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Executive Summary
        Captify is the largest holder of first party search data of consumers outside of Google and their intelligent business advisory program enables many companies to adopt intelligent decision that enable them to gain a competitive advantage in the market they  are operating in. The most update for Captify is that the company gathered investments of $15 million and is being supported by few multinational-organisations. The report is focused towards assessing different areas including assessment of the potential benefits to Captify in enhancing employee, managing employee expectation with regards to their personal development, development methods in Captify for the development of an employee, and personal development plan for employees
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[bookmark: _Toc25780045]Introduction
	In the 21st century it is important for organisations to develop and maintain an effective relationship with their employees in order for the organisation to be successful in achieving their goals and objectives. Due the various changes in global economy which includes competition with other companies, restructuring of internal hierarchy, down sizing of different companies, has led organisations to realise that the current workplace policies needs to be changes in order to satisfy the demands of the employees and increase employee retention rate (Van der Walt and De Klerk, 2014).
	Adam Ludwin and Dominic Joseph established their company in 2011 known as Captify. It is a UK based company currently employing more than 200 employees and during their initial year of business the company achieved a profit of £1 million and by 2015, the company had an increase of revenue by 300%. Captify is the largest holder of first party search data of consumers outside of Google and their intelligent business advisory program enables many companies to adopt intelligent decision that enable them to gain a competitive advantage in the market they  are operating in. The most update for Captify is that the company gathered investments of $15 million and is being supported by few multinational-organisations (Captify, 2019). 
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[bookmark: _Toc25780046]Critical Assessment of the Potential Benefits to the Organisation in Enhancing Employee
	The concept of work is extremely important in developing and enhancing the economy of any local government and it also plays an essential role in maintaining the mental health and wellbeing of the employee as well as their families. Many employees have 
reported that a cooperative working environments benefits them in minting their mental health since the company is providing them the necessary needs and is also listening to the suggestion they make in order to improve the working environment of the company as well as gain benefit for themselves (Chen and Cooper, 2014). Companies that have an efficient workplace environment that conforms the quality standards of the employee depict that the company has greater workplace efficiency and employees strive to work hard for that company so that they have a competitive advantage in the market (Davenport et al., 2016). 
[bookmark: _Toc25780047]Expectations and Requirements of Employee
	The expectations and requirements of employees is different for each individual that the company hires, but it is important to note the basic benefits provided by the company to all employees that makes the employee join the company in the first place. Captify offers its employee some basic benefits which are as follows; almost all organisations offer annuals to their employees which can range from anywhere between ten days to one month. Captify also offers competitive annual leaves to their employees so that they get the most out of their off-days and join back to the company with a fresh mind. Furthermore, regardless of the leaves they have taken, Captify always offers them an off-day on their birthday which further increases employee satisfaction. The flexible working hours in which employees can work anytime they want whenever they are feeling productive. The company continuously trains 
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their employees so that they up to date with the latest trends and technology. The company free breakfasts, beverages, fresh fruits and snacks which further improves the satisfaction rate of their employees (Captify, 2019). 
	Apart from all the benefits provided by the company there are still many aspects which they can consider in order to further improve and fulfil the expectations and requirements of their employees. The company can adopt the McClelland’s Need theory 
through which they can assess the needs of their employees and act accordingly. 
[bookmark: _Toc25780048]McClelland’s Needs Theory


	An American Psychologist, David McClelland, developed his theory of motivation in 1961 whereby he discusses that there are three basic needs of the employees that are the factors of motivators for them in order to be successful. The three needs are as follows: Need for Power, Need for Affiliation, Need for Achievement. He further described that the levels of these needs vary from each employee and also depends on the society they are working in 
(Thiagaraj and Thangaswamy, 2017). Further discussed below are the factors of this theory;
3
	Need for Power
	The need for power within an employee represents their desire to have control over a situation or task or be in charge of a team or a department. The need for power arises when employees want other to accept their decisions and suggestion and they are followed with the department or team they are in charge of (Kukreja, 2019). 
	Need for Achievement  
	The need for achievement in employees relates to employees being expert or having expertise in an area and through this expertise employees are able to achieve success and increase their confidence by showing their talent in the company. McClelland developed a set of factors which depicts the need for achievement in an employee; (1) the need for achievement is displayed in employees when they contribute to situations where they can handle the roles and responsibilities of the task assigned and are able to find solutions to the problem at hand. (2) Achievers are able to set goals of achievement and that they are able to take calculated risk. (3) Such types of employee want solid feedback on the work they have performed (Pardee, 1990).
	Need for Affiliation
	The need for affiliation arises when the employees are more cooperative of each other rather than being competitive. They need to feel like they belong within the organisation and the group they are working with. If employees feel like they are a part of the company and that the company is also making efforts to conform to their requirements, then the employees will also strive for success and motivate themselves to fulfil the objectives of the company (Mulder, 2019).
	The company, Captify, can employ the use of this theory to motivate their employees 
and analyse which employees have the need for power, the need for achievement and the 
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need for affiliation so that the company can cater to the requirements of each employee and act accordingly. 
[bookmark: _Toc25780049]Guiding Employees to the right path through career development
	The study of Napitupulu et al., (2017) describe that the concept of career development of an employee is mainly associated with the work experience they acquire throughout their 
job and that the career development of an employee involves a long-term prospect that 
involves viewing the satisfaction and performance of the employee as well as keeping in check their effectiveness in their career that would enable the employee to be promoted to higher positions. It is important to note that the management of an employees’ career has an impact on the commitment of an employee to their work and that the career development system of an organisation plays an essential in shaping the career of the employee so that they are able to provide a competitive edge to the company from its competitors (Weng and McElroy, 2012).  
	The study of Karatepe (2012) and Okurame (2012) test the relationship between the performance of employee and their career development and that their results show that there is a significant relationship between the two factors and there is high chance that the career of an employee is developed by an organisation if their work performance is high and effective to the methods of the company. Ko and Smith-Walter (2013) argue that in order to develop the career of the employee and guide them to the right path that conforms to the aim and objectives of the company, the company needs to provide a cooperative environment of work that enables to enhance the affective commitment of the employee. Furthermore, the study of Arshadi and Hayavi (2013) depicts that the support of the company on their employee has direct effect on their performance and the findings of Chiang and Hsieh (2012) show that company support has a positive effect on the psychological behaviour of the employee.
[bookmark: _Toc25780051]5
Managing Employees Career Development
	Davis (2015) highlights some of the strategic methods which organisations can employ to manage and develop the career of an employee. He writes that the career development of an employee begins at the phase of recruitment whereby the company shows the employee the paths of career development the employee can take in order to increase the
skills of the employee and have them promoted to higher ranks if they are performing on the requirements of the company. Secondly, companies should have an open communication method which would enable the development of an employee from entry level. Having effective communication with the employee will enable the company to be knowledgeable if they are on right track of their career development strategy. Third, organisation should facilitate career change within their organisation structure that allows employees to switch their careers in areas they have expertise in and can achieve higher performance (Davis, 2015).
        The theory of social exchange depicts that it is a process where both concerned parties negotiate their terms and conditions and that both parties take responsibility of each other and are strongly interconnected with each other. In other words, organisations need employees who can work for them and enable the company to achieve their aim and objectives. Consequently, employee who joins an organisation seek that the company provides them with the basic needs that enable them to support their families and that the company has laid various methods for the development of the employee’s career so that their skill set is enhanced and they achieve success in their life (Almaaitah et al., 2017). Furthermore in the study of Almaaitah et al. (2017), the authors discuss that the employee will form good relationships with their immediate supervisors, colleagues, customers and organisations in order to gain benefits from them and when such benefits cease to exist they will terminate 
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their relationship with them. In other words, as long as the company is able to enhance the
 career of the employee they will do their utmost best to fulfil the demands of the company and when the costs associated overcomes such benefits they will resign from the company and join any other organisation that takes care of their career development. 
	Therefore, Captify can take note of the career development strategy laid out by Davis 
(2015) in order enhance the career of their employees. The company should ensure that they notify the employee about the steps they would take in order to manage their career within the company and that they require the employee performs on methods of their evaluation. They should equip an open communication method that would enable them to get feedback on whether the career development of an employee is on the right track. Finally, they should allow their employees to switch career within the company so that employees who have expertise in other areas perform better and increase the chances of having a competitive edge for the company. Captify can also employ the use of social exchange theory whereby they train and enhance the careers of their employees in exchange for the fulfilment of their aim and objectives.
[bookmark: _Toc25780052]Enhancing Employee Performance and Success
	Hassan (2016) writes that in order for organisation to increase the performance of their employee, they must ensure that there is high employee involvement within the processes of the company. If the company involves their employees in making crucial decisions that would enable them to succeed in their industry, then employees would feel a sense of attachment with the company and they would give their best to perform well since the company is considering their suggestions and fulfilling their requirements. The empowerment of employees within the company allows for increased performance of 
company, enhance productivity of the employees, implement a strong sense of teamwork 
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within the whole organisation and decreases the barriers of formalities between supervisors and subordinates (Hassan, 2016).
Organisations can ensure the success of their employees if they are able to implement a performance appraisal system which allows to give feedback on the performance of the employee. The study of Iqbal, Akbar and Budhwar (2015) shows that the main purpose for 
the development of a personal appraisal system was assess the performance of the employees and whether or not they succeeding fulfilling their own objectives as well as the objectives of the company. Furthermore, Chiang and Birtch (2010) conducted a survey in seven countries to assess the importance of personal appraisal system in the organisation and their results showed that almost everyone employs the use of this system in order to measure the performance of their employees, although at different levels suitable to each company.
Therefore, Captify can implement a performance appraisal system in their company so that they can monitor the performance of their employee and give feedback to them on aspects which the employee can improve themselves and be able to succeed within the organisation. This system would also benefit the employees in the sense that if they are showing high performance in the company it would enable them to know whether all hard work is paying off for them or if they lack in a particular which can be improved through their self-learning capabilities.
[bookmark: _Toc25780053]Structure of the Organisation
	The below organisational chart represent the hierarchy of Captify:
[image: ]
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	Captify employs functional chart for their hierarchical management as it is convenient for a small company and is easy to handle and manage. All the managers report directly to the vice president such as human resources manager, accounting manager, marketing manager, purchasing manager, and engineering manager for decision making and performance related 
[bookmark: _Toc25780054]Purposes.
Development Methods in an Organisation for the development of an Employee
[bookmark: _Toc25780055]Supervision Techniques and Appraisals
Group discussion mostly happens in the classroom where employees can easily discuss any issue that relates to work (Pynes, 2013). For instance, if Captify plans to implement the unfamiliar program, then the group discussion becomes the most effective approach because it allows the employees to ask questions while also providing ideas on how the program can best work to help Captify to realize its objectives. The aspect of allowing employees to discuss by themselves all issues concerning the program is crucial in enabling them to voice various ideas. The group discussion and tutorials are thought to be one of the best training methods because employees have the capability of receiving immediate feedback.
Group discussion is linked to numerous benefits to the employees (Pynes, 2013). For instance, if Captify uses tutorials, it will witness improved employee satisfaction and morale. It is essential to realize that investing in group discussions and tutorials allows the employees to feel valued and part of the organizational dreams. It is the right way to create a supportive workplace since workers feel appreciated and challenged to work more in their areas of specialization.On the other hand, it is essential to realize that group discussions and tutorials might be time-consuming. Discussions and tutorials require careful planning primarily if they are intended to attract success in Captify.
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[bookmark: _Toc25780056]Methods for Fair and Objective Assessment
Following methods used for ensuring fair and objective assessment and appraisal:
Staying Current: 
For providing fair and honest employee assessments, Captify must remain updated in terms of employee expectations. As judging an employee on the basis of unclear or out dated criteria is unfair.
Balancing Criticism:
 Majority of the managers’ only list the doings of employee that went wrong and hence shows employee underperformance that bring down their morale. They need to see the positive side as well in order to fairly assess or appraise the performance of an employee.
[bookmark: _Toc25780057]Employee feedback evaluation and monitoring
For monitoring, evaluating and recording individual feedback, Captify uses Addie training model:
[image: ]
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With the introduction of Addie training model within Captify, there are common weaknesses or challenges that are experienced. One of the challenges is that there is a possibility of having some political realities ignored thus ending missing some opportunities, vital resources, and lack of support, and shift of the targets. Another challenge is that with new training process, the post-tests have a possibility of providing less information to help in enhancing instructions. Additionally, with Addie model as the new training model, the storyboards that are used are ineffective tools for communicating, creating, and assessing the design alternatives. More so, the transition process is another challenge that employee might face with the new training process which may affect the results of training because they are not used to new training model. In addition, with new training process, it may be hard to capture the training requirements which may affect the whole training program thus ends up being a time-consuming training process.
[bookmark: _Toc25780058]Performance Appraisal Report for Employees
The performance appraisal and performance management are two concepts that have similarities and differences. The first difference is that performance appraisal involves assessing the potential and performance of employees for the sake of determining the compensation while performance management is all about managing and developing the performance of employees with an aim of fostering the growth within Captify (DeNisi and Murphy, 2017). Secondly, the performance appraisal typically happens either once or twice in a year while the performance management is a continuous process that takes place anytime. Thirdly, the performance appraisal is conducted by the human resource department alongside the direct managers while the performance management is conducted by the multiple stakeholders who are involved in an ongoing process (Van Dooren et al., 2015). The fourth difference is that the performance appraisal is a system while performance 
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management is a process. In addition, the performance appraisal is typically inflexible while performance management is completely flexible (DeNisi and Murphy, 2017).
Based on the importance of performance appraisal, Captify leadership should adopt because of it because of the series of benefits linked with it. The performance appraisals are helpful and therefore, the leadership should be for it. At first, the employees’ performance appraisals aids in measuring the performance of employees. Secondly, performance appraisals are used for employee development because once employee appraisals are present, they are able to present an ideal chance for the human resource department to figure the next phase in their development (DeNisi and Murphy, 2017). More so, performance appraisals are helpful because they aid in spotting the potential thus, they are helpful in the talent management process which aids in attracting and retaining the skilled labour force. To sum up, Captify leadership should adopt the performance appraisal system because it enhances both individual and organizational performance and giving employees a voice at the workplace.
[bookmark: _Toc25780059]Training and Development Program for Employees
It is also important to realize that mentoring employees in Captify provide the best way for employee development (Armstrong and Landers, 2018). It is the senior most employees in the organisation such as managers that does the work of mentorship. The senior employees have the exclusive experience, expertise, and network to share with other employees who are less experienced as compared to the person acting as a mentor. The ultimate goal of mentoring other employees is to share vital information as well as connections that can help the less experienced employees to develop.Mentorship allows employees to learn more from senior employees hence improving their weaknesses 
(Armstrong and Landers, 2018). Junior employees often show some level of 
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weaknesses at work. However, a mentorship program by the senior employees with more experience enables those employees to strengthen their skills thereby bringing them to the highest level of their performance (Armstrong and Landers, 2018). Mentorship also allows 
Captify to protect and improve their brand hence making it the prime consideration for graduates. Mentorship programs make an organization and its employees to be attractive to the prospective recruits who are looking forward to improving their skills as well as other opportunities linked to new skills.Even though mentorship is hailed as one of the best employee development initiative in an organization, it is also linked to frustration especially when the mentor feels that the mentee is not progressing in the right pace (Armstrong and Landers, 2018). The lack of adequate progress on the side of the mentee can be considered as a failure to follow instructions hence leading frustrations.
[bookmark: _Toc25780060]Feedback Methods for Employees
Following are a few methods for maintaining and providing feedback to the employees effectively:
Staying Positive:Pay attention on the positive aspects of an employee as well rather than providing suggestions for the areas of improvement only.
Paying Attention on the Behaviour rather than an Individual: During the conversation of an issue, keep the emotions under control. Pay more attention on the individual actions, not the person himself/herself.
Staying on Point:Provide examples that are tangible in terms of behaviour of a question, not being irrelevant or off topic. Drive the conversation with a criticism, for instance, “it has been observed that you are arguing a lot with customers”.
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Being Time-Bounded: It is not necessary to wait for the performance appraisal time or annual review, conduct timely reviews to provide positive or negative feedback. It will allow both to timely cope up the things and improvise rather than waiting for the worst.

[bookmark: _Toc25780061]Career Development Strategies
Captify follows three pillars of sustainable career development:

Work-Life Balance: Captify is highly concerned for the work-life balance of their employees, and they take care of them while development of professional career that their personal lives are going parallel as well. Doing so allows high commitment, motivation, and loyalty of the employees.
Individual Responsibility:Captify supports individuals in taking responsibility in order to be accountable for their doings, in both work and personal life so that they gain belief over self-determination that could help the company as well in growth.
[bookmark: _Toc25780062]Employability: Captify pays attention on the continuous improvement effectively for helping employees in successful career development. This particularly includes developing hard and soft skills in an employee that could further add value to their performance progress and their profile as well.
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Personal Development Plan for Employees
	What are my development Objectives?
	Priority
	What activities do I need to undertake to achieve my objective?
	What resources do I need to achieve my objectives? 
	Target date for achieving my objectives
	Actual date of achieving my objectives

	Enhance communication skills
	Medium
	Enrol in a training session for enhancing communication skills or participate in a workshop
	The company should provide necessary incentives for enrolment in a training session or workshop
	10 January 2020
	3 January 2020

	Develop technical skills required for various projects
	High
	Enrolment in an online technical course 
	An authentic website that provides technical courses on various skills and funding from the company
	15 January 2020
	25 January 2020

	Improvements in marketing skills
	Medium
	Enrol in training sessions that informs on how to improve marketing skills for individuals
	Necessary funding provided by the company
	1 February 2020
	28  February 2019

	Development of Project Management Skills
	Medium
	Take certified project management courses and training 
	Necessary funding from the company and recommendation of authentic project management institutes
	5 February 2020
	7 February 2020

	ReviewDate: After three months I will evaluate my performance from the learnings I have done from December 2019 to January 2020. I will also get necessary feedback from my company that would depict my performance and show results in areas where I have showed least performance. This will further enable me to enhance my performance and be beneficial to the company for the fulfilment of their aim and objectives.
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[bookmark: _Toc25780063]Conclusion
The assignment covered different areas including assessment of the potential benefits to Captify in enhancing employee, managing employee expectation with regards to their personal development, development methods in Captify for the development of an employee, and personal development plan for employees. Thus, it can be concluded that Captify needs to adopt procedures as discussed above and follow the personal development plan significantly in order to ensure development of the employees that will to company’s development eventually. This will allow Captify to grow while ensuring training and development, fair performance review, and appraisal, as well as employee wellbeing in an effective and efficient manner.
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