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 Agenda

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

(2) Safety  and  Wellbeing  Strategy  2021/22  and  Revised  Safety  and  Wellbeing  Policy
(page 5 - 30)
Submit  report  by  the  Head  of  People  and  Organisational  Development  setting  out  the
Council's revised Safety and Wellbeing Strategy and associated Policy for 2021 - 2022 for
review by the Joint Consultative Committee for Local Government Employees (copy herewith)

(3) End of Year Absence Statistics 2020/21 (page 31 - 36)
Submit report by the Head of People and Organisational Development providing details of the
Council's  end of  year absence position for  2020/21 (excluding Covid-19 related absences
(copy herewith)

(4) Investors in People Update (page 37 - 44)
Submit report by the Head of People and Organisational Development providing an update on
the whole organisation assessment against the Investors in People framework (copy herewith)

(5) Employee Relations Update - June 2021 (page 45 - 47)
Submit report by the Head of People and Organisational Development providing an update on
the  work  currently  being  undertaken  or  planned  for  the  Employee  Relations  Team  and
involving partnership working with the Trade Unions (copy herewith)
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North Lanarkshire Council 
Report 
Joint Consultative Committee 

 

☐approval ☒noting Ref FW/FD Date 08/06/21 
 

Safety & Wellbeing Strategy 2021/22 and Revised Safety & Wellbeing 
Policy 

 
 

  From  Fiona Duddy, Safety & Wellbeing Manager 

  E-mail duddyf@northlan.gov.uk Telephone 07534-288-124 
 

 

 

 
1. Background 
 
1.1 The Council’s ambition to build a workforce for the future capable of delivering on our 

priorities and shared ambition sits at the heart of the safety strategy.   If we want to 
achieve and sustain this, we need a workforce who are healthy and safe at work and 
able to go about their daily role without concern.  This needs to be led from the top 
and the strategy has key workstreams with a supporting action plan to illustrate how 
we can achieve this. 
 

1.2 The strategy is also fully aligned with the key reasons to manage safety, these 
include legal, moral and financial reasons.  It also ensures that we continue to comply 
with legislation, demonstrate to our workforce we genuinely care for their safety & 
wellbeing and benefit from the financial and reputational improvements to be gained 
by managing safety well. This means creating a working environment which is safe 
and healthy for our employees and anyone else who is affected by our activities, 
including our residents, school children and wider communities. 

Executive Summary 
The purpose of this report is to set out the Council’s revised Safety and Wellbeing Strategy 
and associated Policy for 2021 – 2022 for review and noting by the JCC.  
 
The report aims to provide an overview of the strategy and the priority workstreams within 
it and what this will mean for the Council and its employees.  This includes a revised safety 
and wellbeing policy with an update to reflect changes created by the COVID-19 pandemic 
and the insourcing of CLNL from 1/4/21. 
 

Recommendations 
It is recommended 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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1.3 The safety and wellbeing policy requires to be updated regularly and where any 
significant change has occurred.  The policy has now been updated to reflect the 
additional Health & Safety duties which are associated with the pandemic and the 
insourcing of CLNL from 1 April 2021. 
 

 
2. Report 
 
2.1 The strategy sets out 5 key priority workstreams where the team will be focused on 

strengthening levels of health, safety and wellbeing processes and practices, working 
in partnership with services at all levels. 

 
 Leadership 
 Occupational safety/wellbeing 
 Safety Culture 
 Risk Management 
 Performance Measurement 

 
The action plan within the strategy goes into detail on the workstreams and the 
results for the Council that will be gained. 

 
2.2 Assisted and advised by the professional knowledge of the Safety & Wellbeing team, 

the Council will continue to comply with current legislation and good practice as an 
integral part of delivering their services on a daily basis. 

  
 
2.3 The longer term goal of the team is to build a more proactive safety culture which will 

deliver successive and incremental improvements in the Council’s safety 
performance. This would include working in partnership with the services through 
their senior management teams as well as with trade union colleagues.  

 
2.4 The safety policy is a legal requirement for employers with 5 or more employees.  

There are 3 parts to a safety policy: the commitment from senior management to 
ensuring safety, the roles and responsibilities of those involved in implementing it and 
the arrangement section of how this will be achieved.  With CLNL insourcing to the 
Council on 1/4/21 this change warranted an update to the existing policy.  Appendix 2 
shows the updated policy document. 

 
 

 
3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  No implications.    

 
4. Impact 
 
4.1 Financial impact – Where safety and wellbeing is managed correctly financial 

savings can be made through reduced employee absence, lower insurance 
premiums, and the avoidance of unnecessary claims, fines and fees for intervention 
from the Health & Safety Executive. 

    
4.2 HR policy / Legislative impact - Compliance by North Lanarkshire Council with the 

Health & Safety at Work etc Act 1974 and supporting legislation.  
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4.3 Technology / Digital impact – No implications. 
  
    
4.4 Environmental impact – No implications. 
  
 
4.5 Communications impact – No implications. 
  
  
4.6 Risk impact - The risks recorded on the safety & wellbeing risk register (L3) will 

benefit from and increased focus on safety and wellbeing and could ultimately 
contribute to a reduction in risk rating on completion of the strategy action plan. 

 
 

 
5. Measures of success 
 
5.1 Update report. 

 
6. Supporting documents 
 
Appendix 1 Safety & Wellbeing Strategy 
 
Appendix 2 Revised Safety & Wellbeing Policy 
 
 
 

 
 
Fiona Duddy 
Safety & Wellbeing Manager 
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NORTH LANARKSHIRE 
COUNCIL SAFETY & 
WELLBEING STRATEGY 

2021-2022 

 

Page 8 of 47



 

Index 

 

1.  Introduction 

 

2.  Background 

 

3. Strategic Aims 

 

4. Role of Occupational Safety & Wellbeing Team 

 

5. Priority Workstreams 

 

6. Action Plan 

 

 

 

 

 

 

 

 

  

Page 9 of 47



1. Introduction 

This strategy supports the Council’s Workforce for the Future Strategy and is aligned to its 
strategic workforce priorities.  The safety and wellbeing strategy, sitting alongside the council 
safety and wellbeing policy, are key to progressing the Council towards a proactive safety 
management system. 

In line with most organisations in the UK the Council looks to achieve legal compliance with 
Health & Safety Legislation through implementing policies and procedures and working 
practices which meet the legislation and guidance that is available relating to health, safety 
and wellbeing. 

The benefits which will be achieved through the implementation and management of the 
strategy range from reduced incident rates, lower absence rates, increased employee 
engagement and avoidance of unnecessary claims and fees which can arise when safety 
matters are poorly managed. 

This strategy aims to be succinct, achievable and specific to the Council’s needs.  

The timeline of 2021/22 is aligned with the Councils Mental Health & Wellbeing Strategy and 
in 2022 both strategies will be reviewed to become one document.   

  

2. Background 

Over the last 5 years, the Council has experienced a substantial period of change to meet 
the demands of reducing budgets and associated resource reductions with an ongoing need 
to restructure and further streamline the way in which services are delivered.  More recently 
the Covid 19 pandemic has moved us into unchartered territory and has significantly 
increased the complexity of health and safety arrangements which are now required to be in 
place and effective across the Council.  

Additionally, the insourcing of CLNL has brought further Health & Safety risk, and increased 
work activity including that aligned to ensuring that we meet the public expectation of the 
Health & Safety of the services that we now provide in this area. 

The services we provide are vast and varied with each area presenting its own health and 
safety risks. Our workforce is equally varied in relation to the skills and knowledge required 
for the services we provide. Not only do we have a legal obligation to manage these risks but 
it makes financial sense for us to do so.   

It goes without saying that we must achieve legal compliance as a minimum standard, but 
we should also strive to deliver a safety and wellbeing performance which goes well beyond 
that aim and in order to achieve this we must establish a clear set of overarching aims and 
associated key workstreams to ensure that these are delivered.  

Whilst we can currently demonstrate through our incident statistics and enforcement 
attention that we are on the whole performing relatively well, there remains significant room 
for improvement and there are some additional areas of focus required.  Covid aside, our 
incident statistics, absence statistics and levels of enforcement attention over the last 12 
months focuses us on the current picture and allows us to identify the strategic direction we 
need to take. 
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The additional pressure of managing the pandemic situation has challenged our employees 
in a way not seen before, but for the most part our managers have risen to this challenge 
and this bodes well for the future in terms of the Council developing a stronger and more 
proactive safety and wellbeing culture which will support us in the delivery of our strategic 
goals.    

In the past engagement with our employees and associated trade union representatives 
regarding Health, Safety and Wellbeing has taken place in a variety of formats.  The 
pandemic situation has cemented this partnership working with trade union colleagues 
demonstrating that a collaborative work style is the way forward for the organisation.  The 
strategy details how this successful approach can be used as a platform to continue to 
enhance and grow our safety and wellbeing culture and practice across the organisation. 

 

3. Strategic Aims 

Our organisational ambition is to make North Lanarkshire the place to live, learn, work, 
invest, visit.  Part of that ambition requires a workforce who can undertake their role in a 
workplace that is designed with their safety and wellbeing at the forefront of all we do.   

Through the aims set out below, we will manage and develop our safety and wellbeing 
performance to a higher level and benefit from increased productivity as well as the financial 
savings that can be made through proactive management of our risks.   

The overall aims of the strategy are: 

 To achieve legal compliance as a minimum. 
 Show year on year improvement on incident statistics, including near misses 

evidenced through targets set within each service. 
 Reduction of all health and safety related risks. 
 Improved efficiency of health and safety processes and reporting including digital 

management of health and safety incidents and reporting (Replacement system for 
CIRIS). 

 No unwanted interest in our activities from enforcing authorities and no fees for 
intervention charges 

 Demonstrable and proactive safety culture through the organisation, evidenced 
through surveys and reporting. 

 Strong health and safety leadership at all levels with full integration of safety and 
wellbeing practices into operational activities. 

 Delivery of a full health and wellbeing programme which reduces related employee 
absence and levels of mental health related stress. 

 No employee relations issues or trade union complaints related to health and safety 
failures. 

We need to build on our existing strengths to create a management/supervisory base who 
are committed to delivering services safely and are beyond basic competence in their role.  
We need to move to a position where safety is embedded within the organisations culture 
and is integral to all we do as well maintaining a focus on what are our significant risks. 

Implementing the wellbeing programme also gives us the opportunity to improve the health 
of our employees, informing and raising awareness of how to enhance their wellbeing and 
ultimately creating a healthier workforce and reducing absence. 
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4. Role of Occupational Safety & Wellbeing Team 

The Occupational Safety & Wellbeing Team will provide professional advice and health and 
safety leadership across the Council to ensure the health, safety and welfare of all 
employees and anyone else who is affected by the activities and services of the Council.   

The service will employ a broad range of professional skills and experience in addition to 
being solutions focused and innovative in assisting services to deal with difficult and complex 
health and safety matters while achieving a practical and effective outcome.  We will work in 
partnership with Heads of Service and service managers to plan improvements in overall 
health and safety performance and ensure that all health and safety procedures and 
requirement are met. 

Additionally the service has the remit to carry out the fire risk assessment for all of the 
Council’s non domestic properties with the exception of the recently insourced leisure 
centres, golf clubs and football pavilions.  We also undertake specialist risk assessments 
where this approach is required eg: 

 Noise 
 Lighting 
 Swimming Pools 
 Manual Handling 
 New or Expectant Mothers 
 Control of Substances Hazardous to Health (Coshh) 
 Hand Arm vibration 
 Display Screen Equipment (DSE)/Workplace Assessments. 

The team also has the remit of wellbeing within its function which consists of managing a 
programme offering employees health surveillance appropriate to their role as well as 
access to physiotherapy.  Promoting initiatives to meet the ongoing maintenance of the 
Councils Healthy Working Lives award at Gold status in conjunction with the work well NL 
platform also sits within the team.  Our wellbeing work also includes progressing the Council 
mental health and wellbeing plan which links directly with workplace absence and mental 
wellbeing. 

A curriculum of proactive safety training will be offered in a range of core topics including 
IOSH managing safely and working safely, risk assessor and fire evacuation warden as well 
as more recently virtual training courses.   Work is also underway to identify where this 
training should be mandated for certain roles and role groups across the Council.  

5. Priority Workstreams 

The safety strategy has the following underpinning workstreams: 

Safety Leadership 

We will ensure that health and safety duties and responsibilities are clearly set out within 
relevant job descriptions for heads of service and managers and deliver appropriate training 
and development to ensure safety is a priority and that they are aware of expectations. 

We will enable clear leadership and governance of health, safety and wellbeing through 
reporting to appropriate committees and forums ensuring visibility of health and safety 
performance and highlighting risks. 
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We will develop and implement clear management standards for implantation across all 
services which we will audit against to assess compliance. 

Occupational Wellbeing 

We will proactively focus on health and wellbeing areas within the business that are 
identified as having the potential to impact on health, safety and wellbeing.  This would 
include gathering data through statistics and employee feedback to recognise areas for 
further focus. 

This would include areas which have been identified as a priority including reducing mental 
health induced stress and violent incidents against staff to contribute to the reduction of our 
overall levels of absence across the Council. 

We will also continue to deliver health surveillance and screening for employees whose role 
presents a risk to manage their wellbeing and enable them to fully contribute to the goals of 
the organisation. 

Safety Culture 

A key focus in the next phase of the strategy is the building of a stronger health and safety 
culture.  Work to look at the existing culture will be undertaken to assess the current position 
looking at practices, attitudes and behaviours.  We will then look at where improvements are 
required including enhanced training of our employees, the opportunity to give employees 
regular updates on health and safety as well as the chance for employees to feedback. 

Ongoing partnership working with trade unions will also enable this area of work to progress 
and develop which will build on the strong working relationship which has been formed with 
all trade unions over the course of the pandemic. 

Risk Management 

Health and safety forms a material part of the Council’s corporate risk register and it is 
regularly audited and reported on to Audit and Scrutiny Panel.  Effective health & safety risk 
management is therefore critical and will ensure the Council remains legally compliant. 

We will work towards reducing where possible our inherent risks through improved risk 
assessment, incident reporting and investigation, targeted campaigns including near miss 
reporting and adherence to timelines within the incident reporting system. 

This data will be used to work with services to ensure that they have safety procedures and 
risk assessments in place that are working well and being adhered to. 

Performance Measurement 

Monitoring, measuring & reviewing performance is key to establishing that the organisation 
is maintaining legal compliance as well as providing the opportunity for us to assess the 
effectiveness of the overall safety management system. 

Undertaking performance measurement gives us the opportunity to focus attention on areas 
that are not achieving the best results for the organisation and agreeing plans with services 
that will deliver and improved safety performance that it is line with our amins and agreed 
targets.  
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6. Occupational Safety Action Plan 2021 - 2022 

Workstream Aim Outcome How this will be achieved Timeframe Associated KPI 
Safety Leadership Demonstrate visible, active 

commitment from the top; 
 
 
 
 
 
 
Integration of good health 
& safety with business 
decisions; 
  
 
 
 
 
 
 
 
 
 
 
 
Effective ‘downward’ 
communication systems 
and management structure 
linked in with trade union 
colleagues 

Safety & Wellbeing 
provided the 
appropriate platform 
and level of 
importance within 
the organisation. 
 
 
Increased 
productivity, fewer 
incidents. 
 
 
 
 
 
 
 
 
 
 
 
 
Informed employees 
who know safety is a 
priority and how to 
report any issues. 
 

Quarterly attendance by S&W at 
all SMT’s. 
 
Monthly high level walk rounds in 
all areas of work. 
 
 
 
Mandatory attendance at IOSH 
safety for executives and directors 
training course by Chief Executive, 
Executive Directors and all Heads 
of Service. 
 
Mandatory attendance for all third 
tier officers at IOSH managing 
safely. 
 
Working Safely Course Mandatory 
for all new starts. 
 
 
 
Engagement within Health, Safety 
& Welfare Forum. 
 

Immediate 
 
 

Immediate 
 
 
 
 

Start Date 
August 
2021 

 
 
 

Start Date 
August 
2021 

 
Start Date 

August 
2021 

 
 

Immediate 

 
 
 
Appropriate number of 
walkrounds completed 
per Head of Service 
per year. 
 
All listed managers 
successfully 
completing training. 
 
 
 
All third tier officers 
successfully attending 
training. 
 
All new employees 
attend working safely 
training. 
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Workstream Aim Outcome How this will be achieved Timeframe Associated KPI 
Occupational Wellbeing 
 
 
 
 
 
 
 
 
 
 
 
 

Mental Wellbeing 
 
 
 
Implement wellbeing 
programme across the 
full Council allowing all 
employees access to 
health checks, 
initiatives etc 
 

Improved mental 
wellbeing across all 
employees. 
 
Improve the 
wellbeing of our 
employees and 
create a workforce 
who are aware of 
how to keep healthy 

Progression of the Council 
mental health plan. 
 
 
Work with Services to agree 
dates for visits for initiatives from 
wellbeing programme.  
Communicate to employees the 
requirement for health 
surveillance 
 
Use of work well NL platform 
 
Provide initiatives relevant to the 
various workforce. 

Completed by 
2022 
 
 
Ongoing 
 
 
Ongoing 
 
 
 
Ongoing  
 
Ongoing 

 
 
 
 
No. of staff completing 
health surveillance 
 
No of staff attending 
health checks 
 
 
No of hits on site 
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Workstream Aim Outcome How this will be achieved Timeframe Associated KPI 
Safety Culture 
 

Enhanced culture 
through controls; 
communication; co-
operation, competent 
employees;  
 
 
 
Ensure competence of 
employees at correct 
level; 
 
Improve 
communication 
processes across the 
Council, in particular 
for employees without 
pc access. 

Assess current safety 
culture position and 
implement action plan 
to improve on such. 
 
 
 
 
Competent workforce, 
fewer incidents 

Safety Climate Survey to be 
undertaken to identify evidence 
based improvements. 
 
Safety and wellbeing mandatory 
agenda item for all management 
meetings. 
 
Ongoing training and review of 
existing training provision. 
 
 
Partnership working with union 
representatives.  
 
Toolbox talks for employees 
specific to their area of work. 3 
sections – 
safety/wellbeing/employee 
feedback. 

Completed 
by January 
2022 
 
 
Immediate 
 
 
Completed 
by December 
2021 
 
Ongoing 
 
 
Commenced 
by January 
2022 
 

N/A 
 
 
 
 

N/A 
 
 

N/A 
 
 
 

Quarterly meetings of 
HSWF complete 

 
Quarterly toolbox talks 

completed per year 
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Workstream Aim Outcome How this will be achieved Timeframe Associated KPI 
Risk Management 
 

Proactively managing 
the Councils risk 
priorities; 
 
 
 
 
Continuous monitoring 
of risks on Council 
register 
 
 
 

Management of 
current risks 
preventing any loss or 
increase in risk level. 
 
 
 
Reduction of personal 
injury 
incidents/business loss 
and associated claims 
 
 
 

Check on implementation of 
planned controls;  
 
 
Targeted work to address the 
individual risk priorities; 
 
Review of incident statistics; 
 
Review of existing training 
provision and increase in course 
dates; 
 
Increase in near miss/hazard 
reporting 
 
Agenda item for all team 
meetings. 

Completed 
by January 
2022 
 
As above 
 
 
Ongoing 
 
Commenced 
by Sept 2021 
 
Commenced 
by Sept 2021 
 
 
Immediate 

N/A 
 
 
 
N/A 
 
 
N/A 
 
N/A 
 
 
Increase in No. of near 
miss reports + 20% 
 
 
N/A 
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Workstream Aim Outcome How this will be achieved Timeframe Associated KPI 
Performance 
Measurement 
 
 
 
 
 
 
 

Regular reporting on 
performance and 
against KPI’s for safety 
and wellbeing 
 
 
 
 
Reduction in incident 
statistics including 
RIDDOR reportable; 
 
 
 
 
Increase in near miss 
reporting; 
 
 
 
Review of policy 
documents and 
conversion to 
management 
standards 
 
Improve fire RA follow 
up  
 
 
 
Improved risk 
assessment format for 
general RA’s 
 

Informed stakeholders 
SMT/CMT/HSWF 
 
 
Identification of areas 
of focus 
 
 
Fewer incidents 
resulting in RIDDOR 
reports 
 
 
 
 
Opportunity to prevent 
personal injury incident 
or business loss 
 
 
Reduced number of 
core documents that 
meet managers needs 
 
 
 
Consistent approach 
for all Council 
properties, actions 
taken by managers of 
properties 
 
Reduction in number 
of risk assessments in 
existence transferred 
to a user friendly 
format. 

Stakeholder statistical reports 
including outstanding incident 
reporting, fire action plans etc 
 
Audit process 
 
 
 
Updated incident reporting 
policy. 
 
Targeted campaigns to address 
RIDDOR’s and other incident 
types. 
 
Promotion of near miss reporting 
process to continue 
 
 
 
Review and creation of user 
friendly fleet of documents 
 
 
 
 
Follow up visits to FRA to 
provide support to managers.  
Regular reports highlighting to 
HOS outstanding action plans. 
 
 
Refreshed risk assessment 
format, focused training to 
ensure competent assessors 
across the Council. 
 

Quarterly 
from June 
2021 
 
Completed 
by December 
2021 
 
Start Date 
June 
 
As above 
 
 
 
Completed 
by 
September 
2021 
 
Start Date 
June 2021 
 
 
 
 
Completed 
by Sept 2021 
 
 
 
Completed 
by January 
2022 
 
 

4 reports per year to 
each HOS. 
 
 
N/A 
 
 
 
Reduction on No. of 
RIDDORS: 
Specified injuries – 10% 
Over 7 Day – 10% 
 
 
 
RIDDOR’s reported to 
the HSE on time – 95% 
 
Increase in No. of near 
miss reports + 20% 
N/A 
 
 
 
 
 
FRA’s current and 
action plans attached to 
CIRIS 
 
 
 
N/A 
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Date 18 May 2020 Version number 3 Document status Final 

 

Governance Committee  Policy & Strategy Date approved  N/A at this time 

Review date May 2022 or in advance where required. 
 

Strategic Alignment  
Outcome: Maintain legal compliance with the Health & Safety at Work etc Act 1974 
Action: Continue to maintain legal compliance whilst also improving the Councils resource base. 

 

Appendix 2 
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duddyf@northlan.gov.uk 

Owner Fiona Duddy  
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Change record 

 

 

 

 

Date 01/04/2021 Author Fiona Duddy 

Change made Updated to reflect COVID-19 implications and insource of CLNL to 
the Council 

 

  

Consultation 
process  

Legal document compiled to comply with legislative requirements. 
Corporate Management Team 
Trade Union Colleagues 

Stakeholders 
 
Council Wide  

Distribution Council Wide 

 

Date 18/05/2020 Author Fiona Duddy 

Change made Reviewed and updated to include Covid statement 
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Occupational Safety and Wellbeing  
 

1.   Statement of Intent 
North Lanarkshire Council believes that our people are our most valuable asset.  Providing 
a safe and healthy working environment is one of our primary responsibilities and is 
fundamental to our success.   
This belief is part of our culture and this policy applies across all parts of North Lanarkshire 
Council.  The recent insource of CLNL into active and creative communities within the 
Council extends this responsibility across all of the new Council employees and the estate 
that comes with the insourcing. 
Our vision for safety and wellbeing is that all of our work activities will be carried out in such 
a way as to cause no harm to our employees or others who may be affected by these 
activities.   
We will strive to improve workplace health, safety and welfare by engaging with our 
employees and, as a minimum, complying with all relevant statutory provisions. 
 
Our commitment is founded on 6 basic principles: 

 

 Health, safety and welfare can and will be managed.  Management is ultimately 
accountable for improved health, safety and welfare performance and must be 
supported with the necessary resources; 

 Occupational illnesses and injuries are preventable.  It requires a systematic 
process of building awareness, assigning accountabilities, training, setting goals, 
measuring performance and continually improving; 

 Nothing we do is worth being injured for.  Concern and care for the health and 
safety of people is as important as other organisational objectives; 

 Safe behaviour is a fundamental job requirement.  We will promote a culture that 
values safe behaviour in all of our actions; 

 Everyone is responsible for health, safety and welfare.  We recognise that 
maintaining a safe and healthy work environment is dependent on a culture of safety, 
where everyone is involved and accountable; 

 Our safety performance is important for our organisation’s performance.  It is 
integral to operational excellence and the reputation of the Council. 

 
Successful integration of these 6 basic principles into our organisational culture will: 

 Protect the health, safety and welfare of all employees and others affected by our 
work activities; 

 Deliver continuous improvement in health and safety performance; 
 Enable employees to work more efficiently and effectively and therefore improve the 

quality of services provided to our service users. 
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We all have to play our part in making North Lanarkshire Council a safe and healthy place 
to work.  With your support, we will achieve our vision. 
In order to support the existing policy during the current Covid 19 pandemic the UK 
governments covid secure statement has been included within Appendix 3.   This will be 
removed at a future point. 

 
 

 
 
Des Murray 
Chief Executive 
North Lanarkshire Council   
 
Date:  1st April 2021 
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2. Organising for Occupational Safety and Wellbeing 

2.1 Occupational safety and wellbeing organisational structure 

The Council’s organisational structure demonstrates a sound management framework to 
allow occupational safety and wellbeing policy arrangements to be effectively implemented 
throughout the Council. 
No structure chart is included within the policy at this time but will be revised when an 
updated chart is available.    
 

2.2 Occupational safety and wellbeing roles and responsibilities 

The Health and Safety at Work etc Act 1974 states that all employees have health and 
safety responsibilities when at work. 
Although some duties and responsibilities may be delegated, accountability for occupational 
safety and wellbeing is not transferable and cannot be evaded.  Executive direction of the 
Council’s policy for health and safety matters will follow normal arrangements for 
responsibility and accountability. 
Occupational safety and wellbeing must be treated as an integral part of the management 
function within the Council and as such must be managed like any other process.  To ensure 
this, there must be adequate organisation, arrangements and resources to implement this 
policy, and to plan, monitor and review the health and safety activities of the Council. 
 

2.2.1 Elected members 

The Council's elected members have a responsibility to conduct their business and make 
decisions in conformity with health and safety legislation and the Council's own policies.  
Elected members must ensure that the decisions they make take account of occupational 
safety and wellbeing issues and that sufficient resources are allocated for this purpose. 
 

2.2.2 Leader of North Lanarkshire Council 

In addition to their role and responsibilities as an elected member, the Leader of the Council 
will take steps to champion the need for the Council’s work to be conducted in accordance 
with this Policy and associated occupational safety and wellbeing arrangements and 
procedures. 
 
2.2.3 Chief Executive 

The Chief Executive has ultimate responsibility for ensuring the health, safety and welfare of 
all council employees, and others who may be affected by the Council’s work activities, and 
will ensure, through formal delegation within the management structure, the effective 
implementation of the occupational safety and wellbeing policy. 
This will be achieved by: 

 Ensuring occupational safety and wellbeing is an integral part of the organisation’s 
management culture and developing a positive attitude to health and safety among 
employees by visibly demonstrating leadership and commitment to a high standard of 
health and safety performance; 

 Ensuring all decisions made reinforce the occupational safety and wellbeing 
intentions articulated in the occupational safety and wellbeing Statement of Intent; 
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 Ensuring adequate resources are made available for the efficient and effective 
management of occupational safety and wellbeing; 

 Ensuring the implementation and effective operation of an occupational safety and 
wellbeing management structure that supports successful health and safety 
management; 

 Monitoring occupational safety and wellbeing arrangements that includes progress 
against the Council occupational safety and wellbeing plan; 

 Appointing sufficient competent persons to assist the Council in applying the 
measures needed to comply with the requirements and prohibitions of health and 
safety legislation; 

 Using the Performance Review and Development (PRD) framework to measure and 
record Executive Directors performance against occupational safety and wellbeing 
targets and objectives. 
 

2.2.4 Executive Directors 

Executive Directors have ultimate responsibility within their Services for management of 
occupational safety and wellbeing.  Executive Directors have a responsibility to provide 
health and safety leadership within the Council.  In discharging their responsibilities to 
ensure the health, safety and welfare of all employees in their respective Services, Executive 
Directors and Heads of Service will be supported by the Council’s occupational safety and 
wellbeing team. 
Executive Directors are required: 

 To ensure occupational safety and wellbeing  is an integral part of the services 
management culture and develop a positive attitude to health and safety among 
employees by visibly demonstrating leadership and commitment to a high standard of 
health and safety performance; 

 To ensure the effective operation of an occupational safety and wellbeing 
management structure, service health and safety committees, the communication of 
health and safety issues and the effective coordination of responsibilities with partner 
services and/or organisations; 

 To ensure that accountability for occupational safety and wellbeing management is 
properly assigned, understood and accepted at all levels and that effective 
monitoring and reporting arrangements are in place to provide timely and appropriate 
information to service management teams and service health and safety committees; 

 To ensure the development and delivery of a service occupational safety and 
wellbeing action plan that is aligned with and supports the Council plan; 

 To provide adequate resources to enable the delegation of their health and safety 
responsibilities; 

 To utilise the PRD framework to measure performance of their Heads of Service 
against occupational safety and wellbeing targets and objectives. 
 

2.2.5 Heads of Service 

Heads of service are required: 
 To visibly demonstrate commitment to a high standard of occupational safety and 

wellbeing performance within their services and develop a positive health and safety 
culture; 

 To work with trade union and employee health and safety representatives and ensure 
all employees are aware of and are accountable for their specific health and safety 
responsibilities and duties; 
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 To ensure occupational safety and wellbeing policies, guidance, procedures, action 
plans and risk management programmes are implemented as an integral part of 
business and operational planning and service delivery; 

 To develop and implement robust and auditable procedures to ensure health and 
safety standards are demonstrably met; 

 To support accident and incident investigations, review reports and statistics and 
utilise information to identify trends and areas for action; 

 To ensure monitoring and auditing processes are in place and ensure the provision 
of adequate resources to achieve compliance with applicable standards; 

 Where two or more services share a site or premises, ensure that clear health and 
safety roles and responsibilities and means of communication and coordination 
between the services are established and maintained; 
 

2.2.6 Managers and supervisors – all persons who have direct responsibility for 
employees, whatever their job title 

Employees who manage, supervise or have responsibility for employees, trainees or 
members of the public are accountable for occupational safety and wellbeing matters and 
have responsibility for the implementation and operation of this policy within the span of their 
management control.  These managers and supervisors are required: 

 To provide leadership on occupational safety and wellbeing to their employees and 
actively promote improvements in health and safety standards in their teams; 

 To be responsible for ensuring the occupational safety and wellbeing of all 
employees, trainees and other persons who may be affected by the work activities of 
their teams(e.g. visitors, volunteers, members of the public, contractors); 

 To ensure suitable and sufficient risk assessments are carried out for work activities 
in their area of control; 

 To ensure that, where risks identified through the risk assessment process cannot be 
eliminated, action is taken to reduce risk to the lowest level reasonably practicable; 

 To ensure that risk assessments are formally recorded and that significant findings 
are brought to the attention of those affected; 

 To ensure that all employees and trainees in their area of responsibility are 
competent to carry out their work activities in a manner that will not cause harm to 
themselves or others.  This will require the timely provision of suitable information, 
instruction, training and supervision; 

 To ensure all employees and trainees in their area of responsibility have appropriate 
protective equipment and clothing where this is required, and are given suitable 
information, training and instruction on its correct use; 

 To ensure that employees new to their team are given a workplace safety induction 
during their first week at work or as soon as is reasonably practicable; 

 To ensure effective systems exist for the reporting of hazards and defects to 
premises, plant, equipment or processes which may affect health and safety, making 
sure these defects can be made safe in a timely manner; 

 To ensure that accidents, incidents and cases of work-related ill health, within their 
area of responsibility are promptly reported in accordance with the Council’s incident 
reporting procedures; 

 To investigate accidents, incidents and cases of work related ill-health and take 
reasonable action to prevent a recurrence; 

 To effectively communicate health and safety information, particularly where there 
are organisational and/or procedural changes; 

 To monitor (benchmark, inspect, audit) safety performance and satisfy themselves 
that safety standards are being maintained and that shortcomings are rectified in 
good time. 
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2.2.7 Employees 

Every employee of North Lanarkshire Council has an important part to play in protecting the 
safety and wellbeing of themselves and others who may be affected by their acts or 
omissions.  All employees are required to cooperate in the implementation of this policy by: 

 Taking reasonable care for the health and safety of themselves and others who may 
be affected by their acts or omissions; 

 Cooperating so far as is necessary to enable the Council to comply with any duties or 
requirements placed on it by relevant health and safety legislation; 

 Not interfering with, or misusing anything provided in the interest of safety and 
wellbeing.  This includes personal protective equipment (PPE) provided for their 
safety;  

 Making full and proper use of any PPE and clothing provided to them in accordance 
with instructions and training received;  

 Reporting any loss or obvious defect to PPE to their supervisor or manager; 
 Using machinery, equipment, safety devices etc. in accordance with instructions and 

training received;  
 Reporting to their line manager any work situation that could present a serious or 

immediate danger to health and safety, or any matter considered to present a 
potential failure of current arrangements for health and safety;  

 Reporting any accident, violent incident or near miss they have been involved in, or 
witnessed, to their line manager at the earliest opportunity;  

 Following any laid down emergency procedures in the event of imminent danger, 
such as emergency evacuation of the workplace; 

 Undertaking relevant training, as directed by their line manager, to ensure they are 
competent to perform their duties safely. 
 

2.3 Council Occupational Safety and Wellbeing Team 

Occupational Safety & Wellbeing Manager 
The Occupational Safety & Wellbeing Manager is appointed by the Chief Executive as the 
Council’s competent person as defined within The Management of Health and Safety at 
Work Regulations. 
The Occupational Safety & Wellbeing Manager manages the Council Occupational Safety 
and Wellbeing Team (OSWT) who provide the Council with both strategic and operational 
support to enable it to meet its statutory obligations under health and safety legislation. 
The role of advisors within the Council Occupational Safety and Wellbeing Team (OSWT) is 
to provide professional advice, guidance and support to the Council at all levels within their 
remit and competence.  This will include technical advice, support and an auditing and 
monitoring function to measure the Council’s progress towards its health and safety 
objectives. 
Responsibility for managing occupational safety and wellbeing rests with managers at all 
levels. 
The OSWT is responsible for advising elected members, managers, trade union health and 
safety representatives and all other employees of the Council on all aspects of health, safety 
and welfare.  The OSWT will liaise with other professional officers within the Council to 
support effective health and safety management. 
The OSWT will also liaise with and act as the principal point of contact with external bodies 
regarding health, safety and welfare, including the Health & Safety Executive, the Scottish 
Fire & Rescue Service and the National Health Service. 
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The Council’s occupational safety and wellbeing advisors act on behalf of the Chief 
Executive and have the authority to:  

 Enter any council premises or work location at any reasonable time; 
 Inspect and audit all council work environments/ work activities and report to 

management on any non-conformance; 
 Report to managers and responsible officers where risks are found, advising of 

required actions and target timescales.  Where actions are not completed by the 
timescales provided, the safety and wellbeing  advisor may escalate to Head of 
Service; 

 Instruct work activity to cease where the safety and wellbeing advisor deems there is 
immediate danger and risk of serious personal injury.  This will where possible be 
achieved in discussion with the relevant Service Manager.  If they are unavailable, it 
may be escalated to the Head of Service.  Following such instruction the safety and 
wellbeing advisor will provide a written report to management on the steps required 
to rectify the situation before the activity is recommenced.  Such recommendations 
can initially be made verbally where works are of an urgent nature, and monitored to 
ensure the recommendations are implemented before allowing the activity to 
continue.  Any such verbal instruction should be followed up by a written report. 

In the event of an incident/accident the safety and wellbeing advisor may:  
 Ensure plant and equipment is not disturbed; 
 Take measurements, statements, photographs and any other relevant information as 

required; 
 Take away or impound any, machine, substance or product which is required to 

complete the investigation; 
 Talk to employees who may be required to provide a verbal or written statement to 

assist in any accident/incident investigation.  Under the Health and Safety at Work 
Act employees must co-operate with the employer in matters of health and safety; 

 Issue an investigation report to management with recommendations which shall be 
implemented in situations where the health and safety advisor is of the opinion that a 
breach of statutory requirements, policy or procedure has or is likely to take place. 
 

2.4 Trade union safety representatives 

North Lanarkshire Council recognises the value of employee involvement and the need to 
secure employee and trade union participation in establishing occupational safety and 
wellbeing policies, procedures and arrangements, using the established health and safety 
committees, groups and forums as appropriate.  The Council will provide safety 
representatives appointed by recognised Trade Unions with reasonable paid time off and 
facilities to carry out their role in accordance with the relevant legislation. 
Safety representatives appointed by recognised trade unions are entitled to carry out regular 
inspections of the workplace.  Service managers will encourage safety representatives to 
carry out these inspections at agreed frequencies and will arrange for a representative of 
local management to accompany them. 
Safety representatives appointed by recognised trade unions will also be allowed to inspect 
any statutory document the Council is required to maintain under health, safety and welfare 
legislation, and will also be given, on request, any information necessary for the performance 
of their functions. 
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2.5 Safety and Wellbeing Support Roles 

Safety and wellbeing support roles are required to be selected at Executive Director and 
Head of Service level with further support roles identified within each Service by the 
respective Heads of Service proportionate to the risk level present. 

 

3. Safety and Wellbeing Governance 
 

The chart below details the governance structure that health and safety have the opportunity 
to report through to address health and safety matters at both strategic and operational level 
that will ensure compliance and the management of health and safety risks. 
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Service Management 
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4.Management Standards  
 

Management Standards to support the safety policy are in place covering a variety of topics 
and detailing measures the Council have in place to ensure manage safely and maintain 
legal compliance.  The list of current management standards is shown in Appendix 1.
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Appendix 1 

Management Standards 

Safety Planning 
Safety Monitoring  
General Risk Assessment 
Bomb Threat  
Gas Escape  
Power Cuts  
Incident Reporting 
Work equipment 
First Aid 
Display Screen Equipment 
Manual Handling of Loads 
Noise at Work 
Control of Substances Hazardous to Health 
Violence in the Workplace 
Information, Instruction, Training and Supervision 
Electricity in the Workplace 
Safety Committees / Safety Representatives 
Personal Protective Equipment 
Control of Contractors Working in Council Premises 
Asbestos 
Stress at Work 
Fire to include Fire Risk Assessment 
Management of Events 
No Smoking in Council Premises 
Safety in Outdoor Activities 
Hand Arm Vibration 
Slips Trips and Falls 
Lone Working 
Confined Spaces 
Construction, Design and Management 
Ergonomics in the Workplace 
Occupational Road Risk 
Use of Mobile Phones (and similar) 
Mental Health and Wellbeing Support Policy 
Employee Health and Wellbeing - Healthy Eating 
Employee Health and Wellbeing - Physical Activity 
Health and Safety During and After Pregnancy 
Health and Safety during Homeworking 
Working at Height 
Permits to Work 
Defibrillators in the Workplace 
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North Lanarkshire Council 
Report 
Joint Consultative Committee  

 

☐approval ☒noting Ref FW/LC Date 08/06/21 
 

End of Year Absence Statistics 2020/21 
 
 

  From  Fiona Whittaker, Head of People and Organisational Development 

  E-mail Whittakerf@northlan.gov.uk Telephone 07973 728628 
 

 

 

 
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 

AGENDA ITEM 3
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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).      

4.64 4.85
7.57 8.73

13.18

3.10

7.89
10.55

0.00
2.00
4.00
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8.00

10.00
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Year-end March 2020/21

FTE Lost Per Employee - 20/21 FTE Lost Per Employee - 19/20
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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     
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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. 
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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 
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North Lanarkshire Council 
Report 

Joint Consultative Committee 
 

☐approval ☒noting Ref FW/ST Date 25/05/21 
 

Investors in People update 
 
 

  From  Sara Tennant, Talent & OD Manager 

  E-mail tennants@northlan.gov.uk Telephone  
 

 

 

 
1. Background 
 
1.1 To date the Investors in People (IiP) annual review has been undertaken using the 

building block approach to accreditation, with each Service going through an 
assessment independently.  Presently Education and Families are accredited at Silver 
status, with Chief Executives and Enterprise and Communities (formerly Enterprise & 
Resources) at Developed status (see Appendix 1 for an overview of the framework and 
associated accreditation levels).   
 

1.2 This year, for the first time, the whole organisation is being assessed towards full 
Council accreditation. This involves gathering a robust set of evidence using both a 
questionnaire which was made available to all employees and discussions with a 
representative sample of the workforce.    
 

1.3 The outcome will be a positive benchmark against the Investors in People Framework, 
and we’re hopeful of achieving an increase in our accreditation level.  Furthermore our 
award further demonstrates our commitment to the Scottish Governments ‘Fair Work’ 
framework. 

Executive Summary 
 
The purpose of this report is to provide the Joint Consultative Committee members with an 
update on the whole organisation assessment against the Investors in People framework. 
 

Recommendations 
 
It is recommended 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 4
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2. Report 
 
Assessment Approach 
 
2.1 The review uses three main methods of assessment, detailed below. 

1. An Online Assessment (We Invest in People Survey). Note that paper copies were 
made available for employees who do not have on-line access.  The final response 
rate is still to be confirmed, we expect c.16% which is a good representative sample 
size based on our overall population.  

2. Virtual discussions, held by the Managing Assessor (IiP), with three lines of 
management i.e. one from each Service, including 3 senior officers, 3 middle 
managers, 3 first line managers and 9 front line employees. 

3. Internal Review team discussions (which are currently underway) have been 
arranged with a representative sample of 235 employees. 

Consolidating the results 

2.2 A consolidation meeting with the Managing Assessor and all Internal reviewers is 
scheduled to take place on 18th of June, with a view to producing a results presentation 
by the end of June.  A more detailed report will be made available during July, with a 
colleague communication available on MyNL. 

Taking forward recommendations 

2.3 Given the challenging operational and economic context we face, with significant 
programmes of change and transformation impacting across the Council, it has never 
been more important for us to ensure that we have a consistent focus on engaging and 
supporting the wellbeing of our employees. 

2.4  Recommendations from the assessment will be reviewed included in our IiP 
improvement plan (see Appendix 2 for current plan). Ensuring that we continue to drive 
employee engagement and sustainable performance consistently across the 
organisation.  This work is integral to our Workforce for the Future Strategy and vital to 
support the successful delivery of Council’s ambition as set out in The Plan for North 
Lanarkshire. 

 
 

 
3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  No implications.    

 
 

4. Impact 
 
4.1 Financial impact  
  All costs associated with IiP are met within our current budget provision.  Full 

consideration is given within existing budget parameters where recommendations 
require an increase financial investment.  

    
4.2 HR policy / Legislative impact  
 There is no expected legislative or HR impact arising from our plans currently. Our 

plans are underpinned by existing Council workforce policies.  
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4.3 Technology / Digital impact  
 Increasing use of digital technologies to deliver the assessment are seeing an increase 

in participation by colleagues. We continue to offer alternative methods of participating 
for staff in our front-line services in support of overall inclusion.   

    
4.4 Environmental impact  
 Positive environmental impact by reduction in carbon emissions as the review has 

been conducted virtually – reducing staff travel requirements.  
  
4.5 Communications impact  
 This being the first year of a full Council review, there has been improved collaborative 

working across services towards our common goal in line with the Workforce for the 
Future strategy.  There will be an ongoing positive communications impact by collective 
working on consistent themes across the organisation.  

   
4.6 Risk impact  
 Ensuring participation from staff across services in support of a meaningful review. 

This has been mitigated by the collaborative working shown above in section 4.5 – 
and Corporate Management Team fully support and sponsor the benefits of IiP, 
cascading this through their teams.   

  
 

5. Measures of success 
 
5.1 The IiP assessment framework will provide a measure of the effectiveness of 

leadership and management practices across the organisation. 
5.2 Additional measures of success through linked accreditations such as Healthy Working 

Lives, Disability Confident Leader, Equally Safe at Work, and Investors in Young 
People. 

5.3 Qualitative measures throughout the year evidenced through team performance and 
contribution, and ongoing feedback. 

 
 

6. Supporting documents 
 
6.1 Appendix 1 – Overview of the IiP framework and the accreditation levels (referenced 

at section 1.1) 
6.2 Appendix 2 – Current IiP improvement plan (referenced at section 2.4) 
 
 
 

 
 
Sara Tennant 
Talent and Organisational Development Manager 
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Appendix 1 – Overview of the IiP framework and the accreditation levels 
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Appendix 2 – Our current IiP improvement plan 
 

 
 
 
  

Framework 
Dimension

Recommendation Workstream Action Action due Officer Status Further actions/comments Q1-Q4 2021/22

1.1.1 Launch the new Corpoate 
accredited Leadership 
programmes 

31.03.2020 PM Complete Report going to CMT on 8th June 2021 on progress. 

1.1.2 Refresh Leadership 
Programmes as part of launch 
of new Leadership Academy

30.06.2020 PM Complete The new Leadership Academy was launched with release of the Learning 
Management System (LMS) in April 2021.  This includes specialist leadership 
programmes tailored to the needs of each service.

1.1.3 Implement a new 
management development 
offering using a blended - just in 
time learning approach 

31.10.2020 PM Complete Leadership Academy launched with Our People and Peformance curriculum April 
2021.  This introduced a blended approach and introduction of modern learning 
technologies such as webex, MS teams, page tiger.

1.1.4 Improve our leadership 
development evaluation 
framework and management 
information

31.10.2020 TOD In progress A more consistent evaluation framework is being developed and will be facilitated 
through LearnNL.  Our virtual masterclasses in the interim use polls to evaluate 
feedback. 

1.1.5 Take forward the digital 
leadership and culture 
workstream as part of the digital 
workforce and skills programme

31.03.22 TOD Keep under 
review

The Digital workforce & skills plan is underway which will support a modern digitally 
enabled workforce.  This has action against Leadership & Culture that is being taken 
forward with good progress. 

1.1.6 Release the 'Leading 
effective teams' toolkit that 
provides resources for 
managers to work with their 
teams to adjust their operating 
models and establish new ways 
of working.  

31.10.2020 
(31.10.21) 

TOD Delayed COVID has delayed this action, the draft toolkit is ready and will be taken forward 
as a Page Tiger digital resource.

1.2 People are clear about 
local objectives, but not 
always how they fit into the 
Plan for North Lanarkshire

1.2A Encourage line 
managers to refer to the  
Plan and translate what it 
means in terms of local 
delivery.  

1.2.1 Establish a  joint 
HR/internal communications 
working group to strengthen this 
area and deliver an annual 
internal communication plan

31.03.21 TOD/Srategic 
Communications

Keep under 
review

Joint group established. 

New CMT goverance and new tools introduced within the strategic pefofmance 
framework. Operational Management Team (XCMT) established with MS teams 
used as the vehicle to communicate plans and cascade these. 

2.0 Living the 
organisation’s 
values and 
behaviours

2.1 Encourage individuals to 
challenge behaviours which 
don’t match the organisations 
values  

2.1A Introduce a core set of 
behaviours in line with We 
Aspire and embed this into 
recruitment processes, PRD 
and Development 
programmes

2.1.2 Engage with employees at 
all levels representative of the 
organisation to help design and 
agree which behaviours will be 
taken forward

31.03.22 TOD/Strategic 
Communications

In progress Focus groups with a representative group of managers and employees at different 
levels across the business have taken place.  TU meetings are organised for w/c 
31st May 2021. Then a survey to all employees will be issued to infom forward 
plans.  Full implementation plan will then be developed to introduce the behaviours 
across the employee lifecyle supported by the HR Programme Manager. 

1.0 Leading 
and Inspiring 
People

1.1 Improve leadership 
development 

1.1A Offer quality Leadership 
Development with content 
reinforcing what's expected 
of our leaders in relation to 
We Aspire
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Appendix 2 continued – our current IiP improvement plan

 

Framework 
Dimension

Recommendation Workstream Action Action due Officer Status Further actions/comments Q1-Q4 2021/22

3.1A Continue to improve our 
communication and feedback 
channels including digital 
channels to reach more 
employees

3.1.2 Regularly review an 
develop the annual 
communications plan

31.03.21 TOD/Strategic 
Communications

Keep under 
review

MyNL and myself/myteams continue. 
Yammer continues as a digital channel to reach all staff - including those not within 
scope of MS teams.  MS teams channels are being established now that will enable 
greater collaboration. 
Strategic Communications have began work to look at streamlining our digital 
platforms. 

3.1B Encourage employees 
to contribute to our ambition 
to improve the organisation 
and the communities of North 
Lanarkshire

3.1.3 Revise the Bright Ideas 
Scheme

31.03.21 TOD Keep under 
review

Link into the DigitalNL plans and see how this could be done adopting a digital first 
approach in line with the behaviours, which have to come first. 

3.1C Through the actions 
listed against Leadership and 
Inspiring people we have 
content and resources that 
encourage managers to 
empower their teams and 

3.1.4 Encourage participation in 
focus/continuous improvement 
groups and champion roles 

31.03.21 TOD/Managers Keep under 
review

There are a variety of examples of project boards, working groups, workstreams, 
collaborative groups that are enabling participation in plans.  Our Digital Champions 
are one group supporting DigitalNL. 

4.0 Managing 
Performance

4.1 Encourage middle and 
senior managers to 
acknowledge performance 
more regularly via PRDs, 1-1s 
etc.

4.1A Launch a series of 
Management Development 
master classes to enhance 
skills and confidence around 
managing performance, 
feedback and good 
conversations

4.1.1 Reinvigorate the PRD 
process

31.10.21 PM In progress The refreshed PRD process will be managed on-line using the Learning 
Management System.  A pilot exercise is underway with 2 Council Services. 
The Leadership Academy also has a new learning offer under Our People & 
Performance that includes masterclasses.  The launch of the new Supporting 
Attendance policy will see c.1200 managers receive training on the new policy as 
well as skilled based masterclasses on how to approach/tackle conversations. 

5.1.1 Recognise successes and 
celebrate Further Education 
achievements annually

31.03.21 In progress Use Recognising Achievements annual event/ We Aspire monthly newsletter etc to 
celebrate successes.  We Aspire newsletter recognises achievements and Yammer 
channel supports this. 

5.1.2 Support and recognise 
contributions during Mental 
Health at work week

21.05.21 Complete

5.1.3 Recognise contribtion to 
the organisation and 
communities of North 
Lanarkshire during Volunteers 
Week

30.06.21 Not yet 
started

CPP Volunteering Stratetgy Developed - this will be picked up within that working 
group. 

5.1.4 Support and recognise 
contributions during Learning at 
Work week

21.05.21 Complete

5.2 Consider a peer 
nomination system to 
recognise high performance

Reward employee 
contribution towards the 
Council and Communities of 
North Lanarkshire

Introduce a ‘Recognising We 
Aspire’ award

Scheduled 
2021 - 
future 
direction 
TBC

TOD/ Strategic 
Comms

Delayed This work needs to align with the introduction of behaviours, direction of We Aspire 
and digital first approach. 

5.3 Implement employee 
support and rewards 
packages

Continue to promote and 
develop NLlife

Offer a wide range of benefits 
and discounts and Health and 
wellbeing supports available to 
all employees

31.03.21 TOD Keep under 
review

Build on quality provision of support for staff around all areas of mental health and 
wellbeing in line with the Mental Health and Wellbeing Strategy.  Cycle to work 
scheme includes e-bikes.  Paper on the introduction of electric car salary sacrifice 
scheme is being prepared.
The new Supporting Attendance policy has been introduced with a supporting 
training programme. 

3.1 Encourage employees to 
take up empowerment

3.0 
Empowering 
and Involving 
People

5.1 Celebrate successes 
more visibly within the 
organisation

5.1A Celebrate successes 
and achievements through 
events and communication 
channels/standing item on 
team meeting agendas

TOD/Snr 
Managers/       
Strategic 
Comms

5.0 
Recognising 
and rewarding 
high 
performance
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Appendix 2 continued – our current IiP improvement plan

 

Framework 
Dimension

Recommendation Workstream Action Action due Officer Status Further actions/comments Q1-Q4 2021/22

6.0 Structuring 
Work

6.1 Continue to review future 
strategies to reflect the profile 
of the workforce

6.1A Support a full 
programme of progressive 
workforce initiatives in line 
with our 5 strategic 
workforce priorities

6.1.1 Reskill and retrain our 
workforce as well as enhancing our 
recruitment and redeployment 
approaches

31.03.21 POD Keep under 
review

Enhancing recruitment and redeployment approaches through the introduction of a 
new Workforce Resourcing Team that will embark on a 2-year programme of 
improvement - working with colleagues from across services.   
Each service is developing a strategic workforce plan that will be presented through 
Cycle 4 2021/22.  
We continue to support services to develop emerging roles aligned to new delivery 
models - this includes the support to the 4 Delivering for Communities workstreams.  

7.1A Deliver high quality 
learning and development 
programmes to address skill 
gaps and prepare employees 
for future roles

7.1.1 Provide a comprehensive 
offering of Learning and 
Development opportunities on 
LearnNL and further develop as part 
of the new Learning Management 
System

31.10.20 TOD Keep under 
review

Phase 2 of LearnNL introduces new booking functionality.  Phase 3 involves 
improving each to front line staff and reporting functionality. 

7.1B Implement a talent 
management and succession 
planning framework

7.1.2 Use the Talent profiling and 
Succession Planning framework as 
part of the Workforce for the Future 
plans. Invest and support our 
apprenticeship family of foundation, 
modern and graduates

2020/2021 POD Complete Framework developed. Short life working group established to look at developing an 
implemenation plan with resources on LearnNL for managers to take greater 
accountability. 

A new Early Careers team has been established within TOD, and EC Strategy will 
ve developed for 2022.

7.1C Support career 
development opportunities to 
assist employees to reach 
their full potential

7.1.3 Offer sponsorship on courses 
of Further Education, Accredited 
Learning and Graduate 
Apprenticeships. 

30.06.2021 TOD Keep under 
review

This remains a key feature for the Council and we do this both formally and 
informally trough providing experiences for staff to work on project groups and 
increase their exposure/impact.   

7.1D Develop and promote 
career pathways to support 
the transition to our future 
workforce

7.1.4 Develop pathways for all 
Services demonstrating cross 
Service pathways

31.08.2020 POD Keep under 
review

Support emplyees to repurpose as required to build our future workforce.  Extend 
the mentorship framework in support of career progression.

8.0 Delivering 
Continuous 
Improvement

8.1 Increase workforce 
productivity, engagement and 
contribution by introducing 
new policy frameworks

8.1A Continue to implement 
and embed new policy 
frameworks

8.1.1 Revise Smarter Working, 
Code of Conduct,Workforce 
Change policies 

31.03.21 POD Keep under 
review

A new Maximising Attendance policy has been introduced.  The Smarter Working, 
Code of Conduct and Workforce Change policies are currently being reviewed to 
support our future workforce. Interim home working scheme introduced thorugh 
COVID that will be reviewed again by the end of the year in line with our home, head 
office, hub model. 

9.1A Implement the 
Workforce Change policy

9.1.1 Promote two way dialogue 
with all employees as we transition 
to our future workforce model

2020/2021 POD Complete Cross service working groups are established to engage employees as we move 
from recovery to renewal.   Virtual sessions have been held with staff on key 
workforce change such as the integration of CLNL to NLC and the ESCP to provide 
2-way dialogue.

9.1B Use surveys to hear 
what employees have to say

9.1.2 Publish 'You said We did' in 
response to survey feedback

31.07,2020 POD/Strategic 
Comms

Keep under 
review

We continue to use survey tools to engage staff - as well as make an effort to 
communicate plans on progress.  You Said, We Did IiP was issued in April 2021. 

9.1C Continue to apply our 
formal stakeholder 
consultation and engagement 
processes

9.1.3 Establich strong partnerships 
with Trade Unions,the third sector, 
secondary education, supported 
employment and delivery partners in 
the wider employment sector

2020/2021 POD Keep under 
review

Close partnership working will continue to be paramount to the success of our future 
workforce.

9.1D Involve employees at all 
levels through more 
collaborative ways of working 

9.1.4 Promote information sharing 
sessions e.g. OneNL sessions, 
Extended CMT, Yammer Q&A 
sessions with CMT. 

2020/2021 POD/Managers Keep under 
review

There are lots of examples of cross service collaboration that demonstrate this.  
Recent example of SLWG  group: Responding to the pandemic : delivering  high  
quality social work services.

The introduction of MS365 tools is enabling greater collaboration, with lots of 
practical examples to be built upon learning from COVID response. 

Services will continue to implement their own vehicles to increase consultation 
opportunies through roadshows, conferences etc.

7.0 Building 
Capability

7.1 Support the development 
of a pipeline of talent to meet 
future challenges

9.0 Creating 
Sustainable 
Success

9.1 Increase consultation to 
gain people’s support prior to 
implementation of change
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North Lanarkshire Council 
Report 
Joint Consultative Committee  

 

☐approval ☒noting Ref FW/LC Date 08/06/21 
 

Employee Relations Update – June 2021 
 
 

  From  Fiona Whittaker, Head of People and Organisational Development 

  E-mail Whittakerf@northlan.gov.uk Telephone 07973 728628 
 

 

 

 
1. Background 
 
 
 

1.1 As we are progressing through the recovery phases of Covid19, it is important that we 
continue to review our policies and procedures to ensure that they remain fit for purpose 
whilst considering the changing needs of our workforce and the Council’s ambitious 
plans for the future. 

 
1.2 It is also important that we keep abreast legislative changes that may impact on our 

policies and ensure that we have policies and procedures in place that meet the 
requirements and expectations of our workforce and provide a consistent and fair 
approach to employment issues. 

 

 

 
2. Report 
 
2.1 Following the implementation of the revised Home Working Scheme (Interim) on 1 

April 2021, it has been agreed with the trade unions that it would be beneficial to  
survey those participating in the scheme again to ensure that it remains fit for purpose 
and to address any concerns that arise from the results.  At the request of the trade 
unions the survey will focus more on mental health and wellbeing and the support 
offered to employees from managers whilst working in this way.  Through discussion 
with the trade unions, it has also been agreed that a separate survey will be issued to 

Executive Summary 
 
The purpose of this report is to provide the Joint Consultative Committee with an update 
on the work that is currently being undertaken or planned for the Employee Relations 
team and involves partnership working with our trade union colleagues. 
 

Recommendations 
It is recommended that the Joint Consultative Committee: 
 

1. Note the contents of this report. 
 

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 5
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managers of employees participating in the scheme in order that we can gauge the 
level of management support being afforded to employees.  It is our intention to issue 
these surveys next month, with the results being discussed with the trade unions and 
at a later meeting of this committee. 

 
2.2  As employee’s expectations of the working environment is changing, the Smarter 

Working Policy will be reviewed to ensure that it accommodates both the needs of our 
organisation and its workforce whilst allowing for the continuation of an effective and 
efficient service to the residents of North Lanarkshire.  The policy will be reviewed in 
partnership with the trade unions who will join the working group from the 
commencement of the review. 

 
2.3  In light of the need for a more flexible workforce and the increased number of 

employees working from home, the Dignity at Work Policy has been reviewed by a 
working group consisting of managers from across the Council and representatives 
from the HR teams.  The next stage will be to enter into discussions with the trade 
unions regarding the proposed changes and to agree a revised policy that 
incorporates home working but also considers the wider Council population whilst 
giving employees a solid platform on which issues can be addressed. 

 
2.4 On a similar theme, the Alcohol and Drugs Policy will also be reviewed to ensure that 

it considers those who are now working from home.  The review will also consider the 
current parameters around testing and explore if there is a requirement to amend this 
process.   

 
2.5 Whilst currently the Council supports Breastfeeding for mothers in work with the 

appropriate support being provided, it has been agreed that as part of the 
Breastfeeding Framework, a more formal policy is required.  A working group will be 
formed to take this forward with the inception of a formal policy hopefully taking place 
in a relatively short timescale. 

 
2.6 Finally, the Flexible Retirement Scheme for those who are members of Strathclyde 

Pension Scheme (not applicable to teaching staff) has been revised to reflect the 
changes to the pension scheme.  Employees who are aged 55 or over and have a 
minimum of two years in the pension scheme can now apply for flexible retirement 
where as up until recently you had to be 60 and meet the rule of 85.  The changes to 
this scheme have been communicated to the trade unions and employees. 

 
 

3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  All policies are considered for equality impact implications. There is no impact 

regarding this report. 
    

 
4. Impact 
 
4.1 Financial impact 
  
  There is no financial impact at this time regarding the contents of this report, however 

any policy change is always assessed for the financial impact to the Council. 
 
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 at this time. Page 46 of 47



    
4.4 Environmental impact 
  
 There is no environmental impact. 
 
4.5 Communications impact 
  

There is no communications impact at this time, however any changes to policy will 
be communicated appropriately across the Council. 

  
4.6 Risk impact  
 
 A regular review of policies and procedures should minimise the risk of litigation 

against the Council and encourage stable industrial relations.  
 

 
5. Measures of success 
  
5.1 Stable industrial relations and a workforce who are motivated and content to work for 

the Council. 
 

 
6. Supporting documents 
 
6.1 Not Applicable 
 
 
 

 
 
Fiona Whittaker 
Head of People and Organisational Development 
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