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Susan Dennehy: Hello and welcome to XpertHR Weekly with me, Susan 

Dennehy. I am joined this week by Jo Jacobs, pay and 

benefits practice editor. This week we will be 

discussing the findings of the recent XpertHR Sick Pay 

Scheme Survey 2015. This survey was carried out in 

June. Good morning Jo. 

Jo Jacobs: Good morning Susan. 

Susan Dennehy: Can you tell us about the scheme? Can you set the 

scene for us? What are employers doing when it comes 

to occupational sick pay? [0:00:31.0] 

Jo Jacobs: We surveyed 539 organisations in both the private and 

public sectors and we found that three quarters of our 

respondents offer occupational sick pay schemes that 

are more generous than statutory sick pay to all 

employees, and the current rate of statutory sick pay is 

£88.45 a week. 

Susan Dennehy: So how many organisations pay just statutory sick pay? 

[0:00:50.6] 

Jo Jacobs: Well, only 6.5% of the organisations surveyed offer 

employees just statutory sick pay and none of these 

are in the public sector, and the remaining fifth of 

respondent organisations offer some employees a sick 

pay scheme that’s more generous than statutory sick 

pay, but not all employees. 

Susan Dennehy: So most organisations, as you say three-quarters, are 

operating an operational sick pay scheme for all 

employees, but how long do employees typically have 

to be employed before they become entitled to their 

organisation’s occupational sick pay benefits? 

[0:01:17.9] 

Jo Jacobs: Well, XpertHR’s research found roughly one third of 

organisations pay employees occupational sick pay 

from their first day of employment. Roughly another 

third pay after six months and three months is also a 

common qualifying period, stipulated by 20% of 

organisations. 
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Susan Dennehy: And what are organisations doing when it comes to the 

amount of sick pay offered? Does it increase as the 

employee’s length of service increases? [0:01:39.0] 

Jo Jacobs: Yes, it usually does. That’s the case in almost two 

thirds of organisations that offer occupational sick pay. 

And the remaining third offer employees the same sick 

pay benefits as each other, regardless of their length of 

service. 

Susan Dennehy: So let’s say an employee’s been working for an 

organisation for a year, what are they likely to receive 

in terms of pay if they go off sick? [0:01:57.4] 

Jo Jacobs: Well, most of our respondents gave us details of their 

policies and of those, almost nine organisations in ten 

provide full pay for a set period of time. Our research 

found that three quarters of these organisations offer 

full pay for a period of eight weeks or less, and when 

we delve further we find that we’ve got around a 

quarter of those respondents offering less than four 

weeks pay, and almost another quarter offering four 

weeks pay exactly. 

 When we look at the organisations that pay full pay for 

longer, just over one in ten offer three months full pay. 

Again the public sector’s more generous than the 

private sector, with almost half of public sector 

organisations offering between four and nine weeks of 

full pay. 

Susan Dennehy: And what are employers typically doing when that time 

period (like you say, four weeks, three months, six 

months) expires? Say, for instance, an employee has 

reached their three months? [0:02:43.9] 

Jo Jacobs: Well, almost half of these organisations do go on to 

offer employees reduced pay for a set period, so that 

could be something like four weeks full pay followed by 

four weeks half pay. Other employees may revert to 

statutory sick pay once the occupational sick pay is 

exhausted. 

Susan Dennehy: And what about the employees who don’t get any full 

pay as part of their occupational sick pay scheme? 

[0:03:01.9] 

Jo Jacobs: Almost one in ten respondent organisations will wait 

until the employee has worked for the organisation for 

at least two years before they offer occupational sick 
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pay, with some of these only offering sick pay after four 

or five years’ service.  

Then there’s a tiny number of organisations who, rather 

than offering any full pay, provide a percentage of pay, 

such as half pay or 75% pay, for a set period. 

Susan Dennehy: And can you just remind us how long an employee has 

to wait before they’re entitled to statutory sick pay? 

[0:03:28.4] 

Jo Jacobs: Statutory sick pay applies when the employee has 

been off work sick for four or more days. 

Susan Dennehy: And how long do they typically have to wait for 

occupational sick pay? [0:03:36.9] 

Jo Jacobs: Well, employees under occupational sick pay schemes 

tend to be advantaged by the fact that nearly nine in 

ten organisations pay occupational sick pay from their 

first day of absence. 

Susan Dennehy: So that’s a big advantage over statutory sick pay, but 

as occupational sick pay is usually discretionary, what 

factors does your survey reveal influenced an 

organisation when it comes to exercising a discretion to 

withhold sick pay? [0:03:58.8] 

Jo Jacobs: Organisations have given us many reasons for 

withholding employees’ occupational sick pay. There’s 

the additional complication that some decisions are 

down to line manager discretion, rather than always 

sticking to a company-wide policy. 

 Overall, the main reasons for withholding sick pay are 

down to behaviour. Almost three quarters of 

organisations will withhold pay for the employee’s 

failure to comply with notification requirements and half 

will withhold pay if the employee has given false or 

misleading information concerning their reason for 

absence. 

Susan Dennehy: So with the notification requirements that you 

mentioned there, what do organisations say regarding 

when employees should notify them that they’re going 

to be off sick? [0:04:33.4] 

Jo Jacobs: Well over half of the organisations require a notification 

before an employee’s start time or the start of their 

shift, and a third of them allow employees to inform 
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them within a set time after the start of their working 

day or shift. 

 Generally, organisations want to know that a member 

of staff is not coming to work by 10am on the day of 

absence, or at the latest within an hour of their start 

time. 

Susan Dennehy: And what about an employee once they’re off sick? Is it 

the case that they have to phone in every day? 

[0:04:57.8] 

Jo Jacobs: Yes, it is for over a third of employees. But there is a 

fair amount of variation in this area with some 

organisations wanting contact every few days and 

some wanting contact every day until a fit note is 

provided. And again, in some cases it’s down to the line 

manager to decide. 

Susan Dennehy: And you mentioned there about evidence. What 

evidence do employees need to provide their 

organisation? Is it the same required for sick pay or is it 

something different? [0:05:21.7 

Jo Jacobs: Almost all of our respondents follow the same evidence 

rules as those for statutory sick pay, yeah. 

Susan Dennehy: And do organisations change their sick pay policies or 

the rate they offer very often or do they tend to be more 

static? [0:05:32.1] 

Jo Jacobs: No, only 13% of organisations made changes to their 

occupational sick pay rates or policies during the past 

twelve months and only a fifth plan to make changes 

over the next twelve months. 

Susan Dennehy: And what type of things have organisations done or 

what do they plan to do? 

Jo Jacobs: Well as you mentioned earlier, there are several areas 

where sick pay decisions may come down to the line 

manager’s discretion. So we are seeing some 

organisations formalising their policies in a bid to avoid 

inconsistencies within the organisation. 

 Organisations also mention they may review current 

trigger points or change their policies so they only pay 

occupational sick pay once an employee has passed 

probation, for example. 
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Susan Dennehy: Well your research provides a thorough analysis of the 

sick pay on offer and the conditions connected to 

payments but Jo, did you get any real sense of what 

organisations actually think about occupational sick pay 

policies and whether or not they actually do benefit the 

organisation? [0:06:20.0] 

Jo Jacobs: Yeah, we found that overall organisations are content 

that their sick pay policy does help reduce sickness 

absence at their organisation, with approximately two 

thirds of organisations agreeing with that statement. 

 Respondents were, however, divided on whether or not 

their organisation monitors the cost of sickness 

absence effectively, as 55% agree with the statement, 

while 45% disagree. So there’s no clear consensus on 

that issue. 

Susan Dennehy: And did anything else of interest come to light when 

you analysed the individual organisations’ sick pay 

policies? [0:06:47.8] 

Jo Jacobs: Yes, it was interesting to see how different the sick pay 

policies can be at various organisations. In terms of the 

language used and in the actual procedures in place, 

some sick pay policies came across as quite 

sympathetic while others took a harder line, for 

instance reminding employees of the impact a sick 

leave will have on others and the cost involved for the 

company when employees are off ill. 

Susan Dennehy: And did you notice anything else? How about line 

managers and how they’re treating sickness? 

[0:07:12.3] 

Jo Jacobs: As we touched on earlier, the power of line manager 

discretion really stood out. 

 There were also varying attitudes towards different 

medical procedures such as IVF or laser eye surgery. 

These treatments were by no means a given in terms 

of receiving occupational sick pay, sometimes being 

termed as a lifestyle choice and again, down to line 

manager discretion. 

Susan Dennehy: Thank you very much for that, Jo. You can read the full 

results of the Occupational Sick Pay Scheme Survey 

2015 on XpertHR and see the full data on 

benchmarking. 
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 That brings us to the end of this week’s XpertHR 

Weekly which you’ve been listening to with me, Susan 

Dennehy. We’re back again next Friday but until then, 

it’s goodbye from us. 

 


