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Incentive, by definition, refers to something that incites or has a tendency to stimulate the determination or action from a second person. Incentives that are critical and personal for a candidate are effective in shaping the performance and drive of the same candidate towards specific tasks or duties. As a manager, it is critical to assess the incentives in place for the enterprise as a source of motivation for the staff on both personal and professional level. The manipulation of the mentioned incentives should take the form of an entire group of staff but may are capable of customization to acts as motivations for specific persons. More often than not, the satisfaction of a job is not adequate to push the employees to work hard. The management puts in place lures within the organizational structure to drive the entire staff to excel. 
A management plan defines the blueprint that directs and governs the operations of an enterprise on its day-to-day operations, and over the long haul. The term is inclusive of critical aspects such as addressing how the staff within the enterprise carry out their assigned duties and tasks, dealing with the organizational responsibilities, handling the money and overall philosophical and intellectual framework in which the above methods operate fluidly. The manager plays a crucial integral role in connecting the adopting the policies of the enterprise to the staff. With the critical knowledge and practical consequences of the complex nature of the enterprise, they employ alignments of the strategies that are more suited to motivating the staff. A critical assessment in the implications of the policies requires knowledge of perceived motivational preferences of the team and implementing strategies aligned with the same. the mentioned strategies signify the attempts of the managers to align the form of external rewards bequeathed to the staff with the professional values based on the staff's contextual and practical knowledge. However, managers at times overrule the economic logic of the pre-imposed model to safeguard the needs of a specific faculty, which also replicates as an interest to revise the same with policymakers, in the form of improvements. 
[bookmark: _GoBack]In a bid to stimulate change within an organization, I would effectively use a mix of types of incentive to form an overall structure; financial incentives, accountability, merit-based schemes, and training. Benchmarking tools are also useful in pitting the personal values of the staff against each other to foster internal competition. Organizational incentives will require me in my role as a manager to simplify previously difficult or confusing tasks or systems that hinder performance, putting in place and ensuring the proper maintenance of management and staff appraisal systems, and consistently clarifying job descriptions in line with the organizational mandate. While instituting training as an incentive, I will analyze the current perceived or stated goals of the staff member and formulating a training plan. To effectively ensure the training was practical and can be productively applied, I will provide sufficient follow up in the form of practice.
On an external point of view, I will shape the incentive program to personally benefit and improve the general living conditions of the staff members and institute forms of public recognition, within and out of the organizational boundary. The performance management tools in place will aide to structure internal accountability programs and directives, and the knowledge of the capabilities of the staff will be critical in customizing the same to reap the highest benefit from the team. A crucial aspect of my management plan will involve autonomy in personal matters within the organizational, to respect the wishes and requests of each staff member. To instill a sense of achievement, meaning, and purpose, it is critical for me to implement personal prestige and reputation of the employees, and adequately maintain the same in the form of a performance board. Flexibility in the working hours per candidate is the final recommendation in my managerial incentive plan. 
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