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Introduction
This report is based on absenteeism within the NHS, inside of this article there will be a researched informed discussion of the issue, as well as the impact that it poses on the NHS employees and the organisation. The report will also provide a PESTLE analysis of the macro-environmental factors that will play a part in contributing to the problem. In addition, to that there will be a research-informed cause and effect analysis of the issue to aid in identifying the reasons as to why staff take absences. Finally, it will provide an evaluation in the form of a PMI (Plus, Minus, and interesting) which is a beneficial analysis that will cover viable alternative solutions regarding absenteeism. Therefore, the options will be evaluated and scored in an ethical and constructive way for the business it will also possess a written action plan that covers how to implement and monitor the changes that will take place to rectify the problem. 

[bookmark: _Int_BERTJKU4]A research-informed discussion on the impact and nature of the complex problem on the organisation and its employees.
The NHS is a big organisation which depends on many staff with distinct levels of expertise that will cover various roles within the organisation. Staff absences create a big issue as at times the department depends on a few highly skilled members of staff to supervise and assist the less experienced members of the team. Due to the growing rise in staff absences the NHS are suffering a financial deficit of over 1 million pounds each year, and this has had a steady increase from 2007 to 2012 this cost has also continued to increase as the recorded rate of absences during those times were below 4.51%. According to (Download MEDLINE/PubMed Data, 2022) in October 2021, the absence rate for England was 5.7% this was higher than September 2021 at 5.4%, which in hindsight was higher than October 2020 which was recorded at 4.5%. This source also states that the Northwest region had the highest rate of sickness and absence of 6.7% in October 2021 which had increased from September 2021 which was at 6.4%, whilst the Southeast of England reported the lowest rate of sickness and absence at 5.1% in October which was slightly higher than September 2021 which was recorded at 4.7%. 
Staff shortages within the NHS causes a lot of issues and problems for staff, patients, and the organisation. The effects can be felt even through to the external companies that work alongside them for example Doctor ‘s surgeries and private medical facilities where the strain is pushed in their direction as patient appointments and consultations are missed, delayed, or changed forcing them to reschedule thus wasting valuable time of the patients and staff. The quality of care will also be affected due to the limitations of staff who lack experience in the fields they are redeployed to work in also, the quality of the patient care from agency staff who do not have the rapport with fellow staff regarding communication or the connection with the patients. The loss of productivity within departments is a further issue to be stated as departments with staff shortages cannot proceed to deal with the number of individuals that require treatment or the benefits of the facilities they have been referred to. The waste of managerial time to rectify the shortfall of staff needs to be considered also as the attention of managers will be solely focused on the repositioning of staff in critical areas. Aswell as, restructuring back to work assessments and communicating with absent staff to define how long the bout of absence will last. In addition, this will also be putting stress and pressure on other staff members that are present to fill the void of the ones who are absent. According to (Walker and Bamford, 2011) absence requires meticulous attention as it affects the quality of care, wastes management and occupational health service time whilst haemorrhaging resources away from its core services. It is a persistent growing sore that is a detrimental cause of lost productivity in the NHS.

[bookmark: _Int_NFfKbSKG]A PESTLE analysis of the macro-environmental factors that contribute to the complex problem.
[image: ]
After researching (Yüksel, 2012) this PESTLE analysis was put together to assess the macroenvironmental factors affecting the NHS. 

Political factors - Were narrowed down to BREXIT as that involved a lot of European workers to return to their home countries. This affected the NHS dramatically as explained by (HOCL 2022), over 70,000 staff in the NHS are EU nationals so BREXIT caused a big deficit in health care professionals putting a bigger strain on the organisation. The government plans for making savings have also played its part capping wages and pay rises has deterred staff from working extra shifts.

[bookmark: _Int_ITrQLA0B]Economical factors - Such as the financial crisis took its toll on the organisation also, reducing the amount that could be spent on equipment, training, and more staff. Having a lack of qualified staff also pushes the organisation to the limit as inexperienced members of the team have their limitations and require assistance from the more qualified members to build confidence and creates a lot of pressure on the individuals to perform at their best.

Sociocultural factors - Like the ageing population also contribute to the issue at hand as people get older and their ailments develop such as Alzheimer's, Cancers and other various age-related conditions will further increase the load on the organisation. 

Technological factors - Advancements in technology creates a positive aspect but still has its negatives as people need training to use new equipment and only get familiar with experience. Better education aids in the development of staff giving them a beneficial advantage in their chosen fields but could make older styles of training obsolete so further training would be required through the organisation this in turn would require time off for individuals to complete training.

Legal Factors - Poses its own problem as litigations from malpractice and lawsuits will financially burden the organisation as legal costs and expenses can mount quite high.

Environmental Factors - Tasks such as disposal of toxic waste requires its own procedure to be dealt with, diseases and viruses also pose a potential risk to the organisation COVID 19 being its own example wreaked havoc on the business as absences soared and the strain was immense on the organisation which nearly brought the NHS to its knees. Adverse weather conditions like extreme winters and high winds will bring its own element of high workload to the NHS as it affects the general public in numerous ways.

A research-informed cause-and-effect analysis of the complex problem.
[image: ]
The Ishikawa cause and effect diagram was inspired by Bilsel, & Lin, D. K. (2012) which was aided in creating the analysis for the cause and effect of absenteeism within the NHS. It was formed by first identifying the main issue of absenteeism, then four major factors were labelled as the environment, legalities, illness, and staff numbers. The main causes were then labelled with the reasons and categorised within the factors. Within the environment there are issues with slips and trips which could cause injury, mental health issues due to stress and bullying as employees feel intimidated by other staff members. In illness you will find stress as the conditions take its toll on individuals, infections and viruses which could cause staff to be unwell. Staff numbers have issues with work overload where staff could overexert themselves without the assistant of others where this could also cause injury. Finally, there will be legalities such as COVID 19 restrictions, BREXIT where some staff had to return to the countries to where they were born and training as they need to take time away from work for studies. Furthermore, (Download MEDLINE/PubMed Data, 2022) stated that anxiety, depression, stress alongside other psychiatric illnesses are consistently the main reason for reported sickness and absences, this accounts for more than 571,200 working days lost and at least 25% of all sickness related absences in October 2021, where this has been a slight reduction since September 2021 where it was 26.6%. Whereas A.M.J, L.M, A.B, P.P, B.J, & N.P, (2018) mentioned that Musco skeletal injuries made up 10% of all injuries within the healthcare professionals due to the physical demands of the industry. In addition, after conducting an interview with a Senior Nurse, Cowan, N (2022) stated a lot of nurses are severely stressed out as they are overwhelmed with the lack of staff, due to the actioning of annual leave within the departments and members of staff taking additional days before/after their allocated dates.

[bookmark: _Int_oBPIFo2A]Evaluation of alternative solutions regarding absenteeism with a goal of choosing the most appropriate solution.[image: ]
[bookmark: _Int_clHsO91g]The PMI by De Bono, (2011) was utilised to make suggestions as to what could be put into place to reduce absences. Financial incentives was the first suggestion analysed for its practicality into reducing the issue of absences. Although, it had a positive score in the plus section the minus points reduced the score quite dramatically as the benefits of the suggestion favoured the employees more than the organisation. Looking at the fairness identified it could create animosity amongst the team which in turn could create its own problems amongst the team. Secondly, the consequences suggestion was analysed the initial view of this was financially viable but, in hindsight the risk of losing staff could have a detrimental effect upon the organisation and overall, it ended with an unsatisfying low score and had the potential to create a higher rate of staff shortages so did not appear to be viable as it would have created a vulnerability within the organisation. Finally, improved communication was analysed, and it had the potential to create a beneficial impact as it put the staff in a position to be reintegrated into work fairly, it also gave the organisation the opportunity to monitor the progression of its effectiveness. In addition, to this the managerial team would also benefit from utilising this method as they would also build a rapport with staff thus building better relations within the workplace, this suggestion scored highest overall so seemed the more viable option to choose.

Action Plan
	Action
	Description
	Time Frame
	Staff Responsible

	Draft employee attendance policy
	Create a written policy for all staff so they are aware of the new policy regarding absences
	Week 1
	Human resources/ management

	Track attendance records
	Create a list of all employees currently absent due to illness or injury to quantify the issue
	Week 2
	Human resources

	Identify cause of absence
	Distinguish the reasons for absence by categorising the reasons so that the organisation can implement a practical strategy to deal the individual cases effectively
	Week 3
	Human resources

	Train managers to deal with absenteeism
	Place managers/Team leaders on training course to build return to work communication skills to help build rapport with absentee staff
	Week 6
	Training committee

	Allow a flexible work schedule
	Provide staff with a back to work schedule that helps to facilitate their personal needs and requirements to aid their full integration back to work
	Week 7
	Manager/Team leaders

	Provide employee counselling/
physiotherapy
	If required find appropriate measures to provide counselling whether it be physical rehabilitation or one to one counselling
	Week 8
	Manager/Team leaders

	Provide feedback
	Gather feedback from both parties to decipher effectiveness of work integration and reduced absences to quantify the results of the method
	Week 9
	Manager/Team leaders




The action plan is based on an eight-week programme, the ninth week will be used to evaluate the progression of the action plan with the first set of employee's reintegration back to work. There are more than enough resources to promote the success of this programme and the period is believed to be realistic. If the organisation is willing to put it into practice immediately the reduction in absenteeism will start to commence, the implementation of manager training is the key factor to the success of this action plan as their strategies learned through training will prove to be essential as the delicate factor of communication will be fundamental in promoting fairness and the rebuilding of the confidence in staff. Feedback will be the next crucial factor as it will guide the process through any changes that may need to be tweaked to make it more successful as time goes on.

Conclusion 
In conclusion to this report as absenteeism was the issue to be rectified the PESTLE and Fishbone analysis proved to be a viable method into identifying and creating a plan to rectifying the issue. Once the PMI was formulated it was easy to identify which suggestion would be more effective, plus the creation of the action plan gave great insight into training the managers in effective communication while giving them strategies into implementing back to work programs that would facilitate staff members needs more precisely. This program would give a better inclination to what the staff would need plus an avenue for feedback to be delivered to help with any modifications that would need to take place to make the program more effective as time goes on.
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