Atypical working practices in
the East Midlands

A report prepared for emda

Experian

September 2007

This work, with the exception of logos, photographs and images and any other content

marked with a separate copyright notice, is licensed under a Creative Commons Attribution
2.0 UK: England & Wales License

The use of logos in the work is licensed for use only on non-derivative copies.
Under this licence you are free to copy this work and to make derivative works as long as you
give the original author credit.

The copyright is owned by Nottingham Trent University.

This document forms part of the emda Knowledge Bank

\/l/\

east midlands
development ageficy


http://creativecommons.org/licenses/by/2.0/uk

3. 3:Experian-

’ A world of insight

Atypical working practices Iin
the East Midlands

EMDA

September 2007




For and on behalf of Experian

Approved by:

Position:

Date:

Melanie Lansbury

Associate Director

5" September 2007

oy

v

UKAS

QUALITY
MANAGEMENT

005




Atypical working practices in the East Midlands

September 2007

Contents
L o To [T T 1 1
EXE@CULIVE SUMMAIY ....coiiiiieiitti it r e e e s n e e n e e s e an e e nnnnnns 2
1.1 Benefits and costs of flexible WOrking............c.uoi i 2
1.2 Measuring flexible WOIKING ........couuiiiiiiie e e e e e e e e e s eareeeas 3
1.3 Profiling flexible WOIKEIS ........cc. e e e e e e e e s e s abe e e e e 3
1.4 Estimating the contribution of flexible WOrking............cceiiiiiiiiii e 3
2 What is atypical WOIKIiNG? .......cceiiiiiiiiieiiririisscccssere s r s s ssssr e e s s e ss s sssnn e s e e s ss s s smn e e e e e sas s snnnnnenessnsnnnnnens 4
3 Benefits of atypical WOrKing........ccccuiiiimiiiii e 5
3.1 EMPIOYEr DENEFIES ... ... 5
3.2 The benefits t0 INAIVIAUAIS .......oouiiiii e e 9
4 Adverse effects of atypical WOrKing ........coooooimiiii e 12
41 10T 0] (o) g oo ) SRR 12
4.2 INAIVIAUAI COSES ...ttt reas 13
5 Measuring atypical WOIKEIS ........cuuueuiueumuiuinieeeenneinnnneennnnnennnnnnnnnsnsnsnnsnnnnnnsnsnsnsnsnsnnnsnnnsnsnsnsnsnnnnnassnsnes 15
51 Estimates of atypiCal WOTKETS ........uiiiiie e e 15
5.2 International COMPATISONS ........coiiiiiiiii e 17
6 Profiling atypical WOTKErS..........coi i s s s e s 18
6.1 the demographics Of HOMEWOTKETS ........ccooiiiiiiiiii e 18
6.2 Homeworkers by qUalifiCations ..........coouuiiiiiiiii e 19
6.3 Atypical working by industrial SECIOr...........coovii i 20
6.4 Atypical working by OCCUPALION ........coviiiiiiiiiicceee e 21
6.5 Atypical workers and the knowledge €CONOMY ...........ooiiiiiiiiiii i 22
6.6 Location of atypical working in the East Midlands ............coccoieiiiiie e 22
7 The future of teleworking in the East Midlands...........ccccoroiiiiiiiiinncier e 29
71 €-1eChnOlOgy At NOME .. ...ttt e e e e e e e 29
7.2 €-tECNNO0IOGY @ WOTK ...t e e 30
8 Estimating the number of employers operating flexible working practices ............ccccccceerrnne. 32
9 Estimating the contribution of atypical working to the East Midlands economy............ccccvuuee 34
9.1 Defining atypiCal WOTKEIS. ........o ittt e e e et e e e e e e et re e e e e e e s anaeaens 34
9.2 Estimating GVA from atypical WOrKiNg..........coioeiiiiiiiiiiiee et 34
9.3 Indicative estimates using other atypical definitions ............cccooooii i 35
10 Case StUAIES......ceeiiir i ————— 36
10.1 Summary of case study fINAINGS........uiiiiii e 36
10.2  Patchwork CommuniCationNs LEd ..........ooiiiiiiiiiiiii e 36
10.3  Monkie Design and Brand ConSUItANES .........ccuiiiiiiiiiiiiiie e 38
10.4  WoOrd ASSOCIALION LEA.....ccoiiiiiiiiii e 39
10.5  BrItiISN TEIECOM ...ttt ettt ae e 40
L0 T T=To= o1 (o] S PP O PP U PR OPR PP 42
10.7  Cignet and the Teleworking ASSOCIAtIoN. ..........uiiiiiiiieiiiee e 43
10.8 4 1= 3 =1 PP 45
10.9  Cisco Systems — Homeshoring Project ............oo e 47
10.10 LINAUM GROUP . eeeeeee ettt ettt e e e ettt e e e e e e s te et e e e e e e s e nnaseeaaaaeaaannnsneeaaaeaannes 48
10.11 WWOIK GIOD@I ...ttt ettt ettt e bt e te e et e e s reeeeneeesnneeseeenee 49
1 Concluding COMMENES .....coiiiieiriiie e 50

Appendix A: Bibliography
Appendix B: Methodological note
Appendix C: About us, quality systems and project management



Atypical working practices in the East Midlands

Introduction

This report details the findings of research undertaken by Experian on behalf of the East
Midlands Development Agency (EMDA). The aim of this research was to examine the extent
and nature of atypical working in the East Midlands region. In particular the way in which these
forms of work are likely to encourage employment and economic development in remote rural
areas, and more generally, promote social inclusion.

The work has been designed to feed into EMDA’s wider Regional Economic Strategy to
support their vision of a flourishing region. In particular to develop higher level skills, support
business growth and innovation, and promote inclusive communities in attractive places.

The project work has been undertaken in a number of phases:

1.

Nk Wb

Literature research on the benefits and adverse effects of atypical working for both the
employer and individuals

Defining and measuring the extent of atypical working in the regions

Profiling atypical workers in the East Midlands

The future of atypical working

Estimating the number of employers offering flexible working practices

Estimating the contribution atypical working makes to the East Midlands economy
Case studies

For further information on the research and comments on the report please contact Melanie
Lansbury (melanie.lansbury@uk.experian.com).
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Executive Summary

The interest in flexible working over recent years has largely been concerned with
understanding the extent to which technology has, and will, enable us to work more remotely
from a central office, either for all or part of our working week. This report, therefore
concentrates on this aspect of atypical or flexible working.

1.1

BENEFITS AND COSTS OF FLEXIBLE WORKING

The existing literature and our own case studies reveal a number of benefits of flexible
working to both the employer and individual.
Employer benefits

o Reductions in office space requirements

o Reduced need for business travel

o Improved ease of recruitment and higher retention of staff

o Lower absenteeism

o Productivity gains — flexible workers often work longer hours and with fewer
distractions

o Using flexible workers, employers can often offer an improved service to
customers

Individual benefits
o Improved work/life balance
o Reduced commuting
o Individuals can learn new skills
o Increased self-esteem and reduced stress

o New opportunities to work for the previously excluded

The literature also identifies a number of potential adverse impacts for both employers
and individuals. However, our case studies have shown that these can often be
overcome through introducing clear guidelines and procedures and through adopting
new ways of management.
Employer costs

o Technological costs

o Reduced supervision and the need for improved communication

o Security risks
Individual costs

o Isolation

o May damage career prospects

o Health and safety at home
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o Longer hours and the blurring of leisure and work time

MEASURING FLEXIBLE WORKING

Using the Labour Force Survey, this report examines three definitions of flexible
workers:

o Definition 1: Work from home, in the same grounds or buildings as home, or
using home as a base.

o Definition 2: Work from home, or use it as a work base and use both telephone
and computer to work and could not work without telephone and computer.

o Definition 3: Working from home, or use it as a work base, use both telephone
and computer to work, and could not work without a telephone or computer and
are not self employed.

Using these, flexible working accounts for between 4 and 11 per cent of the East
Midlands workforce. These shares are slightly lower than the national average.

The number of flexible workers has grown rapidly over recent years, both nationally
and regionally. In the East Midlands, the number of flexible workers increased by
between 11 and 41 per cent (depending on the de finition used) over the period 2003-06,
compared to an average growth in employment of 3 per cent. In particular, possibly
reflecting catch-up in terms of broadband connectivity in the East Midlands, growth in
definitions 2 and 3 (IT enabled) atypical working in the East Midlands has exceeded
national average growth.

Larger employers are more likely to offer flexible working to their employees. We
estimate that in the East Midlands there are a total of 48,000 firms, employing one or
more staff, operating flexible working (30 per cent of the total). At the national level we
estimate there are 609,000 ‘flexible’ firms (26 per cent of the total).

PROFILING FLEXIBLE WORKERS

Flexible workers are:
o More likely to be male than female

o More likely to be educated to a higher level than the average worker,
particularly NVQ Level 4 and above

o More likely to be aged between 35 and 54 years

o More likely to work in the service sector, particularly Financial and business
services and Other (mainly public) services

o More likely to be employed in a managerial, professional or technical role

o More likely to be located in rural Local Authority Districts (LADs) than urban
local authorities in the East Midlands

ESTIMATING THE CONTRIBUTION OF FLEXIBLE WORKING

We estimate that income associated with flexible working contributes between 5 and 12
per cent of GVA in the East Midlands economy.
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2 What is atypical working?

The term ‘atypical worker’ suggests a very fluid definition, indeed what is understood by a
‘typical worker’? Do we mean people working typical hours, say nine to five, or do we mean
people working in a typical work location, an office or a factory? Or does it refer to people of a
typical working age or status?

It is true that if we apply all the above definitions we have seen an increase in so-called
‘atypical’ workers. Globalisation and the shift towards a 24/7 society has meant that in order to
remain competitive many businesses have had to extend their hours of business, with fewer
workers now working a traditional nine to five day. Furthermore, as people remain healthier for
longer and the population ages, people are increasingly working till later in life — a factor that
has recently been further compounded by increasing concern for future pension provision.

The interest in flexible working over recent years has largely been concerned with
understanding the extent to which technology has, and will, enable us to work more remotely
(i.e. away from the office), either for all or part of our working week. Consequently, for the
purposes of understanding changes in working patterns as a result of new technology, the most
important strand of literature concerned with atypical working focuses on the location of work.
This concerns work undertaken outside a central office location, which has become possible
because of advances in electronic communications. A typology of this kind of atypical worker is
offered below:

Travelling workers: people who spend a much greater than average part of their working lives
moving between different locations, possibly to the extent that they have no real office “home”.
Examples of such workers include some full-time sales representatives, or field engineers. They
use mobile communication technology to stay in touch with the rest of their organisation.

Campus workers: people who work principally within their host organisation but frequently at
several different sites. Many senior staff at large employers fall into this category.

Teleworkers: people who work from home for one day or more per week and spend the rest of
the time at the central office location and are enabled to do so by communication technologies.'

Self-employed teleworkers: Teleworkers who are self-employed, using the potential of cheap
telecommunications and broadband to run their own businesses from home.

Old-style homeworkers: People who do all their work from home in occupations which do not
require the use of information technology, for example craft or carpentry.

Day extenders: people who use electronic communication devices to extend their working day.
For example checking emails in the evening after work, or using travelling time to catch up on
routine duties. This is effectively the use of modern technology to augment rather than supplant
typical patterns of working. For some employers, this kind of working is now the norm,
especially for senior employees.

" The Department for Trade and Industry (DTI), in conjunction with the CBI, TUC and CEEP UK, has
published guidance on teleworking (2003). This states that the essential feature of teleworking is ‘the use
of information and communications technologies to enable remote working from the office’.
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3 Benefits of atypical working

31 EMPLOYER BENEFITS
3.11 Reductions in office space requirements

Evidence from those firms who have initiated flexiworking practices suggests that there are
significant cost savings to be had through both decreasing the ratio of desks to employees and
improving the efficient use of floor space.

With an increasing number of firms introducing ‘hot-desking’ or desk sharing there is a plethora
of evidence available. One example comes from the ‘2 roof” programme implemented at the
DTI (Morgan, 2007, OGC, 2006). Prior to 2003, it had been estimated that there was a 40 per
cent under-utilisation of space at the DTI’s London offices. However, by 2006 it had
consolidated its six London offices down to two, moved from a desk:employee ratio of 1:1 to
1:1.25 and introduced open plan offices for all (including the Directors General). The one-off
cost of this change was £30m but the savings have been estimated at £16m annually. Other
evidence comes from:

o BA, where the introduction of flexiworking in 2002, resulted in an estimated saving of
20 per cent on its property costs in its first two years of operation (Computer Weekly,
2004)

e Prudential, where the move to desk:staff ratios as high as 1:2.5 in some departments of
their Paddington offices has resulted in cost savings of £450,000

e The Environment Agency, where the introduction of flexible working practices has led
to £1m of savings (Advanced Workplace Associates, 20006, British Council for Offices,
2006)

Of course the potential cost savings depend critically on where firms are located. Indeed, the
Lyons report in 2004 estimated inner-London accommodation costs per employee at over
£11,000, whilst with lower rents in regional centres such as Birmingham, the costs were
estimated at £5-6,000 per person (Lyons, 2004).

In general, the adoption of teleworking has been greater in the private sector than in the public
sector (Kable, 2006). We would suggest that this largely reflect the fact that in the private sector
firms are much more reactive to changes which can influence productivity and profitability.
However, with increased scrutiny on the public purse, the sector is now waking up to the
benefits of flexiworking. Watkinson’s (2007) study of local government has suggested
considerable potential space savings are achievable. As demonstrated in figure 3.1, through
maximising the potential of flexible working, firms could make space/desk savings of up to 72
per cent for field staff, 36 per cent for office staff and 24 per cent for managers (Watkinson,
2007).
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Figure 3.1: Potential space and desk savings in local government

Managers (%) Office staff (%) Field staff (%)
i 0,

Ma)_(lmum % of staff yvho could work 80 60 90
flexibly some of the time

o o
M|n.|mum % of staff vyho could work 30 30 60
flexibly some of the time

H H 0,

Of ’Fhose WQrklng fle?(lbly the average % 30 60 80
of time not in the office
Maximum potential space/desk saving 24 36 72
Minimum potential space/desk saving 9 18 48

Source: Perfecting a Flexible Working Culture, 2007

It is also worth noting that the benefits of reducing office space requirements potentially accrue
not only to the company that reduces its need for office space but also to other businesses which
may benefit from lower real estate prices caused by a reduction in competitors’ demand for
office space. However, the precise extent of this is difficult to measure given the many other
factors involved in determining office rents.

3.1.2 Reduction in the need for travel and environmental benefits

There is some evidence to suggest that the introduction of flexible working practices can result
in significant savings in costs through the reduced need for business travel. These can be both
direct cost savings (the cost of the travel itself) and indirect cost savings (employees’ time, and
often senior employees’ time wasted whilst travelling). The majority of businesses are small and
most of these do all their business with clients within a fifty mile radius, meaning that business
travel is not a major expense (Federation of Small Businesses). However, despite this, research
by the College of Estate Management suggests that businesses can save thousands of pounds
every time a face-to-face meeting is replaced by a teleconference (Dabson et al, 2006). Further
evidence of this comes from the Trading Standards department in Hertfordshire County Council
which saw work travel reduced by 10 per cent following the introduction of flexible working
techniques (Project Nomad case studies, 2006).

Indeed, improved bandwidth, wireless networks and the increasing use of voice-over internet
protocol (VoIP), have meant that technology has now effectively caught up with the ideals of a
‘virtual office’. However, despite this, for many businesses it seems likely that the need for at
least some face-to-face communication will remain for some time. Research by the Future
Foundation (2005) stressed the need to actually meet clients and colleagues, with one expert
interviewee stating: ‘to really get to know people and build relationships we need to be with
them at least some of the time’.

3.1.3 Recruitment and retention

Replacing members of staff is costly for businesses. When an employee leaves, the business
incurs costs searching for a replacement, the cost of training and costs in terms of lost efficiency
while the new employee becomes familiar with his or her role. The importance of staff retention
has been highlighted by recent research for Manpower (2007). This showed that 72 per cent of
UK employers thought staff retention was an issue for them, while 35 per cent of employers
thought it was their single most pressing HR problem.

Evidence suggests that embracing flexi-working can allow businesses to retain staff. A survey
of members of the Amalgamated Electrical and Engineering Union (AEEU), commissioned by
the Joseph Rowntree Foundation, found that women whose employers allowed them to work
flexibly were more committed to their employer than those who did not practise flexi-working
(Houston and Walmsley, 2003). And evidence from employers who benefited from the DTI’s
Work-Life Balance Challenge fund, also suggested improved retention and recruitment — one
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firm, Advantage, reported that the incidence of people leaving had more than halved in less than
three years (DTIL, 2004).

Evidence from the Sustel research (2004), suggests that the impact of flexible working on
retention and recruitment is positive across Europe. Whilst the evidence was less clear cut than
those examples cited above, there was a significant minority who claimed that teleworking was
an important factor in their decision to join and/or stay with an organisation.

Presumably, better retention of flexiworkers is related to the fact that many have chosen
flexiworking, particularly since the 2003 law giving employees the right to request flexible
working practices. Consequently these workers feel more content with their work/life balance
and also feel more valued by their employers. This is an area we look into in more detail in
section 4.2.1.

314 Absenteeism

According to a BBC poll, 40 million working days were lost to absenteeism in 2004. And of
these it is estimated that a significant share were not the result of employees being ill to the
extent of being unable to perform their duties — 41 per cent of survey respondents claimed to
have at taken least sometime off sick when they were not seriously ill. Consequently,
absenteeism represents a cost to firms not only in the lost working day of the employee
concerned but also in the smooth running of the firm.

One of the main causes of non-illness absenteeism is time off to care for family members or to
attend to non-work activities (e.g. waiting for tradesmen), and consequently flexible working
can help employees overcome the need for absenteeism. Indeed, research by Atkinson (2007)
has suggested that teleworking can lead to a fall in absences of 0.8 days per person per year.

Looking at more specific cases reported in research by the DTI (2004) shows that following the
introduction of flexible working, BAe systems’ absenteeism rate fell by 10 per cent with stress
related absenteeism down 15 per cent. In another case, an SME reported that absenteeism fell
from a base of 18 to 12 days per employee following the adoption of flexiworking. And
internationally a similar pattern can be found — the Sustel research found that of 30 employers
who practised teleworking across Europe, 12 had experienced reduced absenteeism, with one
German company reporting that the average number of days lost due to illness fell by two days
after the introduction of teleworking practices (James, 2004). Anecdotal evidence from
Patchwork (a business case study for this project, see section 8.1 for more details) suggests that
reductions in absenteeism can be even more marked.

In addition, flexiworking can also partly insure employers against time lost due to major
transport disruptions, thus allowing companies to maintain continuity of service for customers.
Indeed, the Sustel research showed that in the UK both BAA and BT found that around 72 per
cent of staff were able to continue working even if prevented from reaching their intended work
location.

3.1.5 Longer hours and productivity gains

There is some evidence to suggest that a switch to teleworking makes employees work longer
hours as homeworkers start work at the same time as they would begin their normal morning
commute. Evidence from the Sustel research showed that of the teleworking respondents a
minimum of 34 per cent found themselves working more in the evenings, at least 15 per cent
found themselves working more at weekends and at least 42 per cent reported starting work
earlier in the mornings than they had previously. However, in the majority of cases, increased
working hours were mainly less than one hour a day on average. Therefore, flexible working
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changed the working day pattern rather than dramatically changing the actual number of hours
worked.

An advantage that accrues from this extension of office hours is that teleworking can allow
employers to staff their ‘virtual offices’ for longer than they could staff a regular nine-to-five
office. For example some BMW project workers in Bavaria are able to start work earlier than
their colleagues who commute into offices. This increases the overlap of the German working
day with the working day of BMW staff working in the USA and Asia by up to 30 per cent.
Internal BMW figures suggest this has led to a productivity improvement of 16 per cent for
tasks where this kind of international cooperation is necessary (James, 2006).

3.1.6 Concentration and productivity gains

One of the most important productivity effects of teleworking is the way in which employees
working away from the office are freed from the distractions of an office environment and are
thus able to work more effectively on the task in hand. This effect is hard to quantify.
Furthermore, it may be the case that, though the employee is completing the task he/she is
primarily concerned with more efficiently, the removal of interaction with other office workers
needed to achieve this efficiency has a negative knock-on effect on office productivity more
generally.

3.1.7 Changes in management style

Whilst attitudes are changing, the evidence shows that one major barrier to the growth in
teleworking is the reluctance of managers to trust their employees to work from home. Many
companies struggle to measure results and the easiest way of determining whether someone is
doing their job is to measure their hours of work, something that is difficult to do when
employees are working out of the office.

Research by the Future Foundation highlighted the fact that teleworking is largely concentrated
in particular areas of work where results can be measured by output rather than hours,
particularly those in the knowledge economy. Evidence from the LFS also shows that
teleworkers are generally those in mid-life, who have established a level of trust in their
organisation. They also tend to be more highly skilled, and are therefore more likely to be able
to work independently.

However, there is no reason to suggest that teleworking could not extend to younger workers,
perhaps following probation periods and appropriate training, and also to other sectors. Through
improved communication, coordination and business planning, it is possible for managers to
rely less on face-to-face supervision and to devolve more responsibility for the completion of
tasks to individual members of their team.

Furthermore, case study evidence following the DTI’s Work-Life Balance Campaign appears to
indicate that more teleworking, in conjunction with appropriate support from management, can
result in tangible benefits — productivity improvements, improved communication, better
customer service, improved business planning and reputation and better working practices.
Other examples of productivity gains following changes in management practices as a result of
the introduction of teleworking range from the German insurer LVM (James, 2004), to benefits
payment in Yorkshire (Project Nomad case studies, 2006).
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3.2 THE BENEFITS TO INDIVIDUALS
3.2.1 Work/life balance

The way in which people perceive paid employment is undergoing a paradigm shift, from a
relatively homogenous rigid structure evoking the classic ‘nine to five’ blueprint to one that has
enough flexibility to accommodate all hours and all locations (24/7 paradigm).

This transformation has engendered a renewed focus on the role employment plays in the lives
of the workforce, and with it the introduction of new concepts for consideration. Employers are
increasingly beginning to recognise that workers face a broad spectrum of commitments outside
of work; the workforce is ageing, childcare is increasingly expensive and long commutes are
becoming the norm. For businesses and their employees to prosper, these external commitments
must be awarded equal consideration as those in the workplace; one must achieve the proverbial
work/life balance.

Atypical working practices are thought to assist employees in managing their work and non-
work time, and are thus seen as pro-work/life balance. The atypical agenda has evolved from
earlier family-friendly polices that focussed on the needs of working mothers to one that
encompasses all facets of modern life. These changes were formalised in 2003 when the ‘right
to request’ flexible working was introduced for employees (Clarke, 2005). This legislation
aspired to protect the interests of the employee without inducing detrimental effects on
productivity and business competitiveness.

As atypical working becomes the norm in organisations, a wider range of individuals are able to
benefit. The progressively feminised workforce is symptomatic of the introduction of family-
friendly polices, and as a result, the gender divide between those who care for children becomes
ever more nebulous. As Wise (2003) shows atypical working in this instance can be beneficial
in accommodating childcare arrangements, such as shift parenting, which some parents find a
positive experience as they get to spend more time with their children. And as a result, such
flexible working practices can also help to address diversity issues in sectors that exhibit a
significant gender split, for example engineering and IT (DTI, 2004).

Atypical practices also go some way to counterbalancing the long hours culture that exists in
some organisations, whilst still allowing employees to obtain the benefits of a working life;
employment plays a key role in validating self-esteem and identity. However, flexible or
teleworking is not necessarily suited to or beneficial for all employees. Purcell ef al (1999)
found that whilst managerial and clerical workers, especially those with scarce expertise, did
benefit from working flexibly, this was not the same for manual and lower skilled workers, for
whom flexible working meant insecurity and unpredictability rather than a better work/life
balance.

3.2.2 Increased self-esteem and reduced stress

The introduction of a legislative framework for flexible working opened up the organisational
sphere so that people could fit their careers around their lives more comfortably. Aside from
altruistic benefits, businesses profit as employees feel more motivated and valued, with stress
levels reduced as a result. It is interesting to note that employment flexibility correlates with
satisfaction with working arrangements. Purcell ez a/ (1999) found that those staff with more
influence over their hours were happier with the balance between their work and home life.

Employing the concept of flexibility towards working arrangements affords workers a feeling of
control and autonomy. This is thought to empower workers with regard to the power of their
own decisions, which is considered to play an important role in strengthening the psychological
contract between employee and employer. One example where this issue is important is where a
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substantial amount of remote working takes place, such as travelling engineers, who are
required to make diagnostic decisions regularly. In this instance, the value of remote working
should not be considered in terms of the financial return on investment, but rather issues of
morale and productivity, which can be harder to measure, but can lend businesses a vital
competitive edge (Arnott, 2003).

3.2.3 Reduced commuting

When atypical working is conceptualised as working from home, one of the most obvious
benefits for the individual is a reduction in commuting time. The actual benefits of this will
depend on where employees live and work, but on average Arnott (2003) has estimated that an
employee taking advantage of a flexible programme, where staff can work anywhere at anytime,
saves three commuting hours a week, time that is usually split between work and family. The
small proportion of commuters in the East Midlands who travel by rail can also benefit
financially if flexible working allows them to use off-peak fares.

Taken altogether, the impact of flexiworking — either workers spending less time travelling to
the office or shifting the times when they travel to and from work — could have a significant
impact on congestion and the environment. A recent study in Scotland (Derek Halden
Consulting, 2006), estimated that teleworking, fully supported by government initiatives to
make working from home easier, could lead to travel reductions of up to 11 per cent. Additional
research by BT has suggested that increased homeworking has the potential to reduce peak hour
traffic by up to 10 per cent in five years, a saving of 14.5 billion miles a year.

However, the argument may not be so simple. The Future Foundation (2005) claims that
teleworking could lead to ‘re-bound effects’. This could mean that people either use the car
more at home when they are teleworking, or that the need to commute into the office less
encourages an urban-rural migration, and hence a more car-reliant lifestyle. Indeed, teleworking
is already more commonplace in rural areas; 12 per cent of the workforce as opposed to 8.3 per
cent in urban districts outside London (Dwelly, 2006).

Examining these rebound effects more closely, the Sustel research showed that 11-39 per cent
of flexible workers had made special trips for activities previously carried out as part of
commuting. However, these concluded that on balance the environmental rebound effects,
whilst significant, did not negate all the benefits. In the UK, the rebound effects (the additional
travel undertaken as a result of flexible working) were calculated to be around a quarter of the
average reduction in commuting travel.

A related argument, associated with reduced commuting, is that encouraging home-based
working engenders a ‘day time economy’ in places where higher earners usually commute out
in the day (Dwelly, 2006). However, again this may not be quite so simple. Whilst teleworking
undoubtedly saves workers’ time otherwise spent travelling the evidence that they will use this
time networking in the local community is less clear.

3.24 Learning new skills
In addition to acquiring IT skills related to teleworking, the Sustel research highlights the
positive impact flexiworking has on workers’ ‘employability’ skills. These include intangible

competencies such as time-management or the ability to work autonomously.

The Sustel research showed that across Europe, the majority of teleworkers felt that this mode
of working had had a positive impact on their skills.

10
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3.2.5 New opportunities for the previously excluded

The right to request flexible working practices has enabled people who cannot work a traditional
nine-to-five shift potential access to the labour market. Evidence suggests that a large majority
of such people are likely to be those with caring responsibilities for family members, and a large
majority of those are female. A 2005 survey by the DTI showed that requests for flexible
working were more likely from women and the majority were in order to care for dependent
children (Holt and Grainger, 2005). The research also showed that 80 per cent of these requests
were fully or partly accepted. This alludes to the importance many employers place in retaining
the services of experienced female staff after maternity leave.

In addition to working mothers, flexible working also potentially opens up the labour market to
the disabled. The application of information and communications technology in helping
disabled people enter and remain in employment in the UK has received much recent attention,
with particular regard to the nature and extent of national ICT and disability strategy in this area
(Taylor, 2002). The ‘Welfare to work’ approach to active labour market policy has focused on
creating employment opportunities for all, with disadvantaged groups being encouraged to take
up paid work. With an emphasis on enabling home-based independence, the DTI recognises that
access to ICT helps disadvantaged individuals operate effectively in society and can have an
important role to play in addressing social exclusion (Meager, Hill, and Wilson, 2007).
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4 Adverse effects of atypical working

41 EMPLOYER COSTS
411 Technological and real estate costs

There are some costs associated with changing workspaces and technology to accommodate
flexible working and teleworking. However, these costs appear to be small compared with an
employer’s total costs. Furthermore, these costs will only be borne by an employer if that
employer calculates that they will be outweighed by the advantages of the move to flexible
working.

A move towards a flexible working policy is often accompanied by a move towards more
flexible working space inside offices, which requires employers to spend money physically
reconfiguring their office space. However, the extent of the changes necessary and the costs that
might be entailed will vary on a firm-by-firm basis.

Another cost of implementing teleworking is providing employees with the technology to stay
in touch with both their office and with other colleagues. Again these costs are hard to
summarise as they will vary by firm, however, with the usage of mobile technology increasingly
becoming the norm and the reducing cost of computer hardware and communication bandwidth,
the costs of implementing teleworking are becoming less significant.

41.2 Reduced supervision and communication

A flexible, teleworking worker is likely to have less contact time with his immediate colleagues
than a nine-to-five desk based worker. This has two principal consequences for communication
between workers and communication between workers and managers.

The first consequence of teleworking is on the volume of communication undertaken.
Conversation with other individuals on a face-to-face basis is instantaneous and convenient.
Conversation mediated by electronic communication devices, such as video-conferencing,
however easy to use, is less convenient. As a result individuals are less likely to initiate
communication via electronic device than when they are present in person. However, whether
this reduction in the quantity of conversations leads to a reduction in the number of
conversations necessary for work purposes is a moot point.

A second consequence of teleworking on communication relates to the quality of
communication undertaken. Teleworking replaces face-to-face communication with
communication by telephone, videophone and email. However, face-to-face communication has
advantages not shared by these electronic media. Respondents to a survey of businesses in the
Thames Valley felt that face-to-face meetings were important in the following situations
(Dabson et al, 2006):

When one wants to start a business relationship and build trust

When planning is the main goal of the meeting

When addressing decisions that have a huge impact on employees

During a team ‘kick-off’

During negotiations, transactions, or resolving sensitive issues

During monthly meetings, including project meetings and regular meetings of top-level
personnel in the company

AN e e
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In addition there is evidence that managers feel that lack of face-to-face communication makes
contact with flexible workers more formal and less spontaneous. As Birchal (2005) highlights,
there are fewer opportunities to informally gauge how workers feel, there is less opportunity for
team spirit to develop and less opportunity for more senior and experienced team members to
informally share their knowledge.

It is clear that line-managers view face-to-face communication as very important for the success
of their teams. Teleworking and dispersed working must be complemented with face-to-face
contact with both clients and colleagues if it is not to result in real productivity disadvantages.

413 Security risks

Staff working outside the office do not benefit from the physical security of the office
environment. Non-electronic data (principally paper) and valuable hardware may be more
vulnerable to theft or loss outside the office. More importantly the loss of hardware may lead to
losses of electronic data.

The consequences of electronic data loss can be extremely serious for an employer. Electronic
data loss not only occurs through the theft of hardware but also through electronic attack (eg.
viruses, keyloggers, various other types of malware). To some extent this kind of electronic
attack can affect the employers’ computer network regardless of whether individual
workstations are located in a physically secure office or in an employee’s home office space.

In theory, provided an employee’s computer is subject to the same security protocols as the
main office network it can be equally secure from electronic attack inside and outside the office.
However, a PC running to corporate standards of security is severely limited for leisure use and
therefore to maintain a sufficient standard of security the employee may not be able to use his
home PC to access the corporate network. In practice it is probably easier for the IT department
of an employer to maintain information security when all employees’ PCs have a permanent
location in the office. As a result, teleworking increases the organisational resources necessary
to guarantee a secure network.

4.2 INDIVIDUAL COSTS
421 Isolation

The relative scarcity of face-to-face contact with customers, co-workers, and management is a
key difference between atypical working and traditional working practices. The Sustel research
reported that of employees practising teleworking, 38-58 per cent of survey respondents felt
more isolated from work colleagues, with very few feeling less isolated. Further evidence from
Dabson et al (2006) found that face-to-face meetings were deemed to be more important for
internal meeting than external, highlighting the importance of the workplace relationships.

This isolation can lead to feelings of stress since the workplace is an important social forum for
most workers and contact with colleagues is a key way of dealing with workplace stress.
Consequently, guidance on implementing teleworking stresses the importance of good lines of
communication between managers and other colleagues (IOSH, 2006).

A final concern for some teleworkers is security whilst working alone. This may be security

whilst travelling alone, possibly carrying expensive equipment, or concern about what might
happen to you if you are taken ill whilst working from home.
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4.2.2 Career prospects

A related issue is that remote working may have a career impact: workers who are isolated from
senior management and office politics are ‘out of sight, out of mind’ and might be less likely to
benefit from career advancement. Furthermore, there is the issue of confidentiality — it may be
more difficult to hold an on-line conversation in secret, than one face-to-face.

One interviewee, during research by the Future Foundation (2005), stated: ‘If you spend all your
time video-conferencing then you’re the guy who’s going to get stabbed in the back, because all
the deals are done in the corridors — they are never done in the conferences’.

4.2.3 Health and safety at home

The growth in teleworking raises health and safety concerns as organisations that allow
teleworking are still responsible for their employees’ health and safety. Consequently policies
and procedures related to the working environment, equipment used and the maintenance and
electrical safety of equipment, should all be put in place by employers considering teleworking,
in order to ensure hazards are managed effectively (IOSH, 2006).

Some larger organisations have responded to this responsibility by ensuring that the homes of
teleworkers are visited to carry out a health and safety audit. However, for most firms this is
almost impossible to regulate and this can present a disincentive for many organisations,
particularly smaller ones. In practice, therefore, the responsibility of ensuring a home working
environment is safe and ergonomic is devolved to the employee, although again this involves a
degree of trust between the employer and employee.

However, there is no reason prima facie to assume that a lack of employer control over the
workspace environment will mean that standards will fall. If employees have control over their
own working environment they may well use this autonomy to make their environment safer
and more pleasant than their previous office environment.

424 Longer hours and a blurring of leisure and work time

For the individual teleworker, one risk is that work time encroaches into leisure time. Whilst
longer working hours was cited as a benefit to employers, for the individual, this could just
counter any benefits they initially hoped to gain from teleworking, notably a better work/life
balance.

British workers already work some of the longest hours in Europe, and there is the risk that
teleworking could just exacerbate this. In particular, with concern about the impact teleworking
may have on their careers, there may be increased pressure to always be contactable, even
outside reasonable office hours.
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3 Measuring atypical workers

Measuring the number of atypical workers critically depends on the definition used and what
exactly needs to be learnt. In this report the main focus is understanding the importance of
remote working, and in particular people now able to work from home, or outside an office
environment, through the use of technology. In terms of the definitions outlined above, the
principal interest is therefore in teleworkers and homeworkers.

With this in mind, from the currently available sources of information, the Labour Force Survey
(LFS), offers the most statistically robust and comprehensive dataset to investigate this further,
at the national, regional and local levels. This offers questions on both the extent to which
workers work from home and the technological requirement to enable them to do so.

Using the LFS we can look at a number of varying definitions of atypical working, ranging from
the most broad definition to ones that try to specifically target teleworkers (employees who
through the use of technology, can work from home part, or all of the week):

Definition 1: Work from home, in the same grounds or buildings as home, or using home as a
base.

Definition 2: Work from home, or use it as a work base and use both telephone and computer to
work and could not work without telephone and computer.

Definition 3: Working from home, or use it as a work base, use both telephone and computer to
work, and could not work without a telephone or computer and are not self employed.

The idea behind this cascade of definitions is to strip out traditional homeworkers (who do not
require technology to work from home) and the self-employed. However, in terms of the self-
employed, whilst we may not be interested in builders or plumbers, who use their home as a
base and will require at least a telephone, we may be interested in self-employed teleworkers.

5.1 ESTIMATES OF ATYPICAL WORKERS

Based on our four definitions of atypical workers, figure 5.1 below shows estimates from the
LFS for the UK and its regions.

Using our broadest definition (definition 1), the LFS suggests that in 2006 there were 3.5
million workers in the UK who worked mainly in their own home, or in different places using
home as a base. This equated to 12.4 per cent of the British workforce. In the East Midlands the
equivalent number was 220,000 (10.7 per cent of the region’s workforce).

Narrowing the definition to exclude traditional homeworkers who do not require ICT to enable
them to work from home, the numbers decline sharply, to 2.21 million at the national level and
148,000 in the East Midlands.

Further narrowing the definition to exclude all self-employed, the latest statistics show there to

be 1.21 million atypical workers in Britain and 87,000 in the East Midlands, around four per
cent of the total workforce.
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Comparing the proportion of atypical workers in the UK regions shows that the East Midlands
has a relatively low share of flexible working, more akin to the northern regions than those in
the south.

Figure 5.1: Atypical working in the regions
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5.1.1 Growth in atypical working

According to the Labour Force Survey the East Midlands workforce expanded by 3.1 per cent
between spring 2003 and 2006, compared with an expansion of 1.9 per cent in the UK
workforce as a whole (see figure 5.2). However, these figures probably do not reflect the true
rate of workforce expansion as the Labour Force Survey (and other sources of official statistics)
are generally considered to significantly under-estimate worker inflows from the A8 countries
of Eastern Europe from 2004 onwards.

However, the number of people working from home, or using home as a base to work in
different locations (definition 1) has grown substantially faster than the workforce as a whole,
rising by 22 per cent in the UK, and by 11 per cent in the East Midlands.

However, the East Midlands has seen particularly fast growth in IT-enabled teleworking with
the numbers of definition 2 and 3 atypical workers growing by 41 per cent and 35 per cent
respectively. In both cases this represents a rate of increase beyond that seen in the UK as a
whole. These higher growth rates are interesting but given that the proportion of the East
Midlands workforce engaged in definition 1 and definition 2 telework is slightly lower than the
UK average (see figure 5.2) it is not clear whether these rates represent a “catch up period” or
can be sustained over the next few years.
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Figure 5.2: Growth in atypical working UK and the East Midlands (2003-2006)

UK (%) East Midlands (%)
Definition 1 21.5 11.3
Definition 2 34.2 40.9
Definition 3 22.8 35.3
All workers 1.9 3.1

Source: LFS, 2003-2006

5.2 INTERNATIONAL COMPARISONS

BT research suggests that by 2010 more than 50 million Europeans will spend time working
remotely instead of at their usual workplace.

Looking at the incidence of teleworking in the UK compared to France and Germany shows a
higher share of teleworkers in the UK. In part, this may reflect the industrial structure of the
UK, with a higher share of employment in services than in France and Germany. The UK also
has a less regulated labour market which could also affect the flexibility of workers. In 2005,
estimates from the Future Foundation show that 9 per cent of workers in the UK were
teleworkers (working at least one day a week from home using ICT) compared to around 7 per
cent in Germany and 5 per cent in France.

Looking ahead, figure 5.3 shows that the proportion of ICT enabled teleworkers is forecast to
grow, although in the UK the share of teleworkers is predicted to level off at around 16 per cent
of the workforce by 2020. This reflects the fact that not all occupations or individuals are
suitable for teleworking.

Figure 5.3: Percentage of workers working at least one day a week from home using ICT
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6 Profiling atypical workers

This chapter aims to understand the profile of atypical workers in the East Midlands and Great
Britain. Here we examine the sectors in which they work, the jobs they do, their characteristics
and where they live.

6.1 THE DEMOGRAPHICS OF HOMEWORKERS

Looking at the demographics of homeworkers shows that in the East Midlands they are more
likely to be aged between 35 and 64 than the average worker (figure 6.1). As suggested by the
literature research, in part this will reflect the fact that to work independently at home requires
higher levels of self-motivation, time management, skills and experience, which are more
commonly found in older workers, but it will also reflect the life stage of these people, with
many having young families. In addition, it is likely that younger workers (16-24 years) will
enjoy more the social aspects of office life, and therefore will not be so well suited to
homeworking.

Interestingly, the proportion of definition 3 homeworkers aged from 55 to 64 is lower than for
all East Midlands workers. This may be due to lower technological literacy among older groups,
although as the previous chapter showed, age is becoming less of a factor determining e-
technology know-how.

Figure 6.1: The age profile of homeworkers
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Using all three definitions a higher share of homeworkers are male (figure 6.2). This is
particularly true for IT-enabled homeworkers (definitions 2 and 3) who are substantially more
likely to be male than homeworkers in general (definition 1) or the East Midlands workforce as
a whole. IT-enabled homeworkers who are not self-employed (definition 3) are more likely to
be female than all IT-enabled homeworkers (definition 2).
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Figure 6.2: The gender profile of atypical workers
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It is hard to accurately estimate the size of the BME teleworking population as the sample size
of the Labour Force Survey is unable to accurately measure populations below approximately
10,000 people. However, indicative figures would suggest that the proportion of BME atypical
workers in the East Midlands (using either definition 1, 2, or 3) is much lower than the
proportion of BME workers, as a whole, in the East Midlands

6.2 HOMEWORKERS BY QUALIFICATIONS

In general, homeworkers in the East Midlands tend to be more highly qualified than the average
worker (figure 6.3). Atypical workers, using any definition are more likely to be qualified to
NVQ equivalent Level 5 (above degree level qualification), and definition 3 atypical workers
are the most highly qualified, followed by definition 2 atypical workers. This is likely to be due
to the fact that computer use is correlated with more highly skilled employment. That
teleworkers are more skilled than the average worker is an important consideration in the
formulation of policies towards atypical working.

Figure 6.3: Qualifications of homeworkers
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Looking just at definition 1, we find that atypical workers in the East Midlands are less likely to
have level four or five equivalent qualifications than their counterparts in the UK as a whole,
but are marginally more likely to hold a level 3 or equivalent qualification and also more likely
to have no qualifications at all.

6.3 ATYPICAL WORKING BY INDUSTRIAL SECTOR

In terms of the sectoral distribution of atypical workers, figures 6.4 and 6.5 show the share of
atypical workers in the sectoral workforce, using our three definitions.

Figure 6.4: Atypical working by industrial sector (% of sector employment)

Definition 1 Definition 2 Definition 3
UK EM UK EM UK EM
Agriculture 51.7 45.1 9.0 104 4.6 5.0
Mining/utilities 10.8 6.4 8.3 4.3 71 4.4
Metals, minerals, chemicals 8.3 12.1 8.1 11.9 7.0 11.3
Engineering 8.0 3.9 7.8 4.9 7.3 4.2
Other manufacturing 9.5 71 6.5 4.0 3.8 2.4
Construction 35.1 34.7 111 12.2 5.1 6.3
Distribution,hotels,catering 6.4 6.6 4.0 4.4 2.2 2.5
Transport,communications 10.9 9.1 5.8 6.4 4.5 3.6
Financial,business services 16.8 16.5 14.8 15.6 9.2 11.2
Other (mainly public services) 8.3 6.3 6.6 5.3 4.3 3.8

Source: LFS, Apr-Jun 2006

Figure 6.5: Atypical working by industrial sector (% of atypical employment)

Definition 1 Definition 2 Definition 3

UK EM UK EM UK EM

Agriculture 5.4 6.1 15 21 0.7 1.1
Mining/utilities 0.8 0.6 1.0 0.6 1.5 1.0
Metals, minerals, chemicals 2.1 4.2 3.2 6.2 4.7 94
Engineering 3.0 21 4.6 4.0 7.5 5.7
Other manufacturing 41 5.2 4.4 4.4 4.2 4.2
Construction 22.9 24.6 11.3 12.9 6.1 7.2
Distribution,hotels,catering 10.0 12.6 9.6 12.5 8.6 11.0
Transport,communications 6.0 6.3 5.0 6.6 6.0 5.8
Financial,business services 21.7 19.0 29.7 26.7 28.4 27.9
Other (mainly public services) 23.8 19.2 29.6 24.2 32.1 26.7

Source: LFS, Spring 2006

Given our definitions, and in particular, the different emphasis placed on the importance of ICT,
we find that in many ‘traditional’ sectors, for example agriculture and construction, the share of
atypical workers of the sectoral workforce as a whole declines sharply between definition 1 and
definitions 2 and 3 (see figure 6.4).

In terms of the importance of sectors to atypical working (figure 6.5), for definition 1, the
construction sector contributes almost a quarter of atypical workers, both at the national level
and for the East Midlands. However, moving to the narrowest definition (definition 3), the
importance of construction drops out (probably due to the high levels of self-employment and
relatively low levels of ICT in construction). For this definition of atypical working, financial
and business services and other (mainly public) services account for more than half of all
flexible workers.

One surprising result is the importance of atypical working to the metal, mineral and chemicals
sector — using all three definitions, over 10 per cent of employees work atypically. To
understand the reasons behind this, would require further detailed investigation into the lower
level industries and companies involved.
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6.4 ATYPICAL WORKING BY OCCUPATION

In terms of the occupational distribution of atypical workers, figures 6.6 and 6.7 show the share
of atypical workers in the workforce, using our three definitions.

Figure 6.6: Atypical working by occupation (% of sector employment)

Definition 1 Definition 2 Definition 3

UK EM UK EM UK EM
Managers and Senior Officials 13.9 13.6 14.3 14.4 10.8 11.4
Professional occupations 11.4 9.1 14.3 13.5 9.1 9.6
Associate Professional and
Technical 13.9 11.8 11.7 10.0 5.1 47
Administrative and Secretarial 6.9 6.3 4.9 3.8 3.3 2.6
Skilled Trades Occupations 30.1 25.5 8.7 8.5 1.9 21
Personal Service Occupations 10.3 8.8 2.2 21 0.7 1.5
Sales and Customer Service
Occupations 4.3 5.4 1.9 3.4 0.7 0.8
Process Plant and Machine
Operatives 9.6 6.2 23 1.7 0.5 0.2
Elementary Occupations 6.5 5.5 1.1 11 0.2 0.2

Source: LFS, Apr-Jun 2006

Figure 6.7: Atypical working by occupation (% of atypical employment)

Definition 1 Definition 2 Definition 3

UK EM UK EM UK EM
Managers and Senior Officials 17.2 19.7 27.6 31.0 37.9 41.7
Professional occupations 12.1 9.9 23.7 22.0 27.6 26.6
Associate Professional and
Technical 16.2 14.0 21.4 17.7 16.9 14.1
Administrative and Secretarial 6.8 6.3 7.5 5.6 9.2 6.4
Skilled Trades Occupations 26.5 27.3 11.9 13.6 4.6 5.7
Personal Service Occupations 6.6 6.4 2.2 2.2 1.2 2.7
Sales and Customer Service
Occupations 27 4.0 1.9 3.7 1.2 1.5
Process Plant and Machine
Operatives 5.9 55 2.2 2.2 0.9 0.5
Elementary Occupations 6.0 6.9 1.6 20 0.5 0.6

Source: LFS, Apr-Jun 2006

Looking first at the importance of atypical working within different occupations, at both the
regional and national level we generally find a greater prevalence of atypical working amongst
higher skilled and professional occupations. This supports both the anecdotal and research
evidence from our literature review.

Using our broadest definition (people working from home or using home as a base —
definition 1) we find that the highest prevalence of atypical working is amongst skilled trades.
This is unsurprising since a relatively large proportion of these people will be field based.
However, the share falls sharply as our definitions narrow, since the importance of ICT is still
relatively low within these occupations.

By contrast to this, for higher skilled and professional occupations, the importance of ICT
means that the extent of atypical working for these occupations increases for definitions 2 and 3.
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Looking at the changing pattern over time, the availability of just four years data (2003-06)
means that there is probably insufficient time series to make any hard-and-fast observations.
However, some movement in the profile of atypical workers is notable at this stage, particularly
with regards to IT enabled flexible working (definition 2). In the UK, for example, there appears
to be a clear shift towards a higher share of personal service occupations within the atypical
worker (definition 2) population. This change is less evident for the East Midlands.

6.5 ATYPICAL WORKERS AND THE KNOWLEDGE ECONOMY

Recent years have seen increasing use of the term ‘knowledge economy’. However, whilst it is
easy to equate knowledge economy to technology, its definition goes much further than this.

“A knowledge Economy is not simply an IT economy. It is an economy which successfully
exploits knowledge for wealth creation across all industries and sectors.” (2004 Intellect)

Previous work by Experian on the knowledge economy has used the following definition:

e The knowledge economy includes those private sector industries where there is at least
a 40 per cent share of occupations, with at least a 40 per cent share of workers qualified
to NVQ Level 4 or above.

Whilst the data does not allow us to go down to the level needed to estimate the share of flexible
working in the knowledge economy, our profiling of atypical workers by industry, occupations
and qualifications does suggest a relatively high share of flexible workers in knowledge
economy industries. Indeed, research by Experian shows that the knowledge economy has a
relatively high share of industries in Financial and Business Services and Other Services (non-
public).

6.6 LOCATION OF ATYPICAL WORKING IN THE EAST MIDLANDS
Using the detailed Labour Force Survey results we can map by Local Authority District, where
atypical workers are located. Figure 6.8 shows the location of atypical workers at a local

authority level and the following pages map this information.

Figure 6.8: Atypical workers by county and LAD region

Local Authority/Unitary Authority

Workforce size Definition 1 Definition 2  Definition 3

Derbyshire 398,200 10% 7% n/a
Amber Valley 57,700 13% 8% 3%
Bolsover 29,900 9% * *

Chesterfield 45,800 6% 3% *

Derby 37,700 18% 13% 5%
Derbyshire Dales* 34,200 8% 1% 9%
Erewash 55,400 7% 5% 2%
High Peak* 45,600 18% 15% 6%
North East Derbyshire 45,300 7% 3% 3%
South Derbyshire* 46,600 7% 3% *

Leicestershire 354,100 13% 9% n/a
Blaby 49,500 17% 14% 7%
Charnwood 82,300 5% 7% 4%
Harborough* 37,600 14% 8% *

Hinckley and Bosworth* 51,800 7% 4% 3%
Leicester 39,500 13% 1% 8%
Melton* 24,600 14% 14% *

North West Leicestershire* 43,000 24% 18% 14%
Oadby and Wigston 25,800 13% * *
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Local Authority/Unitary Authority

Workforce size Definition 1 Definition 2  Definition 3

Lincolnshire 299,900 14% 7% n/a
Boston* 26,100 13% * *

East Lindsey* 54,900 24% 8% 5%
Lincoln 39,600 8% 9% 5%
North Kesteven* 44,000 15% 1% 6%
South Holland* 37,100 14% 4% 4%
South Kesteven* 60,400 15% 9% 8%
West Lindsey* 37,800 8% * *

Northamptonshire 319,400 11% 8% n/a
Corby 22,400 10% * *

Daventry* 37,700 19% 12% 8%
East Northamptonshire* 40,400 14% 10% 6%
Kettering 39,500 12% 11% 8%
Northampton 96,200 6% 5% 4%
South Northamptonshire* 47,700 11% 10% 4%
Wellingborough 35,500 10% 8% 4%
Nottinghamshire 453,800 8% 8% n/a
Ashfield 50,100 11% 5% *

Bassetlaw* 48,700 10% 10% 4%
Broxtowe 49,800 9% 11% 8%
Gedling 50,400 14% 7% 6%
Mansfield 38,800 6% 4% 3%
Newark and Sherwood* 51,000 20% 1% 6%
Nottingham 113,000 6% 4% 3%
Rushcliffe* 52,000 24% 16% 8%
Rutland 17,700 10% 10% n/a
Rutland*® 17,700 10% 10% *

Source: LFS Apr-Jun 2006
Notes: LAD/Unitary Authorities marked with a “*” are defined as rural.

Using definition 1, the highest concentration of homeworkers are in East Lindsey, Rushcliffe,
and North West Leicestershire, with levels varying between 20 and 24 per cent of the total
workforce. These are all rural districts (marked with an asterisk in Figure 6.8). Areas with much
lower levels of definition 1 homeworking (of between 5 and 7 per cent) include Charnwood and
Nottingham City, urban local authorities.

When mapping the proportion of definition 2 homeworkers East Lindsey no longer ranks highly
(figure 6.8). This suggests that a large number of its homeworkers are not IT reliant teleworkers
and this could be due to a larger than average farming sector. However, Rushcliffe, and North
West Leicestershire continue to have high proportions of definition 2 workers.

North West Leicestershire also has the highest percentage of definition 3 teleworkers. This high
proportion of teleworking employees may be related to the area’s proximity to the urban triangle
of Nottingham, Leicester, and Derby with their concentration of service sector jobs. Reflecting
the views of some of our consultees, atypical workers want to have the benefits of living in the
countryside, but still have access to work and therefore need to be located close to good
transport links to urban areas.

Figure 6.9: The rural urban divide — atypical workers as a share of the workforce

Definition 1 Definition 2 Definition 3
Rural 6.0% 3.8% 2.1%
Urban 4.6% 3.2% 1.8%

Source: LFS Apr-Jun 2006

Using the rural-urban split of local authorities, we can examine the importance of atypical
working to the rural verses urban economies. Figure 6.9 shows that in using all three definitions,
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there is a higher share of atypical workers in rural locations. This is particularly true using
definition 1, reflecting the relative importance of agriculture, but it is also true of the other
definitions reflecting the notion that homeworkers are often looking for an escape from the ‘rat-
race’ of city living.

Figure 6.10: Distribution of definition 1 homeworkers in the East Midlands
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Figure 6.11: Distribution of definition 2 homeworkers in the East Midlands
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6.6.1 Using the Census data

More detailed local information on homeworking can be obtained from the 2001 Census. Whilst
this is now a little dated (particularly when looking at a variable that is influenced by
technology), it does allow analysis at the ward level. The Census variable we use is ‘works at or
mainly at home’, which is effectively our definition 1 atypical workers (based on the LFS).

The following three maps show the penetration of homeworkers (as defined by the Census) by
ward, the penetration of high skilled occupations (Managers and Senior Officials, Professionals
and Associate Professionals and Technicians), and the predominant MOSAIC group in each
ward.?

Figure 6.13, shows some correlation between homeworking as defined by the Census (2001)
and the LFS (2006). In particular, high concentrations of homeworkers in the wards of East
Lindsey and those south of Nottingham. However, the Census map also shows wards with high
penetration of homeworking in the Derbyshire Dales and High Peak and in and around Rutland.

Figure 6.13: Distribution of Census defined homeworkers by ward
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Comparing the penetration of homeworkers and high-skilled occupations, shows some positive
correlation between the two. In particular, in those wards of the Derbyshire Dales and High
Peak and in and around Rutland, where there is a high share of homeworkers, there is also a
relatively strong presence of higher skilled occupations. However, in the wards of East Lindsey,
where there is also a high share of homeworking, the share of high-skilled occupations is low.
This most likely reflects the relative importance of traditional sectors to this area.

2 Experian’s MOSAIC classified consumers in the UK into 11 groups and 61 types. A total of 400
economic, demographic and cultural variables are used to build MOSAIC, it therefore paints a rich
picture of UK consumers in terms of their socio-demographics, lifestyles, culture and behaviour.
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Figure 6.14: Distribution of high-skilled occupations by ward
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Figure 6.15: Distribution of MOSAIC groups by ward’®
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3 MOSAIC groups are: Group A: Career professionals living in sought-after locations; Group B: Younger
families living in newer homes; Group C: Older families living in suburbia; Group D: Close-knit, inner
city and manufacturing town communities; Group E: Educated, young, single people living in areas of
transient populations; Group F: People living in social housing with uncertain employment in deprived
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Comparing the penetration of homeworking and the MOSAIC profile of each ward shows that
homeworking is primarily in rural locations. In particular, we find homeworking in wards that
whilst being rural are still on the periphery of urban areas. Therefore, workers are able to live
and work in the countryside, but still have access to clients and customers in more urban
locations.

areas; Group G: Low income families living in estate-based social housing; Group H: Upwardly mobile
families living in homes bought from social landlords; Group I: Older people living in social housing with
high care needs; Group J: Independent older people with relatively active lifestyles and Group K: People
Living in rural areas far from urbanisation.
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14 The future of teleworking in the East
Midlands

For workers to become day extenders, campus workers, travelling workers or teleworkers a
basic technological platform is necessary. This platform (websites, broadband connections and
networked PCs) is becoming increasingly ubiquitous in the East Midlands, as elsewhere. This
chapter examines, from both a business and household perspective, the penetration of e-
technology within the East Midlands. Here we look at the growth in penetration and how the
East Midlands compares with the rest of the country.

71 E-TECHNOLOGY AT HOME

Throughout the country, usage of ICT and e-technology in the home has risen sharply over
recent years. According to TGI, in 2001/02, just over a half of British households (54 per cent)
owned a PC, roughly similar (53 per cent) to that in the East Midlands. However, by 2006, these
shares had increased to 76 per cent (GB) and 74 per cent (East Midlands).

In terms of connectivity, the rise has been even more rapid over recent years as the
infrastructure enabling broadband connections expands around the country. In 2003/04,
broadband connectivity at home was just 9 per cent nationally and 10 per cent in the East
Midlands (TGI). By 2006, this had increased to 49 per cent in Britain and 47 per cent at the
regional level. Alternative figures from the ONS show the share of households (as opposed to
individuals) with broadband access. On the assumption that many individuals share their
internet access with other members of their household, these figures are slightly lower than from
the TGI survey — 40 per cent nationally and 41 per cent in the East Midlands.*

Figure 7.1: Household PC ownership and connectivity in the regions, 2006
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Source: TGI 2007 Q2 (BMRB)

* National Statistics Omnibus survey, 2006
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The latest regional profile of home PC ownership and internet connectivity is shown in the
figure above. It shows a clear north-south pattern with higher home PC ownership and
broadband connectivity in London and its surrounding regions. A similar pattern is shown by
the ONS survey. This partly reflects the demographic, social and occupational profile of these
regions, particularly London where there is a much higher than average share of young
professionals. Indeed, additional survey results from Ipsos MORI suggests that it is social class’
(as opposed to age or gender) that is the biggest differentiator of internet access, particularly
amongst those of working age — at the end of 2006 the share of ABs with internet access (at
home or work) was almost double that of DEs. By contrast the variation between different age
groups (15-64) was significantly less, although this was only amongst social classes AB and C1
(see figure 7.2). However, the regional differences in broadband access will also reflect
broadband availability.

Figure 7.2: Share of GB population with internet access at home or at work, 2006

% All 15-24 25-34 35-44 45-54 55-64 65+
All 62 74 72 78 72 59 24
AB 79 89 88 93 91 80 42
C1 73 85 85 86 81 70 27
C2 58 74 65 74 67 44 18
DE 37 55 45 52 38 29 8

Source: Ipsos MORI Monthly Technology Tracker, 2006Q4

Despite this rise in ownership and connectivity, there appears to have been little change in the
share of the population who use their home PC for work. According to TGI, in 2001/02, the
share of the national population who used their home PC for work brought home was 16 per
cent (17 per cent in the East Midlands), and by 2006 this had barely changed (16 per cent at
both the national and regional levels).

7.2 E-TECHNOLOGY AT WORK

For businesses in the East Midlands, EMDA’s e-Adoption survey shows rapid expansion in e-
technology penetration and tells a positive story about the possibilities for teleworking in the
East Midlands (see figure 6.3). Of those businesses with a computer, the majority (83 per cent)
had broadband in 2006, a notable 26 percentage point increase on 2005, and almost a half had
networked computers. In 2005 the East Midlands was lagging behind the national picture — the
latest available e-commerce Survey of Business from the ONS, showed that nationally 75 per
cent of businesses reported using broadband for their internet connection in 2005 (the figure for
the East Midlands was 57 per cent in 2005).

However, the survey also shows that 36 per cent of businesses (of which a disproportionate
number are small businesses) do not use PCs at all. Given that affordable PC-based productivity
enhancing solutions have been available since the early 1990s it is likely that many of these
businesses do not see the need for IT solutions and will not be embracing IT en masse in the
next few years. The existence of these PC-free businesses limits the potential growth of
teleworking.

> Classified as A = Higher managerial, administrative or professional; B = Intermediate managerial, administrative or
professional; C1 = Supervisory or clerical and junior managerial, administrative or professional; C2 = Skilled manual
workers; D = Semi and unskilled manual workers; E = State pensioners or widows (no other earner), casual or lowest
grade workers.
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Figure 7.3: East Midlands e-technology penetration (% of SMEs with a computer)

2003 2005 2006
Have website 49 50 64
Have broadband n/a 57 83
Have internet connection 80 83 90
Have networked computers 34 41 48

Source: East Midlands e-Adoption Survey 2006

On the other hand, businesses which do not have the capability to allow staff to telework tend to
be relatively small in terms of employee numbers. The 2006 East Midlands e-Adoption Survey
showed that more than half of large employers in the region allowed remote access working for
at least some workers. While the figures are impressive it is worth pointing out that these are
figures for businesses that allow at least one employee to use remote access working. Only
when a large proportion of employees in an organisation are engaged in atypical working will
there be substantial effects on the organisation, the employees within it, and the economy as a
whole.

In terms of those employees who actually take up the ability to work from home, the figures
quoted above showed that the share who used their home PC to work from home was relatively
small and had remained unchanged over the past five years. However, additional evidence from
TGI shows that the share of the population who uses their work computer to work from home
has increased. Whilst this number is still very small, in the East Midlands the share increased
from 3 per cent in 2001/02 to 5 per cent in 2006, and in Britain the share rose from 4 to 6 per
cent.
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8 Estimating the number of employers
operating flexible working practices

Limited evidence on the number of employers who operate flexible working practices exists
from the East Midlands e-Adoption Survey (EMDA) and the e-Commerce Survey of Business
(ONS). Although these two surveys are not strictly comparable, from them we can use the
following questions:

o Businesses where staff use computers away from the business site as part of their
everyday job (EMDA)

e Businesses with remote access to their [CT systems for persons working at least half a
day a week away from their workplace (ONS)

Figure 8.1 below shows a summary of the responses to these questions. They show that larger
firms are more likely to operate flexible working practices, which contrasts with previous
evidence which showed that flexible/atypical workers were more likely to work in SMEs.

Figure 8.1: Availability of remote working to employees, share of businesses by size

UK 2005 East Midlands 2006
0-49 50-249 0-49 50-249
employees employees employees employees
Allow remote access 25 52 29 51

working

Source: East Midlands e-Adoption Survey 2006, 2005 e-Commerce Survey of Business,
ONS

What this suggests is that because larger firms are more likely to have the technology in place to
enable flexible working, they can make it available and some employees will take up this offer.
However, evidence from both the literature research and our own case studies show that for
flexible working practices to work at a large scale involves significant changes in management
style and working practices. Therefore, the evidence suggests that in many large firms relatively
few employees actually take up the offer to work flexibly, due either to management or
individuals’ own resistance. Indeed, our BT case study shows that it takes many years for
flexible working to be successfully rolled out at a large scale. By contrast, for SMEs, once the
technology is in operation, flexible working can be more easily managed.

Using information on the share of businesses, by size, with flexible working practices in
operation we can estimate the actual number of ‘flexible’ firms by using information from the

Annual Business Inquiry on total number of firms, by size, in the East Midlands and Britain.

Figure 8.2: Estimates of businesses with flexible working practices in operation

No of employees East Midlands GB

1-9 34,000 483,000
11-49 10,000 77,000
50-199 3,000 36,000
200+ 1000 12,000
Total 48,000 608,000

Source: East Midlands e-Adoption Survey 2006; 2005 e-Commerce Survey of Business,
ABI, Experian estimates
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Figure 8.2 shows, by firm size, the number of businesses nationally and in the East Midlands,
who operate flexible working for their employees. We estimate that in the region there are a
total of 48,000 firms, employing one or more staff, operating flexible working. At the national
level we estimate there are 609,000 ‘flexible’ firms. To put these figures into context, the total
number of firms employing one or more members of staff in the East Midlands and Britain are
160,000 and 2.3 million, respectively. Therefore, the proportion of firms operating flexible
working is 30% in the East Midlands and 26% in Britain.

33



Atypical working practices in the East Midlands

9 Estimating the contribution of atypical
working to the East Midlands economy

9.1 DEFINING ATYPICAL WORKERS

For the purposes of estimating the contribution atypical working makes to the East Midlands
economy we chose to use our broadest definition — working from home, in the same grounds or
buildings as home, or using home as a base. Not only is this consistent with other studies of
atypical, flexible working or teleworking — Future Foundation (2005), One North East (2005) —
but, more importantly, due to sample sizes from the LFS, this definition ensured our results
would be as statistically robust as possible.

9.2 ESTIMATING GVA FROM ATYPICAL WORKING

Gross Value Added (GVA) measures all income generated by the production process, and is
made up of ‘compensation of employees’ plus operating surplus/mixed income. The method
adopted estimated the share of atypical working in total compensation of employees (wages and
salaries plus employers’ social contributions) for individual industries, and then allocated GVA
on the same basis as compensation of employees, i.e. if atypical workers are estimated to earn
10 per cent of total wages and salaries in an industry, then 10 per cent of total industry GVA is
allocated to atypical employment and the remaining 90 per cent to ‘standard’ employment. A
full methodological note is contained in Appendix B.

The results are shown in figure 9.1 below. These estimates are intended to give an indication of
the economic value of atypical working in the East Midlands as measured by the income (GVA)
associated with atypical working. They should be considered the top level estimates since we do
not take into account the proportion of the week where atypical working is undertaken as
opposed to days worked in the office. Furthermore, since we are using the broadest definition of
atypical working, we are also including traditional homeworkers and non-teleworking self-
employed, for example self-employed builders, plumbers etc.

Overall, we estimate that in 2006, 12 per cent of the region’s GVA was contributed to income
associated with atypical working. However, surprisingly, despite advances in technology and
changes in the law, which have opened up the flexible working possibilities, this share has
remained fairly constant since 2003. Indeed, it has even declined slightly, from 14 per cent in
2004 and 2005, which has largely been the result of a decline in income generated from atypical
working in Construction and Financial and business services.

The industrial breakdown is presented below. The choice of industry reflects the importance of
atypical working in particular sectors, most notably financial and business services, but also
construction and distribution, hotels and restaurants.

The table firstly shows the prevalence of atypical working in particular sectors. Unsurprisingly,
given the share of self-employment, atypical working contributes the highest proportion of
income to the Construction and Agriculture, hunting, forestry and fishing sectors, 31 per cent
and 49 per cent respectively. By contrast, in line with evidence from the literature review, its
contribution to the income of the public sector is minimal, reflecting the fact that this sector has
been relatively late to adopt flexible working practices. This low share also relates to the fact
that, by definition, there is no self-employment in this sector. In public administration, just 2 per
cent of the sector’s income is generated by activities associated with atypical working, and the
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shares in health and education are 6 and 4 per cent respectively. However, as recent evidence
suggests (e.g. changes at the DTI, the Environment Agency and Hertfordshire County Council —
see literature review), with the advancement of technology and the slow change of manager
attitudes, the public sector is now beginning to embrace flexible working, and it is likely that
these figures will increase in the future. However, due to the nature of many public services
(e.g. education and health services), the contribution made by atypical working is unlikely to
reach the levels in many other sectors.

Figure 9.1: The contribution of atypical working to the East Midlands economy, 2006

Share of industry output (%) Share of atypical output (%)

Agriculture, hunting, forestry and fishing 47 6
Extraction, manufacturing & utilities 8 16
Construction 33 19
Distribution, hotels & restaurants 10 15
Transport, storage, communications 12 7
Financial & business services 17 27
Public admin. & defence; compulsory social security 2 1
Education 4 2
Health and social work 6 4
Community, social and personal service activities 13 4
Total 12 100

Source: Experian, 2007

Secondly, the table shows the contribution made by different sectors to income generated by
atypical working. Again, this highlights the importance of financial and business services,
contributing 27 per cent of income associated with atypical working. This is partly a result of
the prevalence of atypical working practices in this sector but also the higher wages received,
and thus income generated, by its workforce.

At the other end of the scale, income associated with atypical working in public administration
contributes to just 1 per cent of the total.

9.3 INDICATIVE ESTIMATES USING OTHER ATYPICAL DEFINITIONS

Whilst we have concentrated on definition 1 for our estimates of the contribution of atypical
working to the East Midlands economy, for reasons discussed above, it is useful to look at some
indicative figures based on the other definitions we have looked at in this report. These are
shown in figure 9.2. Whilst the number of atypical workers falls sharply when we look at
definitions 2 and 3, their contribution to GV A falls by less, reflecting the different industries in
which these people work — workers in definitions 2 and 3 are more concentrated in sectors such
as Financial and business services, and they are more likely to be employed in higher skilled
occupations.

Figure 9.2: The contribution of atypical working to the East Midlands economy, 2006

Definition 1 Definition 2 Definition 3
Contribution to GVA 12% 9% 5%

Source: Experian, 2007
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10 Case studies

10.1 SUMMARY OF CASE STUDY FINDINGS

The findings of our 10 case studies, detailed below, largely reflect those from the literature
review.

10.1.1 Advantages of flexible working

e Reduced costs - as a result of reduced need for office space

o [Increased productivity - although this in part must reflect the fact that a relatively high
proportion of flexible workers were paid by results or time worked.

o Lower absenteeism and higher retention of staff — flexible working makes employees
feel more valued and, to some extent, allows them to fit their personal commitments
around their working life (improved work-life balance).

o Improved recruitment — the offer of flexible helps firms stand out and attract the best
applicants

o Extension of working hours/increased customer service — flexibility of hours enabled
firms to offer the services of flexible workers outside standard office hours.

e  Reduced commuting

o  Opening up the labour market — this is both in terms of bringing previously excluded
workers back into the labour market (see Homeshoring Project) or enabling maternity
returners to come back to the workforce on hours or conditions that suit their childcare
responsibilities.

10.1.2 Disadvantages of flexible working

In general, the case studies showed that many of the often trumpeted disadvantages of flexible
working (e.g. isolation of workers, the inability to manage staff and security issues) can be
easily overcome. Indeed, the clear message that comes out is that by choosing employees
suitable for flexible working, choosing the right technology and adapting management
techniques, there are no notable disadvantages to flexible working.

However, the Lindum Group case study (section 10.10) is an important reminder that not all
companies are willing to adapt their management styles to accommodate flexible working and
their attitude remains firmly against this form of working.

10.2 PATCHWORK COMMUNICATIONS LTD

Patchwork Communication Ltd is a small call centre set up five years ago, and is based in
Derby. It currently employs 11 call centre staff and 14 sales staff. Of these, four call centre staff
work solely from home and seven work from the office. All the sales staff work out of the
office, ‘on-the-road’.

Staff at Patchwork Communications began working from home around two years ago.
Homeworkers are all generally a bit older (younger staff like the social aspect of an office
environment) and have opted for home working for personal reasons. One homeworker (with
children) wanted to fit her work round her family, another wanted to fit around her partner’s
business activities, another didn’t like an office environment (‘doesn’t like mixing with other
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people’) and the final homeworker was a freelance journalist and needed to fit work around
these commitments.

All homeworkers and sales staff are registered self-employed and the company contracts their
services and pays them on results. In the past they had trialled allowing employees to work from
home but this had not worked out, with staff abusing the firm’s trust (homeworkers were found
to not be working their full hours).

In terms of equipment, all the homeworkers used their own PCs and telephones and were given
access to the company’s network via broadband and secure VPN (Virtual Private Network).

10.2.1 Advantages of homeworking

As an employer, Patchwork Communications is very enthusiastic about homeworking and
would like to increase the number of homeworkers it uses. The main benefits are:

Reduced cost — since homeworkers were self-employed the company didn’t have to pay for
holidays, sick pay, pensions and also reduced its employer tax bill.

Increased productivity — the firm estimated that the productivity of homeworkers was double
that of office-based staff. This was largely because homeworkers were paid on results so if they
didn’t work they didn’t get paid.

Extension of working hours — homeworkers were able to choose when they made calls and
therefore could work out of office hours. However, to keep the office open beyond the standard
hours of nine to five was not economically viable.

Reduced absenteeism — the company had noticed a significant reduction in absenteeism. All
homeworkers had previously worked in the office and all had ‘had their time off sick’.
However, with the move to homeworking absenteeism had become a very rare occurrence — our
contact claimed that ‘when they call to say they can’t work you really know they’re sick’.

For the individual the main benefit was that they improved their work/life balance and they felt
more in control of their lives. As a result, any concern about the impact homeworking might
have on their career prospects was not found to be an issue.

Furthermore, in order to avoid potential isolation and to encourage team building, homeworkers
were invited to working lunches, company outings and company sports events.

10.2.2 Disadvantages of homeworking

Whilst Patchwork Communication would like to employ more homeworkers, they found it
difficult to recruit them. Their main method of recruitment was via the Jobcentre. However, the
company found that the Jobcentre was reluctant to use the term self-employed ‘homeworker’
and they struggled to get across in an advert exactly what the job entailed.

They also found that homeworking was not suitable for everyone and there was some difficulty
in finding the right people — people who were self-motivated and independent. The firm had
found that in practice it was better to employ staff for a trial period in the office before allowing
them to work from home. This allowed the company to see what the new member of staff was
like and to allow the individual to learn the job and decide whether homeworking would be
right for them.
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10.3 MONKIE DESIGN AND BRAND CONSULTANTS

Monkie are a small design consultancy set up three years ago and located in Nottingham. The
company is made up of its two founders and one part-time office manager. In addition to this
they use a number of freelance designers, who generally have some previous working history
with one of the two founders and are very well trusted.

The company was originally set up from the two founders’ homes with the use of a webcam to
communicate between the two locations. The webcam also make it very easy to show designs
and objects, which given the visual nature of their work is particularly important, and also to
brainstorm.

Now that they have an office from which they all work, they continue to use the webcam to
communicate with their contractors. The webcam is often set up all day on a machine in the
corner of their office, so that it feels as if the contractors are part of the office.

In order for the members of Monkie and their contractors to work as flexibly as possible, the
company have set up a web-based management system which includes a database of their
clients and contacts, diaries, project information, timesheets and financial information - all
interacting with each other. With some restrictions (e.g. financial information) all this
information can be accessed by the contractors via the web, through their computers or on their
mobiles, blackberries or, soon to be, i-phones.

In addition to this system, Monkie also buys space on Apple i-disk which can be accessed
remotely. This allows them to transfer very large files that are too big to send via the web.

All this means that there is little need for contractors to come to the office. This is of great
benefit as many of the freelancers they use live a long way away (one contractor who
‘webcammed in” was located in Edinburgh).

10.3.1 Advantages of flexible working

The main advantage of flexible working for Monkie is that they can be flexible with who they
work with, choosing the right contractor for each job. Most of their freelancers do not live
locally and many live in remote locations. For them teleworking works and fits in with their
lifestyle. However, the company admitted that it would not suit everyone and that they would be
cautious about using a freelance graduate or taking on a graduate to work flexibly, ‘young
people need to work closely with more experienced colleagues to learn’. The youngest
freelancer they currently used was in his late 20s.

An additional benefit of using freelancers for their work was that they were paid by the hour.
This, in conjunction with the fact that they had established a degree of trust between themselves
and their freelancers, meant that there was little issue regarding their productivity. When asked
about the possibility of recruiting an employee who could potentially work flexibly they felt that
due to the nature of their work this would not be a particular problem as the work could be
measured by results, and time was recorded on timesheets — ‘for each project we have a good
idea as to how long the work should take, in terms of creative thinking, design and delivery’.
Furthermore, whilst not wanting to be ‘big brotherish’, they felt that the webcam could also be
used to manage flexible staff.

A further advantage of offering flexible working was to retain good staff and contractors. Most

of their contractors had worked with the company on a number of different projects and through
this they had established a good working relationship.
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10.3.2 Disadvantages of flexible working

One of the main disadvantages they saw for the individual was that they were potentially
available 24/7 and often felt obliged to work outside normal office hours. They claimed that as
an employer they often had to check themselves to make sure they didn’t intrude on contractor’s
personal time.

Whilst they didn’t currently employ any flexible workers, they would like to recruit full-time
staff in the future, and whilst they wouldn’t advertise directly for a flexible worker there would
always be the option to do this. They would also like to move offices and get an office that is
more presentable to clients. However, they saw a dichotomy in terms of wanting to show their
clients that they were a company employing x number of staff, but only needing space for y
number of staff because the remainder worked flexibly — ‘the office isn’t just a place for your
staff to work in, its there to showcase yourselves as a company’.

A final issue concerned security and health and safety. Trust in the technology used was felt to
be very important in their business, both in terms of security and the health and safety of the
people working for them. Whilst this was currently not a significant issue for them because they
just used freelancers who they knew well, if they were to recruit new staff and allow them to
work flexibly they would feel the need to audit their home office space and equipment.

10.4 WORD ASSOCIATION LTD

Word Association are a marketing consultancy set up 16 years ago and ‘based’ in
Leicestershire. The company employs seven staff and four freelancers, all of whom work from
home — they have no offices.

The firm was office based for the first eight years of its life. The Managing Director then
decided to take some time off travelling, which also coincided with the office lease expiring.
This prompted the initial move to homeworking, but when he returned, staff liked this mode of
working so much (and it suited the company) that he decided to make homeworking permanent.

All staff are supplied with a computer, printer, fax machine etc and an IT firm is contracted to
support the homeworking. The company uses a shared server which can be accessed on-line. In
addition, the firm uses BT’s heatwise line, which works like a switchboard — the calls go
through to one member of staff first and if they are busy they go through to the next person and
then an answering message.

In general, staff was slightly biased towards older females (seven out of the 11 staff —
employees and freelancers — were female). To some extent this reflected the kind of people the
industry attracted. However, the firm did feel that homeworking tended to attract older women,
probably due to them having family commitments and also being more adaptable to
homeworking. They felt that young people were generally least suited to the work, as for them
going to work had a greater social aspect to it.

However, across all ages, the firm stressed that homeworking is only suited to some individuals
and when the firm moved over to homeworking there were inevitably staff who left because of
this change. Despite this, they did feel that when recruiting new staff (usually through local
newspapers) they did get more applicants attracted by the ability to homework.

10.4.1 Advantages of homeworking
One of the main advantages of homeworking for the firm was the cost saving of not having an

office. Whilst the Managing Director did say that the cost of setting up homeworking had
worked out more than he had expected, on balance savings were made.
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Homeworking had also forced the company to manage their staff in a more output driven way.
For all areas of work, right through to customer satisfaction, the firm had derived ‘smart
measures’ in order to tangibly measure staff output and maintain productivity. Indeed, the move
to homeworking and this change in management had resulted in increased turnover and
productivity, probably because of the more obvious measure of staff output.

Other benefits observed by the firm following the move to homeworking were decreased
absenteeism and increased retention. This, they believed, was due to staff feeling more valued
by the firm and improved satisfaction with individuals’ work/life balance. In 2004 the firm was
the first marketing consultancy to be awarded the National Work-Life Balance Standard.

10.4.2 Disadvantages of homeworking

For the firm, the main disadvantage of the shift to homeworking was the higher than expected
cost. This involved the firm supplying staff with all the equipment needed - computers, faxes,
printers (when they were office based they just had one printer and one fax machine shared by
all staff). The company also undertakes a health and safety audit of all staffs’ home office space.

An additional disadvantage for the firm was that for some clients the fact that they didn’t have
an office was a problem — they claimed they had just lost a job because of this. However, in the
majority of cases this wasn’t a major issue and some clients valued their innovative approach to
working.

For the individual, the company felt that isolation was the main disadvantage. Whilst some staff
were out visiting clients a lot, others were largely based at home day in, day out. To help
counter potential isolation, the firm places a great emphasis on formal communication time, in
the form of team meetings, regular reviews and away days.

10.4.3 The future of homeworking

For the future, the firm felt that the extent of homeworking was growing, although more
amongst SMEs than larger companies. Indeed, they felt it would only become generally
accepted once larger firms embraced it and for them adopting homeworking and managing this
change was more complicated than for SME:s.

10.5 BRITISH TELECOM

BT have been at the forefront of flexible working in the UK, introducing it (in an informal way)
around 20 years ago. At first it was mainly younger employees and managers who worked
flexibly but over the years the practice has been extended and formalised, and there is now a
culture of flexible working across the whole company, at all levels. They now have 5,000
formal homeworkers, out of a total UK workforce of 100,000, although there are many other
employees who work the odd day from home or out of the office.

Whilst BT are very open to all requests to work flexibly, they recognise that it does not suit
everyone. Twenty years ago, they piloted flexible directory enquiries (operators working from
home). However, this did not work for everyone so now, flexible working is available for most
employees, but it is not compulsory.

They use a number of different systems to enable flexible working. Employees can now log
onto the network from anywhere using either wi-fi or touchdown. They also use
teleconferencing (video conferencing has never been consistently implemented at BT) and they
use a system called Telepresence Conferencing System, which allows users to share documents
via the internet, and can be used remotely.
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10.5.1 Advantages of flexible working
10.5.1.1 Cost savings

One major advantage for BT is the cost savings it has made as a result of flexible working. BT
estimates that every homeworker employed saves the group £6,000 annually on overheads and
that in total the company has saved £350m to date in reduced accommodation as a result of
flexible working.

Taking into account the wider cost savings, BT estimates that it saves £200million annually,
through increased productivity of homeworkers, reduced business travel, reduced desk ratios
and lower absenteeism.

10.5.1.2 Reduced absenteeism

Absenteeism has declined dramatically with the expansion of flexible working across the
company. They estimate that days lost to absent employees have fallen by around 14-15 per
cent as a result of flexible working. They estimate that BT has 20 per cent less absenteeism than
the national average.

10.5.1.3 Recruitment and retention

BT has also found that recruitment has become easier as potential new staff are attracted by the
possibility of working flexibly. Surprisingly, this has been particularly notable amongst
graduate recruits and has allowed BT to pick the ‘best’ graduates wherever they may be located.

In terms of retention, BT now has a return rate for women following maternity leave of 99 per
cent, compared to a national figure of around 60-70 per cent. Furthermore, given the size of the
company and its spread across the country, flexible working has meant that employees can
change jobs within the company without moving home. This has been particularly relevant over
recent years during which they have closed a number of their offices, flexible working has
allowed BT to keep many of its ‘best” employees.

10.5.1.4 Improved service to customers

In the past, BT service engineers used to return to their depots at the end of each day to
manually update the system in order to reschedule tasks for the following day. Now they go
straight home after completing their calls and can update the system using hand held devices.
This allows greater control of the company’s resources, customers can be kept up-to-date with
what is happening and engineers can complete more jobs each day.

10.5.1.5 Reduced commuting

BT has estimated that over the course of a year, flexible working saves their employees 1,800
years of commuting and 12 million litres of car fuel.

10.5.2 Disadvantages of flexible working

10.5.2.1 Managing employees

Issues regarding the management of flexible staff were initially substantial and there was some
resistance by managers. However this has changed as the company has become better at
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managing by output and setting objectives. BT also uses technology to measure outputs, and
more recently this has been extended to people’s homes.

Time management courses are also made available to staff to help them work efficiently outside
(and in) the office.

10.5.2.2 Isolation and career development

The company has increasingly made people responsible for their own development and there are
many courses available to staff, many accessible remotely on-line. As a result, flexible workers
generally feel they have control over their career development and there is little feeling that
their development has been hindered. This is re-enforced by regular team meeting and team get-
togethers. All teams have weekly conference call meetings and usually monthly face-to-face
get-togethers. This works for both small and large teams.

10.6 SECANTOR

Secantor was founded in the East Midlands in 2000. It now employs 74 people (associates)
nationwide and is expanding rapidly, currently at a rate of around 30 new associates a year. The
business provides high-level finance directors to SMEs, working on a part-time basis, usually
one or two days a week. The associates are paid a daily rate by the SME and Secantor get a
percentage of this. In addition, all associates own a share of the business and are contracted to
give Secantor two days a month of their time to help the business develop — marketing,
recruitment etc.

Associates are primarily accountants although the company is expanding into new areas and
also has an IT specialist. They are generally aged between 40-65 as the firm only deals with
people who have reached a high level in their careers (although they do have a couple of
associates in their late 30s). The majority of associates are ex-Plc directors who choose to give
up big business to work for SMEs, for a variety of reasons:

e They have reached a stage in their lives where they want to work at a lower pace/lower

level.

e They want the flexibility to work when they want — often not five (or more) days a
week.

e They want to put something back into the community, use their knowledge to help
SMEs.

e They want a new challenge — working for an SME provides very different challenges to
working for a large and often mature company.

e They want to increase their salary — working for a daily rate can often give higher
returns than working for a fixed salary.

All associates work flexibly, the company has no offices (and never has) and associates either
work from home or from the SME. However, they are considering getting a small office
sometime in the future, which could be used for meeting — ‘we are getting fed up of paying high
fees for renting meeting room space in hotels etc’.

Everyone uses their own PC/laptop and the company has its own website with a password
protected intranet which associates can log onto from wherever they are working. They
currently do not have a united operating system but may have to invest in one as the firm
expands. They are also considering creating a new CRM system and database which is also
becoming more of a need as the firm grows.
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10.6.1 Advantages of flexible working
For Secantor flexible working has had the following benefits:

Ease of recruitment — the firm has been able to attract highly skilled associates wherever they
are located. This has allowed the firm to expand nationwide without being tied to one area.

High employee motivation — to a large extent associate motivation reflected the type of people
they employed and also the fact that all associates own a share of the firm and were paid by the
day. However, having the opportunity to work flexibly and the exposure of new challenges was
seen as a motivator.

Cost savings — by not having any offices they have made significant cost savings.
10.6.2 Disadvantages of flexible working

Isolation — this was not deemed to be a major issue for the firm. Firstly, associates spent a lot of
their time working in SMEs and so rarely suffered from isolation. Secondly, because of the type
of people working for the company — older, highly motivated and highly skilled — isolation was
often seen as a benefit, to let them work undisturbed. Indeed, most associates had spent a large
part of their careers in large organisations and had made a conscious choice to move away from
this.

Despite this, the company did see the value in having regular meetings to establish good
communication between associates and share ideas. The firm has a regional structure, with a
regional director, and each region has a monthly or bi-monthly meeting. The company, as a
whole, has an annual meeting.

Training — issues around training were possibly the biggest problem of flexible working for the
firm. In part this was exacerbated by the type of people they employed — most associates had
reached a high level in their careers and did not see the need for training. The firm had tried on-
line training (or life-long learning) but had found that ‘they could only go so far with this’. They
now planned to set up a formal ‘life-long learning’ system involving face-to-face training as an
induction tool. This involved the Herman Brain Dominance Instrument which helped people
understand the different ways people’s brains work — differences in the way entrepreneurs think
to other (corporate) people.

10.7 CIGNET AND THE TELEWORKING ASSOCIATION

Cignet was set up 12 years ago in East Kilbride (Scotland). Cignet is partly a lobbying company
promoting homeworking but it also develops and supports technology to assist homeworking.
Technology is often an area where homeworkers, particularly those working for small
companies or for themselves, can feel unsupported, and Cignet provides the technology and
support to help in this area.

The firm had no offices when it was set up. However, as it has expanded it has acquired office
space to host its servers, hold small meetings (larger meetings are held in hired out conference
facilities) and to allow some staff to be office based part-time. However, all staff work flexibly,
mostly two or three days a week from home and the remainder of the time either in the office or
out providing IT support to its clients.

The current Managing Director (whom we consulted with) is also the Chairman of the
Teleworking Association (a membership organisation, of 2,000 individuals that provides help
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and support to teleworkers and lobbies government). This case study draws on his experiences
of both organisations.

A key belief of the MD of Cignet is that working from home should be unnoticeable to the
outside world. Cignet therefore strongly believes in professionalism from home and has formal
standards around employees’ home office space. The firm provides all the equipment (PCs,
broadband, routers, telephone business line etc) and carries out a risk assessment of employees’
home office space. All employees are linked up to the firm’s network and they use a group pick-
up telephone system called Office Venue, where all group members’ phones ring when a call
comes in and the first to pick up is connected.

10.7.1 Advantages of flexible working

Being a strong supporter of homeworking, the MD of Cignet had made some detailed
calculations regarding the benefits of flexible working:

Cost savings — as a company, Cignet has estimated that it saves £50,000 annually as a result of
homeworking (company annual turnover is around £1m). These costs primarily reflect reduced
office space.

Carbon footprint — the company had estimated its reduced carbon footprint as a result of
homeworking (reduced commuting, reduced need for energy — heating and lighting, etc). This
they estimated at 20 tons of CO, saved per year.

Retention, recruitment and absenteeism — the company has a high retention of staff and very
low absenteeism — ‘staff would have to be so sick they couldn’t even log in’. They also felt that
the offer to work flexibly helped them attract new staff — ‘in a tight labour market, the ability to
work flexibly helps to differentiate yourself as an employer’. However, reflecting the views of
all our other consultees, the MD of Cignet stressed that flexible working did not suit everyone
and that it required a relatively high degree of self-motivation.

Work/life balance — whilst the age of employees ranged from 24-64, most had young families
and therefore the ability to work flexibly enabled them to fit their work around family
commitments. However, the MD of Cignet stressed the importance of professionalism in the
home office — ‘home working isn’t a substitute for childcare’.

Extended office hours — the company’s flexible working arrangements meant that employees
were flexible in the hours they worked. As a result they could offer their clients a better service
— some required 24 hour support.

10.7.2 Disadvantages of flexible working

Isolation — the MD of Cignet felt that this often cited disadvantage of homeworking was a bit of
a myth and he didn’t see it as a significant issue. Indeed, the Teleworking Association had, in
the past, experimented with local homeworker groups in order to encourage social gatherings
and prevent isolation. However, these had never lasted due to lack of support.

For Cignet, the fact that employees tended not to suffer from isolation was due to the fact that
they did not generally work full time from home and varied their working location around
home, the office and client sites. Also, through the recruitment process, the company had
generally chosen employees who suited their flexible working regime.

Despite this, the firm recognised that care needed to be taken not to forget about homeworkers

and they stressed the importance of good communication and involving homeworkers in office
life and politics — inviting homeworkers to meetings and social events etc.
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Management — again the MD of Cignet felt that difficulties in managing homeworkers was
another myth and largely reflected managers’ inability or unwillingness to manage employees
properly. He felt that managers could be lazy and often found it easier to manage by input (for
example, how many hours employees are at their desks) rather than output.

However, in order for homeworking to work successfully, he did see the need for clear targets
and objectives in order to manage staff well and measure their output. He also stressed the
ability to use new technology to measure output, for example to measuring calls taken by
teleshoring workers.

The views of government — whilst he welcomed the 2003 flexible working legislation,
personally he had not witnessed much change on the ground as a direct result of this. However,
this may reflect the fact that the members of the Teleworking Association were, by definition,
supporters of flexible working, whilst the legislation is probably more targeted to those less
supportive of it.

In his role as chairman of the Teleworking Association he works to lobby the government to
help give better support to homeworkers and he cited a number of areas which they had
targeted. Two successes of the Association had been in helping with a test legal case to support
homeworkers worried about being caught by business rates; and in helping homeworkers claim
expenses back from the Inland Revenue for heating, lighting etc.

However, one interesting area where the Association had yet to succeed was in changing the
generally negative views of the Jobcentres when looking to recruit homeworkers. This was a
problem that we found had been encountered by another of our consultees — Patchwork
Communications.

10.7.3 The future of homeworking

The MD of Cignet saw a bright future for homeworking. He believed current growth to be in the
order of 12 per cent a year and he saw this growth continuing as energy prices increase,
congestion worsened and people demanded a better work/life balance. People are finding it
increasingly difficult to commute in the cities and they wanted the benefits of living in the
countryside, however they also needed access to work. Therefore whilst it is possible to
homework from very rural locations, a more likely scenario will be to see growth around the
fringes of cities and locations with good transport links.

10.8 EXPERIAN

Experian is a global leader in providing information, analytical and marketing services to
organisations and consumers to help manage the risk and reward of commercial and financial
decisions.

The company employs 3,870 people in the UK, largely based in Nottingham, but also located in
offices in London and other parts of the country.

Experian operates flexible working, but this is primarily on an informal basis. In part this simply
reflects the way flexible working has evolved in the company. However, it is also influenced by
the confidential nature of data managed by the company (and the security issues surrounding
this) and the financial cost of setting up homeworkers and changing the existing structure
(although, on a long term perspective, it is possible that the cost of un-required office space
would outweigh this cost). Most sales staff are, in practice, largely out in the field, although
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officially they are office-based. And many other office-based employees work occasionally
from home (around one day a week). The ability to do this is at the manager’s discretion.

A small number of employees are official homeworkers, currently numbering just 14. These
employees are formally set up as homeworkers with a full health and safety assessment of their
home office arrangements and all the necessary equipment (including a business telephone line)
included.

Flexible workers use both Blackberries and laptops and can gain access to the company’s
network remotely via a ‘Remote Access Server’ (RAS) token. In total, around 1,300 employees
(a third of Experian’s UK workforce) have used their RAS tokens to access the network from
locations away from the office over the past month.

10.8.1 Advantages of flexible working

Since the majority of flexible working is informal, Experian does not formally measure any
benefits to the company, although admits that this is an area where it needs to improve. Indeed,
a recent change in senior management has shifted the focus towards trying to understand more
about the level of flexible working in the company and the extent to which people work outside
the office. However, the following advantages were noted:

e [ncreased retention — most flexible working requests are for reduced hours and these
are generally accepted. Most requests come from maternity returners — around 70 per
cent of women return following maternity leave and of these around 70 per cent come
back on reduced hours.

o Flexibility of hours — since employees are able to work flexibly they can, to some
extent, fit their working hours around other responsibilities. This, however, only works
for certain roles, particularly project based roles. Flexibility of hours also enables staff
to offer clients an improved service, though extending ‘opening hours’.

e  Office space — because the company currently operates informal flexible working, the
majority of employees have their own desk. This includes sales staff who work largely
out in the field. As a result its desk-employee ratio is probably much higher than is
necessary and this is an obvious cost to the company.

10.8.2 Disadvantages of flexible working

o  Management — all flexible working is at the individuals’ line-manager’s discretion and
therefore flexible working only occurs where the manager is happy with his or her
ability to manage this. Furthermore, given the nature of much of the work, results can
be largely measured through output, i.e. whether a project is completed on time.

e  Longer hours — for the individual, the informality of flexible working at Experian
means that there is a risk that work and leisure hours blur and that management may
unconsciously use flexible working as an excuse to increase the workload of employees.

e  Health and safety — whilst the company conducts a health and safety assessment of its
official homeworkers, for logistical reasons this is not true of its unofficial flexible
workers. However, most of the necessary equipment is provided to enable flexible
working (laptop, blackberry, mobile and router, although not broadband).

10.8.3 The future of flexible working
Experian predict that flexible working, particularly on an informal basis, will rise in the future.
However, they admitted that it would not suit all individuals or all roles. In particular, there are

certain jobs within the company where the technology would not allow remote access to certain
systems.
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10.9 CISCO SYSTEMS - HOMESHORING PROJECT

The Homeshoring Project is run by Cisco Systems and is designed to create a homeshoring
model in order to get people back into work. The pilot study has been based around Nottingham
and has been sponsored by Nottingham City Council and Greater Nottingham Partnership (part
of EMDA).

The idea behind the project is to target communities with high levels of unemployment and
economic inactivity. Potential employees would be trained up for call centre work and then set
up to work flexibly from their own homes. Around Nottingham, they have targeted the
Broxtowe Council Estate and an ex-mining village, north of Nottingham. These are areas with
people in them who want to work but cannot find an appropriate job, for example because they
are single mothers, disabled, live in a very rural location or due to their age. These areas also
have community centres that can be used as training centres.

The project has targeted a number of large Nottingham employers with call centres, such as
Experian, Capital One and Boots. Boots have been the first to come on-board, employing 12
women from Broxtowe.

All the women work from home, around 5 hours a day, and the work is flexible (flexible times)
and scheduled around other commitments (children etc). All the equipment required (PC,
business telephone line, etc) is supplied to them by the employer (e.g. Boots) and installed in
their homes.

Since the women involved in the project are largely unskilled, the project has set up a training
centre in Broxtowe (sponsored by EMDA), which not only provides basic IT training (keyboard
skills) but also confidence training and elocution lessons. Confidence training is especially
important, because many of these women have been out of the labour market for some time.
Instilling in them the confidence to believe that they can do the work is a major obstacle to
overcome.

10.9.1 Benefits of homeshoring

For the employer, the greatest benefit is that they get a mature and willing employee. Call
centres are traditionally staffed by 17-24 year olds, who can not only be fairly immature in their
attitude to work but are also characterised by very high levels of turnover, averaging 22 per cent
(Conactbabel). With the cost of recruiting and training each new agent in the UK around £3,500
(CCA), this represents a huge financial burden for employers. By contrast, evidence from the
US, where homeshoring is already well established, shows that these workers are generally
more mature, enthusiastic to work and are characterised by much higher retention rates.

An additional benefit for the call centre, is that through having UK based staff they can offer a
higher quality service to their customers. With the public backlash against offshored call
centres, the focus is shifting away from increasing productivity (number of calls processed) to
improving customer service. Thus, firms are increasingly trying to encourage customers to use
the internet for routine transactions, and use the call centres for problems. This therefore
requires staff with high levels of customer service skills.

Finally, there is increasing pressure for firms to operate in a way that shows greater Corporate

and Social Responsibility. In this respect, a project like the homeshoring allows organisations to
employ mature and willing workers, whilst also giving something back to the community.
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10.9.2 Disadvantages of homeshoring

One commonly trumpeted argument against the homeshoring project is that by encouraging
people to stay in their communities they do little to promote social inclusion. However, for the
individuals concerned, their main interest is to get money to give them some independence and
rebuild their confidence. Whilst it is still early days, if eventually the homeshorers gain enough
confidence to go and work outside their community, the project will have helped social
inclusion, albeit at a small scale.

Another commonly stated disadvantage of flexible working is that individuals suffer from
isolation. With regards to the Homeshoring project, call centres are grouped into teams (15 call
centres per team) and a manager roams around homeshorers visiting individual operators and
checking everything is going alright. In addition, they have monthly meet-ups, to establish team
bonding. However, aside from this, isolation was not felt to be an issue due to the nature of the
people selected to operate as homeshorers.

10.10 LINDUM GROUP

Lindum Group is a construction company based in Lincoln but with other divisions located
outside the East Midlands. It directly employs 500 staff and has a turnover of around
£80million. The company does offer flexible working, but reluctantly, and it therefore provides
an interesting case study providing the counter argument to those supporting atypical work
practices.

The company considers itself to be very flexible in terms of its approach to working and its
employees. For example they encourage people to come up with new ideas. Indeed, last year
they were voted the sixth ‘best company to work for’ in a survey by the DTI and the Sunday
Times. However, the management is strongly opposed to flexible working in terms of people
working from home, and only permits it if there is a very strong case for it, e.g. if someone
needs to finish off a report and requires no interruptions, or someone physically can not get to
the workplace.

Overall, the company sees no advantages to flexible working (as defined, more strictly, as
teleworking). One example was given of a maternity returner who came back to work, three
days in the office and two working at home. However, this created more problems than benefits,
specifically the feeling of other workers that less work was being done at home than in the
office.

10.10.1  Disadvantages of flexible working

From the view point of the company, the main disadvantage of flexible working was that with
people working from home there was no interaction between colleagues. This was felt to restrict
creativity and the flow of ideas. Whilst they did acknowledge the possible use of video
conferencing, this was seen as too expensive (setup costs both in the office and in employees’
home offices) and a poor substitute for personal interaction. In particular, video conferencing
was not spontaneous and did not allow people to interpret body language. They also felt that
with video conferencing people did not interact in the same way as face-to-face (i.e. no
dynamics) but rather acted in a ‘staged’ way.

Another perceived disadvantage was that individuals working from home were not fully focused
on work and their personal needs would always take priority over the firm’s needs.
Fundamentally, the key issue here was the perceived inability to properly manage homeworkers.
Whilst it was felt that in a cottage industry, where people are paid piecemeal, homeworking
could work, for most sectors this was not felt to be the case.
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In general, the company felt that people working from home were not proper team players and
their priorities lay elsewhere. When asked about the evidence pointing towards homeworker
working longer hours, having lower absentee rates or being more productive, they were very
dismissive of this — ‘people work longer hours at home because there are more distractions
during the day’.

10.11 WORK GLOBAL

Work Global is an organisation set up 14 years ago_to promote the Hebrides and its workforce
to businesses, particularly Contact Centres and those involved in the knowledge economy. The
original idea was to try and open up employment opportunities in the Western Isles, especially
for women for whom there was very little available. What they found was that families moved
to the Hebrides for a lifestyle change and whilst one partner may have a job the other half was
often highly skilled but unable to find appropriate employment.

Work Global set up a Skills Register and set about marketing the Isles to potential employers.

Initially, all the jobs created were homebased. However, subsequently, they have built office
space and now, of the 500 jobs created to-date, there is roughly a 50:50 split between office and
home-based employment.

In terms of the type of work created, all the call centre roles are office-based (as many homes
can not accommodate call centre working). Homeworking largely involves processing
information roles. However, given the available technology, Work Global is now looking into
promoting ‘Homeshoring’ (call centre work from home).

In general, the homeworking roles are not taken up by young people (under 25). However, in
part this reflects the fact that many of these people leave the area, for example to go into higher
education and experience life outside the Hebrides. Of those employed in the call centres, 60 per
cent are male, however, homeworking is biased more towards female workers.

10.11.1  Advantages of flexible working

Lower cost: for employers the main advantage is the lower cost of staff in the Hebrides,
particularly in comparison to London and other cities. For example, there are a number of Legal
Secretaries working in the Hebrides and their cost is around a half that of a London based Legal
Secretary.

Increased productivity and lower absenteeism: homeworkers are estimated to be around three
times more productive than office based workers. However, all are self-employed and paid by
output which will undoubtedly affect productivity levels and absenteeism rates.

Improved employment opportunities for rural areas: for the Hebrides as a whole, this is the key
advantage since opportunities previously were fairly limited, particularly relatively skilled
opportunities.

10.11.2 Disadvantages of flexible working

Isolation: this was not felt to be an issue. Indeed, a recent survey found that the majority of
homeworkers had felt more isolated prior to working, probably reflecting the rural nature of the
Western Isles. Some firms encouraged regular team meeting to counter any feelings of isolation
and to promote team spirit. However, this was not felt necessary by all — firms and
homeworkers alike.
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11 Concluding comments

In drawing together conclusions from this analysis it is important not to overplay the potential
that flexible working seems to offer. Whilst it is clear that there are far-reaching benefits of
flexible working — to both individuals, employers and, potentially, society — what is also clear,
particularly from the case studies, is that this form of working is not suited to all individuals or
firms. Indeed, the enthusiasm about flexible working from its many proponents is reminiscent of
the early days of e-tailing, when a number of reports prematurely announced the so-called

‘death of the High Street’.

The likely reality, much like that of e-tailing, is that whilst the technology may enable atypical
working for a wide range of occupations, its take-up will be limited by other factors. The main
restriction will be the simple fact that not all employees will either want or be able to work
flexibly. Similarly on the employers’ side, there are major obstacles to overcome, not least the
attitude of managers, in order for flexible working to be adopted widely.

From an economic development agency’s point of view, the principal interest in flexible
working must be in the wider social, economic and environmental benefits that it can offer:

Economic benefits: both the literature research and case studies have highlighted the
increased productivity and reduced absenteeism of flexible workers. Our calculations
estimate that income associated with flexible working contributed between 5 and 12 per
cent GVA to the East Midlands economy in 2006. Therefore, whilst the higher productivity
levels of atypical workers may be reflected in their higher wage levels, it is likely that our
methodology could still be under-estimating the true productivity and output of these
workers.

However, it is important to stress again that our methodology was based on the incomes
earned by those workers who currently practise some level of flexible working and is
therefore not a calculation of the additional contribution made by flexible working.®

Environmental benefits: whilst flexible working does itself create the need for additional
journeys (e.g. trips to the shops that would otherwise have been done during people’s
commute), on balance, the literature research shows there to be benefits of flexible working
in terms of reduced commuting and changes to an individual’s travel patterns. Additional
benefits can also be gained through reduced need for business travel and the reduced energy
needed to run smaller office spaces. However, for this to have any notable environmental
impact — in terms of reduced congestion and a reduced carbon footprint — flexible working
would need to be adopted on a much wider scale than it is currently. Given the number of
obstacles to flexible working, it seems unlikely that this will happen in the near future,
although it is important to stress that for individuals and individual firms the benefits can be
very tangible.

Social benefits: the arguments as to whether flexible working can reduce inequalities is even
less clear cut. The recent Homeshoring project does suggest that flexible working can help
bring people back into the labour market and there is a clear case for supporting further
initiatives such as this. However, the extent to which this will help alleviate inequalities on
a larger scale are less evident. Firstly, many of the jobs created are likely to be low skilled
and low paid and whilst there will be benefits to the individuals concerned, on a wider scale
the creation of these jobs will do little to tackle economic inequalities.

% We are not able to take into account how many days these workers work flexibly.
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Secondly, it is unclear as to the extent to which a project like the Homeshoring project can
be extended — are there enough suitable and willing individuals and employers around?

Whilst the wider benefits of flexible working are apparent, the palpable advantages may only be
realised by those individuals and firms where adoption of atypical working practices is suitable.
There is, therefore, a strong case to support flexible working and firms enthusiastic about
flexible working through, for example, promoting awareness of its potential benefits and
providing advice. Indeed, one can argue that a happy workforce, in itself, provides significant
social and economic benefits.

Aside from awareness strategies and supporting small scale initiatives, however, it is unclear as
to the benefits of further intervention by national or regional government. Indeed, there is little
evidence of market failure here and one can assume that where there is a clear business case for
supporting flexible working practices, firms will make efforts to adopt it.
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Appendix B
Methodological note

ESTIMATING GVA FROM ATYPICAL WORKING

Gross Value Added measures all income generated by the production process, and is made up of
‘compensation of employees’ plus operating surplus/mixed income.  The method adopted
estimated the share of atypical working in total compensation of employees (wages & salaries
plus employers’ social contributions) for individual industries, and then allocated GVA on the
same basis as compensation of employees, i.e. if atypical workers are estimated to earn 10% of
total wages and salaries in an industry, then 10% of total industry GVA is allocated to atypical
employment and the remaining 90% to ‘standard’ employment.

More specifically, the estimates were derived by attributing a share of GVA in each East
Midlands 2-digit SIC industry to atypical working. GVA estimates for each 2-digit SIC
industry were taken from Experian’s Regional Planning Service (RPS). These are consistent
with ONS GVA estimates at a broader industry level. The share of atypical employment in
total employment for each 2-digit SIC industry was calculated using data from the ONS
APS/LFS. We then used the occupational profile of atypical and overall employment across
broad industries together with average wage estimates for each occupational group in the East
Midlands from the ONS Annual Survey of Hours and Earnings (ASHE), to estimate the share of
atypical working in total wages for the East Midlands. This was used to adjust the atypical
employment shares by narrow (2-digit) industry, and the resulting parameters used to allocate
industry GV A between typical and ‘standard’ working.

These estimates are intended to give an indication of the economic value of atypical working in
the East Midlands as measured by the income (Gross Value Added, or GVA) associated with
atypical working. As is common in estimating such complex measures as GVA, the estimation
procedure had to make use of data from a range of sources of varying quality and it is difficult
to judge the reliability of the resulting estimates.  The estimates are best interpreted as being
on a residence basis, since the APS/LFS data are residence based and this is also the
fundamental basis for ONS GVA estimates on which the RPS estimates are based.



Appendix C
About us, quality systems and
project management

WHO WE ARE
Experian’s Business Strategies Division

Experian’s Business Strategies Division provides an understanding of consumers, markets and
economies in the UK and around the world, past, present and future. Its focus is consumer
profiling and market segmentation, retail property analysis, economic forecasting and public
policy research, supporting businesses, policy makers and investors in making tactical and
strategic decisions. As part of the Experian group, it has access to a wealth of research data and
innovative software solutions. The division’s economic research team is devoted to analysing
national, regional and local economies for a range of public and private sector clients. Its
statisticians, econometricians, sociologists, geographers, market researchers and economists
carry out extensive research into the underlying drivers of social, economic and market change.

For more information, visit www.business-strategies.co.uk

Experian

Experian is a global leader in providing analytical and information services to organisations and
consumers to help manage the risk and reward of commercial and financial decisions.
Combining its unique information tools and deep understanding of individuals, markets and
economies, Experian partners with organisations around the world to establish and strengthen
customer relationships and provide their businesses with competitive advantage. For consumers,
Experian delivers critical information that enables them to make financial and purchasing
decisions with greater control and confidence. Clients include organisations from financial
services, retail and catalogue, telecommunications, utilities, media, insurance, automotive,
leisure, e-commerce, manufacturing, property and government sectors.

Experian Group Limited is listed on the London Stock Exchange (EXPN) and is a constituent of
the FTSE-100 index. It has corporate headquarters in Dublin, Ireland, and operational
headquarters in Costa Mesa, California and Nottingham, UK. Experian employs more than
12,500 people in 34 countries worldwide, supporting clients in more than 60 countries. Annual
sales are $3.1 billion (£1.7bn/€2.5bn).

For more information, visit the Group's website on www.experiangroup.com.

The word 'Experian’' is a registered trademark in the EU and other countries and is owned
by Experian Ltd and/or its associated companies.



QUALITY SYSTEMS & PROJECT MANAGEMENT
ISO mission statement

Experian’s Business Strategies Division has invested over £10,000 in the development of an
ISO 9001:2000-certified quality system.

We rely on our reputation as an organisation providing quality analysis and reports. High
quality standards have to operate at every level of the organisation and are the concern and
responsibility of each member of staff. Employees are encouraged to apply their skills,
experience and knowledge in order to enhance and develop the products and services that we
provide. Experian Business Strategies is committed to delivering products and services which
conform to requirements agreed with our customers in a timely and cost-effective manner. We
are also committed to a continuous effort to raise quality standards, enhance product quality and
increase cost effectiveness. The quality system provides a suitable framework to establish and
review the quality of our products and services, according to customer requirements.

Project management procedures

We assign a manager for each consultancy project, who manages the project on a day-to-day
basis and is the main point of contact. In addition, a Director or Associate Director will usually
act as project director with overall responsibility for ensuring that service delivery expectations
are met.

Inception meeting and planning
At the start of a project, we hold an inception meeting to:

e reach agreement on the outputs of the study;

e reach agreement on the approach, the work programme and timetable; and

e  obtain contacts, information and relevant reports.
This provides the basis for a detailed project plan, which will clearly set out the milestones for
the life of the project as agreed with the client. The type of issues covered depends on the nature
of the project but are likely to include:

o  Completion dates for the project stages.

e Agreed actions for delivering each stage.

e Sources of relevant research material.

o  Content of reports.

e  Structure and length of reports.
Tracking progress

Projects are reviewed internally each week in order to track progress; any project-related issues
or technical issues are raised at this point. In addition, a diary is kept for each project. Team
members note day-to-day progress and record any significant issues or developments, ensuring
continuity and efficiency. The diary page is kept in the project file on the company network and
a hard copy is kept on file on completion of the project.



Communication

In our experience, communication is key to ensuring that any project runs smoothly.
Accordingly, we will keep you informed of our progress with a weekly email. This will describe
what has been done and allow you to track progress. We will inform you immediately of any
problems or delays.

Report quality

Our quality standards ensure that all documents and other outputs are of an excellent standard.
Reports and data are crosschecked to ensure accuracy and clarity of analysis. We also employ a
full-time editor to ensure that documentation standards are maintained.

Closing down

On completion of the project, we will sign off with you a quality checklist confirming that the
agreed tasks have been carried out.




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles true
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


