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[bookmark: _Toc132271016]Introduction 
Employee satisfaction is essential to the success of any business, especially healthcare organisations. Employee disenchantment can have a significant impact on the organisation as a whole, resulting in decreased output and morale (Tuck, 2013). To create a wholesome work environment that promotes employee well-being and organisational success, healthcare providers must identify and address the underlying causes of employee discontentment. This study will investigate a workplace issue encountered by a dissatisfied employee at Bupa, a major provider of private health insurance, care facilities, and health services in the United Kingdom. Bupa's mission is to assist individuals in leading longer, healthier, and happier lives. The study will highlight the consequences of dissatisfied employees and suggest alternative solutions. By addressing the issues that dissatisfied employees face, healthcare organisations can foster an environment that promotes employee satisfaction and boosts organisational performance.
[bookmark: _Toc132271017]The Workplace Problem for Ms. Johnson in Bupa
Ms. Johnson is a registered nurse at a Bupa care home who has been coping with a significant issue at work that has negatively impacted her overall job satisfaction. Despite her enthusiasm and talent, she must contend with an increasing caseload, long hours, and inadequate staff support. These circumstances have left her feeling overburdened and discontent with her career.


[bookmark: _Toc132271018]Analysing Information
[bookmark: _Toc132271019]Root Cause Analysis (RCA)
The purpose of the root cause analysis (RCA) was to identify the underlying causes and effects of Ms. Johnson's workplace issue and to increase her job satisfaction.
Causes
Staff shortages: There may be personnel shortages at the Bupa care facility, resulting in increased burden and responsibilities for existing employees like Ms. Johnson. This can result in job dissatisfaction and fatigue.
Long working hours: Ms. Johnson and the other nurses at the care facility may be working excessively long hours, leaving them exhausted and overworked. This can have a negative impact on their work-life balance and job satisfaction as a whole.
Inadequate training and support: Ms. Johnson may not be receiving sufficient training and support from management in order to perform her duties effectively. This may contribute to her sentiments of being overwhelmed and discontent with her job.
Effects
Decreased motivation and job satisfaction: Due to personnel shortages, protracted working hours, and insufficient support, Ms. Johnson's motivation and job satisfaction may decrease.
Increased stress and burnout: Ms. Johnson may experience increased tension and burnout, which could negatively affect her mental and physical health as well as her professional performance.
Increased turnover: If the root causes of Ms. Johnson's workplace issues are not addressed, she may become disillusioned and leave the company, resulting in a higher turnover rate and increased costs associated with recruiting and training new employees.
Bupa can increase Ms. Johnson's job satisfaction, motivation, and well-being by addressing the underlying causes of her workplace issue, thereby enhancing the performance and quality of care provided to residents.
[bookmark: _Toc132271020]Fishbone Analysis
A Fishbone Analysis, also known as an Ishikawa Diagram or a Cause and Effect Diagram, was conducted to investigate further the fundamental causes of Ms. Johnson's workplace concerns at the Bupa care home. The diagram illustrates the relationship between the problem (reduced job satisfaction) and its grouped potential causes.
[image: ]
Figure 1: Structure for Fishbone Analysis of Bupa's Workplace (Ritter et al., 2018).
The Fishbone Analysis identifies the following as potential causes:
Problem: The job satisfaction of Ms. Johnson has decreased.
Categories and Causes:
People: Personnel deficits, incompetent colleagues, insufficient collaboration.
Processes: Inefficient shift planning, Insufficient communication among departments, Inadequate methods for receiving feedback.
Environment: Workplace tension and a dearth of tranquil break areas Insufficient resources for patient care.
Management: Insufficient training and support, insufficient recognition and rewards, Ineffective conflict management
Policies: Organizational policies that are rigid, with few advancement and development opportunities excessively restrictive working hours
Equipment and Technology: Inadequacy or obsolescence of components Systems of technology that are sluggish or unreliable, Critical tools and resources are difficult to access.
By utilising the Fishbone Analysis to determine the probable causes of Ms. Johnson's lower job satisfaction, the Bupa care home can establish targeted measures to address these issues and increase employee satisfaction and retention.
[bookmark: _Toc132271021]Range of Alternative Solutions
The following solutions are suggested to address the observed issues at Ms. Johnson's workplace:
Solution 1: Implement a More Efficient Shift Scheduling System 
With an efficient scheduling system, staff shortages and workload concerns can be mitigated (Davies and Guppy, 2015). Using a software-based system or a centralised platform, Bupa care homes can optimise shift scheduling, ensuring that tasks are evenly distributed among staff members. This can lead to decreased employee burnout, increased job contentment, and improved staff retention overall.
Solution 2: Enhance Training and Support Programs
Comprehensive training and support programmes for new employees ensure that they are adequately prepared for their roles and able to meet the demands of their jobs (Jackson and Schuler, 2019). In addition, offering ongoing training opportunities to current employees can assist them in acquiring new skills and staying abreast of industry best practises. This will result in a workforce that is more competent and confident, which will ultimately increase job satisfaction and employee retention rates.
Solution 3: Establish a Comprehensive Employee Feedback System
A comprehensive employee feedback system will allow employees to voice their concerns and suggestions, fostering an environment where they feel heard and valued (Heathfield, 2021). Bupa care facility may collect feedback via regular staff meetings, anonymous suggestion receptacles, or online surveys. By proactively addressing employee issues and implementing appropriate adjustments, the organisation can increase overall job satisfaction and staff morale, resulting in increased staff retention and care quality.
[bookmark: _Toc132271022]Evaluation of Alternative Solutions
Solution 1
This solution addresses Ms. Johnson's fundamental employment issue, which is inconsistent and irregular shift scheduling. By implementing more predictable and balanced shift scheduling, a Bupa care facility can reduce staff tension and burnout, leading to greater job satisfaction. Based on these considerations, this solution should be given precedence.
Solution 2
This solution addresses the fundamental cause of Ms. Johnson's problem in the workplace, which is a lack of training and support for employees. By enhancing training and support programs, Bupa's staff will be better equipped to perform their duties, resulting in increased confidence and job satisfaction. Nevertheless, this strategy may take longer to implement and may not have the same immediate impact as improved shift scheduling.
Solution 3
This solution addresses the underlying cause of Ms. Johnson's problem in the workplace, which is a lack of employee feedback and communication. Implementing a comprehensive employee feedback system can help Bupa's care facility identify areas for development and address worker issues more effectively. This approach, however, may not address all of the underlying causes of Ms. Johnson's workplace issue and may not have the same effect on job satisfaction as the other two.
According to this analysis, the top priority should be enhancing shift scheduling, followed by expanding training and support programs, and then implementing a comprehensive employee feedback system. By addressing the underlying causes of Ms. Johnson's workplace issue and providing her with a more supportive work environment, Bupa care home can increase Ms. Johnson's job satisfaction and overall staff retention.
[bookmark: _Toc132271023]Implementing the Solution
Step 1: Assessing and Reviewing Current Shift Scheduling Practices 
The first stage in implementing the solution is to analyse and assess Bupa's current shift scheduling practises. This can be achieved by accumulating and analysing data on existing schedule patterns to identify discrepancies and imbalances. Management should also speak with employees, including Ms. Johnson, to determine their preferences and specific requirements.
Step 2: Developing a New Shift Scheduling Framework
Following an analysis of current scheduling methods, management should develop a new shift scheduling framework that strikes a balance between employee preferences and operational requirements. In order to reduce employee tension and burnout, the new framework should prioritise predictability, consistency, and work-life balance (Chen and Desroches, 2020).
Step 3: Training Supervisors and Managers on the New Framework
Before implementing the new framework for shift scheduling, supervisors and administrators must be trained in its efficient application. This training should cover the objectives of the new scheduling method and how to resolve any potential conflicts or obstacles.
Step 4: Implementing the New Shift Scheduling Framework
After training administrators and managers, the new framework for shift scheduling should be implemented for all employees. This should be done in a transparent and open manner, with clear information about the objectives and benefits of the new approach. Employees should have the opportunity to provide feedback on the new framework and any revisions that may be required.
Step 5: Monitoring and Adjusting the New Framework
After implementing the new shift scheduling framework, it is essential to evaluate its effectiveness and make any necessary adjustments. This can be achieved by monitoring employee satisfaction and retention rates, as well as by soliciting employee and management feedback. Bupa care home can ensure employee satisfaction and contribute to a more positive work environment by perpetually refining the new scheduling method.
ADKAR Model Analysis
The ADKAR Model is a change management framework that may be used to help the Bupa care home through the process of adopting the proposed solution.
	Awareness
	Desire
	Knowledge
	Ability
	Reinforcement

	To effectively adopt the new shift scheduling method, the Bupa care home staff must first be trained on the importance of changing their work practises. This can be performed by publicising the contents of the report and drawing attention to the negative consequences that the existing scenario has on employee happiness, staff turnover rates, and the general efficacy of corporate operations. Employees are more likely to accept the suggested solution if the rationale for the change is clearly and concisely conveyed.
	Employees must acquire a proclivity to participate in and support the new shift scheduling system once they are made aware of the significance of change. The management team should emphasise the benefits of the suggested adjustments, such as improved work-life balance, less tension, and enhanced job satisfaction. Furthermore, management should show their commitment to the change by aggressively addressing employee concerns and providing assistance throughout the process. This is an essential part of the change management process.
	Employees, managers, and administrators must all acquire the information and abilities required to effectively use the new shift scheduling system. This includes comprehending the goals of the new scheduling framework, being acquainted with the scheduling software or centralised platform, and becoming an expert in conflict resolution procedures in order to effectively manage future scheduling issues. Bupa should give intensive training and support to ensure that all workers are appropriately prepared to use the new technology.
	Employees should be provided opportunity to put their newly acquired talents into practise on a daily basis after they have gained the relevant knowledge. This necessitates a gradual transfer from present scheduling practises to the new framework, giving employees enough time to acclimatise to the new system and make any necessary adjustments. The management team should monitor the implementation process closely and offer staff with guidance and help as needed to ensure that newly learned abilities are appropriately utilised.
	To ensure the long-term effectiveness of the Bupa nursing home's new shift scheduling system, it must be strengthened. This can be performed by analysing the system's performance on a regular basis and making any necessary adjustments. This can be accomplished by holding regular feedback meetings with employees, tracking important performance measures including employee happiness and retention rates, and recognising and celebrating achievements connected to the new scheduling system. By stressing the change on a regular basis, the Bupa care home can maintain the new shift scheduling system's lifespan and foster a more happy working atmosphere for all employees.


If the Bupa care home adheres to the five stages of change, it will be able to successfully adopt the new shift scheduling system while also addressing the underlying issues that are creating employee unhappiness.
[bookmark: _Toc132271024]Communication Plan with Stakeholders
Objective: To guarantee effective communication with all relevant parties regarding the implementation of the new shift scheduling framework at the Bupa nursing home.
Key Stakeholders:
a) Management personnel
b) supervisors and executives
c) Residents and their families 
d) Employees (including Ms. Johnson)
e) Communication Media:
f) Email updates
g) Staff meetings
h) message forums and internal publications
i) Individual meetings between employees and managers
j) Feedback documents and questionnaires
Communication Timeline:
Step 1: Initial Announcement
a) Send an email to all employees informing them of the upcoming shift scheduling adjustments.
b) Hold a staff meeting to discuss the reasons for the change and to resolve any pressing questions or concerns.
Step 2: Training and Development
a) Email training materials and resources to administrators and supervisors.
b) Schedule and coordinate training sessions on shift scheduling for supervisors and managers.
Step 3: Implementation
a) Communicate the implementation date of the new shift scheduling framework via email and staff meetings.
b) Distribute the updated shift schedules via email and bulletin boards.
c) Encourage employees to discuss any concerns or inquiries with their administrators during one-on-one meetings.
Step 4: Monitoring and Adjusting
a) Distribute regular feedback questionnaires and surveys to employees in order to elicit their opinions on the new shift scheduling system.
b) Discuss feedback and any necessary adjustments to the framework during staff meetings.
c) Inform the residents and their families of any changes to the personnel schedule that may affect their care.
Key Messages:
1. The new shift scheduling system seeks to strike a balance between operational requirements and employee preferences, thereby promoting a healthier work-life balance and reducing stress.
2. Employee input is essential for the ongoing development of the new shift scheduling method (Banerjee and Chatterjee, 2017).
3. Open and transparent communication is essential for the successful implementation of the new framework.
[bookmark: _Toc132271025]Monitoring and Review Techniques
Key Performance Indicators (KPIs):
a) Important KPIs, such as employee satisfaction, staff attrition rates, and shift coverage, should be monitored to determine the efficacy of the implemented solution.
b) Compare KPIs before and after deployment to determine how staff scheduling and operational effectiveness improved.
Regular Staff Feedback:
a) Conduct monthly staff surveys and feedback sessions to determine employee contentment with the newly implemented shift scheduling system.
b) Utilize anonymous feedback platforms to encourage frank criticism without fear of repercussions.
Supervisors' Reports:
a) Request quarterly updates from supervisors and managers in order to evaluate implementation progress, identify roadblocks, and gather suggestions for enhancements.
b) Examine these reports for patterns and tendencies that may reveal improvement opportunities.
Scheduled Reviews:
a) Establish a review schedule for the implemented solution, such as quarterly or semiannually.
b) During these evaluations, assess the success of the new framework for shift scheduling and make any necessary adjustments to ensure continuous progress.
Benchmarking:
a) Compare the efficacy of Bupa care homes to the best practises and industry standards in staff scheduling and employee satisfaction.
b) Determine where the nursing home excels and where it falls short, and use this information to inform shift scheduling framework modifications.
Management Meetings:
a) To assure ongoing evaluation and discussion, the shift scheduling framework should be a recurring agenda item at management meetings (Armstrong, 2014).
b) Use these meetings to share with administrators and supervisors best practices, lessons learned, and suggestions for improvement.
By utilising these monitoring and evaluation procedures, the Bupa care home can ensure the ongoing improvement of its shift scheduling framework, as well as maintain a high level of employee satisfaction and operational efficiency.
Gantt Chart
[image: ]
Tasks are depicted in this Gantt chart by horizontal bars that span the complete time of each task. The tasks are listed on the vertical axis, while the time frame, measured in months, is shown on the horizontal axis. Because the periods of Tasks 2, 3, and 4 overlap, these actions are being carried out concurrently.
[bookmark: _Toc132271026]Conclusion
The problem of inadequate staff scheduling at the Bupa care home has been exhaustively analysed using a variety of techniques, including root cause analysis, fishbone analysis, and SWOT analysis. To determine the optimal course of action, a number of alternative solutions were identified and evaluated. The issues at the nursing home will be addressed by implementing a new shift scheduling system, a comprehensive communication plan, and approaches for continuous monitoring and review. By continuously evaluating and modifying the solution's efficacy, the Bupa care home can increase employee satisfaction, reduce staff turnover, and improve overall operational efficiency. This will ultimately result in enhanced resident care and a more sustainable financial model for the organisation.
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