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Introduction

Hospital mergers originated in the United Kingdom during the late 1990s to tackle underperformance in the health industry (Lim, 2014). Presently, in a globalized society, the mergers are increasingly used to improve the competitiveness of hospitals to gain a more significant market share, broaden portfolios to lessen risks, and capitalize on the economies of scale. The reasoning behind the mergers is that the two hospitals are better than one as they escalate the shareholder value on top of that of the two separate units (Sharma & Ho, 2002). However, hospital mergers have an adverse impact on staff job satisfaction especially in the years before and after the merger. Thus, constant support and the management of personnel expectations throughout the merger might help to increase staff morale and job satisfaction. This paper is a proposal to the senior management that highlights the trends and issues of low staff morale in the hospital. The proposal provides alternatives for coping with the harsh and stressful environments through the implementation of a reward and recognition program. 

Current Situation

There have been observations regarding the hospital employees undergoing loss of morale, drive, and productivity since the hospital finalized its merger. The low staff morale is risky for the development and growth efforts as it has an adverse impact on the primary goal of superior service delivery to the patients. The most affected teams are the operations department personnel such as billers, admitting clerks, collectors, and the support staff. The issue encompasses numerous cases of absenteeism with no candid reasons, poor relations with co-workers and patients, long breaks, and lateness. Similarly, some of the team members appear to be less active after the merger due to employees working in the new working environment and hospital setting. Also, some personnel seem to experience doubts and constant fear of job loss.

The Hospital Merger, Employee Disconnect, and Low Staff Morale

A merger is a critical step in the hospital's journey towards sustainable growth and improved performance in the future. The employees at the hospital feel like they spend more time tending to the new team as opposed to working and progressing the hospital. The two hospitals have different operating systems which illuminates a disconnection amongst the employees. Hence, the new staffs are trained by the experienced personnel to learn the new operating system that is used to admit patients, billing, and other operations. Following the merger, the workers, especially the operations and support staff, are no longer motivated to conduct their duties and are not keen on training the newly assimilated employees. Also, the employees are not motivated as the hospital does not have a functional reward and recognition scheme in place.

The management is bound to undertake measures towards encouraging its workforce to embrace change and ensure that all teams remain motivated. Presently, the hospital operations are not handled commendably by the experienced employees. Following the hospital’s merger, there is no clear guidelines on how the operations will be done in the hospital, which is partially attributed to the demotivated staffs. Likewise, low staff motivation has resulted in unproductive employees who exhibit lower productivity, increased staff turnover, and low morale. It is vital that the workers are wholly motivated and dedicated to their work so that the hospital can accomplish its ultimate goals, visions, and strategies as a hospital. In light of this, the hospital ought to develop a possible employee reward and recognition plan program which will motivate the staff to work to increase their productivity, service delivery and raise their commitment.

Poor Communications Network

One of the issues that need to be addressed is the lack of a reliable communication network within the hospital. Presently, the management has not been communicating regularly and precisely to the team. The hospital has a high level of unattended tasks since the various duties and responsibilities were not explained as some employees' positions were reshuffled due to the merger. The management has not made any efforts to provide additional training which has an adverse impact on the employee relationships, so the experienced employees are not keen on training the new employees. Lastly, there are barriers between the hospital's hierarchy of command which has affected the communication between the management and operations team.
Project Plan
Getting the entire team back on track will necessitate a sequence of actions, one of them entails the development of a rewards and recognition program which is beneficial for the staffs, management, and the stockholders. According to Nankervis, Compton, & Baird (2005), the rewards and recognition program is needed to motivate the entire workforce to boost their creativity, morale, loyalty, lower staff turnover, and enhance productivity. A combination of steps is endorsed to unlock superior performance for the hospital's employees and to strengthen the culture in crucial areas which include communication, accountability, and staff appreciation.

Reward and Recognition 

A reward is something that is provided in exchange for good behavior or accomplishments and is administered after the correct or desirable response that inspires the re-occurrence of a similar reaction. On the other hand, recognition is the acknowledgment or an exceptional notice or attention (Salaman, Storey, & Billsberry, 2005). In organizations, the reward and recognition programs should have a profound impact on behavior visibly, improve outcomes and offer tangible and intangible awards that can be earned and enjoyed by everyone. Ultimately, individuals should feel worthy of what they receive while the company benefits from a motivated and confident workforce. In his book, Dessler (2017) stated that the process should have some main features namely variety of recipients, timeliness, abundance, and a blend of formal and informal recognition.

Reward and Recognition Plan Process
The first step of the plan is to establish a staff reward and recognition plan committee. The functions of the committee will be to ascertain, design, manage, and implement the program in all departments across the hospital. There is the need first to identify the individuals who will serve on the committee that will assume the sole responsibility of improving staff motivation. The committee will also have a balanced representation that comprises the junior employees, subordinates, and management which will be critical to the effectiveness of the program. The representation of all employee cadres will make sure that the workforces' interests, opinions, preferences, views, and ideas are included in the program. Next, since the hospital has various departments, I will also certify that the committee will comprise the same representation from each department. Additionally, qualified committee members with a background in human resources and behavioral science will be tasked to work on designing the entire program. The identification will be made through volunteers, elections from departments, or managerial appointments. Once the committee has been selected, the committee will agree on their service terms, length of operations, and recognition of objectives of the reward and recognition

The next step of the program constitutes devising the reward and recognition program core objectives by the committee.  This will comprise fair and balanced opportunities for the entire workforce to recognize and reward them for their outstanding work. This step has many critical factors that need to be considered to ensure the success of the program. The proposed program has to adhere to some needs and demands of the staffs and complement job performances and behaviors that are needed for proper reward and recognition. Primarily, the committee should ensure the program will ultimately, exhibit fairness and flexibility in the company and it should also comply with the set guidelines and regulations. Next, the committee is authorized to ascertain if there are informal programs that are best placed for corresponding departments. Moreover, the committee has to determine the variances between formal and informal goals of the program that are suitable for each department. Here, the committee will apply Jim Brintnall's SMART model that states rewards should be sincere, relevant, meaningful, timely, and adaptable (Oosthuizen, 2001). 

The third step is to ensure that the reward and recognition plan has followed the apt selection criteria such as connection to the core values, vision, mission, strategy, and positive behaviors. An employee survey will be undertaken to support the committee in detecting the most valuable aspects or qualities. Besides, managerial input from the senior management concerning the behavioral types they should be recognized and rewarded will be forwarded to the committee. Other samples of selection criteria are customer service, innovation, excellence, creativity, leadership, teamwork, commitment, and flexibility. Once the purpose and criteria of the program have been established, the functions of the reward and recognition scheme will be conveyed to all staff. However, it is worth noting that the formal recognition and reward scheme does not substitute the informality of recognizing and appreciating the employees on a daily basis as it serves to complement the general informal recognition.

The fourth phase involves identifying the criteria for eligibility, frequency, and selection of awards. The committee will identify the funding, determine the qualification, and procedures of frequency and choice of awards. It is also imperative to recognize worthy employees for the awards which complement the working environment. Team building efforts can improve the manner in which the staffs relate to each other. The committee will create a schedule for team building whereby the hospital will hold quarterly team building sessions for all hospital staff. The critical components for deliberation are employee status, length of service, and eligible nominations. The awards will be a feasible recognition and award scheme that is meaningful and applicable to the awarded recipients. Examples of awards proposed by the committee include cards, a bouquet of flowers, lapel pins, and mounted certificates. 

The most significant part of the reward and recognition program is the procedure of nomination and selection of the awards. The recognition and reward committee will conduct the processes of recommendation, designation, and screening for an active and fair formal award program. Here, the committee determines the exact factors concerning the nomination processes such as confidentiality, anonymity, information that is availed for the nomination, and communication of nominations. There are other vital items determined by the committee to pledge an effective recognition and selection procedure such as the rating processes, procedure score, review, and the time-frame of the memberships. Also, the committee gives the public announcements concerning the market awards program before publicizing the award program. The award program will trail award recognition of receivers in the recognition and award of the employees. The award programs will be conveyed in all departments through emails to employees in different departments through the heads, departmental newsletters, website, corporate meetings, and bulletins. 

Lastly, the recognition and reward program will be formalized and carefully monitored by the committee and management for favorable outcomes. The committee will ascertain approvals with the employees and management to ensure success in improving the staff morale. Again, the committee will monitor the program during the first year to evaluate changes in levels of employee satisfaction and overall effectiveness of the program. In the long-term, if there are any adjustments, some factors should be considered like the satisfaction of employees, workforce size, department reorganization, service delivery, and productivity.
Benefits of the Recognition and Reward Program

The proposed plan will be beneficial to the hospital in various ways. The implementation of the plan will boost the employees' morale by serving the patients productively. The staff will start to enjoy their job and will go an extra mile in ensuring the delivery of superior service. This will improve the relationships with other staff and patients (DeCenzo, Robbins & Verhulst, 2013). In the long-term, the hospital will have a better reputation and strong brand image. The team building sessions will improve the problem-solving skills in the workplace as it offers a platform for sharing ideas openly. Having a hospital with high staff morale will lower absenteeism, lateness, and staff turnover. Similarly, there will be increased productivity since the recognition of the desired behavior enhances a repeat of similar behavior, which is a reflection of productivity. There will be higher satisfaction marks and loyalty from patients owing to the fewer accidents and safety records at work.
Qualifications and Experience

The recognition and reward program has the guiding principles and provisions to ensure that employees can understand them. The first step is to create a handbook that explains the rules and qualifications of the rewards and details of the recognition and reward program. A corporate meeting of all staff will be held by the committee to explain the execution of the new program where the team will ask queries and express their concerns. The meeting is also a tremendous opportunity to familiarize the recognition aspects of the program to maintain the attention of the staff. To introduce the plan, the committee will award a certificate to the member with the longest service of employment.  The other employees will obtain certificates on the anniversary of hiring date. The enthusiasm of the new changes should elevate the spirits of the staff through an explanation of the program. 

I am excited to be the founder of this program as I am fully aware that it will have a positive effect on the employees. Having articulated the proposal, I am confident that I most qualified to implement the project given my experience, skillset, knowledge, and personality. This project is comprehensive, and it will take some time to finalize since adjustments have to be made periodically to ensure long-term success. But, I am optimistic if accorded the opportunity, the committee and I will use flexibility and patience to collect all the information and methods needed for the success of the program. Furthermore, I am the ideal person for ruining the project as I have successfully supervised the implementation of a similar project in my former position with desirable outcomes. 

Estimated Budget
	TASK
	QUANTITY
	COST

	 Staff Certificates 
	200
	500

	 Achievements board 
	1 
	 350

	 Flowers
	500
	 1000

	 Team building
	4
	         8000 

	 Cost of souvenirs and trophies
	 100
	  1600 

	Goal cards  
	200
	   600 

	Administrative costs
	
	2000

	 Yearly total 
	
	$14,050


Conclusion
There have been observations regarding the hospital employees undergoing loss of morale, drive, and productivity since the hospital finalized its merger. The low staff morale is risky for the development and growth efforts as it has an adverse impact on the primary goal of superior service delivery to the patients. The most interested teams are the operations department personnel such as billers, admitting clerks, collectors, and the support staff with escalated cases of absentees, lateness, low productivity, and extended breaks. Following the merger, the operations and support staff, are no longer motivated to conduct their duties and are not keen on training the newly assimilated employees. The management was compelled to undertake measures towards encouraging its workforce to embrace change and ensure that all teams remain motivated. In light of this, the hospital sought to create employee reward and recognition plan program which will motivate the staff to work to increase their productivity, service delivery and raise their commitment. This proposal highlights the current issues, mechanisms, and processes that will result in the development of a formal reward and recognition scheme at the hospital. The adopting of the proposed plan will boost the employees’ morale by productively serving the patients.
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