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Introduction 
Performance Management involves the creation of a working environment for the organization staff to ensure that performance is at its best, and employees bring out the best of their abilities. The performance management of the organization is disoriented. Through analysis, the various departments in the organization have no connection to each other, and teamwork is an challenge. Therefore, there is an urgent need to ensure that a plan is required to help with the various problems that are currently in the organization (KAZLAUSKIENĖ, 2017). One key area to start with the performance management plan is performance appraisals. 
Performance Appraisals
The performance plan will need to cover a detailed review of employee performance and overall contribution they provide to the organization. The departments are made of employees who may lack the necessary skills to handle some tasks, or simply an employee is allocated in the wrong department. For example, some departments do not offer a performance review of the employees. Thus, it is crucial to cover performance appraisal and get to the bottom of this issue by evaluating the skills that other staff members in the department possess (Stubberud, 2016). If necessary, the plan can be able to determine if some employees are not competent with their work and provide termination requests to the board. 
Performance Goals Using Strategic Organizational Goals
Some of the performance goals that can be included in the plan include:
· [bookmark: _GoBack]Improving the level of productivity – some of the departments have no ties towards the goals of the organization, which means they have no idea of what they are working towards. Therefore, there is an urgent need for the plan to handle the level of productivity by making the staff aware of the goals of the organization.
· Being accountable towards results – some of the departments have the issue of not providing employees with documented feedback which is wrong. The plan should cover a consequence form, and every action of an employee must react, and one must be held liable.
· Job satisfaction when a department is not determined to follow a simple process of documenting feedback on an employee, there is a need to question if the staff in the department are satisfied with what they do. Thus, the plan will also include a detailed review of what the employees require to be adjusted to fit their requirements to perform efficiently.
Performance Coaching Process
This is a delicate area where there is a need to focus on every individual in the organization and evaluate their skills and character. A single employee can cause changes in the department, and thus, it is necessary to ensure every employee is evaluated accordingly. Firstly, a show of confidence in employee ability is necessary and if they are willing to solve the issues at hand. Secondly, there is a need to describe in detail the performance problem to the employee to make them aware of what is happening in the organization (Castonguay, & Crockett, 1999). Thirdly, the issues that exist must be evaluated to the employee to ensure that they are not affecting their performance or are not the cause of their failure to perform. Finally, determine the right date to follow on the issue with the help of the employees and develop a feedback path.  
The structure of the plan has been addressed below and utilized the resources of the organization and evaluates employee work output and performance levels.
1. Business Goals – the plan covers the main aim, which is the purpose the organization works for which is the goals. The goals should be made aware of the entire organization through all departments. This follows the importance of performance management in the organization. There is a need to ensure that every employee maintains or improves their skills within the organization
2. Data Assessment – the plan will also cover an assessment of every employee and the work they handle within the organization. This is important to determine how well the employee can perform and their criteria. Every employee has a skill, and therefore, various performance management systems can be implemented. They include:
· Taleo Perform which can be assigned to the Human Resource department and evaluates the performance levels of employees before hiring them.
· SuccessFactors is a software performance management system that analyses the abilities of an employee and how well they can handle a task under certain situations.
These are just an example of the performance management systems that can help in developing the overall review of employee performance. The data will be recorded, and employee performance will be evaluated regularly as per individual performance. Once the performance is analyzed, it will be easier to determine which department an employee can best fit in to maximize their ability and reach the goals of the organization.
3. Implementing Plans – it is necessary to include other plans that are in progress to ensure that the future of the organization is still stable. Some plans are minor, and others are major. Performance plans are major since they will help the organization maintain domination in the business world and meet customer needs. However, there is a necessity for a communication plan to ensure that all employees are made aware of the main performance management plan. The communication plan has to be effective to ensure that every staff in the organization gets the memo in time and do what is required of them. The communication plan is simple to ensure that its effectiveness is a success.
a. Performing a situation analysis – researching to ensure where the organization stands in terms of communication.
b. Define the objectives – the objectives of the communication plan involve making the employees aware of the new performance management plan
c. Define the key audiences - the audience in play are the employees of the organization. 
d. Identifying channels of media – there is a need to determine which media channels are in the organization and how effective they are to the employees.
e. Getting a timetable - the time is of the essence to ensure that the employees are made aware of the plan promptly.
f. Evaluate final results – the communication plan will provide feedback on the responses the employees give and if there are issues with the new plan.
4. Measuring performance – the final phase of the plan will involve the before and after evaluation of employee performance. Training is a necessity for the manager and employees, especially those that will present issues during evaluation. With training comes additional costs for the organization, which is an issue and thus there is a requirement for considering the costs to be incurred during training. However, it is advisable to offer training which provides added value to the organization since it will boost individual skills and expertise. 
Conclusion
The performance management plan has great potential for the organization and will ensure that all the issues are addressed as discussed. Moreover, the employees will get to identify the different weaknesses they possess and work on them effectively. The plan is set and ready to be implemented. Performance management is a necessity in every organization since it ensures that there is progress, and issues are handled effectively (Veld, & Alfes, 2017). Therefore, it is important for the organization to follow the performance management plan to ensure that the issues are solved and coordination and performance continue.
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