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RECOMMENDATION 
 

That the committee provides its comments and observations on the report. 
 
Summary 
 

The report sets out details of the work that is being undertaken to improve 
Employee Health and Wellbeing, thereby reducing sickness absence and 
improving productivity.  
 
The significant issues in the report are: 
 

• A business case will be in place by the end of the Autumn which will 
focus on achieving benefits related to improving productivity, employee 
engagement and reducing expenditure on sickness absence.   

 
 
Policy 
 
1. Improving Employee Health and Wellbeing is a key feature of the 

Council’s People Strategy.  
 
Consultation 
 
2. Internal 

 

 



The Trade Unions have been advised of the contents of this report and 
their views are: TO FOLLOW AFTER MEETING ON 12TH AUGUST, 

 
3. External 
 

Not applicable to this report 
 
Context 
 

4. The Council is facing a period of significant organisational change. It is 
well documented that “change” effects employees in different ways and 
in some cases it can have an adverse effect on employee health and 
well being and lead to sickness absence. For example, “change” is 
recognised in the HSE stress management standard as a potential 
negative factor in employee wellbeing.  At the same time, the 
Government has commissioned an independent review, jointly chaired 
by David Frost, Director General of the British Chambers of Commerce 
and Dame Carol Black, National Director for Health and Work, which will 
explore radical new ways on how the current system can be changed to 
help more people stay in work and reduce costs. It is anticipated that 
their findings and recommendations will be published in October. 

 

5. Within the Council, the sickness absence rate was 8.9 days per 
employee as at 30th June 2011.  This is above the BCC target for 
2011/12 of 8 days per employee. It is important to highlight that there 
have been improvements in areas such as Health and Social Care and 
Children and Young People’s Services. This information highlights that 
there is still much work that needs to be done to reduce sickness 
absence rates. 

 

6.  All the research and best practice highlights that employers should 
invest in health promotion and employee wellbeing as this prevents 
sickness absence and thereby improves productivity and employee 
engagement.  In contrast, the Council has tended to tackle absence by 
focusing interventions at the point when an employee is absent.  The 
Council has started work on health promotion through the work of the 
Health at Work Task Group promoting initiatives linked to physical 
activities and smoking cessation etc but we have now reached a point 
where a more coherent strategy is required.  To deliver a strategy, three 
pieces of work have been commissioned:- 

i) A survey of the Council’s workforce which identifies the underlying 
health of the workforce. The outcomes of this will be used to 

 



shape the design of occupational health services and health 
promotion.  This will provide important baseline data on the health 
of the workforce. 

ii) Identifying the full costs of sickness absence to the organisation.  
iii) Reviewing the services that the occupational health and 

counselling service provides, including their cost. This will help in 
shaping the future configuration of services. 

7. The outcomes of this work will lead to a business case being developed.  
The business case will focus on achieving benefits related to improving 
productivity, employee engagement and reducing expenditure on 
sickness absence.  It is important to highlight that some of this work may   
lead to proposals to deliver existing in house services in a different way 
and this could include commissioning services through a procurement 
process e.g. an Employee Assistance Programme.  Any proposals to 
commission services will require appropriate approvals from the 
Executive and further consultation with stakeholders before any decision 
is taken.  

 
Proposal 
 
8. That the committee provide their comments and observations  
 
Other Options Considered 
 
9. Not applicable to this report 
 
Risk Assessment 
 
10. This report seeks the views of the committee on the work that is being 

undertaken and consequently no risk assessment has been completed.  
 
Public Sector Equality Duties 
 
8a) Before making a decision, section 149 Equality Act 2010 requires that 

each decision-maker considers the need to promote equality for 
persons with the following “protected characteristics”: age, disability, 
gender reassignment, pregnancy and maternity, race, religion or belief, 
sex, sexual orientation. Each decision-maker must, therefore, have due 
regard to the need to: 

 
i) Eliminate discrimination, harassment, victimisation and any other 

conduct prohibited under the Equality Act 2010. 
 
ii)  Advance equality of opportunity between persons who share a 

relevant protected characteristic and those who do not share it. This 
involves having due regard, in particular, to the need to -- 

 



 
- remove or minimise disadvantage suffered by persons who share 

a relevant protected characteristic; 
 
- take steps to meet the needs of persons who share a relevant 

protected characteristic that are different from the needs of people 
who do not share it (in relation to disabled people, this includes, in 
particular, steps to take account of disabled persons' disabilities); 

 
- encourage persons who share a protected characteristic to 

participate in public life or in any other activity in which 
participation by such persons is disproportionately low. 

 
iii) Foster good relations between persons who share a relevant 

protected characteristic and those who do not share it. This involves 
having due regard, in particular, to the need to – 

- tackle prejudice; and 
- promote understanding. 

 
8b)  An Equalities Impact Assessment has not been conducted in respect of 

this report.  However, any proposals that may lead to organisational 
change will be subject to a comprehensive assessment. 

 
Legal and Resource Implications 
 

Legal 
 
None sought 
 
 
 
Financial 
(a) Revenue 
 
None sought 
 
(b) Capital 
 
Land 
 
Not applicable 
 
Personnel 
 
None arising from this report. 
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