
North Lanarkshire Council 
Report 
Audit & Scrutiny Panel 

  

 approval  noting Ref FW/HL Date 4 April 2019 
  

Sickness Absence Outturn  2017/18  
 
 

From  Fiona Whittaker, Head of People & Organisational Development 

Email  liddleh@northlan.gov.uk Telephone 01698 520629 
 

 

 

Executive Summary 
 
This report follows from the earlier submission to Audit & Scrutiny Panel on Performance 
in Improving Local Services, with a particular focus on the sickness absence outturn for 
2017/18.  The report provides further context and outlines action taken to reverse the 
trend.  The Council currently projects an improvement in outturn for 2018/19 of 4.24%. 
 

  

Recommendations 
It is recommended that the Audit & Scrutiny Panel: 
 

1. Note the outturn position of sickness absence for 2017/18 and action taken and 
planned. 

2. Otherwise, note the contents of the report. 
 

 

 
Supporting Documents 
 
Council business      
plan to 2020 
 

Improve the Council’s resource base. 

  
  
  
 
 
  



1. Background 
 

1.1 The overall net result in terms of North Lanarkshire Council’s position in relation 
to all Scottish local authorities has been mixed.  The results of the Local 
Government Benchmarking Framework (LGBF) show that the Council position for 
teachers has improved from 31/32 in 2016/17 to 23/32 in 2017/18.  Unfortunately, 
the position for local government employees has deteriorated from 11 in 2016/17 
to 22/32 in 2017/18.  Within this context, sickness absence of teachers showed 
an unprecedented improvement.   

1.2 North Lanarkshire Council’s performance in 2017/18 LGBF indicator summary is 
placed alongside comparator authorities – chosen for similarities in size or in a 
similar geographical location 

Council Position No 
2016/17 

Position No 
2017/18 

Teachers Local Gov 
Employees 

Teachers Local Gov 
Employees 

North Lanarkshire Council 32 11 23 22 
Glasgow City Council 12 10 11 5 
Fife Council* 20 19 22 31 
Renfrewshire Council 8 25 23 29 
South Lanarkshire Council* 22 24 18 18 
West Lothian Council 9 30 8 32 

  

* Comparator local authorities  

While it is important that North Lanarkshire Council reverses this trend and focuses 
on improving its relative position, it is noteworthy that other local authorities, most 
notably Fife Council which is often used as a comparator, has experienced high 
levels of sickness absence and is in a significantly poorer position for teachers 
absence levels.  
 
It is worth noting that relative to our comparator local authorities, who are South 
Lanarkshire and Fife Council, North Lanarkshire are now broadly in line with their 
performance in respect to absence for teaching employees and ahead of Fife 
Council with respect to non-teaching employees. Our focus over the next 12 
months is to re-establish the excellent performance we delivered for non-teaching 
employees in 2016/17 and continue to improve our position with teaching 
employees.  This will put us ahead of both of our comparator local authorities for 
teaching and non-teaching employees, and in line with Glasgow City Council who 
are the best performing of the largest Local Authorities in respect of absence.   
 

  

 
2. Report 
 
2.1 Although performance during 2017/18 was much less than hoped for overall and 

in certain Services (details below), there are contributory factors which should be 
taken into account.  2017/18 saw significant increases in sickness absence in the 
former Infrastructure, particularly Waste Solutions which coped with substantial 
operational disruption linked to changes in the delivery model of the Service.  
Sickness absence also increased in Health & Social Care where uncertainty over 
workforce changes and the future role of the IJB may have had an impact on 
workforce stability.  



Service 2017/18 Outturn 2017/18 Target Position 
Against 

Previous Year 
Chief Execs 8.67 4.6 - 2.3% 

EYC - Teaching 6.96 7.3 + 11.3%   

EYC – Non Teaching 12.03 8.84 - 12.74%  

Ent & Housing 8.54 7.92 - 0.7% 

Health & Social Care 12.68 10.4 - 20.9%  

Infrastructure 14.03 10.4  -34% 
Council 10.86 9.17 - 12.1% 

 

Since that time, improvements have been made and a number of actions have 
been put in place to help reverse the trend for local government employees and 
build on improvements for teachers.  An action plan has been developed and 
agreed which sets out a number of key actions, including: 

• Review of Managing Attendance Policies for both teachers and local 
government employees. 

• Improved reporting for all Services, with monthly reports to be submitted to 
CMT from April 2019 onwards. 

• Working in conjunction with trade union colleagues to develop a new Mental 
Health policy – this will include achievement of Mindful Employer status. 

• Refresher training to be developed for all managers, with a comprehensive 
training plan put in place for new managers. 

• Strengthen links with Occupational Health Liaison Group to ensure contract 
use is being focussed on areas of high absence levels and health information 
links with Work Well NL priorities. 

• Dedicated resource to support absence reduction within Employee Relations 
team. 

2.2 Robust and consistent management of sickness absence is the key to keeping 
absence levels low and taking appropriate action on long term absence cases.  
The People & Organisational Development (POD) team are well placed to assist 
managers in the management of sickness absence and have recently 
restructured to include a dedicated resource to support absence reduction. 

2.3  The POD team are working with Services will ensure that all managers are aware 
of the importance of dealing with sickness absence – a top down approach which 
includes regular discussion at Service Management Teams to ensure that 
sickness absence levels are continually monitored at a senior level.  Individual 
absence cases are ultimately managed by the line manager, with support 
available from the Employee Relations team.  Each Service has a dedicated 
team of Employee Relations Advisors who offer advice and assistance in 
managing short and long term absence cases. 

  



2.4 In addition to Employee Relations (who will directly support individual case 
management issues), every Service has a group of dedicated HR Business 
Partners.  The HR Business Partner team work with managers in the Service to 
identify and address any sickness absence trend which may give rise to concern.  
For example, includes identifying areas of high absence levels (outwith the 
norm), hotspots of high levels of a particular absence reason (e.g. musculo-
skeletal) or where managers may benefit from additional training. 

2.5 As a result of this work and based on current projections at March 2019, it is 
likely that the Council outturn (for teachers and local government employees) will 
be 10.40 FTE days.   

2.6 It should be noted that an outturn of 10.40 FTE days represents an 
improvement of 4.24% against last year’s outturn of 10.86 FTE days. 

 
 

 
 
 
 
3. Equality and Diversity 
 
3.1 Fairer Scotland 

 
There are no Fairer Scotland implications. 

 
3.2 Equality Impact Assessment 
   
 All policies associated with Managing Attendance are considered for equality 

impact implications. 
 

 

 
 
4. Implications 
 
4.1 Financial Impact 
 
 While the cost of sickness absence is generally presented as lost productivity 

costs, there is the opportunity for the organisation to make overall financial 
savings from a reduction in sickness absence. 

    
4.2 HR/Policy/Legislative Impact 
 
 There is no requirement for policy or legislative updates. 
 
4.3 Environmental Impact 
  
 There is no environmental impact. 
  
4.4 Risk Impact 
  
 There is a continued risk of difficulty in meeting service delivery standards if 

sickness absence levels continue to increase.  
   



 
5. Measures of success 
 
5.1 Ongoing reduction of sickness absence levels will help to ensure maximised 

productivity and achievement of Council priorities. 
   

 
 
 
 
 
 
 
Fiona Whittaker 
Head of People & Organisational Development 


