
 

WORCESTER CITY COUNCIL 

 

AGILE WORKING POLICY 
 

 
 

 
 

 

Consultation 

This Policy has been subject to regular consultation.  Various drafts have 
been discussed by SMT and an earlier version was taken to CMT.  They were 
also the subject of a WMT discussion in September.  The people and 

communications work stream members have acted as a sounding board 
throughout development of the policy.  Finally the trade unions have been 

regularly consulted. 
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1.   What is agile working and why do we want to encourage it 

1.1 We define agile working as working in a way that best suits the nature of 

the work being done and the needs of our customers.  It fits in with our 

values in that we want to empower our people to work with their team 

and their manager to improve their patterns of working in ways that help 

to deliver the results people want.   Agile working in its broadest sense 

includes flexibility around: 

• Time: when do people work 

• Location: where do people work 

• Role: what do people do and how ready and able they are to change 

work content and practices in response to changing needs or 

opportunities to work more effectively. 

1.2 Making the transition to agile working involves some fundamental 

changes to how we all organise our working lives.  We need to reassess 

how we do things now and go back to first principles.  What do our 

customers want and what’s the most effective and efficient way to deliver 

those services?  This needs doing at many levels.  At the team and 

individual level, people can make the best decisions about how to 

structure work and identify the tools needed.  At the corporate level we 

need to support these operational decisions in by providing the right and 

most effective infrastructure.    We will have hot desk facilities at a 

number of locations that will reduce the number of empty desks at any 

given time to a minimum.  A small number of high volume, 

multifunctional printers will replace the large number of individual 

printers used previously.  

1.3 We also recognise that there can be benefits to employees from agile 

working.  Occasional working from home or at one of the hot desk 

locations saves people traveling time as does going straight from home 

for a site visit or to do some field work.  These flexibilities can have a 

positive impact on employee engagement.    

2.  How we will make it work.  

2.1 Work styles  



      In order to provide the right work environment we have asked our 

workers to categorise themselves as: 

 Fixed  

 Flexible, or  

 Field  

workers.  The relatively small number of fixed workers will get a 

dedicated workstation.  These fixed workstations will be available to 

other staff if they are not being used due to absence, holiday etc.   

Each service will be allocated an area within the main office.  The 

number of workstations will be broadly at 80% of our total 

requirement, assuming that everyone was in the office at one time, 

including all part time workers.  This means that our flexible workers 

should usually be able to find a space within their team’s area of the 

office.  They will also be able to work at a number of hot desks located 

across the city and county.  Field workers do not require regular access 

to a workstation although they will have access to hot desks for 

occasional work and for access to Worklife and the Learning Lounge. 

2.2  A focus on outcomes     

Central to agile working is the idea that we value people and manage 

them in terms of the contribution they make, rather than their physical 

presence in the workplace.  This means that the Performance 

Development and Review Process – PDR will lie at the heart of our 

performance management systems.  Everyone must have clear agreed 

objectives and performance standards.  The PDR process also gives us 

the means to achieve greater role flexibility in that the job description 

relates only to the basic responsibilities and delivery areas and the PDR 

describes how the work will be done and the current priorities.  PDRs 

should be continuously reviewed and updated by reviewing them at 

each and every one to one meeting throughout the year. 

2.3  Flex-time arrangements   

Flex-time and the ability for our staff to vary their working hours is an 

important component of our approach to agile working.  Not all jobs are 

suitable for working flex-time.  In the main this is the case for our field 

workers and shift workers.  Where flex-time does apply, it will make a 

contribution to us being able to work effectively with reduced number of 

individually allocated work stations.  Some variations to the existing 

flex-time arrangements will be agreed with the trade unions to ensure 

flex-time working is focused on meeting service user’s needs.  

2.4 A commitment to flexible working      



All of our employees who have been with us for more than 26 weeks can 

make a formal application for flexible working.  Full details are available 

in our Flexible Working Policy.  Flexible working is not to be confused the 

flex-time scheme.  It is about an employee requesting a permanent 

change to their job such as working less hours or changing a shift 

pattern. 

 

2.5 Working in the right place 

Central to our new way of working is the idea that people can and should 

work in the place best suited for the tasks at hand.  For our flexible 

workers this will often be the office, but it could be at home or from one 

of the hot desk locations.  We expect flexible workers to make common 

sense judgements about how to organise their day and to make sure that 

they that their colleagues and manager know where they are planning to 

work, and how they can be contacted.   

2.6 Working from home 

We expect that working from home will be only one of the options for 

flexible workers rather than a default position.  Anyone that does work 

from home will need to agree this with their manager and complete an 

Agile Working – Home Worker Self Assessment Check List in advance.  

For most purposes employees will need to provide a broadband 

connection at their own cost.  We will provide further IT equipment 

needed for remote access to our network. 

3.   Reviewing and learning 

This new way of working represents a major change for the Council.  We 

have tried to avoid the use of prescriptive rules and detailed procedures 

as much as possible, but that does entail a degree of risk.  We will keep 

the implementation of these arrangements under review for the first 12 

months and may make changes as we understand the effects more fully.  

4.   Related documents  

 Flex-time Working Guidance Jan 2015 

 Agile Workers Health and Safety Guidance for Managers  

 Agile Working – home working self assessment  

 Generic risk assessment form – home working  

 

 

 


