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Today, every company faces the difficulty of absenteeism, which is regarded as one of the most severe problems in the workplace. As an organization's most valuable asset, humans are hard to satisfy as their wants and requirements are endless, and their prospects can be difficult to meet (Karimbil, 2019).
The Mid Cheshire Hospital NHS Foundation Trust (MCHT) is a trust, which faces a complex problem of staff absenteeism. If employees absenteeism is high, a change needs to be made at work. This report will discuss the nature of the problem with staff absenteeism, using different theoretical frameworks, the causes that affect it will be indicated and possible solutions will be infeed. Before implementing the best possible solution, will be provided an action plan, plan for monitoring and evaluation. 
[bookmark: _Toc99798791][bookmark: _Toc99799445][bookmark: _Toc99964836][bookmark: _Toc100068760]1. The nature and impact of staff absenteeism

1.1 [bookmark: _Toc100068761]Nature of a Problem

Mid Cheshire Hospitals NHS Foundation Trust (MCHT) is facing problems with staff absenteeism on a large scale. The employees of the hospital are keeping away themselves from their jobs without any notice to the management. The employees are making themselves habitual of unsanctioned absenteeism which is leading both employees and their organization towards declining productivity levels (Tangchareonsamut et al., 2021).
Patient care and hospital revenues have been negatively affected by the surge in staff absences. Staff absenteeism is a problem in multiple hospitals run by the trust, especially considering the use of temporary and agency staff or overworked and exhausted employees, which contributes to the absences. The nature of the problem is complex because there are many factors to be considered and has multiple possible solutions and perspectives. The problem has exasperated over the years and is steadily causing revenue losses as well as affecting the quality of service being provided to the patients. 
The problem of staff absenteeism has internal and external dimensions and involves issues in the management and structure of the organization as well as problems at the end of the employees, patients, and government policies (Alharbi et al., 2018).



1.2 [bookmark: _Toc100068762]Impact of the problem

Health care institutions around the world face a significant challenge as a result of the absenteeism of nurses (Maluleke et al., 2014). Absenteeism impacts patient outcomes, quality nursing care, and the entire hospital. The profession of nursing is also negatively affected by absenteeism (McHugh, 2001). The issue of staff absence being faced by MCHT is a widespread one and involves multiple hospitals being run under the trust. The problem is a long-term one with implications being noted over the past several years and impacts the organization and its patients and employees.
1.2.1 [bookmark: _Toc97567958][bookmark: _Toc100068763]Impact of absenteeism on organization

Excessive absenteeism directly negatively impacts the organization. It enhances the administration cost of the organization as it leads the business towards constant hiring of temporary staff, which increases the operating cost for the hospital (Alharbi et al., 2018). It not only impacts the administration cost but also increases the labor cost as absenteeism gives rise to the need for hiring more staff. Such constant hiring of personnel will increase the labor cost for the management. It also results in poor quality of service to the patients due to the unavailability of the required specialist now (Wahid et al., 2019). This delivery of poor service also results in losing the trust of patients and influences the sustainability and growth and development of the hospital.
1.2.2 [bookmark: _Toc97567959][bookmark: _Toc100068764]Impact of absenteeism on employees

Absenteeism not only impacts the sustainable growth and development of the hospital but also impacts the performance and development of the employees in the organization. It restricts the employees from investing required efforts on regular basis, which results in declined levels of their productivity (Grigore, 2020). It also results in ineffective team performance as the unavailability of a team member on regular basis restricts them from the attainment of determined goals. The employees who are absent from work for a longer period will not be able to build and maintain working relations with their colleagues which is a key element for individual growth and development in the organization (Karimbil, 2019). Those employees who worked more are overworked and stressed, because their colleagues are absent, and someone needs to take their shifts. It also leads the employees towards less pay-out as their unavailability in the required situation will result in a deduction from their determined salary and wages.

[bookmark: _Toc99798792][bookmark: _Toc99799446][bookmark: _Toc99964837][bookmark: _Toc100068765]2. A PESTEL Analysis to identify possible causes of Staff Absenteeism
 in Mid Cheshire Hospital NHS Foundation Trust (MCHT)

To understand what the possible causes of staff absenteeism are, it is necessary to use a framework, developed to analyze and monitor external factors that influence an organization and is known and experienced (Fernandes, 2019). PESTEL is the chosen framework, and it is an abbreviation for political, economic, social, technological, environmental, and legal factors affecting businesses and personages (Fernandes, 2019).
In the report, Pestel analysis is applied to identify the macro-environment in which a business operates and to give the organization numbers and information it can use to predict future events and conditions (Dockalikova &Klozikova, 2014). The PESTEL analysis revealed four main external factors linked to staff non-attendance: 
Political- 
Following Brexit, the British NHS (National Health Service) has endured the loss of several qualified and trained healthcare professionals. This has increased the number of staff absenteeism among hospitals nationwide. This is due to pressure on the staff who are left to do the work of those leaving the UK due to Brexit regulations. This increased workload also increases illness, reinforcing absenteeism. The capacity of the British National Health Service to maintain trained healthcare professionals is one of the most critical post-Brexit problems. To deal with the gap, the NHS depends significantly on foreign staff. Because of this stopping of the EU’s free movement of persons, the NHS may lose a considerable proportion of EU personnel (Dalingwater, 2019).
Economic - These factors are inclusive of inappropriate playout as if the employees are paid with inappropriate wages and salary which will reduce their motivation to invest the best of their efforts and makes them stay away from their work (Mat Saruan et al., 2020).
Social - Social factors assess characteristics such as cultural trends, demography, and population analytics and examine the market's social environment (Rastogi &Trivedi, 2016). Some employees need to take care of their kids and family and due to their shift timings, they fail to do so (Mat Saruan et al., 2020). As a result, these employees do not show up at work which directly impacts the remaining employees working extended shifts, and leave needless work pressure. High levels of stress associated with the job requirements of healthcare professionals, low morale following, and lack of motivation if they feel underappreciated and undervalued make them absent from work and feel like nobody would notice if they were absent.
Legal - Generalized strict restrictions at the workplace and inappropriate break timings at hospitals also strongly influence employee satisfaction and retention. These in combination with rigid working hours, redeployment of staff, and unannounced shift schedules all lead to employee absenteeism.
Analyzing macro-environmental factors is very beneficial when analyzing the possible causes of long-term absenteeism at Mid Cheshire Hospital NHS Foundation Trust. To gain a better understanding and to go deeper in the analysis of what causes staff absenteeism is needed to utilize another academic framework.
[bookmark: _Toc99798793][bookmark: _Toc99799447][bookmark: _Toc99964838][bookmark: _Toc100068766]3. Fishbone analysis of the complex problem of long-term absenteeism at Mid Cheshire Hospital NHS Foundation Trust (MCHT)

A theoretical framework for representing and understanding complex concepts and investigating the origins of the invention is the Fishbone diagram. This diagram is a graphic illustration to examine and identify the probable underlying causes of the problem in a clear and simple manner (Coccia, 2018). This Fishbone analysis is a very useful tool and helps to categorize all the different factors that let the complex problem of long-term absenteeism. It helps to find the root causes of a problem. The cause and effect of long-term staff absenteeism at MCHT can be seen in the following fishbone diagram (Figure 1). [image: ]

Figure 1 (created by the learner)

The potential causes are grouped in the following categories:
Social causes
Family responsibilities - Staff nurses are unable to care for their sick family members because they are only eligible for three days of family responsibility leave per year. So, they decide to take a break from work (Maluleke et al., 2014).
Financial constraint is a factor for absenteeism. Despite the hard work they are doing for the company, staff nurses reported that they are underpaid, which lowered their morale and made them inattentive to their duties (Maluleke et al., 2014).
Exhaustion is a factor because non-nursing tasks that should have been performed by logistic workers are done by the nurses which cause stress (Maluleke et al., 2014).
Domestic conflicts - Staff nurses in their private life experience conflicts with their families and some of the conflicts last in domestic aggression, which is a factor captured to cause absenteeism (Maluleke et al., 2014).
A low level of social relationship with colleagues is a factor as whenever they encounter social problems at their workplace, they have no one with whom to share them, so they decide to stay away from their job (Maluleke et al., 2014).
Government policy – Covid-19 related legalization and “stay at home” policies introduced by the government led to increased staff absenteeism. The COVID-19 epidemic has increased the demand for front-line healthcare personnel in hospitals and long-term care facilities. Whether due to illness, injury, or a decision not to return to work, the number of vacancies grows, as does the need for front-line staff who is overworked and stressed (Gohar et al., 2020)
Organization causes
Poor leadership - Autocratic nurse supervisors were disliked by staff nurses since they did not pay attention to their recommendations while making decisions. The nurse supervisors expected them to just keep up with demands without recommending any response (Maluleke et al., 2014). 
Long working hours were also noted by staff nurses as contributing causes to absenteeism since they were weary when they returned home after each shift and were supposed to show up to the job the following day (Maluleke et al., 2014).
Lack of attendance policies - Since there is a lack of attendance regulations, some nursing professionals were late or absent from work, believing that they could switch the missing hours (Maluleke et al., 2014).
Low organizational support - The nursing personnel cannot rely on their employer since there are no promotion opportunities or childcare facilities that could help and motivate them to work harder (Maluleke et al., 2014).
Transportation issues are a problem for staff nurses because they were repeatedly absent from work due to increased traffic, accidents with their cars, and lack of transportation (Maluleke et al., 2014).
Nature Causes by the nature such as bad weather, earthquake or illness/disease also increases staff absence from work. Illness is the most prevalent cause of absence.
All the above factors collectively contribute to long-term staff absenteeism at hospitals and are interlinked with each other.
[bookmark: _Toc99798794][bookmark: _Toc99799448][bookmark: _Toc99964839][bookmark: _Toc100068767]4. Possible alternative solutions to solve the problem of staff absenteeism

Following the PESTEL analysis and Fishbone diagram analysis, four potential solutions are proposed to deal with long term staff absenteeism:
Create a clear Attendance policy - This possible solution will target the organization’s cause and would help with clear regulations, that are explained to the employees to understand the consequences of taking unplanned time off.
Provide feedback – Feedback should be given regularly, and changes made accordingly. This solution would target the social cause for staff absenteeism and would boost employee morale and make employees feel valued.
Rewarding good attendance - This possible solution is linked to social causes for staff absenteeism and would help employees who have good attendance to increase their morale and encourage other staff members to follow.
Childcare and flexible scheduling – By this possible solution would be targeted social and organizational causes. The advantages of implementing it will make employees feel the support of the hospital. Those who need to look after their children should be facilitated by the provision of childcare services in the hospital and their shift schedules can be made more flexible to accommodate their responsibilities to their families.

[bookmark: _Toc100068768]5. Evaluation of possible solutions to solve the problem of staff absenteeism

When many factors must be considered, GRIT analysis assists us in deciding between numerous solutions for dealing with long-term staff absenteeism. A Grid analysis is a framework or tool used for decision making which helps by considering different criteria to categorize and grade ideas. According to the score of each possible solution, the most appropriate solution can be chosen. The table below shows the Grid analysis made for each of the solutions.

GRID analysis of possible solutions
[image: ]










[bookmark: _Hlk99724432]Based on the results from the Grid analysis, Childcare and flexible scheduling seems to be the most appropriate solution to this complex problem.
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Problem
Long-term staff absenteeism Mid Cheshire Hospital NHS Foundation Trust (MCHT).
Chosen solution
Childcare and flexible scheduling 
Action Plan:
Developing a plan of action will be the first step toward implementing any solution. Before implementation, it must be determined what the specific actions are, when they will be completed, and who is responsible for completing them. Creating an action plan is the first step. The table below is presented an action plan for the solution “Childcare and flexible scheduling”.
[image: ]

Monitoring
It is essential to monitor the progress of the implemented solution after the action plan is prepared and the solution is implemented. This can be accomplished by developing a plan for monitoring the solution. Below is a table showing the monitoring plan developed for the chosen solution.
[image: ]
Evaluating
When the chosen solution is implemented and monitoring is done, next step is to see what the outcomes are. To achieve this is important to evaluate the solution upon the success indicators. By doing this evaluation the hospital will see how well they have done by implementing the solution. The table below is showing how the evaluation plan is developed.
[image: ]
Success criteria
Long term success of this plan is dependent upon the collaboration between the organization and employees. The feedback of employees should be regularly reviewed, and organization policies altered accordingly to achieve the best possible outcome. For successful implementation of the plan, a regulatory authority must be set in place and monitoring is done regularly. Support should be provided to staff members and efforts must be made to reduce workplace stress by providing a flexible work schedule to all employees. 
This plan’s success is directly proportional to the long-term implementation of the plan and strict regulations which will ensure its complete execution. 
[bookmark: _Toc99798796][bookmark: _Toc99799450][bookmark: _Toc99964841][bookmark: _Toc100068770]7. Conclusion

In summary, absenteeism is costly for your entire workforce and you need to know the causes and solutions to reduce it. It is significant for the management of Mid Cheshire Hospitals NHS Foundation Trust (MCHT) to reduce the absenteeism of the employees, which will enable them to deliver services with enhanced quality and reduce the cost occurring due to absenteeism. The information in this report above concludes that many factors associated with long-term staff absenteeism were identified. These factors were examined by theoretical frameworks and then a special analysis is used to determine the most appropriate solution for the problem. To achieve success and long-term results, the need for initiative and commitment from all the levels of nursing administration and organization is required.
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