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Performance management is a process that acts to establish a shared workforce understanding regarding what needs to be achieved at an organizational level. The overall emphasis is usually put on business strategies coupled with the creation of a high performing workforce. It is argued that performance management strategies have been used to ensure that the activities and responsibilities awarded to the employees are in line with the objectives of the organization and specifically includes the activities that are geared towards successful implementation of the strategies to achieve the set goals.
Herman Aguinis (2011) outlines the topic of performance management as a continuous process that identifies measures and develops the performance of individuals and specific teams while aligning this to the general performance with strategic and well-defined goals of the organization.  In this book, it is argued that successes in various business organizations do not always originate from technology and products but rather it is obtained from how the people are organized and managed. Herman states that performance management can be considered as a key and important toll to improve the efficiency of an organization and its employees as well.






Importance of performance view over some time
Setting and defining clear development plans to the employees through the application of actions, results and behaviors. Carrying out discussions with the employees through the course of the performance cycle by doing things such as mentoring the employees, provision of feedback and assessments and coaching. HR experts have given the assertions that organizations that have focused on continuous and regular performance management have always achieved better business results. In this view, it is usually argued that organizations that review the performance goals of their employees regularly and frequently have more input derived from the employees.  
The process is usually accompanied by a more efficient review process of the roles assigned to each employee. The achievement of better results due to the reviews makes it an advantageous mechanism to conduct regular reviews as opposed to a one time review. While trying to build an empowered and more efficient workforce within an organization, regular and frequent reviews focused on support and improvements would ensure an improvement in employee achievements and output. (Kanika et al. 2018)
Performance reviews over some time have been linked to some of the beneficial reasons as outlined below;
Setting of goals
Regular reviews are usually accompanied by goal setting and revising of goals, every employee gets a clear understanding of whatever they are required to undertake.
The activity also provides a friendly context through which employees can understand the regions and areas in which they can comfortably fit in. the ability of employees to understand the goals of the organization enables them to work towards the overall success of the company.
Management
Performance reviews over time have also been found to help identify the gaps that may be within the already set goals. In some occasions, the employees may not realize or rather identify the gaps by themselves but through the reviews, the gaps are usually identified and necessary adjustments are made. The overall effect is usually an improved performance of the employees as their work morale is usually boosted through the encouragements.

The cycle of performance management review
From my point of view, I suggest either a formal or informal reviews for the employees' performance that can be done at least twice a year. If possible, the reviews can usually be done after every 3 months. I believe this would ensure that the employees stay within the provided organizational guidelines for operations. Within this period, the employees and the HR managers involved can always modify or rather improve on some of the areas because of a better and improved performance. Within this review cycles, employees are usually able to handle short term commitments that they deliver and accomplish within the time frames.

Factors that can influence individual performance and impact an individual’s performance
The performance of employees can usually be affected by various factors some of which include; personal behaviors and how individuals view their jobs, the number of wages and income involved rewards and incentives for better performers and workplace environment.

Personal behaviors
[bookmark: _GoBack]Personal attributes held by a person have been found to play important roles in the overall work output of individuals. Personal behaviors can always change depending on the conditions of work coupled by the time one has spent in a particular profession. Individuals possessing high and effective skills with enough training can perform better within the period of reviews unlike those who are not well trained.
Incomes and wages
The financial reward system involved will influence how individuals react while carrying out organizational goals. Groen et al (2012) argue that the practice of fair and equitable timely pay of employees enhances the employees' perception towards the organization and will, in turn, strive to work towards the attainment of the goals unlike in companies where the principle of equality is not applied. Better incomes and wages motivate employees to perform and be productive within the review cycle.


Rewards and incentives
Better performing employees are usually rewarded; a move that is usually viewed as a strong management tool for human resources. Groen et al. (2012) suggest that employers must ensure that reasonable perks are set aside for well-performing employees otherwise they would be demoralized to work since their hard work is not recognized. Some scholars have as well argued that the incentives have attracted high performing individuals.
Workplace environment
Groen et al. (2012) state that the environment in which people work affects the way they work either positively or negatively. He identified factors such as noise level, office dimensions and general layout, temperature and accessibility. Employees require a supportive environment and environmental comfort while carrying out their duties. Failure to provide this usually results in health and security concerns in the workplace among the employees which may affect the realization of the goals within the review cycles.
Strategies to prevent the derailing of individual performance
To ensure that the performance of the employees is maintained or rather to ensure the performance does not miss out of its target, employers and HR managers need to put in place some strategies some of which include;
Frequent and often communication is a strategy that has been found to positively impact on employee morale. Constant engagement with the staff and asking questions about how they are faring on would let them know that their opinions also matter 
Recognize the good 
It is usually advisable to consider and recognize the good things that people do for us. In this case, it's important to recognize and show appreciation for the good thing the employees are doing.
 This would make them feel valued and not to lose focus on the way. They will subsequently feel that their efforts are being recognized hence they would focus more on their work. (Herman 2011)
Conclusions
Individual performance management as a process has been found to help in boosting employee engagement and performance. Employees that are more engaged with their employers always stay longer in their workplaces and usually involve themselves actively in the affairs of the organization to produce good and better output; the increased engagement is usually viewed as a key to boosting productivity among the employees.
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Organizational goals and objectives


setting SMART objectives 


Achieve objectives 


Track progress and regular feedback


Review Achievements 













