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Introduction
	Barbara Norris, a nurse at Eastern Massachusetts University Hospital (EMU), assumes her new role at the General Surgery Unit (GSU) as the nurse manager. Her department is already facing numerous organizational problems. Her new role is this affected by the issues that she inherits from this particular department (Groysberg, Norvia, & Bell, 2009). Norris tries hard to address the problems by creating an open forum and listen to the issues that are affecting other nurses and proposes what can be done to overcome these challenges. This article provides case analysis, the solution to the highlighted problems as well as recommendations to what the nurse manager can do to improve the performance of the unit. 
Evaluation of the Case
The General Surgery Unit is currently short-staffed and does not perform well according to the expectations of the facility. The employees complain of low morale and motivation to perform their duties. GSU is also affected by a culture of favoritism, blame game, and internal conflicts among the employees (Groysberg, Norvia, & Bell, 2009). There is a poor relationship between the senior workers and the junior workers. This leads to poor collaboration and team work within the unit. Collaboration and teamwork as crucial aspects of the performance of an organization. The junior workforce complain that they feel unrecognized, and they are not part of the team as they never receive positive feedback from the senior nurses. 
The setting of the case study shows that Norris is open to feedback. Norris actively engages the workers in an informal meeting to allow them to air their grievances. The employees argue that they lack motivation and morale to support reach other. The culture of the facility in the past was more motivating as the nurses believed in helping and supporting each other. The situation has changed as the nurses have become introverts. The case presents a situation where the nurse manager is experiencing budget constraints within her department (Groysberg, Norvia, & Bell, 2009). She finds it hard to identify an equal substitute when one of the nurse takes a medical leave or is on vacation leave. The budget cannot allow her to pay the available workforce to work overtime. The facility has eliminated overtime working on cutting the extra costs that may be incurred. The case also presents a situation where Norris is constrained to recruit new employees in to the facility. However, the process of recruiting other nurses may incur huge costs that the facility may not be able to cater for. This cannot be possible since the director requires Norris to manage the situation and improve the performance of the unit amid the cost-cutting measures adopted by the facility.
Proposed Solutions
[bookmark: _GoBack]As demonstrated in the case study, the GSU has been facing the problem of staff shortage due to the low maintenance of workforce and poor motivation of the available nurses (Groysberg, Norvia, & Bell, 2009). As a nurse manager, Barbara is not responsible for the recruitment of other employees meant to replace the nurses who leave. The essential thing for her to do is to contact the hospital director and inform him of the current situation in the GSU.
The case expresses a situation where the senior employees conflict with the junior workers. This problem leads to ineffective collaboration among the workers. To face this issue, Norris holds various meetings with the workers and advises them to write down the challenges facing. This is one of the effective way to promote teamwork and collaboration in an organization. Norris also engages the personnel to solve the differences among them. The case thus proposes that the management should reinforce effective communication and strengthen the relation of the workers (Groysberg, Norvia, & Bell, 2009). This will help in the promotion of teamwork and collaboration among the workers.
Recommendations
	Most employees in the EMU hospital remain dissatisfied due to lack of motivation, lack of morale to perform their duties, and poor collaboration (Groysberg, Norvia, & Bell, 2009). These issues may affect the delivery of patient care and in the long run, affect patient satisfaction. The nursing manager is, therefore, required to address these problems to improve the performance of the unit and maintain the hospital’s reputation. It is, therefore, advisable for the nurse manager to identify various strategies to motivate the employees to reduce the number of leaving nurses, maintain the available workers, and improve their morale. These strategies include job promotion and rewarding gifts to well performing employees. It is also advisable for the facility to make some adjustments in the cost-cutting measures it has adopted. 
Conclusion
Lastly, the case presents a situation where Barbara inherits a series of critical problems that require to be addressed to improve the performance of the General Surgery Unit. The main goal of this case was to identify various issues that affect the health facilities, recommend solutions, and provide a possible recommendation to solve the problems. Depicting the proposed changes and recommendations, Barbara will be able to solve the problems affecting her office and deliver as expected by the director. 
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