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[bookmark: _heading=h.gjdgxs]Introduction
Employee retention becomes a significant problem when employees quote for the high salary and other demands that are beyond the organisations’ budget. In other words, lack of recognition leads to the retention problem and recognition for the job and an employee is considered as the biggest factors in employee retention. The report aims to discuss the nature and effect of employee retention problems occurring in the workplace. Here, Bedford Hospital in the UK has been selected to find the causes and effects of this problem along with other external factors that also affect the respective problem for them. It will also offer some alternative solutions to solve the negative effect of this employee retention problem. Moreover, it will present a plan for implementing the decision and some success indicators for measuring the effectiveness of the selected solution. 
[bookmark: _heading=h.30j0zll]A discussion on nature and impact (actual and potential) of the complex problem in the workplace
Employee retention indicates the ability of organisations for retaining their employees and employee retention also leads to enabling the fulfilment of their demands and organisations to provide growth opportunities. However, some organisations deactivate the employees' part as well as their ideas in the decision-making process. In this case, the selected healthcare organisation faces employee retention problems that affect the performance, business operations and profit of their business (Kurdi and Alshurideh, 2020). For example, Bedford Hospital has faced higher staff retention problems due to long working hours and they are not willing to work in both shifts without getting any additional payment. They do not empower their responsible staff in the business operations and facilitate collaboration for making a hassle-free and conflict less working environment. The staffs are not rewarded and get success through workflows and processes. As per staff's reviews, no appraisal technique is followed by the organisation and they cannot make any decisions themselves. Higher authorities make final decisions that lead to dissatisfaction and demotivation for staff (Bedford Hospitals NHS Trust, 2021). 
According to Chaney (2019), the employees are an integral part of business organisations and organisations cannot utilise them in the right part of the business process and think for long-term resources so that they can retain their existing employees and attract new skilled employees towards their organisation. For example, Bedford hospital does not provide career development and skill development scope in the healthcare practices by which the healthcare professionals, care providers and other staff can utilise advanced interpersonal skills, technical equipment, and other technologies in the care setting. Moreover, in the critical healthcare decision, the employees are not allowed to give any ideas or opinions in the same way as to give a better care plan for patients. 
The above-discussed problem has impacts on the business operations of the respective healthcare organisation. Due to the retention problem, the respective healthcare organisation cannot offer massive services during the pandemic situation. Moreover, the employee retention problem reduces the care quality as staff focus on their demands, requirements, salary and other factors apart from the care services (Khalid and Nawab, 2018). Therefore, it affects the performance, quality and care setting of the respective healthcare organisation in the UK. For example, during Covid-19 situations, care users need 24/7 support with greater quality from care professionals. However, healthcare staffs of Bedford hospitals are demanding flexible working time, short working hours that hinders their care services and reduces care quality directly (Nhs, 2021). Therefore, Bedford should focus on these factors to meet their needs and enhance care quality for care users with better staff management. 
The successful healthcare organisations in the UK focus on their human resource for resolving and preventing the high turnover of employees. The respective healthcare organisation has identified that employee retention problems make significant impacts on patient care and quality of healthcare services. It is one of the biggest challenges for organisations to retain quality employees and healthcare professionals to offer expert care services for care users. Most of the staff in healthcare organisations does not want to work due to dissatisfied salary and they have to work in any shift and long-time by getting the same salary that cannot encourage and motivate them in working with the respective organisation (Mayende and Musenze, 2018). Therefore, employee retention issues make impacts on the performance of healthcare professionals and productivity of healthcare.
[bookmark: _heading=h.1fob9te]A research-informed cause-and-effect analysis of the complex problem
The section is going to research the main causes and effects of the retention and high employee turnover problem in the selected healthcare organisation in the UK. The causes, as well as the effects of this particular problem, are illustrated by using the Fishbone diagram that mentions the problems at the mouth of fish and each bone of fish defines the effects and causes of the respective issues. The importance of the fishbone cause-effect diagram is to help in the brainstorming for identifying possible causes and sorting the same into various categories with its effects (Loredana, 2017). In the context, the possible causes of retention problems are identified in the selected healthcare organisation that makes significant effects on their entire process, care setting and healthcare practices. The visual representation of the cause-effect of retention problem is stated below:
[image: ]
Figure 1: Fishbone Cause-effect diagram
(Source: Created by the author)
In Bedford hospital, healthcare staff need to work more and take huge work pressure as the number of patients in healthcare is increasing over time and the healthcare professionals give extra efforts to meet their demands and offer advanced care services. As per fish-bone diagram, the main causes of staff retention problems and its relevant effects can be identified by Bedford Hospital is unsupportive workplace culture. Moreover, the healthcare professionals also take huge work pressures, work for long hours and sometimes they work in both shifts that are considered as the causes of employee retention problems in healthcare. The workplace culture also acts as the influencing factors for employees that instigate them to shift their jobs as unsupportive workplace culture and management hinders their work-life balance and healthcare employees cannot manage both parts of their life with ease. Therefore, they are looking for flexible as well as fixed time limit jobs so that they can balance work and life equally. According to Almaaitahet al. (2017), in the healthcare sector, staffs also get fewer development opportunities from the management as due to huge pressure the employees also do not get time for development that affects their performance, career plan and skills required to meet the demands of patients. 
They get less salary with respect to their job pressure and schedule that dissatisfies and demotivates them to leave their job and search for a better position. Ballooned al., (2018) states, staff are getting motivated with minimum wages and huge workload in the healthcare organisations that hinder their individual performance and quality of care towards care users. Workplace conflict, differences in thoughts and fewer employee involvements affect the care quality, mindset and efficiency of care professionals. For example, during the pandemic situation, staffs of Bedford hospital give 24*7 supports however they get less support from them in terms of salary, timings and other support. According to statistics, the staff retention rates in the respective hospital is falling to 85.2% during the pandemic situation due to unstructured salary and long working hours (Cqc, 2021). 
[bookmark: _heading=h.3znysh7]An analysis of retention problem faced by Bedford hospital using PESTEL
Political: Due to Brexit, healthcare organisations cannot hire expert professionals for care setting from other nations as Brexit has imposed extra rules and regulation for them. The immigrant employees have to follow these before entering the UK to work. Most of the employees are not willing to come and work in the same industry (van Schalkwyk et al., 2020). According to the UK statistics around 14.7 million staffs are employed in the healthcare occupation in 2019 and among them only 2.6 million that are around 18% staffs are migrant workers (Teodorowski, 2020). Immigration system in the UK has hindered the recruitment of migrant workers in the healthcare industry. Moreover, the migrant workers have low rates of health insurance and they get poor quality support and healthcare services from organisations that lead to poor staff retention and lack of good care quality for the patients. 
Economical: The economic factors include GDP and inflation rate of the UK that is around 22.9% and 0.5% respectively (Rehman et al., 2019). The higher rate of GDP and lower inflation rate offers more development opportunities in the healthcare industry. The economic growth in the UK is also very high and offers better opportunities for the healthcare professional to explore their career and skills accordingly. However, it brings threats to Bedford Hospital as they cannot retain their expert professionals and doctors due to limited salary and less development and training programmes. 
Social: The social culture of the UK is high and demands and lifestyle are also standard. Therefore, to live a high-level lifestyle and fulfil their demands they want to improve their income level by finding a better career position and job in the respective sector. Due to old age population, massive population and low crime rate, the staffs of Bedford look for better job opportunities, which is one of the main causes of increasing employee retention problems for them.
Technological: The UK offers better technological support, innovation and advancement for the healthcare industry by which they offer good quality care services. However, healthcare professionals of Bedford cannot work with these technologies such as AI, machine learning and augmented reality due to poor development, skills and knowledge regarding the same. Therefore, healthcare professionals need proper training and skills improvement scope to manage innovative technologies in Bedford and lack of these factors and huge innovation brings threats to Bedford and they face massive retention problems in their workplace. 
Environmental: The present situation of the UK environment is disrupted by the outbreak and the negative effect of Covid-19 pandemic. During this situation, employees need a supportive workplace and help from the healthcare organisation as they are providing constant support in the huge workload (Blake et al., 2020). Therefore, the employees want to switch their job position from this tough workload and schedule that brings employee retention problems for Bedford. 
Legal: The government has imposed some new legislation regarding Covid-19 in the healthcare industry such as the updated version of the Health and Safety Act, 1974, Employability Rights Act, 1996. Bedford hospital has to follow these regulations in their services and offer safety and employability rights for their healthcare professionals (Howard, 2017). The respective organisation cannot offer proper employee rights and health and safety measures for employees that lead to major retention problems in the workplace and it increases employee turnover as well. 
SWOT analysis
	Strengths
	Weakness

	· The company has 2600 employees who can offer best healthcare support over the UK. It leads to better human resources for the hospital (Bedford Hospitals NHS Trust, 2021).
· The annual revenue of the hospital is $290 million that refers to the strong financial performance of Bedford Hospital (Crompton, 2020).
· The hospital has offered healthcare services since 1897 under the NHS trust. Therefore, it has a good brand image over the UK. It is also a 400-bed district hospital located in Bedford, England (Nhs, 2021). 
· It offers a range of medical services such as breast screening, cancer, cardiology, and audiology with better quality. Therefore, the quality-of-care services is strong for the organisation.
	· Poor salary structure of health care staffs during Covid-19 leads to a poor performance and dissatisfaction towards their care users. 
· They of tough schedule for job timing and staffs have to work in both shifts such as day and night as per their requirement that leads to a poor staff retention rate from them.
· Due to conflict and different opinions among management team staffs get a negative vibe that creates a negative workplace environment for staffs.

	Opportunities
	Threats

	· By implementing more training and development opportunities for their staffs they can improve their care services and ensure business expansion in the global marketplace.
· Offer better salary structure 
· To limit working hours for making flexible workplace	
	· Covid19 pandemic has been creating biggest threats for the organisations that increase workload, pressures and tough working hours.  They are unable to maintain quality services to their patients that degrades patients’ satisfaction as well. 
· Communication gap between management and employees
· Huge competition is another threat for the organisation. They face competition from their rival organisation Care UK, Lifecare, Tallaght Hospital and more care hospitals under NHS in terms of quality and staff services. 


Table 1: SWOT analysis
(Source: Created by the author)
[bookmark: _heading=h.2et92p0]Some alternative solutions to mitigate employee retention problem
Involve employees: Bedford hospital must involve their employees and healthcare professionals in every part and the critical decision of their care setting so that they feel more valuable as well as important for the organisation. 
Offer flexible timing: The organisation should offer flexible timings for their employees so that they can properly balance work-life and keep stress free and feel more comfortable in the workplace. 
Provide development and training: The employees want proper training and development from organisations to improve their skills and knowledge. Therefore, the organisation should arrange these programmes for retaining old employees and influencing new employees towards their organisation (Lee et al., 2018).
Build a positive workplace: A positive workplace should be provided by the organisation for employees that allows them to share opinions and reduces conflicts with management. It increases retention rate and enhances performance and care quality (Ribes et al., 2017). 
Give appraisal and reward: To retain the most skilled and expert healthcare professionals the organisation should give appraisal and rewards as per their working hours, performance for motivating and encouraging them for better work.
[bookmark: _heading=h.tyjcwt]A plan to implement the decision made to solve the complex problem
	Objectives
	Strategies
	Action
	Communication strategies
	Resource needed
	Reviewing and evaluation methods

	To increase retention rate
	To offer salary benefit and flexible timings
	Fix their timing and pay extra salary for overtime duty
	Manager communicate with staff regarding salary and duty schedule
	Comfortable workplace and supportive management 
	To monitor it the management, check their performance and hike their salary

	To attract new employees
	To offer training and development programmes
	Conduct weekly training programme regarding skills and technologies 
	Team leader and manager communicate with employees through meetings and seminars. 
	Advanced technology and its application, meetings and seminars
	To monitor the method the management team asks for weekly performance reports and check care quality. 


Table 2: Implementation plan
(Source: Created by the author)
PMI analysis 
It is a brainstorming and decision-making tool that helps business organisations to examine ideas, concepts as well as experiences to reach appropriate solutions. PMI analysis helps Bedford Hospital to recognise the plus, minus and negative sides of their strategic planning by which they can overcome staff retention problems (Mulyonoet al., 2021). The PMI analysis of Bedford Hospital is as follows:
	P (Plus)
	M (Minus)
	Interesting (I)

	· They can offer flexible timings (+5)
· Good salary structure and appreciation to encourage (+4)
· Motivate their staff. (+3)
	· They should involve staff in the decision-making process by providing them higher responsibility and empowerment (-2)
· It is difficult to work in huge pressure for their staff (-1)
	· They can provide training and skill development opportunities for their staff (+2)
· Organise a group-discussion while working with complex case scenarios (-1)
· It will be interesting for staff to know more regarding technologies such as AI, AR and ML utilised by Bedford Hospital (+3)

	Total score: +12
	Total score: -3
	Total score: +4


Table 3: PMI analysis
(Source: Created by the author)
From the PMI analysis the following value is calculated:
Plus, value: +5 + 4 + 3 = + 12
Minus value: -2 – 1 = -3
Interesting value: +2 – 1 +3 = +4
Therefore, total PMI value is = + 12 -3 +4 = +13
The positive value indicates that the above-mentioned implementation plan and strategic decisions have been made by the selected company would be beneficial for managing employee retention problems in the workplace.
[bookmark: _heading=h.3dy6vkm]Success indicators to measure the effectiveness of decision
For measuring the effectiveness of the decision made for solving the employee retention problem some success indicators are considered in this case. Employee retention rate and the turnover percentage are considered as one of the success indicators for the respective organisation. To understand the effectiveness of the decision the organisation implements more development and training programmes and gives salary benefits in terms of long working hours (Al-Ali et al., 2019). By measuring the retention rate every month Bedford can understand how much they can solve the problem and retain their employees as well. The measurement of turnover rate also indicates the effectiveness of the decision. Moreover, they can collect feedback from employees through meeting and overseeing their performance including care qualities in the care setting.
[bookmark: _heading=h.1t3h5sf]Conclusion
In conclusion, the study has identified the main causes, impacts of employee retention problems faced by Bedford Hospital. The care quality and performance of the healthcare professionals are hindered due to this problem and how external factors bring threats to the organisation and initiate the problem as well. The study discussed some alternative solutions and an implementation plan by which they can solve their problem. Finally, the effectiveness of the made decision is measured by considering retention rate, employees’ performance and care quality in the organisation. 
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