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Abstract
This article claims to show a case study analysis on how the container store organization, in which a friend works has first; adopted the importance of training and development and how it supports employee satisfaction and business performance. Second, it explains the difference between performance appraisal and performances and its methods to monitor employee performance. Lastly, it also discusses motivation factors used to develop employees and evaluating the role and importance of employee motivation in performance enhancement in the company.
 A system is implemented to ensure company goals and objectives are efficiently and effectively met to achieve the organization's goals and objectives. The plans can be achieved by performance management.  The significance of all these is realized through the organization's benefits which the output can recognize. Organizations also consider enhancing motivation among their employees through performance management and the use of appraisals.
 Performance appraisal is done in many cases through 
a system that ensures the companies goals 
and objectives are efficiently and effectively met. Attainment of company goals is provided by using different instruments, policies, programs and 
processes to manage, improve and control employee performance. 
Organizations are often considerate of enhancing motivation through 
performance management using appraisals, coaching, training, 
addressing destructive performance behaviors, and giving rewards for 
employees attaining specific, identified targets and goals. There is a relationship 
between effective performance management and increased m
aking it an essential consideration for contemporary organizational 
managers. Through a comprehensive review of 
the literature
 and 
primary
 research processes, this study manages, improves, and controls employee performance. 
Organizations are often considerate of enhancing motivation through 
performance management (PM), using appraisals, coaching, training, 
addressing destructive performance behaviors, and providing prizes for 
attaining specific, set targets and goals. There is a relationship
between effective performance management and increased motivation
. This makes it an essential consideration for contemporary organizational 
managers. This study, through a comprehensive review of the literature and a 
primary task targeting a sample of 12 different managers and employees 
at Microsoft Kuwait, explores the potential linkage of performance 
management and motivation to determine the extent to which motivation 
should be a primary, moderate, or minimal consideration in the 
performance management process training of employees is considered vital as it helps enhance knowledge. This, as a result, would benefit the organization and the employees. 
Introduction
Importance of training and development
Training has the role of helping organizations achieve their goals and objectives. This is done by incorporating the organization's interest (Stone R.J. Human Resource Management, 2015). Training is an essential factor because it increases the efficiency of both employees and the organization's management. Training and development are, therefore, factors upon which employee performance depends. Job experience among employees, as a result, enhances the account since there is an increase in both skills and competencies. To improve organizational performance and employee performance, training is given to employees. Human resource is an essential part of any organization as this increases the overall performance of an organization.
Training involves doing activities to develop employees for their current job positions. Development is creating learning organizations to ensure that employees through value addition can effectively perform their jobs, gain competitive advantages, and seek personal business growth. It involves transferring information and knowledge to employees. Training is also required to cover essential and essential work-related skills specific to job descriptions and ability.  Therefore, training and development enable organizations to foster people with good work skills and stay in the company long enough to help others.
Training is done to ascertain meet current and future business demands; the process has to be an essential part and role as there is a considerable impact of exercise on organizational performance. Therefore, training and development are vital as it imparts skills such as creative thinking, good decision-making skills, and people management. Training is also essential because it can be used as a tool to:
· Address employee weaknesses and improve work performance
· Can help ensure employees satisfaction
· Increase productivity
· Reduced supervision as they understand their roles within the organization
· Consistency in performance and production of quality work
It, therefore, necessary for the organization to design training and development carefully (Michael Armstrong, 2002). Therefore, good training and development designs help the organization get better results regarding its activities as evil training designs cost the organization time and money.  Delivery of the training and development designs is also a crucial part of training and development.  It is therefore essential for the trainers to engage the audience during the training sessions. The types of designs used also depend on the personal and organizational goals and objectives. Therefore the plans take into account: requirements for work competencies, continuing personal and professional development, needs for change within the organizations, and the mission, values, and objectives of the organization.
Therefore, it becomes a challenge for the employees to perform well at the job place without proper pre-training. Organizations should give all the employees training since although it may be considered costly, the organization would reap long-term benefits. Training and employee development, as a result, helps in promoting employee satisfaction. Training has helped expand and enhance employee knowledge, thereby providing services to both the organization and the individuals.
Although there are disadvantages to providing training to employees, such as the costs, the advantages are more and are towards the organizational benefit. Therefore, organizations must focus on continual training and developments to provide opportunities to learn and grow and to employee performance give a competitive advantage. Accordingly, the gap between knowledge and skills should fill through institutional training and development and, as a result, cannot be disconnected from the organization's business activities. It is recognized that adequate training and development policy is essential in addressing organizational issues such as matters relating to gender and race.
Difference between performance appraisal and performance management
Performance appraisals. Appraisal refers to the ongoing process of evaluating employee performance. Standards and measurement methods need to be assessed to determine how to evaluate employee performance. Its main goal is to determine if and how the employees are linked to the collection account of information and data inte
nded for decision making. Performance appraisal systems information needs to be obtained. Therefore, as an implemented rule, a performance appraisal system has no relation with performance management directly linked with implemented performance management. It is especially not with a payment system and is a critical issue because performance bonuses are not marginal (Jacko 2015, pp 254).  Performance appraisal systems, in most cases, are considered non-functional and do not provide a predictable and transparent base for the allocation of bonuses to the employees.
As performance appraisal occurs at a specific time, performance management is ongoing and continuous. With performance management, the effort of every worker is directed towards achieving strategic goals. If there is a gap in the workers' skills, training is done to improve their skills. Training in this system has a direct link to achieving the organization's goals and objectives. Therefore, performance management is the single most significant contributor to organizational effectiveness. 
Performance appraisals are used to improve individual and organizational performance, and a potential problem may arise, such as having high expectations over one appraisal plan. A plan best for determining pay raises for the employees may not be as effective if the same method is used for developing employees. Therefore a properly designed system can be used to help achieve organizational objectives and improve employee performance. The data on performance appraisals may help identify those with the potential to be promoted for any area within the organization. Through the performance appraisals, there may be a need to increase the number of workers. Plans can also be made for greater emphasis on management development. 
A well-designed appraisal system provides a profile of the organization's human resource strengths and weaknesses to support this effort. The appraisal systems are therefore used for human resource planning. Plans can therefore be made for greater emphasis on management. Performance ratings may be used in predicting the performance of job applicants. This can be used to determine that s firm's successful employees have specific characteristics and behaviors when performing the company tasks delegated to them. Appraisals are, as a result, linear in their forms of communication; that is, information moves from the top, that is, the management to the employees. They are also done on an individual basis and consider the employees' past and present performances. The people within the organization responsible for conducting the performance appraisals include the supervisors, groups, and often customers.
Appraisals can also be used training and development as it helps in pointing out the specific needs of the employees, thereby revealing a deficiency in this factor. By identifying the gaps and problems influencing the employees, training and development programs can be developed to help the individuals build on their strengths and weaknesses. The system does not guarantee appropriately trained individuals. Therefore, while performance management manages employee performance and ensures the goals are accomplished, appraisals only focus on the account during a specific time frame. Legislation systems also require that appraisal systems be non-discriminatory as an organization’s culture can promote or hinder this.
On the other hand, performance management refers to the process of identifying, measuring, managing, and developing the performance of the human resources in the organization. That is in a bid to determine how well employees perform and ultimately give recommendations on how to improve their performance levels. It is, therefore, a tool that is used by organizations to improve performance over some time as it is a systematic analysis and measurement of worker performance.  Performance management has a model consisting of assessment, development, training, implementation, and improvement. This establishes the organization's need, such as allowing training to be carried out based on data obtained from research and organizational analysis. The data also enables organizations to identify suitable training methods and systems for all the members, thereby improving overall work and productivity.
Firms and organizations want employees who are highly motivated and feel that they have a contribution to the organization's success. There is also a significant barrier to engagement that includes a lack of appreciation of the employees by b the management. Therefore, employees who are willing to complete their assigned tasks stand chances of promotions when opportunities within the company arise. Performance management includes goals and incentive values that the employer and employee use to communicate and understand one another.  Although every human resource function contributes to performance management, training and performance appraisal plays a significant role. 
Performance management, as a result, is concerned with the management of all the employees and ensures that they have accomplished their goals. This helps evaluate the relationship between the employee and the organization and is dynamic as it involves communication between employees and managers. The process, therefore, is ongoing as it gives honest time feedback on worker performance, thereby helping them increase their productivity and efficiency.
Methods used in monitoring employee performance in the organization
Employee monitoring is done to inappropriate actions of employees, emphasize the need to utilize the organization's time, and protect personnel information. Monitoring also is used to prevent employees from misusing the company’s resources (Negash, 2016). Monitoring is, therefore, be done by using digital and electronic tools and communication methods. Therefore, using electronic means of monitoring requires the use of a technique that will maintain trust as privacy may become an issue for the employees. 
Monitoring is also done through the use of software that tracks activities on the company computers. These soft wares work to collect and analyze data, such as queries and apps used during working hours. These reports are saved to the cloud, and the information can be reviewed and used to indicate employees who misuse company resources.
Another method used to monitor employees is the use of daily and weekly planning to communicate task expectations. Therefore, this is a method used by managers to assess the results of previous work done and encourage them to set new goals for the employees. This allows the employees to prioritize tasks according to the deadlines given. The weekly and daily planning of activities enables the organizational management to understand and distribute work in the office to avoid delays.
There is also then the use of task and project management software which helps the employees stay on track.  This works to monitor employee productivity throughout the day. With the software, employees receive assignments and allow correspondence and arrangement of for according to their priority. 
Motivation factor used to develop employees for future
Some of the factors used to create employees include extrinsic factors. These represent tangible rewards such as increased pay, benefits, work conditions, and environment and job security. Therefore, the effect of work and its contributing factors acts as a factor to develop employees as work is seen as means to pursue other motives.
Salaries are also considered a motivating factor. Since there is a need to sustain life, employees work to earn money in wages. Employers, therefore, need to realize and acknowledge that the employees get what they deserve. The money thus acts as a motivating factor to employees to motivate higher performance and productivity. According to research done, the direct reward of work cause motivation among the employees, which directly influences the employees' performance. Prizes are, as a result, used as management tools that help contribute to an organization's success. Organizations, therefore, use bonuses and promotions as a motivator to encourage the level of performance of the employees. Organizations must consequently consider payment structures which could include payment according to account and allowances.
The work environment is also considered a motivating factor. The working environment's quality influences employee motivation to the degree to which it can produce meaningful work. Employees need to have a comfortable physical environment that will provide an optimal level of motivation. Lack thereof of favorable working conditions can negatively affect the employees' physical and mental well-being. Such factors would include: ventilation, hygiene, noise, lighting, and temperatures are all to be considered. Therefore, there is a need for the employees to feel that the organization is concerned about their welfare. Therefore, if the employees feel like they are taken for granted, they may use poor working conditions as an excuse not to do their work well.
The nature of the job can also be a motivating factor for employees.  When the job done by an employee is considered necessary within the organization, there will be an increased motivation to work. This would challenge the employees to use their skills to deal with challenges faced in dealing with their respective jobs. The employees are therefore able to assess aspects of their work such as growth opportunities and salaries. There could be a negative association if one does not consider the job as challenging to their skill set; there may be a lack of motivation (Mahmood et al., 2012). Employees, as a result, want their work to be meaningful. There is a difference between the motivation to enhance performance and motivation for personal gain. 
Maintaining good communication within the organization is also a method that has been used to increase employee motivation—ensuring that it is useful and sometimes face-to-face contact with employees enables them to feel part of the organization. Management has the responsibility to ensure that they take the time and make an effort to involve their employees in some of the management issues and problems affecting them. This can be done by asking questions and encouraging them to make suggestions concerning issues that arise within the company.  Having positive communication, whether upwards or downwards, is essential for motivation and success within the organization.
Showing value to employee contributions and efforts also acts as motivating factors for employees. Acknowledgment of their donation goes a long way in encouraging them to do better as they take pride in being engaged in their work. Their contributions, however small when appreciated, motivate them to do better jobs. Therefore, a positive work environment is essential to an organization's success. To achieve a high level of productivity, employees should feel that their contributions towards the goals and objectives are appreciated.
Coworkers are also known to influence employee motivation. Competition between employees acts as a motivating factor to ensure the employees do better, thereby affecting their job motivation level. Coworkers encourage the employees to interact with one another, which could, as a result, encourage and promote a positive attitude and values among the workers.  The similarities in attitudes and values help keep the employees motivated (Oluyesi and Ayo, 2009)
Good managerial relations also act as a factor in employee motivation. Reasonable administrative concerns include helping employees with job-related and sometimes non-job-related problems and good communication to be aware of where they stand in the organization. Employees also develop a need to make inputs in the decisions that affect them and to feel important and appreciated. When there is recognition within the workplace, employees are motivated. Good management, therefore, plays a role in affecting employee motivation. Management also uses information on employee motivation to decide by analyzing the data obtained from the employees.
The role and importance of employee motivation in performance enhancement 
Organizations irrespective of size strive to maintain the best employees acknowledging their essential role in achieving the organization's goals and objectives. To remove challenges, organizations aim at creating a solid and positive relationship with their employees to ensure they have job satisfaction (Fisher, 2012). They also develop strategies to help them gain a competitive ground in the market and, as a result, increase their performance. To achieve their goals and objectives, the organizations consider human resources a valuable asset to their success. Therefore, they are developing programs and policies that encourage job satisfaction among the staff and employees to serve as a motivating factor for the employees and, as a result, create high job satisfaction among the staff.
With the understanding of the benefit of employee motivation by the organizations, the employee-related policies become justifiable. If the employees are not motivated to fulfill their responsibilities and perform their tasks, organizational success becomes unattainable. It is, therefore, essential for employers to motivate their employees as they are unable to predict and control their behavior (Gurland and Lam, 2008). As explained by Ran (2009), motivation is defined as the process that accounts for an individual's persistence of effort towards attaining a specific goal. Motivation can therefore serve as the explanation and prediction of the behavior of an individual's work performance.
Therefore, a motivated employee has their goals aligned with those of the organization and directs their effects towards the attainment of the course. Organizations that practice employee motivation are thriving as their employees are drive and are in continuous search of methods to improve their work capabilities. Getting employees, therefore, to reach their full potential under stressful conditions becomes a challenge, but through motivation, this can be achieved. Other factors are also resourceful in determining the employees’ abilities to perform their work. To ensure the employees are motivated, the organization has to make the expectations clear.
Without well-defined goals, employees would not have the motivation to work. These goals would therefore serve as measurable standards to evaluate their performance. Employees must know the action they are expected to take and the goals expected (Vroom, 1964).  There is also a need to give feedback as this lets the employees realize that their actions are directly related to the company's outcome.  Employees are therefore motivated by setting goals and constant feedback that they get from the management.
The motivation of employees in the company has helped increase commitment. The employees put in their best efforts to ensure the completion of the tasks given to them. People in the organization are motivated, for example, by the commission earned on sales and also by achieving different sale targets. There is also improved customer satisfaction which has led to the organization's growth. The organization has a result of motivation has also realized the work development of their employees as they are driven to meet their personal goals. When the employees meet their individual goals within their work environment, the organization also benefits as the results are directly tied.
Motivation has also helped improve employee efficiency as they are required to have a good balance between their ability to perform the task and their willingness to perform the given tasks, which can lead to improved productivity and efficiency.
 PART II
Personal development plan
	Main goal
	For whom
	Which goal needs to happen first
	Timeline
	Challenges and limitations
	Ways to ensure the goals are met
	Support network
	Progress review

	Employee Training 
	Receptionist
	-set aside half an hour every morning to go through the daily tasks to be carried out during the day.

	I would like to have this done by the first week of reporting to work.
	-lack of knowledge on the use of technology
-procrastination
-failure to show up to work and perform the task assigned.
-lack of motivation

	Daily practice on the use of the office computer to send and disseminate information.
-create and set up feed and email alerts to notify one if there are essential tasks and meetings.
- read guidelines on the company policies.
	Manager and the Human resource department
	Monthly supervision and monitoring sessions of records
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