
Report
Cabinet
Part 1 

Date: 7 July 2021

Subject The New Normal - Newport City Council Operating Model

Purpose Discussions have been on-going regarding a new operating model for Newport City 
Council. In order to progress this work Cabinet will need to reach a decision on a series of 
options and policy areas in relation to our staff and the use of our assets. These decisions 
are detailed within this report. 

Author Rhys Cornwall, Head of People and Business Change

Ward N/A

Summary Newport City Council has adapted and developed the way in which it operates in order to 
maintain services and protect the safety of residents, Members and staff. The 
organisation, its staff and Elected Members have adapted to many challenges and have 
overcome these. There is an opportunity to realise many benefits associated with how we 
utilised our assets, how we support the climate-change agenda and how we support and 
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Background

The Covid 19 health emergency has posed a significant and unprecedented challenge to the way in 
which we deliver our services and our way of life. Since March 2020, the Council’s focus has been to 
preserve life, minimise the spread of the virus, and support our communities and the vulnerable.  
The impact of the virus has brought about systemic change, pervading every aspect of society. At 
Newport City Council, material changes to where and how we work have been swift.  From day one of 
the health emergency, Council staff have shown enormous resilience.  Those delivering front line 
services, often to the city’s most vulnerable people and communities, have been altruistic in their 
dedication.  Whilst others have quickly adapted to a remote and dispersed way of working using 
technology to work from home to minimise the spread of the virus. 

Elected Members have also had to adapt, blending their work within their communities with the remote 
meeting arrangements that have been put in place to ensure the on-going functioning of the democratic 
process, whilst adhering to Covid regulations and keeping individuals safe. Whilst the on-going response 
to the pandemic remains the number one priority for the Council, it is also an opportunity to consider the 
changes that have been made and consider the long term impacts on the Council’s operating model. 

Cabinet agreed our Strategic Recovery Aims in June 2020.  This includes Strategic Recovery Aim 3, 
to Sustain a Safe, Healthy and Productive Workforce.  Cabinet also agreed that operational services 
would need to be able to safely engage with its service users, work safely in Council buildings, offices 
and to work remotely both in the short term and long term. 

Within the current Corporate Plan, Building on Success, Building a Better Newport, the Council 
made a number of pledges under the banner of a Modernised Council. We committed to developing a 
modern, capable workforce, where the use of agile working would be explored and implemented 
wherever possible. We recognised that this could lead to improvements is staff wellbeing, better and 
more efficient services and also contribute to a reduction in pollution caused by vehicles on our roads. 
We committed to freeing up 20% of our Civic Centre to save money and create space for commercial 
and social innovation.

The key decision now is whether we press forward with the cultural and operational changes we have 
implemented as a result of the pandemic, or whether we return to the pre-Covid model.

Current Position 

As a result of the first lock-down in March 2020 the Council has had to adapt the way it operates. Whilst 
front line services have been protected and enhanced for the most vulnerable, office based functions 
and the staff who support them have been asked to do this from home, wherever possible. The Council’s 
investment in IT in recent years, as it develops the Modernised Council agenda, has enabled the Council 
to continue functioning. 

Home working station assessments have been undertaken and additional kit provided to support a safe 
work environment. As a result, many services have been able to develop remote operational models. 
There are some very clear benefits to continuing with this approach – work/life balance, carbon 
reduction, reduced congestion on our roads, opportunities for utilising our buildings. However, there are 
challenges. For staff working from home there may be isolation, increased energy costs and a lack of 
team development, for example. There is also a challenge around visibility.  

The principles of agile or remote working were established in the Council’s Digital Strategy, which is also 
referenced in the Corporate Plan. The Council will need to weigh up the opportunities but also potential 
impacts when determining how it will proceed beyond the current situation into a longer-term operating 
model.  



Welsh Government Remote Working Wales initiative 

The Welsh Government are aiming for 30% of the Welsh workforce to work remotely (from home or near 
to home).  Coronavirus restrictions have seen fewer people working in offices, which has meant a fall in 
road congestion, pollution and private car use.

The Welsh Government has said it wants to give workers across Wales more flexibility to work remotely 
and believes this has the potential to drive regeneration and economic activity in communities.
It also recognises the importance of learning lessons on issues such as mental health support, childcare 
arrangements and more innovative housing design.

As part of this, a network of community-based remote working hubs is also being explored which offers 
choices beyond a simple home/office split. These hubs, within walking and cycling distance of people’s 
homes, could be used by public, private and third-sector employees. They could also help encourage 
new partnerships to develop between Welsh Government, local government, industry, and others.
The intention is to develop a hybrid workplace model, where staff can work in the office, at home, or in a 
hub location. The aim is that this will enable 30% or more of workers to work remotely, helping reduce 
congestion and pollution and improving work-life balance for employees and employers.

Pilot schemes are starting to come forward to enable public sector workers to access the hub and work 
remotely. This ambition is intended to help town centres, reduce congestion and cut carbon emissions. 
Newport City Council is actively involved in discussions with Welsh Government to create a public sector 
remote working hub in Newport and enable our staff to register to work from other remote working hubs

Climate Change

Newport City Council has committed to work towards being a net zero organisation by 2030 as part of 
the Welsh public sector.  This includes carbon emissions from our: 

 Buildings
 land use
 transport (fleet and business mileage)
 procured goods and services

However, as a Council we also have a wider role, to support the decarbonisation of our city.  The Welsh 
Government has committed to a net zero Wales by 2050 and reducing staff commuting will support that 
commitment for the Newport area. 45% of all carbon emissions in Newport originate from transport.  This 
is the third highest in Wales after Cardiff and Rhondda Cynon Taff. 

In addition, in Newport we have eleven air quality management areas (AQMAs).  AQMAs are areas of 
poor air quality where air quality is found to exceed thresholds as set in law.  All of the AQMAs in 
Newport are due to road traffic emissions. 

Prior to the pandemic whilst other sectors such as energy had seen a marked decarbonisation the 
transport sector had shown little or no improvement.   

Approach 

We have identified four broad areas of focus, detailed within this report. They are: 
1. Staff
2. Building (Civic Centre) and Public
3. Democratic Functions
4. Technology



Staff

Objective: To consider all the implications of the implementation of a smart working approach for 
our staff, including:  

 Well-being  
 Remuneration
 Professional development and support  

According to data from the Office of National Statistics, prior to COVID-19 only around 5% of the 
workforce worked mainly from home. According to research from the Chartered Institute of Personnel 
and Development (CIPD), before the pandemic, 65% of employers either did not offer regular working 
from home at all or offered it to 10% or less of their workforce. After the crisis, that 65% is expected to 
fall dramatically to 37%. This represents a significant shift in ways of working which employers will need 
to prepare for. As a Council we will need to consider the culture shift and its associated policies and 
procedures that enable the change. 

Prior to the pandemic in February 2020 the council took part in the Gwent Healthy Travel Charter Staff 
Survey. 720 members of staff completed the survey and at that time of those surveyed: 

 14% of staff were working from home 1 or more days a week. 
 27% of staff were working remotely 1 or more days a week. 

Travelling to work: 

 75% of journeys were by car. 
 7% of journeys were by public transport. 
 13% of journeys were by active travel.

The move to remote working for many has created an increased interest in flexible working and has led 
to greater expectation around provision being made by employers for increased flexibility. The remote 
workforce has identified the benefits to be gained from homeworking - a better work–life balance, greater 
ability to focus with fewer distractions, more time for family and friends, saved commuting time and 
costs, access to IT and digital technology and higher levels of motivation. Organisations who choose to 
disregard these perceived benefits and revert to pre-pandemic arrangements may be the position of 
having increased employee turnover, higher levels of sickness absence, reduced employee engagement 
and limits to attracting future talent to join the workforce.

Well-being 

The Council has been issuing wellbeing surveys to the workforce at periodic moments throughout the 
pandemic, with the latest version (February 2021) showing that only 42% of respondents rated their 
mental and physical wellbeing as good or excellent. 58% felt that the Council supported them with 
balancing work and caring responsibilities effectively whilst 59% felt safe or very safe in their workplace, 
with a further 16% feeling neutral. Over 69% of respondents felt supported by their manager and 67% 
felt that they had the appropriate equipment to carry out their role remotely. However, only 49% of 
respondents felt able to disconnect from work, highlighting that there is scope to explore ways in which 
to promote a healthy work life balance when the boundaries between work and home are blurred due to 
your physical location of work being in the home. 

The Council also carried out surveys on manager wellbeing and the impact that working from home has 
had, which can be shown in the graph below, when rating the experience on a scale of 1-10 with 1 being 
a negative response and 10 being the most positive. 



In line with the wellbeing survey results there has been a significant decrease in the amount of lost time 
due to non-Covid related sickness absence. The total number of days lost to sickness absence in 
2019/20 was 43,565, with 12,190 of those days due to short term absence such as viral infection, 
sickness/diarrhoea and ear/nose/throat. Comparing these figures to 2020/21, the total number of days 
lost was 31,736, with 5,837 of them due to short term absence. This is a 52% decrease in the number of 
days lost due to short term absence and a 47% drop in the number of occurrences. However, the 
number of days lost due to stress and anxiety remains the most common reason for absence with 
12,407 days lost in 2019/20 and 11,184 in 2020/21, a drop of 11%. 

This suggests that whilst the working from home guidance has had a significant impact on short term 
absences caused by transmissible illness, the reduction in stress related absence is not as positive and 
further work remains to be done in supporting staff to cope with poor mental health and stress in the 
workplace. Our Wellness at Work Policy, currently being consulted upon with trade unions, should 
contribute to improving levels of support upon implementation later in 2021. 

Remuneration 

From 6 April 2020 those eligible employees have been able to claim tax relief from HMRC to cover 
additional costs incurred if they have had to work from home. The UK government have confirmed that 
this tax relief will also be made available for the 2021 financial year. Eligible taxpayers can claim tax 
relief based on the rate at which they pay tax. For example, if an employed worker pays the 20% basic 
rate of tax and claims tax relief on £6 a week, they would receive £1.20 a week in tax relief (20% of £6 a 
week) towards the cost of their household bills. Higher rate taxpayers would therefore receive £2.40 a 
week (40% of £6 a week). Over the course of the year, this could mean taxpayers can reduce the tax 
they pay by £62.40 or £124.80 respectively. 

Whilst the Council has signposted staff to the online portal to claim this tax relief, alternatives will need to 
be considered should we move to a position whereby as an employer the Council asks staff to re-
designate their place of work to their home, even if this is for part of the working week. Employers are 
able to make an allowance of £6 per week (£26 per month) to employees who are required to work from 
home.  

Policy review 

Continuing to embrace the positive elements of remote working will require a Homeworking Policy to be 
drafted and negotiated with trade unions. Prior to the pandemic Newport City Council did not have a pre-
existing Homeworking Policy as all work was carried out from a Council owned workplace, with very 



occasional ad hoc permission to work from home to carry out a specific task. Implementing our first 
Homeworking Policy will be essential if we are to ask sections of the workforce to continue to work from 
home for an element of their contractual working week. 

A consequential step will also be to revise the existing Travel and Subsistence Policy which treats all 
claimable mileage as needing to be from a designated Council workplace. Consideration should be given 
as to whether this is appropriate for the long term with a significant number of employees working from a 
range of work sites, both at home and at alternatives such as a geographically local public sector hub.  

Engagement 

It will be vital to engage with not only our trade union representatives but with our workforce who will be 
affected by any decision to continue to work remotely. Their views and feedback on any proposal will be 
essential to understanding the likely future culture of the organisation, their thoughts on how the Council 
can make hybrid working a success and the likely challenges that they might perceive in implementing it 
for the good of the individual person, but also their team and the overall workforce. 

Professional development and support 

As we move towards an operating model where parts of the workforce are working remotely with 
increased trust and empowerment, our performance management and time monitoring policies and 
procedures will require review. We have already implemented a technology solution for online, remote 
performance management check-ins where progress towards performance and personal objectives can 
be discussed and assessed.  

Likewise, our learning and development offer has moved online and courses are delivered remotely or 
via e-learning. Whilst this has been effective during a prolonged period of homeworking, the long term 
position will see face to face training events return, but there is opportunity to reflect on which events can 
continue to be delivered remotely in order that engagement and attendance is not impacted by a hybrid 
operating model with some staff physically present in a workplace and some working remotely. Our 
development offer will need to adapt to increasingly needed digital upskilling, a feature identified in our 
workplace plan.  

However, with less frequent supervision being a long term feature, the way the value of a time-based 
monitoring system is called into question. The Council’s flexi-time scheme has been suspended since 
the working from home guidance took effect, partly due to there being no opportunity to supervise time 
spent working and partly to support the demands on employees with home schooling, supporting 
dependent relatives and assisting those who are vulnerable in their communities. It would be appropriate 
to scope a review of the flexi-time system and assess whether it meets our on-going business needs or 
whether a move towards performance outcomes is more suited to a modern, adaptable and remote 
workforce.

Challenges 

Health and Safety 

The Council has ensured that its duty of care towards employees working from home has been 
maintained during the pandemic. Staff were directed towards a specific e-learning module on Display 
Screen Equipment (DSE) and appropriate workstation environment which was required to be completed 
prior to each individual then completing a DSE assessment. A checklist of required equipment was then 
able to be ordered and delivered to individuals to enable them to work from home at an appropriate 
workstation. Any long term plan to continue with working from home will require investment in 
workstation equipment and reassessment of need at intervals.  

There will be employees with physical or mental health conditions that will need to be taken into 
consideration when determining long term places of work. The working from home guidance has 
assisted those with some mobility issues to remain in the workplace and provide effective service due to 



not having to address physical challenges with some Council buildings and access to adequate levels of 
parking. Likewise, there will be individuals who may struggle with isolation at home and have a specific 
need to access workplaces on a more frequent basis. Balancing these individual needs with those of the 
organisation may present challenges, but individual circumstances should be taken into account 
wherever possible. 

Culture 

Our new recruits since March 2020 have experienced an entirely different culture to the one that was 
evident in our buildings and offices prior to the pandemic. They are unlikely to have met their line 
manager, their team members or even visited the workplace. It will be our responsibility to ensure that 
new talent joining the Council experiences a positive working culture where colleagues are respected, 
valued, entrusted and empowered to make decisions, take responsibility and use initiative for the benefit 
of our residents, our City and our fellow co-workers. We are seeking to increase under-representation of 
young people across the workforce and expand our apprenticeship programme, meaning that a section 
of new starters may not have experienced any employment prior to joining Newport City Council. 

There may need to be priority status awarded to such new starters in considering any reduced footprint 
across our office spaces in order that they can experience a richer welcome to the organisation, meet 
many people and understand how their role fits into the wider objectives of the Council.  

Considerations/Options

1. The first option is, once Covid restrictions come to an end and it is safe to do so, to return to our 
offices and for staff and Members to operate in the way in which they did pre-Covid. 

However, if we choose to take advantage of the opportunities presented by the new approach to 
work then we will need to look at the following:

2. We will need to consider the introduction of a homeworking policy and associated allowance for staff 
required to work from home for at least one day per week

3. We would need to review the flexible working scheme and the appropriateness of this going forward
4. We need to consider investment in new approaches to support staff with long term health conditions, 

with the emphasis on supporting mental health in a posy-pandemic environment
5. We will need to employ different techniques and tactics to ensure engagement with a dispersed 

workforce

Building (Civic Centre) and Public

Objective: To determine the optimum usage and configuration of the Civic Centre to support NCC 
objectives.  
To seek opportunities to increase the usage/income associated with the Civic Centre to support 
on-going costs  
To look at opportunities within the broader estate that can support flexible working opportunities
To ensure there remains a focus on meeting of service user requirements and that the Civic 
Centre has enhanced capacity to support the needs of the people of Newport and the services 
that support them 

The Council has for several years been rationalising its property estate in accordance with its Strategic 
Asset Management Plan. Despite this it is known that some areas of the Civic Centre are underutilised 
and a previous study in 2018 recorded desk utilisation (in core hours) of around 40%. The pandemic has 
accelerated some business change processes and allowed officers to reconsider what property 
/accommodation is required to better support service delivery. The way we work is changing and the 
types of spaces required by individuals and teams when attending the Civic Centre needs to be flexible 
and agile to meet these changing demands. 



Whilst the Civic Centre is home to what would traditionally be seen as ‘back office’ functions, it also 
houses front line service delivery and as a public building, is open to members of the public. The primary 
points of contact are Customer Services and Social Services. 

Any options for changing the way in which we operate the building needs to take this in to consideration. 
In fact, the delivery of services to the public should be the main driver when considering options 
regarding our staff and the utilisation of the building. 

Technology implemented during Covid has enabled us to provide a different offering to the public. 
Enhancing this will enable us to better direct our resources where they are most needed. Feedback from 
Service Areas has directed us to a zoned approach with our planning, should the decision be taken to 
utilise the Civic Centre in a different way.

In focussing further on better utilisation of the Civic Centre, opportunities to further rationalise the estate 
will emerge. This would also potentially reduce the Council’s carbon footprint in the operation of its own 
property estate and reduce running costs. There will also be opportunities to generate income by letting 
space to third party occupiers who may wish to co-locate with the Council. 

Examples:

Cultural Hub 

Work has been on-going with Newport minority communities to develop options for a Cultural Hub that 
will celebrate the diversity of our city and offer shared opportunities for mutual development and 
understanding. Similar developments have taken place in other cities, and it affords real benefits for 
community cohesion. We are currently working with Race Council Cymru on the development of this 
proposal.  

Other Third Parties

There are several potential opportunities to share space at the Civic Centre with others which can be 
explored further once the Council’s own requirements are fully determined. There is also the potential to 
utilise other Council assets as touch down spaces for staff.

Considerations/Options

There are two broad options for the Council to consider. They are:
1. Reoccupy the Civic Centre in the same fashion as pre pandemic 
2. Seek to maximise the occupation of the Civic Centre as the main administrative headquarters 

and centralise other Council facilities and potential third-party occupiers within the premises

If we maintain a more flexible approach then we would recommend 

3. Zoning the Civic Centre (by Service Area of Directorate) so that staff are able to work together in 
their professional groups when in the building

4. As part of this we would develop service specific areas (confidential areas, fixed locations for 
specific activities, etc.) including public accessible areas either on a drop in or appointments 
basis

5. We would develop technological solutions to support this (booking system, etc.) 
6. We would need to consider the utilisation of the reception area and meeting rooms

Democratic Function 

Objective: To ensure that Members and the Democratic Process are catered for within this 
process and that NCC is able to meet the requirements of the Local Government and Elections 
Act. 



Under Part 3 of the Local Government and Elections Act we have a duty to Promote Access to Local 
Government. This requires us not only to ensure an electronic broadcast of Council meetings but also to 
make provision for remote access to those meetings. By doing this it is hoped that a wider and more 
diverse group will come forward for Civic Duty. This is a position beyond that which we have put in place 
during the Pandemic. We will need to facilitate a hybrid meeting solution to Council meetings. This is 
independent of any decision as a result of the New Normal work. 

Whilst Newport City Council has no employment relationship with Elected Members we would still need 
to consider the dispersed working impacts on Members, in a similar way to staff. 

Well-being

Newport City Council provides a broad well-being service for staff. Elected Members are able to avail 
themselves of this support (this excludes attendance at specific staff networks but does include 
attendance at relevant training and/or well-being sessions). Should we enhance this well-being 
programme in line with a new operating model then Elected Members would be supported through this. 
Any further Member specific interventions should be discussed Democratic Services Committee.

Remuneration

The last Independent Remuneration Panel Annual report reiterated that Members should not have to pay 
for any of their technical support, which is necessary for them to discharge their duties.

“Determination 10: Such support should be without cost to the individual member. Deductions must not 
be made from members’ salaries by the respective authority as a contribution towards the cost of 
support which the authority has decided necessary for the effectiveness and or efficiency of members 
…the Panel does not consider it appropriate that elected members should be required to pay for any 
telephone usage to enable them to discharge their council duties as a ward member, committee member 
or cabinet member. 

3.22 The Panel considers it is necessary for each elected member to have ready use of e-mail services, 
and electronic access to appropriate information via an internet connection. The Panel does not consider 
it appropriate that elected members should be required to pay for internet related services to enable 
them to discharge their council duties as a ward member, committee member or cabinet member. This 
comprises the necessary provision for a member to be in proper contact with council services and to 
maintain contact with those they represent. Councils are committed to ‘paperless working’ and without 
electronic access members would be significantly limited in their ability to discharge their duties. It is not 
appropriate for facilities required by members to be available only within council offices within office 
hours”

Any changes to this would have to be recommended to Council by the Democratic Services Committee. 

Considerations/options

1. Should the Council retain a dispersed working model are current well-being provisions adequate or 
should Democratic Services Committee review this?

2. Should the Council retain a dispersed working model is the current remuneration package sufficient 
or should Democratic Services Committee review this and make recommendations to Council?

Technology 

Objective: To ensure that our IT provision is appropriate to the needs of the organisation. To look 
at new opportunities/innovations that can support our development as an organisation and for 
this to influence the development of the new Digital Strategy. To implement the Cabinet decision 
to move IT infrastructure from the Civic Centre 



The council has continued to function effectively through the pandemic as a result of its previous strategy 
for increased staff mobility and improved IT system facilities. Increased funding has provided 
opportunities to improve capability and capacity further. Whilst the Council’s existing telephony has 
largely served the organisation well, there are opportunities to modernise these facilities and provide 
simplified and more flexible telephony. The increased use of Microsoft 365 provides opportunities for 
working smartly. This will include the use of an enhanced remote access solution, AlwaysOn VPN. This 
will also include the use of Microsoft Teams and its video/chat facilities. The council will invest further in 
technology to support staff and members in council buildings and remotely by way of “hybrid meetings”. 

This will build on newly installed committee room and meeting room audio visual equipment. A 
successful Welsh Government funding bid will provide the ability for hybrid council meetings in the 
Council Chamber and remotely. Such initiatives will be supported by the migration of the council’s data 
centre including a core network and new improved facilities together with the migration of more of the 
councils’ systems to the cloud. Initial discussions on the Digital Strategy refresh have highlighted the 
importance of the council’s web site and opportunities for its improvement. Identifying and providing a 
greater variety of devices to use IT systems has also been identified.  

Challenges 

One of the main challenges is to ensure that even greater reliance on technology is supported by 
suitably accessible and resilient IT systems with sufficient capacity in this new working environment. A 
specific challenge also exists around cyber resilience in the current environment with an increased threat 
level highlighted by a large number of cyber incidents in the UK and globally.  The council has 
implemented a specific solution to mitigate this risk but there are still significant risks. These challenges 
should be reduced as a result of the council’s increased investment in digital technology over the last 
three financial years but the costs associated with these greater demands have not been quantified.  

There are no decisions required from Cabinet in relation to Technology. 

Conclusion

There are both opportunities and challenges associated with the decision to return to the pre-Covid 
‘normal’ or embrace the ‘new normal.’ However, three areas which need to be paid particular attention 
when considering the final decision are:

1. Expectation
Covid 19 and the response to it has changed the expectations for both our staff and our service users. 
There are undoubtedly those who would prefer to the way things were in early 2020. However, there are 
many (staff and public included) who now have a level of expectation regarding remote accessing of 
services, work-life balance and flexibility

2. Carbon reduction
We have very challenging targets and will become carbon neutral by 2030. We will struggle with this 
target (and the ensuing and on-going environmental impacts) if we don’t reduce both commuting and 
grey mileage, encourage and make possible active travel options and be smarter about how we use our 
buildings

3. Maximisation of our assets
There is a commitment to maximise the assets we have. This is better financially and better for the 
environment. We will not do this unless we adapt and change the way we do things. Going back to pre-
Covid occupation levels is inefficient and removes any opportunity to look at how we use our assets 
differently (and in the case of the Civic Centre, bring it back in to full usage). 

The Covid 19 Pandemic is an event that has altered the way in which all aspects of society operate. 
Whilst we may in some ways wish for a return to the world as it was in March 2020 Cabinet should 
consider how likely this is. 



Financial Summary

More detailed work is required to identify the costs associated with the adoption of the model proposed 
within this report. However, costs will be associated with:

1. One off costs associated with replacement furniture to enable maximum utilisation of the reduced 
footprint within the Civic Centre 

2. One off costs associated with any reconfiguration of facilities within the Civic Centre (such as power 
and network access)

3. The agreement of a home working allowance in line with the recommendations within the report

These costs could be offset by the following:

1. Reduction in costs associated with other assets
2. Capital receipts from the disposal of other assets
3. Income generated by third parties use of our un-used space 

Year 1 
(Current)
£

Year 2

£

Year 3

£

Ongoing

£

Notes
including budgets heads affected

Costs
(Income)
Net Costs
(Savings)
Net Impact 
on Budget

Risks

Risk Impact  of 
Risk if it 
occurs*
(H/M/L)

Probability 
of risk 
occurring 
(H/M/L)

What is the Council doing or 
what has it done to avoid the 
risk or reduce its effect

Who is 
responsible for 
dealing with the 
risk?

Failure of IT 
infrastructure

H L Business Continuity 
Arrangement

System prioritisation with SRS

System back up and fail safe

Head of People 
and Business 
Change

Heads of 
Service

SRS
Information 
Security

M L Information Governance 
arrangements

Staff and member training

Multi-factor authentication

Digital Services 
Manager

* Taking account of proposed mitigation measures

Links to Council Policies and Priorities

 The main Corporate Plan focus is on the Modernised Council theme but, dependant on decisions 
taken, will also positively impact on Thriving City and Aspirational People. 



Well-being 
Objectives 

Promote economic 
growth and 
regeneration whilst 
protecting the 
environment 

Improve skills, 
educational 
outcomes & 
employment 
opportunities 

Enable 
people to be 
healthy, 
independent 
& resilient 

Build cohesive 
& sustainable 
communities 

Corporate 
Plan 
Commitments

Thriving City Aspirational People Resilient 
Communities

Supporting 
Function

Modernised Council

Other council strategies and plans that link closely with this work are the Carbon Management Plan 
2018-22 and the Sustainable Travel Strategy (Air, Noise & Sustainability Action Plan).  Both of these 
plans are looking to reduce business and staff travel.  The Council is also signed up to the Gwent Travel 
Charter (below). 

Options Available and considered 

1. Once Covid restrictions come to an end and an appropriate risk assessment is in place the option to 
return to pre-Covid arrangements will be available to the Council. Or,

2. Accept a new operating model, in principle and pending consultation with Trade Unions and staff that 
builds on our experiences of operating during Covid. 

a. Consult on a homeworking policy and associated allowance for staff required to work from 
home for at least one day per week

b. Review the flexible working scheme and the appropriateness of this going forward
c. Develop proposals to investment in new approaches to support staff with long term health 

conditions, with the emphasis on supporting mental health in a post-pandemic environment
d. Develop different techniques and tactics to ensure engagement with a dispersed workforce

3. Seek to maximise the occupation of the Civic Centre as the main administrative headquarters and 
centralise other Council facilities and potential third-party occupiers within the premises

a. Zone the Civic Centre (by Service Area of Directorate) so that staff are able to work together 
in their professional groups when in the building

b. Develop service specific areas (confidential areas, fixed locations for specific activities, etc.) 
including public accessible areas either on a drop in or appointments basis

c. Develop technological solutions to support this (booking system, etc.) 
d. Develop approaches to the utilisation of the reception area and meeting rooms

4. Should the Council retain a dispersed working model ask Democratic Services Committee to review 
current well-being provisions to ensure that they are adequate and make recommendations to 
Council

5. Should the Council retain a dispersed working model ask Democratic Services Committee to assess 
if the current remuneration package is sufficient and, if required, make recommendations to Council

Preferred Option and Why

Options 2, 3, 4 and 5 are the preferred options.

Option 1 limits our ability to meet our carbon reduction targets and rationalise our assets. If Cabinet 
choose Option 1 we will still need to develop a hybrid meeting ability due to the requirements of the 
Local Government and Elections Act and Members will have the option to access meetings remotely. 
Employees may have expectations regarding remote and home working that are therefore not met. 

If the preferred options are accepted by Cabinet we will consult with our recognised Trade Unions on any 
changes to HR policies. A final report will be presented to Cabinet in the Autumn detailing responses to 



this consultation and with further options for the utilisation of the Civic Centre. We will also discuss the 
proposed reviews with Democratic Services Committee. 

Comments of Chief Financial Officer
There are no financial details available yet and the report seeks a decisions on high level options in 
moving forward. There will need to be a costed financial plan with funding solutions developed before 
any final implementation decision.  A number of issues will need to be considered, from a financial 
perspective, and include:

- One-off costs of implementation are likely to be considerable and long-term / permanent if moving 
towards a different ‘new normal’ is taken forward for more detailed consideration/planning. In order 
therefore to secure value for money, it will be important to be as clear as possible, in due course, on 
what working arrangements will be in order for that to inform building/ space requirement which will 
then inform enabling work and their estimates /costs. This will need to include any plans for ‘surplus 
space’.  This will help ensure we develop the building suited to the outcome required and 
minimising/avoiding any abortive costs where possible.

- The Cabinet receives regular reports on available ‘capital headroom’ and included in the latest 
update, to the same meeting as this report, is the position including any recommended allocation 
from the 2020/21 revenue budget underspend to the ‘current capital programme headroom to 
2022/23’ as well as capital reserves/receipts. Demand is high for capital resources and therefore 
both Cabinet and Corporate Management Team will need to be clear on priorities in how the 
available resources are allocated and take a holistic view on all demands. As noted in the report, 
reduction in costs in other assets may provide revenue resources. As far as possible, a clear plan 
should set out what these might be in line with the first point above which will provide some level of 
certainty on their contribution to any increased costs. It may be sensible to consider earmarking 
these as part of this wider project to ensure they are not used for budget revenue savings elsewhere. 
A corporate perspective and structure will be needed potentially to facilitate this, especially given that 
this project may span over more than one year potentially.

Comments of Monitoring Officer
There are no specific legal issues arising from the report at this stage. If Cabinet agree to move to a new 
operating model, then any legal implications will be addressed as part of the implementation process and 
the individual work-streams. The proposed new operating model is consistent with the Council’s Covid-
19 strategic recovery aims, the Corporate Plan objectives relating to a modernised Council and 
workforce and also strategic sustainability objectives. In terms of staffing implications, the new operating 
model will require changes to working culture and terms and conditions of employment. The Council is 
able to change terms and conditions in accordance with its general staffing and employment powers 
under section 112 of the Local Government Act 1972, but in making these changes it has to comply with 
the requirements of the Employment Rights legislation and, in particular, the requirement for meaningful 
consultation with the staff and recognised trade unions. The re-use or re-purposing of Council premises 
is also consistent with asset rationalisation policies and the Council’s general powers of property 
management under sections 122 and 123 of the 1972 Act. The Local Government & Elections (Wales) 
Act 2021 requires the Council to introduce the technology to hold “hybrid” meetings as from May 2022, 
as part of its democratic decision-making processes, and this requirement will apply regardless of any 
new operating model. This is intended to allow greater flexibility for elected members to participate 
remotely in meetings, as part of the equalities agenda to encourage more diversity among Council 
membership. If this model is extended to enable greater use of technology by members to discharge 
their roles and responsibilities, then a review of member IT support and costs may be required to ensure 
that the IRP directions continue to be complied with. 

Comments of Head of People and Business Change
Covid 19 and the response to the pandemic has introduced systemic change at incredible pace. There 
have been many benefits to this but it has also created challenges and these are highlighted within the 
report. Cabinet is asked to give approval to move on to the next, more detailed stage of planning. It is 
critical that there is meaningful engagement with our workforce, especially those with protected 
characteristics, so that we can fully understand the impacts and implications of a permanent move to this 
new operating model. 



Union comments received are within Annex A and whilst generally supportive they do raise particular 
questions that will need to be answered during the next phase. 

As an organisation we have a key and positive role to play as a leader in the climate change agenda and 
the report highlights the benefits for current and future generations. 

Comments of Cabinet Member
The report author is to confirm that the Cabinet Member has approved the report for consideration by 
cabinet.

Local issues
Not Applicable 

Scrutiny Committees
An original discussion paper on the New Normal was presented to Overview and Scrutiny Management 
Committee in February 2021. The recommendations from that Committee are below

The final version of this report was presented to Overview and Scrutiny Management Committee in June 
2021. Recommendations and comments from that Committee are below

 The Committee would like further exploration on how mentors for Active Travel could work, for 
people who would like to cycle but do not have the experience or confidence. It was also requested 
that rewarding active travel could be reviewed as a part of the Travel and Subsistence Policy review.

 Members spoke of the importance of face-to-face contact and it shouldn’t be neglected. Both from a 
staff perspective and a citizen perspective, it is very important for people to be able to interact in 
person. The Council need to pay important attention to this, as it is at the heart of local engagement 
and democracy.

 The Committee were pleased with the assurance that the Council is able to cope and have facilities 
in place with cyber-attacks.   

 Members requested if there can be additional information included in the report about the potential 
future usage of the Civic Centre building.

Equalities Impact Assessment and the Equalities Act 2010
The Equality Act 2010 contains a Public Sector Equality Duty which came into force on 06 April 2011.  
The Act identifies a number of ‘protected characteristics’, namely age; disability; gender reassignment; 
pregnancy and maternity; race; religion or belief; sex; sexual orientation; marriage and civil partnership.  
The new single duty aims to integrate consideration of equality and good relations into the regular 
business of public authorities. Compliance with the duty is a legal obligation and is intended to result in 
better informed decision-making and policy development and services that are more effective for users.  
In exercising its functions, the Council must have due regard to the need to: eliminate unlawful 
discrimination, harassment, victimisation and other conduct that is prohibited by the Act; advance 
equality of opportunity between persons who share a protected characteristic and those who do not; and 
foster good relations between persons who share a protected characteristic and those who do not.  The 
Act is not overly prescriptive about the approach a public authority should take to ensure due regard, 
although it does set out that due regard to advancing equality involves: removing or minimising 
disadvantages suffered by people due to their protected characteristics; taking steps to meet the needs 
of people from protected groups where these differ from the need of other people; and encouraging 
people from protected groups to participate in public life or in other activities where their participation is 
disproportionately low. 

Children and Families (Wales) Measure
Although no targeted consultation takes place specifically aimed at children and young people, 
consultation on planning applications and appeals is open to all of our citizens regardless of their age.  
Depending on the scale of the proposed development, applications are publicised via letters to 
neighbouring occupiers, site notices, press notices and/or social media.  People replying to consultations 



are not required to provide their age or any other personal data, and therefore this data is not held or 
recorded in any way, and responses are not separated out by age.

Wellbeing of Future Generations (Wales) Act 2015
The “New Normal” Programme will have long-term and preventative benefits to the health and well-being 
of staff and the wider community by contributing to the improvement of air quality and the reduction of 
carbon emissions in the area.  Stakeholders including staff should be involved in a meaningful and 
effective way to help shape the programme as it is developed.

As stated above the programme takes an integrated approach by supporting many of the well-being 
goals namely: A Prosperous Wales; A Resilient Wales; A Healthier Wales; and A Globally Responsible 
Wales and does not adversely affect any of the others.  The programme also support three of the 
council’s Corporate Plan well-being objectives

2. To promote economic growth and regeneration whilst protecting the environment;
3. To enable people to be healthy, independent & resilient;
4. To build cohesive & sustainable communities.

In addition, the council is working with partners in a collaborative way through the One Newport Public 
Services Board (PSB) and the implementation of the Local Well-being Plan Well-being Objectives.  The 
PSB as a whole has pledged to “become champions of sustainable travel, leading by example and 
reducing the public sector’s contribution to air pollution”.  

To support this work the council along with 22 other public and third sector organisations across Gwent 
has signed up to the Travel Charter.  

The Charter commits to supporting and encouraging staff to reduce travel and travel in a sustainable 
way.  Through 15 ambitious commitments, the charter promotes walking, cycling, agile working and the 
use of public transport and ultra-low emission vehicles.

The public sector in Gwent employs almost one in three working adults. By working together, public 
sector organisations across Gwent aim to increase sustainable journeys made to and from workplaces, 
reducing the impact on the environment and improving health in Gwent for current and future 
generations.

The “New Normal” Programme supports this work along with the following Local Well-being Plan well-
being objectives:

1. Everyone feels good about living, working, visiting and investing in our unique city.
2. Everyone has the skills and opportunities to develop, prosper and contribute to a sustainable, 

thriving city.
3. Everyone belongs to friendly, connected resilient communities and feels confident and 

empowered to improve their well-being. 
4. Newport has healthy, safe and resilient environments with an integrated sustainable travel 

network.

Crime and Disorder Act 1998
Section 17(1) of the Crime and Disorder Act 1998 imposes a duty on the Local Authority to exercise its 
various functions with due regard to the likely effect of the exercise of those functions on, and the need 
to do all that it reasonably can to prevent, crime and disorder in its area.  

Consultation 
Trade Union comments are at Annex A

Background Papers
 The Essentials - Wellbeing of Future Generation Act (Wales) 

http://gov.wales/docs/dsjlg/publications/150623-guide-to-the-fg-act-en.pdf


 Corporate Plan
 Carbon Management Plan 
 Sustainable Travel Strategy (Air, Noise & Sustainability Action Plan)
 Gwent Healthy Travel Charter

Dated: 7 July 2021

https://democracy.newport.gov.uk/documents/s10273/Corporate%20Plan%20-%20Together%20for%20Newport.pdf
https://democracy.newport.gov.uk/documents/s17180/01a%20Carbon%20Mngmnt%20Plan%20Draft%20for%20Review.pdf
https://www.newport.gov.uk/documents/Transport-and-Streets/Active-Travel-Survey/Sustainable-Travel-Strategy-2020.pdf
https://www.healthytravel.wales/gwent.html


Annex A

Trade Union Comments

Unison
Whilst no one can pretend that Covid has been a positive experience in any way, it has shown that many 
more staff can work flexibly from home.

Many staff have embraced working from home with flexible hours during this very traumatic period. 
Some service areas who have previously been very traditional in working methods have had to embrace 
agile working and flexible hours.   I can think of many examples where staff on long term sickness could 
have been able to continue working if the service areas had been more open to staff home working.
I would argue that with covid stats removed from sickness figures there would be significant drop in 
overall sickness levels. But I would also suggest that there may be a rise in stress and anxiety illness 
amongst some staff.

Whilst we believe that Newport should be using this opportunity to embrace new working practices any 
move to remote working will mean there needs to be additional support for staff to access. Work is not 
just work it’s a safe place to be for staff in abusive or controlling relationships. It’s a place to meet new 
people, a support network of colleagues and friends a routine to build a life around. This needs to be 
acknowledged and sufficient support be put in place for staff.

There needs to be a new work ethos that balances what’s best for NCC and its workforce. There are 
financial savings to be made but this decision should not be seen purely as a savings or cost cutting 
exercise. Staff working from home have had to incur greater costs heating, electricity, upgrades to 
internet etc. whilst these costs have been picked up by staff in the short term if this model of working 
were to continue this does need to be addressed.

Working spaces within homes are not always practical and work station assessments will need to 
continue to be undertaken to support individuals and this would need to continue   as a long term plan. 
There also needs to be clear demarcation between somebody working flexibly and a manager 
wanting/expecting responses or work completed on demand or having their team work flexibly around 
their needs. 

There are massive advantages to be gained from continuing to work as we are and to continue to move 
in this direction and we recognise this. The gains for the environment, easing congestion and parking 
issues around the civic and other council buildings all need to be considered but the points mentioned 
above need to be considered too and a supportive balanced approach must be taken.

For this to continue successfully there needs to be a coordinated plan in place which is appropriately 
funded to ensure that all staff are supported. Supervision and management needs to be done 
supportively and be a two way process. All to many time when we are supporting members we find that 
support is a tick box exercise or supervision becomes a one way communication with managers using 
those opportunity’s to highlight perceived problems or issues without listening or seeing what is 
happening with that individual.

Staff across the council are doing more with less now after years of austerity. Staff consistently work 
over their hours to complete tasks and to meet deadlines “because it has to be done” and this is difficult 
to monitor when staff work remotely.

Staff working remotely need to still feel like they are part of a team and supported. There is a financial 
impact to consider on staff.

How mileage is calculated needs to be considered when staff are working from home but having to visit 
sites sometimes several per day. Where is classed as a base home or former work location.
Flexi time if it is to be removed due to home working what if anything takes its place. 



Screen fatigue long use of screens has a detrimental impact on health and wellbeing this can be worse 
when considering potential poor lighting and lack of natural light in spare rooms and house spaces being 
used by staff. 

Monitoring of screen time meetings and real world meetings to ensure a balanced approach to the new 
ways of working.

Peter Garland Branch Secretary Unison City Branch

GMB comments to New Normal cabinet Report - Newport City Council
The GMB is seeking clarity as to who defines who is regarded as a non-frontline employee and therefore 
able to work from home - with home as their start base of work? Do you expect disparity across 
departments with regards to this? 

This has obvious benefits to non-frontline employees, should they feel happy to continue to work from 
home on some kind of flexible basis. GMB also acknowledges that continuously working from home can 
have a detrimental impact on individuals' health and wellbeing. 

Whilst GMB sees this as a positive opportunity for many employees, it could (if not implemented 
correctly) lead to further, tangible divisions between groups of workers who will not have the same 
flexibility to their working practices - frontline/operational staff. We are therefore seeking clarification from 
the Council as to how they will mitigate the potential for employees to feel excluded.

Whilst the reduction in carbon emissions is welcome, it should be noted that services for such items as 
household waste will increase with individuals working from home, and these operational resources 
should reflect the increase from business waste to personal waste.

GMB welcomes the opportunity to work with the Council on this initiative, however it must be 
emphasised that managers/supervisors are properly trained and subscribe to the principle of inclusivity, 
fairness and transparency when considering the implementation of the New Normal. 

Rowena Hayward GMB Senior Organiser  


