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[bookmark: _Toc14114907]Introduction:
[bookmark: _GoBack]The undertaking of this report can be split into three portions, where the first portion focused on evaluating the development vehicle to a healthcare organisation. The second segment discussed the potential benefits the company gets using these development vehicles and examples have been delineated to clarify further. The last part offers a proposal for a development plan using three examples to satisfy individual needs and expectation. For conducting the analysis, Allied Health Care UK has been chosen and the subsequent discussion based on the context of this company. The analysis revealed that the company can adopt training, motivation, and performance management as the three vehicles to develop individual care workers. The report intends to provide the reader with information about how these vehicles cater to the development needs and the way these vehicles are related to each other. The benefits that company is entitled to as a result of using these vehicles overlapped, however, the contributions are separately discussed to relate the benefits with vehicles. Lastly, a comprehensive plan consisting six different and sequential steps have been suggested to follow to meet the expectation and development needs of the employees, however, blindly sticking to these steps in a sequential manner may prove unnecessary for all the performance deficiencies, and hence the implementation of the steps will depend on the individual needs and requirements.   









[bookmark: _Toc14114908]Selected Organisation: Allied Healthcare UK
Allied Healthcare UK is one of the biggest care providers and leading healthcare companies in the UK, which has been providing a varied range of services since 1972 (Allied Healthcare, 2019). The company is committed to providing home care, clinical care, end of life care, reablement, and children and family services in order to cater to the needs of the children, people with disabilities, aged persons, etc. In addition, the company aims at ameliorating the quality of services to provide a more informed, consistent, and responsive service. The alliance with HCRG (Health Care Resourcing Group) has augmented the company’s capability to expand its services to a larger market segment. The company believes that healthcare does not merely mean to take medicines, rather it should be regarded as a mechanism of improving lives and assisting people to lead a life they prefer. 
[bookmark: _Toc14114909]TASK 01 Critical Assessment of the three Development Vehicles Available to Allied Healthcare UK Appropriate to the Development Needs of the Individual:
As the company provides a wide variety of services ranging from home care services in order to support the older people by offering the helping hand to end of life care purposing to provide clinical care to the people with long-term illness to help customers with learning disabilities and childcare, it needs a different set of skills to perform these services. The diversity of services requires the human resource of the company to be equipped with the necessary technical and soft skills to carry out their activities so that the company can stick to its commitment of providing high-quality home and healthcare services. 
There are several development vehicles available to the company, however, they differ from each other in terms of effectiveness, required resources, and optimisation criteria. The company can adopt the training, motivation, and performance management as the three development vehicles as they all are related to the development and retention of the human resource. 




Figure 1: Development vehicles to the needs of the individual, Source: Author
[bookmark: _Toc14114910]1.1 Training as a Development Vehicle: 
The evolvement of modern medical technology urged the need for updating the knowledge and expertise of the healthcare workers so that they can provide services compatible with the changing situations. Training is a systematic way to foster education and learning among the care workers, which will help them to provide timely homecare and healthcare services (Zgrzywa-Ziemak, 2015). The training of the staffs depends on the training needs stemming from the position they hold or intend to occupy in the organisation and hence the type of training may differ to even employees of the same rank. 
The training process consists of a number of steps, which begins with identifying the training needs of the employees and terminates with evaluating the effectiveness of the training. The training permits the care workers to fulfill their knowledge gap and improve the core technical skills pertaining to their area of operations, that is, the home workers will be trained to be educated about new and efficient methods of home care, the childcare workers will develop the dexterity to handle more children effectively and teach them in an innovative environment. The culture of the company will promote the transfer of knowledge among the staffs, which will optimise the company’s investment in human resources.  
In addition to the conventional training methods, the company can also resort to just-in-time training and bite-sized training to satisfy distinct training needs. The company can adopt the former to meet the short-term demand exceeding the company’s supply capacity, however, the quality of service may be questioned as this training facility may not be adequate to maintain the high quality, and hence, the type of activity to be performed, quality requirements, sensitivity of the service, etc. should be considered to make the decision. The latter is more appropriate for the homecare workers. 
[bookmark: _Toc14114911]1.2 Motivation as a Performance Driver:
The quality of the service Allied Healthcare UK wants to provide depends on the care workers, who serve the customers, interacts with them, and represent the company, and hence, it is very unlikely that the dissatisfied employees will deliver the expected level of performance. Some people may perceive that money is the main motivating factor or performance driver, however, in reality, this is not true in most of the cases (Donnelly, Gibson and Ivancevich, 2015). The company can motivate the staffs by providing them a positive working environment, recognising and valuing their contributions, improving the communication, etc., which will culminate in higher employee satisfaction and lower turnover rate, stronger commitment, improved efficiency, etc.  
To motivate or stimulate the performance of the workers, the company first has to pinpoint their needs, which can be facilitated by applying the concepts of famous motivational theories like Maslow’s Hierarchy of Needs Theory, Two-factor model, Reinforcement Theory, Expectancy Theory, etc. The company can foster a culture to link the performance of the employees with rewards and recognition, which appeal to them and thus, it can direct the individual efforts to attain the common cause. The proper mix of different motivational tool in the strategy will ensure that all the employees exhibiting differing needs and requirement are satisfied and motivated, however, the motivation strategies can be affected by the complexity of the needs of the care workers, resources required to motivate them, company’s ability to commit the required resources, the cultural environment, etc., which should be considered while formulating the optimal strategy.  


[bookmark: _Toc14114912]1.3 Performance Management as a Development Vehicle: 
The performance management is intertwined with the other two vehicles as the training and motivation have substantial impacts on the performance. The traditional view of performance management mainly revolved around the performance appraisal, which referred to evaluating the performance of the staffs after certain intervals (Plsek and Wilson, 2015). On the contrary, performance management involves a continuous process of forging a working environment in which, the workers can bring the best performance out of the capabilities. Performance management is superior to performance appraisal because the former allows the company to rectify its performance continuously and hence the deviation from the expected result is unlikely to occur, which is not applicable to the latter as by the time performance is appraised, the rectification of the performance may become ineffective.

Figure 2: Performance management process, Source: Author
The process of performance management starts with placing the right person to the right job by ensuring the person-job and person-organisation fit and ends with an evaluation of the performance and constructive feedback. The identification and measurement of the performance on the basis of established goals and objectives underpins the ground for suggesting ways to resolve the performance deficiencies so that the company can achieve its goals and objectives. 

[bookmark: _Toc14114913]TASK 02 Critical Evaluation of the Potential Benefits to the Organisation and to the Individual of using these Development Vehicles in the Workplace using Organisational Examples: 
The benefits of the development vehicles must be evaluated and weighed against the costs entailed with them because the cost-benefit analysis determines the effectiveness of the vehicles to be used in the context of Allied Healthcare UK. Training programs, motivational strategies, and performance management activities yield some common and some distinct benefits that allow the company to pursue its aims and objectives. 
[bookmark: _Toc14114914]2.1 Promoting Learning and Fostering a Supporting Culture: Training 
The fundamental reason behind providing training is to sharpen the skills of the employees and instill new capabilities in them, which increases the efficiency with which they carry out their responsibilities (Franco and Almeida, 2018). For example, the precision required in clinical care leads to the undertaking of an extensive training program, which enhances the workers’ ability to deliver a high-quality service. Another example can be drawn from the services the employees provide to support the children with learning disabilities, and therefore, training helps the care workers to develop special skills and expertise to introduce new ways to educate these disadvantaged group. 
Training programs sometimes work as a motivating factor because it augments the career of the workers, which allures them to perform well and continue working for the company (Brooker and Butler, 2017). For example, training is expected to increase healthcare related skills and competencies, and the employees who desire to drive their career in this sector will be motivated as well. Training will also unleash the potentials of the workers and help them overcome their weaknesses, which will contribute to the quality improvement of the services. The consistency of performance will result from the training programs as the company will continuously pinpoint the performance gap and fulfill it through measures take in training programs. For example, the care workers helping the patient for reablement at home are benefitted from the training as they can consistently deliver the expected level of performance because of the special training they get. 

[bookmark: _Toc14114915]2.2 Directing the Performance to Serve the Common Cause: Motivation
The organisation must guide the individual efforts to attain the common objectives of the company because individuals and company may have different priorities, and hence, it is important for the company to identify the goals of the workers to align them with that of the company, otherwise, discrepancy between these two may prove hazardous for the company. 
The company motivates the employees by providing a mix of monetary and non-monetary incentives to motivate the care workers, which culminates in job satisfaction and lower job turnover and absenteeism (Nasir et al., 2017). For example, the company offers a bonus if a homecare worker gets a higher rating from the customer and his/her work is also recognised in the annual award-giving ceremony, which creates a special bond with the employee, and hence, they are less likely to leave the organisation and exhibit deviant workplace behaviour. The motivation encourages the workers to put the best effort to stand out among the other workers, which increases the productivity of the care workers and leads to improved quality of services. The human resource and their career development are supported by motivation as it drives the employees to attain the clearly set goals and the employees become committed to undertake training programs to bridge the skill gap to perform at a certain level. 
The company nurtures the culture of learning, which is buttressed by motivational strategies (Scott et al., 2017), for example, the company offers a special bonus if an employee enrolls in an online course i.e. Bacteria and Chronic Infection, Medical Terminology, Strategic Leadership in Healthcare, etc. courses related to the further career persuasion in the company. This initiative has benefitted the company as the employees are more willing to approach self-learning complementing the formal training programs arranged by the company. Motivated employees become a benediction when the employees share their good experience in the market, which adds to the reputation of the company as an employer (Robbins et al., 2017). For example, the care workers of the company give a good review of their relationship with the company, which helps the company to recruit easily as the candidates show enthusiasm to work for the company. Ultimately, the satisfied employees deliver a high level of performance, which fosters a high-performance culture in the organisation, and the quality gets improved by each day.   

[bookmark: _Toc14114916]2.3 Coordinating and Controlling the Performance: Performance Management
The alignment of individual goals and objectives with that of the organisation through evaluation & feedback of the performance are regarded as the essence of performance management (Hook and Jenkins, 2019). The high-performance culture forged by training programs and motivation is also supported by the performance management because individual efforts may not be well directed to the company’s goals and continuous assessment of the performance thus focus on pinpointing the gap between expected and actual performance and providing guidelines to bring the performance back on track. Performance management is also concerned with culture, values, and behavioural aspects of the workers. 
Performance management aims at improving the performance of the individual workers so that their collective efforts lead the company to achieve its own agenda (Mitchell, 2016). For example, the company evaluates and provides regular feedback on the activities of a clinical care worker, end of life care worker, and employees who serve the people suffering from learning disabilities, which allows them to know their area of improvement. The performance management in this regard upgrades the competencies of the care workers, which improves their performance and consequently the company’s performance. The concept of equality and fairness in the organisation’s culture becomes transparent as the workers can get to know about their performance, which creates a sense of respect towards the reward system of the company. 
The identification of performance deficiencies raises the question of probable training needs if the skill gap requires comprehensive knowledge, which the care worker may not be able to acquire instantly, and therefore, training programs must be arranged. For example, when the care staffs working for reablement possess inadequate knowledge regarding a particular disease, the company replaces the staff with a more skilled care worker and arranges training for the employee who performs poorly. The effectiveness of performance management wholly depends on proper communication, which helps the employer to develop a harmonious rapport with the care workers. 



[bookmark: _Toc14114917]TASK 03 Develop a Plan using three Examples to meet the Identified Development Needs and Expectations of an Individual:
The care workers aspire to develop a career rather than just to work for a company and that is why the management of the company needs to contemplate about how it should satisfy the learning needs to develop their prowess and eventually a motivated and committed workforce. A comprehensive plan will lead the leaders to initiate activities that will meet the development needs and expectation of the workers. 

Figure 3: Plan for meeting the identified development needs and individual expectations, Source: Author
[bookmark: _Toc14114918]3.1 Evaluate the Performance of the Workers:
The first step towards meeting the expectation and requirements of the care workers will be to assess the individual and collective performance on the basis of the job responsibilities. The development and communication of the SMART objectives will ensure a fair evaluation of the performance (Ivancevich and Konopaske, 2013). The nature of the business requires the managers to appraise the performance on the basis of quality assurance rather than on cost reduction. For example, the performance of the homecare workers is evaluated by the number of complaints registered by the customer in a particular year, which lays the foundation for identifying development needs and motivating workers. 
[bookmark: _Toc14114919]3.2 Identifying the Gap Between Desired and Actual Performance:
The performance evaluation being the heart of the performance management discern the performance deficiencies and helps to examine whether the performance can be rectified without training or extensive learning is required (Binder, 2016). If the performance gap regards to soft skills or human error, then it can be bridged by advising the worker, however, if it relates to significant learning needs, the managers will have to arrange training programs for that. Another distinction should be made as to whether the performance gap originated from “Can’t Do” or “Won’t Do” problems, where the former problem can be solved by providing training and motivation is necessary for dealing with the second one.
[bookmark: _Toc14114920]3.3 Investigation of the Development Needs:
When the workers suffer from “Can’t Do” problem it relates to the lack of capabilities or competencies among them, and hence training becomes an effective tool to solve that problem. However, the future career of the staff also determines the development needs, that is, what skills and expertise the care worker needs to develop. For example, the clinical care worker may want to develop a career in the management sector, and hence to retain the valuable employee, the company can offer training programs to instill managerial and leadership skills in the workers, which will induce the worker to continue the journey with the company. 
[bookmark: _Toc14114921]3.4 Arrangement of Training Programs: 
Finally, the training strategies should be formulated very meticulously as the company pledges scare resources like money, effort, time, human resource, etc. and any inappropriate decision in this regard will drain away resources (Ananthan, Appannaiah, and Reddy, 2018). The training programs will be undertaken considering the future development needs and current performance deficiencies rather on taking merely job positions into accounts. Training programs mainly focus on the technical skills pertaining to specific job responsibilities, on the contrary, the soft skills are mainly transferred via the culture and working atmosphere of the company. The instructor-led learning, simulation employee learning, and eLearning can be used as a tool to educate the care workers about homecare and healthcare services while mentoring & coaching, case studies, etc. can be arranged to train the managers. 

[bookmark: _Toc14114922]3.5 Recognising Performance Reinforcers and Motivating Care Workers: 
If the problem relates to “Won’t Do” problem, which means that the worker has the capability and lacks the willingness and motivation to perform his job appropriately (Satinoff and Teitelbaum, 2013). In this case, the company must resort to defining individual expectation from the company in exchange for the value they add and incorporating them into the motivational strategies so that the employees can link their rewards to their performance level. For example, the care staffs engaged in childcare expects respect and recognition for the delicate and important services they provide in addition to the financial incentives for their job. The emphasis on the quality of the services in the healthcare services justifies the resources committed to motivating the employees. 
[bookmark: _Toc14114923]3.6 Achieving the Goals and Objective by Managing the Performance:
The plan both starts and ends with the performance management, which is a continuous process to nurture a culture and working environment, which will stimulate the staffs to utilise their potential and govern the performance of the workers to approach the ultimate aims and objectives. The performance management hinges on effective communication, constructive feedback, and the relation of trust, and the manager will ensure these while controlling the individual performance and reducing the discrepancy between actual and desired performance. The review of the managers must be consistent, for that, they should use the standard approach to identify development opportunities. Data-rich tools can assist in informed decision-making, streamline processes, create a high-performing workforce and ameliorate the quality of patient-centric and other related services. The feedback must be supported by enough material using which the care workers can rectify their performance because increased work pressure and obscure direction can lead to job dissatisfaction and high job turnover. 
All the efforts of the management will be directed to achieving the ultimate aim of the company, which is communicated as a key performance indicator, which is further split into specific job responsibilities. Due to the scarcity of resources, the company needs to be precise in its plan which is why this development plan proposed here will ensure the efficient use of the company’s resources. The sequence of the steps should be altered considering the distance between the actual and planned performance and the individual needs of the care workers.
[bookmark: _Toc14114924]Conclusion:
The knowledge and skills of the human resource of the company must be adapted to the changing scenario and hence the company can use training as a tool to promote learning in the company’s culture. The motivation can also be as a supporting vehicle to the previous as this will drive the individual performance to achieve the common goal of the company. The performance management revolved around assessing the performance and then providing feedback according to that in order to eliminate all the discrepancies between the goals and objectives and actual performance continuously. The usage of training, performance management, and motivation help to foster a learning-friendly culture and working environment, ensure job satisfaction, which is expected to lower deviant workplace behaviour like absenteeism, reduce job turnover, and increase productivity. The benefits stemming from the performance management are assuring fair and equal treatment of the employees, driving performance towards the common goals of the company, etc. The six-step development plan starts with evaluating the performance, which will point out the performance deficiencies, the training needs, motivational needs, and ultimately found the basis of providing feedback. All these will direct the performance of the company to a single goal, that is, to improve the quality of their services and increase their reputation. 
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