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Introduction

In this report we will look at the issues surrounding staff shortages in proper care UK. This report will include an in-depth investigation looking at possible causes of staff shortage, how this occurred and how not only the problem can be solved but the solution maintained longer term. Through this report we will be asking questions such as ’is this an economical issues or just Organisational?’. 

The report will also review the scope and impact of staff shortages across the Health & Social care sector before we review the specific issues at Proper Care. 

Evidence sources will be reviewed and analysed to substantiate the findings. Following the analysis of this evidence, a solution can then be found and implemented. We will explore this through an implementation plan. 

Following all this critical analysis a proposal can be presented to proper care UK, advising them of the best course of action to take to help reelevate the staff shortage problem in proper care UK.

As part of the analysis certain critical analysis tools will be used, such as PESTLE, SWOT and FISHBONE. These tools are widely used to analyse the strengths and weaknesses, it is only when we understand the weaknesses that we can over come them. Barriers and threats to the success of the implementation plan must be identified and an action plan put in place to over come then and look at the impact if they are not overcome. 

A plan of implementation explaining how to monitor and review the course of implementation and communication of decisions and assess the impact of these changes in a holistic manner. 

The problem of staff shortage and the scope

With recent events such as the worldwide Covid pandemic and the United Kingdom exiting the EU through Brexit this has majorly affected and have contributed to the recruitment results. Currently there are.

· 1.1 million FTE jobs in adult social care 
· 1 in 11 adult social care jobs
· 1 in 10 social worker roles
· 12% registered nurse vacances
· Undergraduate nurse training undertaking has dropped by 4%
· Approximately a quarter of nursing students do not complete their training 

The government implemented a bursary incentive, but this has shown to be ineffective. Which will lend to a greater deficit. 

According to Community Care:

“The adult social care staffing situation in England continues to deteriorate with vacancies still rising while the number of filled posts falls.
The latest monthly update from Skills for Care shows that vacancies rose from 9.4% to 9.5%between December 2021 and January, while the number of filled posts fell to 4.3% below March 2021* levels in January. This compares with a figure of 3.7% below March 2021 levels as of December.
The vacancy rate rose slightly across all types of service and is now well above the 6% seen in April 2021, among organisations that have submitted data to Skills for Care’s Adult Social Care – Workforce Data Set during the current financial year.
They remain highest in domiciliary care, at 12.7%, followed by nursing homes (9.4%) and residential homes (8.3%).”

“In response to the latest figures, the chief executive of the Homecare Association, Dr Jane Townson, said that, while care hours delivered by domiciliary agencies had increased by 15% in the past year, staffing numbers had fallen, on Skills for Care’s figures, by 4.2% since March 2021.
She added: “Homecare staff continue to demonstrate remarkable commitment to the people they support…Right now, though, many homecare workers are exhausted as the increase in hours delivered is being achieved with reducing numbers of staff.
“Members report that recruitment and retention of staff is the hardest it has ever been. Inadequate pay and terms and conditions, driven by inadequate funding from central government leading to inadequate fee rates for homecare from local authorities, are key drivers.”

From this data it is clear that it is not only difficult recruiting staff, which is hard enough in the current climate, the staff that are recruited are not being treating correctly due to the strains placed upon the sector. In turn staff are exhausted and are more likely to be away from work with work related stress or leave the organisation which only then perpetuates the situation. 

Dr Townson also references inadequate pay, terms and conditions which also play an instrumental in not only retaining staff but ensuring staff satisfaction within their roles. 









The impact 

The impact of staff shortages is extensive including but not limited to: 

Poorer quality of care – when there is a short fall of qualified carers this could result in increased workloads and over worker nurses, leading to poorer care. Nurses that are qualified feel undervalued and then may affect morale. This may also lead to rushed care practices, poor techniques or manual handling and medication procedures for example & low standards of care. This then leads to mistakes and/or accidents. 

Safeguarding issues – as larger workloads are more put upon less staff; this increases the chances of safeguarding issues, such as failure to comply to legal obligations. Staff may be putting their patients at risk and patients may be abused through neglect and poor practices. Whistle blowing will occur and safeguarding referrals will ensue to the Local Authority. The local Authority are also obligated to report any abuse to the regulatory body The Care Quality Commission (CQC). CQC will be forced to investigate any concerns and an announced inspection may be necessary, any failings found will be reported and actions may be taken such as, enforcement, fines, prosecution and closure of the service in extreme cases. 

Sustainability of service – if the current training rates and number of qualified professionals continues to decline thus leads to the sector being unsustainable. Over worked staff will eventually burn out and the service will not be able to continue their business with reduced staff. 

Higher temporary staff costs- with less staff, temporary staff such as Agency workers can make more demands, this costing more and having major deficits resulting in the company trading at a lost. Agency staff will also have no familiarity with Operational procedures which in turn again in creases the risk. 

The information gathered to solve the problem

From the above it is clear that the many factors that can impact staff shortage. There are also many ways to engage staff and give incentives to new students and new employees. Ultimately first of all staff need to be recruited, as a company when recruiting you need to;

· Attract the right candidate
· Engage the right candidate
· Hiring fast
· Use data driven recruitment
· Bring a strong employer brand
· Ensure a good candidate experience
· Creating an efficient recruitment process

Once the workforce is increased we need to retain that talent. We can do that by as company keeping staff engaged and content within there role and loyal to the company and committed to training. In order to do this we should look at:

· Team building
· Pay review
· Development opportunities
· Career progression
· Bonus’s
· Effective work life balance


The Chief executive Jane Townson has also expressed her views on how the Government are reviewing the sector ie: The white paper review for Adult social care. 

“Referencing the government’s white paper on adult social care, which aims to “shift away from a reliance on residential care, and offer people genuine options for drawing on outstanding care at home”, Townson said: “To turn this vision into reality, homecare needs much greater investment. Investing adequately in homecare helps to enhance quality of life, improve outcomes, take pressure off the NHS and save money for the health and care system.”


Evaluation
  PESTLE ANALYSIS 2022



SOCIAL
LEGAL
TECHNOLOGICAL
POLITICAL
ENVIRONMENTAL

ECONOMICAL

Explore:
· Cyber security
· Service Models
· Better use of IT / BIM
· Relevant current and future technology innovations
· Ineffective adoption of Innovation
· Communication technological advances
· The level of research funding
· Technological trends including data consumption, accessibility, and portability





Explore:
· Quality, Health / Safety, Environmental and Information Security Legislation 
· Other Legislation such as in areas such of employment, data protection, immigration
· Growing awareness in GDPR
· Ethical supply chain
· Finance Bill
· Evidencing due diligence on our own system and processes
· Further changes to currently favorable legislation
· Changes in relevant law including impacts from Brexit
· Trading policies
· Regulatory bodies


Explore:
· Overall Economic Situation 
· Current and future level of interest rates, inflation, and unemployment
· Tax Specific taxation policies and trends
· Strength of consumer spending (may be direct or indirect via customers)
· Access to investment capital
· Budgeting and future customer spend predictions
· Contract wins/loses




Explore:
· New Legislation (including following Brexit)
· The Current and future political support
· Grants, funding, and initiatives
· Union bodies
· Election campaigns
· Issues featuring in political agenda




Explore:
· Skills gaps
· Lifestyle trends
· Consumer attitudes and opinions
· Change in Demographics
· Safeguarding and Equality
· Media views
· Law changes affecting social factors
· Advertising and publicity
· Ethical/ religious factors
· Brand, company technology image
· Major events and influence
· Attitudes towards data protection (GDPR, Privacy etc.)
· Expectations towards data accessibility and consumption




Explore:
· Attitudes to the environment from the government, media, and consumers
· Current and future environmental legislative changes
· Ethical Sourcing
· Corporate Social Responsibility
· Working environment – appealing to personnel. Comfortable and safe. Absence of pressure and ethically sound.
·  Work environment – pandemic (social distancing etc.)


Explore:
· Attitudes to the environment from the government, media, and consumers
· Current and future environmental legislative changes
· Ethical Sourcing
· Corporate Social Responsibility
· Working environment – appealing to personnel. Comfortable and safe. Absence of pressure and ethically sound.
·  Work environment – pandemic (social distancing etc.)




































Conclusion

In conclusion in order to achieve a higher candidate commence and retaining staff, untimely eliminating staff shortage.

· Use the SWOT tool to understand your current strengths and weaknesses and how they can be overcome
· Understand the candidate’s requirements
· Be holistic in your approach for recruitment
· Recruit quickly and efficiently
· Implement an efficient induction program

Implementation plan

When it comes to implementation on this plan there is no one size fits all, as every member of staff is different and has different motivators. This will differ and change, and the needs change of the staff and it is never an exact science to it. 

An implementation plan must be structured and follow these keys parts:

Introduction- the staff must be clear on what is required and the need for success. The objectives that we are aiming for will be outlined. 

Context- let the staff know why these changes are necessary, this will help the staff be empathetic throughout the process. 

Identify current issues- staff must understand where things have failed previously in order to find a solution and that we do not repeat previous mistakes. Reflection will play a key part here. 

Solution- details are imperative when it comes to understanding how we ensure we achieve our goals. It may also be important to understand any barriers to this success. 

Monitoring the success of the plan- Reflection will be an integral part of this process. Data will be collated and analysed to ensure the plan is reviewed in a specific manner and that the key objectives of the plan have been successful or if not, where has the plan failed. 

· Staff morale 
· Recruitment stats
· Retention stats 
· Customer satisfaction 
· Financial stability of Organisation 
· Increased popularity of services 



Collaborating a collective questionnaire to issue prior to implementation and then a few months into implementation to access results and statistics and ensure a successful plan and maintain success long term. Collecting qualitative data will ensure the plan is reviewed and monitored in a precise and effective manner. Again, assuring long term success. 
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