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This report is based on developing a plan to meet the identified personal development needs and expectations of an individual employee within the chosen organisation NHS. As part of the requirement, researcher is playing the role of HR trainee in NHS where line manager delegated researcher to help him engaging staff within a new project. The chosen project of this report is, “maximizing employee engagement and NHS performance” which focused to improve employee’s potentiality to become more engaged with end users and boost the performance of NHS. To meet he aim of the report, the field of study will critically evaluate development vehicles (performance appraisal tools and tactics) available to NHS as well as will explain effectiveness towards employees to meet organisational and individual needs simultaneously. Apart from that, a constructive professional development plan with five clear objectives for NHS will be discussed taking into consideration of suitability, feasibility and acceptability to meet the identified development needs and expectations of individual employees. All the information gather here will be referenced correctly to avoid collusion. 
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Management need to understand how to achieve best out of the employees while maintaining their safety, health and well-being. The fact here is job satisfaction, turnover intentions, commitment, mental and physical wellbeing of employees are major predictors of key organizational outcomes such as productivity, effectiveness and innovation means there are various reason to motivate such positive staff attitudes (Allen et al, 2018).  To ensure that, NHS  has development vehicle known as people performance management (PPM) toolkit that encourage and motivate NHS managers to have room to talk regarding all aspects of performance with staff. This toolkit allows new and experienced manager to offer practical support and develop the skills required to deal with key management situation consistently and confidently (NHS England, 2022). The toolkit incorporates factor like, how do you review performance on an ongoing basis? What to do id staff within the team is underperforming? How to give constructive feedback? How can you support staff who are high achieving? (nhsemployers.org, 2022). So, how does PPM work? NHS always encourage managers to incorporate the PPM toolkit within the process of employee induction as well as training process for their line managers. This will in turn help them to get better understanding of how the PPM toolkit could be implemented to day to day management situations. This free online toolkit, help all managers to create and effective and confident team building structure. Its aimed at managers working at all level across NHS and different social care setting to support them effectively deal with numerous performance management challenges such as how to manage underperforming employees, carry out performance management review, help staff with constructive feedback (nhsemployers.org, 2022) with the facility of different resources which is discussed below; 

Video: this allows managers to watch one minute video explain how to adopt and use the toolkit along with its various features (NHS England, 2022).

Presentation skills: NHS use different presentation slide on digital screens at different events, training and meeting sessions by targeting their managers (NHS England, 2022).

A4 poster

NHS allows manager to download and print A4 poster to display on their notice board, offices or canteen regarding performance management upskilling session (NHS England, 2022).

Article
NHS has long and short article which one can use as well as adopt for their own internal communication channels (NHS England, 2022).

Apart from that, NHS also offer principle of performance framework regime that has five overarching principles which govern the development of NHS performance framework for managers to get the best out of their subordinates that includes, 

Transparent: it comes with pre-determined and clear performance measure as well as intervention (NHS England, 2022).

Consistent: it’s a uniform approach within various level of system focus on different types of providers (NHS England, 2022).

Proactive: it’s a threshold for intervention which identify the underperformed staff at an early stage (NHS England, 2022).

Proportionate: it’s an intervention which is linked to risk and threat face by the staff (NHS England, 2022).

Focused: it’s an initial intervention that focus over the recovery as well as include action that address root cause or issues including system level risks e.g. over capacity (NHS England, 2022).

PPM toolkit and performance management framework of NHS designed to meet the development needs of individual employees. The prime aim of NHS appraisal scheme is to identify professional and personal development as well as educational needs with the aim to improve patient care and clinical performances. The aim can be ensured through the help of better employee engagement and performances (Mathen and Hoke, 2022) As a result, NHS culture incorporates assumptions, attitude and values that state or condition the way an individual and organisation function. Henceforth, how NHS performance appraisal are appropriate in meeting the development needs of the individual employees is discussed below, 

The overall development of clinical governance in NHS is proposed by GMC (Good medical practitioners) and adopted performance appraisal of NHS reviewed by peer review appraisal process (Johnson and Smith, 2018) through this one peer review another peer and this review of peer appraisal is highly effective through which colleague and peers are in better position to figure out interpersonal skills. Apart from that, there is also employee performance management appraisal that carried out by managers which serve improving employee motivation and morale, determining reward, improving communication, identify training and development needs, managing staff careers, discipline, counseling, setting up goals and targets, choosing staff for promotion (Saengchai et al, 2019). Some of the major NHS appraisal scheme are; 
· Reviewing the performance of staff on daily basis through the help of local, regional and national sources (England.nhs.uk, 2022).  
· Consider the employees contribution towards quality and improvement of services (England.nhs.uk, 2022).  
· Maximize the use of skills and resources in order to achieve good delivery of general medical services (England.nhs.uk, 2022).  
· Offer a situation where staff can seek help regarding how to improve their performance.
· Set out PPD to ensure the plan are achieved (England.nhs.uk, 2022).  
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The professional development plan is the key output of the approval as it allows the learning and development needs for the NHS. Through this plan NHS can review their current plan and come up with development plan for the next year. Most employees learning occurs continually within the workplace and PDP would not be thought as part of the learning log however, it is a tool that encourage employee development (Zamir 2017).  The proposed professional development plan for the NHS is given below; 

PDP construction 
Learning needs: NHS needs to encourage reflective practices over development needs within the process of PDP. The learning needs should be personal, professional, practice based where both wants and needs should be present. NHS should be considered the staff absence of skills or knowledge do not constitute a need unless acquired leaning method is applied in practices. Here, staff may include their other needs within PDP which NHS should keep as a evidence as part of CPD portfolio (Saengchai et al, 2019). 
Learning activities: choices of learning activities need to match staff learning style and needs as well as it should serve fit for purposes. Here, NHS should use narrowed approach after understanding the learning activities which should focus on knowledge acquisition instead of skill development (Saengchai et al, 2019).
Completion of PDP objectives: NHS should delegate their staff with the detailed consideration leading to PDP where the expectation would be encouraging staff to complete the plan as early as possible following years appraisal. After that, NHS should make changes to the PDP once appraisal interview is done where understanding individual needs adjustment of reflection but reason for variation need to be stated. As soon as PDP result are reviewed, both staff and managers need to agree on the discard uncompleted objectives or include them to the following year. Here, objectives need to be revised or alternative activities should be utilized (Saengchai et al, 2019).

Review of the PDP: PDP varies in style and content and the overall assessment issues of reliability and validity might make same judgement or different depending upon the staff. Here, staff caliber, mental health, educational background should be utilized (Saengchai et al, 2019).

PDP chart: PDP chart is step by step process that NHS should employ to focus on higher number of staff which is following with criteria and standards (Saengchai et al, 2019).



	Criteria 
	Standard 

	The overall educational need of the staff need to be identified during the appraisal 
	Education need is the key of success and NHS should ensure it or substitute of it and this is mandatory. 



	The staff can show how educational needs are important for better engagement and expectations 


	This is the key area of GMP and other GMC documents. 



	Aims to convert learning objectives as per the needs 
	Here NHS should offer clarification of the objectives. 




	SMART objectives (Specific, measureable, achievable, relevant and time bound)


	Whatever training objectives, activities NHS offer it should be easy to achieve by the staff as measurement of objectives can only be implied when it’s appropriate and easy. 




	Stating the reason of training and changes 
	NHS should state the reason why training is mandatory. Any changes should be justified and stated.





	Reflection on learning outcome 
	This should be done with the relevance of development objectives (Johnson and Smith, 2018). 
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This report was based on developing a plan to meet the identified personal development needs and expectations of an individual employee within the chosen organisation NHS. Even though a specific individual was not chosen but researcher here talk about staff of NHS in general. As part of the requirement, researcher has played the role of HR trainee in NHS where line manager delegated researcher to help him engaging staff within a new project. The chosen project of this report is, “maximizing employee engagement and NHS performance” which focused to improve employee’s potentiality to become more engaged with end users and boost the performance of NHS. So to meet the criteria, the field of study has discussed different toolkit adopted by NHS such as PPM, performance framework regime etc. followed by an effective PDP to meet the aim of the report. 
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