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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.



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.



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.



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)
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