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Assessment 

1
i. The common causes of absence according to the CIPD report are minor illness which include back pain for manual workers and stress for non-manual workers.

ii. Examples of short term absence of employees are back pain, coughs & colds, sickness & diarrhea and injures caused at work. Some examples of long term absence of employees are serious musculosketal injuries including shoulder or knee injuries, depression, cancer and heart conditions.

iii. The term ALIDEIM stands for Assess, Locate, Identify, Evaluate, Design, Implement and Monitor the absence.

iv. Attendance bonus is an extra amount of money paid to an employee if the number of days absent from work is less than the number stated in the agreement. 

v. Measures that can be taken for promoting health and wellbeing of employees within the organization are that employers can carry out pre-employment screening for any potential health problems, they can also be screened for potential hazards in the workplace including working with computers and work stations.  These could include eye tests and ergonomic aids for their workstations.  Employees can also be encouraged to live a healthier lifestyle for example stopping smoking and exercising with some organizations offering onsite exercise classes, canteens offering healthy food or even employers paying for gym membership.  Also if the employees are suffering from a long term absence then occupational health professionals including physiotherapists and councilors are available to support them. An employer could also offer flexible working if possible for a phased return to work from a long term absence as well.

2.  Managers can try and control absence problems in an organization by firstly working with the employee and not against them.  Line Managers need to play a key role in making absence procedures work and helping to reduce absence levels.  To start with absent notification procedures need to be set up specifying that the employee needs to speak directly to their line manager when calling in sick.  An in depth understanding of the cause of their absence also needs to be known  to help employers develop better absence management methods relevant to the company making sure that contact is kept up with the employee whilst off to hopefully reduce the length of the absence and demonstrate that the company does actually care about their employees.  And finally a return to work interview is conducted to welcome them back and bring them up to speed with recent events and check they are well enough to return to their normal duties and offer any further support if needed, whilst making sure that they know they were missed when off and that their attendance is a high priority in the organisation and reviewing the employees absence record.

[bookmark: _GoBack]3. The points that must be considered when taking disciplinary action against an employee due to absence are that it is necessary to inform the employee that they may be dismissed if they do not return to work and to consult with them ahead of time to establish whether a return to work is foreseeable or even feasible.   It is also necessary to act on whatever medical advice is available and it is normally considered reasonable to refrain from dismissing a sick employee for at least six months, more often in larger companies with the exception if the employee’s role is specialised or of a senior position.  However NO dismissal should happen if the employee falls under the definition of ‘disabled’ as set out in the Disability Discrimination Act 1995. In these type of cases an employee should be dismissed once the employer is wholly satisfied that no reasonable adjustments could be made to accommodate the needs of the sick employee so as to allow them to return to work.  It is also necessary to treat all employees in the same way and taking disciplinary action in the form of issuing a formal warning is credible and quite often very successful. 
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