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1. Introduction

1.1 This report gives details about the overall position of sickness absence levels at the end of 
quarter 3 for 2018/19.  It also reports on the first 3 quarters of 2017/18 and 2018/19 so 
that a comparison can be made between the two years. 

1.2 In 2018/19, a key performance indicator of 8 days per person was introduced to measure 
short term sickness absence. This is reported on a quarterly basis to the Policy, Finance and 
Development Committee. 

1.3 Short term absence is classed as sickness absence which is less than 4 weeks in duration.  
Absence that is longer than 4 weeks is considered to be long term sickness absence and is 
recorded and managed in a different way. The overall sickness absence is reported as one 
combined figure as days lost to the Council per full time equivalent employee.  

2. Statistics Setting Out Numbers of Days Combining Short and Long Term Sickness

Comparison up to Quarter 3 from 2017/18 and 2018/19

Overall Sickness



2.1 In the third quarter of 2017/18 the overall days lost to sickness absence for both short term 
and long term sickness combined was 6.48 days per full time employee (FTE). In the same 
quarter for 2018/19 this has risen to 7.95 days per FTE.  The reason for this increase is the 
higher number of long term sickness cases so far this year. In the 2017/18 year there were 
2.75 days lost per FTE and in the same period in 2018/19 there were 4.7 days lost per FTE.  
The figures for the end of year report to the end of March 2019 will see a reduction in 
absence levels due to a number of cases being resolved under the Council’s policies.  The 
figures for the end of year report in March 2019 should see a reduction in the sickness 
levels to reflect this.
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2.2 Short term sickness absence shows a reduction from 2017/18 to 2018/19 which is a 
measure of success for the Council. In 2018/19 up to quarter 3, 3.25 days per FTE were lost 
compared to 4.2 days per FTE for 2017/18. There are no patterns with short term sickness; 
there are wide reasons from colds to sickness bugs. The figure for the private sector 
employer’s sickness absence is consistently lower than the public sector and is on average 4 
days per person. It is believed this is linked to less favourable sick pay provision in the 
private sector.

Long Term Sickness

(Continued overleaf)
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2.3 The number of day’s absences for long term sickness, which is for sickness over 4 weeks, 
has risen from 3.49 days lost per FTE in 2017/18 to 4.7 days lost per FTE in 2018/19. The 
Council’s policy on sick pay is in based on the length of service. In the first year of service 
employees receive one month’s full pay and two months half pay. After 5 years’ service, sick 
pay rises to 6 months’ full pay and 6 months’ half pay. 

(Continued overleaf)



2.4 The comparison between long term sickness shows how varied each year can be. We are 
working with the trade unions to ensure that employee’s interests and that of the Council 
are taken onto account.  At present, the majority of mental health issues are not work 
related and are more to do with personal stress.

3. Action Currently Being Taken to Reduce Sickness Levels

3.1 A New Sickness Absence Management Policy was introduced in February 2017. This Policy 
gave managers the authority to set targets for employees to meet when they reach more 
than 3 occasions in a 12 month period of short term sickness. The Policy has 3 stages for 
improving attendance and can lead to dismissal if poor attendance persists. The 
introduction of the policy was accompanied by a training course for all those who have the 
responsibility for managing staff. This gave confidence to managers to deal with sickness 
absence and ensured consistency when applying the Policy across the Council. The Policy is 
attributed to the reduction in short term sickness absence. 

3.2 Return to work interviews are completed for all sickness absences when employees return 
to work. This process is attributed to a reduction in sickness absence as a way of reducing 
occasional or frequent absences. It is also a way of ensuring that the employee is well 
enough to carry out the full duties of the role. Records of these meetings are kept on 
personal files.

3.3 In cases of long term illness, which is longer than 4 weeks, a phased return can be used to 
ease the employee back to work and can offer support or reasonable adjustments. This can 
be in relation to any illness where there may be a risk of the employee having a relapse and 
not being in a position of returning on a full time basis. 

3.4 Since 2017, the Council has delivered 3 Health at Work days for staff. These will be held 
twice a year going forward. The Health Days involve checks for staff such as blood 
pressure, cholesterol checks, diabetes and height and weight. These checks encourage a 
healthier lifestyle and improve attendance at work.



3.5 There are staff benefits available such as free leisure passes, monthly massages and free 
annual flu jabs. An interest free cycle to work scheme is available to all staff. There is a free 
Employee Assistance Package which has a help line which is available on a 24 hours a day, 
7 days a week basis to give advice on a range of issues. There are also 6 face to face 
counselling sessions free for all staff to help manage stressful situations.

3.6 There is a Stress Policy in place to help with work related stress. This involves contacting 
staff within a week of sickness absence to see what can be done to help them back to work.  
A referral to our Occupational Health Advisor will be made at the time if appropriate.

3.7 When employees are on sickness absence for more than 4 weeks (which is not work related 
stress) e.g. operations, the line will keep in touch with the employee in the early stages of 
absence. The line manager and a human resources advisor visit the employee at the 4 week 
stage. A referral to Occupational Health is made if required. A visit is then made every 4 
weeks until the employee returns. Arrangements are made to encourage a return to work.

3.8 We also have courses available on the Council’s e-learning package ‘Learning Pool’ to 
reduce sickness to support staff with life challenges which could have a knock on effect and 
cause sickness absence.

4. Plans to Reduce Sickness Levels Further

4.1 There are two members of the Human Resources Team who have trained to be Mental 
Health First Aiders. The role is classed alongside first aiders and will be available from 1 
January 2019.  

4.2 From 1 February 2019, the Human Resources Team will be able to offer work place 
coaching which is to improve performance and productivity.

4.3 The Council will be delivering in house training which will be open to all staff on How to 
Manage Stress, and Recognising the signs and symptoms of Mental Health.

4.4 Team Leaders will be offered Leadership and Management training so that they can manage 
their teams while taking into account the best practice. By managing teams using the best 
techniques, this will reduce the stress in the workplace.


