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[bookmark: _Toc109972398]Introduction
[bookmark: _mdd4e4ovy80k]Problem solving and decision making are the two skill sets which are integral to obtaining tremendous success as a healthcare professional. These two skill sets are also important for a healthcare organisation to navigate from a difficult situation. Problem solving can be defined as the skill or the quality to brainstorm numerous probable solutions to a specific issue and choose the best solution for a specific individual or an organisation. On the other hand, decision making is the core ability to decide among a handful of options to come to the best solution for a specific problem. In this assessment report, the issue within the healthcare sector related to shortage of staff will be highlighted in the organisational context of the NHS.   
[bookmark: _hvjfgmg8dfhx][bookmark: _Toc109972399]
“Define the problem (Week 1)”
The issue in this assessment report is centred on the problem of employee shortage and increasing number of vacancies in the healthcare sector. More specifically the issue is centred on the staff scarcity problem in the NHS with a shortage of more than 100,000 FTE staff. This has been putting a lot of strain onto the existing nurses as they are overburdened with work. As a result of this, they are looking for better opportunities and leaving the organisation (Sumption, 2022). As per the case study, the issue of staff shortages have sparked after Brexit. The nursing professionals from the EU have joined the organisation 1584 more nurses left the NHS owing to certain internal issues. This shortage of staff has been caused as a result of lack of support in terms of employee wellbeing and safety issues. Proper care, a UK based adult care provider has also suffered in terms of patient retention and revenue growth due to the shortage of employees.  
[bookmark: _e33rd12fkeyx][bookmark: _Toc109972400]“Its Scope and Impact (Week 2)”
[bookmark: _bv59tha0p0c6][bookmark: _Toc109972401]The shortage of employees in the post Brexit world may spark certain severe implications such as poor quality service in the healthcare sector. In case the vacancies are not fulfilled within the stipulated time, the emergency department of the NHS will suffer a great deal of distress in the coming years. When the quality of service is on the wane, the mortality rate of patients will rise further (Moran et al., 2018). The shortage of staff in the healthcare organisation also pertains to the fact that the patients who are admitted for a long run will be overlooked. As a consequence of this, their health will further deteriorate. This will evoke grievance with the patient's family. Increased employee dissatisfaction among the existing ones is also on the horizon. Due to the poor profitability and revenue growth, the existing employees will feel the burnout from working overtime. It can even lead to complete suspension of service in the organisation. The impact of the staff shortage can range from medium term to long term. The worst affected due to this problem are the employees and the management of the healthcare brand. Because of the shortage of employees, there will be a financial loss of at least 20% to 25% which will directly impact the stakeholders associated with the healthcare sector. There are far reaching social impacts too which often results in social exclusion due to excessive fatigue, aversion to participation in social events among the employees etc. 
“Analysis of the organisation and problem (Weeks 3 & 4)”
For the purpose of evaluating the cause and effect of the issue of employee shortage in healthcare organisations such as the NHS, a pestle analysis will be conducted. Consisting of six parameters, pestle is immensely helpful in delineating the lasting impact of the problem. 
Political factors 
Political factors are one of the most crucial factors in this context. It helps in understanding the political connotation of a specific issue with an organisation and finds generic solutions to the issue. In the present case study of employee shortage within the healthcare sectors in the United Kingdom, Brexit seems to be one of the most influencing factors. It is evident by tracing the history of employment in the UK that Great Britain had to rely enormously on the manpower of the European Union for the purpose of producing an effective workplace. When Brexit happened, a significantly high number of the employees started living in the UK and finding suitable jobs there. The leave campaign has been one of the most sporting causes of this shortage due to stringent government guidelines in UK after Brexit (Burns et al., 2018).  After Brexit, there were stringent guidelines from the government to restrict the entry of people from other countries. As a result of this, the NHS had very limited options to replenish the scarcity in the workforce.  
Economic factors 
The economic scenario in a post Brexit world cannot be termed as too favourable for any business to flourish. In the case of the healthcare sector, along with maintaining top notch quality, there is a genuine need to fund the organisations after frequent intervals. However with the inflation rate of the UK hovering around 1%, the economy is stable for growth and development of healthcare organisations. Since the recession of 2008 NHS had been suffering from the financial breakdown (Currie et al., 2019). However, in recent times, the economic conditions of the healthcare sector are better than in the past. The wages offered by the organisation is not as per the standard wages in a healthcare sector. This could be another reason behind the massive exodus of the employees from the organisation. 
Social factors 
With the increase of average age of the UK population being on the rise, growing healthcare problems have been putting a lot of strain onto the organisational options of the healthcare sector. With around 19% of the UK population being over the age of 65 years, growth in the ailing population and increasing demands for quality service in the organisation is also the reason behind the financial stress on the healthcare sector as a whole. This financial stress will result in poor wage structure in the organisation. 
Technological factors
The UK is one of the most advanced countries in the entire Europe in terms of technology and digitalisation in almost every type of business across the country. Recently with the advent of technology such as artificial intelligence and machine learning, the healthcare sector has undergone a sea change in recent times. The diagnosis of diseases with artificial intelligence has improved the quality and speed of the service in the healthcare sector. With an internet penetration rate of over 98%, the UK is a suitable place for the growth of the healthcare sector. 
Environmental factors
The healthcare industry is among the industries which contribute to the toxic waste. As a result of this, there is an increase of carbon footprints in the environment. With a strain on the reserved capital it has become difficult for the company to invest in a stringent solid and liquid waste management. As a result of this, the ‘operations of the organisation is deteriorating gradually. 
Legal factors 
The staff is underpaid as per the National Minimum Wage Act 1998 after the Brexit. This has resulted in employee grievance and low employee satisfaction and engagement (Fagan and Rubery, 2018). This might have also triggered the mass exodus of medical and nursing employees from the organisation. 
Cause and effect of the complex problem
[image: ]
Figure no 1: Fishbone structure of the complex issue of “staff shortages” in NHS
(Source: Created by the learner)
As evident in the fishbone, Brexit has been one of the political factors which are worsening the staff shortage issues. The underpaid staff and frequent economic changes in the UK have been the factors behind the shortage of the staff from the organisation. The high demands of the customers due to the ageing population are another factor resulting in the negative scenario in the organisation. Inability to manage the solid and liquid waste is another factor which is resulting in the poor brand image of the organisation (Godsey et al., 2020). Owing to this, the employees are losing the reverence for the organisation and hence leaving the organisation. When it comes to the technological factors, investing in SEO marketing and social media marketing and AI will be able to revive the brand value of the organisation. It will help the NHS in attracting the customers in a better manner. It will also be the process of recruitment into the organisation through the use of a host of online tools.
[bookmark: _tchskxco4b0p][bookmark: _Toc109972402]“Propose alternative solutions (Week 5)”
Although the NHS is suffering from the issue of staff shortages, there are solutions which can mitigate this issue from the core. The alternative strategies are listed below:
· The provision or commitment bonus or overtime incentives to the staff who are putting in their honest endeavour even after the working hours will help a healthcare organisation in retaining the employees in the long run.
· The operating hours or the access to the patients must be restricted or properly scheduled in order to lessen the burden on the staff
· Limiting the walk-in appointments is another alternative solution in the favour of the wellbeing of the employees (Denkovski and Gavrilov, 2022)
· Restructuring of the services and business operations will also prove to be effective in mitigating the issue of staff shortage in the organisation. 
[bookmark: _lz7545aq5nwq][bookmark: _Toc109972403]“Evaluation (Week 6)”
Among the above mentioned solutions to mitigate the issue of employee shortages, provision of commitment bonus and overtime bonuses seems to be the most appropriate solution to mitigate the issue in the NHS. Here, this solution will be evaluated with the help of the PMI (Plus, Minus, Interesting) structure for proving the feasibility of the solution.
Plus: One of the biggest advantages of implementing an incentive system is that it helps in increasing the productivity in the workforce. When the employees will be motivated to receive the monetary incentive after the end of their overtime shift, they will be more encouraged to work in the organisation. This will help the NHS to resign the employees in the long run. This will also help it replenish the 1.1 million vacancy created in the post brexit world (Polyzos et al., 2020). When commitments are valued, there is a chance of greater employee engagement in the NHS. 
Minuses: the biggest minus for this strategy is that it leads to personal growth and the scope of organisational growth is often overlooked in the process. It often leads to organisational conflicts as the business objectives are not properly aligned.
Interesting: The provision of these schemes being addressed through the online platforms will encourage more people to apply for the vacancies created over the couple of years. This can be termed as one of the most interesting aspects of this scheme.
[bookmark: _47wr5jo5uvc7][bookmark: _Toc109972404]“Plan for implementing solution, Monitoring and Review Process/System: (Week 7)”
The plans for implementing the incentive schemes revolve around a set of steps. The first step is to engage the right kind of people in the organisation. These professionals will help the NHS in implementing the strategies in the best possible manner. After developing the strategies, the second step is to set the objectives for the program which will be perfectly aligned with the business objectives of the organisation (Vlaev et al., 2019). Identifying the employees who will be allowed to take advantage of his schemes will also be identified in the process. Before opting for the reward or incentives, there must be a brief survey to understand the preferences for the employees. These will ensure more employee engagement. The next step in the implementation process is to determine the exact structure of the incentive system. Along with this an estimated budget must also be fixed for the purpose of avoiding a financial drain in the future.
The success criteria for the implementation of the incentive schemes will be the increase in the number of applications for new job openings. More employee engagement will be another success criterion in this case. Spike in patient retention rate is going to be another indicator of the successful implementation of the commitment and the incentive schemes in the organisational structure of the NHS.  
[bookmark: _q5mjogw0f820][bookmark: _Toc109972405] 

Conclusion
In this assessment report, the grave issue of employee shortage in the organisational context of the NHS has been highlighted in a diligent manner. After analysing the problems in an efficient manner, a set of solutions has been highlighted in this report. A pestle has been conducted here to show the impact of various macro environmental impacts onto the present organisational issue. A fishbone structure has helped in showing the impact in a better manner; the incentive scheme has been narrowed to be one of the most effective solutions to mitigate the issue of staff shortage in the NHS. 
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