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In this report, we will try to find long-term solutions to reducing absenteeism in the NHS system.
We will try to identify the causes and we will find solutions
In our study case we have a major problem in NHS, and this is abseenteism.
Intentional and unjustified absences from work are considered absenteeism.
An executive at the Trust's head of human resources, recognising the importance of reducing staff absenteeism, submitted a business case in July 2012, requesting the secondment of a human resources (HR) specialist to spearhead several measures designed to reduce the absence of the trust's staff.
Competing pressures and tightening labour markets have led to an increase in interest in managing absence; these measures help organizations to achieve competitive advantages. (Grundemann & Vuuren 1997).
There is a significant financial burden associated with sickness absence, and therefore, those paying these costs (Government, managers, taxpayers, etc.) want to reduce these levels. Compared to the private sector, absenteeism and ill-health retirement rates have been higher in the public sector. (Confederation of British Industry (CBI) 2001, Dibben et al. 2001, HM Treasury 2001).
The health care workforce has a higher sickness rate than workers in other industries, but they would still work, even if sick.
(Hasselhorn et al. 1999, Aronsson et al. 2000).
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[bookmark: _Toc100276407]What is absenteeism?
Absenteeism refers to the regular absence of an employee from work - usually intentional and without good reason. Go beyond any absences related to things like occasional illness, vacations and other personal moments. While a few absences here and there are not normally a problem, absenteeism can, especially when an employee does not appear to work unexpectedly for long periods of time. Excessive absences can negatively affect productivity, the bottom line, employee morale, and company finances. Employers typically expect workers to miss a certain number of business days each year.
[bookmark: _Toc100276408]Causes of absenteeism.

November 2021: NHS absence rates
Overall, UK sick leave rates were 5.6% in November. Overall, UK sick absence rates were 5.6% in November 2020.
People are absent from work for several reasons, many of which are legitimate. Many reasons in general are not. Absenteeism is caused by a variety of reasons, including but not limited to:
· Harassment: Staff wich are disturbed by colleagues or boss are more likely to cite ill health as a reason to avoid the unpleasant situation.
· Employee burnout, stress, and a low morale caused by:too many duties, stressful meetings and presentations, and underappreciation can lead employees to avoid going to work. Absenteeism may also be caused by factors outside the workplace.
· Taking care of a child or elderly relative may require employees to miss work if normal arrangements fall through (e.g., a sick caregiver or a caregiver who cannot work. weather conditions (e.g., snow at school) or the dependent is ill.
· It comes as no surprise that the cold and flu season is one of the most significant increases in absenteeism during the year for both full-time and part-time workers.
· There are many causes of absences at work, including workplace accidents and chronic injuries such as back and neck pain. Chronic injuries such as these also lead to absenteeism.
· Job hunting: Employees can use being ill as an excuse to attend a job interview, meet with a recruiter, or prepare a resume.
· Employees who arrive late, leave early, and take longer breaks than is permitted may negatively affect productivity and morale at work.




                            
                 

[bookmark: _Toc100276409]                                           Scope and Impact
The research on absenteeism is broad and not entirely conclusive, but there are some patterns in the data. Individual productivity can be affected by absenteeism. Someone who works less will most likely be less productive than someone who works more. When evaluating root causes, employers should consider burnout, disengagement, and the possibility of accommodations, such as caring for a sick or aging family member or undergoing medical treatment or therapy.
Being checked out can cause employee to be less productive, less engaged with their work and less motivated.
The issue should be addressed as soon as possible by organizations. The frequent "check out" of an employee could indicate low morale and disengagement.
The more time employees miss from work, the more work is left for employees who are present.
The supervisor spends an average of four hours a week with absenteeism and preparing for/adjusting workflow.An employee's absence can negatively impact the employee experience due to the additional workload colleagues must carry for their absentee colleagues.(https://www.adp.com/spark/articles/2017/01/the-impact-of-absenteeism.aspx
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Hospital organization NHS providers reports that 80% of England's acute hospitals are in financial deficit, compared with just 5% three years ago. As a result of years of underfunding, more services might be closed, care may be rationed, charges may rise, and achievement of performance targets could be more difficult.
Mr. Chris Ham, chief executive of King's Fund, believes the NHS cannot roll out seven-day services and meet waiting list targets and decrease its deficit at the same time. There is no doubt that the challenges facing the NHS will need to be tackled in many different ways. The way in which the organization seeks to retain and motivate its staff should be further investigated. According to the Health and Social Care Information Centre, nearly 67,000 clinical staff left the NHS last year. Its's 9,000 more than in 2010/11. The staff to workforce ratio is also out of balance. There are two costs associated with employee turnover, It is expensive and time consuming to recruit new employees and they are less productive in the short-term as they must adjust.
Public Health England estimates that staff absence due to poor health costs the NHS approximately £2.4 billion a year - or roughly 1 cent for every 40 pence of the total budget, not including agency workers' salaries.
As the importance of supporting whistleblowers has been recognized, bullying has also gained attention, another factor that affects employee morale, stress levels, and mental health, which contributes to employees missing work or choosing to leave their jobs.
Nearly a quarter (24%) of NHS employees said they had been harassed or bullied in the workplace in 2014. The key to reducing high staff turnover and absenteeism is to find a way to reduce those factors might not be enough to solve NHS budget pressures by itself, but it could lead to substantial savings. In order for NHS leaders to make working in their more attractive department to substantive and bank staff, they need to ask, what can we do to make it more attractive to both?
 Marcus Evans(Octomber,23,2016) questback.com Available at: https://www.questback.com/uk/blog/the-nhs-in-crisis-the-cost-imposed-by-absenteeism-and-high-staff-turnover/ (Accessed: 01.04.2002)
The UK Department of Health has conducted studies that found female employees were more likely to experience  absence than male employees. (Ritchie et al. 1999, Sharp & Watt 1995, Pines et al. 1985).
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	Brexit unpredictability.
	Economic deterioration
	Aging of the population.
	Better and advanced healthcare.
	Lawsuit
	 

	Widespread consequences on society.
	This makes it difficult for the NHS to offer enough care to its patients.
	Health problems are more prevalent among an older population.
	With new technology being evolved left, proper, and centre, healthcare is slowly being advanced.
	Lawsuit in all sorts of circumstances is a trend developing worldwide.
	

	How medicine and equipment originating from the European country could be added into the United Kingdom.
	Mediocre salaries, the NHS has been a particularly appealing place of job for medical specialists.
	Patients have high expectations of the NHS and expect to be treated as well as possible.
	Scanning equipment are extra cheap than ever, making them a staple of hospitals and clinics.
	Patients (or relatives) who are unsatisfied.
	 

	Staff from E.U have doubt about their job`s.
	That leads to a serious lack of qualified staff.
	Conditions like diabetes and various cancers have a tendency to expand in later ranges of lifestyles, and may be very expensive to treat or control
	Diverse gear for treating or managing situations are being evolved, reducing morbidity.
	A growing number of healthcare-associated lawsuits have been filed in the UK, and that trend shows no signs of slowing down.
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The NHS may to engage in a number of measure, a manager's ability to analyze the unique characteristics of each one will determine the effectiveness of each one . The beginning of any successful strategy it is important for management to remain committed to its genuine belief , taking steps to reduce absenteeism is possible. Interventions must be chosen based on what could reduce absence.
Especially NHS's recognition of long-established high prices Degree and type of illness in all groups of NHS staff Medical services, major organizational changes, high Staff turnover, increased overwork, pressure increasing what patients expect and proceedings, violence against health care workers, demographic profiles NHS staff, seniority, education and employee career opportunities, attitudes, values, Work culture, work design, family responsibilities, management style and abseence policy. An possible solution to abseence at the NHS therefore, you need to actively incorporate your strategy. Providing healthcare workers with training, initiatives to reduce turnover, childcare support, and other forms of family-friendly policies boost their educational profiles. We can reduce stress by changing employee work designs, management resources and styles, and health promotion initiatives.
Actually identify the responsible person Leading NHS abseence management uncertain-everyone needs a sick guide NHS Trust. Establishment of abseenteism project all involved (managers, employees, trade union, freelancer who is also looking for experts) guidance is recommended. Related issues absence due to illness needs to support communication and reduce resistance from an organization-wide perspective to change and reduce the anxiety that an individual may have the impact of changes on them. Evaluation of absence size and trend evidence to convince others that there is no disease problem and effective development of absence There is evidence that there are many management interventions Organization has not yet created a complete record lack of illness, subsequent quality data the relief of expenses or research is not limited. In the evaluation of absence, we can use quantitative measures such as frequency, length and incidence rates, as well as cumulative incidences and duration of absence. Judge, Timothy & Rhodes, Susan & Steers, Richard. (1991). Managing Employee Absenteeism. Industrial and Labor Relations Review. 44. 577. 10.2307/2524179.
The following items are examples of (A) Reason for absence (example: return Pain, depression, stress), (b) Employee characteristics (eg) age, gender), (c) Various departments within the organization (Example: IT, individual stations) and (d) Seniority system (Example: nursing note is convenient.  
[bookmark: _Toc100276415]      Evaluate the possible solutions to reduce abseenteism in NHS.

In this chapter I will discuss possible solutions to reduce absenteeism in NHS.
During the past six years, the trust has put in place a quality improvement “champions” program to train, empower, and test quality improvement schemes. A total of 365 schemes have been rolled out, for areas as diverse as reducing rates of catheterization of patients to preventing babies from using antibiotics for too long. There have been sustained successes in 48 percent of the schemes. Savings of £1.5 million in 2017 alone were a result of the schemes, but there was another important benefit: uniting employees.
One solution among many others would be as many trainings and schemes as possible.
	Plus
	Minus
	Interesting / implications

	Unified staff(+5)
	Some emploeey may become frustrated and jealous. 
(3)
	An organization's most valuable asset is its employees.
(+5)

	Possitive feedback from patient(+5)
	
	

	Better trained employees(+5)
	Government must spend more money in Nhs.
(3)
	 

	 
	 
	 

	 
	 
	 

	Total= +15
	Total= -6
	Total= +5


With a score of 14 points, I believe that the "as many trainings as possible" solution would be a real success.
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	Problem identified
	Abseenteism in NHS.

	Chosen Solution
	
Many trainings and schemes as possible.


	Outcome
	





“The important message is – there is hope.”

Barney Cotton(January 14, 2019) businessleader.co.uk Available at: https://www.businessleader.co.uk/nhs-absenteeism-the-crisis-months-are-here/
(Accessed: 4 April 2022)

















                                      

[bookmark: _Toc100276417]                                    Conclusions.

There is evidence that the NHS faces a serious absence problem. Concerns arise from the huge economic cost associated with unplanned absences, as well as the poor health of the NHS staff. These concerns have been translated into a number of key documents produced by NHS, which is responsible for human resources Health Department, which is responsible for human resources. As a result, there is a demand for evidence regarding the management of absences within the NHS. Literature makes clear that absence is by nature multi-causal and highly variable, and therefore challenging to manage. In order to reduce  absence, absence research and management strategies must consider the social, physical, and psychological components of absence. Nursing managers must consider their role in light of the complex problems absence presents to the NHS today.
Employer laws and traditional management practices shape the way absences are managed. Managing absence effectively requires a lot of managerial activities, but it's not unachievable. It is true that one can take advantage of a lot of opportunities in the National Health Service, driven by the desire to protect the NHS employees' well-being. Commitment to support improvements to the health and employment conditions of NHS staff in order to achieve the necessary and achievable positive outcomes of quality absence management.
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