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The author of this work has to provide multiple benefits of the individual within the organization, in this case with the company Energy partners case study. The author's criteria must be clear and concise the report will support this criterion with the Motivational theory of Herzberg, Then the author makes a brief description and cites the benefits of employee evaluation, for this section he uses the recommendations of strategist Dawn Lennon in a general approach. Finally, he also describes vehicles such as management by objectives and the 360-degree feedback that can encourage employees and managers to achieve levels of performance successfully, commitment in their workplaces. Firstly, this work is done critically, and from a recommendation point of view for the Energy Partners organization, the author tries to add more spaces for growth with methods as training and employee coaching.
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ENERGY PARTNERS HR ASSESSTMENT

THE ORGANIZATION
According (3ppartners, 2018) the organization Energy partners with approximately 220 employees are located in three different places geographically; this private organization dedicated to the production of high-quality ingredients for pets. The principal revenue stream is the manufacture of food and essential products for domestic animals.

SITUATION
The organization also offers logistics services and has recently hired a new CEO and COO to lead the organization to the next level by expanding its primary products in a market that requires services such as activity increasing in commodities trading, a new strategic asset and product development. The situation that the organization goes through and for these strategic actions taken, very soon they will be able to experience the duplication of employees in the next five years — one of the main reasons why management requested a HR review. This revision will ensure that the department has the characteristics to hire the right employees and become the strategic business successfully supported through its visible growth.

DELIVERABLES
Evaluation and identification of HR limitiations based on the feedback from the staff.
Meeting and interview with all the organizational structures of the business, each division, HR and with the executive team.
Advisory and recommendation on the best current improvisation practices in HR based on new trends.
Employees job perfomances reviews.
 internal documents  examinations and revisión established and compliance by the organization, both regulations, and business policies.

RESULTS
Management identified parts to improve and optimize the employees Jobs performance and give employees engagement feedbacks. 
Corrections and comprehensive appraisal that present the elements for the HR function  including the workforce planning, the hiring, training, and development in compensation and benefits, documentation and employees policies.
Management will be audit and Monitor because the possible current employment breaches and non-compliance.
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 Potential individuals benefits from training according Wesley and Skip (1999) cited in (Jaworskia, Swathi Ravichandranb, Aryn C. Karpinskic, & Shweta Sing, 2017) state that “Training and development is a crucial activity in hospitality organizations because of the high costs associated with employee turnover. There are several benefits associated with training including consistency in job performance, greater job satisfaction, higher guest satisfaction, and reduction in business costs, to name a few”.

Therefore future managers in Energy Partners should focus in implement training method because they are in a position where significances moments in growth in the personnel is happening, the impact  of training method  in this case, serves as a fundamental practice not only in the hospitality activities but in general to ensure the HR employees know the proper processes functions that energy partners needs.

But according to Poulston (2008) cited in (Jaworskia, Swathi Ravichandranb, Aryn C. Karpinskic, & Shweta Sing, 2017) that “Unfortunately, companies do not tend to put forth mucheffort into implementing effective training techniques. The hospitality industry has a poor reputation for lackluster techniques although this isnot well supported empirically” 

Likewise, Energy Partners case study results show that there are some implementing training methods and one of these methods is the training monitoring with its HR employees and in general.

Shaw (2018) stated in (Shaw, 2018) that “There are numerous sources of online information about training and development. Several of these sites (they are listed later on in this library) suggest reasons for supervisors to conduct training among employees. 
These reasons include:

Increased job satisfaction and morale among employees
Increased employee motivation
Increased efficiencies in processes, resulting in financial gain
Increased capacity to adopt new technologies and methods
Increased innovation in strategies and products
Reduced employee turnover
Enhanced company image, e.g., conducting ethics training (not a good reason for ethics training) Risk management, e.g., training about sexual harassment, diversity training”.
[bookmark: _Toc534900705]HERZBERG TWO-FACTOR THEORY OF MOTIVATION.
They are moreover underpinning theory review and in accordance theorist Herzberg et al. (1959) cited in (Jaworskia, Swathi Ravichandranb, Aryn C. Karpinskic, & Shweta Sing, 2017) “concluded that fourteen factors can be associated with how an employee feels about their job. These factors include: recognition, achievement, possibility of growth, advancement, salary, interpersonal relations, supervision, responsibility, company policy and administration, working conditions, thework itself, factors in personal life, status, and job security”.
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The potential individual benefits when using this mechanism in an organization such as Energy is that, according to (Kuijk, 2018), the  Two  Factor by Frederick Herzberg, which applies to the motivating effectiveness that incurs in employees workplaces  suggest that Managers and HR employees need to grasp the dual-factor theory which peoples jobs prosperity depends on two kinds of satisfaction:  factor for satisfaction (motivators/satisfiers) factors dissatisfaction ( hygienic / dissatisfiers ). The classified group adjectives are recognition, job status, performance, responsibility, and opportunities are grouped under the (motivators/satisfiers) another group forms, working conditions, interprofessional relationships, physical works, and the employee-supervisor relationship are grouped under hygienic/dissatisfied. The theory shows that the two factors work together and not in the opposite way, likewise, it has not been confirmed that the two factors act as opposite poles. For instance,--an Energy Partner Manager decides to raise the salary to an HR employees; the fact does not mean that the increasing salary result will cause satisfaction, it could be that the employee was already satisfied. As well there are four possible combinations, high hygienic and high motivation; This is the ideal situation that Energy employees should ensure because the employee will be very motivated and there are hardly get complaints. The other combination is a high hygienic and low motivation; In the case, management will have little complaints but in truth, employees are not motivated and only see work as an income source. The third combination low hygienic and high motivation; Managers should translate this as, motivated employees but with repeated complaints about salary and work conditions; and the last combination that exists is low hygienic and low motivation, which is the worst scenario of all because it means that the company have a multitude of complaints and employee lack of motivation (Kuijk, 2018).
[bookmark: _Toc534900706]ASSESING INDIVIDUALS 

According (lennon, 2016) professional strategist and further writer refer that not all organizations or managers have a systematic process of evaluation, these old performance reviews in the workplace often cause employees to be euphoric gratification or confuse disbelieving. Managers are responsible for evaluating performance, and that is the tormented role for supervising. The manager regularly don't t know what to address or how and it is not a comfortable time. Also this old fashiones systematic appraisal processess can work against or be an excellent opportunity for the employee because it can be also excellent opportunity to enhance his outcomes. Thus this report will help Energy Partners  managers to identify and recognize new vehicles development tools  essential materials to know about their employee behavior and Managers; this include all this potential benefitis.
    
1. Remember how employees perform in the last three months.
2. It helps to remember negative and positive situations involve the employees and reflect on them.
3. The report contains the employees regarding activities and not accomplishments.
4. Related to the employee too rarely

The levels of employee job performance in the workplace become a brand identity in the Organization. Therefore, the manager perceives this performance, his appraisal in the evaluation will be greater. All employees have to contribute individually and in conjunction with their department for the objectives and duties within the company. If this specification in the employee's tasks does not exist, the manager will not have a fair way to rate these contributions.
So the manager looks for a strategy to create an evaluation system based on the employee job perfomance. As a result, the employee can take control of his performance and contribution to the company as follows.

1. Writing between 3 and five measurable goals or observations per year for the performance of their tasks within the company.
2. The employee can communicate with the manager the report and suggest as responsible for fulfilling their performances.
3. The employee can talk with the manager. Techniques of evaluation through forms to fulfill their progress in the tasks, in periods of three months.
4. The employee can use self-assessment techniques and communication to his manager to write his qualification.
5. In the annual meetings, the employee can communicate to his manager what are his weaknesses in specific tasks and what are his strengths.
6. After the meeting, it is always a good pregnancy for the manager.

All evaluations of the operation within the organization for comments written by both parties helping to maintain meaningful work and in the conditions of increased rewards and adaptation within the workplace.
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In the five years, the employees engagement has gained much recognition among the businesses and the media becoming an important factor to achieve success and competitiveness within an organization.

According Macey et al (2009) note in (Gruman & M Saks, 2011) “argue that organizations can gain a competitive advantage through employee engagement. Numerous writers have sung the praises of engagement as a key driver of individual attitudes, behavior, and performance as well as organizational performance, productivity, retention, financial performance, and even shareholder return”.

Employee engagement can use as a new strategy tool that helps Energy HR new employees to accomplish higher productivity and well job performance of the task carried out.

In agree with Kahn (1990) cited in (Gruman & M Saks, 2011) “suggested that engagement involves the harnessing of organizational members selves to their work roles; in engagement people employ and express themselves physically, cognitively, and emotionally during role performances (p. 694). By contrast, disengagement involves an extrication of organizational members' selves from their work roles. In disengagement, people withdraw and defend themselves physically, cognitively, or emotionally during role performances”

To support all these claims about the employee engagement advantages within the organization Energy and in agreement  with (Thompson, 2018) the following benefits of this tool are mention. The first benefits provide safety in the workplace to the HR employees because they will feel more connected to the environment, and they will be conscious of their surrounding toward their place of work; many investigations show that highly engaged organization happen 70% fewer work accidents or incidents instead of worrying if their boss like them they focus more on the daily task. The second advantage that this tool can offer to the HR implementing it is a happier employee because employees do not work under any pressure or stress mechanism that reduces their motivation in their workplace, without the constant boss barking threats at them, the employees feel happier, and a happy employee saves more money to Energy employer. Some data estimate that more than 500 billion $ lost due to stress In the workplace.

The third advantage is related to healthier employees because the healthy employee is less likely to be obese; usually, these employees engaged prefer to do for instance exercise rather than be careless.  The Energy company must build a committed workplace environment to motivate employees and show respect to them; this can be in agreeing with (Thompson, 2018) regulating internal and flexible policies for their employees, providing fruit and veggies at break time because healthy employees provide countless benefits in the organization. The fourth advantage  According to Satoris Culberston (2012) note in (Thompson, 2018) “individuals who were engaged in positive experiences at work and who shared those experiences with significant others perceived themselves as better able to deal with issues at home, became better companions, and became more effective overall in the home environment” In other words, the author says that employed engaged in their workplace are in their homes in overall ways, more beneficial for their relatives.

The fifth advantage offered by the professional tool of employee engagement is that it generates a unique employee profile who only thinks of investing in his workplace and care about the ss success of their team in a very dedicated behavior within the organization, it is a fact that engaged employees have a 41% lower absenteeism (Thompson, 2018).
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According to (Fernandez, 2017), there is no data or unique methods for the  employees engaged in Energy organization HR. However, some experts suggest the correct path an organization should take, and the following would be some steps:

The energy company has to set an example, and the engagement strategies have to come from executive leadership. (Fernández, 2017) Adopting an organizational engagement culture facilitate employees participation in the organization in order to be engaged. Managers mission thereby focus on building an ethos environment so that their team can continue with the success.

The second path that should take energy partners is the hiring of correct employees; this includes employees and managers within the organization, the goals of recruits practices should focus on hiring engaged employees with the skill to motivate others. It is essential to assure that employees start their activities even before entering the door. Besides, Energy partners will regularly promote the employees because of their skills, talents, and contribution within the company. Managers will demonstrate specific abilities to mind about people and invest in the skills and employees development growth.

The third Path to use by Energy Partner is the employees' strength development in agreement with (Fernández, 2017) if the employees are engaged naturally,  they will be more effective in the organization activities. The employees' strengths identification allows Manager to cultivate providing necessary trainings to help boost individuals. Energy Managers should have the skills to provide the necessary support solutions providing beneficial employee developments tools allowing to create a robust system that guarantees the essential elements that create organizational engagement culture.
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In agreement with Cardy (2004) cited  in (Gruman & M Saks, 2011) “Performance management is a critical aspect of organizational effectiveness” and According Pulakos (2009) quoted in (Gruman & M Saks, 2011) “Because it is the key process through which work is accomplished, it is considered the Achilles Heel of managing human capital However, less than a third of employees believe that their company's performance management process assists them in improving their performance, and performance management regularly ranks among the lowest topics in employee satisfaction surveys” 

Energy partners management making review of his HR department  has to put in place clear objectives to maintain higher levels of job performance, although the management should know that the performance management tool is a system that most businesses believe is the key through the workers process the whole job performance, but it is not entirely reliable since employees surveyed suggest  that their employees do not see the enhacing performance achievement through this system, furthermore, the first reasons may be because organizations have not yet embraced a management strategic model that concentrates on employee engagement with the organization to enhance job perfomances.

According Mcduffie (1995) note in (Gruman & M Saks, 2011) “performance management is valuable only if the various components of the system are aligned. Aligned bundles of HR practices create the mutually reinforcing conditions that generate desired outcomes” 

(Fernandez, 2017) state that this powerful tool will help create a better and improvised communication channel among HR employees. Applying performance management assigns effectiveness in  the daily tasks of the employees with their commercial job objectives, leads the way in the areas where the employees must develop their skills, focuses on specific areas where it is necessary to improve, in summary, Performance management works more efficiently than traditional annual evaluations that only use frustration mechanisms such as frequently remembering a employees mistakes, causing them to lose enthusiasm in the workplace.

Energy Company management needs to develop an environment for HR new employees to seek to align all the activities they practice simultaneously and all the elements that strengthen the working conditions, knowing that they will create a unique value within the organization.

As noted by VerWeire and Van Den Berghe (2004) mention in (Gruman & M Saks, 2011) “performance management involves creating motivation and commitment to achieve objectives. Producing these more proximal outcomes is a vital step in the performance management process” The author, in this case, addresses clear that the outward performance management system is essential for HR new employees for the good outcomes that reflected in their job performance.

Summarizing a useful point of view for the company Energy performance management tool well adjusted with the business objectives according to (Fernandez, 2017) not only save time and money to the company and not merely attract young people but also help to gain valuable feedbacks on real time.
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This tool is for organizations seeks high levels and high standard of employee job perfomance, the way to measure this job's performance is as follows, the employee must know precisely they objectives, why they are on the payroll list and what is expected from them —(Islami, Mulolli, and Naim, 2015). All organizations including energy partners confront a competitive, unstable and turbulent environment; management aims to create an advantage with a competitive profile advantage through employee development. Therefore this appraisal method will create in Energy partners an effective system for the development, motivation, and employees job performance. To conclude This method ensures a correct improvement to measures efficiency.

According Ramosaj (2007) state in (Islami, Mulolli, & Naim, 2015) that “Before starting literature review some definitions should be given for MBO, in order for the readers to understand clearly their concept. Management by Objectives is a tool or instrument to do purpose integration (earning, growing, and development) with individual needs of manager (incomes, payment, improvement and the like)”.

To start up with  this tool created by Peter Drucker the Energy partners company should follow these steps; in agreement (Mulder, 2010) management must identify the organization strategies and objectives paths including , the vision and mission of Energy Partners stem.

(Mulder, 2010) The second step for Energy Partners is to try to spread their objectives efficiently into organization-wide, and it is essential to move it through employee level managing another tool to accomplish it. This tool named as SMART (Specific, Measurable, Acceptable, Realistic and Time-bound) is an essential element to agree between organizational and employees objectives. Management by objectives does not enable management to plan objectives by themselves. Also Energy partners has to create a channels communication because through they get feedbacks in real time and get rewarded for the objectives achieved.

The third step to follow is to assign each employee individually to determine the personal objectives that are in relation to the Energy Partners objectives, It is a useful method because it is known and allowed to discuss and share opinions in all areas of the company to let people know why certain things are in certain ways. This approach allows increasing the engagement that exists between management and employees and is another motivation mechanism because it allows employees decision making by themselves, solve internal issues and in general analyzes employees information to face the internal possible changing circumstances.

The fourth step is related to the job performance monitoring functions and how the objectives are measurable within the organization; since it is allowed to set up a system detection in case, the objectives diverted. For this practice, it is imperative to provide in advance function detection so that at the moment of repairing it is not too late. So Energy Partners must have a good job engaged monitoring team to fix errors correctly. Although this tool created for growth and development, not for the employee annual appraisal performance, so each Organizational objectives contains a micro-objectives that the Energy partners managers and executives require identify in a way that the monitoring carried out accurately.

The last step with this tool designed to improve job performance in all areas of the organization by helping the appraisal objectives process  with the SMART system (Mulder, 2010) and assess employees job performance  rewarding  them for objectives achieved, In brief this includes accurate feedbacks, so this technique is made to know Bhow, when and where the objectives can be accomplished.
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360 Feedback degree was created in the nineties and generates much enthusiasm among organizations according to (Atwater & Waldman, 1998) has been perhaps the most innovative management tool of the decade. The primary tool objective is to increase the individual self-awarenaess (usually Managers), who communicate with sources responsible for employees receiving thousands or millions of feedbacks. These sources are internal, external, colleagues and customers. The 360-degree Feedback tool has received numerous authors writings seeking answers to the method used for its implementation within the Organization.

[bookmark: _GoBack]If Energy Partners management decides to uses, this tool manager should know the benefits in the 360-degree feedback technique. They will also have to know very well how it promotes the organization objectives, moreover  if there is a detrimental effect after its implementation and if It influences organizational culture. Although these questions have not been resolved, and finally it will be imperative to analyse this effects  if management decides to practice it as a vehicle for appraisal employee performance (Atwater & Waldman , 1998).
 
As mentioned in the previous section, one of the strengths that the tool can provide to Energy Partners is the capability for the individual self-development and perfomance  that will impact organizational success (360degreefeedback, 2019). All these benefits are several; including for the organization:

· A Cost-effective and fast method to support Energy Partners managers and leaders.

· Includes individuals incorporation with different opinions and roles.

· Easy recognition of talent and succession management planning methods that happens within the company.

· Creation of a system based on performance improvement and development planning.

· The appropriate and permitted method creation that fosters a culture open to feedbacks.

· It strengthens the relationship between behavior and performance within the organization.

· Motivate employees to maintain continuous development engagement


Also, include  for the employees (360degreefeedback, 2019):

· Ability to provides feedbacks and opinions of the people they work with

· A reliable system because it attains from a variety of sources.

· Improve the dialogue between employee and leaders.

· It promotes the ability of individuals self-awareness to recognize areas that should change.

· Improvisation of personal performance and improves efficiency.

· helps to achieve job satisfaction through personal effectiveness and performance.

· Creation of a culture based on loyalty and engagement.

· A teamwork improvement by raising conciescious  to other individuals and among leaders.
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