
The future is fl exible

What is fl exible work?

Flexible working is a way of getting 
work done that is centred much more 
around the employee rather than the 
traditional 9 to 5 routine. It represents 
a shift in method from forward 
thinking organisations to get more out 
of their employees by fi tting around 
them and their lifestyles, rather than 
constraining them to working only as 
prescribed. 

A recent RSA study reported that 
77% of UK employees are provided 
with some kind of fl exible working.1 
This shows that organisations must 
be benefi ting from the fl exible work 
game. But companies di� er in what 
they call fl exible working, so is there a 
right or wrong way to do it? 

There is no doubting that there has been an enormous rise in the number of 
organisations embracing fl exible working policies over the last few years. But what 
is fl exible work? How compelling is the evidence that it’s worthwhile? Should you 
think about implementing it? 
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3 elements of fl exibility

We believe that for work to be 
fl exible, it must contain three 
core elements:

• Work anytime - People’s lives are
  structured di� erently, and not
  everyone is able to be at their most
  productive during traditional
 working hours. Working anytime
  means working at times which make 
 people able to perform at their best,
 whether that be 3pm or 3am.

• Work anywhere - The rise of 
 connectivity and collaborative 
 technology means that almost 
 everywhere is now a potential
  working environment. Employees 
 now have access to any resources
  they would have in the o�  ce at
 home, with the ability to work
 fl uidly across networks and draw
  on worldwide expertise at the 
 click of a button.

• A focus on output not input - 
 This is the most important, yet 
 often overlooked, element of a 
 fl exible work environment. The 
 focus must be on the level and 
 quality of an employee’s work, 
 rather than focussing on the
  amount of hours they are sat 
 behind a desk, or are visibly 
 working. 

 77% of UK employees are provided 
 with some kind of fl exible working 
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 Not all companies implement all three elements, and that’s ok. 

 A shift to fl exible working takes time and can be gradual. 

 The point is that it is happening. 
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 Benefi ts for employees 

• Save time and money - More 
 than 1.8 million UK employees 
 spend over 3 hours per day 
 commuting2, whilst the average 
 daily commute is almost an hour. 
 Through working from home more 
 often, the average employee would 
 save £2000-£7000 per year in 
 travel costs. 

• Increased wellbeing and quality 
 of life - 45% of employees would 
 take a 9% pay cut to work more 
 fl exible hours because it would
  make them happier,3 more 
 productive, less stressed, give 
 them more time with loved ones 
 and greater job satisfaction4.

 Benefi ts for organisations 

• More attractive workplace - 73%
  employees say that fl exibility is one 
 of the most important factors
  when looking for a new job, a 
 statistic which has been growing by 
 5% per year5. For organisations 
 who want to attract and retain top 
 talent, it seems that employees 
 can’t be expected to work full-time 
 from an o�  ce.

• Performance - Flexible workers
  are 39% more productive which 
 equates to 5.1 productive hours per 
 week, or £4200 per annum, per 
 employee6. This is a larger impact 
 on cost saving than cutting 
 operational costs7 and a 10% 
 increase in employees on fl exible 
 working hours UK-wide would 
 equal £6.2bn, worth around 
 GDP 0.5%

Many organisations are already 
driving performance through 
fl exible work. For example:

Unilever - In order to reach their 
goal of growing while reducing 
their environmental footprint 
by half, they now have 30% of 
their 175,000 employees able 
to work independently, from 
remote locations around the 
world. They call this their ‘Agile 
working programme’ and it has 
forced them to rethink what 
‘performance’ truly is at Unilever.

Aetna - Currently around 50% of 
their 35,000 employees around 
the world are now working from 
home. This has saved them 
£80 million in real estate costs, 
and their voluntary employee 
turnover rate is now 2% per year, 
compared with 8% industry 
average.

The case is compelling. But is it as 
simple as introducing a policy and 
getting the benefi ts?

With technology that enables fl exible working only likely to improve as time 
progresses, is it a method that you’re ready to embrace? 

How strong is the case for fl exible work? Evidence supporting its 
e� ectiveness is accumulating quickly. We will focus on two areas of benefi t:
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 How to make it work 

The o�  ce is clearly important for face-to-face communication, but it 
is possible to enable a culture where fl exible working doesn’t detract 
from collaboration and creativity of employees. Working to create an 
environment which enables collaboration in this way is what ultimately 
makes the di� erence between fl exible working driving or limiting 
performance. 

The principles that need to be in place in order to create this environment are:

Trust - Trust is the number one factor upon which fl exible working 
struggles or thrives. It is no good introducing fl exible work and policing 
it stringently as people will not feel like it’s fl exible. Leading fl exible 
workers requires letting go of control and embracing vulnerability. 
Risk may increase, but so does reward.

Empowerment - Flexible working can slow work processes if it isn’t 
accompanied by increased authority to make decisions, greater freedom 
and accountability. This is a move to a more self-su�  cient and action-
oriented workforce who are motivated by a high sense of autonomy.

Sharing - The beating heart of fl exible work is hyper-connectivity and 
collaboration platforms. It is essential therefore that employees share their 
ideas, information and learning so it is built on, used quickly and a collective 
intelligence is created to tap into. Those who share the most must be 
those who succeed and are rewarded. 

Rather than being a fad, all the signs are there that work will actually continue to become 
more fl exible over the coming years with increased numbers of companies investing in 
co-working and pop-up workspaces.8 By 2020 freelancers, who have the ultimate 
fl exibility over their work, are expected to make up around 50% of the workforce.9 

Flexible work is no longer a perk, it’s a must have. Whilst it is easier to leave things as they are, organisations that are 
slow to adopt fl exible working may fi nd themselves losing talent and performance edge to competitors.

 More than 1.8 million UK employees 

 spend over 3 hours per day commuting 
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