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[bookmark: _Toc97734665]Task 1
[bookmark: _i91rnvjpymg1][bookmark: _Toc97734666]Slide 1: Title
[bookmark: _egkh4poxci9p][bookmark: _Toc97734667]Slide 2: Introduction
· Focus on the scheduled and unscheduled absence 
· Mid Cheshire Hospitals NHS Foundation Trust (MCHT) with employees over 45,000 (Macht.NHS.UK, 2022)
· Hierarchical structural with no scope for open communication (Tweheyo et al. 2019)
· Derailing customer relationships and delayed response time 
The presentation is aimed at proposing a range of solutions and alternatives towards applications of direction and motivation-based directives upon the employees working in remote conditions. Considering the status of "Mid Cheshire Hospitals NHS Foundation Trust (MCHT)", employee absenteeism exceeded 4.51%. This is yet another important factor impacting the professional competencies of the organisation. 
[bookmark: _dgchnr3lwk4h][bookmark: _Toc97734668]Slide 3: Nature and impact of the complex problem on employees
· Absenteeism due to remote conditions of working 
· Reduced staff concerns regarding patient health 
· Reduced motivation (Raine et al. 2020)
· Reduced transactional profits of the employees 
One of the major complexities for the employees of the trust is regarding reduced concerns of the firm to utilise motivation and enthusiasm. This is often portrayed through the lack of transformational leadership in the organisation. Other than that, reduced transactional profits for the employees in the organisation could be yet another major reason for the organisational members to get demotivated. Other than that, the low reliability of employer services based on the absence of "health and safety provisions" provided to the employees could be one of the major issues. This would be followed by the significant issue of lack of interpersonal interactions with the employees and unequal treatment in terms of wage and promotion.  
[bookmark: _l03mep84rl3y][bookmark: _Toc97734669]Slide 4: Nature and impact on employees and their organisations
· Delay customer gratitude expressed (Tweheyo et al. 2019)
· Dissatisfied patients with the limited scope of treatment 
· Non-adherence to the quality prescriptions of the authorities
· Lack of employee assessment capabilities (Parsons et al. 2021)
Delayed customer gratitude for the organisation could be one of the author's reasons to reduce the proximity and overall rating of the organisation. This has further led to the non-adherence of quality indicators into the operational prospect of the firm. Based on inappropriate performance assessment, the organisation hasn't been able to redefine operations according to patient safety and employee satisfaction. This can significantly impact the professional brand image of the truth in the long run. 
[bookmark: _r27jci2fkk3l][bookmark: _Toc97734670]Slide 5: PESTLE analysis of the macro-environmental factors contributing to the complex problem
· Increased political disturbances due to Brexit
· Increased economic inflation into the EU and surrounding regions
· Social restrictions of employee engagement process (O'Sullivan et al. 2020)
· Increased availability of technological employment and reduced implementation into the prospect of healthcare provisions
Considering the PESTLE analysis of the organisation, it can be undermined that political uncertainties and prolonged restriction in the legalised environment have led the firm to create troubles into employee joining from EU regions. Other than that, the social and comic environment of the organisation has been significantly hampered by the organisation. Technological employment within the organisation is proximally reduced due to the adherence to conventional leadership models. Due to economic problems and cracked inflation in the region, the organisation has also faced trouble increasing the pay scales of the organisational members.  
[bookmark: _6952jnlyat1n][bookmark: _Toc97734671]Slide 6: Cause-and-effect analysis of the complex problem
· Main causes involving the reduced presence of the employees include:
· Increased DE motivational problems into the organisation (Nasr Esfahani, Sharifi and Nasr Esfahani, 2020)
· Decreased employee job satisfaction and intestate duo conventional operations s
· Increased probability of manual labour and organisational bullying 
· Incompetency of the organisation to create satisfactory communication 
Major causes identified from the analysis of organisational case study was mainly regarding decreased job satisfaction and increased probability of employee bullying into the organisation. This is yet another major reason that needs to be taken into account for the creation of a satisfactory work ambience into the organisation. 
[bookmark: _ozeqygq0c0a][bookmark: _Toc97734672]Slide 7: An evaluation of alternative solutions to absenteeism
· Implementation of transformational leadership 
· Implementation of total quality management 
· Implementation of change leadership with a focus on regeneration of organisational capabilities (Munyenyembe, Chen and Chou, 2020) 
· Implementation of time tracing lists and performance calculation based matrices 
· Use of key performance indicators to measure individual performances 
An alternative solution to absenteeism could be referred to as the inclusion of translation and change leadership. That would be further appointed with the application of total quality management and performance tracking capabilities. This could be aligned with the governance of performance indicators and total quality management functions. Another solution could be through the integration of the total quality management system while focusing on the integration of technological employment within the organisation. Most importantly, the solutions could be directed towards creating a significant shift into the domain of equal pay and optimised solution organisational collaboration. The application of CRM software can also help for the acknowledgement of customer relationships within the organisation. It can help in the measurement of satisfaction based on job indicators.  
[bookmark: _2yaoxo3eosc][bookmark: _Toc97734673]Slide 8: Most justified solution within the alternatives
· Use of transformational leadership
· Appointment of motivation and employee interactions 
· Use of leadership to regenerate and employ change direction 
· Focus on employment of extensively convenient resources (Kang et al. 2019)
· Use of technologically acclaimed elements into operational functions 
Based on the above discussion, one of the majorly acclaimed alternatives that can be valued in the case of the concerned trusts is through the application of transactional leadership. This can inherently help in the administration of underlying growth indicators with the enhancement of monitoring performance attributes. Lack of decentralized and constantly unmonitored structure has caused troubles for the staff to maintain and operate across a broader range of customer and patient groups. This can be made accountable through the implications of theoretical frameworks like Maslow's Hierarchy of needs. Through transformational leadership, the organisation could further look into dimensions of regenerative leadership capabilities. 
[bookmark: _wvwgwsg9idcs][bookmark: _Toc97734674]Slide 9: Conclusion
· The application of transformational leadership would further allow for the organisation to look into the regenerative needs of the employees.
· Increased motivation through the application of transactional rewards 
· The governance of total quality management would automate complete monitoring and evaluation of individual competencies (Kahya and Oral, 2018)
· Application of key performance indicators through customer insights 
[bookmark: _g55ovkjtf2jq][bookmark: _Toc97734675]Slide 10: References
[bookmark: _o351u337cqvx][bookmark: _Toc97734676]Slide 11: Thank You 


[bookmark: _hejnhebijxuo][bookmark: _Toc97734677]Task 2:
[bookmark: _nghpi4kapapb][bookmark: _Toc97734678]1. Introduction
Background and problem statement 
Mid Cheshire Hospitals NHS Foundation Trust (MCHT) is one of the majority acclaimed "similar medium-sized district general hospital trusts" that has provided premium healthcare in the United Kingdom since its inception. At present, the organisation at peasant is constituted of more than 4500 employees with around 540 beds (Mcht.nhs.uk, 2022). The trust and its organisational members have significantly helped in the engagement of " Leighton Hospital in Crewe, Elmhurst Intermediate Care Centre and Victoria Infirmary in Northwich '' within Winsford. Hence, the trust serves as a good source of primary health care in the region. Being part of the "Central Cheshire Integrated Care Partnership (CCICP)", the trust is significantly a part of the local Winsford health partnership program (Mcht.nhs.uk, 2022). It provides effective community health services to the local individuals with premium healthcare and clinical facilities. The trust has been further accounted for with an investment from the UK government, worth 23 million Euros and above 4.5 ratings administered by the "Care Quality Commission ''. 
In contrast to the trust's extensive focus on quality, the organisation has severely faced a shortage of employees due to absenteeism. Based on the rolling average of the trust, absenteeism has been witnessed within the trust exceeding trust's target of maintaining only 4.51% of absenteeism. It also caused the organisation to spend more than 1 million Euros due to the patients' lack of quality and delayed services (Mcht.nhs.uk, 2022).
Scope of the study 
Considering the above discussion, the aim of the study can be conceptualised. The study will extend the focus on the prospect of absenteeism found within the trust. Apart from that, the study would also help in recognition of a number of theoretical perspectives to underline possible recommendations and strategies to overcome the challenge within time.    
[bookmark: _9n7ijplt2i4i][bookmark: _Toc97734679]2. Nature and impact of the complex problem on employees
As mentioned earlier in the introductory section, the trust has been severely accustomed to the issue of absenteeism since 2007. However, considering the broader impact that the concerned issue has on organisational performance, it would be necessary to highlight the issues and obligations faced by Mid Cheshire Hospitals NHS Foundation Trust (MCHT) that have created the cause of such absenteeism. One of the major problems that can be ascertained by the prospect of staff absenteeism in healthcare settings could be the prevalence of a "resource-limited setting" (Abelha and Machado, 2020). Considering the moderately sized operational infrastructure of the trust, resource lags could be one of the major causes of staff dissatisfaction. Other than that, such issues contribute to the manual labour of healthcare operations, increasing staff burnout rates. Thus, in order to estimate the nature and scope of issues being faced by the organisation, a shortage of qualitative information would be necessary regarding the operations of the trust.   
At the institutional level, the organisation has severely faced lags regarding automation of technological affect customer approach process. This is yet another major cause of increased pressure on the staff (Berry et al., 2021). According to the theoretical framework of Maslow’s hierarchy of needs, the attainment of employee satisfaction can range through the inception of administrative understanding regarding health, well-being and wage-related needs. The trust has been facing a significant shift in wage and equal payment provision since 2010. Especially after 2019, the trust has faced increased pay gaps amongst higher authoritative staff and lower hierarchical staff. This could be one of the major reasons for the staff of the trust to employ low job satisfaction. Additionally, the increased absenteeism in the trust could be adjoined with the lack of "community consideration" inculcated within the staff through the appointment of conventional rather than transformational leadership (Booth, Price and Walker, 2021). According to the theory of informational leadership, delivery of motivation and enthusiasm must be intertwined with principles of corporate social responsibility. Lack of any structured orientation and training has brought lowered motivation and knack to serve the community selflessly. Apart from all of the above-mentioned reasons, various reasons for increased staff absenteeism into the trust could be:
· Lack of institutional management on a collaborative note
· Increased job role ambiguity with improper human resource engagement and motivational input 
· Reduced transactional rewards employed with lack of reimbursements and incentives
· Increased employment of manual labour further focusing on increased job timings and extra shifts, thereby increasing staff burn-out (Brämberg et al. 2018).
· Reduced employment of technological solutions and constantly iterated training sessions to keep the employees motivated and engaged
[bookmark: _odligcn7r998][bookmark: _Toc97734680]3. Impact on employees and their organisations
The impact of such a working culture is one of the major factors that has caused negative consequences to the prospects of service demands and facilitation of a highly reliable service spectrum. For employees trying to work within the prospect of a healthcare organisation, the induction of organisational benefits is directed towards enhancing motivation within employees. Involvement of a resilient architecture into the prospect of healthcare organisation would be essentially considered. It is important to consider critical service provision during times of biological emergencies of patients. Increased staff burnout rates could be derailing the reputation of an organisation. It can cause catastrophic outcomes for healthcare organisations along with extensive delays in service provision. 
Burn-out of job satisfaction into the trust has accordingly reduced more than 27% of the customer footprint into the organisation since 2019 (Hassanein et al. 2020). Especially considering the adoption of a remote orientation operational architecture, the trust has not been able to focus broadly on the management of remote working employees. This is one of the major reasons why the healthcare institution has faced troubles related to the reduced quality of healthcare services. Since 2019, more than 1300 patients in the organisation, along with emergency patients, were received with a delayed response timing. The response time of the organisation gas further reduced down to 55% owing to the lack of employees attending the patients (Jiang et al.2021). Increased inefficiency in the prospect of customer relationship management has further caused troubles for the organisation facing lower productivity issues, the customer review of the trust has thereby decreased from 4.5 to an average rating at 3.8%. The organisation at present is under pressure to replace its temporary working conditions and create monitoring plans to direct workers in remote working conditions.    
[bookmark: _f6rd8e6c0lim][bookmark: _Toc97734681]4. PESTLE analysis of the macro-environmental factors contributing to the complex problem

	Political 
	Economic 
	Social 
	Technological 
	Legislative 
	Environmental 

	Especially after Brexit, the governance of employment conditions in the healthcare organisations has been severely impacted by changes in the nationalities of the healthcare legislation. The political governance of the Brexit memorandum has created an impact for staff and healthcare professionals, particularly in the organisation from other parts of the world, especially in the European region (Munyenyembe, Chen, and Chou, 2020). 
	With reduced pay scale and wage inequalities found within healthcare organisations, employee dissatisfaction could be one of the air issues. This is further worsened by the economic inflation found within the European Union region, causing payment delays. There has been an annual reduction in the pay scale of healthcare workers by 33% since 2017. This could be one of the reasons why organisational members can be demotivated (Kang et al. 2019).  
	Especially after Covid 19, the societal restrictions and reduced human engagement could add up to the cause of absenteeism. Apart from that, due to prolonged restrictions and impositions of the employees to work in remote conditions, the organisation might have faced troubles verifying operational activities and tasks assigned to the employees. This could be yet another reason for increased staff absenteeism. 
	Lack of technological alternatives into the present organisational prospect could reduce the interest for organisational members to work in a highly conventional mode. This is one of the major reasons why the staff can be witnessed to care for greater levels of absenteeism (Kahya and Oral, 2018). Apart from that, lack of technological employment also increases the scope of manual labour, thereby increasing staff burn-out in the organisation. 
	Legislative obligations into the employment of EU employees could be undertaken as reasons for the administration of the factor of absenteeism. This is further contemplated with the inclusion of "healthcare-related lawsuits' ' that can be applicable to staff in case of organisational misdeed. Apart from that, employee absenteeism cannot be severely impacted by the legislative dimension of the healthcare organisation. However, the organisation can docs on implications of healthcare legislation to witness more than 33% of absenteeism would be calculated as direct termination by the organisation. This can prevent excess absenteeism amongst the healthcare professionals and trust employees.  
	Environmental calamities can cause reasons for absenteeism; however, considering the increased rate of absenteeism, this cannot be the sole reason. 


Table 1: PESTLE
[bookmark: _ii8rcsi8d6wk](Source: Researcher)

7


[bookmark: _Toc97734682]5. Cause-and-effect analysis of the complex problem

Lack of leisure time and appropriate working period 
Increased brokerage into the healthcare system
Biased transactional rewards 
Inappropriate and unequal pay rise
Lack of motivation and transformation rewards
Conflict with team lead and fellow colleagues
Lack of affinity towards patient health and safety
Altered perception of job
Undesired overtime 
Increased coordination problem with HRM and other dept.
Employee grievances 
Declining work affairs 
Increased coordination problem
Lack of authoritative healthcare monitoring principles
Ethical and moral lags 

Effect
Adverse staff safety and health
Ineffective leadership 
Inappropriate payment structure 

Poor HR management


Figure 1: Cause and Effect diagram
(Source: Researcher)
Based on the above diagram, the major causes of staff absenteeism into the trust could be acclaimed to:
· Poor human resource management 
· Lags into the implications of ethical and moral lags 
· Inappropriate structuring and employment of payment and wage system within the trust 
· Application of ineffective leadership into the organisation 
· Adverse staff safety and health practices neglected by the organisation 
[bookmark: _ycw928ulmlll][bookmark: _Toc97734683]6. An evaluation of alternative solutions to absenteeism
Considering the evaluation of the alternative solution to reduce absenteeism in the organisation, "Mid Cheshire Hospitals NHS Foundation Trust (MCHT)" would have to focus on implementation on total quality management. Through the application of TQM principles, the organisation could note down on implementing "key performance indicator" to resolve performance-related issues. Another alternative solution could be to induce a flexible schedule for staff. Considering the remote working opportunities of the organisation, the application of a "return-to-work" routine would be applicable. This can be witnessed with the application of "disciplinary procedures", indicating the inclusion of "balance, recognition and recognition" (Nasr Esfahani, Sharifi and Nasr Esfahani, 2020). Based on the application of a "robust management tool", the organisation could address unsanctioned attendances appropriately. Most importantly, fostering a teamwork world is one of the majorly essential processes to encounter teamwork culture. This can be essentially applied through the inclusion of a "transformational leadership" aligned with the application of corporate change management. This way, present organisational employees working in remote conditions can be made to work on a consistent and highly motivated spectrum with a constantly iterated process of task completion.    
[bookmark: _tpacyund9u6f]Based on the above discussion and a varied number of alternatives, the most justified solution within the alternatives would be to apply transformational leadership with a strong focus on inducing the needs of the employees. Application of transformational leadership would amplify proximity of eating Maslow's hierarchy of needs within the current employee base. This would further allow for the organisation to be flexible and administer a constantly monitored set of operations even through remote functions (O'Sullivan et al. 2020). Apart from that, the application of traditional leadership would help consider motivational influence into the prospect of healthcare operations with the identification of interpersonal communication and occasional rewards to attain employee interests in the job. 
[bookmark: _c2ss8inlhe5s][bookmark: _Toc97734684]8. Implementation plan to apply decision

	Action 
	Goal 
	Time 

	Appoint transformational leaders 
	To monitor functions of the employees working in remote conditions  
	6 months 

	Carry out motivational inhibitors through interpersonal communication
	To motivate and guide enthusiasm into organisational members 
	5 months 

	Enhance feedback sessions 
	Two ensure approval of the change management process 
	4 months 

	Create two-way scope of communication 
	Create scope of collaborative frameworks 
	3 months 

	Create scope of occasional rewards and incentivising on a good performance 
	To acknowledge and recognise positive employee performance  
	2 months 


Table 2: Implementation plan
(source: Researcher)
[bookmark: _uw39bso5uw70][bookmark: _Toc97734685]9. “Success indicators” to measure the sustainability and effectiveness of the decision
Success indicators that can be appointed in order to look after sustainability and effectiveness of the decision are:
· Development of a corporate policy on the amount of absenteeism performed by each member. The organisational policy should be legal to carry penalties for employees carrying out the maximum penalty 
· Application of a balanced approach based on "time off policies''. This can be reviewed against the number of check-ins, and check-outs within the organisation carried out within a day (Parsons et al. 2021).
· Addressing concerns based on prompt responses would be essential. This could be measured by ensuring “accurate time of reporting”
· Use of cloud-based software and CRM platform to measure customer reviews and responses, focusing on real-time data tracking. This would ensure a number of positive feedback generated due to the enhanced performance of the organisation.  
[bookmark: _20zg8cwit5xu][bookmark: _Toc97734686]10. Conclusion
Based on the above discussion, it can be concluded that considering the moderately sized operational infrastructure of the trust, resource lags could be one of the major causes of staff dissatisfaction. Additionally, the attainment of employee satisfaction can range through the inception of administrative understanding regarding health, well-being and wage-related needs. Other than that, since 2007, absenteeism in the organisation has drastically increased by 16%. Apart from that, considering the hierarchical composition of the organisation, a centralised and conventional model of operation have derailed the quality of employee interactions and feedback mechanism. This would require applying "Total Quality Management" aligned with the application of the theoretical framework of Maslow’s hierarchy of needs directed through transformational leadership. 
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