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Abstract
Emmerik, (2008), states that the performance of individual employees plays part in the general success of an organization.  It is therefore important to ensure that individual performance management mechanisms and systems put in place helps the employees to clearly understand their roles in achieving an organization's strategic objectives and goals.  It is suggested that employees should receive necessary feedback and continued support regarding their performance and to subsequently get the opportunity to gain more skills and expertise in line with their roles. (Karkoulian et al 2019)
In addition to this, it is further argued that performance management can only be a success if the managements clearly understand how to motivate their employees through the provision of necessary learning and development resources, this allows them to evaluate each employee directly not simply by the overall performance results of the organization. Consequently, the success levels achieved in organizations are directly associated with the application of performance management elements in handling the needs of the staff and the employees to subsequently create a workplace culture primarily focused on the overall business success. (Karkoulian et al. 2019)
Performance management reviews over time
The review of individual performance over time has been argued that is substantial helps the employees to remain in the track by understanding their expected roles within an organization. Creating a culture that where employees are either appreciated or condemned over some time helps in creating supporting patterns of success among the employees. 
Karkoulian et al. (2019) have stated that giving constant feedback and support to the employees help them understand what is required of them in the long run. The continued monitoring of the individual performance of the employees permits efficient delivery of the organizational objectives and the set strategic goals.
Emmerik (2008) argues that the implementation of successful management is only achieved through the development of strong high-performance habits among the employees over time as opposed to a single point in time. Adopting performance management practices in an organization is usually aimed at ensuring that the individual employees are motivated to realize high-level goals of the organization; considering this aspect, the reviews should, therefore, be done throughout as opposed to having a single period at which it is done. Ideally, individual performance management provides the necessary information to help HR managers in improving performance.
Manasa & Randy (2009) have suggested that individual performance management is usually aimed at ensuring structuring and efficiency in managing all the resources in an organization with a view of optimizing performance, in this view, it is believed that the reviews should be continual as opposed to doing it at a single point in time. It is noted that how an organization manages its performance can be used as a vital sign of either overall success or failure.



Preferred Review cycle
The frequency of which performance management for employees should be done has however been a source of debates and arguments; however, most organizations and business enterprises conduct the management procedures every year; however, some researchers have argued that using a review cycle that focuses regularly can lead to positive results for both employees and the organization as a whole. Quarterly and bi-annual reviews have been found to have an advantage for organizations that focus on objectives and goals within set timeframes to ensure that employees achieve and make progress towards particular goals.
Factors that influence individual performance review
Lack of engagement:  Schraeder et al. (2007) have considered distrust and lack of engagement between the employees and the management as one important factor that can influence an individual's performance review. The lack of engagement could be due to limited communication between the employees and their employer. 
Inadequate capabilities: some employees may be lacking adequate skills and experiences to handle given tasks; this may hinder their ability to perform and deliver successfully. It is important to note that when an employee lacks any of the above, there is a high likelihood that they will not perform properly and miss out of their targets.
Unclear goals: to perform and deliver as per the expectations of employers, employers may need to give clear instructions and guidelines about the responsibilities for achievement. Employers need to provide daily work schedules to the employees; in circumstances where this is done, there is bound to be a misunderstanding among the employee roles that may result in underperformance.
Strategies to prevent individual performance from missing target goals
To realize the full potential of the employees in an organization, it is usually important to ensure that derailing barriers that may hinder their performance is usually removed. The management and the Human Resource departments can always liaise to ensure that the following are done.
Communication of clear expectations: the management should at least make sure that the expectations of the work assignments are communicated to their employees. Employees should always be in a position to understand and explain the objectives on their own for better performance.
Consistent performance appraisals: regular and timely appraisals for the employees make them be on toes each time. The appraisals would act to ensure that employees put at the forefront of the organization's goals and objectives in their daily activities.
Conclusion
In conclusion, it is important to note that the most preferred cycle for conducting reviews should be the 360-degree feedback approach which has been associated with several benefits and challenges. It is however noted that the approach can offer a lot of benefits and more accurate assessments to the employees’ performance in comparison to the traditional appraisal methods. This is because the approach allows the managers to assess the target achievements while at the same time assessing the performance criteria.
Finally, the appraisal approach has been linked to the payments based on the performance which has been primarily linked with goal attainment within specified timeframes.
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Fig 1.0 showing performance appraisal cycle 
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