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Decline In performance in a health care facility should be a significant concern since it interferes with the patient's satisfaction, profitability, and organization's achievements. It is therefore essential to outline measures and improve service delivery in health facilities. Managing a health care facility can sometimes be very difficult as the place is characterized by complexity, heterogeneity, and intangibility (Berenson, et.al 2006). Every patient you meet is different every day. Therefore, different approaches and techniques are employed every day. To perform a task effectively, communication, cooperation, and coordination should be practiced.
A highly departmental structure in health centers can slow a bit cooperation process. Take a case, for example, concern over the decline in performance in a hospital where a group of physicians doesn't seem to understand the importance of measures put in place to enhance cooperation can make hospital and staff leadership decide to get tough on the workers. In this situation, seeking sufficient information about the case and how to handle it can be the best approach to take it. Without strict measures, job satisfaction can be a nightmare to achieve. Borrowing from functionality theory, each department in the health system has a role to play, and their effects are mutual. They are therefore working together to achieve a common goal.
In such a scenario, I don't think the loss of privileges and threats will motivate the physician. Motivation maximizes the energy, effort, and commitment in an individual, with the main aim of job satisfaction (Lepper., et al, 2016). In my view, I will develop a motivational plan to handle the situation. In my project, the focus will be based on the head department's leadership style, work environment, the structure of the work, and the reward system. To begin with the leadership style, an effective leader should possess transformative skills. They should be aware that there are many essential things that matter to the employees rather than salary. Therefore, I would advise the physician leaders to try and practice a charismatic leadership style and help them create a positive future. As a leader, listening, understanding, and knowing your employee's priority should be their concern.
Environmental stresses might as well be the cause of a decline in performance. Most of these stresses can be managed, inadequate infrastructure and improper equipment to perform tasks are examples of the environmental factors that can cause decline. Or maybe the environmental factor is the main cause of hill health to most of their patients, yet the people in charge do nothing to address them. My plan, an interview will be used to assess the cause of the issues, and thereafter, necessary techniques will be applied.
The structure of the work and the rewards will be the last thing my plan will have. Research shows that extrinsic rewards, which is a type of operant conditioning, modify a behavior (Simone et al 2018). It is like someone works to pay the bills and satisfy the needs. To motivates such, bonus, allowances, and salary increment is applicable. In contrast, intrinsic motivation involves passion, desire, and excitement. It is, therefore, the work of the manager in charge to allocate duties considering the interest of the employee.
Susan, newly appointed-scheduling Clark, was affecting the health system's entire system by scheduling meetings when Dr. Green was performing surgery and during lunch breaks. Her inconveniences caused patients to wait for long hours without being attended to. This raised concern among employees. Karen being the in-charge, had to respond quickly to the matter before her leadership comes into question but was defeated to face Susan and handle the issue. Every time the staff asked about how the case was handled, Karen would lie that she did not find the time. When she eventually scheduled the meeting ten minutes before opening time, she developed a rash all over her entire body, and she couldn't make it. 
Principle content theories of Maslow's hierarchy theory of needs, Herzberg's motivators, and Alderfer's existence and relatedness needs can be used to explain why Susan behaviors the way she does over the past three months, and three possible recommendations drove out of these principles.  To start with Maslow's theory. Susan had some level of needs that went her actions. Psychological conditions such as food might be why she scheduled patients during lunchtime; maybe job security to satisfy her external needs can be another influence. Desire to be loved, and to conform, seeking a sense of belonging.  To Susan, self-esteem can be satisfied by earning the respect of the patients by giving them appointments. Naturally, self-esteem grows when one achieves respect for social and professional status, appreciation, and recognition (McLeod,2007). In my own opinion, I would recommend with the knowledge of this theory that. Karen should pay attention to the needs of Susan since not everybody gets driven by the same conditions. With this kind of behavior, she must be having a hidden agenda. What makes her tick should first put into consideration when dealing with the matter.
Second. The frustration-regression principle, under Herzberg's ERG theory which modified Maslow's hierarchy of needs (Shahzada et, al. 2013). He argued that individual concerns with essential material gain, relatedness concerns with the need to develop and sustain friendships, resistance, which requires working conditions. The flexibility of this theory equips the manager with many approaches of how to approach Susan's problem.  This principle argues that if Susan is not provided with growth opportunities, she may regress to related needs and social a lot with the worker, which is the case right now. My recommendation will be that Susan's behaviors can be changed by first satisfying her frustrated needs.
Lastly, Herzberg two factor theory, job security and safety, and job desertification should be considered when motivating Susan. It's not always only salary and promotions that encourage employees but also work on the things they consider significant. Maybe Susan is in a profession she doesn't like. Research shows that, where employees work with passion and determination, minimum cost is incur in terms of labor at the expense of a maximum output. Work duration is strengthened and commitment enhanced. I would therefore recommend Karen to access her reals motives and work on them.  
In conclusion, motivating employees is not necessary always intangible material. Different scholars have carried out many theories of motivation and compressive research. The results show that several factors play a part, both external and internal factors. Therefore, it is advisable for the managers to consider employees' old desires and more hierarchy of needs.  Every possible action that demoralizes employees should be avoided at all costs.
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