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Health
Connect UK:
Organisational
Overview

HealthConnect UK is a rapidly growing digital healthcare organisation operating
throughout the United Kingdom.

Its services include virtual consultations, remote patient monitoring and other digital
healthcare services.

The organisation faces difficulties attracting skilled healthcare and technology
professionals.

Other challenges includes increased employee turnover, burnout, skills shortages,
reduced engagement and leadership development gaps.

Managing multidisciplinary teams across healthcare and technology creates
additional coordination challenges.

Strategic importance of HRM

Strategic Human Resources Management aligns employee skills, motivation and
workforce planning with organisational objectives. Effective HRM can help
HealthConnect UK attract suitable employees, improve retention, strengthen
leadership and support safe, high-quality patient care.

Critical analysis: Recruitment alone cannot resolve these Challenges.
HealthConnect UK needs an integrated HR strategy that also address employee
wellbeing, professional development, leadership and engagement.

In-text citations: (Boxall and Purcell, 2016; Becker and Huselid, 1998).



Workforce Planning for Digital Healthcare
Growth

N

Analyse current staffing levels,
vacancies, turnover, sickness
absence and existing employee
skills.

Develop workforce plan that
combines recruitment , internal
training, succession planning and
flexible development.

Critical evaluation: Workforce
planning enables proactive
decisions and can reduce
unexpected staffing shortages.

However, inaccurate forecasts and

rapid technological changes may
reduceits effectiveness. Regular

reviews and reliable workforce data

and therefore essential.

pese-

Forecast future demand for
clinicians, digital health specialist,
software developers and remote
patient monitoring professionals.

Review workforce data quarterly to
respond to changing service
demand.

In-text citations: (CIPD,2025;
Boxall and Purcell, 2016).
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Conduct skills audits to identify
gaps in digital literacy, data
security, virtual communication
and healthcare technology.

Recommendation: Introduce a 12-
month workforce plan supported by

regular skills audits scenario
planning.



Recruitment Strategy for HealthConnect UK

Internal Recruitment

* Promote existing employees into suitable roles

* Support career progression, employee motivation and retention.

* Limitation: may not provide all the specialist digital skills required.

External Recruitment

* Recruitthrough universities, professional networks, specialist agencies and healthcare job boards.
* Expands access to experience clinicians and digitaltechnology professionals.

* Limitation: can be expensive and time-consuming.

Online and social media recruitment

* Advertise vacancies through organisation careers pages and relevant professional platforms

* Usetargeted campaigns to reach digital health specialist and candidates interested in remote working
e Limitation: high application volumes do not necessarily guarantee suitable candates.

Recommendation: Adopt a blended recruitment strategy, combining internal promotion with targeted external and
online recruitment

Critical evaluation: Internal recruitment may improve retention, while external recruitment introduces new expertise.
The most effective choice depends on the skills required, recruitment costs and urgency of the vacancy.

In-text citations: (Breaugh, 2008; Boxall and Purcell, 2016.



Selecting the Right Employees

» Develop Clear job descriptions and person specifications for clinical and technology roles.
« Use structured interviews with consistent, job-related questions.

 Include practical assessments of digital competence, virtual communication and problem-solving where
relevant.

 Verify qualifications, references and professional registration for regulated clinical roles.
» Apply appropriate safeguarding, data protection and background-checking procedures.
* Monitor recruitment outcomes to identify potential bias and barriers inclusion.

Employer branding: Promote HealthConnect UK's digital healthcare mission, learning opportunities, supportive
culture and career progression.

Recommendation: Introduce a standard selection framework and train managers to fair, evidence-based
recruitment decisions.

Critical evaluation: Structured interviews and relevant assessments can improve consistency, but poorly
designed tests may exclude capable candidates. Selection methods must be valid, accessible and appropriate to
each role.

In-text citations: (Schmidt and Hunter, 1998;Breaugh, 2008.



Learning and

Development

Developing a future-Ready Workforce

« Conduct training needs analyses to identify individual, team and
organisation skills gaps.

* Provide training in virtual consultations, remote patient monitoring and
relevant digital healthcare systems.

« Deliver induction, data protection, cybersecurity awareness and patient
confidentiality training.

« Offer mentoring, coaching, job shadowing and multidisciplinary learning.
 Establish continuing professional development and clear career pathways.

« Evaluate whether training improves workplace performance and service
quality.

Recommendation: Training can improve employee competence and
confidence, but it may have limited impact if employees lack time to practise or
managerial support. HealthConnect UK should evaluate changes in workplace
behaviour rather than relying only on training attendance.

Evaluation model: Apply Kirkpatrick and Kirkpatrick's four levels: reaction,
learning, behaviour, and results.

In-text citations: (Noe, 2020; Kirkpatrick and Kirkpatrick, 2006).



Building Strong
Leaders and
Multidisciplinary
Teams

 Develop succession plans to reduce dependence on individual
employees.

* Introduce mentoring, coaching and leadership development
programmes.

* Train managers in communication, conflict resolution, delegation and
remote team management.

» Establish shared objectives for clinicians, technology specialists and
operational staff.

Provide transparent promotion criteria and opportunities doe internal
progression.

Recommended leadership approach: Transformative leadership'can help
managers communicate a shared vision, encourage innovation and support
employee development.

Critical evaluation: Transformational leadership may improve engagement
and collaboration, but it cannot replace clear responsibilities, adequate
staffing or effective operational controls. Digital healthcare teams also
require strong communication and accountability.

Recommendation: Combine leadership development with regular
multidisciplinary meetings, clear performance expectations and
succession planning.

In-text citations: (Bass and Riggio, 2006; Boxall and Purcell, 2016).



Managing
Performance and
Digital Healthcare

* Establish clearindividual and team objectives aligned with
organisational priorities.

* Introduce regular one-to-one meetings, coaching and
constructive feedback.

* Useperformance reviews to identify achievements, training
needs and support requirements.

* Monitor relevant measures, including service quality, patient
feedback, training completion and response times.

* Encourage collaboration between clinical, technology and
operational teams.

* Recognise employee contribution and address performance
concerns fairly.

Recommendation: Replace dependence on annual appraisals with
continual performance conversations and quarterly development
reviews.

Critical evaluation: Clear targets can improve focus, but excessive
emphasis on speed, productivity or the number of consultations
may undermine care quality and employee wellbeing.

Performance measures should balance efficiency, patient safety,
service quality, teamwork and professional development.

Relevant Theory: Goal-setting theory suggest that specific,
challenging goals can improve performance when employees
receive feedback and have the resources to achieve them.

In-text citations: (Locke and Latham, 2002; Armstrong and Taylor,
2023).



Employee
Motivation,
Reward and
Retention

Apply Herzberg's Two-Factor Theory

* Hygiene factors: fair play, manageable workloads, safe working
conditions and supportive supervision.

* Motivators: recognition, achievement, responsibility and career
development.

Recommendation HR Practices
* Review workload distribution and staffing pressures.
* Provide fair and transparent reward arrangements.

* Recognise employee achievement and contributions to patient
care.

* Offerflexible working where operationally appropriate support
services.

* Introduce career progression opportunities, mentoring and
employee feedback channels.

Recommendation: Develop an integrated retention strategy
combining fair rewards, supportive leadership, manageable
workloads and professional development.

Critical evaluation: Financial rewards may attract employees, but
they are unlikely to solve burnout or poor management on their own.
Motivation also varies between individuals, so HealthConnect UK
should use employee surveys and exit interviews to understand the
main causes of turnover.

In-text citations: (Herzberg, 1968; Deci and Ryan, 200



A 12- Month HR Improvement Plan

Month 1-3: Assess and Plan

. Audit workforce data, skills gaps, vacancies and employee turnover.
. Conduct staff surveys and consultations with managers.

. Establish baseline performance indicators.

Month 4-6: Implement Improvements

) Introduce structured recruitment and selection.

. Launch targeted digital skills training and leadership development.
. Begin employee wellbeing and retention initiatives.

Month 7-9: Monitor Progress

. Review recruitment outcomes and training effectiveness.

. Collect employee feedback.

. Identify barriers to implementation.

Month 10-12: Evaluate and Improve

« Compare outcomes against baseline data.

* Refine workforce plans and HR policies.

* Present progress and further recommendations to the Executive Board.



A 12- Month HR Improvement Plan

Key Performance Indicators (KPIs)

* Vacancy rate and time to fill vacancies.

* Employee turnover and retention rates.

« Staff engagement and absence rates.

* Training completion and demonstrated skills improvement.

* Patient experience and relevant service quality measures.

Critical Success Factors: Executive support, sufficient resources, employee consultation, clear
accountability and regular monitoring.

In-text citations: (Becker and Huselid, 1998; Boxall and Purcell, 2016).
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Key Recommendations

Implement data-driving workforce planning to anticipate
staffing and digital skills needs.

Combine internal, external and online recruitment to attract

C O n C l_u Si O n a n d suitable candidates.

Invest in digital training, professional development and

St rategic leadership capability.

Introduce continuous performance management with
balanced measures.

re C O m m e n d at I O n Address burnout and turnover through supportive

leadership, fair rewards and employee feedback and service
quality indicators.

Expected Benefits

* Improved access to skilled healthcare and technology
professionals.

« Stronger employee engagement and retention.




Conclusion and
Strategic
recommendation

Better collaboration between multidisciplinary teams.
Improved workforce capability and leadership.

Greater support for safe, high-quality digital healthcare
services.

Final Message

Healthconnect UK must move beyond simply recruiting
more employees . A sustainable HR strategy should
attract the right talent, develop employees continuously
and create a working environment in which people can
perform, grow and remain committed.

In-text citations: (Becker and Huselid, 1998; Boxall
and Purcell, 2016).
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