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BN Analysis
Student’s Name
Institutional Affiliation
A) Problem: At the Eastern Massachusetts University Hospital (EMU), Barbara applied for a spot of nurse manager of general surgical unit. Barbara was warned by her trusted mentor and friend, Betty Nolan but went ahead with plans to get the position. She was offered the job and given the green light to turn the tables around and make a difference. As soon as she got the job, she was troubled that she had accepted a higher role she could not handle.
B) Diagnosis:
· Uncooperative team players
· Poor economy 
· Lack of data needs

C) Proof
Uncooperative team players
· Barbara received 29 appeals for one-on-one consultations with other colleagues  on issues concerning their fellow workmates.
· Senior nurses complained about the new nurses being slow and backwardness and did not offer a helping hand to orient them into the job.
· Barbara herd complains and gossips instead of praises and constructive criticism from workers across the unit.
Poor economy 
· The economy had taken a descending turn right the same time she joined the new job and the recovery of the economy did not seem to be doing great since revenue continued dwindling while expenses and costs continued hiking even further.
· The hospital enacted a hiring freeze and stopped allowances which were to motivate the employees to work hard.
· The employees were overworked, and tensions began of impeding demonstrations to air their grievances.
Lack of data needs
· There were no complete records kept by the previous nurse manager of the GSU at EMU of the staffs' yearly performance reviews
· Lack of records confused her interest role in initializing a communication and transparent evaluation system to improve employee's growth and development.
· The existing performance review system in place was not rewarding better performance.
D) Short Term Plan: the short term plan for the issues identified is quitting the job and refusing the responsibilities. By doing so, Barbara can end her newest problems in a single decision and act. However, this will only reduce the question on her side but escalate the identified issues at EMU. Therefore, it is advisable to go for the long term plan, which will both mitigate problems at EMU and bring peace of mind to her since she craved for the position. 
E) Long Term Plan: the long term plan includes thoroughly addressing the issues identified one by one. Here, it is an aim at creating a conducive environment where everyone feels safe, appreciated and valued as an essential member of the EMU regardless of the position. Is trying to change the work culture to be more worker-friendly by encouraging and promoting teamwork. Secondly is creating a performance review system which will reward good performers and act as a motivation tool for workers. Thirdly, make the workers feel safe and involved by appointing their representatives and also hearing and meeting their grievances. The workplace should also avoid favouritism and give the workers a chance to do what they like best such as spending time with patients rather than being followed. Finally, EMU should stop overworking the workers, and if they do so, they give viable reasons and ask for opinions. These steps will mitigate the problem at hand effectively and efficiently.
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