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This report will consist of a variety of studies based upon the NHS organisation and how poor leadership and management can have an impact on the staff’s motivational behaviour, having an impact on delivering high quality patient care. A number of theoretical structures will be researched and compared to the organisation’s current strategy and how leadership and management could benefit if applied. 
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NHS, (2016) explains that the NHS is a longstanding healthcare institution within the UK that should provide free of charge healthcare, regardless of wealth, with the exception of some charges such as dental care and optical services. 

NHS Highland, (2019) explains that the aim and vision of the NHS is to provide the best quality of care to each and every service user and delivering better health to maximize and prevent illnesses, better care through delivering a clean and infectious free environment and better value to ensure that the use of public money is spent wisely and on what is necessary. 
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NHS England and Health Education England, (2018) talks about the importance of leadership and management within the NHS and mentions how there is clear evidence linked between leadership and a range of positive outcomes within patient satisfaction, patient mortality, overall high-quality patient care, staff well-being and infection rates. Therefore, effective leadership and management within the NHS organisation is essential and have an impact on the rest of the team. NHS Scotland, (2019) goes on to talk about the personal qualities a leader must require within the NHS organisation, commitment to service excellence, integrity and honesty, self-awareness, self-management and resilience. 

Triggle, (2018) explains that lack of staffing has currently been identified as an issue within the NHS as in February 2018 England had nearly 100,000 jobs unfilled and is still suffering to this day, partially due to financial issues. NHS England, (2019) mentions some of the reasons why the NHS are lacking in funds, one being that the NHS employ a significant amount of temporary staffing which has led to millions of pounds being spend on their wages, leaving the NHS with little amount to employ and fund permanent staff. 

This has clearly had an impact upon the leadership and management within this organisation and could potentially have an impact in a negative way upon employees currently working within the NHS, including staff lacking motivation due to poor management and leadership, overworked due to such shortage in staff and having no overtime pay due to lack of financial resources. 

Department of Health, (2008) mentions that management and leadership support to NHS employees plays a big role in staff motivation and without staff motivation this may have an impact on providing high quality patient care. Department of Health, (2008) also explains that a questionnaire was distributed to 28,939 NHS staff working in 48 Trusts and 2 SHAs. A further 3,061 surveys were given to staff working in general practices and 1,640 to staff working in ISTCs. From the table that has been provided in the appendix (01), this shows that the number of employees who have agreed to providing high quality patient care is just 64%, meaning the further 36% is going to have a negative impact on service users due to lacking in providing high quality patient care. From the above information, it is evident that management and leadership within the NHS is having a negative impact upon employees. It could be argued that different strategies might want to consider a different theory to move the organisation forward in a more positive way. 

There are a variety of leadership and management theories that can be related to in terms of motivational behaviour within an organisation. Griffin, (2010) explains that McGregor believed in Theory ‘X’, a negative belief which views employees as people who do not have strong work ethics meaning managers must have control, pressurise and threaten employees to hit necessary targets. Poor management or leadership within the NHS could lead to problems that have been highlighted such as motivational behaviour. According to Kerridge and Ryder (2013), a report that has been conducted highlights that giving titles to NHS employees such as leadership and management roles can have a negative knock on effect on the rest of the team. This can have a negative effect on the employee’s motivational behaviours and can have an impact on the employees work ethics as they begin to rely on leaders and managers to make decisions for them instead of taking initiative and trusting their own decisions. It is evident that McGregor’s Theory ‘X’ structure could potentially having a negative influence on the leadership and management within the NHS if used, whereas Theory ‘Y’, McGregor also believed in, is a more positive belief which views employees as people who do not dislike work, are committed, ambitious and want to reach their full potential in the working environment. Griffin, (2010) also explains that McGregor believed Theory ‘Y’ was the best approach for all managers. Kerridge and Ryder (2013) also mentions within their report that recommendations have been made to move towards a more informal and collaborative way where leadership and management roles are exercised and practiced across shifts to allow all NHS employees to reach their full potential within their working environment. The King’s Fund, (2017) takes a similar view by stating that compassionate leadership increases motivation for staff and helps promote a learning environment in taking leadership control over a situation within safe boundaries is accepted. This links in to McGregor’s Theory ‘Y’ belief that employees are committed, motivated and have strong work ethic and are more likely to have a positive attitude towards their job, meaning that high quality patient care will be provided by potentially using this type of structure within the NHS’s leadership and management organisation. 

Although McGregor’s Theory ‘X’ and ‘Y’ may be beneficial for some, this theoretical structure may not work for everyone. Aston Business School, (2009) conducted a study to determine whether the experiences of staff working within the NHS had an impact to the patients experience of care. Aston Business School, (2009) identified that bad treatment of staff by patients is associated to poor quality patient experiences and insufficient staffing levels. This is a result of poor leadership and management within the organisation and has led to a lack of motivational behaviour from staff and how they communicate as a team, having an impact on patient’s experiences and quality of care. Adair, (2010) believes that leadership and motivation go hand in hand as a leader’s role is to attend to task, team and individual needs which is based upon the three-circle model. An image of this has been provided in the appendix below (02). Adair, (1989) explains that the three circles model represents an organised structure from a leader’s point of view and if one area is concentrated on too heavily, this will create an imbalance and negatively affect the motivational behaviour of the employees, the most effective leaders will balance all three. Using Adair’s theory may help prevent such division within this organisation and bring the staff together as a team in order to achieve the task, manage the team together but also, from a leader or manger’s point of view, to understand the staff members as individuals by understanding their personality, strengths, skills and aims. By aiming to achieve this theoretical structure within the organisation, leadership and management can have a positive impact on their employees within the NHS meaning staff will be more motivated in providing high quality patient care. 

Whilst Adair’s action-centred leadership theoretical structure may have a positive impact on some environments within an organisation, it is important to consider other strategies in order to ensure the best leadership and management is provided in such high demanding work places. Not only is it important that staff and patients are looked after but it is vital that the working conditions are safe and hygienic too as Academy of Medical Royal Colleges and Faculties in Scotland, (2015) explains that a number of reports were conducted over a six month period and reported back to the Scottish Academy on any common themes found during the study for further action, Mid Staffordshire and Vale of Leven reports indicated to several descriptions of bad infection control and a lack of cleanliness within the hospitals involved in the research. A number of the reports also indicated poor communication between staff, doctors and patients. Although Adair’s theory may be a great structure for the poor communication, Griffin, (2010) explains that Herzberg believed in the two- factor theory of motivation which suggests that people’s happiness and unhappiness are affected by two separate sets of factors, motivational factors such as a sense of achievement, recognition, responsibility, advancement and growth and hygiene factors such as working conditions, pay and security, company policies and interpersonal relations. Therefore, it is clear that Herzberg’s two-factor theory may be useful in a situation such as this because focusing on hygiene factors, especially within the NHS hospitals, is crucial and this comes down to the leadership and management within the organisation for not appropriately ensuring that care of basic cleanliness in the environment was being maintained, having a major impact on staff motivational behaviour, providing the best care to patients and working in a healthy communicative environment. 

With there being many theoretical structures in place for leadership and management behaviours towards supporting staff and their needs, there hasn’t been as much focus on the foundational structure of the organisation. Future of NHS Leadership, (2015) conducted a study regarding leadership in the NHS and states that the foundation of the structure leadership work under is full of complicated and regulatory obstacles that limit the extent in which a leader can grow. Drucker, (2007) explains that great management may not necessarily mean great organisation if the structure foundation that they work under is poor, meaning a knock-on effect on the motivational behaviour within an organisation. Therefore, Drucker believes that a strong structure must be in place in order for an improvement in performance from management and employees’ motivation within an organisation.  Starbuck, (2012) explains that Drucker agreed with McGregor’s Theory ‘Y’ on the grounds that without employees having the motivation and ambition to work then management would be almost impossible because employees who do not want to work are less likely to take instruction from management, whereas those who have strong work ethic will take orders to get the job done effectively. This leads to a more positive work environment. Drucker and McGregor’s theoretical structure could be combined within an organisation as they have similar point of views and a clear understanding that a good quality structural foundation is necessary in order to improve the employees’ motivational behaviours and provide high quality patient care. Therefore, using a combination of Drucker and McGregor’s structures could have a positive improvement on leaders and employee’s motivational behaviour and of course giving the highest quality of patient care from the outcome. 
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[bookmark: _Toc4234514]Having discussed and analysed a number of leadership and management theoretical strategies such as McGregor’s Theory ‘X’ and ‘Y’, Adair’s action centred leadership, Drucker’s management theory and Herzberg’s two-factor theory and compared them with the current leadership and management qualities in the NHS, it is evident that possibly applying these structures could be beneficial to the improvement of better quality leadership and management, leading to higher staff motivational behaviour and providing higher quality patient care. Although each theory explored has a different plan of action in order to prevent poor leadership and management within an organisation, it is clear that all theories share a similar foundation, and all want the same outcome. Therefore, it is clear that applying these theoretical structures to an organisation can help the improvement of not only the organisation but the individuals who work within it and the people who require the service. 
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