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Executive Summary
Here, in this report, problem-solving and decision-making have been illuminated in a detailed manner considering the UK health service organisation, NHS. First, analysing the information about the workplace problem, root cause analysis has been delivered with an understanding of the fishbone structure. Next, the range of alternative solutions has been analysed and evaluated to implement the right one. In this regard, a weighted decision-making matrix has been used and for implementing the decision, the Gantt chart and stakeholder communication plan have been used. Lastly, for monitoring and consistently reviewing the whole process ADKAR model of change management has been elaborated. 
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[bookmark: _Toc131831526]Introduction 
From a wider aspect, within any organisation, management capacity must include the two most significant transferable skills which are decision-making and problem-solving skill. Based on these two, the challenges, which are faced by the organisation can be mitigated along with helping the overall operation and employees to obtain a better performance. Through the decision-making approach, one can take over the understanding of different challenges, evaluate them through motor response and can mitigate the same with an effective solution (Vitor de Assis et al., 2020). In this report, the chosen organisation is NHS, and for this organisation, workplace problems will be analysed through root cause and situation analysation. Furthermore, solutions will be evaluated with implementation processes along with a good range of monitoring and reviewing of the practices. 
[bookmark: _Toc131831527]Company Overview 
The chosen organisation for this report is NHS or National Health Service which is a governmental body in England serving the people over the years with efficacy. In the year 2022, based on the governmental report, over 1.2 million full-time people were working for the organisation in the main body, trustees and other clinical commissioning groups (gov.uk, 2022). Considering the financial year 2020-2021, NHS succeeded in generating a net income of 105 billion British pounds which was somewhat increased in comparison to the prior year (statista.com, 2023). 
[bookmark: _Toc131831528]The workplace problem 
In England, considering the year 2022, NHS suffered from a huge workforce crisis due to huge employee turnover and layoffs. It was found that NHS experienced a gap in the staff count where they have to employ over 12000 doctors and 50000 nurses and other midwives (Reed, 2022). Employees within the organisation are certainly humiliated and stressed by this and are not motivated to carry forward their jobs. The workforce problem was huge in this governmental organisation as in 2022, over 40000 nurses left the organisation due to different reasons (Triggle, 2022). Human resource management was certainly a failure being not able to manage their employee’s well-being and in the volatile environment of uncertainty, they left their jobs.
[image: ]
Figure 01: Turnover of nurses within the NHS 
(Source: Triggle, 2022)
[bookmark: _Toc131831529]Analysing information 
[bookmark: _Toc131831530]Root cause analysis 
FISHBONE framework
Employee Retention 
Environmental Issues
Salary and benefits
Employee Issue 
HRM Practices 

Figure 02: Fishbone structure
Root cause analysis 
· Environmental issues: In order to mention the impact of environmental factors, the Covid-19 pandemic can be mentioned as a huge crisis. The given mental health service of the UK, NHS has been hugely affected and its employees were acquiring different health hazards in an eventual manner. Depression, anxiety and stress, these three are to be mentioned based on which a lot of employees choose to leave the organisation. According to a survey report, by the health service organisation, within the pandemic scenario, traumatic stress affected 36% of workers, 51% were having a mental illness and 18% were habituated to alcohol consumption (nuffieldtrust.org.uk, 2022). 
· Employee issues: Employees within the NHS have also mentioned a reason for their decision to leave the organisation which is unnecessary racism, and sexism and through this they are bullied by certain people. 2020 NHS worker survey came up with a result that, 16% of the people have experienced a good range of bullying where 10% mentioned that they were humiliated or bullied by their manager also. 14% of people also mentioned that there was no serious concern or action taken to prevent bullying and refurbish the organisational culture (Arkless, 2021). 
· HRM practices: From a certain aspect, human resource management is inefficient within the NHS as this is ostensible that, recruitment, motivation and employee retention were facing huge obstacles that cannot be resolvable. Employees certainly lose their morale and enthusiasm to do betterment and have huge difficulties maintaining their work-life balance. Mentioning a statistic in this regard, over 400 workers in England were regularly leaving the organisation weak to reshape their work-life balance and to reduce the stress in their heads (Savage, 2022).  
· Salary-related issues: The employees mainly female nurses and mentioned the payment issues within NHS, UK and according to their perception the issue is certainly joking considering the huge name of the governmental body. Against the raised voice of the employees, the government of the UK has refused to increase the payment. The ask for a 1400 GBP pay rise was certainly not negotiated by the body where the body on the contrary offers a 4.5 to 5% rise. This was utterly joking for the employees’ livelihood as they mentioned after the global pandemic crisis and UK inflation of 10.1% (theguardian.com, 2022). 


[bookmark: _Toc131831531]Situational analysis model 
PESTEL ANALYSIS
	Elements
	Factors
	Influence

	Political
	Covid 19 and conflicts  
	The mental health disorder significantly increased during the pandemic when people suffered hugely due to depression, anxiety and technological addiction (Catling et al., 2022). In NHS, the employees are also acquiring the same due to poor human resource management, and poor work-life balance and are intrigued about leaving their job.
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	Economic 
	Consumer price index 
	The current CPI or inflation rate in the United Kingdom is standing at 10.4% in February 2023 which shows an increment of 0.3% to the prior month of January (ons.gov.uk, 2023). The increment in inflation fosters an effect on the daily life of the employees due to the high cost of living and their low wages.  

	Social 
	Per capita disposable income 
	In the UK, the average per capita income was staying at 32300 GBP in the financial year 2022 which showed a decrease of 0.6% from the fiscal year 2021 (ons.gov.uk, 2023). The cost of living eventually raised and the wages decreased which certainly depressed the employees in the NHS and they need to take necessary action. 

	Technological 
	Internet penetration rate 
	According to the data from 2020, the Internet penetration rate remained at 94.62% (statista.com, 2023). This was certainly I good and effective magnitude where the motivational aspects could be reinforced through online marketing and the services can be enhanced for the people of the UK. 

	Environmental 
	Environmental act 2021
	The benefits of the employees can also be reinforced by the environmental awareness of the organisation where the different technological inventions can be mentioned and the harmful aspects can be mitigated. Based on the act’s attributes, everyone within the organisation is supposed to be aware of different aspects of energy usage, resource management and a lot more.  

	Legal 
	Employment Rights Act 1996 
	The employment rights act of 1996 amplifies the employee and employer relationship and the employees can raise their voices on a lot of things (lawbite.co.uk, 2022). NHS employees in this regard should take the initiative to prevent unethical dismissal and redundancies. 


Table 01: PESTEL Analysis
(Source: Created by the learner)
[bookmark: _Toc131831532]Range of alternative solution 
Solution 1
Transformational leadership: From the organisational perspective, transformational leadership is one of the key features of employee upliftment where the leaders are supposed to foster better motivation for individual improvement. This can be one of the major rationales behind employee retention within the NHS where the leaders work with the self-interest of the workers and foster a genuine vision to them for boosting their self-morale. incorporation of empathy, inspiration and support to the employees can be beneficial for the individuals where the stress level can be reduced in a gradual manner (indeed.com, 2022). 
Solution 2
Technological innovation: Technological innovation and eventual advancement can be mentioned as one blessing of the modern era where teamwork, employee, and manager relationships, communication, job satisfaction and other aspects may be uplifted by certain means (Kashyap, 2023). These are genuinely needed within NHS as over time its employees lack the motivation and confidence to cope with their job role and are intrigued about leaving the role. This might cause a threat to the organisation and during the post-pandemic period also, the government body is still hugely affected by the workforce crisis. 
Solution 3
Employee benefits: This can be a major aspect behind employee motivation which is lacking by NHS over the last few years during the pandemic especially, despite the impacts of inflation and the current recession. Mainly this should be driven by human resource management where the motivation of the employees can be uplifted through fostering different employee benefits such as salary, incentives, appraisals, rewards and other tangible things along with profound recognition and appreciation. Motivation is the main thing, for which the HRM must be focused on employee wellbeing and offer them these kinds of benefits for more effective employee retention. 
[bookmark: _Toc131831533]Evaluation 
Weighted Decision-making matrix 
	
	Environmental issues
	Employee issues
	HRM practices
	Salary and Benefits
	Total score

	Weight
	4
	5
	4
	3
	

	Transformational leadership 
	4*4=16
	5*5=25
	4*3=12
	3*5=15
	68

	Technological innovation 
	4*5=20
	5*4=20
	4*3=12
	3*3=9
	61

	Employee benefits 
	4*2=8
	5*3=15
	4*4=16
	3*5=15
	54


Table 02: Weighted Decision-making Matrix
(Source: Created by the learner)
The above-developed matrix clearly showed that transformational leadership can be the best practice behind the upbringing of employee motivation and on the other hand, NHS can prevent their employee crisis. Transformational leadership is certainly beneficial for the employees as the leaders support their working style, mental hazards, emotional personal obstacles and a lot more through their emotional intelligence and empathic nature. Apart from that, the leaders also have the potential to grasp opportunities from the external environment and accept the challenges with an optimistic state of mind. From the above discussion and understanding of the root cause of employee turnover in the NHS, transformational leadership can be the most appropriate approach to mitigate all the challenges, especially employee-related issues. 
[bookmark: _Toc131831534]Implementing solution 
[bookmark: _Toc131831535]Plan 
To alter the leadership style to transformational leadership, training and development of the leaders are certainly needed and the people need to develop themselves as effective ones. Discussing the steps of building transformational attributes leaders have to develop certain aspects within themselves. Trust-building activities, integrity, encouraging skill, innovative thinking and leadership approaches need to be developed within a certain period of time scale (lse.ac.uk, 2023). The attributes with the required timescale are mentioned below through a Gantt chart - 
[bookmark: _Toc131831536]Gannt Chart 
	Activities
	Week1
	Week2
	Week3
	Week4
	Week5
	Week6

	Trust-building activities
	
	
	
	
	
	

	Integrity
	
	
	
	
	
	

	Encouraging skill
	
	
	
	
	
	

	Innovative thinking
	
	
	
	
	
	

	Leadership approaches
	
	
	
	
	
	


Table 03: Research timeline
(Source: Created by the learner)
From the above-developed Gantt chart, a timescale of 6 weeks can be mentioned within which a leader can develop the transformational leadership aspects through continuous training and development. The Capabilities such as trust building and integrity along with encouraging others through the leader’s perceptions of innovative thinking can be the most effective part and these can be developed within oneself in one month. The remaining two weeks will be needed for all the other leadership skills and management of the situation through self-reflection. 
[bookmark: _Toc131831537]Communication plan with stakeholders 
	Stakeholders
	Power/
interest
	Key interest
	Communication vehicle
	Frequency

	Government 
	High/High
	They are the main stakeholders as they can mitigate the financial breakdowns of the organisation.
	Through government websites or by officials 
	High 

	Leadership
	High/Low
	Leadership is certainly impactful for staff management and fostering more innovation
	Face to Face communication
	Moderate 

	Employees 
	Low/High
	Employees are the stakeholders who are certainly the reason behind organisational development and performance improvement.  
	Face to Face communication
	Moderate 

	Community 
	Low/Low
	The whole UK community can be the last stakeholder with low power and interest but can foster a major impact when needed. 
	Through the organisational website
	Low 


Table 04: Stakeholder Communication Plan
(Source: Created by the learner)
[bookmark: _Toc131831538]Monitoring and review techniques 
The emergence of transformational leadership needs to be established through a good range of change management where the stakeholders are supposed to look after along with the managers. For successful change management ADKAR model can be mentioned, following which NHS can look after every detail of the alteration within the organisation. According to this model, the current state of the management and leadership must be analysed through a good range of awareness and desire to change. Transition is an obvious thing which needs further knowledge and the ability to take measurements and future reinforcement needs constant monitoring. 
[bookmark: _Toc131831539]Conclusion 
From the above discussion, it can be concluded that NHS need to take serious actions to mitigate its key issues related to employee retention. There are several rationales are mentioned in this report through the fishbone structure and the root causes are analysed behind the challenges. Solutions need to be implemented in which it is evaluated that transformational leadership can be the best approach. Based on this, employees, organisations, patients’ families, the community and all other stakeholders can be satisfied. More specifically, leadership can uplift the motivational aspect which is the main attribute behind employee retention of the organisational upbringing. 
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