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[bookmark: _Toc120741913]Introduction
MCHT has been struggling with a rising rate of staff absenteeism, which was costing. Absenteeism is a persistent problem for organizations, and Mid Cheshire Hospitals NHS Foundation Trust (MCHT) is no different. From 2007 to 2012, absenteeism increased steadily with the rolling average exceeding the target of 4.51% set by clinical commission groups (CGS) and NHS North West (Varea, 2021).
This may consider the implementation of an effective absenteeism policy to reduce long term absenteeism. An effective, well-defined and well-implemented absence policy can help to reduce both the cost and the negative impact of staff absences on businesses. Such a policy should encourage staff attendance habits, address staffing issues efficiently and provide guidance for when employees are away from work (Parikh, 2020).
[bookmark: _Toc120741914]Background of the problem
Absenteeism can occur for a variety of reasons, including illness, personal issues and job dissatisfaction. However, for MCHT the main causes of absenteeism are health-related absences and non-medical leave (such as maternity or family leave). The trust has recognized that there is an issue with long term absence which can account for up to 40% of the overall absenteeism. This can not only be costly but also have an impact on the quality of service that is provided by the organization as it reduces staff resources and impacts on patient care (Brown, 2019).
[bookmark: _Toc120741915]Current approach to addressing long-term absenteeism 
The trust has developed a range of strategies to address this issue including introducing flexible working arrangements, providing additional support to vulnerable staff or those with mental health issues, incentivizing attendance through a rewards scheme and implementing return-to-work interviews when staff are returning after a period of sickness absence (Varea, 2021). Whilst these initiatives may be effective in some cases, there is still a need to develop more comprehensive policies for dealing with be attributed to mental health issues, muscles issues and workplace stress. In In order to address this this issue the trust has implemented an absenteeism policy which provides guidance on how absences should be managed (Parikh, 2020).
[bookmark: _Toc120741916]Review of the current situation
The current absentee absenteeism policy focuses on preventing short term absence but does not adequately address long--term absence. The procedures for reporting and managing abs absence are unclear, with some staff not aware of who is responsible for managing their abs absences or how to report them. Furthermore, there are no processes in in place to effectively identify staff at risk of long—term absence due to personal or work-related issues (Brown, 2019).
[bookmark: _Toc120741917]Current options to resolve the problem
To address this issue, there are a number of options which the trust can consider. These include: 
1. Introducing an automated system for reporting and tracking absences – to ensure that all staff have access to easy-to-understand guidance on how to report their absences and that absence data is collected and stored in one central system (Song, 2020).

2. Enhancing the existing policies and procedures – to ensure that they are clear, easy-to-follow and regularly updated (Parikh, 2020).
3. Appointing a dedicated team of professionals (HR/occupational health etc.) – to provide advice, support and guidance to staff on how best to manage their absences effectively. 
4. Introducing an early intervention scheme – to identify staff who are at risk of long-term absence and provide timely support before it becomes a problem. 
5. Providing training – on wellbeing, stress management, mental health awareness and other related topics to help staff manage their absences better (Holsti, 2019).
[bookmark: _Toc120741918]Nature and impact of complex problems on employees
In Mid Cheshire Hospitals NHS Foundation Trust (MCHT) there are a number of complex problems which can have an impact on staff. These include physical and mental health issues, workplace stress, financial issues and family responsibilities. All these factors can be contributing to the problem with absenteeism in the organization. It is important for the trust to recognize these problems and provide support and guidance to staff so that they can manage their absences effectively (Varea, 2021).
[bookmark: _Toc120741919]Analysis of macro environmental factors through PESTEL
When analyzing the macro environmental factors which could impact absenteeism in MCHT, a PESTEL analysis can be used. 
P – Political: Changes to government policies such as changes to employment laws or increased funding for NHS organizations can have an impact on the level of absenteeism (Brown, 2019).
E – Economic: The current economic climate has an impact on the level of absenteeism as staff may be facing financial challenges which can lead to absences (Parikh, 2020).
S – Social: Changes in society such as increased acceptance of flexible working or changing attitudes towards mental health can also have an impact on the level of absenteeism. 
T – Technological: The use of technology such as the introduction of automated tracking systems can help to reduce the level of absenteeism in an organization. 
E – Environmental: Changes in the environment such as extreme weather conditions or air pollution can impact on staff absences (Song, 2020).
L – Legislative: Changes to public health legislation such as increased reporting requirements for certain illnesses (Holsti, 2019).
[bookmark: _Toc120741920]Recommendations and action plan
Based on this analysis, it is recommended that MCHT takes a number of steps to address the issue of long-term absenteeism. These include:
• Introducing an automated system for reporting and tracking absences,
• Enhancing existing policies and procedures (Varea, 2021).

• Appointing a dedicated team of professionals to provide advice and support to staff,
• Introducing an early intervention scheme to identify staff at risk of long-term absence, and
• Providing training on wellbeing, stress management and mental health awareness (Holsti, 2019).
[bookmark: _Toc120741921]Causes and effect analysis
This analysis has highlighted that there are a number of factors which can cause absenteeism in MCHT. These include physical and mental health issues, workplace stress, financial issues and family responsibilities. To address the issue of long-term absenteeism it is essential that these causes are identified and addressed appropriately. Analysis has highlighted a number of causes and effects related to the problem of long--term absentee absenteeism in in MCHT (Parikh, 2020). The main causes include:
 Physical and mental health issues, issues, workplace stress, stress, financial issues and family responsibilities. Responsibilities (Song, 2020).
The effects of absenteeism include a decreased level of service quality as well as an increase in costs to the organization due to having to cover absent staff. It is therefore essential that these causes are identified and addressed appropriately in order to reduce long-term absenteeism (Brown, 2019).
 It is clear that addressing the issue of long-term absenteeism is essential for Mid Cheshire Hospitals NHS Foundation Trust (MCHT) (Parikh, 2020). To do this, the organization must analyses the causes and implement a comprehensive action plan which includes enhanced policies and procedures, an automated system for reporting and tracking absences as well as a dedicated team of professionals to provide advice and support to staff. By doing this, MCHT can reduce its costs associated with absenteeism while also improving service quality (Holsti, 2019).
[bookmark: _Toc120741922]Analysis of work performance
In addition to the PESTEL analysis and causes and effects analysis, it is also important for MCHT to consider the impact of long-term absenteeism on work performance. Absences can lead to an increase in workload for other staff members which can cause increased levels of stress and fatigue. This can lead to a decrease in morale amongst staff as well as an increase in errors or mistakes which negatively impacts patient care (Varea, 2021). In order to address this issue, MCHT should focus on increasing job satisfaction by providing training on wellbeing, stress management and mental health awareness. This will help staff feel more supported in their roles, leading to improved work performance. Additionally, introducing an early intervention scheme will help identify staff at risk of long-term absence which may consider the plausible and sub clauses of the Pension Scheme (Holsti, 2019). This will allow the organization to take proactive steps to reduce absenteeism before it becomes a major issue. 
Overall, reducing long-term absenteeism is essential for MCHT to maintain quality of service and reduce costs associated with covering absent of the analysis.  
Overall, it is clear that that addressing the issue of long--term absentee absenteeism is essential for Mid  Cheshire Hospitals NHS Foundation Trust (MCHT) (Parikh, 2020). To do this this, the organisation must analyse the causes and implement a comprehensive action plan which includes enhanced policies and procedures, an automated system for reporting and tracking absences as well as a dedicated team of professionals to provide advice and support to staff.. By doing this this, MCHT can reduce its costs associated with absenteeism while also improving service quality. Additionally, focusing on increasing job satisfaction by providing training on wellbeing, stress management and mental health awareness will help improve work performance amongst staff. This will make sure that that patient care is not compromised due to increased levels of errors (Allen, 2018).
[bookmark: _Toc120741923]Causes and effect of absenteeism
MCHT should identify the root causes of long-term absenteeism and take corrective action to reduce its occurrence. The most common causes for long-term absences are physical illness, mental health issues and personal circumstances. Poor working conditions, poor job design and lack of support from supervisors can also lead to extended absences (Parikh, 2020).
The effects of absenteeism on an organisation can include increased costs associated with covering absent staff, reduced quality of service due to fewer resources available and a decrease in morale amongst other staff members who experience increased workloads. Long-term absenteeism can also have a negative impact on organizational culture as it suggests that individual employees do not value their jobs or feel supported by the organisation (Brown, 2019). Additionally, high levels of absenteeism can lead to increased levels of errors as staff are rushed or stretched too thin.





 
[bookmark: _Toc120741924]Fishbone Diagram

For the Mid Cheshire Hospitals NHS Foundation Trust, see Fig. 1 to see a fishbone schematic (MCHT). The image examines potential hospital absenteeism causes. The potential outcome can be plainly understood with the aid of a fishbone diagram.
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[bookmark: _Toc120741925]PMI analysis
A major part of reducing long-term absenteeism in MCHT can be achieved through a PMI (Potential Motivating Influence) analysis. This involves assessing the environment, culture and expectations within the organisation to identify potential motivating influences that could reduce employee absence. 
By understanding what motivates employees to come to work, organisations can address issues that may be contributing to long-term absenteeism. Areas of focus for the PMI analysis can include job design and satisfaction, pay and rewards, talent development and recognition, work/life balance, employee engagement and communication channels. 
Organisations should also consider their working environment in terms of addressing any physical or psychological stresses that may be contributing to absenteeism. This can include noise levels, temperature, lighting and workspace design. By implementing changes based on the findings of PMI analysis, organisations have an opportunity to reduce long-term absenteeism in MCHT. Positive changes may help to create a more supportive environment for employees and encourage them to take less time off from the work. 
[bookmark: _Toc120741926]Action Plan
MCHT should create an action plan to reduce long-term absenteeism, which includes enhanced policies and procedures that are monitored and enforced, an automated system for reporting and tracking absences, and a dedicated team of professionals to provide advice and support to staff. The organisation should also focus on increasing job satisfaction by providing training on wellbeing, stress management and mental health awareness (Varea, 2021). This will help staff feel more supported in their roles, leading to improved work performance. Additionally, introducing an early intervention scheme will help identify staff at risk of long-term absence which may include reviewing the conditions of the Pension Scheme. This will allow MCHT to provide appropriate support and advice before an employee reaches the stage of long-term absence (Brown, 2019).
MCHT should also consider conducting regular surveys to assess levels of job satisfaction and wellbeing amongst staff, as well as review existing policies on sickness absences and create additional ones if necessary (Allen, 2018). Furthermore, the organisation should ensure that employees understand fully their rights and responsibilities related to sick leave by providing clear guidance in this regard (Song, 2020).
Finally, MCHT should put processes in place for monitoring absenteeism at each level within the organisation with a view to identify any underlying trends or issues which may affect attendance rates. Regular reviews of these processes should be held to ensure that they remain effective and up-to-date (Holsti, 2019).
[bookmark: _Toc120741927]Alternative solutions to absent
MCHT should also consider alternative solutions to long-term absenteeism, such as flexible working. This may be beneficial for some staff who have difficulty managing their time due to personal or family commitments. Additionally, offering the option of remote working or part-time hours can help those with health issues manage their work and personal life in a more balanced way (Parikh, 2020). 

The organisation should also look into introducing employee benefits that promote a healthy lifestyle and wellbeing such as gym memberships, discounted healthy food options, stress management courses and mental health counselling (Brown, 2019). Offering these types of schemes can encourage employees to take better care of themselves which may reduce the need for long-term absences. Furthermore, MCHT could create an environment within which employees feel motivated and supported, which can lead to increased job satisfaction, improved performance and reduced absenteeism (Holsti, 2019).
Overall, in order for MCHT to effectively reduce long-term absenteeism it is essential that the organisation takes a proactive approach by introducing policies, processes and measures that promote health and wellbeing amongst staff. By doing so it will be possible to foster an environment of mutual respect and support among employees which can then lead to improved attendance rates as well as enhanced job satisfaction levels (Allen, 2018).
[bookmark: _Toc120741928]Conclusion
In conclusion, MCHT should focus on creating an action plan that reduces long-term absenteeism by implementing policies related to flexible working options, employee benefits and monitoring procedures. It is clear that Mid Cheshire Hospitals NHS Foundation Trust (MCHT) has a problem with absenteeism which needs to be addressed. The trust should consider introducing more comprehensive policies and procedures for dealing with long-term absence and providing training on wellbeing, stress management and mental health awareness. Furthermore, a dedicated team of professionals should be appointed to provide advice, support and guidance to staff. By taking these steps the trust can ensure that staff are better equipped to manage their absences more effectively and reduce the overall cost of absenteeism. 
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