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Abstract
This report will discuss the importance of management and leadership within an organisation. This report will look at the impact of organisational structure and culture supporting leadership and management within our National Health Service(NHS). It will look at the possible impact to service users/ patients within the National Health Service (NHS) specifically, if employees are lacking in motivation and including recommendations that could be offered to adhere to this and the knock on effect regarding the organisation and employees themselves.  
introduction
In 1948 The health minister launched a free healthcare service Willcocks (1967), which has brought innovation and controversy to Britain. “As an organisation, our intention is to be the authoritative voice of workforce leaders, experts in HR, and negotiate fairly to get the best deal for patients.’’ (National Health Service Employers (NHSE) 2017). It has, over 1.5 million employees and deemed fifth biggest employer of the world (NHS 2019). According to,  NHS (2019) there are 3 core principles them being; The NHS meets the needs of everyone, the NHS is to be free at the point of delivery and that it be based on clinical need, not based off the ability to pay (National Health Service Employers (NHSE), 2017). 
Main body of report
The implications of free healthcare have a huge impact on its organisation and employees. Pollock (2004) states that the NHS fails to take responsibility at the wider impact of what they do. This has led to numerous amounts of issues, focusing on one issue at hand first- an ageing/growing population (see appendix B) and the knock on effect it has towards The National health Service (NHS). According to Chan (2011), life expectancy has been steadily rising from just 65 years in 1965 to over 80 years today. Chan (2011) states that finding solutions to these challenges is key to managing healthcare costs and ensuring the needs of patients are being met. As a result of this the NHS care is expected to dramatically increase, as it has had a 47% increase since 2002. This report will now discuss the implications it has on an organisation/ employees and patients and then how these could be overcome. Due to an increase in ageing population, this has a knock-on effect with being cost efficient (see Appendix A) which leads to unrelenting pressure within the NHS due to lack of staffing to due to the increased number of beds being taken and the staff cannot compensate for this. Lack of staffing can put strain on an employee, it can take the fulfilment out of a job. Consequently, workers spirits will/ have become dulled- leading to an over load of stress/ anxiety within a workplace. ‘’workers will lack visibility to the impact of the efforts they’re applying on the job’’ ( Crowley, 2011, pg 20). This could be overcome by leaders/ people in charge communicating how individuals’ accomplishments impact the greater organization and are failing to acknowledge the contributions their own employers are making. Psychologist, Abraham Maslow created the theory that people are motivated by a hierarchy of needs McGuire (2012) ‘’Maslow’s Hierarchy’’ but due to a increasing amount of pressure these needs of an employee cannot be met, as they aren’t instinctively striving to their full potential, which can lead to poor work ethic/ poor management. But this can be taken care of, if gratitude is shown and the managerial implication is that direction should be based on motivational needs and co-operative relationships- then employees can begin to meet their hierarchy of needs. Let’s focus on McGregors (1960) X and Y theory- this theory is used to identify two different sets of assumptions made by managers by their staff. Theory X managers believe most employees are driven by monetary, whereas Theory Y managers believe that most employees are driven by job satisfaction McGrath and Bates (2013). However, McGregor (1960) believes that every managers action is governed by how they view society. These different types of managers can have a knock on effect on staffing, if Theory X managers changed their direction from basing it on control and authority and governed it on being highly motivated and meeting the needs of others and having co-operative relationships  However, the great difficulty that is now being faced is that you have 3 main forces; forces on the manager, forces on the subordinate and forces on the situation. on a positive note, the role of management who have positive regard towards their employees can enhance work ethic. An example of this is Lambert (2005) outlines the positive effects of positive staff morale. Lambert (2005) states that staff morale has a direct effect on the efficiency of work within an organisation- caring for and retaining each worker is great business and it will allow an organisation to strive. However, there are a set of concerns when it comes to this matter- managers/ employers have a higher demand and greater concerns, for example; they have an increased demand on health services, ongoing organisational change and have a greater responsibility at such high demand. Perrewe and Ganster (2010) states there are two main factors in producing job stress them being; job demands and job control. In this case; health care providers would have Job control that being a “high strain job” perrewe and Ganster (2010) explains this as a combination of autonomy in the job and discretion for using different skills. To overcome this Walters (2010) states that positive psychology is composed of three areas: Positive emotions, Positive individual traits, and Positive institutions to overcome this- Walters (2010) explains employers/ employees should pay more attention to the positive and steer away from the negative; truth be told, as soon as an employee hears ‘‘you’ve been summoned to the office’’ instinctively humans conclude ‘something is wrong’ whether it be positive or negative. Positivity can be hard to maintain within a demanding job but keeping staff on top of training and education within their role can motivate them to commit to objectives because it is a function of rewards with achievements. Barrett (2003) states that training staff for higher positions can implement motivation within a workplace, which is also cost effective as it reduces the costing of agency staff and reduces overall costs within organisations. Employees are aware that their productivity is slacking, and they could do better within their job role; but they need the tools and education to do this; in order for them to improve their skills and knowledge to grow as an colleague. By management offering a employee training, it shows they value their employers and know they can progress and blossom. ‘’ the integrated wholeness of the organism must be one of the foundation stones of motivation theory.’’ (Maslow, 1945, p.3). All of the factors above have a detrimental effect on service users if employees are lacking in motivation through their job role. For example, health care professionals who smoke within the National Health services are a bad representation of the NHS, Leggat and Smith (2011) state that employees have free choice. However, this is only true if it doesn’t impinge on colleagues/ patients/ relatives. What is the biggest cause for smoking? It gives instant gratification, relieves ‘stress’. These are all contributing factors to why it is essential to maintain mindfulness; finding ways to overcome stress, as stress within a workplace is inevitable. But this is where organisations like the NHS are finding it difficult to control the population of employees who are lacking motivation. Employers should take the time to implement strategies within a workplace to create a positive environment for that of their staff and of the patient. Tulgan and Sormaz (2003) state that for stress to be beneficial, it must be managed well. Perceiving it optimally and responding appropriately. For employee’s/ service users to respond to stress it can increase their performance at critical moments, and it can implement great teamwork as the acute stress of others within your team pulls you all together, resulting in better work ethics/ performance Tulgan and Sormaz (2003). Adair (2009) in comparison to Mcgregor (1960) had a slightly different opinion. Adair (2009) believed that management needed to stimulate their own awareness of leadership in all its aspects. Adair (2009) also believed that Task needs, individual needs and Team maintenance needs needed to be balanced. These theories can be implemented within organisations such as the NHS as they can be used as stepping stones; principles or theory and experience or practice. When it sparks and management go between these two steps, general and actual; that’s when the learning occurs.  Adair (2010) also believed that there are three stages of your mind being at work; Analysing, Synthesising and Valuing. Adair believed that these three forms created effected thinking. These three values help to stablish motivation within an organisation such as the NHS, individuals have the potential to comply with these three functions, which determines the quality of thought. These mental strengths are a great example of the power of the mind, implementing these within an organisation would have a knock-on effect towards patients/ employees/ management. They would allow the follow up of a high quality of care, highly motivated colleagues = highly motivated management. Maybe if McGregor’s theory and Tulgan and Sormaz (2003) combined their theories/philosophy; the future would be brighter for organisations/ management/ employees and service users. For the National Health Services (NHS). 

conclusion
Concluding this report, like the majority of organisations, the NHS faces major challenges do to the increased uptake of patient care, staffing is continually undergoing changes within the organisation, the result of an ageing growing population, these high demands have evidently increased stress levels leaving employees in the deep end, putting a lot of strain on management and The national health service. Enduring cuts every day. This report has clarified the implications of poorly managed and non-motivated employees and has addressed methods to overcome these issues for example recommendations of implementing more training for employees, which will cut costs down. Making cut backs to provide better patient care, providing staff with training to carry out more responsibilities and allowing staff to expel in their career. This is an on- going issue and possibly in the future strategies will be implemented to overcome these concerns. If strategies were put into place and routes lined up for individuals who need the support, organisations would thrive. Like Adair (2010) states “our mental strengths are a powerful reason why we need each other”. Employees after all are the foundation of an organisations. The major issue within this organisation however, as this report has clarified the cost of what it wants to achieve, is resulting in cuts to staff, which can lead to less job security, individuals may not feel valued. 


recommendations
· Extra funding from the government
· Extra training 
· [bookmark: _GoBack]mindfullness
                                                        Appendices

Appendix A (below):
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Source: IFS, Government.
Appendix A shows there was in excess of £140bn spent on health across the UK. 
Appendix B (below): [image: Graph]

Source: ONS
Appendix B shows the Uk’s Ageing population at a rise, which is predicted to increase. 
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