
     
 

     

Our Ref: 
Your Ref: 
Contact: 
Tel: 
Fax: 
E-Mail: 
Date: 

 
 
Lesley Dysart 
 
 
dysartl@northlan.gov.uk 
27 Nov 2020  

 

 
 
Members of the 
Joint Consultative Committee for Local Government 
Employees Committee 
     

   
Chief Executive’s Office 
Archie Aitken 
Head of Legal & Democratic 
 Solutions 
Civic Centre, Windmillhill Street 
Motherwell ML1 1AB 
DX 571701, Motherwell 2 
www.northlanarkshire.gov.uk     

  

Notice is given that a remote Meeting of the JOINT CONSULTATIVE COMMITTEE FOR LOCAL 
GOVERNMENT EMPLOYEES is to be held via Webex on Tuesday, 8 December 2020 at 2:00 pm 
which you are requested to attend. 
 
The agenda of business is attached. 
    

Head of Legal and Democratic Solutions  

Members :     Councillors: D Ashraf, D Baird, C Barclay, H Brannan-McVey, M Coyle, T Douglas, 

K Duffy,  A Feeney, T Fisher, P Kelly, J Logue, and D Stocks. 

 

 Marie Quigley, Unison, Convener: S Traynor GMB; A Clark, D Lowrie, C Ross, 

M Simpson, J Struthers and J Watson, Unison, and J Rooney, Unite (T&G).  

     

Page 1 of 13



     

      

        

Page 2 of 13



  

Agenda 

(1) Declarations of Interest in terms of the Ethical Standards in Public Life Etc (Scotland) Act 2000 

(2) HR Policy Progress Report (page 5 - 13) 
Submit report by the Head of People and Organisational Development providing Members 
with (1) an update on the work currently being undertaken in relation to the Council's 
Managing Attendance Policy, and (2) the progress with regard to the Homeworking Scheme 
(Interim) (copy herewith) 

(3) Health and Safety Arrangements - Risk Assessments - Verbal Update 
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North Lanarkshire Council 
Report 
Joint Consultative Committee 

  

☐approval ☒noting Ref FW/LC Date 08/12/20 
  

HR Policy Progress Report 
 
 

  From  Fiona Whittaker, Head of People and Organisational Development 

  Email  Whittakerf@northlan.gov.uk Telephone 07973 728628 
 

 

 

 
 
1. Background 
 
 Managing Attendance Policy 

1.1 The current Managing Attendance Policy was introduced in October 2014 and there 
has been no significant changes made to it since then. The policy at that time was 
intended to provide clear and robust procedures for managing employee’s attendance, 
whilst providing a more supportive approach to those employees with underlying health 
conditions, both physical and mental health related.   
 

1.2 Whilst overall the policy has proved useful, there are some areas that remain open to 
interpretation, and this has caused inconsistency of application across the Services, 
particularly with respect to how short term absences are managed.   
 

1.3 Additionally there is very little in the policy with regards supporting employee’s health 
& wellbeing, and given the shift we have seen towards mental health related absence, 
it is now believed that a different approach is required to help managers to more 
effectively resolve these types of absences. 
 

Executive Summary 
 
The purpose of this report is to provide the Joint Consultative Committee members with 
an update on the work currently being undertaken in relation to the Council’s Managing 
Attendance Policy and progress with regards to the Homeworking Scheme (Interim). 
 

Recommendations 
It is recommended that the contents of the report be noted with any points of discussion 
being raised during the meeting. 
 

The Plan for North Lanarkshire 
Priority  Improve North Lanarkshire's resource base 

Ambition statement (23) Build a workforce for the future capable of delivering on our 
priorities and shared ambition 

AGENDA ITEM 2
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1.4 A working group consisting of representatives from Employee Relations, HR Business 
Partnership Team, and Service Managers undertook a full review of the current policy 
to determine what key changes needed to be made to align with the current priorities. 
Significant benchmarking was also carried out across a number of other local 
authorities in order to obtain information on specific areas of managing attendance and 
the procedures that those authorities followed in those areas.    
 

1.5 Some key pieces of work have already been undertaken to support the increased focus 
on Health & Wellbeing such as the new Mental Health & Wellbeing Strategy, enhanced 
Carers Leave provision, and expansion of wellbeing services (Podiatry, Health & 
Lifestyle Checks, and Financial Wellbeing). 
 
Homeworking Scheme (Interim) 
 

1.6 The Homeworking Scheme (Interim) was finalised in August 2020 and was established 
in response to the requirement for employees to work from home during the period of 
the pandemic and throughout the anticipated recovery phases. 
 

1.7 Homeworking already forms part of our Smarter Working Policy but given the 
circumstances in which employees were required to work from home it was determined 
that a more defined scheme was required. 
 

1.8 Members of the POD team worked closely with the trade unions to produce the interim 
scheme, and this partnership working will continue during the period of the scheme 
being in place. 
 

1.9 The Homeworking Scheme (Interim) will initially be in place for a temporary period of 
six months, however this will be reviewed early next year as the Council assesses its 
position in regards to Covid recovery and considers the future requirements of the 
Council. 

 
 

2. Report 
 
2.1 Managing Attendance Policy Progress 
 
2.1.1  The Workforce for the Future Strategy 2020-2023 commits to increasing employee 

engagement, tackling absenteeism, and promoting health, safety, and wellbeing 
across the organisation, this means that we must effectively tackle our continued 
yearly pattern of high levels of absence and in particular increased levels of mental 
health and stress related absence 

 
2.1.2  A renewed focus on this issue must be a priority over the next 12 months and it is 

hoped that the changes to the Managing Attendance Policy will not only help to 
significantly reduce current levels of sickness absence, but to prevent these from 
returning to the unacceptable levels we have seen over the last 2 years.    

2.1.3 As part of the review of the policy and approach, there has been a specific focus on 
building more robust processes, which will provide employees and managers with clear 
and consistent expectations as to how sickness absence will be managed. 

2.1.4 This has been augmented with significantly more guidance on early intervention and 
support measures that can be taken in relation to an employee’s mental health & 
wellbeing.     
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2.1.5 A critical aspect of the approach moving forward will be our ability to engage with and 
support managers to focus on effectively engaging with staff and improving levels of 
absence management.  This will require a comprehensive programme of skills and 
awareness development to support the roll out of the new policy and approach.   

 
2.1.6   There are also a number of specific terms and conditions related to “Sickness Absence” 

that required to be clearly detailed in the policy to ensure a clear understanding and 
consistency of application.   

 
2.1.7   The new policy is currently in draft format, however work is nearing completion, and 

the contents will be finalised at a meeting with trade union representatives later this 
month.  

 
2.1.8 It is expected that the policy, and supporting plan will be presented for approval at the 

Finance and Resources Committee in the first Cycle of 2021 and full implementation 
thereafter.  A full summary of the proposed key changes to the policy are attached at 
Appendix 1.  

 
2.2  Homeworking Scheme (Interim) 
 
2.2.1    The Homeworking Scheme (Interim) is applicable to all employees who have been 

categorised by their manager as being a Homeworker or Agile Worker – Home 
based.   

 
2.2.2    In late September, those involved in the interim scheme were issued with variations 

to their contracts of employment advising of their new status.  The variation is 
effective from the beginning of October 2020 for a period of 6 months.  

 
2.2.3  At the time of producing this report, there were 1875 employees participating in the 

scheme, with 774 being categorised as a Homeworker and the remainder as Agile 
Worker – Home based.   

 
2.2.4 For interest, over 60% of Homeworkers are within the Chief Executives Service and 

almost 70% of Agile Worker – Homebased are within Enterprise and Communities.  
These figures are reflective of the nature of the jobs within each of these services. 

 
2.2.5 The Scheme also provides employees with clarity around the Council’s expectations 

of working in each of the categories mentioned above and also outlines the support 
that is available to employees to ensure that they can work safely from home. 

 
2.2.6   Managers have also been reminded on numerous occasions about the importance of 

maintaining appropriate contact with employees who are working from home and 
given advice on how to support employees who are struggling to work in this way. 

 
2.2.6 As part of the introduction of the Scheme, employees designated as fully 

homeworking were advised that they could purchase office equipment they could not 
source from the Council to a value of £100, to ensure that they could work from home 
safely, effectively and comfortably.  To date less than 6% of those participating in the 
scheme have used some or all of the £100 and this has mainly been due to the 
efficient resourcing of equipment from offices. 
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2.2.7 As part of the discussions with the trade unions, it was agreed that employees 
participating in the scheme would be surveyed on at least two occasions. Any actions 
derived from this exercise would be discussed with the trade unions and any 
resultant amendments made to the scheme as necessary.  

  
2.2.8 The first survey is scheduled to be issued to employees in early December with the 

results being ready for analysis early in the New Year.  It is hoped that we will also be 
in a position to carry out a further survey in late February or early March 2021. 

 
2.2.8   If the Council moves to a permanent position of Homeworking, further consideration 

will be given to fully redrafting the interim scheme and associated Smarter Working 
Policy which will involve a working group consisting of HR, operational managers and 
the trade unions. 

 
 

 
3. Equality and Diversity 
 
3.1 Fairer Scotland Duty 
 

There are no Fairer Scotland implications. 
    
3.2 Equality Impact Assessment 
 
 3.2.1  An appropriate equality impact assessment will be concluded following consultation 

on the proposed Managing Attendance Policy. 
 
3.2.2 An equality impact assessment has been carried out for the Homeworking Scheme 

(Interim) and arrangements are in place for those who require assistance to enable 
them to work from home or for those who are unable to work from home. 

   
 

4. Implications 
 
4.1 Financial Impact 
  
4.1.1 High levels of absence result in financial burdens on services and the Council, 

including cover related costs and overtime. This does not include the managerial time 
and resource costs associated with managing high levels of absence. A reduction in 
absence levels will lead to an overall reduction of costs across the Council.  

 
4.1.2 The financial impact of providing employee’s with £100 to buy office equipment has 

been fully costed and provisioned for by Financial Solutions, although uptake has 
been minimal to date. 

   
4.2 HR/Policy/Legislative Impact 
 
4.2.1 All HR impacts are detailed in the relevant policy documents. 
 
4.3 Environmental Impact 
 
4.3.1. There is no environmental impact. 
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4.4 Risk Impact  
 
4.4.1 The risks relate to continued increases in absence levels.  It is hoped that a more 

effective policy will aid the management of absence and lead to an overall reduction 
in absence levels. 

 
4.4.2  Services have assessed the impact of employee’s working from home and this is 

reviewed on a regular basis. 
 

 
5. Measures of success 
 
5.1 An improved approach to maximising attendance will contribute to the key strategic 

workforce priorities of reducing sickness absence and providing better support for 
employee’s health and wellbeing. 

 
5.2 Service provision continues to operate effectively whilst employees are working from 

home and the customer/client experience remains satisfactory. 
 

 
6. Supporting documents 
 
6.1 Appendix 1 – Summary of Proposed Key Changes to Managing Attendance Policy 
 
 
 
 
 
Fiona Whittaker 
Head of People and Organisational Development 
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           Appendix 1 
 
 

Summary of Proposed Key Changes to Managing Attendance Policy 
 

Item 
No 

Section No 
and Name 

Change Detail  

1 Title of Policy Changed to Maximising 
Attendance Policy 

The review group concluded that the policy did not 
fit the ambitions of the Council and should be 
changed to reflect a more positive and supportive 
approach to attending work. The definition of 
“Managing” can invoke negative connotations such 
as control, handling, and dealing with, therefore the 
group considered that “Maximising” better 
supported the intent of the policy which does not 
just focus on sickness absence.      

2 Section 1   The items contained in 
this section have all 
been updated to either 
better reflect the intent 
behind the changes to 
the policy or to reflect 
changes to legislation.   

See Policy Section 1.1 to 1.6 

3 2.1 Early 
Support 
Discussion 

New The purpose of early support is to offer assistance 
to an employee at an early stage, of an absence 
or potential absence (in particular stress or 
Musculoskeletal), as evidence shows early 
support mechanisms can aid an employee’s 
recovery and increase the likelihood of a full 
recovery.  

 
The manager should arrange an Early Support 
discussion with the employee if required. This 
should, where possible, be a face to face meeting 
at which the manager should try to establish any 
immediate support that might be provided to 
either prevent an absence or assist the 
employee’s recovery and allow an earlier return 
to work. 

4 2.7 Absence 
Stages 

New process for 
addressing Short/Long 
term absences 

All sickness absence will be supported through the 
stages outlined in the Maximising Attendance Policy 
& Procedures. 
 
Only conduct matters pertaining to absence i.e. 
unauthorised absence will be dealt with under the 
Discipline Policy.   
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Both short and long term absences will have a 
formal 3 stage process culminating in termination on 
the grounds of capability. How and when these 
stages are instigated depends on whether the 
absence is short or long term, the circumstances of 
the absence and the absence history of the 
employee.  
 
There is also informal meetings for long term 
absences and more support measures would be 
explored i.e. referral to occupational health, 
redeployment etc. 

5 2.8 Right to be 
accompanied 

Change to 
representation 
entitlements in line with 
ACAS 

Employees will only be entitled to be accompanied 
by a trade union representative or an employee of 
North Lanarkshire Council at formal meetings. 

Representation will also be allowed at any 
informal support meetings that take place 
between Stage 2 and Stage 3 of the long term 
process.   

If an employee is not a member of a recognised 
trade union or does not wish to bring a colleague 
consideration can be given to allowing them to 
bring a relative or friend but this would only be 
for morale support and not to make any 
representations on behalf of the employee.  This 
is in line with ACAS guidance.     
 

6 2.9 
Management 
Discretion  

 

New There will be some discretion available to managers 
in moving to the next stage of the formal process for 
both short and long term. However this will be in 
explicit circumstances and will require approval by a 
Senior Officer following discussion with Employee 
Relations. I.e. Bereavement absence that would 
reach a trigger for moving to the next stage 

7 2.10 Right of 
Appeal 

 

New There is no right of appeal until such times that an 
employee is terminated on the grounds of 
capability/ill health. 

8 3. 
Occupational 
Health & 
Wellbeing 

Some wording updated 
and new sections added 

Some updated wording to the occupational health 
information has made and the following new 
sections added to reflect the Councils commitment 
to Mental Health and Employee Wellbeing. 

 Mental Health Support  
 Alcohol and/or Drugs Misuse 
 Wellbeing Services 
 Gender Based Violence 
 Menopause Information 
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(See Policy for more information on the above 
sections) 

9 4.1 Phased 
Returns 

 

Updated to ensure 
consistency of approach 
and accommodate both 
the employee and 
operational needs.    

Clear timescales for this (no more than 4 weeks and 
must initially return for at least 20% of normal hours). 

If returning in new leave year, must use previous 
years leave as part of phased return.  

If a longer phased return has been recommended 
then employees must use a combination of hour’s 
worked/annual leave and/or unpaid leave. 
Temporary reduction in contractual hours can also be 
made. (This is in line with the Teachers Attendance 
Policy) 

10 4.2 Equality 
Act – 
Reasonable 
Adjustments  

New The reasonable adjustments protocol should be used 
and the form completed.  

11 4.3 
Redeployment 
for Health 
Reasons  

 

New Redeployment under the policy will only be 
considered once all other options have been 
exhausted, such as adjustment to duties, change to 
working hours etc.   

The process for this will mirror the redeployment 
process for workforce change i.e. 12 weeks to secure 
a suitable alternative role otherwise employment will 
be terminated.  

12 4.4 Dying to 
Work Charter 

New The Dying to Work Charter sets out an agreed way in 
which Council employees will be supported, 
protected and guided throughout their employment 
following a terminal diagnosis. 

13 5.  General 
Policy 
Provisions 

Updated This section provides clearer guidance on “RED 
BOOK” terms and conditions as follows:  

 Diarrhoea/Vomiting 
 Infectious Diseases  
 Industrial injury/disease – This includes 

violent incidents    
 Reportable Diseases  
 Payment of Damages due to Accident 
 Suspension on Medical Grounds 
 Suspension on Pregnancy related grounds 
 Annual Leave/Public Holidays 

(See Policy for more information on the above 
sections) 
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14 5.9 Part 
Attendance at 
Work 

 

New Clear guidance on how to record an employee that 
attends work and then goes home sick.  This is 
currently not recorded as sickness absence. 

15 6.  Data 
Protection 
and Handling 
Sensitive 
Information  

New This section has been added to provide guidance on 
the new GDPR requirements and Data Protection.  

16 Managers 
Toolkit 

 

New Rather than having a separate guidance note a new 
manager’s toolkit will be created with all the template 
letters, forms, and specific guidance that is needed to 
complete this policy/procedure.   

17 Related 
Documents 

 

New Key documents will be attached to the 
policy/procedure for ease of reference.   

18 Various - 
Existing Policy 
Sections 

 

Updated Some of the existing sections within the current 
policy have just been re-worded to better reflect the 
intent of the new policy and make it more current.  
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