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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 for 
Q1&2 April to September 2019 and Q3 October to December 2019.

1.2 The report provides details of the costs of absence and the completion rate of return to 
work interviews.  Information is also provided on mental health related absence including 
usage and feedback from Mental Health First Aiders.

Overall Sickness Absence rates.
1.3 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.

1.4 The average number of days absent due to sickness per employee (both long and short 
term absence) at SKDC for the period April to December 2019 year to date is 9 days.  For 
comparison the average number of days lost per employee due to sickness was 10 for the 
period April 2018 to March 2019.

1.5 In 2018 -19 the average number of days lost per employee for the full year due to sickness 
was 10 days. The Local Government Association states that the average number of days 
lost due to sickness per employee in 2016-17 was 8.9.

Causes of Sickness Absence
Table 1: Absence by Category (Short Term)

Q1&2 Q3

Absence Description % of absence against 
total absence

% of absence against 
total absence

Stress-Depression-Mental Health 21.1 8.4

Musculo-skeletal 19.0 12.8

Cold and flu 14.3 38.3

Stomach/liver/kidney/digestion 11.4 10.2

Other 8.7 9.7

Back & neck 7.5 3.2

1.6 82% of short-term sickness absence are linked to six issues. Table 1 shows these causes 
and provides a percentage that compares the absence hours against the overall number 
of days lost due to absences.

1.7 There has been a significant reduction in short-term mental health related absence and a 
reduction in musculo-skeletal absence in Quarter 3.  However, there has been a 
considerable increase in absence for colds and flu in Quarter 3.  It has previously been 
highlighted that cold and flu related absence may increase during the winter period.  

1.8 Short term absence, (which is classified as any absence under four weeks in length) 
accounts for 26% of absences in Quarter 3 and 28.7% for 2019-20 YTD.  This is a 



decrease on the 2018-19 figure of 32%.  This is a positive trend as short-term absence is 
considered to have a more disruptive impact on day to day service delivery.

Table 2: Absence by Category (Long Term)
Q1&2 Q3

Absence Description % of absence against 
long term absence total

% of absence against 
long term absence 

total

Stress-Depression-Mental 
Health

35% 34%

Musculo-skeletal total 32% 28%

Back & neck 24% 17%

1.9 Similar to Quarters 1 and 2 there were 41 long term absences (classified as any absence 
over four weeks in length) in Quarter 3.  20 of these returned to work during the period.  
Case management of long-term absence has resulted in 4 employees leaving the 
Council’s employment and a further 2 due to leave in the coming weeks. 

1.10 Long term absentees are met with every four weeks by their line manager 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 90% of long- term absences are related to three 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.

Directorate and departmental breakdown.
Table 3: Time Lost by Directorate

Q1&2 Q3

Directorate % of absence 
against 

absence total

Ave. absence 
days per 
employee

% of absence 
against 

absence total

Ave. absence 
days per 
employee

Commercial and 
Operational

42% 7 39% 3.7

Growth 34% 6 45% 4.7

Resources 22% 7 9% 2.6

Transformation 
and Change

1% 1 7% 2.1

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. 

1.13 The increase in the level of absence in the Growth directorate is due to a number of long- 
term absences.  The increase in the level of absence in Transformation and Change is 



due to changes in reporting structures within the Customer Services and IT departments 
moving from the Resources directorate to Transformation and Change. 

Table 4: Time Lost by Department
Department Q1&2 % of absence against 

absence total
Ave. absence days 

per employee

Corporate Operations 4% 19

ICT 6% 13

Licensing 1% 13

Customer Services 8% 13

Street Scene 34% 8

Improvement and Repairs 18% 8

Housing 10% 8

Building Control 4% 7

Environmental 5% 6

Department Q3 % of absence against 
absence total

Ave. absence days 
per employee

Housing 19% 8

Improvement and Repairs 25% 7

Licensing 1% 6

ICT 3% 5

Street Scene 34% 5

Customer Services 4% 4

Customer Experience 6% 4

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

1.15 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.

Costs of Absence
1.16 The costs of absence for Quarter 3 have been calculated as approximately £173,000, 

being £125,000 long-term absence and £47,000 short-term absence.  These are indicative 
figures based on the employee’s salary for the time off sick.  The figures do not include 
on-costs or any reductions where the employee is receiving half or no pay or any agency 
costs brought in to offset the absence.



Return to Work Interviews
1.17 The rate of completed return to work interviews for Quarter 3 is 95% in comparison to 80% 

for Quarters 1 and 2.  The actual figures are 11 interviews not completed out of a total 
number of absences of 229.  Managers receive automated prompts to complete return to 
work interviews when an employee returns to work.  The HR team has also provided 
additional prompts which has resulted in the improvement in the percentage completed.

Mental Health Related Absence
1.18 In Quarter 3 there has been a slight increase for long-term mental health related absence 

and a significant decrease in short-term mental health related absence.

1.19 Support for mental health related absence is available through an employee assistance 
programme, a number of trained mental health first aiders and stress management 
training for staff.  National mental health awareness initiatives are actively promoted, most 
recently through Time to Talk day and plans are in place for Mental Health Awareness 
week which takes place in May.

1.20 Mental health first aiders (MHFAs) have provided information and feedback on the use of 
their services.  The majority have seen approximately 3 members of staff each in their 
official capacity.  In the main these are self-referrals but there have been some instances 
where line managers have contacted the MHFAs to raise concerns.  Feedback has been 
positive, both from a user and MHFA point view, indicating that the MHFAs and initiatives 
such as the recent Time to Talk day help to raise awareness and encourage people to talk 
and to take positive steps to better their mental health.

Next Steps
1.21 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.

1.22 Human Resources will continue to work with the Organisation Development and Change 
team to streamline and automate processes linked to absence management 

1.23 Human Resources is monitoring and analysing absence statistics on a regular basis.  This 
information feeds into HR business partner meetings with managers resulting in actions 
and updates in respect of absence case management.

2 Financial Implications 
2.1 There is a financial cost to the Council when employees are absent from work as well as 

non-financial costs, so it is important that proactive sickness management is embedded 
and consistently applied across the Council.

Financial Implications reviewed by: Richard Wyles, Interim Director of Finance

3 Legal and Governance Implications 
3.1 There are no specific legal implications arising from this report.

Legal Implications reviewed by: Shahin Ismail, Monitoring Officer



4 Equality and Safeguarding Implications 
4.1 Equality and safeguarding implications are considered in HR Policy and the HR 

Handbook. There are no additional equality and safeguarding implications resulting from 
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 How will the recommendations support South Kesteven District 
Council’s declaration of a ‘climate emergency’?

8.1 The recommendations in this report have no carbon impact. 

9 Background Papers
9.1 Not applicable

10 Appendices
10.1 Appendix 1 – Historic Return to Work Statistics

Date of Publication on Forward Plan (if 
required)

Not applicable
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