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[bookmark: _Toc9824]Executive summary
Throughout time, there have been considerable developments in performance management. Performance management now considers employee welfare, regular training feedback, and artificial intelligence used to increase performance productivity. Performance management includes ongoing communication and interaction between employees and managers to boost productivity and foster a positive work environment (Barua & Bhattacharya, 2023). Periodic evaluations are done to see whether the organizational objectives are being met, and when necessary, these evaluations are shared with the staff. This essay evaluates Walmart's performance management, one of the largest American retailers with locations across 15 different countries. The first section describes the current situation and includes an analysis of the company's market and environmental factors. The following performance management system diagnostic involves analyzing the present performance management system and highlighting systemic issues. The benefits and drawbacks of Walmart's performance management approach are also current. Improvement choices are presented based on the concerns found. The best solution is then suggested to assist the firm in retaining its existing competitive edge and market share.
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[bookmark: _Toc22107]Introduction
Performance management in a company is the coordination of the established goals with the workforce's shared competence requirements, capabilities, and result delivery. Enhancing employee learning and development is the primary goal in realizing the company plan and establishing a competent workforce (Steinbach, 2022), according to DeNisi and Murphy (2017). Companies have incorporated performance management as a tool for defending revenue and gauging performance since it was introduced 60 years ago. This has been successful in motivating workers who are motivated by financial incentives. However, the tool has not worked well for workers driven to learn and grow throughout their careers. Performance management was restructured into a complete framework that controls and rewards performance due to the misunderstanding between the requirement to defend compensation and the emphasis on career growth (Barbouletos, 2011). This is beneficial to the organization as well as the individual workers. Performance management is more thorough and complete, comprising objective-based management, progressive evaluation and review, and employee differentiation.
[bookmark: _Toc32761]Organizational Overview
1.1. [bookmark: _Toc32480]Background History of Walmart 
Walmart is one of the biggest retailers in the world, with over 2 million workers and 8,500 locations in 15 different countries that operate under 55 other company brands. Billions of clients have always chosen the company since its establishment. At least 100 million people visit Wal-Mart stores weekly (Chan, 2011; Xin et al., 2017; Yeager, 2014). The company's founder Sam Walton had a  straightforward mission of providing affordable rates to people globally. Although he passed away in 1992, Walmart's culture still strongly reflects his devotion and complex work principles. The organization's workers see their job as part of a global mission to lower the cost of living. According to the Wal-Mart ideology, everybody with sufficient financial means should be able to purchase goods that were previously exclusively accessible to the wealthy and those who could afford them. The business aims to be effective and utilize its purchasing power to negotiate lower prices with suppliers and then pass those savings to consumers through reduced pricing (Walmart Inc, 2020).
1.2. [bookmark: _Toc21909]HR Functions at Walmart 
Walmart has seized the top spot in the retail sector, and the organization's leadership constantly considers how important the HR department is to the organization's performance. The company's CEO claims that the HR department works tirelessly to fill positions with the right people, enabling the company to function effectively (Collings, Wood, and Szamosi,  2018). The authority claims that the business's HR department stabilizes the organization's functioning. It has become clear that Walmart is profitable enough to keep talented and long-term workers for its benefit (Cappelli & Tavis, 2016). As a result, the HR department's influence on organizational operations is evident. Walmart hires new workers from the campuses and teaches its current workers to improve their qualifications (Alfes et al. l, 2013; Kotowski, 2022)). Walmart often transfers and promotes its employees based on their qualifications, which inspires workers. As a result, the HR department is crucial in this situation. Walmart values collaboration. In a retail company, one person can't significantly affect the firm (Khan, 2011). Teamwork is essential to how Walmart operates. According to Sam Walton, the HR department encourages workers to stick with one another to accomplish corporate goals, as shown by the firm's success (Bolman & Deal,  2017).
[bookmark: _Toc17191]Main Discussion
1.3. [bookmark: _Toc8590]Performance Management System at Walmart
Walmart has effectively utilized these pillars to implement a comprehensive performance management system. By focusing on these critical areas, the company's human resource management can establish a solid foundation for planning and ensuring optimal employee performance.
	Pillar 1
	Role in the System

	Customer Service Orientation
	Emphasize the importance of service quality in the retail industry (Thompson, 2010)

	
	Ensure consistent customer satisfaction



	Pillar 2
	Align employee behavior with customer expectations

	Analysis and Problem-Solving
	Evaluate the success of management roles based on their impact on customer service (Demartini, 2014; Ranjan, 2022)

	
	Identify areas for improvement in service delivery satisfaction



	Pillar 3
	Encourage data-driven decision-making

	Decision-Making and Outcomes
	Treat all jobs as performance-based (Hafiza, 2011)

	Orientation
	Ensure consistent customer satisfaction

	
	Align HR management objectives with organizational goals



The above tables summarize the three critical pillars of Walmart's performance management system and their respective roles in ensuring effective employee performance and customer satisfaction.
1.4. [bookmark: _Toc23667]Benefits of Performance management at Walmart 
The benefit of the Performance Management System (PMS) at Walmart is to raise output levels while achieving the company's financial targets. Walmart strives to build its financial performance from its workers. An efficient workforce is a motivation to boost purchases and provide first-rate quality service to customers in America and globally. According to Phillips and  Rozworski (2019), Walmart managers achieve this by using metrics and criteria in performance evaluation, therefore,  performance assessment outline. These guidelines include profit margin, customer service standards, and product information. The efficacy of the company's operational processes, the productivity of its operations, the efficiency of the supply chain, the caliber of the customer experience, and the success of the sales workers are guidelines in the performance criteria.
Performance calibration is conducted per a predetermined blueprint to help human resource managers perform objective and truthful performance appraisals. The department's customer service is calibrated on a scale based on repeat purchases and client feedback. On the contrary, managers at top-level performance are calibrated on a scale of 1-10, where 1 denotes poor performance, and 10 denotes excellent performance (Boateng, Akamavi & Ndoro,  2015). The department of sales workforce is calibrated based on average or below average on the total company sales volume. These data are essential in increasing productivity and assisting companies in achieving their short- and long-term objectives (Almeida et al., 2018). Interviews on performance are held using the acquired data to provide extra assessment content and a proper understanding of the niches that distract from achieving Walmart's objectives (Daniels, 2014). The HR manager evaluates the growth and development of the workers throughout the interview and recommends potential areas of improvement to benefit the company and employees. The information is then used in the management of employees, career progress, and promotions.
Performance at Walmart is assessed after the first 3 months and then once a year, often on the hiring anniversary date. While performance management at Walmart is synchronized with the overarching company plan, this system suits the larger business model. As a result, HR managers can plan and design frameworks for determining how successful employees are at their jobs. To fulfill performance management goals, Walmart HR managers and staff have constantly communicated to create an environment of trust, inspiration, and financial and social support. Building long-lasting relationships between employees and the business is necessary to boost productivity.
Walmart's corporate goals are linked to performance management activities, metrics, and standards through sales performance. Optimizing sales profits is fundamentally what bothers the business. With its performance management activities, its human resource management ensures that worker productivity, especially among sales professionals, will boost sales performance. In order to determine if Walmart's human resource productivity meets standards, metrics are used (Demartini, 2014). The company has a benchmark for each performance evaluation. Several elements of the company use different human resource criteria.
1.5. [bookmark: _Toc1826]Weaknesses of the Performance Management System
While Walmart's performance management system is said to be strong in several dimensions, it still falls short in many instances. The lack of talent assessment metrics is one of these areas. The performance system fails to recognize different skills, even though it is active and efficient in selecting the best input in the many worker areas (Copeland & Labuski, 2013). This aspect is crucial since it drives the trend toward innovativeness and efficiency in offerings, particularly in the sector of the economy where Walmart is based. In combination with that, it boosts productivity by allowing workers to focus on the tasks they do best, which results in peak performance. Walmart has focused on repetitive scheduling, where several workers are expected to provide ideas while being watched by administrative sub-bodies.
Another flaw is the absence of a workable feedback loop to gather essential information from the various managerial and supervisory roles per the performance management system. Getting feedback data is crucial, particularly regarding multiple company operations aspects. Also, it assists in identifying essential areas that need work, either via alterations or total changes to the same. Walmart is a well-known business with a sizable workforce base. Because there are so many, most have different opinions on how the company should be operated. Also, providing feedback on anything that affects their contribution or creates difficult working circumstances is crucial. If Walmart wants its performance management to be successful, it has to have this loop.
Another significant shortcoming is the absence of rigorous and varied methods for how human resources assess performance from various management and supervisory roles. Walmart's performance system, as said, places a strong emphasis on the idea of feedback from different worker segments (Demartini, 2014; Daniels, 2014). In addition to the input, the system does not evaluate any performance indicators that may be added to the input to either improve it or limit its potential. In conjunction with that, Walmart disregards the philosophy of separating the assessment of information from individual performance. Such is perfect since it makes it simple to spot unproductive people and pinpoint the steps the system may take to drive out obstacles. Walmart should use this tool to improve the performance system's ability to give high-quality customer service.
1.6. Negative Impact of Performance Management systems 
Despite the benefits mentioned above, Walmart's performance management program still has problematic issues. Firstly, it might be challenging to determine the relationship between employee performance and the company's success. This reveals that if the evaluation process is not held correctly, it may negatively affect the business. Secondly, it can be unsuccessful if the performance assessment procedure is unsuitable for the company's culture and structure, then the company may be unsuccessful. From Walmart's management system performance management, the following are adverse effects on the company, employees, and managers;
i. Decreased  production due to absenteeism and tardiness
ii. Errors in the recording or reporting
iii. Skepticism about customer service
At Walmart, performance problems associated with tardiness and absenteeism have been cited as grounds for dismissal. The supply chain and other relevant divisions in the firm may experience severe problems due to difficulties relating to reporting inconsistencies. Walmart endorses training initiatives that have boosted worker productivity and effectiveness in the workplace to lessen such problems. Skepticism has declined productivity because it results in incorrect feedback, compromising sales volumes  (Phillips & Rozworski, 2019). By encouraging team building within the company and fostering a feeling of togetherness among the personnel, notwithstanding their differences, the problem is solved (Mohd Said et al. l, 2022). Nonetheless, the firm has a significant turnover rate due to poor compensation relative to other retail establishments.
[bookmark: _Toc7151]Recommendations
After assessing the many weaknesses in Walmart's performance system, it is crucial to develop workable solutions that would make it more useful. One is to include the custom of recognizing and valuing exceptional talents. Here, Walmart should focus on the workers' remarkable competencies and skills in the various management roles. Highly skilled people fall into this category; thus, compensating them for their exceptional talents helps to guarantee that a firm does not lose essential assets (Schleicher et al., 2018; Qureshi, Shams & Kashif, 2019). Incorporating this aspect will help place workers or particular workforces in positions where they can best assist. Suppose a particular skill is chosen to provide feedback on what they understand and perform it to their best. In that case, it becomes a crucial trigger for ensuring the organization provides excellent services. One organization that successfully used this theory is the Apple Corporation. The founder, Steve Jobs, developed a culture where Apple periodically looked for exceptional talents (Lev-Ram, 2014; eAlbinus, 2022). This aims to foster innovation, improve customer service, and retain talented employees. Concerning that, identifying unique talent gives human resource managers a greater opportunity to use creativity in a working environment.
Including several performance assessment metrics in the performance management system's dynamics is another significant improvement possibility. Preferably, using a repetitive technique of evaluating performance based on input and other accumulated factors might impede the system's capacity to assure high-quality services and the complete comprehension of worker input (Schleicher et al., 2018; Inamdar, 2022). So, Walmart needs to provide implementable features that thoroughly focus on distinct performance areas outside of what the system already involves. It is crucial to have a thorough assessment kit since it will enable Walmart, particularly the human resource department, to pinpoint systemic weaknesses. Even with the impact of competition in the supermarket sector, this variety of assessments will benefit in maintaining the effective delivery of excellent service.
Allowing mentoring criteria to have a greater influence on the performance management system is another effective tactic. Mainly, the primary purpose of having such a performance system is to make sure all of the employees' efforts are directed toward the primary aim and target of the business. Since diverse workforce sectors work together to maintain this efficiency, the system must also ensure that activities go without too many setbacks (Pollitt, 2016). So, Walmart should aim to build various means of permitting mentoring in the different management and supervisory roles to experience a beneficial shift towards quality delivery. In other words, employees at higher levels up the management ladder should be permitted to mentor those below them in the management spectrum. This action is helpful since it contributes to diversifying how operations are carried out, and specified tasks are completed in a particular firm. The corporation should thus consider it in light of the growing advantages of this approach.
[bookmark: _Toc27179]Conclusions
Allowing mentoring is the most realistic and efficient implementation strategy from an excellent review and analysis of Walmart's various possibilities to improve performance management. Here, the system must let managers simultaneously perform their management responsibilities as coaches. Walmart should make this program a requirement of its business practices, particularly concerning management activities. One of the critical duties of managers should be coaching since it allows them to pass on knowledge to their subordinates about the best ways to boost customer service quality and overall business efficiency. Allowing managers and supervisors to take on the role of coaches means that workers are molded toward realizing their greatest capabilities thanks to the settings and dynamics of the performance system. Students may subsequently use this practical knowledge in the many input areas. It is also important to remember that enough resources may back up effective coaching should the need arise. This change would ideally serve the practical aim of reinventing the performance management system to assist staff members in improving their competence and dependability at work. The fact that managers spend less time leading their followers and more time reviewing their feedback and managing them while they execute their jobs is another noteworthy fact. As a result, taking all factors into account, Walmart can successfully implement this change.
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Figure 1: Performance management system at  Walmart. 
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