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[bookmark: _heading=h.1fob9te]Introduction 
Employees are the most crucial assets of an organisation and their well-being also plays an important role in their productivity and overall work efficiency. However, it is observed that 6.5 million people within the UK have highlighted they are ready to quit their jobs in 2022 due to the improper work culture that prevails within the organisations. 
Some of the factors such as the gender pay gap, poor work-life balance, and gender discrimination are affecting the employees to work eventually. This report sheds light on the complex problems observed within the workplace resulting in dissatisfaction among the employees. PMI tools have been integrated so that the problems of gender discrimination can be eradicated from the work and overall development is further confirmed. 
[bookmark: _heading=h.3znysh7]The complex problem within the workplace 
As has been determined, the Royal Free Hospital in the UK has different employees who are working hard to serve the patients properly and improve their conditions eventually.  This specific organisation provides 10,000 employees every year which implies that this is a renowned hospital where on average 1.6 million people are served each year (Royalfree.NHS.uk, 2022). However, 8% of the employees have stated that the Royal Free Hospital does not practice diversity and inclusion properly. There is a bullying culture persisting within this organisation which implies that gender discrimination and unequal working opportunities are generally attributed here (Royalfree.NHS.uk, 2022). 
From this discussion, it is understood that productivity within the work gets negatively impacted and complexities within the organisation also increase. According to the statement of Verniers and Vala (2018), discrimination within the workplace generally However, employees have highlighted that the company policies against discrimination are not effective and that senior managers fail to apply them eventually. Employees also have highlighted that there are very negligible scopes of training and development within the Royal Free Hospital. Tools such as PESTLE, SWOT, PMI, and SMART goals have been attributed so that the issue of dissatisfaction among the employees is analysed and finally effective solutions are apprehended. 
[bookmark: _heading=h.2et92p0]PESTLE Analysis
	Factors 
	Impacts 

	Political 
	· The Government of the UK is stable which implies that funds and incentives are provided (De-Ramon et al. 2018)
· However, the application of Brexit has led Royal Free UK to recruit highly skilled employees from other European countries (Fan et al. 2021). 


	Economical
	· In 2021, the healthcare sector contributed more than 11.9% of the nation’s GDP growth (Statista, 2022). 
· The inflation rate within the UK will increase by 0.4% in 2022. 		


	Social 
	· UK customers have been more inclined in investing for necessary products and services ever since the outbreak of the global pandemic Covid-19 (Gordon‐Wilson, 2022). 
· The UK population consists of old people which is as high as 3.87 million people which implies Royal Free Hospital has scopes of higher sales (Statista, 2022).


	Technological
	· The UK ranks in the fourth position in terms of technological advancements (Susskind, 2020). 
· The UK also received 57.8% FDI returns for its technological advancements within the healthcare sector (Banks, 2021). 	


	Legal 
	· The Employment Rights Act 1996 in the UK is applicable which implies that Royal Free Hospital has to provide the employees equal working scopes and there should be no discrimination (Hse.gov.uk, 2022). 	

	Environmental 
	· Corporate social responsibilities have to be maintained by the Royal Free Hospital which implies that employees' well-being has to be maintained (Royalfree.NHS.uk, 2022). 
· However, this brand is also trying to integrate different types of skills for achieving better outcomes gradually. 


Table 1: PESTLE Analysis
(Source: Self-Developed)
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Figure 1: Profits earned by Royal Free Hospital UK
(Source: Statista, 2022)
Analysis of the problem for effective decision making 
[bookmark: _heading=h.3dy6vkm]Cause and effect analysis 
Royal Free Hospital in the UK has been trying to serve more than 1.6 million patients every year and generated a revenue of €924 million. The healthcare organisation also has been recognized for its effective patient safety and infection control and thus, better brand recognition has been possible (Nhs. UK, 2021). However, within an employee survey, it has been found the work culture within the Royal Free Hospital comprises bullying and discrimination and that leaders pressurise to work more for better outcomes. According to the view of Österman and Boström (2022), workplace harassment and bullying can lead to poor engagement within the work, and thus, overall productivity also declines, and thus, higher development in business is failed to be achieved. Employees have highlighted that senior staff generally bully their subordinates in terms of gender and thus, equal working opportunities are not provided to them. 
On the other hand, about 34% of the employees belonging to black and ethnic groups have felt bullied and harassed by the other staff (Volpe, 2020). From this discussion, it is understood that the management is ineffective and politically biassed which highlights that they have failed to generate a positive working environment and finally overall conditions have deteriorated further. In addition to that, more than 17.2% of employees within Royal Free Hospital have attributed that they have been bullied and abused by their senior managers resulting in poor productivity and ineffective involvement in the work (Volpe, 2020). The employees have reported that they have felt intimidated by such behaviours and their work quality also has declined excessively. As cited by Kronberg (2020), the gender pay gap also implies poor involvement in work and overall development becomes difficult to acquire. 
The gender pay gap has increased eventually from 28.11% in the year 2017 to 31.44% in the year 2018 which implies that overall development can be attributed eventually (Royalfree.NHS.uk, 2022). From this discussion, the employees have failed to meet their overall tenacity and overall development within the work has declined eventually. In this context, the employees have been affected because their productivity has decreased which implies that patient care and safety also get compromised gradually (Royalfree.NHS.uk, 2022). 
[image: Recruitment Employee Fishbone Diagram Template]
Figure 2: Fish Bone Diagram 
(Source: Researchgate.com)
[bookmark: _heading=h.1t3h5sf]SWOT analysis of Royal Free Hospital 
	Strengths 
· Improved patient care because of the available records helps doctors to make faster and more informed decisions further (Royalfree.NHS.UK, 2022).
· Operations are also efficient because the activities are automated and information duplication has declined (Bhaduri, 2021). 
· Clinical systems, patient data, and billing also have been improved eventually. 
	Weaknesses 
· Lack of adaptation among the employees 
· The management is also ineffective and biassed (Royalfree.NHS.uk, 2022)
· However, the system integration has declined the operations productively. 

	Opportunities 
· The healthcare centre can integrate business expansion in different countries and overall operations are improved. 
· Effective communication can be attributed so that continuous improvements are attributed eventually. 
	Threats 
· Chances of human attrition are high due to the failure of human resource policies (Royalfree.NHS.uk, 2022)
· Lack of productivity among the employees generally decreases the overall development to serve the patients 
· High-cost integration and complexities generally result in poor development eventually. 


Table 2: SWOT Analysis
(Source: Self-Developed)
[bookmark: _heading=h.4d34og8]Alternative Solutions 
There are different solutions for maintaining the staff properly and higher productivity within the work can be attributed finally. As has been determined, there are different types of solutions so that overall establishment can be attributed. In the words of Hamadamin and Atan (2019), effective communication between employees with their managers must be attributed which implies that share of information is eventually attributed. Faster decision-making can be possible and higher efficiency within the work can be apprehended. As has been determined, proper training can be attributed which highlights that actively listening can be generated further and overall development can be illustrated. 
On the other hand, managers need to have higher acceptance so that they can treat everyone equally and bullying and discrimination can be easily eliminated (Hamouche, 2021). At Royal Free Hospital, women employees are still observed to acquire lesser payments when compared to men (Volpe, 2020). In this regard, it is understood that the gender pay gap must be bridged by this organisation so that better performance can be manifested and maximum work efficiency is rather confirmed. Moreover, this organisation has to incorporate the Equal Pay Act 1963 so that all the employees are paid payments equally and there should be no discrimination in terms of gender, sexual orientation, race, and colour. Some of the other strategies associated with meeting the gender pay gap include promoting pay transparency, work-life balance also needs to be improved and paid family and medical leave should also be included (Blau and Kahn, 2020). 
[bookmark: _heading=h.2s8eyo1]Application of PMI tool to evaluate the most appropriate option
	Decision 
	Plus 
	Minus 
	Interesting 

	Royal Free Hospital needs to provide equal payments to the employees and provide equal opportunities (Kronberg, 2020). 
	After receiving equal working opportunities, productivity within the work can be improved eventually. 
	This hospital will have to try to work harder to generate better revenues to increase the payments of their employees. 
	Gradually, the efficiency of the workers will increase, and finally, the company's outcomes will be improved. 

	There should be fixed working time for the employees so that they are not engaged for extra long hours. 
	Moreover, flexible work timings can be offered to the employees when they are sick or in case of other emergencies. 
	But meeting the patients' demands will be negatively affected for that shifting work hours should be there and finally work efficiency is also improved. 
	Employees will be more influenced in working effectively and automatically performance will be improved eventually. 

	All the employees have to be respected and valued without any discrimination. 
	No one should be bullied, abused, or harassed. 
	The organisation will require higher acceptance and overall development can be attributed. 
	This will create a safe working environment for all the employees and higher productivity will be generated. 


Table 3: PMI Tools
(Source: Self-Developed)
[bookmark: _heading=h.17dp8vu]SMART Plan for implementing the solution 
	SMART 
	Goals 
	How it helps 
	How to Implement 
	Time Frame 

	Specific
	To eradicate discrimination in terms of gender and race from the workplace. 
	Employees will feel involved in the work and productivity will be increased
	All the employees will be given equal working opportunities
	3 months 

	Measurable 
	To apprehend the pay gap existing within the organisation
	This will increase the job satisfaction 
	Monitoring the employees’ performance can be an effective idea
	3 months 

	Achievable 
	All the senior managers associated with bullying and harassment need to be punished 
	This will create a safe working atmosphere 
	360-degree feedback can be obtained
	3 months 

	Realistic 
	To offer all the employees effective projects 
	This will increase their engagement 
	Employees should be given chance to communicate and take care of the patients
	6 months 

	Time-bound 
	The working time must be set up 
	This will decrease the workload
	Increased efficiency among the employees 
	3 months 


Table 4: SMART Plan
(Source: Self-Developed)
[bookmark: _heading=h.3rdcrjn]Communication Plan with the stakeholders
As has been determined, in Royal Free Hospital the stakeholders interacted using calls, emails, and text messages. Moreover, recruitment is often done using the official website for the acquisition of faster outcomes (Royalfree.NHS.UK, 2022). They are also present on different social media platforms such as Facebook, Instagram, and LinkedIn which implies that stakeholders stay connected with them. However, department lunch and dinner can be arranged by the HR teams so that better communication is attributed and maximum development is acquired. 
[bookmark: _heading=h.26in1rg]Monitoring and Review Techniques 
Implementation of these plans regarding better satisfaction among the employees can be done only by monitoring the performances of the employees and overall development can be attributed. Computer monitoring can be used so that feedback is evaluated and proper ideas are also presented to them simultaneously (Fan et al. 2021). In addition to that, 360-degree feedback can also be used to observe if the satisfaction level among the employees has increased then "Post Implementation Review" technique can be used for analysing the objectives are met by the organisation so that maximum development in maintaining the efficiency of the employees is done or not. 
[bookmark: _heading=h.lnxbz9]Conclusion
Based on the above discussion, it is understood that dissatisfaction among employees increases when there are unequal work opportunities and pay gaps. Moreover, discrimination also leads to higher unproductivity within work. 27% of the workers have cited that they want to increase their level of job satisfaction and overall development within work can be attributed. The Royal Free Hospital has a poor reputation regarding maintaining employees as harassment, bullying and discrimination are very common. From this discussion, it is understood that leaders also have to regularly acquire feedback from the employees so that their workplace issues can be improved. 
[bookmark: _heading=h.35nkun2]
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