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[bookmark: _Toc243482234]Executive Summary
This report examines how HealthConnect UK, a rapidly expanding digital healthcare organisation, can improve employee development, performance management, wellbeing, leadership and retention. The organisation faces high employee turnover, reduced engagement, inconsistent performance management, shortages of digital healthcare skills, employee burnout and leadership capability gaps. These challenges may affect service quality, organisational productivity and future growth.
The report evaluates human resource management approaches, including coaching, mentoring, e-learning, career development, SMART objectives, continuous feedback, employee wellbeing initiatives and transformational leadership. It recommends a structured employee development programme, fair performance management procedures, improved mental health support, stronger communication and leadership training. Progress should be measured through employee turnover, engagement surveys, training completion, performance outcomes and wellbeing indicators. Implementing these recommendations can help HealthConnect UK develop a skilled, motivated and sustainable workforce.
[bookmark: _Toc243482235]1. Introduction
Human resource management (HRM) plays an important role in developing employees and aligning their performance with organisational objectives. HealthConnect UK provides virtual consultations, remote patient monitoring and digital healthcare services throughout the United Kingdom. As the organisation expands, it must ensure that its employees possess the necessary technical skills, motivation and support to deliver effective services.
Recent organisational reports have identified several challenges, including high staff turnover, low employee engagement, inconsistent performance management, digital skills shortages, burnout and weaknesses in leadership capability. These problems may increase recruitment costs, reduce productivity and affect the quality and reliability of healthcare services.
This report evaluates how HealthConnect UK can address these challenges through employee learning and retention, performance management and wellbeing, and effective leadership and teamwork. It concludes with practical recommendations designed to improve workforce capability and support sustainable organisational growth.
[bookmark: _Toc243482236]2. Employee Development and Retention
Employee development involves improving employees’ knowledge, skills and abilities so they can perform effectively and progress in their careers. For HealthConnect UK, continuous learning is particularly important because digital healthcare technologies and working practices change rapidly. Employees who lack appropriate training may experience stress, make avoidable mistakes or struggle to meet organisational expectations.
The Chartered Institute of Personnel and Development (CIPD, 2026a) explains that employee turnover can negatively affect organisational performance, while effective retention strategies include fair treatment, flexibility and employee wellbeing. HealthConnect UK should therefore investigate why employees leave by conducting confidential exit interviews, analysing turnover data and reviewing employee feedback. These findings would allow HR managers to address underlying problems rather than relying only on repeated recruitment.
[bookmark: _Toc243482237]2.1 Learning and development methods
Coaching involves a manager or trained colleague supporting an employee to improve specific skills and achieve professional goals. HealthConnect UK could provide regular coaching sessions for employees who use digital healthcare platforms, manage patient enquiries or coordinate remote consultations. Coaching allows managers to identify knowledge gaps and provide individual support. However, its effectiveness depends on managers having sufficient time and appropriate coaching skills.
Mentoring involves a more experienced employee providing guidance, advice and professional support to a less experienced colleague. The organisation could establish a mentoring programme that pairs experienced digital healthcare professionals with new employees. This would help transfer organisational knowledge, develop confidence and create stronger working relationships. Mentoring may also help employees understand potential career opportunities within the organisation.
E-learning allows employees to access online training materials, demonstrations and assessments. It is particularly suitable for HealthConnect UK because employees may work remotely across different locations. Online modules could cover digital healthcare systems, data protection, cybersecurity, patient confidentiality and communication skills. Although e-learning offers flexibility and can reduce travel costs, it should be combined with practical demonstrations and opportunities to ask questions.
Continuous Professional Development (CPD) encourages employees to update their knowledge and maintain professional competence. HealthConnect UK should provide an annual training plan that identifies the technical and professional skills required for each role. Employees could receive protected learning time, access to relevant courses and regular assessments of their progress.
Ryan and Deci (2000) explain that motivation and wellbeing are supported when individuals experience autonomy, competence and relatedness. Giving employees opportunities to choose relevant learning activities, develop expertise and receive support from colleagues may therefore improve their motivation and commitment.
[bookmark: _Toc243482238]2.2 Career development and succession planning
Career development helps employees understand how they can progress within an organisation. HealthConnect UK should introduce individual development plans agreed between employees and their line managers. Each plan should identify career objectives, required skills, training activities and review dates. For example, a customer support employee could progress towards a senior support role by completing digital healthcare training and demonstrating leadership skills.
Succession planning identifies employees who may be prepared to move into key roles in the future. The organisation should identify critical positions, including team leaders, technical specialists and operational managers, and provide suitable development opportunities for potential successors. This would reduce reliance on external recruitment and help maintain continuity when experienced employees leave.
However, promotion opportunities must be transparent and based on fair criteria. Employees should not be selected solely because they have close relationships with managers. Clear competency frameworks and equal access to development can help prevent unfair treatment.
[bookmark: _Toc243482239]2.3 Recommendations for employee retention
HealthConnect UK should introduce a coordinated retention strategy based on competitive and fair rewards, flexible working, recognition, career progression and supportive management. Employees should have opportunities to discuss concerns privately and provide feedback without fear of negative consequences.
HR should monitor voluntary turnover, employee engagement, internal promotion rates and training completion quarterly. The organisation should compare results across departments to identify areas requiring additional support. These measures would help determine whether development initiatives are producing meaningful improvements rather than simply increasing the number of training activities.
[bookmark: _Toc243482240]3. Performance Management and Employee Wellbeing
Performance management is a continuous process through which managers and employees establish expectations, monitor progress, provide feedback and identify opportunities for improvement. Effective performance management helps employees understand organisational priorities while ensuring that managers provide appropriate resources and support (CIPD, 2026b).
At HealthConnect UK, inconsistent performance management may lead to unclear responsibilities, unfair assessments and reduced employee motivation. A consistent framework should therefore be introduced across departments, with flexibility to reflect the requirements of different roles.
[bookmark: _Toc243482241]3.1 Performance appraisals and SMART objectives
Performance appraisals provide an opportunity for employees and managers to discuss achievements, challenges, development needs and future objectives. HealthConnect UK should introduce formal appraisal meetings every six months, supported by monthly or quarterly check-ins.
Objectives should follow the SMART framework: specific, measurable, achievable, relevant and time-bound. For example, a digital support employee could aim to complete an agreed cybersecurity training programme and demonstrate the required competencies within three months. A customer service team could monitor response times and customer satisfaction while maintaining appropriate quality standards.
Locke and Latham (2002) demonstrate the importance of clear goals in motivating performance. Nevertheless, targets must be realistic and supported by sufficient resources. Setting excessive targets may encourage employees to prioritise speed over accuracy, potentially creating risks in a healthcare environment.
Performance indicators should therefore include both quantitative and qualitative measures. These might include task completion, service reliability, patient or customer feedback, compliance with procedures, teamwork and professional development. Managers should avoid relying on a single measure because it may provide an incomplete picture of an employee’s contribution.
[bookmark: _Toc243482242]3.2 Continuous feedback and 360-degree feedback
Continuous feedback allows employees to understand what they are doing well and where improvement is needed. Managers should provide specific, timely and constructive feedback rather than waiting until formal appraisal meetings. Employees should also be encouraged to discuss workload pressures and request assistance when necessary.
HealthConnect UK could introduce 360-degree feedback for leadership and selected professional development activities. This approach gathers feedback from managers, colleagues, direct reports and, where appropriate, other relevant stakeholders. It can help managers identify communication problems and understand how their behaviour affects their teams.
However, 360-degree feedback must be managed carefully. Anonymous feedback may be useful for encouraging honesty, but poorly designed questionnaires can lead to personal criticism or biased judgements. The organisation should use clear assessment criteria, protect confidentiality and provide guidance on interpreting results.
The CIPD (2023) reports that systematic performance management involving objectives, monitoring and feedback is associated with more positive employee-reported outcomes. HealthConnect UK should therefore combine clear expectations with regular dialogue and practical support.
[bookmark: _Toc243482243]3.3 Employee wellbeing and burnout prevention
Employee wellbeing includes physical health, psychological health, social relationships and the ability to manage work demands. Digital healthcare employees may experience high workloads, constant screen use, emotional pressure and difficulties separating professional responsibilities from personal life.
The Health and Safety Executive (HSE, n.d.) identifies important work-related stress factors, including demands, control, support, relationships, role and change. HealthConnect UK should assess these areas through workload reviews, staff surveys and confidential discussions.
Flexible working could help employees balance their professional and personal responsibilities. Where operational requirements allow, staff should have reasonable flexibility over working hours and location. However, remote working should not create an expectation that employees remain available outside their contracted hours.
The organisation should also introduce regular breaks, manageable workloads, clear responsibilities and appropriate staffing levels. Managers should receive training to recognise signs of excessive stress and direct employees towards appropriate support. An employee assistance programme (EAP), access to confidential counselling and clear information about available support could further improve wellbeing.
The CIPD (2026c) emphasises that employee health and wellbeing should be integrated into workplace culture, leadership and people management. Consequently, wellbeing should not be treated solely as an individual responsibility. Managers must also address organisational factors such as unrealistic deadlines, understaffing and poor communication.
[bookmark: _Toc243482244]3.4 Motivation and employee engagement
Motivation influences the effort employees are willing to invest in their work. Herzberg’s two-factor theory distinguishes between hygiene factors, such as salary, working conditions and job security, and motivators, such as achievement, recognition and responsibility (Herzberg, Mausner and Snyderman, 1959).
HealthConnect UK should ensure that basic employment conditions are fair while creating opportunities for meaningful work, recognition and development. For example, managers could acknowledge excellent teamwork, recognise improvements in service quality and offer employees opportunities to contribute to projects.
However, recognition alone cannot compensate for poor pay, excessive workloads or limited career opportunities. The organisation should combine recognition with fair policies, appropriate resources and genuine employee involvement.
Self-determination theory also suggests that employees are more likely to experience autonomous motivation when their needs for autonomy, competence and relatedness are supported (Ryan and Deci, 2000). Managers should therefore involve employees in decisions affecting their work, provide constructive feedback and encourage collaboration.
[bookmark: _Toc243482245]3.5 Recommendations for performance and wellbeing
HealthConnect UK should implement a consistent performance management framework with SMART objectives, regular feedback, fair appraisals and individual development plans. Performance discussions should identify both achievements and barriers to success.
The organisation should also conduct regular stress risk assessments, monitor overtime and absence, review staffing levels and provide access to confidential support. HR should evaluate progress through employee engagement surveys, wellbeing feedback, performance indicators and sickness absence trends.
These measures should be reviewed quarterly. If performance improves while burnout or turnover increases, managers should reconsider whether targets are sustainable. The objective should be to achieve reliable performance without compromising employee health or healthcare service quality.
[bookmark: _Toc243482246]4. Leadership, Team Effectiveness and Employee Engagement
Leadership influences how employees communicate, collaborate and respond to organisational change. HealthConnect UK requires leaders who can support employees, communicate a clear direction and maintain accountability during rapid growth.
Transformational leadership involves communicating a shared vision, encouraging new ideas, motivating employees and supporting individual development. This approach may help HealthConnect UK build commitment to its digital healthcare objectives. Leaders could involve employees in service improvement projects, encourage suggestions and recognise contributions to organisational progress.
However, transformational leadership should be balanced with clear operational procedures. Healthcare-related services require reliable processes, confidentiality and compliance. Situational leadership may also be useful because employees require different levels of direction and support depending on their experience and competence.
Tuckman’s (1965) model describes four stages of team development: forming, storming, norming and performing. During forming, team members learn about their responsibilities. During storming, disagreements may arise over roles and working methods. Norming involves establishing shared expectations, while performing involves effective cooperation towards common objectives.
HealthConnect UK managers should support each stage by clarifying responsibilities, resolving conflict fairly, agreeing team standards and encouraging shared problem-solving. The model provides a useful framework, although teams do not always progress through these stages in a fixed or linear sequence.
Communication can be improved through regular team meetings, clear written updates, collaborative digital platforms and confidential channels for raising concerns. Managers should also seek employee feedback before implementing major changes. An inclusive culture should ensure that employees from different backgrounds have fair opportunities to contribute and progress.
Team effectiveness should be evaluated through shared objectives, service quality, employee engagement and feedback. Leadership development should include communication, conflict resolution, coaching, equality and wellbeing. These actions can help managers build trust, strengthen teamwork and improve organisational performance.
[bookmark: _Toc243482247]5. Conclusion and Recommendations
HealthConnect UK’s workforce challenges require a coordinated HR strategy that connects employee development, performance management, wellbeing and leadership. Training alone will not solve high turnover if employees continue to experience excessive workloads, inconsistent management or limited career progression. Similarly, performance targets will be ineffective if employees lack the skills, resources and support required to achieve them.
The organisation should prioritise the following actions:
1. Introduce structured learning and development: Establish individual development plans, digital healthcare training, coaching, mentoring and CPD opportunities within the first three months.
2. Improve performance management: Implement consistent SMART objectives, regular feedback, fair appraisal procedures and suitable qualitative and quantitative performance indicators.
3. Strengthen employee wellbeing: Review workloads, introduce stress risk assessments, promote healthy work-life boundaries and provide access to confidential wellbeing support.
4. Develop leadership capability: Train managers in coaching, communication, conflict resolution, inclusive leadership and employee engagement.
5. Improve retention and employee voice: Conduct exit interviews, regular engagement surveys and career development discussions, ensuring that employee feedback leads to practical action.
6. Measure and review progress: Establish baseline measures and review turnover, engagement, training completion, performance and wellbeing quarterly.
These recommendations should be implemented through a phased plan led by HR and supported by department managers. Success should be assessed using measurable outcomes rather than relying only on whether activities have been completed. By investing in employees and creating a fair, supportive and accountable working environment, HealthConnect UK can strengthen workforce capability, improve retention and support sustainable organisational growth
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