Attendance Management – A Scrutiny Paper.
1. Background

1.1. The issue of Attendance Management, and in particular the way SAP, the city council’s financial and personnel computer system has been used to record and produce statistics was originally considered by the Quality and Performance (Q&P) Scrutiny Committee in 2001. All Directors were involved in discussions and a programme of improvements to the SAP system were agreed. 
1.2. Customer & Support Services Scrutiny (formerly Q&P) has received regular updates on the achievement against Best Value Performance Indicator - BVPI12 - “The average number of working days lost due to sickness absence per person”.
1.3.  In 2000 Salford recorded 14.33 days lost, the average for Metropolitan Authorities was 12.54, and top quartile performers averaged 11.4 days lost.
1.4. In July 2005, following consultation with Scrutiny over its content , HR introduced a revised Attendance Management Policy (AMP) the main differences from the old policy are set out in appendix 1
1.5. According to Health & Safety Executive’s report “Managing Sickness Absence in the public sector” Sickness absence is costing up to £900 million a year Reducing sickness absence by just 1% would be the same as having 20,000 more people working in local government, additional resources at no extra cost. 
1.6. Salford City Council does not accurately record the cost of sickness absence but Customer & Support Services Scrutiny (C&SS) estimate that 1 days absence for all staff could cost as much as a million pounds.

1.7. In September 2005 concerns came to the fore as Salford failed to hit the performance Indicator quartile targets. See appendix 3
1.8. In its 2005 annual Audit & Inspection letter the Audit commission also highlighted sickness absence as an area of concern.
“ The Council has recognised that action needs to be taken on sickness absence.

Average sickness was reported as 14.6 days per full time equivalent employee in 2004/05 which is considerably above the Council's target of 10.8 days. Steps have been taken to improve attendance management, including the following.

• Revising the Attendance Management Policy and Manager's Guidelines in line with best practice, including revising the 'trigger points' for actively managing both long and short term sickness and providing advice on conducting return to work interviews, dealing with stress related illness, etc.

• Strengthening and improving support to enable staff to stay in work, for example, by increasing resources in the Occupational Health and Safety Unit so additional time can be focused on more preventative work.

• Improving recording and reporting of attendance data to facilitate proactive monitoring by management, including regular review and scrutiny.”

1.9. An issue also arose regarding the presentation of absence information. The BVPI figures do not include all staff. Part time staff and staff on temporary contract for example are not included. When reports are done on the basis of a headcount i.e. all staff are included, the average days lost calculation yields a different figure to the BVPI. See appendix 3
2. Investigation

2.1. In the light of the city council’s absence statistics and the recognition that sickness absence is a national concern, for both the public and private sector, C&SS Scrutiny decided to consider closely the implementation of the AMP across the Council. 

2.2. It was decided to interview all the Strategic Directors to ask how each manage absences currently, and discuss the implementation of the revised AMP and any other measures taken to manage staff absence and importantly, if any instances of good practice could be identified to share across the council. The questions asked of directors to start discussions are at appendix 2
2.3. Members also considered  the presentation of information and suggested some analysis which could potentially indicate any trends to absence which could then be further investigated and may explain absence levels in certain areas or among certain types of staff and importantly be used to indicate where corrective action could be targeted. 
2.4. Scrutiny also requested an update on the progress of the proposed improvements to the SAP system.
2.5. It was also requested that the Scrutiny Support Team look at other authorities as well as private sector organisations to evaluate any alternative methods of managing sickness absence, if anything could be useful to the city council.
3. Summary of findings
3.1. Childrens Services 

Jill Baker, Strategic Director attended with Mel Cunningham, Principal Personnel Officer, and Councillor Joe Murphy (Executive Support)
· The creation of the Childrens Services Directorate in September has meant that during the current financial year, elements from the absence monitoring systems of the former Education & Leisure, and Community & Social Services Directorates have been running in parallel, creating difficulties for the measurement and management of attendance.
· This will change from the 1st April 2006 with the consolidation of SAP data under the new Directorate 

· Doubts were raised about the accuracy of SAP data, in particular the way in which the absences of part time staff and staff with multiple employments are reported. There is a high concentration of such staff in Childrens Services.

· Having highlighted the danger of drawing conclusions from the way data is currently measured, it was acknowledged the Directorate can improve; some of the measures put in place to improve future performance were outlined.

· Ensuring consistent application of the AMP by managers and a commitment to treat attendance management as a priority. 

· Putting AMP on agenda of monthly senior managers meetings

· Ensure full use of return to work interviews

· Refresher training for managers

· For schools based staff, Children’s Services HR staff will build on work with schools offering support and advice.

· Councillor Murphy also confirmed the Lead Member will be undertaking regular monitoring.

Jill offered to return to C&SS Scrutiny later in the year to discuss progress and report on conclusions drawn from data which she will be confident of.
3.2. Community Health & Social Care 
Anne Williams, Strategic Director Community Health & Social Care, attended the March meeting. 

· In common with Childrens Services, the creation of the Directorate in September has meant, elements from the absence monitoring systems of the former Community & Social Services, and Education & Leisure Directorates have been running in parallel, creating difficulties for the measurement and management of attendance. This will change from the 1st April 2006 with the consolidation of SAP data and a commitment to treat attendance management as a priority. 
· Again doubts were raised about the accuracy of SAP data, in particular the way in which the absences of part time staff and staff with unusual work patterns are recorded; there is a high concentration of such staff in this Directorate.
· Below are some of the measures put in place to improve future performance.
· Ensuring consistent application of the AMP by managers.

· Develop supportive culture, managers asked to further encourage and appreciate staff, though can’t afford to reward attendance financially.

· Increase availability of IT in residential homes etc. reducing reliance on manual recording systems.

· Build on SAP work to increase reliability of information, though the work required to get the system working properly should not be underestimated. It will help improve the quality and reliability of information and therefore the management of absences.
· Members were pleased that sickness absence is high on the management agenda and dealt with appropriately and sensitively. They also appreciate that many staff in the directorate carry out their job in sometimes difficult, uncertain and risky situations. 
3.3. Housing & Planning
Malcolm Sykes, Strategic Director attended to clarify how attendance management is currently managed within the directorate and pointed out some of the issues which will be addressed in the near future. 

· 2005/6 has been a busy year with organisational changes, the set up of the Urban Regeneration Company, the delivery of the new Unitary Development Plan and the increase in planning workload.

· Currently the directorate uses a largely paper based system to record absence, which will be replaced as online reporting becomes available for managers. The Directorate is one of the last to have the Capella reporting system, which provides financial and personnel information to managers, its availability will improve attendance management. 

· Malcolm recognises the need to set achievable targets and manage attendance proactively in the future. Monthly reports are to be considered by the management team.

· School crossing patrols are an area of concern and will require further actions to try and lower their absence levels.

· Overall the biggest impact will materialise when the AMP is implemented consistently and managers set reasonable targets and manage workloads while looking for required efficiencies. Managers will be encouraged to listen to staff and importantly acknowledge them.

3.4. Environmental Services 
Bruce Jassi, Strategic Director, and Councillor Humphreys (Executive Support) delivered a short presentation outlining the significant progress made following the implementation of the AMP in the Directorate over the last three years. 

· Absence levels have reduced overall as have the number of staff on the various policy stages which can eventually lead to dismissal.  Following the AMP is not only good practice but is a safeguard for the authority. The AMP is integrated in the business planning process in Environmental services, regular highlight reports are presented to managers and detailed absence information is reported quarterly. 

· Bruce has similar problems to other directorates caused by the transfer of Citywide staff into the Environment Services directorate, and the variety of work patterns and multiple employments, which is further complicated by use of the Timeware software system by some staff, which then is reconciled with SAP information. Despite this figures have improved because it is felt that managers have taken the lead on the management of sickness absence with the support of HR. Attendance management will continue to improve with 
· the improvements in SAP.

· the consistent application of the AMP

· improved use of the Cappella reporting system, and 
· continued reinforcement of a supportive management culture. 
· Councillor Humphreys Executive Support Member is confident that everything possible is being done to continue and build on the improvements already made and the situation will improve.

· Members congratulated Environment Services on their improvements and though there is still a long way to go, they recognise steps have certainly been taken in the right direction.
3.5. Customer & Support Services
Alan Westwood, Strategic Director, attended in April to discuss the implementation of the revised AMP and other measures taken to manage staff absence.
· The detail of the AMP was shared with all team leaders at a large meeting at Buile Hill last summer, where managers were encouraged to take ownership and embrace the guidelines. The revised trigger points were made known and the importance of the return to work interview was stressed as was the need to keep in contact with staff who are off long term. 

· SAP information is presented to managers and discussed at senior management level. Heads of Service discuss attendance management at least every quarter. Attempts are being made to find out and address the major causes of absence.

· Recently stress was identified as one of the main causes of absence; a stress audit was carried out the results were reported only last week. A cross directorate working group has been tasked with drawing up an action plan outlining a programme of work to combat issues identified as contributory elements to a stressful environment. The action plan should be available to share with Scrutiny in the future.
· Other steps being taken to improve levels, which impact across the council. 

· Counselling sessions have been introduced and developed and are proving helpful

· Increasing capacity in Occupational Health Section.
· Requested detailed analysis of short and long term absences against different characteristics such as age and length of service to try and identify any causal links

· The Flu Vaccination programme for staff was carried out again this year in November
· Building on SAP work to increase reliability and timeliness of information.
· Home working was also discussed and it was noted that sickness levels were significantly lower due to the flexible way of working.
3.6. Chief Executive’s
· This topic was considered as the Authority appointed a new Chief Exec and her commitments meant that she was unable to attend a Scrutiny meeting to discuss absence. Also it was probably too early to discuss the issue in some depth until she becomes familiar with directorate procedures. 
· However discussions within the Senior Management Team have highlighted the importance of Attendance management, the need to address poor attendance and to fully implement the AMP. 
· Capella reporting is becoming more available and meaningful for line managers. Senior managers are looking for any trends or causes of absence and will implement actions as appropriate.
· It is also important to note that because Scrutiny Support is a division of Chief Execs, the team are more aware of what is happening than in other directorates.

3.7. Urban Vision.

Bill Taylor, Managing Director Urban Vision, attended the meeting to discuss how Urban Vision (UV) has managed to drastically improve attendance figures since the creation of the Joint Venture Company.

· The overarching reason, in Bill’s opinion, was securing ownership of attendance management. Previously in Development Services Directorate this was seen to be the responsibility of the outstationed HR team. Now the organisation is operated on a commercial basis, managers can clearly see how staff absence affects the bottom line and are more willing to take responsibility themselves.

· Each month SAP statistics, (which Bill is confident of), are presented, along with other information, in a HR report, which is divided into business units. These reports identify “hotspots” for any further action, and it becomes apparent if managers fail to follow procedures or carry out actions as prescribed by the AMP, this reinforces with managers the need to take action.

· UV has also worked hard to change the office culture. The creation of UV has excited people and many feel they are a part of something new, new offices, new furniture have also contributed, as well as other measures that have had motivational impact, not least of which is the creation of new career opportunities, to work with new clients or to be involved in different types of work. 
· Also UV is not constrained by budgets and managers can use income from the additional work gained in creative ways, 
· “Managers manage the business rather than budgets.”
· Members were very pleased with work done in UV in reducing absence and feel that ownership by managers is the key, though helped by changes in culture and environment, the HR report was regarded as an excellent tool for managers and they saw no reason why it should not be shared with other directorates as an example of best practice. 

3.8. SAP

Alan Westwood also attended to bring members up to speed with the improvements made so far and those planned for the SAP system.
· Work schedules should be set up in SAP by the end of April 2006. 

· System problems caused by multiple employments should be resolved when the new SAP release goes live in June 2006.

· Consistency in reporting should be improved with the updated online forms available in April.

· The increasing use of Cappella reports for line managers, which includes sickness absence information from SAP, should help improve attendance management, because managers can quickly check and correct information if necessary and take appropriate actions in accordance with the AMP. These reports are being improved in response to managers feedback and the roll out across the council should be complete by the end of May. 

· It is also anticipated that that in the future reports could be formatted to display electronic flags for action when AMP trigger points are reached.

· Currently HR staff are coordinating a personal data audit for all employees this data should be updated onto SAP during April/ May.

· Research and testing of SAP options is underway to enable the monitoring of the councils competency based appraisal system. This will also link to the Performance Management Framework.

3.9. Healthy Action initiatives.

· Details of the Flu vaccination programme for staff were shared with members though was not fully costed, nor were the benefits in terms of any reduced sickness clearly demonstrated, in fact absence statistics showed an  increase  in instances of infections colds and flu, though this was thought to be a consequence of more accurate recording. 
3.10. Healthy Walks Initiative
· In 2006 staff were offered pedometers to monitor activity and encourage them to walk more. 
· Also staff are encouraged to join in regular healthy walks from various venues across the City.

4. Alternate methods
Scrutiny Support looked into other methods used to reduce absence particularly in the public sector.

4.1. York

· Active Health Partners provided a scheme to adult services in York City Council
· Targeted at around 1000 staff with an avg. 28 days lost through sickness absence, this initiative was not supported by trade union.

· In the first instance absentees phoned a dedicated call centre open 24 hours a day, where trained nurses provided health advice over the phone. Days lost still increased but at a smaller rate than previous, short term sickness fell slightly there was also improved referrals to Occupational Health which became automatic for long term sickness.
· Arguably the benefits for York lay in improved up to the minute information, improved monitoring and better analysis of absences & trends. This trial was extended for additional 3 months, but we believe it is now discontinued, when Scrutiny sought information we were told it was “an internal matter”.
4.2. Tesco

Tesco introduced a pilot scheme removing payment for the first three days of any sickness absence; this was one of a basket of policies aimed at reducing sickness absence. The impact of the scheme impact is not yet fully reported.
4.3. Employee satisfaction survey.
· Within the City Council an employee satisfaction survey is used to gauge how happy and motivated staff are and if there are any particular issues that demand attention to improve the way staff feel about their employment.
· This will be carried out within this financial year. Work has begun to consider how to best and most economically progress it. Initial thoughts are that it will be developed in-house and will be carried out electronically allowing access via desktop PCs.
4.4. Budget pressures
· The Lead Member for Customer & Support Services who is also responsible for the City Council’s finances has, with the agreement of Directors, Cabinet and Lead Members, introduced a financial measure aimed at reducing days lost through sickness. Each directorate has had its budget reduced by an agreed amount that that they should save by controlling and reducing staff absences to an acceptable level. If they fail to achieve the targets then this will put the budget under more pressure than they would otherwise have had.
5. Organisational Comparisons
Desktop research of actions taken in other organisations revealed the following

5.1. Stockport council - in response to their attendance management problems they developed and piloted  initiatives promoting work life balance (WLB) these initiatives allow the employee to work in a more flexible way while continuing to achieve the corporate objectives. These initiatives are still awaiting evaluation.
5.2. Camden and Doncaster Councils and BT – introduced WLB measures to help combat problems with absence and employee retention. In consultation with Stockport, who approached them for advice, they concluded that it is not the number of WLB practices available that helps secure improvement but the effective consultation in the development and the management commitment in their operation. 
5.3. Salford is committed to and already has in place a number of well established “Family Friendly “ policies which support a balanced approach to working life and home life including;

· Flexi-time including the option of a 9 day fortnight 
· job share
· voluntary reduced working hours 
· term time working
· working from home, on an occasional and permanent  basis
· a comprehensive package of leave provisions including carers leave and the disability leave scheme.
5.4. Stockport, Sunderland and Cardiff have promoted health initiatives among the workforce to promote well being and help improve the general levels of fitness of staff and thus hopefully reduce the sickness levels though these have not been evaluated.
5.5. Salford has introduced numerous initiatives to improve the general health of staff as well as the local population.
· stop smoking activities 

· discount on the  Passport to Leisure

· discount for staff on local health & beauty care services
· healthy living information on website

· various initiatives in the community to improve the health of Salford citizens.

5.6. Sunderland City Council and Stockport stressed the need for accurate management information to help measure and manage the problem of absence. 
5.7. Salford has improved the quality of SAP information reduced the categories of sickness in line with national recommendations and removed the option to record sickness in a non helpful “other” category. SAP improvements outlined above have also refined statistics improving management confidence and the potential for useful analysis.
5.8. Improvements to occupational health (OH) including provision of counselling service have been mentioned in investigations, particularly with regard to improving long term absence.

5.9. In Salford additional resources have recently been provided to the occupational health service which is also supplemented by a counselling service introduced some years ago. Actions have also been taken to speed up referrals to the OH unit.

5.10. Cardiff, Sunderland, Leeds and Stockport  recognise the importance of a policy for managing sickness absence but underline that to be more effective the responsibility for daily management of sickness absence must lie with line managers rather than HR staff. 
5.11. Salford – through our investigations it is clear that the recently revised AMP conforms with accepted best practice in Local Government. however more must be done change the culture in Salford, to ensure that managers take on board the responsibility for implementation of the AMP consistently within and across directorates. The return to work interview when properly conducted has also been identified as an important tool to help reduce sickness absence, and needs to be consistently applied in Salford.
6. Academic research - What does it mean for Salford?
6.1. The cost of worker absence. 
A recent paper “Pay technology and the cost of worker absence” looked at empirical data from France. The article argues that in fact the true cost of worker absence is “almost nothing”. The CBI survey figures over state the cost of absence because they calculate the cost from a base line assumption that a zero absence level is attainable. Further more that because businesses operate in different ways absence has a bigger financial impact on some organisations and that the CBI ignores the costs incurred to reduce absenteeism.
In Salford absence targets are “reasonable” and we recognise that absences are an understandable part of working life. 

We don’t have an accurate figure for the cost of sickness, but we can appreciate that it impacts differently on different services. Where a service must be delivered in time e.g. home helps, refuse collection the cost of absence has a higher real financial impact resulting in failure to deliver a services overtime or agency staff payments. Other, more process type services e.g. benefits, accountancy are less affected, financially by absence, work can be shared among others or picked up on return.  
We don’t calculate the cost of sickness prevention perhaps we should?

 The city council also needs to be conscious of the time spent monitoring and reporting absence and, importantly the costs of developing and implementing initiatives aimed at reducing absence, when considering the potential benefits. 
6.2.  Europe
A paper looking at “Working Absence in Europe” found that high sickness in the Netherlands, Sweden, Norway and the UK occur for a number of reasons. 

· Absence reflects to some extent high labour force participation particularly of women and older people, which is a feature of the UK and of Nordic countries. 

· High sickness absence in the UK could be explained by its comparatively long working hours, encouraging flexible work arrangements and shorter working hours will impact on absence reduction.

· The lenient and generous public insurance schemes in The Netherlands, Sweden and Norway cause a significant incentive problem.

In Salford we are proud of our emphasis on social inclusion in the workforce and work hard to maintain it. We must be aware of the consequences this has on the workforce as the population ages and we may be expected to work beyond current retirement ages.

Long hours stress and increasing workloads do make people sick. However Single status and the European working time directive have impacted on the working hours staff are expected to work and we have developed a fairly comprehensive package of flexible working arrangements and “family friendly” policies. These are continually reviewed and updated to the mutual benefit of staff and the employer

6.3.  “Sickie Fiddlers”
There is a deal of evidence both empirical and anecdotal that points to staff pretending they are ill, in particular taking short term sick leave for family related reasons, a sports event, recovering from a hangover or shopping. The Employment Law Advisory Service claim that two thirds of companies think this problem is worse on a Monday while 23% think it worse on a Friday.
In Salford the reporting mechanisms and the implementation of the AMP guidelines means managers should have a pretty good idea if staff are suffering from “the long weekend syndrome” and can act accordingly. Also consistent with the findings of this report an analysis of Monday / Friday absence has been requested to add to the existing reporting framework.

As well as the AMP guidelines, the improvements to flexible working arrangements and the positive influences measures have on the culture of the organisation will also have an impact on this feature of worker absence.
7. Conclusions

7.1. The continued focus from Scrutiny has contributed to the current situation; the issue of attendance management has been brought to the fore.

7.2. It was generally recognised that the council has a very good policy, in line with best practice and the procedures are robust and facilitate the treatment of staff in a fair consistent and dignified manner.

7.3. However there is a lack of consistency in the application of the AMP across the council and even within directorates. All strategic directors and members agreed the key to improving the management of absences was to embed the AMP with line managers, convince them it is their role to manage sickness rather than ignore the problem or assume it will be picked up by someone else, usually to HR staff.
7.4. Strategic Directors have had to consider responses to Scrutiny questioning and have all identified areas to strengthen and progress, not least the full implementation of the AMP. 
7.5. This would suggests that we do not need to embark on a programme of drastic actions to tackle the issue of Attendance but there is a requirement to emphasise to managers the need to “own” and operate the AMP to help get the councils house in order.
7.6. It is understood recent figures have seen the council hit the performance indicator target for sickness absence. The evidence is still to be presented to Scrutiny, until this is done it is unclear ; 
· How Salford compares with other authorities and their direction of travel.
· Whether the headcount statistics reflect the BVPI improvements and how they compare with other authorities.
· Which areas have improved and why and whether this would have happened without the significant impact Urban Vision has had?

· Whether there is still a concern around the accurate recording of sickness absence.

8. Suggested recommendations for Attendance Management
8.1. Scrutiny will look to confirm with the SAP team that the milestones have been achieved according to action plan presented to Scrutiny in March.
8.2. Scrutiny feels that not enough is being done with the information collected and would like to know what is being done to specifically address the highest category of sickness or the more frequent causes of absence e.g. handling lifting training or measures to address symptoms of stress. 
8.3. Also Scrutiny would like to see evidence of  analysis of attendance information looking into trends by gender / age / sick entitlement / levels of pay length of service/ Monday - Friday analysis. This would help target measures to reduce absence. 
8.4. Scrutiny would like a report on the Occupational Health improvements the additional costs and evidence of the impact on sickness absence.
8.5. Scrutiny would like to see any future Initiatives with justification e.g. costing and benefits realised – there must be a measurable impact? 

8.6. Regular reports on absence must be considered at management team meetings on a similar basis to Urban Vision. Perhaps Capella could be used in this way reports should also include return to work interview statistics. 
8.7. Targets should be visible on the directorate Balanced Scorecards.

8.8. Scrutiny should review each directorate annually (or six monthly), they should be able to show progress on targets, improvements made and the resulting impact.
8.9. The Identification of the costs of sickness both direct & indirect costs would support the business case for the application of the AMP and help managers and directors focus on the importance and allow them to demonstrate this to staff.
8.10. Confirm with Childrens Services and Community Health & Social Care directorates that system in place from April to identify and report on absence clearly and with confidence.

8.11. Ensure consistent application of AMP – report on HR involvement expect decreased as managers increase. 
8.12. There should be a wider acknowledgment by senior managers showing appreciation for good attendance simple no cost measures such as an individual letter thanking  staff (C&SS do this).  Also look into others methods of reward & recognition.
8.13. Is AMP included in induction for all managers – staff?

8.14. Reality checks should be undertaken on the recorded information.

Members will recall the revised Attendance Management Policy and the Manager’s Guidelines that were launched in July 2005. The main improvements were as follows:

Reduction of trigger point for long-term sickness absence from 8 weeks to 4 weeks

Simplification of trigger points for short-term sickness absence to excess of 7 working days self-certified absence in 6 months or 3 or more absences in 6 months.

Greater clarity on the importance of maintaining regular contact with employees who are off sick

Production of management guidelines to accompany the Policy to provide advice on issues such as conducting return to work interviews, dealing with stress related illness etc.

We want to retain our staff, offer as much support as required to enable them to stay in work, and keep them fit and healthy. Therefore, the overall objective of the revised policy is that it should complement and work with the new Manager’s Guidelines, the Occupational Health Service, the physiotherapy service and the counselling service, to provide a well-rounded health and well being service to staff.  
Latest absence figures

The latest sickness absence figures reported to Scrutiny (October 2004 to September 2005) show a decrease in average days lost since the previous quarters figures from 10.4 to 8.8 average days. (Please note that these relate to headcount figures not FTE figures and as such will not relate directly to the BVPI definition)

The BVPI figures for quarter 2 also show an improvement from 13.5 to 11.89 average days lost.

Questions as asked of Strategic Directors
Attendance Management Policy (AMP) Framework 

Do you think the revised AMP framework is fit for your directorates purpose? 

Is the AMP framework incorporated into the directorate induction process? How do you ensure that managers are taking responsibility for absence management and are operating the AMP can you measure this? 

How do you know that staff understand the AMP framework 

How do you evidence that return to work interviews are taking place and that they are effective ? 

Are managers following guidelines with long term absence visits / contact etc? evidence? 

Provision of absence information 

Do you receive management information in a timely and relevant manner? 

Are they easily interpreted and helpful? 

How is it used? 

Would it be useful to you if regular external comparator information for your area of activity was routinely provided? 

Are managers using the Capella reporting system? 

From your previous presentation spot checks are carried out - do these back up recorded information or do they reveal inaccuracies in absence recording ? 

Operational aspects 

Are measures proving particularly effective with short or long term absence in your directorate? 

Is the AMP proving effective within particular work areas? Are there particular sections with peculiar problems? 

Are absence figs looked at to find if any common illnesses/incidences to particular sections or jobs - how are they actioned? Are there differences between part time / full time male / female or staff with longer service 

Does anyone calculate the cost of sickness, is this used to demonstrate importance to staff -are overtime cover/agency costs included
SAP action plan targets
Work schedules are completed -  
collected March 2006

attached to employees April 2006
Organisation structures  - 
established ensure correct structures are up to date and effectively managed

Multiple employments -
check progress with testing SAP release go live June 2006



Absence recording -
online form upgraded ready for use by managers April 2006?
Capella reporting -


complete roll out by May 2006 ?



Update on usage by managers obtain feedback as to use and ease of understanding / accuracy

Can it overcome issue of cost centre / workplace to improve relevance?

Personal data audit
- 

data entered April / May 2006?
HR reporting -
clear quarterly reports to Scrutiny PI and headcount and comparison information over time, with family groups AGMA and with other public / private sector bodies, where possible.
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