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Nature and Impact of absenteeism on employees and their organization:
Employees are the essence of every organization, and no doubt how far the technology advances, there is no substitute for human resources. We can aid human resources with other resources but cannot eliminate them. As Badubi (2017) said, for smooth organizational operations, both the employees and the employers should be on the same page. Suppose employees are rowing in the somewhat opposite direction as compared to the employer, then there are minimal chances of operational efficiency. This is the reason that complex problems affect both the employees and the employer. Problems vary from industry to industry, but their impact remains the same such as increased costs, reduced productivity, and sometimes failure of business unit or organization (Tarro et al., 2020).  
Narrowing down our discussion for the Impact of complex problems on employees and employers, we will be talking about increased absenteeism that has affected the Trust Hospital (as in our given scenario). 
Being absent from work without any legitimate reason is termed absenteeism, and it affects both the employees and the organization. The Impact of absenteeism is enormous, ranging from financial setbacks to the bankruptcy of business units. According to Kocakulah (2016), business is operational because of human resources; if the crux of businesses is absent, then how can a business unit survive. 
Impact of absenteeism on employees:
Employee Disengagement:
When there is absenteeism, employees tend to disengage from their role because employees keep their role when they are working and performing well. If they do not show up for the work, they are likely to disengage. This hurts both the performance of an individual and the team that he or she is a member of (Kocakulah et al., 2016). 
Moral reduction:
Work is all about the alignment between strategic organizational objectives and an individual’s career objective. Absenteeism results in moral reduction because the employee does not feel attached to the organization anymore (Tarro et al., 2020). The employee will miss the opportunities for growth and development hence suffer from a lack of performance improvement (Badubi, R.M., 2017). 
Job insecurity:
Job insecurity is obvious when there is absenteeism. Organizations are driven by human resources, and businesses cannot survive with absenteeism. The organization has to replace those who are not a good fit for them. Absenteeism results in increased job insecurity for employees. 

Impact of absenteeism on the organization:
Financial:
Absenteeism hurts the performance and productivity of an organization that in turn affects the financial position of the organization. When employees are absent for a longer period without justifiable reasons, organizations tend to suffer a reduction in performance (Kocakulah et al., 2016). As organization makes their revenue either by selling products or services, both depend on the attendance of employees. When there is absenteeism, organizations suffer from financial issues (Tarro et al., 2020). 
Performance:
Organizational performance is hurt due to absenteeism as if employees do not work; there will be delays in the deliverables. Services will be interrupted and much more. Performance depends on the industry; however, absenteeism affects every organization. Whatever the industry in which the organization is in, performance will suffer due to absenteeism (Badubi, R.M., 2017). 
Competitive loss:
Absenteeism is not all about financial crises or lack of performance; instead, the organization has to suffer competitive loss also. When the competitors out there are performing in full swing, and here the organization is fighting with absenteeism, you can envisage the competitive condition. You can visualize the strategic position of the organization under such circumstances (Tarro et al., 2020). 
Productivity:
Productivity is all about turning an input into output; the more efficient the process is more productive it is. There could be different metrics for productivity, but whatever it is, absenteeism affects it. Human resource is the vital piece of the puzzle without which the organizational puzzle is unsolved (Tarro et al., 2020).  

A PESTLE analysis of the macro-environmental factors contributing to absenteeism
Political Factors:
Political factors range from government legislation to guidance. Moreover, different events impact absenteeism, such as strikes, lockdown, etc., considering the recent pandemic breakout and lockdown situation (Kocakulah et al., 2016). When government-imposed restrictions on mobility and people were forced to stay at home, it resulted in massive absenteeism, and some businesses were pushed to failure (Badubi, R.M., 2017). There are other examples available such as changes in regulation regarding discrimination and equal employment laws. 
Economic Factor:
Considering the Economic factor at the macro level, changes like Brexit and the shortage of skilled health and social care professionals in the UK contribute towards absenteeism. Employees have to earn their living, and if their expenses are not being met by compensation they are getting from the employer, they tend to lose interest in the job resulting in increased absenteeism (Badubi, R.M., 2017). Moreover, due to globalization, multinational companies are using their work culture and HR-friendly policies and procedures to attract top talent, which is also a contributing factor for absenteeism. 
Technological Factors:
If we can recall the great absenteeism of its time, it is related to technology. When 10.7 million Americans planned to be absent from work, so that enjoy the live show Game of thrones. There were millions of employees who said that they had planned to not show up for the night shift so that watch the live episode, while some planned to work from home while enjoying the show. This is how technology can contribute toward absenteeism (Dailymail.com reporter, 2019). 
Social Factors:
Ranging from the living standards, quality of work-life, and the balance between life and work are social factors that contribute to absenteeism. Employees are driven by several social factors, and in the era of globalization and socialization, when employees observe their counterpart in a better position, this can contribute toward absenteeism (Kocakulah et al., 2016). 
Other social demographics such as age, gender, etc., are also playing a role in absenteeism. For example, people in their 50s are taking time off from work and going to hidden places to rejuvenate, which is counted as absenteeism.  
Workplace culture plays an important role in absenteeism. Events like workplace harassment and bullying are the major contributor to absenteeism. These are the events that victim oftentimes does not report but suffer alone (Magee et al., 2017). 
Legal Factor:
Legal factors such as legislation regarding maternity or parental leaves can contribute to absenteeism. Consider the scenario where more of the proportion of employees is female, and they avail maternity leaves, visualize the absenteeism (Kocakulah et al., 2016). There are other legal factors such as international employees; for example, in case of visa expiry, an employee cannot stay in the UK. Until he or she get their visa renewed, the employer is likely to suffer from absenteeism. 
Environmental Factor:
Bad and severe weather and other environmental factors such as seasonal diseases can contribute to absenteeism. Bad weather is oftentimes followed by difficulties with transportation management. Severe weather and seasonal diseases are the big cause of absenteeism (Badubi, R.M., 2017). Extreme weather conditions such as extreme hot or cold weather can result in sickness that, in turn, results in increased absenteeism (Keramat et al., 2020). 
Cause and Effect Analysis of Absenteeism:
Absenteeism is the extreme level of employee disengagement and dissatisfaction with the job and the employer. Employees tend to disappear from the work when they are no more interested in the role or do not want to work for the current employer (Tarro et al., 2020). There could be several causes for absenteeism, and results are also alarming and undesired (Kocakulah et al., 2016). 
Causes of Absenteeism:
There are different causes for absenteeism that vary from industry to industry and culture to culture. Some of the causes are harassment, stress, illness, injuries, disengagement, childcare, eldercare, and job hunting. 
Harassment:
Harassment or bullying at work can be the cause for the employee to take off from work. Some events are not reported, such as harassment from the boss (Magee et al., 2017). Employees oftentimes are threatened with job dismissal or something like that, and they just hide instead of escalating the issue. This results in absenteeism.  
Stress:
The stress could be work-related or personal, but it contributes to the cause of absenteeism. When a person is stressed, there are chances that he or she may not perform well at work and tend to take time off from work. Here the fact is that stress is not treatable by ignoring it; rather, it can worsen the situation. 
Effects of Absenteeism:
There are several effects of absenteeism, such as decreased performance, competitive loss, and growth inability. The major of them is lost productivity. The productivity of an organization is hurt by absenteeism (Tarro et al., 2020). Whether the employees are not showing for work due to harassment or bullying or because of stress, ultimately, the productivity of the organization is affected (Magee et al., 2017). 
Evaluation of Alternative Solutions to Absenteeism:
Several solutions are being proposed for the reduction of absenteeism because the world is taking it seriously. Absenteeism costs billions to the UK (Kocakulah et al., 2016). That means if we can reduce absenteeism, we will save billions while opening enormous opportunities for growth. Some of the proposed solutions for reduction of absenteeism are:
Flexible work schedule:
Employees tend to like the flexibility in work. When they are provided with the flexibility to work on their schedule and the way they want, absenteeism tends to decrease. This way, employees feel valued and engaged. When they can work flexibly, the reason to take time off reduces; they can get their things done and then complete the work or vice versa (Badubi, R.M., 2017). Sometimes they can sit for long hours while sometimes they can leave the workplace earlier. When they are provided with the freedom with the right procedures to follow, they are likely to perform better. However, a flexible work schedule alone is not envisaged to eradicate the issue of absenteeism (Keramat et al., 2020). 
Employee wellbeing:
The key metric to employee satisfaction is if they do not have to drag them out of bed to show up in the office. If they are dragging themselves, then it is an alarming situation. Employee wellbeing is another solution for the reduction of absenteeism (Magee et al., 2017). However, wellbeing alone cannot be achieved by providing health and social care facilities; rather, a combination of employee wellbeing and flexible working can perform better for the reduction of absenteeism. 

Proposed Solution to tackle absenteeism:
As per my understanding, there is no one exact solution to tackle absenteeism as its causes are different and vary from industry to industry. If we try to deal with absenteeism with one exact Solution, we will leave ample space for negligence, and the net result will be the same as now. The solution that I propose is a hybrid of different possible solutions. For example, we can mix up flexible working with an employee wellbeing program. This will cover both the psychological and social aspects of absenteeism. 
	Action
	Expected Outcome
	Implementation Date
	Review Date

	Flexibility to work from home

	When employees are provided with the flexibility to work from home, they are more likely to manage it as per their schedule, thus minimizing the root cause for absenteeism. 

	April 01, 2022

	July 01, 2022
 


	Productivity focused policies
	Instead of herding employees toward strict timing and inflexible work procedure, the focus should be shifted towards productivity. This will let them work on their schedule. As every employee has different competencies, they can get things done on their schedule.  

	April 15, 2022

	July 15, 2022
 




 
Success Indicators:
The success indicators for the proposed Solution are reduced absenteeism and employee satisfaction. If absenteeism is reduced and employees are satisfied with their role, then the proposed solution is effective. 
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