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Executive Summary 

North Lanarkshire Council is entering a new operating phase, enabled by recent reductions 
in COVID-19 restrictions, including social distancing, in a wide range of workplace settings. 
Assuming these positive changes remain into 2022, and our levels of COVID-19 within the 
community largely stabilise, we are now at a point where we need to set out how we will 
recover our workplace arrangements and fully align them to our ambitions as set out in The 
Place, The Vision.  This includes establishing new operating arrangements for our full range 
of workplace settings such as office buildings, locality offices, frontline service depots, and 
other community-based workplace facilities which are so vital to support the effective 
delivery of our services.   
 
The Council is proceeding at pace with its ambition to deliver wider changes to its operating 
model, including its future workplace ambition, aligned to our Town and Community Hubs. 
Embedded within this ambition is a clear desire to enable all of our staff across the Council 
to work closer to and within their communities, collaborating across services to deliver 
integrated solutions which better meet the needs of local residents.  
 
As we move forward with this work, we must also understand that COVID-19 is still very 
much with us, and that it will be for some time to come.  Significant risks remain which dictate 
that we cannot return to the operation of our workplace facilities and settings in the same 
way that we did prior to the start of pandemic. We must continue to protect our staff in the 
same way as we have throughout the pandemic, with a focus on rebuilding effective but safe 
workplace arrangements across the Council for employees at all levels. This includes fully 
meeting the wider needs of our large frontline workforce groupings, ensuring that we 
continue to support their health & wellbeing needs as they go about delivering a vital service 
to residents in their communities.   
 
North Lanarkshire Council has a total workforce headcount of 15,622 with more than 85% 
of our workforce operating in frontline services across Education and Families, Health and 
Social Care and Enterprise and Communities. Members will recall the COVID recovery and 
renewal plan tabled at Committee in October 2020 confirmed that the majority of frontline 
services have continued to operate since the beginning of the COVID-19 pandemic despite 
changes to how they operate including social distancing, PPE and other restrictions forcing 
material changes to practice and service delivery.  
 
Our previously office-based workforce of 1,677, just over 10% of our total workforce, have 
seen the most significant changes to their working practices and environment with the 
majority having spent a significant proportion of the last 18 months working from home.  This 
group of staff will require the most careful consideration in terms of our future workplace 



 

 

 

 

 
 
1. Background 
 
1.1 In March 2020, our 1,677 employees who were previously office based were asked to 

work from home and remote working was supported with various digital platforms being 
successfully developed and accelerated to meet operational demands. These working 
practices have continued for over 18 months, with staff and services adapting to the new 
ways of working successfully and with high levels of productivity.  

  

arrangements; this includes ensuring that we offer a more flexible and blended approach to 
office and home working, which 93% have expressed a clear preference for, whilst 
maintaining a consistency of approach and ensuring that our remaining office locations are 
well utilised and remain a vibrant and engaging work location for these staff. Whilst this may 
require us to establish a single clear future workplace model for these employees in the next 
phase, no one size fits all and there is a need to ensure that elements of service specific 
specialism in staffing resources and working practices are considered and accommodated.  
 
In this next phase, we have a clear ambition to create a more agile, flexible, and collaborative 
workplace environment that will enable the Council to work more efficiently and effectively, 
allowing our staff to work closer to, and within our communities. We want to be an employer 
of choice, build greater resilience within our services, and have a clear framework to support 
our future workplace model.  Our ultimate goal is to advance our journey to providing flexible 
workspaces and technology that will bring several significant benefits to our staff and 
services. These include more rapid decision making by involving the right people quickly 
(regardless of geography); the sharing of ideas and co-creation of solutions; reduced travel 
to enable more effective use of time; reduced overall carbon footprint; increased staff 
engagement through connected teams and improved data governance and information 
security.  All of this will be underpinned by appropriate health, safety and workforce policies 
and guidance that promote flexible working and uphold our duty of care towards all staff, 
wherever they are working. 
 
In the remainder of this paper we have set out our future workplace model, and associated 
workplace arrangements for the next phase. This model is based on significant manager 
and staff engagement and trade union consultation. For our previously office based staff, we 
have considered a range of options to meet service needs, however our preferred model is 
considered the most optimum approach at this time to allowing services to safely run their 
teams, whilst offering increased flexibility and maintaining high levels of service delivery and 
performance.  

Recommendations 

It is recommended that Policy and Strategy Committee: 
 

(1) Approve phase 1 of the Council’s future workplace model and arrangements 
(2) Note the implementation and set up of 5 ‘proof of concept’ hubs, in addition to our 6 

core office buildings, for phase 1 to enable a successful hybrid workplace model 
 

The Plan for North Lanarkshire 

Priority  Enhance participation, capacity, and empowerment across our 
communities 

Ambition statement 
 

(24) Review and design services around people, communities, and 
shared resources 



 

 

1.2 During this period, many of these previously office based staff have worked in an agile 
way, spending some time working out in services and communities and using home as 
a base location. Additionally, around 600 staff have been exclusively home based and 
small numbers have been required to return to the office environment due to functions 
and roles that cannot be undertaken remotely, or to support staff with personal 
circumstance or health and wellbeing related issues.  

 
1.3 Over the same time period, the reduced availability of our community and locality based 

workplace settings has caused some disruption to the day to day working arrangements 
of our larger numbers of critical frontline staff who have not always been fully supported 
in terms of their wider welfare needs when they are out delivering our services.  

 
1.4 The Council has also continued to take forward its plan for office rationalisation, which 

members will recall was presented at a special meeting of Policy and Strategy 
Committee on 28th February 2019, with a proposal to reduce our office portfolio from 24 
buildings to 6. 

 
1.5 In the COVID-19 Recovery Report to Committee on 30th September 2021, the Council 

clearly set out the next phase of its ambition and our planned future workplace 
arrangements, supported by an ongoing digital transformation programme and longer-
term operating model to enable our staff to work closer to their communities within our 
town and community hubs. 

 
1.6 With an increased number of employees working from home over the last 18 months, it 

is also important that lessons are learned, and opportunities grasped from the changes 
we have made to our working practices over the pandemic. We have also sought to 
establish from services what will work for them as we move forward, ensuring service 
delivery and performance needs come first and that these are appropriately balanced 
with employee wellbeing and choice. 

 
1.7 Discussions have been ongoing with staff, managers and trade unions during this time 

and as we have evolved our plans for our new workplace arrangements, and this 
includes a number of surveys and focus groups which have been undertaken across a 
wide range of staff groupings.  This work has been invaluable in the development of our 
overall approach and has supported us to agree the contract variations we now have in 
place for our 1,677 previously office based staff, and these will remain in place until the 
31st March 2022.   

 

 
2. Report   

 
Key service successes whilst workplace disruptions have been in place 
 

2.1 As the Council enters the next phase of its operation, and we see a move towards the 
permanent easing of restrictions, it is important to reflect on just how successfully the 
Council has continued to provide support and service delivery within our communities 
despite material changes and disruptions to our workplace model.  Even with large 
numbers of staff working from home on an almost permanent basis, there have been 
many key successes, some of which have been previously outlined within our recovery 
reports shared with Policy and Strategy Committee. These include:    
 
 Our waste service has been one of the few across local authorities in Scotland to 

continue an uninterrupted waste collection service. 
 The Council has successfully progressed its full delivery of the 1140 hours 

expansion of its Early Learning and Childcare provision, switching this on from 
September 2020 as one of the first local Authorities in Scotland to achieve this. 

  



 

 

 The Education & Families service has successfully recruited over 400 additional 
teachers during 2020 to support and develop the delivery of its digital school, 
which has had over 600,000 visits, and to mitigate against the wider impact of 
COVID in schools.   

 The Club 365 Summer Activity programme was operational from the end of June 
until early August 2020 and the programme was a significant success with more 
than 22,000 participants, which is almost double the numbers participating in 
comparison with 2019.   

 A full housing and homelessness service provision was maintained for both in and 
out of hours. 

 Focussed support was provided to tenants facing hardship, with financial 
assessments to maximise benefit entitlements and/or potential qualification for the 
councils Universal Credit Assistance Fund or Rent Relief Fund.  Over £12.9m of 
income was generated for the communities of North Lanarkshire over 2020/21 
through engagements with tenants and the provision of advice and support. 

 Repair works to council houses continued in line with guidance from the Scottish 
Government, meaning that temporary accommodation and void properties were 
fully available for those who needed them.  Outstanding performance was also 
maintained in completing legislative gas safety inspections. 

 Our Health & Social Care services have continued to provide full support for those 
most vulnerable in our communities, against a very challenging backdrop of 
increased demand and difficult working conditions. 

 Our Environmental Health and Trading Standards teams have worked in a strong 
partnership with NHS colleagues to investigate and restrict any COVID outbreaks 
along with ensuring compliance and support for local businesses.  

 Almost all services within Active & Creative Communities are now fully recovered, 
in line with Scottish Government and Sports Scotland guidance ensuring that 
health & wellbeing services for the public are maximised at this time.  

 A total of 10,000 families were issued with a Summer Pass giving them the 
opportunity to access leisure venues and activities over the summer (1723 passes 
accessed and 3945 activities booked)  
 

2.2 The Council has also acted as a valued and critical partner in the wider response and 
recovery effort across North Lanarkshire including:  

 
 Acting as a key partner to NHSL in the delivery of the North Lanarkshire 

vaccination programme with the provision of both facilities and large numbers of 
staff to support delivery. 

 Rapidly and successfully mobilising a number of critical COVID related service 
provisions working with both NHSL and the Scottish Government, including our 
testing programme, which has assisted in reducing the spread of the pandemic; 
our support for People (Helping Hands) function and our Business Grants team.  

 
2.3 More importantly, the fact that the Council has demonstrated this exceptional level of 

consistent service delivery and has maintained strong staff engagement, despite the 
level of disruption, provides us with high level of confidence that our proposed 
workplace arrangements for the next phase and beyond will not only maintain but will 
further enhance this performance and service delivery within our communities as we 
take our wider vision forward.  

 
 
Phase 1 - Delivering our future workplace model through community-based Hubs 

 
2.4 We have an ambition to create a more agile, flexible, and collaborative workplace 

environment that will enable the Council to be more effective and more efficient and to 
allow our staff to work closer to, and within our communities. There is little doubt that the 
disruption from the pandemic has shifted the expectations of our staff around how they 
work, and we must capitalise upon the progress we have made.  



 

 

 
2.5 Furthermore, given the wider strategic direction and aspiration we have around new 

build assets, asset rationalisation, new workplace operating models and hybrid ways of 
working it is critical that we develop and test our approach to these ahead of any 
significant further investment.   

2.6 For these reasons, we are proposing a phased approach to this work over the next few 
years as our COVID-19 environment stabilises.  This approach allows us to open up and 
develop our workplace facilities in the short to medium term, whilst we transition towards 
our longer-term leadership/operating model. It also helps us to identify how current and 
emerging service delivery models impact on the purpose of our assets and to review 
how these should be shaped to best meet the needs of those who will ultimately use the 
facilities, generating better engagement of both our staff and our communities.   

 
2.7 Proof of concept’ activity is now underway in phase 1 and will encompass our planned 

developments of our new hub-based workplace facilities alongside a specific focus on 
introducing and trialling a new hybrid workforce model for our 1,677 staff who were 
previously office based, and have been working from home.  

 
2.8 The key phases and associated timescales are set out in table 1 below. It is key to note 

that the movement between phases will be transitional with key delivery outcomes to be 
planned and approved within the proposed timescales. On this basis it is critical to 
maintain an effective governance structure that will facilitate our shift towards a 
community based future workplace model for all staff. Consequently, this report will 
focus on phase 1 delivery plans and a future report will be presented to Committee within 
the next 6 months on phases 2 and 3 to continue planning for these phases. 
 

 Table 1 
 

Phase Aims Timescales 
Phase 1 (1) Maximise the use of our existing assets to 

provide ‘shared hub facilities’ across our towns 
for our community based workforce to use from 
the end of November.   

(2) Set the foundations for further developments in 
phase 2 and 3 in order to deliver on the long-term 
ambition. 

Phase 1 Shared Hub Facility locations: 
North 

 Cumbernauld Academy/Cumbernauld Theatre 
 Glenburn ‘We Aspire’ college 
 Broadwood 

Central 
 St Andrews High School/Community Centre 

in Coatbridge 
South 

 Calderhead High School in Shotts  
 
 This work is being progresses alongside the phased 
opening up of our six office buildings, Civic Square, Civic 
Centre, Dalziel Building and Scott House in Motherwell, 
the Houldsworth Centre in Wishaw, and Buchanan Centre 
in Coatbridge between January 2022 and April 2022 for 
the use of hybrid staff and other relevant service staff.  
 
Detailed work will be undertaken with services to map 
out their space and workplace accommodation needs 
and requirements within these buildings.   

Short-term 
November  
2021 to April 
2022 



 

 

Phase 2 Seek to 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 across towns and within the 
community which can be utilised flexibly in support of 
health and wellbeing. It aims to continue to facilitate the 
development of inclusive approaches to lifelong learning, 
skills development, and progression pathways through the 
wider use of hub facilities. It will strengthen the 
connections between our digital transformation projects to 
enable digital inclusion and greater equity of access. It will 
enable staff 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  
April 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. 
 
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.  

Long-term 
2025-2031 

 
2.9 As set out above, the Council’s workplace arrangements in phase 1 will see the opening 

up a number of new as well as existing workplace facilities, as we transition towards our 
full community based future workplace model.  During the early part of this phase we 
have prioritised the opening up of 5 community based hub workspaces (details are set 
out from section 2.13 of this report) and these will be offered in the first instance to our 
community and locality based workforce. Each hub will offer the provision of new high 
quality accessible individual workspaces, collaborative meeting spaces and supporting 
welfare facilities such as toilets and cafés.     

 
2.10 In the next phase we will be focused on further extending the use of these new assets 

within our existing model, to offer shared hub facilities for broader use by our workforce, 
including our new hybrid working staff.  This will be supplementary to ongoing plans to 
retain and fully utilise our six core buildings within our office estate.   

 
2.11 Examples of some of the staff who will have early access to these new community-based 

work facilities from late November include anti-social response teams, home support 
workers and care workers (who comprise around 1/5th of our community based staff), 
service delivery teams in AH&SC, children and family support workers, arborists, 
building standards employees, casual staff in A&CC and CL&D workers. 

 
2.12 Members will be aware that there is already significant work under way in relation to 

determining the Council’s future workplace model including projects to integrate 
management models in Education and Families relative to Shared and Executive 
Headships, and work to integrate the Active and Creative Communities (A&CC) estate 
into our leadership/operating model to increase health and wellbeing outcomes. 
Additionally, employability work is underway to create skills development and job 
opportunities for our young people from ASN schools within these facilities, and several 
integrated cluster wellbeing spaces are being established to offer touchdown rooms for 
integrated teams to operate within and from these spaces. 



 

 

Locations and arrangements for phase 1 community hubs 
 

2.13 The locations for phase 1 in terms of ‘shared hub facilities’ across North, Central and 
South locations are noted below these will be opened for operational use from the 29th 
November: 

 
North - Cumbernauld Academy/Cumbernauld Theatre/Glenburn ‘We Aspire’ college  
North - Broadwood 
Central - St Andrews High School/Community Centre in Coatbridge 
South - Calderhead High School in Shotts  

 
2.14 Project scoping will be completed for additional sites within the phase 1 timeframe i.e., 

Caldervale High School in Airdrie and Clyde Valley/Orchard Primary in Wishaw along 
with proposals to create a self-contained space at Calderhead High School to meet the 
anticipated demand needs of our frontline staff.  

 
2.15  This combined opening up and development of our workplace offering across the 

North, Central and South areas enables maximised use of existing facilities and 
improved flexible and welcoming working spaces for staff that will ultimately support 
greater integration of service delivery and activity within and across our communities.  

 
2.16  As we move towards phase 2, we are planning for a significant ongoing expansion of 

these facilities to encompass and meet the needs of all of our community based staff 
and figure 1 below indicates the predicted future usage demand of hub facilities based 
on information provided by Heads of Service and their teams. There are 7402 agile posts 
who are likely to use hub facilities in the course of their work. The graph further indicates 
the spread of this across towns with the highest demand areas being 930 posts requiring 
access to hub facilities in Cumbernauld, 972 posts in Motherwell and 736 posts in 
Coatbridge. 

 
Figure 1 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  



 

 

2.17 As mentioned above, it is critical to understand what our employees need when using 
office and shared hub facilities so that we can purpose them appropriately.  We have 
established that the number one need is to meet with colleagues for collaboration 
purposes, closely followed by having the ability to access printing facilities, to undertake 
duties that cannot be completed at home and to participate in training or induction out 
with the home environment.  It would be fair to say that this analysis reflects the needs 
that haven’t been met in the last 18 months due to the pandemic and altered ways of 
working, as well as reaffirming that staff want to retain some flexibility in a hybrid model 
given what they have become used to and now value – this has been a consistent theme 
in all surveys carried out over the last 18 months. We would expect through phases 
when the proposition is developed further, and more dialogue takes place with our 
frontline workers the priorities within the demand profile will change.  

 
Phase 1 – establishing a hybrid working model for home based (previously office 
based) staff 

 
2.18 Over the last 18 months, around 1,677 staff (or around 10% of our workforce who were 

previously office based) have been largely working from home, or working from home 
as a base, using digital technology. Many of these ways of working have been effective 
in delivering services and around 600 of these staff have exclusively worked from home 
during this time.  

 
2.19  Figure 2 below shows this workforce on the left, categorised as Home Worker or Agile 

Worker–Home Based, in comparison to our larger workforce groupings, on the right who 
are primarily site based and working in our communities.    

 
 
 

Figure 2 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
2.20   Although our homebased workforce only represents 10% of our overall workforce, their 

working arrangements have been the most affected by the pandemic, with most 
adapting well to their change in circumstances but others finding it more difficult. 

 
  



 

 

2.21 As work location is a contractual requirement, we have also been required to issue this 
workforce grouping with temporary contract variations to cover the period of time in 
which they have been required to use home as a base, and an interim homeworking 
scheme was developed in partnership with staff and Trade Unions and agreed with 
Finance and Resources in March 2021. 

 
2.22 Because of the impact on this workforce, a number of surveys and engagement sessions 

have been undertaken over the last 18 months with managers, staff and Trade Unions 
to assess the impact of home working.  The outcomes of this work have been very 
positive and were previously reported to Finance and Resource Committee in March 
2021 as part of our extension of the Interim Home Working Scheme for a further 12 
months.   

 
2.23 Our most recent engagement sessions were undertaken over the summer period this 

year, with a wide range employees and officers from different services, including Heads 
of Service. These sessions were focused on understanding how expectations and 
attitudes have shifted and to establish a clear view of desired future patterns of working 
within this workforce. The outputs from these sessions found a clear desire across all 
services to take the learning from the last 18 months and use it to change and develop 
our model for the future.  

 
2.24 Figure 3 below is a summary of the key themes for employees and services taken from 

the consultation exercise completed through survey analysis, data collection and focus 
groups with Heads of Service, management teams and staff. Further and more detailed 
work is currently being undertaken to fully understand the needs of our front-line staff – 
this will include direct engagement through survey analysis and focus groups. Green 
represents the more positive outcomes and the challenges that any new model would 
need to meet are set out in orange. 

 
Figure 3 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
 
2.25 This work has been critical to help shape our ambition to establish a more blended future 

model of office working which would enable staff to work both in the office and at home 
in line with a reduced overall office footprint for the Council.  The outcome from these 
manager and staff sessions has been an overwhelming support for a hybrid model and 
this has materially impacted on our proposal that this is the preferred model as set out 
in the remainder of this report.  



 

 

  
2.26 Wide engagement with managers and staff has been imperative in determining the 

Hybrid Working model which is now presented as part of this paper, and to understand 
the complexities of agreeing any model across a wide range of services and deliverables 
with differing needs. Importantly, engagement with staff has also provided an opportunity 
to manage expectations about a future model and to assess readiness for change. 

 
 

Phase 1 – recommended Hybrid Working Model to transition home based staff 
 

2.27 Whilst working from home for our 1,667 employees only materialised as a response to 
the pandemic, home working in the council is not new. A home working pilot within 
Protective Services began in 2009 and these employees have been undertaking their 
full remit from home successfully since this date. Home working has also always been 
an option for staff under the council’s Smarter Working policy as a way to balance home 
and working life. 

 
2.28 The introduction of a full hybrid working model will build on this flexibility, and our lessons 

learned during the pandemic, to allow an element of choice for staff and services in 
terms of where they work, based on the work they are doing that day and in discussion 
with their manager. That might mean working from home to work on a report or coming 
into a collaborative space to work with colleagues.  

 
2.29 According to a survey from the British Council for Offices, in the next six months, “hybrid” 

working will become common place, with 46% of office workers planning to split their 
working week between home and office long-term. 

 
2.30 Additionally, the Working from Home Under Covid-19 Lockdown report issued by the 

Institute of Employment Studies reports that seven in ten employees wish to adopt a 
hybrid work arrangement - blending working from home with the communality of the 
office - and to retain the flexibility and control over their working pattern which they have 
benefited from during the pandemic.  

 
2.31 Based on our own employee surveys and feedback, including our recent engagement 

sessions, it is clear that over 75% of managers and 93% of employees would like a 
balance of working in the office and working from home in future. 

 
2.32 Based on this feedback, and discussions with Heads of Service and CMT around the 

feasibility of this approach, we are recommending that a hybrid model be adopted within 
the Council and that this will combine the previous “home worker” and “home-based 
agile worker” categories to create a new ‘hybrid worker’ category which would 
encompass all 1,677 staff. 

 
2.33 Importantly all staff within this category would have access to a fixed office location 

within 1 of our 6 office buildings, and this location would become their contractual office 
base for the purposes of expenses and other relevant terms and conditions.  

 
2.34  In phase 1, we are proposing to transition our existing Home Based and Home Based - 

Agile workers into a full Hybrid Worker model between January and April 2022, in line 
with service plans and requirements and as relevant offices spaces are safely opened 
up and become fully available for use.    

 
2.35 Also in phase 1, and to ensure a consistency of approach across services, a Hybrid 

Worker will be required to attend their prescribed office base for a minimum of 6 days in 
any 4 week period.  Hybrid workers are free to attend an office setting for more days 
than this, subject to availability of space and in agreement with their service. For the 
remaining days they will work from home or increasingly in another community based 
location as community workplace capacity is increased further in phase 2. 



 

 

 
2.36 Staff who were previously full time homeworking and wish to maintain this pattern, will 

be able to apply through our smarter working policy for this adjustment to be applied to 
their hybrid working arrangements.  This also applies to staff who wish to work fewer 
than 6 days per month in agreement with their service.  

 
2.37   It is important to note that for Hybrid Workers, and during phase 1 and beyond into early 

phase 2, we will maintain the minimum number of days at 6 and evaluate the patterns 
of use over this period.  This is in part to reflect feedback from services on desired initial 
number of days in the office, but also more importantly to ensure that we keep a focus 
on health and safety at this early stage of return and to prevent unwanted COVID-19 
outbreaks in our office settings. 

 
2.38 Staff who are transitioned to a hybrid working model between January and the 31st 

March 2022 will be issued with a further temporary contract variation for a period of 12 
months.  This is to allow for time for services and the Council to transition to this model 
in a phased way and for both the Council and employees to evaluate its success before 
issuing full contract variations to staff at a later date and when the model is more 
established.  

 
2.39 Ongoing engagement with Trade Unions will be undertaken over this time and further 

surveys with staff and managers will be undertaken to assess how the new hybrid model 
is working.  

 
2.40 All fixed office settings will be subject to the appropriate risk assessments before 

opening up and staff will be required to adhere to all appropriate measures such as the 
wearing of face masks when moving about the office, desk cleaning and the use of hand 
sanitiser.    

 
2.41 It is important to emphasise that our proposed hybrid model is intended to allow flexibility 

for services whilst still retaining a sense of having an office base and a workplace culture. 
Working from the same space some of the time has its advantages for better 
collaboration and promotes good work relationships within the team. 

 
2.42 We also know that personal and direct interactions are important to give staff a sense of 

belonging and can improve communication and foster trust – a hybrid model gives 
employees a chance to interact at that personal level whilst still enjoying the benefits 
and efficiencies of working from home. It promotes good wellbeing and mental health 
and shows a progressive employer who is keen embrace the flexibility staff have now 
come to expect. 

 
2.43 More importantly it also shows that we are listening to staff and manager feedback and 

striving to develop a model that works for services and staff, retains the good progress 
made over the last 18 months and encourages a wider range of staff to use our facilities 
that benefits them and the services they deliver. 

 
2.44 For the model to work, managers need to ensure that all roles which will be included in 

the hybrid model balance the core deliverables of the council with the health and 
wellbeing of the employee, and in particular consider the role outputs and performance 
required. This is a delicate balance and one that needs thought about and discussed 
between managers and staff. 

 
2.45 The future success of a hybrid model will rely heavily on the development of a new 

workplace culture led by senior management and owned by all levels of the 
management structure and by employees. Work is currently underway on the 
development of a supporting behaviours framework to develop this culture change, and 
this has been developed in conjunction with staff and with input from trade unions. 

 



 

 

2.46 Work is also ongoing within Asset and Procurement to establish service bases for all 
services and to enhance the collaborative space options.  These will be designed around 
guiding principles that underpin how our hybrid model will work and we will support 
managers to have productive conversations with staff who will be transitioning to the 
model from January.  

 
2.47 Managers and staff will also be provided with guidance on how the hybrid model will 

work including the need to have an early conversation with their employees around how 
the service needs them to work going forward. This will include discussions around how 
minimum days in the office are best used and deployed in line with the needs of the 
service. 

 
2.48 A full overarching communications programme will be established to support this work 

and the engagement of staff in our new working arrangements over the course of Phase 
1 from the end of November.   

 
3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1 Consideration has been given to the Fairer Scotland duty in the development of the 

Hybrid model. An EQIA will be undertaken once approval on the model is reached. 
 

 
4. Impact 
 
4.1 Financial impact  
 

The proposed model set out in this report will not only support the delivery of approved 
financial savings associated with the shared campus model, it will also enable the 
ongoing delivery of improved wider public and service outcomes in our communities, 
through a phased transition to our full future operating model as outlined in The Place 
The Vision.   
 
Further modelling on the financial implications, including hybrid working, is ongoing. This 
includes fully understanding the change in working practices and behaviours in areas 
such as use of pool cars, mileage and general office supplies budgets as the model is 
introduced and evolves.  Further savings may be realised as part of this work and these 
will be assessed as the model progresses through its planned phases, as outlined 
above.   

 
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 Managing Workforce Change - Framework Guidance.  

 
We must ensure that any changes to flexible working approaches (as our future 
workplace model is approved) are reviewed and supported by policies and guidance. 
Full engagement will Trade Unions will be taken forward as required.  

 
4.3 Technology / Digital impact 
 

There is a specific set of technology and digital components required to make the future 
workplace model work effectively and a number of these are already in place and need 
to be maintained. Detailed work with Business Solutions on additional capability and 
digital infrastructure required in support of a hybrid model is underway.  

 
  



 

 

4.4 Environmental impact 
  

It is anticipated that the future workplace model will be more environmentally friendly 
and will play a mitigating role in the cost and effects of climate change, in particular in 
the reduction of carbon emissions resulting from lesser car journeys and energy required 
to run buildings.   

  
4.5 Communications impact 
 

Clear communication will be essential to ensure all managers and staff have consistent 
messaging once the model is agreed. Guidance and clear parameters to manage 
expectations will assist the move to the future model. A communication plan has been 
developed and colleagues from Strategic Communications will remain engaged through 
phases of delivery.  

 
4.6 Risk impact  
  

A project risk assessment has been developed in line with the councils Risk 
Management Framework. The project risk register will remain under regular review and 
will evolve as the project progresses.   

 
 

5. Measures of success 
 

Effective use of all buildings in line with the future operating model 
Changes to our culture and behaviours underpinned by trust to support the hybrid 
approach 
Increased staff wellbeing and productivity 
Effective suppression of the virus with no workplace outbreaks 

 
 

6. Supporting documents 
 
6.1 Review of Homeworking Scheme (Interim) and Associated HR Policies, Finance and 

Resources Committee March 2021. 
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