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a. INTRODUCTION

Absenteeism is the practice of remaining absent from the workplace due to some reason. Absenteeism occurs when an employee consistently remains absent from the job for some time. It is generally unplanned without any valid reason. Absence from work sometimes may be planned, sometimes unplanned. Authorised leaves are arranged by employers like sick leaves, casual leaves and others. When the employee has submitted the request to remain absent from work for as stipulated time, then it is not an issue. On either hand, if the employees remain absent without informing the employer beforehand, tasks and work get messed up and in an unplanned manner. The relationship between human resource managers and employees varies under different conditions. Workload often increases the rate of absenteeism. Good positioning of the workload system reduces the rate of absenteeism (de Reuver, 2021).
Mid Cheshire Hospitals NHS Foundation Trust (MCHT) has had a problem with staff absenteeism. A high level of absenteeism was affecting the service of the hospital. The hospital was incurring heavy losses. The human resource specialist along with his team has identified the loopholes of the problem and established a cause-effect analysis of absenteeism. Solutions and recommendations are made based on their impact.

b. COMPLEX NATURE OF THE PROBLEM

The problem of staff absenteeism of Mid Cheshire Hospitals NHS Foundation Trust (MCHT) is complex. The problems once identified in the hospital need to be categorised under some heads of absenteeism. Absenteeism can be informed or uninformed depending on the employees. Unnecessary breaks at work for a longer time, disinterested in work, not reaching target within a stipulated time, leaving early from work are some of the examples of absenteeism. The quantitative and qualitative demands of work based on skill utilisation often lead to workload and thereby absenteeism (Wang, 2020). Planned and approved absenteeism is when the employee has already given a planned leave application.
The application is approved also by the organisation. Some of the examples of such leaves are holidays, maternity leaves, work from home and others. On holiday leaves already some organisation has planned pay holidays in the form of Leave travel allowance (LTA). Some companies also pay the amount back to the employee in terms of salary for those days where he has not taken leave but worked for the organisation. Unplanned and approved absenteeism are unforeseen by the employees but are approved. Some of these types of leaves are sick leaves, accidents, bereavement and others. Unplanned and unapproved absenteeism is the most uncontrollable absenteeism rate. As in the case of this hospital, employees may have started to dislike work, may they have different financial issues or personal reasons.

c. THE IMPACT OF ABSENTEEISM, EMPLOYEES VS ORGANISATION

The impact of absenteeism in the organisation affects the productivity of the employees. Absenteeism affects job security resulting in relationship conflicts between employer and employee (Etehadi and Karatepe, 2019). If any employee within the group works less, the total team can suffer to reach the organisational goal. Employers should identify the root causes of absenteeism and should address the issues immediately. Co-workers often have to work overtime to compensate for the losses of the organisation. Absenteeism reduces profit as in the hospital industry. The reason behind this increase of the costs incurred with a reduced profit unless the revenue increases. Although there are possibilities of legitimate reasons for absenteeism, sometimes employees took advantage of justifying with self-made reasons. Absenteeism decreases the revenue when the persons for the particular role remain absent for a long time or irregularly. Even during the Covid-19 pandemic, the rate of absenteeism affects organisational outcomes (Santibañez and Guarino, 2021). Apart from the financial impact, absenteeism affects the performance of an employee. Absenteeism makes the employee to lost time on projects and updates. Absence sometimes has a positive effect on jobs. Employees get time to rest, relax, be stress-free and come to work with a great enthusiastic mind.

d.  PESTEL Analysis of the complex problem

PESTLE analysis is defined as the analytical way that deals with the political, economic, social, technical, legislative, and lastly environmental factors (Mihailova, 2020). The way factors that affect the Mid Cheshire Hospital NHS Foundation organization are given below.
Political Factor
●	Political Disturbances in the localities may affect the attendance of the employees, they cannot be able to come out of their homes due to political rallies or the elections.
●	New Business legislation by the government may affect the organisation where the employees are working and this may demotivate them. 
Economical Factor
●	The rate of unemployment can affect the attendance rate, if the unemployment rate goes down, then the employees can look for the job change and they can make absents in their current working place.
●	The other economic factors are depreciation of the money, tax rates which hamper the finances of the employees and they may suffer from anxiety which causes absenteeism. 
Technological Factor
●	New Technology may be invented which might bring competition in the market and this may hamper the business as well because they are using old technology, whereas some new company emerges which are using new technologies and their business booms. This may lead to a change in the attitude of the employees.
Environmental Factors 
●	Pandemic in modern times has resulted in the most absents, the virus has compelled people to remain in their homes, remain in confinement.
●	Any natural disasters like rain, storms, cyclones prevent employees to reach the offices.

e. Cause and effect Analysis of the complex problem. Fishbone Analysis

To identify the causes of absenteeism, i have made a Fishbone Analysis:
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Workplace bullying, insecurity in the present job and the free market are some of the causes for rising absenteeism (Glambek et al., 2018). Some of the main causes for absenteeism are:
●	Workplace harassment: Often employees are harassed and bullied by their co-workers or bosses.
●	Family-related issues: Employees often need to take leave to take care of the children or elders at home. 
●	Burn-out and stress: Due to severe work-load, stressful meetings, overtime, year ending pressures, target fulfilment pressures, employees get worn out and tired
●	Depression: Sometimes the employee's need does not get fulfilled. Need for a pay raise or job status depressed the employees.
●	Disengagement: They are not attached to the job and feel lethargic to join the job on time.
●	Sickness: Sickness, illness or medical emergencies always lead to absenteeism. Until and unless the employee is fit both physically and mentally, he cannot start his work. 
●	Injuries: sudden injuries and accidents can lead to absenteeism.
●	Job hunting: Employees when unsatisfied in their present job, will try to join other organisations resulting in an absence from the present work.
Organisations are repetitively subject to mergers, acquisitions, splits or absorption. Organisational absenteeism rate is an indicator of this repetitive change injury (Wynen et al., 2019).
The effect of absenteeism it is represented of the action of hiring unprofessional staff true external agencies, which will affect the service expected by the customers. Because of the additional cost from hiring true external agencies, the organisation is having a loss of one million per year.

f. Evaluation of the complex problem solving with alternative solution 

Evaluation by Human resource leaders to spend more money on overtime employees, the direct costs will grow up and profit will shrink in the end. Human resource manager needs to make a direct impact on organisational performance by pressuring the employees with strict rules and regulations. Employee morale may boost if the human resource team discover and addresses the employee's cause of absenteeism as soon as possible. Reducing absenteeism can be done by some measures like - 
· Supporting the staff members: after formulating a policy for absenteeism the measures to reduce absenteeism. Chronic absenteeism can be reduced with high-stakes accountability systems (Lenhoff and Pogodzinski, 2018). Reduction, a system should be generated to support the employees. Employee Assistance programme offers great support to the employees.
· Feedback: Regular feedback should be done to assess their needs. In case of good work by the employees, they should be encouraged. 
· Incentives: employees with good attendance records should be given incentives that can motivate them to perform the work punctually..
· Digitalized system of treatment – to facilitate the work of the employees
Before implementing any of the measures, it is required to identify the cause of absenteeism and try to address the problem at the earliest.  It is important to take preventive measures to reduce absenteeism. The Human resource manager of Mid Cheshire Hospitals NHS Foundation Trust (MCHT) should frame a detailed absence management policy to implement.

g. Ideal solution of the complex problem – GRID Analysis

To be able to make an evaluation of the alternative solutions of the complex problem, we will use the GRID ANALYSIS, to find the best solution.

	Factors
	Presence 
	Cost 
	Time of implementation
	Total

	Weights 
	4
	5
	2
	

	Employee Assistance programme
	3    12
	4    20
	2     4 
	36

	Feedback
	3   12
	1      5
	2     4
	21

	Incentive 
	4   16
	5     25
	1     2
	43

	Digitalized system of treatment
	4    16
	5      25
	3     6
	47



First of all, the factors are rated on a scale from 0 which means poor, to 5 which means very important. After that, every solution it is scored on a scale between 0, which means poor to 3 which means very good. After scoring each solution, we had multiplied each of the scores by the importance of the values.
The right solution after applying the GRID analysis is to implement a digitalized system of treatment.

h. Plans of implementing the solution

There are different types of plans that are made implemented for the solutions like the decision-making ability, the provisional way of changes in the NHS. An adequate amount of money has been spread for the National health care unit. The solution is of the rate is high here along with the growth rate of morbidity. Implementations thus have been implemented as the solutions. The Mid Cheshire Foundation has converted the hospital into a digitalized system of treatment where the patients are treated in a digitalized manner. The Information Technology infrastructure must be made to implement the treatment methods of the NHS Foundation to be done in a modern way (Zhang et al., 2020). The steps of implementation for any basis then the clear goal is set.
●	Understanding the responsibilities
●	Completion of the work
●	Monitoring, executing and giving support 
●	Action taking 
●	Agree with the output
●	Review conducting
These are the steps which are needed to be followed by the Mid Cheshire Hospital to implement the solution (Boyle et al., 2021). The implementation can be improved by the integrated communication cycle between the social and health care units. The plan implementation at NHS Foundation requires sustainable partnerships along with the care systems to create a strategy.

i. Effectiveness of the solution

●	The effectiveness of the solution has provided an impact on the NHS Foundation hospitals like Mid Cheshire. 
●	The review has been found that the effectiveness of the digital world is subsequent. The innovative structure of telepsychiatry has been made followed and accepted by the globalized economy (Dave et al., 2021). 
●	The effectiveness of the NHS Foundation at Mid Cheshire is that it delivers the best quality, safety measures, and thereafter other criteria. 
●	IT has a target to play the lead role of the health economy, a large workforce that pushes up the hospital management to go up. 
●	A digitalized and transform way of health and care of society. 
●	The digitalized technological systems have also benefited the patients to maintain their financial aspects along with the infrastructural change to provide the best care. 
●	The new emergency unit has also been developed for the benefit of the patients. 
●	The Mid Cheshire hospital consists of 540 hospital beds as well as 4500 members of staff, the foundation has also made a new approach in surgical and diagnostics purposes and others.
●	This Mid Cheshire foundation has the motivational impact to work and to achieve and is trying continuously to make its position at the top of all other hospitals.


j. Conclusion

Thus, from the above-mentioned details, it can be concluded that the Mid Cheshire Foundation of National Healthcare is the hospital that has developed up itself by all the possible, requirements to achieve the best position among all other hospitals in the UK.  The modern digital platform has been given to the Cheshire hospital to make it digitalized and parallel to the modern technological aspects. There are many problems which have been overcome easily by the best-implementing ways. Numerous research teams are made for separate departments as well like the Ophthalmology department, cancer department, child and women department, and so on.  
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