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Introduction
The organisation is composed of various vital elements that work in collaboration for completing the day-to-day task, necessary to achieve end objectives to show remarkable business growth. The organisational structure consists of managers, leaders, employees in the finance department, employees in the service and sales department, and other workers that may contribute through their services in an organisation. Managers are responsible to gather all the employees and train them accordingly in order to complete given tasks alternatively resourcing to enhance the business development of an organisation (Avery, Smillie, and Fife-Schaw, 2015). This report will illustrate and contributes to having knowledge of factors that are used to motivate employees in order to improve productivity within the workplace. It will also show the evaluated performances of the employees after providing the motivational training. The importance of rewards on the performance of employees and on the business growth of an organisation will also be discussed. Along with all this information, related theories and a personal development plan will also be explained. 



[bookmark: _Toc78486035][bookmark: _Toc78486693]Methods Used to Monitor Employee Performance 
Employee performance is essential for meeting the goals of an organisation. Employees are core elements for the optimal success of an organisation. Employee performance needs to be monitored for maintaining effective performances in an organisation. Employers monitor the performances of the employees by evaluating the skills and capabilities or past achievements of employees. This monitoring is made in the form of notations, checklists, and reports at regular intervals. Nowadays employee performance monitoring software is installed that tracks the activity of employees on their computers while on the other hand, project management software is also used to keep employees on track, another monitoring technique is that only a specified employee’s performance is evaluated at a time, or managers should initiate a programme of daily or weekly planning sessions in order to communicate expectations and many other tools and techniques are used. In FYFFES GROUP, employee’s attendance is recorded through a face recognising machine it bounds employees to check-in on time whereas performances of the employees are monitored by keeping track of their computer systems. Monitoring of employees is necessary for the productivity of an organisation (Li et al., 2018). However, some of the companies have a system according to which the performance of the employees is monitored through the completion of the daily given tasks, if the daily given tasks are completed at the end of the with high-quality then the employee will be regarded as a high-performance employee and contributing more in the productivity of an organisation. 
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In an organisation such as FYFFES GROUP, newly hired employees are provided with orientation and training to get a better understanding of the job-related responsibilities and the culture of an organisation. While on the other hand, existing employees are arranged with the training and mentoring sessions, mainly discussing the new and innovative business trends and also helps employees in personal and professional development. There is a number of ways used by FYFFES GROUP in order to motivate their employees to show better and enhanced performances. The organisation motivates employees to work in a productive manner by creating a positive working environment, holding discussions with the working team to form a development plan, also rewards employees to increase enthusiasm, or by encouraging the working team to work in collaboration, by arranging mentoring programmes and by promoting E-learning (Norton, Parker, Zacher and Ashkanasy, 2015).
 Motivational factors are basically intrinsic factors that contribute to job satisfaction, such as rewards or recognition, achievements, type or nature of work, assigned responsibilities, growth, and advancements. There is a number of motivational strategies used by FYFFES GROUP to shape effective management. In order to keep employees motivated in an organisation employers must involve employees in decision-making, provide basic rights to the employees, have trust in employees, hold clear and transparent communication with the employees, set easily achievable goals, recognise good quality performances of employees and give reward to them, and request employees to establish frequent feedbacks for the sake of betterment (Liu et al., 2016). Employees must also put in their extended efforts to meet the demands of an organisation that may also benefit them in improving career and personal development. Motivational programmes arranged in an organisation mainly focus on improving the skills, abilities, and qualities of employees that may resource to meet the business objectives of an organisation to show optimal success.
 Motivated and satisfied employees show enhanced and better performances within an organisation that may result in productive growth of an organisation (Malik and Kanwal, 2018). In addition, some other factors that motivate employees to show better performances include recognition, responsible leadership, career advancement, as well as the nature of the working environment. However, employees are fond of being recognised and for this purpose, they show high-quality performances within an organisation. 
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Employee motivation is significant to the success of organisation success. Employee motivation is basically a set of energy and the level of commitment that employees bring in daily tasks. In the absence of less motivated workers, the organisation will show decreased productivity and will fail to meet the end objectives that are necessary for business growth and development.  In order to increase productivity and find ways to improve business growth organisations must invest in their employees and motivates them through various techniques (Mostafa, Gould‐Williams, and Bottomley, 2015). In addition, motivated employees show boosted energies and put in their extended efforts to meet the goals of an organisation. 
Employee motivation plays a great role in collaborating and associating employees in the same room and making them capable enough to work on similar goals while performing distinct tasks. Motivated employees are satisfied with the job roles and the environment of an organisation, also more prone to build healthy employee relations for the sake of completing the assigned tasks. Employees are satisfied with their job roles and motivated to put in their 100 per cent efforts to build up effective management and productive environment of an organisation. FYFFES GROUP arranges mentoring and training sessions headed by managers and leaders to provide guidance to the employees while enabling them with various innovative skills that resource in motivating them to put in their maximum energies in achieving end goals (Barrick, Thurgood, Smith, and Courtright, 2015). 
 FYFFES GROUP also shapes other motivational strategies for the business productivity as well as for the personal and professional growth of employees by recognising performances of employees and rewarding them accordingly either through appraisals, promotions, shields, certificates, additional benefits, paid holidays, or a vacation package from the company. However, better performances result in increased productivity and subsequently lowering the costs of production. These techniques used by FYFFES GROUP benefit them as their employees feel appreciated and being recognised which also leads to better productivity and increasing the loyalty of employees within an organisation. “It is often said that a motivated employee is a productive employee” (Saeed, 2018).  
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The reward is an encouragement plan to support the desired behaviour of employees or employers In regards to their services for the organisation. The primary objective of an organisation is to persuade, attract or motivate employees to improve retention of high-performing employees in an organisation and decrease the turnover of employees. Rewards are given in return for good performances in the shape of promotions, appraisals, shields, awards, certificates, promotions, incentives, holiday benefits, and other additional benefits. Every organisation has its own strategy of rewarding employees. FYFFES GROUP is an organisation composed of high-quality employees constituting effective management. Major categories of rewards are either intrinsic versus extrinsic, financial versus nonfinancial rewards, and performance-based versus membership rewards (Murphy, 2015). 
 These rewards have direct effects on the performance of an organisation and these rewards systems are formulated by almost every organisation to empower and motivate their loyal and hard-working workers to maintain and further improve their performances for the optimistic business development of an organisation. Furthermore, many models and theories are proposed for the better understanding of reward system that people or employees are attracted or pulled towards actions or behaviours that may lead to achieving reward alternatively pushing away employees’ behaviours that might lead to harmful significances (Hoole and Hotz, 2016).  Rewards are either tangible or intangible, subsequently, tangible rewards are given in the shape of vacations, money, or another materialistic object while on the other hand, intangible rewards are in the shape of non-materialistic objects such as certificates, shields, and appreciation mail. However, the best way to reward employees is to give them some extra bonus, vacation, or holiday package according to their performances, this might result in the most effective way of rewarding and alternatively motivating employees for future development.
 The Reward system is built on five basic pillars named benefits, compensations, career development, flexibility, and performance recognition. FYFFES GROUP has shown increase business performances by rewarding their employees more and in an advanced manner that resourced them to gain optimal success (Gil and Mataveli, 2016). 
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Performing appraisals are referred as to identify, evaluate and develop the work performances of employees in order to achieve the business targets. Performance appraisal provides each employee with their past achievements and performance regarded feedback. It also evaluates performances and suggests employees with modified or changed behaviours in order to reshape their working habits. In addition, performance appraisals also enable managers with the data or past performances of the employees according to which future tasks will be assigned. In other words, performance appraisals are basically a regular or day-to-day review of the employee’s work performances along with the overall contribution of employees in an organisation. 
Performance appraisal is also known as annual review as it identifies and evaluates skills, growth, and achievements of employees within an organisation (Aguinis, 2019). The key role of performance appraisal in an organisation is to enhance the quality of work, speed up the procedures and performances of employees, dependability on each other for the completion of tasks, flexibility in the working environment, and most importantly to achieve revenues per year. FYFFES GROUP improves the performances of their employees by providing them training headed by leaders and experts who enable professors and other staff with skills that might help them in completing their tasks more effectively (Gerrish, 2016). 
While on the other hand, performance management is an ongoing process to hold regular and deliberate communication between supervisors and employees that happens throughout the year, in order to follow a strategic plan shaped to achieve the targeted objectives of an organisation. In addition, performance management keeps a record of past and future performances of employees and also suggests techniques that might help in meeting future goals. The main focus of performance management is to enable employees with training and developing programmes that may benefit both the employers and employees (DeNisi, and Murphy, 2017). Performance management allows managers to point out the problems and work on them meanwhile keeping the working team on track and motivated. Organisations make performances of their management effective by engaging their employees and motivating them to show put in extra efforts to meet the assigned goals. 
[bookmark: _Toc78486040]Performance management not only works on the betterment of employees but also boosts up the profits of the company while keeping everyone happy and satisfied within an organisation. Furthermore, performance appraisals and performance management are similar yet different in some ways as performance appraisal is mainly focused on identifying problems regarding the employee performances and overcoming those issues while on the other performance management reviews employees’ performances as well as problems related to organisations and find out ways to overcome these problems to achieve the targeted goals of an organisation.



Personal Development Plan 

The personal development plan is formulated on the basis of values, awareness, reflection, goal-setting for the purpose of career or professional development. Such a plan is mandatory to identify personal weaknesses and find better solutions to overcome weaknesses and turn them into strengths. PDP also illustrates existing personal skills and capabilities while elaborating a guide in order to achieve much advanced and required skills and capabilities necessary for professional and career development. 
[bookmark: _Toc78486041][bookmark: _Toc78486698]Personal Development Plan
	Present Situation
	What professional progress activities are you previously working on?
1. The betterment in the technical skills.
I am able to work on the latest software but my aim is to tackle the fresh software with ease. I lack the appropriate knowledge about the new software. The different responsibilities of software that should be completed in the software. There is requirement for assessing the data and information regarding the different and the efficient software. Though I have already improved but there is need for little improvement. I have learnt through the seniors and with guide from the coaching centres.
 



	Career Aims
	Write the 12- month Career aim. 
1. Betterment in the communication skills.
2. Betterment in the skills for risk management.
3. Be able to communicate with the team members.
4. Be able to handle risk without feeling confused.
5. Improve the relationship between me and my team members.
6. Attend seminars, read articles and have aid of the seniors.
7. Improvement in performance.
8. To be able to take the efficient decisions.
9. To manage risk but it is necessary to improve the forecasting skills to be in order to manage risk.
10. Gain experience related to industry.
11. Improve the time management skills.


	Skills Gap
	What resources, skills and knowledge are required for attaining the objectives of the career?
The skills gap includes the shortage of knowledge, which is important for the sustenance of performance (Rimmer, 2018).
The skilled workers are lacking for the emerging and new positions. There can be shortage for the greatly skilled workers for fulfilling the present positions and roles. There is lack of the low skilled employees at increasing wages. The skills that should be in the employees include the technical skills, financial skills, administrative skills, management skills.  Other skills include project management, adaptability, communication, conflict management, strategic thinking, negotiation.

	Actions
	What tasks will you complete for addressing the skills gap?
Knowledge can be attained through reading journals, articles, attending sessions and researching along with operating consciously. To learn the advanced skills and technical knowledge for doing my task in a better way. Meticulous research is necessary, development of better practices and habits. Getting admitted into the technical workshops and classes, volunteering for projects that involve technical skills, practising what has been learnt. Taking classes for communications skills. It involves management of social media, cultivating self- awareness, strategies for the decision making abilities.

	Time Frame/ Evaluation
	Time frame for renewing the plan.
The time frame for renewing the plan is about 6 months. The activities will take time for completion. The progress can be seen as time passes (kawi and Anwar, 2019). It is necessary to give the priority to the development plan and letting progress take place. It is necessary to take out time for the plan. The skills will be refined un consciously as well as consciously. Thus, it is necessary to set time for reflection in order to know what have been achieved through practise. The review of the plans and the goals can become the regular basis in the direction of success.





Organisations are framing strategies and development plans that are entirely focused on enabling individuals to grow their skills and develop such capabilities and learn tools or techniques required for the successful business growth of an organisation. Organisations make this strategy functional by providing training and mentoring sessions to employees to be more productive and affluent in an organisation which contributes to developing career and personal development of the employees as well as helps in developing business growth of an organisation. 
However, there are a number of theories and models proposed for a better understanding of workforce development. In addition, employees are rewarded with appraisals and provided with training and personal development sessions to enhance their skills and gain knowledge regarding innovative business trends that might help in showing advanced performances (Lejeune, Beausaert, and Raemdonck, 2018). Employees are provided with the appraisals arranged after the thorough meeting between employees and line managers discussing recent achievements and other initiatives that need to be taken for meeting the future objectives. Such performance appraisal programmes are arranged to figure out the gaps in performances and the achievement of goals and objectives of an organisation. 
While on the other hand, personal development plans are regarded as action plans or working documents actively used by employees and line managers in order to ensure that the employees are growing personally and developing new and advanced skills that might help to show better performances and enhance the ability to achieve more in the workplace and contributes in meeting the objective goals of an organisation (DeNisi and Murphy, 2017). Furthermore, performance management is referred to as the process of establishing a working environment in which employees are enabled to show their best performances. Performance management is a view of the whole system that starts when a job is well-defined as needed.
  Employee performance and management development is a continuous communication strategy that helps to assist the working team in adapting or achieving the required behaviours and show results through meeting the expectations of organisations through well-defined performances. Healthy and balanced relationships and communication on a regular and deliberate basis between employees and their employers may resource to result in effective management. Some models and theories are also available which give a more clear and precise understanding of personal development and its positive impacts on workforce development planning such as Herzberg two factor theory and Maslow's theory. In addition, Herzberg two factor theory states that there are certain and determining factors in the working environment that causes a feeling of job satisfaction along with the set of factors that alternatively causing dissatisfaction of job, while all of such factors act independently of each other within the workplace (Kotni and Karumuri, 2018). This model can be used by organisations and enabling employees to share their ideas and concerns with the managers and supervisors. 
In addition, this theory will help out an organisation to motivate their employees to show better and advanced performances and also focused on resolving the concerns of employees to provide them job satisfaction that directly promotes business productivity. While on the other hand, Maslow's theory illustrates five factors related to the needs of employees and stresses on fulfilling these factors in order to provide job satisfaction to the employees. Such a theory is implemented in an organisation to identify the factors that might help to motivate employees while keeping in view that there are needs that are fulfilled (Suyono and Mudjanarko, 2017).  This theory can be implemented in an organisation and is more related to the organisational theory as both of these theories are related in determining the needs of employees and the level at which these needs differ, all these factors are important to shape effective management. 
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Therefore, the report concludes that healthy and balanced working relations promote the business growth of an organisation. Newly hired and existing employees are enabled with orientations and motivational training is provided to both new and existing employees for the betterment of future performances. Training and mentoring sessions are proved to be essential for enhancing the performance of employees within an organisation. Employees working in collaboration in order to complete given tasks necessary to achieve business objectives that show up optimal success. High-scoring or employees showing advanced and high-quality performances are rewarded with various benefits and their performance is recognised to motivate them to maintain such performances that may have positive effects on the business growth of an organisation. Employees are either rewarded with appraisals in their salaries or promotions at higher designations. Organisations adopting such approaches to invest in their employees show remarkable business growth. FYFFES GROUP work according to planes strategy mainly focused on enhancing employees’ relations and shaping effective management (Kutsyuruba, Klinger and Hussain, 2015). A number of theories are also discussed such as Herzberg two factor theory, Maslow's theory, etc for the better understanding of performance and personal development plans of the employees. As both of these theories are more related in providing motivation to the employees meanwhile fulfilling their needs to provide them job satisfaction and alternatively enhancing performances to shape effective management.  
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