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An Analysis of Leading Change in the General Surgery Unit
	Introduction	
	Barbara Norris has assumed control over the managerial task at Eastern Massachusetts University Hospital (EMU). There are various issues that have come up, causing the office to go down as far as execution. On the part of the administration, Barbara Norris who has been named as the supervisor of the unit isn't just worried about the present circumstance, she is considering how she can really conquer the issues and makes the office work along the lines of being a slightly positive and benefit oriented unit (Groysberg, Norvia, & Bell, 2009). The case demonstrates that the general departmental presentation has been on decay as a result of the expanding turnover, low confidence, and poor correspondence among the nurses. 
Evaluation of the Case
	The elements of the situation of the introduced case show that the General Surgery Unit (GSU) has been facing issues identified with hierarchical conduct. The setting demonstrates that the nurses and the administration are facing various problems. The culture has additionally been very solid and positive before, where the attendants related consistently (Groysberg, Norvia, & Bell, 2009). The motivation was the most significant part of GSU in the past, where every single nurse was obliged to help others. However, things have changed where the sustainability among the nurses has diminished and turned out to be restricted, and the nurses have turned out to be more contemplative people. 
	The major issues which are portrayed in the case study show that the General Surgery Unit (GSU) has been experiencing the problem of staff shortage; the staff morale has turned out to be low; feelings of anxiety among the staffs have increased rapidly, and the unit has been facing most minimal employee fulfillment scores. 
	Besides, the turnover proportion at the department is additionally the most elevated when contrasted with different units at Eastern Massachusetts University Hospital (EMU). Alongside this, GSU has been facing the issue of increased patient fulfillment scores, where they have been reduced at an alarming rate (Groysberg, Norvia, & Bell, 2009). The relations between the nursing staff and other staff have been very cold and reserve, where nobody is prepared to support each other. The unit is renowned for its way of life where the component of favoritism has been undeniable, and the nurses feel deprived of essential motivation by the administration. 
	Another issue at GSU has been the issue of additional time, which has been halted by the administration as a result of the cost-cutting measures. This has aggravated the problems because, in most cases, the nurses are on leave, when unwell or they need a vacation for personal reasons, for which Barbara cannot offer the other staff individuals an extra pay.
Proposed Changes
	As the case expresses, the relationship between the nursing staff is very cold and reserved, where nobody is prepared to assist another staff. To address this issue, the office should conduct regular meetings and interactive sessions among the nurses so that they can relate well and help one another (Groysberg, Norvia, & Bell, 2009). Besides, by reinforcing the communication and relationship of the workers, it will help in reducing the amount of blames that has been placed in situations where they have been not supporting one another. 
	As the case expresses, the unit has been facing the issue of high turnover and low maintenance of staff. The General Surgery Unit has been under serious pressure where Barbara Norris can’t identify or recruit a replacement for the nurses that have left the unit. As the case states, she is confined to contract new medical attendants; along these lines, the issue has ascended at the General Surgery Unit (GSU). The most appropriate technique to control this issue will be to recruit more nurses. Although it may incur a cost, it will reduce the increasing and unreasonable workload that is placed on the remaining nurses. As the case states, if an attendant is on leave, Norris cannot get a substitution in light of the few staff and hence the most evident exchange where the nurses have been feeling over the top pressure has prompted to high turnover (Groysberg, Norvia, & Bell, 2009). In such a circumstance, new staff recruitment has the greatest potential and feasible arrangements.
Recommendations
	Barbara is required to address all the issues facing the GSU for the unit to perform as expected. Junior staffs in the unit feel like they don’t belong to the team as they conflict with the senior staff. This has led to a lack of team work and collaboration within the facility (Groysberg, Norvia, & Bell, 2009). It would be advisable if Barbara to make a definite system and create an interactive forum where the senior and the junior staff will improve their relations. Barbara will also be required to redefine the roles of each staff to avoid the conflicts between the staff. Lastly, Barbara should utilize a non-financial strategy to reward her staff since the unit is already facing financial constraints. She can also consult her director to increase the GSU budget and be allowed to make salary adjustments to her highly performing staff as a reward. With these recommendations, the nurse manager can improve the situation of GSU and improve its performance to higher levels.

Conclusion
	In conclusion, the case presents a situation where the nurse manager, Barbara Norris, faces a couple of problems on assuming her new role. The general surgery unit that is currently leading is experiencing staff shortages and does not perform well as expected. The staffs also lack motivation, lack of collaboration and teamwork among the staff, staff conflicts as the staff keeps on blaming each other, and lack of clear appraisal procedures (Groysberg, Norvia, & Bell, 2009). Despite these problems of economic problems and extreme costs, Barbara is expected to turn the fortunes of the unit. With the above-proposed solutions and recommendations, the nurse manager may be able to address the many problems that are facing her unit. 
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