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[bookmark: _Toc99966326]Executive summary
The following report includes an in-depth description of the nature and impact of absenteeism in the National Health Service operating in the United Kingdom. The PESTEL analysis is used to look at the many aspects that could be the root of the absenteeism problem. At the conclusion of the report, a variety of solutions to the problem is presented, from which the best fit option is picked. In addition, a plan is given that would show how the decision to remedy the absence problem is being implemented. The decision's success indicators are assessed as well.
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[bookmark: _Toc99966328][bookmark: _Toc99993006]Introduction
Absenteeism is considered to be a major problem in organisations as it occurs when the staff takes time off work for longer periods of time than is expected This report would incorporate a detailed discussion on the nature and the effects of the problem of absenteeism in the healthcare organisation in the UK named NHS. PESTEL analysis would be utilised in the report to examine the varied factors that may be the leading cause of the problem of absenteeism. At the end of the report, varied solutions would be provided to resolve the issue amongst which the best fit solution would be chosen. Further, a plan would be included that would display the implementation of the decision that is made to resolve the problem of absenteeism. The success indicators of the decision would also be evaluated.
[bookmark: _Toc99993007]Research-Based Description of Absenteeism in NHS and Its Impact on the Staff and Organisation
As opined by Gangai16 (2014), Researchers explored a variety of different types of absenteeism and stated that they can be classified on the basis of two important attributes which include planned/unplanned and voluntary/involuntary. The National Health Service (NHS) is considered to be Europe's major health care employer, with nursing staff, physicians, and care staff making up the majority of the workforce. The health care profession is associated with the highest rates of absenteeism, due to several issues, in comparison to any occupational category. According to reports, the NHS health care workers on average took 16 days of leave, in comparison to 7 days in the private sector. Hospital employees, according to unions, are overloaded with work and unable to deal with the growing demands placed on them by the higher management. The health care organisation has more than 96,000 positions that remain unfilled due to which there is a depreciation in the quality of the care provided by NHS (Mashta, 2011). Patients are opting for health care plans from private healthcare organisations owing to the poor care facilities provided by the NHS which leads to the financial loss of the hospital. As a result of a shortage of staff, the care workers in NHS have to work overtime which adversely affects their physical and mental wellbeing. More than 70 percent of the health care staff in NHS suffer from anxiety as they cannot maintain a work-life balance due to extra effort put in due to high rates of absenteeism experienced by NHS. This in turn can adversely affect the quality of care that is provided to the care receivers in NHS,
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PESTEL Analysis 
PESTLE analysis can help one gain a perception of the workplace and comprehend the expectations and risks inside it. The following table would include a PESTEL analysis of the basis of absenteeism in NHS. 
	Political 
	· Concerns regarding the consequences of Brexit on NHS employees have been raised since the referendum was announced. The majority of studies have focused on nursing staff exiting the NHS as a consequence, owing to the first sharp decline of 88 percent of new EEA nurse registration post Brexit. As per reports provided by the Liberal Democrats in 2019, it was revealed that 11,600 European personnel, primarily nurses and physicians, have departed possibly as a result of Brexit. These findings suggest that Brexit was a major factor in European healthcare personnel quitting the NHS. The political factor of Brexit is a major cause of absenteeism in NHS (Simpkin and Mossialos, 2017).

	Economic
	· NHS does not provide many allowances or benefits to its employees to better their living standards. Hence, the staff of NHS is unable to motivate themselves to go to work every day and they are in constant search of employment in other health care organisations that offer better pay. 

	Social 
	· Due to Covid 19, health care organisations including NHS have witnessed a severe surge in employees leaving the organisation. More than 69 percent of the health care staff has dropped out of NHS due to Covid.
· Employees in NHS also are not able to maintain a work-life balance due to the hectic working hours which demotivates the staff from going to work (Taibi et al., 2021).

	Technological 
	· Technological advancement in medicine helps in providing the patients of NHS with the best -fit and quality care. Hence, it does not adversely affect the organization's working or lead to absenteeism in the NHS.

	Environmental 
	· The harsh environmental conditions such as heavy rainfall, heatwaves, natural calamities, etc. can prevent the health care staff of NHS from being absent from work.

	Legal
	· The staff of NHS faces discrimination in the workplace from the higher officials as well as from their colleagues which leads to absenteeism. Such discrimination violates the regulations of the Equality Act 2010, which every organisation, including the NHS, should adhere to (Dearnley et al., 2010).



[bookmark: _Toc99993009]Causes and Effect analysis of absenteeism in NHS
The problem of absenteeism in NHS is increasing rapidly. The causes behind the increase of absenteeism according to the Fishbone Diagram are as follows:
Poor Leadership: Effective leadership is the most important thing to run any organization efficiently. However, in the case of NHS, the leadership is very inefficient to inspire and motivate their employees to work. Employees in NHS feel a communicate gap with their leaders and managers to talk about their needs (Rhead et al., 2021). And even if the employees speak about their problems and needs; then their problems and demands are not taken into account, for which employees started to absent from their duties.
Workplace Burnout: Employees feel stressed when they are assigned with too much workload and didn’t receive any recognition for the hard work they do for the organization. In NHS employees are assigned with heavy workload, for which they feel they are too much under pressure, and feel stressed. Also, they are not provided any kind of feedback and recognition for their work from their managers. For this reason, the employees tend to absent from their work. 
Personal Problems: While some employers encourage workers to leave their personal problems at the door, this isn't always possible. Difficult situations and circumstances, such as divorce, a critical concern about a child's education, a family sickness, or a shortage of childcare assistance, may force workers to leave their jobs to deal with emergencies (Jones, 


2020). Thus, NHS’s lack of support to employees for sorting out their personal problems is increasing absenteeism within the organization.
Overtime: Excessive overtime may result in absences due to illness, fatigue, or the need to relax for persons who have worked too much. Absences are often covered by replacement employees, who are sometimes required to work overtime themselves, thus aggravating the situation. NHS employees are given overtime very often, for which they are more likely to get absent from their work.  
The Grid analysis is also a viable and effective method of finding a good solution that can eradicate absenteeism. 
[bookmark: _Toc99993010]Effects
· The organization's productivity will be dropped.
· The organization's administration costs will be high.
· Increased labour expenses if the company hires temporary substitute employees (Iacobucci, 2022).
· Customer service may suffer as a result of a lack of workers.
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Enhancing Flexibility in Workplace- As opined by Mahase (2022), more than half of lone-parent families in the United Kingdom work full-time, and many are unable to find a work-life balance. Those who often miss work due to childcare issues may benefit greatly from more workplace flexibility, whether it comes in the form of work-from-home options, flexible hours, or schedules that may be adjusted to meet family needs. Thus, NHS should provide their employees flexible working environment and facilities to work productively. 
Rewards and Recognition- Employees who do not believe their efforts are valued are twice as likely to depart. Although the negative repercussions of an absent employee are more obvious than the advantages of a punctual employee, recognising and rewarding those with great attendance records (apart from valid and approved absences) may motivate others to improve their own attendance records. Thus, NHS should provide their employees rewards such as incentives, salary hikes, holiday packages and more to keep motivating them in their work so that they come to their duties regularly. 
Verification of absence-It will become widespread if 1 or 2 days of unlawful absence are implicitly recognised as reasonable and inevitable. As a result, the NHS should adopt a system that requires all absences to be validated by medical documentation. This approach will significantly reduce absenteeism.
Disciplinary Action- When a tendency of absenteeism arises, NHS should set up a one-on-one discussion with the employee to address the issue and determine the main reason. If absences do not improve, NHS should enforce its absenteeism policy and take appropriate disciplinary action, which may include firing an employee (Quirk et al., 2018).
[bookmark: _Toc99993012]Best-Fit Solution
Hiring more staff- Hiring more staff can fulfill the organisation’s workforce shortages caused because of the absence of the regular employees of the company. Hiring employees in a substantial number will be very helpful as even if a number of the employees are absent; then also the organisation can manage the work with the extra workforce. The existing employees would not feel burned out as the duties would be divided equally amongst the newly recruited staff (Bohmer and Imison, 2013). This would lead the workers to have a balance between their life and work which would accelerate employee satisfaction and reduce the rate of absenteeism amongst the pre-existing staff as well. Thus, NHS should hire more full-time and part-time employees to reduce the emerging problem of absenteeism. 
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A plan is devised below in order to execute the decision of hiring new staff in order to mitigate the issue of absenteeism in NHS.
	Activities
	Resources
	Time

	1. Design job advertisements with the appropriate educational qualifications and work experience relating to the job role. The advertisement should be clear and use simple language to attract the attention of the candidates. The roles and responsibilities for the required job position will be laid down clearly so that the candidates can have a concise idea whether they should apply for the vacancy or not.
	With the help of weekly meetings, the management of NHS can examine which department is facing a shortage in the workforce and design the job advertisements so as to hire additional caregivers instead of assigning additional duties to the health care staff.
	1 week

	2. Advertising through the official website of NHS as well as other social media platforms such as Linkedin in order to reach out to a large base of potential candidates.
	Post on Official website of NHS. Linkedin, etc. Contacting local job agencies.
	1 month

	3. Carry out the interview procedure fairly without discriminating against the candidate on any grounds.
	Screening candidate CVs, following guidelines of the Equality Act 2010.
	15 days

	4. Conducting orientation for the new staff in order to identify the kind of training each member requires in order to accelerate the quality of the health care services provided.
	Organising orientation and training material.
	2 months
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Reduced rate of absenteeism- This would be a key indicator that the decision made is effective as there would be enough health care staff, through hiring, to provide care to the patients and there would be no added workload which would lead to lower rates of absenteeism.
Accelerated Net Promoter Score- Internally, proactive organisations are using Net Promoter Scores to gather data relating to employee satisfaction. A straightforward question like "How likely are you to refer working at our company to a peer or co-worker?" is asked (Hamilton et al., 2014). On a scale of 1 to 10, a score above 7 is considered to be high, and such high scores would indicate that the staff is happy working within the organisation as there is an increase in staff by the implementation of the plan, leading to an ease in the previous hectic schedules.
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In conclusion, it can be stated that NHS faces a major problem of absenteeism that not only degrades the care facilities provided to the patients but also causes the pre-existing medical staff to work overtime which results in degrading physical and mental wellbeing. Analysing the underlying causes, it was decided that recruitment of new staff is the appropriate solution to resolve the problem. A plan was incorporated in the report to implement the decision of hiring medical staff for NHS.
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