Research Aim: Analyse completion rates of return to work interviews in the organisation and their impact on sickness absence trends.
Why does it matter? 
Sickness absence accounts for massive economical costs across organisations and the United Kingdom as a whole. Public Health England (2020) estimate that the total cost of sickness absence in the UK accounts for more than £100 billion per calendar year. 
Objective 1: Critically analyse the return to work process through theoretical and secondary research
Objective 2: Undertake primary research to evaluate the role of the manager in the return to work process
Objective 3: Investigate the link between the return to work completion rates on sickness and absence
Objective 4: Propose recommendations on how the return to work process can be improved to allow the organisation to effectively support their employees
What does the literature say?
· An employer should follow a return to work process to ensure that an employee is psychologically ready to return and understand whether any of the workplace environments or stakeholders needs to be addressed to support the return (Klevanger et al. 2021). 
· a return-to-work interview should be conducted as soon as possible and ideally on the first day the employee returns to the workplace (HR Specialist Solutions, 2021;  Bright HR, 2021).
· There is a number of legislation that can be more effectively addressed through return to work interviews including:
The Equality Act 2010: specifically the requirement for organisations to make reasonable adjustments particularly for those with disabilities (Peninsula Group, 2021).
The Health and Safety Executive (HSE): where incidents occur, the HSE will determine whether all risks have been assessed before determining level of sanction (Health and Safety Executive, 2023).  
Data collection methods
· A questionnaire posing questions to achieve both qualitative and quantitative data. 
· Due to the size of the organisation, the data collection was focused to the Hot Rolled Products Department which has a pool of 82 line managers
· Responses were only gathered from 18 line managers, which is a very small sample of the Tata Steel UK line management population and this must be taken into consideration when reviewing all findings and recommendations. 
Figure 1 outlines the return to work completion rates for November 2022 to March 2023, during this time, paper return to work forms were part of the standard process. Figure 2 outlines the return to work completion rates for April 2023 to August 2023, in April 2023 the digital return to work forms were introduced and the process changed. Figure 1 and Figure 2 show a clear decrease in return to work completion rates following the implementation of digital forms. However, the trend in Figure 1 clearly depicts that the completion rates were already decreasing prior to the digital forms. 
Figure 3 shows that the majority of line managers who participated in the questionnaire felt they were equipped with the skills and tools to effectively chair a return to work meeting. Although, this contradicts CIPD research where only a minority of organisations (38%) trained line managers in managing absence (Miller, 2017). The data is also questionable based on the lack of return to work training and resources available to line managers at Tata Steel UK. 
Figure 4 illustrates that the line managers who participated had at least some understanding of the impact and importance of the return to work process. However, the CIPD (2016) found that the number of organisations training their managers to deal with absence has decreased. It is essential that managers are aware of their role to play in the return to work process as many individuals returning to work may be suffering from stress and anxiety which could add further strain (Nielson and Yarker, 2023).
Figure 5 shows that with an exception of June, where the RTW form completion per month increases the sickness rate for the following month decreases. The graph could show a positive correlation between return to work completion and sickness absence however, over the 10 month period of data collection there are only 3 occasions where the completion of return to work forms increases and therefore it is difficult to determine that a true correlations exists.
Conclusions 
The necessity of return to work interviews not only lays within creating a positive and caring culture but also to comply with legislation, such as the Equality Act 2010 and more specifically the move to digital forms complying with General Data Protection Regulation. This is all whilst being a positive factor in reducing sickness absence trends.
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