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1. Background 
 
1.1 The Council year-end outturn position (teachers and local government employees) for 

2020/21 is 7.89 FTE average days lost per employee against the target of 9.98 FTE 
average days lost per employee.  This represents a significant improvement from last 
year, were the year end outturn position was 10.55 FTE average days lost per 
employee.  

 
1.2 The Covid19 related sickness absence for the year is 2.06 FTE average days lost per 

employee. If this is combined with the non-covid19 related sickness absence, a total 
of 9.95 FTE days lost would be the outturn figure for 2020/21. This still results in the 

Executive Summary 

 
This report provides details of the Council’s end of year absence position for 2020/21 (not 
including Covid19 related absences). 
 
The picture presented shows a significant improvement in our end of year absence 
performance when compared with the previous year, and indeed this is the first year 
since 2016/17 that the Council has met the absence target. Materially, our patterns of 
absence remain the same as previous years with high levels of long-term mental health 
related absence across all our services, with this reason alone accounting for more than 
a third of all absences. This year saw an increase of approx. 5% in mental health related 
absences, which is to be expected given the impact of the pandemic.    
 

Recommendations 

It is recommended that the Joint Consultative Committee: 
 

1. Note the sickness absence information for the year 2020/21. 
2. Recognise that Covid19 will have had an impact on absence figures throughout 

2020/21. 
 

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 



Council achieving its target of 9.98 FTE and would be the lowest the absence levels 
have been since 2016/17.    
 

1.3 To further support the improvements that have clearly been made to reduce absence 
levels work is underway to implement the new Supporting Attendance Policy, which 
was approved at full Council on 1 April. A learning framework for managers has been 
developed collaboratively between TOD and ER and the roll out for all line managers 
commenced on 10 May 2021. The framework provides a combination of e-learning, 
and masterclass sessions on the key aspects of the policy as well as other related 
topics such as work-related stress and supporting employee’s mental health and 
wellbeing. The training is intended to support managers in the practical application of 
the policy.  

       
 

2. Report 
 
2.1 Summary of Information and Analysis 
 
   

Section Absence Data  
2.2 Year-End Outturn Position – 2020/21 - Table 1 
2.3 FTE Days Lost Monthly Performance and Year End – Table 2 
2.4 Top Reasons for Absence during 2020/21 
2.5 Covid19 Sickness Absence – Year end 2020/21 
2.6  Management Action 

 
 
2.2      Year End Outturn Position – 2020/21 
            
           Table 1 
 

 
 
 
2.2.1 The Council year-end outturn position (teachers and local government employees) for 

2020/21 is 7.89 FTE average days lost per employee, compared to 10.55 FTE days 
lost in 2019/20. This represents an improvement of 25.2%.  

 
2.2.2 The projected position reported to CMT in February was 7.73 FTE days lost and the 

target for 2020/21 was 9.98 FTE days.  
 
2.2.3 The year-end outturn position in Education & Families (teaching) is 4.85 FTE days 

lost, against a target of 6.70 FTE (27.60% less than the target).      
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2.3   FTE Days Lost Monthly Performance and Year End                                                      

        FTE Days Lost per employee 
Table 2                                                                                                                      

 
 
 
2.3.1 Throughout the period of 2020/21, absence trends across the Council have in main 

mirrored that of previous years, with the highest levels of absence being recorded 
during the winter months of September through to March which are the months in 
which colds and flu type illnesses are most prevalent.   
 

2.3.2 In 2020/21, November seen the highest level of absence being recorded for the 
Council as a whole at 0.92 FTE average days lost per employee whilst June seen the 
lowest level at 0.46 FTE average days lost per employee. However, you will note that 
the absence figures for March show a significant increase and this is likely to be 
caused by schools and other establishments returning to full operation following the 
recent lockdown. 

2.3.3   The levels of long and short-term absence have remained similar throughout the year 
across the services, with long term absences accounting for most of the absence.  It 
is likely that this is in part due to ongoing delays in employees receiving treatment 
that would allow a return to work, the impact on employees mental health as a result 
of the ongoing pandemic and as the year progressed the impact of on those 
employees that contracted COVID 19 (Long COVID).   

 
2.4     Top reasons for Absence during 2020/21 
 
2.4.1  Throughout the year, the top five reasons for absence have remained consistent 

across all areas of the Council with mental health remaining the top reason for 
absence.  The other main reasons have been recorded as Bone, Muscle and Joint; 
Abdominal/Gastric; Post Op Recovery and Respiratory (non-cold and flu).  Cancer, 
Sensory and Heart conditions have also been significant within the last year. 

 
 
 
 

 

Service Apr May Jun July  Aug Sept Oct Nov Dec Jan Feb Mar YTD  
*Monthly 

Target 

Rolling 
Average 
2020/21 

Annual 
Target 

YE Total 
2020/21 

Council 0.54 0.51 0.46 0.54 0.47 0.73 0.72 0.92 0.78 0.73 0.69 0.80 7.89 0.84 0.66 9.98 7.89 

Chief Executive's 
Office 

0.40 0.37 0.34 0.30 0.28 0.28 0.38 0.57 0.49 0.40 0.42 0.41 4.64   0.39     

*Education & 
Families (Teaching)  

0.25 0.22 0.17 0.00 0.23 0.48 0.44 0.77 0.50 0.56 0.49 0.74 4.85 0.61 0.40 6.70 4.85 

Education & Families 
(Non-Teaching) 

0.49 0.47 0.48 0.27 0.41 0.73 0.71 0.89 0.78 0.72 0.72 0.89 7.57   0.63     

*Enterprise & 
Communities 

0.60 0.54 0.60 0.41 0.68 0.97 0.89 1.01 0.90 0.73 0.69 0.71 8.73   0.73     

Adult Health & Social 
Care 

1.23 1.27 1.08 1.22 0.85 0.94 1.14 1.24 1.28 1.21 1.10 1.12 13.68   1.14     

Health & Social Care 0.74 0.71 0.84 0.81 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 3.10   0.26     



2.4.2 In recognition that mental health remains a top reason for absence, a wealth of 
resources is available to both managers and employees to support employees Mental 
Health & Wellbeing. The current Work Well NL page is also under review to ensure 
that the information available is relevant, accessible, and up to date.  Members will 
also be aware of the work that is being undertaken regarding the Council’s Mental 
Health and Wellbeing Strategy that also aims to support both employees and 
managers with personal and work-related stress and well being issues. 

 
2.5     Covid19 Sickness Absence – Year End 2020/21 
 

Table 3 

Service 
Actual FTE Days Lost 

20/21 
Average FTE Days Lost per 

employee 20/21 

Council 16990.27 2.06 

Chief Executive's Office 443.34 0.77 

Education & Families 
(Teaching) 3510.47 0.99 

Education & Families (non-
teaching) 3916.00 1.33 

Enterprise & Communities 4818.33 1.44 
Adult Health & Social Care 3330.77 2.01 

Health & Social Care 971.36 1.03 
 

2.5.1    As detailed above, the average FTE days lost per employee due to Covid-19 related 
sickness absence in 20/21 is 2.06 FTE days. This equates to 20.64% of the annual 
sickness absence target for the Council.  

2.5.2  Overall, the number of actual sickness absences related to Covid19 were low in 
comparison to other local authorities in Scotland and this is hopefully linked to the 
early health and safety interventions and joint working with our trade union to ensure 
the wellbeing and safety of our employees at all times. 

2.5.3    The figures in Table 3 do not include non-sickness related COVID absences i.e. 
shielders, self-isolation etc.    

 
2.6   Management Action 
 
2.6.1   The focus in the coming months will be for managers to progress and conclude long 

term absence cases where possible, particularly those that are not prevented from 
returning to work due to a delay in medical treatment or serious health matters. 
Employee Relations will continue to provide support and advice to managers to 
ensure the appropriate action is being taken. 

 
2.6.2    Work will also continue to ensure that managers and employees are aware of the 

Council’s Supporting Attendance Policy and the support that can be provided through 
this policy. 

 
2.6.3    The ER team will also continue to review and monitor sickness absence levels and 

reasons and look for innovative ways to address absence and support employees to 
remain at work. 

 
 
 



 
 

3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  All policies associated with Managing Attendance are considered for equality impact 

implications. There is no impact regarding this report. 
    

 
4. Impact 
 
4.1 Financial impact 
  
  The actual cost of sickness absence cannot be provided as it is not just based on the 

cost of sick pay but will also include costs associated with cover and overtime.  This 
cannot be accurately quantified at this time. 

 
4.2 HR policy / Legislative impact 
  
  There is no requirement for policy or legislative updates. 
 
4.3 Technology / Digital impact 
 
 There is no Technology / Digital impact. 
    
4.4 Environmental impact 
  
 There is no environmental impact. 
 
4.5 Communications impact 
  

There is no communications impact. 
  
4.6 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. 
 

6. Supporting documents 
 
6.1 Not Applicable 
 
 
 

 
 
Fiona Whittaker 
Head of People and Organisational Development 


