


Contents
INTRODUCTION	2
DETAILED DISCUSSION ON THE NATURE AND IMPACTS OF STAFF ABSENTEEISM WITHIN MID CHESHIRE HOSPITALS NHS FOUNDATION TRUST	3
PASTELE ANALYSIS OF THE MACRO-ENVIRONMENTAL FACTOR CONTRIBUTING TO THE COMPLEX PROBLEM	4
CAUSE-AND-EFFECT ANALYSIS OF THE COMPLEX PROBLEM	6
ALTERNATIVE SOLUTION TO ABSENTEEISM	9
CONCLUSION	11
REFERENCE LIST	12




[bookmark: _Toc99902752]Introduction 
Staff absenteeism is the phenomenon when employees start to chronically miss their workdays due to personal and professional reasons. This type of phenomenon can be expensive for employers and often perceived as a critical issue for employees. Mid Cheshire hospitals NHS foundation trust is suffering from these issues due to workplace harassment, stress, lack of motivation and depression caused by high work pressures (Hassanein et al., 2020). Thus, the subsequent report will highlight the nature and impact of staff absenteeism within Mid Cheshire hospitals NHS foundation trust (MCHT) along with a detailed PESTLE analysis to provide a brief idea. In addition, the report will cover a cause-and-effect analysis of the issues associated with staff absenteeism. Appropriate solutions are also illustrated in this report to mitigate the absenteeism rate within the organisation.  
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[bookmark: _Toc99902753]Detailed discussion on the nature and impacts of staff absenteeism within Mid Cheshire hospitals NHS foundation trust 
The frequent absence of employees from his/her work is a serious concern for the organisation as it adversely impacts the overall performance rate and hampers the sustainable growth process. There are several reasons for employee absenteeism such as low employee engagement, time theft, lack of flexible work schedules and workplace burnout. In addition, workplace harassment and mental health issues also significantly influence the rate of absenteeism in the organisation. As per statistics, this phenomenon affects the operations of Mid Cheshire hospitals NHS foundation trust in various ways. For instance, unplanned leave of workers has greatly reduced the productivity levels that have directly stimulated the expiry of tasks deadlines (Tumlinson et al., 2019). The absence of staff in the organisation has caused an annual loss of £1 million per percentage point for the Mid Cheshire hospitals NHS foundation trust. A drop in quality of services has been seen in the organisation due to the lack of experienced employees. Similarly, the overall morale of workers has decreased because of the extra responsibilities on top of their existing duties. 
 
Study shows that misuse of seniority and lower employee engagement is the main reason behind high staff absenteeism within Mid Cheshire hospitals NHS foundation trust that are forcing the employees to habitually and frequently being absent from work. In addition, the employees are greatly experiencing exhaustion resulting from the massive work pressures due to the Covi'19 pandemic. This is lowering the motivation levels and largely works enthusiasm. The individual impacts of staff absenteeism in the firm can be counted as increased accidents, loss of pay, and loss of discipline. On the other hand, the impacts of employee absenteeism upon co-workers and workgroups in the organisation can include undesired overtime, conflict with the absent worker, high coordination problems, and low productivity (Mbombi et al., 2018).
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POLITICAL
The biggest political factor contributing to staff absenteeism is considered as the Brexit incident as it has substantially impacted the labour market of the UK. in addition, various uncertainties such as political stability, geopolitics and healthcare regulatory practices have remarkably influenced the high absenteeism rates (Staempfli et al., 2021). The strict immigration policies and work permit issues caused by Brexit have resulted in labour shortages within the UK that directly increase the staff absenteeism rates in the organisation due to the high load of work.  

ECONOMIC
The provision of flexible work timings during the Ciovid'19 pandemic has directly facilitated the absence of employees within the organisation. In addition, the downfall in UK GDP growth (7.5%), unemployment rates (4.1%) and rising inflation rates (0.85%) are also some of the key causes of high absenteeism.  The covid’19 pandemic has reduced the spending power of UK citizens due to minus GDP growth and higher unemployment levels. This phenomenon has created elevated levels of depression among the workers that leads to high staff absenteeism.  

SOCIAL
The lifestyle of normal UK citizens has radically changed from the coronavirus pandemic since they are forced to stay at home for lockdown protocols. Consequently, the social demographics, religious and cultural factors within different nationalities are also some of the chief causes of high employee absenteeism. The rise of digital applications and technological innovation has reduced the interpersonal abilities of normal citizens. This has remarkably reduced the self-confidence and morale of employees to engage with their co-workers. Consequently, the organisation is facing high staff absenteeism rates for this type of fluctuating working trends and lower engagement levels (Radwan and Radwan, 2020).  

TECHNOLOGICAL
The workforce and operations of Mid Cheshire hospitals NHS foundation trust are greatly dependent upon several technological elements such as cloud support, AI support, logistics. In addition, the lack of digital health tools and connectivity software has reduced the motivation and morale among the employees (Alreshidi et al., 2019). As technological advancement and automation have greatly improved productivity it also increases the dependency on manual labour. This is resulting in lower morale and motivation among the employees that leads to elevated absenteeism rates.  

ENVIRONMANETAL
The strict regulations of the environmental protection act 1974 have forced the employees of the organisation to maintain optimum levels of hygiene and safety in the workplace. In addition, other major environmental protection regulations such as the toxic substances control act 1970, climate change act 2008, energy act 2020 have created additional pressures upon the workers to maintain optimum ethical standards. These rising environmental concerns and poor ventilation and air quality issues in the workplace are causing physical barriers for the employees that stimulate absenteeism rates. 

LEGAL
Healthcare organisations in the UK need to maintain various regulations to properly function in the country. To illustrate, the high absenteeism rate in the organisation has been influenced by the companies act 2006, employee’s rights act, 1996, Health and Safety at Work Act 1974. Due to the improper application of the legislation the employees are entitled to be safe from any type of unfair dismissal and for thus they can move to the court of law and the company fears that most. That is why the absenteeism from the part of the employees has increased.






[bookmark: _Toc99902755]Cause-and-effect analysis of the complex problem

The fishbone diagram has effectively demonstrated key causes of high absenteeism rates within the organisation. To illustrate, workplace harassment including bullying and sexual exploitation has impacted job satisfaction levels. Similarly, the organisation has been providing low flexibility to its workers that have significantly affected the communication framework and work-life balance during the pandemic (Walsh et al., 2019). On the other hand, excessive workloads and inefficient job responsibilities are vital reasons behind the workplace burnout rates. It has automatically increased the absence of experienced employees. Lastly, sometimes family issues and illness are also resulting in high rates of absenteeism within the organisation. 
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By the proper cause-and-effect relationship from the fish bone analysis, some of the issues have been identified and pointed out that many have an effect on the major problem of the organisation. The issues and the possible impacts on the final result will be discussed below:

· Improper Job Responsibility: it is observed from the case study that the management of the company manages and distributes the workloads among the employees in an unjustified way. This case further contributes to the effect of absenteeism from the part of the employees and the retention rate also fluctuates.
· Inefficient Connectivity: The connectivity among the management of the organisation and the rank-and-file workers is very poor as compared to the other organisation in the same industry. For this the morale of the workforce is low and the ability to perform and their productivity also falls. For this the employees in the organisation tend to avoid their duties.

· Low engagement level of the employees: The lower level of engagement of the staff of the organisation also contributes to the problem that the establishment is facing. The leaders and the middle managers do not effectively try to resolve the issues and for this the effective communication among the staff members and the managers hampers resulting increased absenteeism from the part of the employees.


· Lack of flexibility: The organisation in the case study, offers a little flexibility to their employees and that further lowered the morale of the staff of the organisation and the absenteeism of them increased.  
[bookmark: _heading=h.lnxbz9]Selection of proper solution from several alternatives that help to reduce staff absenteeism 
There are various ways of mitigating high staff absenteeism in organisations however being a healthcare organisation Mid Cheshire hospitals NHS foundation trust requires appropriate strategies that can act in line with the organisational goals. Thus, alternatives solutions for staff retention and engagement are as follows 

· Implementation of a wellness program can greatly help the organisation to reduce absences caused by health issues. In this way, it can mitigate the stress levels and improve morale effectively. This process on one hand enhances the stress level of the staff and on the other hand it further optimises the trust and transparency in the workplace. The relationship among the general staff and the management also improved. 

· The provision of vacation days and an increased amount of paid time off can help the organisation to maintain an optimum level of work-life balance that will make the employees happier. In addition, paid vacations can assist the organisation in mentally recharging its employees by creating a win-win situation for both parties. This process on one hand, helps the management of the organisation by improving the motivation of the employees and it further helps the staff to release the stress of them and the productivity also tends to increase. On the other hand, it also increases the level of satisfaction of the employees. 
· Empowerment of employees by increasing job satisfaction rates can aid in improving morale within the work culture of Mid Cheshire hospitals NHS foundation trust. At the same time, offering competitive payment systems and performance-based recognition can also help to build optimum levels of motivation among the workforce. The process also includes the participation of the employees in the organisational decision making and the organisation in the given scenario needs to apply this appropriately so that the employees feel more engaged in the operations. The productivity of the staff also helps the management of the organisation to properly function in the society and help the needy persons. Again, this process also helps them to reduce the absenteeism of the staff and the retention rate can also be optimised and for that reason it increases the productivity of the workforce as a whole.   
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Action Plan

	
Problem identified

	
Stuff absenteeism


	


Chosen solution

	· Career Coaching
· Mental health support
· 90% attendance bonus




	


Outcome

	· Career Coaching- Coaching will reveal a wider view of the career path that employee can take. The employee will be motivated to get at work at normal schedule. Motivation of growing in career will also motivate the stuff to not get absences. 
· Mental Health Support- Mental health support for the stuff will help the employee get less stress from job, burnout and depression, from both, work and personal life.
· In most of the cases, in nowadays, employee prefer to stay at home when feel that need a break or are not in a mood for leaving the house. Rarely the absence is for a real reason. A 90% attendance bonus will motivate the stuff to not make absences. 







[bookmark: _heading=h.35nkun2]Implementation of decisions and measurement of its effectiveness through success indicators 
By observing the business model of Mid Cheshire hospitals NHS foundation trust, it can be analysed that employee empowerment and performance-based recognition system is an effective solution for the high absenteeism rates.
The first step that the organisation can take is to set clear expectations for each employee and provide autonomy over their given tasks. In addition, the organisation needs to provide the necessary resources to execute healthcare jobs. The establishment of a constructive feedback system is a crucial component of employee empowerment that stimulates in development of further strategies for lowering absenteeism rates. Lastly, communication about the core vision and mission of the organisation and recognising the hard work of each worker can build higher motivation and job satisfaction (Magobolo and Dube, 2019).
To measure the employee engagement rate, the organisation needs to consider various success metrics such as cohesiveness rates, work ethic and job satisfaction rates. Inspection of work-life balance is another major metric that determines the absenteeism of employees.
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From the above report, it has been summarised that Mid Cheshire hospitals NHS foundation trust has been affected by various external and internal factors that have directly impacted the absence rates of employees, the fishbone diagram has demonstrated the key cases behind absenteeism in a detailed manner.
 From the alternative solutions, it has been analysed that an employee engagement and recognition system is the most effective strategy for the organisation to reduce absenteeism rates.  
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