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This report aims to inform, analyse and clarify about the rising absenteeism in a Health and Social Care setting. Additionally, it follows the purpose of assisting Proper Care in understanding the causes and impact of the issue in making use of real-life examples such as the NHS or Proper Care, Limited. In doing so, the adult care provider can be brought closer to the solution of the problem. 
According to Patricia and Philip, problem solving is an analytical process with a goal based on the problem solver having no clear solution method whatsoever (Alexander & Winne, 2012). Moreover, Adair states that at times one must determine a course to be followed and that can be supported with a systematic decision-making approach. As per Adair, when looking at decision-making a bit closer any decision (no matter how heavy) is nothing more than a small fraction of the total outcome (John, 2019).

[bookmark: _Toc111127406]Define the problem

There is a serious staff shortage problem within Proper Care (Cornwall) Limited, as several care staff had left the service last month. This led to missing care staff personnel, which were supposed to be in duty. Due to those events happening complaints from the care home’s clients came in. The nature of Proper Care’s issue describes itself as followed. According to the Care Quality Commission report, the care home lists a week-long significant decline in staffing levels. This event is followed by another setback, as consequently the care facility sees itself forced to hand back care packages back to designated local authorities. Furthermore, this series of events can be seen as a result of the mismanagement of Proper Care’s offered care service (Care Quality Commission, 2021). 
Additionally, there is another staff shortage problem in the NHS, where the undercapacity of workers poses a threatening issue to the planning of increasing NHS capacity. Charlesworth states that, the NHS also suffered a great deficiency of nurses, with the covid pandemic starting three years ago. Moreover, the very nature of the problem lies in NHS’s repeated failures of investing in training of employees. Overall, there is also a rising need of care in many health care organisations (Charlesworth, 2021). 
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It’s Scope and Impact

As per the Care Quality Commission, Proper Care’s severity of the issue is short term based as the report provided by the commission is a monthly report (Care Quality Commission, 2021). Whereas the NHS’s scope in the staff shortage problem is long term based as it’s workforce crisis first appeared when the covid pandemic broke out, several years ago (Charlesworth, 2021). 
The staff shortage issue impacts Proper Care, (Cornwall) Limited in a way the care home itself and it’s staff are affected critically. According to the Care Quality Commission, the lack of staff led to failed care visits to clients and the care home needs to make up for this shortcoming. Consequently, the care home expects the missing care visits to be added soon. Also, according to information from the report the care home has no sufficient staff recruited (Care Quality Commission, 2021). The NHS is hugely negatively affected by the staff shortages. Their staff shortage problem is even expected to increase (Charlesworth, 2021).
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· PESTEL Analysis on NHS about staff shortage
(Political) 
According to Kingsfund, the UK government offered NHS an additional financial backing for health and care services. Furthermore, it also failed to provide a national plan for the staff crisis to the public (The Kings Fund, 2022).

(Economical) 
Ranked from highest to lowest: 1. London: 8,5%; 2. East of England: 6.6%; 3. Midlands: 6,5%; 4. South East: 6.3%; 5. North West: 5,0 %; 6. South West: 3,9% and 7. North East and Yorkshire: 3.9% (Rolewicz & Palmer, 2019).

Figure 1: Clinical staff shortages of NHS by region in the UK
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Additionally, given to Rolewicz and Palmer, regarding unemployment rates the above figure shows a staff shortfall of 6% between January and March 2021 (Rolewicz & Palmer, 2019).

(Social)
“As at the end of 2019/20, NHS trusts reported spending some £3.5 billion on temporary staff” (Rolewicz and Palmer, 2019, p.1).

The conducted research shows that economically, shortfalls of staff for the NHS show financially dire consequences.

(Technological)
According to Patni, the technological innovation shows recent technologies to positively impact people‘s daily lives (Patni, 2018).

(Environmental)
“Past research has shown that almost all staff asked believed that it is important for the health and care system to support the environment” (NHS, 2021, p,1).

Based on performed research, environmental factors don‘t show to affect the problem of staff shortage in the NHS.

(Legislation and Law)
“New law in England must resolve nursing workforce shortages that compromise patient safety” (Royal College of Nursing, 2021, p.1)

As the government ignored warnings about the workforce crisis Royal College of Nursing pressed the issue.

· Fishbone Diagram of NHS
The following illustration can explain the NHS’s poor performance in workforce capacity. Furthermore, the causes and consequent effects behind the staff shortage problem can be detected. Firstly, the problem namely “staff shortage” is identified and made clear. Secondly, main categories of potential causes for the shortfall on workers in the NHS are elaborated and considered. Finally, possible factors that contribute to the appearance of the issue are to be brainstormed as much as possible. To analyse causes most efficiently and in doing so assisting the NHS in clarifying their problematic situation, identifying more specific causes of causes is vital.
According to Ford, figures show staff off work due to COVID-19 (Ford, 2022).


Staff shortage



According to the information of Shallcross, poor workforce planning led to the nursing profession becoming unattractive with England missing over 40,000 nurses (Shallcross, 2018).



Given to Charlesworth, training of nurses and doctors show itself as expensive (Charlesworth, The Health Foundation, 2021).





· Definion of key term Fishbone analysis
Created by professor Kaoru Ishikawa, the analysis is meant to identify the main cause of a problem and show where and for what reason a process is not working (Mind Tools Content Team, 2020).
Additionally, one needs to brainstorm possible factors and identify more specific causes of causes.
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Propose alternative solutions

The following alternative solutions are:
1) Currie states that, better working conditions in the nursing profession make for improved overall staff health. 
2) Additionally, levelling up the staffing in all healthcare areas should pose a hugely positive impact on the staff shortage problem. 
3) Moreover, rooting out inequalities of any sort at the workplace promotes the retention of staff (Currie, 2021). 
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	Plus

· Better working conditions for improved staff health
· Leveled up staffing in all healthcare areas
· Outrooted inequalties (Currie, 2021)

Minus

· Poor nurse recruitment
· Failed retention of nurses
Lack of mental health professionals such as psychiatrists, nurses and therapists (NHS Support Federation, 2021).



Interesting

· Additional nurses are set to come to make NHS employees recover from the pandemic (Department of Health and Social Care, 2022).

On thorough consideration of the above PMI (PMI - Plus, Minus, Interesting) decision making tool, the second alternative solution appears to be the most suitable option. 
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· Planning stage
When looking at the desired outcome from the chosen solution, which is an increase in staff numbers, it is vital to consider detailed planning. Also, to guarantee successful planning new procedures which assure long lasting employments in the organisation should be carefully worked out. Therefore, Proper Care should immediately focus higher priority to their Recruiting Department in providing them with financial assistance for redesigning their recruitment process, which then enables them to choose new employees from a wide selection. Furthermore, amateur care staff should be trained to cohere with senior personnel in order to ensure future mutual support and also to ease the current workers from monotony and provide fresh wind at the workplace. Moreover, new policies that offer mental health support for workers in need, like staff with family issues. Additionally, policies that see old staff to treat new staff with the utmost care and help them with whatever they need.

· Monitoring stage
It is also required to monitor the planning process in collecting information during the ongoing plan such as update reports, possible additional financial backing in recruitment, status reports or staff meetings. 


When the constant information is gathered, it needs to be analysed in order to further work with it, so details in the planning stage can eventually be reconsidered. 
In analysing the received data, it can be determined where planning can continue and where it  needs to be adjusted and reconsidered. For instance, if remodelling Proper Care’s recruitment process as a whole proves itself to be insufficient the goal of choosing from a wider selection is not achieved and therefore the care provider’s recruiters would begin to operate in areas with high demand of will to work. And if current care workers at Proper Care do not seem to adhere to the policies in giving new staff poor training and welcoming, the adult care provider would have to carefully reconsider jobs. 

· Final Stage, Evaluation Stage
Once the implementation of the solution is finished the result should be satisfactory and sustainable. That is the desired and successfully acquired additional workforce in the adult care provider Proper Care whose care services now continue to be as sustainable as possible. 

· Success criteria
There are various possible success indicators in relation to the outcome of the chosen solution. The following are identified and discussed:
1) Decrease in recruitment as a result of increase in employment 
2) Fewer and fewer waiting lists
3) Unspent funds in recruitment
4) Increased work rate as interpersonal staff relationships seem well
5) Huge improvement in care quality
These key performance indicators seem to stand in close context with the solution, for the reason that each and every indicator has it’s place in this plan for implementing the chosen solution. On the one hand indicator 1) and 3) match with Proper Care’s Recruitment Department and their renewed recruitment process and on the other criteria 2) and 4) go with the newly issued policy of older staff taking good care of new staff. Whereas indicator 5) comes as a result of all prior success indicators sharing good chemistry and is an overall key performance indicator.
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Conclusion

On final review of discussions and arguments in this report, it is concluded that in order to efficiently tackle the huge absenteeism the adult care provider Proper Care sees itself confronted with, the right and necessary arrangements need to take effect. If guidance in the plan of implementation for the chosen solution is followed, success in worker recruitment is guaranteed. Additionally, for that to happen further care home workers, may it be nurses, care assistants, managers, senior care workers or activity coordinators, are vital. Moreover, Proper Care’s Recruitment Department and it’s redesigned recruitment process are required to make efforts of letting the line of work in a care home become more attractive again.
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Source: Nuffield Trust analysis of NHS Digital data.
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