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1. Purpose of Report 

1.1 To inform Governance Committee of proposed changes to the Leave of Absence 
Policy.  

2. Decision(s) recommended 

2.1 To approve the attached Leave of Absence Policy.  

3. Matters for Consideration 

3.1 The implementation of Smarter Ways of Working principles, which are integrated within 
the Council plan, and the introduction of hybrid working arrangements have prompted 
a review of the HR policy suite.   

3.2 The Leave of Absence Policy was last reviewed in 2020. As part of this review, the 
policy has been updated to incorporate how working in a hybrid way can offer more 
flexibility to employees, subject to service needs.   

3.3 The policy also includes updates that build on the Council’s Employee Wellbeing offer, 
one of the Council’s key business priorities, by reference and signposting to new 
guidance that has been developed to: 



 support employees who experience pregnancy loss.  The new guidance, 
created in line with advice of the Miscarriage Association, explains the rights of 
employees and details the support available to them if they face pregnancy 
loss, including stillbirth, miscarriage or a termination for medical reasons.     
The guidance also offers practical advice for line managers on how to support 
the employee and things to consider. 

 set out information on the leave provisions and support available for employees 
who are, or wish to become, Foster Carers. The new ‘Fostering Friendly 
Guidance for Employee Foster Carers’ is part of a wider Council initiative to 
become a ‘Foster Friendly Employer’. 

3.4 Other key changes to the policy are: 

 A new section has been included to explain time off for election duties as the policy 
was currently silent on this matter, whilst allowing flexibility for the various types of 
election as arrangements for payment and time off vary. 

 More information has been added to the time off for religious observance section to 
aid better consistency in handling requests for time off, subject to the needs of the 
service area in question.  Reference and signposting is also made to the new 
Equality & Diversity resource available to raise awareness of the different cultures 
and religious festivals celebrated.  

 Organ donation has been added to the section on blood donation. 

 Time off for volunteering is now referenced in a new section, but acknowledges that 
requests should be made in advance and will be accommodated if possible, subject 
to the needs of the service area in question. An Employee Volunteering policy was 
in the early stages of development pre-Covid and will be picked up again later in 
2022 which will clarify the Council’s position on volunteering. 

 

4. What options have been considered and what is the evidence telling us about 
them? 

4.1 The inclusion to offer paid leave to employee foster carers reflects the Council’s 
commitment as a Foster Friendly employer. There is currently no reference to foster 
carers in the current Carers’ policy or any other HR policy, which had been raised by 
the trade unions and can create an inconsistent approach by managers.  

4.2 The inclusion of referencing time off for pregnancy loss by signposting to the new 
guidance, reflects the Council’s ‘family friendly’ status and shows how we will support 
any employee with the same level of compassion in such tragic circumstances. There 
is currently little mention of stillbirth or miscarriage in HR policies, other than a 
paragraph in the maternity policy. By referring to the separate guidance, it can formalise 
existing practice and ensure there is consistency when this sadly occurs. It can help 
make miscarriage, ectopic pregnancy and stillbirth less taboo as a subject and ensure 
people feel more able to ask for support. 

4.3 The current policy also did not reference time off for election duties which had generated 
queries to Human Resources, inclusion in the policy allows for a more consistent 
approach for managing officer time and the needs for business continuity.  



5. Reasons for recommending preferred option 

5.1 A review of the policy was agreed with the trade unions and they welcomed the changes 
proposed. The policy now better aligns to other policy changes that have since been 
developed and approved, for example the new Employee Foster Carer guidance and 
Pregnancy Loss guidance. 

5.2 These proactive policy changes are more inclusive and supportive of employees. Such 
an approach is likely to assist with retention and attrition issues in these challenging 
times as employees continue to juggle work and home commitments post-pandemic. 

5.3     To ensure we are operating in an equitable way and ensure our practices and policies 
support the Council as an ‘employer of choice’ and a ‘Foster Friendly’ employer. 

6. Implications and Considerations 

6.1 State how the proposals in this report contribute to the priorities in the Council Plan: 

Priority: Contribution: 

Promote employee wellbeing The policy embeds the Council’s strategic 
approach to wellbeing and signposts to the 
tools and guidance to support employees as 
part of the Employee Wellbeing Offer. The 
changes recognise the importance of the 
wellbeing of employee foster carers and 
those employees suffering a pregnancy 
loss.  

Improving outcomes for children and young 
people in Solihull. 

 

Signposting to the new Employee Foster 
Carer’s guidance and detailing time off to 
support foster carers can help to encourage 
a greater take up amongst employees. 
Assists with the Council achieving ‘Foster 
Friendly’ employer status, which can then 
be rolled out to other local businesses as 
best practice.  

6.2 Consultation and Scrutiny: 

6.2.1 Consultation has taken place and feedback was invited from key stakeholders from 
across the Council including HR, Equality & Diversity, Workforce Champions and the 
Head of Democratic Services.  

6.2.2 The policy was taken to Policy & Procedures for consultation with the Trade Unions 
where the changes were welcomed.   

6.2.3 The Assistant Directors Group and the Smarter and Wellbeing Board, with delegated 
authority of CLT, have endorsed the proposed changes. 

https://www.solihull.gov.uk/About-the-Council/The-Council-plan


6.3 Financial implications: 

6.3.1 There are no financial implications relating to the specific changes to the Leave of 
Absence Policy.     

6.3.2 It is noted that in terms of the new Employee Foster Carer Guidance the changes have 
a beneficial impact for those looking to take on foster carer responsibilities to make 
working and being a foster carer a bit easier to balance. Recruiting more employees to 
be foster carers can make savings for the Council as the average cost to support each 
child into external foster care is £17,100 per year.  

6.3.3 Although there are minimal financial implications as a result of offering between 5-8 
days paid leave in relation to foster carer duties, the take up is not likely to be high (there 
is currently only one foster carer employee within the Council) and the approach 
supports the Council’s wider commitment to recruiting more foster carers in the 
borough. 

6.4 Legal implications: 

6.4.1 The policy is in line with legal requirements and reduces the risk of any potential breach 
of the Equality Act 2010 by giving the manager more information and advice to support 
any request for time off for religious observance.  

6.4.2 The policy clarifies the different legal rights of employees and their partners for the 
different types of pregnancy loss. 

6.5 Risk implications, including Risk Appetite: 

6.5.1 Low risk. Failure to include how we treat requests for time off for foster carer duties 
and pregnancy loss can create inconsistency and be open to legal challenge. 

6.6 Equality implications: 

6.6.1 Due regard to equality is embedded in the Leave of Absence Policy and more 
information and signposting to time off for religious observance has been included for a 
more sensitive and consistent approach to managing requests.  

6.6.2 As a result of these changes there is likely to be no negative impact on any group of 
people covered under the Equality Act 2010. 

6.7 Linkages to our work with the West Midlands Combined Authority (WMCA), Local 
Enterprise Partnership or the Birmingham & Solihull Integrated Care System (ICS): 

6.7.1 N/A 

7.  List of appendices referred to 

7.1 N/A 

8. Background papers used to compile this report 

8.1 N/A 



9. List of other relevant documents 

9.1 Foster Friendly – Guidance for Employee Foster Carers 

9.2 Pregnancy loss guidance  

 


