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1.0 PURPOSE  
   

1.1 The purpose of this report is to make Committee aware of the Council’s approach to 
Attendance Management.    

 

    
   

2.0 SUMMARY  
   

2.1 Quarterly attendance figures were presented to the 19 June 2012 Policy and Resources 
Committee and a request was made to advise Committee on how the Council deals with 
attendance management.  This report fulfils that request. 

 

   
2.2 The Council’s attendance management return for March to June of this year shows 

4.76%. (Appendix1) 
 

 

2.3 The stamp ‘could do better’ is regularly placed against such returns, however, it is 
important to discuss the matter in context.  The Council has made good progress over 
the last few years, sits well nationally and has recently put in place measures to realise 
further improvement. 

 

   
   

3.0 RECOMMENDATIONS  
   

3.1 It is recommended that Members note the relative success achieved thus far in 
managing attendance.  

 

   
 
 
  Head of Organisational Development,  

Human Resources and Communications



 
   

 4.0 BACKGROUND  
   

4.1 Managing Attendance is a high priority for all Services and with managers who have 
responsibility for managing employee attendance. They are supported in this process by 
Human Resources policies and procedures on managing attendance and are supported 
at all stages of the process by Human Resources Advisors if required.   

 

   
4.2 Following a revision of attendance management procedures and policies in 2005/2006 

attendance levels have improved to the extent that Inverclyde is no longer at the lower 
end of national league tables. 
 

 

4.3 The Council has agreed a managing attendance target of currently 4.75% which is well 
publicised.  In addition, this target has been introduced in a formal context and is 
referred to in contracts of employment.  The reason for this is that it is important to 
promote the responsibility of employees to manage their own attendance; the 
responsibility of managers to carry out the Council process; and the responsibility of 
Human Resources to ensure that policies are refreshed.  

 

   
4.4 It is the responsibility of managers to ensure that their employees’ absences are 

recorded and monitored on an ongoing basis.  The bedrock of any attendance 
management policy is the return to work interview which occurs following every absence 
and is supported by the following trigger points which also leads to a meeting between 
employee and manager: 
 

 4 separate absences (of any duration) in a rolling 12 month period 
 A total of 8 days or more absence in a rolling 12 month period 
 An absence of four or more weeks duration 
 An absence which is due to a musculoskeletal condition, or a mental health 

problem (e.g. stress, anxiety, depression ) 

 

   
4.5 Occupational health provision has been in place for over two years, the aim being that 

this service will have an impact on long term absence statistics. 
 

   
4.6 The barriers to a further reduction in absenteeism are: 

 
 Inconsistent application of the procedure 
 Wide variety of employee groups to cover 
 Number of locations where employees work from 
 Culture of public sector in general 
 Terms and conditions of employment 
 

 

4.7 ‘Could do better’ is understandably and easily levelled at the Council’s managing 
attendance approach, however, this charge should be balanced against a pattern of 
continuous improvement over a number of years, the environment in which we operate 
and the often misleading and (selective) comparison made with the private sector. 
 
Future development of our approach is continuing to link attendance management to 
other employee related subjects (a recent example is using attendance as a measure in 
the voluntary severance matrix; a long standing example is banking annual leave 
scheme). 

 

   
   

5.0 PROPOSALS  
   

 5.1 It is proposed that Human Resources and all Services continue to promote attendance 
management as a high priority as this matter is a shared responsibility. 

 

   
   

 
 



6.0 IMPLICATIONS  
    

6.1 Finance:  There are no financial implications for this report.  
   

  Financial Implications – One off Costs  
   
  

Cost Centre Budget 
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Financial Implications – Annually Recurring Costs/ (Savings) 
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Annual Net 
Impact 

Virement 
From (If 
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6.2 Human Resources:  There are no Human Resources implications.  

   
6.3 Legal:   There are no legal implications.  

   
6.4 Equalities:  There are no Equalities issues within this report.  
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