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[bookmark: _Toc97749584]Introduction
Staff absenteeism has been a big problem for several years now, and the sector is known to report the highest rates of absence of all the sectors in the country (Cotton, 2019). The Mid Cheshire Hospitals NHS Foundation Trust is facing a challenge of staff absenteeism, which is crippling the delivery of quality healthcare to patients. This report aims to discuss the impacts of absenteeism on employees and the NHS Foundation Trust in general. Possible factors contributing to staff absenteeism will be analyzed using a PESTLE framework in addition to a fishbone illustration. Finally, a Grid analysis will be used to help evaluate alternative solutions to the problem with an objective of selecting the most appropriate solution.
[bookmark: _Toc97749585]Impacts of Absenteeism
Absenteeism is strongly impacting employees themselves. Mbombi et al. (2018) argue that absenteeism is a burden for healthcare workers who remain on duty as they are forced to do the work scheduled for themselves and for the staff who do not report. Unexplained and frequent absenteeism can lead to dismissal or pay cut. Further, employees may be less productive because they are supposed to 'catch up' with colleagues upon returning.
Under-staffing caused by absenteeism negatively impacts the NHS Foundation Trust in several ways. Fewer nurses, for instance, may not provide quality healthcare services to many patients due to increased workload. The present staff are required to perform both their duties and those of the staff at home. This puts pressure on them, an aspect that contributes to work related stress and depression (Kandemir and Şahin, 2017). Absence results in increased agency staff costs as well as other administrative costs (Cotton, 2019). The need to hire temporary or even permanent staff to replace those who are absent for so long maybe costly for the hospital (Johnson, 2020). Generally, when the hospital fails to offer quality healthcare to patients, it is likely to suffer bad reputation.
[bookmark: _Toc97749586]Macro-environmental factors contributing to Staff Absenteeism
[bookmark: _Toc97749587]PESTLE Analysis
To evaluate the possible causes of absenteeism in the NHS, it is paramount to also assess the macro-environmental factors contributing to the problem. A PESTLE analysis is the right tool to identify the political, economic, social, technological, legal, and environmental factors (Yusop, 2018). 
[bookmark: _Toc97749588]Political factors
Brexit is a major political event that has affected different sectors in the country. In the past, the NHS could attract staff from other European Union countries to fill some vacancies. Currently, inability to recruit staff from such countries has contributed to staff shortage in the NHS (Thomas, 2021). This directly makes the available staff to experience higher workload which increases the likelihood of absences related to sickness. Also, political factors such as insecurity or political instability in the country potentially discourages some employees from reporting for work due to security reasons. 
[bookmark: _Toc97749589]Economic factors
Economic factors may include issues such as high inflation and high taxation. High cost of living forces employees who feel underpaid to frequently stay back to look for odd and contractual jobs to supplement their salaries. Economic downturns make it challenging for the NHS to increase pay, recruit more staff, and improve the staff's general well-being at work.
[bookmark: _Toc97749590]Social factors
Social factors such as age and marital status may define attendance. As employees get older, for instance, they are more likely to get sick. They are likely to have frequent medical appointments which keeps them out of work. For married staff, issues such as attending for a sick child or spouse, would force them not to report for work. Those who are not married tend to have fewer responsibilities, thus more likely to report for work as scheduled.
[bookmark: _Toc97749591]Technological factors
Even though technological advancements have revolutionized the UK health sector, there are also possible negative implications. Automation of some services may contribute to absenteeism as some staff may consider their work being taken over, they have little to do at the workplace. Excessive use of technology at work also contribute to loss of human interaction, where a staff works in isolation. Sometimes, this may lead to boredom and lack of interest in the work.
[bookmark: _Toc97749592]Legal factors
Trade unions can mobilize their members, for example nurses to impacting participate in industrial action. They may stage walkouts, failing to report to their respective workplaces until their demands are fulfilled. Workers can strike to protest low pay, untenable working conditions or unfair salary structures (Bowcott and Carrell, 2017)
[bookmark: _Toc97749593]Environmental factors
Environmental factors such as heavy rainfall causing floods, landslides, among other calamities, and employee strikes may also contribute to absenteeism as they find it extremely difficult to report for work.

[bookmark: _Toc97749594]Causes of staff Absenteeism at Mid Cheshire Hospitals
There are a number of reasons why the NHS staff may frequently miss reporting for work. The key reasons for absenteeism include the following:
[bookmark: _Toc97749595]Bullying and harassment
NHS staff who are victims of bullying or harassment from co-workers and/or supervisors are more likely to call in sick to avoid being disappointed at the workplace (Kline, 2020). Bullying makes a worker to lose faith in him or herself, they can feel depressed and I'll, and find it difficult to get motivated. Thinking of harassment at work discourages employees and it is a major reason why they quit and look for another employer (Johnson, 2020).
[bookmark: _Toc97749596]Mental and physical health problems
Mental health issues and have become a health burden in the UK, and more absences are linked to depression, stress, and anxiety (Stewart, 2021). Psychological issues could emanate from unfavourable working conditions including being treated unfairly. Sickness is a major cause of absence for most NHS staff. The recent COVID-19 pandemic has forced most workers to stay at home, as a way of self-isolation and get treatment. The elderly workers, who were at higher risk of getting terminally ill, were most likely to stay at home as a preventive measure.
[bookmark: _Toc97749597]Burnout
NHS Staff have continued to encounter unacceptable pressures with chronic excessive workload. Lack of enough staff in hospitals is ultimately the biggest driver of burnout, characterized by feelings of exhaustion and negative feelings about the job. Staff shortage also means that existing staff are increasingly stretching themselves beyond their capabilities to offer healthcare for patients (Copeland, 2019). This causes job dissatisfaction, absenteeism, as well as workers' intentions to quit (Lacobucci, 2021).
[bookmark: _Toc97749598]Parental responsibilities
Another cause of absenteeism is increased parental responsibilities. Some staff may be compelled to miss work so that they stay home and take care of children when usual care arrangements are not in place. An employee may also seek time to take a sick child/elder to hospital if they are sick.
[bookmark: _Toc97749599]Poor pay and renumeration
Employees may also develop a tendency of absenteeism when they feel that are underpaid despite the increased workload or responsibilities at the workplace (Bowcott and Carrell, 2017). Some may quit with the intention of seeking jobs that pays better or where there is good renumeration. Good compensation is a key factor that determines the level of job satisfaction for employees. Poorly paid workers tend to be less satisfied or committed with their work, and thus are more likely to seek unplanned sick leaves. Below is a fishbone diagram showing different factors that lead to absenteeism among the staff at Mid Cheshire Hospitals NHS Foundation Trust.
[image: ]Figure 1: Cause-effect analysis of absenteeism among NHS staff
[bookmark: _Toc97749600]Alternative Solutions to Reducing Absenteeism
There are different approaches that Mid Cheshire Hospitals NHS Foundation Trust can improve staff morale and proactively reduce absenteeism. These include the following: 
[bookmark: _Toc97749601]Establishing a clear attendance policy: 
The policy explains how a staff members should report their absence, and how repeated absences will be tracked and the consequences explained (Johnson, 2020). The attendance policy should focus on the procedures that need to be followed should excessive absenteeism be something that has to be dealt with. With these structures in place, employees are likely to be committed to their work and reduce unexplained absences.
[bookmark: _Toc97749602]Offering flexible working arrangements
Flexible working arrangements help create a healthy work-life balance for employees and their families. Some of the flexible working options that could be available to you include: part-time working, flexi-time, job-share, term-time working, working from home. Good employers recognise the benefits of flexible working, which include recruiting and retaining the best staff, and reducing absenteeism and work-related stress (Kocakulah et al., 2016).
[bookmark: _Toc97749603]Providing psychological support
The management needs to make time to support they workers through any difficulties they are facing. The management needs to support employees to have conversations around mental health. Such programs will help the staff to open up on the issues affecting them, particularly those related their respective work. Workers experiencing mental health or personal problems should receive counselling, so that they recover and return to work quickly (Majeed and Asanati, 2020) 
[bookmark: _Toc97749604]Providing a supportive and inclusive culture
The hospital should understand the importance of creating a positive work environment. This may include promoting teamwork and offering opportunities for employees to engage with one another, a social aspect that fosters creativity and good sense of well-being (Cotton, 2019). In an environment where all workers treat each other with dignity and respect, they issue of harassment and bullying will be minimized. Consequently, workers will feel comfortable and ready to report for work, unless for serious reasons (Copeland, 2019).
[bookmark: _Toc97749605]Providing better pay, reward and recognition for good attendance:
Offering incentives such as attending special staff events, earning paid time off, and providing opportunities for promotion to employees performing well. Other practices may include offering feedback and praising employees to boost their morale and encouraging them to perform better (Johnson, 2020). When the staff are offered good compensation, rewards, and recognition, the NHS will be able to attract and retain competent staff, which will in turn address the problem of staff shortage, and reduce burnout.
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[bookmark: _Toc97749606]Analysis
The Grid analysis is very important in decision-making. It is a framework that helps to evaluate ideas and making decisions based on a set of weighted criteria. To address the problem of staff absenteeism, there are various alternative approaches and their effectiveness can be determined by three parameters, namely: The choice for every factor is scored with values ranging from 0 (poor) to 5 (very good).  Every score is then multiplied by the weight of the respective factor. The solution earning the highest score is considered the best alternative. In this case, providing balance, rewards, and recognition scored highest with a 55-mark followed by fostering a culture of teamwork with a score of 51. It is true that motivating employees by offering rewards, good pay, and recognizing those who perform their duties well encourages them to report for work as required. The NHS can solve the issue of absenteeism by first the solving the problem of staff shortage. Offer better salaries and employment benefits can help to attract and retain more competent staff.
[bookmark: _Toc97749607]Conclusion
Staff absenteeism a big problem facing Mid Cheshire Hospitals NHS Foundation Trust. Long-term absenteeism becomes a burden for healthcare workers who remain on duty as they are forced to do the work scheduled for themselves and for the staff who do not report. Unexplained and frequent absenteeism can lead to dismissal or pay cut. For the organization, absenteeism results in increased agency staff costs as well as other administrative costs due to the need to hire temporary or even permanent staff to replace those who are absent. The major causes of absenteeism are burnout, illness, bullying and/or harassment. Macro environmental factors include impacts of Brexit, economic downturns, and natural calamities. Solutions to staff Absenteeism include offering rewards and recognition, facilitating a culture of teamwork and inclusiveness, flexible schedule arrangements, and proper implementation of an attendance policy.
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