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[bookmark: _Toc99109696]COMPONENT-1 
[bookmark: _Toc99109697]Introduction
The University of Wales Trinity Saint David was developed from the unification of two reputed education organisations, i.e. Trinity University College (TUC) and the University of Wales, Lampeter (UWL) in 2010. In 2008, a quality assurance analysis was conducted at the University of Wales which came out to be unsatisfactory on the basis of the set standards. The management and leadership quality of the association. So, the university authorities considered initiating merger plans with Trinity to uplift the quality of the organisational management. The report is going to discuss the role of motivation and its impact on the performance of employees (Uwtsd.ac.uk, 2021). The analysis and the outcome are broadly discussed and concluded with possible recommendations in this process. The personal development plan is going to be developed in the second component to improve the individual skills and ability, 
[bookmark: _Toc99109698]Motivational Factors in the organisation
Motivational factors are broadly divided into two specifications on the basis of their source. 
a. Extrinsic motivation: It is said to be the factor that is materialistic.
For example, Pay raises, recognition and appreciation.
b. Intrinsic motivation: It  can be defined as the pursuit of an activity for satisfaction and can be different for each individual.
c. There are also certain factors that need to be considered for individual and team motivation.
Leadership Technique: The leaders play a very important role in the motivation of the team members. The selection and execution of the appropriate leadership style for a certain group or individual members is very important in the process of motivation. The types of leadership can be further differentiated into Autocratic, democratic, coaching, authoritative, affiliative, laissez-faire, transformational etc (Saether, 2019). 
Acknowledgement and Recognition:  Acknowledging the employees for their work and providing them with certain recognition motivates to enhance the work quality and boosts confidence.
Intention: It is necessary for the person to understand the cause and effective outcome of the motivation needed.
Ethical Company practices: The culture of the company is very much important in the motivation of the employees.
The proficient Development scope: The employees are sometimes motivated when they are given ample opportunities in the working environment (Lee, Mazzei and Kim, 2018).
Job Improvement Opportunities:  One significant way of motivation in the organisation for the employees is providing a doorway of promotion with the development of work quality.
Financial Convenience: Providing financial stability to the employee secures his overall approach to the organization.
Adjustable work schedules:  Working in comfortable working hours enhances performance and increases innovation in the mind.
Transparent communication: It is said that transparency has to be always 100%. It is the key to success for many organizations and is helpful in motivating people effectively. 
A productive work environment: A good working environment develops a quality assurance of progress and boosts the motivational energy in the atmosphere (Way et al. 2019).
[bookmark: _Toc99109699]Role and importance of Motivation in Performance Development 
[bookmark: _Toc99109700]Personal development can be recognised as one of the most significant practices that can help you as a leader and can also motivate you to fight for excellence in your future career. Leadership is recognised as one of the fundamental parts. Managers and leaders also need advanced leadership skills to motivate a wide range of individuals who have the ability to guide other people to achieve their goals (Kark, Van Dijk, & Vashdi, 2018). In addition, the democratic governance module can be followed to increase employee participation in decision-making and to help make effective decisions to improve the organisation. On the other hand, leadership focuses primarily on the ability of leaders to influence team members to improve organizational performance. An organization that includes employees who support and encourage this concept is more likely to do better in overall performance. There are many reasons why employee involvement is important to an organisation and they are - as mentioned above - workers who are involved in their work, work hard and are therefore more productive than others. Finding ways for employees to engage with employers also increases the company's productivity. Another reason is that it increases the satisfaction of the brand's customers (Andriani, Kesumawati and Kristiawan, 2018).Role and importance of Employee Engagement
Employee engagement is a concept of HR that is Human Resources which shows the dedication of an employee towards his work as well as the employer while engaged in his duty. Employees who are engaged in their work, do their work enthusiastically, care for the performance they give and always try to make a difference by their hard work for the company so that the company can achieve success (Sivapragasam and Raya, 2018). Employees who are engaged with their work often are more productive, motivated and also committed to their boss and company hence it clearly shows how important it is to an organisation. Employee engagement is built upon trust, integrity and it has two-way commitment as well as communication between an organisation or company and its members or workers. This approach is measurable, it can be labelled from poor to great, also can be increased by nurturing and it can be lost and thrown away. An organisation that includes involved employees, supports and encourages this concept, is more likely to do better in overall performance. There are plenty of reasons why employee engagement is important to an organisation and they are- as is said above, workers who are engaged with their work, work dedicatedly and hence are more productive compared to others (Jena, Pradhan and Panigrahy, 2018). 
Finding ways for the employees to get engaged with employers also boost the company's productivity. Another reason is it increases the satisfaction of the customers of the brand. Passionate employees are the best to attract customers to the company as customers notice the passion that an engaged employee will have. They also are capable of giving a better experience to the customers and therefore the company gives them more value. Engaged employees are dedicated, involved in their job roles and therefore less interested to leave their jobs (O'Connor and Crowley-Henry, 2019). Sometimes because of a lack of work engagement, the best employees leave the job, so by keeping engaged in work, the best people can be retained. Employee engagement undoubtedly enhances the culture of the company or the organisation. Their enthusiasm toward their duty brings a culture of worker engagement. It can be said that the symptom of success is engagement because the workers are involved in their work as they think their work matters to the success of the company. Employee engagement is beneficial to an organisation as it makes the engaged workers feel less absent (Motyka, 2018).  It also engages in a better safety plan for workers and healthy employees work together. 
[bookmark: _Toc99109701]Difference between performance appraisal and performance management 
Performance appraisal primarily evaluates the performance of the employees based on their intermediate past. However, performance management can proactively manage the performance of the employees in the organisational context. Performance management can be defined as the process that is continuous and focuses on creating effective plans, monitoring and evaluating the performance of the employees (Sassanelli et al. 2019). 
There are plenty of ways to monitor the performances of the employees according to which they can be treated further. In order to monitor Employee Performance, motivational aspects leadership skills and critical thinking are required that would help in assessing the employee's motivation in the workplace (Diputra, 2018). The monitoring styles can be followed which have been described below 
Process monitoring: The type of monitoring taking place at the beginning phase and is about keeping watch on the activities.
Compliance monitoring: The type of monitoring to keep the organisational activities lawful.
Context monitoring: Context monitoring, also known as 'situation monitoring, is used to monitor the threats, assessment and resolution.
Beneficiary monitoring: The process of tracking the overall beneficiaries of any project for various causes is known as beneficiary monitoring.
Financial monitoring: It tracks the real expenses of the working of a project in comparison with the allocated funds for the same. This helps to form strategies to maximise outputs with minimal inputs (Kuswati, 2020).
Organisational monitoring:  It tracks the overall activities taking place in the organisation.
Results monitoring: It is the stage of analysis of all the collected data and developing recommendations on the basis of that.
[bookmark: _Toc99109702]Conclusion
When it comes to the success of an organisation, it depends on many things discussed above. The foremost important factor is the employees or workers who need to be motivated to do their job correctly with full focus and dedication.  One of the many ways to cheer up the employees is the engagement of employees and keeping employees engaged with their job is the key to success for an organisation. Lack of engagement can lead to the loss of the best employees because when workers involve themselves with their work they tend to stick to their job more often. 

[bookmark: _Toc99109703]COMPONENT 2 
[bookmark: _Toc99109704]Introduction
In order to improve the management and leadership skills of an organisation, its individuals must pursue effective goals. Communication and problem-solving skills as well as a positive attitude are helpful in improving leadership skills and ability for the future.Moreover, the development cannot be carried out with individual effort. Individual development also needs different kinds of effective team efforts for the overall of each member of the team. So, in order to plan out the strategies, we need to analyse the internal factors in the organisation and then develop the plan to succeed. 
[bookmark: _Toc99109705]Personal Development Plan- An overview 
A PDP is a method to conduct self-evaluation and judgement in the fields of higher education and the workplace. However, it is a healthy practice in personal life as well. The personal development plan can be effective to understand the development needs of the employees in the workplace. To motivate the employees, their performance needs appraisal and also management (Körkkö et al. 2020). These two important ways also help to develop the skills of the employees on a regular basis. In the workplace, PDP is considered as the employee's development in professionalism, i.e. a mixed form of ideas, approaches and methods in order to enhance self-learning. PDPs are sometimes considered one of the self-judgement processes, as a Performance Development Review (PDR).
A PDP is used to recognise the following factors in the organisation:
· The goals and areas of interest to achieve in every individual
· The individual strengths and weaknesses.
· The possible fields to enhance and empower for further development.
· Requirements to achieve targets.
· The footsteps in the way of achievements.
There are certain beneficial advantages of Personal Development Plans:
· It reflects a clear idea about the goals.
· It is useful in the identification of strengths and weaknesses.
· It enhances employability.
· It triggers better performance. 
· It empowers and gives motivation.
· It helps in detecting the progress.
· It improves the sense of purpose.
· It is evident in reducing stress.
[bookmark: _Toc99109706]Swot Analysis 

	Strengths 
· Communication (Moshenets, 2019)
· Emotional intelligence 
	Weaknesses
· Decision making
· Leadership skills 

	Opportunity
· Self-determination 
· Communication and empathy 
	Threats
· Lack of critical thinking 
· Poor adaptation


Table 1: SWOT Analysis
SWOT stands for strengths, weaknesses, opportunities and threats and this SWOT analysis is a framework that is used to assess the competitive position of a company and also develop strategic plans to go further. This framework is very much important to pick up marketing strategies by assessing the internal as well as external factors along with current and future potentials. This analysis helps a person or an organisation to identify its strong and weak points and then develop the required techniques to manage strategies. This tool is designed to be used in the beginning stage of making a decision to evaluate the strategic position of an organisation. This framework is not only famous for use in organisations that seek profits but also in non-profit organisations, governmental units and individuals and also used to prevent crises. Companies use it to get guidance but not necessarily as a prescription. SWOT analysis is a technique for planning strategies and it gives tools for assessment. By using internal and external data this framework provides strategies that have more chances to be successful rather than which do not have. According to the analysis, it can be identified that communication and emotional intelligence are the primary strength that can influence the employees in the organisational context 
Strengths refer to the things that an organisation is best at and that separate it from the competition and it can be anything like a strong brand, loyal customer base, unique technologies, proper and strong balance sheet. Weaknesses refer to the things that stop the organisation from performing at its optimum level. Weaknesses always bring difficulties for a company or a business to move forward. The analysis has stated that decision making and leadership skills are lacking that can impact the motivational strategies of the organisation. These are the areas which need to be improved to stand in the competitive market. Opportunities are the external factors that are advantageous for the organisation to stand out in the competitive market. Self-determination with communication and empathy can improve the motivational strategies in the organisation. Threats are the potential factors that are capable of harming an organisation. For a business, very common threats are price hikes of raw materials, tight supply of labour, increasing competition day by day and so on. External factors in this swot framework are basically everything that happens outside the organisation and puts a deep impact on the success of the company like the monetary policies, changes in the market, access to suppliers etc. Usually, the opportunities and the threats are referred to as external factors and strengths and weaknesses are referred to as internal factors that are related to the organisation itself.
[bookmark: _Toc99109707]Targets Setting
In the case of a personal development plan, the goals set are expected to be  SMART Targets: 
	Specific
	Measurable
	Achievable
	Relevant
	Timebase

	Having more control over time management and inspiring punctuality among team members (Stevens et al. 2020)
	Completion of the works before the deadlines, so that the team can operate more efficiently.
	This is achievable as the learnings from the present experience are reflected on it so that it will help in the development of the group performance.
	Groups must have more frequent meetings so that the risks associated with the project are lowered.
	3 weeks 

	Improving relationships with the team and the team members (Lacerenza et al. 2018)
	Holding two meetings per week to gain an understanding of how the project is progressing
	As the leader must talk to the group members more regularly and instil a team spirit among them
	This would make the communication skills better and allow the group to function in a more organised manner
	4 weeks 

	Develop better communication skills to be able to manage the  team better
	Take charge in group meetings and take note of how well the overall performance has been in the meeting.
	Talking more clearly with the group members and allowing them to have a proper understanding of what the leader wants from them.
	This would make relations among the team members better and helpful in understanding and communicating more efficiently.
	4 weeks 


Table 2: SMART goals
[bookmark: _Toc99109708]Strategy Development and Action
The plans for actions have to be specific and achievable. Improving communication skills and problem-solving skills with a positive attitude is helpful in improving leadership skills and the ability for the future. The plans should also be effective for the benefit of an employee’s team. So, the common activities to be performed can be stated as:
· Being a guide to others
· Taking lessons from the guide  
· Finishing development course
· Being recruited by professional firms 
· Achieving professional certifications
· Hosting meetings
· Training others (Löwstedt, Räisänen and Leiringer, 2018)
· Attending professional gatherings
· Developing and learning programs from other team members.
· Taking on challenging jobs.
· Encouraging team-building events.
In order to demonstrate plans for individual development, there are certain procedures that need to be followed. The following steps are said to be working reliably in order to implement certain development plans for every variety of employees:
· Developing individual plan
· Prepare for the meeting with the team members
· Meet every team member.
· Guide them to sketch their individual development plan checklist.
[bookmark: _Toc99109709]Begin with personal planning
The best managers lead by example. When development plans are required for all levels of the organisation and employees see higher-ups working on their own self-improvement, it builds trust and encourages everyone to honestly assess themselves (Werdhiastutie, Suhariadi and Partiwi, 2020).
Prepare for the meeting with the team members
Allow every member to evaluate their skills on the basis of the following categories:
· What are the goals they want to achieve and what inspires them to do so?
· What are the triggering factors in their motivation?
· What are their passions, hobbies and likings?
· What are their main scopes for development?
These answers need to be evaluated and prepared to be discussed in individual discussions and their probable applications are to be discovered. 
Meet every team member.
The meetings for individual development plans usually take around an hour and have to be conducted on an individual basis in a confidential state. This meeting can be helpful for the employees to identify their comfort zone of working and call for certain changes and evaluations to be conducted.  
Guide them to sketch their individual development plan checklist.
The identification of the skills is not enough for the process to be completed. There has to be a certain amount of filtration and correct methods to build up a constructive checklist for further processing. This is evident to prove that the identified skills are useful if applied correctly. 
[bookmark: _Toc99109710]Progress Assessment
In order to make an analysis, we need to understand what happened, and the various aspects need to be properly investigated. Therefore, we need to think about why things are not going well, and as a leader, you need to be able to understand the situation. In the case of the group project, things are different, because the work was well divided and each person had an interest and the ability to provide quality content for any work that was provided. Improving communication skills and problem-solving skills, as well as with a positive attitude are very helpful in improving leadership skills and capacity for the future (Moldoveanu and Narayandas, 2019). However, this could have saved a lot of time by setting appropriate deadlines for each job, and they would have had to try to finish the job ahead of time so that no stress would be generated and the job would be finished with half a heart at the end. . It was assessed that leadership skills and ability are important to manage the workforce in the organisational context.
Managers and leaders can motivate their employees for the efficiency of productivity in the organisation. In addition, the democratic governance module can be followed to increase employee participation in decision-making. On the other hand, leadership focuses primarily on the ability of leaders to influence team members to improve organisational performance. In this sense, leaders have the ability to make the employee understand the mission and vision of the business. Therefore, personal development is an important factor that can improve the self-determination of the individual who learns to be a leader.
Conclusion 
In order to provide good leadership, the leader should work on self-development first, then only he will be enough to lead a group as well as an organisation. It helps to improve inner vision about individual goals that are yet to meet, strengths and weaknesses, things that are in need of improvement to achieve success. By SWOT analysis the strengths, weaknesses, opportunities and threats can be identified clearly which will be helpful to work on. The next step can be said to be setting a target among which time Management is important. Also completing work before the deadline is some of the targets that need to be fulfilled. At the stage of progression, one needs to understand and analyse what has happened from the beginning. A leader should have many skills to act effectively like communication skills, problem-solving skills, motivating the team members etc. These are just some of the qualities a great leader should have, and to be a good leader one has to develop himself.
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