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GLASGOW KELVIN COLLEGE
FINANCE AND RESOURCES COMMITTEE - 07 SSEPTEMBER 2021
ANNUAL STAFF ATTENDANCE REPORT FOR 1 AUGUST 2020 TO 31 JULY 2021

REPORT BY DIRECTOR OF HUMAN RESOURCES AND SENIOR HUMAN RESOURCES
BUSINESS PARTNER

1. Introduction

Members will be aware that as part of College monitoring systems it records routinely
staff attendance figures and report these to the Committee.

The purpose of this report is to provide further details on the statistics for AY 2020/21,
1 August 2020 to 31 July 2021.

2. Attendance

The attendance and absence information for the College is split into the four main
staff groups represented in the College workforce. The allocation is SMT/OMT,
Support Staff, Permanent Teaching Staff and Temporary Teaching Staff.

Graph 1 below shows the absence statistics for the four staff groups for academic
year (AY) 2020/21 per quarter.

Graph 1 — Annual Absence Rate - AY 2020/21 per Quarter
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Graph 2 below shows the absence statistics for the four staff groups for AY 2020/21
in comparison to AY 2019/20 and 2018/19.

Graph 2 — Annual Absence Rate AY 2020/21 in comparison with the past two
AYs
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Graph 3 below shows that the overall absence percentage for the College has
decreased significantly over a three-year period. This is attributable to a decrease in
both long-term and short-term absence. There were no absences within the staff
categories SMT/OMT or Temporary Teaching Staff.

Graph 3 — Absence percentage from AY 2018/19 to AY 2020/21
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Graph 4 below demonstrates the percentage for short-term and long-term absence
for the past two AYs for comparison.

Graph 4 — Annual Absence Rate categorised by short-term and long-term
absence for AYs 2020/21, 2019/20 and 2018/19 for comparison.
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Short-term absence reduced by half and long-term absence, an absence which last
11 days or more, decreased by 0.70%. The College continues to develop and
implement different approaches to support staff and manage short-term and long-
term absence.

Long-term Absence

As noted above an absence of 11 days or more as long-term.

During AY 2020/21 there were a total of 44 incidents of long-term absence involving
41 employees in comparison to AY 2019/20 when there was a total of 65 incidents of
long-term absence involving 60 employees. Of the 41 employees, 22 were support,
19 were teaching staff, and none were temporary staff or SMT/OMT.

Mental Health and Wellbeing

Members will be aware that the College specifically monitors and reports on
absences related to mental health and wellbeing, including conditions such as work
related stress, anxiety, depression, bereavement, stress and nervous debility.
Wellbeing has risen up the agenda for many employers over the past few years
however in light of COVID-19 this issue has been brought to the forefront. The
College has developed and implemented a range of approaches to support the
mental health and wellbeing of its staff, and students.

In AY 2020/21 a total of 805 working days were lost due to conditions relating to
mental health and wellbeing involving 25 employees. In comparison to AY 2019/20
when a total of 880 working days were lost involving 31 employees.



Of the 25 employees 5 suffered from a diagnosed mental health condition (i.e.
anxiety, depression) and 20 experienced poor mental health (i.e. bereavement,
stress, personal domestic issues).

Of the 20 staff members who experienced poor mental health 16 staff absences were
related to personal matters and 4 reported issues related to the work place. Of the
four staff who reported stressors due to worked related matters, their concerns were
addressed and resolved. Appropriate steps were taken to support and assist all of
the employees concerned.

Of the overall absence percentage in 2020/21, 2.5%, a total of 0.16% was associated
to work related stressors.

COVID-19

NJNC Circular 01/20 — COVID-19 — Guidance on Paid leave for Lecturing and
Support Staff provided colleges with guidance on paid leave and special leave related
to COVID-19 for staff. The circular provided for paid leave for employees who
followed NHS guidance and who have self-isolated and are unable to work.

The College therefore recorded absences related to COVID-19 separately from those
recorded under its Attendance Management and Support Policy and Procedure in AY
2020/21.

During AY 2020/21 the College recorded 89 incidents associated with COVID-19
involving 77 members of staff and a total of 322.5 days. This figure includes confirmed
cases, isolation and quarantine. Of the total humber of staff employed during the
reporting period 14% experienced at absence related to COVID-19.

Including these absences under the its Attendance Management and Support Policy
and Procedure the overall percentage rate for absence for AY 2020/21 would have
been 2.52%

CIPD Health and Wellbeing at Work Report 2020

Members will be aware that the Chartered Institute of Personnel and Development
(CIPD), produce an annual report titled Health and Wellbeing at Work Report
(HWWR) in partnership with Simplyhealth. The College benchmarks its performance
against the annual report to assess how it compares to other public sector
organisations.

The HWWR indicates an improvement in organisations being more proactive than
reactive on health and wellbeing but a smaller increase in the proportion that have a
formal wellbeing strategy. Members will be aware that the College has in place a
formal Mental Health Strategy. This will be reviewed in academic year 2021-22.

The Scottish Funding Council allocated funding to support the mental health and
wellbeing (Funding for Mental Health in colleges AY 2021-22) in colleges. The
funding is to support the appointment of a Mental Health Co-coordinator role. The
College has advertised a post Wellbeing and Engagement Lead, fixed-term
12months, and the recruitment process is ongoing at the time of writing this report.
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https://www.cipd.co.uk/Images/health-wellbeing-work-report-2021_tcm18-93541.pdf

The role will assist the College to develop systems and processes to build on its
existing infrastructure and capacity that will provide ongoing support for the mental
health and wellbeing of staff, and students. A progress report on the College’s
approach to health and wellbeing will be brought to a future meeting of the Finance
and Resources Committee.

6.1 Short-term Absence

The CIPD report identifies the five common causes of short-term absence.
These are shown in table 1 below. Two of the main causes are similar to those
of the College.

The CIPD identified the fourth most common reason for short-term absence as
stress however this is not included in the top five reasons for the College.

They have included absences related to COVID-19 and identified this as the
third main reason for short-term absence for organisations in 2021. If absences
related to COVID-19 were included for the College, this would be the second
main reason for absence in AY 2020/21.

Table 1 — Five Most Common Causes of Absence for Glasgow Kelvin
College compared to those reported by the CIPD for short-term absence

AY 2020/21 AY 2019/20

GKC CIPD GKC CIPD
Minor Iliness Minor lliness Minor lliness Minor lliness
Hospital Musculoskeletal Musculoskeletal Musculoskeletal
Treatment/Surgery
Poor mental health | COVID-19 Hospital Stress
(non-diagnosed (including Treatment/Surgery
includes, confirmed cases,
bereavement, low | isolation,
mood, anxiety, | quarantine and
domestic  stress. | shielding)

Excludes
diagnosed mental
health conditions)

Acute Medical | Stress Mental lll Health Mental Ill Health
Conditions
Musculoskeletal Mental Il Health | Acute Medical | Caring
(e.q. clinical | Conditions responsibilities for
depression and children
anxiety)




6.2

Long-term Absence

The CIPD class long-term absence as 20 days or more and the report
produced, based on the 20 days identifies the five most common causes of
absence associated with long-term absence. Whilst the College class long-
term absence as periods of absence lasting 11 days or more, for the purpose
of this report 20 days has been used as the calculator. Table 2 below shows
the five most common causes for absence using 20 days as a direct comparator
with the CIPD.

Table 2 — Five Most Common Causes of Long-term Absence for Glasgow
Kelvin College compared to those reported by the CIPD

AY 2020/21 AY 2019/20
GKC CIPD GKC CIPD
Acute Medical | Mental Il Health | Stress (personal, | Mental Il Health
Conditions (clinical work, (clinical
depression, bereavement) depression,
anxiety) anxiety)
Stress  (personal, | Musculoskeletal Musculoskeletal Musculoskeletal
work,
bereavement)
Hospital Stress Acute Medical | Stress
Treatment/Surgery Conditions
Musculoskeletal Acute Medical | Hospital Acute Medical
Conditions Treatment/Surgery | Conditions
Minor lliness Minor lliness Mental 1l Health | Minor lliness
(clinical
depression,
anxiety)

The College provides a wide range of support and advice to staff that
experience a long-term period of absence to aid their return to work and assist
them maintain their employment where appropriate.

The College employed a total of 542 employees during the reporting period,
AY 2020/21. Of the staff employed a total of 129 (24%) experienced one or
more incidents of absence due to illness. In comparison during AY 2019/20 the
College employed a total of 579 of which 369 (63%) experienced one or more
incidents of absence due to illness.

An analysis of the overall sickness absence information for the College for AY
2020/21 is detailed below. Information was benchmarked against the CIPD
report, where data is available.



The main points include:

e An average of 4.3 working days were lost per employee in comparison to
an average of 6.2 days in AY 2019/20. The average reported for the public
sector in 2020 (data for 2021 is not available at this time) was 8 working
days (CIPD).

o 69% of absence incidents were 5 days or less which is overall a 1%
reduction in comparison to AY 2019/20.

o 8% of absence incidents were greater than five days but less than 11 days
which is overall a 3% reduction in comparison to AY 2019/20.

e 23% of absence incidents were long-term, 11 days or more which is overall
a reduction of 32% in comparison to AY 2019/20.

e Of the total number of instances of one or more period of absence 64%
were associated with a female staff member and 36% male in comparison
to 59% female and 41% male in the previous AY.

e Of the total number of instances related to short-term absence, five days
or less, 67% were female and 33% male (AY 2019/20 - 61.4% were female
and 38.6% male).

e Of the total number of instances related to medium-term absence, six to
ten days, 53% were female and 47% male (AY 2019/20 - 54.8% were
female and 45.2% male).

o Of the total number of instances related to a period of long-term absence,
11 days or more, 64% were female and 36% male (AY 2019/20 - 57% were
female and 43% male).

e Of the total number of instances 40% were academic staff, including
teaching management and 60% were support staff.

Absence Management

The College continues to work in partnership with staff, managers, and
representatives of its recognised Trade Unions and its external partners to develop
and apply approaches to managing attendance. It is also working closely with its
software provider to develop further its HR and Payroll system to support the
management of attendance.

Resource Implications

A high percentage of staff absence will require additional staffing to cover services
where this is necessary. Services may be affected where levels of absence are high
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11.
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in a particular area. The College continues to monitor levels of absence and take
appropriate steps to manage staff absence.

Equality

There are no equality issues identified as a result of this item.

Risk and Assurance

There are no risks have been identified as a result of this item.

Data Protection

There are no data protections issues as a consequence of this report.

Recommendations

Members of the Finance and Resources Committee are recommended to:

i) note the content of this report;

i) note the Director of Human Resources will bring forward an update report on
the College health and wellbeing strategy to a future meeting of the Finance
and Resources Committee; and

iii) note the Director of Human Resources will bring forward an update report to
the Finance and Resources Committee, 08 February 2022.

Further Information

Further information on the content of this report can be obtained from Elaine Mitchell,

Senior Human Resources Business Partner at emitchell@glasgowkelvin.ac.uk , or

Doreen Shiels, Director of Human Resources at dshiels@glasgowkelvin.ac.uk , or
Derek Smeall, Principal at dsmeall@glasgowkelvin.ac.uk
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