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Introduction

The endeavour of personal development is often viewed as a task that the individual must take on themselves. There are countless self-help books and courses that elaborate on how a person could develop themselves to better meet the requirements of their workplace and any future developments. However, havening human resources who have a well-rounded set of skills, as well as practical experience in the given field, ultimately benefits the corporation. Such individuals are often difficult to find as they are always in high demand and compotators are willing to offer better benefits to attract them over to their operations.
Thus, to induce loyalty and motivation among employees, corporations introduce individual development plans (IDPs) (Saracho, 2019). An IDP is a tool that can be used in order to help further the short and long-term career goals of an individual through the development of their soft and hard skills pertaining to their field. The plan can also provide a heightened degree of performance at their existing position or open doors to an attractive promotion (Argus and Samson, 2021). The IDP approach is a partnership between the company and the individual where both receive an equivalent exchange. For the company, there are benefits like increased productivity, a better talent pool, and more loyal highly skilled employees (Argus, and Samson, 2021). Therefore, companies tend to use this opportunity to further their SMART goals (Latham, 2020). 
A notable example of such practices is the NHS, which is a conglomerate of corporations and entities from the healthcare industry. Therefore, it can offer not only personal and career development for people in a particular field but can help them become part of another they feel more drawn towards. Furthermore, with the NHS being the leading authority in the UK on matters of health and well-being, it can offer medical practitioners and those affiliated with the medical field the best training, resources, mentors, and education to grow. The following report outlines the core practices that the NHS employs in order to both promote and maintain the personal/career growth of their employees. The report also discusses the development vehicles available, the expectation management practices, and the comprehensive development plan in place.

[bookmark: _Toc120213177][bookmark: _Toc120719528]Background of the Company

Established in 1948, the National Health Service (NHS) came about as a means to reform the social norms of the time following the Second World War (NHS, 2022a). The entity is a complicated network consisting of various organisations and services all related to the medical field primarily within the UK. Though the structure of the NHS may vary depending upon which UK nation is being considered, there are a few key players that stand out (NHS, 2022a).
For the most part, there is a collection of national bodies that oversee and regulate the services offered by the NHS. Lower on the ladder are the Integrated Care Systems (ICSs), which are responsible for commissioning and planning care for the local regions (NHS, 2022e). From there the NHS encompasses organisations like healthcare providers including primary care organisations, mental health trusts, acute hospital trusts, ambulance trusts, social enterprises, and charities, among others. In regard to the services that the NHS offers, there is a huge list to consider (NHS, 2022e). Some of the core facilities that come under the NHS include.
· Help with health costs.
· Sexual health services (NHS, 2022f).
· Help with alcohol addiction.
· Finding other health services (NHS, 2022b).
· Prescriptions and pharmacies.
· Online health-related services (NHS, 2022f).
· Getting medical care as a student.
· Hospitals and mental health services.
· Urgent and emergency care services (NHS, 2022b).
· Healthcare for the armed forces community (NHS, 2022f).
· Specific medical care services (like Dentist and optician).
· Finding the local integrated care board (ICB) among many others (NHS, 2022f).

[bookmark: _Toc120719529]Critically assess the potential benefits to the organisation of developing individuals in the workplace.

The core group of services that the NHS aims to provide the collective population of the UK, requires people who are talented, driven, and have the necessary skills to promote a set standard of quality among the medical care services being offered (Sousa, and Rocha, 2019; Wright, et al., 2022). This aspect is vital considering that the NHS has to operate as the overseer ensuring equal and fair treatment/implementation of healthcare services across the UK, and in some international settings as well (Wright, et al., 2022). 
Therefore, ensuring that the staff working at the NHS receives personal and career development aid from experienced professionals, like those heading the operations at the NHS, becomes a means to sustain the longevity of the services being offered. In addition, it also enables the organisation to set a standard of quality guided by the policies and documents that provide both legal, and moral grounds for operations in the field. For instance, within the Handbook to the NSH Constitution, under the “Health Act 2009,” the Secretary of State is placed under an obligation to ensure that the aforementioned document is readily available to staff, patients, and members of the public (Department of Health & Social Care, 2021). The document in question relays the core principles and values that the NHS aims to both promote and safeguard. These aims include helping to improve the quality of care by ensuring the legal rights of the patients as well as setting out expectations regarding the behaviour that both medical professionals and patients must adopt, to support both the NHS and the aims listed prior (Department of Health & Social Care, 2021). Thus, helping develop these values among the most talented individuals and placing them in positions where they have the authority to safeguard these interests will be immensely beneficial for the organisation in the long run. In addition, the NHS has been facing a staffing crisis, particularly when it comes to professionals who are supposed to be on the frontlines. In England, there is a shortage of both doctors and nurses, requiring an additional 12000, and 50000 respectively (Reed, 2022). This bodes rather badly for the organisation when considering that the UK is still facing the ramifications of the COVID pandemic and houses a large number of people specifically vulnerable to the virus (i.e., the elderly, obese/overweight individuals, individuals with pre-existing cardiovascular, and heart conditions, and young children (Crook, et al., 2021). The BMA (2022) reports that the latest figures for September 2022 show that almost 7.1 million people are waiting for treatment, and 2.87 million patients are waiting for treatment over 18 weeks. Around 308 times more people are waiting over a year for treatment than were waiting over a year prior to the pandemic in September 2019. Furthermore, a median waiting time of 14 weeks for treatment - significantly longer than before COVID. Therefore, one of the means to make the existing environment and work opportunities attractive for people is to provide a means of consistent development, in the numerous files that the NHS oversees. Aside from a higher pay grade, employees are also motivated to be part of a field that offers consistent growth and professional development overall. NHS employees are proud to work there. According to the 2017 staff survey, three-quarters of respondents were enthusiastic about their jobs, and nine in ten agreed that their job made a difference to patients and service users. (NHS,2022h) In spite of a growing workforce, there is real pressure on NHS staff. The number and complexity of patients continue to increase. A further challenge stems from ongoing pay restraint and uncertainty for our international staff in certain geographies and types of jobs.

[bookmark: _Toc120719530][bookmark: _Toc24394965]Manage an individual’s expectations in respect of personal development.

The NHS openly promotes its goals in regard to the personal development that it aims to offer its employees and representatives. In doing so, the organisation is able to set expectations that it has assessed it can meet. To better assess these goals for personal development, one can look towards the recently published paper titled “The Future of NHS Human Resources and Organisational Development” by the NHS’ chief people officer Prerana Issar. The document houses the vision the NHS has for its future developmental goals (both organisational and human resource) that will be achieved by 2030 (NHS, 2021). 
The paper introduces a rough outline for the potential route that the NHS will consider offering personal development, stating that “this transformation involves building on what the profession does the best today, through managing and developing people, while building new systems and processes to deliver desired health outcomes- all the while, ensuring our people feel valued and supported. Meeting these future challenges places increasing importance on the people profession to help leaders move forward, ensuring the very best health outcomes for all” (NHS,2021).
In essence, the paper proposes eight mission statements (which will be discussed thoroughly in the Detailed Plan to Meet Development Needs section of the report) that pertain the personal development (NHS, 2021). In doing so, the paper is able to establish the direction in which the NHS will move in the upcoming years and the kind of people to whom it is opening its doors for.
All NHS employees at all levels are offered continuous professional development (CPD). You can learn and grow throughout your career through professional and personal development. Continuous learning can help you expand your career, enhance your skills and knowledge, and ensure that you are practicing legally and safely. Through the Knowledge and Skills Framework (KSF), NHS staff can expand their skills and take on new responsibilities. It may be necessary to undergo retraining in order to move into another field. If you already possess a degree, you can enrol in graduate entry programs. As an example, if you choose a career with the NHS, you will receive a developmental review and a career advancement plan every year. You can choose from a wide range of master's degrees related to healthcare and public health. In most cases, these courses are designed for individuals who have previously studied a particular field, such as medicine, surgery, or dentistry. As a result, it will be easier for you to advance through the NHS bands and earn more money, as well as identify any training and development needs with your manager. The creation of an e-portfolio is an excellent way to demonstrate your skills. Keeping all your relevant documents together allows you to reflect on your learning. Additionally, you will need to record your career planning in your personal development plan (PDP) and prepare for interviews and applications.
NHS staff are able to access free online training resources on a wide range of topics, including acute medicine and workforce development, using e-learning for healthcare. Among them are interactive training sessions featuring images, videos, audio clips, and real-life scenarios. Training for recognized qualifications, such as a master’s degree or a PhD, is available through the NHS, charities, and the private sector (NHS ,2022i).


[bookmark: _Toc120719531]Critically evaluate development vehicles available to an organisation appropriate to the development needs of the individual.

[bookmark: _Toc120213181][bookmark: _Toc120719532]Administering People in Accordance with Guidelines and Career Pathways

The guideline used in terms of administering individuals as well as their career path, the NSH Constitution is used (Department of Health & Social Care, 2021). There are seven key principles that oversee all operations associated with the NHS and are underpinned by the organisation’s values and mission statement. 
These guidelines follow the outlined provided by the “Equality Act 2010,” as well as the rights outlined by the “European Convention on Human Rights (ECHR)” (Robinson, 2019). Moreover, the application of the patient-centred care (PCC) model is also valid when considering the guidelines proposed (Brickley, et al., 2020). The core guidelines for administering people associated with the NHS include.
· The NHS must ensure comprehensive services to all without discrimination.
· NHS places the clinical needs of the patient above financial gain (Department of Health & Social Care, 2021).
· The NHS must ensure the highest standard of professionalism and excellence.
· A patient-centred approach must be employed in all NHS activities.
· The NHS is accountable to all the patients and communities it serves (Department of Health & Social Care, 2021). 
These parameters are considered quite seriously and legal actions under the aforementioned laws are considered in cases of violations. Moreover, these guidelines also determine what career paths people/representatives could take considering their expertise and compatibility NHS Constitution (Department of Health & Social Care, 2021).
[bookmark: _Toc120213182][bookmark: _Toc120719533]Support Structures within the Organisation

[bookmark: _Toc120719534]The NHS provides an extensive support structure, particularly in regard to helping educate, and train individuals from well-recognised bodies like the Nursing and Midwifery Council (NHS 2022d; NHS, 2022c). For instance, individuals who have a relevant science degree or engineering background could opt for the NHS Scientist Training Programme (STP) (NHS, 2022j; NHS, 2022d). Moreover, the organisation offers other programs across a wide range of disciplines including the physician associate training, NHS Graduate Management Training Scheme, Health Education England’s Graduate and Student Placement Scheme, and the Accelerated Programs all of which are viable opportunities to become part of the UK’s healthcare industry or improve one’s current position (NHS, 2022c). Thus, the organisation ensures that there is enough support that individuals can continue to grow within their fields (NHS, 2022c). In that regard, the company uses the incentive theory of motivation, in order to support the progress of their staff, and McClelland’s need theory (Saracho, 2019). McClelland's need theory includes the need for achievement, the need for power, and the need for affiliation. Individuals seek opportunities to accomplish their goals and achieve their objectives in order to fulfil their needs for achievement. As people develop strong relationships with one another, they are motivated by interactions with those with whom they have developed a strong rapport. As an example, the desire for power is what motivates this individual to feel in charge, to lead, and to take action. Before managers can offer incentives designed to increase employee esteem, sense of belonging, or opportunities for growth, they must ensure that employees are adequately fed, sheltered, and protected to satisfy their physiological needs. A secure work environment requires job security, freedom from coercion, and clearly defined regulations in order to ensure employee safety (Vandenberghe, et al. ,2002).


Generate a detailed plan to meet the identified development needs of an individual in the workplace and the management of performance

[bookmark: _Toc120213183][bookmark: _Toc120719535]Techniques for Supervision and Formal Appraisal

There are key performance assessment tools that the NHS uses in order to offer appropriate appraisals and provide effective supervision. One approach that is considered is the “People Performance Management (PPM) toolkit,” which proposes the inclusion of the following elements in the formal annual appraisal (NHS Employers, 2022). 
· An in-depth assessment of the ongoing supervision between the employees/staff and the manager throughout the year.
· Evaluation of the important Information gained from the annual appraisal meeting.
· Information from the interim appraisal review meeting of that year (NHS Employers, 2022).
In that regard, the use of interim and formal annual appraisal meetings between the employees and the managers to oversee individual performance becomes one of the core utilised techniques by the NHS. Annual appraisals are used to set objectives and work plans, discuss development needs, and assess performance and development against these objectives and plans, for example, PDP (personal development planning). Additionally, it provides an opportunity to discuss career goals. Formal performance assessments, performance reviews, and appraisals can all be used interchangeably to describe the annual performance review.




[bookmark: _Toc120213184][bookmark: _Toc120719536]Ensuring Fair and Objective Assessment/Appraisal

The PPM toolkit also provides the formula to ensure that the assessment and the appraisals that take place are both fair and objective (NHS Employers, 2022). The proposed appraisal is to be based on a four-stage process. The first step calls for gathering information with the help of observation of the facts, feedback, performance, and data results. The second stage calls for preparing the appraisal conversation (NHS Employers, 2022). During this phase, the employer can reflect on the performance of the employee, as well as possible issues that might have hindered their ability to maintain their productivity (NHS Employers, 2022). Self-assessment forms can also be used during this phase to promote self-critique. The next stage is appraisal conservation, starting with the positives and strengths of the employee, and moving gradually toward the review with a focus on finding potential avenues of development for the future. The final stage is the paperwork that is required for the appraisal, this step ensures that all of the assessments made by the manager/supervisor in a given case were warranted and objective (NHS Employers, 2022). Since these documents are subject to scrutiny regularly, the individual has to ensure that they rate the performance of their subordinate along with credible evidence.

[bookmark: _Toc120213185][bookmark: _Toc120719537]Monitoring, Evaluating, and Recording Individual Feedback

The NHS offers patients and service users to provide feedback through various means allowing the organisation to have access to vital data on the performance of their employees and institutions as well as the experience of their patrons (NHS, 2022g). For one, the NHS offers online means of offering feedback, as well as contacting a local NHS representative. Monitoring and evaluating said feedback are thus done through utilising the PPM toolkit (NHS Employers, 2022). It is essential that all feedback be constructive. The purpose of feedback is to reinforce good practices or behaviour or to highlight areas where improvements or changes need to be made. In order to accomplish this, you must focus on the facts and what you have observed over time when giving constructive feedback, keep it simple, and motivate the employee to consider what they can do differently going forward.

[bookmark: _Toc120719538]Healthcare leadership model 360-degree feedback tool

By using a 360-degree feedback tool, leadership strengths and development needs can be identified regardless of the job role. As a result of this 360° feedback, specific areas for improvement and strengths will be identified. Unlike conventional appraisal processes, feedback is received from a wide range of colleagues, not just your immediate supervisor. The purpose of 360° feedback is to gain a deeper understanding of your strengths and areas for improvement by gathering feedback from people who have collaborated with you regularly in the past, including line managers, peers, and direct reports (NHS Leadership Academy, 2022). Through this method, an individual can gain insight into how others perceive their leadership abilities and behaviours. Although this is the case, there is still a possibility of manipulating the process. For example, it is possible that reviewers may be motivated by personal vendettas or to portray colleagues in a positive light.

[bookmark: _Toc120213186][bookmark: _Toc120719539]Detailed Plan to Meet Development Needs

[bookmark: _Toc120213187][bookmark: _Toc120719540]Managing Career Development of People

Though in the past NHS has outlined a detailed development plan for people associated with its operations, there are particular areas that need improvement. In line with the current employment crisis, the NHS should consider a development plan that helps expand their human resources.
Therefore, in order to manager career development of individuals at the local organisation level the overall development plan should hold core leaders responsible. Following is the plan being proposed to manager career development regarding NHS and its subsidiaries at the organisational level. 
· Hold the Chief People Officers (CPOs), or people in similar positions, responsible for establishing professional development plans for all of their subordinates. 
· Provide opportunities to enhance the skills, knowledge, and formal learning of the individual to aid them in their career journey. 
· Ensure access to apprenticeships that “Chartered Institute of Personnel and Development (CIPD)” authorisation for all phases of the individual’s career. 
· Offer professional support if required like coaching, mentorship opportunities, and shadowing senior practitioners (NHS, 2022c).


[bookmark: _Toc120213188][bookmark: _Toc120719541]Managing Performance and Succession Planning

To manage performance, it is proposed that it is the responsibility of the national team to develop a national standard of performance, including key indicators of performance, which are applicable to the people in the NHS in order to ensure high performance, and quality of service for the patients. In doing so, all of the employees and officials associated with the NHS have to abide by the standard created by the national NHS team using the core people policies and processes employed in the NHS. Therefore, regulators such as the Care Quality Commission and Health and Safety Executives will be involved to emphasise EDI and measure organisational performance (NHS, 2021).

[bookmark: _Toc120213189][bookmark: _Toc120719542]Learning Styles and the Range of Training/Development Opportunities Available

The given development plan uses the David Kolb’s model of learning, to assess the how to best teach individuals working for the NHS to promote development. The model proposes four core learning styles that people tend to fall under These styles determine what approach should be considered when trying to help the individual learn optimally. The four learning styles are accommodating, converging, diverging, and assimilating (Kolb,2014). 
· The accommodating style of learning requires a first-hand approach for which the development plan proposes mentorships, and internship opportunities ensuring their development as a professional such as the NHS Scientist Training Programme (STP) (NHS, 2022j; NHS, 2022d). 
· Converging learners are better at comprehending abstract ideas, therefore, the plan thus proposes certifications and education for such learners, for example the Health Education England’s Graduate and Student Placement Scheme (NHS Health Education, n.d.).
· Diverging learners need personal experience, and thus the plan proposes shadowing programs and residency opportunities.
· Lastly, the assimilating learners are exceptionally comfortable with most forms of learning and thus can benefit from almost all forms of training, mentorship, or education that the NHS offers.
Therefore, the plan will implement the wide range of learning/training opportunities that the NHS offers to cater to all learning styles regardless of their individual needs and weaknesses with the help of self-assessment models like “Big Five Personality Assessment” framework (NHS Leadership Academy, 2012).

[bookmark: _Toc120213190][bookmark: _Toc120719543]Career Development Strategies and Sustainability

As addressed prior, the NHS currently upholds eight mission statements that offer the organisation’s strategy. These will be used as the foundation to promote career development for its people in the proposed development plan. In doing so, the plan will also ensure sustainability across its services (NHS, 2021). Following are the core tenants of the development plan being proposed.
· Firstly, the development plan holds that professional development plans will be developed with the use of apprenticeship levy (NHS, 2021).
· Allocation and distribution of people’s functions will be reviewed in order to assess alignment with the NHS Long Term Plan, the People Plan, and the local system’s priorities (NHS, 2021).
· Adopt current people’s digital solutions to optimise development strategies.
· Ensure harmonisation among strategies and plans created for the professional development of employees of different sectors of the same organisation.
· Performance dashboards must include health and wellness metrics and should be viewed with the same critical eye as operational performance metrics (NHS, 2021). 
· Take EDI considerations into existing recruitment processes.
· All employees must have measurable objectives on elements such as inclusion, diversity, and equality, including the members of the board (NHS, 2021).
· Use employee experience metrics as part of the performance dashboard.
· Develop system workforce plans and ensure alignment between financial and local service planning like HEE plans. Particularly the responsibilities outlined in the ICS people function gridline (NHS, 2021).

[bookmark: _Toc120719544][bookmark: _Toc24394968]Conclusion

[bookmark: _Toc120719545]The NHS is among the largest advisory bodies in the UK pertaining to the field of medicine and public health. Due to its influence, and the responsibilities it upholds the organisation requires people who are highly qualified in their area of expertise. Though in recent times, there is a shortage of highly capable and experienced professionals in the field of healthcare the NHS promotes personal development ensuring that it has access to top talent by creating them. The organisation offers an extensive list of internships, mentorship programs, training schemes, and educational programmes to help people associated with it become well-versed in their individual actions, and responsibilities. These development strategies in place are formed using the core vision, and mission statement of the organisation (in conjunction with the appropriate legal and theoretical parameters). Therefore, these development plans offer a long-term path for the growth and professional development of all individuals working with the NHS, from entry-level to organisation heads.
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