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[bookmark: _Toc97241962]Introduction 
Human life is engulfed with the problem. In day-to-day life, people have to face different kinds of problems. To move on in life, people need to solve problems by making wise and effective decisions. So, problem-solving and decision making are connected. Problem-solving means providing a viable solution to any problem. This is a very generic definition. But, in fancy words, problem-solving can be defined as an act of finding out the reason for a problem, figuring out, evaluating and prioritizing the different ways to address the problem. Decision making simply refers to deciding anything. For example, it could be a decision regarding choosing the best solution among the different alternatives. In other words, decision making can be stated as the process of choosing by identifying a decision. To do this one need to gather information and based on the collected information he or she has to evaluate the alternative options. By assessing and evaluating the alternatives, one can make an informed and wise decision. Here, as per the case scenario, the problem is the absenteeism of the employees of Mid Cheshire Hospitals NHS Foundation Trust (MCHT). The organisation has experienced a higher tendency of absenteeism among the employees. This is a crucial problem. Absenteeism is very much costly for any organisation as it hampers its productivity of it. In this report, the evaluation of solutions to this problem will be discussed. 


[bookmark: _Toc97241963]Definition of the problem 
The problem that was stated in the case scenario is absenteeism. It is quite a problem for any organisation doesn’t matter if the organisation seeks to fulfil the commercial targets or not. Before jumping into the topic, it is necessary to have a better understanding of what absenteeism is. Absenteeism is simple a regular practice of staying out of the workplace. This is a very generic definition. But in fancy terms, absenteeism can be defined as the tendency of the workers of staying out of duty and work without any good reason (Jäkel and Schreiber, 2013). So, from the definition, it can be said that the employees’ tendency of absenteeism hampers the productivity and growth of an organisation. Manpower or the employees are the means of an organisation to get the works and things done. If the employees remain absent deliberately, it is very problematic for an organisation.  
So, it is expected of the employees that they would be cooperative to eradicate absenteeism. Mid Cheshire Hospitals NHS Foundation Trust (MCHT) is suffering from this problem. So, this is the problem statement. From the nature of the problem, it can be said that any organisation that doesn’t matter if it is a for-profit organisation or non-profit organisation might face the problem of absenteeism (Chu and MacGregor, 2015). Absenteeism at hospitals can take many forms. One kind of absenteeism is planned and approved. This is such absenteeism that the authority of a hospital is aware of. Examples of such absenteeism are holidays, maternity and paternity leave, work from home etc. Another type of absenteeism is unplanned but approved. Neither the employees nor the management of the hospitals sees such absenteeism coming. Examples of such absenteeism are accidents, sick leave, bereavement etc. Another nature of absenteeism is unplanned and unapproved. Such absenteeism is avoidable and is problematic for a hospital. Examples of such absenteeism are disengagement, stress, overworking, workplace harassment, poor culture etc.  



[bookmark: _Toc97241964]Scope and impact of the problem 
The problem is very much impactful for different organisations. Absenteeism is the practice of staying out of duty and working regularly on a habitual basis. In most cases, absenteeism happens deliberately. Employees intentionally do this. But sometimes, it also happens that due to poor organisational culture, job hunting, family issues also cause absenteeism. Whatever the reason is, it is problematic for an organisation. 
Absenteeism is regarded as a very wide problem as it has multiple effects in an organisation. In an organisation, different people are assigned different tasks. The target fulfilment of an organisation depends muchly upon the successful accomplishment of tasks by the employees. If some of the employees of an organisation tend to practice absenteeism, it would be hard for an organisation to reach its desired goal (Bihunova, Vorobiova and Fridrikh, 2019). Absenteeism also impacts the hospitals as well. Healthcare service is regarded as an emergency service and the employees of a hospital need to be ready to serve. Employee absenteeism could cause great trouble to the life of patients. Besides, it damages the goodwill and quality of patient care in a hospital. It also impacts the staffs’ psychological and professional well-being of a hospital. 



[bookmark: _Toc97241965]Analysis of the organisation and problem
Cheshire Hospitals NHS Foundation Trust (MCHT) is suffering from the problem of absenteeism. Currently, the organisation’s employees seem more prone to remain absent for no good reason. It is a moral degradation. But there could be some other reasons for absenteeism. 
[bookmark: _Toc97241966]PESTEL analysis
PESTEL analysis can be defined as a tool or a framework that examines the effects and impacts of macro-environmental factors on an organisation. PESTEL analysis of these causes is portrayed below. 
Political factors are the first factors of the analysis. It is an impactful element of PESTEL analysis. Stress is regarded as one of the major reasons for employee absenteeism. Again, the political situation of a locality might make a person very much stressful. In some regions of the world, it is often seen that political condition creates unrest among the people of the regions. Sometimes, a political situation creates violence in a locality (G, S and R, 2019). Besides, due to Brexit, some employees of the organisation might have left Britain. The next impactful factor is economic factors. Like the political factors of the macro-environment, economic factors might create stress among the people. Hostile economic condition hampers the growth of business organisations and thus it impacts the earning capabilities of an individual as well. This might create frustration and depression and this, in turn, might create absenteeism. For example, the pandemic has impacted the economy of the United Kingdom negatively.
Social factors are also impactful in absenteeism. In some regions of the world, social pressure is immense. Some society doesn’t seem to like several types of jobs. This thing also creates absenteeism indirectly. Technological factors are the most dominants in absenteeism. Technological advancement has gifted mankind several gifts for entertainment purposes. People enjoy them (Hoxsey, 2015). It so happens that people use workplace computers and internet connections for entertainment purposes. Thus, it creates absenteeism. Environmental factors are also important. some businesses pollute and cause harm to the environment. It might create reluctance of some employees towards working. Besides, some legal factors impact the causes of absenteeism. 


[bookmark: _Toc97241967]Cause and Effect analysis 
Cause and effect analysis of absenteeism can be shown with the help of the Fishbone Diagram. Fishbone Diagram is presented below.
[image: ]
Figure 1: Fishbone Diagram
Source: Author


Figure 1 displays the Fishbone Diagram that shows the cause and effect of absenteeism in the workplace. Cheshire Hospitals NHS Foundation Trust (MCHT) is suffering from the problem of absenteeism. The causes of it could be many. First of all, the employees of the organisation could do this deliberately. The employees might be habitually lazy and this might cause absenteeism. Secondly, a business might not have a good culture (Aniyan, 2018). Due to poor organisational culture, employees often seem to be reluctant to work sincerely. Another reason might be a lack of motivation. If the employees are not motivated enough, they might not put in the best effort. They might feel disengaged with the organisation. Lastly, physical illness also causes job absenteeism. These are the main causes. There are some other causes as well that might cause absenteeism. 
The effects of absenteeism are very much obvious. If the employees of an organisation don’t attend office, it cannot be productive (Pouliakas and Theodoropoulos, 2015). At the same time, absenteeism also degrades employee performance causing operational inefficiency and financial crisis for the organisation. 
[bookmark: _Toc97241968]Alternative solutions
It has been narrated in the earlier sections that the magnitude of the employee absenteeism problem is huge. This problem harms an organisation to a great extent. So, solving the problem is of immense importance (Katić and Nešić, 2020). To solve the problem, few alternatives can be given. These are given in the following paragraph. 
The first thing should be placed first. The management of an organisation should declare the attendance policy of an organisation. The employees and workers should feel the gravity of the situation. Everyone in an organisation should have proper knowledge about the attendance policy of the organisation. Besides, the management of an organisation should discuss the importance of attendance and how a higher rate of absenteeism hampers the overall productivity of the organisation and employee performance as well (Hoxsey, 2015). Another alternative is increasing the employee engagement of the company and keeping the employees motivated. An organisation should treat the employees in a way so that the employees feel valued. Once the employees feel valued, they consider themselves an important part of the organisation. They work for the organisation sincerely. This could be the outcome of motivation. At the same time, an organisation could focus on reward and punishment. Employees with higher attendance should be rewarded and a specific financial penalty would be charged on those who fall short of the minimum attendance. These are some of the alternative solutions to the problem. 
[bookmark: _Toc97241969]Evaluation 
The alternative solutions to the employee absenteeism problem are mentioned in the previous section. By following the PMI strategy, it can be concluded that the alternative solution of motivation outweighs the other alternative solutions. 
	Plus
	Minus
	Interesting

	1. Satisfies the employees from the core and reduces absenteeism
1. Employees feel valued and engaged
1. Employees feel a greater connection with the organisation
1. Employees put in greater effort
	1. Might not work for every employee 
1. Sometimes it consumes much time to implement this alternative 
	1. There are higher chances that absenteeism can be reduced by this approach 
1. Motivated employees tend to deliver greater productivity 





[bookmark: _Toc97241970]Plan for implementing the solution, Monitoring and Review Process 
A viable solution was figured out among the different solutions to the employee absenteeism problem. To establish the solution a plan is required. First of all, the attendance rate of the employees is to be checked. If the attendance rate is something to be worried then the organisation should make arrangements for motivating the employees. Employees can be motivated by financial compensation, or by making them feel valued. Organisations should value the opinions of the employees (Hoxsey, 2015). Thus, an organisation can motivate its employees. Another thing is needed to be ensured. the organisational culture must be rich. Sometimes, the poor culture and practices of an organisation spoil the proper environment of a workplace. To implement this alternative successfully, some criteria should be met. The organisational structure should be flexible with a welcoming attitude towards changes. Besides, a democratic leadership style is suggested to follow in such organisations that want to reduce job absenteeism. 


[bookmark: _Toc97241971]Conclusion
Job absenteeism is a crucial problem. It is very much costly for any organisation as it hampers its productivity of it. It can be called a long-term problem because it takes a lot of time to solve. Organisations need to motivate and engage employees with the organisation more. At the same time, sometimes, the cultures of an organisation also cause absenteeism. This requires an organisation to change the cultures and practices. There are many solutions to this problem but organisations should look for the most viable and appropriate option to address the issue. 
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