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FEDERATION OF WELSH ANGLERS 

SICKNESS ABSENCE POLICY
INTRODUCTION

This Policy sets out the Federation of Welsh Anglers (FWA’s) approach in the event that an employee suffers from sickness and is absent from work due to such sickness.  

The aim is to ensure that the FWA meets its statutory obligations in relation to pay and conditions and set out procedures enabling statutory obligations to be met.  Such procedures will also enable the FWA to identify trends in sickness absence across the organisation, and sets out an approach to deal with any matters arising in relation to individuals.

PROCEDURE 

Absences from work due to medical incapacity must be reported as early as possible to the Line Manager and in any event, before 10:00 a.m. on the first full day of incapacity or absence.  You should advise your manager of the general nature of your illness, when your illness started and its likely duration, if known.

If your absence due to illness exceeds seven days (including weekends), you must obtain a doctor’s certificate and send it to your manager.  When you return to work you must complete a self certification form, even if your absence has been certified by a doctor. All absences for illness must be reported to the Line Manager using the self certification form.  It is the Line Managers responsibility to notify payroll  of sickness absence and to keep appropriate records.

SICKNESS ABSENCE PAYMENTS

Subject to compliance with the notification and certification requirements set out above, employees will be eligible to receive Statutory Sick Pay (SSP) in accordance with the regulations as follows:  

In order to qualify for SSP a spell of four or more continuous days of sickness must be formed.  This period is called a "Period of Incapacity for Work" (PIW).  However, during the period, SSP can only be paid in respect of "Qualifying Days".  Your qualifying days are Monday - Friday.  SSP is not payable for the first three Qualifying Days in a PIW - these days are called "Waiting Days".  Accordingly, SSP is not payable until the fourth "Qualifying Day" in the PIW unless you had "Qualifying Days" in a previous spell of sickness not more than 57 days beforehand.  SSP is payable for a maximum of 26 weeks.

In addition, employees who are entitled to Occupational Sick Pay (OSP) as set out in their contract of employment qualify for additional payment during sickness absence as set out below.

OSP provides that an employee’s pay will be made up to the level equivalent to full or half pay, (inclusive of any SSP entitlement) for the following periods:

	Continuous Service
	Maximum period of OSP during a 12 month period 

	Less than 1 year
	No Occupational Sick Pay (employees are entitled to SSP subject to compliance with regulations)

	At least 1 year and less than 2 years
	5 working days at full pay (SSP thereafter)

	At least 2 years and less than 3 years
	10 working days at full pay (SSP thereafter)

	At least 3 years and less than 4 years
	15 working days at full pay (SSP thereafter)

	At least 4 years and less than 5 years
	20 working days at full pay (SSP thereafter)

	At least 5 years and less than 6 years
	25 working days at full pay followed by 25 working days at half pay (SSP thereafter)

	6 years service or more


	30 working days at full pay followed by 30 working days at half pay (SSP thereafter)


Certain employees have entitlements in excess of the policy stated above and if this applies, there will be a statement to this effect in their contract of employment or other document held on the individual’s personnel file.

FREQUENT SICKNESS ABSENCE

Attendance at work is a management issue.  If an employee accumulates more than ten working days’ sickness absence during any period of twelve months, made up of short, frequent periods of absence, he or she may be required to give a fuller explanation of the reason for their absence.

The purpose of this investigation will be to try and ascertain the nature and causes of absence.  The investigation and interview with the employee may reveal that the matter is a conduct issue, an issue concerning morale or symptomatic of a serious medical condition. The outcome of the investigation will be where appropriate, to jointly identify means to improve health and attendance.

In managing attendance, the FWA may require an employee to attend for a medical examination at the FWA’s expense.  Where the examination reveals that there is an underlying medical condition, the FWA will take all reasonable steps to obtain further medical advice including, if appropriate, the opinion of a specialist medical practitioner.  In such circumstances, the Ill Health policy applies as set out below.  Where there is no underlying medical condition the FWA reserves the right to invoke the disciplinary procedure which may result in termination of employment with due notice on the grounds of misconduct, where there is no reasonable prospect of the employee’s attendance improving.

ILL HEALTH

The FWA recognises that poor attendance or performance may be as a result of a genuine medical condition.  A medical condition may be aggravated by the nature of the work undertaken, or may result in a risk to the health and safety of the employee or colleagues.  Where there is such a medical condition, disciplinary action is inappropriate, as the employee is not able to improve by his or her own efforts.  

In such circumstances, the FWA will investigate the matter fully in the light of medical evidence.  You may be required to attend a medical examination by a doctor or specialist designated by the FWA.  You will be entitled to put forward any medical reports from your own GP or specialist.

The FWA will make every effort to consult with the employee at all stages of an investigation in cases of serious illness and in endeavoring to maintain employment will consider:

· the impact of the illness on the nature of the work the employee is employed to do;

· whether any suitable alternative work exists;

· whether the work can be carried out with reasonable adjustments.

Each case of serious ill health absence will be assessed on its own merits and will take account of the employee's length of service, the nature of their work, the likely duration of absence and any likely impact on the employee’s ability to work in the future.  Regrettably, if there is no reasonable prospect of the employee returning to work in the foreseeable future or achieving an acceptable level of performance, the organisation may have no alternative but to dismiss with notice on the grounds of incapability (ill health).
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