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Introduction
My sister is currently employed by Safety Guide Ltd, and I have interviewed her to understand her workplace relationship and work achievements. She has been with the company since January 2020. So, I will be able to have a vivid picture on the impact of the reward system and appraisal system in the organization. 
Background of Safety Guide Ltd.
Safety guide Ltd is a call centre in the field of marketing and advertisement. The company is based in Ashton-Under-Lyne in Lancashire and was established in 2017. The business has been thriving since then. Safety guide Ltd seek all types of businesses to purchase their educational booklets so that they can donate them into their local schools nearby the client’s business. Safety guide Ltd also give their clients an opportunity to support school that family members attend. Safety Guide Ltd then distributes these educational booklets to their local schools with their business details printed inside so that the school can contact them to say thank you.  The organisation works in 5 stages.
· The first stage of process is done by marketing employees whose job is to target and attract customers interest in buying the package. There are of 24 books in a package which an estimate guide of how many students there are per class.
·  Second stage is when employees put the order through ready to be printed.
·  Third stage is when the booklets arrive back from publication and ready to be delivered.
·  The fourth stage is when employees contact the business to let them know booklets have arrived publication and to get a nominated school of them where they want the books to go to.
·  The final stage is when Employees request a payment before they dispatch booklets out to nominated school.
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How a reward makes an impact on organizational performance in Safety Guide Ltd.
Telemarketing and telesales support customer care and increasing sales, which help employees with their job performance, all depending on achieving their prospective sales target. Telemarketing conceivably enlarges consumers allegiance and identification worth that is if it's applied effectively and correctly. Analysis shows that Telemarketing is in favour due to price success, being easy to accomplish, and satisfactory chance to target. The negative side is a Theres the disadvantage of people who will not answer calls because of many reasons. There is also the possibility not finding the right people and complexity. (Rahman, 2014)
High performance is a culture, and the reward strategy starts from the beginning to the end of an employee's journey in Safety guide Ltd. Reward polices are set a certain guideline for decision making and action in Safety Guide Ltd, the organizational performance is expected to manage rewards and angle how they will behave in designated conditions when the dealing with bonus and commissions for their employees and supervisors. According to Kelly Burton (2012) there are many managers today who still believe that money is everything. Majority individual non-financial rewards are recognised as a greater role model and a motivator than hard cash. All this can be attained on one’s own or as a team. Team rewards can be practical and useful because the workers have a connection with the team altogether and that results the teams likely to be more productive. The connection between workers and above management expands rightfully to the company's climate and mood. However, the disadvantages are high performers are demoralized by operating with small performers and conflict might occur, not only that this can put more force on one when other employees are not accomplishing their task. Receiving individual or group rewards both still encourage motivation although some employers spend money a lot on the reward directly. The most regular financial reward is either a cash bonus or a salary raises. Safety guide Ltd uses both extrinsic and intrinsic motivation to motivate their employees. Extrinsic rewards are provided by the company in the form of pay and help to attract and retain their employees for a limited period and Intrinsic is non-financial reward is more responsibility and achievement, the work may have a longer-term and deeper impact on motivation. So therefore, Safety guide Ltd include a mix of extrinsic and intrinsic rewards. Both types of these motivation play a significant role in learning as both drive the human behaviour and it particularly important to Safety guide ltd to use the correct motivation to help their employee perform tasks, even if they do not want to this will help and improve their learning. Some studies have shown when applying extrinsic rewards decrease intrinsic motivation created by an interesting task some studies have failed to support this fact, which is known as the over justification effect. In con, task performance measures indicate that the effects of intrinsic and extrinsic rewards on motivation are additive. (Wiersma,1992). 
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The policy the organization have is, employees not only get paid the national minimum wage but commission and cash bonus. A money bonus is an additional amount on top of their basic salary to uplift employees to effort harder and reach the establishments goals however Some employees feel under pressured to raise up sales figure in the organization. Although employees work in groups to meet targets that are also required to meet their individual targets. Rewards keep up an employee’s undertaking and measure towards things they can personally manage. Managers ensure that individual target are in score with organizational goals, the complete organization will profit from enhancing performance as the reaction of progressive attempt of people motivated to reach their individual goals (Allen and Helms,2001). The design of reward strategies, policies and practices centre on performance and put on of high-performance culture. Staff will be more attached with their position and the organization and prepare them self to exercise productive discretionary effort in obtain their task complete, so it impacts directly to organization. The organization must ensure that they recognize the significance of their effort and are considered the training and direction require to gain their skill to achieve goals and task (Amstrong,2010). According to Allen and Helms (2001) some disagree at which rewards is the best to achieve as organizational performance goals. It seems objective that some rewards are more effective than others and regarding rewards have remained untested, and more scientific research is needed theses workplace areas. Some companies are aiming to identify ingenuity plan that benefits and are informally associates to motivating employees to boost the organization’s performance and suggest it is important to merge and combine rewards with any organization with the process of performance clarity and their measurement.
Performance appraisal and performance management.
Safety Guide Ltd have introduced an innovative approach to their performance management system in place, staff are required a formal training program so that it supports their employee satisfaction and business performance. Job satisfaction leads to improved productivity. Happy and co-operative employees will respond to highly competitive environments. Safety guide Ltd creates a context where employees would find it difficult to leave the organisation and they encourage employees to work towards improving the organisations since the cost of leaving the organisation would be prohibitive. It is particularly important for organizations like Safety guide Ltd to enlarge a drive that will enable the manager and team leaders to persuade their employees go towards the achievement of their organization’s goals. Along with this position, motivational and merchandise practices are alike, mainly if we contrast motivational and marketing practices. (Shultz, T., 2014).
Safety Guide Ltd define their goal and objectives very clearly from the start of employment. They appraisal process is a consist of both positive and negative appraisal comments. The employee's performance appraisal is reviewed and evaluated for every employee as they believe that all their employee is the biggest asset of Safety Guide Ltd. The management explains to their employees that the appraisal system is not only done to find faults or only appraisal but to conduct feedback of where they can improve and where they are excelling.
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 The management performances are dealt by the company's human resource department in Safety Guide Ltd. HR practice is getting into depth with their employees as they face lot of issues like ensuring employees don’t quit their jobs, interest of dealing with distinct cultural people, controlling work force diversity, technological and informational changes to get the better of these challenging training. HR must motivate employees from monetary and non-monetary techniques.  performance appraisal and employment expansion plans which intend to be handed down in the organization to bring down professional mobility. (Srivastav and Agarwal,2012).
The human resource at safety guide Ltd is made of 2 people in this organization due to being a small business. They get managers and leaders to update them on each employee on 11 area of improvement. The managers assign this over to the leaders as they inspire the employees more than the mangers. According to Birkinshaw (2010) leaders have group impact perturbed with the characteristics, style and behaviours that causes employees to go after them and they can deliver good, blended experience, also majority employees prefer to work with leaders than managers. Leaders than deliver to managers followed by HRM who then randomly picks out an employee during work hour to discuss how they think the work performance is going and if they are progressing or not, this also gives the employees the opportunity to give feedback. They must make sure they obtain a healthy work environment and allow each employee to share idea and opinions, this done when they call out each employee's individually to give feedback. Safey Guide Ltd believe it is important to able find new and innovative solution to a problem. That can be between a customers, colleague, or management. They will see if all in managerial [position is maintaining a culture of transparency and relevant information and knowledge across all levels of the company. It is important for mangers to constantly guide employees to reach their target goals. They will be giving feedbacks on employees as well as the employees will have the same opportunity.
The 11 areas Safety Guide Ltd use to assess their performance management and appraisal for each employee are Attendance and punctuality, Innovation and Creativity, Collaboration and teamwork, Time management, Customers Experience, Problem solving, Work Ethics, Productivity, and Interpersonal Skills. In Australia operations Call Centre which all planned and reactive maintenance on a work-based training program where each candidate receives mentoring from the facility management company’s operations centre staff. Program also incorporated work readiness training which focussed more on the soft skills associated with confidence building, self-esteem and providing mentoring support (Loosemore, Osborne and Higgon, 2020) 
The role and importance of employee engagement in Safety guide Ltd.
It is important for employees in safety guide Ltd to have a persistent goal direct behaviour so that they can build up the strength and perform better at their position when at work. In modern Marketing companies today, managers motivate their employees to achieve its aim of ambitious standards and ongoing improvement so that they benefit in their business growth. There are many theories that help to describe motivation. The 2 that have been proven are Maslow’s hierarchy of needs and Herzberg’s two-factor theory.
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Motivation is one of the ultimate crucial factors influencing human conduct and performance. The require for motivation stems from the require for to keep a floated and motivated employee help organization to pull through. (Lindner,1998). Safety guide Ltd strongly believe motivated employees are more productive. So, managers need to motivate their employees as it is the compound to achieve the ideal performance that the business seeks to. Managers then identify these factors that motivates their employees taking in account respect to the roles they play and perform. Business managers have a great desire to have employees that have a high-performance level, and they therefore influence these factors and motivate their employees so that it results a higher level of productivity. Employee motivation is one of the key reasons of success in today's workplace environment and Herberg two factor theory explains to us why an individual acts the way he does when it comes to work performance. (Fareed and Jan 2016)
Source: Lumen Introduction to Business (2017).
[image: ]
The theory states several reasons that cause job dissatisfaction and satisfaction and its emphasis on recognizing everyone is needs and their strengths. The theory identifies the purpose of satisfying these needs. Herzberg’s theory designates the factors, which affect job satisfaction into hygiene, and motivational factors. The hygiene factors such as employee's relationship and job security can lead to job dissatisfaction. Whereas the motivational factors such as promotion, growth, work, and responsibility lead to job satisfaction. Hygiene factors specify aspects of work, which retain employees from being unhappy or dissatisfied. As for the motivational factors it specifies aspects of work that provide the employees from the feeling of being content and happy(Alfayad and Arif,2017). Among the content theories, Herzberg’s two-factor model and Maslow’s need hierarchy approach are extremely popular. Maslow strongly believes that there exists a hierarchy of needs, and a one should get motivated to place them in the order of the hierarchy. Herzberg’s two-factor theory describes the elements that affect the work pleasure instead of one's actual needs (Herzberg et al 1968).
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Source: Fusion Marketing Partners (2021)
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So many telesales staff are frequently leaving in Safety Guide Ltd some Scholars in organizational behavioural research believe that the main reason for an employee to leave their organization is that the demand is not being met. Maslow need hierarchy theory may help us better understand the individual needs of telesales employee and provide guidance on turnover management. All employees need to seek opportunities for their own personal development and growth, these needs to provide the basic components in motivation. People often show what their want in the configuration of complex goals which can include combination of the basic needs. When an individual is promoted, they have the chance to obtain more significant rewards in some form of pay and gain new opportunities to develop their talent. (Hong,2019) 
The Maslow’s hierarchy theory helps to understand and recognise what's motivating people. The fundamental of the theory includes the idea that humans have certain basic needs, which need to be satisfied before other. From looking from start to finish of this hierarchy of needs everyone should understand better why people get frustrated at work, with customer relations and with their family lives. In Safety guide Ltd bonuses, commissions and salary encourage employee's achievements and the significance quality of the important goals. This also allows functioning individuals and groups to the right way with the correct planning. Extrinsic rewards will support people to be more focused so that they can concentrate on tasks that are more urgent. It's necessary for employers to treat motivated people with a reward to satisfy all types of needs. Intrinsic rewards are connected to the content of the work, such as the number of work tasks, how challenging it is and how much of the work is independently completed. These are all feelings that can be seen as positive attitude towards work duties and have the correct work attitude, all these comes from each individual h and affects everyone within the whole work atmosphere. 
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Extrinsic rewards contrastingly can be taken from the workplace environment for example external support and recognition from a job that is well done, salary, getting noticed for their part in the organization, and giving the opportunity to take part in different tasks, and finally thanking the individual for all their work and efforts.  According to Kuivaniemi(2013) to encourage a motivation behaviour towards employees' engagement, one must remember that external and internal rewards do not exclude each other, usually they are the same although sometimes one can rule out the other. Employees with separate roles and personalities have different importance and motivation bases which can differ quite radically between people.
 Development needs of an individual working in safety guide Ltd.
Swot Analysis. 
I am going start with making a list of words that describes my sister who currently is employed by Safety Guide Ltd. I will look at all characteristics that comprise her strengths. One her greatest strengths is she loves their work and intends to continue. Learning to follow her satisfaction should be a critical component of job itself. She strongly believes nailing down her experience and knowledge will lead her to having career being completed and will result in exploring and developing her interests, skills, personality, learning style, and values at the same time. I will assess her weaknesses and strengths, considering what needs the organisation might look for in the areas she could adapt upon and develop on. It is necessary to look at all the areas so that she can plan her journey and able to see her strengths clearly, but she might not be able to see her weakness. From this swot analysis I will have a structured map showing how to take advantage on all her strengths and minimize her weaknesses. So therefore, I will look over their strengths, weaknesses, threats, and opportunities and then use that information to plan how to improve her job performance. (Hansen and Hansen, 2007).
	Strengths
	· Have a depth knowledge on the product.
· Flexible.
· Personnel characteristics.
· Creative and innovative
· Quick learner
· Transferable Skills
· Excellent communication skill
· Task organisation skill
· Loves working towards targets.

	Weakness
	· Weak motivation at times
· No technology knowledge
· Weak interpersonal skill
· Missing expertise in some areas.
· Easily bored with routine work
· Poor computer skills
· Lack of work experience

	Opportunities
	· Promote to team leader for sales.
· Buy shares in the future.
· Better earnings prospect like bonuses and commissions.
· IT training programs
· Strengthening sales skills
· Utilizing skills in diverse ways
· Communicate with other businesses. 
· Gain knowledge on telemarketing.

	Threat

	· If promoted cannot achieve bonuses on sales.
· Experienced staff training joining the company.
· Little experience of telesales
· No long holidays
· Limited positions in the company.
· Targets might not be made.
· Competition with other employees.
· Changes in regulation can impact the company sales figure.
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The place to start to develop a telesales strategy is to understand what this salesperson is good at the workplace, as this an advantage of what we will do well and build on it.so we look at the strengths followed by the employee weakness. Most sales managers will identify the weakness as it is important to understand where the employee's weakness exist and to look at ways to strengthen them. Both are internal factors that support a sales employee to have control of their position at workplace environment. Then will look at the opportunities that are around the workplace it is up to an employee to see this with their own vision which will encourage them to be more motivated, however every opportunity comes with a threat. Both are external factors and have a major impact on one's motivation towards their work.
PDP Table 
It is important to plan the journey of one's career, so it builds up on their expertise in a reasoning way for them to accomplish a range of different objectives throughout their employment journey. Motivation will help most employees to climb up the ladder of success. For employees do this successfully they need to be able to track their progress that is why it necessary to have a personnel development plan prepared (PDP) this is a remarkable tool and is useful in for the growth of career development. Most people find it easy to use as the beginning insight as a tool as it structed with detail and is very complex. The Personnel development plan has substantial prospective in assisting development providing most acknowledgement of conditions is met and if there is any need to make sure individualisation, help and additional evaluation is necessary (Bray and Boon, 2011).
I have added in SMART goals when preparing this PDP for my sister so that that it supports my sister to draw up and target on her approach to advance skills that relate to the solution of her employment performance.
	What do they want to learn?
	What do they have to do?
	What support and resource will they need? 
	How will they measure success?
	Target time for review

	
Understand the telemarketing and telesales strategy.
	Strengthen these skills at your own spare time to gain more knowledge and confident.
	You tube and online videos.

	Monitor their sales figures at the end of the week to see if it is helping.
	Every Friday.

	
Learning computer skills.
	Practise at outside work time or watch your tube to understand how programs work at workplaces.
	IT training Programs or workshops.

YouTube and online programs.
	Feedback from program and or workshop.

Use it on workshop and workplace.
	Every 3 weeks

Every 2 weeks

	Learn more about Safety Guide Ltd product.
	Need to search and approach business that can benefit from this product.
	Look on data that is available online.
	They need make list of all the businesses they make calls to and then measure to see if their research was successful or not.
	Every Friday.

	
Earn bonuses and commissions.

	Need to go over their target sales.

	Extra hours and additional trainings.
	Feedback from safety Guide Ltd.
	End of each month.

	How to promote to team leader.
	Need to have experience and show motivation.
Ask Safety Guide Ltd for extra support or further training.
	Online courses, workshop, or educational training courses
	Gain qualifications which will support future employment too. Safet guide Ltd will give you experience and prepare you for the next stage.
	In 12 weeks.


Conclusion
By producing this PDP, I was able to see a vivid structure on how my sister can improve her performance art Safet Guide Ltd, I was able to identify the areas for improvement, set some goals, measure her progress, and then help her to outline a strategy to achieve these objectives. By looking at the PDP table we can see there are so many initiatives in the field of motivation. Gaining experience in the workplace field is a crucial factor of success. My sister intends to work part time so that during her free time she gain that experience and workplace knowledge to aid her when employed at Safety Guide Ltd. With so many initiatives in the workplace the PDP focuses on a particular type of learning needs such as the employee performance at work. Skills that are developed can result to broader learning which is important when continuing a professional development at the workplace as it provides a visual outline of one growth in experience and skill. I think the employers of Safety Guide Ltd should share learning goals and success criteria explicitly with their staff so that can promote and not only receive bonuses and commission as they will get bored in the job itself. All employees can set goals for themself and able to understand their role and its importance of employee engagement. Monitoring your own learning can become a   powerful tool to promote any kind of learning. (Earls,2013)
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