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[bookmark: _Toc174465306][bookmark: _Toc456901517]Define a complex problem in the workplace, including its scope and impact
In this section i will be identifying the current complex problem that has arsien in my workplace. This problem consists of a very high turn over of staff and poor perfomance within our workplace, and therefore causing a multitude of concerning issues which i will go over within this report. Accourding to (Knight) individuals working in programs with high turnover reported higher stress and more inadequate staffing than individuals working in programs with lower turnover. Turnover also affects perceptions of supportive work relationships as evidenced by lower communication and lower peer collaboration. Furthermore, the impact of turnover remains significant, even after considering contextual and individual factors known to influence perceptions of organizational health. 
There are a number of diifernt people this issue will affect within the workplace such as,
· Staff members 
· Residents 
· Familys 
· Managers 
· Nurses 
There will be many impacts on the above people due to this on going issue, staff members will have a low moral without there being enough staff to work with andt hem then having to do double the work and feeling over run and behind. It will also have a imapct on the prompt care that the residents will recieve as there wont be regular staff to insure theyre needs will be met and that certain routines that the resisdents have become used to. In turn this can then have a knock on affect with the resisdents familys as they will be wanting to sort out and highlight these problems with staff/managers. Finally that willthen affect managers and nurses with low staff morale resisdents not being happy with the care their recieving and familys as equally annoyed at these issues. During this report i will be identyfying useable solutions to the above problems that will boost staff morale improve training programmes for an overal better plan of action in improving the workforce so we dont have such a high number of staff turnover and poor perfomance within the home. Also a suitable plan to sgtick to and move forward with in the progression of our overall performance.



[bookmark: _Toc174465307]Analyse information on the identified problem, to help inform the decision-making process
There are many known impacts that a high turnover of staff and a low performance can entail.
· Loss of revenue 
· Decrease of productivity
· Difficulty recruiting 
· Difficulty keeping regular staff members 
· Hidden costs of involuntary turnover
· Low morale 


[bookmark: _Int_tG2GjU4M]According to (HR Profiling solutions) 2023 There are several reasons why high turnover is bad. These reasons can range from immediate and noticeable effects to long-term, subtle effects that build over time. In the short term, outgoing employees create staffing gaps, and recruitment related costs drastically increase. Overall, a high staff turnover rate inside your company may signal to current employees and job seekers that your organisation has a problematic company culture or might not be a great place to work. Although the causes of employee turnover may not be the result of internal issues, it can still negatively impact your business. High employee turnover has a direct impact on company revenue and profitability. The impact of high staff turnover includes decreased productivity, increased recruitment costs, avoidable time spent on training new employees, and lost sales. Businesses with high staff turnover typically experience low employee morale and productivity rates. Existing staff may have increased workloads and responsibilities due to a lack of a trained workforce. The business experiences decreased sales due to a significant amount of time spent training new hires in company policy and process. These factors also contribute to low employee morale from overworked employees and new hires who struggle with new responsibility and procedures. Companies with high staff turnover can grapple with attracting and retaining top talent. 
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According to (Lewis )A fishbone diagram, also known as an Ishikawa diagram or a cause-and-effect diagram, is a visualization tool for categorizing the potential causes of a problem. This tool is used to identify a problem's root causes. The fishbone diagram is fundamentally a causal analysis tool designed to visually map out the causes and sub-causes leading to a particular issue or effect. A fishbone diagram is useful in project management, product development and troubleshooting processes, typically used to focus a conversation on a problem. Fishbone diagrams are used in a wide range of industries. For instance, healthcare, education, and service industries use fishbone diagrams for various purposes, such as process improvement and addressing customer service issues.

I also identified the 5 whys analysis.
1. Why is there a high turnover of staff in this care home?
A- Care staff leaving due to job dissatisfaction  
2. Why are the care staff dissatisfied with their jobs?
B- They feel the workload is too much to keep up with 
3. Why do they feel the workload is unmanageable?
C- As there is not enough staff to manage the workload and poor communication 
4. Why is there poor communication between staff?
D- There is a lack of communication between staff and management 
5. Why is there a lack of communication with management?   
E- The company lacks a formal process for feedback and discussion 
Root cause being the high turnover of staff is due to job dissatisfaction and feeling there is to high of a workload placed on them and not enough communication with managers etc to be able to air opinions and resolve problems 


[bookmark: _Toc174465308]Propose a range of alternative solutions to the problem
[bookmark: _Int_xDrkCHNd]There are several different solution's that could be tried an tested to solve some of the problems of high staff turnover and poor performance 
· Offer hardworking dedicated staff a fair wage – this will then in turn make staff feel more valued.
· Do not make the staff feel stagnant and trapped in their roles – offering opportunities of progression.
· Give staff positive and regular feedback – Encourage staff to be open and honest with their feelings and regular appraisals and brainstorming sessions.
· Do not over work staff with too many unsociable hours.
· Make sure managers build up good supportive relationships with staff- encourage managers to treat all staff the same with no favouritism or discrimination.
· Maintain a high staff morale – maintaining a positive environment for your staff is fundamental.
· Be sure the right person/people are getting employed for each role within the workplace – this can help with high turnover of staff.
According to (YEC) 2024 As mentioned, in order to have high retention, you need to keep your team happy. You must listen to them, coach them, give them feedback, make them feel appreciated, pay them competitively and recognize them as often as possible. Find out what is important to your employees and then execute accordingly. Creating and maintaining a culture that is consistent and where relationships are created and fostered is crucial to long-term success. My motto has always been "happy staff equals happy clients," and I live by that in my everyday management of my team. Sometimes, however, employee turnover is caused by poor performance that leads to termination. Poor work performance can be anything from issues with attendance to work quality that does not meet your standards. But poor performance can often be improved! Sometimes work performance is due to a lack of training or the tools necessary to properly perform the job. It can also be based on outside influences, such as family issues. I often share with employees that no one is perfect, and there are often times when there will be peaks and valleys in an employee’s overall performance record.
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[bookmark: _Toc174465309]Using a decision-making technique, evaluate a range of solutions to identify the most appropriate option
Using the Ishikawa and 5 whys tools a number of possible recommendations has been identified using a grid analysis those recommendations will be assessed against several criteria to find the most appropriate solution for us below i have attached my grid analysis and cost benefit below. [image: ]
[image: ]
According to (Nemcova) Like most company issues, employee turnover has clear causes and symptoms. Performing employee turnover data analysis, considering the associated costs, and knowing the causes will help your company stay ahead of potential issues and mitigate them early. However, analysing employee turnover data doesn’t end with taking action. You must conduct your employee turnover data analysis regularly to keep turnover within your organization. By doing this, you can be sure that your retention strategies stay relevant and practical.


[bookmark: _Toc174465310]Develop a detailed plan for implementing the solution
Below i have made a 3-step plan for implementing improvements and solutions 
Stage 1 – develop training programme 
Stage 2 – will implement training 
Stage 3 – review 
	Develop training programme 
	
	

	Better training for staff
	
	

	Less high staff turnover 
	
	

	Measure by review 
	
	

	Will ensure suitable trainers 
	
	



We will also 
· Write adverts 
· Give better induction training 
· Select the right candidate 
· Make engagement questionnaires for improvement 
[bookmark: _Int_X4uQ3D6H] According (success coaching) 2023 to Provide targeted training opportunities: First and foremost, Customer Success employees need access to training opportunities to boost employee engagement and reduce turnover. Instead of just providing generic training materials and forgetting about them, leaders can identify accredited, specialized, and targeted training opportunities that will benefit their team. For example, various levels of employees need access to different levels of training for them to learn and grow from the training. Also, do not be afraid to mix it up. Bring in an exciting guest speaker from an emerging industry or host an energetic lunch roundtable discussion that gets everyone thinking. Give and receive honest feedback: When using training to help employees upskill and get engaged, leaders need to gauge how their efforts are faring. If employees are not accessing their training materials and ignoring their mentorships, these efforts will not contribute to reduced turnover. While offering training, reach out to employees for honest feedback to gauge their sentiments. Are they finding the training valuable? How could they get more out of the training opportunity?
A Gnatt chart was explored, and the problem was not appropriate for the solution. 


[bookmark: _Toc174465311]Communicate the plan to relevant stakeholders
Based on power influence matrix we have identified the following 
	Employes 
	Managment 
	HR
	Finance department 

	Monthly – email 
	Weekly 
	Fortnightly 
	Monthly 

	News letter 
	Face to face 
	Meetings 
	Meetings 

	Low power 
	High power
	High influence 
	High influence 

	Low influence 
	High influence 
	low power
	High power 


 According (iqibal) 2021 to Your employees are the ones who create, manufacture, sell and deliver your products. They are crucial to your businesses’ success or failure. They are invested in your company as you pay their wages and offer them job security. Your actions as a business owner have an impact on their economic wellbeing and happiness at work. Their interest as stakeholders in your business is not only tied to their compensation package and job security; their job satisfaction is also a crucial factor. Fulfilled and happy workers will perform better and interact with each other and your customers positively because they feel they are valued team members. When businesses operate a top-down hierarchy, they risk slowing down and preventing them from growing to their full potential. Managers and HR leaders who see their employees as stakeholders and support those who create the most value for your business is more likely to see improved business results and employee relations. Conversely, employees who are not treated as an organisation's greatest asset tend to have lower morale. This can have a negative knock-on effect felt by every other stakeholder in the business, including investors.



[bookmark: _Toc174465312]Assess appropriate monitoring and review techniques to ensure successful implementation of solution 
Use the KPIs identified within implementation plan – formal and informal reporting
	
	Informal's 
	Formals 

	Monitoring 
	Informal meetings 
	Development plans 

	Gnatt chart 
	Managment feedback 
	Progress reports 

	Training 
	Staff feedback
	Pass rate 

	Implementation 
	Positive staff attitude 
	Sucess rate 



We will be monitoring and reviewing each plan that has been put into place for successful implementation of the solution using informal and formal approaches with the relevant staff also monitoring the following 
· Training attendance rate – making sure employees are engaging with relevant programmes for the sector that they specialise or work in.
· Course completion rate – making sure staff are aware of exactly they will gain from training /courses effective communication is needed keeping staff fully engaged in the programmes is essential for a high pass rate. 
· Average time for completion – monitoring how long it takes for staff completion are staff happy with it and feel like they are benefiting from the training 
· Post training assessment results –making sure pass rates are of a high standard if not more training would have to be put into place, 
· Learner satisfaction rate – making sure staff are satisfied with training as they are more likely to attend when they feel it is beneficial 
· Learner retention rate – give questionnaire at the end of sessions to assess staff competency 
· Job performance impact – seeing employees implement training within the workplace 
According to linkden (2023) KPIs can help you improve employee retention and turnover by providing clarity, feedback, recognition, and development opportunities. Through KPIs, you can communicate expectations and align employees with your organizational vision. Regular reviews and objective feedback create a culture of accountability and transparency. Additionally, KPIs allow for timely recognition of achievements and efforts, as well as the celebration of successes. Furthermore, they can identify strengths and areas for improvement, while offering training and mentoring opportunities to support personal and professional growth. KPIs can also help you improve your problem-solving skills, which are essential for performance management. To use KPIs for problem-solving, you must first define the problem. For example, if your KPI is to increase customer retention by 15%, and your actual result is 10%, the problem is that you are losing 5% of your customers. After that, analyse the problem and use your KPIs to find out why they are leaving, how they are affecting your revenue, and what they are expecting from you. Then, generate solutions such as actions, strategies, or improvements to increase customer satisfaction, loyalty, and referrals. After that, implement the chosen solutions by assigning responsibilities, allocating budgets, and tracking progress. Finally, evaluate the effectiveness and efficiency of the solutions by comparing the new customer retention rate with the previous one as well as collecting customer feedback and testimonials.
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[bookmark: _Toc174465314]Appendix 1
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1 task year

2 Costs: 1 2 3 4 5 totals

3 new equipment £6,000 £6,000

4 training programmes £7,000 £10,000 £10,000 £10,000 £10,000 £47,000

5 Staff training £5,000 £5,000 £10,000

s With the cost benefit template to the right, all you need to do is change the details in

g the grey boxes ie the name of the costs/benefits incurred, and the financial figures

2 for each year. Everything else will then be calculated for you.

ﬁ Net costs £18,000  £10,000 £15000 £10,000 £10,000 £63,000 Once done, just copy and paste it into your word document

12 Benefits:

13 Staff savings £20,000 £50,000 £50,000 £50,000 £50,000 £220,000

14 |Floor space £10,000]  £10,000 £10,000 £10,000 £10,000 £50,000

15 more staff £15,000 £15,000 £15,000 £15,000 £15,000 £75,000

16 £2,000 £2,000 £2,000 £2,000 £2,000 £10,000

17

18 Net savings £47,000 £77,000 £75,000 £75,000 £75,000 £349,000

19

20 NET annual benefit £29,000 £67,000 £60,000 £65,000 £65,000

21

22 Total annual benefit £57,200

23

24 Benefit Cost Ratio 5.54 :1

= Cost Benefit Example  Grid analysis ~ Simple Gantt chart +
Workbook Statistics v @ & — 100% v +

o @ ‘ M B O = 0 st @R
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