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1.Introduction: BHF founded for people and sufferers with heart disease, they work with patients and professionals with the aim to help those are at risk with developing heart and cardio circulatory disease, reduce risk those who newly diagnosed. After long research they also able to advice in generally to maintain a certain lifestyle to keep our hearts healthy. Now it is a proven concept that if we understand our risk of heart disease and able to regularly check our blood pressure, cholesterol, measurement of hight and weight, very often check-up label of sugar, lead a healthy life without stress, avoid any addiction and daily to do some physical activities. To eat better and live better needs to keep our circulatory system in good condition and for that we need to take control of our diet with salt, sugar, saturated fats items, alcohol and understand appropriate portions of food to be taken. It was founded by a group of medical professionals in 1961. Basically, BHF is a Charity organisation, those who raise money to research, cures and treatments for those are affected.
[bookmark: _Toc112685915][bookmark: _Toc112880337][bookmark: _Toc112881026]Aims: The first aim of BHF is to access patients suffering with angina and those who have no obstructive CAD (A disease in which there is a narrowing or blockage of the coronary arteries) classified by CTCA (A CT coronary angiogram is a scan that records pictures of patient heart. Before the pictures are taken, dye highlights any blockages in patient coronary arteries, helping to diagnose coronary artery disease). Secondly, they want to provide novel clinical support, required pharmaceuticals guidelines and procedure. On the other way, to provide proper diagnosis and proper support received from the part of patients, they will be putted in two different groups, one is called intervention and another control group.
[bookmark: _Toc112685916][bookmark: _Toc112880338][bookmark: _Toc112881027]Objectives: BHF research includes 2 primary objectives. The first one is to undertake a diagnostic study, and the second is to undertake a nested, randomized, controlled, trial in participants enrolled into the diagnostic study. The primary objective is to prospectively determine the prevalence of coronary endotypes in an INOCA (Ischaemia with non-obstructed Coronary Arteries) population as classified by a CTCA. (Elsevier ScienceDirect, American Heart Journal, March 2020)
[bookmark: _Toc112685917][bookmark: _Toc112880339][bookmark: _Toc112881028]2. Challenges of BHF: The core function of British Heart Foundation is to be funding for further research and to receive perfect output, to do proper treatment of cardiovascular disease. The director of BHF prof Samini say’s, that they have a common vision for both, the British Cardiac Society and Cardiovascular Community, that they wanted to improve understanding of risk factors and their solutions. Research shows that “1 in 2 people died of cardiovascular disease”, He added as it is an ongoing epidemic and needs to be funding for research, provide proper welfare and education for patients. After than Funding for research and patient welfare remained as their fundamental principle.
Although modern technologies are on forward and there is possibility of transformational abilities, however, need to remember that cardiovascular disease still now a leading factor of global death. BHF receiving sufficient financial support for that, now they are planning for their Big Beat Challenge and for that they need to use a largest grant. At the same time they are continuing to fund for several projects, programs, professors and students sponsorships. (Journal of the American College of Cardiology, July 2019).
[bookmark: _Toc112685918][bookmark: _Toc112880340][bookmark: _Toc112881029]3. Performance Management and BHF: Performance Management is to set common goals, actions plan, recognition of achievement, among the employees and managers. It’s a continue process in any organisation and for BHF. HF is mainly age dependent incident and it’s a chronic disease, it has an incidental prevalence. Current research shows that, over the age of 75, mostly people suffer with cardiac failure, and it causes ratio of 3 out of 4. provide high quality of work as well get chance to develop their capabilities. Performance Management is an ongoing process of communications between sufferers and observers, that occurs throughout the year. In support of the organisation. The process must be including expectations and clarity, to set up future objectives and goals. Provide chance to feedback and finally review its result.
[image: AIHR-4-Stages-of-Performance-Management]
[bookmark: _Toc112685919][bookmark: _Toc112880341][bookmark: _Toc112881030]3,1. Regular Meetings: Performance Management is a process to maintain higher performance levels and for that continuously approach further design whole the year, it’s helps to set common goal and build strong workplace relationships, support for further growth and development. Regular conversations between patients and researchers makes opportunities to proceed towards their goals, identify new challenges and obstacles.
[bookmark: _Toc112685920][bookmark: _Toc112880342][bookmark: _Toc112881031]3,2. Quarterly Performance Check-Ins: Frequently check-in conversations will open chance to focus on goals achievement, asking feedback and review is an opportunity to provide better service in future. It also open operational and institutional opportunity to understand working barriers. So it is possible to provider further guidance and if needed make change on competing priorities. It’s a bilateral opportunity to support and prioritize work.
[bookmark: _Toc112685921][bookmark: _Toc112880343][bookmark: _Toc112881032]3,3. Annual Performance Evaluation: It is different from check-in process. At the performance Evaluation process conversation will conclude with a rating descriptor. Normally it located at the final quarter of a performance year. They must follow one of the overall performance levels, weather it meets expectations, some but not all, meet completely, exceeds some expectations or consistently exceeds expectations. Always to submit a self-assessment with current performance rating. Finally, to take decision for next steps. It’s a clean process and no chance to confuse in any stage.
[bookmark: _Toc112685922][bookmark: _Toc112880344][bookmark: _Toc112881033]4. Performance management system and how does it work: An 0rganisational procedure of formal approach of procedures-planning, monitoring and review as a sequence as defined set of system. It could be cycle of continuous and self-renewing. At the context of the corporate strategy, it carried out. For future requirements its act as an agreement based on the analysis, role requirements and performance reviews. The most important aspect of planning is to achieve individual goals along with strategic goals of the organisation. There are some key requirements of good objective or goals are, (Armstrong’s handbook of human resource management)
· It must be crystal clear
· Theme of challenge
· Critically achievable
· Could be measurable at quantitative or qualitative
· Well coming
[bookmark: _Toc112685923][bookmark: _Toc112880345][bookmark: _Toc112881034]4,1. Requirements for success: For success needs more training, coaching and feedback, recognition and engagement. It integrates between the organisation and stakeholder, people related with it to create a positive environment. The chief of the organisation must play a main role and it must be matchable with the original strategy of the organisation. It depends on behaviour of management, and it has a strong influence of the total system. (Lawler and McDermott, 2003:55)
[bookmark: _Toc112685924][bookmark: _Toc112880346][bookmark: _Toc112881035]5. Current Performance Management Process of BHF: At the vision of create a heart and circulatory disease-free world BHF is working from the beginning. Their research and its effect able to reduce the problem almost half. With the mission to provide better and longer lives by developing the process of treatment for existing patients with advances across the spectrum of heart and circulatory diseases-by 2030. They wanted to see a world, free from the fear of heart and circulatory diseases. Ambition of see unparalleled progress as soon as possible they are working towards game-changing research-driven milestones. They are trying to inspire others to get support. They are committed to establish an example of changes by 2030. All the supporters, researchers, staffs and general people are informed and received a wide apple to help access, research charities, health service, academy, government, communities and industry to work together and find a way to beat the heartbreak disease for ever. 
These advances include:
· [bookmark: _Toc112685925][bookmark: _Toc112881036][bookmark: _Toc112880347]Way to overcome heart disease: Their vision is to establish a method to ensure for children who born with heart condition to survive with a long healthy life. If needed to cure for inherited heart conditions. To create a comfortable place for people those who survive a heart attack, mend broken hearts, help people to not suffer with rhythmic problems. To increase number of people surviving with a cardiac arrest.
· [bookmark: _Toc112685926][bookmark: _Toc112880348][bookmark: _Toc112881037]Further innovation of circulatory diseases treatment: Ensure that number of patients dying or being disable from stroke. Elimination of vascular dementia.
· [bookmark: _Toc112685927][bookmark: _Toc112880349][bookmark: _Toc112881038]Improve management system and prevent risk factors: They are trying to find the process to avoid risk and identify people with disease to help. A smoke-free UK and clean air to breath for everyone. A healthy society for all. In future to reduce HF risk, ensure that majority of the population know how to avoid circulatory diseases.
· [bookmark: _Toc112685928][bookmark: _Toc112880350][bookmark: _Toc112881039]A better guaranty for live: Create an environment as people do not need to think, if situation happen for it treatment. Ensure everyone’s care and treatment to get better physical, psychological and social support who need.
[bookmark: _Toc112685929][bookmark: _Toc112880351][bookmark: _Toc112881040]5,1. Monitoring: The control of software application performance to maintain the desire level of service, as determined by performance measurements and user experience monitoring is referred to as application performance monitoring. Before actual users are harmed. APM systems seek to identify and isolate application performance problems. Not all APM solutions, however, are able to deliver on the promise. Monitoring plays a critical role in the performance management cycle model in attaining the objectives outlined in the planning stage. But if the monitoring is only done once or twice a year, it would not be as effective. It is suggested that management meet with staff once a month or once every three months to assess progress, provide assistance when necessary and help resolve any potential issues.	 
[bookmark: _Toc112685930][bookmark: _Toc112880352][bookmark: _Toc112881041]5,2. Reviewing: Was the original goal realistic? And similar queries should be included in this evaluation. Was the objective consistent with the goals of the organisation? Has the employee developed any valuable experience or skills? How effectively did the person carry out their duties? Did the organisation provide the right assistance to reach the objective? What modifications to future goals might be made to ensure their success? What steps in this procedure could be shortened or enhanced?
[bookmark: _Toc112685931][bookmark: _Toc112880353][bookmark: _Toc112881042]5,3. Reward: A raise in pay is one type of reward that might be given, a bonus paid once. Lengthened vacations, unique projects, a rise in rank, a favourable written evaluation and company-wide appreciation.
[bookmark: _Toc112685932][bookmark: _Toc112880354][bookmark: _Toc112881043]6. Employers and Employee, benefits and feedback: Determine how management may enhance working circumstances to boost output and the calibre of the work produced. Before they have an impact on departmental productivity, address behavioural difficulties. Recognizing employees’ abilities will motivate them to give more. Encourage the professional and skill development of personnel. Enhance strategic decision-making when internal hiring, succession planning or layoffs are necessary, Employee benefits acknowledge and celebrate an employee’s accomplishments and efforts. Recognize the chance for a bonus or promotion. Determine and advocate for the need for more education or training to advance your profession. Find out what areas of your talents need improvement. Encourage a worker and make them feel invested in and involved in their professional progress. Discuss an employee’s long-term objectives openly.
[bookmark: _Toc112880355][bookmark: _Toc112881044]6.,1. 360-degree feedback:  Another name for it is multi-source feedback. It is a review of someone’s performance that is given to them by several people. The assessors often consist of their manager and subordinates, although they may also occasionally include co-workers and even customers. The term “multi-source feedback” also applies to it. The benefit of receiving 360-degree feedback is that people can get a more complete picture of their performance from several angles than they would if their manager provided the only evaluation. The procedure can be unpleasant, people may not always provide frank or honest criticism, and there is a significant amount of administrative work involved. When upward feedback is provided by subordinates to superiors, it is commonly referred to as “360-degree feedback”. 
[bookmark: _Toc112685933][bookmark: _Toc112880356][bookmark: _Toc112881045]6,2. 540 -degree feedback: Feedback from 540 degrees encompasses not just superiors, peers, subordinates and oneself, but also suppliers and vendors. The individual gets feedback from everyone they engaged with while carrying out their duties at work. The 540-degree feedback method is used to identify the targeted person’s weaknesses and strengths and can be applied as a motivational technique to inspire the targeted person. The benefits of 540-degree feedback include problems that cannot be found using conventional feedback techniques are found. It provides the customer’s perspective, which is essential in highly competitive market environments. Employees have close working relationships with suppliers and providers, so their feedback benefits those relationships.
[bookmark: _Toc112685934]An improvement over 360-degree feedback is 540-degree feedback. With the addition of external appraisers in the shape of stakeholders like consumers or clients, it includes all the components of a 360-degree feedback system. It aids in problem identification that was not achievable with 360-degree feedback or any other conventional system.
[bookmark: _Toc112880357][bookmark: _Toc112881046]7. Planning and Personal Development Plan: To satisfy their current and future business needs, organisations must understand how many people they will need and what kind of people they will need. Self-managed learning can be formalised through personal development planning. It is done by people with the direction, support, and assistance of their supervisors, typically based on performance and development reviews. An individual’s proposed course of action to learn and advance themselves is outlined in a personal development plan. They are in charge of creating and carrying out the strategy, but they are assisted by their managers in doing so.
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· [bookmark: _Toc112880358][bookmark: _Toc112881047]Examine the situation as it is now and the need for development: This can be done as part of the performance management process.
· [bookmark: _Toc112880359][bookmark: _Toc112881048]Establish goals: These could be things like enhancing performance in the current position, obtaining new skills, increasing knowledge in pertinent areas, developing areas of competency, moving up or across the organisation, or getting ready for changes in the existing role.
· [bookmark: _Toc112880360][bookmark: _Toc112881049]Create an action plan: The action plan outlines what must be done and how it will be accomplished under headings like anticipated outcomes, development activities, who is responsible for development and timing.
· [bookmark: _Toc112880361][bookmark: _Toc112881050]Execute: Carry out the plan.
[bookmark: _Toc112685935][bookmark: _Toc112880362][bookmark: _Toc112881051]8. Risk Management: The statistics compendium covers a wide range of data regarding high-risk conditions, lifestyle, and environmental risk factors but has little long-term trend data about risk factors. Risk factors will thus not be addressed in detail for the purposes of this evaluation since trends cannot be stated in any detail.
[bookmark: _Toc112685936][bookmark: _Toc112880363][bookmark: _Toc112881052]9. Conclusions and outlook: According to the BHF statistical compendium, there have been some notable improvements in outcomes recently, but due to shifting demographics and societal norms, these improvements have come to a standstill. Major shifts in trends in the prevalence and presentation of CVD-related disease and high-risk diseases have been brought about by improved treatment, increasing survival, and the impact of population-level interventions in modifiable risk factors.
[bookmark: _Toc112685937][bookmark: _Toc112880364][bookmark: _Toc112881053]10. References: 
· Armstrong’s handbook of human resource management practice, (Armstrong and Michael, 2020)
· Management & organisational behaviour {electronic resource} (Mullins and Laurie J, 2016)
· Skills of management and leadership: Managing people in organisations. (W. David Rees and Porter, 2015)
· American Heart Journal, (Mar 2020)
· The British Heart Foundation and Big Beat challenge/Journal of the American College of Cardiology, July 2019)
· bhf.org.uk (Annual Report, 2021)
· MBAs KOOL,(May 2020)
[bookmark: _Toc112880365][bookmark: _Toc112881054]Appendix:
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