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Discussion on the nature and impact of the complex problem on employees and their organizations
The key concern for the English NHS is staffing. Patient care and employee satisfaction are already being negatively impacted by workforce shortages. To prevent a vicious cycle of escalating shortages and deteriorating quality, immediate action is now necessary. 
It is extremely difficult for the NHS and Adult Healthace to find and retain nurse staff because of the high turnover which increases costs, depresses morale, and might affect patient care, but also because the administration of appropriate care is making an effort to solve the situation, but the problems are complex and progress is slow.
More than a third of patients struggle to get an appointment when they need one, according to the most recent GP Patient Survey, which clearly demonstrates that patients have difficulties accessing general practise.
A major concern for nurses in training is financial difficulties.
Training attrition is a serious problem that wastes resources for the trainee, the NHS, and the tax payer. Despite efforts by policymakers to lower attrition rates, numbers have remained alarmingly high. Around one-fourth (24%) of UK nursing students who were expected to conclude their three-year degree programme in 2017 abandoned or discontinued their studies before doing so.

A PASTLE ANALYSIS OF THE MACRO-ENVIROMENTAL FACTORS
A method for determining the macro (external) influences that are affecting an organisation is known by the moniker PESTEL. Political, Economic, Social, Technological, Environmental, and Legal are represented by the letters.

Political factors
These assess the possible impact of the government and government policies on a business or sector. This would include, in addition to trade, economic, and taxation measures, political stability and policy.

Economic factors
An economic component has a direct impact on the performance of the economy, which in turn has a direct impact on the profitability of the organisation. Factors include interest rates, employment and unemployment rates, raw material costs, and currency exchange rates.

Social factors
The key considerations here are recognising new trends and the social environment. This helps a marketer better understand the needs and aspirations of clients in a social setting. Among the contributing variables include changing family demographics, educational achievement, cultural fads, attitudinal alterations, and lifestyle changes.

Technological factors
One of the technological factors is the rate of technological innovation and development that might have an influence on a market or industry. Changes in digital or mobile technology, automation, and R&D might all be influences. It is easy to focus just on digital technical improvements, but distribution, manufacturing, and logistical changes must also be considered.

Environmental factors
Environmental variables are those that are influenced by ecological conditions and their surroundings. As CSR (Corporate Sustainability Responsibility) and sustainability grow more significant, this component is becoming increasingly critical in how firms should function. Climate, recycling practises, carbon footprint, waste disposal, and sustainability are all important considerations.

Legal factors
An organisation must be familiar with the norms and regulations of the nations in which it does business. They must also be kept up to date on any changes in the legislation and how they may effect how their business is operated. Among these include employment rules, consumer laws, health and safety legislation, international trade restrictions, and other issues.

Political and legal elements might overlap, but the main distinction is that while legal considerations must be followed, political ones are guided by government policy.

It is a crucial analytical tool for every strategist's arsenal, but it has advantages and disadvantages as well.

Advantages:
 1)It may provide early warning of possible threats and opportunities. 
2)It encourages businesses to consider their operational environment. 
3)As a result of the analysis, organisations can better understand external trends.

Disadvantages
1)Because it is easy to utilise insufficient data while doing PESTLE analysis, some users oversimplify the amount of data used for judgements. 
2)The risk of acquiring additional data is "paralysis by analysis." 
3)The figures might have been obtained based on assumptions that later proved to be wrong. 
4)Because of the rapid pace of change, it is becoming increasingly difficult to foresee future developments that will have an influence on an organisation. 
5)For the treatment to be effective, it must be repeated repeatedly.
The following are the primary issues identified by the pestle analysis in the instance of the NHS:

Political:
2021, the first year the UK was able to move freely outside of the EU, witnessed a flurry of concerns about labour shortages in all areas of the economy, but particularly the NHS. 

Despite the coronavirus pandemic's severe consequences, the sectors that relied on EU workers' freedom of movement before to Brexit seem to have suffered the most. 

Many Europeans have gone back home and haven't come back because of COVID-19's closure and restrictions as well as the introduction of Brexit. Social care providers from EU nations must now apply for visas in order to work in the UK following Brexit because they are no longer automatically qualified.
It should be emphasised that the industry had a lot of manpower issues before to Brexit and was becoming more and more dependent on workers from outside the EU.

Economic:
Low-wage employees are more likely to face unemployment because low-wage employment is less secure than higher-wage employment. According to a study, people' future employment chances are directly impacted by their experiences with unemployment and poor pay. Employees who earn poor salaries may experience terrible consequences such as stress, low morale, rage, and even unemployment.

Social:
The average age of the UK population is rapidly increasing. This is a global phenomenon due to population disparities among generations. And as we get older, our health issues worsen. Diabetes and cancer are age-related diseases, thus their incidence is continually increasing. As a result, the NHS is under even greater strain, and it is now extremely difficult for the organisation to meet the growing number of patients with outstanding treatment.

The expansion of patient knowledge is another sociocultural issue that has an impact on the NHS. Patients today have a good understanding of the complexity and workings of the healthcare system. As a result, patients expect the NHS to offer the finest treatment available.

Technological:
As a result of overall technological developments in healthcare, the quality of services provided by the NHS has greatly altered. Modern equipment, such as complicated scanning systems and other tools, has become common in all UK hospitals. These technological advancements have enabled the NHS to provide high-quality, timely healthcare to all of its patients. Another benefit of technical growth is the advancement of medical education. The NHS will instantly benefit from this by having access to more qualified workers.

Legal:
Patients who are unsatisfied with the quality of care given by the NHS are increasingly filing lawsuits. A patient's family member frequently initiates legal action because they believe the medical system has treated the patient unjustly. The NHS has also had to deal with a number of similar lawsuits filed by unsatisfied patients. This is a brand-new and costly problem that the NHS must address. Furthermore, taking legal action against medical institutions is becoming increasingly common.
Fishbone diagram
A cause and effect diagram, often known as a "fishbone" diagram, can help you categorise your thoughts and discuss probable reasons of an issue. A fishbone diagram is an excellent visual depiction of cause and effect. It is a more organised technique of problem-solving brainstorming than some other tools. The problem or outcome is seen at the fish's mouth or head. Numerous cause categories, as well as potential contributing variables, are highlighted on the smaller "bones." A fishbone diagram can be effective in uncovering prospective causes for an issue that might not otherwise be examined by educating the team to look at the categories and analyse alternate possibilities.
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An evaluation of alternative solutions
The universal "offer" to employees that the NHS must make clear must include, but not be limited to, their legal rights. The specifics of this should be discussed with staff representatives and employers, but it may take the form of a "compact" that outlines expectations for staff members from the NHS regarding equal pay and opportunities, ongoing professional development, streamlining, supervision, work-life balance, and non-financial benefits, in addition to fair treatment for all employees with protected characteristics. NHS Improvement and NHS England will need to take the national lead in defining this national offer and outlining how they would assist local employers in achieving it.
The workforce implementation plan should identify successful local initiatives to combat racial harassment, exclusion, and stagnation in the NHS. It should build on WRES, use the finest local efforts as a model, and assist NHS trusts in adapting and adopting winning strategies so that all NHS organisations have detailed action plans to address racial disparities in the NHS.
Supporting employees at the beginning and conclusion of their careers, especially during transitional periods, requires more attention. This entails giving freshly qualified employees more help outside of their preceptorship and making sure there are enough senior staff members and CPD funds available. For employees who are nearing retirement, this involves providing greater flexibility and alternatives for decreased engagement, encouraging employees to stay in the NHS rather than leaving, and doing more to protect employees from outside financial shocks like those affecting pensions. Return to practise needs to be thoroughly reviewed in order to determine what works, what is feasible, and how strategies might be improved.
The national bodies ought to reaffirm their dedication to a revised set of initiatives in support of the growth of leadership and the national strategic framework. This should involve the national organisations taking concrete steps to alter their leadership styles and cultivate inclusive and compassionate leadership.
There have been several published national assessments with recommendations for leadership and culture. To help NHS employers know where to focus their attentions first, we advise the workforce implementation committee to prioritise the numerous recommendations that are already available.
The government is working to fill more GP training positions in order to solve these shortages. The forecasts indicate that even with these steps, if we exclusively rely on GP expansion, the rise in demand for primary care cannot be fulfilled.

A discussion of success indicators to gauge the efficacy of the choice
The NHS Long Term Plan acknowledges that over the past ten years, workforce growth has not kept up with the demands on the health service and that the NHS now needs a comprehensive workforce plan to address staffing shortages, improve staff working conditions, and more effectively utilise the talents and skills of the more than a million people who work in the health service.
Day-to-day financial constraints have prevented investments in the labour force during the previous ten years.
The NHS requires more funding for new hire training as well as more assistance with the growth and retention of current employees.
In all of England, primary care will need to transition to a larger team-based approach over the course of the next ten years. Closing the staffing gap and providing high-quality care depends on changing primary care to a team model, switching to training for over-supply, paying people competitive wages, and investing in all employees so that they have a fulfilling work with compensation, terms, and conditions that match modern living.
Along with NHS organisations that are prepared to be excellent employers and aid in immigration, a pleasant culture and a welcoming immigration policy are needed. Even yet, the manpower shortages will unavoidably influence and slow down the pace of change in the health services sector and the quality of care in fields like cancer and mental health.
There are no easy solutions to the labour crisis; instead, the system as a whole must take continuous, coordinated action in the areas of wage, training, retention, and job positions. The workforce has not been a policy priority, responsibility for it is fragmented nationally and locally, the information the NHS needs to understand and plan its workforce is poor, and the NHS has not invested in the leadership capability and skills needed to manage the workforce effectively. While it is possible to point to specific policy failures from the past that have contributed to the current depth of the workforce shortages, the root cause of our current problems is deeper.
A variety of steps may be performed to enhance social care recruitment and retention.

A strategy to carry out the decision to address the complicated problem
It is clear that the NHS and the care industry need to work together on workforce planning. The NHS must comprehend its place in a bigger labour market and how to cooperate with social aid rather than vie for workers. Greater local government participation in integrated care systems, sustainability and transformation partnerships, and other related initiatives might provide as a foundation for more unified workforce thinking. NHS England should assist local governments in creating workforce plans that integrate social and health care, keeping in mind the interdependencies between the two fields.
We need to be realistic about what we can do since solving the NHS's staffing issues won't happen overnight.
Over the next ten years, the government's increased financing for adult social care will be the only viable answer to the workforce issues facing the social care sector. In the 2019 Spending Review, it must provide a thorough strategy for social care spending, and over the long run, it must radically overhaul adult social care finance.

Implementing the SMART plan for solving the problem
SPECIFIC
The National Health Service's particular goals are to establish a remuneration plan that will aid the organisation in keeping current workers and luring new hires in order to grow its workforce and resolve its present staffing challenges.

MEASURABLE
As soon as the NHS allocates money to pay its personnel based on their experience, the goal may be set.

ACHIVABLE
Only if the NHS invests in the drive of its own staff members can the goal be accomplished.

RELEVANT
The goal's significance is that it will assist boost staff numbers since employees will be interested in retaining their positions or applying for jobs in the NHS if the remuneration and motivation policies urge them to do so.

TIME-BOUND
As previously said, acquiring the abilities may need extra training or experience.
"We are strengthening the health and social care workforce, with over 4,000 more physicians and 9,600 more nurses compared to last year, and over 1,400 more doctors in general practise compared to March 2019," said a spokesman for the Department of Health and Social Care.
'As we aim to meet our goal to recruit 50,000 additional nurses by 2024, we are also undertaking a £95 million recruitment drive for maternity services and investing £500 million to enhance our valued social care staff, particularly via training opportunities and new career routes,' he said.
According to several studies, the problem will be solved by 2028.
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