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Executive Summary 
In this report, the problem which has been selected is related to “long-term absenteeism”. A brief overview has been provided about the presence of a cause-and-effect relationship associated with long-term absenteeism. There are certain solutions that have been provided in order to remove this problem within the organization through the implementation of an effective plan. This plan will focus on solving the problem of long-term absenteeism.
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[bookmark: _Toc89864362][bookmark: _Toc90047568][bookmark: _Toc110096232]Introduction
The report mainly discusses about Mid Cheshire Hospital NHS Foundation Trust. This is basically a medium sized hospital trust which is facing the problem of staff absenteeism. The problem of absenteeism had led the trust to suffer a loss of £1 million each year (Aguilar, et al., 2021). The organisation is now trying to take various steps in order to reduce this problem. There are certain negative effects of staff absenteeism which is created on the workings of the trust. For the purpose of solving this problem there are certain alternative solutions which have been determined. This is reflected in the form of an implementation plan. The main focus of the implementation plan will be to provide necessary solution to solve the problem of staff absenteeism.
[bookmark: _Toc89864363][bookmark: _Toc90047569][bookmark: _Toc110096233]Problem of Long-term absenteeism
Mid Cheshire Hospital NHS Foundation Trust has observed that the rate of staff absent has been enhanced between the year 2007 and 2012. This problem has led to degradation in the quality of services rendered by this trust. It is believed that the problem of long-term staff absent is common in UK (Ali, and Achour, 2022). This is mainly due to the fact that the employees are not satisfied and motivated to work towards the growth of the organisation. However, the term staff absenteeism refers to the habit of an individual to remain absent from their work. Often the level of frequency associated with absenteeism increasing day by day. Hence it has become one of the major issues which is to be solved for the future growth and development of the trust.
[bookmark: _Toc89864364][bookmark: _Toc90047570][bookmark: _Toc110096234]Nature and Impact of Long-term absenteeism
The nature of long-term staff absenteeism is frequent for large scale organisations, medium scale organisations and small-scale organisations. It is believed that staff absenteeism can create a negative impact on the growth and development of the organisation. The level of profit earning capacity of the organisation decreases when the staff remain absent frequently (Al-Zibdeh, et al., 2021). This is mainly due to the reason that the quality of services rendered by the organisation decreases. Due to a smaller number of staff, it becomes difficult for the organisation to manage its day-to-day activities easily. This reduces the effectiveness and productivity of the organisation and creates an obstruction. However, the presence of huge staff absenteeism also leads to higher administration cost. This indirectly leads to decrease in the profit of the organisation and creates and obstruction in its growth and development process.
[bookmark: _Toc89864365][bookmark: _Toc90047571][bookmark: _Toc110096235][bookmark: _Toc89864366][bookmark: _Toc90047572]Cause and effect analysis of complex problem of Long-term absenteeism
Staff absenteeism is considered to be a stressful situation for the organisation. The absence of staff creates certain effects on the work of the organisation. Hence it is very essential for all the organisation to determine the various causes which leads to staff absenteeism (Darban, et al., 2022). This will help in determining the root cause of the problem and hence necessary measures can be taken in order to reduce the problem. Some of the causes which lead the staff to remain absent from their work is minor illness. Sometimes it is seen that due to heavy workload the staff becomes ill and are not in a state to work in the organisation. However, overloading of work can also lead to minor illness within the staff. The second cause of staff absenteeism is harassment and bullying in the workplace. It is observed that 24% of the workers are absent in the organisation due to bullying and 27% of the employees leave their job due to harassment. This is one of the main reasons behind staff absenteeism (Iacobucci, 2022). It is also determined that certain management and team related issues also makes the employees feel disassociated from the organisation and hence they do not come to the organisation. 
The presence of these causes leads to staff absenteeism and can create certain effect on the workplace. Due to staff absenteeism the productivity of the organisation decreases and the business is not able to provide good quality services to its customers. Presence of poor quality of work can create a bad will for the organisation (Jain, et al., 2021). It is observed that the organisations are facing huge financial loss due to increase in the rate of staff absenteeism. It is believed that a negative image of the companies culture is portrayed if the employees remain absent for a longer period of time.
[bookmark: _Toc110096236]

PESTEL Analysis
1. Political- There are certain legal regulations which have been imposed by the government in order to prevent absenteeism among the employees. The presence of an effective and strong anti-absenteeism laws removes the excuse of the staff to remain away from the work. A large number of policies have been designed which are focusing on the wellness, activities, performance and health of the employees (Miraglia, and Johns, 2021). The main focus of the policy is to make the staff active, provide effective wellness to the staff and effective drug addiction management.
2. Economic- It has been determined that the advent of covid-19 pandemic has created certain health related issues among the employees. This is one of the major problem due to which the employees have to remain absent from their job. Hence in order to solve this problem the government has laid down certain measures so that the employees can work from their home.
3. Social- There are a large number of employees who remain absent from the work due to the fact that they get less amount of compensation and benefits from the companies. Lack of monetary benefits and non-monetary incentives decreases the self-esteem of the employees and lowers their confidence (Moran, et al., 2022). These are some of the social factors which are creating the problem of long-term staff absenteeism. It has been determined that certain loop holes in the organisational culture is also preventing the employees to come to work. Lack of positive energy in the working environment leads to staff absenteeism.
4. Technological- It is determined that the use of complex technology makes the staff and the employees confused. Hence, they are not able to conduct the activities easily and effectively. This makes the employees and staff very much dissatisfied and demotivated. So, the staff tends to remain absent from that job (Nath, et al., 2022). When the staff are unable to use the latest technology, they become stressed and their self-esteem reduces.
5. Environmental- The working environment is also an essential factor which impacts the level and rate of staff absenteeism. Proper support from the managers makes the staff motivated. Effective training and development programme helps in improving the skills of the employees. This can reduce staff absenteeism. Lack of support from the colleagues and peers reduces the confidence of the employees (Taylor, et al., 2021). In order to reduce the rate of staff absenteeism essential health and wellness programs should be present within the organisation.
6. Legal- In certain situations where the business does not meet the requirement of the legal rules and regulations, the staff may feel dissatisfied. Hence the employees do not want to become a part of such an organisation who violates the legal rules and regulations. This leads to staff absenteeism.
[bookmark: _Toc89864367][bookmark: _Toc90047573][bookmark: _Toc110096237][bookmark: _Toc89864368][bookmark: _Toc90047574]Alternative Solution for the Problem
In order to solve the problem of long-term staff absenteeism there are certain alternative solutions which have been provided. The first solution is to implement a clear and effective policy relating to attendance. This mainly comprises of reporting all the employees who remain absent frequently and to maintain a record of the absent employees. In case the rate of absenteeism of the employees increases it should be immediately reported to the top-level management. The second alternative solution is to develop a provision for support (Nath, et al., 2022). This mainly involves providing support to the absent employees by the managers when the case of absenteeism is reported. The manager should try to ask the reason behind the staff being absent and provide them proper counselling. The third solution is to reduce the stress in the workplace. Limited workload will reduce the workplace stress upon the employees. The fourth solution is to implement the provision of feedback. This mainly comprises of providing proper recognition to the employees when the perform efficiently.
[bookmark: _Toc110096238][bookmark: _Toc89864369][bookmark: _Toc90047575]Selection of the appropriate solution for the problem
After analyzing the various alternative solutions associated with long term absenteeism, it has been determined that the most effective solution is reduction of workplace stress. The removal of workplace stress will enhance the behavior of the employees. It will not only promote positive behavior in the employees but will also help in providing proper motivation to the employees (Zaki, and Elsaiad, 2020). Moreover, the top-level management will make sure that they reduce the workload on the employees so that the employees can get a piece of mind. There a various reason due to which work place stress occurs. Hence necessary measures will be taken by the management to overcome workplace stress and reduce the rate of staff absenteeism. It is expected that the reduction of workplace stress will enhance the productivity and growth of the organisation and will reduce staff absenteeism.
[bookmark: _Toc110096239][bookmark: _Toc89864370][bookmark: _Toc90047576]Implementation Plan for the solution
The most effective solution for removing the problem of long-term staff absent is possible to apply with the help of an implementation plan. The main focus of the implementation plan will be to remove workplace stress. The top-level management is mainly responsible for the preparation of the implementation plan for implementing the effective solution within the organisation. There a various step to be undertaken in an implementation plan. The steps are explained as follows.
1. The first step is to allocate limited amount of work as per the capacity of the respective employee within the organisation.
2. The second step will be to focus on the mental and emotional health of the employees (Aguilar, et al., 2021).
3. The third step will be to provide proper counselling and motivation to the employees so that the feel a sense of belongingness towards the organisation.
4. The fourth step is to organize certain health and wellness program in order to keep a check on the stress level of the employees.
5. The fifth step is to gather necessary feedback from the employees.
[bookmark: _Toc110096240]Evaluation of the implementation’s outcome
It has been determined that the outcome of the implementation plan was quite positive. It was observed that the rate of staff absenteeism has been reduced to a great extent. Moreover, the employees were feeling a sense of belongingness towards organisation. The level of work place stress has been reduced and employees were coming to the organisation on a daily basis (Al-Zibdeh, et al., 2021). The staff were enjoying very much in the organisation and this has led to decrease in staff absenteeism.
[bookmark: _Toc110096241]Indicators for measuring the success of the decision
There are certain indicators with the help of which the effectiveness of the implemented alternative solution can be evaluated. Some of these success indicators can be illustrated as follows:
1. It was seen that the productivity of the organisation has been doubled after the implementation of the effective solution.
2. Moreover, there was an improvement in the organisational culture which created a higher goodwill of the organisation (Miraglia, and Johns, 2021).
3. The level of efficiency of the employees have been increased. this has led to an improvement in the quality of their services.
4. A positive working environment was observed in the organisation and all the employees were very much positive.
[bookmark: _Toc89864372][bookmark: _Toc90047578][bookmark: _Toc110096242]

Conclusion
There are certain solutions which have been provided in order to remove this problem within the organisation through the implementation of an effective plan. This problem has led to degradation in the quality of services rendered by this trust. Presence of poor quality of work can create a bad will for the organisation. The removal of workplace stress will enhance the behavior of the employees.
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