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[bookmark: _Toc110589597]Introduction 
Problem-solving and decision making is potential skill that facilitates dealing with complex problems and finding the most effective solution. This presentation aims to discuss the staff shortage problem of NHS trust and develop different strategies for solving the problems including PESTLE analysis and Fishbone diagram analysis. 

























[bookmark: _Toc110589598]Discussion of the problem 
The case study indicates that the NHS trust hospitals are facing an acute shortage of health and social care workers. As a result, providing care to the patients becomes difficult enough with the existing manpower. According to a report, there are 100,000 existing vacancies available in the NHS. The vacancies include all types of health and social care workers including doctors, nurses, cleaners, coordinators etc. Nurses, who are directly engaged with the health and social care of the parents, are on top of scarcity. There are around 41000 vacancies for nurses in the NHS trust hospitals. On the other hand, the supply of nurses and other social care staff is limited. The pipeline has been supplied so that the existing vacancies can be filled. Due to Brexit, a large number of EU nurses and other health care staff had left the job which created further complexity. Every year, the number of nurses joining the NHS is lower than the number of nurses leaving the jobs. The internal work environment and organisational culture are also responsible for higher employee turnover in the NHS trust. For example, the nurses had to work considering significant health risk but the compensation paid to them are low compared to other sectors. Moreover, the career growth and workplace environment are not favourable for the staff leadingding them to leave their job and switch to another sector. 
[bookmark: _Toc110589599]PESTLE analysis 
PESTLE analysis considers the external environment of any problem that impacts it. It includes the analysis of political, economic, social, technological, legal and environmental factors. They are discussed in the following- 
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Figure: PESTLE analysis
Source: Author
Political factors: Internal political environment, government policies etc. impact the higher employee turnover from NHS (Smith, 2018). For example, when the government declares higher career growth potential, higher compensation and reward for the health workers, it increases job satisfaction and eliminates switching. 
Economic factors: In gloomy economic conditions, the employees wish to switch to the sector which provides them with the highest compensation. As a result, over the fluctuation of the exchange rate, higher inflation and overall downturn of the economy are expanding the complexity of the problem. 
Social factors: Social need, social stability and investment in health and social care impact staff retention. Social recognition, lifestyle, and mind-set of the worker plays a pivotal role in this respect. 
Technological factors: The technological innovation, emergence of new technology and technological adaptability in health and social care impact employee turnover. Technologies make the duty easy, comfortable and errorless (Akman, 2020). For example, the weight lifting equipment implementation in the NHS eliminates the efforts of health and social care which improves the job satisfaction of health care workers. 
Legal factors: Existing employment law, health care law etc. also improve the job satisfaction of health and social care staff. When they are valued and their rights are protected from top to bottom, they are more interested in the sector (Mohamed Ali and Sayed Mohamed, 2021). At present, the employment condition is not better enough to draw the attention of more people to come and develop a career in the health and social care sector. Higher work shifts, lack of accommodation facilities, lack of incentives and career growth are working as a barrier. 
Environmental factors: Climate change, weather conditions, and regulations to protect the environment also impact job turnover. For example, working for a long shift wearing a fixed apron under doggy heat becomes difficult for many health and social care workers. On the other hand, some believe that medical waste pollutes the environment.  
[bookmark: _Toc110589600]Fishbone diagram analysis 
The Fishbone diagram analysis analyses the root causes of any problem and the sub-causes that make the problem complex further. The fishbone analysis of the staff shortage problem has identified root causes and several supporting causes. They are explained in the following- 
External environment: The adverse external environment is playing a vital role in higher staff shortage. The economy is showing a downturn with higher inflation and a volatile exchange rate (Devaney and Outhwaite, 2018). As a result, employees now switching to the sector that offers higher pay. On the other hand, the Brexit issue also reduced the number of NHS trusts as many EU nurses left their jobs and back. 
Job environment: The existing job environment and organisational culture are also responsible for the existing staff shortage. The compensation paid to the NHS staff is lower compared to many other sectors, the organisational culture is not favourable for new staff, lack of support, and poor career management in the sector reduces job satisfaction of many staff (Olubummo, 2017). 
Lack of supply: The number of health and social care staff supplied through the pipeline is at the minimum stage now. Again, lack of training, lack of accountability, and higher bureaucracy is worsening the problem. 
Professional risk: The Professional risk associated with the risk of infection, poor transparency, lack of effective management, and unethical practices often loosens the confidence of staff in the sector. Therefore, the turnover rate is higher on one side and the lack of interest to work in this sector is low on the other side. 
[bookmark: _Toc110589601]Alternative solutions to the problem
To resolve the problem, the authority can consider different alternative solutions and select one or more for implementation. However, alternative solutions are discussed later. 
Increasing job satisfaction of the staff: The NHS can adopt strategies to increase the job satisfaction of the staff working in the organisation. For this purpose, they can provide them with special incentives, risk-based incentives and bonuses, rewards and recognition for good work etc. They will enable the staff to believe them as an asset of the organisation.  
Changing organisational culture: The existing organisational culture should be changed for higher staff retention. Corporate bullying, and harassment, should be eliminated and value-based organisational culture should be implemented.  
Revising pay scale: The authority should revise the pay scale of the health and social care staff (Smith, 2018). They will be adjusted to the existing economy and market condition so that they can accommodate their income with living. They should be offered a competitive compensation package. 
Providing training and development: The staff should be provided with training and development as it enhances their capabilities and job satisfaction. On the other hand, a number of candidates supplied through the pipeline should be increased. The authority can adopt a special campaign to recruit more nurses. 
Outsourcing healthcare staff from abroad: The authority can adopt a plan to outsource health and social care workers from abroad (Akman, 2020). For this purpose, the visa processing can be eased for the outsourced staff. They can be offered prestigious recognition and career growth opportunities.  
[bookmark: _Toc110589602]Selected solution and implementation plan
However, from the alternative solutions, increasing job satisfaction and revising the pay scale seem to be more effective. For the implementation of the solution, the following plan can be adopted. 
Creating a project team: A project team should be developed for implementing the plan. The team can be composed of managers, experts or experienced staff. The team should be developed and informed about the complexity of the problem. 
Analysing existing condition: The team analyse the existing situation, what is causing gross job dissatisfaction, why the staff are mostly switching, what can improve the situation etc. For example, the pay scale is lower compared to another sector. Again, no incentives, awards or recognition is practised which creates monotony. The team should address the issues.
Identifying improvement: In this stage, the team will identify a possible solutions and recommend the authority to implement them. For example, the team can recommend a rise in the pay scale, implementation of incentives and rewards for good work, a culture of recognition etc. 
Implementation: Finally, the authority will implement the recommendation for improving the existing crisis. Before, implementation, the authority can analyse the feasibility of the solutions and recommend action.  
[bookmark: _Toc110589603]Success indicators to measure the success
The success indicators to measure success may include a lower staff turnover rate, higher job satisfaction among the staff etc. The project aims to ensure 90% of vacancies to fill up within the next year and 100% in the next 2 years. The project can be stated as successful if the objective can be achieved. 


[bookmark: _Toc110589604]Conclusion 
To conclude, the NHS trust hospitals are facing a severe shortage of health care staff. Different internal and external reasons are responsible for worsening the complexity. In this presentation, different alternative solutions have been prescribed. 


[bookmark: _Toc110589605]References 
Akman, M., 2020. Health Care Industry PESTLE Analysis. Ante Portas - Studia nad bezpieczeństwem, 1(14)/2020(1(14)/2020), pp.93-102.
Devaney, A. and Outhwaite, H., 2017. Learning resource needs of UK NHS support staff. Health Information &amp; Libraries Journal, 22(4), pp.253-261.
Mohamed Ali, N. and Sayed Mohamed, H., 2021. Correlation between Workplace Violence, Work Stress, and Job Satisfaction among psychiatric Nursing staff. Egyptian Journal of Health Care, 12(4), pp.1713-1730.
Olubummo, C., 2017. Job Satisfaction among Hospital Staff and Agency-Employed Nurses. Nursing &amp; Primary Care, 1(5), pp.1-7.
Smith, A., 2018. Shortage of community staff hits acute services. Primary Health Care, 28(4), pp.7-7.




image1.png
Political factors

Internal politics
Global Pandemics

Brexit issue

Technological factors

Technological emergence
Technological adaptabitity

Investment in technology

Economic factors
o Exchangerate
o Inflationzate
«  Economic
downtum

Legal factors
+ Employment faw
o Healthcare

segulation

Social factors
o Socialneed
o Investment in healthcare
o Social stabitity

Environmental factors
o Climate change
o Weather conditions
o Envionment
regulations




