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Marking Criteria:
 We expect the learners to write minimum one well expressed point in three lines against each allocated mark. This means one needs to write 15 lines with 5 well expressed points to get high grades for a 5 marks question.
For high grades use examples and illustrations where appropriate. 
	1. i) CIPD report that major causes of absence is Back pain and other illnesses for manual workers and stress for non manual workers.

1.ii) Common short-term illnesses include: colds and flu; stomach upsets; headaches and migraines.
Common reasons for long erm absence include acute medical conditions, musculoskeletal injuries, stress, mental ill health, back pain.

1.iii) ALIDEIM stands for – Access the absence problem. Locate the absence problem. Identify and prioritise absence causes. Evaluate absence control methods.

1 iv) Attendance bonus is a bonus paid to employees who come to work regularly and do not miss work because of illness or other reasons.

1v)

1. Workplace Wellbeing relates to all aspects of working life, from the quality and safety of the physical environment, to how workers feel about their work, their working environment, the climate at work and work organisation. Well-being is a key factor in determining an organisation's long-term effectiveness. 
2. Steps to consider in implementing a programme:
3. Conduct an organsational assessment. – look at reasons for absence and duration  include the cost in lost days .e.g. production
4. Obtain management support – without management support the programme will fail and be possibly seen as flavor of the month by employees.
5. Obtain employee input.- what would they look for and engage with
6. Obtain external support – speak to providers, what works.
7. Develop goals and objectives – what’s the purpose ad how do we measure success 
8. Select incentives.- what is considered a best fit for the organisation and the employee

2. Managers can control absence problems starting with ensuring there’s a clear policy in place, that it’s easy to understand and not open to varying interpretations.  
The policy should outline details such as when an employee is entitled to be absent from the workplace, at what time the employee must inform their line manager that they are absent, and where employees should go for support.
 The manager needs to act on day one checking the facts surrounding the absence and address any resulting workload issues to ensure business continues. Highlight the services available to support the employee such as health insurance policies, company doctor services or an employee assistance programme.  The managers need to be fully supported and have the relevant training to ensure they keep within the employment legal framework, such as the Disability and Discrimination Act, (DDA), Medical Reports Act and GDPR
Set long term sickness trigger points . For example fifteen days ( 3 weeks) of
absence is nearly twice the national average and this could be the trigger point for LTS. A system that highlights an employee who is absent for 15 days will
ensure that the organisation is supporting the employee, their family, and
facilitating return to work.
Discussions should focus positively on when the employee is likely to return.  If the case is serious, occupational health professionals can be utilised to give an independent medical opinion. He manager could also request access to individual medlcal records, ensuring questions for GP or consultant relate to current absence only. Managers can base their business decisions on this information and take it into account if the DDA applies.
Trends often emerge among absent employees. Working practices, times of opening and commercial deadlines can all play a part, rather than illness itself. Ensuring the manager records reasons for absence will identify trends in the workplace to help avoid future absentee cases. Managers need to maintain appropriately detailed, accurate, and up-to-date absence records for their staff, (e.g., date, nature of illness/reason for absence, the expected return to work date, doctor’s certification if necessary), and identify any patterns or trends of absences which cause concern. 
Managers need to be the first point of contact when an employee phones in sick, conduct return-to-work interviews and implement disciplinary procedures where necessary. Look to change employee behavior through wellness programs, Help employees return to work and reduce workplace stress. 
Integrating health services is the key to providing the best and fastest support to the employee, resulting in an early return to work. Services can include compensation and benefits, health and safety, and HR. Often, these services overlap, leading to duplication so clear line of responsibility and accountability or single point of contact are imperative. 
3. [bookmark: _GoBack]Considering disciplinary action for sickness absence –
There are generally two types of sickness absence – persistent bouts of short term absence, and long term absence attributable to serious illness or disease. Employers need to recognise the distinction between the two and treat them differently. This is because, ultimately, a tribunal would expect different procedures to have been exhausted by employers in these differing situations, should a claim for unfair dismissal be made.
In general, persistent bouts of short term absence can be dealt with as a conduct issue – those absences that are never really linked to anything in particular but occur frequently. It’s a common occurrence in most workplaces: the staff member who has a couple of days off with complaints of a bad cold; a day off with backache the following month; 3 days off with an ear infection a few weeks later. Although it may not be apparent to the employee at the time, their absence leads to disruption in the workplace that takes time and effort to manage. High levels of disruption and uncertainty caused by ad hoc sickness absence cannot be tolerated by employers, and the situation must be addressed.
Where absences are reaching an unacceptable level, or are hitting a trigger point that is pre-determined by an employer which means that the situation needs to be looked at, it’s important to firstly question the employee to ascertain if there is an underlying condition connecting the absences. If there is, then further investigation is required into the employee’s health, including independent medical reports, to obtain a prognosis and medical opinion on how any barriers to the employee’s proper performance of the job may be overcome. Specific attention needs to be paid if it is established that the employee has a disability. It is not appropriate to deal with this absence as a conduct issue.
If there is no link underpinning the absences, then a conduct/disciplinary procedure could probably be used as a way to deal with the issue. This is because the persistent absences are likely to be a breach of company rules and can be dealt with in the same way as other breaches. Dismissal is extremely unlikely to be a fair sanction for the first time the employee is put through a formal procedure, therefore a series of warnings is most likely to be required before dismissal.
From an employment la perspective employees with at least two years' continuous employment with the same employer are entitled to the statutory right not to be unfairly dismissed. In addition, employees whose sickness absence is disability-related, either in full or in part, are entitled to protection against disability discrimination under the Equality Act, irrespective of their length of service. 
There needs to be ongoing consultation between the employer and the employee throughout their period(s) of sickness absence and up to and including the consideration of their dismissal. This includes: 
Consideration of the current medical evidence and the employee's prognosis, including the employee's own opinion of their medical condition (e.g. have there been any changes in circumstance since the most recent expert medical evidence was obtained?) 
Consideration of any steps that can be taken to enable the employee to return to work and/or avoid further sickness absence, including the possible implementation of reasonable adjustments. Irrespective of whether the employee is in fact disabled., if an adjustment is reasonable and would help improve the employee's attendance. Where appropriate and available, the consideration of alternative duties. 
Evidence of suitable periodic warnings from the manager about the potential consequences, including the possibility of dismissal, should the employee's level of sickness absence remain unsustainable. 
The business needs to obtain up-to-date medical evidence about the employee's current condition and prognosis at appropriate intervals, including whether the employee should be regarded as disabled. 
Where dismissal becomes a possibility, evidence the proactive and timely consideration by the employer of alternatives to dismissal, e.g. altering existing work patterns or transferring an employee to a suitable alternative role, and Where appropriate, the consideration by the employer of any ill health retirement entitlement or other relevant benefits.
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