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Performance Management System
Performance management system (PMS) is a management tool that enables organizations to communicate goals, vision, and missions to their employees individually. The PMS also assigns individual responsibility to employee towards the organization’s goals as well as monitoring the milestones in achievement of the goals through individual employee performance evaluation. The system echoes the performance and accomplishment of individual employees while keeping track of their performance throughout the organization. Performance management systems are also strategic programs and activities aimed at ensuring that employees work effectively towards achieving overall organizational goals and vision. A PMS involves three main areas including the planning, monitoring, and review/evaluation. The following paper presents an ideal performance management system for a medium sized retail chain. The ideal PMS involves four main categories including the organizational strategy, performance evaluation system, implementation factors, and employee development considerations. 
Organizational Strategy
The first phase of the PMS involves setting individual goals and integrating them with organizational or cooperate strategy. According to Rashidi (2015), the practice of setting goals should always be a collaborative engagement involving managers and employees. In this case, managers and employees of the retail chain should work together to develop individual, operational, and performance goals. The main vision of the company is delivering value to consumers, the community, and environment through exceptional retail experiences. Moreover, the mission of the company is to be the best retailer by providing creative shopping experiences and value. The organizational strategy should be used to enable employees develop operational, individual, and performance goals. These goals are important in ensuring that performance is evaluated, scrutinized, and enhanced continuously.  
These goals should be SMART (specific, measurable, achievable, relevant, and timely). SMART goals are crucial in the performance management system as they update employees on precisely what is expected, the timeline, and the quantity (Rashidi, 2015). The goals should also be attainable by even the lowest employee meaning they are flexible. Lastly, the goals should be in line with the overall organizational strategy, purpose, vision, and mission (Chubb, Reilly & Brown, 2012). Therefore, the first step involves defining the company’s purpose, vision, and mission. The current retailer has a vision to become the best retailer and preferred shopping destination by offering value to consumers, employees, the society, and environment. Therefore, performance goals should be constructed to align with the core vision and mission of the company. For instance, the company can set a goal to grow consumer sales by 5% resulting in a revenue increase of $100,000, by the end of the first quarter of 2018. Additionally, the retailer can decide to increase customer traffic in stores by 20% before the end of the year through unique customer shopping experiences. These goals will enable the tracking and evaluation of performance overtime enabling management to identify areas of improvement. According to Rashidi (2015), managers should rely on each employee’s job description to ensure that their goals cover the full extent of their duties. Managers and employees should endorse the proposed plan and goals. 
Performance Systems
An ideal performance management system continuously monitors the progress of employees in terms of achieving the developed goals. However, monitoring does not necessarily mean observing employees on everything they do on a daily basis. Monitoring should be based on the results/achievements, personal employee behaviors, and the overall team influencing the work workplace. According to Rashidi (2015), managers must monitor the progress of employees in terms of performance goals to facilitate resources and coaching appropriately where necessary. Furthermore, monitoring is significant to ensure that where milestones and accomplishments have been made, employees receive suitable recognition whether through awards or monetary rewards (Chubb, Reilly & Brown, 2012). Furthermore, for managers to evaluate employee productivity effectively, they employees must monitor and report on their own performance. In this case, numerous tools such as rating systems can help employees monitor and report on their progress. For high performance to be achieved, manager must monitor and evaluate personal and team goals at least one a week or month while taking time to adjust timelines as well as resources. Managers should always be open and illustrate increased support through coaching and appreciation for team performance. 
Appraisal Process
According to Shields, et al., (2015), for managers to get increased productivity from employees, the appraisal process must involve listening, observing, offering positive feedback and giving recognition. An idea appraisal process should include coaching and writing tools to help manager and supervisors find the appropriate worlds in offering positive analysis and feedback to employees (Buckingham & Goodall, 2015). The most important feature of an appraisal is giving positive feedback so as to allow the employee understand their progress in terms of what is expected in their job performance and workplace behavior. As such, managers should always plan on how to deliver feedback by being offering clear facts in a calm and positive manner (Shields, et al., 2015). The manager and employee should also come to an agreement by asking the employee to input suggestions to address and improve on their performance. This means that the appraisal process must produce an action plan with specific goals and timelines (Shields, et al., 2015). Managers should also document the action plan in a performance database or file as well as specify the consequences if the issues noted are not resolved.
Compensation
The most effective PMS includes a compensation system that is tied to performance. According to Shields, et al., (2015), a pay-per performance system is vital to retaining an organization’s top talent and fostering high organizational performance and productivity. This approach seeks to support employees with the goals and vision of the organization as well as motivate and compensate top performers. It also seeks to encourage under performers to work towards being better assets of the organization. The company should always make it clear to employees that employees should receive compensation for performance that surpasses expectations. Compensations should be aligned with the laid out goals by offering employees pay hikes, bonuses, gifts, rewards, recognition, or even time-offs (Buckingham & Goodall, 2015). Such compensation plays an integral role in changing employee attitudes towards their work and performance by enhancing motivation and job satisfaction. 
Implementation
Communication Plan
Implementing an ideal PMS should involve an effective communication plan that provides the accurate information, to the appropriate audience, and at the suitable time. Communication plays a significant role in ensuring that the PMS kicks off in the right direction and significance that it deserves. Firstly, the top leadership or senior management should be made aware of the implementation way before it is initiated. The HR managers should schedule a meeting to explain to the top management on the details of the PMS including their leadership roles and the overall benefit of the system. Employees, managers, and supervisors should also be informed on the purpose, expectations, and timelines of the overall performance system. It is always important to create excitement for such a new program to ensure that all members of the company buy-in to the idea. According to Rashidi (2015), it is always important to mix both formal and informal communication channel. Use of memos, emails, and notices is an important in ensuring that all employees understand the relevance of the system. Moreover, during launching, the organization should hold an informal communication channels such as videos, parties, and newsletters to help employees adopt the whole idea and system. As the program continues, communication should also be constant by tracking and communicating performance of the overall organization. Managers should always remain positive by appreciating employees and teams as they progress through the program. 
Appeal Process  
All performance management systems involve conflicts. The appeal process is of great importance in ensuring that employees and managers resolve conflicts or differences concerning the performance evaluation process. In this case, the appeal process should always maintain respect and confidentiality for employees. The appeal process should also be steered with impartiality and negotiation. Managers should also seek to provide paramount information for increased performance attainment. The process should allow employees who disagree with the performance evaluation results to write appeals to the HR office. Once the appeal is made, the HR department should conduct investigations by gathering necessary information through discussions with informed parties including the employee who presented the appeal and their manager or supervisor. Afterwards, a recommendation should be forwarded to HR who should develop a committee of numerous managers and supervisors. The committee should review the evidence presented against the performance evaluation system after, which a recommendation is offered. Overall, the final consensus should always remain confidential and ensure that all parties understand the greater need for maintain effective working and performance relationships. 
Employee Development Considerations
Last, but not least, an ideal PMS should consider employee development. Employee development should be included in every aspect of the PMS. In the beginning, employees and managers should set SMART training and development goals. This includes personal and team goals on how each employee can develop their skills or knowledge to perform their duties better. Moreover, during the implementation of the PMS, the HR office should offer adequate training to all employees on how to use tools, resources and self-assessment applications (Chubb, Reilly & Brown, 2012). Once performance evaluations have been conducted, managers and employees should identify areas of improvement. These areas of improvement cannot work with training and development. The managers should develop a training and development plan for the whole team while employees should develop individual training and development goals of their own. These goals should be based on enhancing the skills and knowledge gaps that are needed to ensure high performance. Individual employees should seek resources that can help them develop their skills and development. For instance, employees should always seek a mentor to offer them guidance and motivation to enhancing their performance and productivity. 
In conclusion, the ideal performance management must begin with identifying the organizational strategy in terms of its purpose, vision, and mission. The second stage should involve developing performance goals and indicators that alight with the organization’s vision and mission. These goals should be developed to suit the duties of each employee and the organization as a whole. The ideal PMS should also involve systems that measure, evaluate, and compensate employees based on their performance. Again, the implementation should include both formal and informal communication channels offering accurate and timely information. The appeal process should also be established to ensure conflicts are resolved harmoniously. Lastly, the PMS should integrate training and development for employees to improve on their skills and knowledge to support performance and productivity gains.  
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