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Executive summary 

This report provides an analysis and evaluation of the absence statistics for the 3 sites owned by Mark Hunter Ltd, T/A Totally Welsh. The 3 sites are Haverfordwest, Swansea and Cardiff. 
The quantitative data has been taken from a 2-year period of May 2019 – May 2021.
Methods of analysis include reasons for absence and length to examine trend and ratio. 
Statistics can be found in the report and results are illustrated mostly in tabular form.

The report additionally provides analysis and evaluation of perception of absence reporting means and perception of the impact of absence. This was gained by a sample survey where participants remained anonymous. 

The report finds that there are areas where further analysis would be beneficial to individual sites and also finds that improvement can be made in perception of reporting means. 

The report finds that the current means of absence reporting is ad hoc and not in line with policies and procedures. The report also finds that views on absence go against some company values.

Recommendations discussed include: 

· Further individual site analysis of absence to include day analysis to examine which days and months are most common to be absent on with a view to identifying why at both site level and individual employee level at each site. 

· Further analysis to determine any effect on “return to work” interviews on frequency of subsequent absence. 

· To widen the sample survey to all employees to examine further and more conclusively behaviours against values. 

The report also examines the limitations in that not all absences may have been recorded properly in year one. Year two had an improved system. The report also relies on employees being honest about their absence, a limitation which the report acknowledges.  

The report does not capture predictable absence due to maternity, paternity, adoption, special leave. It is limited to unforeseeable sickness and unauthorised absence. The timeframe of the research encompasses the recent pandemic and the incidence of indirectly related absence as an effect of Covid 19 is difficult to quantify. 
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An analysis of the impact of unforeseeable employee absence within the organisation Totally Welsh within a two-year period.
[bookmark: _Toc520212762]1. Introduction (terms of reference)


The overall purpose of this report is to provide information for the business owners and additional stakeholders on the reasons for absence within the workforce at all 3 company sites. This information will provide insight into causes, trends and variations. It will benefit stakeholders in areas such as performance management, health, safety and welfare and financial forecasting. The survey results will be beneficial in seeking assurance as to whether absence policy is embedded and respected or requires improvement.  


The core aim of the research is:

· To improve absence understanding and management by identifying opportunities to lower absence levels, improve company profits and strengthen strategic values. 

The objectives of the research are: 

· To critically analyse absence data, using comparable analysis promoted by the CIPD for absence reason.
· To pinpoint any trends that that could impact negatively on business operations plus the employee’s health, safety and welfare.
· To survey a sample of employees understanding of the absence reporting means and their behaviours and values around absence.
· To make recommendations for improvement in absence management


[bookmark: _Toc520212763]2. Literature Review

(Anderson, 2013) pinpoints four basic approaches to research; and Bryman and Bell (Bell, 2015)dovetail to this by pinpointing the essential elements of any research to be reliable, replicable and valid.
This prevents comparisons in contrast to the cross sectional approach and provides qualitative as opposed to quantitative data, which can be challenging from an analytical perspective. (Lewis, 2018)


[bookmark: _Toc520212765]3. Methodology 

The philosophical approach to the research was interpretivist with additional interviews and observations made to gain data.
Methodology:
· Liaise with key management to establish absences figures.
· Review fit notes and self-certifications. 
· Review disciplinaries centred around unauthorised absences.
· Devise a permanent repository for both the research and future use.
· Populate absences.
· Devise and disseminate an underpinning questionnaire into absence culture and reporting comprehension.
· Report on statistical findings through tabular format

Reliability and Validity:
The reliability of my method was high as data was recorded and discoverable if not centrally stored. Validity was by more than one means as cross referencing across sources confirmed data. 
Ethical Practice:
Positive ethical practice saw permission being sought for the research mainly due to the sensitively of some absence reasons. There was also the confidentiality of GDPR and general cultural trust challenges that had to be explored, ensured and ultimately assured through professionalism. 
In reviewing fit notes and certifications ethical practice was observed through professional integrity of the use of data and being respectful of employee personal information as the source of research. 

Data analysis:
The quantitative data analysis takes the form of numerical statistical analysis. Some graph analysis is also produced. The analysis of the questionnaire responses is populated in graph form.
The chosen sample for the questionnaire was diverse following a “quota sampling presentation” to provide cross function reliability. One employee from each function was selected and employees from all sites. Diversity was also selected in gender, capability and age. The sample size was 20. 
[bookmark: _Toc520212766]
4. Findings/Discussion

Number of employees at each site
	Site
	Employee number

	Haverfordwest
	54

	Cardiff
	22

	Swansea
	17



Total working days at each site is based on a 6 x day working week. 
The overall percentage of sickness for year one was 3.26%
The percentage of sickness for year two was 4.1%
The highest percentage of absence per employee was in the production department and the administrative function. The lowest was in management.

Discussion point: 
The production function held the highest absence percentage with an annual rise in the administrative function. The production statistic correlates with the function holding the highest employee turnover rate. Both production and administration raised the most concerns during the pandemic due to close proximity to working colleagues. This could be reflected in indirect absence. 







Reasons for absence per site % comparison is: 

	Reason/Site
	Haverfordwest
	Swansea
	Cardiff

	Minor Illness
	62%
	56%
	52%

	Stress
	3%
	1%
	8%

	Musculoskeletal injuries
	13%
	23%
	25%

	Personal
	5%
	3%
	0%

	Mental health
	1%
	3%
	3%

	Back pain
	4%
	8%
	2%

	Recuring medical conditions
	3%
	4%
	1%

	Injuries non work related
	3%
	0%
	0%

	Pregnancy related
	0%
	0%
	0%

	Work related injuries
	0%
	1%
	4%

	Drink or Drug related
	0%
	0%
	0%

	Unauthorised
	5%
	1%
	5%

	
	
	
	



Considerations:
Regional differences were small but Cardiff showed higher levels of stress related absence and unauthorised. Cardiff has been under pressure as a site and a site move has been delayed several times. This may account for work related stress being elevated. There was an expectation of musculoskeletal reasons to be higher at both Swansea and Cardiff as more manual handling take place at these sites as they are distribution depots. There is also considerable “drop offs” which involves getting in and out of vehicles. 

Survey analysis:
Across the organisation, within the selected sample the understanding and comprehension of the absence reporting means was not fully understood. 
65% of those questioned had never seen the policy and would not know where to find it.
80% of those questioned had reported absence in a way that their colleagues had advised them to do not management. 
55% questioned wanted to text their absence over any other reporting means. 
45% questioned stated they did not worry about taking absences, 31% said they felt remorse and that there would be repercussion. 
5% saw dishonest absence as something that everyone did now and again.
[bookmark: _Toc520212767]5. Conclusions 

The absence figures were higher than desired by the company. The second year saw a rise but that may have been due to data being more discoverable. There was also the effect of the pandemic that may have seen indirect absences and falsehood in reasons for absence. There may have been subconscious fear of attending work when the pandemic was peaking. 
Figures were higher in a function that does hold a higher turnover of staff. 
In other functions that had higher absence rates such as production and administration there was the need to work within 2 metres which may have caused absence during the pandemic. 
Reasons for absence often related to duties and their impact on health. 
The survey confirmed suspicion that the absence reporting means was not fully understood or embedded. 
[bookmark: _Toc520212768]6. Recommendations for change

1. Increase return to work interviews within line management to provide employees with recognition and support.
2. Refresh line managers on the sickness reporting means with a view to refreshing their teams knowledge and understanding.
3. Continue with employee engagement activities to encourage transparency and a safe environment for absence reporting. 
4. Discourage the taking of unauthorised absences through appraisal opportunities and induction information to reduce the figure.
5. Examine employee incentives for roles with the highest unauthorised absence rates.
6. Carry out a further research project that examines manual handling tasks within the company with a view to improving systems of work.
7. Encourage the business owners to set absence objectives and targets within strategic policy to promote awareness of the impact and cost on the business to the management team.
[bookmark: _Toc520212769]
Limitations

Two years data was used in the research and a larger timescale would have provided deeper insight and trend. Further limitations were that the research was carried out during a pandemic. Absences for this were discarded but only when directly as a cause. Indirect absences that may have been rooted in the pandemic such as stress and family caring needs such as childcare and self-isolation may have skewed the representation. 
Reasons for absence cannot always be validated by physical evidence and relying on employee honesty can bring limitation. 
Authorised absence is not part of the research but may have been useful to identify linkage to any indirectly related absence. 
The survey questionnaire was limited to 20 employees, only 5% of the workforce when a more reliable sample of 60% could have been more representative.
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