
 

 
 

Report to: Personnel and General Purposes Sub-Committee, 13th October 2021 
 

Report of: Corporate Director - Planning and Governance 
 

 
Subject: HYBRID WORKING POLICY 

 
1. Recommendation 
 

1.1 That the Sub-Committee approve the Council’s Hybrid Working Policy for 
staff set out at Appendix 1 and the consequential withdrawal of the current 

Agile Working Policy set out at Appendix 2. 
 

2. Background 
 
2.1 The City Council delivers a diverse range of municipal functions and has a highly 

visible presence in the city centre, occupying several key buildings and deploying an 
operational workforce. The Council has previously adopted an Agile Working Policy 

(Appendix 2) to provide some flexibility as to working patterns but prior to the 
pandemic, the majority of staff based themselves in the Council’s offices for most of 
the week, with working from home being a more occasional choice.  

2.2 During the Covid pandemic the Council’s workforce have demonstrated high levels of 
resilience and adaptability, maintaining service delivery while also stepping up to 

delivery critical Covid related services too. For approximately half of the Council’s 
workforce this initially meant rapidly transitioning to a whole-time home-working 
environment, when the first lockdown occurred in March 2020. The Council invested 

in hardware and software changes to support staff to undertake their work remotely. 
This included new laptops, network upgrades, a move to Zoom and to Microsoft 

Teams.  

2.3 The Council put in place a Covid Staff Policy in March 2020 to provide clarity on an 
array of issues ranging from health and safety, self-isolation and sickness, 

redeployment and home working. The Covid Staff Policy was revised in July 2021 to 
reflect an increasing return to normal patterns of working with some mitigation 

measures still in place. The Council asked staff who were still deployed at home to 
begin to the return to the office one day per week. This reflected capacity constraints 
due to a socially distanced layout in the offices and also took account of the pace of 

the vaccination rollout and potential staff apprehension about returning and infection 
risk . 

2.4 The Council has consulted the trade unions and groups of staff on a policy for hybrid 
working to take the organisation forward, building on the best experiences of the 
past 18 months but also taking the learning from previous ways of working to ensure 

a policy is fit for the needs of the business and for employees. The Council’s 
organisational development team is also developing a “Smart Strategy”, looking at 

ways to ensure technology helps staff to do their jobs. 



 

2.5 Of course not all of the Council’s employees can benefit from hybrid working, as 
many (over 120) have roles which require them to be onsite at Council premises for 

their whole time at work.  

2.6 Hybrid working is essentially about choice of workplace location and use of 
technology (ie video calls) to support working from different sites. It should not be 

confused with individual contracted working patterns agreed as a result of Flexible 
Working requests or part time hours. 

3. Preferred Option  
 
3.1 The preferred option is to adopt the new Hybrid Working Policy set out at Appendix 

1. Following consultation with the trade unions, Council managers and a small focus 
group of staff, the draft Policy was presented to the Joint Consultative and Safety 

Committee. The JCSC was supportive of the draft policy and resolved to recommend 
it to the Personnel and General Purposes Sub-Committee for approval. 

3.2 The draft attempts to strike a balance between flexibility and clear rules, where 
necessary, to ensure that consistency can be achieved across the workforce and that 
the Council’s business needs can be met. Many staff have fed back benefits from 

home working including an improved sense of work-life balance and increase levels 
of productivity. However equally a number of staff have reflected the very opposite 

experiences, working long days on screen and missing the opportunities for 
collaboration with their colleagues and the social contact of work.  

3.3 The draft Policy sets out an expectation that staff will spend the majority of their 

time in a typical working week, onsite at Council offices. This allows for some time to 
be spent home working each week. It is for staff and their managers to agree how a 

typical working week should be structured so as to make the best use of their time 
and to meet customer expectations.  

3.4 Feedback on the draft policy, including from the unions, has mainly been positive, 

although the point has been made that the Council must work hard to ensure 
effective implementation of this policy and maintain the goodwill and trust that has 

been built up over the past 18 months. In particular, staff are looking for 
reassurances that the technology they work with will support a hybrid working week 
and that they will not experience significant ICT disruption which impacts on 

productivity during the working day. Staff have also asked for the opening hours of 
the main office building, the MAG, to be kept under review to ensure they allow 

enough access and that there is sufficient storage for staff property onsite in an 
environment where people are more mobile and will be carrying work and personal 
belongings with them.  

3.5 If the Policy is approved by the Personnel and General Purposes Sub-Committee, it 
will be immediately implemented and communicated to all affected staff. The Policy 

will be kept under review as it is embedded and will be formally reviewed in 12 
months’ time. 

4. Alternative Options Considered 

 
4.1 An alternative option is not to introduce a new Hybrid Working Policy at all and keep 

to the existing Agile Policy. This is not recommended because the Council’s 
workforce has adapted to significant changes during the pandemic, and reverting to 
the previous arrangements would not describe a workforce which now has greater 



 

capacity, through technology and direct recent experience, to work effectively across 
different locations.  

4.2 Another alternative option is to promote a greater emphasis on home working and 
transition the office-based workforce towards a “remote” ie home-working model. 
This is not recommended by the Corporate Leadership Team. The Council has a 

strong identity and presence in the city centre, supporting a wide range of municipal 
functions, most of which are best delivered, in the opinion of the Corporate 

Leadership Team, by a workforce which are visible to customers and to each other. 
It is also considered that staff benefit from being able to collaborate and work and 
learn from each other by spending time face to face.  

4.3 Another alternative option is to specify in the Hybrid Working Policy, exactly how 
many days or percentage of time that employees should be spending in the office 

each week. This is not recommended as it is considered overly prescriptive and not 
sufficiently flexible to suit individual circumstances or changing needs of the 

business. 

5. Implications 
 

5.1 Financial and Budgetary Implications 
 

There are no direct financial implications arising from this report. The Council has 
made an investment in new hardware and software during the past 18 months and 
will continue to do so where appropriate, in accordance with its ICT Strategy. 

 
5.2 Legal and Governance Implications 

 
There are no legal and governance implications arising from this report; it is not 
proposed to change employees’ contracts of employment to change their designation 

of place of work; this will remain as the Council’s offices. 
 

5.3 Risk Implications 
 
There are no risk implications identified in this report. 

 
5.4 Corporate/Policy Implications 

 
It is proposed that this policy replaces the Council’s Agile Working Policy and 
provides a new framework reflective of the flexible ways the workforce has adapted 

in the past 18 months. 
 

5.5 Equality Implications 
 
The new Policy is intended to support equality, diversity and inclusion. For example, 

employees with health issues and caring responsibilities may benefit from flexibility 
around location and working hours. On the other hand, several recent national 

surveys have highlighted that the younger population in the workforce has felt most 
isolated during the Covid lockdown period, with limited opportunities to learn from 
their colleagues through face to face interaction and develop their social and 

professional networks. 
 

 
 



 

5.6 Human Resources Implications 
 

The HR implications are detailed in this report. 
 

5.7 Health and Safety Implications 

 
The Council has adopted Covid secure working arrangements throughout the 

pandemic and continues to review and update its risk assessments for each site. 
 
A new Home Working Assessment has been developed to ensure that home and 

other offsite working environments used by staff will meet health and safety 
standards. 

 
5.8 Social, Environmental and Economic Implications 

 
A reduction in travelling to the office environment will help make a contribution to 
the Council’s carbon footprint and to air quality. That said, there is an economic 

impact of the Council’s workforce being located in the city centre, which is still the 
model going forwards. There are no other significant social, environmental and 

economic implications identified in this report. 

 

 
 
 

Ward(s):   All 
Contact Officer: Sian Stroud, Corporate Director- Planning and Governance; 
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