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[bookmark: _Toc109844075]Introduction
Refresco Drinks UK produces tasty and refreshing drinks. This company is the largest drinks and contract packing manufacturer in UK. In addition to working with a diverse range of soft drink brand owners, it has a strong reputation for protecting and preserving the company's valuable brand assets. As I progress along in my position of HR trainee in this organization, my line manager wants me to help him in engaging staff in a new project and in this regard this report is created.
In the first section of this report, a brief description of individual needs is given as it necessary for manager to understand and fulfill individual needs to motivate them. 360-degree, 540-degree, and management by objective are some of the vehicles discussed in the subsequent section as well as their importance. And in the last section a brief description of professional pay related performance and smart objective is given and professional development template ensuring smart objective for this company is described.
Individual Needs
Individual needs   refers to state of felt deprivation. Individual needs lead to motivation among employees to fulfill those needs and that leads satisfy individual goals (Rybnicek, 2020). There are many theory regarding individual needs like:
Maslow's Hierarchy of Needs
There seem to be 5 stages of individual need according to this theory... According to this theory human are motivated to fulfill their need in a hierarchical order that starts from basic level and before moving to next level, individual have to fulfill needs of current level (Lester, 2016). 
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Figure 1: Maslow’s Hierarchy of Needs
Source (Lester, 2009)
· Psychological Need: This level of need is the lowest level of Maslow's hierarchy of need that includes must essential things that an individual need to survive such as food ,shelter ,treatment etcetera.
· Safety Need: This is the second level of need that is related to the need of feel safe and secure. 
· Love and Belonging: The third level of need is related to the need of friendship, intimacy and love as individuals are social creatures, and they interact with one another. 
· Esteem: The next level of needs is related to gain recognition, status and feel respected. 

· Self Actualization: The final level of needs is related to the realization of an individual’s full potential.  
It is necessary for any company to identify the level of needs where each employee belongs to thus helping the manager to motivate them to perform effectively so that they can gain both individual and organizational success. 
Herzberg's Two Factor Theory: Individual motivation and satisfaction are affected by a wide variety of factors, according to this concept. (Ossineke, 2017).  Motivational and effective factors are the two groups of factors to regard according to this concept.
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Figure 2: Herzberg’s Two Factor
Source (Ossineke, 2017)
· Hygiene Factors: Job hygiene factors include everything from fairness, protection, salary, work conditions, company reputation, and the workplace environment to the company's name and image. Employees become dissatisfied when these factors are lacking.
· Motivational Factors: Key job elements that motivate people to stay and grow were included in motivational factors. Success, acknowledgement, advancement, innovation, independence, responsibility, etc. were among all these factors. The existence of all of these factors contributes to job satisfaction.
It is necessary for an organization to make sure the existence of hygiene factors to remove dissatisfaction and try to reduce the absence of motivational factors so that employees become satisfied with their role and become motivated to do more challenging tasks.
[bookmark: _Toc109844076]Development Vehicles on Organization
Development vehicles refers to all ways in which individuals can be developed within the workplace.  There are many development vehicles those are available in the organization:
360 Degree Feedback
360-degree feedback is a process by which staff members, subordinates, and supervisors, and also the employee themselves, provide feedback on a single individual (Lapsing, 2009). It seeks to obtain a diversity of viewpoints on an employee's behavior. Organizations use these vehicles to help employees develop their work knowledge and competencies by providing it to them. It's also used to make decisions about hiring and firing people.
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Figure 3: 360 Degree Feedback
Source (Lapsing, 2009)

Effectiveness and Appropriateness Of 360 Degree feedback 
When it comes to determining employee performance and pinpointing specific areas of improvement, nothing surpasses 360-degree feedback for identifying and addressing individual and organizational development needs. Those improvement areas then become the basis for an actionable development plan for the employee and thus help to make decisions on how to develop their work skill and behavior.  Increased skill of employees helps to meet both individual and organizational success. This process also reduces employee turnover and increases retention.
540 Degree Feedback:
An assessment of an employee's performance that includes feedback from supervisors, colleagues, subordinates, self and even suppliers and vendors is known as 540-degree feedback. It includes getting feedback from everyone he/she interacts with while he/she is doing his/her job. 360-degree feedback is reinforced by this technique, which incorporates the views of all stakeholders. Employees who interact with customers, such as sales agents or delivery executives, should use this method.
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Figure 4: 540 Degree Feedback
Effectiveness and Appropriateness of 540 Degree Feedback:
540-degree feedback is more effective in identifying and satisfying individual needs as:
· In this method opinions are collected from all the persons with whom the employees interact during performing his job opportunity that helps to evaluate his performance more appropriately. 
· This method helps to survive in a competitive market as it takes feedback from all the persons including customers. 
· It helps employees to become customer oriented thus helps to increase customer’s retention. 
· The content and methods of training can also be directed in this way to help                      employees achieve higher customer satisfaction, leading to greater revenue, and help identify the problems that could not be recognized using traditional feedback systems, leading to both individual and organizational success.
Management by Objective (MBO): 
Objective-based management is an approach for evaluating an organization's performance by setting goals that everyone on the team can agree on (Kiriakopoulos, 2012).  Using this method, employees are encouraged to participate and dedicate themselves to the goal by having a clearly defined objective and action plan. Critics of management by objective argue that employees will go to any lengths to meet the company's objectives, even if it means risking their own well-being.
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Figure 5: Management by Objective (MBO)
Source (Kiriakopoulos, 2012)

The Effectiveness and Appropriateness of Management by Objective:
The major components of the process of management by objective contributes to its effectiveness as
· Specific goals are set in this method which is understandable to all the persons that does not make them confused. 
· The goals set are realistic and acceptable as all the important factors are considered during setting the goals.
· As long as the company's management and employees are on the same page when it comes to setting goals, this method is suitable.
· This method also includes collecting feedback which helps to measure performance. 
· Set goals provide direction regarding how to perform activities. 
· It also helps to compare actual achievement with the set goals. 
· Employees can take corrective action based on measured performance which helps them to become customer oriented that leads to maximizing customer satisfaction and that contributes to fulfill individual and organizational success.
Individual Pay Related Performance:
Individual pay related performance is a process of managing pay by connecting salary progression to an assessment of individual performance usually measured against a Pre agreed objective and also explores the potential issues around implementing pay related performance schemes (Gerhart, 2014).   
Effectiveness and Appropriateness of Individual Pay Related Performance:
· It helps managers to set appropriate pay for individuals by linking their performance with salary.
· This method give direction regarding giving awards to employees that encourage them to perform their activities more effectively. 
· It helps individual’s employees to measure their performance and give direction how to improve their performance. 
· It helps the management to organize training program as they can find out employees who are performing effectively and who are not by using this method. 
· It gives aid to managers in identifying individuals' needs that helps them to identify how to satisfy those needs as this can lead to achieving individual and organizational goals.
Professional Development Plan:
A professional development plan is a document that explains the goals, required skill and skill building, and objectives that employees must achieve in order to ensure continued improvement and individual development... (Rubens, 2018). In most cases, the plan is devised by a manager who has a close working relationship with the employee. This plan is reviewed on a regular basis by the employees and supervisors over the duration of a specific period of time, generally once a year.
SMART Objective:
SMART objective refers to the objective that provides guidelines about the criteria that an objective should possess. 
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Figure 6: SMART Objective
Source (Ogbeiwi, 2017)
Specific: A smart objective should be specific where the five 'W' questions must be considered (Bierce, 2017). 
· who is involved in this goal. 
· what to accomplish. 
· where this goal is to be accomplished. 
· when to achieve this goal.
· Why I want to achieve this goal?
Measurable: A smart objective should have the criteria for measuring objective so that it can be easy to determine individual progress. 
Achievable: The objective to be fulfilled should be attainable and achievable with the company’s capabilities. 
Realistic: An objective is realistic when it is believed that it can be accomplished. 
Timely: Smart objective should have a definite time within which it should be accomplished.
[bookmark: _Toc109844077]Professional Development Plan Template for Refresco Drinks UK Lath:
	Development Objective
	Priority
	Activities To Be Undertaken
	Resources
	Target Start Date
	Target End Date
	Evaluation

	Ensure proper use of individual effort
	Very high
	Make sure the existence of motivational factors so that the employees become motivated to make proper use of their individual effort.
	Financial resources is requires to give award in order to motivate them
	1ST  January
	30th July
	360 degree feedback

540 degree feedback

Individual pay related performance

	Become more concern about environment
	Very high
	Follow all the rules and laws related to environment as well as create own corporate standards
	Both financial and nonfinancial resources is needed as financial resources will be used in implementing environment friendly equipment and human resources is needed to ensure the use of environmental standards.
	January
	December
	By creating a team which will evaluate whether environmental rules are followed or not

	Create more favorable corporate image
	High
	Engage in more corporate social responsibilities like give scholarship to student, provide fund during natural calamities
	Financial resources is required to perform social responsibility
	July
	December
	By creating a audit team

	Increase job satisfaction
	Very high
	Give reward for performing job effectively
	Financial resources will be used to give reward
	November
	December
	360 degree feedback

540 degree feedback

Individual pay related performance

	Offer more healthy product
	Very high
	Focus on using healthy raw materials like fruits and vegetables
	Financial resources will be used in collecting materials and educated manpower is also needed
	January
	December
	By creating team to ensure the use of healthy materials

	Increase knowledge and skills
	High
	Organize more workshop and training program for employees
	Both financial and nonfinancial resources is required
	January
	February
	360 degree feedback

540 degree feedback



	Create and maintain work environment
	High
	Create and maintain a safe and comfortable environment for employees
	Financial resources is needed to implement all the materials and equipment so that employees feel secure and comfortable to work
	January
	December
	360 degree feedback

540 degree feedback

Individual pay related performance



[bookmark: _Toc109844078]Conclusion
In engaging it is necessary to understand and identify individual needs to guide them. Developing vehicles such as 360 degree feedback, 540 degree feedback, management by objective is more effective as they help to evaluate performance and take corrective action which leads to fulfill both personal and organizational success and also necessary to develop a professional development plan by ensuring SMART objectives that clarify objectives, their priority, activities to be taken and all the resources needed to fulfill both individual and organizational goals.
[bookmark: _Toc109844079]Recommendations:
· Maintain ongoing evaluation of performance
· Remove biases among employees and other stakeholders in terms of giving feedback
· Maintain continuous involvement in corporate social responsibility
· Find out appropriate area during performing social responsibility
· Continuous evaluation to ensure the use of healthy materials
· Ensure sustainable development 
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