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Executive Summary
The individual report focuses on the case scenario of Proper Care in U.K and the challenges which are faced by the sector. The respective report emphasizes the staffing and vacancy problems they are facing. The consequences on the employees and the PESTLE Factors are discussed in a broader perspective. Additionally, the causes and effects of the problem are illustrated with the help of the Fishbone Diagram. The plan and its effectiveness are illustrated with the guidance of identifying the indicators. 
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[bookmark: _mjkcvpx38ces]Introduction 
As stated by Cooper (2020), most of the significant problems faced by health care institutions and other medical organizations in U.K. are the shortage of excellent medical staff and relevant apparatus. Due to the impact of the Covid-19 pandemic, the shortage of FTE staff has been led in U.K. in the present times. This report aims to analyse the most important problems of NHS Hospitals and Mental Health and the community of the shortfall of their efficient and experienced staff, as the vacant posts in nursing and medical department have reached 1.10,192 in England (The NHS website, 2022). The study will also focus on other organizational issues by analysing the scope and its impact, micro environmental factors of U.K, and relevant solutions to absenteeism based on adequate research.
[bookmark: _sh7qxnfee08o]A research-informed discussion on the nature and impact of the complex problem on workers and their organizations 
As cited by Dalingwater, (2019, p. 75), NHS Hospitals, and Mental Health, and community providers are facing problems that focus on the shortage of more than 100,000 FTE artisans which is causing a negative effect on primary groups.  Another problem the respective hospital is facing is related to the nursing sector where there are 41,000 vacancies and this is resulting in a lack of proper care for the patients especially the disabled and elderly people at home. The NHS trusts are lacking in appointing workers and as a result, the daily tasks of health and social care are hampered by not being able to gather enough financial resources to successfully provide health support. The adult social care sector of U.K is degrading day by day in terms of vacancies just like NHS hospitals and the people, especially the elders, are not getting sufficient facilities for the health and social services they are paying for. The vacancies in the NHS hospitals and adult social care sector are due to the low level of salary given to them. The staffing problem in both NHS Hospitals and Adult social care in U.K resulted in the growth of waiting lists causing hurdles in the sustainability of the services. It is also affecting Proper Care Management because the pressure is on some health and social care workers to provide excellent services to the people, especially the elders and disabled, and hence there is a drawback and a lack of protection lowering the quality level (Sheard, and Peacock, 2020). The lower quality level creates a less level of trust and loyalty among the people for NHS Hospitals and the adult social care sector of U.K.    
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PESTLE Analysis of U.K.

	Factors 
	Analysis
	Impacts

	Political
	· Political stability has been strong since 1995 in U.K. which has provided a lot of opportunities for decision-making approaches in the business sector in England.
· The Brexit issue has created a number of problems in the staffing management approaches in U.K. for the past two years (Christodoulou and Cullinane, 2019). 
	NHS has been affected by the Brexit issue and eventually, it has relied on foreign staffing procedures to fill the vacant positions in the hospital to cater to the needs of the physical and mental health care sections (The NHS website, 2022). 

	Economical
	· The covid-19 pandemic has put enormous pressure on the national GDP of U.K. which has declined at an alarming rate. 
· The management and higher authorities in the medical industry has made put some extra pressure to deal with the changes made due to the lower GDP in  U.K
	This factor has affected the internal profitability of NHS hospitals as they have to cut down the wages of the medical and nursing staff.  The organization has faced serious challenges to cope with the changing environment in the medical industry of England. 

	Social
	· The effects of the Covid-19 pandemic have led to the high rate of staff turnover in U.K. in the past two years. 
· This issue has impacted the medical and nursing staff undervalued and underpaid.  
	Frontline medical and nursing staff of NHS Hospitals has felt overworked due to this high rate of staff turnover in U.K. and felt sick leading to higher absenteeism in the organization (The NHS website, 2022).  

	Technological
	· U.K. has adopted high-end technologies and advanced internet connectivity across the nation Cooper (2020).
· The mobile application with high technicalities has  the ability to overturn the conventional nurse staffing industry in England 
	NHS hospitals and Mental Care and communities can apply advanced mobile applications in staffing practices that can help the medical and nursing staff to remain connected more with their professions.  

	Legal
	· As per the Care Act of 2014 in U.K., proper care can be provided to employees and needy people in the country (Phan, 2021). 
· The Equality Act of 2010 has led the provision in U.K. to get protection against any kind of discrimination. 
	This factor can impact the internal facilities of NHS hospitals as this can be applied in providing the proper care and help to the adult and elderly patients in the hospitals. The act of equality allows the organization to maintain equal healthcare services and facilities within the workplace. 

	Environmental
	· U.K has focused on sustainable development of the business industries by providing opportunities to use more natural \resources. 
· England has stressed the importance of not wasting valuable resources in any business industry.
	NHS Hospitals have been engaged in the act of using precious resources. This has made the organization face severe consequences in operating their business in U.K. The firm has also lost its reputation in the minds of common people and thus, the reputation of the healthcare organization has been affected. 
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Figure 1: A Fishbone Diagram Depicting the causes and effects of Staff Shortage in NHS
(Source: Developed by the author)
Low wage: It has been found that the pay for nurses in the NHS is quite low and many of them work on zero-hour contracts.  Moreover, hospital staff has been found to be exploited by the organization as the majority of nurses have to work for extra hours than their actual work hours leading to exhaustion and burnout. Furthermore, it has also been noted that many nursing staff has been falling ill due to extreme work pressure. Therefore, low wages with extra work stress have been causing a high staff turnover. On the other hand, the shortage of staff has been creating extra pressure on the staff as they have to handle more patients than their capacity.
Underutilized skills and training: The NHS has been found to provide minimal opportunities for development and growth for the staff. According to the opinion of Weyman et al., (2019), organizations failing to create opportunities for personal and professional growth for employees are likely to experience a high staff. On the other hand, it has also been observed that the wage provided by the organization to its staff is not adequate for their skills and abilities making them dissatisfied with their workplace and ultimately causing employee loss.
Poor recruitment and selection: There is a prominent gap in the understanding of the recruitment and selection procedure in the NHS. It has been evaluated that a lack of systematic and effective recruitment and selection criteria is a challenge leading to staff turnover. On the other hand, insufficient knowledge and experience of the staff have been risking the health of the patients.
Continuously increasing unfulfilled positions: The staff shortage in the NHS has been increasing and becoming a huge concern for the organization. Due to the shortage of staff, there is overwhelming pressure on the existing nurses affecting their ability to care for the patients (Quirk et al., 2018, p. 10). Moreover, there are also patients waiting to get admitted that the organization is unable to provide service.
[bookmark: _44kqzu7zv9p]An evaluation of alternative solutions to staff shortage with an aim of choosing the most appropriate solution among these alternatives 
Wellness program: A major solution to the absenteeism incurring due to the health problems of the staff can be a wellness program. It has been seen that nursing staff has been feeling sick and exhausted leading to a high percentage of absence or job switching. NHS can introduce a wellness program to help nurses get treatments and free check-ups during their duty in the organization to take care of their well-being (Gray et al., 2018). On-duty counselors can also be kept to address any mental health issues of the staff.
Workplace flexibility: To minimize the load of work a more flexible work schedule can be introduced by the NHS. Staff can be given the choice of selecting their working hours so that they can effectively balance their work and personal life.
Opportunity creation: Staff should be provided with the opportunity to learn and acquire new skills, knowledge, and experience in their workplace. A lack of developmental opportunity demotivated employees (Gray et al., 2018). Therefore, new training and learning programs must be implemented and staff should be encouraged to take part in expanding their expertise. It can strengthen their skills which can ultimately improve the care quality in the organization.

[bookmark: _x9mf8tmnao7h]Present a plan to implement the decision to solve the complex problems

To find the best solution of the shortage of staff the following PMI has been introduced:
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	Extra cost
	Health care staff reduces shortage
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	Reduces health care costs
 6
	Hard to administrate
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	Can have mixed results
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	Auguments productivity
4
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	Wellness programs are growing
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	Increase employee retention
5
	Not customized for each individual
-3
	Government workers have better access to wellness programs
2

	
	
	




Total :22                   Total:      -16                               Total:  11

The outcome of this PMI shows that Wellness programs could be the solution to reduce the shortage of staff in the healthcare.


As opined by Stanford, (2020, p. 249), the workforce is the most significant asset of an organization and in the case of care-intensive entities like the NHS, the presence of an adequate count of staff ensures that the operations are executed efficiently. The issues regarding staff shortage in the NHS can be mitigated through the adherence to a systematic approach of planning, monitoring, and evaluation. The above-discussed challenges that are being faced by healthcare staff in the NHS are to be addressed on a priority basis and further recruitment plans are to be executed. The issues regarding mental fatigue, work pressure, and long working hours can be mitigated through the introduction of flexibility in working hours and the inclusion of rotational shifts. Whereas wellness programs are another well-sought method that the NHS can induce for its employee’s wellbeing. According to Glasper, (2019, p. 950), the bigger issue regarding high employee shortage has been a rising concern of U.K. government as well and considerations are undergoing to enact MOUs with foreign countries to meet this shortage. The liberalization of the immigration rules for professionals willing to serve as GPs, doctors, or other health care professionals is another initiative that the government has undertaken to meet the acute shortage of health professionals. However, a long-term approach is required to mitigate the workforce issue in the healthcare organization and the implementation of the below-mentioned approach could assist in the process.
Planning 
The first stage of the plan relates to carrying out an internal assessment of the workforce requirement in the organization. Subsequently, a road map is to be prepared with realistic targets that the NHS has to meet every year. To meet the annual targets of recruitment NHS can establish contracts with health care institutions and provide the immediate graduating students with internship opportunities for 6 months (Guyadeen, and Seasons, 2018, p. 101). This could enable the entity to meet the employee shortage halfway at reduced costs. Besides, it can also prove beneficial for the students as they could gain first-hand industry experience. Lastly, consistent training is to be provided to prepare a workforce for the prospects of the NHS and foreign nationals are to be encouraged to serve the NHS with government support.
Evaluating 
The second step of the plan requires an assessment of the effectiveness of the process implemented at every stage discussed above. Through cautious evaluation, prior risks associated with the plan are to be identified and adequate measures introduced for their mitigation. The inclusion of the evaluation step in the process entails the prospect of flexibility and dynamicity, which in turn enables the management to make consequent changes based on the metrics aggregated.
Monitoring 
The last step of the plan relates to monitoring the activities of the process. The plan involves the involvement of various stakeholders such as the health service institutions, the government, and the existing healthcare staff of the NHS. The optimal success of the plan can be ensured through the maintenance of coherence between the various stakeholders and effective management that entails within its dimensions the metrics of flexibility and adaptability.

[bookmark: _bzdbwhd5vsg9]Success Indicators to measure the effectiveness of the plan applied 
The plan illustrated to solve the problem of employee shortage in NHS Hospitals and U.K Adult Social Care Sector is a systematic application of Planning, Evaluating, and Monitoring. In this context, the success and efficiency of this approach are measured by the indicators of planning, evaluation, and monitoring.
Indicators of Planning:
Define clear objectives: There is clarity in the goal of the planning as it would assess an internal assessment of the health and social; care workers in NHS Hospitals and U.K Adult Social Health Care Sector which would help the management to prepare a road map. This specific objective could support the management to build contracts with the health care universities providing students with 6 months internships. The students can improve their knowledge and get expertise in the following health and social care sectors as a result they would get employment minimizing the vacancy problem of Proper Care Service.
Based on balance: The planning would assist to keep a balance between the costs and workers' appointments. The turnover costs could be maintained because they do not have to select candidates from outside and the students can get an experience in the proper care industry of U.K. This planning can empower the students to get any job in health and social care effectively. 

Indicators of Evaluation
Participation Rates: The management of Proper Care U.K need to participate in executing the plan in a dedicated manner. The involvement of the whole management could increase the number of nurses and other health professionals by improving the level of advanced health and social care training skills such as complex reasoning and critical thinking.
Attitudes: The management must have a dedicated and flexible attitude in solving the problem of staffing to increase the level of improvement in Proper Care in U.K. The roadmap of planning must be conducted in a practical manner.

Indicators of Monitoring
Performance Level: The appointment of the staff in the NHS trusts can boost the financial value of health resources assisting in successful operations and wide opportunities for health and social care services to people especially the disabled and the elders. The involvement of stakeholders like building relationships with the health institutions and Governments can improve the level of performance by providing grants and expert advice (Hogan, et al., 2018).  The improvement in flexibility and smoothness marks the effectiveness of the plan implemented.  
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Conclusion 


This entire study has focused on the evaluation of the significant problems of NHS Hospitals and Mental Care and the Communities in filling up the shortfall of the nurse and other medical professional staffing during the pandemic phase. This report has successfully addressed all the areas by providing proper evidence and research-based knowledge for adequate solutions to the problems. This can be concluded by saying that the above study has assessed both the micro and macro environmental factors to determine the decision-making process of the mentioned organization. The study has properly justified all the areas with detailed planning and solution procedures. 
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