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INTRODUCTION
Most organisations will have a structure or management theory in place that will give scope for individuals to grow within the organisation, and also to develop relationships that will help individuals achieve more and provide a better service to clients, employees will feel valued for being acknowledged in the process of a job well done, And will strive to achieve more greatness within the organisation they work for and also for the recognition that entails, obviously each organisation or company will have its own way of developing and keeping these different methodologies in place, and also know when it’s the correct time to bring in new methodologies into play, especially as each generation has a different objective to what they want to achieve within the workplace, and some may look for a certain incentive to want to achieve that too, so I will be looking into the way the NHS value the employees that work within their large organisation, and being a largely recognised institution that helps millions of people within the healthcare sector, there has to be some kind of benefit when working within the NHS.
The NHS is a major employer with staff from a whole host of professional disciplines, like all organisations going through challenging ties it can sometimes be difficult to keep people motivated. Sometimes people point to the inability to pay more as a reason why people are not motivated, in the case of the NHS people choose to work in the NHS because they are truly committed to it and what it is trying to achieve. Despite this intrinsic motivation to really want to work in the service there are often factors internally or externally that get in the way of high levels of motivation. Sometimes those in leadership and management  roles fall into the trap of thinking that they don’t need to listen to others, just look at the variation in results from staff engagement surveys between the best and the rest, if you are in a busy ward or department and working flat out day after day but all you see is criticism in the media about what is going out, it is easier to get deflated.

 So, what can the leaders and managers in the NHS do to keep people motivated?  Acknowledge the pressure people are under.
 If people are working under pressure a large part of the time they wont feel like no one cares, A little bit of acknowledgement on a regular basis wont make it go away but it will show that you are at least in touch with what is going on, Recognise and praise we all like to be recognised and praised when we have achieved something or at least gone a significant way to achieve something, it take minutes to do and can make a significant difference. 
Listen and involve the bigger the challenges the more different the perspectives and experiences can make a difference to overcoming or mitigating the impact, listening helps get insights and ideas increases the chances of optimal solution.
Give public acknowledgement 
Many NHS organisations have awards for staff nominated by other staff, why not use this as an opportunity to showcase externally, this might be through social media, or a press release for example, goals and achievements help NHS and healthcare related organisations deliver great performances through people. 

HR within the NHS 
As with large organisations such as the NHS that deal with complex situations on a day to day basis, human resources will be an important part of the organisation, the fundamental aspects of human resources are, strategic management, workforce planning and employment ( recruitment selection), Human resource development ( training and development), total rewards ( compensation and benefits), policy formulation , employee and labour relations and risk management. And with regards to the staffing crisis within the NHS it is HR role to get enough employees into the service and to stay there, employees leave and join constantly, so HR departments should regularly forecast their workforces comings and goings to make sure supply is going to meet demand, Many trusts are beginning to make improvements to their onboarding process, during which new recruits undergo pre- employment checks, are assessed by occupational health and complete health checks before they start By condensing this process into a short period as possible, HR can make sure employees time with their organisation begins positively, and get them into their role ( and the vacancy filled) quicker.
Looking after the staff  
Of the 205,395 employees that left a role in the NHS between 1 October 2016 and 30 September 2017, 21 percent cited a better reward package, a lack of opportunities, getting a promotion, moving into further education/ training or poor work life balance as their reason for quitting, HR led initiatives can easily help to improve the happiness of an NHS workforce and make them feel more likely to stay, staff need to feel looked after.

Upskill the workforce
Supporting the staff in their professional development is equally important for HR teams, to make sure employees feel their career is progressing and to prevent them leaving for opportunities elsewhere, an increasing number of trusts are setting up transfer window schemes for nursing staff to move more easily between specialities and gain experience in a different area, as an alternative to lengthy application processes or moving trusts altogether, one such scheme started at kings college hospital NHS foundation trust in September 2016 and accepts applications during three ‘ windows’ per year, the first 12 months saw 48 nurses transfer to a different speciality, and in October 2017 46 of those nurses were still working within that trust thanks to the transfer window, the trust hopes to extend the scheme to other roles in the future.

Benefits of an NHS employee  
Key worker living is a government funded scheme that helps keyworkers in London, the south east of England to buy a home, upgrade to a larger property to meet household needs or rent a home at an affordable price, a keyworker is someone employed by the public sector in a frontline role delivering an essential public service in the areas of health, education and community safety where there are serious recruitment and retention problems, to find out what housing is available locally and to obtain an application form, key worker must contact a Home buy agent for the area they want to live in, a home buy agent is a registered social landlord ( commonly known as housing association) that markets housing schemes including those for key workers across an area, home buy agents provide a one stop shop and point, they deal with applications and of contact for potential purchasers of the open market and new build arrange the help that the key workers need.
NHS pension scheme  
The NHS pension scheme is a fully indexed linked contributory scheme where members contribute 6% (5% for manual workers) towards their pension and the employer contributes 14%, this is available for all NHS employees between the ages of 16-70 and is subject to tax relief, benefits of the scheme include:
· Death in service benefits
· A tax-free lump sum and monthly pension on retirement (NHS pensions are calculated based on final salary).
· Ill health benefits
· Life assurance and family benefits
· Voluntary early retirement options- from age 50
· Compulsory early retirement cover (redundancy benefits)
· Additional voluntary contributions (AVC) facility
· Injury benefits- this is applicable to all staff regardless of pension scheme membership. 
Training and development
NHS is committed to becoming a learning organisation where all staff engage in the learning process to develop their skills and thus improve the quality of the service we provide to our colleagues, partners and patients, we support all our staff, both clinical and non- clinical, to access appropriate learning and development opportunities to help them develop, and we support them to develop in areas related to both their current role and in areas which will support their career progression, both within the organisation and the wider NHS, we offer National vocational Qualifications (NVQ ) in a range of subjects including Business Admin, IT, Healthcare, Allied health support, Speech and language therapy, Management and Business improvements and Techniques, we also have an internal scholarship grants scheme to employees to support their personal development.
Immunisation   
The NHS occupational therapy health department provide an immunisation programme for clinical staff and those staff who work with the community and with children and vulnerable adults to ensure they have the necessary vaccinations and also have these updated as and when appropriate, standard flu vaccinations are provided annually in the autumn for all employees.

Benefits of developing individuals in the workplace
It is extremely important for an employee within the NHS health care sector to have access to the correct help and guidance in every aspect of their job, and have the choice to progress and evolve within the organisation, it would be of great benefit for both employee and employer, obviously we all have to start from somewhere within an company or organisation and with time and experience of working within such a large organisation, progression is a natural aim and objective for some employees, the possibilities are endless within the healthcare sector, for example a staff nurse employee over time would like to gravitate to becoming a sister that would mean more responsibilities and management of the staff nurses that they just progressed from, and in turn the overall working relationship would be a great understanding and respect for each other’s active role in working as a team, and providing a great service, this is why it is so important for training and progression to be readily available especially in such a hands on environment, just as employees leave jobs employees retire too so development and progression is not just about qualifications, it is about building relationships and learning from senior employees too as they are senior for a reason and that comes from experience on the job. 

But there are many perspectives on how great working relationships are formed and that can be on many different levels and platforms depending on what is available to the current workforce. But overall we all hope to evolve on a deeper understanding and make it count and  I think that is the overall outcome most companies and organisations strive for, however within work settings and organisations you will come across some serious group dynamics that are out of sync with each other and that is where the problems can escalate and cause problems in how well employees work together, but also within the NHS I think that there is plenty of scope for growth career wise, but as we know the NHS has been subject to much talk regarding privatisation of the organisation, which would mean that patients would be charged to be seen and treated just like in America, which would clearly put a lot of strain on the NHS that sees people regardless of their financial situation, and how would this affect the employees with regards to developing within the NHS, would these members employees also lose their benefits to grow and evolve in the organisation, and would they too have to pay fees to learn another speciality that was readily available before privatisation, and also there is the moral implications of not being able to treat people unless they can afford to be seen, this is something that the frontline NHS employees would have to deal with and not the hierarchy or the higher ups, personally I think the NHS would lose some employees in the process especially the employees that are passionate about helping people in need, and maybe privatisation could also mean less internal transfers available and scope for development which would possibly mean out sourcing work and using agencies to recruit employees, the implications could cost more in the long run as opposed to letting employees already on board develop their skill set further. Another government sector namely the criminal justice system part privatised the probation service in 2014 and with almost catastrophic and major failings as a result, and it will always be the frontline employees and members of the social public that will suffer as a consequence, I feel that employees of the NHS are already overworked and underpaid even though the benefits and pension schemes look great on paper, cutting vital funding and services will over burden them even more.
The Interim NHS people plan
There is an interim NHS people plan in place that supports the employees, the NHS peoples plan sets out our vision for everyone working in the NHS and the actions we must take to support them to deliver the NHS long term plan, this means making the NHS the best place to work, making changes to the culture across the NHS, taking action to address shortages in key professions and supporting the development of new care models that offer more productive outcomes for both patients and staff, our interim NHS peoples plan developed collaboratively with national leaders and partners, sets a vision for how people working in the NHS will be supported to deliver care and identifies the actions we will take to help them, some actions will make a rapid difference in 2019/20, and some will lay the groundwork to grow the NHS’S workforce, support and develop NHS leaders and make our NHS  the best place to work, this is the beginning of a new way of working, our chief people officer Prerana Issar will shortly launch a partnership exercise - for leaders and people across the health and care system- to set the conditions for an improved working culture throughout the NHS.
Our approach
Building on a successful model of engagement established in the preparation of the NHS long term plan, we established working groups with significant representation from stakeholder organisations to develop ideas, this co-production approach was complemented by other stakeholders engagement including direct meetings to test priorities, the review of written submissions and a deliberate consultation event with over 80m stakeholders. Our engagement to date has focused on leaders of stakeholders organisations, which we believe has been appropriate for the rapid development of an interim NHS people plan with immediate actions for 2019/20.
Given this work is relevant to 1.3 million staff, we have of course also wanted to hear the views of those working in the NHS today. The project to date has been informed by many hundreds of views gathered by Health Education England in a wide ranging 2017 engagement exercise. In the phase of this project we also received over 100 ideas crowdsourced from frontline NHS staff and stakeholders through the talk Health and care portal, adding to over 500 contributions received from staff through engagement on the NHS long term plan, this is only the beginning of the process, the interim NHS peoples plan sets out our plans for further engagement over the summer.
National workforce event
More than 80 people attended our national event representing a broad mix of stakeholders including NHS providers and commissioners, professional bodies, trade unions, think tanks and charities. Other events included six round tables, in which 70 NHS providers participated, an event for sustainability and transformation partnership (STP) /ICS leads and sessions hosted by workstream leads at conference
es including the chief nursing officers summit, in addition to their regular steering group meetings, Dido Harding and Julian Hartley also had bilateral meetings with over 30 organisations.
Sector engagement
We issued 10 weekly e-bulletins, offering an update from across the workstreams on the development of the interim people plan, the bulletin was sent to over 2,000 people including provider and CCG leaders, and gained over 1,400 subscribers from partners across the sector, the bulletin also featured a guest blog from nine different stakeholders.
To test the emerging priorities of the interim people, plan, Dido Harding and Julian Hartley wrote to the sector inviting responses, in total over 100 responses were received representing well over 200 organisations.
Talk health and care engagement with staff
Using the online forum Talk health care ,we invited staff and partners across the sector to join the workforce discussion, commenting on questions and ideas proposed by our workstream as well as adding their own ideas, over 3,500 people signed up to the portal over 10 weeks, contributing to discussions on over 100 different ideas.
Staff insights from NHS long term plan engagement 
We were also able to draw on the extensive engagement which took place during the development of the NHS Long Term Plan, this included 369 respondents who commented on workforce issues and 476 members of staff who completed our staff survey on priorities for the NHS Long Term Plan. The report represents a summary of our engagement to date, we are committed to maintaining sector engagement as the full NHS People Plan is developed for publication later this year. The next phase of our work will focus on engagement with NHS staff themselves, the next essential step in improving the retention and recruitment of staff and improving patient care, respect equality and diversity will be at the heart of this.
The five core workstreams 
· Five core workstreams reported into the workforce steering group with each workstream also engaging its own external partners: 
· Future medical workforce
· Future clinical workforce
· Making the NHS a better place to work 
· Leadership development and talent management
· Tech skills and enablement 
As you can see from the proposed interim plan, the NHS have developed a plan that will benefit the whole of the of the organisation, but I cant help but think the NHS must not be working at its best as a whole, and what about plans made prior to this new proposal, does that mean that although these new Interim plans sound like the solution across the whole spectrum of the health sector which clearly has problems or why else would another plan be made on such a large scale, and who will really benefit from these plans? Will it be the front-line employees or the hierarchy?  because we see it all the time in large organisations, the hierarchy promise to ease the burdens on the frontline workers by bringing in a solution to all the problematic areas within their organisation, only for not much improvement on their workload and maybe even adding to it, then there is a matter of the funding ? I know as well as everyone else that funding is limited within the NHS so how is it that certain services are not available anymore, and the answer to that is not enough funding, so my question is how is this new plan going to really take shape and change things for the better, I have also seen first hand of walk in services in my borough cease to exist anymore as the service was over burdened and not enough employees to cover the demand in being seen, so yes something has to change as cuts to services relied on locally could literally mean a matter of life and death in some circumstances. Although I think the NHS do a great job generally and where would we be without the service, I think maybe we should look at how other countries in Europe cope with their health services as Britain is not the largest country in Europe but we are densely populated and will be more so in coming years, so I hope that this new interim plan covers things like population growth and have a strategy in place for this also.
My strategy for future development
I think that the NHS should concentrate on not being privatised under any circumstances, as this will turn the whole organisation into a profit driven and target meeting business as 
opposed to a health care sector that’s primary cause is to care for patients and provide good care and conduct for both patients and staff, and privatising would and could have a detrimental effect on peoples lives and has done so in the past, the NHS has a lot of debt as we know, and I think a good way of relieving some pressure financially would be for a funding system, that would be set up along side national insurance contributions, just like how employees pay in a certain amount to match what you are paying in, it wouldn’t be large amounts but just a small set amount that would amount to something, and be available towards any care that you may need in the future, not everyone is sick or unwell all the time so it could be something that could grow, the thing about this kind of fund would be that it would go directly back into the NHS service and maybe help alleviate some of the debt and also keep providing adequate training within the organisation, and help with ongoing development when working as a team, because if the NHS became privatised all team work and working relationships in general as a whole would probably not exist, as everyone would be working towards financial targets and working within budgets and working under a lot more pressure than probably what they are now, so I think overall to maintain a positive future with plenty of development and freedom of choice, I think health care should stay within the public sector. Another thing which I know has been a great discontent about the NHS is how overseas visitors have deliberately come here to get treatment knowing that’s its free, this has no doubt put a strain on resources and funds that could have benefited elsewhere, I have also noticed that there is still a fund for over seas visitors that can not afford treatment if they had to pay for it, this is the thing there is no where else in the world where you can go and get free health care if you are not a resident or national, so I think that unless it is a life or death situation or an accident you should expect to pay to use our NHS healthcare services, and again saving funds for other areas where it is needed such as the continuing service and care provided by each and every individual employee of the NHS that work all the long hours some work more than 12 hours at a time with not much break in between shifts, this again shows that regardless of all the benefits proposed and incentives, adequate staff and employees working decent hours would also be a good place to start making improvements in staff development.
 
Star model and theory of teamwork
There are many different models and theories that relate to teamwork, but I like the star theory as I think it’s quite straightforward and very relatable and can be applied to many organisations.
The star team model provides the substance (or content) to the stages situation and surroundings of the teamwork theory, it determines what a team and team leader should focus on.
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Good team leadership is about creating the conditions that allow ideas and people to flourish, people to come together and performance to flow, when you balance developing peoples strengths, with building good relationships and connections between people, in the pursuit of challenging and meaningful goals you are moving a long way towards encouraging effective teamwork in the workplace.
The STAR team performance model brings together teamwork theories with some of the main principles of the happy manager, focusing on individual strengths particularly when in the  pursuit of goals that are meaningful to make a difference is a crucial building block for being happier, it’s a similar story with our relationships and “ connectedness” to others, the strengths of our relationships have repeatedly been found to be the strongest links to finding happiness in life. So, there is a good chance that developing this kind of teamwork in the workplace will also create a happier place to work.
Effective teamwork in the workplace happens when
· Individuals flourish as they use and develop their strengths, this is a focus on individual strengths and identifying where an individual best contribution can be made.
· People come together building relationships and as they work together well results in effective teamwork.
· When individual strength and teamwork come together in pursuit of meaningful goals then performance starts to flow naturally and results that are meaningful and rewarding to the team are achieved.
Team leaders need to ensure that they align the strengths of individuals, with effective teamwork and a focus on meaningful results, this forms the basis of our model for effective teams we call it the STAR team performance model (strengths, Teamwork, Alignment, Results). We think it can help create the conditions for effective teams and a happier workplace.

A wider perspective   
The balance and emphasis between strengths, teamwork and results will vary for different stages of team development, the STAR model team performance model can act as a guide to leaders by recognising that different aspects of the model will need emphasising at different stages of the team development cycle. For example, during the initial phase of team formation it is important to develop the purpose of the team, and clarify the results   the team, alongside of course developing the other two areas. However, a wider perspective is needed team leaders and their teams not only have to be aligned, but the team to be effective the environment within which it is situated must also be considered. There are three outside elements we feel need to be assessed to help teams to be effective. 
· Other teams: The role of team members and the team leader in building networks outside of their own team is crucial as the effectiveness of one team may well be dependent on the performance of another team.
· Organisation: How does the team link more widely in the organisation are structures, systems and support in place? 
· Outside factors: How does the team interact with customers, partners, suppliers and competitors? 
We think the principles of creating a happier workplace when combined with the three strands of teamwork theories begin to develop a more comprehensive team performance model.

I think the STAR theory model could be very well applied in the NHS as it contains all the important things that make good structure, I know it mentions teamwork as opposed to individuals but many individuals make up a team, and the STAR theory does say work on the individuals strengths to gain good results, which is also a very important when working in a large organisation such as the NHS.
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