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Abstract
The focus of this report is to examine the National Health Service (NHS) framework and the impact that it has on organisational behaviour.  This report will evaluate the role of leadership and management within the NHS and how the impact of poor leadership and management affects the employees.
Introduction
Northouse (2015) believes that anyone can be a leader whether it be in the public sector or a volunteer leader (in Big Brothers or Big Sisters) but no matter if the individual has a high or low profile in every situation there are leadership demands placed on the individual who is the leader. According to Wart (2017) not everyone can be a leader. A leader is essentially born and formed with early training. Effective leadership and management are important within an organisation as it helps the business to achieve the desired goal. It is important to have structure within an organisation to ensure that deadlines are met, employees are motivated and appropriate decisions are made. Communication is a key component of success in the business world, especially oral skills (Hargie, Dickson and Tourish, 2004).
Main Body
The problems that are happening in the National Health Service (NHS) are cited in many reports as being a consequence of poor leadership and management. Covey (2001) defines management as doing things right and defines a leader as doing the right things. Similarly Drucker (2012) believes that a person should never be appointed into a managerial position if the individual’s vision focuses on people’s weaknesses rather than their strengths.
 It is evident from examining many reports for example: Learning from serious failings in care, Academy of Medical Royal Colleges and Faculties in Scotland (2015) that communication, co-ordination and cohesion between departments is cited as a cause for concern within the NHS. It is evident that problems such as those identified in the report cause low morale, stress and a lack of team cohesion. It has been demonstrated in a recent study that as a result of a lack of communication tragedies have occurred. The results presented that there is a need to have a better communication system between healthcare providers to have an integrated system to deliver enhanced care (Arain, Baxter and Nicholl, 2015). There are several benefits of effective communication practices, some being:
· An increase in productivity
· Better quality of services and goods
· Staff are willing to provide suggestions
· Higher level of creativity
· Greater employee job satisfaction
· Low absence rates 
· Reduced staff turn over
· Less industrial unrest and fewer strikes 
· Lower costs (Hargie, Dickson and Tourish,2004).
It is evident that the shortage of Nurses is known. Tuckett et al. (2015) state that nurses no longer receive job satisfaction describing their manager’s lack of support, unsupportive relationships within their work group, and a health-care system putting business principles before care. This has resulted in a high number of nurse staff turnovers. 
Cooper (2014) informs that low staff morale is a consequence of the Coalition’s health reforms and blames the Government’s gross mismanagement of the NHS. Low staff morale could be a factor affecting the quality of care that doctors and nurses are providing to their patients. Forster (2017) also informs that low morale among family doctors is increasing, again blaming the Government. It was mentioned that the NHS is struggling to cope with the rising patient demand, stagnating budgets and the extensive staff shortages. Two thousand General Practitioners (GP) were surveyed by academics at Exeter Medical School with over half reporting low morale. The number of GPs working full-time has fallen with many surgeries reporting that they want to go private. Patients are beginning to notice the pressures within the NHS with growing concern demonstrated in their feedback. Patient feedback exercises have been carried out since the 1980s in order to monitor the quality of services they deliver and stimulate improvements where required. In a recent study, patients expressed concerns towards the organisation stating that staff were rude and did not care about the wellbeing of their patients. Patients also expressed negative feedback towards the interpersonal skills of the staff mainly aimed at the receptionists resulting in the patients feeling undervalued. Please see Figure 1 in the appendices, page 6. (Brookes and Baker, 2017)
The Department of Health (DoH) (2015) reports that the NHS aspires to the highest standards of excellence and professionalism by providing a high quality of care that is safe, effective and focuses on Patient experience. The framework states that staff and patients should be treated with dignity, respect, compassion and care because patient safety, experience and outcomes are all improved when staff are valued, empowered and supported. McFadzean and McFadzean (2005) disagree with this statement from the DoH and state that patient’s safety is at risk to due staff shortages as a result of poor pay along with nurses have an increasing work load and are struggling to maintain a safe level of care. In the year 2000, the Government called on NHS trusts to monitor staff morale through staff satisfaction surveys as it appeared to be in such a fragile state (Doh, 2000).
According to Adair (2010) in order for a team to function an organisation needs to consider three key actions. Action centred leadership highlights the key actions that leaders have to take when managing performance. The three key areas are to achieve the task, build the team and to develop individuals. The model states that in order for peak performance to take place, leaders must balance the actions they take across all three key areas. The areas are interdependent and if a leaders focus is too much on one area and neglects the other two then he or she will experience problems. So if too much attention is paid to the task then the team and the individuals will suffer to some degree.  If too much attention is paid to the team then the individuals and the task will suffer and the same as if too much attention is paid to individuals then the task and the team will suffer. The key of course is that balance between the three. There will be times when due to external influences it will be important to focus in on just one of the circles. For example when a deadline looms the focus on the task will become urgent in importance. If the team is new then management need to attend to Tuckman’s (1965) forming, storming, performing and norming stages of group development (Egolf and Chester, 2007).   When an employee has been delegated a new task or role, that individual may need close direction and coaching in order to build the skills required. There will always be a time of course when the individual, team and task clash. The priority then is what is best for the business in terms of its vision and its values. If the clash is between the individual and the team then the decision might be based on what is best for the team.  Any change in focus needs to be short term in order to effect change and to revert balance and back to peak performance.
Mintzberg, (2008) identified ten essential roles that managers play and grouped these roles into three types; interpersonal, informational and decisional. For example, a figurehead is an interpersonal type. A manager would have social, ceremonial and legal responsibilities. People often see managers as inspirational and look up to them. A monitor would fall into the informational category. A monitors role is to seek out news related to the organisation and industry, be aware of the team’s productivity and wellbeing. A disturbance handler is a decisional type. When a team hits an unexpected problem, it’s the manager who must take charge and mediate any disputes.
Peter Drucker (1993) was influential, his ideas and views within management theory are still used today. Drucker (1993) believed that structure within an organisation is a mean of attaining the goals and objectives (Kumar and Sharma, 1998). Drucker had many ideas and believed that if organisations recycled his ideas then their organisation will grow and improve. One of Drucker’s (1993) disciplines was for managers to continue to educate themselves to enable the organisation to grow and for the individual to grow as a person. Drucker (1993) added that if a manager was to use the skills that they have learnt within their updated training and incorporated these new skills into the daily routine then the organisation will flourish and move forward. Another theory of Druckers (1993) is that top managers have the power of authority within the organisation giving them the right to the decision process resulting in enhanced outcomes for the organisation. Additionally, Drucker (1993) wanted positive relationships developed within the organisation between the organisation and its employees and for them to come together as one. If positive relationships are not developed within an organisation, it will fail (Lyons, 2013). The employees will not care about their managers, the company itself or their customers. Drucker (1993) also thought that if the equipment is improved within a company and managers continue to invest in the employees it will result in an overall positive outcome for the organisation. Drucker believed that if you continue to invest into the organisation, then the organisation will bloom.
Michael West has had the privilege of conducting research within the NHS for the last thirsty years to investigate how the organisation can create effective healthcare teams and an organisation that can deliver high quality care to people within the community. Michael West talks about compassionate leadership and particularly identifies health and social care in the NHS as being lacking in compassionate leadership. The issues within the NHS are as a result of poor leadership and management because of lack of communication and co-ordination. West (2018) states that over fifty percent of NHS employees report debilitating levels of work stress compared to the general level of working population as a whole. West (2018) notifies that between thirsty five to forty percent of NHS staff report being unwell due to work related stress every year. Tsai et al. (2012) state that nurses experience the highest work stress levels within the first five years of work. The study Tsai et al. (2012) reviled that in order to reduce work stress and to boost professional commitment; an organisation needs to provide a clear career development path in addition to a reasonable workload and attractive incentives. Only forty percent of staff reports that they feel satisfied with the quality of care that they are able to deliver. West believes that these circumstances affect quality of care, error rates, people’s ability to be compassionate and in the acute sector it is associated with patient mortality. Organisations that focus on the well-being of their employees perform substantially better than their rivals (Adams, 2007).
Conclusions
To conclude it is evident from examined literature that poor leadership and management have a huge impact on employees within the workplace. It is imperative for organisations such as the NHS to have secure and trusted leadership to ensure that morale and motivation play a vital role to ensure that quality care is provided. A manager should have exceptional communication skills, continue to educate themselves and not focus on one key area but look at the three key areas holistically. An organisation should look after its employees, updating their training and equipment regularly. 
Recommendations 
Leadership  
· Appreciate the staff.
· Develop communication skills to enhance effective leadership.
· Develop supportive relationships with staff and have confidence in the employees.
· Ensure risk-assessments are being carried out with regards to patient care.
· Medical staff should be encouraged to develop their careers in senior NHS management. (Academy of Medical Royal Colleges and Faculties in Scotland, 2015)
Having examined the latest NHS long term plan (2019) the NHS have recognised the strain on the staff and have come up with the following recommendations:
· Employ more staff
· Support and develop the staff
· Do more to improve the equality and opportunities for people from all backgrounds to work in the NHS.
Tilmouth and Quallington (2015) state that to improve performance one should use reflective practice. Tilmouth and Quallington (2015) believe reflection is an essential means of professional growth and development that enables managers to identify specific areas for improvement. 
Appendices
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