging for any organisation, but more traditional companies like SainCo may find it more challenging to accomplish this objective. According to Kahn (2018), it may be challenging to engage with those who are resistive to change, mistrustful, or scared of what could occur. Additionally, it is rather challenging to guarantee that workers are involved in the productivity administration instead of just engaging in debate. This is because managing productivity is a complex process. Considering this will be importance aspect to address while implementing modern performance management practices at SainCo.  

Strategies for Enhancing Engagement and Involvement
SainCo need to design a complete plan to meet the need for increasing involvement and engagement. The following are included in this category:

1. Transparent Communication: To ensure that the business preserves the concept of honesty and provides staff with a comprehensive explanation of any alterations that may be made to the performance monitoring system, it is of the highest importance that the business does so.

2. Participative Goal Setting: Employees demonstrate stronger levels of engagement and motivation when they are given the liberty to establish their own goals, according to a study carried out by Locke and Latham (2015).

3. Frequent and Constructive Feedback: According to research by Pulakos et al. (2015), providing frequent feedback to employees makes it easier to address problems connected to performance and acknowledge good behaviour (Singh et al., 2020).

4. Recognition and Rewards: As Rynes, Gerhart, and Minette (2014) asserted that performance management system which is linked with the organizational strategy and key performance indicators significantly increases employees’ performance and company production. Because it developed clarity regarding monitoring mechanism will follow by the management. Furthermore this performance linked with the compensation and rewarding system increase fairness among employees and eventually increases employees’ motivation and performance. 

5. Opportunities for Professional Development: McKinsey (2016), stated that providing career development opportunities for employees will enhance employee engagement and consequently enhance performance. This strategic approach will allow employees to progress and improve their performance indicators and enable them to get compensation and rewards according to their excellent performance. 

Case Studies and Empirical Evidence
The efficacy of these strategies has been shown via a comprehensive collection of case studies that have arisen from a variety of different sectors. After allowing workers to develop personal performance targets aligned with the organization's broader goals, one information technology company saw a 20% boost in employee engagement (CIPD, 2018). It resulted from the employees being allowed to define their priorities.

Long-Term Benefits of Engaged and Involved Employees
There is potential for long-term benefits to arise from having both active and determined workers. Based on the findings of Gallup (2017), employee engagement is associated positively with financial success, absence rates, and retention rates. SainCo becomes more productive as a result while customer satisfaction levels and employee engagement increase. It leads to higher productivity for SainCo and increased levels of customer satisfaction and employee engagement. Involvement and participation on the part of employees are essential components that must be present in order for performance management system to be effective. These considerations must also be taken into account by SainCo as well as its clients dealing with similar situations while transitioning to modern performance management systems. However to increase employee commitment and engagement, SainCo can employ different strategies such as transparency; conversely, it may not be limited to involvement, frequent feedback, appreciation, and professional development. But It is envisaged that these techniques would eventually lead to increased production and accomplishment within the firm (Pham et al., 2020).
Recommendations
During the course of SainCo's efforts to modernise its performance management system, the company is confronted with the problem of incorporating innovative concepts into its extensive history as a family-owned and run enterprise. A comprehensive approach is consequently required, one that takes into consideration both the distinctive culture of the organisation as well as the most current standards that have been established by the industry.

Cultural Sensitivity and Change Management
It is strongly suggested that SainCo make certain that when the newly installed system follows the culture currently prevalent within the organisation. Regardless of the alterations implemented, it is of the utmost importance that they will preserve and accurately represent the guiding principles of the business. Implementing this approach requires revising and adopting new procedures to ensure that they more accurately represent the organisation's goals. To successfully manage change, exhibiting empathy and maintaining awareness are two of the most important things to do. Existing frameworks, such as the eight-step change model developed by Kotter, have the potential to provide a methodical approach to the management of this transformational process. These techniques highlight the need to maintain a feeling of urgency, build a steering coalition, and honour victories that are only short-term in nature. The execution of this strategy may result in several potential outcomes, including an increase in support for the new system and a drop in resistance to it. Both of these outcomes are possible outcomes.

Design of the Performance Management System
Ferreira and Otley (2009) suggested that when establishing a performance management system, it is of the utmost importance to give the execution of a comprehensive and detailed plan the highest priority. It is essential to consider each step of productivity management, beginning with developing goals and continuing to improve productivity assessment and enhancement. Furthermore, Adler (2011) supported that it is necessary to guarantee that the organisation's strategic objectives are aligned with productivity management. Modifying performance metrics to correspond with certain work duties and responsibilities is an additional strategy that may be used to guarantee that their performance is both relevant and appropriate. Through the implementation of this individualised approach, which takes into account the specific requirements of a variety of departments and job assignments, the system will function with increased accessibility and an increased level of efficiency. Therefore, SainCo will consider this recommendation to plan and execute a new performance management system.
Employee Engagement and Participation
The enhancement of employee involvement and the level of employee engagement is another essential component that must be carefully considered. Therefore it is recommend to provide workers with continuous chances for feedback and actively participating in goal-setting are two excellent tactics that can be used to encourage and retain individuals who have already shown great performance. It is possible to facilitate such involvement by implementing frequent ideation sessions and meetings, which act as a strategy to develop engagement. It may be accomplished by facilitating the participation of individuals. Employee morale is boosted, and more positive results are achieved in the workplace due to training and development efforts that assist workers in honing their abilities and demonstrate the organization's commitment to advancing their careers (Roundy, 2021).

Leadership and Management Development
Alrowwad and Abualoush (2020) recommended that the performance of the management is a critical factor in determining whether or not the new system will be successful. In order to maximise production, managers need to be proficient in several essential competencies, including the ability to set goals, provide feedback, and provide training. A focus should be given throughout the training process on developing soft skills such as effective communication, empathy, and the peaceful settlement of problems. These are all examples of abilities that are considered to be "soft skills." In the workplace, a culture that encourages and appreciates frequent feedback exchanges and public celebration of successes can provide a motivating and inspirational atmosphere for employees. Therefore, SainCo management will consider all these factors while implementing and practising a modern performance management system. 
Technology Integration and Data Security
Attaran (2020) suggested there are various benefits and drawbacks associated with using technology to enhance productivity management capabilities. It is quite likely that the deployment of performance management software will result in the discovery of new insights and an increase in the efficiency of operational procedures. For this reason, it is of the utmost importance for SainCo to choose technology that is both user-friendly and compatible with the technical skills of the particular team. It is of the utmost importance to guarantee that the confidentiality of employment data is preserved. The organisation's reputation and reliability are intrinsically tied to its adherence to data security standards and its thorough handling of personal and service-related information. In both cases, the organisation is responsible for the information.
While introducing improvements to the performance management system, it is of the utmost importance to stick to SainCo's fundamental principles while adding innovative ways. The management of change, the creation of a specialised system, the acquisition of employee support, the education of executives and managers, and the incorporation of technology to ensure the confidentiality of sensitive data are all components of the process. As SainCo works towards establishing a performance management system that not only enhances operational efficiency but also corresponds with the organisation's culture, it is possible that they would find the business ideas valuable. Because of the development of this foundation, the future will be marked by a consistent progression of successes and advances (Wang, 2020).
Conclusion
In conclusion, it is not only required to update SainCo’s performance management system but it is the endeavour to replace its traditional & biased  performance measuring system with an advanced, innovative, modern and collaborative system in consideration to be not only essential but also challenging. The organization has undergone a fundamental shift in its approach to people resource management and valuation due to this transition, which is not only an ongoing adjustment but also a structural change.. For SainCo to achieve success in this transformation of implementing innovative performance management system, SainCo needs to develop an execution plan that considers the organization’s distinctive culture and operational characteristics. The strongest barrier to implementing innovative performance system is including  performance management measures into a well-established culture and values of companies. When introducing new processes step by step, it is important that there is a strategy which has been conscientiously thinking out and takes into account the existing culture within the organization. These concepts need to be handled with great care and expertise for them to become fully part of organizational day-to-day activities as well as being introduced with employees affectionately. This transformation could greatly benefit from using Kotter’s eight-step change model, which has a progressive and inclusive approach towards managing changes. By adopting stratgic techniques, SainCo may successfully navigate through this complex transition process. Some of these strategies include creating a sense of urgency, building a coalition of leaders, and achieving short-term goals.
Motivations, chances for development, assessment of performance, preset objectives, and continual feedback should all be included in conceptualising and implementing the unique system. The value and application of these components might be improved by tailoring them to the specific requirements of each department or job function within the business. It would allow for the components to be more applicable and valuable. In addition to monitoring productivity, these systems must continually support and encourage innovations and upgrades. As well as monitor productivity. Employee involvement and investment may be fostered by deploying two particular techniques: including workers in the process of goal-setting and building mechanisms that need frequent review. Both of these tactics are outlined in the following sentence. One of the most important aspects of this young organisation is the management team that SainCo employs. It is of the utmost importance that personnel get sufficient training and information in order for them to properly navigate this transition situation. The development of key interpersonal skills, the establishment of goals, the provision of feedback, and the coaching of performance are all included in this. At work, it is possible to cultivate an environment favourable to both productivity and enjoyment by instituting a culture that celebrates successes and offers feedback on them regularly.
It is predicted that the efficiency of this new performance management framework will be increased and simplified as a result of the use of technology. Incorporating technology must be approached with prudence to guarantee that customers are at ease and to facilitate collaboration with employees who are well-versed in technological matters. When the confidentiality of information about workers is not maintained, the integrity and reliability of the organisation are put in jeopardy. For SainCo to successfully deploy its new performance management system, it must overcome a few key obstacles. In order to achieve a balance between being resistant to change and being open to new technology, it is necessary to include both intellectual capacity and emotional understanding. The change in SainCo's performance management system might be contingent on several elements, including but not limited to cultural congruence, employee participation, leadership development, and the wise introduction of technology. This complex transformation is essential for the organisation's development and its capacity to continue to be competitive in the modern-day business environment. A workforce that is more engaged and motivated, increased operational efficiency, individual productivity that is linked with the organisation's strategic goals, and the construction of a road map for sustainable success are the benefits that are included in this.
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