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Introduction
Problem solving and decision-making form an integral part of managing organisations. They help in coming up with solutions to problems that face a specific organisation or the entire sector. In the healthcare sector, although there are numerous problems, the main one has been shortage of staff due to heavy workload. The low number of service providers especially nurses continue to be overwhelmed by the rising number of service users and demands in the sector. This report offers insightful discussion on problem solving and decision making with a keen focus on shortage of staff due to heavy workload in the healthcare sector. 

An overview of problems in healthcare 
In the healthcare sector the main problems include significant rise in the demand for and cost of healthcare services that influences accesses of such services especially among the aged and the low-income earners. The aging populations especially within high income countries such as the UK continue to make heavy demands on the healthcare systems thus, the need for a rise in the number of healthcare givers to provide the same. Furthermore, there has been prevalence in chronic conditions (Wu, Majeed, and Kuo, 2010). Additionally, although the rise in the number of new technologies in the healthcare sector has increased efficiency, it has significantly led to an increase in the cost of operation for healthcare institutions. Furthermore, patients have continued to exhibit increased consumption of intensive health services thus overwhelming the number of patients that require personalised care. The prices of drugs in the healthcare sector have also significantly increased thus, increasing demand for patients to have high income to afford treatment and drugs (Rais and Viana, 2011). However, the main problem that continues to affect the healthcare sector entails shortage of staff due to the heavy workload of patients that require personalised care.


Definition and discussion of shortage of staff due to heavy workload and work environment
Shortage of staff in healthcare entails the lack of enough healthcare practitioners especially nurses to deal with the health issues presented by customers. Basically, the heavy workload and the work environment are the key factors that significantly contribute towards the shortage of staff in the healthcare sector. The predominance of unsafe work environments that are equally characterised by issues such as bullying and harassment lead to increased employee turnover and decreased retention in the health care sector (Duffield et al, 2011a). Furthermore, health workers, especially nurses have continued to indicate that job demands and heavy workloads that surpass their capacity to continue to be a key issue in the healthcare sector.

There have also been complaints by health practitioners especially nurses that apart from excessive workload and burnout, toxic work environments have exposed them to lack of morale, lack of autonomy, lack of recognition for work done, and job dissatisfaction. These have led to increased cases of employee turnover that promotes the shortage of nurses in the healthcare sector. The rise in the level of dissatisfaction and burnout among nurses has negatively impacted their ability to provide basic nursing and healthcare services required by patients (Atefi et al, 2014). This prevents them from making patient-based care decisions thus, a rise in workload on patients that they should attend to in their completely unmotivated mood.
The invisible nature of the healthcare profession is also a key factor that drives shortage of staff and heavy workload. The vulnerable patients for instance, often expose their innermost fears and anxieties to nurses. This negatively impacts on the mental capacity of the health workers to perform effectively. Furthermore, although patients may express respect towards the staff at the health care centre, the lack of respect towards workers such as nurses by institutional administrators impact on the decision by mist nurses to not remain part of the workforce of an organisation. This leads to significant gaps in the departments where the nurses that have been overwhelmed by administrative pressures have emanated from. Furthermore, the disrespect also jets in whereby irrespective of their level of qualifications, nurses would often be identified by the slogan “a nurse is a nurse.” This promotes the provision of junior roles even to highly trained nurses hence, a key demotivating factor to performing their role (Duffield et al, 2011b).
The emergence of staff shortages automatically leads to increase in workload for the staff that remain behind. “Working short” therefore becomes the norm whereby the remaining staff are forced to work overtime and do double shifts. Furthermore, the institution would be forced to employ more casual workers hence, increased workload on the experienced staff to offer mentoring and coaching to the newly acquired staff. Additionally, this leads to increased casualization of the workforce and the rostering of staff becomes an uphill task thus, the full-time employees find it hard to work out on fixed part-time shifts. This leads to the loss in the work life balance among the staff, thus a key stressor that prompts further shortage of staff in the healthcare sector (Atefi et al, 2014).
Ultimately, the reigning perception of poor rewards in healthcare for instance through lack of recognition relative to the job done by the individual continuously influences the negative retention rate of workers in the healthcare sector. The low monetary rewards that staff get in health institutions has been linked to the inability of such organisations to retain staff over a long period as they would likely seek for alternative solutions towards acquiring job roles that grant them salaries and rewards that tally with their roles and responsibilities at the workplace. The low salaries further lead to rise in intention to leave their present jobs thus, direct impact on the rise of staff shortages due to heavy workload (Duffield et al, 2011b). Undeniably, as a major problem in the health care sector, shortage of staff due to heavy workload and work environment negatively impacts on all the key stakeholders in the sector.

The impact of shortage of staff due to heavy workload on all stakeholders
Shortage of staff due to heavy workload is felt by various stakeholders in the healthcare sector. These include the service users who are basically the patients, the professionals who are the nurses, and the regulators in the industry. The heavy workload is often felt first-hand by the nurses who then project the limitations to the service users.
Service Users: To the service users or the patients in the healthcare sector, staff shortage due to heavy workload leads to patient outcomes that are frequented by medication errors, urinary tract infections, and patient falls. This arises due to lack of sufficient nurses to offer person-centred care to the individual service users. The result entails worsening of the healthcare conditions of service users while to some, they would feel ignored by the health practitioners available hence, the commencement of the period mental anguish among the service users (Bello, 2012). Undeniably, they equally develop negative attitudes and bad interpersonal relations with the few available healthcare staff.
Professionals: To the professionals in the healthcare sector, the shortage of staff due to heavy workload and the working environment, the main impact entails emotional exhaustion and low job satisfaction. For instance, the decline in the number of staff leads to overwhelming of the remaining staff with patient cases thus, emotional exhaustion as they cannot bring their brains to offer extra services compared to what their roles entail. Furthermore, due to the heavy workload and most often hostile working environment, the level of job satisfaction diminishes among the staff (Hillenbrand, Money and Ghobadian, 2013). This is due to the lack of motivation factors such as monetary rewards and performance appraisal that play critical roles in boosting motivation at the workplace.
Regulators: In the healthcare sector, regulators are tasked with ensuring the safety of operations to meet the health and safety standards. However, the performance of their mandate is often interfered with when health institutions failed to uphold the health and safety regulations. For instance, when there are low numbers of staff, the service users are bound to receive low quality services thus, posing major threats to their health. Furthermore, to the regulators, they are more likely to be exposed to issues of corruption and bribery whereby they would be expected to provide good regulatory reports even to institutions that violate safety rules due to the problem of staff shortage brought about by heavy workload (Bello, 2012).

Analysis of the decision-making process
Definitively, decision-making and problem solving are ongoing processes that facilitate the evaluation of problems, taking alternative solutions into consideration, making desirable choices and then making follow-ups to monitor the success of the chosen solution. The decision-making process occurs in distinct stages that include defining the problem, identifying limiting factors, developing potential alternatives, analysing the alternatives, selecting the best alternative, implementing the decision, and establishing a control and evaluation system (Hillenbrand, Money and Ghobadian, 2013). Therefore, in devising a solution for the problem in this report, it will be essential to follow the steps of the decision-making process.
Define the problem: The problem entails shortage of staff due to heavy workload and work environment. It deals with the decline in the number of staff especially nurses in the health care sector that leads to the overburdening of the fewer remaining employees that can barely deal with the rising number of service users or patients (Bello, 2012).
Cause, reason and effects: The main limiting factors that lead to the problem include low motivation and remuneration at the workplace that leads to rise in employee turnover and limited staff retention. Furthermore, the poor working environment also triggers rise in job dissatisfaction that makes health workers leave their jobs hence, shortage of staff and accompanying heavy workload (Bello, 2012).
Develop possible solutions: This is the third step of the decision-making process, and it deals with devising solutions that can help in solving the problem at hand. For instance, in the problem of shortage of staff due to heavy workload, alternative solutions would include employee motivation through performance appraisal, creation of a reward system, and coaching and mentoring in the workplace to equip more workers especially the casual healthcare service provides with skills necessary to provide services to the rising number of patients (Duffield et al, 2011a).
Analyse the alternatives: This step deals with the analysis of the alternatives that have been provided to determine suitability. For instance, in dealing with the health issue at hand, it would be pragmatic to take into consideration whether the solutions suggested meet legal threshold of the regulations and legislations set to control the workplace. For instance, the ideal solution must take into consideration the implementation of health and safety legislations as well as the employment law (Duffield et al, 2011b).
Select the best solution: This step entails selection of the best alternative that would by a greater degree compared to the other alternatives help in resolution of the problem at hand. For instance, the solution should ensure that the staff in the health care sector not only get monetary rewards to motivate them but also receive extra helping hand from the more healthcare practitioners that would be employed by health institutions (Bello, 2012).
Implement the decision: This step deals with putting the decision into practice upon unanimous agreement that it is the best solution that can be adapted. It entails the use of various types of resources that include human, financial and physical resources that the organisation should use to deal with the problem. For instance, in dealing with the issue of staff shortage, all the categories of resources will be required to resolve the issue (Hillenbrand, Money and Ghobadian, 2013).
Establish a control and evaluation system: This entails the use of Key Performance Indicators (KPIs) to determine success and effectiveness of the solution that has been settled upon. The KPI units can include the level of staff motivation at the workplace which when it increases, it will demonstrate a significant rise in job satisfaction towards job. The negative results of KPIs on the other hand would indicate failure of the solution selected hence, need for re-evaluation of alternatives (Duffield, 2011b).

Proposing a range of alternative solutions to the problem
Below are the proposed solutions that will help in dealing with the problem of staff shortage due to heavy workload and work environment.
Investing in long-term training and professional development: This solution entails investing in long-term training and professional development of the employees at the workplace. For instance, the healthcare management should ensure that it encourages the nurses to take part in career development activities such as mentoring, coaching, and enrolling for short courses that would boost their skill levels. This will ensure that nurses have advanced skills to offer timely and personalised healthcare services hence, reducing shortage of staff due to heavy workload (Goldenberg and Wiley, 2011).
Incentivising employee behaviours: Managements within healthcare institutions should also ensure that they incentivise employee behaviours. This can be achieved through conduction of performance measurement which determines the level of skills, abilities and performance that the nurses exhibit. The best performance can be appreciated through monetary rewards to incentivise their good behaviours. This solution shall positively influence motivation among the employees hence, reduced effects of the shortage of staff caused by heavy workload and work environment (Besant, 2016).
Converting existing staff into recruiters and compensating them: This alternative solution deals with bringing closer the existing staff and encouraging them to be recruiters. Through this, they would also be compensated for acting as referrals to more new recruits to the healthcare organisation. The existing staff will ensure that they influence the acquisition of more and highly experienced workers to the workforce of the organisation. Furthermore, the use of employees to recruit will ensure that they help in the mentoring and coaching of those they have refereed hence, reduced workload that relatively leads to shortage of staff (Goldenberg and Wiley, 2011).  

Decision-making technique to evaluate a range of solutions to identify the most appropriate option
Brainstorming: This is one of the preferred methods that influence the development of alternatives for problems. In this technique, a group works together to facilitate the generation of ideas and alternative solutions to workplace issues. The main assumption behind this problem is that through group dynamics, thinking is stimulated and one person’s views and ideas no matter how outrageous can help in the generation of a solution towards a problem. Therefore, in implementing this technique it would be essential to work in a group whereby, individuals are allowed to provide ideas that help in devising a concrete and ultimate solution (Besant, 2016). 
Concentrate on the problem at hand: This rule of the method focuses on keeping the discussion very specific and avoiding the group’s indulgence into discussion the events that have led up to the problem. In dealing with the problem at hand, it would entail focusing on the shortage of staff due to heavy workload in the health care sector. The team members will ensure that they develop solutions to the problem without consideration or further discussion of how the problem has come about (Goldenberg and Wiley, 2011). This shall prevent drifting away from the main topic thus, encouraging timely arrive at the ideal solution.
Entertain all ideas: The more ideas that come up, the better as there are no bad ideas. All ideas must be gathered and considered in the ultimate decision-making process. In arriving at a solution for the problem of staff shortage in the health care sector, the leader of the brainstorming group will ensure that all group members are encouraged to freely participate and air out their thoughts. The participants will be encouraged to air out their ideas that include providing incentives to the workforce to inhibit staff shortage due to heavy workload (Goldenberg and Wiley, 2011). Furthermore, allowing participants to give out ideas freely would spark a creative thought for the other members of the team to come up with viable solutions to the problem.
Refrain from allowing members to evaluate the ideas of other on the spot: This requires the deferment of all judgements until all the thoughts and ideas have been presented. This also calls for mutual agreement on all the ideas that have been presented by all the group members. This is the most common method that managers use to arrive at solutions to problems in the workplace as it helps in hearing and considering all the suggestions that have been presented by all the members of the group (Besant, 2016). The ideal solution therefore would be to invest in long-term training and development of the workforce and their skills. 

Implementing and communicating a solution to the stakeholders
Long-term training and development will be implemented through the encouragement of employees to take part in activities that boost their skill levels. For instance, the management will encourage employees to take part in coaching and mentoring activities to boost their skill levels. Furthermore, shortage of staff in the industry has been caused by lack of innovative and emerging skills in the provision of quality health care services. It would be pragmatic to ensure that employees are encouraged to take part in online and short courses geared towards the improvement of their skills (Bello, 2012). The solution will also be communicated to the stakeholders in various ways.
To the service users, communication will be personalised and through use of emails to inform them of the training and development programs that the nurses will be engaged in to improve the quality of services provided. Furthermore, to the professionals who are the nurses, both offline and online techniques will be used to communicate the solution to them. For instance, flyers will be used on the organisation’s notice board to notify the staff of the importance of participating in ongoing professional development activities (Rais and Viana, 2011). To the regulators, the company shall send corporate emails informing them of the new development to encourage professional career development among employees. 

Assessing appropriate monitoring and reviewing techniques to ensure successful implementation of the solution
To assess the appropriate monitoring and reviewing techniques that would ensure successful implementation of the solution, it would be essential to evaluate vital Key Performance Indicators (KPIs) that include the number of new staff, staff retention levels, quality of healthcare services, and the number of returning service users.
Number of new staff: The rise in the number of new staff in the healthcare facility will indicate success of the solution that has been implemented. This will mean that the work environment has been improved hence, bearable for operations for both existing and new employees (Besant, 2016).
Staff retention levels: This is also another key technique that would vitally help in determining success of the solution. If the level of staff retention is lower, the solution would be rendered futile hence, need to re-evaluate the alternative solutions that the team had arrived at (Goldenberg and Wiley, 2011).
Quality of healthcare services: The rise in quality of healthcare services will be a vital KPI unit that would determine success of the solution arrived at through the brainstorming approach. The acquisition of advanced skills by the workforce through ongoing professional development programs by the staff will ensure that they are well equipped to provide quality and person-centred care to the service users (Besant, 2016).
Number of returning service users: This is also a key monitoring technique as the rise in the number of returning customers shall indicate that they are content with the new decision and addition of highly qualified staff at the healthcare facility. Furthermore, the returning service users shall motivate the staff to offer the best healthcare services (Besant, 2016). 

Conclusion 
In summary, in the healthcare sector, staff shortage due to workload is a key problem that continues to affect all the stakeholders in the healthcare sector. This has evidently been triggered by a decline in the number of health practitioners. Undeniably, to deal with the issue, there are a lot of alternative solutions. However, it would be pragmatic to encourage professional develop to curb the issue. 
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