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Executive Summary 

 
The purpose of this report is to update the Joint Consultative Committee on the work 
underway on to develop our Future Workplace Model. 
 
As part of the Council’s response to the pandemic there was a requirement to rapidly 
mobilise a remote workforce with nearly 95% of its office staff working from home. Remote 
working was supported with various digital platforms being established within a very short 
timeframe and the digitisation agenda being successfully accelerated to meet operational 
demands.   
 
Although the Council’s transition to home working has been very successful, as we move 
into the final phase of the pandemic there is a need for us to consider in detail what our 
more permanent workplace model arrangements will be.  This work will draw from and 
build on the learning and good practice we have already established over the last 18 
months, whilst keeping a focus on supporting the wider health and wellbeing of our 
employees.   
 
A specific piece of work has now been commissioned by the Chief Executive, to present 
an options appraisal to Corporate Management team on the 19th October proposing the 
look and feel of the workplace as we recover from the COVID pandemic and to align with 
future changes in our operating model. It will take into account recent results from the 
home working surveys, discussions with managers and staff across all services and early 
work underway to provide community hub facilities for staff as phase one of the 
Leadership and Operating Model. 
 

Recommendations 

 
1. Acknowledge the work to date on the future workplace model 
2. Endorse the approach to ensure good engagement and ownership from staff and 

Trade Unions. 
3. Agree a follow-up report will be taken to subsequent JCC’s as this work 

progresses 
  

 

The Plan for North Lanarkshire 



 
1. Background 
 
1.2 Although the pandemic has required the Council to quickly implement a number of 

working from home arrangements, which have continued over 18 months, most 
services have adapted well to these new ways of working. Over this time very small 
numbers of staff have been required to return to the office environment due to functions, 
roles that cannot be undertaken remotely, or to support staff with personal 
circumstance or health & wellbeing related issues.  

 
1.3 To enable this requirement to efficiently move staff into different workplace 

arrangements, a workforce categorisation exercise was undertaken as part of early 
recovery planning, facilitating clarity around the working arrangements of different staff 
groupings and preparing the authority to operate a blended future work model.  

 
1.4 Discussions have been ongoing with both staff and trade unions as part of this work, 

and this has been invaluable to the development of our approach, with contract 
variations agreed and the interim home working scheme extended until 31 March 2022.  

 
1.5 It is also important to note, that changes to how frontline staff operate have also been 

significant over the pandemic with social distancing, PPE and other restrictions forcing 
material changes to practice and service delivery that have made working life much 
more difficult for large numbers of our frontline staff, including those who are based in 
our communities such as in locality offices.  This was also recognised in the One Year 
of COVID survey recently undertaken by Unison.  

1.6 As we move towards our future workplace model and restrictions ease for these 
groupings of staff who operate in fixed environments, we must also think about our 
approach to improving their workplace experience and particularly how we fully engage 
them in our Digital NL and Delivering for Communities journey.  

1.7 We believe now is the right time to further understand the learning from the last 18 
months and develop a future workplace model that meets the needs of all our staff, 
services and the communities we serve. It is intended that this work will enable us to 
set out a clear and positive view of the future of work for our staff, aligned within our 
new operating model and ongoing COVID environment.  It is also intended to be a 
foundation for informing future workforce and HR Policies and plans. 

 
 

2. Report 
 
Methodology 
 
2.1 The project has sought to engage with a wide range of employees across the council 

including Heads of Service and Operational Managers and employees across all 
services and workforce categories. 

 
2.2 Meetings have been held with all Heads of Service and Operational Managers have 

been engaged through service meetings and the Operational Management Team 
meeting. Relevant managers have also completed a home working survey where 299 

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 



managers responded on the challenges and opportunities of managing in a remote 
way. 

 
2.3 Employees have had the opportunity to complete a recent home working survey with 

76% of home working staff responding. 224 have also attended focus groups 
throughout September, to provide their views on how they see the future workplace 
developing. 

 
2.4 Our frontline workforce has been engaged through a survey with results due shortly 

and focus groups are planned later this year as a second phase to this work. 
 
2.5 Consultation is ongoing with trade union colleagues to ensure they are fully sighted 

on thoughts and plans and have an opportunity to input to this work at an early stage; 
an invite was also extended to them to attend the ongoing focus groups, and this level 
of engagement will continue as the project progresses.  

 
2.6 Councils across Scotland have provided benchmarking information which outlines 

clear similarities in the ways in which councils are re-thinking their facilities and ways 
of working going forward. 

 
2.7 Conversations are ongoing with Business Solutions and Asset and Procurement to 

ensure any model is considered and can be implemented. 
 
2.8 Links to the Future Operating Model, Office Rationalisation and the Shared Campus 

Model have been made and relationships have been developed to ensure a joined-up 
approach. 

 
 
Key Findings to date 
 
Home Working Surveys  
 
2.9 A second home working survey was issued to all employees categorised as 

Homeworkers or Agile Workers-Home Based in July this year. In total 1405 
employees fully completed the survey. 

 
2.10 Some key findings from the survey show a positive response to home working 

including more than 68% noting that they enjoy working from home some or all of the 
time. 93% wish to have home working as part of their future working arrangement and 
over 80% feel supported when working from home.  

 
2.11 Over 30% of respondents felt working from home had a positive impact on their 

mental health and a further 28% believed it had no impact either way. Over 90% were 
happy to contact their manager if mental health impacted on them whilst working from 
home. 

 
2.12  28% of respondents have found working from home more difficult and 21% feel 

working from home has adversely affected their mental health. Just under 4% feel 
isolated and around 12% feel they receive little or no support whilst working from 
home.  

 
2.13 Whilst overall these results are positive, there are some key challenges that remain 

with a working from home model. These do reflect the need for individual 
circumstances to be taken into account and for services to accommodate individuals 
where home working is not a suitable option. 



 
2.14 A similar home working survey was also sent to managers of home working 

employees to gather views of managing remote teams. 299 managers responded. 
 
2.15 In the main the results were very positive with 48% of managers noting they were in 

contact with home working employees daily and a further 43% noting they were in 
contact at least once a week. Almost 80% confirmed they discuss mental health and 
wellbeing with their staff and encourage them to take regular breaks. 

 
2.16 Around 40% of managers feel their teams are more productive at home and another 

38% feel they perform at a similar level to the office environment. In the future over 
75% would be keen to have a balance of working from home and in the office for 
themselves and their teams. 

 
2.17  In terms of challenges, 40% of managers noted that at times they found home 

working employees more difficult to manage and that they encounter issues of 
isolation and staff concerns around a lack of social interaction. Just over 20% of 
respondents do not discuss mental health and wellbeing with their staff. 

 
2.18 Again although the manager survey presents a mainly positive picture of managing 

home workers, there is a requirement for additional guidance around the importance 
of regular check-ins around wellbeing and mental issues and a strong case for a more 
agile model where staff can experience face to face interactions with team members 
and their manager to combat feelings of isolation.  

 
 
Manager and staff engagement 
 
2.19 A number of key themes came from discussions with managers and staff and these 

are covered below. There is a clear desire across all services that it important that 
learning can be gained from our experience over the last 18 months and that the 
future workplace model must listen to services and staff. 

 
2.20 There is a general sense across all the services that some of the flexibility adopted 

during the pandemic should be retained - this may be flexibility in relation to our 
locations of work, hours of work and even how we work. Staff would like, where 
possible, the ability to choose - spaces, locations, types of desk and to have a good 
level of autonomy about how they work. 

2.21 It is clear that one size does not fit all – some teams require a dedicated space for 
specific business needs, some are already planning how they could share space with 
other services and some would rather the ability to choose where they meet or sit, 
based on what they are delivering that day or week across the length and breadth of 
the council area. It might be service specific or even team specific, but services are 
keen to manage it the way that works best for the service, whilst having a consistent 
approach that underpins it all.  

2.22 Further understanding the digital capabilities of the MS365 tools that have been rolled 
out over the last 18 months and working with DigitalNL to fully integrate and adopt a 
‘Digital First’ approach will be essential to the success of sustained changes to our 
future workplace.  

2.23 Staff and managers alike have a consistent view that there needs to be purpose and 
value in coming into an office or building – it is not about being present or seen and it 
is usually not just to sit at a desk – this can be done at home in the majority of cases. 



For some a desk in a building is needed due to personal circumstances or for a 
specific piece of work but mostly, coming into an office is about collaboration, meeting 
together in small teams, in formal meeting spaces and more informal breakout areas. 
It is about supporting new staff, developing and growing relationships, and learning 
together.  

2.24 Wellbeing is another key theme to come from both managers and staff. Meeting 
together face to face is always going to be important and key to combating isolation 
and encouraging good mental health. Peer support and access to managers and 
colleagues to bounce around ideas or discuss challenges helps us to maintain good 
wellbeing at work.  

2.25 In any future workplace model, expectations on managers and staff will need to be 
explicit and guiding principles are being developed to support this. The ‘Always On’ 
culture developing across the working from home groups can cause burnout and our 
Council needs to ensure our staff wellbeing is front and centre of those expectations. 
Protected time without meetings, encouraging regular breaks from screens, breaks in 
longer meetings and reductions in email traffic can all contribute to staff’s ability to 
sustain their workloads and support wellbeing.  

2.26 For staff across all services in home working and frontline roles, an understanding of 
the range of facilities available for them to access across the council estate will 
become an important element of the new model. Welfare facilities like tea and coffee, 
bathrooms and options for printing, shredding and scanning need to be available 
across our estate and building should be open to anyone with an NLC badge. Out of 
hours provision is also essential to support some of our frontline workforce who need 
a safe place to take a break or use the facilities.  

2.27 The culture of the council has had to change and adapt over the last 18 months and 
this change will continue as we look to embrace our future workplace. The agreed 
model needs to be embraced and owned by all levels of management and they must 
lead by example.  

2.28 Policies will need to be reviewed to support the new model and work has already 
started on this as a review of the Smarter Working policy has begun. Staff and trade 
union engagement will be key as we work through contractual changes and support 
staff as any new model is embedded.  

2.29 Staff should be encouraged to continue to engage and contribute to the new model, 
we will revise as we go to ensure it is right for services, staff and our communities. 
The future workplace model paves the way for the future operating model and 
community hubs and the first phase of this, which is to open up hubs to staff. 

 
Community Hub Facilities 
 
2.30 In March 2020, Policy and Strategy Committee approved the report and supporting 

presentation for The Place - The Vision.  This outlined a unified approach in terms of 
the next stage of physical delivery for the council’s investment programme for town 
centre and community regeneration, integrated town and community hubs, and parks 
master planning to ensure more integrated and accessible services and service 
systems, while building more engaged, connected, resilient, and equal 
communities.  This included “Connecting North Lanarkshire: A Blueprint” which set 
out plans for the development of an open space strategy and active travel networks 
which are aligned with the Town Visions and Town and Community Hub 



developments to provide better networks between communities and across the local 
authority boundary.  
  

2.31 Within the same March 2020 report and in the PoW, item P081 Leadership Model the 
aims are stated to “Update on the implementation of the Leadership Model to support 
co-production and ensure effective management, operation, and governance 
structures within each community hub”.  The leadership model will ensure that town 
and community Hubs operate as a single entity and support a much wider integrated 
community offer, with staff able to interchange and undertake universal functions 
across a range of services, in line with statutory and legislative requirements.  This 
model requires a shift in culture to be successful, and will present challenges to 
services, communities, and partners.  Collaborative approaches and co-production 
are required to realise the scope and achieve synergy across the diverse range of 
services and sectors 

 
2.33 Work is currently underway to establish our integrated town and community 

hub leadership and operating model through a phased approach, which continues to 
rely on strong and ongoing engagement across stakeholders and with our workforce.  

  
2.34 The three phased approach being taken (summarised in the table below), is 

fundamental to ensure a fully integrated community offering longer 
term, whilst maintaining an effective governance structure and facilitating our shift 
towards a hybrid future workplace model for all staff.  It is key to note that the 
movement between phases will be transitional with key delivery outcomes falling 
within the timescales outlined.  

 
Phase  Aim  Timescales  
Phase 1  Maximise the use of our existing assets to provide ‘shared hub 

facilities’ across communities for our workforce in support of our 
future workplace ambitions.  
  
Two main aims exist in phase 1: (1) progress council / service 
delivery recovery from the pandemic and (2) set the 
foundations for further developments in phase 2 and 3 in order 
to deliver on the long-term ambition   

Short-term  
November 2 to 
April 2022  

Phase 2  Extend ‘shared hub facilities’ to our partners, 3rd sector and 
wider public sector services to enable greater integrated 
working and service delivery across and into our communities.  
  
This phase aims to provide more accessible and 
enhanced facilities within the community which can be 
utilised flexibly in support of health and wellbeing.  Continuing 
to develop inclusive approaches to lifelong learning and skills 
development through the wider use of hub facilities. Staff able 
to interchange and undertake universal functions across a 
range of services, in line with statutory and legislative 
requirements establishing the foundations for more person-
centred delivery.  
  

Medium-term   
March 2022 to 
2025  

Phase 3  Implementing the full integrated town and community 
hub leadership / operating model, including the connections to 
town visions, country parks of the future and active travel to 
deliver for communities and embed community ownership.  
  

Long-term  
2025-2031  



Community empowerment will be established and 
growing, council and public services will be more 
integrated and digital connectivity will be enhanced across the 
area, benefitting local economies and industries.   

 
2.35 The options being presented to CMT for phase 1 across North, Central and South 

locations are:  
 

 North - Cumbernauld Academy/Cumbernauld Theatre  
 Central - St Andrews High School/Community Centre in Coatbridge and 

Caldervale High School in Airdrie  
 South - Calderhead High School in Shotts and Clyde Valley High School/ 

Orchard Primary in Wishaw 
 
2.36 These options are in addition to the retention of the six office buildings: Civic Square, 

Civic Centre, Dalziel Building and Scott House in Motherwell, the Houldsworth Centre 
in Wishaw, and Buchanan Centre in Coatbridge. 

 
2.37 This combined option and offer across the North, Central and South areas should 

enable maximised use of facilities and improved working spaces for staff leading to 
greater integration of service delivery and activity within and across our communities. 

 
Next Steps 
 
2.38 The future workplace model must take into account the range of views and challenges 

presented by managers and staff and develop a model that is fit for the future, allowing 
us to adapt to changes in operating models and service redesigns aligned to the plan 
for North Lanarkshire. 

 
2.39 Agreement at CMT will only be the first step on this journey and the model will need to 

be tested and reviewed going forward, engaging with employees, trade unions and 
elected members to ensure it continues to support our future vision. 

 
 

 
3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  An Equality Impact Assessment for the future workplace model will be carried out 

when the model is agreed and all relevant policy reviews will also include an EQIA.
    

 
4. Impact 
 
4.1 Financial impact 
  
 An agreed future workplace model will assist in the delivery of savings associated 

with the office rationalisation and shared campus programmes of work.  
   
4.2 HR policy / Legislative impact 
  
 The impact of any workforce changes arising from this report, will be dealt with in line 

with the council’s Workforce Change policy. 
  

Any changes to flexible working approaches agreed as part of an approved future 
workplace model will be supported by relevant policies and guidance.  These will be 



reviewed and progressed with full engagement with trade union colleagues and 
relevant service representatives. 

 
 
4.3 Technology / Digital impact 

  
Digital automation has aided and accelerated the ability to work from home on an 
ongoing basis. Continued digital and ICT infrastructure will be required to support the 
future workplace model and embed new ways of working. 

 
   
4.4 Environmental impact 
  

 The future workplace model will contribute to the council’s own ambitious target of net 
zero emissions by 2030. 

 
4.5 Communications impact 

  
Clear communication will be essential to ensure all managers and staff have a 
consistent messaging once the model is agreed. Guidance and clear parameters to 
manage expectations will assist the move to the future model. All guidance will be 
discussed with trade union colleagues before being finalised. 

 
  
4.6 Risk impact  

 
Failing to change behaviours and embed the new culture to align to the future 
workplace model could risk the failure of the new operating model and plan for North 
Lanarkshire. Clear messaging, leadership, ongoing engagement and consistency of 
approach will mitigate this risk. 

 
  

 
5. Measures of success 
 
5.1 Agreement reached on the future workplace model 
5.2 Savings achieved in line with office rationalisation  
5.3 Effective use of all buildings and facilities to maximise community reach 
5.4 Culture change led by changes in behaviours in support of the new model 
5.5 Effective continued suppression of the virus with no workplace outbreaks 
 

 
6. Supporting documents 
  
NA 
 

 
 
Jennifer Hardy 
Employee Service Centre Manager 


