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Everybody wins when development strategies are effective: employees and the company as a whole. When leaders invest in their workers' growth and provide them with defined coaching and career objectives, the result is always better performance. According to Jenkins (2019), improved performance leads to more motivation and more effort put into accomplishing organisational objectives, which in turn helps firms succeed. Organisations often use three main techniques for development: employee engagement, performance management, and motivation. What propels people to take action in pursuit of their objectives is their level of intrinsic motivation. It is the driving force behind establishing and attaining goals, and it includes recognising requirements, as pointed out by Middleton and Perks (2014). The five levels of Abraham Maslow's 1943 Hierarchy of Needs provide a framework for a thorough analysis of human behaviour: physiological, safety and security, social, esteem, and self-actualization (Cherry, 2018). According to the Chartered Institute of Personnel and Development (CIPD, 2019), performance management is the process by which businesses ensure their employees continue to meet or exceed expectations in their jobs by coordinating their efforts with those of the company as a whole. It is a tool for gauging workers' efforts, which impacts their professional development and the company's bottom line. The degree to which workers are invested in the success of the company as a whole is a good indicator of their dedication and excitement for going above and beyond in their work (Croswell, 2019). In his 1959 two-factor theory of motivation and hygiene, Frederick Herzberg identifies two critical components that impact employee engagement and pleasure (Miner, 2015).
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Motivation
An essential growth strategy used by all types of businesses, motivation seeks to pique the interest of both dedicated and disinterested workers. As pointed out by Stoyanov (2017), Maslow's Hierarchy of Needs is a very successful framework for comprehending and using motivational methods in different enterprises. It is one of the most prominent ideas in this regard.
Motivation: Maslow Hierarchy of Needs:
The notion is founded on the assumption that people have objectives in life and prioritise their needs according to priority, which is supported by Maslow's Hierarchy hypothesis. As Badubi (2017) points out, content theories of job satisfaction draw on Maslow's Hierarchy of demands, which focuses on the physiological, social, physical, and biological demands of workers and what makes their jobs satisfying to an acceptable degree. Acevedo (2018) highlights the merits of Maslow's need theory, praising it as a leading theory in organisational behaviour that offers a simple framework for comprehending human behaviour. The fact that people's thought processes vary greatly is one of the criticisms levelled against Maslow's hypothesis by Parikh (2018). Different people place different values on different things; some place a higher value on social needs and esteem than on safety requirements (Ashdown, 2018). According to Parikh (2018), Maslow's Hierarchy of Needs is still a big deal for businesses as a whole because of the insights it provides into human behaviour and growth, flaws and all.
How Motivation benefits the individual and an Organisation
Among the several benefits of investing in team worker development include increased productivity, higher quality work, adherence to best practices, higher team retention rates, and employee happiness (Gellerman, 2015). Workers who hone more transferable skills are able to take on more varied assignments. However, there are a lot of reasons why employee motivation is important, as stated by the Institute of Leadership and Management (2012).
In particular, it helps management meet the requirements of the company. The organisation may be more vulnerable if it is not located in an inspiring setting. Additionally, Gellerman (2015) argues that a lack of motivation leads to greater productivity, which in turn allows an organisation to achieve higher levels of production. Motivating employees is crucial for every business because of the many benefits it provides, such as:
· Employees take on more responsibility when they are motivated to work hard and complete assignments to the best of their abilities (Gellerman, 2015).
· Employee satisfaction is critical for every business since it directly correlates to the success of the company (Gellerman, 2015).
· Employee motivation is key to continuous development since it increases the likelihood that a worker will accomplish the set goals and also promotes personal growth. When an expert accomplishes certain fundamental goals, the rational relationship between effort and outcomes becomes clear, which in turn motivates them to continue performing at a high level (Gellerman, 2015).
· Staff members' proficiency levels are based on more than simply their talents, which leads to improved performance. For optimal results for the company, it is essential that employees have the necessary skills and enthusiasm to do each work assigned to them. This levelling out has the potential to increase efficiency and boost profits (Gellerman, 2015).
· Companies rely on their workers to produce goods or provide perks in an easy way. A company may reap the benefits of providing inspiring motivating causes to exceptional work performance, even while employees can easily learn the tasks and procedures needed to complete their jobs.
An organisation's motivation theory is concerned with how it motivates
The Institute of Leadership and Management (2012) suggests that workers fulfil their duties both as a group and as individuals.
Learn Abraham Maslow's theory of motivation, the Hierarchy of Needs, and use it to your advantage to create a company that cares about its workers and their problems while giving them more leeway to succeed. The idea provides a rationale for the growth of organisations with highly motivated representatives to achieve their goals. A company that follows Maslow's hierarchy of needs may develop a strong team, keep its employees happy, and reach their full potential (Stoyanov, 2017).
Performance Management
There are a number of methods for moulding an organization's performance, the most well-known of which is the performance review. The Chartered Institute of Personnel and Development (CIPD, 2019) notes, however, that performance management now includes more than just the performance evaluation. Finding, measuring, controlling, and improving an organization's human resource performance is all part of performance management. Basically, the goal is to figure out how effectively workers are doing their jobs and, in the end, make them better. According to Murphy et al. (2018), performance management is a useful tool for measuring and evaluating employee performance in a systematic way (ACAS, 2019). Take a hypothetical situation where a company uses a performance management system to guide the company in the right direction as an example.
Performance Management: Performance Management Case Study by Sika
Sika devised a five-step method for performance management in order to cater to the organization's particular requirements, as outlined in a case study (ACAS, 2019).  Sika, a Swiss speciality chemical firm, specialises in the production and supply of materials used for bonding, sealing, damping, reinforcing, and protecting in the construction industry (ACAS, 2019).
The system's architecture was organised based on five fundamental phases: Diagnostic Review, Design and Planning, Pilot, Implementation, and Evaluation.   During the Diagnostic Review stage, the firm acknowledged the significance of refraining from developing a new HR tool.   Instead, it included top managers in order to understand and convey the importance.   The HR department wrote the communication, which was then delivered to workers via the office of the General Manager (Miner, 2015).   The staff feedback was collected via a comprehensive survey sent to all workers, followed by meticulously organised focus groups that aimed to include a wide range of positions, grades, genders, and years of service (ACAS, 2019).   The outcome of this step was a diagnostic report that identified four primary requirements: 
Managers' capacity to conduct thorough and consistent talks with teams was found to be restricted. 
· Culture: The organization's assimilation of various groups has resulted in the presence of several organisational cultures.  There was a need for more delegation of authority to line managers, decreasing dependence on HR, and promoting a motivated staff.
· Communication: Senior management has to actively support and clearly convey the performance management process. 
· Managers' calendars were heavily occupied towards the end of the year, with other responsibilities being given more importance, resulting in the inconsistent occurrence or hurried nature of yearly discussions (ACAS, 2019).
How Performance Management Benefits the Individual and an Organisation
Employees and the company alike may get several benefits from performance management. Its purpose, as stated by Long (2013), is to help organisations achieve their objectives and aspirations via better management of team performance. Workers get insight into the significance of their contributions to these goals, learn what is expected of them, and assess their own abilities and self-assurance in relation to those expectations.
On the other hand, according to Ashdown (2018), good performance management helps stakeholders communicate better and build stronger connections. By giving employees chances to learn, be recognised for their great work, and advance in their careers, this practice boosts workplace happiness and loyalty (Smith & Johnson, 2016). As a result of better communication, cost savings, employee loyalty, and retention, the organization's entire performance improves (Ashdown, 2018).
According to Long (2013), managers also gain a lot from performance management. As a result, they'll be able to save time by getting more done in less time and by being better organised. As to Ashdown (2018), managers may lessen the occurrence of disputes via performance management, which promotes open communication and healthy relationships in the workplace. As a result, everyone in the team works together towards the same objectives, everyone knows their part to play, and everyone is able to put their expertise and abilities to good use. This leads to consistent and efficient performance.
Employee Engagement
According to Croswell (2019), a company's leadership, managers, and other team members mostly determine the level of employee engagement. Increasing engagement is a goal for many companies as a means to boost performance, retention, and creativity. The use of the two-factor theory in relation to employee engagement was influenced by Frederick Herzberg, who developed it in 1959 (Croswell, 2019).
Herzberg’s Two Factor Theory/Motivational-Hygiene:
In the motivational-hygiene hypothesis, Herzberg's work on employee enrichment is mirrored. Herzberg distinguished between "motivational factors," which contribute to work happiness, and "hygiene factors," which lead to job discontent. "Motivational factors" include things like job stability and employee concentration. Motivating elements, according to Herzberg, push workers to do a better job, whereas hygienic factors, according to Miner (2015), stand for the non-negotiable necessities that workers need from their employers.
Motivational Factors:
Often called "satisfaction factors," Herzberg's motivating variables help workers be happy in their jobs. The five components of job satisfaction that Miner (2015) identifies are as follows: meaningful work, opportunity for development or promotion, responsibility, acknowledgement, and a feeling of accomplishment for job success. Implementing practices such as allowing employees to set, plan, and control their workday in alignment with Herzberg's theory, offering training and development opportunities, and encouraging managers to acknowledge employees' achievements are some ways employers can leverage these satisfaction factors (Thompson, 2013).
Hygiene Factors:
In Herzberg's view, in order to avoid widespread employee unhappiness, the employer must provide specific hygiene or nourishment. Job security, sensible rules, a clean and safe workplace, positive relationships with workers, and competitive remuneration are all elements that Thompson (2013) suggests employers should focus on. In order for the hygiene element to enhance the employee experience at work, it is necessary to provide the fundamentals that employees expect from their workplace (Badubi, 2017). Using care factors, organisations may boost employee engagement by listening to workers' suggestions for areas where they feel their company is falling short and acting on those suggestions (Lindblad, 2019).
How Employee Engagement Benefits the Individual and an Organisation
Employee engagement yields several advantages for organisations: 
Employee happiness is an essential factor for the success of any organisation, as stated by Robins (2017).   When workers experience job satisfaction, they are more inclined to approach their work with excitement and provide high-quality outcomes, which ultimately benefits the organisation in terms of efficiency and cost-effectiveness (Middleton & Perks, 2014).   On the other hand, discontentment might result in a diminished drive and below-average achievement. 
· Enhancing employee engagement may have a beneficial effect on retention rates and lead to decreased turnover expenses.   According to Robins (2017), keeping a high level of employee engagement leads to a contented workforce, which in turn increases the length of their employment and reduces the need for expensive recruiting and onboarding procedures. 
· Increased productivity: Employees that are engaged tend to demonstrate higher levels of efficiency and diligence in their job.   When people possess a strong enthusiasm for their profession, they tend to exhibit optimal performance.   According to Robins (2017), workers that are actively involved and feel valued by their bosses respond by giving their utmost efforts, as corroborated by Whittington et al (2017). 
· Enhanced Profitability: A favourable work atmosphere cultivates heightened efficiency, resulting in amplified profitability.   Employee satisfaction leads to enhanced productivity, which in turn yields superior work quality. Consequently, this fosters customer satisfaction, promoting customer loyalty and generating referrals for the organisation.   Whittington et al (2017) highlights the significance of prioritising internal elements, including employee engagement, in order to establish a strong basis for organisational achievement. 
· Reduced Absenteeism: Engaged workers exhibit a greater dedication to their jobs, leading to a decrease in absenteeism.   They have a strong feeling of duty towards the organisation, which motivates them to maintain regular attendance and high levels of production.   Robins (2017) emphasises the correlation between involvement and attendance. 
Enhanced Employee Loyalty: Employee loyalty is a positive result of engagement since devoted people greatly enhance organisational production.   According to Whittington et al (2017), people who are loyal are prepared to put in additional effort, which helps provide the value needed for the organisation to succeed. 
	Objective
	Success Criteria
	Actions
	Implementation

	Achieve CERTHE and be accepted into BA Management and Leadership Course
	Positive feedback from the lecturer
Timely submission of assignments
	Use training methods for development (Meifert, 2014)
Continue with BA Management course
	Seek feedback actively from lecturer
Ensure assignments are submitted on time
Engage in training methods for skill development
Progress in the BA Management course

	Improve problem-solving skills
	Successful resolution of workplace issues
Positive feedback
	Relocate and solve workplace issues
Use line manager's training methods for improvement (Chaudhari, 2018)
	Actively address and resolve workplace issues
Participate in training sessions to enhance problem-solving skills
Apply acquired skills to train others in the workplace

	Enhance communication skills
	Effective communication with line manager
Improved workplace communication (CIPD, 2019)
	Use performance management for skill improvement (CIPD, 2019)
	Engage in performance management with line manager
Practice effective communication in the workplace
Apply improved communication skills in interactions with colleagues

	Improve understanding of manager’s needs and responsibilities
	Positive appraisal indicates improved performance (Ashdown, 2018)
	Identify the manager’s needs and responsibilities (Ashdown, 2018)
 Observe experienced managers and build trust
	Perform effectively at the workplace to receive positive appraisals
Identify and understand manager’s needs and responsibilities
Gain trust through observation and demonstration of competence

	Enhance motivational skills
	Positive feedback from the line manager (Stoyanov, 2017)
	Work harder and complete tasks for personal motivation
Motivate team members for better engagement (Croswell, 2019)
	Seek regular feedback from the line manager for motivation
Put in extra effort to complete tasks
Motivate and engage team members for improved workplace dynamics

	Improve teamwork skills
	Regular appraisals assessing individual and team performance (Murphy et al., 2018)
	- Assess individual and team performance through regular appraisals
Interact, share opinions, and train team members
	Actively participate in regular appraisals to assess performance
Interact and communicate effectively with team members
Provide training to enhance teamwork skills


[bookmark: _Toc152048496]Conclusion
To sum up, success for people and businesses alike depends on using efficient growth strategies. Middleton and Perks (2014) emphasised the importance of motivation in engaging employees, and it is crucial to address the requirements of both engaged and disengaged people. To improve worker happiness in the workplace, Maslow proposed a hierarchy of needs that includes physiological, psychological, social, and physiological requirements (Badubi, 2017). Boosted productivity, higher quality work, compliance with best practices, and employee happiness and retention are just a few of the advantages that organisations may reap when they use motivation as a development strategy (Ashdown, 2018). The Chartered Institute of Personnel and Development (CIPD, 2019) defines performance management as a process that helps people perform at their best by analysing their current performance levels and designing an environment that suits their needs. ACAS (2019) cites Sika as an example of a company that effectively implemented a performance management system by highlighting the need to address issues related to capacity, culture, communication, and limitations. According to Croswell (2019), leadership, management, and collaboration, all have a role in influencing employee engagement, which is driven by a dedication to the organization's aims and values. The two components of Herberg's theory of motivation are "hygiene factors," which include a clean and safe workplace, and "motivational factors," which include things like praise and promotion chances (Miner, 2015). 
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