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1. Introduction 
The Council’s Sickness Absence Management Policy, Procedures and Guidelines have been in place for several years.  Sickness absence management is recognised as a vital ingredient of successful personnel management.  The Council requires high attendance levels to ensure maximum performance from its workforce.  The key objectives of the policy are to:

· Adopt a positive attendance culture, tackle work-related causes of sickness absence and promote occupational health and welfare

· Idenitfy causes of sickness absence in order to prevent or deter absence recurring where possible

· Reinforce management systems for reviewing individual sickness records

· Review compliance with sickness reporting rules.

2. General problems and issues already identified that might affect the Sickness Absence Management Policy from meeting its aims
There is a general level of dissatisfaction with the procedures with duplication between documents.  

With this in mind a working party has been set up to review and streamline all the documents.  The review covers any areas but the following have been identified as the key issues that needed to be addressed:

· To develop a new managing long term absence procedure.

· To incorporate the new Disability Leave Policy and ensure managers are aware of the recording arrangements. 
· To clarify roles and responsibilities.
3. What data was analysed as part of this Equality Impact Assessment process and what did it tell us?

We have been unable to undertake the equalities analysis of the sickness data recorded because of problems with reporting on our personnel system.  The new functionality reporting is not producing accurate data.
We need to overcome the technical obstacles preventing this analysis so that we can review monitoring to ensure that objectives are met. 

As we review our existing policies, procedures and guidelines or introduce new procedures HR will consult with employees, managers (including Senior Managers),  Worker Support Groups, Employee Mentors, the wider HR Team and Trade Unions.  

We will use a combination of consultation methods, including questionnaires, a defined period of formal consultation and a trial period (with opportunities for all stakeholders to evaluate at the end and report back to HR). 
4. Assessment of impact on equality groups 
We have been unable to look at the Equalities Impact Assessment of the Sickness Absence Management Policy because we cannot measure the actual impact until we have access to the data, and sufficient data to analyse the impact over time.

Once we are able to access the data we will consider the equality strands of Gender, Disability, Age, Race, Sexual Orientation and Religion/Belief to see if there is anything that could potentially discriminate or disadvantage certain groups of people. 

We will consider: 
· Whether the amended policy meets the particular needs of each of the six equalities groups
· Identifying any differential impact (positive or adverse) for each of the groups 
· Giving examples of how the policy helps to support race, disability and gender equality in particular. 
· Is the information fully accessible? Do we need to consider offering the policy in a variety of formats?

· Should we provide translators where appropriate?

5. Monitoring arrangements 
The six equalities strands will be monitored via Resource Link, the Council’s personnel/payroll system.  When data analysis is available then future monitoring arrangements will be confirmed.  Currently it is proposed that reports should be available to managers in line with the sickness absence trigger points.
When new manager self service system is available, then Managers will have direct responsibility for monitoring and recording cautions and warnings issued so refresher training for managers will be arranged.
Managers through the return to work interview process discuss reasons for sickness absence and consider reasonable adjustments where appropriate. The policy and procedure are regarded as living documents and will be constantly reviewed, improved and updated.

6. Conclusions and action plan
One of the main issues that has arisen in the process of conducting this equalities impact assessment is that, without data to analyse it was hard to draw any conclusions about whether the policy and procedure have been operating to the detriment of any of the equalities groups.  

Therefore, the action plan below is focused on addressing the shortcomings of our existing monitoring systems in order that a more detailed analysis of impact, adverse, neutral or positive, can be carried out in x months time. 

	Issues identified
	Actions required
	Progress milestones
	Officer responsible
	By When

	Technical issues with reporting functionality on Resource Link to be addressed in order to produce data for analysis 
	HR Strategic Officer working with Software Supplier to rectify faults, they have identified remedial action required and are in process of implementing.  

Inputting issues have also been identified that need to be addressed by People Services

Quality of information on weekly returns from managers also needs to be addressed.

Analyse data when reports available
	Technical faults overcome. 

Training to be put in place

Clearer guidance for managers and improved reporting, include in Managing Sickness Absence Training course.

Data analysed.
	HR Policy Group to liaise with HR Strategic Officer and People Services


	January 2010

	Lack of Equalities Monitoring  -unable to action until sickness absence data analysis available.


	Action to remedy multipost functionality on system will enable sickness reporting and data analysis (further analysis to include numbers dismissed for sickness incapability etc)
	Absence Reporting accurate and automatic reports being obtained from Resourcelink
	HR Policy Working Group/People Services and Strategic HR Consultant
	January 2010


	Review of policy and related procedures and guidelines to streamline documents and avoid duplication.  This includes new long term procedure and clarity on roles and responsibilities.

	Each person undertaking the EIA has agreed to take responsibility for reviewing different documents. Separate Policies for Managing Short Term Absence and Long Term Sickness with comprehensive guidance for managers and employees
	Regular monthly meetings have been on-going since January and it is hoped to have a draft available by September
	HR Policy Group
	September 2009 drafts

	Work with PCT to produce a generic policy – PCT agreed to follow Council lead 


	Link with Council/PCT Policy working group – unions and HR
	Policy follows previously agreed format for generic policies
	HR Policy Working Group
	January 2010 (final document(s))

	Consultation on new policy


	Need to link with Council/PCT joint policy working group
	Revised Policy approved and in use 
	HR Policy Group
	January 2010

	Further management guidance required


	Produce support materials to advise on Phased Returns to Work

Produce information for the employee – e.g. what happens if I am referred to Occupational Health


	Comprehensive guidance available
	HR Policy Working Group
	January 2010

	Ensure managers are aware of new procedures and roles and responsibilities. 
	· Promotion on Intranet
· Managing Sickness Absence training course to be updated in line with changes.
	· Dec 09/Jan 2010
· February 2010
	HR Policy Group
	See dates specified

	Revisions to Corporate Sickness Training Programme
	Adapt current programme to cover Disability Leave Policy and ensure managers are familiar with procedural requirements
	Training Course covers Disability Leave
	HR Policy working Group with Corporate Training Team
	January 2010
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