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Professionals’ turnover because of the heavy workload

Introduction
This is an academic report in which I will evaluate and describe the most common related health and social care problems however, I will focus on only one problem in the sector. I will discuss, define and analyse the challenges in the health care sector and how they impact all participants and stakeholders. Using the Fishbone Analysis (see appendix 1) I will demonstrate and identify the reasons for the problem. Later on, I will also present different techniques and solutions on how to resolve the problem.
First of all, health care can be described as the looking after and improving of someone’s health with the help of medical treatment and discovery of diseases and disabilities. Health care is usually provided for physical illnesses, however, it can also be provided for people that are mentally deficient. Healthcare services are delivered by healthcare professionals and employees that work in the health department. This is extremely beneficial because it shows how healthcare is inclusive and accessible to people with all illnesses. (National Health Service, 2021).
Secondly, social care can be portrayed as the treatment or assistance that is given to children and adults of all ages. It is used for giving out emotional and physical aid to keep and shield them. Social care is mostly needed for people that are living in destitution or that are struggling with mental health issues. (Elliott, 2016).
With this in mind, we can see that the population is very reliant on health and social care to support and provide assistance for them. 
Nowadays, the Health Care Sector is facing various challenges and problems. Some of the most common are: funding and finance, workforce and intensive workloads, long waiting times for diagnoses and treatment, lack of staff, mental burnout and the stressful circumstances of the staff. (Care Quality Commission, 2020). These are only some of the main issues. One of the biggest challenges faced by the Health Care Sector and NHS is the heavy workload and pressure among the healthcare professionals, especially during the Covid-19 pandemic. However, they have always been overworked and overloaded even before Covid-19. This has caused short staff and turnover which inevitably affected the quality of the service. 



Overview of the healthcare problems
Regardless of the work atmosphere, employees ensure to work effectively whilst their performances are at the peak. Having an adequate work environment is very crucial especially for healthcare organisations. In addition to the problems listed above according to (Evans et al. 2018) several workplace challenges within healthcare settings currently emerging include the aspect of inadequate organisational culture, improper training of the staff, high staff turnover, heavy and unmanageable workloads and mental burnouts are the most significant ones. They have stated that the caregivers within healthcare organisations often suffer due to their overall operational process and staff autonomy. ‘Work pressures can lead to burnout; it is a combination of emotional exhaustion, depersonalisation and low personal accomplishment.’ (Evans et al. 2018).
On the other hand, the persistence of effective training facilities for the caregivers' aid in enhancing the organisational staff efficiency and productivity. Productive training helps healthcare professionals to boost their efficiency. (Businessballs, 2021). This also enhances the organisational efficiency of staff retention within healthcare settings. However, the authors have also argued that most healthcare organisations including public and private entities often fail to attain adequate staff training objectives and consequently results in inadequate staff performance. This elevates the likelihood of turnover within healthcare organisations along with causing disruptive health outcomes for service users. 
In 2019 the Royal College of Nursing conducted a survey about how nurses are stretched to their breaking point. The main focus of the survey was ‘working patterns and workload; pay and additional work; the nature of work, and respondents’ views about nursing; physical and verbal abuse and bullying; and education and training.’ (Royal College of Nursing, 2019). From the results it is shown that 61% of the nursing staff across the UK cannot provide the care that they would like because they have to work under heavy workloads. Around 75% of the participants think that they are underpaid for the amount of stress and violence that they have to face daily from patients and their families. Whereas only 25% believe that their pay is appropriate for the aid that they provide. Some of the partakers in the survey stated that they are forced to do jobs that they are not qualified for causing them to have an enormous amount of stress. This is most commonly seen in healthcare assistance having to do the job of registered nurses.


Definition and discussion about the professionals’ turnover in health and social care sector
 In the workplace we are facing various situations and problems. Problem can be defined as ‘a question, situation or person that we have to deal with and find solution or consideration’. (Ziegenfuss, 2001. p.7). With this in mind one of the biggest problems in the health and social care sector is professionals’ turnover because of the heavy workload. They are constantly faced with various stressful and problematic situations, however this past year they have been challenged by the Covid-19 pandemic which caused them to have an immense amount of stress. Nyashanu et al. (2020), pointed out that the front line workers especially experience the most severe workloads within a healthcare setting where the staff is often required to facilitate care services to numerous service users simultaneously. Such service delivery practices among the medical staff often cause high strain and stress among the healthcare professionals. As a consequence of such intensive workload upon the health professionals often adversely influences their employability morale and entails the intention of leaving their jobs. 
The increased turnover of the staff thereafter catalyses the workload upon the working healthcare professionals within a healthcare setting. This also leads to mental burnouts among the medical staff whilst working as a part of a healthcare setting. Mental burnouts including exhaustion, high stress, and anxiety have been recognised as the outcome of overworking staff. (Evans et al. 2018). This also negatively influences the performance levels of the healthcare professionals where the service users also get affected due to high work pressure imposed upon the staff. Hence, eradication of heavy work pressures within the healthcare settings is very crucial for ensuring quality service availability. However, the current pandemic scenario led by the pandemic Covid-19 has raised increased healthcare burden and subsequently elevated the workloads of the staff tremendously. 
According to (Aughterson et al. 2021) in an article about the psychosocial impact of the Covid-19 pandemic to the health and social care professionals in the UK, increased work pressure and disrupted working flexibility of the staff leads to burnout and professionals’ turnover. Hence, the adoption of adequate problem-solving approaches in such an unknown situation would be beneficial for the healthcare settings to manage the workloads in an effective manner through which healthcare professionals could ensure to deliver the most efficient services to the service users. Therefore, it can be affirmed that the mitigation of high workload oriented organisational challengers would ensure to entail the organisational performances towards the facilitation of adequate quality healthcare services which would further cater towards the derivation of effective health outcome.  
Impact of the professionals’ turnover on all stakeholders 
Based on the Stakeholder Engagement Strategy (2017), the stakeholders in the Health and Social Care sector are: 
Government regulators - NHS, CQC, etc. 
The biggest employer in England is National Health Service. (The King’s Fund, 2021). Based on research from The Health Foundation in the UK, it is calculated that hospital workforce turnover costs at least two times the salary of a current employee nurse. (The Health Foundation, 2020). This research implies that employees are the crucial and most powerful part of the workforce. Furthermore, it shows how high priced the employees’ turnover is to the government regulators and how important is the retention of the current employees.
Different organisations and institutions, and service providers such as: 
GPs, Dental practices, Opticians, Pharmacists, Charity organisations, social and housing providers, residential and nursing care providers. 
In the report by Skills for Care 2020 it is stated that 30.4% or 430,000 of the employees in the adult care sector turnover in the past year. (Skills for Care, 2020). The impact of staff turnover on all healthcare providers, institutions and organisations is negative. This is due to the employees being overworked and exploited. The practices and organisations also struggle to organise and plan their tasks effectively which causes them to experience a variety of issues. The caregivers feel guilty because they cannot provide the service and care to their best ability. The current working employees in the healthcare sector are pressured and overloaded with responsibilities.
Service users - patients and their families.
Even though staff turnover affects all the stakeholders listed above it has the most negative impact on the patients and their families. They are the main priority in the healthcare sector. The way this affects them is because of the quality of the provided service and care. Due to the staff turnover and lack of employees’ patients are emotionally impacted because of their attachment to the caregivers. They don’t receive the care that they are needed as the employees are overworked and exhausted. 




Analysis of the decision - making process in consideration of relevant legislation
Decision - making is one of the most crucial aspects for each sector and especially for the healthcare industry. It helps improve the quality of the provided health service. There are some decisions that are easier and others that are time - consuming. The decision-making process consists of the following steps (Moodle, n.d.):
· Identify the problem
· State causes and effects
· Create possible solutions
· Analyse the solutions
· Select most useful solution
· Implement the decision

[bookmark: _GoBack]Identify the problem – The main problem in the Health care sector is professionals’ turnover because of the heavy workload.
State causes and effects – There are many different causes for professionals’ turnover, however the main are: work overload, underpaid, exploited, stress and pressure. The effects are burnout and work overload. However, (Costello, et. al. 2020, pp. 74 - 81) stated in their article that there is no link between burnout levels and staff turnover. These results are based on a survey conducted in 97 care homes across England about the connection between staff turnover and burnout.
Create possible solutions – The possible solutions on how we can decrease staff turnover are by increasing the salaries, implementing technologies to facilitate the work and hiring extra staff to decrease work overload on the staff.
Analyse the solutions – All solutions have to obey the government legislations. Each practice and institution in the healthcare sector are under control of the changing legislations.
‘The primary piece of legislation that covers occupational health and safety in Great Britain is The Health and Safety at Work etc Act 1974’. This legislation includes all the employees and employers in Great Britain. (Health and Safety Executive, n.d.). As professionals, we are responsible for ourselves and others in the workplace and this legislation defines what our legal responsibilities and duties are. Another government legislation related to and affected Health and social care sectors is Mental Capacity Act 1983. (National Care Association, 2009) and Health and Social Care Act 2012. (Department of Health and Social Care, 2012). They include and affect each professional that works in the Health and social care sector. 
Select most useful solution – The most useful solution is to hire extra staff to decrease the tension and strain on current employees. This will retain and persuade them into the health care sector.
Implement the decision – The problem is extremely serious this is why the solution should be a combination of all solutions listed above. 

Alternative solutions
The main reasons for staff turnover are heavy workload and low salary. This causes the employees to feel unmotivated and unsatisfied. Based on the result from a report about UK Doctor’s salary 2021 it has been shown that doctors salaries have decreased in the last year by around £10 000 contrasting to their salaries in 2018.
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The average salary for a care assistant in 2020 is £16K - £18K per year. (Farrah, 2021). This payment is not enough for their hard work and this causes staff turnover. The caregivers feel that their work is not appreciated because of their low salary. A realistic solution is the salaries to all employees in the healthcare sector to be increased. This will affect positively to their work performance, motivation and satisfaction. 
Heavy workload is the other cause of staff turnover. A survey conducted in 2019 by the NHS showed that every two out of five employees felt pressurised due to the straining atmosphere in the workplace. (The King’s Fund, 2021). This can be adjusted by hiring more staff and by adding more shifts. This will be beneficial because it will spread out the workload evenly on all employees. It will improve work efficiency and decrease the work pressure and overload on individual employees. The National Health Service recruits over 5000 nurses a year from abroad. (The King’s Fund, 2021). But this year there have been many complications due to the restrictions of the Covid-19 pandemic and Brexit. 
Another solution is by investing in technologies. Implementing different technologies could decrease the workload of the healthcare professionals. The NHS Institute for innovation and improvement 2007 described how implementing an ICT monitoring system can be beneficial and helpful for patients’ treatment. Their diagnostic and treatment can be done remotely with direct access to their medical history. The ICT system can predict and identify different medical errors which is very beneficial for healthcare sector. The ICT system helps to collect information and makes it easier to diagnose patients. This will deliver proper insight about the way workloads could be diversified within the organisational members so that the probability of high work pressure allotment upon the healthcare staff could be mitigated in an effective manner. This will save time and resources in the health care sector.
Imison, C. et. al. (2016) pointed out and described in a report about the Benefits of digital healthcare, how the implementation of ICT ensures to involve a lower number of staffs for managing the patients. It allows the healthcare professionals to remotely access and cares for the patients by engaging a minimum number of healthcare professionals It is one of the strategic initiatives that can be taken for lowering the extra workload from the healthcare professionals that leads to mental burnout. Conducting training and development programs can also aid in improving the skills of the healthcare professions. It is also beneficial of managing the extra workload. Adequate training and development ensure to enhance the skills of the employees which can be used for managing the extra work pressure in another way. The healthcare staff has to be educated to use technologies because this will help to complete the work in the most effective way. It is also a good practice to have experienced staff who have the knowledge of dealing with the technologies. Recruiting an adequate number of employees can also help in lowering the extra work pressure from the staff in the healthcare sector.
Retention is another solution to avoid staff turnover. Experienced employees have the knowledge of how to deal with deadlines and they prefer to choose the easiest way to get the job done, they use to handle critical situations with their experience which is much beneficial for managing the extra work pressure in the healthcare sectors. (Buchan, 2019) stated in a report about The Health Foundation 2019, that experienced employees have the knowledge of how to deal with deadlines and they prefer to choose the easiest way to get the job done, they use to handle critical situations with their experience which is much beneficial for managing the extra work pressure in the healthcare sectors. Training and development contribute to enhance employee retention, productivity and job satisfaction. It is also crucial at the time of implementing new policies and equipment. Dedicated learning is another great method to be introduced, as it helps in supporting improved patient care, ensures career development. That’s why is very important to keep the current employees in the sector. 

Assessing of relevant monitoring and reviewing technique for an effective implication of the solution
As it is seen from the Fishbone diagram (see appendix 1), the reasons for the professionals’ turnover are: intense work environment, low salary, dissatisfaction, inexperienced management, various situational or personal factors.
The work stress affects the healthcare professional physically impacts the employees’ job performance. There are a few effective strategies to reduce the work stress from the healthcare staffs (Skills for Care, n.d.)
Develop a positive workplace culture
People have been spending one-third of their lives at work which is eventually higher for the healthcare professionals as they spend much more than that. A positive workplace can reduce the mental work pressure of the employees. The upper-level management must have a proactive approach to this. Free buffet to the staffs could be a great way to promote a positive workplace environment. Apart from that, encouraging collaborative work could be a great way to create a positive work culture in the workplace. The policies of the workplace should be in the favour of employees so that they feel comfortable within the workplace even though the workload is high. It will also help in boosting up the motivation level of employees. (Skills for Care, n.d.)
Healthy habits at work
Based on research for Health and wellbeing at work 2021, healthy habits in the workplace are an effective way to reduce work stress with organisations. Engaging the staffs in different activities such as yoga and meditation is one of the effective ways to keep the employees motivated because yoga helps about the physical relaxation while meditation helps with mental relaxation. (Simply Health, 2021).

Rewards and bonuses
Financial backup and rewards especially during these hard times are the best way to show appreciation and gratitude to your staff. This reduces the dissatisfaction of employees and increases their motivation. Showing appreciation for their effort and hard work reduces the professionals’ turnover.
Healthcare professionals that are satisfied and appreciated by their employers have a higher probability of staying at their current work. (Fond, 2020) This is a win – win strategy, because the experienced employees do not need additional training and this saves money, time and resources for the employers.




Conclusion
It can be concluded that heavy workload is the major issue for the professionals’ turnover in the health and social care sector. The work pressure and stress are very high. This leads to mental burnouts of the employees. With all the evidence listed above it is shown that the heavy workload of the professionals is the most significant issue. With all the solutions that were provided the staff turnover can be reduced, which will save costs, will increase the productivity, motivation, and satisfaction of the current employees in the healthcare sector. This will affect positively to the service users. 
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