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Determine the HRM’s role in the performance management process and explain how to ensure the process aligns with the organization’s strategic plan
The human resource management plays a vital role in defining essential concepts that represent the functions of all staff. The human resource management has a critical role in ensuring that employees who are recruited can accomplish vital organizational purposes based on the underlying strategic plan which outlines the goals and mission. Therefore, providing that the HRM roles are defined is essential in creating a highly organized understanding of key measures that need to be evaluated to transform organizational performance (Mone & London, 2018).
Human resource forms the background of any organization where integration of critical processes helps in creating a highly productive environment where employees understand what needs to be done to diversify organization operations. The organization strategic plan is mainly a guideline for significant policies and processes that need to be implemented by organizational personnel to attain the required outcomes. Therefore, performance management is based on critical understanding of critical underlying elements which are integral in creating a highly successful corporate setting. The HRM roles help identify a better strategy that the underlying organizational needs can be adequately evaluated and provide a solid focus on essential elements that define positive change within an organizational context (Ishizaka & Pereira, 2016).
Organization strategic plan provides a clear strategy which plays an integral role in creating a profoundly transformed emphasis on crucial elements that define positive organizational change. Therefore, to ensure that the organization is well engaged and committed to achieving underlying operational needs, there is a need to develop a strong link between the HRM roles and the strategic plan. This is based on the crucial understanding that the strategic plan is mainly an outline to achieve the intended goals but lacks the human resources to implement these strategies that have been evaluated.  Therefore, clear development of the HRM roles helps in defining a strategic understanding of essential processes that help determine a robust operational setting (DeNisi & Smith, 2014).
Difference between the trait, behavioral, and results-based performance appraisal systems, providing an example where each would be most applicable
The trait focused performance appraisal concentrates on characteristics of employees such as commitment, dependability, reliability, and promptness depending on their operational setting. Trait focused performance appraisal is most applicable in a customer care setting where the conduct of an employee is integral in creating a profoundly transformed operational engagement.
The behavior focused performance appraisal is based on the evaluation of specific employee behavior based on a given scale to measure. The primary scales that are used to measure behavior include graphic rating scales, rating scales, behaviorally anchored rating scales, mixed standards, and forced choice scales. This method of appraisal is used when the management wants to determine whether employees are following the underlying operational code which is very specific.
Results based performance appraisal is the most common forms of appraisal which focus on the outcomes of a given process based on the underlying prior objectives. Every employee within an organizational context has individual goals which are evaluated to determine whether they have been achieved. The goals must be clearly outlined to provide a solid understanding of better elements that define positive organizational development (DeNisi & Smith, 2014).

The best-suited appraisal for Maersk
The best-suited appraisal, in this case, is the results-based performance appraisal. The company is significantly engaged in promoting its operations within the market and thus to conclusively determine critical measures that are being embraced to achieve the company objectives is to review the results and performance of employees. This method is appropriate since it outlines crucial elements that the company can consider in transforming its operations (Mone & London, 2018).  Maersk has been having significant challenges in retaining its employees in recent year due to increasing competition from rival firms. Therefore, the need to embrace strategic measures to diversify the company performance.  Using this appraisal method is more accessible to detect the level of employee commitment which is essential in defining the ability to achieve the outlined objectives.
Identify and describe a variety of performance rating scales that can be used in organizations including graphical scales, letter scales, and numeric scales
Performance rating scales are significant considering that they provide a strong engagement where it is easier to embrace positive development. Different rating scales target different concepts which highlight essential measures that define positive development. Therefore, the critical rating scales that can be encompassed in promoting the company performance include the graphical, discrete and continuo scale (Ishizaka & Pereira, 2016).  The graphical scale evaluates traits which are considered for a given task. Thus, it evaluates individual behavior. The discrete scale shows many different points based on the needs of an organization. The scale can include a five-point scale where each point on the scale has a unique meaning. The continuous scale is a scale where the assessment is made by the manager based on his or her evaluation and assessment of individual employee performance (LePine et al., 2016).
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