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Abstract
Proper Care UK an adult social care provider is currently experiencing staff shortages. This report will have a detailed analysis and recommendations on how the levels of staff can be increased, ensuring the success and survival of Proper Care UK.






















Introduction
Problem solving and decision-making are vital to the success of a business. It is essential that each business and organisation take due care when implementing decision's that could influence its survival. 
According to asq.org (2021) problem solving and decision making has a four-stage process. Upon identifying a problem, it should also be defined, with the diagnosis of what the situation is and the possible impact. Reviewing documentation and communicating with employees can help define what the problem is. Ideas should then be generated via brainstorming with experts in the same field which is the second stage leading to the next stage. Several solutions should be found which can then be evaluated and the most appropriate solution be selected, the solution should fit the organisation and should be within their means. Once this has been completed implementation and following up should be the next and final stage. 
Those in managerial roles should be attentive in all stages of problem solving this ensures that they are fully aware of what the situation is and what is being done to rectify it, they should help facilitate all the necessary changes during the implementation stage. They should be prepared to make appropriate decision's that can only have a positive effect upon the business or organisation.

Proper Care UK
Proper Care UK, an adult care provider, is currently having substantial staffing issues. They are struggling to fill vacant employment positions and these staffing issues are having serious consequences for staff, patients, and residents. In recent years the social care sector has become seriously under pressure with regards to staffing issues with 1.1 million FTE jobs being currently vacant. According to the Beech et al (2019) the NHS is also facing the same issue with one in eight posts for nurses being vacant.
Brexit according to Miele (2021) has caused a mass exodus of help an adult social care staff. Bancroft (2021) reported that as post Brexit immigration takes effect, job vacancies for care home staff in the sector have increased by roughly 80%. For Proper Care UK to ensure its survival they must take necessary steps to avoid collapse. 
In this report there will be several tools that have been used to analyse Proper Care UK, these will help define the scope and impact of the problem. A detailed PESTEL analysis, a fishbone analysis, PMI analysis, finally a plan for implementing a solution, monitoring, and reviewing the process. With the recommendations provided Proper Care UK can move towards filling the gaps in vacancies. 
Scope
Health and adult social care organisations around the world are affected with staff so shortages. Palmer and Rolewicz (2022) suggested that the most common reasons cited for leaving the NHS and social care are relocation and retirement. However, the number of people indicating work-life balance, and health as reasons to quit has significantly increased in the previous decade. 
This is a long-term issue; Bush (2019) reports that Brexit is perhaps the most contentious issue in modern UK. The UK's choice to exit the European Union has had far-reaching ramifications for society, including institutions such as the NHS. Research by Bush (2019) on how Brexit has affected social care has found that the problem of staffing is severe. A large number of healthcare professionals from European nations, have suffered as Brexit leads in harsher or less attractive living circumstances for foreigners.  
The healthcare industry worldwide, projected by the WHO (2022), will need 15 million professionals.
Figure 1 – Staff leaving post Brexit
[image: The long goodbye? Exploring rates of staff leaving the NHS and social care  | The Nuffield Trust]
Palmer and Rolewicz (2022)
Impact
it has been reported by James (2022) that a deterioration in care quality has occurred due to staffing issues. Residents are being left in their beds for prolonged periods of time and not being provided with the care they deserve, leading to other physical and mental health issues. With care being rushed due to low staffing levels end of life care is also insufficient. This leads to a safety issue not only for residents but also for staff. 
McAnea (2021) reported that the social care sector is currently facing a crisis and the industry is on the brink of collapse. Care workers are departing in vast numbers, fatigued from dealing with the pandemic, exhausted from covering understaffed shifts, and fed up with low wages. This is nothing short of a catastrophe for families concerned about their loved ones' care, and companies anxious about their ability to stay open. The care sector is desperate for personnel.
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PESTEL Analysis
A PESTEL analysis is a strategic framework that is often used to examine external factors that affect an organisation. The PESTEL Analysis below has factors affecting Proper Care UK. These factors are hindering the process of filling vacant positions within the organisation. 
Figure 2 PESTEL Analysis
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According to Marangozov, Williams and Bevan (2016), the NHS and the social care industry relies heavily on EU/EEA nurses while servicing an ageing population have been impacted severely by labour shortages due to Brexit. Brexit has led to visa restrictions and policies from the Government to restrict employment from abroad, leading to a shortage in adult social and healthcare staff. 
Economic factors impact Proper Care UK due to the funding available to Social Care. Local governments  budgets have increased for social care, however according to data analysis conducted by  Borrett (2022) of Sky News, social care has been seriously underfunded. 
Social factors affecting Proper Care UK such as the covid pandemic, population growth rate, an ageing population and the birth and death rates have caused a strain upon healthcare professionals. 
Technological factors such as lack of innovation and obsolete infrastructure have caused professionals to move away from the current healthcare system to countries where there is more advancement . Hunt et al (2021) reported that inadequate technologies also contributed to the burnout of social care staff.
Environmental policies have prevented the building of new facilities, with urban and rural restrictions in place by local governments, this has hindered Proper Care UK as they cannot expand their business.
Legal aspects such as health and safety laws, including those that were enforced during the pandemic have also affected Proper Care UK. The law required healthcare staff to be vaccinated and didn’t allow for unvaccinated staff to be employed. This caused an exodus of staff who chose not to have the vaccine, and therefore Proper Care UK had limited staff availability.
The PESTEL analysis has shown that there are many external factors affecting Proper Care UKs ability to fill vacancies.






Fishbone Analysis
A Fishbone diagram is used to find out the effect, which is the problem, and then the cause, which is the factors. This is useful as it allows organisations to work backwards in eliminating the issues that have led up to the problem and can help find the underlying causes of staff shortages in Proper Care UK.
The analysis below shows four main cause factors, with sub factors branching off.
People 
Limited capacity of educational facilities has caused a shortage in healthcare staff getting qualified, this has led to lack of education amongst the population. An ageing population has also put a strain on the social care sector (Ferguson and Belloni 2019). 
Funding
Lack of funding from the government has contributed to staff shortages. Healthcare staff are over worked leading many to burnout and leave. This funding has led to local councils spending less on social care (Roberts, 2022). Bursaries for students have also been cut by the government which has limited the number of students applying for courses in healthcare. 
Government Policy
Policies that the government have enacted have caused pressure on Proper Care UK. Brexit visa policies and visa restrictions have meant that potential employees from outside of the UK have found it difficult to apply for positions as they will need to be sponsored by employees (GOV.UK, n.d).
Lack of Motivation
Low morale, lack of motivation, and low pay has contributed to staff leaving adult social care. Gregory (2022) reported that a mass departure of healthcare staff due to low wages is imminent. 






Figure 3 Fishbone Analysis
[image: Graphical user interface, application, table

Description automatically generated]
PMI
A PMI analysis can help measure the success of a solution before implementation. 
Figure 4 – PMI – Recruit temp agency staff
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To recruit temp agency staff would leave Proper Care UK in a negative standing. Whilst it has its benefits such as being a faster hiring process, allowing the temporary recruitment of specialist staff and not having to permanently employ staff during busy periods, there are downsides. The negatives can include staff leaving without notice, lack of availability and the employer doesn’t have control of his brand. Teamwork is not guaranteed with agency staff, there are high costs involved and agency can also affect a company’s reputation. With a score of -7 this makes it unsuitable for Proper Care UK.

Figure 4 – PMI Focus on staff retention
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To focus on staff retention means that Proper Care UK would benefit from staff not leaving and they wouldn’t require training and time would be saved on external recruitment. However, staff may negotiate a new costly contract, and underperform. They would also have to invest in other training courses, may have a low output concerning performance and be left with extra costs to cover. With a score of -12, this solution is also not suitable for Proper Care UK. 

Figure 5 – PMI Expand search for new staff
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Expanding the search can have a variety of positives, which outweigh the negatives. This can help find staff that have a wide range of skills and have innovative ideas which once implemented can save time, it will also ensure cultural expansion. The new employees may need to have their accreditations updated and there may be costs involved, which is a minor issue. This solution can have a positive effect on Proper Care and should be implemented.
Plan Development 
Expanding the search for staff is a solution to the current staff shortage issue at Proper Care UK. A detailed plan should be in place prior to any progression, this ensures that the targets are clear and can be used to check that targets are being met (Rakar, Zorzut, and Jovan 2004).
Surveys distributed amongst current staff can assist human resources in the search for new employees. Current staff have a good understanding of where the shortfalls lie and the information they hold, can be beneficial in creating a plan. 
Taking steps to widen the search internationally by partnering with job agencies and training centres across the world, can direct potential employees to Proper Care UK. They will have better knowledge and understanding of where the potential employees can be found and how best to advertise. 
A dedicated full time human resources team should be in place who will communicate with the external organisations to monitor progression of advertising. The estimated time that this task could take is up to six months. A reasonable budget should be in place prior to progression of the plan. The human resource manager and Proper Care UK manager should work together to ensure that the task at hand is completed efficiently and promptly.
Monitoring and Evaluation
A weekly scheduled update should be discussed between the two managers. This is to check if everything is going to plan. If there are any changes that need to be made, this is possible as the timeframe between meetings is short. 
Resources should be investigated to check that they are sufficient for the task ahead. The human resources team should be prompt with their evaluation of potential staff, processing applications and interviewing in a timely matter can save time and have less of a monetary impact on the budget. According to Jensen (2002) budgeting relates to the performance and success of a task. 

Key Performance Indicators
The success of the plan can be interpreted by the employment of new staff and ratio of staff to patient will have increased. Success can be measured by how many qualified candidates apply and succeed for positions that have been advertised. 
Indicators such as the suitability of potential employees that the external organisations introduced, the length of time it took for candidates to be found, and the cost per hire are all measures of success. 
The success will also be measured by the satisfaction of current employees who will have less duties to perform as more new staff will be employed. Patients will have more dedicated staff around them. Levels of staff can be compared and measured against data from prior to the implementation of the plan, Haque (2018) reported that comparison of data can help measure the success of the plan.
Conclusion 
Proper Care UK can once again be successful by using problem solving and decision making in all aspects of their business. The current crisis they face of staff shortages is not just affecting them, but the issue is worldwide as reported by the World Health Organisation (2021). Taking necessary steps to ensure their survival is crucial. By using several tools for analysis, implementing, monitoring, and reviewing a plan, they can use the data collected to widen the search for new staff. Proper Care UK should be attentive when implementing a plan and should be ready to take necessary steps to ensure its success. 
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