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GXO is a company with over 100,000 employee that provide logistics solutions for multinational companies, they had over 900 warehouse location with ¼ of a Fortune 100 companies being their customers in 28 countries.
From warehousing to distribution, they manage supply chain management for different industries in order to full fill their customers need. GXO vision is to create game-changing opportunities for the world best companies with their high-profile technology and automation to boost safety, efficiency and productivity.
GXO put safety first by taking the responsibility for their employee and inspiring them to create together a safer environment that everyone in the company can work.
GXO recruit individuals who are enthusiastic about changing the world on all fronts. They understand that employing people is only the beginning and their main goal is to establish an environment where every team member may prosper and reach their full potential. They offer competitive pay, career development and opportunities for all employee in order to achieve full potential in an agile, technology-led culture.
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An organization's incentive system, which includes both monetary and non-monetary benefits, has become crucial for monitoring employees' performance. Employee motivation can have a big role in an organization's success. The operation of the organisation will function more smoothly, and its objectives will be more successfully attained, when people are encouraged to work at higher levels of productivity. There are many different types of reward systems, including intrinsic and extrinsic rewards. Therefore, the firm must carefully consider what kinds of incentive systems can spur employees to excel at.
GXO offers Healthcare and wellbeing
· Private medical insurance, employer-paid for professionals and management level.
· Group income protection, employer-paid for senior management.
· Health cash plans and health screening available as voluntary benefits to all employees.
· Cancer cover available as a voluntary benefit to all employees.
· Employee assistance programme, including six counselling sessions for employees.
· Mental health first aiders.
· Financial wellbeing hub.
· Wellbeing app, White calm, available as a voluntary benefit to all employees.
· Dental cover, employer-paid for professionals and management level, and available to purchase as a voluntary benefit, employee funded.
Company car
· Company car policy at manager level or based on job need. It provides both the entitlement to a company car or a cash alternative based on job level.
Holidays
· Core holiday of 25 days annual leave plus statutory bank holidays.
· Holiday purchase is available up to a maximum of an additional five days leave per annum.
Canteen/catering
· On-site services based on the size of the operation and/or location, which provide canteen facilities and appropriate rest areas.
Sport/social club
· Social and sports clubs managed locally across many of the 300 sites.
· On-site gyms in some locations.
Employee recognition scheme
· Employee of the month-style awards.
· Annual GXO people awards and driver of the year, which cover every site and business unit in the UK organisation. It receives, on average, over 300 submission each year across eight key categories that are linked to organisational values.
· Launching a peer-to-peer recognition site in 2023.
Other benefits
· Annual incentive bonus plan for management.
· Voluntary benefits scheme.
· Bikes-for-work.
· Technology discount scheme.
· Mobile phones contract.
· Discounted food and allergy testing.
· Payroll loans.
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A motivated workforce or employee makes sure that everything they do is done with excitement, purpose, and energy. as a person's level of dedication to their job and the objectives of the business. or, to put it another way, how much someone values their employment.
 
When an employee develops an emotional bond with their company and establishes a connection between their work and a greater good. 

A person will perform well on any engagement test if they are proud of their work and the organisation they work for. Now spread those emotions of devotion and pride throughout the entire organisation. An increase in performance and productivity within a workforce has a cumulative effect that has a verifiable positive impact on business outcomes.

Employees who are truly committed to their jobs and the companies they represent always operate in the best interests of those organisations.

A historical legacy in industrial/organizational (I/O) psychology has been a comparative lack of focus on criteria (e.g., Austin & Villanova, 1992; Campbell, 1990a), despite the fact that conclusions about predictors cannot be made independent of the nature and adequacy of the criteria used (e.g., Weitz, 1961). However, Sackett and Lievens (2008) noted that the proliferation of research on organizational citizenship behaviour and counterproductive work behaviour since the early 1980s represents a particularly important development in the criterion domain. 

Within GXO employees engagement has a big impact, making sure that all operations within their warehouses are made safe and with a high level of attention to details .

GXO also install tablets that employees can use to send direct emails to the HR and state their ideas and vision how to do better things and develop the organisation in order to be a better working environment for everyone and the task to run smother.
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In order to achieve the organization's strategic goals, a performance management method entails a supervisor and employee talking regularly throughout the year. In an effort to improve employee performance, performance management is a continuous process that concentrates on elements like planning, monitoring, and reviewing staff objectives. This encourages workers to give their all-in order to advance business objectives.
Performance management does not seek to improve all abilities. Only those skill sets that coincide with the objectives and goals of the organisation are intended to be improved by effective performance management. In order to increase an employee's productivity and effectiveness, it assesses their total contribution to the company. Important career factors like bonuses, promotions, and terminations are intimately connected to this process.
The major objectives of performance management are as follows:
· Defining the company's goals.
· Setting realistic expectations for managers and employees.
· Establishing clear communication between individuals and teams.
· Defining a performance plan by setting performance benchmarks.
· Shape individual training and performance plans.
The two approaches used for conducting performance management are:
-The behavioural method is most effective in circumstances where it is challenging to gauge individual performance. In order to evaluate employees, the behavioural approach finds and measures behaviours. This method is primarily employed when evaluating team members, support workers, and HR specialists.
-Approach focused on results is employed when the result is more crucial than the process. The evaluation of the staff is done using impartial standards. Salespeople, call centre staff, etc. are evaluated using a result-oriented methodology.
Performance appraisal, created by human resources (HR) departments of GXO, help employees progress their careers by giving them feedback on how they are doing on the job. They make sure that the staff members manage and achieve the predetermined goals and provide them with the necessary support by offering advice on how to accomplish the task if they fall short.
GXO can simply decide how to allocate the limited monies available for incentive awards by looking at the top performers through performance reviews. They assist in identifying the worthiest personnel who have made significant contributions to the expansion of the organisation.
Usually, performance appraisals involve supervisors evaluating their staff. However, the term performance appraisal covers the following types as well:
· Self-assessment: An individual rates their behaviour and performance. 
· Peer assessment: An individual's co-workers rate their performance.
· 360-degree feedback assessment: Performance review is collected from an individual, peers, and supervisor. 
Even though the purpose of performance reviews is to motivate staff to achieve their objectives, they frequently contain harsh criticism.
It becomes challenging to distinguish between individual and organisational performance, and many employees express general dissatisfaction with the performance evaluation procedures.
A performance appraisal looks at an employee's overall job performance. The final evaluation identifies both areas of improvement and areas for improvement.
Performance management and performance appraisal are distinct terms. A blend of both performance management and performance appraisal works best for a company’s interests.
Within GXO both performance appraisal and performance management are monitored using computer that show who much work are employee does within the hours. Within the department management staff set different amount of targets that employee need to do. As an example, workers within the picking department need to pick 75 items per hour in order to achieve the target.
Negative part of this example is that employees cannot see how much of the target they did unless they are going to a manager and ask to see it. Seen the target on the devices that they use  in order to scan the items can lead into increase of performance because they know how much left they had to do . 
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Conclusion

Working inside a warehouse may seem as a hard or negative job for some people but GXO make it different because of their strategy which makes everyone feels important and understood. 
GXO providing development opportunities for their employee is a key factor on how people view the job , from a simple operative people have the opportunity to grow in career and become manager or different higher positions within the company that is making people increase their performance on the day-to-day job that they have .
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Personal development plan 
As a part of my PDP, I will start with a SWOT analysis in order to identify and evaluate myself better.
Strengths
-I am working good under pressure.
-I am a faster learner.
-I can achieve targets daily. 
-I have digital skills.

Weaknesses
-I need to improve my punctuality.
-I am overthinking things.
-I leave stuff until last minute.
-I lose focus to quick.

Opportunities
-Develop my career and get a better role.
-Learn new skills.
-Develop a better attitude.

Threats
-People that have previous experience.
-My punctuality issue can put a negative impact on my image.

My goal is to become a manager at my workplace when I complete the University Course,I want to become a manager because this role could impact my life financially and give me different career satisfactions.
Next sentences will be tasks that I need to do in order to achieve my final goal and timewise I should complete this within 2 years.
I need to quit bad habits as late sleeping hour, using too much social media and paying attention to things that can distract me and spend my time without any benefits .
In order to achieve my goal, I need to learn how to manage people, with this in mind I will do my best to accumulate maximum information within the course of management which I already attend.
To retain maximum information from my course I need to be always on time and be fully focused on the task and lecturer that are held in the specific days.
To test my knowledge and information I need to complete the semestrial assignments.
Beside the knowledge that I can acquire from university I need to learn more from real life situation such as discussions with the people that already have a manager role within the company I work for and learn basics staff that make them be suitable for the job. 
To learn what people expect from a manager I need to have straight discussions with different colleagues of mine that will give me a straightforward response about what they think about specific managers within the organization and with this in mind I can see what they do wrong or good.
Digital skills are a key point for every manager for any type of company that they work for , although I already have a high digital skill some software that are specific for a type of management such as warehouse management are not that familiar for me.
In the first place I have to learn the software that my company which I work for use it as management tool, after finding the name and some brief information about it I have to search different type of specific courses that learn you how to use the software or try to apply for a training within the workplace.
 After two years of studying at university, software course and having different discussions at the workplace I have, I will allow myself another year to become a ‘’junior’’ manager and start doing hands on experience that could prepare me to become a manager.
In this period of a year I need to set myself some side goals such as:
-Learning how to spot what people would like to see my doing in order to see me as their manager not someone that just need to ‘’run’’ from.
-How to deal with real pressure. 
-How to motivate staff in order to achieve different communal goals for the organization. 
In this year I have to monthly asses myself and monitor my actions carefully and learn as much as possible because this period will have a great impact on the steps I need to do in order to achieve my main goal.
I have set 3 years because in my opinion it is a reasonable amount of time for me in order to achieve my goal without bringing myself into a lot of tasks that I have to complete in a short amount of time but not with a great understanding.
For me all new knowledge that I acquire I need to give little bit of time in order to settle in my mind, this help me to not quit steps and achieve my goals smoothly . 



[bookmark: _Toc120542798]References

gxo.com. (2021). Logistics - GXO | Supply Chain Management | 3PL Contract Logistics. [online] Available at: https://gxo.com/
Dalal, R.S., Baysinger, M., Brummel, B.J. and LeBreton, J.M. (2012). The Relative Importance of Employee Engagement, Other Job Attitudes, and Trait Affect as Predictors of Job Performance. Journal of Applied Social Psychology, 42, pp.E295–E325. doi:10.1111/j.1559-1816.2012.01017.x.
Barton, T. (2022). The benefits offered by GXO. [online] Employee Benefits. Available at: https://employeebenefits.co.uk/the-benefits-offered-by-gxo/ [Accessed 29 Nov. 2022].
Noorazem, N.A., Md Sabri, S. and Mat Nazir, E.N. (2021). The Effects of Reward System on Employee Performance. Jurnal Intelek, [online] 16(1), pp.40–51. doi:10.24191/ji.v16i1.362.
Winkler, S., König, C.J. and Kleinmann, M. (2012). New insights into an old debate: Investigating the temporal sequence of commitment and performance at the business unit level. Journal of Occupational and Organizational Psychology, 85(3), pp.503–522. doi:10.1111/j.2044-8325.2012.02054.x.
Gupta, N. and Sharma, V. (2016). Exploring Employee Engagement—A Way to Better Business Performance. Global Business Review, 17(3_suppl), pp.45S63S. doi:10.1177/0972150916631082.
Austin, J. T., & Villanova, P. (1992). The criterion problem: 1917–1992. Journal of Applied Psychology, 77, 836–874.
Campbell, J. P. (1990a). Modeling the performance prediction problem in industrial and organizational psychology. In M. D. Dunnette & L. M. Hough (Eds.), Handbook of industrial and organizational psychology (pp. 687–732). Palo Alto, CA: Consulting Psychologists Press.
Weitz, J. (1961). Criteria for criteria. American Psychologist, 16, 228– 231.
Sackett, P. R., & Lievens, F. (2008). Personnel selection. Annual Review of Psychology, 59, 419–450.

2

