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[bookmark: _Toc84439488]Introduction
	The purpose of this assignment is based upon developing relationships and workplace achievement. In this regard, this task is divided into two components. The first component is based upon evaluation of the importance of training and development in your chosen organisation and how it supports employee satisfaction and business performance. Moreover, it will also assess how reward makes an impact on organisational performance using your chosen organisation. In addition to this, the discussion will also be based on identifying differences between performance appraisal and performance management and evaluate the methods that the organisation uses to monitor employee performance. For this, the organisation that has been chosen is NHS. 

[bookmark: _Toc84439489]Methodology
The methodological basis of the study was formed by the classical provisions of the sociology of medicine, as well as general scientific principles (Braga et al., 2019). The task uses a transdisciplinary approach that integrates the fundamental provisions of the sociology of medicine, management theories and health economics. The theoretical and practical significance of the study is associated with solving the problem of determining the quality of medical care using modern methods, which make it possible to take into account both the internal and external conditions of the activity of the healthcare facility. SWOT analysis allows to find internal resources and identify weaknesses in the work of a medical institution in advance (Braga et al., 2019). The research recommendations can form the basis for improving the module for training medical personnel in the domestic higher school. The procedure for conducting a SWOT analysis is carried out in several stages using qualitative and quantitative methods.




[bookmark: _Toc84439490]Company Profile
 The NHS was founded in 1948. This eliminated the old strategic health agencies and primary health care funds and allowed primary care physicians to manage the NHS budgets in their area through empowered groups. He also established the NHS Foundation Trusts (Bratton and Gold, 2017). The Commissioning Council NHS, which has several regional offices and many local offices in England, oversees the local budget expenditures that are spent by the 207 Clinical Commissioning Groups (CCGs). They are responsible for requesting health services in their area and are led by primary care physicians, counsellors, and nurses requesting services to meet identified needs in their area. They control almost two-thirds of the NHS budget.

[bookmark: _Toc84439491]Importance of Training and Development in NHS and Impact on Employee Satisfaction and Business Performance
NHS pays close attention to creating opportunities for continuous professional development of employees. Regular professional development of personnel contributes to the growth of production efficiency and strengthening of the competitive advantage (Brewster, 2017). Training at NHS is aimed at developing the professional, leadership and managerial potential of employees, knowledge, skills and abilities necessary for highly efficient and proactive work.
The training system operating at the enterprise is based on strategic plans and taking into account the need for training, which makes it possible to ensure that the qualifications of personnel meet the requirements of current and future activities (Brewster, 2017). In addition to compulsory training, the company provides an opportunity to get a profession for those who do not have special education and work experience, as well as improve their qualifications or master a second (related) profession.
NHS attaches great importance to the professional development of managers and specialists through the organization of corporate training events and the involvement of external providers - educational institutions and centres that provide their services for conducting trainings, seminars, refresher courses (Edwards, 2017). The company has developed a mentoring system aimed at the speedy adaptation of newly hired personnel and improving the quality of professional training through the transfer of personal skills and abilities by experienced mentors. NHS hosts professional skill contests, a corporate educational program for training line managers.
NHS pays attention to working with young people and cooperates with many educational institutions. Professional training is aimed at acquiring knowledge and developing professional skills such as hard skills and soft skills (Gahlawat and Kundu, 2019). Personal psychological trainings, in addition to personal development, contribute to the development of soft skills. Motivational ones will help inspire the team, and team-building ones will support the formation, strengthen the corporate culture and team interaction. Some directions combine perfectly for example, training and facilitating team unification.

[bookmark: _Toc84439492]Impact of Reward on Organisational Performance
Rewards are used to motivate people to perform effectively. At the same time, reward is understood in a broader sense than just money or pleasure with which this word is usually associated. Reward includes everything that a person considers valuable to his life. There are internal and external rewards (Horak et al., 2019). A person receives internal rewards from the work itself. When it seems significant to him and he does it well, he develops a sense of self-respect. The internal reward can be considered the friendship and communication that arise in the process of working with colleagues.
Numerous researchers try to answer these questions in different ways. Some of them see the sources of motivation in the inner world of a person, his needs, values, aspirations. Others explain labour motivation by the action of factors external to a person (Iqbal, 2019). They believe that human behaviour is a reaction to the influence of these factors and, therefore, it can be controlled using a system of punishments and rewards. This view of work motivation, which was quite popular at the beginning of the last century, was severely criticized for its inhuman nature, although many managers still share it and manage their employees based on the "carrot and stick" philosophy.
Modern theories of motivation fall into two categories based upon substantive and procedural (Kianto et al., 2017). Meaningful theories are based on the identification of those needs that make a person act this way and not otherwise. Supporters of this approach include, for example, A. Maslow, D. McClelland, F. Herzberg, K. Alderfer, L.S. Vygodsky.
Procedural theories view motivation differently. Without disputing the role of needs in a person's life, they believe that people's behaviour is determined not only by needs, but also by other factors, for example, the expectation that the chosen way of achieving the goal will lead to the satisfaction or acquisition of the desired (Markoulli et al., 2017). First of all, the names of V. Vroom, L. Porter, E. Lawler and S. Adams are associated with these theories.

[bookmark: _Toc84439493]Difference between Performance Appraisal and Performance Management 
Performance and development performance appraisals for employees, both formal and informal, can be viewed as training activities. Learning opportunities arise before, during and after formal meetings. Performance management continues after formal attestation. Both employees and managers must fulfil individual development plans (Pham et al., 2020). Opportunities for mentoring or further counselling are identified. Both the employee and his manager must take responsibility for applying the knowledge gained to the employee in practice, whether he develops in his current position or finds an opportunity to make a greater contribution to the success of the organization in a new position.
The strategy adopted by NHS assumes the deep involvement of each employee in the performance and development review (PDR). It is the main element of a performance management strategy, as it forms strong relationships between employees and the organization (Cartwright et al., 2021). It also creates the basis for planning and evaluating the performance of an employee, team and the entire organization, for further training and development, and also provides greater transparency on career paths, competency requirements and behaviour in different positions and at different levels of the organizational hierarchy (Cartwright et al., 2021). The unified framework of competencies, an integral part of the PDR, helps to raise standards and ensure a consistently high level of performance and behaviour in any position.

[bookmark: _Toc84439494]Monitoring Employee Performance at NHS
Performance-based pay implies financial rewards for employees in the form of a basic salary increase or financial bonuses. It is determined by an assessment of performance, usually in accordance with the achievement of previously agreed objectives (Chakraborty and Upadhyay, 2018). A fixed framework for consolidated progressive payments is established.
An alternative or additional type of reward for high productivity or special achievements is cash bonuses. They represent unconsolidated payments. An employee can receive such a bonus when he reaches the top bar within his grade or when his competence is recognized as absolute, or if he demonstrates excellent results according to the learning efficiency curve (Dahiya and Dahiya, 2018). Pay rates to those who have achieved the required competency level can be adjusted to the market according to the company's payment policy. The rate and progression boundaries according to the rate scale are usually, but not necessarily, determined by performance ratings.









[bookmark: _Toc84439495]Personal Development Plan
[bookmark: _Toc84439496]SWOT Analysis
When conducting a SWOT analysis, the level of qualifications of doctors, technical equipment, as well as the influence of external factors on the work of the clinic are taken into account. Based on this data, a detailed picture of how the enterprise will work in the future is created (de Waal and De Bono, 2020). Medical services are a labour activity that is reflected in how effectively patients are cured, how high-quality the procedures aimed at improving health are, and what are the costs that do not have a substantive form.
At the first stage, all external threats are analysed, as well as the favourable opportunities for the individual person at NHS. These are external opportunities and threats. This can include an assessment of the level of material and technical support (Emelyanovich et al., 2020)t. In particular, the financial capabilities of a medical institution, medicines, equipment, premises for work, and the like. The unfavourable threats include demographic processes, the emergence of strong competitors, and the tightening of regulation by law.
At the same stage, the strengths and weaknesses of the clinic are assessed. For example, human resources and qualifications of doctors, medical personnel. The efficiency of work in general is taken into account, where the main criteria are the number of patients treated, the number of deaths, the average time of patients staying in the clinic during treatment, as well as the time spent in a hospital bed for one year (Gaghman, 2019). It should be noted that the SWOT analysis contains information about exactly what changes are taking place in the clinic. What technologies are emerging, what new drugs are used, how often changes occur in the composition of the medical staff.
The second stage already involves the creation of a special SWOT analysis matrix. At the same time, SWOT models are being developed, which show which scenarios for the further development of a medical institution are possible based on the information received (Hudson, 2017). In this regard, a SWOT analysis to meet the identified development needs of an individual working at NHS will be assessed.

	Strengths
· A wide range of services;
· Fairly high profitability;
· High level of the offered service.
	Weaknesses
· Insufficiently debugged system for finding clients and attracting them;
· The staff does not take part in the decisions of the management;
· Weak advertising policy


	Opportunities
· Significant improvement in the quality of work;
· Significant improvement in the lives of people in general.


	Threats
· The emergence of a large number of competitors;
· Decreased living standards of people;
· The emergence of new medical services.





It becomes clear that with the current way of NHS first of all, is threatened by the emergence of stronger competitors.

[bookmark: _Toc84439497]PDP Action Plan
The main directions of nursing development are the rational use of nursing personnel in improving the quality and availability of medical care (Malik, 2018). Today, in order to ensure quality nursing care, it is necessary to continuously improve the qualifications of nurses by using various forms and methods of teaching and enhancing motivation for self-development and self-improvement.
Currently, not all employers can pay for advanced training courses for their employees at educational institutions. All these reasons actualize the development of alternative models, increasing the competence of mid-level specialists. One of the alternative promising models for solving this problem are field training cycles conducted by educational institutions on the orders of health care facilities at the bases of customer organizations (Malmelin and Virta, 2020). This form of work is recognized as cost-effective and makes it possible, when designing educational programs, to take into account the specifics of the provision of medical services in a particular institution or region. Training at the main place of work has a number of advantages:

· Does not require large financial costs.
· Does not require separation from the main work and travel outside the village.
· Provides an opportunity to quickly implement the obtained theoretical knowledge in practice.
Millar et al. (2017) proposes a model of the structure of the educational process of paramedical workers in a medical institution. It is essential for determining the needs of health care facilities in training nursing staff and opportunities for employees to acquire new knowledge and skills, which is achieved in the process:
· Analysis of the current situation in a medical institution or its department (assessing performance indicators, comparing them with regulatory documents and with indicators of other health care facilities) (Millar et al., 2017).
· Identification of needs for certain types of assistance (services, manipulations).
· Assessment of the staff's capabilities in relation to the implementation of the planned type of work (opportunities for expanding the service area, combining activities, interchangeability).
· Assessing the possibilities of increasing the number of staff, providing additional material incentives (Millar et al., 2017).
· Assessment of the psychological attitude of nurses for training.
· Assessments of physical, social, psychological capabilities, learning abilities of sisters.
· Specification of training needs: who, when, what, where to teach, that is, drawing up a schedule, including the organization of the educational process and the control of knowledge and skills (Millar et al., 2017).
The action plan will also be based upon the definition of resources for training along with drawing up training programs, selection of teaching staff, determining choice of methods, and the eventual assessment of learning outcomes which will be undertaken as follow (Hudson, 2017):
· Funds allocated to cover costs for training.
· Time spent on the learning process.
· The procedure for the provision of educational material.
· Saturation, speed of delivery of educational material (number and content of classes).
· Forms of knowledge control.
· Employees of health care facilities where training is organized.
· Invited specialists
· Selection of assessment criteria and their quantitative and qualitative indicators
· Substantiation of an easily algorithmic assessment methodology, taking into account values that are understandable to all participants, the possibility of collective and individual assessment.
· Assessment of economic efficiency.
· Assessment of social effectiveness.















[bookmark: _Toc84439498]Conclusion
The purpose of this assignment was based upon developing relationships and workplace achievement. The methodological basis of the study was formed by the classical provisions of the sociology of medicine, as well as general scientific principles. The task uses a transdisciplinary approach that integrates the fundamental provisions of the sociology of medicine, management theories and health economics. NHS attaches great importance to the professional development of managers and specialists through the organization of corporate training events and the involvement of external providers - educational institutions and centres that provide their services for conducting trainings, seminars, refresher courses. Rewards are used to motivate people to perform effectively. At the same time, reward is understood in a broader sense than just money or pleasure with which this word is usually associated. Reward includes everything that a person considers valuable to his life. There are internal and external rewards.
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