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	Why
	Who
	Where
	How
	When
	Cost

	Recommendation 1: Clear and coherent articulation of strategic intent

	To communicate the organisational position on Flexible working, to ensure all are working towards clear goals, and can be held accountable for progress. 


	Executive and Senior Leadership Teams, with Corporate Communication Department support.
	Message to be established in Leadership Team meetings, for publication on Service intranet.
	A brief statement to be agreed upon, expressing support
for flexible working principles and acknowledgement of the contribution to work enabled by flexible working, with commitment to understanding this better.
	ELT and SLT meetings following circulation of the evaluation report.
	29 people (following one retirement), two hours allocated.  An additional hour for publication of finalised wording.

10 Support Staff leaders: 21 hours, estimated average annual salary £71000.

71000/52.14=1361.72/37=36.8X21=£772.87

19 Operational leaders: 38 hours, estimated average annual salary £81000.

81000/52.14=1558.56/42=37.12x38=£1410.12

Total = £2182.99

	Recommendation 2:  Re-align recruitment material and practice for Green Book vacancies with impact measurement mechanisms

	To align practice to strategic intent and enable understanding of whether the strategic expectation is being met.








	Head of HR will oversee action. Corporate Head of Resources will keep sight of impact metrics.

All recruiting managers to understand the shift in emphasis.
	HR, with support from Corporate Communication; all departments as vacancies arise.


	Updating of recruitment material.

Time taken at the start of recruitment processes to consider role-specific options, with HR support.

Measurement of impact.
	Following completion of recommendation one.
	Input from HR Officers and departmental managers allocated at an hour per week for one year, representing time input as vacancies arise. Departmental manager cost set at Head of Department level.

£40,476+62,251=102,727/37=£2776.41

Four hours x 2 at Grade 9 allocated for updating literature and establishing data capture mechanism.

40,476x2=80,952/52.14=1552.59/37=41.96x4= £167.85

Total = £2944.26

	Recommendation 3: Undertake research on recommended questions – what are the barriers to flexible working for operational staff? and what does agile working give to the Service?

	To assess whether practices and assumptions reflect current Service need.






	People and Culture Team (PACT)
	Service-wide
	Engage with stakeholders through appropriate research methods.
	Agile working research can commence quickly. 

Flexible working research will require longer planning due to sensitivity.
	Dedicated resource of one years’ annual salary of mid-level PACT team member: £40,476

Opportunity cost is recognised, however, potential contributions to Service objectives offer potentially exponential benefits.

Engagement of research participants represents additional cost, however, this cannot be assessed without full stakeholder analysis. 
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Sensitivity: general

