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Organizational strategy 
Human Resource Management is one of the most significant functions in all organization since it involves working with people who in every company are the most valuable capital. Other departments within this company depend on human resources activities such as reward management, performance management, recruitment, career orientation or exit management.
In theory, performance management assists the organization to attain its strategic objectives by developing and maintaining the performance of employees. However, in practice firms have difficulties in measuring the performance of their employees due to the sensitivity of the topic and non-measurable factors. Therefore, this performance management system provides a powerful tool in developing non-measurable and measurable of the people within the company.
The purpose of designing this performance management system is to improve the workforce efficiency. The final product is a system of performance management that can be used to track and improve the performance of workers in the company.
Background
Performance management system is one important area in the entire human resources of every company. It aids an organization to achieve its goals by improving and tracking performance. Besides, it supports the other human resource functions like reward and compensation, strategic HR, development, and learning. 
Due to lack of human resources management system in the firm, I offered to improve that by designing a performance management which has been accepted by the director. The system should be implemented by the management of the company.
Vision and mission
Torrington (2009) stated that the first step before performance management of individuals is highlighting the required performance of the whole company. Therefore, this system is based on the company vision and mission. Hence, acts as a compass showing which way to go and one can decide how far they want to go. The vision of the company is what it aims for and "provides a clear sense of direction". The mission establishes the future goals of the firm and how the company achieves them. Therefore, if the employees do not comprehend the mission and vision from the top down, then the appraisal system will probably fail.
Project objectives and project tasks
The project objective is to design a performance management system for the organization. The performance management system will be used primarily to improve and track the performance of the employees in the firm. Furthermore, it should be utilized as a strategic key in business development and human resources of the company. The six project tasks are:
1. Designing a theoretical framework
Numerous theories were collected from articles and books from credible human resources professionals. After that, the theories were used to obtain the big picture of the performance management process. Then a theoretical framework was designed to illustrate the general processes and components of a performance management system.
2. Working with various departments to get information from employees and get acquainted with  their working environment
During the working time, information on human resources and employees were gathered. The information was collected formally through use of documents such as questionnaires and informally during discussions.
3. Discussing how the system should be designed with the director
After having the essential theoretical framework and information, there was enough knowledge of the system of performance management to discuss with the directors. During the discussions and interviews with the directors, various sorts of the performance management systems were proposed to the company. The directors offered their information and preference so that the design of the system will be suitable for the firm.
4. Conducting a survey of the employees to figure out their preference on the performance management system
A survey of employees was carried out to establish the preferences of employees on the performance management system. The questionnaires were delivered to the respondents.  The questions and the system were explained to the employees to ensure that they can provide good answers to the survey.
5. Designing the system using the collected data and theories
With the data and the theoretical framework from the company, the system was designed based on the outcomes of the survey and interviews. During the design phase, the directors were frequent consulted to make sure it’s the system they wanted. A preliminary system was suggested based on the data and theories.

6. Evaluating the project
With the system in hand, the success of the design was evaluated. The evaluation involved feedback from the organization.
Benefits to the stakeholders
As the human resource department, this was an opportunity to deepen our knowledge in the realm of performance management.
For the company’s directors, they had the tool needed in controlling the employees’ performance. With the system, the directors should be capable of identifying the development needs of the workers to offer them with enough resources for personal growth.
For the employees, the system of performance was created to improve their performance. Furthermore, it assisted them to achieve their personal goals an also their development competency. Initially, no one paid attention to this; it was also a chance for the employees to air out their work concerns.
Key concepts
Baron and Armstrong (2005) defined performance management as the process that assists to the efficient management of teams and individuals to achieve high performance in an organization. Also, they stated that the final aim of performance management is to motivate the employees in a company to attain the objectives of the organization.

The link between organizational objectives and performance management was emphasized by most of the human resources books. The firm’s strategic objectives define how the workers should perform to achieve their personal objectives and attain the objectives of the organization.
Performance appraisal is a biannual or yearly meeting between the employees and the managers to evaluate the individual's performance.In this meeting, things to be discussed include the objectives, performances and future plans for development. 
Personal development reviews are reviews done one-on-one which offers the possibility for workers and managers to manage the performance frequently. The outcomes from these reviews are utilized during appraisal interview to support the process.The review frequency should be at least quarterly but ideally monthly; though it differs depending on circumstances. 
Measuring performance is another vital concept. According to Armstrong and Baron, measurement is the fundamental of performance management since it assists to produce feedback and highlight the bad and good things within the organization. The questions in this realm are and "how to measure it" and "what to measure".Armstrong stated that the measurement depends on stakeholders and customers.  
Models for designing the performance management system
There were two models used in this process of developing the performance management system for the company. The models are the process of performance management by Aguinis (2009) and the individual employees’ performance management process by Hook& Jenkins & Foot (2015).
The process of performance management by Aguinis was used as the crucial tool in designing the performance management system for the company because it does not simply reflect the necessary processes to include but also incorporates actions in each step. The process of performance management for an individual employee by Hook& Jenkins & Foot was as a time frame for individual employees within the organization.
The performance management processes
There are various processes for performance management system and each of them needs to be implemented appropriately. A poorly executed process might lead to a system that is substandard. There are various ways to approach the task of developing a performance management process, though most of them are organized like this:
· Corporate strategy and individual goals are defined and communicated.
· The progress on goals is monitored, and the management offers performance coaching
· Individual performance is appraised with formal documentation and feedback.
· Compensation is awarded based on performance. For instance, if the performance exceeds or meets the desired standard, one is given a reward. Whereas, if the performance does not meet the required standard, a performance development plan is developed to deal with the gap, and a new performance date is arranged.
· 360-degree feedback
Defining goals
Setting the stage correctly is the step in performance management system where the goals of individuals are defined and are aligned with the corporate strategy. The process of goal setting is a collaborative process between the employees and the manager.
 Once the wide strategy of the company has been established, individuals goals should be developed that will aid the “big picture”. Major Job responsibilities and functions, both individual and shared should be addressed using the SMART goal framework.
For instance, specific; that is, well-elaborated to inform workers exactly what is required, how much, and when. Measurable: offers milestones to motivate and track the progress of employees toward achievement. Achievable: with a little bit of stretch, the average employee can attain success. Relevant: The goals should be focused on the greatest impact on the overall company strategy. Timely: A goal should be set within a specific time frame to instill the sense of urgency for completion.
Monitoring progress on goals
A manager should be aware of the progress on goals of their employees to step in with resources or coaching when it seems that the goal targets might be missed or even better, to acknowledge successes with appropriate non-monetary or monetary rewards. Also, it is essential for the employees to keep track of their own progress on goals. Possessing this information whenever necessary is helpful since during the appraisal process it informs the management of steps involved to highlight successes or in attaining a goal from earlier in the year. The secret to achieving high performance is to review team and individual goals at least once in a week or month to simplify your focus and utilize this information as the base for performance discussions. Also, this can be the opportunity for reviewing progress and adjusting timelines or if necessary request additional resources.


Appraisal process
To get the most out of the employees, the process of appraisal should include observing, providing constructive feedback, providing recognition, and listening. The performance management system involves coaching tools and writing assistants to assist departmental managers to find the "right words" to give constructive analysis on the performance of an employee. The most crucial part of the appraisal is offer feedback about what an individual has learned successfully and still needs to create a plan to improve on other necessary skills. It is a significant factor in the growth of an employee and also the health of the entire company. It is because employees develop a greater sense of loyalty to a company that taps on their talent and thus, they become more involved in their work. Consequently, the development of the plan allows the firm to create a pool of talented employees for strategic succession planning.
Pay-for-performance compensation
The pay-for-performance compensation strategy is the key to retaining the top talent and driving workers performance that exceeds all expectations. At its core, pay-for-performance will serve in aligning the employee's objectives and goals of the company and reward and motivate top performers, while developing the underperformers to become greater assets in the company.
It is vital for each employee to know if their performance exceeds or meets expectations that they will be rewarded appropriately for their hard work through bonuses, pay raises or other rewards such as gifts, time-off or flexible schedule, recognition through awards, etc. Pay-for-performance compensation structures do not account only for an individual, but also for the working performance and environment of the team as well, thereby encouraging the workers to band together to attain a common goal.
360-degree feedback
360-degree feedback refers to the systematic feedback and collection of performance data on a group or individual obtained from various stakeholders on their performance. According to this model, an employee receives feedback from external and internal stakeholders. The external stakeholders include customers, suppliers or clients; while the internal stakeholders include their managers, and colleagues. 
In conclusion, this first-rate design performance management system is the key to create an aligned and engaged workforce which is the hallmark of successful companies. Without one of this system of performance management our organization we can lose more than just money and time, that is, we could lose employees, knowledge, and in the end our competitive edge.
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