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STAFF ABSENTEEISM
Introduction
	Staff absenteeism can be described as the intentional habitual absence from work. Absenteeism has been considered an ideal problem of human resources throughout the years. Absenteeism is an expensive habit, mostly for employees or employers who are unpredictable. It is common in public workplaces for several reasons, like jury duty and sickness, but it can be a problem when done frequently. Some of the effects of absenteeism include poor employee morale and understaffing, resulting in poor customer services, increased labor costs, mostly when dealing with temporal employees, high administration costs, and reduced productivity (Kang et al., 2019, p. 499). Similarly, some mostly absent staff can face the consequences like reduced productivity and missed opportunities, loss of pay for the time wasted, and if absenteeism is much more frequent and can lead to dismissal.
	Absenteeism can arise due to several factors. These factors may include mental health problems, care, stress and burnouts, bullying and harassment, illness, bereavement, and low morale. Understanding the cause of absenteeism enables HR to formulate strategies that will help mitigate the problem. HR can reduce absenteeism include; rewarding good attendance, providing feedback, reducing workplace stress, providing support and creating a clear attendance policy, and setting expectations. An ideal way of dealing with absenteeism is by first understanding the cause and then working on strategies to resolve them. This paper explores different measures that will help curb and reduce absenteeism.
Measures to Reduce Absenteeism
	Diverse questions arise whether the workplace programs help reduce staff absenteeism. Multiple programs are based on the principle that the staff’s decision to report on absence can be influenced if absenteeism is costly. Thereby, organizations can reduce absenteeism by strengthening staff loyalty and improving the working conditions (Ticharwa, Cope, and Murray, 2019, p. 112). Some organizations also use programs like grading partial absences, effectively reducing long-term absenteeism. Most organizations have programs to reduce sickness absenteeism, whereas others are connected to actual absence. Organizations can also introduce penalties, lotteries, and bonuses to control absenteeism. Organizations can also improve the working environment, create a stress-free zone, or provide services that help employees work with partial responsibilities. However, the programs can be limited to the generosity of the social security, the firms, the type of production, or the specific local market condition.
Pros and Cons
	Several reasons make it hard to implement effective strategies to reduce absenteeism in most cases. For instance, the issue with illness is considered a valid reason for dismissal. However, the firm cannot know whether the victim's decision to be absent is intrigued by health problems as they cannot fully monitor workers' health issues. Most companies use a physician certificate as proof of illness-related absenteeism. However, research has shown leniency in providing sickness certificates across medical practitioners on some occasions. Absenteeism can vary from the organization due to various factors. The average rate of absence across distinct firms varies considerably. For instance, a study conducted in Norway showed that establishment characteristics (like economic sector) are also significant as employees' characteristics (like gender) in predicting illness absence. The study also showed that the average number of days of absenteeism per year is 25 days. This outcome shows that establishment characteristics can be related to illness absence, and hence the workers can influence their employees regarding their status and absenteeism decisions.
Measure 1: Negative financial incentives
	Studies show that workers are most likely to avoid absenteeism due to negative financial incentives. Negative financial incentives mean that workers are compensated depending on their performance on a specific activity. However, this measure can have several setbacks. For instance, in a case of experiencing rating, firms are prevented from releasing negative financial incentives as they are obligated to meet the legal, statutory sick pay requirement. In cases where experience rating is used, employees with many cases of absenteeism have a larger wage deduction and are will most likely receive penalties (Alreshidi, Alaseeri, and Garcia, 2019, p. 5). However, the negative financial incentive may bring a challenge in terms of undesirable presentism. This means that employees may force themselves to go to work, which will affect their productivity and the quality of the work.
	Although there are diverse ways of dealing with absenteeism, financial penalties can work mostly for workers with fake illnesses or mild sick. Receiving a lesser pay for absenteeism is one prospect that diverse workers avoid. The strengths of negative financial incentives can be measured by replacement rates (sickness insurance) relative to the worker's earnings. Organizations can further strengthen the negative financial incentives by closely monitoring employees' activities throughout the day.
Measure 2: Performance Pay
	HR can also use the performance pay benefit to reduce absenteeism rates. On this occasion, employees are given bonuses based on their performance. The activity can be considered as a reverse financial penalty. When workers are rewarded after doing a particular work, they tend to avoid absenteeism and improve the general productivity of the firm (Wahid et al., 2019, p. 9). However, the program can be very costly as it should directly relate to the employees' productivity. Ideally, HR employs workers to enhance their profitability and not impress them. This means that although the performance pay might help reduce absenteeism, it can be costly for its success.
Measure 3: Striking a better work-life Balance
	On some occasions, absenteeism could result from uncontrollable issues like crises at home. Therefore, employees are advised to communicate early to resolve the problem on such an occasion. Otherwise, the worker may take additional days feigning sickness to avoid being penalized. Workers require leeway, and HR must ensure that work arrangements are as flexible as possible (Tarro et al., 2020, p. 2898). Such flexibility is significant in dealing with family-related problems. Annualized hours and flexi-time are two ways that corporates can help facilitate the work balance for their workers while ensuring optimal productivity. Workers feel more confident if they can fit their working life around their issues. If the employees can deal with problems when they arise, they will probably put more effort when working.
Measure 4: Loyalty
	Organizations can exploit the employee’s loyalty and commitment to the company to reduce absenteeism. Employees’ morale dampens the implication that adverse changes in the cost to employees performing paid work activities have on their absences (Raja and Gupta, 2019, p. 590). Therefore, a program that improves staff morale can help reduce absenteeism. Improving the staffs’ morale is mostly associated with creating a good working environment and care services that will help them feel motivated. When firms show their loyalty and caring ability to the staff, they will trust and be loyal. This will help reduce absenteeism due to controllable aspects as workers are more comfortable in the workplace and can communicate freely without discrimination.
Pestle Analysis on Employees Absenteeism
Political factors
	These stems from government policies, in that changes on the policies or outstanding policies, have an impact on the decision of HR. For instance, the changes on employment rules or tax rules or introduction of new rules that the business should follow. These factors also overlook improving the living and working standards of employees. This means that some measures may not align with the legal policies.
Economic factors
	The economic aspect of this paper revolves around alternative employment opportunities for workers. It also features both the living standards and workers' cost of living. Similarly, staff could be affected on occasions of economic meltdown, mostly for organizations that rely on overseas employees.
Social factors
	The social factors in this context consider the attitude evolving views and needs. This is where employees' satisfaction and compliance play along. This is the platform where HR can understand any employees’ trends that could lead to absenteeism. Social factors also highlight aspects like employment and unemployment levels in a community. This attributes community involvement in employee attitude towards management, population size, structure, the balance between social and work time, and quality care.
Technological factors
	Technological factors in this notion include the availability of programs that monitor absenteeism and evaluate workers' performance. HR can monitor employees using advanced technologies and also offer support when needed. Understanding the benefits of technology is crucial in the HR department as it eases their workload and offers faster supervision.
Legal factors
	Legal factors relate to political factors. It describes and dictates the power that HR has over the employees. For instance, it can account for employee bullying or sexual harassment issues.
Environmental Factors
	These are factors that correspond to the business working environment. An uncomfortable working environment will result in higher absenteeism rates and vice versa. Employees prefer to work for a socially responsible organization, and HR needs to communicate and establish strong environmental and social values of the company to the workforce.
Measure of Effectiveness
	Ideally, the most significant aspect of controlling staff absenteeism is engaging with employees. At times employees can be absent due to reasons related to interactions. Mitigating the problem of absenteeism requires multiple managerial skills. Therefore, the ideal way to measure if the strategies are working is by enganging and communicating with employees. Communication is significant as it can modify the behavior, giving feedback to let the behaviors that result in absenteeism (Bains, and Chitrao, 2020, p. 1540). It is essential to communicate their absenteeism behavior to the best and worst performers and give the supervisors notice. Similarly, communication can help judgment as HR can identify the challenges an employee faces or why the staff is not reporting to duty. On other occasions, returning to work after long absenteeism can be challenging. Some staff might need business procedures or interviews to provide possible new necessities and psychological support.
	Similarly, one can measure the effectiveness of the strategies through a results-based mechanism. This mechanism employs the results attained after solving a particular problem and determines whether the rate of absenteeism has either reduced or increased (JA, 2018, p. 13). For instance, in this context, one can measure the effectiveness of the strategies by overlooking whether there are reduced rates of absenteeism after the strategies have been implemented. The motivation of employees and enhancing their skills boost their confidence and morale, thus reducing absenteeism. However, to measure whether this strategy is effective, one should conduct a survey and questionnaire to determine whether they are prone to be absent again.
Conclusion
	Strategic HR management focuses on HR programs that have long-term objectives. The main goal of strategic HR is to increase employees’ productivity by focusing on business obstacles that may limit the organizations' performance. The main goal of HR is to identify problems and solve them. Therefore, staff absenteeism is well solved when HR clearly understands why employees are not reporting to duty. If the challenge is controllable, they initiate measures to help resolve the problem. This might include creating a better working environment and engaging with frequent communication.
	Similarly, to measure the effectiveness of the strategies, HR has to survey whether their strategies have wielded any results. The measure can also be associated with comparing the rate of staff absenteeism to the general productivity of the film. If the strategy has been deployed, and there is no sign of reduced absenteeism, then it means that the strategies were not effective. However, when the results are positive, then it means that strategies were effective.
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