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Components of Organizational Performance and Improvement Strategies
[bookmark: _GoBack]When the performance management functions in line with the mission, vision, culture, and strategies of an organization, the company get the benefits of improvement on performance, retention of workers, accelerated productivity, ability to overcome factors that hider an effective communication, taking account of cost benefits and transparency in accountancy. Additionally, time is saved and ensures that conflict is reduced performance contingency, and assurance of efficiency (Aguinis, 2019).
In my organization, there is an existing gap in the system alignment based on the overall performance of the firm. The observed challenge is that the employees lack the knowledge to cognate the concept of SMART goals. My conclusion is the company to take into account risk management as well as talent allocation following the employee's abilities.
The existing gap can be improved by making sure that the feedback is the consistent and proper allocation of tasks. The employees are required to know their roles in each of the projects they are assigned. A clear explanation of the overall strategy of the organization by application of visuals can mediate them to act in line to the organization's mission and vision (Shin, & amp; Konrad, 2017). 
As the HR Director of an organization, I would follow the six steps that are pivotal in ensuring the effectiveness of the performance of a company based on the management system. According to Schleicher, Baumann, Sullivan, & Yim (2019), the six steps are;   
i. Drive out unproductive, custom performance appraisal by introducing the advanced reviews.
ii. Recognition and appraisal of typical talents and abilities. 
iii. Applying OKRs to appropriately align personal objectives concerning corporate goals.
iv. Designing a constant response loop. 
v. Transforming the management team into coaches.
vi. Analyzing an efficacious way to compute success. 
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