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1
PURPOSE

1.1
To inform Members of progress made with the management of sickness absence across the authority.

1.2
Relevance to the Council’s ambitions and priorities:

· Council Ambitions – Managing sickness absence across the authority is crucial to consistent and high quality service delivery which underpins our corporate ambitions. 

· Community Objectives – Staff are a key resource in delivering the objectives identified in the Community Strategy.  Staff absence can only have a detrimental effect on delivery in terms of time and quality and must therefore be minimised. 

· Corporate Priorities – Staff absence could impinge on the Corporate Plan, which is an integral part of the Council’s performance management framework and is designed to integrate operational service delivery with our priorities.  In addition, absence may result in increased workloads for non-absent staff and further reduce the quality and efficiency of service.

· Other Considerations – A target absence rate of 7.5 days was set in the Human Resources Service Plan.  Members have expressed a wish to reduce this target further. 

2.
BACKGROUND

2.1
The Bradford Formula was introduced to our sickness absence management scheme in January 2005 following a review of our policy and practices. 

3.
THE SICKNESS ABSENCE MONITORING SCHEME

3.1
The Bradford Formula is a recognised system for calculating sickness absence and takes into account the total days lost over the period and the number of incidents of absence that have resulted in the total days lost.  The two figures are used as follows:


S x S x D = Bradford Score


Where S = Number of incidents of absence

                       D = Number of days lost over 12 month period

3.2 
Analysis of absence takes places on a quarterly basis and looks at absence over the 3 month period.  Further analysis then considers the absences for each employee throughout the previous 12 month period to produce a ‘Bradford Score’.

3.3
A threshold of 45 points has been set and employees with a Bradford Score of over 45 points receive a letter which informs them when specific levels of absence are reached.

3.4
There are two types of letter:


‘Red 1’ – where the employee scores over 45 points from 1 or 2 incidents of absence (Appendix 1)


‘Red 2’ – where the employee scores over 45 points from 3 or more incidents of absence (Appendix 2)

3.5
On the basis of confidentiality all letters are sent to employees’ home addresses.  This continues to receive a mixed response from staff but, following meetings with the Unison representative to discuss alternatives, it was agreed that confidentiality must be maintained and this practice would therefore continue.

3.6
We have recently introduce a pro forma to guide managers through the meeting and help to highlight any particular health issues or other reasons for absence, which may need further action.  The form also requires details of guidance given to the employee in terms of required improvement (Appendix 3).

3.7
Managers are advised which members of their staff will be receiving letters and are provided with a detailed breakdown of individual absences to assist with their meetings with employees.  A copy of the relevant information is given to service managers to enable monitoring in specific areas of service delivery.

3.8
Where an employee receives a ‘Red 1’ letter we encourage an informal meeting between the line manager and the employee to check current health issues and offer advice or support where appropriate. 

3.9
Where an employee receives a ‘Red 2’ letter a meeting with their line manager is compulsory.

3.10
CMT receive a ‘Red Letter List’ each quarter which provides information relating to the authority as a whole and specific to each directorate. 

3.11
In conjunction with this scheme employees should have a ‘Return to Work Interview’ with their line manager following any period of sickness absence. 

3.12
In addition, annual staff appraisals now include a review of attendance and sickness absence. 

4.
IMPACT OF THE SCHEME

4.1
The introduction of the ‘Bradford Formula’ scheme has made an impact on our control of sickness absence and our ability to manage it effectively.

	
	DAYS LOST FOR EMPLOYEE

	
4.2
	2004/2005
	2005/2006
	2006/2007
	2007/2008

	
	Per Qtr
	Cumulative
	Per Qtr
	Cumulative
	Per Qtr
	Cumulative
	Per Qtr
	Cumulative

	Q1
	1.92
	1.92
	1.27
	1.27
	2.00
	2.00
	1.32
	1.32

	Q2
	0.46
	2.38
	1.59
	2.86
	2.66
	4.66
	0.98
	2.3

	Q3
	3.70
	6.08
	1.16
	4.02
	1.93
	6.59
	1.39
	3.61

	Q4
	1.86
	7.94
	1.76
	5.78
	1.78
	8.38
	1.38
	4.99

	Total
	7.94
	
	5.78
	
	
	8.38
	
	4.99



The figures demonstrate that our proactive approach and system enhancements have paid dividends in 2007/2008 and our year end figure of 4.99 average days lost per employee is the lowest within Lancashire authorities.

4.3
In 2006/2007 we identified that long term absence was having a significant impact on our sickness statistics.  Long term absence is defined as any period of absence lasting in excess of 20 days.

4.4
Personnel Officers have worked closely with managers and occupational health to improve the management of long term absence and to facilitate a speedy return to work wherever possible.

4.5
In addition, we are exploring ways to promote healthy lifestyles and well being initiatives throughout the organisation and have a regular feature in Back Chat giving general good health tips and advice

4.6
Over the next few months we will be looking at stress management with the intention of raising awareness of stress in the workplace and ways to deal with stress from both the manager and employee perspectives.  We have included some questions relating to stress in our Staff Survey, which will be distributed during November 2008, and will use this information to formulate our strategy.

5.
Absence Policy and Procedure
5.1.
A review of the absence policy and procedure has been undertaken to incorporate the changes to our systems and processes.

5.2.
In the ‘monitoring and record keeping’ section we have explained the ‘Bradford Formula’ in detail and provided sample letters.

5.3.
A point to note within the Bradford Formula is that, in agreement with the Unison representative, any period of absence less than one full day will be counted as one full day for the purposes of this calculation.

6.
CONCLUSIONS

6.1
The sickness absence management systems are proving effective, but in order to maintain current levels and control absence, the scheme must remain a priority item.

6.2
Our proactive approach towards management of absence, particularly with potential long term absences, has had a significant impact on our overall performance and we must ensure our diligence continues.

6.3
We will continue to explore other initiatives to promote health and well being in the workplace in order to maintain our current absence levels.

7
RECOMMENDED THAT COMMITTEE
7.1
Note the report. 

PERSONNEL OFFICER

For further information please ask for Julie Smith, extension 4409.
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