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Task 1: Critical Evaluation of Development Vehicles Available to an Organisation Appropriate to the Development Needs of the Individual
Positive and healthy relationships at the workplace comprise a critical aspect of any organisation. Patricia (2015) claims that the functioning of staff in any institution is based on the proficiency to ensure effective interaction with their co-workers, superiors, and subordinates within the business as well as the customers, suppliers, and general public externally. Current organisations employ many workers with different backgrounds and objectives which can present challenges in achieving organisational goals. Biggio and Cortese (2013) contend that the majority of the organisations experience people problems rather business-related issues which are caused by faulty interpersonal relations. Therefore, developing relationships within the workplace is a critical issue for the management of any firm focused on improving workplace achievement. This section seeks to critically examine four development vehicles at the disposal of organisations that are suitable for the development needs of the individual in addition to enhancing the workplace environment. The development vehicles include training, performance management, motivation, personal development, and engagement. 
Definition of the Development Vehicles
Training
Training comprises one of the primary vehicles of development that leaders can adopt to foster ethical and positive relationships at the workplace. Terera and Ngirande (2014) define training as an educational procedure that constitutes the sharpening of skills, changing of attitudes, concepts, and an addition of more knowledge to improve the performance of the organisation’s staff. Additionally, the development vehicle is used to bridge the gap between the current performance and expected performance in the future. Monks et al. (2013) argues that the training of employees ensures that they develop the necessary skills required for the higher and more complex tasks in the organisation (Ingraham & Rubaii, 2017). A study by Terera and Ngirande (2014) demonstrates that the training and development of employees foster job satisfaction among them with the outcome as improved job performance. 
The study supports the Hertzberg theory of job satisfaction which mentions training as one of the motivating characteristics alongside recognition, advancement, growth, the work itself, and responsibilities (Dobre, 2013). Therefore, the management is responsible for designing suitable training programs concerning the importance of positive relationships both inside and outside the company with the intention to provide job satisfaction for the individual employee. Kehoe and Wright (2013) claim that effective training programs integrate on-the-job and off-the-job procedures in addition to including both the new and old employees accordingly. This allows the development of positive relationships between the new and old employees hence increasing their productivity as they are more likely to help each other out on issues that may be challenging. Additionally, organisations can train employees to alleviate instances of delays that may arise from the lack of specific expertise while performing a task Terera and Ngirande (2014). The approach prevents any conflicts that may arise from the individuals’ poor performance with the supervisors and other colleagues on the same project thereby, building confidence in the specific task and promoting job satisfaction and increased productivity. 
According to Rani and Merga (2016), organisations can employ the systems theory to play a significant role in the designing of training programs that address precisely defined issues such as faulty relationships within the workplace. Therefore, training helps employees understand the aspects and importance of functional relationships in the company’s different systems and how each contributes toward the organisational goals (Tanner 2018). As a result, employees can develop relations that produce the required output to align their system with the objectives of the firm in addition to preventing conflicts between departments that may affect the efficiency of the system (Rani & Merga 2016). The authors demonstrate that training can help in developing good working relationships within the organisation which in turn lead to overall improved performance following that collaboration and coordination will be relatively more comfortable among the employees.
Employee Motivation
A positive and significant correlation exists between motivating employees and enhanced organisational performance. Dobre (2013) describes motivation as an internal drive to satisfy a discontented need to accomplish a particular objective and constitutes a process that commences through psychological or physiological needs that inspire a performance set by a goal. Kalmullah (2010) suggests that motivated employees align their goals with the organisational objectives thereby directing their efforts in the same direction. As a result, Dobre (2013) states that organisations that incorporate employee motivation in their management strategy post better results compared to firms that do not use the development vehicle as their employees strive to find ways to enhance their work and output. Kehoe and Wright (2013) posit that the management can use both monetary and non-monetary rewards to motivate employees. Additionally, according to Monks (2013), the organisational leadership can utilise compensation and benefits as motivational tools for employs who exhibit outstanding performance and contribution to organisational goals.
The organisation’s management can utilise Maslow’s hierarchy of needs theory to design effective motivation programs to promote positive relationships and improved workplace performance. Tanner (2018) contends that Maslow’s theory is based on satisfying five basic human needs namely physiological, security, belongingness, esteem, and self-actualisation needs in a bottom-to-top pyramid order. Dobre (2013) recommends that organisations can develop effective employee motivation procedures by striving to satisfy the specific lowest level needs of the individual workers while moving higher until all the five needs are satisfied. Relationships belong to the third level of the pyramid which involves social concerns of the employees or rather needs of belongingness. 
Fapohunda (2013) agrees that ensuring the lowest needs of motivation are satisfied makes it easier for employees to develop relationships within the workplace as they stop prioritising the satisfaction of the specific needs. Moreover, organisations can motivate employees to develop meaningful relationships at the workplace by grouping them differently every time a new project comes up to facilitate interaction between colleagues and the management (Tanner 2018). The management can categorise the employees according to the similarity of their motivational needs, complementing motivation needs, or supportive, motivational needs (Dobre, 2013). The writers indicate that different levels of motivation will help in growing a sense of belongingness to the different groups accordingly and increased cooperation and coordination among the respective groups.
Performance Management
The concept of performance management is gradually gaining recognition in most organisations as they shift from performance appraisals. It is another critical development vehicle that is significant in developing workplace relationships as well as improving employee and firm performance. Taylor (2014) describes performance management as a systematic procedure for enhancing the efficiency of an organisation through advancing the function of individual workers, as well as, teams within the organisation. As such, performance management aims to align the efforts of an employee with the goals of the organisations. Ismail and Gail (2017) suggest that performance management should not be implemented in a directive, top-down approach. Instead, it should employ understanding and management skills to the performance of an individual within an approved framework of premeditated goals, standards, and competency needs (Taylor 2014). 
The process of performance management constitutes more than singular practices focused at evaluating and modifying employee of performance as it involves the management working with the employees to set prospects, assess, and examine outcomes (SHRM 2015). Additionally, the process involves rewarding remarkable performance to motivate the employees for better outcomes in the future. The goal-setting theory and task performance theory developed by Locke and Latham can be used to inform performance management. Mundia et al. (2017) describe task performance involves the process of training and illustrating different methods of performing a task and setting goals to achieve when using the various methods. According to Xesha et al (2017), Locke and Latham suggest that specific, challenging goals lead to higher performance compared to leaving the employees to strive to bring out their best without particular objectives. 
Therefore, organisational management can use goal setting and task performance to offer employees directions for handling tasks and challenging targets to achieve using the directions. Additionally, the management needs to develop a standard against which they can monitor and measure the progress of specific employees (Kehoe & Wright 2013). Dobre (2013) observes that the interactions between the management and the employees during the process of performance management can be opportunities for the organisation to promote positive and comfortable relationships between the two groups. Furthermore, the management can organize for employees working towards the same target to work together by placing them in teams (Xesha et al. 2017).  The discussions suggest that performance management assists the employees to improve their performance, as well as, facilitate positive interactions that foster cooperation among colleagues, and between employees and the management.


Employee Engagement
Staff who are more engaged at the workplace tend to exhibit positive behaviour and cooperation with the other employees. Truss et al. (2013) states that engaged employees perform better than those who are not engaged by illustrating heightened interest in their job in addition to being ready to do extra for the organisation to achieve its objectives.  However, a study by CIPD conducted in 2012 indicates that most of the organisations do not engage their employees, with less than 40% of employees being engaged according to the outcomes (Rees, Alfes, & Gatenby 2018). The Open University (2018) defines employee engagement as an array of positive attitudes and behaviours that facilitate elevated task performance in a manner that aligns with the mission of the organisation and constitutes of three aspects namely vigour, dedication, and absorption in the task. 
The social exchange theory can be used to inform how employee engagement helps in developing relationships and workplace achievement. Developed by theorists Homans (1961), Kelley and Thibaut (1978), and Rusbult (1983), the social exchange theory suggests that relationships are developed around mutual obligations with an intention to maximise benefits and minimise costs (Chernyak-Hai & Rabenu 2018). Therefore, employees at the workplace engage depending on the resources that the organisation provides them with, such that if it offers support, rewards, and specific conditions, the employee will try to function with them (Anthony-McMann et al. 2016). The management can use policies and practices that promote employee engagement on the individual worker, a specific group of workers, or simultaneously in both situations by facilitating social exchange at the workplace. Additionally, organisations can execute employee engagement at an individual or collaborative level. 
Townsend et al. (2014) describes collaborative employee engagement as the type that involves partnerships among employees, leaders, and unions. Therefore, the organisation’s management can facilitate social exchange with the individual employee on various issues to engage them. Additionally, they can engage the employee through the union and other employee partnerships such as specific project teams, particular departments, and specific job types among others (Townsend et al. 2014). Organisations can facilitate social exchange by delegating tasks and responsibilities that promote interaction between the management and the subordinate employees, as well as, among employees. Moreover, employs can be asked to state their opinions concerning different issues to make them feel engaged in the organisation’s decision-making process. Supporters of the theory demonstrate that workers will feel supported, needed, and trusted when the organisation correctly implements the employee-oriented systems that facilitate engagement. 
Conclusion
In conclusion, the authors have illustrated that the organisational management can employ various development vehicles which can be used to facilitate positive relationships in the workplace to improve both individual and organisational performance. Majority of the authors have emphasised on employee engagement and employee motivation as the most appropriate development vehicles for building lasting relationships followed by performance management then training and development. The above development vehicles contribute to a sense of belongingness, job satisfaction, job commitment, and improved health and well-being in the individual employee which combine to improved performance in both individual and organisation.





Task 2: Critical Assessment of the Potential Benefits to the Organisation and the Individuals of Personally Developing Individuals in the Workplace
Healthy and positive relationships in the workplace ensure cooperation and swift coordination of activities in the organisation. Workplace relationships between the management and the employees ensure a steady flow of information involving giving directions, feedback, requesting help, and executing the instructions. On the other hand, relationships between co-workers ensure collaboration in organisational projects and other issues that require different employees to work together. As a result, positive relationships at the workplace facilitate improved performance for the entire organisation.
Moreover, there is guaranteed job satisfaction (Harter et al. 2013), employee retention (Saks & Gruman 2014), and increased productivity (Anthony-McMann et al. 2016) for the individual employee. Additionally, constructive workplace relationships allow employees to maintain good interactions with the customer, thereby leading to improved customer satisfaction. The primary objective of this section is to demonstrate the benefits of positive working relationships to the organisation and the individual.
Benefits to the Individual
Job Satisfaction
Developing positive relationships at the workplace contributes to the individual’s job satisfaction. According to Truss et al. (2013) engaged employees exhibit positive emotions comprising happiness, joy, and enthusiasm at the workplace; develop their job and own resources; encounter better health; and convey their engagements to others signifying satisfaction on the employee’s side. Additionally, motivated workers tend to be more satisfied with their job compared to discouraged workers. Positive relationships at the workplace promote collaboration between work colleagues and the management which heightens the motivation levels of the employees leading to job satisfaction (Keenoy, 2014). As a result, satisfied employees imply that the organisation has adequately catered for Maslow’s hierarchy needs of motivation, thereby allowing the individual to align their efforts with achieving the organisational goals. 
Improved Performance
Positive relationships at the workplace contribute to improved efficiency in the individual employee. Min and Yong (2014) examined the influence of interpersonal relations in the organisation on the job performance of the individual work and established that healthy relationships at the workplace are an essential component of the employee’s performance. Positive working relationships create a conducive and supportive environment for the workers which allows them to be their best while at work. According to Gaur and Ebrahimi (2013), leaders that demonstrate equal treatment to all employees influence positive relationships between colleagues thereby preventing instances of jealousy and resentment towards some of the colleagues. As a result, individual employees can focus their energy on the objectives of the organisation thereby increasing their productivity and overall job performance (Gaur and Ebrahimi 2013). Additionally, employee training and development can help them change their attitudes towards workplace relationships thereby facilitating encouragement and collaboration between employees and the increased productivity of the individual workers.
Job Security
Strong relationships between the management-subordinate employee, as well as, subordinate-subordinate relations influence a sense of belonging to the employee reducing the chances of seeking employment elsewhere. The process of developing quality relationships in the workplace can be a time-consuming and challenging task for many employees which may decrease the prospects of having to begin all over in another firm provided the working conditions remain the same (Tanwar & Prasad 2016). Kossivi, Xu, and Kalgora (2016) posit that relationships between colleagues at the workplace constitute a determinant factor of employee retention in the organisation as it guarantees support from co-workers thereby building a feeling of belongingness in the organisation. Carnahan (2013) mentions poor management-subordinate relationship as one of the leading causes for quitting jobs among employees, implying that individual employees are most likely to stay in organisations where they have positive relationships with their managers.   
Improved Health and Well-Being
Employee's health and well-being significantly affect their productivity, job satisfaction, and job performance. Mastroianni and Storberg-Walker (2014) examined the effect of work relationships on the perceptions of well-being and health elements on the individual employee and determined that a positive relationship exists between the two variables. Moreover, they established that positive work relationships were the most effective means of influencing employee health and wellness compared to health-oriented initiatives developed at the workplace for specific conditions. Halfner et al. (2015) states that current types of workplace organisations that incorporate growing technological changes have resulted in more responsibilities and autonomy for workers. As a result, employees are required to multi-task due to the increased everyday job demands leading to unrealistic work pressures and workplace stress (Goetzel 2013). However, Halfner et al. (2015) affirms that positive relationships at the workplace and a positive work culture help in improving individual employee health and well-being by mitigating workplace stress, pressures, and conflicts among workers.      



Benefits to the Organisation
This section will use Ford Motors and the Wells Fargo company for comparison purposes. Ford Motors employs a relatively positive work culture whereas, Wells Fargo demonstrates an aggressive and cut-throat culture. 
Organisational Commitment
Positive relationships at the workplace increase employees’ commitment to the organisational goals. Tanwar and Prasad (2016) established that employee development has a positive relationship with constructive relationship in the workplace and organisational commitment among employees. Employees that are committed to the organisational goals lead to improved organisational productivity and go out of their way to ensure that they handle tasks delegated to them despite their level of difficulty. Additionally, motivated workers are more likely to use the resources of the organisation responsibly and effectively, as a result of positive relationships within the workplace that influence organisational commitment (Fenton et al. 2014). Employees that are more committed to the objectives of the organisations are less likely to leave the job and as such managers can ensure they develop positive relationships among workers to ensure that they retain the most committed employees for the achievement of the organisation’s long-term goals. For instance, workers at Ford demonstrate more commitment (Lombardo 2017) because of the supportive nature of the management and positive relationships between the management and the subordinates. Conversely, McLean (2017) reports that employees at Wells Fargo are more likely to use fraudulent means to achieve organisational goals following aggressive relationships with the management and lack of training to achieve specific objectives.
Positive Work Culture
Organisations with positive work cultures are more productive compared to organisations with negative work culture. Seppala and Cameron (2015) claim that the majority of the organisations consider developing an aggressive, intense, and take-no-prisoners culture to direct their financial achievement. Contrary, research indicates that the approach is relatively harmful to the health, well-being, and the productivity of the employee and the entire organisation. Poulsen et al. (2014) argues that drivers of positive work relationships such as employee engagement foster positive work culture and improved firm performance.
Moreover, healthy work relationships contribute to health and well-being of the employees which decreases the costs of absenteeism, strained relationships, and poor quality products due to unrealistic time pressures (Halfner et al. 2015). Furthermore, Seppala and Cameron (2015) confirm that positive work cultures are more likely to perform well than firms that promote the opposite approach of work culture. McLean (2017) mentions that poor relationships between the superiors and the subordinates have led to a negative culture among the subordinate employees whereas Lombardo (2017) posits that Ford motors facilitate positive work culture through embracing teamwork and positive relationships between employees including supportive top-down relations.
Employee Retention
Retaining key employees is an effective strategy for organisations seeking long-term success and health. It constitutes the process of encouraging staff to remain in the organisation for a lengthy period. Positive working relationships between the manager and the employees include one of the factors contributing to the retention of vital employees alongside job satisfaction, organisational performance, and effective succession scheduling (Das & Baruah 2013). Sinha and Sinha (2013) examined the retention factors in organisations in India’s heavy engineering industry and established that a supportive learning and working climate is critical for maintaining key employees. The authors posit that positive working relations comprise an effective strategy for creating a supportive and conducive working climate. Patro (2014) argues that healthy relationships in the workplace contribute to employee’s satisfaction in the workplace and a sense of belongingness which have the potential to influencing employees to refrain from seeking employment in competing firms. McLean (2017) observes that Wells Fargo had a higher rate of employees leaving the firm with the departure being attributed to the strict and harsh relationship between the manager and the subordinate. Conversely, Lombardo (2017) notices that the management at Ford understands that positive relationships between the manager and the superior as well as between colleagues creates a comfortable environment for them.
Organisational Performance
Most of the mentioned benefits of positive working relationships in an organisation influence organisational performance. According to Bakotic (2013), job satisfaction, positive work culture, healthy and supportive work climate, and employee retention include determinant factors influencing the productivity of a firm. Xesha (2017) examined the significance of employee-employee relationships through a survey of both managers and employees and verified that positive relationships play an important role towards the organisational success. Bae and Young (2017) posit that friendly policies that promote working relationships lead to employee job satisfaction and organisational commitment which in turn facilitate organisational performance. McLean (2017) reports that Wells Fargo is currently under investigation because of profits achieved through improper activities that were motivated by unrealistic pressures placed on the employees by the managers implying poor relationships with the management. Contrary, Lombardo (2017) claims that Ford Motors' performance improved considerably after 2006, following the focus of the management on transforming the prior cut-throat work culture strategy to a healthy relationship-oriented approach in the company.



Task 3: Create a Professional Development Plan for an Individual Employee
The professional development plan (PDP) can be a significant tool for developing various needs that may be vital to the employee's productivity. The PDP serves diverse functions to the employee and the organisation. Beausaert et al. (2013) state that the PDP can be used as a learning and advancement tool for improving the specific needs of a particular employee. Conversely, the managers can use the outcomes of the PDP to forecast the worker’s assumption of learning tasks and potential for improved performance. Tanoli (2016) claims that the PDP can also be used as a selection and certification tool for the promotion of an individual employee. According to Eisele et al. (2013), organisational support is crucial to the success of the PDP as a professional learning tool. Both internal and external support from the management and colleagues motivates individual employees to learn the required skills (Eisele et al. 2013). The outcomes of the professional development of the employee can facilitate employee job satisfaction and productivity which may, in turn, lead to improved relationships with the management and colleagues in the organisation. 
It is crucial for the management to consider various factors when preparing the professional development plan for specific employees. According to Beausaert (2013), the PDP process involves establishing the purpose and goals of the individual employee, evaluating the existing realities, detecting needs for competence, skills, and knowledge, and selecting suitable activities for development to address the perceived needs. Additionally, Varlejs (2016) recommends a three-part outline developed by Tobin (2000) for designing effective PDPs for individual employees in business organisations. The first section should define the learning needs of the employee followed by a learning plan in the second part and finally the application of the knowledge and skills to work and examination of outcomes in the third segment. This professional development plan will follow the above outline and the essentials mentioned by Beausaert.	      
The aim of this PDP includes improving individual manner of conducting meetings, improving time management, and enhancing the means of communication. Time management and improved communication are recorded as high priority development needs as it’s a crucial skill when developing relationships. Ensuring all tasks are completed within the stipulated time promotes effectiveness, while enhanced management of meetings is of medium priority. Achieving these goals should improve the employee’s productivity and job satisfaction which will in turn help to develop positive relationships with management and colleagues within the workplace. Different metrics will be used to measure the outcomes of implementing the PDP. The effective use of technology will assist in measuring improvements in time management whereas, the shadowing of another manager will be utilised in measuring better organisation of meetings. Support and development of time and meeting management needs will be offered internally while the enhancement of the communication process will utilise internal and external assistance and training. A three months’ college course will be provided as the form of external support to the employee after which will be reviewed. On the other hand, time management will be reviewed in the soonest time possible and will be achieved by setting reasonable deadlines. 
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Conclusion
    

To conclude a PDP is written in order to enable employees to improve their performance. Each plan should be specific to the needs of both the individual and the organisation which is demonstrated in the grid above. Time management is an important skill required to allow growth in relationships. Certify all tasks are completed within a specific time promotes effectiveness which is vital for building lasting relationships. Advanced communication skills position an individual better for communication with my peers and external members of the organisation. Moreover effective communication is key to develop positive and meaningful relationships in the workplace. At present meetings take up very little time and hardly impact the productivity of the individual. However due to the possibility of becoming team leader anytime from now, understanding how to manage time will be essential in handling team projects and deadlines. Currently the majority of tasks are delegated to individuals rather than teams. Furthermore, the individual is not currently involved in any teamwork which makes it less of a priority compared to time management and gaining advanced communication skills. The feedback currently being provided hardly has any affect on the individual. The individual would benefit from a different form of feedback which will encourage productivity. Additionally the individual answers to limited persons within the workplace that provide feedback using the same method. Aligning thought to the organisational goal is not crucial for developing relationships in the workplace. However, having the same common goal will improve relationships between management and employees, even peers who are already satisfied with working for the company.
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Part2 —Setting Goals
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Part 1 Personal Analysis

ki
Strengths Aveas for further development
'+ Gained confidence following an opportumity given to lead + Tsstie with keeping time whilst have working with different
team over an extended period. Effectively demonstrated the types of technology. The majority of the time is spent
ability to develop and coordinate a functioning team while finding out the different methods of addressing different
under pressure tasks and the most suitable methods for successful
completion.
* Was able to llustrate coping with the pressures of
challenging tasks.  Problems with conducting meetings when requested to lead
them without prior notice. As aresult, it has interfered with
« Firsthand management in the organisation and essential individuals confidence. Additionally, the meetings donot
skills are excellent. Additionally, personal comprehensive achieve the set goals because of the poor management skills
Imowledge is generally sound for individual level of
training  Require enhanced communication skills to facilitate

conversations and productive arguments with colleagues and
customers. A short course on effective communication skills
will improve and build stronger relationships with the other

co-workers
‘Opportunities Threats
+ Request for the support of my line manager to offer me '+ Maintaining 2 balance between work and personal
‘guidance on individual employees. commitments

« Standing in the place ateam manager during meetings will
help improve individual engagement skills with co-workers.

*  The brofessional development plan provides an opportunity
For developing new approaches to the hectic business
surrounding to help accomplish an improved worklife
balance that allows for refreshment and more focus.
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