
Sustainability 
Strategy

Service Overview



Driving commercial success;
Empowering social impact.
We put people at the heart of everything we do. We know that 
when spaces are designed around the wellbeing and needs of the 
people who use and operate them, the results aren’t just socially 
positive – they drive measurable commercial value.

Our collaborative and purpose-driven approach ensures 
the creative process is effective, enjoyable and a worthwhile 
investment for clients and project teams.

We listen, empathise and connect, shaping outcomes that inspire 
joy and confidence whilst delivering lasting social, economic and 
environmental impact.
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Our sustainability service helps you cut through 
complexity.

Rooted in our experience of brief-writing and our People Architecture 
approach, we help you define a clear, realistic and project-specific sustainability 
direction from the outset. 
 
Working closely with you and your stakeholders, we establish what sustainability 
success looks like for your project, explore the available options and agree the 
most appropriate route forward. 
 
The result is a proportionate, deliverable strategy that improves performance 
across environmental, social and economic outcomes.

Delivering sustainable buildings today means 
balancing commercial reality, policy and social value 
expectations. Our clients are increasingly asking:

•	 How do we balance higher upfront 
costs with long-term operational 
savings?

•	 How do we demonstrate value 
beyond capital cost alone?

•	 Which standards or accreditation 
routes are appropriate, and how 
do we keep up with changing 
requirements?

•	 How do we align multiple 
stakeholders and respond to 
increasing governance and 
scrutiny?

Common Challenges 

•	 How do we connect 
sustainability with health, 
wellbeing and wider social value 
commitments? 

•	 How do we ensure buildings 
genuinely perform better for 
the people who use them, and 
communicate that clearly?“Today’s funding and tender 

briefs carry ever-growing 
sustainability expectations. 
We’re challenged to meet 
net zero, affordability, 
deliverability and wider 
social outcomes – all at 
once.”
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PROCESSES

STRATEGIC 

DEPENDENCIES

ACTIVITY

PROJECT 

DELIVERY

HIGH-LEVEL 

FACILITY BRIEF

DETAILED 

FACILITY BRIEF

January

February

March 

April

May

June

Scoping meetings with 

senior stakeholders to 

understand activities and 

requirements.

Initial recommendation of 

spaces and sizes

Discussions with PS 

teams/stakeholders

Discussions with project 

team/stakeholders

Discussions with project 

team/stakeholders

Discussions with teams 

leading on other 

workstreams

Discussions with PS 

teams/stakeholders

Follow-up meetings with 

user/focus groups

Follow-up meetings to 

discuss specific details of 

spaces.
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 Stage 02 Report

During RIBA Stage 02 – ‘Concept Design’, the architectural 

design has two main focus areas:

• Understanding the spaces required, how they will fu
nction 

and exploring space-planning options. 

• Starting the design narrative and direction of tra
vel for the 

‘softer’ Interior Design elements of the scheme. 

Both of these areas should be informed by the University, it’s 

Services, teams and functions. 

An engagement strategy was developed to ensure that relevant 

parties within the University were consulted throughout the 

Stage 02 process. The diagram opposite illustrates the three 

engagement workstreams during Stage 02;

• Engagement with Services

• Engagement with TOWG (Technical Operational Working 

Group)

• Targeted engagement sessions on particular areas of the 

scheme (e.g. Catering)

Engagement with Services:

8no Professional Services (PS) were identified by the University 

as being in scope of the Boldon House project – Estates & 

Facilities (E&FD), Procurement, Finance, International Office 

(IO), Research & Innovation Services (RIS), CIS, Advancement, 

Marketing & Comms, HR. 3no sessions were arranged with 

each Service to understand and discuss:

01 – Services’ roles and responsibilities, the tasks they 

undertake and their requirements of office accommodation. 

Discussion was also had about how this has changed or evolved 

over the Covid-19 pandemic. This session was undertaken 

virtually over Teams. 

02 – To share with Services, the current thinking and research 

being undertaken in the workplace sector following the 

Covid-19 pandemic. This session explained various types of 

worksetting and shared the initial test-fit of Boldon House 

which was undertaken as part of a feasibility study in RIBA 

Stage 01. This session was undertaken virtually over Teams. 

03 – Bringing together the information and feedback from the 

first two sessions, the final meeting was undertaken to share 

initial space-plans of Boldon House and look in more detail at 

the potential zones/neighbourhoods for each Service. Following 

this session the space-plan was updated again and reissued 

to Services for final feedback. This session was undertaken in 

person at Durham University. 

Notes from each session can be found in the appendix of this 

document and a summary of the feedback is provided below. 

Many Services, and teams within, are still understanding how 

they are going to be working following the Covid-19 pandemic. 

Most people are working in a hybrid way but spending more 

time remote from the University campus. There are exceptions 

to this where people cannot undertake their role remotely. 

This made it difficult for some Services to project forward 

and think about their office accommodation requirements. 

Flexibility is therefore important in the design to ensure that 

the office layout can, relatively, easily change and adapt as 

Services and teams evolve how they are working. 

Except for Procurement, there was an initial nervousness 

from Services about moving to Boldon House and how that 

would impact service delivery and people’s connection to 

campus. Whilst some of this has been addressed through 

the engagement sessions and there is a sense of positive 

momentum, continuous engagement with Services is 

recommended to ensure that they are brought along the 

journey and their requirements continue to be met. 

Services work in different ways and have different working 

patterns and requirements of office accommodation which 

should be recognised in the space-planning. Whilst some 

consistency is important to have a coherent space there should 

not be a ‘one-size fits all’ approach to the general office areas.

Services want control over how they work and do not want to 

be mandated on how many days they work from Boldon House, 

home or campus. 

Two working models were discussed with Services:

NEIGHBOURHOOD MODEL – where Services and their teams 

have an area of the floorplate. Within this area they share 

worksettings and have priority over booking them. When not 

being used by the Service who ‘own’ the neighbourhood, 

they can be booked by people from other Services. This 

model is used when Services/teams undertake most of their 

work independently of other Services or each have specific 

requirements different to other Services. There is a sense of 

ownership when using a Neighbourhood model which can be 

seen as positive or negative. 

Engagement with Services

TOWG engagement

Space planning

Look & Feel

Targeted engagement

01

02

03

Catering

CIS/Innovation

04

05

06

Headcount: 188

Occupancy: 2 days
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ngagement 03 - Neighbourhood Layouts

CIS

CIS

FINANCE & PROC

RIS

Neighbourhood Review

2B - CIS

Worksetting

1F

Traditional Workstations
44

Focused workstations

14

Pods

08

Quiet rooms

03

Individual Settings

69

Project space

14

Meeting room

-

Meeting space/booth

14

Collaborative Settings

28

TOTAL WORKSETTINGS

97
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Look & Feel

Combined Mood Board02
01

03

Positively, there is a space and area of the office where people 

doing similar tasks can gather and know where their team are 

working. Negatively, neighbourhoods can create ‘territo
ries’ 

where others feel uncomfortable entering – this can work 

against an ethos of sharing and collaborating. 

CO-WORKING MODEL – where all of the office is available 

for anyone to use with no priority assigned. All worksettings 

are available to be booked by anyone and spaces are available 

for teams to book should they want to work together. These 

models are used when there is a high amount of people 

coming in and out of the office as it is more efficient. It i
s a 

useful model when there is a lot of collaboration across the 

organisation. This model can be a big cultural change for some 

organisations and people can feel like they have no ownership 

over any part of the building. 

Neither model needs to work independently of each other, and 

hybrid models are often implemented. 

All Services were in favour of a Neighbourhood model but did 

recognise it w
ould be good to have areas of the building that 

were available to all. This feedback was factored into the design 

and strategy for Boldon House where the recommendation is 

to have Service Neighbourhoods on the upper levels (First and 

Second floor) and shared accommodation, available to all, on 

the Ground Floor. 

Connection back to campus was a consistent theme throughout 

the engagement sessions. Services expressed a concern about 

connection to campus from a service delivery perspective and 

a cultural one. Touchdown or ‘Lounge’ space at campus that 

can be used by PS staff when on campus was highlighted as a 

crucial component to the success of the Boldon House project. 

Following the engagement sessions, International Office (IO) 

have decided to not move to Boldon House. All other Services 

will be moving to Boldon House, in some capacity. 

RIBA Stage 02 Report

Architectu
ral Design

/Strategy
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Methodology & Engagement

Preoccupancy Survey

In order to supplement and expand upon the data collected 

through the operational briefing workshops, a preoccupancy 

survey was issued to all staff currently based on the Durham 

site. Both office-based and production area staff were invited 

to complete the survey and engage with the briefing process. 

Preoccupancy surveys are also useful tools to encourage staff to 

feel involved and informed about the briefing process, leading 

to a more detailed workplace brief and an easier tra
nsition for 

staff to a new workplace. 

OCCUPANCY

A high-level analysis of the data collected from the 

preoccupancy survey is detailed in the following pages, a full 

copy of the responses can be found in the appendices to this 

report. O
f a total 156no staff currently based at the Durham 

site 34no (22%) complete responses were returned with 13no 

of the total 17no teams represented by at least 1no response. 

The most well-represented team was Customer Services with 

17.6% of the total responses. As expected, the majority of the 

respondents were office-based staff, making up 79% of the total 

responses. 

The proportion of respondents that described their role as 

either primarily office-based, primarily based in the production 

areas, or based across both office and production areas is 

shown in the graph below. This data shows that while feedback 

and assumptions has been that most office-based staff are 

fairly stationary in their roles, leading to 1:1 desk policies 

and reduced uptake of hybrid working, there is a clear and 

significant culture of working flexibly across the TMT site as 

a whole. This data also provides insight in to the importance 

of clear and easily accessible routes between the office and 

production areas to facilitate those roles that require moving 

flexibly between different areas. 

Similarly, 15% of the total respondents reported working from 

home for 1-2no days per week. While flexible working is an 

accepted part of workplace culture across sectors, data from 

the other engagement streams suggested lower rates of staff 

taking advantage of flexible working within Taylormade. 

This data on flexibility in the workplace does not necessarily 

undermine previously agreed sharing ratios but can instead be 

used to support th
e provision of task-based worksettings and 

shared private offices across staff.

TASKS

In line with the feedback gathered in the workshops, office-

based staff reported that they spend the highest percentage 

of their time in the office doing individual work at a computer. 

This figure could be read as higher still if c
ombined with other 

tasks that are likely done from a workstation such as telephone 

calls and impromptu chats. When asked how much of their 

time is spent at either a workstation in the open plan or in 

a private office, an average of 80% was reported. This data 

can be used to support th
e decision to provided dedicated 

workstations from a task-based perspective as well as a cultural 

one.

Telephone conversations are shown in the survey feedback 

as taking up a fairly significant proportion of time for staff, 

while this may be true across all teams it is important to view 

this data in light of the roles most respondents undertake. 

For example, the department with the highest number of 

responses was Customer Service, the responsibilities of these 

team members are likely to include a higher percentage of 

telephone calls than the overall office-based workforce. Calls 

taken by Customer Service team members are unlikely to 

be better undertaken away from a desk due to their ad hoc 

nature. Calls undertaken by other team members may however 

benefit fro
m the provision of alternative worksettings with 

more acoustic and visual privacy than an open workstation can 

provide.

Meetings, both sensitive or not, were reported as the next 

most common task for office-based staff. Due to the current 

provision of meeting rooms in the office being low, it is
 likely 

that meetings are not currently undertaken in the most ideal 

setting. This conclusion is supported by the data on time spent 

at different worksettings while in the office. Survey data shows 

staff spend 10% of their time in the office in a meeting room, 

but that meetings and chats take up 20% of their working time. 

Comments collected in the survey also highlighted an increase 

in meeting room provision as a change that would be beneficial 

to staff. Based on this and Q2 engagement an increase in both 

the number and variation of meeting settings is suggested in 

the Schedule of Accommodation shown later in this document.

CULTURE

Anecdotal feedback throughout engagement describes a 

positive working culture, with a good collaboration and 

teamwork throughout. This culture is often discussed as at odds 

with the physical environment currently provided. When asked 

to describe how the workplace currently looks respondents to 

the preoccupancy survey most commonly chose ‘Stuffy’ and 

‘Uninspiring’, along with ‘Functional.’ W
hen viewed in context 

of feedback from other engagement pieces, these words 

support th
e feedback that the physical environment is having a 

negative influence on, or even limiting the cultural one.

To gather further feedback on the culture of the office at the 

Durham site, respondents to the preoccupancy survey were 

asked to rate their agreement with a series of statements about 

the workplace. These statements were grouped into themes in 

order to help interpret the results. 

The first category of statements relate to productivity in the 

workplace, the results of these shows a varied perception of 

how well the workplace supports productivity, at least in the 

conventional sense. Respondents agreed with or felt neutral to 

statements about productivity and concentration, but strongly 

disagreed that the workplace provides access to quiet spaces 

when required. Statements addressing collaborative working 

also yielded varied results, with generally positive responses 

to statements around collaborating informally and working 

creatively, but less positive responses to statements regarding 

access to meeting rooms or breakout spaces.

Responses to both of these categories highlight the provision 

of worksettings or spaces as the limiting factors on how well 

respondents feel the workplace supports them and the wider 

culture of the organisation. Once again, responses describe 

a culture and environment in which staff are able to work 

productively and collaboratively, while also expressing a desire 

for worksettings that are better suited for these tasks.

The final category of statements related to a sense of pride 

and community at work. Respondents agreed with statements 

regarding the provision of features ranging from refreshments 

to flexible working, but disagreed that the current workplace is 

a place they are proud to bring visitors. 

Office-based

Production Area based

Both office & production 

area based

Proportion of respondents

Strongly 

Disagree

Disagree
Neutral

Agree

Strongly 

Agree

0

0

2

2

4

4

6

6

8

8

10

10

12

12

14

14

PRODUCTIVITY

COLLABORATION

Your workplace enables you to work productively

Your workplace allows you to concentrate on tasks

I have access to a quiet space whenever I need one

Your workplace allows you to collaborate

Your workplace encourages interaction & informal 

meetings

Your workplace allows you to be creative

I have access to a meeting room whenever I need one

I have access to a breakout space whenever I need one

Strongly 

Agree

Neutral

Strongly 

Disagree

Disagree

Agree
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Methodology & Engagement

Engagement Strategy

In	order	to	understand	and	capture	the	Civic	and	workplace	

requirements	of	the	Council,	a	series	of	engagement	sessions	

were	conducted	with	various	representatives	and	stakeholder	

groups.	Data	collected	through	these	engagement	sessions	was	

then	used	to	inform	the	development	of	a	dynamic	area	model	

capable	of	estimating	area	requirements	for	each	team	within	

the	Council.	These	engagements	can	be	broadly	divided	into	

two	streams:	

• Workplace

• Civic

• Operations

Workplace:

Initially,	a	Vision	Workshop	was	held	with	key	stakeholders	

from	the	Council’s	senior	leadership	team	to	understand	and	

articulate	the	key	drivers	and	goals	for	the	workplace	element	

of	the	brief.	Following	this	initial	Vision	Workshop,	2no	surveys	

were	sent	out	to	staff.	In	order	to	develop	the	content	of	these	

surveys,	a	series	of	engagement	calls	were	set	up	with	the	

Assistant	Directors	(ADs)	of	each	Directorate	within	the	council.	

Each	15	minute	call	was	attended	by	1no	AD	and	involved	

running	through	the	following	for	each	team	or	service	within	

the	Directorate:

• Team name

• Approximate headcount for office and operational staff

• Manager/team leader names

• Base office/location

The	above	details,	once	confirmed	with	each	AD	were	used	to	

inform	the	structure	of	both	surveys.	The	first	of	these	was	an	

all-staff	survey,	issued	to	every	member	of	staff	in	the	Council,	

including	operational	and	office-based,	across	all	sites.	The	

aim	of	this	survey	was	to	gather	feedback	from	users	of	all	

the	Council’s	sites,	to	capture	feedback	on	the	relationship	

between	other	sites	and	the	current	Civic	Centre,	and	to	

provide	an	opportunity	for	all	staff	to	engage	with	the	project.	

The	full	output	fro
m	this	survey	can	be	found	in	the	appendices	

to	this	report,	it
	is	recommended	that	the	data	captured	here	

is	reviewed	in	full	before	any	significant	workplace	change	is	

undertaken.

The	second	survey	was	issued	to	all	managers	or	team	leaders	

from	the	Council,	in
cluding	those	based	at	sites	other	than	the	

Civic	Centre.	This	survey	was	designed	to	capture	the	spatial,	

operational	and	cultural	requirements	of	each	team	from	the	

perspective	of	the	staff	member	who	manages	them.

This	survey	also	represents	an	opportunity	to	compare	the	

answers	from	individual	members	of	a	team	to	the	view	of	their	

manager,	highlighting	any	discrepancies.	

Those	who	responded	to	this	survey	on	behalf	of	a	team	

based	at	or	regularly	interacting	with	the	Civic	Centre	were	

later	invited	to	an	online	workshop	in	which	their	teams’	

requirements	were	discussed	in	more	detail.

A	separate	series	of	engagement	sessions	was	held	with	the	

Senior	Leadership	Team	(SLT)	to	understand	how	they	use	the	

existing	workplace	at	the	Civic	Centre	as	well	as	where	the	

appetite	was	for	new	ways	of	working	or	increased	sharing	

within	their	workspaces.	This	group	of	stakeholders	were	also	

asked	to	provide	feedback	on	the	future	office	accommodation	

for	Heads	of	Service	and	PAs.	Staff	groups	were	invited	

to	engage	via	workshops	and	meetings	as	well	as		union	

representatives	who		were	engaged	with	in	an	initial	meeting	

to	ensure	unions	were	informed	before	engagement	with	the	

wider	staff	groups	began.

Civic:

The	second	stream	of	engagement	was	focussed	on	the	Civic	

functions	and	spaces	currently	provided	in	the	existing	Civic	

Centre.	For	this	engagement	stream,	a	second	Vision	Workshop	

was	conducted	with	elected	Council	Members	to	understand	

both	how	the	existing	centre	is	performing	and	to	understand	

how	Members	see	the	future	of	Civic	spaces	and	functions	

evolving.	Elected	members	can	serve	a	maximum	of	4no	years	

meaning	many	of	the	current	serving	members	may	not	be	in	

post	when	a	new	Civic/HQ	is	developed.	However,	the	insight	in	

to	the	details	of	how	these	spaces	operate	and	the	size	of	the	

spaces	currently	provided	was	valuable	to	inform	the	brief.

The	second	set	of	engagement	sessions	in	the	Civic	stream	

was	a	series	of	workshops	attended	by	both	representative	

Members	and	Members’	support	staff	from	the	wider	council.	

The	aim	of	these	sessions	was	to	reach	consensus	on	the	Civic	

spaces	required	and	their	size,	how	these	spaces	would	be	

used	day	to	day,	and	any	security	or	operational	requirements	

of	these	spaces	to	ensure	their	efficiency	and	functionality	is	

captured	in	the	brief.	

Operations:

Alongside	these	surveys	and	engagement	sessions	a	number	

of	workshops	were	undertaken	with	key	staff	groups	with	

representatives	from	Security,	Facilities	Maintenance,	and	

Members’	Support	services,	as	well	as	hearing	feedback	and	

insight	fro
m	staff	groups	such	as	HR,	EDI,	Parent	&	Carer,	&	

Accessibility	&	Inclusion	groups.	These	workshops,	referred	to	

as	Staff	User	Groups	and	Operations	workshops,	were	designed	

to	capture	the	details	of	how	the	existing	Civic	Centre	is	

occupied	and	operated.	
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STAFF 

FORUMS

OPERATIONS
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ALL SITES

SINGLE SITES

TWO SITES

THREE SITES

Kilburn 

Office 01

Kilburn 

Office 02

Prospect 

House

Eddie 

Newcombe

Kilburn 

Office 01 & 

Office 02

Kilburn 

Office 01 & 

Prospect

Kilburn 

Office 01 

& Eddie 

Newcombe

Kilburn 

Office 02 

& Prospect 

House

Kilburn 

Office 02 

& Eddie 

Newcombe

Prospect 

House 

& Eddie 

Newcombe

Kilburn Office 

01, Office 02 

& Prospect

Kilburn Office 

01, Office 

02 & Eddie 

Newcombe

Kilburn Office 

01, Prospect 

& Eddie 

Newcombe

Kilburn Office 

02, Prospect 

& Eddie 

Newcombe

ALL ‘NEIGHBOURHOODS’
1,692

-1,097
-1,808

-2,140
-1,965

-138
-269

-94
-980

-806
-1,138

690
864

733
22
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N
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E 
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D Operational

2,775
-13

-724
-1,056

-882
946

814
989

103
278

-54
1,773

1,948
1,817

1,106

Non-Operational

4,072
1,283

572
240

415
2,242

2,111
2,285

1,400
1,574

1,242
3,069

3,244
3,113

2,402

Research

4,264
1,475

764
432

607
2,434

2,303
2,478

1,592
1,767

1,435
3,262

3,436
3,305

2,594

Security

4,559
1,770

1,059
727

902
2,729

2,597
2,772

1,886
2,061

1,729
3,556

3,731
3,600

2,889
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O
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’

Operational & Non-

Operational

2,188
-601

-1,312
-1,644

-1,469
358

227
402

-484
-309

-641
1,186

1,360
1,229

518

Operational & Research
2,380

-408
-1,120

-1,452
-1,277

550
419

594
-292

-117
-449

1,378
1,553

1,421
710

Operational & Security

2,675
-114

-825
-1,157

-982
845

714
888

3
177

-155
1,672

1,847
1,716

1,005

Non-Operational & 

Research

4,072
888

177
-155*

19
1,847

1,715
1,890

1,004
1,179

847
2,674

2,849
2,718

2,007

Non-Operational & Security
3,971

1,182
471

139
314

2,141
2,010

2,185
1,299

1,474
1,142

2,969
3,143

3,012
2,301

Research & Security

4,163
1,375

663
331

506
2,333

2,202
2,377

1,491
1,666

1,334
3,161

3,336
3,204

2,493

TH
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E 
‘N
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O

DS
’ Operational, Non-

Operational & Research

1,793
-996

-1,707
-2,039

-1,864
-37

-168
6

-880
-705

-1,037
790

965
834

123

Operational, Non-

Operational & Security

2,087
-701

-1,413
-1,745

-1,570
257

126
301

-585
-410

-742
1,085

1,260
1,128

417

Operational, Research & 

Security

2,279
-509

-1,220
-1,552

-1,378
449

318
493

-393
-218

-550
1,277

1,452
1,321

610

Non-Operational, Research 

& Security

3,576
787

76
-256

-81
1,746

1,615
1,789

904
1,078

746
2,573

2,748
2,617

1,906

Using the ‘dynamic model’ an options appraisal was conducted 

for ITS to review potential options for how they could be 

accommodated within the available sites.

The table sets out 15no options of ‘neighbourhood’ 

configuration against 15no potential site configurations 

resulting in 225no permutations. This is split by single, two, 

three and all ‘neighbourhoods’/sites producing a ‘long-list’ of 

options to consider and discount as necessary. 

Cells in the table shaded grey have been discounted as 

providing too much, or not enough, space. Viable options 

for consideration are shaded green and orange where green 

indicates that the requirements can be met in the space and 

orange indicates where the deficit in space is less than the ‘fit 

factor’ that was applied to requirements, therefore may be 

viable.

The table can be read in the following steps to identify potential 

options.

01.  Row 1 of the table opposite indicates whether the 

total ITS requirements can be accommodated across one 

or more sites. This shows that there are only 3no potential 

options:

• A - Kilburn Office 01 & Office 02 (as existing).

• B - Kilburn Office 01 & Eddie Newcombe.

• C - Kilburn Office 02, Prospect House & Eddie Newcombe.

02.  Row 2 of the table indicates that, to keep the 

Operational staff together in a single site, they can only be 

accommodated in Kilburn Office 01 (this discounting Option C 

above).

If split across sites, they could be supported in Kilburn Office 

02 & Prospect House or Prospect House and Eddie Newcombe 

(retaining all options A, B & C as potential).

03.  The final row of the table indicates whether the 

remaining ‘neighbourhoods’ (Non-Operational, Research, 

Security) can be accommodated in the remaining site/s.

• In Option A, Operational are in Kilburn Office 01 and the 

remaining ‘neighbourhoods’ could fit into Kilburn Office 02 

(see column 3).

• In Option B, Operational are in Kilburn Office 01 and the 

remaining ‘neighbourhoods’ could fit into Eddie Newcombe 

(see column 5).

• In Option C, Operational are in Kilburn Office 02 and 

Prospect House and the remaining ‘neighbourhoods’ could 

fit into Eddie Newcombe (see column 5).

OPTION A
OPTION B

OPTION C

Row 1 - See note 01

Row 2 - See note 02

See note 03

COLUMN 3

COLUMN 5

Whilst 3no options are potentially viable there are other 

aspects to consider which reduce these options further. 

Option A retains the current situation of ITS occupying the 

large majority of Kilburn Ground Floor. This results in Comp Sci 

unable to use any additional space at Kilburn Building therefore 

we deem this option unviable.

Option C spreads ITS across 3no sites and splits the Operational 

‘neighbourhood’ across 2no sites. This will im
pact service 

delivery and will be more costly to fit-out a further site. It 

also limits Comp Sci to one side of Kilburn Ground Floor. We 

therefore deem this option unviable.

This leaves Option B, retaining some presence at Kilburn and 

occupying Eddie Newcombe. This causes less disruption at it 

retains the largest ‘neighbourhood’ at Kilburn, it re
quires less 

fitout split across only sites and has the additional benefit of ITS 

having some presence in the potential future PS Hub. Comp Sci 

can occupy more of Kilburn Building and have the potential of 

using Prospect House if necessary. 

As such, we recommend this option is taken forward to test-

fit space-planning to check whether the theoretical exercise 

undertaken above is achievable in a layout. A summary of test-

fit layouts can be found later in this document. 

6.0 - Options Review

ITS
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85%

67%

53%	

50%	

Methodology & Engagement

All Staff Survey

Two	digital	surveys	were	issued	in	order	to	ensure	all	HBC	staff	

had	an	opportunity	to	provide	feedback	on	how	their	existing	

workspace	performs	and	supports	them	in	their	roles.	The	first	

of	these	surveys,commonly	referred	to	as	a	‘preoccupancy’	

survey,	was	issued	to	all	staff	primarily	based	at	the	Civic	Centre		

and	gathered	data	on	how	well	they	felt	the	Civic	Centre	was	

able	to	support	th
eir	tasks.	The	second	was	issued	to	Managers	

or	Team	Leaders	of	all	Council	teams,	regardless	of	where	

they	are	primarily	based.	This	survey	gathered	more	detailed	

feedback	on	how	the	Civic	Centre	specifically	is	able	to	support	

both	the	teams	based	there	as	well	as	providing	data	on	the	

other	Council	teams	that	could	be	used	to	determine	their	area	

requirements.

All Staff Survey:

This	survey	being	issued	to	all	staff	within	HBC	allowed	for	

the	data	model	to	be	built	in
	such	a	way	that	calculating	the	

area	required	at	an	HQ	could	be	done	in	the	most	robust	way	

possible,	allowing	for	a	wider	range	of	scenarios	to	be	tested.	

For	example,	if	a
ny	teams	based	elsewhere	requested	to	move	

to	the	Civic	Centre	or	new	HQ,	data	on	how	that	team	work	

and	interact	with	their	office	would	be	required	to	determine	

the	area	they	would	need	at	a	new	HQ.

Giving	all	HBC	staff	an	opportunity	to	provide	feedback	on	their	

working	environment	also	provides	HBC	with	a	robust	dataset	

on	how	all	their	sites	are	performing.	Having	this	data	available	

could	be	a	valuable	tool	for	the	Council	should	any	further	

opportunities	to	review	the	workplace	portfolio	arise.

A	full	export	of	the	results	of	this	survey	can	be	found	in	

the	appendices	to	this	document,	while	the	key	findings	are	

highlighted	below.	A	total	of	258no	responses	were	collected	

from	the	all	staff	survey,	representing	approximately	10%	of	

all	office-based	HBC	staff.	Of	these	responses,	83%	were	office	

based	staff	and	the	remaining	were	from	operational	staff.	All	

Directorates	and	all	service	areas	were	represented	by	at	least	

1no	response.	The	chart	below	illustrates	the	proportion	of	

responses	from	each	Directorate.

Occupancy:

The	culture	at	HBC	remains	one	that	values	face	to	face	

meetings	for	their	im
pact	on	relationship	building	and	

collaboration.	This	is	reflected	in	how	staff	responded	to	the	

survey,	with	the	most	common	activity	that	respondents	use	

an	HBC	site	for	being	to	meet	with	other	HBC	colleagues.	

In	addition,	most	office-based	staff	(94%)	reported	working	

from	the	office	2no	or	more	days	per	week.	While	many	

organisations	are	seeing	virtual	calls	replace	face	to	face	

meetings,	the	council	has	been	able	to	maintain	a	balance	of	

the	two.	In	this	way	the	proportion	of	individual	quiet	spaces	to	

collaborative	meeting	rooms	required	by	HBC	may	not	reflect	

the	requirements	of	other	local	authorities	or	organisations	

who	have	seen	this	marked	increase	in	virtual	calls.	

Questions	around	occupancy	of	the	existing	Civic	Centre	

showed	that	the	majority	of	respondents	(70%)	said	that	when	

they	were	in	the	office	they	were	usually	there	all	day,	with	no	

requirements	to	make	visits	to	other	work	places.	Based	on	the	

workshops	conducted	with	managers,	the	data	model	predicts	

average	daily	occupancy	to	be	98%	staff	who	are	there	all	day	

and	2%	staff	touching	down.	The	general	trend	of	fewer	staff	

needing	to	be	in	and	out	of	the	office	is	reflected,	though	to	a	

greater	extent.	

A	possible	reason	for	this	is	that	the	workshop	data,	and	

therefore	the	model,	allow	for	those	teams	or	staff	members	

who	are	able	to	arrange	their	visits	to	other	sites	to	be	on	

days	when	they	are	working	remotely.	This	greatly	reduces	

the	need	to	drop	in	and	out	of	the	Civic	Centre	on	days	that	

staff	are	based	there.	The	preoccupancy	data	supports	this	

proposal	as	staff	reported	that	they	spend	most	of	their	time	

on	independent	work,	when	in	the	office	(56%).	

Tasks:

Staff	reported	spending	the	majority	of	their	time	at	

workstations,	a	worksetting	which	was	most	commonly	

referred	to	as	‘satisfactory’.	This	suggests	that	there	could	

be	a	significant	benefit	to	staff	satisfaction	in	improving	the	

workstation	settings	in	both	the	existing	Civic	Centre	and	a	

new	HQ	building.	When	asked	to	provide	further	details	on	

workstation	satisfaction	staff	highlighted	a	lack	of	storage	space	

and	untidy	desk	tops	as	commonly	lowering	satisfaction.

Other	worksettings	received	similar	scores	in	terms	of	staff	

satisfaction.	Meeting	rooms	were	commonly	scored	as	‘neutral’	

or	‘satisfied’	though		feedback	received	through	comments	

highlighted	significant	issues	with	availability	and	acoustic	

privacy.	Many	staff	reported	having	no	access	to	informal	

breakout	areas	with	those	who	did	report	having	access	rating	

their	satisfaction	with	the	settings	as	‘neutral’.

The	setting	with	the	lowest	satisfaction	scores	was	teapoints	or	

locations	to	eat	lunch,	with	‘dissatisfied’	as	the	most	common	

response.	Comments	highlighted	that	many	staff	feel	they	have	

no	access	to	areas	to	eat	lunch	other	than	at	their	workstations.	

Similarly,	some	staff	reported	limited	availability	of	teapoints	

within	the	existing	Civic	Centre.	These	two	setting	were	the	

most	common	responses	to	staff	being	asked	any	areas	they	

believe	would	be	beneficial	to	have	within	the	Civic	Centre.	

However,	staff	most	commonly	disagreed	with	the	statement	

that	the	office	is	a	place	they	are	proud	to	bring	visitors.	This,	

along	with	other	engagement	feedback,	suggests	that	the	

cultural	environment	at	the	Civic	Centre	contributes	more	

positively	to	staff	wellbeing	and	productivity	than	the	physical	

environment,	which	is	often	reported	as	negatively	impacting	

staff.

The	Preoccupancy	survey	provides	a	robust	benchmark	for	

how	the	Civic	Centre	is	currently	performing,	allowing	for	more	

insightful	measures	of	the	success	of	any	intervention	in	the	

workplace	to	be	taken.	The	survey	also	provides	an	opportunity	

to	compare	the	experience	and	feedback	of	all	staff	against	

other	engagement	feedback,	such	as	the	managers	survey.	

The	results	of	the	all	staff	survey	report	a	workplace	that	

is	no	longer	able	to	evolve	to	meet	the	needs	of	modern	

ways	of	working.	Staff	describe	an	environment	with	limited	

capacity	to	provide	variation	in	worksettings	and	general	work	

environment	due	to	the	increases	in	number	of	staff	based	

there	over	its	lifetime.	This	results	in	staff	having	to	perform	

almost	all	of	their	tasks	from	the	same	worksettings,	regardless	

of	appropriateness.	

Despite	the	limited	variety	in	worksettings,	staff	report	th
at	

they	feel	satisfied	with	how	the	workplace	available	at	the	

Civic	Centre	encourages	and	supports	them	to	interact	with	

other	HBC	staff,	reflecting	the	wider	HBC	trend	of	supporting	in	

person	meeting	and	collaboration.

Adult	&	Community	Based

Children’s	&	Joint	

Commissioning

Development,	Neighbourhoods	

&	Regulatory

Finance,	IT	&	Digital

Legal,	Governance	&	HR

Other

Culture:

Responses	regarding	the	culture	of	the	Council	as	experienced	

at	the	Civic	Centre	were	mostly	positive,	with	staff	most	

commonly	agreeing	that	the	working	environment	is	an	

enjoyable	and	productive	place	to	work	that	contributes	

to	a	sense	of	community	at	work.	Staff	reported	that	the	

existing	culture	supports	them	in	collaborating	and	with	social	

interaction,	a	sentiment	reflecting	in	the	other	engagement	

feedback	that	HBC	maintains	a	strong	culture	of	face-to-face	

meetings	and	collaboration.

Hybrid working works well for me and gives me 

flexibility

I prefer to work from the office more than my 

minimum required days per week

I find I have to work more than my minimum 

required days from the office for service 

delivery reasons

I find I struggle to work my minimum required 

days from the office

N/A - I a
m a fully remote member of staff

64%

16%

14%

5%

2%

% satisfaction with above worksettings reported as ‘Neutral’ or higher.WORKSTATIONS

MEETING	ROOMS

TEAPOINTS

BREAKOUT	SPACES

SUMMARY

• Working culture within the Council 

prioritises face-to-face meetings where 

possible, despite current under provision of 

meeting spaces.

• There is a lack of variety in worksettings, 

particularly informal breakout spaces and 

spaces to eat lunch.

• Currently, the capacity to provide variation 

in worksettings and working environment 

is limited, contributing to lower staff 

satisfaction.

• The working culture is seen as an enjoyable 

and productive one, contributing to a sense 

of community at work.

• Northumbria U
niversity
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Workplace 

Scenarios

Area (sqm)

Staff Office Space
Existing office space

Difference

Scenario 01

3,320

2,205

1,115
+50%

Scenario 02

2,656

2,205

451
+20%

Scenario 03A

2,210

2,205

5
+0.25%

Scenario 03B

2,023

2,205

-182
-8%

Scenario 04

1,933

2,205

-272
-12%

Workspace Scenarios

Area (sqm)

Staff

PGR

Future 

Growth

Additional 

SER Staff

Total

01 - All staff have their own workstation within 

shared offices. Additional shared and single-

occupancy work settings are also provided. 

3,533
196

458
200

4,289

02 - All staff have their own workstation within a 

task-based environment. Additional shared and 

single-occupancy work settings are also provided.

2,839
196

386
160

3,483

03A - Staff share workstations based on ‘Worker 

Profiles’. Task-based workspace with desk-sharing. 

Additional shared and single-occupancy work 

settings are also provided.

2,663
196

458

80
3,999

03B - Staff share workstations based on ‘Worker 

Profiles’. Task-based workspace with desk-sharing. 

Additional shared and single-occupancy work 

settings are also provided.

2,143
196

386

64
2,691

04 - Staff share workstations based on ‘Worker 

Profiles’ and hybrid working assumptions. Task-

based workspace with desk-sharing. Additional 

shared and single-occupancy work settings are also 

provided.

2,023
196

318
100

2,539

7.2.4 Workspace Considerations & 

Recommendations:

When considering any future workplace it’s important to keep 

people and the tasks they undertake at the heart of decision-

making. High-performing workspaces need to carefully balance 

efficiency with effectiveness to ensure people can perform at 

their best. Workspaces should be task-orientated, providing a 

range of worksettings appropriate to the activities undertaken 

by those using it. V
ariety and flexibility are crucial as the way 

people work differs and evolves – the workplace should be agile 

enough to change and adapt to the people using it. 

NU currently have a range of working environments and 

practices across, both, CLC and CC. PS staff, in Pandon Building, 

work flexibly and already take advantage of a task-based, 

‘Smarter Working’ environment. However, many of the 

academic workspaces do not embody these principles and are 

therefore less efficient and effective. The CHASE building offers 

an opportunity to address academic workspace and make it 

perform better for those working in it. 

The scenarios explored illustrate a spectrum of ways of working 

and the approximate area requirements to support th
ese 

practices. There are proven benefits to sharing spaces and 

working in a task-based, collaborative environment. There 

are also additional operational and sustainability benefits in 

occupying less space. We therefore recommend and have 

shown Workspace Scenario 04 in the proposed SoA. 

Workplace change, whether this is change in environment, 

practices or organisational structure, are often highly 

‘charged’ programmes/projects. Change to workspace can 

generate anxiety and uncertainty which can negatively affect 

wellbeing and performance. However, a well-managed change 

programme that is people-focussed and allows people to be 

part of the process can act in the reverse and be a positive 

experience to individuals and organisations. To ensure that 

workspace in the CHASE building is high-performing and 

received well, a change programme needs to be in place as 

early as possible. Where possible, staff should be engaged in 

the process and be able to influence decision-making regarding 

their workspace. Pilot studies are recommended to give 

staff an indication and the experience of working in different 

environments. Lessons learnt should be fed-into the design and 

thinking for the CHASE building and elsewhere on campus. 

7.3 Workspace - PGR Students:

There are currently 134no PGR students based at CLC across 

the NMH and SWECW departments. They require some office 

provision however the existing PGR workspace at CLC is under-

utilised. Based on this the following assumptions have been 

made:

• Effective occupancy of PGR workspace is 20% (1 day/week)

• An area rate of 7sqm/average occupant has been 

recommended and used in calculations.

Based on the above, all scenarios have the same area provision 

of 196sqm.

7.4 Workspace for Future Growth:

The future Research strategy is likely to set a target of 

significantly increasing research quality and outputs. As such, 

there is likely to be an increase in staff to support th
is. Based 

on discussions with NU an assumption has been made that 

research assistants and senior research assistants within the 

CLC-based departments would need to double to support 

the research targets. The table below sets out the area 

requirements for these future staff based on the 5no workplace 

scenarios described earlier. 

Growth in PGR students is also anticipated at an increase of 

10% year-on-year. Based on the existing 134no PGR students 

there would be anticipated growth of 68no students by 

occupation of the CHASE building in 2027 (to a total of 202no 

students). The space for additional students is based on the 

same principles as described in 7.3 which results in a space 

allowance of 98sqm. This is included in the ‘future growth’ 

columns of the table below.

7.5 Additional SER Staff:

SER have highlighted 20no academic staff that are currently 

based at CC that would benefit fro
m being based at the CHASE 

building as they regularly work with colleagues who would be 

based there. The 20no staff are all considered to be ‘Worker 

Profile 02’. The are requirement for their workspace is included 

in the table below. 

7.6 Professional Services Staff Workspace

There are few PS staff who would be based at the CHASE 

building. The current assumption is that 15no PS would be 

based there from Registry and Department Admin. These 

staff are predominantly office based and have therefore been 

assigned Worker Profile 01. Using the assumptions outlined 

above (6.2.2 & 6.2.3) this equates to 90sqm of space which is 

included in the summary table below under the ‘Staff’ column.

7.0 Workspace

The highlighted row indicates the option that is being included in the total CHASE SoA
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Pre-O
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heel

CATEGORY

AVE. 

SCORE

Getting There (Public Transport / A
ctive Travel)

5.8

Getting There (Cars & Parking)

5.8

Moving Around

3.6

Identity, B
elonging & Community

4.4

Feeling Safe

5.3

Inclusion

3.5

Natural / G
reen Space

3.0

Facilities & Amenities

5.1

Integration & Connection

3.7

The CHASE building will not exist in isolation, but will 

contribute to Northumbria University’s City Campus and the 

wider context of Newcastle City Centre. 

Developing an understanding how the existing campus is 

performing enables us to use the opportunity presented by 

the CHASE project to address any weaknesses and enhance 

strengths. This approach can deliver better results for 

the whole campus and for Northumbria Univiersity as an 

institution over the long term.

Vision Workshop attendees were asked to rate the categories 

illustrated on the preoccupancy wheel adjacent on a scale of 

01 to 07, where 01 is a low score and indicates they felt the 

campus was performing poorly at this aspect, and 07 is a high 

score and indicates a very high performance with little to no 

potential for improvement. 

As well as indicating the current ability of the campus to 

perform certain functions and meet user needs, the average 

ratings set out here establish a baseline for measures of 

success in terms of the proposed scheme’s impact on the 

wider campus. 

A full set of scores and questions relating to each category of 

the preoccupancy wheel can be found in the appendices of 

this document.

02

02

02
03

04

03

03

04

04

05

05

05

06

06

06

07

07

07

01

01

01

GETTING THERE

 (Public transport / 

Active travel)
GETTING THERE

 (Cars & parking)

MOVING AROUND

(Navigation, 

Wayfinding & 

Accessibility)

IDENTITY, 

BELONGING & 

COMMUNITY

(Internal-looking)

FEELING SAFE

FACILITIES & 

AMENITIES

NATURAL/

GREEN SPACE

INTEGRATION & 

CONNECTION

(External-looking)

INCLUSION
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Engagement Strategy

In	order	to	understand	and	capture	the	Civic	and	workplace	

requirements	of	the	Council,	a	series	of	engagement	sessions	

were	conducted	with	various	representatives	and	stakeholder	

groups.	Data	collected	through	these	engagement	sessions	was	

then	used	to	inform	the	development	of	a	dynamic	area	model	

capable	of	estimating	area	requirements	for	each	team	within	

the	Council.	These	engagements	can	be	broadly	divided	into	

two	streams:	

• Workplace

• Civic

• Operations

Workplace:

Initially,	a	Vision	Workshop	was	held	with	key	stakeholders	

from	the	Council’s	senior	leadership	team	to	understand	and	

articulate	the	key	drivers	and	goals	for	the	workplace	element	

of	the	brief.	Following	this	initial	Vision	Workshop,	2no	surveys	

were	sent	out	to	staff.	In	order	to	develop	the	content	of	these	

surveys,	a	series	of	engagement	calls	were	set	up	with	the	

Assistant	Directors	(ADs)	of	each	Directorate	within	the	council.	

Each	15	minute	call	was	attended	by	1no	AD	and	involved	

running	through	the	following	for	each	team	or	service	within	

the	Directorate:

• Team name

• Approximate headcount for office and operational staff

• Manager/team leader names

• Base office/location

The	above	details,	once	confirmed	with	each	AD	were	used	to	

inform	the	structure	of	both	surveys.	The	first	of	these	was	an	

all-staff	survey,	issued	to	every	member	of	staff	in	the	Council,	

including	operational	and	office-based,	across	all	sites.	The	

aim	of	this	survey	was	to	gather	feedback	from	users	of	all	

the	Council’s	sites,	to	capture	feedback	on	the	relationship	

between	other	sites	and	the	current	Civic	Centre,	and	to	

provide	an	opportunity	for	all	staff	to	engage	with	the	project.	

The	full	output	fro
m	this	survey	can	be	found	in	the	appendices	

to	this	report,	it
	is	recommended	that	the	data	captured	here	

is	reviewed	in	full	before	any	significant	workplace	change	is	

undertaken.

The	second	survey	was	issued	to	all	managers	or	team	leaders	

from	the	Council,	in
cluding	those	based	at	sites	other	than	the	

Civic	Centre.	This	survey	was	designed	to	capture	the	spatial,	

operational	and	cultural	requirements	of	each	team	from	the	

perspective	of	the	staff	member	who	manages	them.

This	survey	also	represents	an	opportunity	to	compare	the	

answers	from	individual	members	of	a	team	to	the	view	of	their	

manager,	highlighting	any	discrepancies.	

Those	who	responded	to	this	survey	on	behalf	of	a	team	

based	at	or	regularly	interacting	with	the	Civic	Centre	were	

later	invited	to	an	online	workshop	in	which	their	teams’	

requirements	were	discussed	in	more	detail.

A	separate	series	of	engagement	sessions	was	held	with	the	

Senior	Leadership	Team	(SLT)	to	understand	how	they	use	the	

existing	workplace	at	the	Civic	Centre	as	well	as	where	the	

appetite	was	for	new	ways	of	working	or	increased	sharing	

within	their	workspaces.	This	group	of	stakeholders	were	also	

asked	to	provide	feedback	on	the	future	office	accommodation	

for	Heads	of	Service	and	PAs.	Staff	groups	were	invited	

to	engage	via	workshops	and	meetings	as	well	as		union	

representatives	who		were	engaged	with	in	an	initial	meeting	

to	ensure	unions	were	informed	before	engagement	with	the	

wider	staff	groups	began.

Civic:

The	second	stream	of	engagement	was	focussed	on	the	Civic	

functions	and	spaces	currently	provided	in	the	existing	Civic	

Centre.	For	this	engagement	stream,	a	second	Vision	Workshop	

was	conducted	with	elected	Council	Members	to	understand	

both	how	the	existing	centre	is	performing	and	to	understand	

how	Members	see	the	future	of	Civic	spaces	and	functions	

evolving.	Elected	members	can	serve	a	maximum	of	4no	years	

meaning	many	of	the	current	serving	members	may	not	be	in	

post	when	a	new	Civic/HQ	is	developed.	However,	the	insight	in	

to	the	details	of	how	these	spaces	operate	and	the	size	of	the	

spaces	currently	provided	was	valuable	to	inform	the	brief.

The	second	set	of	engagement	sessions	in	the	Civic	stream	

was	a	series	of	workshops	attended	by	both	representative	

Members	and	Members’	support	staff	from	the	wider	council.	

The	aim	of	these	sessions	was	to	reach	consensus	on	the	Civic	

spaces	required	and	their	size,	how	these	spaces	would	be	

used	day	to	day,	and	any	security	or	operational	requirements	

of	these	spaces	to	ensure	their	efficiency	and	functionality	is	

captured	in	the	brief.	

Operations:

Alongside	these	surveys	and	engagement	sessions	a	number	

of	workshops	were	undertaken	with	key	staff	groups	with	

representatives	from	Security,	Facilities	Maintenance,	and	

Members’	Support	services,	as	well	as	hearing	feedback	and	

insight	fro
m	staff	groups	such	as	HR,	EDI,	Parent	&	Carer,	&	

Accessibility	&	Inclusion	groups.	These	workshops,	referred	to	

as	Staff	User	Groups	and	Operations	workshops,	were	designed	

to	capture	the	details	of	how	the	existing	Civic	Centre	is	

occupied	and	operated.	
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TARGET HEADCOUNT

INDIVIDUAL WORKSETTINGS

COLLABORATIVE WORKSETTINGS

WORKING...

AVERAGED DAILY OCCUPANCY

565
3/5

70

26 no

34 no

32 no

214 no

20 no

145 no

48 no

294

30

226

305
days/week from 

the office

no people

no people

% of time spent on 

individual tasks

no spaces for 

individual work

% of time spent on 

collaborative tasks

no spaces for 

collaborative work

Quiet room (seats)

Work-pod

Focussed workstation

Traditional workstation Project space (seats)

Meeting space (seats)

Meeting room (seats)

Baselin
e Option

Capacity o
verview

There are other key assumptions 

built in
 to the modelling that we 

can discuss if necessary. 

Why Invest in a 
Sustainability Strategy? 



For our clients, sustainability isn’t a tick-box 
exercise – it’s an opportunity to reduce risk, 
improve performance and create lasting value. 

Through our three-step framework, we bring clarity, confidence and 
direction, shaping practical strategies around your ambitions and 
staying alongside you through delivery, so your goals are realised in 
practice.

How We Work

Step Two: Define 
We translate these inputs into a 
clear and structured Sustainability 
Brief. 
 
This sets out prioritised objectives, 
measurable targets and defined 
responsibilities, providing a shared 
reference point for the entire 
project team. 
 
The brief removes ambiguity, 
supports confident decision-
making and ensures sustainability is 
embedded from the outset.

SCOPING 
Review and 
understand existing/ 
previous document, 
engagement & 
thinking.

VISION WORKSHOP 
What are individual 
and collective 
ambitions, challenges, 
perceived barriers?

DEFINING SUSTAINABILITY SUCCESS 
Your personalised Sustainability Brief is 
presented to you and the design team in a 
clear, highly visual format, with a defined 
action plan, responsibilities and measurable 
performance metrics.

OPTIONAL 
Workshops, 
questionnaires, 
pubic engagement, 
preoccupancy 
evaluations, additional 
workstreams as 
needed to support the 
project deliverables.

Step One: Understand
We begin by working closely 
with you and your stakeholders 
to understand your ambitions, 
constraints and priorities. 
This includes reviewing 
existing information, funding 
requirements, planning context 
and project drivers. 
 
Through workshops and 
engagement, we define what 
success looks like and ensure 
sustainability supports, rather 
than competes with, cost, 
programme and delivery.

MEASURING  
We provide ongoing 
guidance and support, with 
the option to track and 
measure performance.

Step Three: Deliver 
We remain involved throughout 
the project, supporting teams to 
apply the brief consistently and 
effectively. 
 
This can include monitoring, 
reporting, evidence gathering 
and ongoing advice, ensuring 
sustainability ambitions translate 
into real, measurable performance.

Understand Define Deliver
STEP ONE STEP TWO STEP THREE 4



“True sustainability is 
more than protecting 
the environment – let’s 
also build fair economies, 
support communities, 
and take responsibility for 
our long-term resources”

Our sustainability specialists bring experience across a wide range 
of frameworks, standards and accreditation routes. Some projects 
pursue certification, while others focus on delivering measurable 
environmental, social and economic outcomes. We help identify the 
pathway that best suits your project. Working with you from early-
stage scoping, we define priorities – from statutory requirements to 
organisational ambitions – and develop tailored workstreams with clear 
metrics to guide delivery.

Our Sustainability Strategy is offered through two packages – Core and 
Enhanced – with additional specialist services available where required.

Our Approach
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Core Service 
A project inception workshop defines the sustainability vision and 
priorities. Outcomes are captured in a clear framework and tracked 
through each RIBA stage, with progress reported to the project team and 
stakeholders.

Enhanced Service 
Where beneficial to the project, bespoke workstreams are then developed 
across environmental, social and economic themes, each with defined 
outputs, processes and metrics to guide delivery from inception to 
completion.

Specialist Services 
Additional technical support can be provided where required, including 
Passivhaus consultancy and other specialist sustainability expertise. 
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Energy Recommendation

Breakdown

In order to develop further Energy recommendations, it is
 key 

to understand where potential energy savings can be made.

Shown here is a breakdown of the compliant energy 

model - In
 particular it s

hows that for the compliant 

scheme (London Plan across all zones i.e.-35% 

reduction, with the NHS specific values), that the 

proportion of energy is not proportional to the 

space used.

The wet leisure space is the highest energy consumer in 

the proposed scheme. By targeting the wet leisure space 

of the building and applying the relevant elements from 

the Passivhaus standard, the overall energy use (as well as 

operational cost) can be drastically reduced.

It clearly demonstrates that even with the significantly reduced 

other zones and the already lower NHS values, the Leisure 

Water Area still occupies almost 1/2 of the overall energy 

demand of the building despite only being 1/6th  of the GIFA.

This means that if fu
rther reductions are made, the 

single biggest benefit would come from a reduction 

in the energy used in the Wet leisure Zone by 

making it m
ore efficient.

For information, the NHS area & EUI is also highlighted as it 

shows how little energy the overall health department uses in 

the context of this building

The Leisure Water Area still occupies almost half of the overall energy demand of the building despite only 

being 1/6th of the GIFA. This will be the target of the improvement as a middle-ground between the compliant 

scheme and a full Passivhaus solution to keep the operational cost & potential risk down.
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Methodology & Engagement

Engagement Strategy

In	order	to	understand	and	capture	the	Civic	and	workplace	

requirements	of	the	Council,	a	series	of	engagement	sessions	

were	conducted	with	various	representatives	and	stakeholder	

groups.	Data	collected	through	these	engagement	sessions	was	

then	used	to	inform	the	development	of	a	dynamic	area	model	

capable	of	estimating	area	requirements	for	each	team	within	

the	Council.	These	engagements	can	be	broadly	divided	into	

two	streams:	

• Workplace

• Civic

• Operations

Workplace:

Initially,	a	Vision	Workshop	was	held	with	key	stakeholders	

from	the	Council’s	senior	leadership	team	to	understand	and	

articulate	the	key	drivers	and	goals	for	the	workplace	element	

of	the	brief.	Following	this	initial	Vision	Workshop,	2no	surveys	

were	sent	out	to	staff.	In	order	to	develop	the	content	of	these	

surveys,	a	series	of	engagement	calls	were	set	up	with	the	

Assistant	Directors	(ADs)	of	each	Directorate	within	the	council.	

Each	15	minute	call	was	attended	by	1no	AD	and	involved	

running	through	the	following	for	each	team	or	service	within	

the	Directorate:

• Team name

• Approximate headcount for office and operational staff

• Manager/team leader names

• Base office/location

The	above	details,	once	confirmed	with	each	AD	were	used	to	

inform	the	structure	of	both	surveys.	The	first	of	these	was	an	

all-staff	survey,	issued	to	every	member	of	staff	in	the	Council,	

including	operational	and	office-based,	across	all	sites.	The	

aim	of	this	survey	was	to	gather	feedback	from	users	of	all	

the	Council’s	sites,	to	capture	feedback	on	the	relationship	

between	other	sites	and	the	current	Civic	Centre,	and	to	

provide	an	opportunity	for	all	staff	to	engage	with	the	project.	

The	full	output	fro
m	this	survey	can	be	found	in	the	appendices	

to	this	report,	it
	is	recommended	that	the	data	captured	here	

is	reviewed	in	full	before	any	significant	workplace	change	is	

undertaken.

The	second	survey	was	issued	to	all	managers	or	team	leaders	

from	the	Council,	in
cluding	those	based	at	sites	other	than	the	

Civic	Centre.	This	survey	was	designed	to	capture	the	spatial,	

operational	and	cultural	requirements	of	each	team	from	the	

perspective	of	the	staff	member	who	manages	them.

This	survey	also	represents	an	opportunity	to	compare	the	

answers	from	individual	members	of	a	team	to	the	view	of	their	

manager,	highlighting	any	discrepancies.	

Those	who	responded	to	this	survey	on	behalf	of	a	team	

based	at	or	regularly	interacting	with	the	Civic	Centre	were	

later	invited	to	an	online	workshop	in	which	their	teams’	

requirements	were	discussed	in	more	detail.

A	separate	series	of	engagement	sessions	was	held	with	the	

Senior	Leadership	Team	(SLT)	to	understand	how	they	use	the	

existing	workplace	at	the	Civic	Centre	as	well	as	where	the	

appetite	was	for	new	ways	of	working	or	increased	sharing	

within	their	workspaces.	This	group	of	stakeholders	were	also	

asked	to	provide	feedback	on	the	future	office	accommodation	

for	Heads	of	Service	and	PAs.	Staff	groups	were	invited	

to	engage	via	workshops	and	meetings	as	well	as		union	

representatives	who		were	engaged	with	in	an	initial	meeting	

to	ensure	unions	were	informed	before	engagement	with	the	

wider	staff	groups	began.

Civic:

The	second	stream	of	engagement	was	focussed	on	the	Civic	

functions	and	spaces	currently	provided	in	the	existing	Civic	

Centre.	For	this	engagement	stream,	a	second	Vision	Workshop	

was	conducted	with	elected	Council	Members	to	understand	

both	how	the	existing	centre	is	performing	and	to	understand	

how	Members	see	the	future	of	Civic	spaces	and	functions	

evolving.	Elected	members	can	serve	a	maximum	of	4no	years	

meaning	many	of	the	current	serving	members	may	not	be	in	

post	when	a	new	Civic/HQ	is	developed.	However,	the	insight	in	

to	the	details	of	how	these	spaces	operate	and	the	size	of	the	

spaces	currently	provided	was	valuable	to	inform	the	brief.

The	second	set	of	engagement	sessions	in	the	Civic	stream	

was	a	series	of	workshops	attended	by	both	representative	

Members	and	Members’	support	staff	from	the	wider	council.	

The	aim	of	these	sessions	was	to	reach	consensus	on	the	Civic	

spaces	required	and	their	size,	how	these	spaces	would	be	

used	day	to	day,	and	any	security	or	operational	requirements	

of	these	spaces	to	ensure	their	efficiency	and	functionality	is	

captured	in	the	brief.	

Operations:

Alongside	these	surveys	and	engagement	sessions	a	number	

of	workshops	were	undertaken	with	key	staff	groups	with	

representatives	from	Security,	Facilities	Maintenance,	and	

Members’	Support	services,	as	well	as	hearing	feedback	and	

insight	fro
m	staff	groups	such	as	HR,	EDI,	Parent	&	Carer,	&	

Accessibility	&	Inclusion	groups.	These	workshops,	referred	to	

as	Staff	User	Groups	and	Operations	workshops,	were	designed	

to	capture	the	details	of	how	the	existing	Civic	Centre	is	

occupied	and	operated.	
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Engagement Strategy

In	order	to	understand	and	capture	the	Civic	and	workplace	

requirements	of	the	Council,	a	series	of	engagement	sessions	

were	conducted	with	various	representatives	and	stakeholder	

groups.	Data	collected	through	these	engagement	sessions	was	

then	used	to	inform	the	development	of	a	dynamic	area	model	

capable	of	estimating	area	requirements	for	each	team	within	

the	Council.	These	engagements	can	be	broadly	divided	into	

two	streams:	

• Workplace

• Civic

• Operations

Workplace:

Initially,	a	Vision	Workshop	was	held	with	key	stakeholders	

from	the	Council’s	senior	leadership	team	to	understand	and	

articulate	the	key	drivers	and	goals	for	the	workplace	element	

of	the	brief.	Following	this	initial	Vision	Workshop,	2no	surveys	

were	sent	out	to	staff.	In	order	to	develop	the	content	of	these	

surveys,	a	series	of	engagement	calls	were	set	up	with	the	

Assistant	Directors	(ADs)	of	each	Directorate	within	the	council.	

Each	15	minute	call	was	attended	by	1no	AD	and	involved	

running	through	the	following	for	each	team	or	service	within	

the	Directorate:

• Team name

• Approximate headcount for office and operational staff

• Manager/team leader names

• Base office/location

The	above	details,	once	confirmed	with	each	AD	were	used	to	

inform	the	structure	of	both	surveys.	The	first	of	these	was	an	

all-staff	survey,	issued	to	every	member	of	staff	in	the	Council,	

including	operational	and	office-based,	across	all	sites.	The	

aim	of	this	survey	was	to	gather	feedback	from	users	of	all	

the	Council’s	sites,	to	capture	feedback	on	the	relationship	

between	other	sites	and	the	current	Civic	Centre,	and	to	

provide	an	opportunity	for	all	staff	to	engage	with	the	project.	

The	full	output	fro
m	this	survey	can	be	found	in	the	appendices	

to	this	report,	it
	is	recommended	that	the	data	captured	here	

is	reviewed	in	full	before	any	significant	workplace	change	is	

undertaken.

The	second	survey	was	issued	to	all	managers	or	team	leaders	

from	the	Council,	including	those	based	at	sites	other	than	the	

Civic	Centre.	This	survey	was	designed	to	capture	the	spatial,	

operational	and	cultural	requirements	of	each	team	from	the	

perspective	of	the	staff	member	who	manages	them.

This	survey	also	represents	an	opportunity	to	compare	the	

answers	from	individual	members	of	a	team	to	the	view	of	their	

manager,	highlighting	any	discrepancies.	

Those	who	responded	to	this	survey	on	behalf	of	a	team	

based	at	or	regularly	interacting	with	the	Civic	Centre	were	

later	invited	to	an	online	workshop	in	which	their	teams’	

requirements	were	discussed	in	more	detail.

A	separate	series	of	engagement	sessions	was	held	with	the	

Senior	Leadership	Team	(SLT)	to	understand	how	they	use	the	

existing	workplace	at	the	Civic	Centre	as	well	as	where	the	

appetite	was	for	new	ways	of	working	or	increased	sharing	

within	their	workspaces.	This	group	of	stakeholders	were	also	

asked	to	provide	feedback	on	the	future	office	accommodation	

for	Heads	of	Service	and	PAs.	Staff	groups	were	invited	

to	engage	via	workshops	and	meetings	as	well	as		union	

representatives	who		were	engaged	with	in	an	initial	meeting	

to	ensure	unions	were	informed	before	engagement	with	the	

wider	staff	groups	began.

Civic:

The	second	stream	of	engagement	was	focussed	on	the	Civic	

functions	and	spaces	currently	provided	in	the	existing	Civic	

Centre.	For	this	engagement	stream,	a	second	Vision	Workshop	

was	conducted	with	elected	Council	Members	to	understand	

both	how	the	existing	centre	is	performing	and	to	understand	

how	Members	see	the	future	of	Civic	spaces	and	functions	

evolving.	Elected	members	can	serve	a	maximum	of	4no	years	

meaning	many	of	the	current	serving	members	may	not	be	in	

post	when	a	new	Civic/HQ	is	developed.	However,	the	insight	in	

to	the	details	of	how	these	spaces	operate	and	the	size	of	the	

spaces	currently	provided	was	valuable	to	inform	the	brief.

The	second	set	of	engagement	sessions	in	the	Civic	stream	

was	a	series	of	workshops	attended	by	both	representative	

Members	and	Members’	support	staff	from	the	wider	council.	

The	aim	of	these	sessions	was	to	reach	consensus	on	the	Civic	

spaces	required	and	their	size,	how	these	spaces	would	be	

used	day	to	day,	and	any	security	or	operational	requirements	

of	these	spaces	to	ensure	their	efficiency	and	functionality	is	

captured	in	the	brief.	

Operations:

Alongside	these	surveys	and	engagement	sessions	a	number	

of	workshops	were	undertaken	with	key	staff	groups	with	

representatives	from	Security,	Facilities	Maintenance,	and	

Members’	Support	services,	as	well	as	hearing	feedback	and	

insight	fro
m	staff	groups	such	as	HR,	EDI,	Parent	&	Carer,	&	

Accessibility	&	Inclusion	groups.	These	workshops,	referred	to	

as	Staff	User	Groups	and	Operations	workshops,	were	designed	

to	capture	the	details	of	how	the	existing	Civic	Centre	is	

occupied	and	operated.	
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“As sustainability 
expectations evolve, we 
help clients deliver high-
performing buildings – 
clearly, confidently and 
with joy.”

We deliver value in three key ways:

Clear Direction
•	 The right standards, accreditations or bespoke route for your 

project – avoiding unnecessary cost or certification without clear 
benefit.

•	 Targets aligned with planning, funding and operational needs, 
shaped into a clear, shared roadmap.

Supported Delivery
•	 Early alignment across design and delivery teams, embedding 

sustainability, compliance and performance from the outset.

•	 A clear framework for monitoring, evidence and governance, giving 
confidence as the project progresses.

High Performance Buildings 
•	 Lower energy use and reduced operational costs, supporting long-

term value and ESG credibility.

•	 Healthier, more inclusive environments that enhance wellbeing, 
productivity and resilience.

Benefits 
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Our sustainability consultancy builds 
on extensive experience delivering high-
performance and sustainable buildings.

We have worked on technically demanding environments where 
energy intensity, extended hours of use and operational complexity 
require a rigorous, fabric-first and performance-led approach. This 
experience informs our wider expertise in Passivhaus, building envelope 
performance, embodied carbon analysis, energy benchmarking and 
evidence-based sustainability framework.

The following case studies illustrate how our approach to sustainability 
has supported clarity, alignment and successful outcomes across a 
range of contexts.

Our Experience 

03: Barking Riverside
We were appointed to develop a 
sustainability-led technical response 
to the complex demands of a 
competing facility mix. The inclusion 
of NHS facilities (with minimum 
performance criteria), traditional 
Sport and Leisure provision and a wet 
leisure waterpark offering created a 
high-energy building with no single 
typology or performance standard to 
follow. 
 
Our final report defined a bespoke 
energy and carbon strategy, 
maximising efficiency while setting 
clear fabric and performance 
requirements to support confident, 
coordinated delivery.

02: King Alfred 
We worked with Brighton & Hove City 
Council to review and strengthen a 
new project brief in line with evolving 
policies and layered requirements 
since the project’s inception, including 
the latest UK Net Zero Carbon 
Building Standard Pilot (UKNZCB). 
 
The final report, issued to the full 
design team, established energy 
targets, water use and BREEAM 
requirements – acting as a single 
reference point that consolidated 
multiple obligations into a clear, 
practical framework for compliance.

01: Eclipse 
We led the development of 
an ambitious sustainability 
brief, supporting Spelthorne 
Borough Council’s 2050 Net Zero 
commitments by transitioning to 
Passivhaus and embedding user 
needs into early feasibility and site 
strategy. 
 
Working with Passivhaus specialists, 
contractors and the wider team, we 
guided the client through carefully 
considered innovations – including 
bespoke CLT structures and a fabric-
first approach – combining technical 
rigour with buildability and long-term 
performance. 
 
The result is a future-ready 
leisure facility achieving +60% 
operational energy savings and 
40% water savings, with measurable 
performance supporting long-term 
environmental and community value.
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Josh Wardle
Passivhaus Consultant & IBN 
Building Biology Consultant

Josh is one of a small number of 
Sport & Leisure Passivhaus and 
Sustainability specialists in the 
UK. He brings deep expertise 
in building performance, low-
energy design and occupant 
health to deliver measurable, 
long-term outcomes.

Carys Thomas-Osborne
Project Consultant & 
Environmental Psychologist

Carys applies environmental 
psychology to better understand 
how buildings impact everyday 
experiences, our feelings, 
and behaviours. Her work 
informs evidence-based design 
decisions that support wellbeing, 
productivity and positive user 
outcomes.

James Milne
Consultant & Sustainability 
Specialist

With a background in 
architectural technology, 
James combines technical 
understanding with political, 
governance and environmental 
policy expertise. He supports 
robust, defensible project 
decisions that stand up to 
scrutiny and approval.

John Kemp
Principal Designer (CDM & 
BSA) Consultant

With over 20 years’ experience, 
John specialises in the Principal 
Designer role across complex 
projects. His expertise in 
managing risk, including 
challenging conditions such 
as live infrastructure and 
constrained sites, ensures clear, 
coordinated and deliverable 
outcomes.

Our Specialists



Newcastle
John Dobson House

49 New Bridge St West
Newcastle upon Tyne

NE1 8AN

Nottingham
The Wallis Building

Plumptre Place
Nottingham

NG1 1LW

London
55 Whitfield St
Fitzrovia
London
W1T 4AH

Belfast
Clockwise, River House 
48-60 High St
Belfast 
BT1 2BE

Work with us

General Enquiries 
t: 0191 281 7700
info@gt3architects.com

Press & Media Enquiries
kforrest@gt3architects.com

www.gt3architects.com


