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Performance management system should address the following three primary communication areas: Defining employee performance, providing feedback on employee performance, and evaluating employee performance.
First, defining employee performance: This communication area is a critical aspect of the performance management system.  Communication during, identifying measures of performance needed for appraisal will determine standards of performance as levels of performance that match up to set levels organizational and individual effectiveness. Therefore, defining employee performance becomes a vital mechanism of communicating with workers what is expected of them. Performance must be defined and clarified to emphasize both competency and outcome aspects of performance to avoid the predisposition of viewing financial productivity and goals increase as the only performance measures in an organization (Briscoe & Claus, 2008). 
Secondly, provision of feedback: Feedback plays an essential role in a performance management system, both for informational and motivational purposes; and for enhanced rate-rater communications. For instance, supportive feedback can cause feedback discussions about advancement and pay; and greater work motivation. Consequently, that will lead to greater satisfaction by employees with the processes of performance management. As a result, providing workers with feedback is a communication area that will have positive impacts on their performance. So, it is vital to create and implement feedback communication processes that offer specific, clear, and descriptive feedback; give feedback in a supportive manner and non-threatening; involves workers in discussions about their career decisions and development opportunities, and reinforces good performance.
Lastly, evaluation of employee performance: it is necessary when evaluating employees to establish a communication process that is accurate and fair, which minimizes dissatisfaction and discomfort that rates and raters might have. An accurate and fair communication process can be established and implemented to incorporate encouraging regular feedbacks from raters.
The most effective ways to communicate these areas are:
· To design a performance management system that stresses on outcomes and competencies; that is consistent with the overall objectives and missions of an organization. Also, the efforts to assess an employee performance should not be primarily focused static outcomes, which sometimes is dysfunctional. For example, the need for adaptability and constant improvement, and the changing work nature will demand a more dynamic, process that is oriented from the perspective of employee performance (Bhattacharyya, 2011).
· Under evaluation of employee performance: action practitioners should reduce the discomfort that raters and ratees have in the evaluation process. Another possible solution is to increase raters’ motivation to be more accurate by holding raters to account. For example, policies can be established to reward raters who provide accurate ratings.
· To recommend that feedback meetings should be created to facilitate a supportive atmosphere between raters (supervisors) and ratees (employees).The topics that are to be addressed in a feedback meeting includes career ambitions, aspirations and developmental goals.

It is essential for every employee to comprehend their role in the performance management system; because performance management is a process that is integrated and strategic. More so, it delivers sustained success to a company or an organization by improving the performance of each employee and develops their capabilities. Furthermore, it is important for both employees to understand how they are contributing to the objectives of the company. Besides, the performance management system offers transparency over workplace performance, and it can be utilized to assess employees’ requirements for career development (Brudan, 2010).
[bookmark: _GoBack]A Formal communication plan will aid to promote a robust management system because; it will help in deciding what features of employee performance should be included in regards to the degree to which they assist to organizational objectives. The expectations of key external and internal customers will play a crucial role in determining the standards and dimensions of job performance as measures of performance. Thereby, it will eliminate the chance that employees are assessed for performances that are irrelevant to the organization’s values, objectives, and mission.
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