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Employment Committee
05 June 2019

Report of: Councillor Kelham Cooke

The Deputy Leader of the Council

        

Sickness absence statistics and analysis
This report provides a review of absence statistics at South Kesteven District Council with 
commentary for the period of 1 April 2018 to 31 March 2019.

Report Author

Neil Moverley, Senior HR Officer

 01476 40 6135

  n.moverley@southkesteven.gov.uk

Corporate Priority: Decision type: Wards:

Administrative Administrative All Wards

Reviewed by: Elaine Pepper, Head of Organisational Change 29 May 2019 Choose date

Approved by: Lee Sirdifield, Assistant Chief Executive 29 May 2019 Choose date

Signed off by: Councillor Kelham Cooke, The Deputy Leader of the 
Council 30 May 2019 Choose date

Recommendation (s) to the decision maker (s)

1. That the Employment Committee notes and discusses the absence statistics for 
South Kesteven District council for 2018 to 2019.

2. That the Committee provides feedback that can be incorporated in to the HR Action 
Plan for 2019-2020.
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1 The Background to the Report
1.1 This report provides sickness absence statistics for the organisation as a whole and a 

breakdown on both the causes of absence and individual departments performance.

Overall Sickness Absence rates.
1.2 Sickness Absence at South Kesteven District Council (SKDC) is measured using the 

standard calculation utilised by local authorities - the average number of days absent per 
person at the Council. The formula for this calculation is to divide the full-time equivalent 
sickness hours by the full-time equivalent headcount.

1.3 The average number of days absent due to sickness per employee at SKDC for 2018–19 
is 10 days.

1.4 For comparison in 2017-18 the average number of days lost per employee due to sickness 
was 11 days. The Local Government Association states that the average number of days 
lost due to sickness per employee in 2015-16 was 8.8.

Causes of Sickness Absence
1.5 90% of sickness absence are linked to nine issues. Table 1 shows these causes and 

provides a percentage that compares the absence hours against the overall number of 
hours lost due to absences.

Table 1: Absence by Category (Short Term)
Absence Description % of absence against total absence

Back and Neck 21%

Stress – Depression – Mental Health 20.3%

Musculo – Skeletal 18.5%

Other 10.9%

Digestion (Stomach/Kidney/Liver) 5.8%

Cold / Flu 7.5%

Hernia 2.2%

Eye / Ear / Nose / Mouth 1.9%

Chest / Respiratory 1.8%

1.6 In 2017-18 the most common cause of absence was stress, depression and mental 
health. This has been an area of focus for the Corporate Management and Human 
Resource team and has led to initiatives such as the introduction of mental health first 
aiders.

1.7 Short term absence, (which is classified as any absence under four weeks in length) 
accounts for 32% of absences in 2018-19.  This is down from 49% of absences in 2017-
18.  Colds and Flu account for 21% of short-term absences.
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1.8 There has been an ongoing focus on short term absence in the final half of 2018-19. 
Particular focus has been placed on ensuring return to work interviews are routinely 
carried out.

1.9 There have been 63 long term absences (classified as any absence over four weeks in 
length) in 2018-19.  36 of these absences have been over eight weeks in length.

1.10 Long term absentees are met with every four weeks by their line manger to discuss their 
absence and to agree return to work plans.  Managers are supported by the Human 
Resources department and occupational health providers during this process.

1.11 87% of long- term absences are related to four causes.  Table 2 shows these causes and 
provides a percentage that compares the long-term absence hours against the overall 
number of hours lost due to absences over four weeks in length.

Table 2: Absence by Category (Long Term)
Absence Description % of absence against long term 

absence total

Back and Neck 27%

Stress and Depression 26%

Musculo - Skeletal 23.3%

Other 10.7%

Directorate and departmental breakdown.
1.12 Table 3 demonstrates by directorate the percentage of hours lost due to sickness 

compared to the overall number of absent hours and the average number of days lost due 
to sickness per employee in the area.

Table 3: Time Lost by Directorate
Directorate % of absence against 

absence total
Ave. absence days per 

employee

Commercial and Operational 48% 15

Growth 27% 7

Resources 24% 11

Transformation and Change 1% 1.7

1.13 Absence by department can be demonstrated both as a percentage against the overall 
council absences and by the average number of days absent per employee. Both figures 
can be influenced by the number of employees within the department.

1.14 Table 4 demonstrates by department the percentage of hours lost due to sickness 
compared to the overall number of absent hours and the average number of days lost due 
to sickness per employee in that area.  The table shows the departments with the highest 
average days per employee. It should be noted that this figure can be inflated by a long-
term absence if it is a small department.
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Table 4: Time Lost by Department
Directorate % of absence against 

absence total
Ave. absence days per 

employee

Finance 4% 16.8

Improvement and Repairs 22% 16.1

Environmental 6% 15.6

Housing 11% 15.1

ICT 3% 13.7

Development Management 5% 12.2

Licensing 1% 11.9

Street Scene 27% 11.8

Customer Experience 14% 11.8

Next Steps
1.15 Human Resources will continue to support line managers in reducing both short-term and 

long-term absences.  Existing line managers and future new managers will receive 
refresher training in both absence management and carrying out return to work interviews.

1.16 Human Resources will continue to work with the Organisation Development and Change 
team to streamline and automate processes linked to absence management including  
automatic reminders to line managers about return to work interviews and automatic 
prompts regarding employees hitting triggers which mean an employee will be invited by 
the manager to an absence review meeting.

1.17 It is proposed that a target absence rate of 8.8 average days per employees is set for 
2019-2020.  

2 Financial Implications 
There is a financial cost relating to sickness absence so it is important that managers, 
supported by HR, undertake proactive absence management utilising the various tools 
that are available to them.

Financial Implications reviewed by: Richard Wyles, Assistant Director - Resources

3 Legal and Governance Implications 
3.1 The organisation has a duty of care towards its employees. Effective absence 

management is important to ensuring their welfare, and that the organisation operates 
effectively. The proactive steps highlighted will help to ensure that teams continue to 
perform effectively and that any necessary adjustments are made.

Legal Implications reviewed by: Lee Sirdifield, Assistant Chief Executive, 
Transformation and Change

4 Equality and Safeguarding Implications 
4.1 There are no equality and safeguarding implications relating to this report.
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5 Risk and Mitigation
5.1 There are no risks arising from this report.

6 Community Safety Implications 
6.1 There are no community safety implications relating to this report.

7 Other Implications (where significant) 
7.1 There are no other implications relating to this report

8 Background Papers
8.1 Not Applicable

9 Appendices
9.1 Not Applicable

Date of Publication on Forward Plan (if 
required)

Not ApplicableReport Timeline: 

Final Decision date  5 June 2019
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Employment Committee
05 June 2019

Report of: Councillor Kelham Cooke

The Deputy Leader of the Council

        

Staff Survey Action Plan
Following the completion of the Staff Survey 2018/19 an action plan has been developed to 
provide effective feedback and to respond to the opportunities to improve that were highlighted 
within the survey.

The Employment Committee requested that an additional document be produced highlighting the 
areas that will be measured to determine the success of engagement activities at the council.

Report Author

Neil Moverley, Senior HR Officer

  01476 40 6135

  n.moverley@southkesteven.gov.uk

Corporate Priority: Decision type: Wards:

Administrative Administrative All Wards

Reviewed by: Elaine Pepper, Head of Organisational Change 29 May 2019

Approved by: Lee Sirdifield, Assistant Chief Executive 29 May 2019

Signed off by: Councillor Kelham Cooke, The Deputy Leader of the 
Council 30 May 2019

Recommendation (s) to the decision maker (s)

It is recommended that Employment Committee reviews the proposed themes and 
targets for measuring the impact of the HR action plan and provides feedback.
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1 The Background to the Report
1.1 On 20 March 2019 the Employment Committee requested that they be provided with a 

series of performance targets relating to the measures contained within the staff survey. 
This included a specific focus on the level of engagement with the survey. Performance 
against the targets will be driven through the HR action plan which responds to the 2018/19 
staff survey.

1.2 The measures are detailed in Table 1. The report details the 2017/18 and 2018/19 results, 
as well as the suggested target for 2019/20.  

Table 1: Proposed Targets
Measure 2017/18 Value 2018/19 Value 2019/20 Target
Return rate 72% 69% 72%

Organisation 
Engagement

Disengaged – 9%
Passive         – 53%
Engage         – 38%

Disengaged  – 7%
Passive          – 54%
Engage          – 39%

Disengaged – 6%
Passive        – 52%
Engage        – 42%

Career development 3.36 3.32 3.4

Leadership at a senior 
and departmental level

Senior  level    - 3.16
Departmental – n/a

Senior  level    -  3.49
Departmental -  3.5

Senior  level    -  3.5
Departmental -  3.5

Working environment 3.36 3.31 3.4

Change management 2.99 2.99 3.2

Feeling valued 3.08 3.19 3.4

Reward and 
recognition 

Recognition  -  n/a
Fair Pay         -  2.91

Recognition  -   2.92
Fair Pay         -   3.11

Recognition  -  3.0
Fair Pay         - 3.15

Cross team working / 
communication

2.75 2.86 3.0

Consistency Process                - 3.04
Performance 
Management      - 3.38
Regular 1-2-1’s   - n/a

Process                - 2.79
Performance 
Management      - 3.31
Regular 1-2-1’s   - 3.41

Process                 - 3.0
Performance 
Management      - 3.4
Regular 1-2-1’s   - 3.5

Overall employee 
satisfaction

3.69 3.72 3.75

1.3 The numerical scores contained within Table 1 are measured against a maximum of 5 
points.

< 2.9 - An area of concern requiring immediate attention.

3 – 3.49 - An area requiring improvement.

3.5 – 3.99 - A high scoring area with potential to improve.

4.0 – 5.0 - A sign of high engagement and success.

10



1.4 Organisation Engagement.

The Council will focus over the coming year on providing opportunities for employees who 
class themselves as passive to engage with projects and activities across the organisation.  
There will be continued support for individuals who regularly put themselves forward for 
activities along with managers actively seeking to involve and encourage those who have 
been reluctant in the past.

This will see a decrease in those who are disengaged and a move of employees from 
passive to engaged.

1.5 Career Development.

The Human Resource department are reviewing the existing talent management 
programme and the identification and support for high potential employees.  

There will be greater use of apprenticeships at diploma, degree and masters level to provide 
career development opportunities for staff at different stages of their careers.  This is a core 
component of the corporate training plan.

1.6 Leadership at a senior and departmental level.

The council is entering a period of change across the organisation as it embarks upon both 
embedding the corporate strategy and implementing digital change. It is anticipated that this 
will have an impact on how affected employees will view leadership and management.  

Through increasing the visibility of senior leaders and providing greater opportunities for 
managers to engage with staff, it is believed that the current performance level will be 
maintained.

1.7 Working Environment.

Ongoing changes to the St Peters Hill estate will continue to have an impact on staff working 
at that location. There will be continued engagement with staff through a bespoke staff 
forum. 

The roll out of agile working solutions continues and this will provide greater flexibility for 
staff to work in different areas as required. This also enhances the opportunities to work 
from home which will have a positive impact on staff.

1.8 Change Management.

It is recognised that change can be unsettling for employees. Those leading change will 
continue to engage effectively with those who are affected.  The human resources, 
organisation development and change and communication teams are working together 
more effectively as the transformation programme continues to improve both the delivery of 
changes and communication with affected and non-affected staff.

The perception of the Council’s ability to deliver change will improve as it begins to both 
demonstrate and communicate the completion of successful projects.
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1.9 Feeling Valued.

The Council will continue the upward trend through increased engagement with staff. 
Particular focus will be given to reward and recognition and performance management 
measures.

Changes to working practices will impact upon how staff perceive they are valued at all 
levels within the organisation. The human resources team will be reviewing performance 
appraisals to ensure there is a consistency of approach in recognising good performance 
and challenging where expectations are not met.

1.10 Reward and recognition.

Reward and recognition along with communication are traditionally the areas that score the 
least in staff surveys. This is across both the public and private sectors.

This measure looks at whether employees believe they are paid fairly for their work in 
comparison to other places which carry out the same work.  Due to a recent two year pay 
deal, lower salaried employees saw a significant rise in pay in order to prevent wage 
compression with the national living wage. This saw a significant rise in the scoring of fair 
pay.

Reward and recognition features significantly in the HR workplan for 2019-2020 and we will 
look to maintain the upward trend.

1.11 Communication and Cross Team Working.

The human resources department and communications team are working together to review 
communication and engagement within the council.  It is expected that this will see a 
significant improvement on how communication is viewed and valued by our employees.

1.12 Consistency

Engagement with staff has identified three areas that require improvement in order to 
achieve a greater consistency of management at the Council.

- Implementation of processes and procedures

- Managing poor performance

- Regular one-to-ones with line manager.

This area saw a decrease in scoring over the last two years.  The ambition is to increase 
the scoring of these measurements through the launch of the employee handbook with 
refreshed policies and supported by fact sheets, how to guides for managers and templated 
letters and forms.

The human resource department and organisation development and change teams are 
rolling out line management training to provide refresh training for existing managers and 
support for our managers who are new to line management.
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1.13 Overall Employee Satisfaction

Employee satisfaction remains high at the Council. The Council is going through a period of 
change and should seek to maintain the level of employee satisfaction during this period.

1.14 Response rates to engagement.

The Council already has a good return rate that significantly exceeds the national average 
for employee engagement surveys. Setting a target of 72% will see an improvement on what 
was achieved in 2018/19 and ensure that we are continuing to gain feedback from the 
majority of the organisation upon which we can act.

2 Financial Implications 
2.1 There are no financial implications arising from this report. The work set out within the 

report can be delivered within agreed existing budgets. 

Financial Implications reviewed by: Richard Wyles, Assistant Director - Resources

3 Legal and Governance Implications 
3.1 A productive and engaged workforce helps to ensure that the organisation operates 

effectively. The proposals set out within the report will see greater transparency and 
accountability, which in turn will support good governance of the Council.

Legal Implications reviewed by: Lee Sirdifield, Assistant Chief Executive, 
Transformation and Change

4 Equality and Safeguarding Implications 
4.1 There are no equality and safeguarding implications relating to this report.

5 Risk and Mitigation
5.1 The impact of failure to respond to the survey and to engage and empower employees 

upon the delivery of the Corporate and Organisational Development strategies

6 Community Safety Implications 
6.1 There are no community safety implications relating to this report.

7 Other Implications (where significant) 
7.1 There are no other implications relating to this report

8 Background Papers
8.1 Not Applicable
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9 Appendices
9.1 None

Date of Publication on Forward Plan (if 
required)

Not applicable

Previously Considered by: Employment 
Committee

20 March 2019

Report Timeline: 

Final Decision date  5 December 2018
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