Provide approximately 800 words which details how your organisation has been affected by the recent global pandemic of COVID 19.  Examples could include furlough of employees, updating your remote working policy, maintaining regular communication update across the workforce, increase in sickness levels from key workers, a huge ramp-up (such as delivery drivers) or decline of work activities etc. 
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Agile/Smarter Working 


The CIPD describe the term ‘agile’ as:-
· Time – when do people work
· Location – where do people work
· Role – what do people do
CIPD (2014)
Pembrokeshire County Council employs 6000 staff in a range of roles.
Over the last two years one of its driven agendas has been to move toward agile working for as many employees as is practicable. At the time there were a number of barriers and concerns raised including:-
· Lack of trust by managers 
· Lack of team contact
· Suitable availability of equipment
· Health and wellbeing
· Suitable ‘home’ space to work
Deloitte (2019)
HR already had a policy in place that covered the remit of working from home, which describes smarter working as a business focussed approach to flexible working, empowering people to work in smarter ways and with greater autonomy. The policy suggests that smarter working from home would typically be 1-2 days per week and agile desk space would be available throughout the council’s offices in Pembrokeshire on other days.
Some individuals and departments embraced the changes and others limped along or challenged back.
A positive of the COVID lockdown has been that as an organisation we were more prepared as a work force to be able to work from home/agile than in the past. Our business continuity plan which made sense on paper but never tested underestimated the value of homeworking. The positive impact has meant that we have been able to continue:-
· To deliver all of statutory services and the capacity of these is increasing day by day
· Effectively redeploy staff to critical roles
· Continue to virtually train and upskill employees effectively 
· Communicate via soft phones and virtual ‘platforms’
· Continue with internal and external recruitment
We have seen an accelerated change due to the pandemic. Agile working has taken place from the very top of the organisation at Chief Executive Officer Level. Linked to this the need for flexibility of working hours with employees who have caring responsibilities and home schooling. We have probably witnessed once of the greatest and fastest changes in PCC!
Overnight 40% of employees in the organisation were able to work from home even if the desire to do so was less. Megatrends reports that there has been an 80% increase in those working mainly form home in the last 20 years, with 29.6% of people working from home in the last 12 months. Megatrends (2020).Unison (2017).
Three months on and we have seen the policy be adapted to ‘homeworking’ identifying:-
· The importance of a trust based culture
· Managing by outcomes rather than physical presence
· Effective collaboration with other teams and departments
· Autonomy and greater empowerment
· Work life balance
· Health and well being 
· Virtual communication
Management protocols have been included, supported and communicated to all employees:-
· Staff are measured on output rather than presence
· Staff are supported and trusted 
· Shared Calendar access within teams and departments is mandated
· Regular conversation with teams and individuals
· Importance of employee health and well being
· Introduction on an online employee Performance & Well Being Plan
· Recognising and supporting the balance between home and work
An approach supported by ACAS advice. 
The HR team is now involved in a ‘Learning Cell’ that is seeking to audit and review the impact of the pandemic on the ‘agile’ working approach. Part of this will be a S.W.O.T. and gap analysis to identify areas for improvement and those of success.
A recent survey went out to employees to ask them to feedback on the certain aspects of working from home, including sufficient equipment, areas identified for greater support and success stories. To date the most surprising feedback has been from employees about their managers. “Employees in the majority feel more greatly trusted and the relationship between manager and employee has improved.” 
The HR team has also focussed heavily on the wellbeing of its employees, recognising that working in a forced lockdown situation can be stressful and have a significant mental impact.
We have developed a suite of online wellbeing support and promoted the opportunity for one to one coaching, particularly with team leaders and managers. 
Webinars which highlight best practices have become a weekly feature covering communication, recognising homeworking fatigue and encouraging buddy support working within teams. Email communication has been highlighted with dos and don’ts e.g. don’t send emails at night which leave the receiver questioning their own ability to match the sender by working long hours. Don’t expect an instant response from an email which again puts pressure on the receiver. Consider language used and how it can be perceived. Use soft phones and skype to ‘talk’ wherever possible. Stretched hours, know when an employee has finished work for the day.
Agile after lockdown?
PCC Elected Members who have a political interest in the success of agile working based on cost cutting and efficiency savings will hail homeworking as a success and are already doing so. 
Workforce expectations that this is the new way of working? 
People Management (2020a)
“This is not normal homeworking”…It has forced to work in more agile ways, and that is good” as highlighted by Peter Cheese in the article The New Normal, People Management, May 2020.
Reported in The Guardian newspaper recently Twitter announced that employees will be allowed to work from home ‘forever’. (The Guardian March 2020)
Or perhaps the sweet spot would be a balance more akin to smarter working with a mix of home and office base.
Deloitte (2020).
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