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Introduction
Employee engagement focuses on strengthening the emotional, mental, and physical connection among employees through various aspects of the workplace. The continuous process focuses on finding the most effective psychological involvement approaches productive among employees in the workplace. The increased benefit of employee engagement among organisations comes from realising benefits for both the individual and the firm. The individual, for example, experiences greater satisfaction, better health, better compensations, and improved work productivity. The organisation also experiences higher retention rates, increased profitability while decreasing turnover among employees (Osborne and Hammoud, 2017: 52). Some models used to explain the role of employee engagement in an organisation include the Robinson Model of Employment Engagement, Penna's Model focused on Employee Engagement, and the Zinger Model of Employee Engagement. 
Task 1: Employee Engagement and the Individual at Work
Vithayaporn and Ashton (2019: 47) note that employee engagement develops the needs of the individual through the analysis of various models and their impact on employee's performance. The Robinson Model of Employment Engagement, for example, explains that value is a high driving factor behind employee engagement. The amount that an employee receives from an organisation determines the employee's level of commitment. Career growth, for example, offers employees the chance to learn new concepts for developing their skills while increasing salary. Other models like Penna's and Zinger's model focused on ideas like education of the essence of employee engagement, developing values and cultures in the organisation, and ensuring support from the management concerning employee engagement (Osborne and Hammoud, 2017: 52). Some benefits employees’ experiences include increased happiness, high employee satisfaction, a more balanced general life, and increased safety. Tesco Mobile, for instance, understood that engaging colleagues and employees in the creation of shared charters developed set values and common themes providing effective mission, vision, and purpose for the firm. Employee engagement helps to develop the needs of individual employees by promoting feedback of various concepts, clarifying goals, providing efficient work environments, and developing people-focused cultures in the workplace.
1.1. The People-Focused Culture
Some ideas important in employee engagement include a sense of support and value in trying to establish a balance between work and personal life. Focusing on not only the performance of an employee in the workplace but also considering initiatives like physical fitness meets the individual needs (Dutton and Ragins, 2017: 19). Robinson's model explains the essence of developing actual values for any given organisation that integrate the overall life of an employee. By having flexible shifts for parents, for example, can help meet the need of the parent to spend time with family, which converts to increased work productivity.
For Analysis of the organisational culture shows the necessity of a firm’s involvement in providing a psychologically involved and safe work environment. Fostering enthusiastic and satisfying work environments and activities helps to develop employee engagement and performance, promoting to focus on the people the development of effective results (Osborne and Hammoud, 2017: 54). Google, for example, emphasises in the importance of taking care of its employees. Offering flexible shifts with packages like free meals or integrated workplaces concerned with developing employees shows the essence of focusing on people in developing appropriate work cultures. Organisations developing concepts like training programs also support emotional connections that directly affect the organisation's productiveness while helping an elaborate work-life balance among individuals.
1.2. Taking Breaks
The subtle act of taking 5-minute breaks emphasises through employee engagement to allow relaxation and stretch is a concept that directly affects employees' health. Emphasising focus on the idea of involved the organisation, leadership, and individual can help in stabilising engagement. Koon and Chong (2018: 54) explain that Zinger's model explains that integrating involving activities can help to develop a firm's values and culture. Facebook, for example, has an adequate focus on the relaxation of its employees with a constant emphasis on taking breaks to engage in gym time, naps, or for some yoga. The firm already implements productive work environments that include perks like sleeping pods, video game centres, and cafeteria. Individuals experiencing mental blocks or challenges with projects, thus, can use breaks as a source of inspiration or rest to rejuvenate thinking abilities. 
1.3. Requesting Feedback
Employers most times offer feedback to employees concerning their performance and analysis. Developing a platform where employees can provide feedback on concepts like the office environment, working styles, and workloads can promote the relevance of employee engagement. Asking feedback from employees helps to develop a sense of belonging where opinions from all parties matter in developing a company (Lopez-Kidwell et al. 2018: 1140). Asking employees concerning potential roadblocks or some of the challenges they face in the work environment highlights the firm’s weakness. As Zinger’s model notes, providing open communication approaches helps to promote employee engagement not only among hierarchies but also among employees. Tesco’s approach for including employees in decision-making processes, especially focused on change, helped the firm to represent one of the leading firms promoting customer and employee satisfaction in the nation. Individuals get the chance to ask for clarity from colleagues in case of doubt. Singh et al. (2016: 834) notes that work environments promoting feedback had employees who remained loyal, felt involved, empowered, and enthusiastic to the extent of exhibiting the feeling to others around them.
1.4. Goal Clarity
All employees need to have a set of responsibilities and goals to help with focus. Employees, from time to time, get mixed up concerning their leading roles in an organisation from the lack of goal clarity. Clarifying goals, thus, is essential to promote employee engagement in the organisation (Rožman et al. 2017: 19). Mental exhaustion and fatigue are some of the effects of the lack of goal clarity. With the help of employee engagement, however, goal clarity remains essential not only in increasing productivity but also in developing employee satisfaction (Singh et al. 2016: 834). Motivating employees to take part in goal setting programs, for example, adds to hierarchical achievement through applying discretionary effort focused on fulfilling undertakings in the work environment.
1.5. Providing a Conducive Work Environment
The everyday commute to work can represent an exciting or tiresome ordeal with a significant focus on the condition of the work environment. Employees prefer working in comfortable and challenging environments compared to conventional working environments. Employers, thus, have the responsibility of integration environments that reflect their brand. Employee engagement helps employers in developing favourable environments like through the use of simple surveys, questionnaires, and interviews to realise employees' preferences (Evans et al. 2016: 312). Google, for example, not only offers an integrated work environment but also provides concepts like meals and gym memberships in the work environment to promote employee retention and productivity. The individual, on the other hand, benefits from improved health and wellness with increased productivity. Fixing the dark spots and the non-functional air conditioner at the office can completely transform an employee's attitudes and values concerning the work environment. Conducive work environments, for example, promote innovative behaviour among employees. The practice of recognising a problem, generating ideas, and mobilising support remain higher in an inclusive and conducive work environment (Vithayaporn and Ashton, 2019: 49). The individual, thus, develops their ability to promote, realise, and generate ideas effectively because of the favourable environment. 
1.6. Career Growth
The career growth process relates to the self-perception and management from an employee concerning career development in an organisation. Employee engagement seeks to promote advancements like increased salaries and the opportunity of learning new skills in the company. Since employees seek improvement in any field, offering such channels like advancement training programs and promotional opportunities promotes the benefits of the individual through employee engagement (Vithayaporn and Ashton, 2019: 47). Anglian Water, for instance, offers various programs like water services or water recycling services to its employees as an approach to career growth, promoting the pride and passion among employees to pursue further career growth while working in the firm.
Task 2: Benefits of Employee Engagement to Organisation and Individual
Personally, developing individuals in the workplace benefits both the organisation and the individual. The firm, for example, experiences increased efficiency, better profits and reputation, and maintaining a competitive edge. The individual, on the other hand, remains motivates, gets pay raises, and develops increased self-esteem, happiness, and increased productivity (Liden et al. 2016: 156). Analysing the benefits for both parties, thus, remains sufficient for proper integration and assimilation of concepts promoting work productivity and proper workplace relationships. 
2.1. Employee Engagement Benefits to the Organisation
One of the main benefits of employee engagement to an organisation is increased retention rates combined with reduced turnover rates. The hiring process, combined with the on-boarding of new employees in a firm, is time-consuming and expensive. Employee engagement, nonetheless, offers a chance for the firm to interact with its employees on various aspects like the employee's welfare (Segura-Camacho et al. 2018: 3411). Internal communication, for example, fosters an environment promoting feedback and the exchange of ideas focused on improving the productivity of the firm. Learning to engage employees in the process can polish plans and goals set by the company. The aspect does not offer a chance of realising quality results while maintaining the same group throughout different projects. 
Engaging behaviours like promoting team activities both in and out of the office work to benefit the overall productivity of a firm is also useful in employee engagement. Gathering knowledge, for example, is one of the fundamental concepts that many organisations strive to achieve to gain a competitive edge or maintain relevance in their respective market (Ozuem et al. 2016: 68). A firm like Google continues to gather data and acquire other tech firms in its market to promote its competitive edge. 
One of the tools used by the firm in developing a constant generation of ideas is to involve groups of engineers in decision-making processes involving teams. The concept works for the firm as it offers the chance to share, create, and transform ideas useful for maintaining a competitive edge (Bal and de Jong, 2017: 183). Teamwork engagement also leads to high productivity. Employees tend to enjoy work more in the presence of other parties because of factors like motivation that drive individuals to work more durable, harder, and faster. Employee engagement promotes increased interest in collaborative work by highlighting the many benefits like sharing ideas, supporting a diverse work environment, and developing effective and productive concepts.
Organisations also benefit from increased internal communication through the use of employee engagement. Contact occurs both informally and formally at the workplace. Communication patterns involving the firm's leadership directs and moulds the forms of interaction used by employees to interact (Ruck et al. 2017: 909). Encouraging dialogue among senior management, for example, is an approach that promotes the willingness to listen, sharing practical information, and assessing complaints and questions. The procedure not only saves firms time but also focuses on critical concepts through careful analysis of potential and appropriate solutions in different cases. A firm looking to make a drastic decision concerning changing its brand marketing tactics, for example, can benefit from incorporation communication through feedback in the organisations (Jones et al. 2016: 266). Offering employees, the chance to express their perspective and useful ideas on such a topic, thus, can help a firm either re-define itself or stick to its original traits.
The development of an organisation depends on internal receptiveness and peaceful collaborations through proper communication. Exercising voice in an organisation as part of employee engagement, thus, remains essential in benefitting the entire firm (Kyu Wang et al. 2018: 768). If, for example, employees realise that senior managers do not may interest in their views, they might deter towards exercising their voice. Developing deaf-ear syndrome among employees contributes to increased employee disengagement that significantly lower's work productivity (Vithayaporn and Ashton, 2019: 59). Maintaining the psychological safety concepts for all parties in an organisation, therefore, is essential in benefiting the firm's implementation of employee engagement that offers receptiveness concerning the employee's voice. In cases where employees feel good, the hard work input equates to increased productivity that promotes a firm's profitability. Using employee engagement as a foundational concept for any firm remains necessary for financial benefits. Motivated and trains employees tend to perform better, even under pressure, compared to uninspired employees. Emphasis on concepts like value, sustainability, focus on employee's voice, and compensation plans help a firm to reach increased profits. 
2.2. Employee Compensation
Compensating employees is an integral part of a firm's achievement since it lays on every employee's focus and drives. Since pay practices vary concerning different jobs, it is essential to focus on the appropriate level, mix, administration, and structure containing effective payment plans. The theories on expectancy and reinforcement, for example, explain that response following a reward remains highly likely to re-occur in the future. Compensation of high performance through monetary rewards among employees, for instance, makes the high performance more likely even in future cases (Osborne and Hammoud, 2017: 4). On the other hand, unrecognised high performance remains less likely to repeat itself in the future among employees. 
Equity theory also suggests that an employee’s perception of compensation directly related to their input in various activities. Employees who feel that they experience inequality in the workplace may reduce efforts to match provided equity. Promoting employee engagement offers a chance to air out cases of difference for the realisation of effective results through employee compensation (Stone et al. 2019: 239). The agency theory, on the other hand, strives to understand the necessity of different compensation plans. Overcompensation of managers through superfluous provision of amenities and bonuses can negatively affect the overall performance of a firm from factors like absenteeism (Koon et al. 2018: 60). Keeping compensation approaches based on salary with little emphasis on uncertain incentives and bonuses, nonetheless, promote increased work productivity.
Task 3: Evaluation Plan
The evaluation plan identifies the needs of various employees by establishing goals and assessing performances. Defining milestones in the organisations set at intervals of two months, for example, can place clarity on timeframes and outputs for teams and individuals (Tararukhina and Gurieva, 2018: 36). The period can also measure the impact of various leadership characteristics used in analysing employee efficiency. Providing guidance and advice to staff members after the accomplishment of set milestones by measuring output productivity or sales promotes the plan’s role in proper compensation for motivation. Ruck et al. (2017: 912) insists that compensating employees through responding to requests through identified protocol helps the workers to strive to achieve specific goals. Assessing performance, on the other hand, can help to evaluate progress while offering feedback through both informal and formal ways. Measuring performance by offering supervisory support like performance and supervision management represents some elaborate tactics the plan uses to provide compensation when necessary. Merit play carried out yearly, for example, can also offer proper performance rating of entire teams leading to reimbursement of all employees in the case of useful productivity.
Personal development and training are components necessary for developing the plan for both employees who invest in individual programs and those offered by the firm focused on developing preferred work skills. Skill acquisition can promote coverage and payment whenever the ability remains necessary in the workplace (Ritter et al. 2018: 94). John, the accountant, for example, can receive compensation if he applies high data entry skills whenever needed.
Integrating a responsibility charting is also essential in assessing and assigning accountability of the plan's approaches. Listing all involved parties like managers, supervisors, internal resources, and project teams can help to integrate proper experience and standards in cooking skills and food preparation, issuing adequate compensation when necessary. Using the appropriate management approach, thus, it is appropriate to include in the compensation plan. Managing performance effectively focused on delegating, developing, and directing offers clear sight on individual incentives (Segura-Canacho et al. 2018: 3411). Bonuses, equity charges, and charges focused on pay associate with varying performance measurements like comprehension of adequate equipment enabling safety and full inclusivity in the kitchen area. Employees also receive rewards from their experience concerning portion and stock management and control.
The compensation plan also directs, delegates, and develops employee engagement in different ways. Ensuring timely delivery and ordering of products to support and project learners for transporting baked goods from the Hub to the Café, for instance, offers room for proper delegation and development of employee engagement. Directing works in the case of low or moderate competence of abilities and skills required to complete a task. Compensation through direction takes steps from small to high upon comprehension of provides instructions and guidelines. Delegation involves intervening in urgent cases like in dealing with equality charges. Development, on the other hand, includes examples of extensive experience or establishing new interventions in employee engagement. Performance management and analysis performed by the response represents a joint effort task. Offering local leadership through Penny to help in helping employees maximise potential, together with establishing links with local suppliers, is adequate for proper performance management. The analysis by Djurdjevic et al. (2017: 1124) explains that employees, managers, and leaders have distinct roles to play in the promotion of excellent performance. Using practical tools and processes in place for the management of production makes it convenient to allocate tasks and compensations to the appropriate parties in the organisation with a focus on the firm's strategic goals.

PDP
	Objective
	Measures
	Priority
	Support and Development internal/external
	Review Date
	Other Comment

	Assessing Performance
	· Knowledge of effective communication and interaction in the work environment
· Monitoring individual work through employee engagement.
· Analysing feedback.
· Checking on compensation rates.
· Identifying ways promoting career growth.
	High Priority
	Offering internal competitive work environment and attending improved employee programs
	6 months
	Foster internal work environment support like promoting collaboration with employees. 

	Compensation
	· Offer approaches and ways for recognising employees’ contributions. 
· Offer guidance and advice to staff
	High
	Requires internal engagement from the entire staff and management team. 
	2 months.
	


Conclusion
Employee engagement is a concept that involves personal development, training, and appraisal of employees regarding performance. Employers have the responsibility of offering their employees productive work environments without harassment, unsafe conditions, and discrimination. Meeting purposes, accepting feedback, promoting equality, and stability is essential in helping employee satisfaction. Increased contributions from employees, in turn, encourage the profitability of the firm.
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