       Improving Employee Development Performance and 
                             Retention at Health Connect Uk
Student Name: Reni Emilova
Student :2508821

1.Introduction 
[bookmark: _Int_6WnHKdZh][bookmark: _Int_PFr9w948]HealthConnect UK is a growing digital healthcare organisation. It provides virtual consultations, remote patient monitoring, and other online healthcare services. Recent staff surveys and performance reports have identified several problems, including high staff turnover, low engagement, gaps in digital skills, inconsistent performance reviews, employee stress, and weaknesses in leadership. These problems could affect staff morale, patient experience and the organisation future growth.
2. Employees Development and Retention 
2.1 The importance of learning and development 
Learning and development help employees build the skills and confidence they need to do their jobs well. At HealthConnect UK, technology, and digital healthcare services can challenge quickly. Employees therefore need regular training in digital systems, remote patient support, confidentiality, data protection, and communication.
[bookmark: _Int_FTpwPx9b][bookmark: _Int_dfBFC9eU]The organisation should begin with a skill audit HR, and line managers can compare the skills needed for each role with employee's current abilities. Staff surveys, performance discussions, and feedback can help identify the main gaps. The results should be used to create individual development plans.
2.2 Coaching, mentoring, e-learning, and CPD
HealthConnect UK should use a mix of learning methods. Coaching allows a manager or trained colleague to help an employee improve a particular skill. For example, a manager could coach a digital support worker on how to explain an online healthcare system to a worried patient.
Mentoring is different because it usually involves a more experienced colleague sharing knowledge, advice, and career experience over time. Both methods can help employees feel supported and more confident.
[bookmark: _Int_2ySUy8LU]E-learning is useful for staff who work remotely or have different shifts. Short online lessons can cover software updates, data protection, and communication with patients. However, online lessons should not be the only method used. Staff may also need demonstrations, practice, and the chance to ask questions. Continuous Professional Development (CPD) should be encouraged so that employees keep their knowledge up to date. Managers should provide time for learning during working hours, rather than expecting staff to complete all training in their own time.
[bookmark: _Int_55GEaJ8L]The company should check whether training is effective. It can compare knowledge tests, employee confidence, error rates, and service feedback before and after training. These measures will help show what is working and where more support is needed.

2.3 Career Development and Succession planning 
Employees may be more likely to leave if they cannot see opportunities for the future.
[bookmark: _Int_FGxM4vFx][bookmark: _Int_GKF7WWxH][bookmark: _Int_70XlDjC7]HealthConnect UK should create clear career pathways in areas such as digital operations. patient support, data and management. Each pathway should explain the skills and experience needed to progress. Internal vacancies should be advertised openly, and employees should be encouraged to apply when they meet the requirements.
[bookmark: _Int_LyuE3s6b][bookmark: _Int_lhrpW8Vo]Succession planning means preparing employees to take on important roles in the future. The organisation can offer job shadowing, mentoring, project work and temporary leadership responsibilities. Opportunities should be shared fairly, including with remote and part-time staff.
[bookmark: _Int_Vqez6gaH]Clear selection criteria can reduce the risk of favouritism and help employees understand how promotion decisions are made.
[bookmark: _Int_PEop605c][bookmark: _Int_7m5AgfjX][bookmark: _Int_CIWcU2DG]Training alone will not solve every retention problem. Employees may still leave if workloads are too high, managers are unsupportive or their contribution is not recognised. HealthConnect UK should use confidential stay interviews, exit interviews and staff surveys to understand why people leave. HR can then identify common problems and develop realistic actions to address them (CIPD, 2025b).
 2.4 Recommendations 
[bookmark: _Int_4EugLchq]HealthConnect UK should complete a skills audit, create individual development plans and provide regular digital training. It should introduce coaching and mentoring, publish clear career turnover every three months. These steps would help employees develop their skills and see a future with the organisation. 
3. Performance Management and Employee Wellbeing 
3.1 Improving Performance Management 
[bookmark: _Int_WPIbKIf4][bookmark: _Int_xTwjdrYo]Performance management should be an ongoing conversation rather than a meeting that happens only once a year. Managers should agree expectations with employees, review progress, recognise good work and discuss problems early. Regular one-to-one meetings can help employees ask questions and explain what support they need. Reviews should consider results, behaviour, training needs and future goals (ACAS, 2026).
[bookmark: _Int_1kAf2hVu][bookmark: _Int_a8A7MHdq][bookmark: _Int_r9IRnN8G][bookmark: _Int_u9fvxd9p]HealthConnect UK should use SMART objectives. These are specific, measurable, achievable, relevant and time-bound. For example, a support team could aim to improve the accuracy of responses to patient queries over three months. Targets should be realistic and based on reliable information. In healthcare, staff should not be encouraged to work faster at the expense of accuracy, privacy or patient safety.
[bookmark: _Int_tumtxDht][bookmark: _Int_17URwO0K][bookmark: _Int_1eBaDU4j][bookmark: _Int_gGISBCUK]Managers should give feedback that is clear, respectful and useful. Instead of simply saying that someone is performing badly, a manager should explain what needs to improve, give an example and agree on the support required. A continuous review process could include monthly check-ins, quarterly reviews and an annual summary. Employees should understand how their performance is assessed and have an opportunity to respond.
4. Leadership, Team Effectiveness and Employee Engagement 
4.1 Team Development 
[bookmark: _Int_NVkoWK3Z]Tuck-man’s team development model describes five stages: forming, storming, norming performing and adjourning (Tuck-man, 1965). At the forming stage, team members are learning about their roles. During storming, disagreements may arise. In norming, the team develops shared expectations, while performing describes a team working more effectively towards its goals. Adjourning occurs when a project or team comes to an end.
This model can help HealthConnect UK understand why remote or newly formed teams may need time to work well together. Managers should explain responsibilities, agree communication rules and deal with conflict early. However, teams do not always move through these stages in fixed order.

4.2 Transformational and Situational Leadership 
[bookmark: _Int_P2mGdx2R][bookmark: _Int_tppPCQbF]Transformational leaders encourage employees by sharing a clear vision, supporting development, and inviting new ideas. At HealthConnect UK, learners can explain how each role contributes to accessible and reliable healthcare. 
Situational leadership involves adapting support to the employee and the task. A new employee learning a safety critical system may need detailed guidance while an experienced specialist may work better with greater independence. Managers should base their approach on skills and the needs of the task, rather than personal preference.
4.3 Communication, inclusion, and Employee Voice 
Remote working can make communication and relationships building more difficult. HealthConnect UK should use regular team briefings, shared online workspaces and clear channels for urgent questions. Meetings should have a clear purpose, and notes should be available to staff who cannot attend. Managers should also protect time for focused work.
[bookmark: _Int_1oXpGt86][bookmark: _Int_75Rz9G2Q]Employees should have safe ways to share ideas and raise concerns. The company can use anonymous surveys, staff forums, and regular listening sessions. Managers should explain what action has been taken after feedback, even when a suggestion cannot be accepted. This helps employees feel heard and builds trust.
[bookmark: _Int_u2Na6TLP][bookmark: _Int_kmFaQVDY][bookmark: _Int_TcoDzcRn]Equality, diversity, and inclusion should be considered in recruitment training promotion performance review and flexible working. Criteria should be clear and reasonable adjustment should be considered where appropriate. HR should check whether certain groups have opportunities or experiences unfair treatment. An inclusive workplace helps employees feel respected and able to contribute.

4.4 Recommendations 
[bookmark: _Int_RSWgRYJ3][bookmark: _Int_RqL1HPcw]HealthConnect UK should train managers in communication, coaching, conflict resolution and inclusive leadership. It should introduce regular team meetings and staff forums, with a clear process for responding to feedback. Team goals should encourage collaboration safe working and good patient service. Engagement surveys and team performance data can be used review progress.

5.Conclusions and Overall Recommendations 
