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1.0
Introduction

The purpose of the Managing Sickness Absence Policy is to formalise arrangements for managing sickness absence, in a manner that recognises the need to minimise the impact of the absence on both the individual and the operation of services. 

The Council and its recognised trade unions understand the importance of the Council implementing and maintaining effective management of employee sickness. These measures will support the well-being and health of the Council's employees and will endeavour to prevent and / or reduce employee absence due to sickness or ill health. 
2.0
Policy aims

The aims of this policy are to:
· Promote a positive culture of attendance;
· Offer support and assistance to staff experiencing ill-health;

· Provide employees and managers with a standard process and consistent approach for managing, recording and reporting sickness absence;
· Employees who are unable to attend work due to ill-health are required to notify their manager of their absence by following the sickness absence reporting procedure, as set out in the Council’s Managing Sickness Procedure 
· Managers should be supportive of employees when managing sickness absence and ensure that it is addressed in a caring and sensitive manner and with a fair and consistent approach, balancing the needs of individual employees with those of the Council
· Minimise sickness absence levels and help facilitate employees' return to work at the earliest opportunity through reasonable adjustments;

· Establish the roles and responsibilities of all parties involved, including employees, managers, Human Resources and Occupational Health in relation to sickness absence as outlined with the Council’s Managing Sickness Procedure.

In undertaking these policy aims within the Managing Sickness Policy, Managers should undertake the following actions in a timely way: 
1.
investigate: the absence to understand its causes and the effect it will have on the employee’s work, this should be conducted in partnership with the employee

2.
undertake: all reasonable steps to collaborate with staff in tackling health, work or welfare issues including work-related stress

3.
inform: the employee should be informed (in good time) in relation to their situation, particularly if their job is at risk

4.
explore: any options with the employee, which may permit the employee to improve their attendance or return to work

3.0
Responsibilities within this Policy

This policy provides managers with a flexible framework which promotes good employment practice, embodies the main principles of employment legislation, and adopts a proactive approach to equality, diversity and inclusivity, whilst supporting fully the Council’s core business. 

Managers must be the main drivers in implementing this process however employees must also undertake certain obligations in protecting their health and well-being to ensure continued effective service delivery. 
Trade unions are supportive of the Council's aim to protect the health and well-being of all staff and members and the Council's aims in reducing sickness absence. As appropriate, Trade Unions will represent their members to ensure procedures are applied fairly.
Human Resources will provide advice and guidance to Managers, as appropriate. 

3.1
Corporate responsibilities

The Council has a systematic approach to managing absence attributed to sickness which has the following features:

1.
Targets: Council-wide targets for average levels of sickness absence*, 

2.
Return to Work meetings: Return to Work meetings will be conducted and recorded following all periods of sickness absence. This supportive measure will ensure that the employee upon their immediate return to work can raise any matters that may need to be considered to ensure and assist their full recovery. 
3.
Sickness Triggers: triggers for action to commence investigation of each case dependent on the circumstances and must act promptly to minimise its impact on the Council's service delivery and the employee. As part of this process due consideration will be given to those with a disability
.4. Monitoring: to permit early analysis, identify and address any concerns and to assist in meeting targets
5.
Occupational Health Service (OHS): to advise on the medical aspects of any referral cases, and the application of reasonable adjustments under the Equality Act 2010 in relation to the Council's obligations related to disability. OHS will support Human Resources on the development of guidance and supportive measures that the council can adopt on specific medical conditions 
6.
Assessment: systematic appraisal of the effectiveness of managers in dealing with cases of absence attributed to sickness and the implementation of reasonable adjustments for any disability. Training such as e-learning and additional support provided by Human Resources to ensure that this policy and procedure is used appropriately and effectively by Management  

It should be noted that managers should not find other issues to worsen a situation i.e. sickness followed by disciplinary.
7.
Reasonable Adjustments: this is where the Council, following a full assessment, may adopt a reasonable adjustment to an employee’s working duties, work place or work patterns on either a temporary or permanent basis to protect the health of the employee. Early assessment can minimised the possible long term effects of delaying action while potentially safeguarding the physical and mental well-being of the employee and / or assisting in an earlier return to work. Please refer to the Council’s Disability Equality Guidance for further information Reasonable adjustments should be reviewed to ensure that they are still appropriate and applicable.
8. Employee Assistance Provider: to provide the opportunity for employees to seek independent counselling service, guidance and advice to ensure and enhance the well-being.    

* Please note that any targets set must not be mistaken as an 'allowance' in addition to an employee's leave allocation. Employees have an obligation to attend work under their Contract of Employment. Any targets set are to ascertain a corporate average of expected level of attendance, which takes into account all the Council’s employees sickness absences over a 12-month period.
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