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Introduction 
If HealthConnect UK focuses on addressing its employees' needs, it will create a better future for itself. HealthConnect UK must provide a positive work environment for its employees to promote employee retention and encourage employees to develop the skills necessary in today's digital world. A recent report presented to the Executive Board evaluated employees' perceptions of their current jobs and their performance. The report identified many serious problems including high rates of employee turnover, low levels of employee engagement, inconsistent employee performance evaluation processes, a serious lack of digital skills among employees, a high degree of employee burnout, and a lack of leadership. If HealthConnect UK resolves these problems, it will establish the foundation for a stronger and more stable future. The report had three major parts: attracting and retaining employees; evaluating and rewarding employee performance and well-being; and developing effective team leaders. The report assessed the current state of Affairs at HealthConnect UK through a review of human resource practices and actual data from HealthConnect UK. The report concludes with some general findings and suggestions. Organizations must first analyze their own internal data before implementing strategies designed to increase employee productivity and/or decrease employee turnover. A major strategy to reduce employee turnover and close the gap on digital skills among employees is to implement employee development. Organizations that provide employee development opportunities to employees are demonstrating to employees that employees are valued, thereby improving employee commitment to the organization. Organizations in the health care industry are especially susceptible to the need to continuously provide training and educational opportunities to employees as a result of ongoing advancements in technology and regulatory updates. If organizations fail to timely train and educate employees in new technologies and/or regulations, then patient safety could be compromised and organizations could hinder their growth potential. Overall, employees tend to remain employed with an organization when employees feel that they fit in, are connected to the organization, and have access to ongoing professional development and promotional opportunities.Employee development and learning increase employee capabilities and therefore improve patient care. Costs related to replacing employees who leave go beyond recruitment and hiring costs. Losing institutional knowledge and relationships formed with patients by leaving employees are both costly losses to organizations. Thus, investing in employee development is beneficial as a strategy to enhance employee satisfaction and engagement rather than merely being another expense. Organizations can mitigate potential disruptions caused by employee departures by planning ahead and providing employees with the skills necessary to carry out their duties. Another method of developing employees is through coaching. Coaching provides employees with feedback concerning their strengths and weaknesses as well as areas where they require additional development. Coaching is particularly useful in developing the managerial skills of individuals who recently entered leadership roles. However, coaching can be expensive and therefore more appropriate for managers and employees who display high potential. Another way to help grow your employee base is by providing them with mentors. A mentor program provides an opportunity for a senior employee to provide direction and support to a less experienced employee as they navigate their career. Mentor programs are inexpensive, allow for employees to share their experiences and knowledge, and can assist new hires in integrating into established team environments (on-site or remote).Organizations can minimize disruptive situations where an employee leaves suddenly and they must locate a suitable replacement, if they develop employee skills prior to becoming critical needs. Organizations can use various forms of development approaches such as coaching, mentoring, or other methods of employee development to create a stronger and more committed workforce. There are numerous factors to take into account when utilizing online learning as a form of employee development. Organizations must ensure that mentors are appropriately selected and of quality. Mentors must be adequately trained and aware of their responsibilities to ensure consistency among online learning programs. Online learning offers several benefits including reaching numerous employees regardless of geographic location and offering consistency among employees which is especially critical for organizations requiring employees to possess specific digital skills. Consistency is necessary because it will help organizations to standardize the way they train their employees across different locations so that employees from different locations have the same level of knowledge. Organizations need to make sure that they use quantitative measures when assessing employee performance using a Performance Management System. Organizations need to establish quantitative measures quarterly to evaluate employee performance. When organizations establish quantitative measures, employees know exactly what they are supposed to accomplish. Employees should be able to get feedback from their manager on a regular basis. During these meetings, managers should be able to give employees constructive feedback. Organizations need to realize that the effectiveness of a Performance Management System is determined by how well the system is implemented. Therefore, organizations need to make sure that they implement a Performance Management System properly. A second issue that organizations need to consider is fairness in the use of a Performance Management System. Organizations need to develop methods for providing objective feedback to employees based upon facts instead of being biased toward an employee. Holding cross-departmental meetings can help organizations to ensure that all departments are operating with similar objectives to encourage collaboration among employees. In addition to developing quantitative measures and holding regular meetings with employees, organizations must address employee well-being. Employee burnout is a serious problem that can lead to reduced productivity, poor quality work products/services produced by employees, and eventually employee turnover. What does it mean for an employee to burn out? Employees burn out when they become completely exhausted physically and mentally, develop a cynical attitude towards their job responsibilities, and feel that no one appreciates their efforts. Organizations need to address employee burnout if they want to improve employee engagement and retain their employees. Organizations can create a supportive work environment where employees can be successful if organizations focus on improving employee well-being as part of their organizational culture and implement fair/effective performance management systems.
The Job Demands-Resources Model is a useful tool to show how the demands of an employee's position (job) and the resources provided to support those positions (job) relate to one another. For example, when there are too many demands placed on an employee that they cannot meet, this may result in stress.For leaders such as those at HealthConnect UK to understand why their employees are motivated, it is essential to realize that certain aspects of work (i.e. pay, job security) will merely prevent an employee from being unhappy with his/her job - not motivate him/her. Rather than motivating employees, these aspects of work will merely reduce the likelihood of employees being unhappy with their job. Employees are motivated when they believe that they are progressing, receiving recognition, and developing as individuals. Thus, HealthConnect UK should meet its employees' basic needs such as reasonable workload and schedule, and at the same time offer its employees the opportunity for self-improvement and recognition. Additionally, employees must believe that their efforts will lead to a worthwhile reward. Lastly, employees will likely be less motivated if they are unaware of what is expected of them or if they cannot count on their performance appraisals. Employees will be most motivated when they feel as though they have some control over how they perform their duties, when they believe that they are capable of performing their duties well, and when they believe that they are part of a team effort. Thus, HealthConnect UK should provide its employees with some flexibility in completing their duties, provide its employees with opportunities to learn and grow, and promote communication among its employees.
Recommendations
1. Develop an integrated performance management process with one standard form for all managers to use when giving employees feedback, and then have all managers trained on providing employees feedback and coaching them within six months.
2. Introduce a quarterly smart goal based on your patient/service results.
3. Confidential 360-degree feedback can be used as a way to develop leaders.
4. A framework for well being should include: tracking employee work load, provide the opportunity to take protected time away from the workplace during work hours (i.e. breaks), limit communication after regular business hours, and develop a set of rules/guidelines to allow employees to have some flexibility with regard to creating a balance between their professional and personal lives.
Leadership, Team Effectiveness and Employee Engagement
 Leaders from HealthConnect UK have the kind of leadership style responsive to their team and gives employees a real voice to take ownership of decisions often achieve higher employee engagement levels. Kahn (1990) studied employee engagement. He found that employee engagement is felt when employees feel like their contributions to the organization matter, they feel safe and are in an environment where they can fully engage with completing work. The direct supervisor impacts all three areas heavily. Teams typically evolve in a stepwise fashion. In the beginning teams are pretty unsure and rely heavily upon their manager for guidance. When teams are newly forming, they often come in conflict with one another as they seek to clarify each member's role and how to work together. But as the teams get better acquainted, they establish shared understandings about how to accomplish their goals. The level where teams will benefit more from each other is when they are mature enough that the necessary amounts of trust have been built and teams can function as independently as possible. Supervisors should also keep an eye out for potential conflicts as teams change and complete projects. Leaders need to allocate sufficient resources for team charters and continue to follow up regularly with their teams to assist them in the development. Supervisors can lead in a myriad of manners. Transformational leadership and situational leadership are two styles of leadership in frequent use. Transformational leaders motivate teams by establishing a vision for the team; understanding individual needs of members; and intellectually stimulating each member. Transformational leadership has been supported through research which demonstrates that transformational leadership increases employee performance as well as job satisfaction. Employees are led differently depending upon what they need at the time, i.e., situational leadership. Situational leaders can direct employees, provide coaching to employees, support employees or delegate tasks to employees. The use of both transformational leadership and situational leadership offers the supervisor a strong yet flexible leadership style which promotes teamwork and dependency within the organization. In addition to being effective in terms of communication, good leadership can be demonstrated by providing employees with opportunities to participate in decision-making processes and by establishing a positive work environment. According to MacLeod & Clarke (2009), there are four primary aspects of employee engagement (p. 19): clear organizational strategies; supervisors' interaction with employees; employee input into the organizational decision-making process; and organizational integrity. When employees perceive themselves to have a sense of psychological safety, they are likely to acquire knowledge faster and function as a team more efficiently.


Conclusion and Recommendations
We must address the challenges of today's world as a group. By combining the benefits of blended learning with continuous performance management, a wellbeing program, and importantly, an effective and engaging leader, we will develop a growth and development plan.These recommendations are actionable, chronological and provided as such so that they can be utilized in a manner that produces measurable outcomes. The success of the program will be evident in decreased attrition rates; improved employee satisfaction/engagement survey results; and increased digital capabilities – each of which are essential components for achieving long term organizational success. 
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