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Developing Relationships and Workplace Achievement
Task 1
Introduction
Employees in an organization usually utilize most of the time if not all the time working throughout. This has proven to be boring and tiring at the same time. Effective working and productivity of employees require that they are allowed some time to rest even if it is by giving them short breaks and lunch hour time to interact amongst themselves (Osborne and Hammoud, 2017, p.4). This helps such employees to build good relationships with one another thereby creating a good working relationship (Osborne and Hammoud, 2017, p.4). Employees need to be appropriately developed if they have to generate quality products for the company and their welfare. Statistics have shown that fully-developed employees are usually more productive as compared to their peers who are not well-developed (Osborne and Hammoud, 2017, p4). To ensure employees are well-developed, the organization can offer motivation to its workers. Motivation can be defined as an act in which one is positively stimulated to perform and produce the desired results at any given time (Han and Yin, 2016, p.1217819). Motivation, employee engagement as well as management performance are some of the best development procedures adopted by most organizations to ensure employees abide by the organization's set goals and objectives. 
How Employee Engagement develops the needs of individuals at the workplace
Over a long period, it has been considered a fundamental concern to ensure appropriate employee engagement in organizations globally. Employee engagement could be understood in simple terms as the level in which employees are happy and passionate about what they do in their work stations (Bailey and Fletcher, 2017, p.31). Employees must be treated with humanity bearing in mind that they have different needs. Abraham Maslow came up with a hierarchy of needs that every single individual wish to achieve in life (Acevedo, 2018, p.741). He presented the need as from the most basic ones starting with physiological which includes food. In his next step of needs is safety needs which include personal social security as well as financial security. The next needs are classified under the love and belonging where individuals want to experience a sense of belonging and love from others. Maslow suggested that the next in line is esteem needs which enables an individual to encounter personal growth. The last but equally important in the hierarchy of needs according to Maslow is the self-actualization needs in which an individual wants to feel the sense of personal growth.
All the above-mentioned needs are critical and affect the general performance of employees. For instance, employee engagement helps to link what the employees do and the achievement of their personal goals (Wang and Spitzmueller, 2017, p.90). This is effectively done through reasonable remunerations to employees. By proper pay to the employees, they can afford the basic needs together with their families. Better pays to motivate employees to work even harder.
Employee engagement also plays a critical role in the social lives of workers. For instance, it promotes a supportive association between employees themselves and even with employers. Such a cordial relationship goes a long way in the development and achievement of the need for belonging and love, which is one of the needs stated by Abraham Maslow. This is because a good relationship built among employees makes an individual feel they belong to a certain group and that they are appreciated and loved in the said group.
Besides, employee engagement helps to inculcate financial security to organizations’ employees by providing better salaries This is because such employees are given their salaries in time. Employees also feel secure in the sense that they can borrow loans from their employers and facilitate their developments (Eisenberger and Presson, 2016, p.22). This to a greater extent enables an individual to effectively manage his or her economic life and thereby cutting down on the stress that usually accompanies people with little or no money.
Also, employee engagement plays a critical role in connecting the employees to the community through the implementation of effective community development projects. This enables the employees to love and feel secure whenever in the community (Turner, 2020, p.57). The individual employee earns societal respect and can be depended upon by society to provide solutions to the problems affecting society. It is to be noted also that such an individual employee is also relied upon by the society in serious issues and decision making which require critical and creative thinking.
It will be incomplete without mentioning that employee engagement, besides, ensures the physical well-being of individual employees. This is mainly done through the provision of health insurance covers provided for by the employers.
Critical evaluation meaning and Models/theorists
Critical evaluation of any given aspect is important before making decisions. This can be understood as a comprehensive analysis of a particular aspect (Spiess and Wolf, 2017, p.215). There are majorly two theories that can be linked to relationships. They include the Social Exchange Theory and Equity Theory (Khalid and Ali, 2017, p.491). The Social Exchange theory postulates that individuals attempt to maximize benefits while cutting down on expenses (Khalid and Ali, 2017, p.491). On the contrary, the Equity Theory is of the view that the partners advocate for equity in relationships (Gironda and Korgaonkar, 2017, p.1237). However, when comparing the two theories, they both represent what individuals perceive they are to get in the form of benefits in connection to the costs.
Employee Engagement and case study
Employee engagement has been beneficial to most organizations that have tried it. Employee engagement could be understood as the level in which employees are happy and passionate about what they do in their work stations (Shuk and Reio, 2017, p.953). One of the many organizations that take a key interest in employee engagement in the UK is the Specsavers. This organization is reportedly investing in customers and employees in collaboration with the Reward Gateway company (McDonagh, 2017). For instance, Specsavers has identified that eyes are important for workers and have decided to take care of the workers' eyes by providing them with optometry and audiology services. It is also reported that this organization has programs that help employees to save money. Records have it that in the year 2014, Reward Gateway and Specsavers Corporate Eyecare made collaboration and gifted Specsavers eVoucher at a lower rate and over 1.5 million UK employees benefitted from the program (McDonagh, 2017). This is an elaborate example of employee engagement.
Task 2
Benefits of Developing Individuals at the Workplace
Developing individuals at the workplace has had benefits both to the individual employees and the general organization. For instance, employees benefit first and foremost by being more productive in their respective jobs (Chen and Holland, 2018, p.99). This is because the development in the form of training enhances the employee skills and knowledge on performing and competently completing a given task and at the right time. As organizations provide adequate training to employees based on effective performance to increase the sales of the organization, employees benefit from the same training as they can acquire effective skills and knowledge which they did not possess initially (Le Blance and Bekker, 2017, p.48). By so doing they become more productive and useful in the organization. Besides, some training and development knowledge and skills are essential in making the workplace environment appealing, desirable and supportive in such a manner to equip employees with chances to effectively interact with other team members, thus enabling them to acquire task-linked skills with different workers in an organization (Chen and Holland, 2018, p.99). This also enables the employees to work together effectively and steers the generation of ideas.
Similarly, development enables employees to be more motivated. This is because employees are exposed to several different work environments, most of which are challenging. Such developments also test the employee’s abilities and in response, the worker’s morale is enhanced (Roman, 2019). The development could alternatively be in the form of increased salaries to employees hence making them improve their lifestyles (Kashdan and Naughton, 2020, p.109717). In so doing, the employees feel they have the energy to work more effectively knowing very well they are promised benefits.
The development of employees is equally useful to workers on the grounds of promotion. When employees are appropriately developed in a manner that they can comfortably handle complex job activities in or outside the organization, it increases the chances of promotion for such employees. The promotion to higher ranks of jobs will be useful to employees as it will help them gain more experience as well as enhancing their social and economic status. Employees will, therefore, feel satisfied when they are promoted.
The development of employees is a driving force for increased pay. When employees are appropriately developed, they are in a strong position to attract higher remunerations as they gain experience to handle other demanding job specificities. The increase in pay will benefit the employees because they will be able to afford more economic goods and even have enough money to initiate their developments and investments. This also raises their living standards in the society.
The development of employees further helps to build the self-esteem of employees. When employees have good self-esteem, they can approach a problem with confidence since they have been fully-developed and probably exposed to different opportunities and challenges.
The development of employees must enable them to be better at their jobs. This is so because the development comes with training and the employers can impart critical knowledge and skills to the employees. Such development fosters the acquisition of better skills and thus enabling employees to avoid redundancy.
Finally, employee development is beneficial to employees as they can be able to afford a smile at the workplace. Developed employees will be happy at the workplace because they know they can not only perform effectively their duties but also in a good position to grab any opportunities that may arise either internally or externally.
The development of employees has equal benefits to the organization as a whole. For instance, the organization can be more competitive (Jaworski and Singh, 2018, p.3). This is because it has well-skilled employees who offer quality job production, which attracts more customers and win the loyalty of its customers. Such a competitive edge an organization enjoys over its peers in the same industry is responsible to make an organization stay in the market for a longer period thereby promoting the going concern concept of an organization.
Also, the organization benefits on efficiency grounds. Well-developed employees give their organization an operational efficiency than their peers who are not fully developed. This is because statistics have proven that the employees who are well-developed perform far much better compared to those other employees. This will, therefore, give their organization an upper hand in terms of quality productivity and developments as well as innovation and its implementations.
By doing individual development programs, the company can benefit in such a way that it attracts more profits. This is because the individual employee development would make an organization appealing and attractive to job seekers who would wish to identify themselves with the company (Nazir and Tran, 2016). The developed employees use their newly acquired skills in ensuring productivity and quality to attract customers. In an equal measure, the developed employees are capable of coming up with innovative programs in the production process, which will attract the market demand. In so doing, the company will be able to greatly attract huge profits from the sales of its products and services. 
Besides, employee development is a requisite in an organization. For example, an organization  such as Verdant Leisure that provides health insurance covers to its employees is likely to benefit the most. This is because such employees are motivated to work for the company. It increases job satisfaction among employees and as a result, there are increased efficiencies in the job processes resulting in high financial gains (Chivers and Villamil, 2017, p.126). It also encourages employees to formulate more innovative strategies and products.
Finally, the organization builds its reputation on the grounds of appropriate employee development. When an organization provides development opportunities to employees, it can attract new graduates and other job seekers as they will want to associate with those organizations which help them to nature their skills. In so doing, the company can market and sell its good reputation. A good reputation is beneficial to an organization because it enables a company to gain a competitive advantage in the market.
Critical Assessment
This is a fundamental aspect of the analysis. It refers to a comprehensive analysis of a concept with a view of upholding its suggestion or criticizing it (Massa and Afuah, 2017, p.73). The benefits of the development of employees to both individuals and organizations as mentioned above are purely true and without exaggeration as they can be proven experimentally. Other authors and motivation theorists such as Douglas Mac Gregor in his Theory X of motivation suggested that people must be persuaded, rewarded controlled and even be threatened and punished for them to perform effectively (Herrera and Anton, 2018, p.50). From the theorist’s model as discussed earlier on the Social Exchange Theory and the Equity Theory, individuals in both cases are interested in what they benefit from a relationship as compared to the costs incurred. These theories indicate that employees would benefit as it has been already mentioned above on how the employees benefit from employee engagement. A case study for this kind of benefit has also been mentioned above on the Specsavers, which is an organization that cares for the employees' eyes and also helps the employees in the United Kingdom to save money for their developments. Suffice it to say, when the organization takes responsibility for developing individuals, both the organization and the well-developed individuals would benefit from the same program. For instance, the organization becomes more competitive, more efficient, more profits as well as gaining a better reputation. On the part of individuals, they benefit by becoming more productive, more motivated, pay rise, better self-esteem, happy in work among others. Such benefits can be summarized in an employees’ PDP as illustrated below. When an employee benefits as shown in the PDP, the organization automatically benefits because the employee would be motivated by the benefits and as a result, become more efficient, which is a benefit to the organization.
Tasks 3

Performance Development Plan
This report has identified and justified 6 main areas that need improvement in the designer jobs and tabled in the Personal Development Plan as follows.















Personal Development Plan in a Designer job

	
Objective/Area of Development
	Measure
	Priority
	Support and Development.
Internal/External
	Review Dates
	Other comments

	Digital Practices
	Attend seminars.
Attend workshop training courses.
Networking.
	High
	Internal to be trained by individuals from the organization.
External to attend management training courses
	Every 6 months.
	Gaining new skills and knowledge through the use of Adobe will aid in improvement.

	Communication
	Business Networking.
	High
	Internal to be trained by individuals from the organization.
External to attend management training courses
	Every 6 months.
	Through communication experience, presentation skills will be enhanced.

	Effective illustration
	Attend Workshops.
Training courses.
Tutorials.
	Low
	Internal to be trained by individuals from the organization.
External to attend management training courses
	Every 6 months.
	This will help to boost confidence.

	Concept generating.
	Workshops.
Training courses.
Tutorials.
	Low
	Internal to be trained by individuals from the organization.
External to attend management training courses
	Every 6 months.
	Experience gained will be useful in completing projects by developing more creative concepts.

	Branding
	Workshops.
Training courses.
Work experience.
	High
	Internal to be trained by individuals from the organization.
External to attend management training courses
	Every 6 months.
	Effective branding will help promote the image of design jobs.

	Marketing
	Workshops.
Training courses.
Work experience.
	High
	Internal to be trained by individuals from the organization.
External to attend management training courses
	Every 6 months.
	Knowledge and skills gained will be useful in marketing.



All the review dates are set to happen after every six months as this will give the researcher the urge to make a faster follow up and identify the areas where more effort should be placed. For instance, it will serve as a driving force for a comparison between the actual and the set standards. This will enable easy identification of deviations, their causes, and reasons. As a result, the researcher will be able to formulate measures to counter the deviations and monitor the entire process to achieve the desired results. The review dates after every 6 months will also be beneficial for business reporting as the researcher has the fiscal business year running for every 6 months. This will, therefore, enable effective reporting.
High priorities are set for digital practices, communication, branding, and marketing because these are the most important aspects of the job. They can effectively increase sales by attracting potential customers. Similarly, they enable the creation and maintenance of customer trust thus building and developing strong customer loyalty. For instance, consistent communication and marketing will serve to consistently inform the customers of the services offered. Branding, on the other hand, will enable effective differentiation of the products and services offered away from the competitors. On the other hand, effective illustration and concept generation are set at the low priority because much has been done on them and therefore only needs a little follow up.
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