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Introduction
Performance management is the process of ensuring that the activities of the organization meet the organization’s goals and objectives efficiently and effectively. Performance management is the process of ensuring that all the various departments in the organization are working at the optimum best and that they can deliver most of the objectives that have been set (Mellahi, Frynas & Collings, 2016). The issue of performance management is one that is very critical to organizations as they need to analyze and assess the kind of performance that is there and thus be able to know if they are moving in the right direction. The performance management process can involve assessing the department in the organization, employees, or the processes that have been out in place by the organization. Through the performance management process, the organization is able to know of their performance and thus formulate appropriate measures that could be used to improve on it in case it is found wanting. The concept of performance management is also very useful when it comes to the issue of multinational companies. This is because organizations need to ensure that all the companies that they have in different places perform at their level best and that they can report impressive revenues. It is, therefore, important to have in place a global performance management strategy that will ensure that the organizations achieve the highest form of performance. As the vice president of the organization, I need to come up with a global performance management strategy that will be used in managing the organization as a result of the expansion of the multinational operations. The fact that there is no uniform performance in the organization currently means that there is no appropriate measure of performance and thus, the global performance management strategy will come in handy. An effective global management system involves employee engagement assessment, leadership development, succession planning, performance feedback model, compensation model and cross-cultural assessment system.
Employee Engagement
Employee engagement involves the process of understanding the relationship that is present between the organization and its employees (Eldor & Vigoda-Gadot, 2017). It is the extent to which employees feel passionate about their jobs, how they are committed to their job and the level of effort that they put into their work. Employee engagement is critical in an organization as it helps in understanding the issues that the employee may be facing and thus be able to formulae appropriate strategies that will go a long way in helping them. This will ensure that the performance of the employees in the organization increases as they will not have any issue that will be bothering them and thus be able to work efficiently. To ensure that the level of performance in the different branches of the organization is high, the organization needs to adopt an employee engagement process that will ensure that the organization assess the employees from time to time and thus improve their performance. 
The employee engagement assessment measure will involve the use of personal interviews. The employees will be asked about various issues in the organization and will give their thoughts on them. This method is effective as it deals with the employees on a one to one basis and thus ensures that the feedback provided is reliable (Huang, Ma & Meng, 2018). Another way in which employee engagement could be carried out is through the use of questionnaires. The employee will fill a certain questionnaire form that contains a raft of issues in regard to the organization. Through questionnaires, the organization will be able to get a general view of the level of passion among the employees in relation to their jobs and thus able to know the areas that they need to improve.
Leadership Development
Leadership development entails the identification of leadership qualities among the member of the organization and the formulation of ways of enhancing them (Meyer & Xin, 2018). This is usually done to ensure that the members of the organization possess leadership skills that will be used in the organization and thus contribute to the success of the organization. The strategy where will be to enable the members of the organizations, including the managers, to develop situational awareness. This will allow them to interpret situations that come their way and thus be better prepared to deal with them. They will formulate strategies to be used to deal with the situation and thus ensure that the performance of the organization is not hampered in any way. Another way in which leadership will be developed in the organization is through resolving conflicts. The art of resolving conflicts in the organization is critical in that it allows the members of the organization to reason out on various issues and thus move together as a team. This is important when it comes to the performance of the organization. 
The strategy will also ensure that the members of the organization learn to listen. This is a very critical aspect of leadership as the ability to listen to others provide one with enough details to make critical decisions affecting the organization. There are other members of the organization who may have brilliant ideas regarding the company and thus, being able to listen ensures that the ideas are captured and used effectively. This is turn increases the level of performance in the organization. The members of the organization will also be encouraged to take on more projects or responsibilities (Meyer & Xin, 2018). The development of leadership skills entails taking up more responsibilities that will put an individual in a situation that requires him or her to act. Through this, the employee is able to formulate ways of getting out of the situation and this improves his leadership skills.
Succession Planning
Succession planning deals with the issue of creating internal promotional opportunities for the members of the organization (LeCounte, Prieto & Phipps, 2017). The company has various branches and therefore, the likelihood of opportunities arising are high. It is important to ensure that there exist mechanisms through which the members of the organization can be given an opportunity to ascend to leadership positions rather than bringing someone else outside of the company to fill the positions. This is an issue that motivates the employee as they feel that they have a chance to be recognized for their exemplary performance through being committed to higher positions. Therefore, the strategy will involve the members identifying the various employees who have maintained a high level of performance, have worked for a long time and are able to show leadership abilities.
 The employees will be line for any promotion that may come along. The strategy will ensure that there is an employee that is always ready to assume a leadership role whenever that time comes and thus prevent other people from coming up and taking the positions. This will require a structural hierarchy of succession for employees to be aware of who can ascend to which position during which circumstances. The strategy will also provide the manager with opportunities of being promoted to a higher level in the company. The chief executive officer is one of the positions that can be filled from within the organization. This is only possible if there are proper mechanisms that will ensure that the people who are promoted are well qualified and understand the dynamics of the business (LeCounte, Prieto & Phipps, 2017). The fact that it is a multinational company means that the position requires a lot of good qualities for one to be successful. There are several branches to be managed and therefore, the leader needs to be more than proactive and sensitive to cross-cultural diversity within the organization. 
The managers will, therefore, be trained on the responsibilities that the cero has and how to manage the organization effectively. They will be involved in all the processes that the CEO is to ensure that they learn on the various ways that he handles the running of the company. This will provide critical knowledge to them and, as such, they will be ready once they are called upon to fill the position. The same will be translated to the manager’s position in that those who are below the manager will also get a chance to learn on some critical aspects of the manager’s job. This will ensure that they are always ready to take up the position once they are called upon to do so. The same will be applied to every single position and this will ensure that there is a succession plan in the organization. The succession plan will, provide a lot of benefits to the organization such as reduction of cost of recruitment and leaders who are more aware of the company as opposed to strangers. Internal promotion strategy can be a great succession plan because doing so means that people who know the organization well take up leadership and keep the organizational goals alive.
Performance Feedback Model
Performance feedback entails the process of assessing the performance of the employees and giving relevant feedback regarding their performance. It is a critical aspect of the organization as it ensures that the employees get feedback on the kind of performance that they have and thus be able to improve on the areas that they may be lacking. (Klueter & Monteiro, 2017). This is important in ensuring that the organization achieves its objectives as the employees will be able to channel all their efforts to the activities of the organization and this will result to the company recording a lot of success. The strategy, in this case, will cover on the ways of delivering employee performance feedback such that it does not demotivate the employees in any way. One method that will be used is talking to the employees personally. 
The issue of performance affects an individual first before affecting the entire group. Therefore, it is only prudent that the delivery of the feedback is carried out on person to person basis. This will be effective in ensuring that the message reaches home and that the employees can work on their weak areas. It is also important to keep it a personal affair as some of the employees may be affected if the matter is raised to the whole group. Another way in which the organization will deliver feedback is by focusing on the performance and not the employee (Klueter & Monteiro, 2017). It is important in the process of performance feedback to distinguish between the employee and the performance. This ensures that the problems that are found related to the performance are addressed and not the individual. The strategy will, therefore, advocate for the delivery of performance feedback based on the performance and not the individual. This also protects them from discrimination that may occur in the organization.
 The strategy also recommends that the performance feedback process be done positively. Employees are human beings who have emotions and they may be affected by the manner in which one may deliver the feedback. It is, therefore important to ensure that the process of feedback will be a positive one and that the employee will be informed of his weakness in a friendly manner. This will ensure that the employees are not affected at all by the negative approach that may be used and thus enable them to deliver on their work (Klueter & Monteiro, 2017). They will work hard towards ensuring that they improve on their performance which is something that will lead to the organization performing better. Another critical thing to be specific about the issue that has been identified through the performance feedback process is that the person delivering the feedback needs to ensure that he is specific to the details of the performance which will be critical in ensuring that the employee gets it right and thus be able to work on it.
Compensation Model
The compensation model details the form of rewards that the employees will be given for the good performance that they will have achieved (Berber, Morley, Slavić & Poór, 2017). The compensation model is an incentive that is provided in order to motivate the employees to continue with the good work that they are doing or to inspire them to perform well. The token of appreciation is well received by the employees and makes them feel appreciated for their work. This is in turn translated to more effort being put into the work and thus the organization is able to achieve a high level of success. The organization has not had compensation model in place and this will be a perfect opportunity to introduce it. The issue of checking on the performance of the employees has been rather low and this has led to most of them undertaking what they feel is right. 
Through the compensation model, the employees will be rewarded based on the performance that they give. This will be in the form of bonuses, increment in salaries and sponsored trips. The aim of this will be to motivate the employees and thus be able to achieve the objectives of the organization. The employees who will not be rewarded will strive to work hard to be rewarded next time. This creates a lot of competition in the organization, which is healthy for the organization in terms of it achieving its objectives (Fulmer & Shaw, 2018). They will be able to compete as to who will be the best employee in terms of performance as they seek to get the rewards. There will also be competition between the different branches in the kind of reports and performance that they put in. 
This will see the branch with the highest form of performance being rewarded. This will enhance the level of competition between the different branches in different countries and therefore, the overall performance of the company will be increased. The reward will not only center on the performance of the employees but also on the behavior that they exhibit. The strategy will advise for the identification of good behaviour among the employees that will be used to reward them (McDonnell, Gunnigle, Lavelle & Lamare, 2016). Those who will have shown good behaviour within a certain period will receive additional benefits on top of the salary that they get. This is also set to increase the level of performance in the sense that good behavior means the employee focus on the responsibilities that he has and this will definitely lead to increased performance in the organization.
Generation and Cross-Cultural Differences
Generation and cross-cultural differences refer to the situation which the organization has employees of different cultures an of varied age groups. The employees may differ in terms of religion, tribe, race and social backgrounds. Cross-cultural differences are likely to lead to miscommunication between the people interacting with each other (Tompos & Ablonczy-Mihályka, 2018). The presence of a high number of different cultures in the organization is thus likely to lead to distortion of facts and the failure if the employees to understand each other. The organization is greatly affected by this due to it having different branches across the world. This means that the employees are of different cultures because they come from different countries. This is bound to create lots of problems in terms of communication and therefore, pose a challenge to the performance of the organization. To address this, there is need to have a guideline that provides critical ways through which the organization can manage the issue of cross-cultural differences.
 One such way is by embracing diversity. It is crucial to accept the fact that there are different cultures in the company and that it is impossible to only have one culture working in the organization. This is an important step in that it will trigger the process of appreciating the cultures that are there and thus try as much as possible to understand each other. This will also bring out the issue of tolerance in the organization, which will lead to increased communication between the employees. Another way in which the issue of cross-cultural communication will be handled is through the fostering of strong relationships between employees. Employees need to have a strong bond between them to ensure that they perform well in the organization. The strong bond and relationship will enable them to appreciate each other as brother and sister and thus help each other whenever on is faced with a problem. They will also be able to interact from time to time and this will lead to them understand each other in terms of how they undertake their duties.
Organizational Development and Effectiveness
The global management strategy will be instrumental in supporting the development of the organization and also in ensuring that it is effective in terms of performance. The performance feedback, for example, will ensure that employees are informed on the areas of weakness which will lead to them improving on them. This will lead to the effectiveness of the organization to undertake its duties as a result of the increased performance of the organization (Mellahi, Frynas & Collings, 2016). The strategy will also support the development of the organization through the leadership development plan. The plan will ensure that the company has competent and capable leaders who will be instrumental in pushing the agenda of the company. 
This translates to the development of the organization as the leader will be able to come up with brilliant ideas that will be used to spur the growth of the company. The aspect of employee engagement is also another critical component of a global performance management strategy that is set to increase the overall effectiveness of the company. This is in the sense that the process of carrying out employee engagement will result in the employees’ passion levels in terms of their work going up and the duties and responsibilities will be done efficiently and effectively. The effective undertaking of the responsibilities will, therefore, lead to the effectiveness of the organization in undertaking most of its operations and meeting its objectives and goals.
Measuring Success of the System
[bookmark: _GoBack]The last issue will be measuring the success of the system in order to ensure that it is perfect for the business and that it is bound to bring success to it. One way in which the success of the system can be measured is through evaluating the performance of the employees after the engagement process (Mellahi, Frynas & Collings, 2016). The level of performance before and future the engagement process will be analyzed and any significant changes reported a higher level of performance among them will then be constituted to mean that the strategy has been successful. The other way in which the success will be measured is through the performance feedback model. The rate at which the employee get their feedback and implement it is a key indicator of the success of the system. Therefore, the rate if feedback will be assessed and the implementation of the feedback analyzed. This will then be used to determine if there are any changes that may inform whether the performance has increased or not. The sales and revenues that the company will achieve after the implementation of the system will also give crucial information in regards to the success of the system. A higher sale or revenue will most likely indicate that the system has been successfully and thus more is needed to be done to ensure that it remains factor for a long time
Conclusion
The global performance management system is an imprint strategy, especially when it comes to the issue of multinational organizations. Performance management strategies are crucial in global operations of any multinational organization and there is a need to plan ahead for effective performance management of employees. The fact that such strategies provide clear frameworks upon which the organizations can base their performance management activities is critical and thus needs to be keenly planned. The components of performance management, including employee engagement, leadership development, succession planning, performance feedback model and the compensation model are critical factors that should be incorporated into the performance management system of any expanding organizations seeking to operate internationally. It is also important to include how to handle cross-cultural differences which affect the operations of the multinational to a great extent. The difference in culture creates a problem for most of the employee which in turn leads to low performance of the company. Therefore, it is important that the organization incorporates this issue to enhance the communication between the employees and thus, increase the overall performance of the company.
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