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Executive Summary

This report provides a summary of the ongoing work with trade union colleagues to
support sickness absence reduction in the organisation, and in particular, the actions to
arise from the joint session which took place on 30 August 2017.

Recommendations

It is recommended that the Joint Consultative Committee note the contents of this report.

Supporting Documents
Council business A Workforce Strategy built around the needs of the Council
plan to 2020



1. Background

1.1 At its meeting of 6 December 2016, the Joint Consultative Committee (JCC)
decided that that a working group to review the Absence Management
Guidance be established comprising of Officers of the Council, and Trade Union
representatives. Following an initial two meetings, it was concluded that with
the exception of clarification around the use of template letters within the
Managing Attendance Policy Guidance, it would be more beneficial to focus on
improving absence levels by considering underlying reasons for sickness
absence.

1.2 A joint session was arranged for 30 August 2017, comprising a wider group of
trade union representatives, line managers and officers from Organisational &
People Solutions. This report provides a review of this session and the agreed
actions to arise.

2. Report

2.1 The interactive session sought to achieve the following objectives:

• To understand the current position in relation to sickness absence in North
Lanarkshire Council.

• To consider any current processes or practices which prevent the
management and reduction of sickness of absence levels, and action that
can be taken to mitigate.

• To identify underlying reasons for sickness absence and the action that
could be taken to address these issues.

• To consider actions that can be taken to promote wellbeing and encourage
a positive approach to promoting attendance.

2.2 Following a full discussion, the following areas were highlighted as critical
factors going forward.

Flexibility in establishment moves − it was recognised that there can be
occasions where an individual could return to work earlier if they could be
accommodated by way of temporarily carrying out lighter duties only or by
temporarily moving to another location. While this is already
accommodated in some circumstances, this flexibility could be extended in
exceptional circumstances to help allow the employee to return to work
earlier. Associated Action − guidance will be issued to the Employee
Relations and HR Business Partner teams to advise that this option should
be given full consideration when dealing with long term absence cases.

2. Employee engagement − Discussion focused on a perception from some
employees that they do not feel engaged with the organisation and its
direction of travel. The need to build these relationships was seen to be
critical in raising morale across the organisation. Associated Action − the
development of an Employee Engagement Strategy is a key factor in the



forthcoming report on a Workforce for the Future (this will be presented to
Enterprise & Housing Committee in February 2018). The Strategy will be
built upon ongoing work associated with development of a Health and
Wellbeing plan, communication activities with staff, learning opportunities
and PRD. Consultation with the trade unions on appropriate aspects of the
Strategy will take place over the next few months.

3. Support/Awareness Raising for Managers − While it has been previously
agreed that the content of the Managing Attendance Policy is not
necessarily the problem, trade union colleagues expressed frustration that
some managers can be unwilling/unsure to apply the discretion that is
available to them within the Policy. While previous Managing Attendance
training may not have made the impact that trade union colleagues are
looking for, it was accepted that it would be beneficial to reinforce to
managers those areas of the Policy where discretion could be applied.
Associated Action − the Talent & Organisational Development team are
currently working on a proposed approach to help raise awareness of the
discretion available. This will be rolled out once a final position is agreed.

4. Health & Wellbeing − Linked to item 2 above, the Council is currently
working on an organisational wide approach to a health and wellbeing
strategy. Although at initial stages, a joint working group will be established
to discuss the development of a targeted approach for different staff
groups. Linked to this project, trade union colleagues highlighted the need
to provide information and advice to employees about the options available
to Council staff. Associated Action − work continues to progress on the
health and wellbeing plan. TU colleagues will receive notification shortly of
the planned short−life working group, with a plan to introduce a Council
wide approach by 1 April 2018. The establishment of health and wellbeing
champions will be achieved through ongoing organisational restructures.

5. Budget − There was a general acceptance that funding will be required to
undertake the actions outlined above. Associated action − a number of
options are currently under consideration. An update will be provided in
due course.

2.3 An updated on progress towards the actions outlined above will be provided to
future meetings of the JCC.

3. Implications

3.1 Financial Impact

As outlined above, funding will be required to support some of the actions
outlined above.

3.2 HR/Policy/Legislative Impact

The actions outlined above will help to support the successful implementation of
HR strategy.



3.3 Environmental Impact

There is no environmental impact.

3.4 Risk Impact

The actions above will help to mitigate the risk of increasing sickness absence
levels.

4. Measures of success

4.1 Reduced sickness absence levels.

4.2 A pro−active, joint approach to managing absence will help support positive
relationships with stakeholders.

Head of Business (Organisational & People Solutions)


