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Changing the Workplace and New Ways of Working 

Over the last 5 years the Council has supported 3000+ staff through new ways of working, 
to create an integrated city centre customer hub, with £20M+ of net savings identified, over 
the coming years, mainly through release of assets. This has required investment in our 
technology and our people to create a more agile workforce.  

Our programme, called Changing the Workplace, has included reducing our office buildings 
in the city centre from 17 to 4: developing a new Merrion House and investing in Civic Hall, 
St George’s House and Enterprise House so they are fit for a modern flexible organisation 
in the 21st century.  

Changing the Workplace is fundamentally about changing the way we work to improve 
outcomes for customers and the people of Leeds. Our key aim is to support an agile 
workforce so that they can work when and where they need to. This is about having access 
to the information they need to do their jobs wherever they are, and getting the support and 
tools to work as effectively as possible. It is also about creating more collaborative ways of 
working both virtually and across our workplaces. 

As part of Changing the Workplace senior management right through to front line services 
are now working more effectively. The Chief Executive, Directors and Chief Officers have 
released their individual offices and are based within shared collaborative space with key 
colleagues. This has improved communications overall and reduced the physical barriers 
to collaborative working. A balance of quiet working areas, breakout space and informal/ 
formal meeting space supports this. By having the right tools and support to do the job, 
mobile working then becomes the norm with officers working when and where they need to 
do their jobs. The consequence of this is that we are now more productive overall and need 
less space to support how we work. Since the start of CTW we have moved from 
workstation: staff ratios of 1:1 in 2010 to an average of 6:10 in 2017 which ultimately allows 
us to release whole buildings. 

All this links together with our cross council people and culture agenda, where staff have 
the opportunity to develop and learn across a range of activities. Re-energising managers, 
laying out an expectation for all 2,500 managers to be ‘Doing Our Best’ linked to the values 
of the organisation.  This focus on values led leadership, different ways of working and the 
city wide workforce also helps us to promote a positive vision of the future at a time when 
the council is seeing times get tougher.  These challenges have become a catalyst for 
positive change in our workforce, with staff appreciating flexible working and the 
empowerment that brings. 

 

Impact for staff 

❖ Two thirds of staff said communication had improved 

❖ 8 out of 10 staff said they could manage change better, saw productivity 

improvements at work and had a better work-life balance 

❖ Two thirds of staff felt that the work environment better met their needs  

 

Inclusive Design 

As part of our city centre rationalisation programme, the council has committed to ambitious 
high quality inclusive design principles to be applied to the remaining 4 city centre buildings.  
 



This recognises the importance of creating a high quality inclusive and accessible 
environment, and eliminating barriers for both LCC employees and service users, resulting in 
buildings and environments which are fit for purpose, modern, accessible and inclusive. Our 
aim is that these work spaces: 
 

❖ Can be used safely, easily and with dignity by all 

❖ Are convenient and welcoming with no disabling barriers, so everyone can use them 

independently without undue effort, separation or ‘special treatment’ 

❖ Are flexible and responsive taking account of the varying needs of people 

These physical foundations underpin the cultural change programme which has helped 

transform the working practices of many office based employees into new flexible 

approaches to working such as hot desking and homeworking models, whilst also designing 

workplaces and public spaces which meet the needs of those people who have disabilities 

which previously may have been a barrier to them working or receiving services.   

Our approach to both the design and use of our buildings has been based on social model 

principles and from the outset HR has engaged and consulted with both customers and 

employees on what the barriers were to inclusive building design. 

In terms of the modernisation plans for the City Centre, affecting Civic Hall, Merrion, St. 

George’s, and Enterprise House’s, planning services, the design consultants, the architects, 

and construction team have all worked with Human Resources to be more inclusive and 

representative of the views and critical voice of the staff networks and other stakeholders 

across all sections of the Council and the community  

There is a commitment that the Council will work to deliver inclusive design standards for all 
its buildings over time where this is possible as identified through a comprehensive asset 
review of our current building stock. 

Whilst much focus has been on the physical and sensory access to buildings, much has also 
been done to address cultural access like a quiet contemplation room with integrated 
washing facilities to meet the needs of faith communities.  We also have taken the needs of 
new and expectant mothers into consideration with spaces to safely breast feed or express 
or store milk.  

We concentrated on five key areas of inclusive design for the city centre development in 
order to help embed our vison with the planners and building contractors and these were: 

 
1. Toilets: recognising that toilet facilities should be designed to be accessible to all 

while remaining practical.  For a large public building like Merrion House we have 

facilities for families to use safely, accessible toilets for disabled, non-gendered 

toilets tor those people who do not define themselves by gender and a changing 

places toilet for people with additional needs who have carers.  All our toilets have 

good colour contrast to help those with visual impairments, learning disabilities and 

dementia. 

2. Quiet contemplation and wellbeing rooms: In recognition of the diverse faith 

communities in our city we have designed a space which can be used for quiet 

contemplation which has washing facilities for those who wish to use them.  We also 

have designated wellbeing rooms which are private spaces which can be used for 

those who may need to rest or use therapeutic exercises, or for new mothers to 

breast feed or express milk.   We also have a first aid room equipped with lockable 

fridge for the safe storage of controlled drugs or breast milk. 



3. Colour and visual contrast: colour and visual contrast is an important consideration 

for people with visual impairments to safely way find around furniture, toilet facilities 

and to distinguish different areas of the building.   Signage is key to wayfinding and 

should have the appropriate colour contrast and braille for ease of reading.   We 

consulted widely on the signage which resulted in signs which were not defined by 

gender. 

4. Emergency Evacuation: Following consultation with our disabled staff network a 

decision was made to fit fire safe lifts into our buildings, as evacuation chairs had 

previously caused injury to users.  Each floor of the building have safe refuges to 

protect in the event of a fire.  In terms of alarms visual flashing beacons are used to 

alert the deaf and hearing impaired of an evacuation. 

5. Aids to communication: All buildings now have assistive technology fitted to assist 

those who are hearing impaired, with either a hearing loop or infra-red system. 

 


