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Foreword
Chwarae Teg's vision is a Wales where women achieve and prosper. We have been
working in Wales for nearly 25 years to make this v¡s¡on a reality by addressing the
barriers that continue to prevent women from playing a full and equal role in our
economy and society.

While progress has been made, gender inequality persists. Women continue.to be
more commonly found working in low paid, part-t¡me roles, are notably absent from
leadership positlons throughout the labour market and wider society and are less likely
to be working in certain sectors, such as engineering and manufacturing. Furthermore,
women's tendency to be the primary carer in a household continues to drastically
affect their career paths and earning potential, in part due to the difficulties that
balancing work and home-life st¡ll pose.

The economic potential Of addressing these disparities has been made clear with
recent estimates suggesting that t150bn could be added to the UK's GDP in 2025 by
advancing women's equality in the workplace.

A range of actions are needed to do this, but critical to success is a re-evâluation of
how we organise our workplaces. While the nature of work has changed in many
sectors, a Monday to Friday 9am-5pm working pattern has continued to be the norm,
regardless of whether this delivers effectively for either employers or employees.

This report seeks to better understand what employers in key growth sectors in Wales
understand modern working pract¡ces.to be and the approaches taken to implement
thenr. What is clear is that the wide ranging benefits that modern working practices
offer to business, employees and the wider economy are broadly accepted.
There is an appetite in Wales to explore different ways of working. Employers
recognise that enabling staff to work differently can help them harness the skills and
abilities of a more diverse worKorce, ðttract and retain the best talent and grow their
business.

Going forward, the findings of this report will help business, government and
organisations like Chwarae Teg to work together to change workplace cultures in
Wales so that modern working practices are seen as business as usual. By doing so,
we can take significant steps towards making our vision of a Wales where women
achieve and prosper a reality.

ül.h*ff-
Hayley Dunne
Strategic Lead for Delivery Chwarae Teg
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Executive summary

Modern working practice (MWP) is an umbrella term used to describe ways of working which
are different to the conventional full-time, nine{o-five,.five-days-a-week working pattern.

Research has shown that modern working practices provide economic and societal benefits to
businesses and employees, but how do businesses in Wales perceive and implement MWP?
What exactly are the impacts of MWP? And what would enable greater uptake of modern
working throughout Wales?

This research examines the key questions around modern working in Wales.

'1.1 The research

Chwarae Teg commissioned Mott MacDonald as an independent consultant to undertake this
study. The research comprised three key stages:

o Desk research and review of existing literature on MWP.

* Data analysis and demographic mapping of the Welsh labour market.

* Strategic interviews, an online survey and focus groups with businesses representing the
nine priority sectors, as identified by the Welsh government.

This research will contribute to the development of MWP within Wales, supporting employers to
realise the benefìts of MWP and to create workplaces that allow everyone to contribute to the
best of their ability.

1.2 Understanding and implementation of modern work¡ng practices

The research tell us that flexible working and working from home are the most common
examples of modern working practices (MWP) whilst'newer' MWP such as results only working
(ROWE) are not widely understood or implemented by businesses.

Crucial to the approach to MWP is the size and sector of a business.

Small businesses are more likely to:

* Assess flexible working requests on a case-by-case basis.

r Have guidelines for MWP, rather than a formal policy.

r Have fewer options for varied working due to staff capacity.

ln comparison, large businesses are more likely to:

s Have a formal policy on modern working in place.

o Have greater technological resources to facilitate agile working

r Have greater options of MWP available to staff.
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The sector a business belongs to is also an important variable. lf a business belongs to a sector
where site visits are commonplace, such as construction and energy and the environment, they
are more likely to:

* View part time or remote working as inappropriate for their business.

* Have fewer examples of MWP working in practice.

* Consequently believe that MWP overall are not generally suited to their sector.

ln comparison, if a business operates in a predominately office environment, such as
information and communication technology (lCT) and financial and professional services sector,
they are more likely to:

c Utilise remote working for their staff.

o ldentify and recognise the benefits of MWP.

¡ State that cultural barriers, such as expectations of employers and clients with regards long
working days in the office, are the main obstacles for MWP to,be "business as usual".

The location of a business has little impact on how businesses approach or view MWP

1.3 Value of modern work¡ng practices

The desk research and stakeholder engagement activities highlighted the value of MWP. The
graphic below summarises those benèfits according to businesses, employees and the wider
economy.

Business benefits Employee benefits Wider benefits

These are further explored below:

Business benefits

Staff satisfaction: With greater autonomy over their choice of hours, employees feel more
trusted, respected and valued by employers, generating greater staff satisfaction.

Productivity: When an employer's focus is on the work being done, rather than the hours at
work, the employees can focus on meeting deadlines and producing good work.

2
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. Recru¡tment: Flexible working arrangements help employers to attract the best talent and
widens the pool of potential employees.

o Retention: As staff are happier and more productive, they are more likely to remain at a
company offering MWP.

¡ Reduced overheads: The introduction of remote working reduces overhead,spend on office
space.

r Reduced absenteeism: Flexible working allows employees to manage their work and other
responsibilities without having to take time off work

Employee benefits

¡ Work-life balance: A more agile and flexible work environment enable, 
" 

¡"tt", home life,
improved personal relationships and better health.

¡ Meeting the demands of caring responsibilities: Although MWP have a positive impact
on the entire workforce, MWP are regarded by stakeholders as extremely valuable for those
with caring responsibilities. They are particularly beneficial for women, who continue to play
a disproportionate role in childcare and domestic labour responsibilities.

Wider benefits

c Address the skills shortage: Offering MWP can be a decisive factor in addressing the skills
shortages in certain sectors, such as energy the environment and lCI, by removing certain
barriers and encouraging more women to enter these sectors. There was broad consensus
from the strategic ínterviews that MWP can help to address this issue.

¡ Garbon and congestion savings: Participants from the strategic interviews and focus
groups felt that working from home and flexi=time offer carbon and congestion savings.

1.4 Challenges to implementation

Our research has identified challenges businesses face in implementing modern working
practices. Seven key challenges were highlighted:

Resistant attitudes Risk of overworking

3
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r Res¡stent attitudes: Some managers want to continue the traditional five day working week
as negative attitudes and misconceptions still surround the idea of working from home.

r Difficulty in communicating: The hours and days that employees work can vary.
Consequently, staff may be hard to contact. This can be detrimental not only to the
individuals' ability to work but also to the wider team, who are reliant on communicating with
them.

* CIient expectations: Flexible hours outside of the traditional working week do not always
align with the working hours of clients and that this can cause challenges with service delivery.

¡ lnfrastructure: There are areas in Wales which currently experience limited mobile signal and
slow internet speeds, making the implementation of agile working difficult.

* Risk of overworking: The increasing use of technology to facilitate MWP can place a greater
expectation on employees to work outside of office hours.

a Suitability of part time work: Some businesses are uncomfortable with job-sharing and part-
time work as they believe that successful project completion requires staff employed on a full
five day working week.

c Loss of team atmosphere: When staff work remotely, they cân miss out on the social
interaction associated with the office environment.

1.5 Overcomingchallenges

Although challenges exist in implementing MWP, businesses were also able to highlight how they
could be mitigated. The key themes are:

c Gommunication and clarity: Communication between managers and staff about work load,
expectations and progress of work is fundamental to ensuring that staff feel included in the
business and can relay to managers when they may be over-worked or unable to complete a
task in the allocated'time.

r Producing effective guidelines: A form of guidelines or a MWP policy provides employees
and employers with a framework. This helps to set employers and employees expectations
about MWP.

e Culture:Challenging norms that surround working practices is an important way of ensuring
that MWP becomes more widely implemented throughout Wales.

c Leadership Good management practices ensure that MWP is implemented successfully. For
example, managing workloads, not sending work emails after hours and checking in regularly
with staff are identified as important by businesses.

1.6 Supportingwiderimplementation

Actions to support wider implemention of MWP include:

o Articulating the business case for change: Organisations need to be sure of the business
case for MWP.

* Providing relevant case studies of good practice: Positive case studies will enable
managers to know the options available to staff and the benefits that MWP can bring to
employers.

r Providing opportunities for knowledge sharing and networking: Business lobby
organisations and trade bodies are potential enablers to facilitate knowledge sharing through
networking events.

u Providing tailored practical support: Businesses felt that bespoke planning and
management services are effective in helping them to implement MWP.

4
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2 lntroduction

2.1 Chwarae Teg

Chwarae Teg is a not for profit, pan-Wales organisation established to maximise the
contribution of women to the Welsh economy. lt works to create a better environment for women
in Wales and enable them to achieve and prosper in the workplace. lts role is both strategic and
practical, providing expert advice and guidance to help ensure parity of opportunity and
economic reward for women in Wales.

2.2 About Agile Nation 2

Agile Nation 2 (AN2) is a project run by Chwarae Teg and funded by the European Social Fund
and the Welsh Government. lts objectives are to proqote gender equality, support career
advancement of women and their economic progression and improve the position of women in
the workforce. AN2 is focused on all nine priority sectors identified for Wales as part of the
Economic Renewal programme, set out in the Welsh Government's policy paper'Economic
Renewal: a new growth'.1

The nine priority sectors are:

c Advanced materials and manufacturing

¡ Construction

r Creative industries

o Energy and the environment

o Financial and professional services

¡ Food and farming

ç lnformation and communication technologies (lCT)

. Life sciences

r Tourism

2.3 Scope and objectives of this report

As part of AN2, Chwarae Teg commissioned Mott MacDonald to undertãke independent
research into business perceptions of modern working practices (MWP) in Wales.

This research will help AN2 in its stated objectives by supporting employers to create
workplaces that allow everygne to contribute to the best of their ability and support women to
achieve an improved labour market position.

I Welsh Assembly Governmenl (2010): 'Economic Renewal: a new direction'. Originally six priority sec{ors were identilied, and in 2013,

construction, tourism and food and farming were added.

5
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This purpose of this report is to:

r ldentify perceptions and common approaches to modern working practices.

¡ ldentify the value and impacts of modern working practices.

r ldentify any new ways.of working that could be utilised in the Welsh economy.

* Develop a roadmap of how the Welsh economy can move towards MWP being 'business as

usual'and the benefits of MWP can be realised.

This report will be used by business, policy makers and government to understand how the
Welsh economy of the future can incorporate MWP and ensure that the labour market is open to
all.

2.4 Structure of the report

The remainder of this report is structured as follows:

r Ghapter 2 outlines our methodological approach and the activities undertaken within each
stage ofthe research.

o Ghapter 3 provides an overview of MWP, including the legislative and policy framework and

key statistics about the Welsh labour market.

r Chapter 4 explores stakeholders' understanding of and familiarity with MWP, the
effectiveness and appropriateness of MWP and various MWP strategies across sectors and
businesses.

r Chapter 5 focuses on the value of MWP, including the positive impacts and challenges of
MWP

r Ghapter 6 examines the future of MWP in Wales, and contains suggested new ways of
working and potential methods to enable these to be adopted.

r Ghapter 7 draws the findings of the research together, providing recommendations and
conclusions of the research.

r Chapter I provides a roadmap outlining how the use of MWP can be enhanced and
extended in Wales. This roadmap provides recommendations on how businesses can adopt
MWP, and the type of support required to enable these changes. The roadmap is derived
from the desk research, stakeholder engagement activities with businesses and best
practice examples of MWP.

r Appendices include the bibliography and the online survey.

6
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3 Methodology

This chapter provides an overyiew of the methodological approach to the research, as detailed
in the figure below.

Figure l: Approach to the research

Source: Mott MacDonald

The key tasks are described in more detail overleaf.

7
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3.1 Desk based pol¡cy and ev¡dence review

To provide a contextual background to the project, the following topics were reviewed:

r The types of MWP

* The legislative and policy framework

* The benefits of MWP to both employers and employees

Existing reports produced by the private sector, the public sector and charitable organisations
were examined. Please see Appendix A for a complete bibliography.

3.2 Demographic mapping and data analys¡s

Data on businesses within Wales was gathered and analysed. This included:

s The number of jobs by each priority sector

* The numbers of males and females employed in each sector

a Percentage change of active businesses in each of the priority sectors

r Proportion of females employed in each of the nine priority sectors (2005-2014)

* Percentage change of men and women employed in each of the nine priority sectors (2005-
2014)

ç Gender pay gap in each of the nine priority sectors

¿ The number of businesses by priority sector for each of the nine sectors within each local

authority area

o The size of businesses by priority sector for each of the nine sectors within each local
authority area

This data provided the baseline situation in Wales and enabled the identification of four of the
nine priority sectors for in-depth examination in stage two of the research. These were
construction, energy and the environment, financial and professional services and lCT. Sectors
were also chosen to allow for effective comparison. The composition of the four chosen sectors
allows for comparison across multiple variables including location of work (office vs site) and
working culture. The rationale for the selection of each of the four priority sectors is outlined in

the table below:

Table 1: Rationale for four priority sectors identified for in-depth research

Sector Ratíonale for selection

8

Construction Construction has traditionally been viewed as an industry
that f¡nds it difücult to adapt to MWP and has a small
proportion of female employees.

Energy and the environment Desp¡te being a large employer overall ¡n Wales, this sector
has a low proportion of women and there is a significant
pay gap.

Financial and professional services

tcT

The pay gap has narrowed and there has been an Increase
in the number of women entering the profession. However,
the proportion of females in this sector overall has
decreased and there remains a lack of women in senior
roles.

ICT is a relatively new industry, which has experienced a
decrease in the proportion of women working within it since
2005. Moreover it is recognised that there is a contrast
between how MWP can / could be employed in this sector
(particularly around agile working) compared to other more
'treditionel' industries.

Source: Priority sector statistics 2015, 2015 statistical bulletin from the Welsh govemment.
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3.3 Engagement

3.3.1 Strategicinterviews

Strategic telephone interviews were undertaken with stakeholders from the four priority sectors
to identify and understand the experiences and perspectives on MWP.2 lssues explored with
stakeholders included :

a An understanding of commonly adopted MWP in their sector.
p Possible strategies to improve MWP in their sector.

* The positive and negative impacts of MWP.

* Potential new ways of working in their sector.

a Opportunities to mitigate the potential negative impacts of MWP.

* Support required to develop MWP strategies.

o Any changes required in their sector for MWP to become the norm

Stakeholders were identified in conjunction with Chwarae Teg and included Chambers of
Commerce, industry bodies and businesses.3 The interviews took place from July 2016 to
September 2016 to give stakeholders ample opportunity to contribute to the research.

Table 2: Number of strategic telephone interviews according to sector
Sector Number of interviews

I

Construction

Ênergy ano t¡'ã 
"nu¡ionráni

4

4

Financial and pofessional services

tcT

3

Chambers of Commerce 3

Source: Mott MacDonald

3.3.2 Online survey

An online survey of Welsh businesses was undertaken from 19 August 2015 to 19 September
2016.

The online survey included questions on the following topics:

a Perceptions of the types of agile working currently available.

* Experiences of agile working practices.

o Effectiveness and appropriateness of agile working practices.

o The value of agile working for businesses and employees.

2 lnterviews were deflned as strategic as interviewers were only invited to participate if they belonged to one of the four sectors identified
for focussed examination.

3 Businesses r,rære selected based on their sector, size and location. Although businesses and industry bodies within the ICT sector
declined to participate in this stage of the research, organisations from the sector did partic¡pate in both the online survey and the
focus groups.
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The online survey was designed for businesses from all nine priority sectors. This was to
provide a broad overview of perceptions of MWP across all sectors. MWP can be perceived by
stakeholders as a vague concept and therefore the survey was not designed to achieve a
comprehensive understanding of MWP but to support the findings from the strategic interviews
and focus groups. A copy of the survey can be found in appendix B.

The survey was distributed to Chambers of Commerce, participants in the strategic interviews
and Chwarae Teg's business networks for wider dissemination. The survey was also advertised
on Chwarae Teg's website4, social media channelss and the Business Wales website.6

There were 139 respondents to the online survey, of which 76 respondents answered the full
number of questions. Please see tables 2-4 overleaf for a breakdown of respondents..

Table 3: Respondents according to sector
Sector Frequency

10

Advanced materials and manufacturing 0

Construct¡on

Greative industries

19

Energy and the environment 1',!

Fi1an9]al and professional services

Food and farming

15

2

tcT

Life sciences

I
3

ïourism 4

Other 7

Total 76

Source: Mott MacDonald

Table 4: Respondents according to business size

Size Frequency

Micro (1-9 employees)

Small (10-49 employees)

Medium (50-249 employees)

Large (250+ employees)

17

13

Total 76

Source: Mott MacDonald

r Chwarae Teg 'take part in our survey on modern working prac{ices' b,t1r,s.:llwwty.-c_tcq,olg.ubls,urvey:nçde-rl]:w-s!:_Ki¡S:BraçllqeEl
lAccessed 08.11.161

5 
@chwaraeteg twitter handle and @mottmac twitter handle. Mott MacDonald Linkedln account.

ô Bt¡siness Wales'take part in Chwarae Teg's survey on modern working praciices' htlpçJl[rjÞ]¡e-s--s]yale¡,9ç_v¡a_les1þLsslnelvçllakqBad:
çhwqrqe-!qq"1ef2"-%BQ7¡99s:s!truey-n1eder!:woJkjnq:pfêctices [Accessed 08.1 1.16]
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Table 5: Respondents accord¡ng to primary location
Location Frequency

11

Bridgend

Caerphilly

Cardiff

5

2

28

Carmarthenshire

Cered¡g¡on

Coryúy

Denbighshire

Flintshire 2

Gwynedd

lsle of Anglesey

Merthyr Tydfil

Monmouthshire 2

Neath Port Talbot

Newport t)

Pembrokeshire

Powys

4

2

Rhondda Cyon Taf

Swansea

Wrexhâm

Total 76

Source: Mott MacDonald

Please note that areas where there were zero respondents have been excluded from the table
above.

Cross tabulations have not been performed on the survey results; this is because any cross
tabulations will represent too small a sample to effectively draw conclusions from the results.
Moreover, in sectors or geographies where the response rate is particularly low, cross
tabulations may compromise survey respondents' anonym¡ty.

The number of respondents to the online survey represents a small sample of businesses in

Wales. lt is important to note that tlris report is not inferring that this sample size represents the
majority held view of businesses in Wales, rather that it provides an indication of perceptions.

3.3.3 Focus groups

Two focus groups comprising of businesses from the four priority sectors (construction, energy
and the environment, financial and professional services and ICT) were conducted. One focus
group was held in North Wales (Colwyn Bay) and another in South Wales (Cardiff). ln total,
twenty businesses attended the focus groups, ten per group.

The groups comprised a mixture of small and large businesses from the highlighted sectors as
well as representatives from the Welsh Government. This allowed for greater discussion
between different organisations.

Businesses wefe identified through Chwarae Teg's business networks and through desk
research into businesses matching the geographical and sector criteria
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The questions for the focus groups were based on information generated from the previous
stakeholder engagement and desk research exercises. Each focus group lasted for an hour and
a half in length. A topic guide was drafted prior to the commencement of the focus groups to
provide structure to the discussion.

12

368692 | 1 | 2 | 23 November 2016



Mott MacDonald I Research into perceptions of modem working practices l3

4 Modern working practices in Wales

This chapter provides definitions of MWP, outlines the relevant legislation and provides a
baseline of the current situation in Wales.

4.1 Overview of modern working practices

MWP is an umbrella term used to describe ways of working which are different to the
conventional full{ime, nine-to-five, five-days-a-week working pattern. Businesses, government
and third sector organisations recognise that MWP are becoming more desired by the
workforce, who seek greater control and flexibility over their working environment. A large scale
survey conducted by Pricewaterhouse Coopers in 2013 found that 640/o of millennials and 66%
of non-millennials would like the option to work more flexibly.T This finding is supported by
evidence from our strategic intervíews and focus groups, where businesses across all sectors,
sizes and regions recognised that staff are increasingly valuing MWP. ln response to this
agenda, MWP are being embraced by some employers, as they realise potential benefits
including the retention of experienced and skilled employees and the broadening of their talent
pool.

There are different types of MWP. This study focuses on the common types of MWP, such as
flexible working and agile working, but also considers results only working environments
(ROWE) which is a relatively new approach and one that is less known in Wales.

4.2 Flexible workíng

The term flexible working refers to any form of organisational arrangements relating to working
time, patterns of work and working location(s).

Workplaces are becoming more understanding towards employees'work and family
responsibilities, and it is currently estimated that 91% of employers in the UK offer at least one
type of flexible working to their employees.B Common flexible working arrangements are
outlined in the table overleaf.

7 Pricewaterhouse Coopers (2013): 'PwC's Next Gen: A global generational study'. Ava¡lable at: htlSt//U4ryly,pye.SA!0lS¡lçD!þL
lta0e_g.ejl.qu1:serylçes/LrtþLçatr'on9la9_s,qlç/B_Wq¡-ç]rtgg¡¿dJ lAccessed 08. f 1 .16] The term millennial refers to anyone reaching
adulthood around the year 2000. Non-millennials are those who reached adulthood prior to 2000.

8 Commitlee for Finance and Personnel (2014)- 'Report on the lnquiry into Flexible Working in the Public Sector in Northern lreland
Volume 2'. Available at: hltpi¿U4d-ly.ni?-q9çmþlyCqy.UK&lp_ÞAj¿E_setq¿d_qqgnejtts/rep9_I!s/'f¡nalSelflç¡:ryqúU!S,.yol,q¡lç_2ædf. lAccessed
08.1 1.161 To confirm, the figure quoted is UK wide and includes both public/private sector, but it is referenced in a report relating to
Northem lreland
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Table 6: Types of flexible working
Type of flexible working Explanation

't4

Part-t¡me Employees are contracted to work less than full-time hours.

Employees have a standard core time that they work, but
there can be variations on start, break and f¡nish times each
day that are agreed with¡n l¡mitations.

Flexitime

Compressed hours

Annualised hours

Term-time working

Structured time off in lieu

The total number of contracted weekly hours is worked in
fewer than the usual number of working days by longer
hours being worked each day.

Employees'contracted hours are calculated per year rather
than per week. Normally, there are core hours which are
worked each week and unallocated hours used for peaks in
demand for work.

The employees' work follows that of school term pattems;
they work normal hours during term-time,. and in school
holiday they do not go to work but are still employed,

Employees work longer hours throughout busy periods,
then take off an equivalent amount of paid time at a less
busy time. There are often limits to the amount of tirñe that
can be built up, and when they can take t¡me off.

Career break

Job-sharing

Career breaks, or sabbaticâls, are extended periods of
leave that can be up to five years or more. The leave is
usually unpaid.

Employees work part-time
and share their duties of a
employee.

(part-day, part-week or part-year)
full-t¡me posit¡on with another

Varied hours working or time banking Prospect¡ve employees advertise the hours which they are
available to work for the day and employers employ them
based on these hours for short periods of time to manage
specific pieces of work. For example, an individual may be
employed to cover a telephone line between 6pm and 9pm
on a Tuesday evening.

Working from home Employees regularly work all or some of, their time at home

Source: CIPD (2006): 'Flexible Working: The lmplementation Challenge'

Figure 2: Example of flexible working: Tescos

Source: Equality Law (201 I ): rBest Practice Case Studies in Flexible Working'. Available at: http:/lwww.equality-
law.co.uUnews/1029/66/8estPractice-Case-Studies-in-Flexible-Working/ [Accessed 08.1 1 .'16]

s Case studies are used to.demonstrate how some of the explored principles are applied in pract¡ce and are not a comment on whether
this is best practice.

ln 2010 Tesco, Britain's biggest private-sector employer, introduced a four-hour shift,
otherw¡se known as 'slivers of time'. The four hour shift pattern is primarily aimed at
workers with complicated home lives, such as carers, those with an illness, or those who
cannot work the usual hours expected from average part-time employees. The flexible
booking system also allows employees to find periods of t¡me when they are free to do
extra work, and sell their labour in small blocks of time.
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4.3 Agile working

Agile working defines work as an activity that people do, as opposed to a place that they go.

With this type of working environment, organisations empower their employees to choose where
and how they work. Agile working commonly utilises ICT to allow people to work in a way which
best meets their personal needs, without the traditional constraints of a fixed office location.l0

Agile working strives to establish an optimal workforce whilst delivering the benefits of increased
productivity, improved talent attraction and retention, and better matching of resources with the
demand for services. Agile working practices tend to span across four different dimensions, all
of which have a number of resourcing possibilities. The dimensions are time, location, role and
contract. Therefore, some agile working practices are also flexible working practices. The table
below provides further information on each of the dimensions.

15

Table 7: Types of agile workingll
I tme Location

e Regular part-t¡me working
e Flexitime (fixed hours but choice over where they are

worked)
n Self+ostering (employees choose the¡r own shifts,

possibly within a set shift pattern)
* Varied working hours (inegular start/f¡nish times)
o Annualised hours
o Working time accounts (total number of hours

contracted over a longer per¡od of time and working
pattern varies)

t Staged ret¡rement (gradual reduction in working time
prior to retirement)

. Paid overt¡me

" Compressed hours

. Own desk or office
r Hot desks (a shared desk which enables staff to work

within a fixed office but have mobility in that space)
r Quiet area/zone: hot desks to support concentration
. Touchdowns workbenches: dropjn areas with PCs or

¡aptop connections but no telephones
. Team table: Adaptable table to support team work¡ng or

shared hot seating for team members
r Renting work hub-desks: renting space via an extemal

provider to provide space for mobile space
¡ Mobile: staff have no base and work remotely
c Home working: Staff are based at home for a large

portion of their time
r Multi-site: staff based at multiple locations, lixed of

flexible
. Mixed seating: different roles are seated together to

gain efficiencies

Role Contract
r Secondments (temporary role)
s Self-selection (employees choose their own tasks)
* Multi-skilling (staff trained to fulfil multiple roles)
r Flexi-teams (no fixed teams, instead these are formed

purely to meet specif¡c needs)
r Job rotation (staff move through roles to gain

experience and meet changing demands)
, Skills based lraining (staff assessed and assigned to

projects by competencies not role

. Outsourcing (contracting third-pady companies)

. Sharing/partnering (having a joint labour pool with other
companies)

. Crowd-sourcing (using volunleers and other non-
employees)

n Fixed-term contracts
r Freelance
¡ Bidding on tasks (free market bidding on tasks by non-

employees and organisations)

'0 Employers Network for Equal¡ty & lndusion (Date unknown): 'Agile Work¡ng: A guide for Employers'. Available at:

08.1 1.16I

'r Employers Network for Equality & lnclus¡on (Date unknolrn): 'Agile Working: A guide for Employers'. Available at:

08.1 1.161
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Figure 3: Example of agile work¡ngr Deloitter2

Source: Chartered lnstitute of Personnel and Development (2014). 'HR: Getting smart about agile working'

4.4 Results only working

ROWE is a concept or¡ginally developed by Cali Ressler and Jody Thompson in "Why Work
Sucks and How to Fix it'.13 lt places greater emphasis on outputs rather than traditional
measureb of success, suggesting that long hours do not necessarily equate to productivity. 14

With ROWE, employees are able to decide where, when and for how long they work, as long as
they demonstrate to their employer they are sufficiently productive.ls

Employees are trusted to complete their work based upon their own judgement, and produce a
sufficient outcome.l6 For example, if an employee decided to work five ten-hour days in one
week to achieve deliverables and then take additional days off the following week, this would be
regarded as acceptable. Currently ROWE is more prevalent in the US, particularly within the
ICT sector. lt appears to be less common within a Welsh or UK context. However, Chwarae
Teg has recently adopted a modern working policy termed "Achieve" which is based on results
only working. Achieve has been developed as a method of working compatible with the needs
of a modern workplace and workforce and is founded on research from diverse study areas
including neuro-science, psychology and workplace analysis. lts aim is to improve
organisational impact by maximising performance through building autonomy and accountability
into the employer/em ployee relationship. 1 7

''z Case studies are used to demonstrate how some of the explored principles are applied in pract¡ce and are not a comment on whether
this is best practice.

'3 Ressler, C and Thompson, J (2008) 'Why Work Sucks and How to Fix it" New York, Penguin Books
r'r Execulive Office of the President Council of Economic Advisors (2010): 'Work-Life Balance and the Economics of Workplace Flexibility'

htlp.qlô!M4{,Whitçhsq.q_e,gp_v/€j!pclde_f-q.q!.V,fil_e5l_d-o.-qgluBd_a_!e_d..wsrkp-Lac,e .f.ç¡,. r_e_p_qrt. linAl .0,. pdf [Accessed 16.1 1.1ô]
:5 Executive Office of the President Council of Econom¡c Adv¡sors (2010): 'Work-Life Balance and the Economics of Workplace Flexibility'

'https:/lwww.whitehouse.gov/sites/default/files/docs/updated_workplace_flex_report_fìnal_O.pdf[Accessed 16.11.161

'ô Andreson, M. (2015): 'A iook into the future: ls work¡ng time freedom Apt to add value for different slakeholders?' in Andresen, M. &
Nowak, C. (2015):'Human Resource Management Practices: Assessing Added Value'

I' Chwarae Teg (2016): ' Chwarae Teg Gameplane: lmpiementing our manifesto to build a Wales where women achieve and prospef
httpgillwlvw,cleg.org,u-fvwp:Çenle¡Vuplqads12Q16lQ l/çþ!\,atae-teg:maO|JQEIS-gameplaA:J -'t-DT'en.pdf lAccessed 16.1 1 .16]

16

ln June 2O14,financial and professional serv¡ces firm Deloitte, introduced The Work
Agility programme to enable employees to take ownersh¡p of arranging their own
working day, whilst still considering the needs of the company. lt also introduced the
idea of 'time out', which gave employees the right to request four weeks of unsalaried
leave per year without need¡ng to provide justification.
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Figure 4: Example of ROWE: Spinweb

Source: Spinweb (Date Unknown) 'Our culture'. Available at: https://www.spinweb.neVour-culture/

4.5 Modern working pract¡ces and the law

The right to request flexible working was introduced in Section 47 of the Employment Act
(2002); however, this right was only available to parents of young or disabled children. Since
then successive governments have extended the right to a wider range of employees. ln June
2014,hhe Children and Families Act was introduced giving the statutory right to all UK
employees who have been employed continuously for 26 weeks or more the right to request a
change in hours, times or location of work.lB Employers may refuse the request on specific
grounds defìned in law, which can include the burden of additional costs or a detrimental effect
on the ability to meet consumer demand.le Whilst the law now entitles everyone to have a 'right
to request', this applies to flexible working only and does not extend to other types of MWP,
such as ROWE. This is not currently on the legislative agenda.

Although the UK Government holds responsibility for macro-economic matters and all aspects
of employment legislation, the Welsh Government can play an important role in creating the
business environment in which MWP can become the norm.

4.6 Welsh labour rnarket

Research suggests that offering opportunities for flexible working can significantly increase
female employment rates, particularly for mothers and women with caring responsibilities.20
According to research published by the Women's Business Council, opportunities can be
impacted negatively when women pause paid employment to take up caring responsibilities -
about one third of women who return to the workplace after having children face a decrease in
job status.21 However, by offering greater opportunities to work flexibly, women can balance
these caring duties with paid work, broadening their opportunities for progression. What is more,
by offering a wide range of work options, such as remote working and hot desking, women are
not constricted to part{ime work. Some organisations, such as Women Like Us and Business in

1e House of Commons Library Briefing Paper Number 01 086 (201 5) 'Flex¡ble working'
htlprllre,s,e_ê-rc,bbrcfì{ìgs.liLss.padiq¡¡att qkldac!.rjrìsltelsNQl0-90]Sl)10-l_Q-qQ.pdf [Accessed 16.1 1 .16]

1e House of Commons Library Brief ng Paper Number 01086 (201 5) 'Flexible working' accessed online al
b_$p.l.1p,s,e,arç|¡,þf,Leliog_s,fle.,q,par.lra¡1e¡!.qkldocuqentsl$N0l0801S.N0_1Q90.pdf lAccessed 16.11.16]

'?o 
IPPR (2014)Women and flexible working: lmproving female emplÒyment outcomes ¡n Europe. htlpJ1q4ry)y.ippr-qr-q/pqÞ-liqa_tjo¡s/wqre:t-

ê(!d:{gltÞle-y|arlmS]mp_royr¡glçqrele:qeplgv|]lq,nt:q_g,tÇ_o-Des,;ln:9q.r.etrq [Accessed 16.1 I .16]
2r Women's Business Council (2013) Maximis¡ng women's contribulion to future economic gror¡vlh

lrttptllWpne¡sbllq¡4qgqqgq4çil.{çnls,gov. uk/the-full-report/ [Accessed 16.1 1 .16]

17

Spinweb, an American company, became a ROWE certified organisation in 2008 and
since then ROWE has become a defining aspect of their company culture. They
emphasise that as an organisation they are purely interested in managing results, not
the lives of their employees. All meetings at Spinweb are optional, and there is an
unlimited amount of holiday and sick pay available to all. ln order for the best possible
results to be produced deadlines, results and expectations are clearly defìned to
employees, and they go by the culture of 'no results, no job'
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the Community, are lobbying for greater uptake of MWP to encourage more women into the
workforce.

Wales has seen an improvement in the position of women in the workforce in recent decades.
The proportion of women in paid employment in Wales has continued to increase and now
stands at 69%, compared to 760/o for men.22 However there is some way to go to ensure parity
and inclusivity is reached in the job market.

When the priority sectors are analysed on the basis of gender, there are significant differences
between the sectors that employ the largest number of employees overall (men and women)
and sectors that employ the highest number and proportion of women.

The table below shows that tourism is the only sector in which female employees outnumber
male employees; 52o/o of those employed in tourism are women. As a sector it accounts for 34o/o

of the total number of women employed in across all priority sectors (64,000 out of a total gf
189,000). The financial and professional services sector also has a relatively high proportiori of
female staff compared to other sectors; 48o/o of employees in this sector are women.

However, there are several sectors in which women are underrepresented; notably advanced
materials and manufacturing, construction, energy and the environment and lCT. Women
comprise less than a quarter of the workforce in each of these sectors.

18

Table 8: Number of jobs by priority sectors in Wales

Sector Male and female Female employees
. employees

% of workforce that is
female

Advanced
materials/man ufacturi ng

Construction

88,@0 15,000 17o/o

Creative industríes

't 11.000

48,ôoo

12,000

18,000

'loo/

37o/o

Energy and the environment 149,000 31,000 2',!o10

Food and farming 47,000 14,000 3't%

Financial and profess¡onal
servrces

116,000 56,000 48o/o

tcT 29,000 7,000 23o/o

Life sciences 13,000 4,000 35o/o

Tourism 124,000 64,000 52o/o

All nine priority sectorS 580,000 't89,000 33%

Source: Priority Sector Statistics, 2015 Stat¡stical Bulletin from the Welsh Govemment.

The figure overleaf compares the proportion of women employed in a priority sector in 2005 to
2014. Whilst priority sectors as a whole have seen a marginal increase (1%) in the proportion of
women over this period, the majority of sectors (advanced materials and manufacturing,
construction, creative industries, financial and professional services, ICT and life sciences)
show a decrease in the proportion of women compared to men employed over this period.
Priority sector women comprise about one third of the total workforce. lt is worth noting that
tourism, in which over 50% of employees are women, has remained a strong sector for female
representation over the last nine years.

22 Stet¡stics for Wales (2016): 'Key economic stalistics - May 2016'Available at: htpJ&qv¡ryelqsldqqvctctqtjss/2jl-0l-Lôq520:ley-:
e_Q_o_!9-utE_-¡1êy:2Q1,6:,e.n-BQJ[Accessedl6.11.16l
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Figure 5: Proportion of females in the nine priority sectors 2005-2014
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4.7 The pay gap in the priority sectors

The gender pay gap is the difference in average gross hourly wage between men and women. lt
is a much publicised issue, and reflects ongoing discrimination and inequalities in the labour
market.

The gender gap persists in nearly every sector with an average of 22o/o across the nine
sectors.23 The three sectors with the largest pay gap are life sciences, advanced materials and
manufacturing and lCT. ln terms of representation and pay, significant change is still required in
most of the priority sectors in order to achieve equality between men and women.

Figure 6: Gender pay gap in 2014
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Source: Priority sector statist¡cs, 2015 statistical bulletin from the Welsh Government

Wider adoption of MWP could play a role in redressing the inequalities outlined above. The next
chapters will explore how MWP are currently understood by Welsh businesses and their value
to employers and employees. The issue of women's representation in the workforce, with
specific reference to the skills shortage, is returned to in chapter six.

'?3 
The pay gap has been calculated using median gross hourly earnings.
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5 Understanding of modern working
practices

This chapter provides a summary of business perceptions and understanding of MWP. ln
general businesses understand that MWP are about moving away from the constraints of 9am
to 5pm working. They are comfortable and familiar with flexible working hours or agile working,
but do not recognise the term 'modern working practices', which they perceive as jargon.

5.1 Understanding of modern working practices

Flexible working hours and working from home were the most commonly cited examples of
MWP. All respondents had also heard of 'flexitime' as a form of MWP, with 66 out of 76
respondents (87%) understanding what the practice is, as well as being aware of instances
where it is currently used. The remaining 10 respondents were aware of the practice, but were
not familiar with an example of it being used. Similarly, out of the 76 respondents ,72 (95%)
were aware of working from home being utilised. The results from the survey are also supp"orted
by the strategic interviews and focus groups, where all respondents identified flexible working
hours and working from home as MWP.

Results only working and annualised hours were the least commonly recognised modern
working practices. Only 43 out of the 76 respondents (56%) stated that they had heard of
ROWE and only 14 (18o/o) cited that they knew of the practice being utilised. ROWE was not
identified by stakeholders in the strategic interviews of the focus groups. Annualised hours was
the second least commonly recognised modern working practice, though many more
respondents had heard of this practice than ROWE. Of the 76 respondents, 56 (74%) had heard
of the practice.

The chart overleaf identifies survey respondents' answers to their understanding of MWP.
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Figure 7: Survey respondents understand¡ng of modern work¡ng pract¡ces
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Source: Mott MacDonald

5.2 lmplementing modern working pract¡ces

Evidence from this research suggests that stakeholders were able to identify examples of MWP
operating within their own business, but were less familiar with those practices being used in
other sectors or the wider Welsh economy.

Part time work and working from home were the most commonly implemented modern working
practice. Nearly all respondents to the survey stated that these practices were used within their
organisation. This is supported by evidence obtained from the strategic interviews and focus
groups. The vast majority of participants provided working from home as an example of modern
working within their organisation. The exception to the consensus was stakeholders from the
construction and energy and environment sectors, who said that working from home was not
commonly implémented.

ln comparison, ROWE was not identified as a practice being implemented by any participants in

the strategic interviews or focus groups. This is supported by.the findings from the survey.
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Figure 8: Usage of modern work¡ng pract¡ces
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Owners of small businesses spoke of how they operated flexible working hours for staff,
allowing staff to fit their work around school hours and other commitments. As small businesses,
they felt they were able to grant staff greater flexibility, with hours decided on a case-by:case
basis. ln comparison, stakeholders from larger businesses were more likely to have a formal
policy, rather than the case-by-case basis deployed by smaller businesses.

Two representatives from large energy compan¡es described how a range of shift work, job
shares, compressed hours and staggered hours are available to staff. This staggered pattern
means that staff may begin and end earlier or later or work for longer hours one day and fewer
hours another day.

The research also identified areas where MWP are not implemented widely. Some participants
were less familiar with MWP in their industries, suggesting that there is not a great deal of
industry-wide discussion on the implementation of MWP.2a For example, one participant outlined
how, due to its size, his organisation was fairly traditional and preferred to operate office based
working and shift patterns. According to another participant, also from a small business,
'flexibility is not that common across the sector'. A small business owner argued that '/ofs of
employers want to offer flexible working, or think they offer it already, but in reality it's not really
that ftexible'.

2a This was not a sector specifìc finding, rather businesses across sectors had varying degrees of familiari$

22
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5.3 Appropriateness of modern working practices

Overall, participants were largely in agreement that MWP are both effective and appropriate for
the Welsh business economy. By adopting MWP, businesses in North Wales felt they were
better able to compete with other businesses. One stakeholder from a large energy provider
considered that 'any busrnesses that are not working in a modern way are not going to be
maximizing busrness benefits.' This was supported by the majority of stakeholders in the South
Wales focus group and by the survey, where many flexible and agile working practices were
identified as 'very appropriate' or'appropriate' by businesses.

Figure 9: Appropriateness of modern working practices
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Figure l0: Example of modern working practice

Source: Mott MacDonald

A stakeholder from a small business spoke of her own experíences with flexible
working. Previously, she had worked core hours of 8.30am to 5.30pm each day, but
recently had moved to working I to I hour days, with an additional day off each
week. The ability to work during non-core hours allowed her to complete tasks
without as many distractions. For her, 'every S.hours spenf ffris way equated to 10
hours in the normal office environrnenf'. Following her positive experíences with
flexible working, another member of staff had adopted similar flexible hours.

368692 | 1 | 2 | 23 November2016



Mott MacDonald I Research into perceptions of modern \ rorking practices

However there are differences within sectors in their perception of how appropriate modern
working practices are. Stakeholders from large construction and engineering sectors reported
differing views on MWP. Some stakeholders felt that MWP were not applicable to members of
staff working on site. They felt that the demands of working on site meant that staff had to be
present and were not able to utilise flexible or agile working. One interviewee stated lhal'MWP
were not suitaible for the construction industry'. However others believe that it is attitudes rather
than the work itself which hampers the implementation of MWP. Two interviewees from
construction firms described the industry as a 'male-orientated wortd' wilh a'deeply entrentched,
male-dominated workforce'. They feel that this lack of diversity in the woikforce translated into
negative views of modern working practices.

Othêr sectors also report that attitudes and workplace cultures can place obstacles for MWP.
Stakeholders indicated that in sectors where work is mostly office-based, there are
expectations of employees and clients to spend long working days in the office. For example,
one professional and financial services business stated that 'whilst flexi-time is available, the
engrained culture of late nights make it very difficult to implement in practice'.

As a result of these more traditional attitudes to working practices there was often a negative
feeling towards alternative practices such as flexitime, as well as an expectation on staff to
work full time regular hours.

This evidence demonstrates a complex picture of MWP with regards to their appropriateness

5.4 Modern working practice strategies

Evidence from the focus groups and strategic interviews suggests that the sector an
organisation falls into is a contributing factor towards whether they perceìve modern working
practice strategies to be applicable. One interyiewee highlighted this by stating that working in

the creative industry allows people to work remotely as the majority of the work can be
completed anywhere as long as a computer or laptop is available. For this reason, flexible
working had been written into policy since the business was established. Conversely, another
respondent expressed that the linear approach within the construction industry means that
c-ertain MWP are not as applicable. For example, members of staff working on projects cannot
alternate due to knowledge of the project as well as health and safety, which can require a
consistent point of contact on site. As a result, policies and strategies of MWP are less likely to
be implemented.

Furthermore, our research shows that MWP can often be assessed on a case-by-case basis,
particularly in small businesses. The reasons for requesting MWP may vary considerably from
employee to employee. For example, one employee could require flexibility due to child or elder
care responsibilities, whilst another may wish to take off an elongated amount of time to go

travelling. The divergent reasons for employees requesting modern working means established
policies may be too rigid to accommodate some requests.

5.5 Conclusions

There are differences in how modern working practices are understood, implementêd and
appreciated according to the size and sector of the business.

Small businesses involved in this research tend to have a less formal approach to modern
working than large businesses, which are more likely to have policies and strategies in place.

Businesses from construction and engineering generally find it harder to see the value of MWP
due to the constraints outlined above, although there are some expectations to this overall

21
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trend. ln comparison, businesses from ICT and the financial and professional services are more
likely to identify the positive impacts of MWP, but believe that engrained working cultures make
their practical implementation difficult.

25
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6 The value of modern work¡ng practices

This chapter outlines the positive impacts of modern working practices. lt also addresses the
challenges of implementing mod-ern working practices.

6.1 Positive impacts of modern working practices

The overwhelming majority of businesses regarded MWP as having positive impacts for both

employers and employees, as well as possessing wider societal and economic benefits. These
positive impacts were not considered by stakeholders to be specific to certain sectors, but
common to all.

The responses to the survey show that businesses recognise the value of MWP to their
organisation, their staff and the wider economy.

Figure 11: Value of modern working practices
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This is supported by evidence collected from the literature review. For example, research
conducted by Lloyds banking group in 

-2013 
highlighted that over two thirds of UK small and

medium sized enterprises (SMEs) offering MWP are seeing the benefits of doing so.25 This is
particularly relevant in Wales given that SMEs account for more than half of the total
employment in the Welsh economy.

The remainder of this section considers these three types of benefits in turn.

6.2 Benefits to business

6.2.1 Staff satisfaction and productivity

lntroducing MWP in the workplace is widely regarded as having a positive impact on employer-
employee relations, which helps to create a positive working environment. This is endorsed by a
2012 CIPD report, which indicated that 72o/o of UK employers believed flexible working practices
to have a positive impact on staff engagement , and 73Yo felt that this had a positive impact on
employee motivation. 26

With greater autonomy over their choice of hours, employees feel more trusted, respected and
valued by employers, generating greater staff satisfaction. Stakeholders from the focus groups
felt this improved staff satisfaction in turn leads to increased productivity. This is supported by
research from the British Chambers of Commerce, in which 58o/o of SMEs reported
improvements in productivity after offering employees flexible working patterns or leave
arrangements. 27 ln addition, a study conducted in 2016 on employees working in the
Department of Transport and the Department for Business, lnnovation and Skills found that 54%
of respondents said that they were more productive as a result of flexible working
arrangements. 2B Similarly, 49o/o of employers surveyed as part of the Fourth Work Life Balance
survey noted a positive effect on productivity. An absence of policies that ensure a work-life
balance leads to productivity losses due to long working hours, stress, fatigue or home to work
spill over.2e

When asked what the potential positive impacts of MWP on businesses would be, 32 out of 76
respondents (42%) mentioned staff productivity. As one respondent explained; 'Busrnesses
benefit from the increased productivity and quality of work produced". This was furthered by
another responded who stated 'flexibility allows peopte to work at times which are more
productive for them". ln addition, increase in staff engagement was mentioned by 17 of the 76
respondents (22%).

lncreased staff productivity was the most commonly cited benefit of MWP by businesses in the
online survey.

2s Business Matters (2013) Available at: http://www.bmmagazine.co.uk/in-business/smes-are-embracing-flex¡ble-working-and-reap¡ng-
the-benefits/' [Accessed 16.1 1.16]

'?€ 
CIPD (2012); 'Flexible work¡ng provision and uptake'. 1000 employers were surveyed. Available at:

[!pS,/¡¡{ry¡1pd.So-ullk¡st!]e_dSelf!¡da¡:renlal-slle]atianlíc¡Lþfe-woßltdsrovisio[-qplake:Lqoort [Accessed 16.1 1.16]
27 British Chambers of Commerce (2007) Work and Life: How Business is striking the right balance
2s Department for Transport and the Department for Business, lnnovation and Skills (2016) 'Better ways of working' Available at

lrtpsllu¡ury-v_odaf9¡re.qs.ú&sls.raupdzuþltsLdequ,ng¡ÌtsÁy,e,b^c,el¡tcnVpd-þw,qu¿_df,_þ1qjæ!pjJlAccessed 16.11.161
2e Yasbek, P. (2004): ' The business case for frm-level work-life balance policies: a review of the l¡terature' Available at
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6.2.2 Recruitment

With regard to recruitment, offering opportunities for MWP enables employers to draw from a
wider proportion of the workforce. A2014 study conducted by Regus indicated thalT2o/o oÍ
senior workers surveyed believed that having a flexible working policy could help attract top
talent.3o Employers in the focus groups mentioned that new employees now had greater
expectations around flexible working arrangements, and often measured employers' MWP
opportunities against those offered by parallel companies. For example, one business spoke of
how they had recently lost an employee to a competitor who was more willing to offer flexible
hours. However, the survey provides a slightly confounding picture, as only 12 out of the 76
businesses (16%) thought that MWP had the capacity to attract a wider. variety of staff. This
suggests that either the impact of MWP on recruitment is not widely known or that businesses
do think it has an impact. Given the evidence provided by the desk research and the focus
groups, it is posited that it is the former.

6.2.3 Staff retention

Retaining good staff has a significant economic benefit given the high cost and disruption that
staff leaving can cause. Analysis carried out by Oxford Economics found that on average, the
cost to employers of replacing a single member of staff is more than Ê30,000. The two main
factors making up this cost are:

r Logistical costs of recruitinQ and absorbing a new employee.

¡ The period of reduced productivity while new staff takes time to reach peak effectiveness.3l

Stakeholders were also in agreement that enabling staff to work more flexibly led to the
retention of valued employees. As a stakeholder from a Chamber of Commerce commented,
'the more flexibility you offer, the more likely you are to be able to retain your staff'. ln addition,
stakeholders from small businesses stated it was financially unsustainable to provide large pay
increases regularly but that offering greater flexibility was a way they were able to retain good
staff. This is supported by research conducted by ACAS which suggested that offering MWP
increased staff loyalty to the business.32 Staff retention was also identified by businesses as a
benefit in the online survey. 20 businesses (26%) highlighted staff retention as a positive
outcome of MWP. This was the second most frequently citied benefit from survey respondents.

6.2.4 Reduction of overheads

MWP and agile working practices were considered to provide cost savings and reduce
overheads. The Royal Society for the Encouragement of Arts, Manufactures and Commerce
(RSA) estimates that the introduction of remote working could save up Ê650 per employee on
an annual basis.33 This was also identified as a benefit in the South Wales focus group in the
strategic interviews but not in the survey. Only nine respondents (12%)identified reduction of
overheads as a positive benefit. This also suggests that the impact of MWP on overheads
needs to be more broadly advertised to the business community.

30 Regus (2013)'Catch me if you can: Flexible working a key strategy ¡n attraclìng and keeping top employees.'
h!tBllp.¡,e-ss,reg,qq-com1,!{ì!1sd:s1ê!e9ls!aff:retetü_o]n:aepqrLæ19 [Accessed 16.1 I .16]

3' Oxford Economics (2014): 'The cost of Brain Drain. Understanding the Financial lmpacl of Staff Turnover February 2014'
h1lpsrZr¡¡¡¡ry,p¡lo,rd-e¡-o1lsuø,.cq¡¡úry:e¡fprdp.rste.ct ]204283 tAccessed 16.1 1.161

3'z ACAS (2015): 'Flexible working and workiife balance' hl!ø4uru0ry-açaqsç.uldrne!ialpdl4lmlEle¡tþle=-tryll|¡lng:ald:yçiK:ljfp-[a]a¡ _e,p_dj

lAccessed 16.11.161
33 RSA (2013): 'The Flex Factor: realising the value of flexible working' h'[Bs://¡¡44¡sJhersa.orddjsssvelB!þ!çali-oru:a¡d-

Ar.tiçl-q,91!:,ep.o_rtslth,9:!.q"x:f_aç,tsr:rçalçilg:tbe-:val_u,ç,çf:,flç,xþl,e:wSrli¡-q [Accessed 16.1 1 .16]
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6.2.5 Absenteeism

Research indicates that MWP has a positive impact on reducing absenteeism. Given that the
most common reasons cited for staff absence include stress induced illness and caring
responsibilities, flexible working offers opportunities to circumvent these.34 For example, BT,
which operates one of the largest flexible working practices in Europe, has observed a 630/o

reduction in absenteeism amongst flexible workers.35 This is supported by evidence from the
focus groups, participants identified reduced absenteeism as a benefit of MWP, recognising that
it permitted staff to maintain their caring responsibilities without having to take time off work.

6.3 Benefits to employees

6.3.1 Work-lifebalance

MWP have a positive impact on work-life balance. A number of research siudies have indicated
that a more agile and flexible work environment enables a better home life, improved personal
relationships and better health. 36 ln one study, 90% of employees noted the positive
consequences of MWP in the workforce. 37 Work-life balance was the MWP employee benefit
most commonly cited by survey respondents. 30 out of 76 respondents (39%) identified this as
a benefit.

6.3.2 Meeting the demands of caring responsibilities-

Although MWP have a positive impact on the entire workforce MWP are regarded by
stakeholders as extremely valuable for those with caring responsibilities. Studies suggest that
they are particularly beneficial for women, who continue to play a disproportionate role in
childcare and domestic labour. 38 This was highlighted in both focus groups and by strategic
interviewers as a positive benefit of MWP.

For example, one interviewee from a small business in the construction industry stated that their
company offers a flexible 6 hour working day. This includes flexible start and finish times,
enabling parents (and in particular women with children) to start from 9.15am and finish at 3pm.
ln their experience, this flexibility had proved to be extremely effective in attracting women to
construction, resulting in 70o/o of females and 30% males engaging on site. The stakeholder
concluded that enabling staff to work flexible hours opened up the pool of potential employees,
and attracted the best talent to the construction industry. Moreover, they àre currently placing
50% females and 50% males into apprenticeships, higher level roles and into the trade, and
since launching, have up skilled over 4,500 young people and community members.

3a ACAS (20'15):'Manag¡ng absence. Available at: bttB/roaçes.Slq.Uk¡¡deX.aCeúArtj9,leiil=j159_8 lAccessed 16.11.16]
35 Department for Business, lnnovation and Skills (2012); The Fourth Work-Life Balance Employee Survey

su¡¿çtædf [Accessed 16.1 1.16]
3ô Department for Business, lnnovation and Skills (2012): The Fourth Work-Life Balance Employee Survey

https://www.gov.uUgovernmenuuploads/system/uploads/attachmenLdaê1fi1e132153112-p151-fourth-worklifebalance-employee-
suNey.pdf [Accessed 16.1 1.16]

37 Department for Business, lnnovation and Skills (2012): The Fourth Work-Life Balance Employee
Surveyhttps:i/www.gov.uklgovernmenUuploads/system/uploads/attachmenLdata/file/321 53/ t 2-p1 51 -fourth-work-life-balance-
employêe-survey.pdf þccessed I 6. I 1.1 6I

38 lnstitute of Public Policy Research (2014):'Women and Flexible Working' h'tpjlrq1111V.tpp"¡,qSlpqÞL¡ç31iqfLs/'¿onCn:eld-.ll9Xjþ!e:WSf!US_-
rqìp!:o.,Vlng:fe!lqle:e]!lplo_yfLeJILsqtqo,mq.,s,:i[-e_urAp,p lAccessed 16.1 1.161
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6.4 Wider impacts

6.4.1 Address the skills shortage

A recent survey by CBI indicated that 39% of UK firms are currently experiencing difficulties in

recruiting workers with advanced technical science, technology, engineering and maths
(STEM) skills.3e Research suggests that offering MWP can be a decisive factor in addressing
the skills shortages in certain sectors, such as energy and the environment and lCT, by
removing certain barriers and encouraging more women to enter these sectors.

Attracting more women into these sectors can have broader economic benefits: for example a
2013 survey bythe European Commission suggested that if women held equal numbers of jobs
in the ICT sector, then the European GDP could be boosted by € 9 billion annually.a0 ln addition,
a repo¡t in 2016 by the McKinsey Global lnstitute stated that'the UK gender gap in work has the
potential to create an extra Ê150 billion on top of business-as-usual GDP forecasts in 2025, and
could translate into 840,000 additional female employees. ln this scenario, every one of the
United Kingdom's 12 regions has the potentialto gain 5-8 percent in GDP'.a1

However, there was a mixed view from stakeholders participating in this research as to how far
MWP can go to address the skills shortage. Whilst the broad consensus from the strategic
interviews was that MWP could help address this issue, the focus group participants were split.
Generally speaking, participants felt that MWP could help address the skills shortage; however
there were dissenters who felt MWP could not address the skills shortage because the
implementation of MWP was ill-suited to the profession in the first place.

6.4.2 Carbon and congestion savings

Some participants from the strategic interviews and focus groups felt that working from home
and flexi-time offers carbon and congestion savings. ln addition, 10 respondents (13%)to the
online survey made comments regarding the cost and time of commuting being reduced, or
even eliminated, as a result of working from home or remote working. As one respondent
highlighted, working from home "reduces fhe sfress often found by enforcing the typical I to 5
pattern, which often means the added sfress of rush hour traffic".

The carbon and congestion savings that can be derived from modern working practices aligns
with the wider policy context in Wales where the Welsh Government has promoted the reduction
of carbon emissions and taken steps to ensure that procurement delivers environment, social
and economic benefits. This is evidenced through legislation such as The Environment (Wales)
Act 2016 and the Wales Procurement Policy Statement. a2

30 The Chartered lnstitute for lT (2013) Iackling lhe lT sk¡lls shortaqe' .büplÁryw,[cs.sfdcsjlt-e¡llqqlW_,eþDsci5l573 lAccessed
16.1 1.161

'0 'Women active in the ICT sedof , European Commission, 2013. Ava¡lable at: ,[ttp:i¿e_qlepA.edfqB.tdplesr-fCle_qSç_]l_j1-3:905,_enlfut

[Aceesed 16.11.16]
ri McKinsey Global lnitiative (2016)'The power or parity, advancing women's equalily in the united Kingdom.'

lrtlpll¡¡¡&.mckr¡-s-ey¡p-n&!ob-al:lheD€-s,¡ry-o, men:In-alte-y'ltre,:pewqr-al-Bgrily:adya!çi¡g:wenen!:Qqu-qllty-i!]:tb-e:u¡r19üKndden
lAccessed 16.1 1.161

r2 The Welsh Government has stated that The Environment (Wales) Act 2016 will help accelerate emission reductions and move to a
clean economy and low carbon society. For more information, see
bjlp:i-hov¡ryCþltAplcd9ny1¡qInel¡t_c=o,UAlf¿s_þ-9t]¡matectr¿rryel9¡¡is_sþld?Atg,=,e1 . lAccessed 16.11.16] For more information on
the Wales Procurement Policy Statement please see
htp-]lls..o.y,Jvale_çldq._çÞ,lpfpltpgi\jvilrneLqw-alç_9prq,clrJCr!qrtlpo_l!qy-s_tqle(I.ì-e!!?015V-'l.pdJlAccessed 16.11.16]
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6.5 Challenges of ¡mplementing modern working practices

Despite the growing prevalence of MWP in the workplace, it has generated some challenges for
em ployers and em ployees.

6.5.1 Resistantattitudes

Although companies are often keen to articulate their MWP policies, stakeholders indicated a
certain reticence amongst some managers to implement the practices. As one Chamber of
Commerce representative commente d, 'having a flexible working policy doesn't necessarily
mean that individual bosses understand it in practice.' Some managers want to continue the
traditional five day working week, and there are discrepancies between different managers'
approaches to MWP. ln addition, some negative attitudes and misconceptions still surround the
idea of working from home. This was articulated at both focus groups and during the strategic
interviews, with one stakeholder from a large energy firm suggesting that there was still an
impression lhat'working from home equates to watching TV'.

lnterviewees from the energy and environment and financial and professional services sectors
considered MWP to be a generational issue. They were of the opinion that more established
businesses seemed less likely to adopt MWP as they may not have been so apparent when the
business was first created. This thereby suggests an issue of organisations adapting to
changing norms and values in society. As one interviewee from a medium sized energy firm
suggested, 'organisations with a young work population and younger managers tend to be more
aglle'. Start-ups in the ICT sector were regarded by some stakeholders as being more flexible
than established businesses.

6.5.2 Difficulty in communicating

During the strategic interviews and the focus groups, businesses made reference to staff
communication and how this can be jeopardised due to MWP. The hours and days that
employees work can vary. Consequently, staff may be hard to contact. This issue is likely to be
worse in the parts of Wales where there are poorer communication infrastructures (i.e. lack of
Wi-Fi and mobile phone connections). They concluded that this can not only be detrimental to
the individuals' ability to work, but also the wider team who are reliant on communicating with
them.

6.5.3 Loss of team atmosphere

The working environment, social interaction and understanding the organisation's culture and
ethos are all key elements of an individual's working day.

Stakeholders from all sectors were concerned that remote working could lead to staff isolation.
For example, one small professional services business owner stated , 'if someone works
remotely, they miss out on the interaction you get in an office environment. Lots of bonding in a
team which can't be done when they're not there physically.' Similarly, the lack of staff
interaction and team support was the most commonly cited potential negative impact for staff;
14 out of 76 respondents (18%) mentioned this issue. One respondent made reference to the
lack of conversations with employees, which could lead to employees feeling isolated as well as
not up to speed with workplace matters.

Businesses from the focus groups also felt that loyalty to the employer could be affected
because employees may not have strong personal ties to the business.
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6.5.4 Risk of overworking

Concerns were also expressed that MWP and the ability to work remotely could lead to over-
working and ultimately staff burnout. lt was felt by some stakeholders that the increasing use of
technology, such as smartphones or tablet computers, can place a greater onus on employees
to work outside of office hours.

Working independentl¡¡ and balancing many different tasks can become more stressful for staff
where there are no structures or limitations on working hours.

There were calls for restrictions to be put in place regarding excessive out-of-office working
hours, as employers noted that employees required suitable downtime to ensure physical and
mental wellbeing. These concerns were primarily voiced by those in the financial and
professional services and the ICT sector.

6.5.5 Suitability of part time work

Some businesses engaged with the research were uncomfortable with job-sharing and part{ime
work. An industry representative felt that construction businesses were disinclined to emplby
part time workers, as there was a sense that successful project completion required staff
employed on a full five day working week. One respondent from the construction sector stated
"site based / front line operations rely on tong shifts and would need high number of staff to
maintain the tevetof superursr'on needed". This was the most frequently citied challenge in the
survey, 17 respondents (22o/o) stated that issues with work patterns and requiring staff at certain
times was a negative impact of MWP.

There was also a sentiment from some businesses that job-sharing and part-time working
brought about additional costs for employers in terms of handover, inductions, and training.

6.5.6 Clientexpectations

Stakeholders raised the point that flexible hours outside of the traditional working week do not

always align with the working hours of clients and that this can cause challenges with
communication and service delivery. This was thought to be particularly prevalent in the ICT and
professional services industries, where customers are increasingly demanding and have an

expectation of an instant response. There was a sense from businesses in the focus groups that
clients increasingly value personal interaction in business, which could be lost through remote
working.

ln addition, some stakeholders suggested that MWP can lead to the perception amongst clients
that staff members are available for contact outside of regular office hours via email or website
chat options (see section 6'5.4).

6.5.7 lnfrastructure

Communication and infrastructure in Wales were also mentioned as challenges for remote
working, since this form of working was more reliant on phone and broadband connection. Many
parts of Wales currently experience limited mobile signal and slow internet speeds, and as one
stakeholder noted, 'unless they can roll out [fast broadband] across Wales we're relying on a
sysfem that might not be there."
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7 Effective implementation

This chapter sets out suggestions for effective implementation of MWP, as identified by
businesses.

7.1 How to implement effective modern working practices

7.1 .1 Communication and clarity

The majority of stakeholders identified effective communication between employers and
employees as a way to mitigate some of the potential challenges around MWP and enable
positive impacts to be realised. Communication between managers and staff about work load,
expectations and progress of work are all considered crucial. As MWP can often mean that
employees are not in the same space at the same time, communication is vital to ensure that
deadlines are met and the work is done.

Businesses and Chambers of Commerce highlighted practical solutions to ensure that
communication is effective. For example, if staff members are unable to meet together in a
physical location, holding regular conference calls was a credible alternative. Other proposals
were to offer opportunities for networking, having buddy systems to make sure staff members
are connected and to insist on days when all staff are present in the office.

Stakeholders were of the opinion that employees need to become better informed about the
choices available to them. For example, one stakeholder from the recruitment industry felt that if
they were not particularly aware of flexible working practices, then it was doubtful that other
workers would be informed. Greater information was required to ensure that MWP were not
'something people stumbled across'. With regards to the survey results, results only working
was the MWP that the fewest number of respondents were aware of; 33 out of 76 respondents
(43o/o)had never heard of this practice. This implies that the less common forms of MWP need
to be made more visible to organisations in Wales in order for them to be utilised to their full
capacity and thereby benefit as many employees as possible.

7.1.2 Guidelines

Businesses did not believe that a formal policy was needed to implement MWP, this was
especially true of smaller companies. However, there was a consensus that a set of guidelines
should be in place to provide employees and employers with a framework. For example, one
stakeholder remarked lhat'if you're clear from the stañ about flexibility and that the work needs
to be done then you shouldn't have any problems.'

7.1.3 Culture

Challenging traditional perceptions that surround working practices was suggested as an
important way of ensuring that MWP became more widely implemented throughout Wales. One
participant in the research stated there was 'still a stigma'surrounding MWP; another
highlighted lhal'education is key to getting people to understand it and get them out of the mind
set of all staff need to work 9-5.' Survey respondents were of the same opinion. Of the 76
respondents, 67 (88%) felt that changes to the working culture in Wales needed to occur in
order for MWP to be perceived as the norm. This is supported by the strategic interviews and
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focus groups. For example, one stakeholder suggested that currently there was 'a ceftain
neryousness about the effectiveness of part time work; that the staff are nof as committed.'
Another stakeholder felt that there was a perception amongst many organisations that, by
working concentrated hours or a 4 day week, 'you're undermining your own oppoñunities for
career development and wage increases.' ln the construction industry, one stakeholder argued
that a predominance of large international firms in Wales had created a working environment
where long hours were increasingly considered the norm. This style of working was considered
to be detrimental to both staff wellbeing and business output, as 'working longer does not
always equal working smarter'.

7 ,1.4 Leadership

Stakeholders suggested that effective leadership and good management practices can ensure
that MWP are implemented successfully. For example, managing workloads, not sending work
emails after hours and checking in regularly with staff were all identified as important. Out of the
76 respondents, 12 (16%) thought that inore efficient management was needed in order for
MWP to be successfully implemented. As one respondent explained, organisations can feel as
though they 'heed better management, more training and new techniques for management" in

order for MWP to work. Another stakeholder from a medium energy company commented 'ff's

about managing work load rather than managing working practices.'

Evidence from the focus groups concurs with the survey responses. Businesses at the focus
groups felt that unless MWP was promoted and encouraged by senior leaders, it was unlikely to
bècome more prevalent. ln addition, focus groups reported that line managers and directors
needed to fully understand the benefit of MWP in order for its benefits to be fully realised.

7.2 Supporting and enabling employers to implement rnodern working
practices

7.2.1 Articulating the business case

Organisations need to be sure of the business case for MWP. This was a key finding from the
engagement activities, with one stakeholder remarking 'if there rs a busrness case, business u¡l/
follow because their competitors willdo so.'

Businesses agreed that in today's highly competitive market, it was imperative to differentiate
their organisation from others. Businesses disagreed as to whether the implementation of MWP
can help to differentiate from the competition. For example, whilst one stakeholder commented
Ihal'good practrbe rb knowing your environment, innovating and developing your working
culture' another remarked that MWP will'have lÌttle impact in helping me differentiate'.

7.2.2 Case studies

Providing staff with examples of MWPs in other businesses and sharing good practice case
studies was considered a way to encourage the uptake of MWP by businesses.

Stakeholders thoúght that providing positive case studies would enable managers to know the
options available to staff and the benefits MWP would bring to employers. These case studies
could be arranged by company size, with categories for small, medium and large enterprises, as
well as by sector. One representative from a Chamber of Commerce suggested that for the
case studies to be beneficial, businesses must regard the case studies as relevant to them:
'showing a manufacturer how an office benefits from flexible working won't work because they'll
say 'well that won't wotrk here'. As one stakeholder from a utilities company commented, 'Í's.
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about making sure the audiénce perceives that.MWP is something they could do, not something
that happens'elsewhere".

7.2.3 Knowledge sharing and networking

Stakeholders identified business lobby organisations, trade bodies and third sector
organisations as potential enablers to facilitate knowledge sharing through networking events.
This is because businesses can discuss MWP in conjunction with other issues and use the time
to network effectively. Such organisations can play an important role in encouragiñg the uptake
of MWP.

Further to this, those stakeholders who had had previous interaction with Chwarae Teg
considered it to be an extremely useful resource of information on MWP. For example, one
stakeholder from a medium sized energy company commented 'l learnt a lot from [Chwarae
Tegl networking about things like Agile Nation and things aimed at women'.

7.2.4 Tailored practical support

Businesses felt that projects such as Agile Nation 2 should continue to tailor their support.
Bespoke planning and management services are effective in helping businesses implement
MWP.

ln addition, there was a particular need highlighted for SMEs. large organisations have the
resourcés and capacity to implement MWP, but small businesses tend to find this much harder
One stakeholder from a small business cited that SMEs required greater support to develop
their own guidelines on MWP, particularly since the legislation on MWP included 'complicated
legaljargon which can make it hard to understand'. Similarly, of the 19 (25%) survey
respondents that did wish to receive such support, 15 were micro, small or medium in size.
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8 Gonclus¡on

The aims of this research were to:

* ldentify perceptions and approaches to MWP.

r ldentify the value and impacts of MWP.

* ldentify new ways of working.

* Develop a ¡oadmap for the future.

This section provides an overview of the key findings, segmented according to the aims abeve
The research will contribute to the growing body of literature of MWP, and be used by
businesses, policy makers and Government to understand how the Welsh economy of the
future can fully incorporate MWP.

8.1 Conelusion

8.1 .1 Perceptions and approaches to modern working practices

Businesses tell us that flexible working and working from home are the most commonly cited
examples of MWP whilst'newer' MWP such as results only working (ROWE) are not widely
underslood or implemented by businesses.

Crucial to the approach to MWP is the size and sector of a business.

Small businesses are more likely to:

¡ Assess flexible working requests on a case-by-case basis.

* Have guidelines for MWP rather than a formal policy.

* Have fewer options for varied working due to staff capacity

ln comparison, Iarge businesses are more likely to:

* Have a formal policy on modern working in place.

* Have greater technological resources to facilitate agile working.

c Have greater options of MWP available to staff.

The sector a business belongs to is also an important variable. lf a business belongs to a sector
where site visits are commonplace, such as construction and energy and the environment, they
are more likely to:

o View part time or remote working as inappropriate for their business.

¡ Have fewer examples of MWP being implemented.

e Consequently believe that MWPs overall are not generally suited to their sector.
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ln comparison, sectors where almost all of the work, is conducted in an office environment, such
as the ICT or financial and professional services industries, are more likely to:

¡ Utilise remote working for their staff.

c ldentify and recognise the benefits of MWP.

* State that cultural barriers, such as expectations of employers and clients with regards long
working days in the office, are the main obstacles for MWP to be "business as usual".

8.1 .2 Value and impacts of modern working practices

The literature review identified a number of positive impacts on businesses, employees and the
wider economy. ln summary, these are:

37

Table 9: Benefits of.modern working practices

Employer Employee Wider

o Stafi satisfaction
. Staff productivity

. Recruitment
¡ Staff retention
r Reduction of overheads
. Absenteeism

r Work-life balance
r Meeling the demands of caring

responsibilities

. Addressing lhe skills shortage
¡ Carbon and congestion savings

The businesses engaged in the primary research of this study also recognised the value of
MWP and the impact they can have on their organisation, their staff and the wider economy.
Staff productivity and a greater work-life balance were the most commonly cited benefits of
MWP by businesses. ln comparison, the reduction of overheads and the benefits to employees
in meeting the demands of caring responsibilities were less recognised.

Overall, the wider benefits of MWP were less likely to be recognised by businesses, perhaps as
these benefits will not immediately or directly impact on them.

ln order to increase the uptake of MWP, organisations need to further engage with businesses
to:

a. increase understanding of MWP practices and how they can be beneficial
b. provide practical support to businesses in implementing MWP, and
c. focus on employer and employee benefits to persuade businesses of the benefits of
MWP:

This support will be particularly important to SMEs that lack the staff capacity and resources of
larger businesses.

This research sets out the baseline of understanding of MWP, amalgamating the evidence of
impacts of MWP and setting out practical steps for further rollout of MWP. These next steps can
help to ensure that MWP become the norm across Wales.

8.1.3 ldentify new ways of working

Through the engagement activities, businesses did not identify any new ways of working not
identified in the literature review: ln fact, engagement demonstrated a lack of understanding of
the full breadth of MWP. Familiarity with MWP is confined to a small selection of MWP such as
flexitime, part time working and working from home. Going forward, education and engagement
with businesses about the full range of MWP may help to increase uptake.

368692 | 1 | 2 | 23 November2016



Mott MacDonald I Research into perceptions of modem working practices

8.1 .4 Develop a roadmap

The following chapter provides a roadmap to businesses seekinþ to implement and improve
their modern working practices. The mitigations to the challenges of MWP outlined in chapter
six has been supplemented with desk research of best practice. This has created five broad
themes to enable businesses to move forward with MWP. These themes are:

r Clarity, communication and culture

r Leading by example

r Equality of access and opportunities

r Enablinginfrastructure

r Continuous improvement

38
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I Roadmap

Clarity, communication
and culture

A clear policy or set of guidelines for rnoclern rnorking prôctices v,;ill ensure tilê slistðñ is
trãnsparent, conslstent and fair" This helps staff understand The opt¡ons available io them
anC assisls mãnâgers in dealing with i'equests for flexible urorkinE ancl lrelps set out ths
comm itrne¡rl tow€Ìr"cis chanþing the trãd¡tionai workplace cu ltu re.

Ensure thåt:

ff There is a written poliry or set of gu¡del¡nes to help guide stâff
ônd managers in ¡mplementing modern work¡ng pract¡ces.

g Policies and approâches ðre tôilored appropriately to the sector
in wh¡ch you operate, the size of your workforce and your
geograph¡cal location.

g Pol¡cies and appro€ches are commun¡cated to all staff so thôt
the system is perceived ¡s open and fa¡r.

M Mðn€gers uhderstand how to ðdhere to the gu¡delines and âre
prèpâred to implement them in ã conslstent way.

g A culture of lrust and respect ¡s fostered w¡thin the team.

g 
il:ï:iîor-¡ns 

pract¡ces are understood ând âccepted within

Do this b!r:

@ UnOe.tat ing consultation ând engagement with staff to
undèrsland the¡r needs.

(6) Undertaking consultat¡on and engâgement w¡th managers and

- leôders to understând the¡r requirements and cl¡ent expectat¡ons.

@ neuie*ing geograph¡cat and sêctoral l¡mitâtions and
opportunit¡es and make sure gu¡delines ðre based on what is
prâctical for your business circumstances.

@
@

Providing train¡ng on implementing the policies.

Ensuring the pol¡c¡es are widely communicated ¡nternôlly. w¡th
any exemptions (e.9. bôsed on health ând sãfety, cl¡ent or
¡nduslry requirementsl cleôrly slðted. Dissemìnate the pol¡cy to
new stðrters and make ðvailable during the recruitmbnt procets.

@ Communlcating with the teôm about how they can request
flexible work¡ng and what w¡lt be expected of them.

Conc¡der:

@ D¡ffêleñt modtrn rcrk¡f,g pråcllses wlll be relevânt fd @ Running a 'p¡lol' of modern workiñg prâctic€s withín onè
d¡fferent businêsÉë tnd orgånlsstioÍr, lt is imÞortant to put jn teðm or sêrvíc€ ¡s araâ. This could help to rÕn out pctent¡al
ptace gu;deiines which work for your business, ñðnðgers ancl chðllengçs ând demtnstràte â þusiñess cãse fiôr wider roilÕut.
stôff preparôlory work rs tequired to get this r¡ghl 

O cultur€ and behävioural change doesnt håppen overnight.
@ Business and slatf ne€ds changê. As such rl v4ll be necessôry but even small chônges can mðke ð difference.

llfi';i#:;:ii:äi:.äiï 
Þra.ìce su,uer nes io rnâirrain 

o to':T"rllyl:esses: there nrêv Þe rÊwer opportu¡rìties ror
vãried working pôtternr due to staff cap,ìcity. Where this is the

@ WttatmoOe-$rork¡ngprâcticegðresuitâblefory(,ur cðsecloðrcommuñicat¡onsandtrênspðr€ntarounddecis¡on
employees. Mult¡ drsciplrnàry o¡gônrsðt¡ons ñðy need tÐ include cljleria cðrr ñelp to âvoid negatÍve rêôctiÕns.
sector.spec¡f rc pÕlic¡es.

368692 | 1 | 2 | 23 November2016



Mott MecDonald I Research into perceptions of modern working practices rO

Leading by example

#t

[ffective ieadership ìs critical to ensuring a consistent and appropriate approach to mcCe rn

working practices. Leaclership is required to provide support ìû mðìnagers, raise âwclr*oÊsS
.: nd ensue impleme ntation challençes ôre overcom€.

i

t
.t

ù

Ensurethaf Dothis by:

M Leaders and managers understand tne @ Delivering presentations on the case for
benefits of modern work¡ng practices. - modern working practices h¡ghlight¡ng the

M rn"r" is buy:in and support fror" l^o-1tive-¡mpâcts' 
Provide signposting on

sentor teõqers. resources available e.g. employer support

g;";;."on*.","comm¡tmênr il::::i":liffi;1iìå?ffi|iälå,"..
to implement¡ng modern working actual depos¡tory for resources.
practices and apply pol¡cies . 

" 
@ Encouraoino mare and female leaders to

cons¡stently across the worktorce. -"'-: -" "
V speak positively ôbout modern working
ur Managers are provided with the prôctices, promote the benefìts and act as

chance to share concerns openly, this ^ case stud¡es for how to work in ô flexible
will help to identify real challenges anC I way.
possible solutions.

@

Prôviding a ûômed contðct or'champion'
for modern work¡ng practices.

Ensuring modern work¡ng practices ôre on
the leadersh¡p êgenda.

@ Provicting tra¡ning ðnd education on
measuring sTaff by outputs and achieving
agreed outcomes râther than on

.presenteeism or long hours.

@ Having feedback sess¡ons and being
open to feedback from managefs on
MWR addressìng any concerns ðnd
offering opportunities to adjust ând
change working pract¡ces ¡n response to
identified challenges.

@ Êncourag¡ng manâgers to âddress stâff
challenges and concerns promptly and
directly to avert negâtive percept¡ons.

0 ensuring training ¡ncludes the need to
consider modern working practices êt
strðtegic and teôm level so thât here âre
alwáys suffìcient resources to deliver and
meet cl¡ent demands.

Consider:

0 trtere may in¡tially negðtive
perceptions of flexibility from senior
leðdership and manågement. lt is
important to think whôt approaches
w¡ll work best for your orgônisation.

0 Early planning can provide some
opportunities to flex working pãtterns
whilst retaining suff¡cient resources-
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Equality of access and
opportunities

-4

Ensure that:

M Stut¡ ur. connected and engaged
regardless of where they are working.

ff feams côn collaborate ênd work
together regardless ofwhere they are
work¡ng.

ffi Employees feel that modern working
practices are applied fâirly to all
members of staff.

M Performance is assessed by look¡ng at
outcomes not hours worked.

ffi eeopte are treated as individuals with
indiv¡duâl needs-

M Stuff *ho utilise modern working
prâct¡ces are not portrâyed ês less
ambitious.

Do this by:

@ Creating networking opportunit¡es
and buddy systems to ensure staff feel
connected.

@ eringing together all teâm members for
work and soc¡al funcÌ¡ons.

@ tut"intuining regular communicôt¡on w¡th
'check ¡ns' on remote workers.

@ Uaving one regulardaywhen everyone is
in the offìce.

@ Making sure meetings ôre organised to
mêx¡m¡se partic¡patìon by all ônd structured
to get the most out of valuaþle team t¡me.

@ Uting technology. Share calendars so
everyone knows where team members are.
Prov¡de remote workers w¡th ð laptop with
remote intranet access.

@ Ma*ing modern working practices an
opt¡on for every team membef. Follow the
policy to ensure consistency ¡s applied in
decision-making, explðin¡ng how and why
decisions are made.

@ Have regular, mândatory 1:1s with stôff
work¡ng ¡n ¡i flexible or ag¡le fêsh¡on to
discuss the¡r progress and development.
Feedback to staff about whether they are
achieving their goâls.

g ln¡tìating teåm discussions around modern
work¡ng practices. Encourage everyone to
think how working flexibly could improve
the¡r productiv¡ty.

Atl staff need to feel that they have an equâl rppCIrtunity to work in a more flexible and
ag¡ie wõìy ând this should be buiil into the modern wCIrking practíces guide línes. Siniilarly
staff need to feel vôlued and supported regardless of lheír working pattern or location, with
peí-formðnce mõnãÇed cn outcomes.

t

Consider:

@ RewarOing outcomer thât were met becåu3e of
modern working prðctices. For example ¡f a deadl¡ne
is met because stðff were w¡lling to swap around their
works and work longer one week in order to meet the
required deadline. Showcase the successful case study to
demonstråte how it works in your team.

@ Sor. r.y need mqre supervision than others. Th¡s ¡s not
because they côn bê trusted less; they may be undertaking
ð new task or working on ð new cl¡elll necess¡tôting more
guidancs. Or they mây nêed advice on how to make action
flexible working ¡n practice.
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Enabling
infrastructure

Availabilily of supporting systems and technoloçiy are key enablers for flexible working

Ensure that
M ¡ltt"ar mêmbers have access to relevant documents

regardless of locat¡on.

M Tne use oftechnotogy ¡s ut¡t¡secl to stay in contôct w¡th
colleaoues and ootentiallv also clients.

M o,, ,,ui ur. uble to and .orto.t"ot" ,"¡tn using new technology

g. and software.

lnformalion security risks âssoc¡ðted with remote working ând

E, cloud serv¡ces âre monitored and m¡tigated^

Where poss¡ble staff are provided with a laptop ônd remote
int.anet access so they cân access all the¡r emails and liles as ¡f

ffi they were in the office.

Efforts are undertaken within the office to ¡ntroduce changes to
enable staff to vvork in a more agile fash¡on.

Do th¡s bS

@ ut¡'¡r,ng team shared dr¡ves and other onl¡ne collaboration tools.

@ uri,,.ing r","conferenc¡ng ând instant messaging software to
connect w¡th colleagues in other locations.

@ on"r¡ng training and upsk¡ll¡ng tor workers less comfortable w¡th

(ô us¡ng new technology.

- Undertaking informatlon security âudits to eosure that softwâre

^ ðnd documents ôre secure. Use l¡rewall software to ¡mprove
(S) internet security.

Selting out cleâr guidel¡nes on approprìate remote working for

@ example ensur¡ng that when stôff arê working remotely they only
undertðke confidential work in pf¡vate spaces.

Undertaking ô review of the physical offìce environment to
explore opportunities to work away from a set desk e.g. consider
¡niroducing hot desks ðlongs¡de a clear hot desking policy for
staff work¡ng away from the¡r base location,

Consider:

@ ls your nusiness locâtÊd in remote areôs or areas ld¡th
l¡mited broãdbând? This may affect which modern work¡ng
practices ðre su¡têble. Fo¡ exðmple ¡f remote workíng is not
currently possible, look at opportunit¡ês for staff to hâve
llexibil¡ly ¡n hours worked instead.

Cà Remote equipment ând more flex¡ble working patterns
- could lead to ân implicit expectat¡oñ about workiñg outside

of office hours. lt ¡s worth introduc¡ng or re¡nforcing €xist¡ng
guidelìnes around ðcceptêble working hours ¿rnd encourâging
stðff to 'switch off' work phones snd laptops outside of
work¡ñg hours so thât they are nol over!ì/ork¡¡ìg-

@ ln *rn" r"ctors trrstomers are increasingly expêct¡ng
instant responses lrorn businesses. The use of lâptops and
remote working hðs the polential to create a rlefception
that stâff ôre ãva¡lâble fôr clients to coñtôct outside of
regular office hÕurs v¡a ema¡l or website chðt ôptions-
Managing cìient expectations ðnd cleðr guideliûe9 (îrouncl
availabil¡ty õnd workrng hours ãre l¡kêly to be ðn ¡mportðnt
considerðt¡on to prevent thig potent¡ãl issue.

O For smaller businesses: lf budget tor lðptops is ðn issue
teanì lôprops can also b€ shared or prioritised bðsed on
need.

O For smaller businesses: where it ¡s not feôs¡ble to keep the
off¡celbusiness fac¡lities open for longer cons¡der mak¡ng
grêâter uSe of workìng from home ãnd remote working.
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Continuous
improvement

Monitorìnç and eve luating your efforts to inrplemenî rnodÊrn wcrking practìces can heip lc
demonstrate positive impôcts and icjentify ¡:otentiai âreãs of inrpr"overnent

Ensure that:

M youl. bus¡ness cons¡ders undertak¡ng
an evaluation of the impacts of modern
working prâct¡ces through monitoring
of recruitment, retention, staff
wellbeing, and staff d¡versity.

Do this b¡r:

@ Using the most appropriate ¡ndicators for your bus.iness to mon¡tor impact:

. Track employee take-up of flexible
work options

. Monitor leave usage - type of leave
taken, leôve patterns and level of
unscheduled absences

. Turnover-the level ofemployee
turnover, reasons for leaving ôs
presented in exit survey and reduced
costs - part¡culârly for h¡gher-level or
more experience employees leaving

. lncreased level of employee
commitment, motivôt¡on and job
sat¡sfact¡on th rough employee
feedback surveys

Return rates from môternity or shared
pêfental leave, duration of service
after relurn from maternity or shared
parenlal lêave

Greater workforce diversity monitored
through the workforce profile

Éecogn¡t¡on as a preferred employêr
- attracting quality appl¡cants for
positions: the number of âpplicants
for positions that met the level of
knowledge and skills in the position
descript¡on; number of enquiries for

@ Monitoring these ¡ndicators by sub groups such as age, gender, or '
sen¡or¡ty will more clearly idenl¡fy any potential work-life balance issues
and areas for future focus and improvement.

câpachy to undertake å full evaluat¡on or monitoring exercise
con$lder âdminlster¡ng ô short'pulse' survey 1o âll stàff on lheir
views, exp€riences and opin¡ons modern working practices to
ident¡fy impacts and changes requ¡red in the future.

@ xote tfrat soñe of th€ identified impacts ðssoc¡ôted w¡th
modern working prâctices might be loñgef t€rn añd
real¡sed over a long time frañe. This should be cons¡dered
when evaluôting sav¡ngs âgainsl invêstment over a shorl
term per¡od.

@ SrnatterOuslnesses: lfyour business does not hâve the

Considen
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B. Online survey

8.1 Survey methodology

The online survey of Welsh businesses was undertaken from 19 August 2015 to 19 September
2016.

The survey was initially coded so that respondents had to say they worked in one of the nine
priority sectors to continue. However, this yielded a number of respondents who did not identify
with one of the priority sectors and therefore did not answer the following questions. On 8
September the survey was adapted so tha( respondents who did not check one of the nine
priority sectors were able to'answer the rest of the survey. ln total, the survey had 139
respondents. Of those 139 respondents, 76 respondents answered further thán the first
question on úhich sector they belonged to.

The survey was available in both English and Welsh.

8.2 Copy of survey
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Plças6 select langüagplDewisrvch hith:

I engttsn

fj Cyrnraeg

Thank you for participating in our sun€y. Your answers will proride us with valuable insight
¡nto todays workplace ar¡d opporlunilþs for the future of modern work¡ng pract¡ces in

Wales.

This su*ey witl take around 10 minules lo complete.

How will my responsês bo prolected?

Your rêsponses to the questionnaire willbe trsated confidênlially.

Responses and cornmentswill be oolþcted, aggregated and reported anonyr*ously. No
irdividuals will be identifiable or tleir commenls atlributable wilhin published rcsearch

outputs.

TlÞ informal¡on collected wilf trelp uncorúer ttre benelils of and barriers to the
implementalíon of modem working pracl¡ces (lncludíng fþxible working) in Wales.

Where this icon 0 appears, horrer wer this 10 see a definition to assisl you in compleling
lhis suruey.

ïo what sector doas your busiræsdorganisalion belong?
(Please fid< one bouc onlyl

{-} n*var¡cea male.lal¡ ând manutåclurlrq

{; eraeg¡ 6n, lÞ ecvlronn€nl

i.]i rooc ano tarmtng

{) tntomauon and commsn¡cåtlon tsehnofogþs {tcï)

'J CreaWe lndrstrles

i] Lile scÞnces

S ro*rrr*n

Q Consruabn

Íj f hanclåJ and profes6ìonsl sgrvixs

{} Nor"otlheabo/e

51

C[nn¡arae
Tegaú

Chwarae Teg: Online sunrey
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Vot¡ så¡d rhar you ruofl(åd vvithin üe {Qt} cector - ll ¡,ou would like to apeclfy which
ptrt ol thls eclor you wólk ln, pbâr. do so ln the r€*t box below:
(Pbase write in hlo*l

\¡Íhich æctor do you werk in?
(Please lidr me bax onÍyl

Q e,*ueeclor

ot Pllvaþ 3ê{*or

TÌ¡¡fdrvo&¡ntqry sdor

What oÞe ls your buaineedorganisation?

O m"ro (1-9 omployeos)

Q smlqro+eemptoyees)

O r'r.ob* (5ê249 o.rptqpes)

C r-"rS. (250+ enpby6€8)

llVhat b your joþ rale?
{Frsaso tdr one box on$1

Q ruman resouicee

O onr." ma¡ìsgor

Q auøneocovrrrr

Q OurerlPoasegpecr¡

Aùrr (please rytfyl
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Which area aflÊ yo¡r primarily based in?
(Please dick and seledyaur aÍëa on the map Þ;low]

.+.
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1

a

Key

'l ) lsle o{ Anglesey

2) Gwynêdd

3i Conwy

4) D6nbêtgh*h¡re

9i FlÍntåhire

ôiWrexham

7) Fowys

8) MonmouthBh¡re

9) Êlaenau Gwant

10) Torfaen

1 1) Nèwport

12) Caerphilly

13) Crrdiñ

14) Mcrthyl ïytlfl

15) Rhondda Cyon Taf

16)Valc of Glamorgan

17) Bridoeñd

18) Neath Port Tâlþot

19) S./úån8€s

20) Gamarthenshiæ

21) Pèmbrokêrhi¡6

22) Ceredigion
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lloes your buairne*organiaation have other baeeg outside ol thir locatlon?
(Piease M< øe bx onlyl

$ ves

OHq

Which area/e atr these ollÞr bûü¡¡ locabd wlthin?
(Plaase did< and *ted the øræs on lltn map fulaq you may srled. søre than ane areal
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Koy

1) lolc of Aôgbrcy

2) Gçyncd{t

3) Conwy

,l) Dcnbclghrhha

SlFl¡0t|hiß

6)Wlc$um

7) Po|ry¡

8)Monmoutlr¡hlr9

9) Blecneu Gwcnt

10)Torfacn

1 l) Nürport

12)CâEr9h¡lly

f 3) C.rdifi

t,t) Mcdhyl Tytlfil

15) Rho¡dd¡ Cyon lof

f 6)Valcof Glemorgrn

t7) Bddgend

18) Ncr& Port ïdbot

18) Swinra¡

20)Crmcrthon¡ñir

21) Pombrglatlri¡r

22)Corldiebn

Underslandinq of modern worklno Þractlc€s

Modern work¡ng prscllcås ls an umbrella term used lo descrlbe wsys ol tyorking
whleh are different lo lhe convontlonal lull time n¡ne-to-tive, five days a weok

worklng pattarn.

For eaeh ol the following typæ ol rnode¡n wo¡king pmcticæ, pÞaee tick the relevant
box to describe your awüemss ol thece:
(Please lidc æe box only g raøl

rJ"HiH lH* *ffiTffi ,i["l r trrG ÍGrç. t¡üd or
ol lt b.l¡O r¡¡ad kflH ot ft Þ&lg ¡xüd üb pr!âüoa

Pad-tríÞg Û O *
Fþrrlf'pe Õ {) {}
compreosedhoure g .t Ct 0
Arvuatþe<ttrou¡slD t O Õ
Term-rrnnworrurge o c o
slructuredtmeoftntnuO O * Ü
ca¡sorbraake Õ * t
JoÞehsingg t ü ü
Varlsd-hoursvrorftlng or lkm barú<lng {t f} ç¡o
rotoeodrqo Õ l) t
uoulewøkrçe Õ Ü *
wortrr{tromrrormg Õ * C)

Flosutls.onty wofilrB I C Lì C

of modern work lces
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You indicaed that you a¡s hmiliar whh the folloving typee of modem working
practices.

To wlrat exteni, ¡l åny, üe tho6ê currently uaed within your qrgani¡ation?
{Pþase lÍdç æe bax only pr ravl

r*.b tÎ|åfl
f,ld.{l!r.' nú. f¡ Qrtrll' fldburd ærrÞt¡Ët ThlrlrrurlT -oiloôtolôt.il rðd!' r¡..d¡t ü.

ffi ffi ffiro'tto'ürnH!,H
orgtñLtüon ól¡3rbdloñ orgü1¡r{þñ orlmhdloû o¡g]tlrdhi:

Pan.ume9 O O O O O
Fþxnrrse Õ ç} t C O
composoedhowseOOOOO
Annuess'dnu,¡s0OAOOO
ram-tnpwo*rrsO C O C Û Õ
StncturedtkneotllnþuO O O O O C
careerb,"ahSÕOOOt
æustranrsO O O O O C
vatlectdouts¡VorklrBort¡tnâÞsnH¡gûOtOO

rotce*rs9 C O O O O
tihbrewodrtnsOOOOCO
wo*tqtmmtonæO O C O O O
Reoun*onNw*rçe O O O C O

Pleeee provlde lunher dota¡ls on rlhich sect¡ons ol your workforce ure EË¡¡llqÊ.
[erßi¡s-:
lPbasewriløin åelowl

Plecse p:ovlde further dntails on wh¡ch iectlons of your uor*foroe use EþÅil¡[L
ssE¡ls¿
(Pleasewritein belw)

Ploase provide lurther detallE o¡ which gectiona ol your workforce uce $ggpgg¡l
hot¡¡c:
(Please write in belovll

56
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PLalo provlô fistlrr drûdh on whåsh roctaom d ¡u¡rçor*fore tn Alg¡]bgl
hou¡t:
(Plesrrwtte ¡nåciorøi

Pleæo provldr flnth¡r dltr¡lr ffi whþh recllonr of fo¡n wod¡folr¡ r¡¡a T¡ñqt|nìl
lstE¡(Plwwrite inMoù

Plroro prwUr ft¡nh.r Õþ¡b en whtclr ¡ectlon¡ of your wor*forcc urô S¡ÉgEg|.
IE¡Ílo,[$s
lPEase ñtòi¡üdlütt

Ploa* pnvldr f¡üüer det¡lh sr whfch ..orlffir of your rorlifoacs ur $E¡¡þ¡þ
(Plææt*trilatnårloill

þ60 prcrldr furtl*r detall¡ on wftlc$ rrrtidr¡ af yo,¡ruod¡lor¡e ur¡ &l¡[¡¡l¡g¡
(Pþp¡æwrite inüd,ml

Phalr pavldr ft¡?tur ôtdlc sr rhþft æctlom ol youruorlclorw tlle !trþ*¡$&t@
(Pþsse wtlr.lnåflow,

Hm prwldr lwf¡¡¡ *tatlr orr which rectlon¡ of yourrorthcc rË. l&¡lstlnq¡
íftuef,rlr/¡ð,ntutur¡

Pl*ro provldr furú* detrilr on wldol¡ crctlonr ol yur*odtúom lrle t¡Ub-
I¡ül¡$
(PIæewíteinàrlØ

Pho prrvlde tryñe. d.tdb sr whblr reatlonr ol your*ortforc u¡¡ Uf¡f¡tm.t¡U.fnr¡
lPftriæwrÍte in NæÒ
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368692 | I | 2 | 23 November20l6
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Pber provHr furåe¡ d¡ull¡ oa *hlch .cctloñ of your werkforcr ute &,glû&nü,
worhbu:
(Plüse wrtþinåplotll

Docr yolr orgrnlrdon llrù. r ütr'r!.ÍU ø eornpcny golþ ln ph* m lmpLm.fi
nodnrnwod¡lng grcder?
(Pb¡!eûdr ne tut ontyl

O rot

58

o
o

l,¡c

oilI |ffiü

lhtey.ou noeftt¡d üy ¡upponþ lnprmyourpoltoht on mo&mwotlng
p¡rcdær?
(Prr¡se ûd( omürlr o¡tll

On.
O xo.¡,1 lrrn hßre¡bd h rocdrrhg 3r¡ppon

$ xo, af t'm ml ¡lsrèsþg kl neolvhg sry sÐpût

Plerle provldo drtrll¡ ol tho npport you hm ncelrd:
lPþæe rçiteinôd,olvl

Phue provldr ôrrilr d uy mppoñ yau wor¡H be lnt¡n*¡d ln ncrhdng:
{Pbæwritoin Nwl

tþw ¡pproprk, d not, doyoutlrlnk th¡ lollewlng typm of prdæ¡ an bryorr
*sþf?
(Pbrs.ück uwå¿uutD

âF.Ð.b
blÍdyh

ðffÌG¡al¡Yür
?fm9llt

o
o
CI

o

Id
tlût

.ml!,l¡:.-{
o
Õ
o
Õ

Pa*.u¡r¡ l}
Pnrn¡nc 3
Cooprecrcotrore 13

emu¡nae rp,r¡ 3

^¡$!Fddr 
üdrr¡l çro¡¡*ooo

ÕCIo
CI00ooo

and môdefn
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&rnÞltnoíortdng O O
Sn$frmd&rsoltlnbu |3 O
CsoerHþale O
JoÞ,rr|rlrg |l o
3llô('**.*artfiþbd¡dng o
l¡ddss*hg e O
t¡oþüe*o{ldr4 |l Õ
woldngtromrnrno ¡ O
ãâ&.fi&orttrrøldr¡g 19 O

Pt aa. prw¡de furtier dEteil¡:.
lPlæse wftefnfulotrl

59

o
O
CI

o
o
o
o
Õ
o

o
ö
0
o
o
0
o
Õ
o

o
o
O
Õ
o
Õ
ó
O
t

o
a
o
Õ
0
o
o
ö
Õ

Canyou ldcatlfy aq¡ pol¡ntid porlliyr lmpretr af rnodom $orldüg prrÊtker&
¡s¡u¡¡¡¡û?
lPkse wrttp.ih

Canyan ltntity sny pot ntf6l potlrlve lmper¡ of modrra *ortln¡ practlcdrlÊL
3,trdgl¡rr?
(PÆsâwritc in Drlowì-
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Gm you ld¡ntífy arry pdent¡d n¡fr&s lmprdr ol modccn'*orkûp Prútlo¡t s.
BN¡W?
(l¡kage wrttetnùglotll

Gsr you ld.rrl¡tt rqt paentN t*gsvr hpcør of r,pdrrn *orh¡qf prectlml &
molon¡e?

i4ffiin¡nætort't

Bryord your org*riimtlfr, hor wlderpncd &yot¡ ûlnt mdorn *o¡tlnû prtotþ.¡
ælnìlåbr?
(Phase H< ane bax onMl

fi uoeen woru¡ prr{c¡. ¡ro coffindfþâr h liwþ¡

60

o
Õ
Õ

Osrhn f¡et of ttroûm mtife 9ffi8 tß sllfiorËe hurab¡
UsOcrn w*¡A pasûsæ ee nol coßnonglne *t ltt¡þs
DooI l0ior

Orrcnll, doyoutñlnkthr modrmwclttng practkm æ tdt¡tbb to th¡ W*lrh
bu¡lno*r rnvhorutnm?
(PlonrrH<Wtuerúyprwl

r*üû *ff rdrdrúf å-r¡,r-
Erdros¡ssOSÕO
s@sOOOO
ThervltslæommyOOOÕ

li your rrl¡ry, wM clungnr would be lt¡¡¡l¡ld ¡o eñabb tlSlF to becotx thr norn ln
l{rþa ¡rd ryecfñe¡ltf the -ctor pu *otl h?
(P&eürt.Cl,}g/.anrÌ,

bUt* W¡otryôl*
chqrrgpsþudltFtg{Nñrre n Û
Clrergre rrüunùtnfrecæe n Ü
eåangpsloônployð,.oxprfifoñs n ü
N*rs n ü
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Plrs* p?ofir ftndpr dr¡¡ih;
Vlacrcwìte ia

Do yor¡ lnn my furlhcr ooilmntr orr moürn noddng F &. lnl{hþr?
(Plæe wltetnâelotvl

Wa wsuH be gråþtül hr an oppodwrls to dþcu* w{tlr }u¡ ycn¡r porcry$wn of modêrn
ry.qrklng pnctæs h moto &p,ür. tlllewlll be conductlng focue gro.pa wÍûr h¡slnEe$oglrffii
dlfierent sectq¡ udthln tha n$tt rîonth.

t{ouH you bc wfllng to b. contrûbd to bhe prñ ln r foanr group to dircu¡¡ l.r¡t
w¡md ln thir qrrtbnmlrc?
(fr¡se dck oetuon$l

6t

Qru
O¡o

tf Yoe, pbræ Fovld. ür followk¡g donltr;
(frt*e wlll anly b weld E tln ø.rp d ænMng yu rqrüng ørrttripüon in a fun
g.oup')

rlurtlrne¡

tÈrdin
Orglr$rüdtt
gnd¡å.fi|b¿:

Pi¡r¡rfåmà¡r

yor¡ 8[¡fÌ/9Y' ûn ræalclr hex¡ees
8êCtOrþ o{rüngd ln ofp r ønnontsornouþ IHtg

cglffi FremePsrott
t0 spoek â

fnoarñd lhâ roserch el
f r¡næe.pcnott@mo&îac.oom.

To send

y$, or to
rpêãkb a Francss P¡rdt et

dþk fi6'Submtf ¡unon
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