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1. Background 
 
1.1 As previously advised, the Homeworking Scheme (Interim) was introduced last year for 

a temporary period of six months in response to the Covid19 restrictions and in 
particular, the requirement for those who could work from home to do so. 
 

1.2 Towards the end of the last year, it became apparent that there was a need to extend 
the Homeworking Scheme (Interim) beyond its original expiry date of 31 March 2021, 
due to the ongoing COVID19 restrictions, the increased transmission rates of the virus 
and the strategic roll out of the vaccination programme. 
 

1.3 The proposal to extend the current Homeworking Scheme (Interim) by 12 months was 
presented to the Finance and Resources Committee on 11 March 2021 for formal 
approval and will be endorsed at full Council on 1 April 2021. 
 

1.4 A communications strategy has been developed to advise employees of the proposal 
to extend the scheme by a year and to ensure that managers continue to provide the 
necessary support and guidance to those participating in the scheme. 
 

 

Executive Summary 

The purpose of this report is to provide the Joint Consultative Committee members with 
an update on the Homeworking Scheme (Interim). 
 

Recommendations 

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

The Plan for North Lanarkshire 

Priority  Improve North Lanarkshire's resource base 

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



 
 

2. Report 
 
2.1 The Homeworking Scheme (Interim) was initially introduced in September 2020 for a 

temporary period of six months to allow for the ongoing recovery phases of the 
pandemic.  However, towards the end of last year, it became apparent that the scheme 
would need to be extended in light of the ongoing Covid19 restrictions, increased 
transmission rates and governments instructions for those who could work from home 
to continue to do so. Furthermore, whilst the introduction of the Covid19 Vaccination 
Programme was welcomed by all, it was unclear how long it would take to fully 
vaccinate the population and allow for a return to normal life. 

 
2.2  In light of this and following consultation with the trade unions, the decision was taken 

to extend the scheme by a period of one year from 1 April 2021 to 31 March 2022.  
During this time, it is anticipated that all employees will have been afforded the 
opportunity to be fully vaccinated.  Additionally, this time will allow the Council to set 
out it’s wider plans for returning staff to offices and to consider its future operating model 
in line with The Plan for North Lanarkshire. 

2.3   Initial communications have been issued to managers and employees advising them 
of the proposal to extend the scheme, along with details of the recent Homeworking 
Scheme Survey results and a reminder of the support that is available to those who are 
participating in the scheme. 

2.4     The Scheme has also been revised since its inception following trade union concerns 
regarding the application of working time and business mileage whilst working from 
home.  These areas of the scheme have now been amended to reflect the guidance 
provided by both the Working Time Directive and HRMC tax regulations.   

2.5    Once endorsed, those participating in the scheme will be issued with a temporary 
variation to their contract of employment.  At the time of writing this report, 
approximately 1800 employees were participating in the scheme.  However, managers 
have been asked to consider current and future participants of the scheme following 
consideration of health and safety requirements within their service areas and therefore 
it is likely that the number of employees participating in the scheme will be higher than 
before as office buildings remain closed and the position stands that those who can 
work from home should continue to do so. 

2.6     Throughout the period of the Homeworking Scheme (Interim) being in place, dialogue 
will continue with employees through further surveys and with the trade unions through 
regular meetings.  Any areas of concern identified through these processes will be 
addressed at the earliest possible point. 

2.7  As the Council transitions from the current working arrangements to the new normal, in 
whichever form that takes, the appropriate consultations will take place with the trade 
unions and appropriate communications issued to employees. 

 
Homeworking Scheme (interim) Survey Results 
 
2.8      As part of the communications strategy, referenced earlier in this report, some of the 

Homeworking Survey results have been published and made available to all 
employees.  The survey was conducted in December 2020 and the graphical results 



can be reviewed by opening the following link: https://www.surveymonkey.com/stories/SM-
D23RSSQ2/ 

2.9 The results of the survey are in the main very positive and key messages and graphical 
information will be drawn to support the content of any communications.  There are a 
number of key themes which stand out including: 

 That the majority of staff have found working from home either easier or the same as 
being in the office, with many highlighting the benefits of a better work life balance. 

 That there has been a high level of compliance with the completion of appropriate risk 
assessments and in general staff feel that they have the right equipment to work from 
home. 

 Access to and support from line managers has been good and the majority of staff feel 
that they have been supported during their time working from home through the use of 
virtual platforms. 

 That a high number of staff report participating in regular team meetings, either weekly, 
fortnightly or monthly.  

 
2.10  There are some areas of focus for improvement highlighted in the survey, and these 

will form the basis for future campaigns and additional surveys.  These include:  
 

 Some staff reporting a sense of isolation, particularly where they are exclusively based 
at home.  

 A need for managers to continue to focus on engaging with staff particularly with 
regards to their welfare and wellbeing. 

 A need for more staff to access and make use of the vast array of support available on 
myNL, LearnNL and WorkwellNL.   
 

2.11  Promotional communications will continue to be issued to encourage employees to 
access the supports available and regular surveys should help identify areas of 
concern. 

Next Steps 
 
2.12 Employees participating in the scheme will be issued with a temporary variation to 

their contract of employment in the coming weeks advising of the change to their 
working arrangements. 

 
2.13  Key messages and reminders of supports will be issued to those participating in the 

scheme on a regular basis. 
 
2.14   During the extension period of the Homeworking Scheme, and in line with the 

progression of the vaccine roll out and associated national restrictions framework, 
relevant services will work together to develop a fuller plan for transitioning to a more 
blended model of working, with a mix of home and flexible office accommodation. 

2.15 Further surveys will also be carried out over the coming year with the results being 
discussed with the trade unions and managers as deemed appropriate or necessary. 

2.16     Appropriate consultations will also take place with the trade unions regarding the future 
working model of the Council and any required changes to the Homeworking Scheme 
(Interim). 



 
 
 

 
3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  There are no Fairer Scotland Implications and Council Services will remain 

accessible to those who require them. 
 
3.2   An equality impact assessment has been carried out for the Homeworking Scheme 

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

  
 

4. Impact 
 
4.1 Financial impact 
  
 Employees participating in the scheme can purchase office equipment to the cost of 

£100.  Although the uptake has been relatively low at this time, the confirmed 
extension to the scheme may encourage more employees to purchase equipment.  
The financial impact of providing employees with £100 to buy office equipment has 
been fully costed and provisioned for by Financial Solutions. 

 
 Other costs associated with business milage will need to be monitored and reviewed 

as appropriate. 
   
4.2 HR policy / Legislative impact 
  

 The Homeworking Scheme (Interim) is an extension to the existing Smarter Working 
Policy.  All legislative requirements have been assessed and applied appropriately. 

 
4.3 Technology / Digital impact 
  
 Individual services source and provide the appropriate technology to allow their 

employees to work from home.   
    
4.4 Environmental impact 
  
 It is difficult to assess the environmental impact at this time, however it is expected 

that due to the reduction in employees commuting to and from the workplace, this will 
have a positive impact on the Councils’ Carbon Footprint. 

 
4.5 Communications impact 
  

 Due to the numbers of employees working from home there is a requirement to 
consider much wider communication methods and managers are reminded regularly 
about the importance of communicating with staff.  

  
4.6 Risk impact  
 
 If employees were not working from home during this time there is a real risk of 

increased Covid19 transmission rates amongst employees and their families. 
 
 
 



  
 

5. Measures of success 
 
5.1 Employees are safe working from home and productivity and service provision is not 

impacted upon by this way of working. 
 

 
6. Supporting documents 
 
6.1 Not Applicable  
 
 
 
 
 
 
 
Fiona Whittaker  
Head of People and Organisational Development 


