
 
 

Report to: Personnel and General Purposes Sub-Committee, 14th December 2022 
 

Report of: Corporate Director – Planning and Governance 
 

 
Subject: REVIEW OF THE HYBRID WORKING POLICY 

 
1. Recommendation 
 

1.1 That the Sub-Committee approves the amended Hybrid Working Policy 
attached at Appendix 1 and notes its future 3-year review period. 

2. Background 
 

2.1 The Council’s Hybrid Working Policy was introduced in October last year, with the 
supported by the trade unions and following consultation with a small working group 

of staff and managers. The Policy was approved by the Personnel and General 
Purposes Sub-Committee which considered a detailed report, outlining the rationale 
behind the overall approach taken in the Policy and the nuances within it. 

 
2.2 The Policy committed the Council to undertaking a formal review after one year of 

operation, taking into account feedback from managers, employees, Members, trade 
unions, customers and other stakeholders.   

3. Policy: one-year review point 
 

3.1 The current Policy is attached at Appendix 1. It is built around a set of core principles 
set out in section 4 of the document.  

3.2 To recap, “hybrid working” means working flexibly across different sites, including 

from home, and using technology to enable this. It does not mean full time home 
working or a set pattern of working hours that meet the individual’s personal needs, 

unless a formal flexible working request has been approved under the Council’s 
Flexible Working Policy, which is underpinned by specific legislation.  

3.3 The Policy benefits staff working across any of the Council sites, where their Head of 

Service (or Corporate Director as applicable) has determined that their roles enable 
hybrid working. Approximately 150 staff can benefit from the Hybrid Working Policy; 

this leaves a large cohort of staff whose roles do not enable this.  

3.4 Hybrid working is the default mode for staff working out of the offices on the ground 

floor Museum and Art Gallery, which is the usual base for approximately 100 staff. 
But the Policy also benefits staff working in Trinity Street, the Guildhall and Museums 
buildings where their roles permit hybrid working. The same is the case for office 

staff based at the Depot and Crematorium. At all of those sites, customer-facing 
roles and shift based roles reduce the amount of hybrid working that can be 

accommodated by managers; it is an overriding principle of the Policy that customer 
service expectations must be maintained. 



3.5 As part of the one-year review exercise, the Policy has been discussed in 
management meetings of the Corporate Management Team and the Corporate 

Leadership Team. From the management perspective, no issues have been raised 
which would suggest a redraft of the Policy. There is some scope for a discussion 
about the phrase “majority of time” which is the only point that managers say is a 

regular point of discussion by staff and managers in the application of the Policy.  

3.6 Work areas have been reconfigured and technology provided to staff to enable 

hybrid working. Reassuringly, the trepidation that many had, prior to launch last 
year, about whether physical spaces and virtual environments would meet people’s 
needs, has not materialised into any significant concerns. Staff feedback suggests 

they have the equipment and working arrangements they require to undertake their 
roles and individual requests are managed. 

3.7 A staff survey was launched on 18 November for 2 weeks. It asked openly for 
feedback on the current Policy. There were 5 questions as follows: 

 Do you agree these are the right Principles?   

 Do you think the Principles are being implemented fairly and effectively?  

 Are there any changes to the Policy or areas for improvement that we should 

consider? 

 Is there anything about the way we used to work, before the Hybrid Working 

Policy, which was beneficial and which we should make sure we don’t lose?  

 Is there any change or additional comment to your answers above, as a 

manager of staff who are covered by the Policy? 

 
3.8 The survey closed on 2 December. The data shows: 

 
 80 staff completed the survey; 

 78% say the Principles are the right ones; 
 51% say the Principles are being implemented fairly and effectively; 
 There are not many suggestions for fundamental change, but there are some 

cogent points made under the “fairly and effectively” question, about ensuring 
there is fairness and common sense applied, particularly around the 

requirement that employees are onsite for “the majority of time”; 
 There are as many comments highlighting the benefits of home working as 

there are extolling the benefits of time with colleagues in the office; 

 There are not many different perspectives from the managers’ question. 
 

3.9 No adverse impact on customers has been reported to the best of management’s 
knowledge. Customer facing services have published opening times and the Council 
has made a positive commitment to face to face services, with our online and 

telephone offer supporting that. Heads of Service of customer-facing teams have a 
responsibility for making the Hybrid Working Policy applicable to their teams so that 

there is staff cover during expected customer hours of operation. The Council has 
issued guidance on Customer Care Standards which sets out universal expectations 
for all staff roles. Sometimes officers do struggle with response times, due to their 

workloads, but there is no evidence that hybrid working has changed this for the 
worse. In fact, there are comments in the staff survey about perceptions of 

increased levels of productivity, reduced time commuting and the ability to fit in 
more customer responses. 

 



 
3.10 The Policy is intended to support staff wellbeing and retention. In the survey, a 

number of staff have cited wellbeing as one of their reasons for supporting the 
Policy, making comments about work-life balance, mental health and flexibility. 
 

3.11 The Policy is also intended to promote 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 national surveys 

conducted during the Covid lockdown periods highlighted that the younger 
population in the workforce felt most isolated from work colleagues during whole-

time home working, with limited opportunities to learn from their colleagues through 
face to face interaction and develop their social and professional networks. Emerging 
feedback from the staff survey provides some strong anecdotal evidence for the 

benefits of the Hybrid Policy for staff who are juggling caring responsibilities at home 
with their work responsibilities. 

 

3.12 Staff in the survey have also talked about the positive environmental impact from 
reduced volumes of staff commuting traffic. Staff also talked about the financial 

benefits of not paying for the cost of commuting and parking every day. 

4. Preferred Option 
 

4.1 The staff survey results were considered by the Joint Consultative and Safety 
Committee and by the Council’s Corporate Leadership Team. The preferred option 

from those discussions, was to leave the Policy substantially in its current form, but 
to provide some further clarity on a few points. These are: 

 

 Explanation that the Principles set the overall approach and the paragraphs 
that follow the Principle set out the rules, which are enforceable; 

 Added references to the value of colleagues interacting face to face with other 
service areas, not just their immediate teams; 

 Added in statements which clarify that the “majority of time onsite” is a 

principle that should be applied meaningfully and that there can be flexibility 
as long as overall commitments to the Principles in the Policy are being 

maintained; 
 Added in a statement to confirm that Heads of Service can require that certain 

meetings must be held in person. 

 
4.2 The revised draft Policy is attached at Appendix 1. 

 
5. Alternative Options Considered 

 

5.1 The alternative option is to revert to a different way of working. This is not 
recommended because the survey and feedback suggests the Council’s current policy 

achieves an optimum balance which works for staff and does not disadvantage 
customers. 

6. Implications 
 
6.1 Financial and Budgetary Implications 

 
None identified. 

 
 



6.2 Legal and Governance Implications 
 

A fair, reasonable and enforceable set of polices is an essential foundation of the 
employer’s legal relationship with its employees.   

 

6.3 Risk Implications 
 

The risk of not reviewing and updating the Policy periodically is that it becomes 
difficult to enforce when a query over its interpretation is raised. 
 

6.4 Corporate/Policy Implications 
 

The Policy forms part of the Council’s suite of HR policies.  
 

6.5 Equality Implications 
 
As set out in the main body of the report. 

 
6.6 Human Resources Implications 

 
As set out in the main body of the report. 
 

6.7 Health and Safety Implications 
 

All staff who are subject to the Hybrid Working Policy are required to complete a  
Home Working Assessment which includes a Display Screen Equipment check as well 
as questions about the overall suitability of their work environment, when away from 

the office. 
 

6.8 Social, Environmental and Economic Implications 
 
As set out in the main body of the report. 

 

 

 

 

 
 

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

Governance, 01905 722019 sian.stroud@worcester.gov.uk  

Background Papers: None  
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