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In this essay I will be assessing developing relationships and workplace achievement. This essay aims firstly to examine different motivation factors that organisations should use to develop employees for the future using JD sport as the example as its important to keep employees motivate to work to keep the business running. Secondly, important issues such as how rewards make an impact on JD performance will be evaluated, and finally I will critically discuss the difference between performance management and performance management and evaluate the methods that JD uses to monitor both in order to establish how motivation and reward can impact performance at my chosen organisation.


















Question 1: Critically discuss the different motivation factors that organisations should use to develop employees for the future and evaluate the Role and the importance of Employee Motivation in Performance Enhancement using your chosen organization.

‘Motivation is derived from the word 'motive,' which means a person's needs, desires, wants, or drives. It is the process of motivating people to act in order to achieve a goal.’ (Juneja,2022)

There many motivational tools used to motivate employees which are:

· Financial rewards: for example, wages and bonuses.

· Good working conditions: clean working, flexitime, holiday entitlement, training & development opportunities, and maternity leave.

· Additional benefits e.g., company pension, car, private health care, childcare, gym membership etc

· Appreciative & open environment, opinions & efforts valued, team ethos & spirit, sense of belonging (psychological rewards)


Companies usually offer these incentives to encourage employee to work at their best potential. For example, Jd offers to full-time corporate and retail employees:

· employees can enrol in medical, dental and vision insurance plans. They can also opt-in on a life insurance plans.
· Three weeks paid parental leave for birth or adoption.
· All employees are eligible for a 20% store discount. This benefit can be used by employees, a spouse/partner, and children.
· They also offer education reimbursement, after a year of employment, they receive reimbursement for job-related courses and/or certification
There are two different types of motivation:

Extrinsic
Extrinsic motivation occurs when things are done to or for people to motivate them, including rewards, such as incentives, increased pay, praise, or promotion, and punishments, such as disciplinary action, withholding pay.


Intrinsic
Intrinsic motivation is provided by the work itself and is associated with the concept of engagement
This relates to the Herzberg et al (1957) theory that theses two factors affect job motivation. However, as the same with the Maslow theory as it assumes that everyone’s needs are the same when really everyone is different.
Our motivations influence our behaviour significantly. Organisations can influence your behaviour by encouraging or rewarding you to see an increase in performance. However, organisation need to be able to understand their employees’ motivations. 
Jd sports organisational culture ensures that all employees share a common purpose that is well aligned with the organisational purpose. The clear and specific alignment of behaviours, goals, and philosophies enables Jd sports employees to direct their efforts in the right direction, deliver the best results, and maintain strong commitment to the organisation. JD sports uses this to demonstrates how employees relate to Jd Sports work culture. Also, it could assist Jd in identifying potential differences between its current and desired work cultures.
 ‘Individuals often have problems consistently articulating what they want from a job. Therefore, employers have ignored what individuals say that they want, instead telling employees what they want, based on what managers believe most people want under the circumstances. Frequently, these decisions have been based on Maslow's needs hierarchy, including the factor of repetency. As a person advances through an organization, his employer supplies or provides opportunities to satisfy needs higher on Maslow's pyramid.” Using the expectancy theory, I’m able to relate it JD reward system as the rewards are long term, worthwhile and promote an achievable and supported improvement in employee’s performance as it doesn’t just benefit them, it leads into the employee’s family members and/or partner.

Etrosun states ‘Organisations must be able to deal with uncertainty while also adapting to technological, economic, political, and cultural changes in order to exist. The primary goal of most organisational development is to assist organisations in adapting to new work life conditions. Numerous studies, ranging from a classical management approach to today's positive organisational approach, show that organisational development that ensures managers and employees perform their tasks more effectively is not an option; rather, it is a necessity for organisations.’































Question 2: Critically evaluate how reward makes an impact on organizational performance using your chosen organization.


 ‘Rewards increases your overall satisfaction on the job. Rewards systems are often implemented within organizations as a key management tool that can contribute to a firm's effectiveness by influencing individual behaviour and motivating employees at work’ (Lawler and Cohen,1992). 

Rewards that are important to employees can affect performance in the workplace as the reward they are receiving is something that the employee values for example, the vroom theory (expectancy theory). so, JD sets out meaningful rewards that don't only reward you but can stretch out to family members. 

Cohen and Lawler states ‘An organisation which is able to tie valued rewards to behaviours it needs to succeed is likely to find that the reward system is a positive contributor to its effectiveness.’

Intrinsic rewards are one of the most important factors that influence an employee's motivation, which has a pull effect on the employee's performance. 

Employee incentives are directly related to employee performance. In contrast, if an organisation fails to reward its employees, it will have a direct impact on their performance. An efficient reward system can be a good motivator for employees, whereas an inefficient reward system can be a de-motivator for employees in terms of low productivity, conflicts, missing work, high turnover, lack of commitment and loyalty, and lateness. As a result, in order to retain good staff and gain a long-term competitive advantage, an organisation must develop a strategic reward system for employees. (Manzoor et al,2021)

When all employees fully understand the company's goals, an employee rewards system is most effective. So, making sure to communicate the nature of your goals and the correlating rewards upon employment and throughout employment is crucial. Creating excitement for the programme among employees keeps it at the top of the agenda, which allows staff to function at a higher level toward achieving your business goals. Employee rewards should be given out on a regular basis to be effective. rewards shouldn't be automatic and expected, which can reduce employee motivation. You can give out rewards privately. Your reward system should reflect the level of productivity of your employees, with the highest rewards going to the most productive employees. You can increase employee motivation by publicly announcing the reward, such as in a news release, or by creating an employee of the month/week which uses individualised rewards. (Reynolds,2016)

Jd offers reward that are long term reward like insurance plans, education reimbursement, Paid holiday, parental leave etc. This encourages employees to be more committed to the company and support the organisations goals and improve on their performance.






































Question 3: Critically discuss the difference between Performance Appraisal and Performance Management and evaluate the methods of your chosen organisation use to monitor employee performance.

Performance management is the process of identifying and measuring the performance of individual and align it with the goals of the organisation. It has five different elements, which are agreement, measurement, feedback, positive reinforcement and dialogue. Performance management defines what high performance is and how managers and their teams should achieve it at the organisational, team, and individual levels. It describes how performance should be measured and the steps that should be taken to compare results to expectations. By defining the performance expectations, the organisation is creating high levels of engagement, motivating people, and enhancing skills through feedback, coaching, and personal development planning as the means of achieving high performance. The aim of performance management is to encourage improvement on performance, so company goals are met. ‘Because of the dynamic, multifaceted nature of modern jobs, achieving performance increments often involves less management of performance and more assistance of performance, by creating the conditions for performance to improve. A comprehensive approach to performance improvement, for example, requires control systems and performance management in order to coordinate goals. However, supervisors have less control over the desired outputs of knowledge-based economies (i.e., creativity and personal initiative). Workplace changes such as decentralisation.’ (Gruman,2011)

Performance appraisal is the regular review of an employee’s job performance and overall contribution to a company. Also known as an annual review, performance review or evaluation, or employee appraisal, a performance appraisal evaluates an employee’s skills, achievements, and growth, or lack thereof. Companies use performance appraisals to give employees important feedback on their work and to justify pay increases and bonuses, as well as termination decisions. (Hayes, 2022)
There are 3 main appraisals, which are:
· Self-assessment appraisal
· Peer assessment appraisal
· 360-degree feedback assessment

There are multiple differences between these two methods for example, the evaluation of an employee's performance is what performance appraisal is all about. Employees are given feedback forms. The manager conducts a final review after the employee has provided self-feedback. Employee competencies such as commitment to the company's core values, ability to take initiative, responsibility for tasks, strengths and weaknesses, skill set and training, and so on are also evaluated during performance appraisal. one of the biggest differences is that performance appraisal is designed by HR.

Performance management refers to the activities and tasks that ensure employees achieve their goals. The objectives must be consistent with the goals of the organisation. When the goals are met, performance management ensures that employees' performance is efficient and effective. furthermore, Performance management takes a holistic approach in that it analyses employee performance while keeping the employee's and the organization's development needs in mind.



































Conclusion

Developing relationship and workplace achievement is crucial in developing and operating a company, in this essay I’ve evaluated the different motivators, reward and performance needed to increase employee performance to enhance company goals. I’ve come to understand how important theses topics are in the workplace as without motivated employees your business wouldn’t work smoothly. As demonstrated, I used journal, blogs and articles to fully assess the evidence and relate to the chosen organisation. JD offers lots of reward and incentives, but I believe there is still room for improvement especially in performance management. I hope that this essay has established the evidence and concluded how relationships are built and workplace achievement can promote better performance from employees.
































Swot analysis & PDP


· Strengths-My strengths in this role was learning how to effectively manage my time, I learnt transferable skills for example, better communication with managers and customers, teamwork, adapting to new environment and job role.

· Weaknesses- Lack of retail experience. As, this is my first retail job it’s a new skill I have to master and learn more about, lack of knowledge of company goals, however after more research and speaking to my line manager so I can learn more.


· Opportunities- Further transferrable skills for example critical thinking, leadership skills, project management. There are also opportunities for progression, my main goal is to become my area’s line manager, and lastly, I can enhance my personal development.

· Threats- Limited progression opportunities so more competition, education obstacles. 


	What are my long-term goals 
	What are my specific career goal?
	What are the key skills need for each of my goals? 
	
What skills do I need to work on?
	What actions am I going to take?
	How long will it take?

	




Promotion to area manager position
	Become store supervisor 
	Leadership skills, better communication skills, Knowledge of company goal and achieve them
	Leadership skills, achievement of company goals 
	Company leadership courses or online courses
	


6 months 

	
	Become team manager 
	Leadership skills, management skills, presentation skills, communication skills 
	Leadership skills, management skills, presentation skills
	Take management course
Ask line manager what responsibilities I can take on 
Volunteer to speak to all of the team to put myself forward to present things to build my presentation skills.
	





1 year

	
	Become area manager 

	Management skills, networking skills, decision-making skills, self-management skills, strategic thinking skill
	Management skills, networking skills, decision-making skills, self-management skills and strategic thinking
	Strategic thinking course 
Volunteer to join networking sessions with line manager
	


2 years 
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