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[bookmark: _Toc5984299]INTRODUCTION
This assignment is about the problems faced by NHS UK at its workplace. This assignment throws light on the workplace issues of the NHS and what are its impact on the organization and the employees of NHS ( The Guardian, 2019). The assignment also throws light on the possible alternatives to the problem faced by NHS and the evaluation of the alternatives is also done. In this assignment, the decision-making process is also discussed in detail in order to apply the best feasible alternative to solve the problem of NHS. The assignment also reviews the technological and successful implementation of the alternative solution in the organization.
[bookmark: _Toc5984300]OVERVIEW 
NHS, National Health Services, UK was established in 1948, by Bevan. NHS is responsible for the healthcare system in England as a whole. The UK government aids NHS to serve the best treatment to the patients (NHS, 2019). NHS is the apex in England for the health services provided to the patients. There are roughly 1.5 million employees working in NHS all over the UK which includes the full-time employees, part-time employees, nurses, dentists, ward boys, etc. this number does not include the other staff members like, receptionists, GPs, banks or agency staff, etc. NHS is situated in Scotland, Wales, and Ireland. In the year of 2014, NHS was declared as the most effective care, efficiency, safe care and patient-centred organization by Commonwealth Fund. 


[bookmark: _Toc5984301]PROBLEM AND ITS SCOPE AND IMPACT
NHS, National Health Services was launched in 1948 by Bevan with the objective of providing the treatment to the UK’s population so that the death rate can be declined. NHS has its branches in Scotland, Wales and Ireland (NHS,2019). With the establishment of NHS as the apex of the healthcare system in the UK, there is an aging population in UK which is a good sign that the life expectancy of UK has increased from past few years. With all the good services and treatment provided by NHS still, there is a huge problem in NHS related to the workforce and workplace, the problem which is suffered from the NHS is of high employee turnover and low workforce (Collins, et. al, 2015).
Employee Turnover: Employee turnover refers to the number or a percentage, or a ratio of employees or workers who leave the organization because of various reasons and are replaced by the new employees. The organizations which have a high turnover rate are not considered good for working and it lacks in the HR practices (Collins, et. al, 2015. The turnover may be of involuntary turnover and voluntary turnover, involuntary turnover the employees are forced to leave the job without their will, whereas the voluntary turnover the employees leave the organization with their will.
Low-workforce:  Workforce refers to the strength of the employees hired in the organization. Every organization should have an appropriate workforce to avoid over budgeting and urgent hiring.  The term workforce includes all the employees working in the organization starting from the top-level managerial to lower level technical labor. The organization which has good employee strength is considered as good in terms of the work culture and HR practices, whereas as the organizations which are having a low strength of employees is not considered good for working (Willcox . et, al, 2015).
Scope and Impact: 
There is an adverse impact of low-workforce and high turnover in NHS as it resembles the weak HR practices in the organization because of which the NHS is facing many problems. There is pressure on the employees, they are not satisfied with the work, and it affects the morale and productivity of the employee (Willcox . et, al, 2015). If the turnover would have been less than the productivity and efficiency of the employees working in NHS would have been very high because they have high morale and better work culture which automatically reduces the pressure and turnover in NHS.  The low-Work force resembles many negative points in the HR practices of NHS.
[bookmark: _Toc5984302]ANALYSING THE INFORMATION OF IDENTIFIED PROBLEM 
NHS is the apex in the health care system in the UK, it is serving to all kind of patients and every kind of disease, ailment, mental issues etc. in such condition there are 10% emergencies admissions, 15% of ambulance calls and diagnostic test are up to 19% and there is no growth in the workforce of the NHS, there has been only 6% of hiring done in NHS since 2014 which has created a mess in NHS (The Guardian, 2019). It is leading to high work pressure among the employees of the NHS and there is a constant gap between the existing employees and the new recruitments because the jobs which are offered are very difficult and full of pressure and no employee wants to join. The pressure in NHS is so high that the employees are not able to cope up and many employees just resign from their jobs (NHS, 2019), the employees are working under high pressure which is affecting their productivity and efficiency and they are not satisfied with their job also.
There is another issue which is related to money and increasing the employee turnover and resulting in low-workforce. The employees of NHS re not gave any kind of increment in their salaries despite their over-time and demanding work from so many years. This has down the morale of employees about 59% of the NHS staff is working unpaid for the overtime and the condition has gone so worst that the NHS is relying on the non-clinical and clinical colleagues.  NHS has more than 13% of employees working who are not British which has created a barrier for language and culture and the immigration policy and language testing of Brexit have made this even more cumbersome for NHS to have a good number of employees. NHS is suffering from poor HR practices which have resulted in, low-workforce, low salaries and high employee turnover (The Guardian, 2019). There is a need to sort this out and the HR department has to keenly observe this situation.
[bookmark: _Toc5984303]POSSIBLE ALTERNATIVES TO THE PROBLEM
The problem of NHS is at the very root level if it is not being solved then the situation of NHS will become worst and the goodwill of NHS will be affected. The problem of high employee turnover and low-workforce can be solved by the following alternatives if applied effectively:
APPRAISAL AND REVISE IN SALARY POLICY: The organization before planning the recruitment strategy should look into the salary format and the overtime done by the employees who are being unpaid. NHS should firstly pay the full amount of every employee who has done over time. Secondly, there should be a revise in the salary format and pay scale, thirdly there should be some appraisal given to the employees who are working from so many years irrespective of such poor HR practices, this will help in retaining the employees and reducing the turnover. With the revise in salary and the appraisal, the employee will be satisfied and the other candidates will also be attracted to join the organization because of good pay structure offered by NHS, which ultimately will help in fulfilling the vacancies (Greenberg, 2017).
RECRUITMENT: NHS’s HR department needs to work on the problem of high turnover and fill the vacancies by doing aggressive recruitment. The NHS can also use the employee referral policy to do the recruitment for the vacancies in the organizations (Van and Berends, 2018).  As 13% of the employees are Non-British it becomes easy for the organization to approach such employees for the referral policy and it shows stability in the organization. Aggressive recruitment involves mass recruitment for various vacancies present in the organization with which the maximum number of closer can be done in the organization. 
STRESS MANAGEMENT ACTIVITIES:  NHS being into the medical industry should know how to manage the stress that is there among the staff of the organization. To deal with the stress is very important as it makes a person free of tension and gives relaxation which ultimately helps in regaining the energy to do the work. In hospitals the work pressure is high because there are uncertainties and emergencies in such condition the stress management activities are must need. NHS should conduct some games or relaxation sessions for the employees within a particular period of time (Greenberg, 2017).
 With the above alternative solutions, there will be a huge change and to a great extent the problem of NHS will be solved, and everything will be back on track. 
[bookmark: _Toc5984304]DECISION-MAKING TECHNIQUE
The problem of NHS is being identified and the solution to the problem is also identified but the question arises which alternative solution should be adopted by the organization to select the best one the decision making technique should be applied which is as followed:
The decision-making process is done by the HR department or the manager of any team in order to select the best solution for the organization to improve the organizational loop wholes, the decision making technique uses a step-by-step approach to the selection process (Van and Berends, 2018).   it includes the following steps:
1. Identify the problem: The very step is the identification of the decision that the change is to be made in the organization in order to make things better and proper in the organization. Like in NHS the employee turnover is very high because of which there is a need for the change in the organization to reduce the turnover and increase the work-force of the organization.
2. Gather information: The second step is to gather information about the impact of the problem in the organization on the employee and the performance. NHS has identified that the employee turnover is high and employees are not paid the over time, so the next step will be to gather the information about the impact of this problem in case of NHS the stress level has increased, candidates don't want to join the NHS and the goodwill of NHS in term of its HR practice has been decreased (Van and Berends, 2018).
3. [bookmark: _GoBack]Identifying the alternatives: The third step is to identify the alternative to the problem identified. NHS has the problem of high turnover so the problem to this solution is an appraisal and revise in the salary of the employees, recruitment to fulfil the vacancy in the organization and some activities to manage the stress of the employees should be there in NHS. 
4. Weighing the alternative: The alternatives which are best selected are being studied in deep identifying the pros and cons of each alternative in terms of the timeframe, feasibility and problem solving;
· Appraisal and revise in the salary (Greenberg,2017).: 
· NHS, if go for the appraisal of the employees and the salary is revised of the employees and for the new candidates then the employees will be satisfied 
· Employees will be retained in the organization
· It will increase the goodwill of the organization
Recruitment:
· The aggressive recruitment strategy will be able to close many vacancies in the organization.
· It will reduce the error and multitasking stress among the employees.
· The task performed by the employees will be correct and perfect.
· It is a  lengthy process 
Stress Management Activities (Greenberg,2017):
· The HR department should carry out stress management activities 
· Games, relaxation session for the employees 
· This helps in regaining the energy to do the work under pressure and emergency
· It is not possible to conduct stress management games with a high number of employees
· It is very time-consuming 
5. Implementation: The alternative which the best one which is selected on the basis of the weight and maximum positive outcomes should be implemented with immediate effect in the organization to overcome the flaws which are coming in the organization.
6. Review the decision: After the implementation of the best alternative the review of the decision is done whether the decision taken is fruitful or not is there any improvement in the organization or not (Greenberg,2017).
[bookmark: _Toc5984305]PLAN DEVELOPMENT FOR IMPLEMENTING SOLUTION
The best alternative solution which is selected is to be implemented now for which some planning is to be done and some factors are to be taken into consideration. The best alternative for NHS to lower the employee turnover is to make a revision in salary and appraisal is to be done for the employees who are working in NHS from so many years irrespective of the salary which is not paid to them in front of the overtime work. With the revision in salary and appraisal of the existing employees will create a good impact on the candidates who are looking for a job with NHS with a good pay scale, this will automatically attract many candidates and the recruitment process will become quite easier for the HR department (Greenberg,2017).
The implementation of this plan will require planning in terms of the time required and financial resources. To implement this firstly, HR needs to estimate the cost which is to be paid for the over-time then according to that cost appraisal is to be carried out of the employees on the basis of the maximum over-time done by the employee. The HR department needs to assess the time required for the implementation of the plan and arranging the financial resources. HR and the accounts department have to be in lieu of the arrangement of the finance from various funds etc (World Health Organization,2016).
The HR department has to first screen the employees among the pool who have done the maximum number of overtime and who are working for so many years in the NHS among them the Appraisal will be given to them according to their salary and number of years they are working.
Doing appraisal and adding all the details take some time of about 6months or more when the number of employees is huge and the arrangement of the finance also takes time because to arrange such a big amount need some time and factors related to it like taxes, policies etc. have to be taken into consideration an auditing is done before the deployment of the revised salary and appraisal to the employees.

	SOLUTION TO PROBLEM
	HOW TO IMPLEMENT THE SOLUTION 
	COST TO ORGANIZATION
	BENEFIT TO ORGANIZATION 
	TIME DURATION

	Appraisal and revised salaries (Van and Berends, 2018).
	The appraisal will be done on the basis of the maximum over-time done and the maximum year of an employee in NHS will be considered for the appraisal.
The salary revision will be done on the basis of the current package and the same criteria will be for the new employees too.
	The organization has to arrange finance from various funds to meet the requirement of the appraisal and the salary revision. Along with this the salary for the new employees is to be added to the costing.
	The employee will feel motivated and satisfied, the stress level will be reduced and with the implementation of the new policies, the candidates will be attracted to join the company which will make the recruitment process a bit easy.
	To implement the appraisal and salary policy with such a huge number of employees in NHS will take time of about 6months to 1year because to make an arrangement of the finances is not easy other factors related to it like a tax, revenue, costing, etc. are to be taken into consideration.
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Stakeholders are all those people that are affected by the decisions taken in an organization. Communication of the plan to the stakeholders is important because the changes in the organization hold impacts the interests of stakeholders (Lewis, 2019). Communicating the plan of the changes that are being executed in the organization helps in maintaining a long and healthy relationship with the stakeholders and develops their trust in the account of the organization.
In the following case, NHS has to implement the changes in implementing performance appraisals and salary revision of the employees so that they can sustain them by increasing their satisfaction level (Burke, 2017). For enhancing the changes in the human resource practices of NHS, information has to be communicated to their stakeholders through various measures. The stakeholders that would be affected through this decision are as follows:
Senior Level Managers
It is essential to convey the decision of implementing the change to the senior level managers as they would be required to make the changes in the policies of the organization. The senior managers of NHS can be communicated with the change through meetings or emails. It is important to make the senior level managers understand the need of the change to be implemented and the plan through which the changes in the efficiency of employees of NHS can be monitored (Hayes, 2018). Senior managers would also be required to communicate with how the employees would be benefited with this change and the ways through which they would be motivated. 

Human Resource Managers
Human resource managers of NHS are to be informed of the changes to be made in the policies of human resource management so that they can implement the changes effectively. Human resource managers can be communicated with the changes in the strategies either through meetings or notices that would be circulated (Jackson, 2019). The changes that will be implied would be practiced by the human resource managers and thus it is essential for the management to communicate the plan with them. The human resource managers would be required with the guidelines that are to be followed for implanting the salary revisions and the performance appraisals. Communication has been effectively made with the human resource managers so that clarity in the changes is there and it can be implemented effectively (Lewis, 2019). 
Finance Managers 
Finance managers are also the essential stakeholders which would be required to be communicated with the changes so that they can implement it in the accounts of the employees. For communicating with the finance department, emails can be sent in which the guidelines of the practice could be attached (Obradovich et al., 2017). Finance managers of NHS manage the salaries that are credited to the employees and thus the effectiveness in the communication of the changes is to maintain so that the changes can be practice as decided by the management.  
Employees
Employees are the stakeholders of the organization which will be majorly impacted by the decision that is taken by the management of NHS. Employees can be communicated with the change plan through either email or through the circulation of notice in the office. Communication of plan has to be effectively made through the employees so that they can understand the ways through which they are benefited and would motivate them to strive for their growth in the organization (Wise, 2016). Through the implementation of this plan, the employees of NHS would increase their satisfaction level and their productivity would be increased. Through appraising the performances of the employees and providing them with the revision of increased salary, they would understand that the organizations concerned regarding their growth and would develop a sense of responsibility among them.
[bookmark: _Toc5984307]MONITORING AND REVIEW TECHNIQUES
Monitoring and evaluation of the change plan that is implemented by NHS are required so that the effectiveness of its implementation can be checked and reviewed. It is essential for an organization to critically evaluate the implementation so that identification of the success of the change can be done and the level of development can be examined. Through the monitoring and review techniques, the level of motivation generated in the employees after implementation of the plan can be estimated and the efficiency of the plan can be monitored (Davies, 2012). Effective monitoring and review system allows the managers of NHS to evaluate the level of development in the employees and determine the key areas of hindrances that have occurred. 
Through the review process, the various problems occurred during the implementation of the plan are studied and their root causes are seen so that they can be eliminated in the future before they can negatively impact the employees or the organization. Continuous monitoring of the review system assist the employees of NHS in understanding various measures through which they can increase their productivity and learn from each other’s experiences for development (Miller and Rice, 2013). Monitoring also ensures that the right perspective is delivered to the employees of NHS so that the employees are positively impacted. Review system in NHS would also allow the employees in receiving feedbacks of the work performed by them after the implementation of the change plan so that they can understand the level of growth made by them and work harder for further possibilities of growth. 
There are various measures of monitoring and evaluation that can be adopted by the NHS, which are stated as follows:
Setting of Standards
Evaluation of the development of employees can be done by setting up of standards according to which the development of employees shall be evaluated (Nicolini, 2012). For setting up these standards, the managers of NHS has to ensure that they use the SMART objectives techniques through which the targets are set in a manner that they are specific,, measurable through various measures, achievable in reality, relevant to the growth of the employees and can be achieved within the specified time limit.  
Qualitative techniques
Through various qualitative measures through understanding the skills, knowledge, attitude changes, etc. the review of the change plan can be taken. Through evaluation of the changes in the qualities of the employees, NHS can understand the level at which the change plan has impacted the employees. The motivated behaviour of the employees would represent the development in them which can be directed towards the achievement of their personal objectives and for attaining the organizational goal together.  
Quantitative techniques
Through the application of quantitative techniques, evaluation of the change plan can be done. Through conducting various group activities or tests, the employees can be evaluated and their development can be reviewed (Hayes, 2018). Conducting interviews of the employees would also represent the changes in their perspective and productivity and the estimation of the efficiency of the change plan can be evaluated. 
SWOT Analysis
SWOT analysis is done for understanding the strength, weakness opportunities and  threats to NHS strength of NHS is the best treatment they provide to their patient and the employees who are working from so many years in the organization. The weakness of the organization is the poor workforce planning, and HR practices which affects the over-all performance of the NHS and the employee turnover is going high. Opportunities are there to tackle the situation by applying aggressive recruitment strategies and revising the salaries of the existing employees and the new employees. Threat are the new competitor emerging in UK with high tech facilities and medical treatment with good HR practices where employees want to join, and the turnover of employee is also less. 

Porter’s five forces: 
This analysis focuses on the five factors which are as follows:
1. Competition: There is huge competition in the market where health organization is going advanced day by day with effective HR policies where employees want to work.
2. Supplier Power: The resources of the suppliers also makes an important role if the number of the supplier is more there are chances of switching the suppliers who are more cheap and gives profit
3. Buyer Power: The stock which is bought by NHS from suppliers also affects the profit making of the organization where the financial revenue can increase which can aid in hiring of the new employees.
4. Threat: NHS has given good and effective treatment to the patients, but the problem is in the HR practices of the organization where the employees don’t want to join and there is increase in the employee turnover rate. In such case it is very easy for the new health organization to entre in the market with overcoming all the flaws of NHS.
5. Rivalry among existing competitor: This plays an important role in determining the profit making of the company. There are already many health care centres in UK which are working on a large scale with effective HR practices and high profit-making margin where the patients are satisfied, and the employees are also satisfied with treatment given from them.
Fishbone Diagram:
[image: ]
This tool helps in the brainstorming of the problem and finding out the possible solution of the problem. NHs has the problem of high employee turnover and poor salary of the existing employees and the new employees. There is a need to revise the salary  and the HR practices of the NHS. With the help of brainstorming the possible alternative solutions can be determined from the expert and the best solution can be implemented. This helps to overcome the problem in NHS and avoid the same in the future.
PESTLE:
	POLITICAL
· Brexit has adversely affected the organization
· The other governmental policies had negative impact on NHS

	ECONOMICAL
· The budget is expected to rise in next year 
· There are various cut in the funding and finances of NHS

	SOCIAL
· Lack of beds
· Poor attention given to patient because of less workforce and high pressure
	TECHNOLOGICAL
· Appointment can be booked online
· Renewal of prescription can be done online


	Environmental
· The biggest threat to NHS is Health Services Ltd. Is attached to 50 NHS

	LEGAL
· NHS has paid heavy amount on the legal process in so many cases one of the highest paid case is Alfie Evans Case.




Outcome evaluation
Outcome evaluation is a process that can be adopted by the managers of NHS for evaluating and reviewing the impact of the change plan. The managers of NHS can list the outcomes that have been received by the management post the implication of the plan and evaluate their impacts on the organization (Lewis, 2019). Through determining the outcomes received from the plan, it can be evaluated whether the results are in favour of the organization or not. This would also help the managers of NHS in understanding whether the plan has been implemented in a standardized way or not.  
Impact evaluation
Evaluating the impact or changes that have been in the employees and in the organization can determine the effectiveness of the plan implemented.  Through this measure, the managers of NHS can evaluate the alternatives which would have occurred without the implementation of the plan and then compare it with the current changes which have been made in the organization and in the attitude and behaviour of the employees (Miller and Rice, 2013). Through understanding the impact that has been caused in the organizations, various changes in the plan can also be improved which would increase the efficiency and effectiveness of the employees and lead them towards the development of the organization. 


[bookmark: _Toc5984308]CONCLUSION
Hereby it can be concluded that assessment of the problem in an organization is very essential. Through this report, the importance of assessment of problem caused in NHS can be studied. This report also assisted in analysing the importance of identification of the problem in an organization and how decisions are required to be formed out of it. Through this report, the identification of the problem of high employee turnover and increase in dissatisfaction of employees of NHS can be generated. The importance of creating and studying the different alternatives of the solutions to the problems has been done in this report. It could also be studied through this report that decision-making techniques stand of huge importance to evaluate a range of solutions proposed for solving the key problems that were being found in NHS. It could also be studied that by developing a plan for implementing the solution and communicating it to the stakeholders of NHS is important. It was also found that monitoring and review techniques can help NHS in understanding the change plan that has been implemented so that the growth of the employees and the organization can be done.  
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A Fishbone Diagram is a structured brainstorming tool using categories
to explore root causes for an undesirable effect.

Categories

—_— — -\
Causes





