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BLOOM® 

Performance 
Optimization System 

 
Pre-Implementation 
Planning Roadmap 

 
Build a customized human resource 

management system to set standards for 
communicating organizational goals, 

objectives and action steps – and align 
them with talent by setting customized 
performance expectations to achieve 
optimized employee productivity and 

satisfaction. 
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WHAT IS PERFORMANCE OPTIMIZATION? 
 
Performance optimization is far from a corporate buzzword. Instead, performance optimization 
is a critical component for achieving sustainable and profitable patterns of business growth and 
development. 
  
Performance optimization emerged in the early 1990s as organizations began to integrate 
various metrics to measure the relative gap between management strategy and the achievements 
and individual productivities of customer service, sales, and order fulfillment. 
 
In recent years, conceptions of performance management have undergone significant revisions as 
leaders have begun to think of the functions and departments and organizations holistically 
rather than compartmentally.  
 
A concise definition of contemporary performance optimization is the process whereby an 
organization utilizes its assets (people, money and technology) to meet strategic goals. The goal 
of performance optimization is the facilitation and achievement of the strategic goals of an 
organization. 
 
Performance optimization bridges the gap between individual goals and organizational strategic 
objectives. In the process of performance management, the short-term skills and talents of all 
individual employees are funneled and deployed in order to close the gap between long-term 
objectives, specific annual goals, and present action steps that lead to success.  
 
Performance management provides a number of important benefits: 
 

• Deepening talent. The essence of strategic planning is aligning talent with strategy. 
However, talent must be discovered, recruited, incentivized, and cultivated. A 
performance optimization system indentifies and manages the talent in your organization 
to deepen your most valuable resource: people. A performance management system can 
be customized to each employee to ensure they are assigned and complete training 
classes and programs that can expand their vocational skill sets. 

• Lean Adaptation. Lean organizations that can quickly respond to changing market 
conditions are now required for competition in the new global economy. Performance 
optimization enables system wide integration and speed aligned to the organization’s 
core competencies.  

• A Synchronized Workforce. Performance optimization systems ensure that all 
efforts at every level of the organization are orientated toward achieving specific and 
carefully formulated strategic goals. This ensures that all available resources of time, 
money, labor, maintain a laser-like on company objectives. In addition, these systems 
facilitate speedy, accurate communication throughout the workforce so that when 
changes in direction are necessary, that the entire organization can easily be brought up 
to speed. 

• Accurate, instant reporting. Performance optimization systems can help zero in on 
areas needing improvement throughout an organization. In a performance optimization 
system, all metrics are fully integrated and leaders can gather near-real time information 
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on the status of goals at any level of the organizational hierarchy. Managers can uncover 
and deal with problems in productivity before they spiral out of control. 

• Increased Accountability. Given the accuracy in tracking work flow processes and 
overall productivity, performance optimization systems easily expose employees who 
consistently under-perform and drain resources from the organization. In addition, 
managers can use these systems to log difficulties with individuals so that incidences are 
documented and time-date stamped. 

• Legacy Development. While performance optimization systems can easily sniff out 
unproductive employees, these systems can also identify star performers who should be 
rewarded for their exceptional efforts. In addition, these systems can locate employees 
who deserve promotion to more senior levels. 

• Increased Productivity through Goals. Because these systems bring a granular 
focus on individuals, performance optimization structures enable customized goal setting 
for each employee. Consequently, managers and employees can develop attainable, 
realistic, measurable goals that are uniquely suited to their roles in the organization. 

• Employee Empowerment. Once employees have their unique and specific goals to 
which they are held accountable, they can gain a sense of empowerment and ownership 
in their organizational tasks.  

 
The BLOOM® Performance Optimization System defines individual role expectations, goals and 
integrates them with performance reviews for meaningful dialog between managers and 
employees. The system also houses your organization’s strategic initiatives and the assignment of 
team members to communicate what needs to be achieved to make your organization 
successful.   
 
No other system includes the methodology to integrate information as broad as your 
organization’s objectives for years to come with information as specific as individual role 
expectations and goals for development. 
 
The following checklist outlines the sequence and types of information required to prepare for 
and implement the BLOOM Optimization System.  You may choose to implement this system 
on your own using this guideline, or we can assist you with all or specific aspects of the 
checklist. 
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BLOOM® IMPLEMENTATION PLANNING ROADMAP 
 
BLOOM implementation occurs in three phases – prepare, define, implement.  Review the 
following for more detail about the Implementation roadmap. 
 
 
Phase 1 - Prepare 
 

  Assess current culture, employee & management expectations  
It is important to first understand the current culture, expectations and attitudes within your 
organization.  Assess various aspects of your culture, employee relationships, and role 
expectations via surveys and in depth interviews. This will help you know where to focus the 
development of specific components of the HRMS system.  
 
 

  Identify all existing role groups and titles in the organization 
To establish a baseline for the HRMS system, identify the title and person occupying each 
position in your organization.  This will refine the project schedule and time required each 
month to complete your project. 
 
 

  Identify areas of management support needed through the process 
Your managers will be using this system and you want to insure that they are properly trained.  
Conduct in-depth interviews with each manager and utilize assessment tools to understand their 
natural management talents. This will enable you to customize tools for each manager (where 
possible) to help them meet the standards of the system.  Also use this time to probe further 
into management related issues discovered in the organizational assessment process.  Hold a 
meeting with managers to recap your management findings and recommendations for improving 
your management relationships with their employees. 
 
 
Phase 2 - Define 
 

  Define compensation structure – wage scales 
After roles are defined, create a compensation and incentive matrix that integrates each role to 
specific wage levels.  This will standardize future wage changes available to employees based on 
the results of company and individual performance achievements. 
 

  Define expectations for all roles 
Working with your managers, develop a role description for each position.  BLOOM will 
incorporate roles into a working organizational chart table that will be automatically updated as 
employee changes occur in the system.  Employee records will be integrated with each role 
description. 
 
Role Descriptions 
Develop standard role descriptions for each position in the company.  BLOOM will automate 
this process and will allow HR to quickly select role requirements and create new or revised 
role descriptions.  With this system you will be able to: 
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• Input data in system using the automated form completing the following fields:  role title, 
role code, supervisor, department, division, location, prepared by, role overview, essential 
duties and responsibilities. 

• Selection menus (check box and drop down lists) are available for the following:  
competencies, education/experience, skills and proficiencies, computer skills, 
certifications/licenses, supervisory responsibilities, training, work environment, physical 
demands. 

• Training classes, programs, and the details for each are assigned to role descriptions as 
required.  Otherwise, managers later assign training classes and programs for individual 
employee development. 

• Role descriptions are generated and stored in a master file for revisions and viewing. 
• An employee role history menu will be available with a “Role Description” link for managers 

and employees to view assigned role descriptions.  This is also available on the personal 
dashboard upon login. 

• Managers’ team menu link allows access to the complete files for their direct reports. 
• All prior role description versions are archived in the system as revisions are made by role 

code. 
  
Individual Employee Goals 
Individual goals can be assigned to each employee as required.   
  
• Managers create goals for individual employees.   
• Employee and managers access goals and post notes about progress.   
• Each goal includes the objective, measurement, deadline and weight of importance.  
• This information is maintained by managers and can be viewed by each employee via each 

employee’s dashboard. 
• Goals are imported into the performance review for rating of progress. 
 
 

  Define Criteria for Performance Reviews 
BLOOM offers HR and managers the ability to complete the following automated features: 
  
• Choose which criteria your organization will rate for all roles. KRAs from job codes are 

required.  
• Key Results Areas, competencies, and weighted goals from each employee’s record are 

imported into the review form for rating.  These criteria create a customized review form 
for each employee. 

• Complete the automated performance review form online.   
• For each area of review there will be a field for comments and the manager will select a 

rating from 1 to 5, 4 or 3 depending on the scale selected.   
• Each employee completes a self review with the same criteria rated by the manager. 
• Print or view the form for review and approval by the department manager. 
• Revise the form for preparation of employee review. 
• Print the form for employee review and signature. 
• Submit the form to HR for file and compensation changes. 
• Choose whether managers can view and suggest pay data changes at the time of review 
• File and archive all performance evaluations by employee. 
• Employee (for personal only) and manager (for direct reports only) can view archived 

performance reviews. 
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Employee Performance Log 
A performance log tracking system is also available to supplement the performance review 
process.  
  
• Access a log table for each employee, which tracks the date, employee performance note, 

date of communication, and necessary follow-up. 
• All entries are automatically date stamped. 
• Employee receives log notes in inbox to read. 
 
 

   Update employee policies and procedures  
After your roles, wage level and performance planning process are defined, review and update 
your existing employee policy manual and make sure that all policies reflect your HRMS system.  
Work with management to suggest policy changes and recommend solutions tailored to your 
organization.  These changes should also reflect information learned prior in the research 
process with employees and managers about areas of improvement and clarification needed in 
the organization. 
 
Upload all policies, procedures and protocols in the organization files area for employee and 
manager viewing. 
 
 

   Create organization’s strategic growth plan  
BLOOM houses your organization’s strategic initiatives in tiers of objectives, goals and action 
plans. 

• For each level, set deadlines, team members, measurements, and budget amounts. 
• Progress notes can be posted at each level. 
• Reports show overviews by team member, by deadline, and tracks budget comparisons 
• Upload multiple files at each level 

 
 
Phase 3 - Implement 
 

   Load and test information in BLOOM  system 
Next, upload all information in the BLOOM system per the BLOOM Implementation Guideline. 
This includes: 

• Entering wage scales 
• Entering company training classes and programs 
• Entering role descriptions  
• Entering employee data 
• Entering employee role histories 
• Uploading all company policy documents (for all employees, managers, executive 

level) 
• Entering company growth plan 
 

 
  Train managers on BLOOM functions 

Once the system is populated, train managers on how to operate the system according to the 
company’s process for implementation. See Manager Training Guide. Management training tips 
should be woven into the content to improve your managers’ overall skills in these areas. 
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• View employee information 
• View and complete next performance reviews – suggest compensation changes 
• View and write role description 
• Write and deliver performance reviews 
• Establish and update goals 
• View organization chart and files 
• Log employee progress and notes 
• Update company growth plan 

 
 

  Train employees on BLOOM functions 
Once managers are comfortable with the system, inform employees about the system’s purpose 
and features.  Employee training will include how to: 
 
• View personal information 
• Change personal information 
• View company news 
• View organization files 
• View role description, performance evaluations, goals, log 
• Complete self review and goals 
• View and sign up for training 
• Upload company initiatives 
 
 

  Create ongoing measurements for evaluating HRMS effectiveness and 
improvements for increased productivity 
 
Based on the work developed to this point, determine what organizational factors need to be 
evaluated on an ongoing basis.  These factors will involve cultural and productivity measures that 
we deem crucial to the company’s success. 
 
Email Notifications 
BLOOM sends regular email reminders to all team members for the following: 

• Goals due 
• Reviews due 
• Training due 
• Strategic initiatives due 

 
Training and Implementation Assistance 
Contact support@bloomware.com to learn about our training and implementation 
support packages. 
 
Implementation Guideline 
See the Implementation Guideline for instructions on how to initially setup the system 
using our five east steps.
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BLOOM® Implementation Planning Roadmap 
 
We suggest the following roadmap for implementing your new BLOOM system. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 
START 

 
PHASE 1 
PREPARE 

Assess current 
culture, employee 
& management 
expectations 

Identify all 
existing role 
centers & titles in 
the organizational 
structure 

Load and test 
information in 
the BLOOM® 
system 

 

Define 
compensation and 
performance 
evaluation 
structure 
 

Define role 
expectations & 
required training 
for each position 
 

Update employee 
policies and 
procedures  

Enter the 
organization’s 
strategic 
objectives, goals, 
and action steps 
in BLOOM® 

 
PHASE 3 

 
IMPLEMENT 

 

Identify needed 
areas of 
management 
support for the 
process 

Create ongoing 
measurements 
for evaluating 
HRMS 
effectiveness and 
improvements 
for increased 
productivity 
 

 
PHASE 2 

 
DEFINE 

 
Identify existing 
individual 
employee goals 
for development 

Train managers 
on BLOOM® & 
communicate 
performance 
planning schedule 
 

Train employees 
on BLOOM® 
functions 
 

Complete first 
review cycle & 
set individual 
employee goals 
 


