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Chapter 1
Introduction
Employee absenteeism is a typical occurrence and a critical human resource issue that impacts organisational performance in every organisation. Employee absenteeism can result in decreased care quality, increased expenditures, and decreased productivity in the home care industry. Absenteeism refers to the voluntary or involuntary absence of employees from their place of employment, which may be caused by a variety of factors. High absenteeism is a result of inadequate organisational policies, working environment, and management practises. Absenteeism has a detrimental impact on employee performance, productivity, and job satisfaction, and consequently on the performance of the organisation. Due to the importance of providing essential services, healthcare organisations are significantly affected by employee absenteeism.
The impact of employee absenteeism on organisational performance in home care is an important research topic for a number of reasons. Absenteeism is a prevalent problem in healthcare organisations, affecting their productivity, expenses, and quality of care. In addition, excessive levels of absenteeism can result in decreasing staff morale and productivity, which can have a detrimental effect on the organization's overall success. Therefore, it is crucial to comprehend the elements that contribute to employee absenteeism in home care settings and their effect on organisational performance. This research will assist home care organisations in identifying the causes of absenteeism and developing measures to reduce it. It will also provide insights into the relationship between absenteeism and organizational performance and how absenteeism can be managed effectively to improve organisational outcomes. The findings of this research will be valuable for both researchers and practitioners in the field of healthcare management, as well as for policymakers and regulators concerned with increasing the quality and efficiency of healthcare delivery. 
Healthcare businesses rely on their staff to provide patients with high-quality care, but employee absences can negatively affect the organization's performance. The objective of this dissertation is to examine the impact of absenteeism on the organisational performance of healthcare organisations.
Research questions
The following research questions were formulated for the study:
1. How does motivation relate to performance?
1. How does absenteeism impact on motivation?
A research study on the influence of employee absenteeism on organisational performance may be subject to a number of limitations. The study may discover a correlation between employee absenteeism and organisational performance, but it may be unable to demonstrate a cause-and-effect link. There may be more variables influencing organisational performance that were not taken into consideration in the study.
Generalizability: The study's applicability to other organisations may be restricted. The study may have been undertaken in a particular sector or setting, and the results may not be applicable to other industries or settings.
The study's conclusions may be constrained by the quality of the data obtained. If the data on employee absenteeism or organisational performance are insufficient or inaccurate, it could have an effect on the study's findings.
If data were acquired through questionnaires or self-reports, the study may be hampered by self-report bias. Workers may hesitate to accurately disclose their absences or may exaggerate the reasons for their absences.
External influences: The study may be constrained by external factors that were not controlled for, such as changes in the economy, market conditions, or other events that may influence organisational performance.

Chapter 2
Literature review
Absenteeism is a significant contributor to the high cost of healthcare provision globally. According to Nijp et al. (2012), healthcare workers exhibit higher absenteeism rates compared to other occupations. Employee absenteeism has a negative influence on service delivery, which lowers patient satisfaction while increasing expenses owing to overtime work and decreasing productivity. In order to maintain employee performance and organisational performance, healthcare organisations must successfully control absence. 
Absenteeism is a complicated problem, and several circumstances can contribute to its existence and occurrence. According to the literature on absenteeism, conditions like stress, illness, fatigue, job dissatisfaction, and personal problems are linked with absenteeism (Chen & Kao, 2012; Johns, 2011; Kuorinka et al., 2005). For healthcare organisations, absenteeism can have a substantial financial impact because it necessitates hiring temporary workers or paying overtime to substitute for absent employees. High absence rates can also affect productivity, increase mistakes, and decrease the standard of service (Halbesleben & Buckley, 2004; Pines & Keinan, 2005).
Absenteeism can have a significant impact on the quality of care provided to patients in healthcare organisations. Patients rely on healthcare workers to provide safe and effective care; however, when employees are absent, it can result in longer wait times and lower patient satisfaction (Han, 2016). According to studies, high absenteeism rates can result in reduced patient safety and increased medical errors (Deery, Walsh, & Guest, 2017; Stagg & Sheridan, 2010).
Motivation and performance are strongly linked in the sense that motivation can have a substantial effect on an individual's performance. Motivation refers to the drive, energy, or excitement that drives an individual to take steps towards the accomplishment of a goal or purpose. When a person is highly motivated, they are more likely to exert greater effort, maintain better concentration, and persevere in the face of obstacles, which can result in enhanced performance. On the other hand, a lack of motivation can lead to decreased performance because individuals may be less engaged, less dedicated, and less inclined to exert the work required to attain their goals (Deci, 2018, pp. 182-195). Motivated people usually achieve more than unmotivated people because they are more focused, devoted, and driven to attain their goals. In conclusion, motivation can have a substantial favourable impact on performance.
Employee motivation is the driving force that enhances employees’ performance and productivity. It is a crucial factor for organisational success because it determines the level of engagement and commitment of employees towards their work. Employees who are motivated contribute to a positive work environment, increased job satisfaction, improved job performance, and lower employee turnover. However, organisations face a variety of challenges when it comes to motivating employees. This literature review also aims to highlight the causes and challenges of employee motivation.
Employee Motivational Factors
Employee motivation is influenced by a variety of factors, which can be classified as intrinsic or extrinsic motivators.
Motivators that are intrinsic: Intrinsic motivators are the internal factors that motivate employees to do their jobs. These elements are as follows:
1. Autonomy - Employees who have control over their work schedules and task assignments are more likely to be productive.
2. Mastery- Employees who are challenged and given opportunities to improve their skills and knowledge are more likely to be motivated at work.
3. Purpose - Employees who believe that their work is meaningful and contributes to a larger goal are more likely to stay at their job.

External factors that influence employee motivation are known as extrinsic motivators. These elements are as follows:
1. Pay and benefits - Competitive pay, benefits, and rewards encourage employees to work harder.
2. Employees who are recognised for their efforts are more motivated to work.
3. Career advancement and development - Employees who see opportunities for advancement and development within the organisation are more motivated to work.
Employee absences can negatively affect an organisation's performance in a number of ways, such as:
1. Decreased Productivity: Employee absences result in unfinished work and productivity gaps that must be replaced by other staff members, especially in critical departments. This has the effect of lowering productivity levels, which may therefore result in lower output, and lower efficiency.
2. Added Costs: When employees miss work and are unable to provide services, the organisation may incur additional fees to temporarily replace them with contract or temporary workers, which will increase labour costs. Costs associated with hiring additional personnel, paying overtime to current workers, and dealing with lost productivity can all rise.
3. Poor Morale: When one employee is away frequently and in an unpredictable manner, it can have a substantial negative impact on the morale and job satisfaction of other employees who feel they are taking over. Resentment, poor engagement, and a lack of drive can result from this, which can lower productivity, increase staff turnover, and impair organisational commitment.
4. Lower Employee Engagement: Employees who regularly miss work may not be fully committed to their jobs, which results in lower engagement to the organisation as a whole. Employee turnover and lower staff retention may arise from this.
5. Poor Service To customers: If customer service representatives are frequently missing, it may result in poor service, lengthy client wait times, and other problems that could damage the company's reputation.
In conclusion, persistent employee absenteeism might have a negative impact on a company's ability to succeed. In order to secure the best results in terms of productivity, cost effectiveness, employee engagement, and customer satisfaction, organisations must take proactive measures to prevent absenteeism and encourage dedicated attendance.
Motivation can be influenced by absenteeism in a number of ways
1. Less work engagement: When employees miss work, it affects how engaged they are with their work. When they return, they could struggle to get back into the swing of things since they might feel less a part of their employment.
2. A decrease in morale: Regular absences can harm a team's spirit. Employee resentment can affect the team's morale when they are forced to cover for absent teammates.
3. Lessened job satisfaction: Individuals who are regularly absent can miss out on crucial occasions or initiatives, which would lower their level of job satisfaction.
4. Increased stress: Frequent absences can, in some circumstances, create stress for both the absent employee and their co-workers who may need to cover for them at work.
5. Negative influence on productivity: Work may not get done while employees are absent, which has a negative effect on overall productivity. Team members may become frustrated and demotivated as a result of this.
Employee motivational issues
When it comes to motivating employees, organisations frequently face a number of challenges. Among these difficulties are:
1. Communication - Employee demotivation can be caused by poor communication between employees and management.
2. Limited resources - A lack of resources can impair an organization's ability to provide incentives and rewards to employees, resulting in demotivation.
3. Burnout - Overworking employees can lead to burnout, which reduces motivation.
4. Negative work culture - A negative work culture can have an impact on employee motivation.
5. Employees who do not receive recognition for their efforts may become demotivated.

Impact of Employee Absenteeism on Organizational Performance
High levels of employee absenteeism lead to decreased productivity, revenue loss, and a decline in quality of care. The absence of medical staff in healthcare settings can have an impact on patient outcomes, resulting in medical errors, increased length of hospital stay, and increased mortality rates (Chang et al., 2018). Absenteeism costs an organisation money in many ways, from the direct cost of sick leave to the indirect cost of replacing absent employees or paying for overtime hours (Kabene et al., 2006).
Employee absenteeism has a significant negative impact on organizational performance in home cares. First, absenteeism increases costs due to lost productivity, overtime pay, and hiring temporary workers to fill vacancies (Zhuang et al., 2014). Second, absenteeism has an impact on care quality because it disrupts continuity of care and reduces the number of available carers, resulting in longer patient wait times (Kessler et al., 2013). Third, absenteeism has an impact on employee morale and productivity because it increases the workload for the remaining staff while decreasing motivation and job satisfaction (Garcia-Sierra et al., 2017).

Causes of Employee Absenteeism in Home Cares
Several factors influence employee absenteeism in home cares, including job dissatisfaction, stress, illness, and burnout. Studies show that employees who are dissatisfied with their jobs are more likely to miss work (Garcia-Sierra et al., 2017). In addition, stress, illness, and burnout are predictors of absenteeism in home cares (Schmalenberg et al., 2015).
Strategies for Reducing Employee Absence in Home Care
Absence management programmes can help organisations mitigate the negative effects of absenteeism on performance. For example, these programmes can boost employee morale, reduce absenteeism, and improve productivity (Nijp et al., 2012). Implementing effective absence management programmes also improves organisational efficiency by ensuring service continuity and minimising service disruption. Healthcare organisations can improve patient outcomes, reduce healthcare-associated infections, lower healthcare costs, and increase staff retention by reducing absenteeism (Chang et al., 2018).
To reduce employee absenteeism, home cares can use a variety of strategies. These include offering a positive work environment, employee support programmes, flexible scheduling, and adequate sick leave and holiday time (Schmalenberg et al., 2015). Furthermore, management can put in place attendance policies that reward good attendance and address absenteeism through counselling and disciplinary measures (Zhuang et al., 2014).
Provide a motivation strategy for the company to reduce absenteeism and maintain performance.
Implementing an incentive programme could be an effective motivation strategy for reducing absenteeism and maintaining performance in a company. This programme could be designed to reward employees who consistently perform well and have good attendance records. For example, the company could reward employees with bonuses or additional paid time off if they maintain perfect attendance for a set period of time. Employees who consistently meet or exceed performance expectations could also be recognised by the company. Employees are more likely to feel motivated to come to work and perform at their best when a culture of recognition and positivity is established.
Recommendations for enhancing workplace motivation.
1. Establish clear goals and objectives because motivated employees are those who understand what is expected of them. Set attainable goals with your employees and track progress on a regular basis as a manager.
2. Provide regular performance feedback, whether positive or negative, to help employees stay motivated and understand how they can improve.
3. Recognize accomplishments: Celebrate employee accomplishments by recognising their hard work, dedication, and success. This will give the employee a sense of accomplishment and encourage them to strive for their next goal.
4. Encourage collaboration: Encourage employees to collaborate on projects and work together. Employees will have a stronger sense of belonging as a result, which will lead to increased motivation and engagement.
5. Provide opportunities for professional growth to employees: Allowing employees to grow professionally shows them that you value their professional development. This may increase motivation and loyalty to the organisation.
6. Establish and maintain a positive work environment: A positive work environment can boost employee motivation and job satisfaction. Encourage open communication, create a team-oriented environment, and cultivate positive relationships with your employees.


Chapter 3
Method
The research was conducted using a quantitative research design, and data was collected from healthcare organisations using a questionnaire.
…
Chapter 4
Results
…
Chapter 5
Conclusion
Employee motivation is critical for organisational success, and organisations must understand the causes and challenges of motivation. Employee motivation is influenced by intrinsic and extrinsic motivators, and organisations must strike a balance to ensure that both types are present. Employee motivation can be negatively impacted by issues such as limited resources, a negative work culture, and a lack of recognition. Organizations must communicate effectively, provide adequate resources, foster a positive work culture, and recognise employees' efforts to overcome these challenges.
An individual's level of motivation has been shown to have a direct correlation to their level of performance. A person's level of motivation can be defined as the force that propels them to take action in pursuit of a desired outcome. Motivated people are more likely to work more, pay attention more carefully, and keep going even when things go tough. But the opposite is true; when people are not inspired to work towards their goals, they may be less productive than they otherwise would be. Those who are inspired to take action are more likely to succeed than those who aren't as enthusiastic about their endeavours. In conclusion, motivation has the potential to significantly improve output.
In conclusion, employee absenteeism is a critical issue that has a negative impact on organisational performance in healthcare settings. It has a negative impact on productivity, morale, and care quality. Absence management programmes that improve employee morale and productivity, reduce absenteeism, and improve service delivery can help to mitigate the negative impact of absenteeism. To ensure continuity of service delivery and improve patient outcomes, healthcare organisations must develop and implement effective absence management policies and procedures.
Employee absenteeism is a major issue that has a negative impact on organisational performance in home care. Absenteeism can be caused by job dissatisfaction, stress, illness, or burnout. Absenteeism raises costs, reduces care quality, and lowers employee morale and productivity. To reduce absenteeism, home care agencies can implement a variety of mitigation strategies, such as creating a positive work environment, offering employee support programmes, and implementing attendance policies. Overall, reducing employee absenteeism is critical to improving care quality and organisational performance in home care.
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