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Motivating Employees Proposal
Introduction
The success of an organization lies in the performance of its employees. Aligning business strategies with a motivated workforce is the key to accomplishing business goals. On the contrary, unmotivated employees will underperform. As a result, they are causing massive losses for the business. When employees feel unappreciated or undervalued, they may lack the drive to perform optimally (Dobre, 213). Therefore, keeping the workforce is paramount in improving productivity, helping a business achieve its goals. This proposal explores employees' performance indicators, rewards and incentives, and a strategy to keep the workforce motivated.
Job Performance & Evaluation
In evaluating an employee, there is a need to have an evaluation framework that aligns with the type of business. Putting a framework in place will help an organization to evaluate a worker based on standard metrics (Cinitron&Flaniken, 2017). Thus, my employees' evaluation framework will consist of a four-phase strategy. First, I will set performance standards that define employees' roles and what they are expected to accomplish. Second, I will focus on setting goals that are specific for every role in the organization. Third, I will focus on tracking the performance of individual employees by taking notes on their progress. Finally, I will provide honest feedback to individual employees without comparing them with others.
Consistency in critical areas of business is inevitable to ensure optimal performance. There are vital tasks and performance indicators, which define competence. The first indicator is the teamwork. Usually, employees who work well together on business projects are strong team players. Employees exhibit teamwork through participation in group brainstorming, owning mistakes when necessary, supporting other people's ideas, and sharing credit (Cinitron&Flaniken, 2017). On the other hand, employees who are poor on teamwork exhibit unwillingness to participate in group projects, undermine other people's work, and show an unwillingness to share credit. 
The second indicator is communication. In evaluating the communication, I will look at different aspects: clear and concise spoken and written communication; Responsive character towards other employees and managers; timely follow-up to customer inquiries, emails, and voicemails; and finally, the ability to articulate feedback and ideas.
 The third indicator is customer service. As a leader,  I will evaluate different aspects which include, ensuring that problem that arises with customers are solved rather than overlooked; professional interaction with customers; the ability to come up with solutions to solve customer complaints; responding to client needs; and finally, good representation of the company(Cinitron&Flaniken, 2017). 
The final indicator is the employee's role in the organization. There are several indicators for a role/job function, and they include consistency, timeliness, creativity/innovation, time management, attention to detail, and ability to perform in a role. 
Reward & Encouragement Strategies
There is a myriad of tactics, which, when implemented correctly, will result in a synergetic and active workforce to accomplish the business goals. My specific strategies include:
I will determine what motivates the employees to work every day, as well as what they need to succeed. Mostly, employees' needs are subjective, which means conducting frequent one-on-one meetings to establish what different employees require (Michael & Robyn, 2016). After gleaning the information, it would be easy to create an enjoyable environment for all staff members.
 Second, I will incentivize the workers through reward programs, which will create a friendly competition among workers; this will have a net effect of a competitive yet motivated workforce (Michael & Robyn, 2016). Third, I will set clear goals and listen to the employees' feedback. Communication is a key aspect of a flourishing relationship between top managers and employees. Thus, I will utilize FAQs, memos, newsletters, training sessions, and memos to ensure constant communication with employees.
There are times when employees perform very well, and there is a need to reward them. Similarly, there are times when employees experience difficult moments, and the organization needs to show support at such moments. Reward and support of employees go in hand, and there is a myriad of ways that an organization can adopt to reward and show support. 
First, I will provide a handwritten 'thank-you' note. While a handwritten is almost free, it can be a good reward for an employee who performs exceptionally. It shows that an organization acknowledges an employee's effort, which is an excellent form of motivation. 
Second, I will offer time off. This strategy can be both a reward and the support of employees. About support, time-off can be an excellent time for an employee who is undergoing difficult moments, like the loss of a loved one (Shahzadi et al., 2014). Regarding reward, providing time-off for workers who are performing well is an opportunity for them to spend time with their families. 
Third, I will provide immediate feedback. Immediate feedback is the best support for an employee who is in a tough moment. When a new technology is introduced in an organization, some workers might be slow to learn despite training sessions provided by the organization; supporting workers to learn easily shows them that the organization cares about them. 
Finally, I will focus on staff development. Workers will thrive when learning and skill-building are part of the organization's regimen. Supporting workers through training programs is an excellent way to show the support of employees. 
Levering on Employee Strengths
Employees are the organization's most crucial assets. Losing employees, especially the most experienced, can be a significant loss for an organization. There are crucial strategies I will utilize to leverage employee assets. 
First, I will leverage the manager-employee relationship. A manager is at the center of a good relationship with the employees through establishing trust. Also, a manager should ensure flowing communication with the workers to establish a good relationship. 
Second, I will energize the working environment. Research has shown that when employees are discontented, they might be engaged in work, a condition that is known as 'retiring in workplace' (Shahzadi et al., 2014). Thus, an organization should maintain an energized environment by rotating tasks, crafting self-directed teams, job sharing, and frequent communication with the employees. 
Third, I will conduct expectations exchange. Research has found out the violation of employees' expectations as a significant cause of a high turnover rate. To preempt a breach of expectations, an organization should have a transparent talk with the employees (Shahzadi et al., 2014).
Finally, I will encourage upward mentoring in the organization. Most aspects of an organization are inherently trickle-down. However, upward mentoring can be a crucial way for aged employees to learn from young employees to add knowledge to the employees while also improving productivity at work. 
Employees' strengths and weaknesses are crucial aspects that an organization should not overlook because identifying them is the first step of unlocking the maximum potential of an employee (Shahzadi et al., 2014). There are different strategies to uncover an employee's strengths. 
First, I will be direct and real. As a leader, it is prudent to ask an employee about his/her strengths or weaknesses in a one-on-one talk. While research shows that being direct can give misleading information, sometimes the answers gleaned can be honest (Shahzadi et al., 2014). The information gathered can be used to place the employee on a task he fits in. 
Second, I will source information from the employee's user profile. One way of keeping track of employees' strengths is by checking their professional profiles. In the contemporary digital era, most employees have different professional accounts that a leader can use to learn about an employee. Information from such platforms includes interests, experiences, skills, dislikes, and expertise, which can be vital hints assigning the right tasks to an employee. 
Third, I will observe employees in the work environment as well as listen to different suggestions from other employees. A leader can observe areas in which an employee is performing exceptionally. Also, listening to other employees is a good way to know the strengths of an employee, and such information can be used to place employees on the tasks they are best suited (Shahzadi et al., 2014). 
Finally, I will create a competitive work setting, where I can see where an employee works exceptionally. Creating a competitive environment in the workplace will bring out the strengths and weaknesses of an employee. Through competition, a leader will allocate tasks to people who perform well and help people who show weaknesses to improve.
Culture Within the Organization
Good organizational culture is a key to retain and motivate employees to perform optimally. In my organization, the vision that will shape the overall culture would be sound leadership aligned on teamwork. With teamwork, it is easy to understand the strengths and weaknesses of different employees, which will help the organization surge forward towards the accomplishment of the goals (Michael & Robyn, 2016). Therefore, I firmly believe that a vision aligned on sound leadership and teamwork will help to maintain a productive and motivated workforce to accomplish the business goals and targets.
Rewards & Incentive to Remain Competitive
The best way I will reward and provide incentives for the employees to remain competitive and, at the same time appealing the employees is by integrating a structured incentive plan. Usually, a structured incentive plan centers on target incentives that are consistent, clear, and realistic. Additionally, the plan is focused on improving the organization's value and, at the same time, encouraging workforce productivity (Shahzadi et al., 2014). An example of a structured incentive plan I would enforce would be, "an employee can earn a 10% upon reaching a threshold target and 25% upon reaching a maximum target." I believe that a structured incentive plan maintains a competitive environment that is beneficial for the employee and the organization.
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