
Flexible working Questions and Answers (from webinar on 11 March 2021) 

As a University, we are at the early stages of thinking through what will be possible once the pandemic 

restrictions ease and we are able to welcome staff and students back to campus on a more ‘normal’ basis.  

We are encouraging managers to start to consider potential flexible working arrangements within their teams 

in anticipation that colleagues may want to continue working remotely in future.   

The way that Leeds Beckett operates is geared to having a vibrant campus, including having staff and student 

present on campus.  There are significant benefits to colleagues being campus based, including collaboration, 

good quality workspaces and development through discussion and role modelling.  At the same time, it is 

clear that working remotely has also brought benefits to many.  Managers will need to make judgements 

about what’s right for their service, but it may be too early to answer some of the questions raised.   

As our thinking at a university level progresses regarding a return to campus, we will continue to 

communicate with managers.  If managers wish to discuss any specific concerns/issues, they can contact a 

member of the Employee Relations Team or HR Services Team. 

Q1. Regarding the informal approach, does the line manager make the final decision? Appreciate 
it's a conversation, but what if there's disagreement?  

Specifically I'm expecting disagreement re: how many days per week people can work from home. 
Much less concerned about other forms of flex.  Let’s say a colleague wants to WfH 4 days per week, 
but the manager believes it is in the best interests of the running of the service and for the team 
community as a whole for that colleague to work from home 2 days per week max.   Can the 
manager simply offer that as a rationale, and is their decision final?  I strongly support being as 
flexible as we can, but I do anticipate some colleagues will ask for more flexibility than a service can 
absorb. 

Managers and colleagues should try to reach agreement through informal conversations.  
Remember colleagues are making requests, and it may not be possible to agree all requests. 
Managers and colleagues should seek to understand and explore each other’s viewpoint.  It is 
expected that in many cases, colleagues and managers will be able to agree a working pattern (even 
if this is different to/a compromise from what was originally requested).  With regards working from 
home, we have put some suggested parameters within the Principles document.  We have been 
clear that all roles will normally require some attendance on campus and that for a flexible working 
arrangement to be agreed it must suit both our University and the colleague.  Where agreement 
isn’t reached informally, colleagues may choose to submit a formal application for flexible working 
via the Formal Flexible Working Request Policy (this application is considered by the manager of the 
employee’s line manager). 

Q2. Julia, you mentioned earlier that we are primarily a on campus university and that this brings 
some advantages. Do you see that the on-campus aspect to be one day a week minimum or 
several days over a two week / monthly period or could this be agreed in discussion with the 
management? 

Managers will need to make judgements about what’s right for their service.  There are suggested 
parameters within the Principles document (the example given is one day a week working from 
home, or team members working from home on a rota basis).  Any flexible working agreement 
needs to suit both the University/team and the colleague. 

  



Q3. How will this support our Working Carers, especially as the current situation has reduced the 
gap between Working Carers and Caring in general (Child care, Flexibility, Well Being etc...) 

Flexible working is one option available to help colleagues manage their caring responsibilities. Our 
‘Support for working carers webpage’ provides details of other appropriate policies alongside 
support services such as our working carers network and 1-2-1 appointments with specialists from 
Carers Leeds.  

Q4. Similar queries from me, expecting more flexible requests to be about working from home 
rather than working different hours and some guidance on how to manage this 

I'm really interested in how a rota based team would have flexible working introduced. For a team 
that has to be based on campus, I would like to ensure that colleagues are not negatively impacted 
by not being able to work flexibly, but with lots of potential requests, it could become tricky to 
manage.  I assume we need to hear everyone's flexible working requests before we can agree any 
of them? 
 
It may be helpful to start discussions with team members about how they are feeling about 
returning to campus.  You can also explore what type of flexibility your team members are hoping 
for and how this can (or can’t) be accommodated linked to provision of your service.  You could ask 
the team for suggestions of how a working from home rota system could work and be managed 
(whilst ensuring sufficient service cover, including during holiday periods).   It may also be helpful to 
explore the viewpoints of those team members who are keen to return to the office and the 
advantages of being together as a team.  We are expecting that some colleagues will be keen to 
return to the workplace (and part of this motivation will be the face to face interaction with the rest 
of the team).  Some teams will function better in an office environment.  
 
We also recommend that managers regularly review flexible working arrangements to check that 
they are working both for the team and for the individual, and so I would suggest that you are clear 
about this with your team. 
 
 Q5. What about ensuring staff have equipment and furniture that is appropriate for home working? 
They have all been offered desks and chairs but some have not engaged with this and we are know 
they are working in environments that are not sustainable.  
  
There is a difference between the current government guidance to work from home, and an 
agreement for long term homeworking in more ‘normal’ times.  Expectations and equipment in 
relation to any agreed long-term homeworking should be discussed in advance, and regularly 
reviewed.  As part of this you should discuss the working environment, and whether it is suitable. 
DSE Assessments/risk assessments should take place to inform your decision making.   

Q6. How do we handle issues arising from where certain members of the team are required to be 
present on campus more times than other members of the team due to cross project work. This 
may lead to them feeling as if they are not treated the same as other team members.  If a role 
requires more on-site presence, how do you avoid team members feeling unfairly done by if they 
can't work from home as much as another team member? 

We mention in the Principles document that different jobs will lend themselves to different flexible 
working arrangements (and for a flexible working arrangement to work, it must suit both the 
University and the colleague).  Discussion around the requirements of the job and what can be 

https://www.leedsbeckett.ac.uk/our-university/equality-and-inclusion/carers-network


accommodated should help.  Perhaps there are certain times of year where more flexibility can be 
accommodated? 

Q7. Do you anticipate that this will impact on teams in terms of buildings that they occupy and a 
requirement to have a qualified first aider and fire warden? Will more people need training in these 
roles and there be a rota to ensure there is someone present? 

We will forward this question to colleagues in Health and Safety/Estates, for their consideration. 

Q8. Will flexi time exist alongside flexible working as impossible to monitor of working from home? 
 
We will consider this question further. 
 
 Q9. Again, this is more focused on working from home, have there been any consideration around 
staff working from home and the green impact by removing those cars from Leeds traffic network. 
 
We will forward this question to colleagues in Estates, for their consideration. 

Q10. If staff are going to have flexible working agreed so they work from home, can we ask that they 
need to use a camera when engaging in meetings? 

It is reasonable to ask people to have their camera on during meetings that take place remotely; or 
to ask people to switch on their camera when they are speaking in a meeting.  It’s the virtual 
equivalent of being in the room. You may want to agree protocols for team meetings with 
colleagues.        

Expectations in relation to any agreed homeworking once all staff can return to campus should be 
discussed in advance.   

Q11. Can I also add that if you have a lot of team working from home and not many team members 
on site you will need to consider lone working policies. We have gone through this with our Business 
Centres teams who are currently on a staffing rota in our regional Business Centres, working on site 
at the moment. 

We will follow this up with colleagues in Health and Safety/Estates.  Complete a lone worker risk 
assessment with colleagues from H&S and address any concerns that staff have in this situation. 

Q12. Whilst the current situation has forced us all into a WFH approach, it has come with IT 
infrastructure difficulties i.e lack of VPN access, poor wifi /internet connections (dependent on 
where you live), therefore this can impact on peoples ability to do undertake their roles, which I am 
unsure how we address/improve. 

For colleagues to continue to work from home once we can return to campus, then they must be 
able to do so effectively.  Whilst LBU can provide IT equipment such as laptops, we cannot address 
issues such as poor wifi - if the individual is unable to resolve these, then such issues may prevent 
home working being agreed.   

Q13. How will the parking permits be affected by WFH policies across teams? 

 We will forward this question to colleagues in CARES/Estates, for their consideration. 
  



Q14.What are the views of colleagues about how to manage short notice requests to attend on 
campus once a wfh arrangement is made. If we allow WFH generally then people will organise their 
lives around it, incl childcare etc, but we need to be able to call staff in at short notice to attend face 
to face meetings. how would this be managed fairly? 
 
This needs to be part of the discussion prior to agreeing WFH arrangements - for example, agreeing 
the amount of notice colleagues will be given if they need to be on campus on a WFH day.  If 
sufficient notice can’t be given then perhaps less days WFH or WFH on a rota basis would be a better 
option. 
 
Q15. There's a hint at weekend work counting towards time worked. This would be a significant 
change and we may have to anticipate this as a feature of future requests. 
 
One of the Principles is to have clear boundaries between work and home and that increased 
homeworking should not mean an increase in time worked, inability to switch off from work or an 
expectation that colleagues will work on weekends.  During lockdown and home schooling, some 
colleagues may have agreed a flexible working arrangement which involved them caring for children 
during some working hours and instead working during evenings or at the weekend.  This was to 
meet a particular need due to children being at home, when normally they would be at school (and 
was time limited).  If your team usually works Monday to Friday (and this is best for the provision of 
your service), then it is unlikely to suit the University to agree to move some team members to 
weekend working. 
 
Q16. I would like to ask if everyone in a service area, be they full time or part time, would be required 
to attend the office at least one day each week.  A large number of employees travel to work by 
public transport and should the passenger number constraints continue when employees are 
expected to attend the office this could create problems in being able to arrive at work in sufficient 
time to carry out tasks subject to time constraints for which there may not be cover as others are 
not attending the office on the same day. 
 
Managers will need to make judgements about what’s right for their service. One of the Principles 
is that all roles will require some presence on campus (subject to health and safety considerations).  
As lockdown restrictions lift, public transport may be a consideration within your discussions with 
team members around flexible working.  I would suggest gaining a thorough understanding of your 
team member difficulties and then discuss how best to resolve these whilst still providing a great 
service.  A possible solution could be a rota system with a mixture of some team members starting 
and finishing earlier and others starting and finishing later.   Any team arrangements for working 
from home will need to consider appropriate cover within the office. 
 

 


