Shared, collaborative workspaces
and the challenges of our new mobile,
hand held technologies.

MO B I L E

G E N E R A
T I O N
Office Wars 2015
A report by Orangebox into the implications of our increasing reliance on
hand held technology, our changing places of work and the workforce
within them, with insight and recommendations for achieving better
working practices, environments and products.
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Introduction
While we adjust to these rapid changes
in technology, working practices and
the places where people work, we are
also collaborating within a more varied
and transient working population,
culturally, physically and generationally.
If we struggled to prevent the rise of
RSI and musculoskeletal disorders
with advanced and personalised fixed
technology & equipment, how are we
going to cope with shared and flexible
workspaces?
“ Our aim with Mobile Generations is to deliver insight to help all organisations
recognise the changes sweeping through todays workplace, and highlight
the success and failures happening globally, as we embrace these dynamics
of change.”

Gartner research reported that worldwide PC shipments
declined by nearly 12% in Q1 of 2013 and nearly 25% of
employees in organisations larger than 10 people claimed
to have purchased the primary technology they use for work.
Because it appears we increasingly value access from
a variety of smaller devices, with longer battery life,
instant-on function and intuitive touch-centric interfaces,
how are we shaping up to address these new challenges?

Jim Taylour
Head of Ergonomics
Orangebox

With more of us working away from a fixed, personal
desk at least some of the time, how can corporations
inspire and instil best practice, when it seems the
lessons learned within the fixed workplace may no longer
be relevant to an increasing percentage of the workforce?

02
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This latest Office Wars report explores in more detail the
consequences of the generational and technological
changes we first reported in Boomers and Millennials in
2012. Mobile Generations is researched and written by
the ergonomist Jim Taylour with psychologist Professor
Patrick Jordan. It reveals that as new generations enter
the workplace with an ‘always-on’ mind set, they are
also increasingly reporting the consequences of ‘never
having been instructed’ on the best practices for working
extensively with technology.

How the workplace is changing

Mobile Generations reports on new strains of occupational
health issues and explores possible solutions to resolve
them. We also expose the gaps in our collective
knowledge, which require further in-depth exploration.

1.1 Changing workplaces
1.2 Changing devices
1.3 Changing workforce

We believe that whilst beneficial in many ways, if left
unchecked from an ergonomics perspective, this
whirlwind of change may present new health and wellbeing
challenges in its wake and have an adverse effect on
productivity and morale on an unprecedented scale.
Our research, which we conducted through the winter of
2013 and spring/summer 2014 centred on four main
initiatives:

1
2
3
4

We conducted a series of think tanks with industry
leaders and health practitioners.
We interviewed leading executives and experts
about their experiences and insights on mobile
technology & working.
We reviewed global surveys and reports from
diverse sources, ranging from technology companies
and research institutions to government think tanks
and individual authors.
We conducted an online survey into the mobile working
practices of both individuals and organisations.

This report aims to identify the new challenges emerging within our
workplace, to highlight the best practice we have encountered and use
case studies and their authors to offer a fresh toolbox of ideas, in order
to assist in the creation of better working practices, environments and
products.
The penultimate section of Mobile Generations reports on the explosion
in the co-working workplace and examines in detail why both transient
workers and start-up companies have embraced these new spaces
and the lessons that can be learned from this new, and we believe
important, global movement. This insight is researched and written by
Nathan Hurley with an additional section by Studio Tilt who illustrate
their processes for developing collaborative spaces.

.

Moving away from fixed office desks and the
traditional workplace for many job types.

.

Workplace settings in new guises be it modified hotel,
other co-working space or expanding agglomerations.

.

Laptops have outgrown desktops and there is a tablet
explosion for all age groups and applications.

.

New generations bringing fresh approaches to business
and connected by controlled technology from
bring-your-own-device (BYOD) to business driven
social media.

.

More varied working population than ever before.

We conclude Mobile Generations with an interview with Primo Orpilla,
principal of the multi award-winning Studio O+A in San Francisco, who
we caught up with during a trip to London. A discussion with Andrew
Harrison a renowned Education Consultant, who consults on the
design of learning environments globally, and a report from the outcome
of a workshop we recently hosted, where leading authorities in the
creation of schools and universities highlight their concerns of a wide
range of subjects covered within Mobile Generations.
Gerard Taylor
Editor – Mobile Generations
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Reasons for working away from the desk if not the office
According to the participants in our think tanks, the
reasons why people work away from a fixed workstation
fall into three broad categories.

1.1 Changing workplaces

1) The nature and demands of the work (activity based)
As The Economist suggests, some types of work can be
done more effectively away from a fixed workstation. For
example collaborative work requires bringing people into a
shared space to brainstorm or address a problem together.

The workplace is changing. The traditional model
of an employee spending all of their time working
from a fixed workplace in the office is becoming
less dominant, with an increasing number of
employees working either outside the office or
using the office differently.
These include working from home, mobile working
- for example from trains and planes, or from the
new generation of working environments such as
hotel, airport and business lounges, coffee shops
and co-working spaces. All of these are realising a
new vitality as we increasingly seek to work
effectively, when travelling and away from the
workplace. Working elsewhere in the office such
as conference rooms, the new diversity of
breakout or lounge spaces, sharing a workstation
with colleagues, using collaborative spaces or a
combination of all of these are also on the rise.
Exactly how many people are working away from
a fixed workstation is difficult to quantify as
different research organisations tend to make
very different estimates and to ask slightly different
questions. IDC Research projects that by 2015
there will be 1.3 billion people working outside of
the office – one-third of the global workforce1.
Meanwhile, research carried out by Forrester
suggested that in the USA and Europe we are
already there2. Through 2012, a third of workers
in the USA and Europe spent a significant
proportion of their working week both located
outside the office and working outside ‘normal’
working hours.
However, these figures look very conservative
when compared with those from Forbes, whose
research suggests that 75% of US workers have
no fixed office for at least one day per week and
that worldwide the figure is already 30%3.

Women don’t expect to work fewer
hours than men, but they do expect
them to be less rigidly predetermined.
The Triggers for Change
One of the best insights we explored was from
Cisco Systems Internet Business Solutions Group6,
which reported that there are five key drivers behind
what they describe as the ‘mobility revolution’:

. A preference for flexible working among both

“None of the numbers we’ve seen in the past few
years indicate that the bulk of the workforce is
tethered to their desk,” Forrester analyst TJ Keitt
says. “People do spend time working from home,
whether sanctioned or not, people do spend time
working on the road either as frequent or
intermittent business travellers.”
It’s not only property insiders who have this view.
A survey carried out by Virgin Business Media
found that 58% of UK workers think that the
traditional fixed workstation office will have
disappeared altogether by 20204. Meanwhile a
survey by Clarinet found that 75% of senior IT
decision makers in the UK expect mobile working
to increase over the next 18 months5.

58% of UK workers think that the
traditional fixed workstation office will
have disappeared altogether by 2020.
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The results of our own survey indicate the fixed workstation
is still the most common place where people work (91%)
but the vast majority also now work away from the
workstation some of the time. The most common
alternative working environment is ‘on the move’ (88%).
Places where people work:

productivity and competitiveness

Dedicated workspace

On the move

Elsewhere in office

From home

Shared desk

Other

. The increasing pervasiveness of digital
information and content

. The development of good quality and reliable
broadband devices and services

. Mobile technology that supports interpersonal
communication

In addition to these The Economist magazine also
cites the increased number of women in the
workforce as a major factor7. “Women need time
off to collect children from school, to take family
members for hospital visits, and to do all the other
tasks that had been expected of them before
they entered the workforce in bulk. They do not
expect to work fewer hours than men; they merely
expect them to be less rigidly predetermined.”
They also suggest that the shift from a manufacturing
economy to a service economy - at least in the
world’s most developed nations - plays a key role.
“While production-line workers have to be physically
present at one spot at more or less the same
time, service workers are much less constrained.
An insurance clerk, for example, can process
claims at almost any hour of the day, and many
creative types (in advertising, say, or graphic design)
would claim to work better between the hours of
9pm and 5am than between 9am and 5pm.”
Throughout our research workshops, almost
everyone agrees that their organisation is moving
from an old workplace typology to a new one, the
component parts of which are still being explored
and tested.

During this period of transition from a more limited and
fixed type of environment towards our new, more flexible
and collaborative spaces we suffer the consequences of
this transition. Our research highlights the need to quickly
establish new protocols. For example it was widely
reported that when we work at a workstation within the
open-plan office, we are completely open to interruption.
“You may as well be waving a flag and saying, ‘Hi, I’m here,
interrupt me as much as you like’.”
Our think tank participants also commented:

businesses and employees

. A perception that this way of working increases
Perhaps the only thing we can say with confidence
is that the number of people working away from
fixed workstations has been increasing and that
the global view is to expect this trend to continue.

Almost everyone agrees that their organisation
is moving from an old workplace typology to a
new one, the component parts of which are still
being explored and tested.

Being away from the workstation is also beneficial when
employees need to concentrate without interruption. This
includes tasks such a writing reports and various kinds of
strategic and analytical work. When employees are at their
own workstation colleagues know where to find them and
they are prone to being interrupted. Being away from the
workstation gives them a chance to ‘get their head down’
undisturbed.

91% 88% 75%
70% 40% 25%

If you work within finance a fixed desk is really good
because you are working at a PC doing spreadsheets for
example, but if you are working in finance and you are on a
conference call should you really do that from your desk?”

If you’re doing something that’s confidential or something
like that within the open workspaces now, sometimes you
want to go somewhere where you can hide away and do
whatever, when you need to concentrate.”

“ I need to have time to ignore the tools that
are buzzing away at me. And do a task that I
really want to be focused on.”
“ Before we had collaborative spaces, one of
our offices had a system. You put a red
hat on if you did not want to be disturbed.”

Nine to five that’s the time you’re around, so that’s when your telephone,
your email, everything’s flying at you and that’s the point, I suppose, of
modern day working, to transfer knowledge and communicate with your
colleagues. The concentration aspect of that now has been almost
pushed to your own time, because of the continuous demand.”

Within our concentration spaces, nobody is allowed to speak
to you, nobody is allowed to acknowledge you, nobody is
allowed to wave at you, and nobody is allowed to enter that
space while you are in there, because you are in there for a
reason. You need to concentrate. It does work well.”
Our think tanks’ views are backed by research by Forrester
whose figures showed that knowledge workers are more
than twice as likely to work outside of the office as others.
According to their figures, 44% percent of knowledge
workers in the USA telecommute at least once a week,
making 20% of the US workforce as a whole.
07
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2) The logistics of the work (knowledge versus process)
Where logistics is the determining factor this is because the demands of the
job mean that much, if not all of the work, has to be done outside of the
office. Consultants working in clients’ offices, architects visiting building sites,
university lecturers working in shared spaces with students were among the
examples that think tank participants cited. Others needed to be at fixed
workstations because this was the only place that they had access to the
data and software that they needed.

Once you let people do what they want, to
work where they choose, you then have to
concentrate on the people.

What triggered the change with us was that we stopped assigning
desks and as soon as you do that it really alters things. Before it was
a lot of regulations, ergonomics, people and there was a system of
control. Once you let people do what they want, to work where they
choose, you have to concentrate on the people. You have to train them
better and you have to work more intelligently.”

We used to have mostly desks, everybody sat at their own desk. We now have
different pockets of workspace, we have breakout areas, we have got some tables
with screens, we have got areas they can go and have a chat, completely different
settings. And it has taken the pressure off meeting rooms because we have found
that they want the impromptu ‘let’s go and have a chat and talk about it’ options.”

I have to do my design work at my workstation
because that’s the only computer that has the right
software. When I’m away from the office I
answer my e-mails and do other process work.”

.

The advantages of collaboration are well understood and self-managed
teams can improve productivity by up to 26%. If the nature of the job
requires team work, companies may orchestrate informal collaboration and
reduce downtime in more formal meeting rooms.

”To be able to write reports
and other things you can’t
seem to do when at a desk.”

Our people don’t want to book meeting rooms; they just
want to go and find a space and talk. So actually we went
to the business and said, ‘What do you want?’ Not what
we thought they wanted and the atmosphere in the office is
very different and much more productive.”

Where we’ve found benefits and increased productivity is where there’s
a group and we’re all working in one area. It may be in a meeting.
We’ve actually got a screen at the end of the table we all work around
and we’ve got somebody taking notes and developing the notes and
sharing, making sure we’re all tuned. In my experience, that’s
improving productivity.”

Collaborative work, sometimes it’s just about the human
interaction with the more intimate team around you. If you’ve
been away for days on end, to go back and just re-engage with
that team, that are generally there most of the time. That’s
important and you need the correct set-up to achieve this.”

“

The reason we have hot desking is because we’re trying to maximise
our usage of space. We’re monitoring this on a weekly and daily
basis, to see how many spare desks we’ve got in different areas. So
if people say we need more desks, we can say, ‘Well actually, you
are always 10% down on the number of desks you’re using’.”

“ We’re trying to maximise our usage of
space and we’re monitoring this on a
weekly and daily basis to see how many
spare desks we have.”

Not being at a desk is when you are group working, when
you need to actually get yourself away from that setting,
where you can work with your peers. It also buys some time
that you need as well, to be able to write reports and other
things you can’t seem to do when at a desk.”

08
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3) Lifestyle choices
For those who see working away from the office as a lifestyle choice, home
working in particular is seen as an important part of an enlightened company
culture. Saving commute time and working around their personal life, for
example, doing housework, waiting for deliveries or collecting children
from school.

Deloitte

Working from home tends to be popular with employees and current
research indicates that home working is an increasing trend. Research by
Forbes found that nearly all employees would prefer to work from home
some of the time and Forrester predicts that by 2016 more than four in
ten Americans will work this way8.
Companies vary with respect to their policies about who can work out of
the office and in what circumstances. Some of the companies represented
in our think tanks had centralised policies. Others left it to the discretion of
line managers or asked workers to make a case for what they could do
away from the office and to present this to human resources for negotiation.
The consensus of our research is that this is a growing trend which is
shaped by both company culture and the viewpoint of the senior management
within them.

3
Ours has just evolved. Nobody has said you can do this
[work out of the office]. So some managers let their team
do it and that can be right across the team. Others might
prefer the team to be in. It’s discouraged. So it’s actually
quite disjointed across the whole.”

9
4

Many of our think tank participants felt that they
benefited from flexible working.

I work from home out of choice. I like to take the kids to school once a week. So I
do that and I actually tailor my week, so I do all my one-to-one conversations with
the people I wouldn’t be meeting with anyway, because they’re around Europe or in
America. I have my one-to-one meetings on a Wednesday, so I would either be on
the telephone all day in the office or the telephone all day at home. Technology
allows me to do it wherever I am.”

“ When you are working from home you are
doing two things almost inevitably, but
the feel-good factor often means that you
put in more hours.”
However, there were conflicting views amongst those in director
and senior management positions.

My view is, as long as work gets done, if everything
gets done, I’m not too concerned about it.”
One of the things we found is with the people working late. In the morning when
you open your email, you find a lot of emails have dropped into your inbox and you
feel that if they’d been working the same as me, we could have resolved this rather
than the whole email trail being started. So it does have an impact if somebody
chooses to work late and clear the decks. They might be clear and ready to go, but
actually all they’ve done is shunted it onto everybody else first thing in the morning.”

More than one-third of employees, for example, eat lunch
at their desks on a regular basis. More than 50 percent
assume they’ll work during their vacations.
Relax! You’ll be more productive (Tony Schwartz).

10
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Millennials are also driving flexibility

More women in the workplace embracing flexible working

Women who have the option of flexible
working tend to be much more ambitious
than women without flexible working.
Catalyst, a non-profit organisation that aims to
expand career opportunities for women,
conducted a study of 726 MBA graduates, both
men and women, from around the world. They
found that women who had the option of flexible
working tended to be much more ambitious than
women without flexible working opportunities but
that this effect did not hold true for men.9
Of the women working in flexible environments, 83%
said that they aspired to be CEO or at least reach a
senior executive position compared with 53% of
those who do not have flexible working
arrangements. The study also found that of the
women without flexible working options, 57%
had reduced their original career aspirations. This
compares to only 32% of those with flexibility. By
contrast, the study found that there were no
meaningful differences in ambition for men in the
different kinds of working environments.
When given the opportunity to work flexible hours
and away from the office, women were more likely
to do this than men. The study showed that 39%
of women who had the option did it on a regular
basis as opposed to only 29% of men.
“The reality is that flexible work options give
employees the opportunity to organise their personal
and professional lives in the most convenient way for
them,” says Anna Beninger, senior associate in
research at Catalyst. “When it’s possible to work
from anywhere, any time of day, this flexibility
gives people the opportunity to lessen their stress
levels.” And as reported elsewhere within Mobile
Generations, stress is a serious issue that needs
creative solutions within today’s workplace.
Working flexibly gives people the opportunity to
lessen their stress levels.
A survey conducted by Citi and LinkedIn, published
in 2013, looked at women’s experiences of work/life
balance. The majority of women in the survey - 63%
- felt that they had a good work/life balance and
95% said that they thought that ‘having it all’ was
possible10.
The survey also revealed that there is still a desire for
even more flexibility. Being able to telecommute to a
virtual office was the number one thing that they said
would improve their working conditions with 42%
specifically saying that they would like to work from
home more. Consistent with previous surveys, 90%
of those who work from home felt that they were

equally or more productive than they were in the office and
they were more than twice as likely as their office-based
counterparts to say that would like to still be with the
company in 10 years’ time.
As with previously quoted research, according to the UK
Commission for employment and skills an increasing
number of women will enter the workforce over the coming
two decades – 56% of the net increase in jobs between
2010 and 2020 is expected to be filled by women, a
trend which will continue until 2030.11
Further, the skills level gap between the genders has
narrowed if not reversed in some countries. Consequently,
it is expected that women’s roles and ranks within the
workplace will increase.
This will increase the pressure on more companies to
provide a good work/life balance and flexibility will be an
important incentive in getting the best people. The UK
Commission for Employment and Skills projects a rise in
limited project contracts, freelancing and part-time
employment.

56% of the net increase in jobs
between 2010 and 2020 is
expected to be filled by women.
Trust with flexi time
Caroline Kinsey, chair of marketing agency Cirkle PR, took
part in KHPI’s research12. Her company offers all workers
completely flexible hours: “Flexibility and trust is at the heart
of our agency. People can shift their working day to the
hours that suit them in order to minimise stress levels. To fit
in with family commitments or to avoid the rush-hour traffic,
for example, some people come in at 7am and leave at 4pm
without any guilt.”

The majority of staff works at home on a Friday to eliminate the
stress of commuting altogether. We are just as committed to
delivering for our clients as any other business, the difference is
that we don’t believe it should be about the hours you put into
work, but rather the work you put into the hours. An impressive
financial track record and outstanding staff and client retention
levels are a tribute to how successfully this works for us.”

12

There is expected to be a continued rise in the need to offer
future employees non-traditional incentives as employers
compete on a global stage for the most talented employees.
Millennials, who since the 2010s are entering the workforce
in large numbers, will further drive this trend with 92% of them
placing flexibility as a top priority when selecting workplaces13.

92% of Millennials place flexibility as a top priority
when selecting workplaces.
There will be a continued rise in job sharing, part-time
employment, flexi time (etc), and contract-based work as
well as new and innovative employment models. With over
50% of the workforce in 2020 expected to be Millennials,
who have grown up connected, collaborative and mobile,
organisations must ensure they are able to easily and
effectively adapt to rapid social and technological change.

“If you are at your desk, you are kind of signalling –
I’m here come and get me.”
We work a lot within our consultant’s offices; we can access their
technology, things like that. So we actually completely share their
space. Even if I’ve got a client with me in London, Birmingham
wherever, I go in and log on to their system and work with them.”

Effective policies to manage more mobile workers will
become increasingly necessary, with organisations needing
to place strategic emphasis on management, scheduling
and technology guidance. This will be explored more in
chapter three. During our think tank workshops the subject
of flexible working provoked lively and at times contentious
debate, as the following contributions testify.

Every member of our staff has a different contract and work
agreements with their managers, depending on what work they do
and how many days they need to be in the office or work from
home. Some logistics operations, for example, are people that we
very rarely see. Probably see them every three weeks, month; they
will work from home or travel.”

I think it’s different if you’re a permanent member of staff or if you’re
a contractor, because contractors are expected to be present, perhaps they
are slightly less trusted. Permanent staff are able to work from home.”
We made a decision to be a lot clearer with our standards of
performance and a lot more open on the hours that people worked and
where they could work. If they need to mow their lawn when it’s
sunny, mow your lawn and do your work later on. We’ve found
people have worked longer hours since they’ve been allowed to work
their own hours. The whole team seems more productive and they
seem to be happier in what they’re doing.”

“

They meet with our facilities, with our HR and with their team,
they meet, they discuss, they may agree or disagree on certain
points, it is up to them to have an adult conversation on what is
agreeable. This person may say, ‘I believe I can do this job three
days a week from home, therefore I do not need a permanent space
in the office I’m saving you money etc’. As an organisation I
think we are mature about how all of this works.”

We’ve found people have worked longer hours since
they’ve been allowed to work their own hours.
I would say that I utilise my travelling time much more
efficiently, I can get some feedback written on the train or I can
review a brief or a paper or report, for me travelling is a
productive time.”
Previously I’ve had discomfort because the set-up at home was
not quite as good as the office. It was actually just the corner of a
living room and a desk not made for that purpose with a laptop
on it. That gave me discomfort, but it wasn’t the device so much
as my set-up.”

“Our people will say, ‘I can do this job three days a
week from home, therefore I do not need a
permanent space in the office I’m saving you money
etc’. As an organisation I think we are mature about
how all of this works.”

“

People working from home two days a week, I often wonder why
people never choose to work from home Tuesdays, Wednesdays
and Thursdays; they will often look for a Monday and a Friday.
They are choosing the weekend and the beginning of the week
when not to come into the office, obviously we are trying to make
the commute week as short as we can.”

I took some leave recently and I wasn’t going anywhere, I wasn’t
going abroad, I was using those couple of days to catch up with a
backlog of work without interruption.”
Most managers, directors, senior people at the end of the week, at
the end of the quarter, year end, have got to catch up and project
forward. So many of them always do this work at home because
if you are at your desk, you are kind of signalling – I’m here
come and get me.”
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I think it’s different if you’re a permanent member of staff or if you’re
a contractor, because contractors are expected to be present, perhaps they
are slightly less trusted. Permanent staff are able to work from home.
I work internationally in a bank and on a Wednesday I always work
from home. The reason, my wife has restarted her career and I want to
I just do that from home because you get more peace and quiet,
take the kids to school. I have also organised with my colleagues, that’s
apart from when my washing machine goes on full spin. But I do
the best day to catch me and have a decent conservation and I catch up
not actually dictate a Monday or whatever, it is just very flexible.
with what I’ve not been able to do in the office. Because on the four
other days, my schedule is almost full.
This is where it benefits the company to offer flexible working
because if he had not had that option he might have looked for
somewhere else to go, moving all his knowledge and all his experience
off with him. That is what we found, that we are keeping people
and we are retaining them, because we respond to the reality of their
family needs.

We should look at the facts and figures here. I mean one of the things
that we found is almost unanimously people like flexible working and
they rate it as a really attractive thing and it has a big role in retention.
But as we have also discussed there is very little evidence, one way and
the other about productivity so far in the research, so we are still trying
to get a bit of a feel for this.

We did a trial run of much more being able to work from home in
our Amsterdam office and some of the guys, which was quite
surprising for me, could not cope with being away from the social
group of the office.

The main reason I previously worked from home was that I actually got
more done because the only way you could get hold of me was through
emails and you can filter that. But now we have got Office Communicator
and there is no escape. I mean I am trying to escape people that I do not
want to communicate with but now they can get me on OC, there is no
escape. It’s sort of the technology takes over a little bit.
Our flexible working means flexible working and output means output. As an
example, our IT manager will work from home three days a week. And every
Wednesday he will be working by 6am because that is the normal time and he will
go to his emails, check them and put them to one side etc. He then takes his three boys
to school, wash, have breakfast etc. He’s back at his desk by 10. Now he has not
worked for three hours, everybody else in the office is working normally, between then
and three o’clock we work with him as we need, but we know at three, he will then
stop dead.

“As an employer, I get the feeling with some of our employees that they work
from home when they’ve got things to do at home. Like have a carpet fitted or
they’ve got to take the children somewhere. And providing I believe that they are
actually doing the work, getting emails at half past 10 in the evening - which
is unusual for someone who’s supposed to work nine to five - I think there are
people who work well this way, who can arrange their lifestyle around their
work life and their home life. Unfortunately there are other people that tend to
shy away from work and that freedom would be misused.
“It is usually for more specific resource-intensive work or
something that needs a lot of concentration – reading reports and
We have a wide range of people on contract who are based at home
things like that - when people go and do work at home.
permanently. People who work from home but are also mobile. We
have staff that come into the office and some of those have ad hoc
arrangements with their managers about working at home, to suit
their needs.
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Generation ‘mezmerized’ is coming of age

207,845

The continuing dynamics of Boomers & Millennials
Generation Z, born after 1996, are starting to graduate
and are facing the prospect of a highly competitive job
market. Observers are seeing a rise in online education
meaning that highly educated young people may face
global competition. Companies will need to attract ubertalent to stay ahead and can talent spot from around the
world. The youth in Europe faces the prospect of being
less affluent than their parents but the opposite is true in
emerging economies such as India or China where the
young are looking forward to higher income than any
generation before them.

1685

In our report Boomers & Millennials we used these two
bookend generations within today’s workplace to
demonstrate that by focusing on each individually, we
could illustrate the dynamic forces at play within all
organisations.

Accessible online education and middle management squeeze

:-(

According to Deloitte (2013) our global educational
infrastructure is not keeping up14. Education is getting
more expensive with no guaranteed returns in many parts
of the western world. Online courses are becoming
popular and more widely available, despite this more
than two-thirds of those seeking higher education today
cannot afford it.

These forces of change have, if anything, accelerated
since we published Boomers & Millennials. We now
present this research to show the PC losing out to
instant-on, touch-centric technology and hierarchies
yielding to networks.

MOOCs or massive open online courses may start to fill
the gap and their growth is set to continue. Students can
enrol from all over the world where previously only affluent
individuals in specific locations could sign up. As discussed
in his recent book The Zero Marginal Cost Society15, the
acclaimed social thinker Jeremy Rifkin writes: “The
revolution began when a Stanford University professor
Sebastian Thrun offered a free course on AI online in 2011, one
similar to the course he taught at the university. Around
200 students normally enrolled in Thrun’s course. By the
time it commenced 160,000 students from every country
in the world – with the exception of North Korea - were
sitting at their computers in the biggest classroom ever
convened.”

Generation
meZmerised

Boomers generally view organisations and social
movements in the context of a hierarchy. Hierarchies
generally have a strong leader, a powerful and experienced
organisation and a guiding ideology and strategy.

160,000 students from every country in the
world – with the exception of North Korea were sitting at their computers in the biggest
classroom ever convened.
Both graduates and existing middle
management need to carve a more
master/expert role which requires knowledge
that’s valuable and rare.

Thrun has gone on to launch an online university called
Udacity, followed by the online university Coursera and
EdX, a non-profit consortium put together by Harvard
and MIT. Coursera now has 97 participating universities
and by February 2013 had 2.7 million students from 196
countries enrolled in hundreds of courses.

"
dislike

"
like

2. Self-management where team members only require
a highly skilled team leader.
3. Attitudes toward management have changed with
Millennials wanting highly motivational mentors skilled in
coaching. Masters not general managers will be in
demand.
4. Remote working makes intuitive, hands-on
management difficult, coupled with diminishing prospects
for the good managers to stay with one company and
their jack-of-all-trades skills being less transferable.
Her message for young graduates and existing middle
management is to carve a more master/expert role
requiring knowledge that is valuable and rare, developing
areas of proficiency throughout their working life to keep
management skills fresh16.

They take a profoundly different attitude toward authority
and expertise. The Millennial generation has become the
foot soldiers of this paradigm shift that will strongly
influence how things will now be done, both in the
workplace and in the wider world. Millennials have grown
up within celebrity culture and for them, media profile
and charisma are important factors in evaluating overall
credibility. If your communication is old fashioned you are
seen as inappropriate, less nuanced and ultimately less
intelligent, according to the Reform think tank in the UK.
A New Reality also noted that Millennials are comfortable
with the conventions of their visual and collaborative
media and see their technology as normal, not exciting
for its own sake. The best technology represents the
chance to help navigate complex information in an
elegant, engaging and entertaining way18.

Linda Gratton identifies four reasons why middle
management is on the decline and suggests these will
result in only low-skilled jobs for the young or high-skilled
jobs which require more experience and education:
1. Technology will become the general manager,
monitoring performance, providing instant feedback and
creating reports and presentations. Box-ticking managers
aren’t needed.

Millennials, however, have a profoundly different view; it’s
all about the network. Hierarchies are not their default
setting. “In fact they’ve gone about as far away from a
hierarchy as can be imagined,” Gladwell said17.

2,700,000

Increasingly, Millennials don’t look to experts to learn,
they learn from their peers on YouTube and via social
media. In his important recent book The End of Power,
Moises Naim showed that even chess has changed. “To
learn chess, they don’t take lessons. They go online and
find players from all over the world to play and are part of
a new phenomenon that has swept through the long
closed world of competitive chess. Players are learning
the game and achieving mastery at much younger ages.”
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https://facebook.com
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This description is taken from an observation made by
great American commentator and writer Malcolm
Gladwell, who recently said: “We are experiencing a
paradigm shift from a hierarchical society to a network
society and from the individual to the connected and
collaborative. The difference between the Boomer and
Millennial generations illustrates this major realignment
more than anything else.”

" ! 145

Boomers generally view organisations and social
movements in the context of a hierarchy.
Hierarchies generally have a strong leader, a
powerful and experienced organisation, and a
guiding ideology and strategy.
32
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Millennials however have a profoundly different
view; it’s all about the network. Hierarchies are not
their default setting. “In fact they’ve gone about as
far away from a hierarchy as can be imagined.”
11
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Millennials increasingly don’t look to experts to learn,
they learn from their peers on YouTube and via social
media.
155

"!

How we achieve change is also changing and quickly,
such as the world’s biggest protest.
In January 2012 the US Congress shelved its
controversial internet censorship bills SOPA & PIPA after
a protest organised online created eight million phone
calls into the offices of congressman and senators over a
five-day period. A Boomer generation of politicians
hadn’t a clue how it happened and assumed (incorrectly)
it was Google’s doing19.
While the media readily sells the story of the start-up
being sold for £100 million, what’s not articulated is the
profound change technology is having on reshaping the
viability of the corporate organisation. Take the making
and sharing of pictures.
Kodak v Instagram. Kodak, before lapsing into bankruptcy,
employed over 100,000 for decades, creating a great
number of secure middle class households. Whereas
Instagram created 1$ Billion for 13 people and has more
than 150 million users generating their content, for free20.
The corporate organisation increasingly recognises that it
is in the throes of a new reality and sees Millennials as
the key agents of change in both what technology we
use within the workplace and how we use it, as well as
the type of environments in which we work.
17
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Rented and mobile spaces
Agglomerations
A recent report for the Mayor of London discusses the
technology, media and telecoms industry and the
growing agglomeration around Kings Cross, London to
accommodate them21. Like-minded businesses,
encouraged to thrive in a concentrated area, spurs likeminded people to create thriving social/work service
spin-offs to service them, from coffee shops to
gymnasiums.
At the heart of the Kings Cross development is Google’s
plans for its new $1 billion office, to be completed in
2016. The space is one million square feet and will have
an open-air swimming pool, an indoor football field, a
climbing wall and a roof garden. Google employees can
cycle right into the building’s bike storage room and use
the in-house showers and lockers before starting their
days. In addition to traditional desk workspaces, the floor
will feature lots of open space for networking and
collaborating with colleagues. Google considers the new
space an extension of the company culture.
Of all the ‘early adopter’ tech companies which have
redefined the values of the contemporary office, perhaps
we can learn the most from Google.
What few people in business know is that Google has
devoted the same level of intellectual firepower it used to
create self-driving cars to discovering, refining and
implementing leadership practices that optimise human
performances within their workplace. Google has spent a
lot of energy and resources studying what makes spaces
work, and casual interactions prove vital. Serendipitous
accidental encounters are designed into Google spaces,
where at least half of the spaces are dedicated to
“collaborative encounters”22.

Guests want to sit in a
well-equipped space that
allows them to “be alone but
not lonely” - which succinctly
describes the gadget-laden
Millennials now representing
a significant portion of the
traveling and working public.

Jeanne Meister, reporting for Forbes (The death of the
office, June 2013)23, suggested that there are a growing
number of inexpensive ways to re-imagine the workspace.
Real estate platform LiquidSpace, for example, is
connecting people in search of flexible workspaces with
over two thousand such spaces across 250 cities.
They’ve collaborated with Marriott Hotels and Steelcase
to create ‘Workspace On Demand’, which allows anyone
to book a space in the lobby of a Marriott hotel as easily
as they can book a room overnight.
Marriott began the programme in 2012 as a pilot that
used 35 hotels and 100 spaces. By the end of 2014, it
planned to expand the programme to 300 hotels,
according to Peggy Roe, VP of Global Operations
Services for Marriott.

Marriott Hotels has created ‘Workspace On Demand’,
which allows anyone to book a space in the lobby of a
Marriott hotel as easily as they can book a room overnight.
www.workspaceondemand.marriott.com

The target is the tech-savvy, mobile Millennial who sees
work as an experience rather than merely a place to
go every day.

Our lobbies have historically been transitional spaces,” says Paul
Cahill for global brand management at Marriotts, in a recent
Washington Post article. “People check in. People check out.
Maybe they hang around for a few minutes if they’re waiting for
someone. Now though, hotels are taking a page out of everything
to transform their lobbies into destinations designed to attract both
guests and non-guests for extended periods of time.”

“You want them to be pulled out of their room and
into these public settings where they can be part of
the community.”
Over the past few years the Hotel chain has been rolling
out its ‘Greatroom lobby’ concept. The centrepiece of
the new space is a combination coffee shop and bar. A
few large TVs surround it. The seating options include
high and low communal tables, tall chairs by tables for
two, high-backed chairs with low-slung tables and two
21st century amenities that will almost guarantee
bottoms in those seats: free WiFi, rolled out in all Marriott
lobbies about a year ago, and lots of electrical outlets,
often incorporated into the furniture.
More hotels have shifted their emphasis to public spaces
because they’ve scaled back the size of their guest
rooms thanks to limited real estate and less need for
bulky furniture. So guests these days aren’t as interested
in holing up in their rooms by themselves, and hotels
don’t want to see that, either.
“ You want them to be pulled out of their room and into
these public settings where they can be part of the
community,” says Vanessa Guilford, design director for
the New York-based Pod Hotels. And Hoyt Harper,
global brand leader for Sheraton, says that hotels can
capitalise on the fact that guests want to sit in a wellequipped space that allows them to “be alone but not
lonely” - which succinctly describes the gadget-laden
Millennials now representing a significant portion of the
travelling and working public.
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“ People don’t work nine to five in an office cubicle any
more,” Guilford says. At the Pod 39 in New York, the
lounge - slightly offset from the more functional check-in/
check-out lobby area - has tables equipped with outlets.
There’s also free Wi-Fi in addition to varied seating and an
18-hour bar that changes its offerings throughout the day.

You can’t spell ‘functional’ without ‘fun’, so hotels
have made sure to kit out their public spaces with
plenty of leisure opportunities.
Hilton Hotels now feature a technology lounge. Here,
guests can work at PC or Apple computers, set up shop
with their own laptops at a communal table or park
themselves in front of a four-panel LG video wall.
But hotels realise that guests and guests of guests aren’t
just going to be working. They may be meeting friends,
catching up on TV shows on their iPads or eating. The
key, Guilford says, is making lobbies flexible so that they
can serve different purposes and different groups. She
stages what she calls “vignettes of furniture”. In her
lounges, you might see a sofa, two club chairs and a pair
of club stools that can be arranged in any number of ways
for any number of people. You can’t spell ‘functional’
without ‘fun’, so hotels have made sure to kit out their
public spaces with plenty of leisure opportunities24.
And the international coverage of rented offices from
Regus (220 offices in the UK and a presence in 100
countries) and others enables large companies like GSK,
Toshiba and Google to place employees in co-working
spaces practically anywhere, while (presumably)
leveraging good deals.
Regus even came to the aid of water-logged Britain
during the worst floods on records in February 2014,
highlighting both the planned and spontaneous
advantages of rented spaces. At the height of the floods,
when the Thames was threatening to burst its banks
upstream from London, Regus UK chief executive John
Spencer said: “We will do all we can to help local
workers affected by the floods, welcoming them into any
of our business lounges if they need an alternative place
to work.”

Regus has taken the mobile office strategy a step further
by partnering with Rinspeed to develop a concept car,
the XchangE, which helps people work on the road,
linking to its growing Regus Express ‘third place’ network
with roadside and retail sites across Europe’s motorways25.
The design of the XchangE allows the front seats to
swivel backwards, creating a mobile work and meeting
space for four people. The car’s ‘infotainment’ systems
allow passengers to connect to their office and work
productively.
The best example of the expansion of the original Regus
rentable office space concept, addressing the dynamic
changes for shared community-based workplaces, is
perhaps in Holland and Berlin. In Berlin the firm has
partnered with Shell to offer workspaces within service
stations in over 50 locations. Throughout Holland they
have partnered with the national railway NS to provide
office space within 20 of the principal station hubs, from
Amsterdam and Den Haag to Eindhoven. The result is
spaces that can be used on a super-flexible basis by
both individuals and groups.

In Berlin Regus has partnered with Shell to
offer workspaces within service stations
in over 50 locations.
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A three-day working week.
At a business conference in Paraguay in July 2014, 74-year-old
Mexican communications titan Carlos Slim (sometimes richest,
sometimes second richest person on the planet) called for the
adoption of a three-day working week and working until 70. This
was first reported in the Financial Times in the UK and perhaps
because of his profile, gained instant traction through global
media. The Guardian in the UK reported the CEO of Kingfisher,
Sir Ian Cheshire, as observing:
“ Companies should look at this as a way of tapping into talent pools
that they can’t attract with old-style five-day weeks, and technology
has facilitated this massively. The only issue for businesses like ours
will be maintaining teamwork and consistent customer service when
teams are not always together, but leadership businesses that adapt
to this new reality will get the best talent.”

In the same article Philip Booth of
The Institute of Economic Affairs remarked:
“ Work patterns are incredibly varied compared with 30 years ago.
Ultimately, such things are an outcome of the diverse and subjective
preferences of employees and of the benefits to employers of different
approaches to organising work.”

A piece in The Huffington Post drew comparison to changes that had
happened within the US economy. “Better work gets done in four days
than in five,” wrote Jason Fried, whose company 37signals switched
to a four-day work week for part of the year in 2012.
“ When there’s less time to work, you waste less time. When you have
a compressed work week, you tend to focus on what’s important.”

Workers who have more flexible schedules also tend to take less time
off. That was the case in Utah, where in 2008, the state changed to
a four-day work week for all state employees as an experiment to
lower energy consumption.
Richard Branson wrote on his blog:

▲

“ The way we all work is going to change - and fast. The set-in-stone notion of working Monday to
Friday is rapidly becoming outdated, and is increasingly inefficient.Working three-day weeks could
actually increase productivity, and make better use of the skills people across society have to offer.
Carlos Slim is the latest to speak out about flexible working. He is putting his ideas into action too. I
applaud his initiative at phone company Telmex, where those eligible for retirement can opt to work
four-day weeks on full pay.”
Mr Slim’s proposals focused mostly on the elderly, as he rightly noted that people are living longer,
are more healthy, and want to continue enjoying an active life for as long as possible. However, I
“
believe changes to working practices shouldn’t just focus on older workers.The concept of flexible
working should apply to everyone, which is something we encourage at Virgin.”
While the diverse nature of the Virgin Group means that our companies have different practices,
“ we firmly believe that people should be encouraged to work when, where and how they like, in
order to get the best results possible. If this means hot-desking, working from home, working three
or four day weeks, or job-sharing, then that’s great. Go with the approach that works best for you.”
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Bloomberg commented that Utah state planners found that in
addition to the reduced energy use, there were unexpected boosts
to productivity and worker satisfaction. However the state
experiment only lasted three years and in 2011 it switched back to
five-day working - because residents complained some state services
weren’t available on Fridays.
Within the FT article the writer Michael Skapinker reported Slim
as saying:

“ People are going to have to work for more years, until they are 70 or 75, and just work three days
a week-perhaps 11 hours a day.”

He added:
“ With three work days a week, we would have more time to relax; for quality
of life. Having four days [off] would be very important to generate new
entertainment activities and other ways of being occupied.”

This isn’t the first time the Mexican tycoon has called for a radical
overhaul in working hours and retirement. In an interview with
Mexico’s El Universal newspaper, Slim suggested that the retirement
age should be raised to 70, arguing that the current pensions system
was established “when jobs were more physical and people died at
60, but now we live until 85 or 90”.
Was this an energetic and brief media hot topic, or are the
fundamental global pressures on pensions and retirement going to
force more creative thinking on how we recalibrate new and more
viable solutions to what is often described as a ticking time bomb?
In the United States, where work hours
have bucked the O.E.C.D. (The Organisation
for Economic Co-operation and Development)
trend and have risen, we donʼt seem any
closer to lives of leisure or to the
problem of too much free time. Ask any
investment banker, chef, lawyer, or taxi
driver if he works the standard number of
hours, and heʼll probably laugh in your
face. Recent efforts to limit the hours of
medical residents, who often work for more
than 24 hours straight were met with
controversy and blowback; a new rule,
established in 2003 limited their work
weeks to 80 hours, but supervisors have
often found creative ways to circumvent
it. On weekends and evenings, vacations
and commutes, family events and meals, we
are increasingly tethered to the office,
increasingly able - and expected - to
respond immediately to emails, requests,
and queries. Free time is proving to be an
ever-more elusive concept: the same
technology that Keynes predicted would
free us from work has instead brought work
into our leisure time.

This trend is not only undesirable but may
also prove unsustainable if we want to
maintain a productive, creative, and happy
society. That, at least, is the argument,
which was made recently by the Mexican
telecom mogul Carlos Slim. During a talk
at a conference in Paraguay two weeks ago,
Slim proposed that the standard work
schedule worldwide should be trimmed to
three days a week. The current arrangement,
he pointed out, was developed when life
expectancy was lower and the world was, as
a whole, poorer. Now, with people living
longer and the structure of society
shifting accordingly, a four-day weekend
would improve quality of life; promote the
development of other occupations, and
healthier and more productive employees.
Slim’s proposal included two important
caveats: employees would work longer hours
each day, and would continue to work into
their seventies. (At Slim’s own company,
Telmex, he is allowing workers past
retirement age to keep working four-day
weeks, at full salary.)
The New Yorker
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1.2 Changing devices
In their recent worldwide survey of just under
10,000 information workers Forrester found that
the fixed desktop computer is still the most
commonly used work device, with 84% of
information workers using this at least once a
week, while 25% use a shared office workstation
at least some of the time. However they also
found that 63% use a laptop for work and 21%
use tablets. Traditional desk phones are currently
used by 59% of information workers but 48% are
now also using smartphones26.
Gartner also reported that through 2013, worldwide
PC shipments declined by just over 10% from
2012, the worst decline in PC market history, and
nearly 25% of employees in organisations larger
than 10 people claim to have purchased the primary
technology they use at work. It also appears that
we increasingly value access from a variety of
smaller devices, with longer battery life, instant-on
function and intuitive touch-centric interfaces27.

59%

desk phone

25

%

shared
workstation

smartphone

Gone are the days when employees wielded a simple set of
tools to get work done,” the firm reports. “In today’s world of
anytime, anywhere work, employees use whatever device is
most convenient: desktop at home, laptop at work, tablet in a
client meeting or smartphone everywhere.”

A recent survey of ‘20-something’ workers discovered
that more than half believe that mobile devices BYOD
was a right not a privilege, with one in three reporting that
they would break anti- BYOD rules. Deloitte.

Connectivity is key to this type of working. For
example, research carried out in the USA by
Cisco showed that 78% of white collar workers
used mobile devices in their work and that for
65% connectivity was essential for them to do
their jobs28.
They also found that the number of devices that
each worker uses is increasing. In 2012 US
workers were using an average of 2.8 separate
devices for their work and their projections suggest
that this will increase to 3.3 devices by 2014.

+ work +

21%

48%

It appears that we increasingly value access
from a variety of smaller devices, with longer
battery life, instant-on function and intuitive
touch-centric interfaces.

my

tablet

Toolbox of technology

40% of devices used to access business
applications are personally owned. PWC.

In today’s workplace of anytime anywhere
work, employees increasingly use whatever
device is most convenient.

laptop

63

%

84

%

fixed desktop
computer

tools
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BYOD
While these devices are often provided by
employers, there is an increasing prevalence of
people using their own devices for work. Bring
your own device (BYOD) refers to employees
connecting their own devices with corporate
networks, either in the workplace or remotely,
and has been around now for the best part of a
decade.
‘The consumerisation of HR’ is being predicted
according to Deloitte, where employees not only
demand to bring their own devices to work but
also want to use these mobile devices to change
the way they work with peers, communicate with
their manager and even interact with the HR
department29.
With 50% of the 2020 workplace made up of
Millenials, a recent Microsoft survey of 9,000
workers across 32 countries found over 30%
would be willing to spend their own money on a
new social tool if it made them more efficient at
work30. The study also suggested the future
workplace will fall into three categories.

IBM researchers report that in developed markets,
such as the USA, Europe and Japan, 44% of
workers use their own devices in this way. However,
the trend is even more pronounced in developing
markets. According to research by Logicalis, 75%
of workers in developing markets such as Brazil,
Russia and India use their own devices for work,
with this number rising to 80% for Middle Eastern
countries31.
While BYOD brings companies flexibility and the
financial benefits of employees using their own
money, some perceive this as a security risk as it
reduces their control over company data,
particularly because these devices are often for a
combination of business and personal use. In
mature markets 38% of workers have devices for
combined work and personal use, while this
number climbs to 59% in developing markets.
According to the Logicalis research, conducted in
17 countries with 3,796 employees, BYOD is an
evolving trend which companies are still coming
to grips with. For example, 18% of employees
reported that their employers were unaware that
they were using their own devices for work, while
28% of information technology support workers
said that they turned a ‘blind eye’ to their colleagues’
own device use32.

In addressing the situation, some companies now
require their employees to sign codes of conduct
about how they will use their own devices at work.
However, the number doing this is still quite low –
20% worldwide, although this increases to 50% in
the USA.
Logicalis suggests: “The low level of signatories to
a BYOD behaviour policy could be attributed to the
fact that many employment contracts already
include terms relating to the use of corporate data,
which may well be perceived to cover BYOD.
However the organic nature of BYOD, and the quite
high level of organisations that are oblivious or ignore
BYOD would also explain this low level of compliance.”
A survey carried out on LinkedIn by the Information
Security Group found that employers’ key concerns
about BYOD are loss of data – 75% of respondents
were concerned about this, unauthorised access to
company data systems (65%) and fear of malware
infections (47%)33.
There can also be problems in the opposite direction,
with employees finding that their personal data ends
up on company systems. For example Gartner
predicts that by 2019, nine out of 10 organisations
will have personal data on their IT systems which
they don’t own and which they have no control over34.

I think a lot of people actually want to use their own technology,
because they’re comfortable using it, it’s a choice. So even though there
may be a laptop or tablet or whatever available at work, I believe that
some employees just prefer to use their own. It’s a personal choice.”
Expectations have changed. It starts with the chief executives and
a lot of them now work on their iPad and then that goes down to
the assistant directors and onto the workforce.”

While many organisations who participated in the think
tanks were happy for people to use their own devices for
work, none provided technical support for them. Often
the reason for this was simply pragmatic - the difficulty of
having to support a wide range of different devices.

For us it was the iPhone that broke the dam, because up until
then you used a corporate BlackBerry and then everyone started
bringing in iPhones because they hated the BlackBerries.
Eventually the company just relented and let people run company
apps on their iPhone and then it was like, ‘OK, do whatever’.”

Other organisations discouraged or banned people from
using their own devices for work. This was usually for
security reasons.

Because of concerns over confidentiality, the IT department locks
things down as much as possible. People are using their own devices
but it’s logged through the corporate portal, so in that respect you’ve got
an app for documents and things like that but there’s no sanctioned
policy about buying tablets. We use a smartphone certainly and the
chief exec works with an iPad.”

You go into a meeting with younger people and they have a
stack of technology, they all have their personal iPhone, their
work phone, iPad etc and they’re always stacked.”
We’re going through a change at the moment. For project work we have
to give feedback and appraisal, previously we would write the notes and
then go to the desktop and type the notes out and issue. We’re currently
trialling an initiative with iPads. To be able to type as you’re sat there
and then email it straight from the iPad, that’s saving a lot of time.”

Not everyone thought this had to be a problem:
The organic nature of how multiple device use and
personal ownership is evolving was reflected in the
comments of some of the experts in our think tanks.

On site at our employer’s property

On demand at a collaborative space

30% of Millennials will spend their own
money on work IT if it means they can
be more efficient.

10.01 >
Milk
get some milk on
Re: Hi Sweety, could you
xx
your way home please
HR meeting
Re: notice to all staff.
on Tuesday.
Meeting in the boardroom

home

12.45 >

75%

Edit

Why so many devices

Where the organisations represented in our think tanks
had policies in place about who was provided with what
technology, these tended either to be driven by the nature
of the work people were doing or by their seniority.

work

12.55 >
Client Orders
the latest client order
Re: please see below
unts
acco
from
specification

You don’t have to store the data on your
laptop or iPad, you can use it as a portal
to access the data.

Our participants identified a number of reasons why
employees use particular devices. These include the nature
of the work that they do, the company’s policy with respect
to issuing of equipment and the suitability of devices for
use in particular physical locations.

Work will simply be a mind-set, independent of
place or time of day

< Inbox

The thing is, you don’t have to store the data on your laptop, you
can use it as a portal to access the data. If you use cloud-based
technology, then that kind of takes away the security paranoia.”

For example, one participant who ran a firm of architects
issued his employees with iPads.

14.04 >

School Rugby
g Rugby on
Re: Hello Dad... I’m playin
x
eh? See you later Ollie
Saturday... good news
15.12 >
Footy anyone
of footy at the
Re: Hi Tom, fancy a game
weekend chum? :-)

80%
28% of information
technology support workers
said that they turned a ‘blind
eye’ to their colleagues’ own
device use.
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Meanwhile a participant who worked for an energy
company explained that while the whole company was
changing in terms of device use it was at management
level that tablets were being introduced first.
This was also reflected in the comments of one of our
public sector participants.

It is quite an old, traditional engineering company, with a bit of retail
as well. We’re in the process of moving to an agile environment, going
through a PC refresh, so desktops are no longer allowed. Everyone will
have a laptop. Things like tablets are starting to come in at management
levels. You see a lot more of those around.”

“Tablets are starting to come in at
management levels.”
You’ll find it’s very hierarchical in the public sector. There’s a
section of people who need this technology who don’t get it and
they’re always running backwards and forwards back to a
desktop, because that’s the only way they can input their
information. then you’ve got the next layer of people who do
have it who don’t actually need it.
A community advice worker, let’s say a health professional who’s
actually out there seeing the patient in their own home, they take notes.
And because they don’t have the ability to update those in real time,
they have to go back to the main base to do that and sit and wait for a
desktop to come free. What they really need is a tablet.”
25
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Tablet dominance
The emphasis on tablets in these comments mirrors their
rapidly increased take-up globally. For example 29% of
Americans owned tablets in 2013, up from just 5% in
2011 according to figures from Neilson35.
Figures from Gartner show that 200 million were sold
worldwide 2013, almost double the sales of the previous
year36. This number is expected to increase to 450 million
by 2017 by which time, according to Forrester’s
projections, there will be over 900 million in use for work
and at home37. The use of tablets is increasingly
common in situations where people are working off site,
in environments where the employee is constantly on the
move and a sit-down workspace is difficult to find, for
example building sites and warehouses.

“

When you are on a building site and you are with all
these electricians and builders and trying to fire your
laptop up, it takes too long. Tablets are great in these
kinds of situations. It’s all about portability and speed.”

nine

“ As a business leader today, you must build a
strategy that connects everything. It’s moved from
discussing ‘The internet of everything’ to what
Salesforce has now termed “The internet of
customers’.”

In the Lopez Research Q4/2013 benchmark, companies
acknowledged the rapid rise of mobile devices in the
workplace. The study revealed that nearly half of their
employees (48%) were carrying three mobile devices
(laptop, smartphone and tablet).

We live in a mobile world. No one debates that people are increasingly
using mobile devices in every aspect of their lives. Mobile was once an
overlay network. But increasingly, it’s being considered the primary
network. The question is what does that mean for your business.”

In cases where organisations issue laptops to people,
some will issue equipment such as stacking blocks and
separate keyboards so that they can be used in a more
ergonomic way. However, it seems that few people
actually use these and organisations rarely give detailed
training on their use.
The internet of customers
Research commissioned by Forbes, Are you ready for
the future of work (17th Feb 2014), suggests the blend
between work and personal device usage is best
illustrated in South Africa, where 54% of respondents
use their smartphone or tablet to check work emails and
46% use the same device to carry out mobile shopping.
At 80%, this region also has the highest percentage of
smartphone owners38.

“Now companies focus on how different
groups within an organisation can use video
to drive business value.”
Mobile and video have changed collaboration. Mobile and video are changing how we connect with
friends, family and work. Several years ago video was locked to a conference room and the average
person had difficulty launching a call. Now Polycom focuses on how different groups within an
organisation can use video to drive business value, such as helping HR hire the right talent and
helping marketing to build stronger brands through collaboration. Microsoft’s Lync is also being
used by more and more organisations to create a fully wireless and integrated unified collaboration
solution where employees don’t even need to use desk phones.”

“ Tablets are great
in these
kinds of
situations.
It’s all
about portability
and speed.”

In the Middle East, the ownership of mobile products in
general is higher than any other region - 84% of
respondents in the UAE own three or more connected
devices, 82% in Saudi Arabia, who also display the
highest ownership of tablets in the survey (42% in UAE,
31% in Saudi Arabia).

As markets mature, the dialogue
moves from describing the
technology to describing the value.

In the same report from Maribel Lopez, she reported that
as markets mature, the dialogue moves from describing
the technology to describing the value “As I was preparing
a presentation on the future of work, I noted some
interesting differences. Several years ago, we debated
about what would be mobile. We said the Millennials
would define the future of work. We talked about how the
consumerisation was wrestling control from IT. We defined
business as social. In 2014, I’ve noticed three major changes.
“The internet has been redefined. Three years ago we
discussed connecting laptops and smartphones and
tablets. As a business leader today, you must build a
strategy that connects everything. It’s moved from
discussing ‘the internet of everything’ to what Salesforce
has now termed ‘the internet of customers’. The company
described a world where ‘your customers are racing into
the future and determining your future. You need to get to
the future first. You need to get ahead of your customers
and greet them when they arrive’.
26
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21st Century education and the tablet invasion.
Education environments are evolving more quickly than
ever and technology has been a primary engine for change.
In our education think tank, 90% of participants - a mix
of educationalists, health practitioners, architects,
ergonomists and representation from the Department for
Education - observed growth in activities and environments
away from the traditional classroom layout, and 70% felt
this was improving the learning experience.

In his insightful Wired Magazine article in May 2013, Charles Var articulated
the dilemma for most organisations in how to deal with rapid technology
change, when he offered the approach of learning to lean forward and backward39.

To lean forwards or to lean backwards
“Business author and Harvard Business
School professor Clayton M Christensen
first coined the term ‘disruptive
technologies’ in his 1995 article, which
he co-wrote with Joseph Bower, entitled
Disruptive Technologies: Catching the
Wave. He later went on to describe the
term in more detail in his bestselling
book, The Innovator’s Dilemma. It’s
since evolved into ‘disruptive innovation’
and is essentially used to describe a
technological innovation that helps
create a new market, disrupting and often
replacing earlier technology.
“According to Julie Bort in her September
24, 2012 article in Business Insider,
recent technological shifts such as faster
mobile phone networks, accessible cloud
computing power, reliable software as a
service, cutting-edge social media and the
BYOD megatrend leave businesses with an
enormous opportunity to create tools designed
to disrupt and advance their market.
“When it comes to evaluating new or
disruptive innovations, organisations tend
to take two very disparate approaches.
Some might lean back, or sit back to watch
the hundreds of technologies come and
go, acting sceptical about whether a new
technology is going to catch on or turn
into a passing fad. On the other hand,
organisations in the ‘lean forward’ group
might jump on every new technological
venture, only to be let down by the number
of dismal and short-lived innovations.
“When dealing with knowledge and
information management, it’s critical to
have one foot planted firmly in both camps.
Understand that it’s impractical to adopt
and implement every new technology that
comes your way and learn to choose the
technologies that profoundly affect the
efficiency and effectiveness of your business.
“But if you are not receptive and
inquisitive about the newest and greatest
technologies, competitors who adopt better,
faster and more cost effectively might
leave your business in the dust. And
when a true disruptive innovation does
28

emerge, be sure your eyes and ears are
open to changing the way you do things.
“For example, organisations which were
reluctant to let employees use their own
iPhones to access email when the concept
of BYOD first emerged, made it more
difficult to embrace the trend once the
benefits of integrating personal devices
into the workplace were revealed.
“Lean back organisations are eventually
forced to catch up and use the disruptive
technologies despite their original
dispositions. No matter what your
organisation prefers, look for and identify
key disruptive innovations, remaining
open-minded about the future of technology.
Be sure your organisation recognises and
embraces both the ‘lean back’ and ‘lean
forward’ perspectives on disruptive
innovations. Being inquisitive and
accepting of new technologies puts you on
the forefront of adoption.
“CIOs and business leaders who become more
agile and well-rounded can take a stronger
approach to identifying disruptive
innovations and understand which segment
of their business a new technology might
support. Recognise that newly introduced
tools that align with current trends and
market needs are the most likely to change
the ways in which we work.
“Despite an always changing business
landscape, understanding the market trends
driving our need for tools and technologies
puts you on the forefront of identifying
which innovations will be disruptive.
“The consumerisation of IT and Bring Your
Own Device (BYOD) megatrends in the
workplace provide great potential for
improved employee productivity, lowered
costs, and an easier integration of work
with life. What was previously only
achievable by workers with deep technical
backgrounds or software coding knowledge
is now attainable by average business
people, with the help of diverse platforms.”

Contemporary learning styles are now being matched by
alternative learning environments to the traditional classroom,
with IT embedded in the learning process to aid better
collaboration and discovery. However, this 21st Century
learning is only taking place in some parts of the world,
rather than a global change.
Two recent trials using tablets in UK schools reported
improvements in learning and positive collaboration.
Eight Scottish schools trialled 365 laptops and found use
of tablet devices such as the iPad were found to help
achieve many of the core elements required within the
Curriculum for Excellence framework40.
Personal ownership of the iPad gave the best results for
students, teachers and parents alike. It was also observed
that the application of iPads is bringing about significant
changes in the way teachers approach their professional
role as educators and changing the way they see
themselves and their pedagogy. Another trial in a Kent
Academy (750 iPads leased) reported significant benefits
for teachers and students in terms of motivation, quality
of work, collaboration and homework41.
A special interest group set up in 2012 in the UK has
ambitions to ensure every child has access to tablets on
a 1:1 ratio in the UK. With the blessing of government,
the ‘tablets for schools’ consortium, headed by Carphone
Warehouse CEO Andrew Harrison with involvement from
Google and Dixons, has been monitoring trials not just in
the UK but around the world. With a target of raised
attainment levels, it has been developing a strategy for
schools to adopt, to ensure gains for teachers, pupils and
parents alike. In 2014, the largest trial with 21 secondary
schools was taking place42.
It’s clear that schools will become training grounds for the
future Z generation IT ‘peace maker’. Observations and
comments from the ‘tablets for schools’ trials in 2013
underline the collaborative and independent philosophies
being developed right now, with a few nervous comments
for the early adopters about distraction levels:

This iPad
belongs to
This iPad
billy belongs to
........................
ar
osc
........................

This iPad
belongs to

meme
........................

Children enjoyed the flexibility to
learn anywhere and had more fun
with tablets, enjoyed learning new
things, accomplished their
homework more quickly using
tablets and liked the ‘no login’
architecture

Schools have seen a
positive influence on
pupils, their behaviour
and engagement in
general

On the other hand,
some children
sometimes found
them a distraction,
addictive and were
tempted by games, so
managing pupils’
curiosity whilst
keeping a connection
to teaching is crucial

Shifting the pedagogy tablets promote self-led
independent learning
where teachers become
the facilitators

In ‘taming the information
overload’, pupils need to be
taught key skills to evaluate
information and to correctly
assess it

Teachers like monitoring
and not “being in the
middle” any more
Teachers need to
be open to change

Where tablets are used to
communicate with teachers
outside class, teachers can find
being always available a
challenge. They need to ensure a
disciplined and balanced
approach – restrictions required
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It’s not just in the UK where tablet ambitions in education
are high, it’s global.

.
.
.

By 2020, over 50 percent of the workforce are expected to
be Generation Y members who have grown up connected,
collaborative and mobile. The Future of Work.

Mainstream tablets introduced on a large scale into the educational sector
Bespoke tablets provided by local manufacturers
Projects seeking to increase access to information and education in rural and poor areas

United States
In 2013, the educational tablet market increased by 103%
and tablets are being used by 43% of teachers and
students in the US. However, to address the fact that 80%
of schools lack infrastructure to support digital learning,
President Obama announced the ‘Connected program’,
which aims to provide broadband for 99% of schools.

Japan
In 2010, the government launched the ‘Future Schools’
project, with the aim of introducing tablets to all school
children. The scheme was introduced to primary schools
between 2010 and 2012, and in special support schools
and junior high schools between 2011 and 2013.

Maine: The state recently introduced nearly 40,000 iPads
to teachers and students.
North Carolina: Aakash 2 will be supplied to 2,000
schoolchildren, with 100 devices successfully trialled at a
summer school for disadvantaged children.

France
As of late 2013, approximately 15,000 tablets
are currently being trialled around the country.

Jamaica
The government will distribute 400,000 tablets to
schools over the next five years.

Turkey
Turkey’s FATIH project (Movement to Increase
Opportunities and Technology) is one of the
more ambitious attempts to integrate
computer technology into the public education
system. As part of the TL3 billion (£337 million)
investment, 17 million tablets will be distributed
to the entire public education system (42,000
schools) by 2015.

Mauritius
Over 23,000 tablets will be supplied to students in both
private and public secondary schools during 2013/14.
Brazil
The federal government will purchase 900,000 Tablets
for more than 58,000 schools.

FATIH was launched in February 2012 with a
trial of 12,800 tablets in 52 schools, spanning
17 provinces. In July 2013, 11 companies bid
for a contract to supply over 10 million tablets
for primary school children for the main phase.
The Ministry of Education is also planning a
research and development facility.

The state government of São Paolo announced in spring
2013 that it was considering a $2.73 billion project which
includes tablet roll-out and content provision.

What appears to be missing from many
studies is the impact on children in terms
of their health and the part school
environments might play, in particular
We have a generation that can access more knowledge than they could
space, acoustics, furniture and
absorb and so accessing information is not an issue. It’s actually
equipment to support these activities. ever
controlling and guiding how they’re accessing that information and
Our think tanks revealed a mixed picture in terms
of teachers’ acceptance of technology and the
trust with pupils:

what information they are using - in a structured way.”

We’ve all bought phones for our offspring, I’m sure, and actually,
remarkably enough, they seem to last quite a long time because they
value what they have. And the same is true all the way down into
Keystage 1 and below. Give them an iPad and actually they don’t
break it.”

I spoke to a head teacher and he’s got fixed PCs which obviously
restricts the flexibility of the whole school. When I mentioned laptops
he said, ‘Oh, they’d have the keyboard wrecked within a few minutes,
no, they’d take it all apart, it’s just not fit for purpose’ so there’s a fear
that they’re flimsy and that kids will abuse them.”
We’re not seeing technology being more prevalent but it’s driving education. The
barrier is not the students, it’s much more the staff side of it, the structure within
schools, where staff are insisting on rooms that are fitted out with fixed worktops and
fitted PCs. But when you create an environment with the right furniture, the students
do what they are already doing naturally - they will operate on the powerful computers
they carry around in their pockets. If you go into schools you’ll find them sitting doing
it underneath stairs, in the toilets and everywhere else.”
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Thailand
The government supplied 1.8 million children with tablets
in 2012 (the largest tablet contract in the world). In its
first year, tablets were provided to all first graders.
Under a separate project run by the One Tablet Per Child
organisation, 1.22 million tablets will be supplied to
students across three Thai regions.

Kazakhstan
In 2011, the government of Kazakhstan announced that
it will provide 83,000 tablets for schools by 2020. The
intention is to use tablets alongside traditional learning
methods, rather than replace textbooks. The Ministry of
Education has doubled investment in education, and set
goals to involve 90% of schools in e-learning programmes
by 2020.
Kazakhstan’s tablet initiative fits into their wider “electronic
learning programme”, which aims to improve the quality
of education, resolve the lack of teachers in remote and
rural villages, and widen access to education.
India
In 2012, it was announced that the Aakash (“the world’s
cheapest tablet”) would be introduced to Indian schools.
The aim is to provide millions of students with access to
the tablet, manufactured by Datawind.
By March 2013, 100,000 Aakash devices were being used
in schools, and the order for the third generation of Aakash
tablets is expected to be for around five million devices.
Other brands of ultra-cheap tablets are also being rolled
out in the following states: Andhra Pradesh: In March
2012, it was announced that 50,000 iSlates (developed
in Singapore) will be used over the next three years by
students aged 10-13 years in a district of Andhra Pradesh.
The devices use solar power and cost about £30 each.

Singapore
In June 2010, the Ministry of Education launched the
Standard ICT Operating Environment (SSOE) project,
which aims to “redefine the pedagogical approach in the
education system” by focusing on school ICT infrastructure.
The transition phase was completed in 2012, and
120,000 devices were rolled out to 351 schools. These
devices included desktop and notebook computers.
China
In November 2012, the government launched the Digital
Education Full Coverage Project to fund digital devices in
schools. Multiple city governments have announced
plans to purchase tablets and Digital China will be
distributing tablets for many of these projects.
South Korea
In June 2012, the South Korean Ministry of Education
announced that it would replace all textbooks and paper
with tablets by 2015. The initiative is part of a wider
programme which includes increasing the number of
online classes, and delivering the curriculum through the
Cloud. The project is expected to cost W64 trillion
(approx’ £1 billion).

Australia
Queensland: As part of the Smart Classrooms Strategy
2011-2014, the Department of Education and Training
conducted iPad trials in 2010-2011 at two high schools.
In June 2013, Acer won a bid to supply secondary
schools in Queensland with 14,000 tablets.

Rajasthan: In 2013, Amtrak launched tablets to
complement the government’s provision of tablet funding
to 35,819 government schools. The tablets will be given
to 350,000 students who have made the merit list.
South Africa
Tablets have been introduced to 50 primary schools in the
Limpopo Province by the Molteno Institute for Language
and Literacy. The institute also expects to roll out tablets
to 30,000 students in 250 schools across the country.

31

Chapter 1 – How the workplace is changing

Mobile Generations – A report by Orangebox

In October of 2011 the number of wireless subscriber
connections in the US had, for the first time, exceeded
the number of people. Accenture.

Emerging Technologies
Microsoft, Google, Apple and others are all
pushing the boundaries of emerging technology.
With continued globalisation for many companies
the need to build huge international teams
spanning continents, languages, time zones and
cultures is imperative for the agile arena.

Over 60 different phones have Qi wireless charging,
the inductive charging standard as of early 2014,
and with sales of 40 million units, big growth is
already predicted47.

Social media in the workplace and the emergence
of virtual colleagues is happening, with perceived
improvements in collaboration and communication.
Tata Consulting Services, a business that employs
over 150,000 people under 24, connects them to
each other using social media. The result of this is
that people naturally form communities to get
things done and discuss ideas in a fun way. Since
their Knome platform was launched, TCS
employees have formed themselves into 3,500
communities. (Deloitte 2013)
These communication models led by technology
are set to increase in the future, bringing about
organisational change on a different scale, not
just how many people can converse with many
people, but how the role of leaders might change.
Boomers and Generation X are used to developing
trust through face-to-face interaction but building
trust with virtual buddies could be more
uncomfortable for them. In contrast, Millennials
have grown up working online and playing games
virtually, which gives them a competitive advantage.
Generation Z is likely to embrace and revolutionise
how information is shared and how knowledge
and expertise flow within organisations.

Wearable Technology
Smart wearable bands are currently a relatively
small but increasing sector in the technology
industry.
Research from independent analyst Canalys
shows that 1.6 million smart bands, such as
those used to monitor fitness were shipped in the
second half of 2013, after just over 200,000
smart wearable bands shipped in the first half of
the year. This represented growth of 70%.
Shipments could reach a total of over 23 million
units by 2015, and over 45 million by 201744.
Credit Suisse suggests even bigger growth
describing wearable tech as “the next big thing”
and predicts the industry is set to grow from around
$3-5 billion today to $50 billion within five years45.
In September 2013, Samsung released its much
anticipated new smartwatch - the Galaxy Gear to mixed reviews from analysts and technology
experts at a press event in Berlin.
Google Glass, the wearable computer with an
optical head-mounted display, has an ambition
for mass market sales and is considering
partnerships with sunglass retailers such as Ray-Ban
or Warby Parker, and may also open retail stores
to allow customers to try on the device. Glass is
being developed by Google X, using speech
commands and they have worked on other futuristic
technologies such as driverless cars. In June 2014,
the launch of Google Glass was announced in
the UK, the first country outside the USA.
As a part of a new pilot program at Heathrow, early
technology adopters Virgin Atlantic are trialling
Google Glass and Sony's smartwatch to start the
check-in process with their staff. They will also be
able to update passengers on flight information,
weather, translate foreign languages or inform them
about local events happening at their destination46.
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The Jeep Cherokee has a wireless charging shelf
in the 2014 model, Toyota will put it in the Avalon
and Prius and the German auto consortium that
advises Mercedes, Volkswagen, Audi and BMW is
recommending Qi, after a three-year study on
wireless charging.

.

A consequence of wireless charging is an
improved offering for ad hoc working in public
spaces. Starbucks, for example, is pushing forward
with more mobile-focused initiatives, including the
installation of Duracell wireless charging mats in
select locations, rolling it out in parts of the USA
during 201448.
Not only does this attract nomadic workers but
allows for slicker transactions with ‘pay-by-app’,
barcode payments and other choices of electronic
payment which are proving to be popular according
to iPad blog March 201449.
And with some experts predicting that 5G will
appear around 2020, users can hope to see
increased speed, higher numbers of simultaneously
connected devices, lower battery consumption,
and better coverage, although there appears to
be no clear leader or specification as of 2014.

[

.][ .]
(

Microsoft has been trialling SharePoint, which
simulates familiar social networking tools but
applied to the workplace regardless of where
they are in the world or what company they work.
A recent study of this tool (Mainstay 2013)
showed clear evidence that introducing Microsoft
SharePoint’s Social Networking capabilities into
international companies has enhanced
collaboration, created communities, sparked
discussion, improved meetings, and dismantled
the ‘silo-like’ departments of the past43.

{

Wireless charging and beyond

33

Chapter 1 – How the workplace is changing

Mobile Generations – A report by Orangebox

Ethnic Mix

1.3 Changing workforce

Not only are ways of working changing, but the composition
of the workforce is changing also. Two in five of our think
tank participants said that they had noticed changes in
the demographics of their workplace. In particular that
the workplace is getting more ethnically diverse and that
the proportion of overweight workers is increasing.

#GenMobile
In January 2014 Aruba Networks surveyed 5,000+
respondents worldwide, revealing characteristics of what
they dubbed #GenMobile, a group of employees defined
by their preference for mobility both in terms of the
devices they use and their approach to work50. The report
suggested they have a tendency for non-traditional work
hours, demand flexible work locations over higher salaries
and request reliable internet, asking for WiFi versus 4G,
3G or wired connections.

In the most recent UK census, carried out in 2011, it was
reported that almost 13% of the UK population was
made up of ethnic minorities and this figure is increasing
rapidly. According to figures from the Office for National
Statistics the number of people from ethnic minorities in
the UK has been increasing by an average of 4.1% per
year between 2001 and 200951
HOODIE
SIZE: MEDIUM
COL: BLUE
WiFi COMPATIBLE

Most #GenMobiles have just started their career, own
three or more connected devices (62%), and feel most
productive when working from home (57%). Other
technology trends reported included the following:

#GENMOBILE

WiFi matters: Nearly 58% prefer WiFi at the expense of other connections
(4G, 3G or wired), while 51% declare that their mobile devices help them to
manage their lives.

I❤

Money isn’t everything: Over half (53%) would prefer to work from home
two to three days a week than receive a 10% higher salary and nearly a third
(32%) would rather have their employer pay for the smartphone of their
choice than a 5% higher salary.
A new work day is emerging: Almost half (45%) believe they work most
efficiently before 9am or after 6pm.
All things connected: Almost half (45%) also want their cars connected
but it is interesting to see that a fifth (20%) want their clothes or shoes to be
connected in the next five years.
Tech at work is essential: 38% would rather be able to bring their own
device to work than have an office with a window, and 53% would rather
their company paid for their choice of device than provided them with lunch.
Mobile at every pause: The average consumer now spends 21 hours per
week on their mobile devices doing errands like banking, or viewing movies
for entertainment, and 37% expect their number of remote work hours to
increase in the next 12 months.

virtual sports
actual sports

"
"

I’m lovin’ it

The average consumer now spends 21 hours per
week on their mobile devices.
Our education think tank highlighted the typical skill of a
young early adopter juggling different technologies:

When my daughter was revising for her GCSEs she was doing
something and I went in and there she was, supposed to be revising
sitting on the living room floor. There was a table, she had a television
on, she had a laptop open and she had her phone out and there was
YouTube up on the computer and I thought, as a parent, I could either
tell her off or just let her learn from the experience and when she fails
abysmally, I have then proved my point.

In her maths test, she got 100%, so I hadn’t got a leg to stand on.
Afterwards she said that what she was actually doing was - on her
laptop she had found a teacher down in Portsmouth on YouTube who
was giving a lesson which was put up for students and he was a much
better teacher than her teacher at school, it was a brilliant lesson and
even I understood it perfectly”
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Research carried out at the University of Leeds suggests
that the UK’s ethnic minority population will reach 20% of
the population by 205152. These changing patterns of
population make-up are reflected in other industrialised
nations. For example, a report by the Environmental
Systems Research Institute (ESRI) highlights a rapid
increase in the proportion of the US population that are
ethnic minorities53. In 1990 75% of the US population was
comprised of non-Hispanic whites. By 2010, this had fallen
to 64% and they project that by 2017 it will be just 61%.
Geographically, large cities tend to be more ethnically
mixed. For example, according to the last census, 45% of
London’s population was white British in 2011, while 33%
of New York City’s population was non-Hispanic white
according to a census carried out in 2010.
In predominantly white countries, ethnic minorities also
tend to be considerably younger than the population as
a whole. For example in England and Wales 80% of the
ethnic minority population is under 25 years old and there
has been a 57% rise in non-whites in English schools in
the 10 years to 2013 according to research by King’s
College London54.

We’re getting taller
Research published in the Oxford Economic Papers
showed that the average height of European men grew
by 11cm in the 100 years to 1980 – an average of 11mm
per decade55. Although there do not appear to be any
more up-to-date studies in the public domain, it seems
reasonable to expect that height is still increasing.
A 2001 FIRA study surveyed 1,100 UK school children
and took full body dimensions. They noted a 1cm growth
compared with 30 years earlier and the increased height
was significant in children’s lower legs56.
The retail clothing industry has been caught out in recent
years with size marks and a global population that’s
changing shape faster than ever. 3D body scanners were
used in a recent study of 11,000 UK adults which
revealed a waistline growth of 16.5cm for women since
the 1950s57.
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Obese Britain and Beyond
What we can say with certainty is that weight is increasing.
Public Health England has compiled international obesity
data based on the most up-to-date figures from different
developed (OECD) countries58. In the USA 36% of people
are now classified as obese, as are 30% of Mexicans,
28% of Scots and 25% of English and Australians.
The figures tend to be lower for central European
countries – for example: Spain 16%, Germany 15% and
France 13%. In Asia they are far lower with South Korea
on 4.1% and Japan 3.5%.
This data also shows that the rates of obesity in Europe
and North America are increasing rapidly. Obesity rates in
England have more than doubled in the last 25 years and
this is not untypical of other nations. A study by Foresight,
carried out in 2007, predicts that by 2050 six out of 10
men and five out of 10 women in the UK will be obese as
will one in four children.
The state of the nation’s waistline 2014 report from the
National Obesity Forum highlights that the UK missed its
own targets to reduce obesity as set out in the Health of
the Nation report in 1992 by 400%, but did not learn any
lessons from the upsurge in obesity levels59. The most
quoted figures are those of the 2007 Foresight Report,
stating that almost half of the UK population could be
obese by 2050, and that the total cost of this problem
could reach £50 billion a year.
The Obesity Forum suggests the problem has got worse.
Studies and data published since 2007 demonstrate the
increased prevalence of obesity, morbid obesity and
wider weight management issues. According to the
World Health Organisation around a third of teenagers
are now heavier than is recommended for their health60.
“Our perception of what is normal has shifted; being
overweight is now more common than unusual. We must
not let another generation grow up with obesity as the
new norm,” said Zsuzsanna Jakab, the World Health
Organisation’s (WHO) regional director.
She blamed a combination of high levels of physical
inactivity, coupled with a culture that promotes cheap,
convenient foods high in sugars, fats and salt. This
combination, she said, “is deadly”. Obesity rates among
11-year-old boys and girls were highest in Greece,
Portugal, Ireland and Spain and lowest in the Netherlands
and Switzerland, the report found. Lack of exercise is a
key part of the problem.
In 23 out of 36 countries, more than 30% of boys and
girls aged 15 and over are not getting enough exercise.
Among adults, rates of women who don’t engage in
enough physical activity range from 16% in Greece and
17% in Estonia to 71% in Malta and 76% in Serbia. The
WHO recommends children aged five to 17 should get at
least 60 minutes of moderate to vigorous physical activity
a day, and adults should do at least 150 minutes of
moderate exercise a week.
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People must work for longer to sustain
the current pension system.

percentage of workers of 55 years and over in the US workforce.

Grey Workforce
As well as changing ethnically and in size, the age
of the workforce is also altering
By 2030 the UK’s population is projected to
reach 71.4 million. The continued ageing of the
UK’s population is projected to shift the median
age from 39.7 years in 2010, to 39.9 years in
2020, and to 42.2 years by 2030. With the
average age of the UK’s labour force increasing
over the coming decade, today’s largest age
band of workers is set to shift from 44-46 to
54-56 by 202061.
In the UK today’s largest age band of workers is
set to shift from 44-46 to 54-56 by 2020.
The Bureau of Labor Statistics in the USA
projects that by 2020, workers of 55 years and
over will comprise 25.2% of the US workforce.
This contrasts with 13.1% in 2000 and 19.5% in
2010. Meanwhile, the ONS reports that already
12% of men in the UK workforce are aged 65 or
over, a proportion that looks sure to increase now
that the pensionable age has increased to 67
years old. Indeed, the number of UK employees
of state pension age and above almost doubled
between 1993 and 2011, from 753,000 to 1.4
million, according to 2012 figures from the Office
for National Statistics62.

Historically low birth rates and increasing
life expectancy mean that Europe’s working
population is ageing fast. In 2012 the
continent reached an inevitable demographic
tipping point. The percentage of the
population at working age fell for the first
time in 40 years. It is now forecast to fall
every year until 2060.
Report from the Economist Intelligence Unit.

13.1%

Accessibility

Why people are working longer
As we first reported in Boomers & Millennials this
is a trend that is set to continue. As people live
longer and have more years in retirement it becomes
increasingly difficult for governments to sustain
pension costs. This means that retirement ages
will have to increase and that people will have to
stay in the workplace for longer in order to qualify
for a pension that will sustain them comfortably in
their retirement.
Anna Daddio, co-author of a report on the subject
by the Organisation for Economic Co-Operation
and Development (OECD) said people must work
for longer to sustain the current pension system63.
In an interview for the Daily Telegraph she said: “The
length of retirement has increased. We need more
people to work and contribute to the system. If
people work longer, it reduces the risk of poverty
in old age. Employers must consider older workers
as an asset and so the current situation must
change. It is not enough just to have higher pension
ages.” She goes on to say that in some countries,
companies that fail to hire a certain percentage of
older workers are now fined as much as 3% of
their revenue.
The UK’s Pensions Bill, passed in 2011, means
that the state pension age will increase to 65 by
2018 for women and from 65 to 66 by 2020 for
both men and women. Meanwhile a Gallup survey
published in 2014 found that half of the Baby
Boomer generations in the USA do not expect to
retire until they are 66 years old and more than one
in ten predicts that they will never retire64. According
to Business Insider magazine: “Financial concerns
in the wake of the recent recession and a
‘notoriously hard-charging work ethic’ are likely
causing Boomers to stay in the workforce longer.”

‘Normal day-to-day’ means things that people do on a
regular or daily basis, such as reading, writing,using the
telephone, having a conversation and travelling by public
transport.

Widening net of Disability
According to the Department of Work and Pensions:
“The key thing is not the impairment but its effect. Some
people don’t realise that impairments such as migraines,
dyslexia, asthma and back pain can count as a disability
if the adverse effect on the individual is substantial and
long-term66. Some conditions automatically count as
disabilities for the purposes of The Equality Act 2010,
from the point of first diagnosis - these are cancer, HIV
and multiple sclerosis (MS).”

‘Substantial’ means not minor or trivial (although what
this means in practice can be ambiguous).

changing the working hours, eg flexi-time, job-share, starting
later or finishing earlier
time off, eg for treatment, assessment, rehabilitation
training for disabled workers and their colleagues
getting new or adapting existing equipment, eg chairs, desks,
computers, vehicles
modifying instructions or procedures, eg by providing written
material in bigger text or in Braille
improving communication, eg providing a reader or interpreter,
having visual as well as audible alarms
providing alternative work (this should usually be a last resort)

2020

65 65
65 60
2018

2014

In 2012, 46.3% of working age disabled people are in
employment compared to 76.4% of working age nondisabled people. There is therefore a 30.1 percentage
point gap between disabled and non-disabled people,
representing over two million people. The gap has
reduced by 10 percentage points over the last 14 years
and has remained stable over the last two years despite
the economic climate.
There are over 11 million people with a limiting long term
illness, impairment or disability in Great Britain and the
most commonly reported impairments are those that
affect mobility, lifting or carrying.
The prevalence of disability rises with age. Around 6% of
children are disabled, compared to 16% of working age
adults and 45% of adults over State Pension age in
Great Britain.
In the USA the number of people of working age receiving
disability payments is increasing, with the number now
around nine million - greater than the populations of 39
of the 50 States67.

Aviva.
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Reasonable adjustments include:
adjustments to the workplace to improve access or layout
giving some of the disabled person’s duties to another person,
e.g. employing a temp transferring the disabled person to fill a
vacancy

pension ages

25.2%

est.

“ Retirement as we think of it today could soon become a thing
of the past. State pension and health provision will come under
intense stress. Companies will have to undergo a step change
in their attitudes to older employees and, more broadly, to
working practices. Report from the Economist Intelligence Unit.

‘Long-term’ usually means the impairment should have
lasted or be expected to last at least a year.

(

The cost of mental health to business
is just over £1,000 per employee per
year, or almost £26bn across the UK
economy.

A disabled person is defined by the Equality Act as
being someone who has “a physical or mental
impairment that has a substantial and long-term
adverse effect on a person’s ability to carry out
normal day-to-day activities”.

(

Indeed those who said they were most engaged
with their job were those who said they thought
that they would retire latest.

One of the consequences of an ageing workforce
is that there has also been an increase in the
number of people with disabilities, as we get older
we are more likely to be disabled than when
younger. There are now seven million disabled
people of working age in the UK out of a total
working age population of approximately 40 million,
meaning that more than one in six of the potential
working population is disabled65. The UK’s Equality
Act, passed in 2010, requires employers to make
‘reasonable adjustments’ to the workplace in order
to accommodate disabled workers.

19.5%

Start

Stop

Design Challenges
In the UK the government is giving financial
incentives to employers to recruit younger
disabled people. According to the Department of
Work and Pensions employers can claim a wage
incentive if they offer a job lasting 26 weeks to a
disabled 18 to 24-year-old: £1,137.50 for work
between 16 and 29 hours a week; £2,275 or fulltime work of 30 hours or more a week.68

All of these changes create challenges in terms of
design. The increase in people’s physical dimensions
and the changing ethnicity of the workforce, along
with more women and an ageing population, means
the anthropometric data that we are currently using
is almost certainly unrepresentative of the current
working population. Indeed the speed of the changes
suggests that even future data will need regular
updating.
The ageing of the workforce can create challenges in
terms of accessibility issues, as older people are
more likely to have a disability. As people work to
older ages this also creates an effect whereby the
age range of the workforce stretches, resulting in a
workforce which is increasingly diverse in terms of
attitudes towards and familiarity with technology,
mobility, strength etc.
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European backdrop of Ill Health
According to ‘The Work Foundation’ based at Lancaster
University, a healthy workforce means a healthy economy.
Yet conventional measures to improve productivity, from
investment in skills, technology and innovation to labour
market deregulation, fail to take account of one of the
most serious barriers to growing prosperity: poor workforce
health69. They suggest the European workforce may not
be healthy enough to drive the improvements in
productivity required to ensure that Europe can compete
globally post-recession and cite a number of studies to
illustrate the point:

Cardiovascular disease has grown as the main cause of death in
Europe, accounting for 4.3 million deaths each year.
The prevalence of obesity has tripled in some European countries
since the 1980s. Obesity is now responsible for between 2 and 8%
of health costs and between 10 and 13% of deaths in Europe.
Over 48 million adults in Europe live with diabetes, a condition
often linked to obesity. Prevalence rates are highest in Central
and Eastern Europe (eg Czech Republic has the highest rate –
7.2%), and rates are set to increase across Europe as obesity
levels grow and poor dietary health persists.
Over one million men and 200,000 women die from smokingrelated illnesses in Europe each year.
Mental health now accounts for 20% of the burden of disease in
Europe. Nine of the 10 countries in the world with the highest
suicide rates are now in Europe.
Over 44 million (one in six) members of the European Union (EU)
workforce have a long-standing health problem or disability that
affects their ability to work.
Over 100 million European citizens suffer from chronic
musculoskeletal pain (CMP) and musculoskeletal disorders
(MSDs) account for a higher proportion of sickness absence from
work than any other health condition. Over 40 million workers in
Europe are affected by MSDs attributable to work.

Having a significant proportion of the working age
population either temporarily or permanently unable to
work through ill-health will significantly reduce levels of
productivity. The foundation attributes much of the decline
to worsening public health across Europe, with poor diets,
growing obesity, smoking and more sedentary lifestyles all
playing their part. They suggest some of the decline can
also be explained by growing levels of workplace ‘stress’,
work involving physical strain, job insecurity or unemployment,
personal debt and family breakdown and their links to
depressive illness.

“ Today when you get an email you’re
expected to reply within 10 minutes.”

We increasingly understand the consequences of these
issues and it seems from our workshop participants most
organisations are trying to answer them, albeit in a diversity
of ways.

“

Here are some views from our think tanks on the older
generations remaining longer within the workplace.

“
“

One thing I was going to mention is eyesight, because I work in a
workplace with relatively young people and that’s probably the biggest
difference that we find in our working environment - they can see things,
I can’t. I need a much greater light level than they do and I also need to
print more things off, they can see, which I can’t.”

My mum’s actually in her mid-60s and she doesn’t know how
to use a computer really, but she was taught to touch type at
school using a typewriter. So she’s actually a lot faster than her
daughters are.”

“

Talking to a lot of my middle-aged patients, like myself, they yearn
for the days where they got letters, rather than emails and the fact
that they could put them in their in-tray and they could read them
and reply two or three days later. As opposed to today when you get
an email and they expect a reply within 10 minutes.”

“

I think people are working older, staying in the workplace
longer. I think in the workplace you’re having both old and
young in the same environment and I think that you’re also
getting more women working for longer as well.”

Within the organisations that I’ve worked with, there is going to be
massive change. It’s not happening yet, the age and the diversity mix,
but the organisation’s at a point where there’s a number of 55-yearolds who are going to be retiring soon because they can, because they
still have that clause in their pension basically.”

“
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Sometimes I know I’m getting left behind on some of the stuff,
you know I sometimes feel, ‘Oh god I wish I knew an easier
way of doing this, but I’m not afraid to ask’. But I know some
people feel that they cannot ask or they don’t know what they
need to ask.”

Our organisation is going to have a massive void in skill and
knowledge and they’re going to have to plug that gap somehow.
I think what’s going to happen is that the organisation is going
to get younger and I don’t necessarily think that they’re gearing
up for it, they’re going to struggle when it finally kicks in.”

I think it is a generational thing. The charity that I’m Chairman
of did away with paper booklets and information about five
years ago and we lost 80% of our over-50s. So now we also
produce in paper format, for those who want print and digital,
for those who much prefer that format.”

There’s going to be massive diversity between the very young and
very old, certainly over the next 10 years.”
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“In three
years time,
desktops
will be
irrelevant”

What are the effects?
2.1 Helping or hindering productivity?
2.2 Health concerns
2.3 Information overload
.

Technology both improving and hindering
productivity - dependent on the organisation and
type of work

.

Co-working starting to attract former nomadic
and home workers

.

Static poor postures and repetitive typing risks well
understood, but there are new symptoms with
tablet and smartphones

.

Stress the number one reason for absenteeism and
IT overload an increasing concern

.

Focus and acoustic control main workspace
concern now and in the near future

.

Children’s ill health on the rise but not enough
research into long term effects of mobile technology

The Guardian. [Predicting the mass adoption of smartphones – John Herlihy, Google].
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2.1 Helping or hindering productivity?

“

Ultimately, flexible working is about trust. I
trust them to do what they need to do. They
trust that O2 will give them the flexibility to
achieve that around their other commitments.”

With our ‘always on’ workplace we have to address the new pressures technology is bringing into the
workplace. Perhaps the key issue is not what but how we achieve new protocols and better practices.

Measured home working improves productivity
office

Working from home doesn’t suit
everybody and, even if it does, it
is better when combined with
office work.

A similar study by London School of Economics found
that employees who can work from home are more
productive because they are less distracted, grateful for
the flexibility that home working brings and because
more often than not they put the time that they save
commuting back into work71.
According to Dr Alexandra Beauregard from LSE’s
Department of Management: “These findings endorse a
general move towards more flexible working practices in
the UK.”

A survey conducted by YouGov in 2012 found
that 52% of the UK workforce would like to work
from home provided that they had the necessary
technology and support and respondents felt
they would be equally (36%) or more (23%)
productive than they would be in the office73. Just
under a third (31%) had worked from home in the
last 12 months, while 51% said their employers
did not let them work from home. This contrasts
with the situation in the USA where, according to
research on behalf of the Families and Work
Institute, 77% of workers had the option of
flexible working in 2012, up from 66% in 2005 74.

(

The performance of home workers rose significantly, making them 13%
more productive than their office-based colleagues.
In addition, attrition dropped by 50% for the home
workers and they displayed a more positive attitude to
their work. The only downside for employees was that
those who worked at home were less likely to get a
promotion than those who were office based. An
estimated saving of $2,000 per employee was made
during this period. They have now rolled out the option of
working from home to the entire organisation.

For employee

Dr Beauregard also reports that flexible working
hours can make the most of people’s individual
strengths. “If people are night owls and their
employer is happy for them to work at home from
10pm through to 5am, this can work to the
company’s benefit. It just depends on the role
and the level of personal interaction needed with
their colleagues and the public.”
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Flexibility to meet family needs, personal
obligations, and life responsibilities
conveniently.

Individual differences and home working
However, Beauregard says that working from
home doesn’t suit everybody and, even if it does,
it is better when combined with office work. “The
happiest employees are those who can work
partially from home and partially in the office.
They report the highest levels of work/life
satisfaction because they can juggle personal
responsibilities yet are not socially isolated,” she
says. “The arrangement does not work as well
with extroverts who are better suited to the social
interaction an office usually provides.”.

When I work from home I save the hour and a half
to get to the office plus the hour and a half it would
take me to get home. I really appreciate that I am
allowed to work from home. I am project based and
the projects that I have dictate the hours that I do. I
am far more productive at home because I spend the
time I would have spent on commuting working.”

As before, our think tanks very often report that
their experiences reflect the findings of our wider
research.

Flexible working has become an important part of the
contemporary work day and our increasing need to achieve
a better work/life balance.

Stanford University has collaborated with the Chinese
travel agent Ctrip to monitor the performance of 500 call
centre employees who were assigned at random to work
either from home or from the office, in what they report to
be the first controlled study of the effect of home working
on productivity70. Stanford described the results as ‘striking’.
“The performance of home workers rose significantly,
making them 13% more productive than their office-based
colleagues, a reduction in breaks and sick days, and an
increase in the number of calls taken per minute worked.”

“

Reduced consumption of employee
commuting time and fuel costs.
Advantages of flexible working
According to Susan Heathfield, from the American
Society of Human Resource Management, the
advantages of flexible working can be summarised
as follows75

Avoids traffic and the stresses of
commuting during rush hours.
Increased feeling of personal control
over schedule and work environment.
Reduces employee burnout due to
overload.
Allows people to work when they
accomplish most, feel freshest, and enjoy
working. (eg morning person versus
night person).

home

(. )(. )
For employer

(

But does working away from a fixed workstation deliver the benefits it’s designed to? Are flexible ways
of working all good news or are there also drawbacks, which current trends in working practices may
continue or indeed accelerate? Our research projects that dependent on the organisation, flexible
working has become an important part of the contemporary work day and our increasing need to
achieve a better work/life balance.

UK telecoms company O2 recently implemented
a programme where 2,500 of its workers were
told to work outside the office for at least one day
a week. Oliver Potter, Head of Enterprise Marketing,
was one of the managers whose department
implemented the scheme72. He said: “It’s about
measuring productivity as output, not input.
Flexible working has also enabled us to better
plan our working week. Days in the office can be
focused around meetings and catching up with
colleagues face-to-face. And work that requires
real ‘quiet time’ and thinking, like writing papers
or researching, can be done from home where
there are fewer interruptions.

(

As we reported through chapter 1 there are a number of motivating factors for business to
encourage work away from the fixed workstation, both inside and outside the office. Giving
employees the option of flexi working is not only popular and an effective recruiting and
retention tool, it saves costs by reducing office space requirements. Within the office the
move away from the fixed workstation is driven by recognition that different types of work
are best performed in different environments, in particular the contrasting requirements of
collaborative and ‘focused’ work.

Flexible working can be more efficient

Increased employee morale,
engagement, and commitment to the
organisation.
Reduced absenteeism and tardiness.
Increased ability to recruit outstanding
employees.
Reduced turnover of valued staff.
Allows people to work when they
accomplish most, feel freshest, and enjoy
working. (eg morning person versus
night person).
Extended hours of operation for
departments such as customer service.
Develops image as an employer of
choice with family-friendly, flexible work
schedules.

Depending on the flexible work schedule
chosen, may decrease external childcare
hours and costs.
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“ HP needs all hands on deck. We recognise that in the past,
we may have asked certain employees to work from home
for various reasons. We now need to build a stronger culture
of engagement and collaboration.”

Some companies are bringing the employees back to the workplace
Given all these apparent benefits of flexible
working, it was perhaps unsurprising that Yahoo!
CEO Marissa Mayer caused such controversy
when she decided to put an end to flexible
working practices within Yahoo!76. A memo
distributed to all company employees and later
leaked to the press read, “We need to be one
Yahoo!, and that starts with physically being
together. Some of the best decisions and insights
come from hallway and cafeteria discussions,
meeting new people, and impromptu team
meetings. Speed and quality are often sacrificed
when we work from home.”
The backlash was immediate. For example,
Richard Branson, head of the Virgin Media Group
described Mayer’s decision as a ‘backward step’.
“Remote working is easier and more effective
than ever,” Branson wrote in a blog on the Virgin
website. “If you provide the right technology to
keep in touch, maintain regular communication
and get the right balance between remote and
office working, people will be motivated to work
responsibly, quickly and with high quality.”
But will they? It is alleged that one of the reasons
behind Mayer’s decision to end flexible working at
Yahoo! was a perception that some people were
not pulling their weight when they were out of the
office. According to Business Insider magazine,
the executive had been consulting the company’s
Virtual Private Network (VPN) logs to find out how
often staff were checking in and was not satisfied
by what she found.

Bringing people back to the workplace may improve collaboration
Nevertheless, Yahoo! is not alone, even in the
technology industry, in being uneasy about home
working. When asked how many people
telecommute at Google, chief financial officer
Patrick Pichette’s reply was “as few as possible”77.

Flexible working may benefit employees more than employers
Some industry experts feel that the flexible working trend
has been driven more by employees’ preferences than by
the needs of businesses. Paul Rupert runs a Washington
DC-based company which specialises in helping companies
to work more flexibly. In a recent article which appeared
on the blog AllThingsD he made the following observations79:

“There is something magical about sharing
meals,” Pichette explained. “There is something
magical about spending the time together, about
noodling on ideas, about asking at the computer
‘What do you think of this?’”

“Some people are more productive in the
morning and some people are more
productive later in the day and you know it’s
down to your personality, I’m not sure you can
be more precise than that.”

Telecommuting is progressing from a questionable practice
toward an unquestioned entitlement.

Hewlett Packard (HP) has also recently
implemented a policy of bringing remote-working
staff back into the office78. A memo outlining the
policy concluded: “During this critical turnaround
period, HP needs all hands on deck. We
recognise that in the past, we may have asked
certain employees to work from home for various
reasons. We now need to build a stronger culture
of engagement and collaboration and the more
employees we get into the office the better
company we will be.”

Its supply or denial seems increasingly based on personal need
rather than business imperative.
Many successful organisations reject telecommuting as a
productivity tool – and Ms Mayer thrived in one at Google.

According to technology journalist Ed Frauenheim, writing
in Workforce Magazine80: “During the past 15 years or
so, some firms pushed virtual teams to an extreme, losing
sight of the benefits of face-to-face collaboration. Companies
also have paid scant attention to the training that may be
needed for employees and managers to succeed with
flex work, and firms are rethinking overly broad initiatives
that ignored which job roles are right for telecommuting.
But businesses generally realise that workplace flexibility
is a key to attracting, retaining and engaging talent, that
employee mobility is here to stay and that well-designed,
dispersed teams can be highly productive.”

Interestingly though Mayer says that her decision
was based not on productivity, but on creativity.
She said: “People are more productive when they’re
alone, but they’re more collaborative and innovative
when they’re together. Some of the best ideas
come from pulling two different ideas together.”

“

Google may not encourage home working but it is still a
pioneer in terms of encouraging working away from a
fixed workstation. As previously discussed their offices
include play areas, libraries, relaxation pods and open
collaborative spaces. To encourage people to come to
the office they provide free transport on air-conditioned
buses with WiFi and also provide free food and drink
when employees are in the office. They also allow
employees to spend 20% of their time working on their
own projects.
Observations from our think tank raised same additional
insight:

We find like anything, it depends on the individual. Some people
will do a lot more work in an enclosed environment. Others use it
to hide from the rest of the world and spend their day hiding.”

“

A large research report would be ideal to do at home or in a solitary
office. However, I take the point about people using the solitary offices
to hide, but it’s very much they’re there for a specific task. It’s about
task completion, rather than per se working from home.”

Some people are more productive in the morning and some people are more
productive later in the day and you know it’s down to your personality, I’m
not sure you can be more precise than that.”

“
“
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We take emotional and productivity away, we separate them. We
measure productivity on goals and objectives. So everybody has a
day-to-day task but all set within goals and objectives. If you achieve
your goals and objectives then you are doing the role that you want, if
you exceed within the periods given, then you are exceeding productivity.”

We have switched from input-based [corporate] objectives to
output based, so everything is based on your output, if you are
not achieving the output then obviously something has to change.”

I think the whole issue about measuring productivity is worth
mentioning, there is lots of emotion around whether people are happy
or they feel that they’re working better, but whether it is actually more
productive, it is much harder to quantify.”

“ Businesses generally realise that
workplace flexibility is a key to attracting,
retaining and engaging talent that
employee mobility is here to stay.”
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According to the RSA: “The impact on work-life balance
is palpable from many of the survey responses. Flexible
working appears to allow people to fulfil their parenting
and caring roles, as well as pursue wider interests and
participate in the life of their local community. The main
gain for employees is the greater opportunity to fit other
commitments and activities in with work and make better
use of their free time. It is particularly helpful for people
caring for children or other dependents, but in fact,
everyone can find flexible working beneficial. People may
feel happier with a better balance between life and work,
and they may feel more in control of their workload.”

Flexible working arrangements can reduce stress and improve wellbeing
When London was preparing to host the Olympics in 2012
there was concern about travel chaos. The additional
number of people in the capital was predicted to strain
the transport infrastructure disrupting people’s commutes
and making it difficult for people to get to work on time.
As a result many companies decided that they would
offer flexible working for the duration of the games.

The major perceived advantage from an efficiency perspective
is the reduced time and money spent commuting and the
associated loss of productive time. Here are some comments
from participants in the RSA’s study.

“

There was much speculation about the effect that this
would have on Londoners and as a result Kenexa High
Performance Institute (KHPI) carried out a study looking
at the effects of flexible working on employees’ wellbeing81.
They found that workers are three times less likely to
report unreasonable levels of work-related stress if they
have flexibility in their work schedules than those without
flexibility. The research also found that the amount of
flexibility in people’s work schedules was a strong predictor
of how likely they were to leave – 59% of respondents
with inflexible work schedules said that they were looking
to leave their current employment within the next 12
months as compared to 22% of those who were on
flexible work schedules.
Rena Rasch, Research Director at KHPI, said: “With 57%
of businesses planning to adapt their working hours
during the Olympics, we’re likely to see an overall reduction
in stress levels. This is contrary to reports that workers in
London will see stress levels rise from the Olympics.
Flexible work schedules should be possible in the vast
majority of cases, particularly with the technology we have
today to keep in touch.”
In 2013 the RSA released a report called ‘The Flex Factor’
looking at the pros and cons of flexible working82. It said:
“Employee attitudes relating to flexible working are
generally positive but slightly mixed. While the benefits
appear clear, such as reduced commuting time, reduced
chances of distraction and the opportunity to work more
productively, there are also some residual concerns that
it is open to abuse and mismanagement.”

I have some ongoing health issues, such as anxiety and panic attacks,
and would find it very hard to be committed to going out to work, away
from home, on specific days and for specific hours. Because of the very
high level of trust in me by my employer, I think that he is getting a
better educated and more experienced person than he would otherwise.”

In terms of psychological and physical wellbeing, the
RSA reports benefits including: reduced stress; a greater
sense of control; pleasant work environment; and the
ability to better integrate healthy eating and exercise into
the daily routine. This is significant given that in the UK
poor mental and physical health is the primary causes of
absenteeism and staff turnover, and therefore one of the
biggest human resource costs to organisations, public
services and the economy.

Flexible working allows me to keep days free to work on creative
writing, and to attend events related to this, which has resulted in
various successes with it which I think would have been more difficult
in a full-time or less flexible job.”

“
“

Smart work has greatly improved my life. I am saving money not
coming into work every day, saving stress and hassle get in and out. I
can also get on with what I need to get on without being interrupted
which seems to be a big issue.”

3
5

It’s empowering to be told you can work when and where you
want, that makes you feel like a grown-up.”

9
3
9

9
3
I am able to travel to/from work at the times that suit me to miss the rush hour
traffic, therefore, saving around eight hours a week in travelling time and I estimate
around £5 a week in fuel costs as I am not sat queuing in traffic.”

“
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I can do my job more efficiently; because much less travelling
is needed than if I had to be there all the time. And I can
spend all my time working; instead of the interruptions one
regularly gets at an office.”

4
7

11
9

2
3

3
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Many workplaces don’t support optimal performance
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“Our survey findings demonstrate that
focus and collaboration are
complementary work modes.

While Google may have created a workplace that supports
various different kinds of work, a recent research study
from the USA suggests that many companies work spaces
fall short. Gensler, the architecture firm specialising in
workplace design, commissioned research into the quality
of workplace environments for knowledge workers83.
The firm looked at how well the workspaces supported
four different types of work mode: focus, collaboration,
learning and socialising. They found that only one in four of
the 2,035 workers who took part in the survey felt that
they worked in environments that adequately supported
both focus and collaboration work.

Employees want a choice and variety of work modes

According to Gensler, there appear to be two main drivers
behind this problem. The first is that, for cost reasons,
companies are trying to cram more and more workers into
smaller and smaller spaces. In 2010 there was an average
of 225 square feet of workspace per employee. By 2012
this had reduced to 176 square feet and it is projected to
be 100 square feet by 2017. As a result people are
increasingly being crammed together.

In 2010 there was an average of 225 square feet of
workspace, per employee. By 2012 this had reduced
to 176 and it is projected to be 100 by 2017.
Indeed a problem that HP is facing in implementing its
policy of bringing people back into the workplace is that in
some locations, there isn’t enough space to do this. Another
issue is that many companies have tried to design their
workspaces to be more collaborative, but in the process
have created environments in which people find it difficult
to focus. Ironically, in their latest survey - carried out in 2013
- Gensler found that workers spend less time collaborating
and more time trying to focus than they did at the time of
the previous survey carried out in 2008. As a result of lack
of focus, overall performance fell by 6%.

Many companies have tried to design their
workspaces to be more collaborative, but in the
process have created environments in which people
find it difficult to focus.
54% of time spent on focused work
24% on collaborative work
5% on learning
8% socialising
53% of workers distracted by others when trying to focus
77% prefer quiet when need to focus

The study also showed that employees who were given
choices about where and when to work felt more satisfied
with their jobs and regarded themselves as working more
effectively across all four work modes. Workers without
choice reported being less happy and less effective.
Having choice did not necessarily mean that employees
were spending the majority of time working from home or
elsewhere outside the office. Those who had a choice
over where they worked still spend an average of 70% of
their time in the office because they felt it gave them
access to people and resources.

One cannot be sacrificed in the workplace
without directly impacting the other.”
Noise levels and productivity

Soundscapes

Working outside the office doesn’t have to mean working
from home. A study by the University of Illinois, reported
in the Journal of Consumer Research, highlighted the
benefits of working from coffee shops, in particular because
of the ambient noise84. The study also made a further
distinction in what Gensler call focus work. Some focus
work is creative whereas some requires attention to detail.

The World Health Organisation (WHO) defines noise as ‘unwanted
sounds’ There are four main environments in which we are at risk for
exposure to noise pollution: home, recreation, travel and work and with
the latter transgressing into the home and on the move, it’s difficult to
escape some of the issues surrounding noise.

It found that different noise levels were optimal for different
kinds of work. Creative work was best done at about 70
decibels whereas detailed work was better performed at
the quieter level of 55 decibels. Once noise exceeded 85
decibels all kinds of work suffers.
70 decibels is approximately equivalent to the hum in a
coffee shop, which potentially makes them excellent
environments for individual creativity. In an interview with
the New York Times, Ravi Mehta, an assistant professor
of business administration at the university leading the
research, said: “Extreme quiet tends to sharpen your focus,
which can prevent you from thinking in the abstract.”

This finding mirrors the findings of a study carried out by
Knoll in 2008, which found that although knowledge
workers such as consultants, problem solvers and
coordinators were most likely to benefit from working
from home, 75% of them still felt the need of a team space.

Noise can interfere with communication, cause sleep disturbance, reduce
performance, affect mental health, cause annoyance responses and can
alter social behaviour. At worst it can contribute to cardiovascular issues
and at sufficiently high levels, can of course impair hearing.
In addition, it seems to affect children’s ability to learn. Noise level and
duration of exposure together with individual susceptibility determine the
cumulative effect on the human body and in particular the hearing
mechanism. Once the hearing is damaged there is no recovery of lost
function and unlike most other environmental issues at work, there’s often
less personal influence and control that can be taken to regulate exposure.
What researchers have known for a long time is the nature of the sound
rather than the absolute decibel levels makes a difference domestically
and the same applies to the office. Fear of the noise source and sensitivity
to noise both strongly affect the ‘annoyance’ of a noise e.g. the constant
hum of road traffic is more preferable to the noise emitted near airports.
Even sound levels as low as 40 dB(A) (about as loud as a fridge) can
generate noise complaints and the lower threshold for noise producing
sleep disturbance is 45 dB(A) or lower.85
‘Non-noise’ related factors in an office setting might be audible telephone
conversations and discussions between co-workers which might be
considered irritating, depending on the contents of the conversations.
Many of the interpretations of the level of annoyance and the relationship
between noise levels and resulting health symptoms could be influenced
by the quality of interpersonal relationships at the workplace, as well as
the stress level generated by the work itself.

Hoskins says: “Balanced workplaces where employees
have the autonomy to choose their work space based
on the task or project at hand are more effective and
higher performing. This is not about mobility. In fact, those
who choose to remain in the office are more engaged
and satisfied than those who have to be mobile most of
the day. Our research indicates that employees will
leverage autonomy for optimal productivity when given
the choice in where and how to work, as well as the
technology and infrastructure to support their choice.”

In the workplace, selected studies show that approximately 35% to 40%
of office workers find noise levels from 55 to 60 dB(A) extremely irritating.
The noise standard in Germany for mentally stressful tasks is set at 55
dB(A), however, if the noise source is continuous, the threshold level for
tolerability among office workers is lower than 55 dB(A).

Optimal performance not
always supported
Gensler: too much emphasis on collaboration, not enough on focus

54

%

G

Diane Hoskins is Co-Chief Executive Officer at Gensler.
She says: “Our survey findings demonstrate that focus and
collaboration are complementary work modes. One cannot
be sacrificed in the workplace without directly impacting
the other. We know that both focus and collaboration are
crucial to the success of any organisation in today’s economy.”
Gensler refer to a workplace that supports both focused
and collaborative working as being ‘balanced’. However,
their survey showed that only 24% of US workers felt that
their workplace was balanced.
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Cost and space an issue for large
collaborative spaces
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Sound Masking
Over 85
decibels all work suffers

The noise regulations

Noisy offices tend
people speak
to get worse as 85

Noise control in buildings for residential use in England
and Wales is regulated using ‘Approved Document E’ and
its aim is to protect residents from the noise of activities
in other rooms or adjoining properties. This has been
highlighted as a major cause of tension between residents.

louder

80 heard.
to get themselves

“

The Building Regulations do not include requirements for
acoustic performance of commercial buildings however.
Legislation is more concerned with construction and
manufacturing industry with the emphasis on protecting
workers from permanent ear damage. The 2005 Noise
Regulations replaced the 1989 Noise Regulations and
now require health surveillance (hearing checks) for
workers regularly exposed above 85 decibels.
Display Screen Equipment regulations and BS EN 9241
covering office ergonomics are more sensitive to
environmental conditions and effects on health. It’s the
spirit of these regulations in ensuring people are comfortable
and productive at work that helps us deploy more specific
guidelines on reducing noise in the office such as BS
8823 guidance on sound insulation and noise reduction
in buildings and BS EN ISO 3382-3:2012 Acoustics –
measurement of room acoustic parameters part 3: open
plan offices (ISO 3382-3:2012).
The latter specifies measurement methods including the
STI (Speech Transition Index) which results in single number
quantities indicating the general acoustical performance
of open plan offices. The principal aim is for good speech
privacy between workstations. The measurement method
and resulting single number quantities correspond well with
perceived acoustic conditions of the worker. Measurements
are carried out in fully furnished rooms by considering
spatial decay rates, sound pressure level of speech at 4
metres, average background noise and distraction distance
to give a distance of comfort figure.

Speech

most distracting but all
other sources have an
effect

75

”

Creative work best at about 70 decibels

70

Challenge for designers and specifiers
Acoustic awareness is on the rise but for the untrained
specifier, despite the guidelines and standards, the
specification and explanations behind acoustic products
and systems can be very confusing and a degree of
acoustics sales spin is compounding the issue.
Buildings and office equipment is generally getting
quieter in theory but the occupants with their mobile
devices and work migration around the open plan office
are getting louder.
Julian Treasure, chairman of The Sound Agency and popular
TED talk acoustician expert, suggests architects tend to
design with their eyes and not their ears. Contemporary
offices make the mistake of specifying reflective materials
such as more glass, laminates, Corrian, wood flooring in
a drive for greater interior aesthetics but increased sound
travel.86a

background noise
65
increases workers
stress
and undermines people’s
short term 60
memory and
concentration.
55

detailed work 55 decibels
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The primary goal of sound masking is privacy. In closed offices, conference rooms,
or secure facilities the goal is confidentiality of speech. In open areas, the goal is
sufficient privacy so occupants are free of distracting sounds, such as speech and
other sources of sound.
A summary of the perceived advantages are listed below:86b
1. Sound masking is dynamic (variable) as are the sounds it is intended to block.
Building elements that provide sound attenuation are static (fixed) and cannot
adapt to intruding sounds that change in level. Masking can vary from location to
location as well as from time to time, to adapt to changing environmental
conditions.
2. Sound masking is by far the least expensive tool for providing privacy.
3. Sound masking systems are special audio systems that create spatially uniform
sound levels. The uniformity can be used to integrate cost effective music and
paging into a system.
4. Sound masking works at the listener’s ear and is independent of the building
structure (acoustically) so concerns about how distracting sounds get from one
place to another is unimportant. Structural modifications require such knowledge
and are more costly.

Inclusive design and accessibility
There are two groups of people that should not be exposed to sound masking:86c
Those with significant hearing loss and those with very limited vision. The first
group already have considerable privacy which results in masking providing too
much privacy. Visually impaired persons use acoustical cues to navigate; sound
masking can remove those cues.
In general terms, the average age of individuals with hearing impairments has
decreased, but the stigma behind hearing assistance has dwindled.

The trend to build partition walls from raised floor to
underside of suspended ceilings leads to even poorer
speech privacy.

“I test patients from weeks old into their hundreds,” Ballard, a US Audiologist said.
“The patients who tend to be more receptive are the younger patients. Younger
patients often enjoy the benefits of hearing assistance.” Ballard explained that
devices can focus on speech even in noisy situations such as concerts and
restaurants. Bluetooth capabilities have allowed some of his patients to funnel
sound from their mp3 players and smartphones directly into both hearing aids.

Some ventilation systems and external glazing are so
effective that library conditions exist internally which
eliminates the natural masking we take for granted.

The mistake of making offices too quiet

Sound masking has been around all be it in a more primitive form since the 1960’s
and is popular in the USA although Europe is making inroads. Some experts argue
the advantages over traditional methods of reducing distracting sounds outweighs
the negatives although others say if implemented badly is a form of torture.

Extreme quiet tends to sharpen
your focus, which can prevent
you from thinking in the abstract.

“It’s more acceptable to wear hearing aids,” Ballard said. “The idea of listening
enhancement has been accepted.”

The only way to achieve true quiet would be to maintain
a low background sound level with no transient sounds;
a condition that requires complete isolation from all activity
sounds. A better definition of “quiet” would be the absence
of distracting noise, not the absence of all sound.
More conventional rules for the health and safety fraternity
or office planners is to tackle the sources of annoying
noise through absorption, blocking, covering or even
removing the offending source entirely. That’s a bit more
difficult when the source is non specific.
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During our workshops some of the following insightful
observations were made, including how some companies
have laid down work etiquette guidelines to help minimise
workplace distractions.
Although we are work placed, we do some hot desking in quiet areas. So
instead of going home, we can go and work in a quiet area and hot desk in
a quiet area away from all the distractions.”
It’s more to actually get people out of the office and move away from
the clutter, the phones and the interruptions. You just extract people
from that, to have the chance to have a 10-minute discussion.”

“

It varies from country to country but our biggest current challenge, within our
organisation, is noise and distraction. We have changed management
programmes and for each new built environment, we go through a series of
consultations, on what works for that region and what does not. We establish
guidelines, which we issue to all the staff, we then post in certain areas, within
the office, suggesting agreed practice that we expect everyone to adopt.”
We stipulate within our open-plan workspace, if you are going to take a
call, preferably you take it away from the desk but you need to provide the
space for that to happen. If people walk up and down, where other people
are working it just annoys them. So you need to create designated spaces to
move around and have calls.”

“
Some people like solitude. I find it difficult. We have quiet zones and I work in a quiet
zone and I’m desperate for someone to interrupt me. Take reading a lease, it’s quite
boring stuff. I crave interaction. It doesn’t work for me, but it doesn’t mean that it doesn’t
work for everyone.”

For noise we are investigating sound masking, we carefully use
absorbent materials and we use blocking materials in every single
office. We are also working very closely with a Finnish Institute Of
Occupational Health at the moment because the Finnish government
has the best legislation on noise legislation. We have noise
legislation in the UK but it does not tell you what you should have
in the office, it doesn’t really help.”

We use sound masking in every office, dependent on the environment, dependent on the
space. It determines how many decibels we put into that space, for example, in a contact
centre you require more decibels being pushed in. We have just taken a Danish bank to
our contact centre in Holland and they could not believe that we had 50 people walking
around, talking to customers on the phone and they could not understand a word. Not
because they did not know the language, but you just hear that background hum.”

Open plan offices need to take into consideration acoustic and visual privacy, not be
too densely populated and encourage shared work spaces for improved health and
communication.
Julian Treasure, head of the UK’s Sound Agency, has found that background noise
in the office increases workers’ stress hormones and undermines people’s willingness
to work with others, short-term memory and concentration86d. Noisy offices tend to
get worse as people speak louder to make themselves heard. Speech is the most
distracting but other sources like ring tones, nearby traffic or building work, ventilation
and printers all have an effect.

“ Noisy offices tend to get worse as

people speak louder to make
themselves heard.”
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Voice recognition technology

Wearable technology may drive voice recognition

Voice recognition is a technology that is increasingly
being used, in particular with smartphones. Apple’s Siri
and Google Now are available on iPhone and Android
phones respectively.

Another potential driver of voice recognition interfaces is
wearable computing, much of which may have speech
input as its main interface. Writing in the Huffington Post
Aaron Shapiro, CEO of Huge and author of Users not
Customers argues that because much wearable technology
is so small speech is the only practical way of interacting88.

Siri is an intelligent personal assistant and knowledge
navigator which has a natural language user interface
with voice recognition inputs and speech outputs. Since
autumn 2012 it has been included on all iPhones and
iPads. Google Now is a similar application which works
on the current Android operating system as a well as
being available for iOS.
In an interview for Computer Magazine, Dan Miller, founder
of Opus Research, says that he expects voice recognition
to become increasingly used in the workplace87. This will
be, he believes, partly because so many apps are now
being identified which run using natural language
interfaces and partly because those interfaces have
become so much better in recent years.
“The main advancement is that the speech tools are now
closer to the user, on our phones and tablets as we go
about our day - and many run in the cloud, which provides
immediate processing and a constantly expanding
language database. Unlike older desktop-based software,
these new tools do not require speech training, thanks to
improvements in the algorithms.”

00.12
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“Perhaps the most important implication of Google Glass
is the introduction of a completely new computing
platform where the primary interface is voice. As a Glass
wearer, I can't type or click on the device; all I can do is
press a button on the side of my glasses and tell it what
to do.” Scott Huffman, senior engineering director at
Google’s London offices, said the search engine giant
has seen a huge uptake in voice searching and recognition
tools, as recent developments and improvements have
encouraged more people to use them.
“We are looking to a future where we have a whole variety
of devices. We have a super computer in our pockets,
but also one in our watch, one in our glasses, maybe on
our lapel as well as our laptop. Some of those have a
screen and a keyboard but some won’t, and we’re seeing
dramatic growth in the number of people interacting
through voice recognition.”
There are privacy concerns, as the mass introduction of
microphones gives greater potential for the intrusion into
our private lives. Because of this Google has implemented
an encryption technique called ‘perfect forward secrecy’,
which adds an extra security level to the transmission of
user data. The firm is also planning to expand voice
controls on its Android software and desktop machines
which could have an impact on noise levels in the office.

.................................................................................................................................................................

The potential Catch 22 scenario of introducing speech
recognition into an office environment is that having a lot
of people speaking into their devices will create a noisy
environment which, in turn, will reduce accuracy. The
noise itself may also be irritating and distracting, as we
report elsewhere.
However, according to Steve Marks, Principal Engineer
at Plantronics, the problem of background noise could
be overcome with developments in noise cancelling
microphones89. He says: “The growth of MEMS-based
[micro electro-mechanical systems] microphones which
are far smaller than electret condenser-based microphones
will allow far more mics being deployed in an environment
allowing for more sophisticated noise cancellation.”

00.22.00
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2.2 Health concerns

They found that the lower people held tablets, the
worse the problems that occurred, because the more
sharply the neck was bent forward.

The health effects of using desktop technology for any length of time are well documented.
Health practitioners are now seeing an increase in reported neck strain, RSI and other
symptoms which they themselves are associating with tablet use, from flexing the neck or
gripping tightly with one hand while typing with the other, or staring at a screen in awkward
postures causing fatigue and eye strain.
Musculoskeletal disorders cost the most days of absenteeism
Because MSDs can lead to long and regular
absences, more working days are lost to them
than stress. The Office for National Statistics
estimated that of the 131 million working days
that were lost to sickness absence in 2011, the
greatest number were contributed to MSDs such as
back pain, neck pain, and upper body problems90.
These figures are likely to be the tip of the iceberg
as many workers will continue to attend work
even if they have an MSD. A survey by Nuffield
Health (the UK’s largest healthcare charity),
published in May 2012, found that in the previous
12 months over half of the UK workforce (51%)
had suffered from back pain and that one in five
has taken time off work because of it91. For the
purposes of the study ‘back pain’ was defined as
pain occurring anywhere from the small of the
back up to and including the neck. (Nuffield
Health 31st May 2012)
Unless special equipment, such a separate
keyboard and stacking blocks are used, using
laptops is likely to result in a head-bent-forward
working posture92. Levent Caglar of the Furniture
Industry Research Association (FIRA)
commented: “The main problem is the keyboard
being attached to the screen. You need the
screen at arm’s length but you need the keyboard
near you, so you push the laptop further back,
then your hands stretch out, then you hunch your
shoulders. The average human head weighs quite
a lot. If it’s in the ideal position, balanced above
the shoulders, it’s fine. But when you use a
laptop, your ears are further forward than your
shoulders. That’s like taking a weight and holding
it out at arm's length. The load through your
spine is much greater and, even worse, it’s a
static load. You’re not moving. This causes neck,
upper back and arm problems.”
Our online survey showed that where accessories
are provided by employers many are not used.

Touch Screen tablet typing and swiping

Similar problems can occur when using tablets. A
study by the Harvard School of Public Health found
that looking at a tablet for a prolonged period of
time can affect the neck, head and shoulders,
mainly because people tend to bend forward too
much when using it93. They found that the lower
people held tablets, the worse the problems that
occurred, because the more sharply the neck was
bent forward.
Dr Jack Dennerlein, Principal Investigator for the
study, explained: “Forcing vertebrae and muscles
in the neck to bend forward too much causes
strain, and even injury, to tendons, ligaments and
spinal discs.”
One of our think tank participants, a muscular
physiotherapist, explained it this way. “The majority
of laptop injuries are caused by the mid back
being in a poor position; it’s flexed too much,
which puts force on other part of the back. An
awful lot of people use their mouse on the laptop
so they are basically rotating their back constantly
the whole time they’re using it which causes
further problems.”
‘Text neck’ is a similar problem caused, in this case,
from people angling their neck to look at or type
messages on mobile phones or smartphones.
Research by Nokia suggests that on average
people check their phones once every 6 and a
half minutes over a 16 hour daily cycle – that’s
about 150 times a day94.
Added to this are increasing reports of thumb and
index finger injuries – sometimes referred to as
BlackBerry thumb. In late 2013, the UK’s Daily Mail
reported increasing numbers of primary school
children suffering from arthritic-type pain especially
in the wrist and fingers from using phones and
games consoles, normally seen only in elderly
patients with chronic rheumatism95.

A report in the Indian newspaper, Economic Times,
suggests that in one in 10 doctor’s appointments,
patients present symptoms caused by smartphone
or computer use. In India there was an 89%
increase in smartphone ownership from 2012 to
2013 with 51 million devices in use96a.

A recent publication suggests there are connections
between using keyboards with shorter travel distance and
perceived fatigue , and a greater distance between the
activation force and the end of key travel may reduce
force exertion and muscle activity (Lee et al., 2009; Radwin
& Jeng, 1997).97b

“Smartphone-induced injuries are rising,” reported
Dr Gurinder Bedi, senior consultant and orthopaedic
surgeon at Fortis Hospital in Delhi. Of the 20-25
patients he sees every day; at least 10% in the
20-45 age group has smartphone and computerrelated injuries. “These are usually upwardly
mobile patients who are constantly looking at their
phone in a bent-forward position. They complain
of their backs stiffening up, developing a stoop
and text neck besides the tendons in their thumbs
hurting when they text.”

This may be an issue with tablets, as virtual keyboards
do not have mechanical keys and therefore have a zero
travel distance. Irwin and Sesto (2012)97c studied the
force required to operate a kiosk-style touch-screen and
found that the average force exerted by participants was
6.2 times required activation force of 0.98N. In addition,
an evaluation of a touch-screen in a desktop computer
revealed that touch-screenusers reported higher levels of
discomfort than physical keyboard users (Shin & Zhu, 2011).97d
Users writing for long periods on a tablet should obtain
and use a Bluetooth keyboard as although a keyboard
increases the bulk, it can help mitigate muscle fatigue.

Berolo et al. (2011)96b studied 140 participants
and found that 84% reported discomfort of some
sort as a result of using a smartphone, mainly in
the base of the thumb, hands, elbows, shoulders,
neck and upper back. As smartphones are often
a compliment to laptops, desktop computers and
tablets (Karlson et al.,2009)96c, the risk of
developing musculoskeletal disorders increases
as the discomfort caused by different devices in
both work and non-work setting accumulates
(Ciccarelli et al., 2011; HSE, 2002).96d

To evaluate interactions with tablets and their impact on
musculoskeletal systems, Lozano, Jindrich, and Kahol
(2011)97e focused on eight multi-touch gestures: rotating
to the right and left, zooming in and out, panning with
the index finger in four directions. Their experiment
showed that these interactions affect the entire shoulder
system and gestures involving two fingers can increase
muscle activation levels, which may lead to developing
musculoskeletal disorders.

There are no official standards and guidelines
regulating the smartphone use at work. While
companies are starting to issue their own policies,
they tend to focus on privacy, confidentiality and
personal use (Thomas & LaRosa, 2011), rather
than health and safety.96e
Of course, if we have any doubts about the ill
effects of the mis-use of smart phones the
sobering truth about the dramatic rise in
pedestrian fatalities and injuries is attributed to
technology distracted walking according to the
National Highway Traffic Safety Administration.97a

The percentage using equipment when it is
provided are as follows:

Of the 131 million working days that were lost in the
UK to sickness in 2011, the greatest number were
contributed to MSDs such as back pain, neck pain,
and upper body problems.

The most common reason for not using
accessories is because they are too
cumbersome (47%).
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“

I would say if someone comes in to see me with an injury, the majority of
them are linked with their workstation or how they are working. So even
if someone comes in with Achilles tendonitis, which they believe they got
from running, half the time it stems back to their desk position. When I
examine them I can tell them how their desk is set up - when they haven’t
even told me - because of what their spine’s like. You can see the rotation
in their back and that then affects the nerve, which is causing the Achilles
tendonitis. So this is now having a fundamental effect on their wellbeing.”
I have got a lightweight laptop with an external keyboard and mouse in the
office, so I can travel around. I can survive two days working off the laptop
on its own, by the third day; I know I am getting neck pain. If I have got
breaks in between, it is not a problem. If I go to another office and I do not
set myself up correctly, because I have not taken everything, by the third day I
am starting to be in pain.”

I treat a lot of people with injuries and obviously I ask an awful lot of
questions about what technology people are using and where and how they’re
using it. An awful lot of people are now using smartphones rather than
getting their laptop out and they’re often also working with tablets in bed.”
In my experience tablets are proving a nightmare, depending on where
people are using them, which is for a lot of things. You get people with
particular smartphone injuries, because they’ll tend to just use them
completely one sided.”
Trying to avoid generalisation, a gaming console tends to be more about poor
posture, they may get a similar condition to a BlackBerry thumb but it’s not
really a BlackBerry thumb, it’s console injury. Their mid back is in a really
bad position.”

“

We are seeing more graduates arriving with pre-existing conditions now than
we did previously, we have watched that increase, and the problems are
musculoskeletal. We had one guy, who when I sat with him, I said: ‘You have
just done your dissertation on your laptop sitting on your bed’. ‘How did you
know?’ he said. ‘Oh we are magic’. It’s not rocket science.”

“ We had one guy, who when I sat with him, I said: ‘You
have just done your dissertation on your laptop sitting
on your bed’.”
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Workplaces will become more multi-generational,
with four generations working together. The Future of Work.

New strains of MSDS
Research commissioned by Abertawe Bro
Morgannwg University Health Board suggested
youngsters face a ‘healthcare time bomb’ of neck
and back pain linked to the use of computers,
video games and smartphones. The research
showed nearly three-quarters of primary school
children, and two-thirds of secondary school
students, have reported back or neck pain within
the last year (2012)99.
UK Physiotherapist Lorna Taylor said: ‘Modern
lifestyles and the increase in technology are
having detrimental effects on our children’s
musculoskeletal health and, if not addressed in
school and at home now, will have far-reaching
effects for our children, the future working
generation and society.”100

In the UK, 27% of
children under the
age of eight now own
a tablet.

They are a long-term problem
A Nuffield Health study recently found that a third
of those surveyed had been suffering with back
pain for more than a year, a quarter for more than
two years and one in seven for five years or more98.
Of those who had sought medical help, a third
said that it had not helped to solve the problem.
A quarter of those surveyed said that they suffered
pain most days, while one in 20 said that they
were in constant pain, with this figure almost
doubled (9%) for those over 55 years.
Dr Andy Jones, Group Medical Director for Nuffield
Health, said: “Back pain affects a huge number of
people on a daily basis. If these figures reflect the
wider working population you have a situation
where many thousands of people are suffering
permanent, debilitating back pain.”
Cabella Lowe, Head of Physiotherapy at Nuffield
Health, recognised the role that device use played
in the problem, saying: “Back pain is often a
combination of factors, which can include poor
posture, weak spinal supporting muscles and
poor movement patterns. People who are inactive
for large parts of the day, typically hunched over a
computer keyboard, often suffer with back pain.”
According to one of the physiotherapists in our
think tanks, people often underestimate the role
that their work devices play in causing MSDs
both at fixed workstations and away from them.

Many children experience regular pain in their fingers,
wrists or elbows, directly correlated to the amount of
time spent playing games.
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Learning and Therapy Corner in Maryland, USA,
observed: “If they are always on the iPad and not
actually doing those paper and pencil activities
that they should still be doing, those muscles are
going to remain weaker”101.
“What we’re seeing is a lot of children coming in
with some motor delays, some decreased
muscle strength in areas.”
60% of students reported discomfort with laptop
use and 61% of participants reported discomfort
with carrying their laptop in a study by Courtenay
Harris and Leon Straker, International Journal of
Industrial Ergonomics (2000). Associations
between school attended or year level with time
on task and discomfort reports were evident102.
The carrying of iPads is not putting the same
strain on the body as laptops but the extended
periods of use are still a concern. There is an iPad
app which reduces eye strain, shutting down the
screen if children get too close but for older
children, any software intervention is likely to be
switched off at the first sign of irritation.

Potential health implications for the
tech-hungry young
There is no national monitoring of the take-up of
tablets and laptops in schools and colleges in the
UK but 27% of children under the age of eight
now own a tablet and some three-year-olds are
showing signs of addiction103.
With home use of computers and exposure from
birth, the young are being described as being
immersed ‘within the internet’ (shopping online/
social media) rather than their teachers and
parents who are mere ‘users of the internet’.
Nearly 50% of teenagers in affluent countries are
using the internet after lights out in the family home
(safekids.co.uk). Apart from the obvious concerns
about content, a number of health issues arise
like static awkward postures leading to backache
(Daily Mail, February 20, 2014), eye strain and
sleep deprivation104. It’s no surprise that recent
research suggests the latter is a significant hidden
factor in lowering the achievement of school pupils.

MSDS affect all age groups
The Nuffield study included 1,600 people aged
from 16 to 65. It discovered that back pain was
common in every age group but even more so
among older workers, with 58% of those aged 5565 affected105. Women were more likely to be
affected than men. Although the older workers in
this study were more affected there is evidence that
these problems are occurring at a younger and
younger age. One of our think tank participants
had been involved in a study which at the time had
not yet been published.
“We’ve just done a survey in conjunction with
Simply Health, where we’ve looked at the incidents
of back and neck pain in various age groups and
what we have found is that whereas back and
neck pain has [previously] slowly gotten worse
with age, we have now found that those in the
25-year age range, plus or minus five years, now
have a three times higher incidence of neck pain
as adults in the 55-year age range. So suddenly
this spike has developed.”
The results of a study carried out with adults and
children in Hong Kong also suggested this. The
Hong Kong Physiotherapy Association carried out
a longitudinal three-year study involving 1,049
people, 465 adults aged 18-50 and 582 children106.
They found that 90% of the adults used
smartphones daily, 74% used desktops, 61%
laptops and 35% tablets. Seven out of 10 (70%)
of the adults suffered from neck pain, 65% from
shoulder pain and 46% from wrist or finger pain.
For the children 84% used smartphones, 76%
desktops, and 32% tablets (the percentage using
laptops is not reported). Eight out of 10 (80%)
suffered from neck pain, 30% from shoulder pain
and 51% from wrist or finger pain.
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“

A lot of young people are getting problems from laptops, PlayStation and
Xbox, beginning from the age of eight. Also around times of GCSEs, our
clinic sees an influx of young people with injuries.”

I also think it’s a generation thing, I actually think that because people
are born with the operating system, that they learn as a teenager, they
automatically assume that's the norm. Whereas when you keep on
upgrading, you finally get to the stage where you’ve had to relearn so
many operating systems, that it does cause a lot of stress.”

“

We are storing up problems for the future because so many children now
have got their necks flexed for long periods of time. You’re going to end up
with the posterior columns growing faster than the previous generations,
which is going to bring in a whole [epidemic] of new problems.”

We accessed research where we were looking at children and
it was the 11-year-olds that were most at risk, because they
started secondary school and panicked about the timetable
and were carrying about 25 to 30% of their body weight,
which is similar to marines in the field.”

“

How does the DSE [Display Screen Equipment regulations] think they’re
going to cope with this new technology now that it’s being used way before
people even get into the workplace. That to me is the issue. You mentioned your
four-year-old daughter was busy on an iPad and you mentioned people on
Xboxes. We’re picking up all these bad habits, from a very early age.”

MSDS are getting worse for younger generations
A 2012 report in the Want China Times highlighted
increasing neck problems among children due to
tablet use107. According to Li Wei, the head of the
orthopaedic unit of Qingdao Hiser Hospital, there
has been a dramatic increase in the number of
children suffering from spinal disk herniation. He
said: “In the past, patients with the complaint were
usually seniors but now children as young as 10
are developing the problem. Parents should limit
the time their children spend on handheld devices
to less than 30 minutes and get them exercise
their neck muscles.”
A study carried out by New York School of Medicine
looked at games use among 171 children aged
seven to 12108. They found that many of them
experience regular pain in their fingers, wrists or
elbows and that this was directly correlated to the
amount of time that they spent playing games.
The study also found that younger children tended
to experience more pain.

“ Teach people what the technology is, why it is
there and why you should use that technology.”

We work in quite a close environment and quite often I’ll receive text messages
from people that are about three metres away from me and you think, ‘Well why
didn’t you turn around and speak to me?’ I think that’s a lack of connection and
communication really as well but it has quickly become habitual.”

“ We are storing up problems for the future
because so many children now have got their
necks flexed for long periods of time.”

A key finding of the study was that playing with
gesture-based consoles (eg Wii) tended to result
in worse problems than using ‘traditional’ consoles.
John Sperling, an orthopaedic surgeon at the Mayo
Clinic in Rochester, commented on the findings:
“I think the big difference between the video
games and sports is that for most sports, people
are involved in training and practice but with
many games like Wii, there’s no specific training
or any degree of fitness required to do them.”
“The other issue is that when people participate
in these activities and use the controller, they’re
swinging their arm in space, and there’s no
resistance, as there is when you swing a tennis
racket and the resistance stops your arm from
moving forward. So what we see is people with
repetitive type injuries. Particularly I see it in the
shoulder quite a bit.”

Senior osteopath Brian Hammond, CEO of the
UK charity Back Care, who took part in our think
tanks, said that he had noticed a huge increase in
the number of children he had been treating in
the past 10 years109.
University students using a variety of devices are
at risk to all the common ailments associated
with desktop computer use and over 40% report
ongoing discomfort110. One workshop participant,
an occupational health specialist, noted that in his
company there had been a big increase in the
number of young people who joined the company
with MSDs.
And a student participant at the think tank sessions
pointed out: “In my experience in university we
had no help or explanation on how you can improve
your posture and especially with new technologies
coming in, it’s going to be this cycle where we
keep using them the wrong way and it’s just not
going to get better until it’s too late. I mean, I
have back pain already and I’m still in college.”

“ We need to investigate more the relationship between the
decreasing levels of fitness amongst the work force and
young people. The loss of muscular strength, overweight
and being able to actually hold themselves and having the
muscular strength to hold a good posture.”
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Many children experience regular pain

Bad habits are hard to change

in their fingers, wrists or elbows,
directly correlated to the amount of time

It seems that the ‘use anywhere’ nature of mobile
devices gets young people in particular into the
habit of adopting poor posture and that this can
have knock-on effects even when they are at a
fixed workstation. One of our participants reported
an incidence in his workplace.

|

spent playing games.

“ They were all lounging around and that’s how young
people seem to be sitting these days; they don’t know
how to sit and have a posture to support themselves.”
“We had a strange incident, where there was a
group of people who were working together as a
team, all youngish twenties and they tended to
copy each other. They were all complaining they
had problems with the chair they were using. We
went and told them how to sit properly but
repeatedly, they didn’t follow the advice. They
were all doing this lounging around and that's
how young people seem to be sitting these days,
whether they’re watching television at home or
whatever; and they don’t know how to sit and
have a posture to support themselves.”
“That is one of my fears that young people are
coming through without the right strength to
support the position that they need to be in.
Another specialist came to look at these guys
and the minute you walk away, they go back
again and they’re all over the place and they still
complain that they can’t get comfortable.”

Frequency an issue for the young
Mobile technology is so new researchers do not
know what damage it might cause in the long run.
Dr Timothy Doran, paediatrician, Greater Baltimore
Medical Centre, suggests: “Unlimited use, three
to four hours of iPad use on their own where the
parents aren’t involved, it seems to me that you
are flirting with developmental danger.” 111
Psychological issues are even more worrying with
addiction, cyberbullying and loneliness being
reported almost daily in the press112. Jane Austen
College flagship Academy is banning homework
and adding study time at the end of the school
day so pupils can have more family time.

Another of our participants, a company director,
felt that companies were being left to deal with
bad habits that should have been addressed by
parents and teachers when they were children.
He also felt that many problems could be dealt
with simply by taking a common-sense attitude
to using things appropriately.

In 2008, it emerged that Nottingham East academy
- a huge comprehensive for up to 3,570 pupils planned to replace homework with an extra lesson
and after-school activities. Tiffin boys’ school in
Kingston-upon-Thames, one of the top performing
schools in the UK, also decided to scale back
homework schedules amid fears it was leaving
pupils “depressed”.

“This is not an occupational health issue, it’s a
mum and dad problem and it is a school problem.
I have very few RSI musculoskeletal problems, I
could not even think of one since smarter working,
flexible working, [and the] different spaces came
in. If you are working on a laptop then use the
space for it. If you are working on a smartphone
and you have got a bad thumb, you are doing the
wrong work on it, teach people what it is for and
why it is used, what the technology is, why it is
there and why you should use that technology.”

A more harrowing documentary film and article by
journalist Beeban Kidron in September 2013
showed young people addicted to a virtual world
that is designed to keep them hooked, with little
care for collateral damage113. Dr Victor Strasburger,
lead author of the new American Academy of
Pediatrics policy, agrees the link with violence,
cyberbullying, school woes, obesity, lack of sleep
and a host of other problems, reporting: “Many
parents are unaware of the potential impact
media exposure can have on their children.”114

Inactivity causing ill health
Baroness Campbell, chairman of the Youth Sport
Trust and former head of UK Sport, who led them
through the 2012 Olympics, warns that schools
must play a bigger part in tackling a “crisis of
inactivity” among children115. She said the “costs
of physical inactivity” were clear following a rise in
weight problems among children over the last
decade and insisted that lack of exercise was also
limiting young people’s “ability to achieve in all
areas of school life”, with active pupils more likely
to perform in the classroom and show higher levels
of self-esteem.
Schools must play a bigger part in tackling a
“crisis of inactivity” among children; the costs of
physical inactivity are clear following a rise in
weight problems among children over the last
decade.
The Government invested £150 million in both
2013/14 and 2014/15 to raise standards of
physical education in primary schools, with heads
expected to spend the money on specialist
games teachers, running sport competitions and
improving facilities. But Lady Campbell said that
some schools were failing to understand the
benefits of PE, meaning pupils aged fewer than
eleven may miss out on high-quality lessons.
A report from Ofsted recently confirmed that a
third of primary schools were failing to provide
effective PE for pupils, with children not being
given proper warm ups, able athletes ignored and
a failure to focus on strenuous exercise.

The policy statement cites a 2010 report that
found U.S. children aged eight to 18 spend an
average of more than seven hours daily using some
kind of entertainment media. Many kids now watch
TV online and many send text messages from
their bedrooms after ‘lights out’, including sexually
explicit images by cell phone or internet, yet few
parents set rules about media use.
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Dimensional and environmental misfit
A lack of effective training or motivation often leads to a
misfit between users and the equipment they interface
with at work especially office chairs and desktop
accessories such as monitor arms and document
supports. Health assessors agree this increases the risk
of discomfort and poor productivity in the short term and
more serious long-term musculoskeletal disorders. This
has been made worse in recent times with shared spaces
where up to three individuals a day use the same
workstation, coupled with a more varied population, ie
rapid changes in stature and obesity, ethnic mix, more
women in the workplace, an ageing workforce and
disability inclusion, meaning the ‘one size fits all’ theory
falls apart.
If one of the three colleagues knows how to set up their
equipment and they are particularly tall, for example, and
the other two colleagues don’t understand or aren’t
motivated to correct the adjustments, they may well spend
their career in a workspace that causes them to overslouch or flex their neck leading to ill health.
The struggle for facility managers and procurement
departments is when to modify or replace equipment
and environments to keep up with changing working
patterns and populations. Increasing due diligence
among the international facility management community
recognises the cost-of-ownership model where higher
spec kit has greater long-term value than buying cheap.
With this comes the prize of more durable products from
more reliable green sources designed to fit a broader
range of users. Such products are more likely to conform
to industry standards in ergonomics, strength, durability
and, where necessary, dimensional fit.
The challenge here is for the international standards
fraternity to ensure the guidelines are current. Buildings
to furniture to input devices are in danger of not keeping
up with the rapid changes in technology, working practices
and intended populations.
Industry expert committees charged with revising
standards often take years to agree on updates, while
source references such as anthropometric data on body
sizes relies on large-scale statistical data collection and
up-to-date surveys are hard to come by. Some published
dimensional data for chair design for example can be
traced back to military surveys that are over 40 years old
(Pheasant et al 1970s and 80s) and are by default
unlikely to be representational of a contemporary mixed
health civilian population.
As Herman Miller and other seating manufacturers
concede, despite the ambitious aims that more advanced
chairs are designed to meet the 5th to 95th percentile
ranges (Miller, If the chair fits), in practice they rarely do
and too much adjustment can lead to more complexity.
Their unpublished survey of 417 users found that
although 69% lowered or raised the chair, a third or less
adjusted the back height and used the tension facility116.

Health problems have been made worse in recent
times with shared spaces where up to three
individuals a day use the same workstation, coupled
with a more varied population.

Cybersickness
Another vision-related problem associated with mobile
devices is cybersickness, with a number of posts on this
topic on Apple forums, in particular with respect to iPad use120.
The causes of cybersickness are similar to those of motion
sickness. The problem occurs because of a ‘disagreement’
between the information being received by the eyes and the
information received by the balance system. This makes our
brain think that we are moving when in fact we are standing
still, leading to feelings of dizziness and sometimes nausea.

Vision is also an issue
There has been a 35% increase in short-sightedness in
the UK since the introduction of the smartphone in 1997.
The health problems associated with mobile devices extend
beyond MSDs. Vision can also be adversely affected by
using mobile devices, smartphones and laptops in
particular. In an article which appeared in the Daily Mail in
2013, eye surgeon David Allamby, founder of Focus
Clinics, reported that there has been a 35% increase in
short-sightedness in the UK since the introduction of the
smartphone in 1997117.
The article reports that research showed people hold the
screen an average of only 30cm from their eyes when
they are reading a smartphone screen, compared to 40cm
when they read a book or newspaper. It is thought that
looking at screens close to the eyes for long periods of
time extends the danger of myopia well beyond the age
when it would normally have stabilised.
Previously myopia would have stopped developing in
people’s early twenties, but now its developing in their
late twenties, thirties and even forties. Mr Allamby said:
“If things continue as they are, I predict that 40 to 50% of
30-year-olds could have myopia by 2033 as a result of
smartphones and lifestyles in front of screens - an
epidemic we call screen sightedness.” The online
medical advice service WebMD describes a similar
syndrome, Computer Vision Syndrome (CVS), which they
claim effects between 50 to 90% of people who use
screen-based devices118.
CVS is, they say, a form of repetitive strain injury that
affects the eye muscles, which have to constantly help the
eyes to refocus each time we look at the screen having
previously looked away. Symptoms include: blurred vision;
double vision; dry or red eyes; eye irritation; headaches;
neck or back pain. As mobile devices proliferate and the
amount of time that we spend looking at screens
increases, the incidence of CVS is projected to increase.
Our normal blink rate is 12 to 15 times per minute but
this typically goes down to seven to eight times per minute
when we are reading from a screen.
Another eye problem associated with mobile device use
is Dry Eye Syndrome. This occurs because we tend to
blink less than we would otherwise when reading from a
screen. Our normal blink rate is 12 to 15 times per minute
but, according to eye specialist Dr Christine Purslow,
quoted in the Daily Mail, this typically goes down to seven
to eight times per minute when we are reading from a
screen119. Currently about 30% of over-50s in the UK have
suffered from this, but the numbers are rising. Symptoms
include a feeling of ‘grittiness’ in the eyes as well as
inflammation of the eyes and itchiness.
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Germ and bacteria are a concern in shared workspaces...
When reading from a handheld device such as a tablet or
smartphone it is usually not possible to keep them perfectly
still and because we are focused on the screen this tricks
our eyes into thinking that we are moving. It appears that
the problem gets worse the higher the definition of the
screen. The introduction of Apple’s iOS7, which is available
in the latest version of the iPhone and iPad, coupled with
zooming in and out of the proliferation of apps available and
the parallax effect of the home screen seems to have caused
a spike in reported cases. (Techlately, 2013, Cybersickness)121.
Someone posted the following on the Apple website: “Is it
just me or someone else also feels dizzy or nausea after
using iPad for a while?”

The average computer keyboard has 400
times as many germs on it as the average
toilet seat. With shared computers this can
rise to 2,000 times as many.
One keyboard was so bad that the
microbiologist carrying out the analysis insisted
it be removed from the office and quarantined.

A study carried out by Swinburne University of Technology
in Melbourne found that the keyboards on shared
computers are a hotbed for bacteria, including bacterium
Staphylococcus which, while harmless on the skin, can
cause serious infections if it enters the body122.
Professor Enzo Palombo, one of the study’s co-authors,
said: “Given that computers are not routinely disinfected,
the potential for transmitting disease is great. Organisations
need to be more rigorous in keeping shared equipment
clean. Keyboards and other hand contact areas such as
a computer mouse should be regularly cleaned and
disinfected, especially for multiple-user workstations.”
A University of Arizona study found that the average
computer keyboard has 400 times as many germs on it
as the average toilet seat. With shared computers this
can rise to 2,000 times as many and rise even further if
people are eating meals at workstations123. In an interview
for Union Safety website Peter Barratt, Technical Manager
at Initial Hygiene, said: “It is now common for office
workers to spend their lunch hour eating at their desk,
often surfing the web or continuing to type at the same
time. This leaves crumbs and other food residue all over
the work station, but particularly on mice and keyboards,
making them ideal places for bacteria and other microorganisms to survive and multiply.”
Because they are electrical devices, these items aren’t
cleaned as regularly or as thoroughly as other parts of
the office, even the desks themselves. In response to the
study, Which? magazine in the UK had the 33 computer
keyboards in their office swabbed for a variety of bacteria
including e-coli, coliforms, Staphylococcus aureus, and
enterobacteria.
They found that four of the keyboards represented
significant health hazards and one was so bad that the
microbiologist who was carrying out the analysis for them
insisted that it be removed from the office and quarantined.
However, it is not just the keyboard that harbours germs
in shared workspaces but the work surfaces themselves.
Professor Charles Gerba, Professor of Microbiology and
leader of the University of Arizona study, said: “For bacteria,
a desk is really the lap of luxury. They can feast all day
from breakfast to lunch and even dinner.”
Gerba and his researchers found that unless desks were
wiped clean with a disinfectant during the day, bacteria
levels climbed higher and higher, peaking after lunch.
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Opinion divided on germ-free environments
The issue of keeping shared workspaces and equipment
germ-free was raised by a number of think tank
participants. Some felt it very important but others felt
that using antibacterial gel and other cleaning agents
made the working environment too sterile, storing up
future health issues.
This participant described their company’s workplace
policy. “People keep the area that they’ve been using for
work clean and they wipe it down. It’s a bit like wiping
down a bit of gym equipment after you’ve sweated all
over it. People are doing that to their work stations when
someone else is going to use their keyboard.”
However, some concerns were raised by another
participant who advocated a very different approach. “I
would flag there that you might have some problems in
the future with superbugs and all the other things that
we’re sterilising nowadays. Being a primary health care
complementary practitioner for the last 40 years, in all of
our clinics we don’t sterilise anything, purely because we
have a policy where, if you’re sick, you come to work
and we sort out what's wrong with you. So we don’t
have any absentees at all. Funnily enough, we don’t have
any HR issues at all, ever, in 40 years.”

Green influenced occupational health
The green agenda has been coupled with health and
productivity, especially in terms of building design.
Michigan University published a paper in 2009 outlining
three possible economic gains of adopting green
certification, such as the U.S. LEED® system124.
1. Physical well-being: asthma and respiratory allergies
2. Psychological wellbeing: depression and stress
3. Productivity and performance
Asthma and respiratory allergies have been considered
among the five most significant health conditions causing
sick leave among the US workforce. Together asthma
and respiratory allergies account for 27 lost work days
per year to each affected employee. Allergic disorders
affect more than 35 million people each year in the US.
An association between asthma or respiratory allergy
problems and workplace exposures to such allergens is
also well documented in the literature.
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2.3 Information overload

“

Stress has become the workplace’s greatest hazard and is the leading cause of absenteeism. It
is increasing and the demands associated with being always connected are contributing to this.
The flexible working practices that mobile technology can facilitate have the potential to reduce
stress and improve people’s quality of life, but there are also dangers associated with them.

This workshop participant managed expectations
by having clear boundaries and even entering
their break times into their diary.

Working flexibly may not be good for your career
Although the women in Catalyst’s survey (ref
Chapter 1.1) who worked flexibly were more
ambitious, they tended to progress less rapidly in
their careers. The research showed that employees
who work remotely got less positive performance
evaluations, smaller pay rises and fewer promotions
than their office-based colleagues. A survey by
Working Mother magazine found that 80% of its
readers valued working from home but also that
lack of visibility in the office could be a potential
drawback125
Research showed that employees who work
remotely got less positive performance evaluations,
smaller pay rises and fewer promotions than their
office-based colleagues.
As well as being less visible than their always-inthe-office counterparts, flexible workers can be
viewed in a negative light both by management
and other employees. According to research by
Jabra, many in the UK don’t trust people to work
properly away from the office126. 55% of office
workers think that home working breeds mistrust,
citing ‘negative gossip’ (11%), a perception that
they ‘do not work as hard’ (13%), or that they
undertake ‘personal tasks’ (31%) as their justification
for lack of trust of home-working colleagues. One
in three actually believes home working could put

I was in a job previously, where you’d have the barrage and you were expected
to reply - why haven’t you replied? Well, it was 10 o’clock at night. It’s
ridiculous. So it was a case of setting personal boundaries. I diarise lunch, so
people don’t book meetings over lunch. They know my BlackBerry doesn’t go
on until 8am and it goes off at 8pm.”

Managing expectations
your career at risk. Overall just 14% of those
interviewed said that remote working is widely
accepted, undertaken in their organisation and
seen as being productive.

Many of our think tank participants felt that
the key to maintaining wellbeing in flexible working
environments was managing expectations.

One in three believes home working could put
your career at risk.

You have got to be disciplined yourself but you have
also got to train your manager, you have got to train
your director. Our MD, CEO, brilliant bloke but
he would email you at 5 o’clock Sunday morning or
10 o’clock on a Saturday night and you know
things like this, and if it is your CEO, your MD,
‘Oh I had better answer that one and you would
answer it’.”

In our think tanks it was suggested that part of the
problem is that in organisations where different
employees work different hours, one person’s
choice of schedule can put pressure on others.
This means that someone who is working flexibly
can cause difficulties for others by overloading
them at certain times.
“There are people in the organisation that prefer
to work more over the weekend and take some
time out during the week. I choose to try and do
as little as possible at the weekend but if I then
turn my iPad on on a Sunday night or Monday
morning to see the barrage of emails that have
come in and I haven’t responded to, I think I should
have responded to them. You feel obliged, the
pressure to respond.”

However, even if you manage the expectations of
those in your own organisation, there is still the
issue of dealing with clients’ expectations.

In some of the companies represented in the think
tanks, there are formal or informal policies in place
to deal with this.
Another approach to this is to have working
practices that are flexible in terms of location but
not in terms of time. For example, Volkswagen
agreed a deal with the unions that when working
outside the office employees would not be sent
emails any earlier than 30 minutes before the start
of their normal working day and no later than 30
minutes after the end of it. Meanwhile the Canadian
Passport and Immigration Bureau doesn’t allow
communications to be sent to flexible working
employees between 7pm and 7am.127

“
“

It’s fine if you can control your organisation and the
culture, it’s when you’re dealing with clients who don’t
have those same boundaries. It then comes back into the
organisation. It always turns back on its head.”

HR have gone to all these people and said, ‘Do not
email these people [outside working hours]. You can
write the email when you want but hold off on sending
it until eight o’clock tomorrow morning’.”

7
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Share your thoughts

In a study of nearly 400 employees, published last year,
researchers found that sleeping too little - defined as less
than six hours each night - was one of the best predictors
of on-the-job burn-out. Relax! You’ll be more productive (Tony Schwartz).
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I just think it is being constantly contactable on a mobile phone or on an
iPad, emails if you want to concentrate on anything and you have got that
interruption all the time. Before I worked at a job where I did not have a
company phone, so now I have got a company phone and I am contactable
all the time, I want to throw it out of the window.”
It is an always-on, instant-response, faster world. The amount of times you hear,
you’re on holiday, you took a Friday off, you might as well not have bothered
because I felt I had to work, I had to respond, I had to. And I think it’s the
expectation of the people that are emailing or whatever.”

“

Mobile technology and being ‘Always on’ can contribute to the problem
Researchers at the University of Gothenburg
found that those who constantly use a computer
or their mobile phone can develop stress,
sleeping disorders and depression128. The team
studied the habits of more than 4,100 Swedish
men and women, aged between 20 and 24, over
the course of a year to reach this conclusion.
Speaking to CBS News, lead author of the study
Sara Thomee said: “High quantitative use was a
central link between computer use and stress,
sleep disturbances, and depression, described
by the young adults. It was easy to spend more
time than planned at the computer (eg working,
gaming or chatting) and this tended to lead to
time pressure, neglect of other activities and
personal needs (such as social interaction, sleep,
physical activity), as well as bad ergonomics, and
mental overload.”

The study also found a correlation between
stress and being always available on the phone.
“Demands for availability originated not only from
work and the social network but also from the
individual’s own ambitions or desires. This
resulted in disturbances when busy or resting,
the feeling of never being free, and difficulties
separating work and private life,” said Thomee.
“Unreturned calls or messages led to overload
and feelings of guilt.” This issue was a major
concern for many of our think tank participants,
who offered these observations.

“

I think the stress levels increase, because you never stop.
I’m checking my emails as soon as I wake up in the
morning and the day just unfolds from there. I never stop.”

“

For others, constant connectivity is positive up to
a point but there comes a ‘tipping point’.

A problem with out-of-the-office working, especially
working on the move, is that people cannot always be
assured of reliable connectivity. According to the iPass
Mobile Workforce Report published in 2013, 81% of
respondents reported having had a bad experience with
hotel WiFi in the past 12 months, even though most
hotel guests now consider WiFi a basic need and expect
hotels to provide adequate service132.

The happiness factor
Being disengaged is a major indicator for depression and
increase in total cholesterol levels according to a global
wellbeing study by Gallup129. Two-thirds of workers are
waiting for the work day to end and become increasingly
happier the closer they get to the end of the working day.
As the term “success” is continually redefined, organisations
and employees will keep looking for ways to inject
happiness into the workplace.

This was an issue that was recognised by a number of
people in our think tanks:

Emphasising the value of happiness in the workplace will
become an important point of discussion in the coming
years, because it makes for healthier and more balanced
employees. That boosts productivity and, ultimately, the
bottom line. According to the MTV survey ‘No-Collar
Workforce’, 89% of Millennials want work to be social –
and even the majority of Baby Boomers (60%) agree130.
The popularity of The Fun Theory project, whose YouTube
videos have achieved over 19 million views, proffers the
theory that the easiest way to change anyone’s behaviour
is to make it fun to do so131.
Workplace and real estate gurus have latched onto this
idea and are building workspaces accordingly, that are
social and innovative enough to make productivity fun.

The biggest issue actually is particularly with missed calls,
voicemails and text messages. Now very often they are delayed
by a day and you often don’t know you have missed those
calls and that is a real issue when you are at home working
because you do not know what you have missed until the
problem’s caught you up.”

“

If you travel around Europe you will not get the problems that you get here. I drive from work to
home and most people know the times that I drive. It takes me one and a half hours to get to
work, so when I drive in the morning the whole of Europe rings me, and my drive home at night
the whole UK rings me and my contractors. So I say to them I am going to lose you in 800m, I
will call you back in one mile and I know exactly where my network goes.”
Our survey revealed the most critical workplace issues,
when away from fixed workstations. Not being able to
charge devices was the most common problem when
working in the office but away from a fixed workstation,
followed by connectivity.

I think it’s very subjective. I mean the terms that
people mentioned in the room about what causes stress
or has a positive or negative effect, are different for me.
Always on, always contactable, those are positives for
me not negatives.”
However, not everyone in our think tanks saw a
downside to constant connectivity:

I think it’s positive that you’re always instantly
contacted and if that’s 80 emails, you cope with
that. If you wake up to 120, that’s just tipped
you. You’re really going to struggle now.”

Percentage saying that issues rated
‘poor’ or ‘very poor’:

Charging 29%

Connectivity 23%
Privacy when required 19%
Comfort, relaxed 15%
Noise 14%

“wazzzzzzzzzzzzzz up”

Comfort at table 11%
Lighting 9%

[ - ][ - ]
~

“wazzzzzzzzzzz.... uuuup”

~

[ - ][ - ]

If I’m working on a variety of different projects, which
is often the case, I may get out my smartphone and
quickly see a bunch of work-related emails, just to keep
everything ticking. If it’s midnight, I just start pinging
some stuff, so I know that it’s processing, while I’ll be
on something else in the morning. But then at lunch
time, there will be some more replies. It's within your
own control to a degree, but there’s [an inevitable
intrusion] into your personal life.”

Connectivity problems can cause stress
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The negative effects of work can go beyond stress
AVIVA’s research showed that stress has knock-on
effects. For example, when employees are stressed or
battling with a heavy workload they are less likely to eat
healthily or find time for exercise.139

Stress is a big problem in the workplace
A survey of workplace safety reps, carried out in 2012 by
Britain’s Trades Union Congress (TUC), found that stress
was considered the biggest workplace hazard in both the
public and private sectors133. Overall 69% of reps said
that stress was a major hazard in their workplace, up from
62% in 2010. 37% identified it as being the biggest factor
of all, compared with 27% in 2010.
75% of public sector reps and 62% from the private sector
said that stress was a serious hazard in their workplace.
Stress was considered either the first or second greatest
workplace hazard in all 14 sectors that they looked at.

About 40 percent of professional men work more
than 50 hours per week. Of these, 80 percent
would like to work fewer hours. Deloitte

Employers and employees may not be doing enough to deal with stress

Top 6 hazards in UK workplaces
Stress 69%
Bullying/Harassment 41%
Overwork 33%
Back strains 32%
Slips, trips and falls 32%
RSI 27%

Despite growing awareness of the importance of a healthy
workplace, the American Psychological Association
reports that few employees think their organisations
provide sufficient resources to help them manage stress
(36%) and meet their mental health needs (44%)135.

Research by AVIVA in 2012 showed that over half of UK
employees (53%) believe that stress is a problem in their
workplace with around a quarter (24%) being very
concerned about it.134

According to AVIVA many respondents feel that there is
stigma attached to being stressed and would feel
embarrassed to give it as a reason not to come to work.
Even if they are physically unwell they often feel pressure
to come into work rather than “letting their colleagues
down”. One of the participants in our think tank described
his experience of dealing with this own mental health
issues and his concern about many people’s lack of selfawareness about the issue.

I had severe depression four years ago and there are only two people in my
business that know that. And I had it and I still get it now, I have learnt to
control it because of help not only from my business but also because of
seeking help because I was mature enough to do it. But there are a lot of
people who are not and will not, and they do not realise they have got stress.”
Causes of stress

As mentioned elsewhere stress and its impact on
employees was a continuous hot subject through all of
our workshops, as these observations testify.
Our survey revealed the following from the participants:
The majority of respondents (61%) have suffered from
work-related stress.
The most common causes of stress are work/life
balance (69%) and software issues (69%).
Being on call outside of working hours (39%) and feeling
out of the loop (39%) are common problems for those
who work outside of the office.
About one in five (22%) say that stress has impacted
their productivity, around the same as those who say that
their productivity has been affected by musculoskeletal
problems (18%).
Although the prevalence and effects of stress are similar
to those of musculoskeletal disorders, only 1.5% of
people have had treatment for stress compared to 43%
for musculoskeletal problems. This could be an indicator
of the ‘taboo’ surrounding stress.
The following factors cause stress according to our survey

A survey by Jabra showed that 74.6% of UK workers
suffer from some kind of significant work-related stress
or anxiety136. A feeling of being undervalued is the most
common issue (at 33%), followed by poor interpersonal
relationships (32%), feelings of anxiety and stress (29%),
exhaustion (24%) and feelings of isolation (20%).
More than a third of American workers experience
chronic work stress, with heavy workloads topping the
list of contributing factors, according to a new national
survey by the American Psychological Association’s
Centre for Organisational Excellence (2013)137.

74.6% of UK workers suffer from some
kind of significant work-related stress or
anxiety. A feeling of being undervalued is
the most common issue.
Loading

According to IT Admin Stress survey, conducted by GFI
Software, which polled 204 IT administrators in US
organisations ranging from 10 to more than 500 employees,
nearly 85% of respondents feel as though their job has
impacted their personal life in some way140. 42% say they
have lost sleep over work, 39% say they have missed
time with their kids due to work, 20% say they have
experienced stress-related health issues such as high
blood pressure and 22% say they don't feel great physically.
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The third annual Work Stress Survey, conducted in 2013
by Harris Interactive on behalf of Everest College, polled
1,019 employed Americans by phone138. The results
showed a marked increase in cases of stress from the
2012 survey, which found 73% of Americans were
stressed at work. This year, that number jumped to 83%.
Only 17% of workers said that nothing about their jobs
causes them stress.
The most common causes of stress were: unreasonable
workload (14%), low pay (14%), commuting (11%) and
annoying co-workers (11%). Full-time employment is
associated with greater levels of stress than part time
employment. While 17% of full-time workers reported
high levels of work-related stress, only 8.8% of part-time
workers did the same.

Work life balance 69%
Software problems 69%
Noise distraction 55%
Connectivity 45%
Physical environment 44%
Feeling out of the loop 39%
Being on call outside of work 39%
Charging 23%
Comfort 23%
Finding somewhere to work 19%
Feeling lonely 19%

“

I think we have created a communication mechanism for a lot more people,
so you’re getting massively more input from a wider range of people and
you feel you have to respond. So effectively we are putting a hell of a lot
more pressure on ourselves and I think that creates a lot of stress. You’re
trying to deal with that in the same timeframe, on a daily basis, so for me
that’s always the issue, the sheer volume of stakeholder input.”

Having the choice of where you want to work, moving people around the office,
trying to encourage more collaborations and basically just getting you up and out
of your seat, are all important in helping to combat stress.”

I think generally there’s a greater expectation from everybody that they can get in touch
with you and that you can instantly respond, even if you’re out and about on the move.
I think we are also putting pressure on ourselves because we know we can, to a degree.
You want to try and do it as much as you can, where and when you can.”

There is still a taboo surrounding stress…
Although tackling stress appears to be employers’ number
one priority it seems that there is still something of a
taboo surrounding it. One of the participants said that his
company was trying to help employees with stress but
that people were reluctant to discuss it.
“We have aromatherapists that are free for the staff. We
have stress counsellors. They all provide professional
services… Stress is still pretty much a taboo subject
within the workplace. Somebody comes back who’s been
off with stress and… nobody really wants to talk about it.
Nobody wants to engage with it. Some people see it as
a sign of weakness and I think employers don’t know how
to deal with it. Quite often you hear an employee say that
they’re under stress but no-one does anything.”
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How it is being improved?

In the following chapters we will explore how best practice health
strategies are shaping up in business, through both formal and informal
approaches, and offer suggestions about how a human fitness-centred
strategy might be deployed.
For business to stay agile and competitive, the physical and
psychological health and wellbeing of its employees remains key. Not
just to keep absenteeism low or attract new talent but to retain and
invigorate staff so that they are eager and alert to face the rapidly
developing challenges in the 21st century workplace.

!
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3.1 Health legislation and best practice
3.2 Psychological wellbeing theory and
best practise
3.3 Space and equipment
.

Current regulations cannot keep up with the rapid change.

.

Corporate home-grown advice on the rise.

.

Health issues are increasingly on employees’ agenda with
new generations bringing fresh attitudes to business.

.

Health and wellbeing best practice proving beneficial.

.

Not enough research into long-term effects of technology.

.

More varied population than ever requires refreshed design
guidelines.
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Employers say that they recognise the importance of looking after
employees’ health but it may just be lip service...

3.1 Health legislation and best practice

In the Aviva survey, 65% of employers said that they
recognised that it is more important than ever to look after
their employees’ health. However, in many cases this view
did not appear to be evidenced by action. Only 6% had
increased the employee welfare budget in the last year and
just 13% had offered staff new wellbeing benefits145.-

Absenteeism is low and decreasing…
Aviva’s study found that despite demanding work
conditions only 6% of employees had taken time off
work in the last year, although they comment that
‘presenteeism’ – coming into work even when
unwell – could be a significant contributor to why
this figure is so low141. Nevertheless some causes of
absenteeism have risen.
34% of employers said that they had seen an increase
in the number of days lost to stress, while around a
quarter had seen increases in absenteeism due to
headaches (28%), musculoskeletal problems (28%)
and gastro-intestinal problems (23%).
According to the Office for National Statistics (ONS)
2014 report Sickness Absence in the Labour
Market, the number of days lost to absenteeism
has been declining sharply in recent years, from 7.2
days per employee in 1993 to 4.4 days per employee
in 2013.142

Absenteeism can be reduced by companies’ policies, procedures
and initiatives to tackle sickness…

The most common of these were counselling services
(26%), discounted gym membership (26%), cycle-to-work
schemes (25%) and medical benefits such as private
health insurance (24%).

In an interview for The Manufacturer website Ami Naru, an
employment specialist at law firm Irwin Mitchell, says that the
fall in absenteeism may be due to a combination of employers
monitoring absenteeism more strictly and employer initiatives
to deal with the problems that are leading with absenteeism.143

“In addition, return-to-work interviews, used as part of an
absence management procedure, are always a useful tool
because they allow an employer to ask important questions
about the absence in a sympathetic manner, which often leads
to an early intervention on key issues affecting their staff. Having
the right tools in place can make a huge difference not only to
absence rates but to the overall welfare of staff.”

i’m tired

Mixed picture of the workforce’s attitude to health...

it’s too hot
it’s too cold
it’s too late

Presenteeism

it’s too early

it’s raining

He refers to Lakshmi Ramarajan from the Toronto Rotman
School of Management, who found that the top causes of
burnout and disengagement are a lack of respect, ideas not
being valued, lack of control and the absence of any feedback.
Employees who felt valued and respected, on the other hand,
could handle much higher levels of
work without burning out.
Numerous studies agree on the most effective cures for presenteeism:
– Connecting everyone to a higher sense of purpose in their work.
– Actively demonstrating values centred around trust, respect, and appreciation.

71% of organisations say that they
expected the proportion of their
employees aged over 60 increase by 2020.

– Offering flexible work hours/more control over work schedules.
– Allowing everyone more input and more control over their own work situation.
– Health and wellness programmes that are more than mere window dressing.
– Creating a fun culture that values the critical role humour plays in
preventing burnout.

For their 2012 report on the health of the UK workplace
Aviva interviewed 1,000 employees and 1,000 employers
across a broad range of industry sectors146.
The outcomes of the study paint a picture of a workforce
that is becoming more health-conscious and making an
effort to live more healthy lifestyles.

I’m too busy

The Journal of Occupational and Environmental Medicine
study found that presenteeism is a bigger and more costly
problem than absenteeism. A subcategory of presenteeism,
according to humour expert Mike Kerr, is where otherwise
hard-working people feel disengaged because of the workplace
culture. They may not be sick or stressed but have lost the
enthusiasm and effectively disengaged many years ago,
despite still showing up at work and collecting a pay cheque144.

Accenture

One think tank participant, whose company also offered
health checks, felt that it was more of a ‘box checking’
exercise than a genuine initiative to take care of
employees’ health.

“While sickness absence in the workplace is inevitable and
unavoidable most of the time, employers have toughened up
in terms of policing sickness, with appropriate policies and
procedures in place. The fall in sickness absence, although
welcome news, will therefore probably not come as a surprise
to those prudent employers that have such policies in place.”
“In terms of approaches to tackle sickness, we have seen a
variety of tactics used. For example, larger employers have in
the past invested in in-house counselling support, which
allows workers to get support on key issues that will help them
recover and reintegrate into working life.”

Organisations overwhelmingly view
their investment in digital technologies
as a strategic investment that can help
them engage with customers and grow,
not merely an “add-on” to their current
IT landscape.

Meanwhile, another felt that the cycle-to-work scheme that
their company had introduced was more about demonstrating
its green credentials than about caring for employees’ health.
“We have showers, we have bike sheds to protect them,
we have a cycle-to-work scheme, but I’m going to be
cynical here because I think a lot of organisations question
what’s in it for [them] and what do [they] get in return? So
part of encouraging the cycle-to-work scheme means that
we get the stamp saying our environmental policy is working.
When we’re going to apply for work we can positively say
we are trying to promote environmental and social wellbeing,
it’s a bit cynical that.”

It reports that 51% of the workforce exercise once a week
or more, with 22% exercising three times or more.
Furthermore 27% of employees expressed an intention to
exercise more during the year ahead.
While these figures look encouraging, they appear to contrast
with a study published in 2013, carried out by the Centre
for Market and Public Organisation at the University of
Bristol147. This study tracked the lifestyles of one million UK
adults to see if they were meeting the exercise targets set
by the UK government.
The results were discouraging. The report found that 80%
of UK adults did not meet the target criterion of doing 30
minutes worth of moderate exercise at least 12 times per
month. It also found that of the population with the ability to
walk, 8% had not done so for more than five minutes
continuously in the last four weeks (if walking during shopping
was excluded) and that 46% had not spent 30 minutes or
more walking for leisure in the last month. Furthermore nine
out of ten had not been for a swim during this period and
the same proportion had not used the gym.
Speaking to the Observer newspaper, Professor Carol Propper,
one of the authors of the report described the results as
“staggering … the level of physical activity is shockingly low”.
Another study, reported in the same Observer article, in
which people were equipped with accelerometers, found
that only 6% of UK men and 4% of UK women met the
government’s targets for physical activity, one of the lowest
rates in Europe.

The Economist Intelligence Unit
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Work demands can get in the way of healthy living...
Whatever the current situation, it seems that work
can be a barrier to exercising. Aviva reports that
18% of people have reduced their levels of exercise
because of work pressures and 43% say that they
could live more healthy lifestyles if they had more
flexible working hours148.
Discouragingly, both employers and employees
agreed that working demands had become tougher.
39% of employers said that their workers’ work-life
balance had got worse and 48% said that their
employees were working longer hours. Meanwhile
53% of employees thought that they were having to
work harder than previously, 45% were working
more hours than they were contracted to and 42%
worked through lunch most days.
One of the participants in our think tanks mentioned
that health initiatives had been introduced in her
company but that many of the employees had been
too busy to take advantage. In the first instance the
company had offered health checks and then gave
taster sessions for a variety of health interventions.

“ There were about 1,000 people on site, but not many
people really turned up [even though] people [said that they
were] interested in having health checks, like having blood
pressure checks and seeing an osteopath and some alcohol
things. [We put on a variety of wellbeing] taster sessions
all week, like… getting shoulder and neck rubs and not
many people really turned up to take advantage of those.
When I did some feedback, lots of people had [the]
impression that they were too busy to leave the desk [even]
for 10 minutes.”

Part of the problem was that the managers didn’t
take part themselves, which she felt sent a signal to
the other employees that this was not something
that they should interrupt work for.

How organisations determine where
and how work gets done
Forbes commentator Jeanne Meister suggests the
following necessary steps to get creative about
how and where work gets done productively153
Deployng health strategies a no brainer
It makes economic sense to be proactive.
Organisations of all sizes need to be resilient to
survive and prosper, with staff performing at their
best and the cost of sickness absence tackled.
Many employers have successfully reduced
sickness absence, resulting in substantial benefits.
The Work Foundation reports that for every £1
invested in wellbeing initiatives, businesses get a
return of £3.149 According to the Society of
Chartered Physiotherapists (CSP), employers that
have taken steps to address health and wellbeing
report the following150:
• reduced sickness absence, compensation claims
and less use of temporary staff
• increased productivity
• improved staff retention
• increased employee satisfaction
• improved competitiveness and profitability
The CSP also highlights the following benefits of
intervention from the health professionals:
Improvements in workplace productivity
For every health risk factor an employee has, their
productivity at work reduces by 2.4% (Burton et
al, American College of Occupational and
Environmental Medicine)151.
Stress, diabetes and obesity - these are some of
the risks associated with presenteeism - when an
employee comes to work, but due to ill health
their productivity is severely reduced.
Enhanced employee commitment
Providing people with corporate wellbeing
services makes them feel valued and rewarded. It
demonstrates to them and their families that
organisations who adopt these services want to
support them in their personal and working lives.
Managed absenteeism
Workplace absenteeism is a significant cost to
business - around £600 per employee per year in
the UK. Corporate wellbeing can help to reduce
this risk. Health assessments can identify future
health risks and give pathways to prevention,
while focused rehabilitation programmes offer fast
access to treatment and a faster return to work.

1) Flexibility as a strategic imperative
Do you consider the form your workspace takes is
an extension of your corporate culture & strategy?
Ericsson research predicts in the year 2020, there
will be 50 billion connected devices in the world
and it’s critical to come to terms with how these
networked devices (eg self-driving cars or Google
Glasses) will change the way we work, learn and
communicate.
2) Valuing the new power trio
HR, IT and Real Estate heads must collaborate in
creating a shared vision for the organisation’s
workspace. Richard Westphal, Accenture,
suggests: “Despite differences in age, (Millenials
versus Boomers) there are more similarities than
differences in what people want in the workplace
and in their careers, and one of them is the ability
to work when and where they need.”
3) Recognising that workplace flexibility is
more than a ‘perk’
It is a strategy, not a perk.
American Express’s BlueWork programme has not
only improved worker productivity but also saved
between $10 - $15 million annually in real estate
costs. Aetna, which has 47% of its workforce
working remotely, shed 2.7 million square feet of
office space and reaped $78 million in savings.
4) Defining your company culture
The new goal for workspaces is to create a dynamic
flexible space defined by the people who occupy
the space, rather than the other way around –
regardless of whether it is owned or leased.

50 percent of businesses say that
flexible working (including flexible
hours and offsite working) is now
standard practice.
The Future of Work report

Reboot the regs and start again – unlearn to relearn
The European Directives for Display Screen Equipment
use were devised and first published in 1992 in response
to the growing and new strain of occupational health
issues brought about by the proliferation of computers in
the workplace. They have been a major source of
reference and influence along with the management of
health and safety regulations (and more specific standards
such as BS EN 9241 on office ergonomics) for the last
20 years. Amended in 2002 to accommodate the growing
use of laptops and in response to another crop of
potentially harmful IT induced health issues, it was widely
anticipated that a 2012 addition might include guidance
for smartphone and tablet users but nothing has happened.
They continue to be of some help for small-to-medium size
businesses although they are only a baseline from which to
build more meaningful and solid strategies for healthy
working. Of relevance to the nomadic worker are154:
DSE 2002, Appendix 3, 5 portable DSE users require
sufficient training and information for example.
DSE guidelines 2002 Appendix 3, 10(b) Advise workers to
set up portable equipment on a suitable work surface and
avoid extended periods in other situations eg user’s lap
(d) ensure staff use portable computers only when away
from their main place of work or when docking station
equipment is unavailable.
For bigger organisations they are arguably inadequate and
there is talk of a re-write to include the manual handling
regulations, forming a new Musculoskeletal Disorder Directive
but like many collaborative initiatives between health and
safety organisations in different countries, this could take
years to reach consensus and eventual publication.
In a recent survey by the Institute of Mechanical Engineers
(2013) only 64% believe that the existing Display Screen
Equipment (DSE) and Manual Handling (MH) regulations
were fit for purpose and did not need updating155. Just
under half (45%) of respondents viewed their relationship
with the regulator as not positive, a significant rise from
25% in 2008.
In a survey with more than 1,000 employees, 60% of
finance directors and 72% of HR directors believe
workplace health issues threaten UK competitiveness.
A BT survey (Openzone 2007) shows 25% are unaware the
company is legally responsible for their health and safety
wherever they’re working and less than 46% of mobile
workers are receiving guidance about staying safe while on
the move - compounded by lack of knowledge of risks156.

Return on investment
Effective workplace initiatives can drive better
health and wellbeing in business, giving real
savings by helping to reduce health policy claims
and premiums152.
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Stragegies for tackling obesity
Occupational health programmes are becoming better at
giving advice on staying healthy and fit while more focused
campaigns are coming into the public domain, such as the
National Obesity Awareness Week at the start of 2014. Run
by the UK’s obesity forum, it highlighted preventative tips
and offered a structured weight management programme
to help people lose weight.159 Combinations of activities and
support, such as nutrition education classes, aerobic and
strength training, training in goal setting and lifestyle skills,
self-help materials or specific dietary plans, and group
exercise sessions are given.

Our bodies regularly tell us to take a break,
but we often override these signals and
instead stoke ourselves up with caffeine,
sugar and our own emergency reserves - the
stress hormones adrenaline, noradrenaline
and cortisol.
Relax! You’ll be more Productive – Tony Schwartz

‘Let’s Move’ is a campaign targeted at childhood obesity in
the USA and was started by First Lady Michelle Obama.
The campaign launched in 2010 is intended to encourage
healthier food in schools, better food labeling and more
physical activity for children. The spotlight on the food
industry, according to some, was turned off during Barack
Abama’s campaign and critics of similar campaigns in the
UK, suggest the government need to do more than attempt
to curb the food industry on subjects such as sugar content
and advertising of processed food, through voluntary means.

Companies and individuals taking responsibility
Nuffield Health has suggested the role of the state
should take a back seat in improving people’s
everyday lifestyle decisions and pointed to
employee wellbeing solutions as a new corporate
social responsibility model to help solve the UK’s
health challenges.157. In a 2011 publication
entitled ‘Employee wellbeing, the emerging
strategic imperative’ they define wellbeing as a
term that encompasses ‘health’ and ‘wellness’
with an emphasis on replacing traditional efforts
to reduce ill-health with positive initiatives where
individuals can ‘thrive’ and ‘flourish’.
Defined originally as ‘a state of complete physical,
mental and social wellbeing’ (WHO 1947), Nuffield
emphasises the growing importance of partnership
and individualisation between employer and employee.
BT has more than 92,000 employees worldwide,
including 9,400 home workers. In total, around 69,000
are enabled to work flexibly. Equipment is provided, risk
assessments are carried out and the company website
has an expansive 'how to' guide, helping employees
feel connected and informed158.

The Center for Disease Control and Prevention in the USA
offer steps that corporate organisations should consider for
better control of the potential epidemic which include160
Employee health surveys in the workplace - Employee
health surveys combined with individualised assessment,
counselling and follow-up for health behaviour change.
Multifaceted employee education and participation
programmes - Interventions that combine physical activity
and nutrition, which effectively help employees lose weight
and keep it off in the short term.
Health-related policies for obesity prevention and control Workplace policies that promote a corporate ‘culture of
good health’.
Health benefits for obesity prevention and control Employee health benefits are part of an overall compensation
package and affect an employee’s willingness to seek
preventive services and clinical care.
Enhanced benefit coverage for obesity clinical screening,
counselling and treatment - Approved medications for the
treatment of obesity and even surgery as an option for
carefully selected obese patients when other less invasive
methods of weight loss have failed.
Environmental support for obesity prevention and control Environmental support provides a work site physically
designed to encourage good health.
Work-site environmental support activities for lifestyle change
can be used to promote weight management - The healthrelated environmental support strategies and interventions
listed for physical activity and nutrition include lifestyle
activities recommended to maintain a healthy weight.
In the UK health advisors can now train online via the College
of Contemporary Health on the subject of Obesity and
governments around the world are waking up to the economic
consequences of obesity-related ill health161. The food
industry is coming under pressure to reduce salt and sugar
content with suggestions for tax penalties on the worst
offending products.
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Popular pressure for tackling diet
Most people agree it needs to start young, where the problem
has doubled compared with 30 years ago. On average
20% of children are now overweight. Radical changes to
UK school meals, in part triggered by the celebrity chef
Jamie Oliver’s awareness campaign and TV series since
2005, have been gaining momentum162. In March 2014 the
Government announced free school meals for every infant
school in England and despite mixed reviews, many
schools have upped their cuisine standards163.
Other charitable and government agencies such as the
Children’s Food Trust advise on nutrition and cooking skills
as well as research, not just for those supplying food to
early years schools, but communities and industry too with
the mantra of eating better, therefore doing better164.

Incentive programmes
And if the corporates don’t get it, the financial incentives
from legislation might help. Businesses in the USA won more
freedom to charge higher insurance premiums to workers
who don’t meet health goals or reward those who shape
up, under rules released by the Obama administration in May
2013 as reported by Alex Nussbaum writing for Bloomberg165.
The regulations also require employers to offer a
“reasonable alternative” for workers who can’t meet
standards on weight, cholesterol or other measures, which
is meant to protect employees from discrimination.
Conditions such as obesity and diabetes account for 75%
of US health spending and wellness programmes have been
gaining in popularity as businesses grapple with rising costs.
Almost half of US companies with more than 200
employees now have wellness programmes, according to
the Kaiser Family Foundation, a non-profit health research
group based in California. The incentives can be tied to
activities such as joining a gym or getting a blood-pressure
test or specific targets such as body mass index.
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Government can help with wellbeing
The Welsh Assembly Government published a response to
Dame Carol Black’s review of the health of Britain’s working
age population in 2008 entitled ‘Working for a Healthier
Tomorrow’166. The Government’s approach aimed to
engage employers, health professionals and individuals to
raise awareness of the health benefits of work and to
provide advice and support on health and work issues. This
culminated in the corporate health standard launched in
2010167. It’s designed as a national mark of quality for health
and wellbeing in the workplace and encourages positive
steps to improve health and wellbeing such as:

26% of employers say that a
pressurised work environment has
become the norm. This is a view
shared by 55% of employees.
Aviva

The core components of the award are:
organisational support
communication
Specific health issues that organisations are encouraged to
consider include:
smoking
musculoskeletal disorders
mental health and stress
nutrition
alcohol and substance misuse
physical activity
occupational health and rehabilitation
general health issues

Removal of barriers

Companies have the opportunity to earn different levels of award. At the top
‘platinum’ level, you must also demonstrate a commitment to corporate social
responsibility and community engagement.

sharing good practice with others

demonstrating a commitment, both internally and externally,
to maintaining and improving the health of your workforce

Understand and believe in the value of a healthy workplace
Active support from Senior Management

promoting and supporting good working HR practices
supporting, helping to identify and addressing specific
health issues

Leadership

.
.
.
.
.

Providing time and skills
Develop and action plan, monitor and review

In 2012, the Mayor of London’s office issued ‘Moving More, Living More: The
Physical Activity Olympic and Paralympic Legacy for the Nation’ which is full
of initiatives, suggestions and pledges for London and beyond168. These
include approaches to promote more active ways to travel:
linking better places for local growth and engaging with Local Enterprise
Partnerships on how cycle and pedestrian-friendly cities and towns reduce
need for expensive new transport infrastructure
embedding cycling and walking infrastructure into all communities, so that
people feel safe and able to walk and cycle
introducing more 20mph limits and other design and traffic management
measures to encourage walking and cycling on non-residential streets
including high streets, community hubs and the main routes leading to them
local authorities engaging communities in mapping safe cycling and walking
networks, publishing and promoting these widely, and identifying priorities
for continuous improvement in both infrastructure and access

Identify priorities

Embedding health and wellbeing in the organisation
Ensuring a healthy and safe workplace environment
Employess feel valued and included
Supporting staff with illness or disability
Promoting work/life balance

Communication

actively promoting ‘better streets’ principles in the design of public realm to
support walking and cycling
The UK’s Department of Health’s physical activity network, part of the Public
Health Responsibility Deal, has brought together 645 plus employers as of
March 2014, who have made a pledge to promote physical activity to their
staff169. Commitments range from workplace physical activity challenges,
providing on-site fitness classes to appointing workplace fitness champions.
For example, one large employer has already recorded an increase in the
proportion of staff meeting the UK physical activity guidelines.

Effective communication
All staff feel included and involved
Means of communication meets the needs of the workforce

The Workplace Wellbeing Charter in England, a locally delivered award
system to encourage employers to create a health-enhancing workplace has
nearly 1,000 organisations signed up since 2009. The charter supports the
delivery of Public Health Responsibility Deal pledges at an individual business
level, much like the neighbouring Welsh initiative, promoting specific
evidence-based action on a range of issues including physical activity170.
Companies can apply online and download checklists to measure how
they’re performing and under each target area on their road to ‘excellence’.
To achieve the maximum benefit of signing up to the charter and ensuring
sustainable success, it is suggested that organisations have three key elements
in place – Leadership, Culture and Communications.

Just 20% of employees felt that stress
wasn’t an issue in their workplace.

The NHS is also looking at other ways to promote physical activity, including:

Women without children would rather have more
free time than make more money (68%) - even more
than those with children (62%) Deloitte
The importance of restoration is rooted in our
physiology. Human beings aren’t designed to expend
energy continuously. Rather, we’re meant to pulse
between spending and recovering energy.

Aviva

Wellbeing

Culture

the involvement of National Institute for Health and Clinical Excellence (NICE)
in assessing effective implementation of its guidance on increasing uptake of
physical activity by patients.
raising awareness amongst health professionals of the health benefits of
physical activity through undergraduate and postgraduate education and
continuous professional development, thereby securing their widespread
support in the promotion of exercise to their patients and the wider public.

Relax! You’ll be more Productive – Tony Schwartz
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Apple, Facebook to women employees:

Keep working, we’ll
pay to freeze your eggs.

Apple and Facebook cover egg freezing costs:
Why is this a controversy?
Tech giants to freeze eggs for their female employees
Silicon Valley is long way from solving its many gender
issues. But at least in some ways, it’s helping to break
new ground for women in the workforce.
In the autumn of 2014 the global media was electrified by
the news that both Apple and Facebook, had offered to freeze
their female talent’s eggs, allowing them to delay parenthood
and keeping them within the workplace. Apple will begin
offering the perk in early 2015 and Facebook began its
program in January 2014. The projected cost of the oocyte
cryopreservation procedure is around £13k, with ongoing
annual costs to maintain the frozen eggs of £800 per employee.
The news caused extensive coverage and debate both for and
against and highlights the real issue of a shortage of key and
experienced talent within many companies.
Throughout this report we have endeavoured to examine the
new contemporary workplace issues that we all struggle with
and high on this list is how to achieve a good work-life balance
within our ‘instant-on, always available’ and continually
demanding workplace. Within Mobile Generations we may not
be able to offer solutions to the critical concerns we explore,
with this subject however, finding the right solution can surely
only follow from discussing the difficulties of this key and
concerning dilemma and the diversity of viewpoints that it
raises. A forceful piece in The Guardian by Harriet Minter
articulates this contemporary ‘hot potato’ - how to achieve a
successful career and a good, vibrant family life is increasingly
difficult for both employer and employee.

‘By giving more choice on the timing of having
children, women have a much better chance of
doing better on the career ladder and it should
help promote gender equality. On the other hand,
you can see personal and external pressure to put
off having children, perhaps until it is too
late. Difficult issue, probably more positive
than negative.’
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‘Having eggs frozen is nowhere near as
likely to result in having a baby as
having a baby naturally when you are still
fertile. The danger is that women may be
misled into thinking that it is.'

‘Women are between a rock and a hard place. They
work hard at university, get their job and work
hard at that. Then along comes a serious
relationship where they want to have children.
It's impossible for women to have it all because
society decrees that woman can't have it all.’
‘ My phone has been ringing off the hook with women who found it insulting.
Insulting? Are you kidding me? What is going on here? Why can’t we just be
grateful for companies wanting to offer coverage of an expensive out-of-pocket
healthcare procedure and, even more importantly, provide women with more
options about what to do with their careers and bodies?’
Huffington Post
‘ The decisions come amid a debate about the best ways to recruit and retain
women in the technology industry, where women are under-represented as a
percentage of the total workforce. Apple and Facebook are among the first
companies to offer an option to freeze eggs. The developments sparked a
debate on social media about whether the benefit would pressure women to
undergo an invasive procedure to delay childbirth in favour of their careers.’
Bloomberg
‘ So while the companies’ inclusion of egg-freezing as a health benefit
may certainly be part of the Valley’s notorious perks arms race, you could
also read it as a sign that egg-freezing has reached a kind of cultural
‘ My work is my work. My life is my life. Most people,
normalcy. In 2008, the American Society of Reproductive Medicine called
including me, have enough of a problem keeping
the technique “experimental”, warning, based on current evidence, that
those two separate as it is – without this being
it “should only be offered in that context”. In 2012, however, citing
thrown into the mix. The two people I actually know
sufficient evidence to “demonstrate acceptable success rates in young
who have frozen their eggs, never want to talk about
highly selected populations”, it lifted that designation.
it. It’s an intensely private thing. In fact, the first rule
of egg freezing club is you never talk about egg
‘ Since then, according to NBC’s Danielle Friedman, doctors have seen a
freezing club. Can you imagine having that chat with
steady increase in the number of women who have sought out the
your line manager? It doesn’t bear thinking about. I
procedure. In New York and San Francisco, she notes, fertility doctors
would far rather it was easier to talk about
report a near doubling in requests for it over the past year alone.’
pregnancy and planning maternity leave with bosses
The Atlantic
before this open deep freeze movement took hold.
Women and men must take the decision about when
to have a child based on when it’s right for them –
not when it suits the company they work for.’
The Telegraph

A more positive response was covered in Forbes online by
Chanelle Bessette, where she wrote:

The tech giants have both added this extra to staff packages, allowing
the lucky women who work for them to undergo highly invasive medical
treatment in return for putting off family life so they can continue to
work really, really hard in a sector where they have a less than 10%
chance of making it to the top. If I’m being broad-minded I can see
why both companies might think this new perk is the answer to their –
and their female staff ’s – prayers. They’ve analysed the stats and
they’ve seen that they’re losing the most women from their organisations
around the time when they have children.
But they’ve missed the point. They lose women partly because the jobfamily juggling act that is now their life prevents them from giving the
commitment necessary to make it to the board. Apple may have paid lip
service to this with longer parental leave, but that still doesn’t help
women who have returned to work and are trying to climb the ladder
while being an at-least-half-present mother. By telling their female staff
to hold off on having babies, these companies are demanding their
employees put them before everything else, before their families, before
their health. Rather than saying, “have your children in your own time
and we’ll support you with well-paid parental leave and subsidised
childcare”, they’re saying, “work really hard through your most fertile
years and then when you may not be able to have kids any more, you
can give it a shot with the eggs we froze for you as a perk”.

Apparently, Apple’s head of HR asked staff what benefits they’d most
appreciate. What a strange list of tick box options that would have
been: shorter working week, more flexibility, better pay, egg freezing.
Who was picking the latter? Probably not the women at Apple who
already have children and are trying to make a career work around
them. Wouldn’t crèche facilities or childcare supplements have been
more helpful? This isn’t a benefit created to make life better for working
women, it’s a threat. Have children at the wrong time and accept that
your career is over. I’m sure there are some women for whom this benefit
will be a bonus they’re pleased about. I wonder how many are booking
appointments at the fertility clinic not because they want to focus on
spreadsheets but because they simply haven’t yet found the right partner.
When are we going to wake up and realise that great employees want
to be able to blend their work life with their home life, rather than
another opportunity to focus entirely on their career? If you’re an
ambitious woman or man you know that sometimes work is going to
come before family. But wouldn’t it be nice if in return it was totally
acceptable to leave work early to pick your kids up from school, or for
a sports day to take precedence over a board meeting?’

The earlier a woman undergoes egg freezing treatments, the greater
chance she has at harvesting fertile eggs, which is why women under the
age of 30 tend to have greater success in becoming pregnant. As more
women choose to pursue careers over families in their late twenties and
early thirties, however, they face the obstacle of their diminishing
potential to become pregnant later in life. In highly competitive and
thriving Silicon Valley in particular, young women are steadily becoming
a larger part of the workforce and are choosing to dedicate their young
adulthood to getting ahead in their careers.
One cited reason for America’s gender pay gap is that women fall behind
men in their careers when they take time off to raise children. This
often happens during a point in their lives when their earning potential
is about to climb much higher, which puts women at a disadvantage
when they re-enter the workforce. Facebook and Apple, then, are
providing an opportunity for women to have more choices for family
planning and therefore rise up more easily within company ranks. There
is undoubtedly a huge corporate benefit to this program as well, as
Apple and Facebook are less likely to temporarily lose young, hungry
female employees to child-rearing. In the fierce competition for talent in
Silicon Valley, Facebook and Apple were already winners, but this new
move to support the family and career goals of its employees may put
them even farther in the lead for attracting career-driven women.
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“It’s been said to me, well now we feel so good most of the time, you
really notice when you’re not feeling good. Whereas before, you just felt
mediocre most of the time. You never noticed it.”

Pedal power helps productivity

“We need to investigate more the relationship between the decreasing
levels of fitness amongst the workforce and young people. The loss
of muscular strength, overweight and having the muscular strength
to hold a good posture.”

The recently introduced Welsh Active Travel Act is an example
of increased focus on local level changes, with Welsh local
authorities required to publish maps of safe walking and
cycling routes, and enhance these over time171. The National
Planning Policy Framework issued by the Department for
Communities and Local Government (DCLG) encourages
local authorities to promote cycling and walking.
Nearly a third of 15 to 29-year-olds in London achieve their
recommended physical activity levels through active travel
alone and 25% of adult Londoners are meeting all their
physical activity needs (150 minutes of activity per week)
through their everyday travel.172
Absenteeism related to physical inactivity costs the UK
economy £5.6 billion per year. Cyclists take one day less off
on average than other employees. £2.5 billion is spent on
cycling each year, and despite the recession this has been
increasing year on year. 23,000 people are now employed
directly in bike sales. More cycling enables people to be
active and healthy. An eightfold increase in cycling would
offer direct savings to the NHS of £17 billion over 20 years173.

comments from our think tanks on
wellbeing in the workplace:

“ We’re a group of 200 people; the fit people seem to be the ones
who are always off ill.”

“I’m finding that there’s a lot more companies providing fruit for their
teams, in terms of keeping people happy, the amount they spend on
coffee and specific blends of coffee and coffee machines are changing
dramatically.”
“ In our organisation we have tried a variety of treatments and doing
taster sessions all week, for example, with masseurs and osteopaths
and not many people turned up to take advantage of those. When I
did some feedback, lots of people had this impression that they were
too busy to leave the desk for 10, 20 minutes. We know we will have
to change that culture.”

“ I have personal experience. I quit smoking 12 years ago and I have
never been more ill. I quit smoking, took up sports and I catch
everything going. I eat healthily; I am one of those people who never
used to get ill. Probably my body was so toxic, nothing would get me.
On personal experience it's amazing. Perhaps it’s all the fresh air
breaks I used to get that I now don’t.”

“ Certainly within some of the workforces I’ve worked with recently,
obesity is having a serious impact on a person’s ability to achieve a
good sitting position. One, because they lack muscular strength and
two, because sometimes their size prevents them for being able is too
get close to the keyboard.”

“ We do a lot of desk sharing and you have got some people that do not
want antibacterial wipes anywhere near the building because they are
frightened of superbugs. Then you get the other extreme that think
everybody should be sprayed as soon as they come through the door.
It’s really difficult to get the balance correct, which is why we have a
provision and then it’s self-help.”

“ In one of our regional offices they requested a treadmill desk, we
decided against that. But we have integrated a smattering of height
adjustable desks that are not allocated and if somebody feels they
want to stand up to work, they can use one of those desks.”

“We have an initiative called the 3Rs, which is refuel, refresh & rejuvenate. Which
is how to reboot yourself, we encourage healthy eating and getting active. One of the
things we try to encourage is to drink lots of water because if you drink lots of
liquid, you have got to go to the loo at some point. We are trying to teach everyone
that movement is an important activity. We are not asking them to go for a five-mile
run, we just want them to get up walk around the office, sit back down again, just
to get the blood flowing.”

“ I’m in the health and safety team and it’s really difficult to always put
advice into practice, because where do you get it from? With the DSE
regulations if you’re working on a computer, you’ve use the DSE setup.
You know however that people are working at home on the kitchen
table. You can get laptops at the right height and the keyboard perhaps,
but unless you’ve got an office chair, you can’t adjust and achieve a
good posture.”

“ I think there is an element of fear if you give the wrong advice,
because there seem to be so many regulations that if you don’t get
it right, you could be a risk.”

“I go to the gym as much as I can in the evening and actually
running is my favourite part of the day because it’s just like a
break and a relief and you actually feel a lot better. So I think it
could possibly be beneficial to everyone to encourage access to
fitness within the workplace.”

“ We have about 1,000 people on site; people are interested in
having health checks, like blood-pressure checks, seeing an
osteopath and some alcohol things, but not so much the more subtle
postural and corrective behavioural issues.”
“We’re a council, so we’ve got a vested interest in cycling. One because
we don’t like people driving in the city centre, there’s no car park in
the office, so we have to get people to work either by cycling or public
transport or walking. But also we have cycle lanes. We are also
interested in promoting cycling and the environmental issue as well.”

“ I found within our business about two years ago, we would all spend
a lot of time together, having pub lunches, that type of thing. Now,
everyone else in our business seems to be health crazy. They go to the
gym at lunchtime, they eat salad. It’s completely changed for 80% of
our staff.”

“ Sure there’s a bit of box ticking going on with our occupational
health forms and you could see what the main reasoning is, but I
believe there are positive by-products of this legislation, which we
can all see.”

“ What we have found is a lot more people are going off sick,
since they’ve been eating very little and trying to be extra
healthy than ever before. When there's a bug, they’ve all got it.
When the flu is going around, they’ve all got it. It just seems
that they’re all a lot more vulnerable to being ill, than when
they were seemingly unhealthy.”
“ We’ve transferred to using e-module learning for fire, manual handling and
DSE, purely to try and help business needs; the pressure of booking meeting
rooms, which we’re always fighting for, and the space and time that people can
give to doing these things. So we’re advocating this because they can also do it in
their own time and because we then log who’s done what and we can see if
they’ve done a test, so hopefully it sinks in and we do it every couple of years
“ Weight is a big issue, we have just updated all of our furniture
and repeat it.”
tenders and we have taken the weight limits of our chairs up
considerably, where our limits used to go to 24 stone they are now
at 30 stone, particularly in our operational environments.”

“ The TFL counselling service in-house has to be one of the best counselling
services I’ve ever come across in my professional career. They offer all different
types of counselling and run regular six-week rolling programmes for stress
management, regular outreach working, helplines, to keep people active at work.
So they’re not going off with stress, it's nipped in the bud. They’re talking to people
on how to deal with the stress and one of the best phrases I’ve come across with
the whole stress arena is, you can’t stop the waves, but you can learn how to surf.”
“ When you get cakes for birthdays increasingly no-one will eat it. I
didn’t notice a time when this changed but it just seems to have
evolved and now it’s everybody. It started off with all the girls, now
it’s all the boys as well.”

“ We provide services to organisations, so whether it’s physiotherapy,
in lunchtimes we’ve taken people out for walks, silly little things
like that that encourage people to do stuff.”
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Health initiatives bring rewards to companies…

Positive examples
A company that has been impressive in providing a
comprehensive health and wellbeing programme for its
employees is American Express. The firm was awarded
the Corporate Health Achievement Award 2013 by the
American College of Occupational and Environmental
Medicine174.
Among the initiatives that the company has put in place
are online ergonomics training programmes, available in
five languages and for the use of remote and office based
employees alike. They have also installed webcams in
the remote workers’ home offices, which enables them
to do remote ergonomic evaluations.
If employees suffer a work related injury the company
puts them on a post injury management scheme. This
involves getting them the right medical treatment,
checking that they comply with prescribed rehabilitation
and putting together a return to work programme that
progresses from light duties back to their full role.
In addition the company has a comprehensive wellness
programme. This includes:
On site health screenings – for diabetes, cancer,
cardiovascular disease and depression
Personalised health coaching
Walking paths – places where employees can walk
while talking or making calls

Those companies which introduced health and wellbeing
initiatives felt that that they had been very successful. In
Aviva’s survey, 89% percent of employers who had
introduced initiatives said that productivity had increased
as a result, 88% said the motivation of their staff was
greater, 86% reported better staff wellbeing and 83%
reduced absenteeism176.
The university cares about our health and wellbeing. For example they
give discounted membership to the gyms at the university, the facilities
that we’ve got. They’ve started putting on classes first thing in the
morning, which people can get to whereas they were struggling to get
there at lunch time. It’s trying to encourage people that way.
The company I used to work for offered flu jabs. They got
taken up really well and helped to cut back on the number of
days that people were taking off sick.
We do healthy nutrition now with our restaurants and our outside
caterers. This year we have brought in free fruit during the day
and there are healthy initiatives run by our canteen and through
external caterers. We have a very young workforce and this
initiative helps to differentiate us in the face of fierce competition.

One think tank participant noted the enthusiasm with
which her previous company’s offer of flu jabs had been
taken up and the benefits that this would likely reap in
terms of absenteeism.
One of the companies represented in the think tanks
worked with their caterers to provide healthy meals for
their staff. As well as helping employees in terms of their
health they also saw this as a way of helping to keep the
workforce content and attracting the best employees.
One of the participants worked for a university and felt
that being given access to the gym facilities was an
important perk of the job.

Fitness programmes – including use of on site gyms
and ‘ergonomic stretching’
Discounts for commercial gyms – for those who
don’t work on site

Our survey results reflected a mixed take-up of services
offered to improve health and wellbeing:

Healthy eating programmes – including weight
management

Healthier food in the work canteen is the wellbeing facility
which is made most use of (88%), followed by flexible
working schedules (72%). Weight-management (20%)
and stress-management (29%) coaching is rarely made
use of.

According to David Kasiarz, the company’s Senior Vice
President of Compensation and Benefits: “Our
employees’ overall wellbeing plays a pivotal role in the
company’s success. To do their best at work, employees
need to know that their health and safety are in good
hands. American Express continues to make strategic
investments in the health and safety of its employees.”
Other examples cited by the Center for Health Value
Innovation, include Caterpillar Inc. which offers all
employees annual health risk appraisal and biometric
screenings, fasting lipid profile, blood pressure, blood
sugar and waist circumference, as well as providing a
$75 monthly incentive for HRA participation175. Through
the company’s proprietary risk engine, it identifies
individuals for targeted interventions associated with
metabolic syndrome and other health conditions.
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The percentage of respondents making use of facilities
when provided are:

88% Cuisine
72% Flexible/agile working
56% Nomadic working advice and equipment
50% Occupational health screening
44% In-house gym or membership
38% Onsite practitioners (eg physio)
35% Other fitness programmes (eg cycle-to-work)
29% Stress management coaching
20% Weight management coaching
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By 2020 senior executives believe that managing an
ageing workforce will have moved up the human
resources agenda, from just the number seven issue
today, to a top three concern. The Economist Intelligence Unit

Other corporate health and wellbeing case studies

The US health-based website Greatist reports on
scholarly articles and case studies where health
and wellbeing has been deployed to good effect .
They’ve listed the top 50 companies to work for
and a few examples include:
177

Our basic idea is that the energy employees bring to
their jobs is far more important in terms of the value
of their work than is the number of hours they work.
By managing energy more skillfully, it’s possible to
get more done. Relax! You’ll be more Productive – Tony Schwartz

General Electric Headquarters: Fairfield, CT.
Employees: 305,000 (worldwide)
GE has a ‘Healthymagination’ campaign, designed to increase quality, access,
and affordability of health care. With health benefits, maternity and paternity
leave, on-site gyms at most locations, and ‘HealthAhead’ - a wellness site
with resources and tools to get and stay healthy, employees are also
encouraged to commit to making a small, health-related choice, such as
standing more, every day through the company’s ‘Small Changes’ programme.
Accenture Headquarters: New York, NY.
Employees: 275,000 (worldwide)
Accenture’s health initiatives include incentives and rewards to reach or
exceed 10,000 steps a day and online health coaching programmes for
nutrition, stress, and exercise.

N

It also has sports clubs and subsidised childcare and parenting programmes.
Centro Headquarters: Chicago, IL.
Employees: 370

69% of employers say that their employees’
health and wellbeing has a direct effect on
productivity.
Aviva

The company gives all employees access to free on-site nutritionists, Weight
Watchers, on-site yoga, daily deliveries of fresh fruit, and company-wide time
every day for mindfulness and meditation.

There seem to be geographical differences in
provision of initiatives in the UK.

Next Jump Headquarters: New York, NY.
Employees: 200

UK examples from our think tanks included
Transport for London, Plantronics and PWC which
have all made steps in a similar direction to enhance
wellbeing and promote active living. But we found
a striking geographical difference in the health and
wellbeing benefits offered along the London to
Bristol M4 corridor, where nearly all the companies
represented offered initiatives to improve wellbeing,
and in Newcastle where hardly any did. When
discussing this difference one participant remarked:
“There are two separate economies in the UK,
one inside the M25 and one outside it.”

This internet provider company provides free on-site healthy meals, including
healthy bags of snacks for the weekend, fitness classes, batting cages,
virtual golf and a rock wall. Fitness facilities are open 24/7 and are available
to all employees and their immediate families. Next Jump also sponsors an
in-house fitness challenge, where teams of employees attend various fitness
activities to earn points and cash in a health savings account.
http://greatist.com/health/healthiest-companies posted Oct 2013

Renewal is central to how we work. We dedicated
space to a “renewal” room in which employees can
nap, meditate or relax. We have a spacious lounge
where employees hang out together and snack on
healthy foods we provide. Relax! You’ll be more Productive – Tony Schwartz

Generalising from the small sample in the think
tanks may be rash but ONS statistics do seem to
support this idea. According to their data,
absenteeism in the north east of England is the
joint highest in the UK (level with East Midlands and
Wales) and 60% higher than in London, where it
is lowest178.

By 2025, millennial employees, now in their 20s, will
grow to represent 75 percent of the workforce. For this
emerging generation, work-life fit is valued more than
compensation growth of skill development. Deloitte
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3.2 Psychological wellbeing theory and best practice
Academic institutes such as Lancaster and Durham in the UK are actively researching and
collaborating with industry to encourage better work and living standards for all. Inclusive
and people-centred design, have been hot topics for the last five years or more. Innovative
models and theories on wellbeing have found their place in business and are being deployed
to combat ill health and shape more positive policies179.

Developed by Dr John Travis (1977, 2004) the graphic
Illness-Wellness Continuum describes how wellbeing is
more than simply an absence of illness, echoing the view
of the World Health Organisation180.
Travis believes that the orthodox approach to medicine,
which assumes a person is well when there are no
symptoms of disease, is not enough to get people’s
mind-set tuned into a more positive attitude to wellness.
He developed the Continuum, which proposes that there
are degrees of wellness, in the same way as there are
degrees of illness. This approach highlights how, even in
the absence of physical disease, an individual can suffer
from depression or anxiety, indicating a lack of wellness.
While standard medicine treats injuries, disabilities and
symptoms, to bring the individual to a “neutral point” where
no illness is present, the Wellness Paradigm seeks to
move the individual’s state of wellbeing further along the
continuum towards optimal emotional and mental states.

Wellness Paradigm

Premature
Death

Awareness

Symptoms

Education

Growth

Signs

Treatment Paradigm

Neutral Point

[ No discernable illness or wellness ]

According to Professor Cary Cooper CBE, Professor of
Organisational Psychology and Health, Lancaster University,
and Chair of Academy of Social Sciences, “The Workwell
model highlights the need for collaboration. It’s the
employer’s job to create an environment where employees
can make healthy lifestyle choices, but employees must
take responsibility for their own health and wellbeing.”

• engaging in rewarding activities
• making good use of time
• having satisfying work
• being a volunteer
• being creative

Begin
connected

•

• finding meaning in life
• experiencing connection
with land and nature
• appreciating life, joy and beauty
• practising your faith
• celebrating cultural identity

Physical

Caring for and
about others

•

Being an active member of
the community

Spiritual

Wellness

• Being active
• Eating well
• Getting through sleep
• Being safe and secure

Social

Intellectual

• Being a lifelong learner
• Sharing knowledge and experiences
• Mastering new skills
• Expanding knowledge
• Being curious

•

•

Having intimate and
meaningful relationships

•

Together, the segments of the model cover the actions
businesses need to take to create an environment where
employees can make informed, healthy choices.

Developed by Dr John Travis

The BITC Public Reporting Guidelines ‘Employee Wellness
and Engagement’ include key metrics for measuring the
effectiveness of wellness and engagement strategies184.

People often lack physical symptoms, they may still be
bored, depressed, tense, anxious or simply unhappy with
their lives. Such emotional states often set the stage for
physical and mental disease.

According to Travis, high-level wellness involves looking
after your physical self, using your mind constructively,
expressing your emotions effectively, being creatively
involved with those around you, and being concerned
about your physical, psychological and spiritual
environments. It’s less important where you are on the
continuum; it’s more important which direction you're
facing – toward illness or wellness.

High Level
Wellness

There are others adapted to work, such as the Workwell
Model from the BITC (Business in the Community), a
Prince of Wales charity183. The BITC Workwell model
demonstrates the benefits of taking a strategic, proactive
approach to wellness and engagement and provides
practical support to help businesses take action.

Occupational

• being self aware
• having a positive outlook
• managing feelings well
• accepting yourself
• having good coping skills

Giving and receiving support

If people are ill, then treatment is important but it shouldn’t
stop at neutral. The wellness paradigm can be used to
move toward high-level wellness and an enriched quality
of life.

Some studies suggest that diseases such as cancer can
be brought on by excessive stress that weakens the
immune system181. Medical science has demonstrated
that negative emotional states can also lead to abuse of
the body through smoking, overeating and excessive
consumption of alcohol.

Emotional

Bill Hetler’s model of wellness (see illustration) reflects the
socio-cultural dimensions of the concept. Similar models
have as few as three dimensions; some have as many as
10 or 11. The five dimensions in this model have been
shown to have a significant impact on overall health and
wellbeing and are the ones most frequently mentioned in
the wellness literature.182

There are a number of degrees of wellness, just as there are degrees of illness.

Disability

Pathways to Wellness...

Pathways to wellness

Illness-wellness continuum

Illness-wellness continuum

One of every five employees cares for elderly parents, a
number that could increase to almost half of the workforce
over the next several years. Deloitte

state of health

Your current state of health, be it one of disease or
vitality, is just like the tip of the iceberg. This is the
apparent, or visible, portion. If you don’t like your
state, you can attempt to change it, chisel away at
an unwanted condition such as weight. But, like
an iceberg, if you chip away a piece, another
portion rises to the surface and these layers need
to be understood to influence permanent change
in behaviour.

High-level wellness doesn’t preclude periods of illness and
weakness, anyone can still get sick from time to time.
However, it indicates a high baseline level of wellness and
is indicative of good long-term health.

An integrated strategic approach

Higher Productivity | Better Engagement
Better Attendance | Better Retention and Recruitment
Better Brand Image
Keep Learning | Connect with Others
Give/Volunteer | Take Notice | Be Active

In practice companies have been more
active with stress managemnet...

Other wellness models
Illness and health are arguably only the tip of the
iceberg. According to a model proposed by
Dr John Travis, to understand their causes you
must look below the surface.

BITC Workwell model

lifestyle/behavioral level

psychological/motivational level

Better work
environment

According to the Aviva survey, companies seem to be
more active in stress management with 31% putting new
initiatives into place in the 12 months prior to the survey.
The most common of these were an open door policy
(35%), training managers to recognise stress (26%) and
providing counselling helplines (23%)185.

Working
Well

When employees were asked the most important things
that employers could do to help them manage stress,
their top three responses were providing a good work-life
balance (40%), encouraging them to look after their
health and wellbeing (31%) and to spot that they were
stressed and help them to do something about it (27%).

Better
specialist
support

spiritual/being/meaning realm

Business benefits
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Better
relationships

Employer actions

Employees actions

recommended by Foresight
Mental Capital Reports

recommended by BITC
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Effective training
Even when equipment and products do comply and are
relatively intuitive in their use, the circular debate comes
back to the mind-set and culture of employees and
employers using them and the effectiveness of health
and wellbeing training within organisations.
In the UK, the Health and Safety at Work Act 1974
requires companies to provide whatever information,
instruction, training and supervision is necessary to ensure
reasonable levels of health and safety is carried out. This
was expanded in 1999 by the European Management of
Health and Safety at Work regulations, which identify
situations where health and safety training is particularly
important, eg when people start work, on exposure to
new or increased risks and where existing skills may have
become rusty or need updating192.

Ha

Ha Ha
Feeling good in the workplace
Nick Marks, founder of the Centre for Wellbeing in the UK, suggests
happiness drives innovation and productivity186. He cites Zappos, the
online clothing company where founder Tony Hsieh built the business
model around happiness, believing that to create happy customers you
had to create happy employees. Hsieh is also author of Delivering
Happiness: A Path to Profits, Passion, and Purpose.
‘It’s easier for new organisations to take this approach from the beginning.
It’s more difficult to turn around organisations with a different focus’, says
Marks. Creator of the Happy Planet Index, Marks heads Happiness
Works, a consultancy that addresses how business creates positive
change using measurement tools that give the whole organisation, as
well as each team and individual, a score.
For wired magazine, Bernie De Koven, who first coined the term ‘coworking’ and is a ‘play guru/fun theorist’ suggested that measured ‘fun’
in the workplace or indeed ‘gamification’ might be dangerous but
believes strongly that deep fun can change behaviours and habits for
the better187.
“Most human endeavours are already fun… Engineers, mathematicians,
surgeons, dancers, architects, so many of the truly accomplished many,
readily confess to how much fun they are having doing whatever it is that
they do. Gamification? They don’t need no stinkin’ gamification. They
don’t need to keep score, to get trophies. What they need is the
opportunity to do the work they do best. It’s not the team-building, not
the motivational lectures, not the casual dress day, not the snacks in the
break room. It’s the fun that comes from doing the work you are good
at. Of doing good work. Of the work you do when you do it well.”
He goes on to discuss Deep Fun as: “The kind of fun that is so deeply
fun that it changes you… If it changes how you feel or think about
yourself or the people you’re with, if it changes how you experience
yourself or your child or things, if it makes you feel happier or more loved
or loving or more energetic or creative or comfortable in the world – that,
you know, is deep. Not just sustainable fun. But transforming, fun-wise.”

Often, smaller companies pay lip service to these
guidelines or it becomes a box-ticking exercise and the
measurement of effectiveness is often neglected.

Humour in the workplace is a serious matter

Complainers into explainers

Steven M Sultanoff is a consultant and advocate of humour
in business and quotes a survey by the International
finance recruitment company, Robert Half International,
which revealed only 15% of workers are fired because of
lack of competence188. The remaining 85% are let go
because of their inability to get along with fellow employees.
When asked about the qualities of an effective employee,
senior administrators and HR personnel point to humour
as one of the choice attributes of a desired employee.

Some studies suggest that about 70% of all conflicts in
the workplace are based not on what people are saying
but how they say things. Moreover, it is estimated that in
the typical workplace there are 10 negative comments to
every one positive comment, according to Michael Kerr
(2013)190.

Studies also exist which centre on students. One such
study, located at St. Louis Community College, considered
the characteristics which students associated with excellent
teaching. Humour was one of the top five characteristics.
As UK education consultant Alan Peat points out, humour
can have negative connotations189. It can be used to ridicule,
it can be a vehicle for prejudice, but also it can be used to
facilitate a broad range of beneficial effects:
Humour leads to increased attentiveness – something
television producers have not ignored!
Humour contributes to making learning ‘fun’ and having
‘fun’ is an undoubted motivator.
Humour is a stress moderator which facilitates a relaxed
classroom environment and the brain works better in a
state of relaxed alertness.

He goes on to suggest negative comments are thought
to have five times the power of every positive comment –
their impact is felt even more potently.
Marcial Losada found that 2.9013 is the ratio of positive
to negative emotions necessary to make a corporate
team successful. This 3:1 ratio of positive to negative
comments is known as the ‘Losada line’. Losada’s
research found, if your workplace can boost the ratio to
6:1, the likelihood of greater team successes will follow
and you’ll have a far better chance of creating a truly
inspiring workplace culture191.
He suggests a series of initiatives to raise awareness of
negativity so that more positive language can be adopted
and for management to consider that some honest
criticism might be valid due to a lack of communication
or feelings of exclusion.
Moving from a complaining to explaining culture won’t
happen overnight. It requires a collective shift in attitudes
and modelled leadership from the top, reflected in both
words and actions.

Fear blocks ‘working memory’ and, as fear dissipates
when we are amused, our memory functions more
effectively in an environment in which humour features.
Humour (but not sarcasm!) is effective as part of classroom
behaviour modification - it aids conflict resolution.
Humour is a key communication tool - it increases group
cohesion.
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39% of employers say that they’re
seeing their sickness absence
levels rise as a result of stress.
Aviva

Training specialist Donald Kirkpatrick created an evaluation
model (1954) with four levels. Each level provides
information that together creates a “chain of evidence”
for the effectiveness of a programme193.
Level 1 Evaluation – Reaction
This level is about the participant’s perceptions of the
training. Did they like it? Was the material relevant to their
work? This type of evaluation is often called a “smile sheet”.
According to Kirkpatrick, nearly every programme should
be evaluated at this level because it is generally fast, easy
and inexpensive. In addition, the participants’ reactions
have important consequences for learning (level two).
Although a positive reaction does not guarantee learning,
a negative reaction almost certainly reduces its possibility.
Level 2 Evaluation – Learning
This is about how much the participants actually learned.
Often pre and post-training tests are used to assess the
level of learning and most organisations are satisfied to
see that learning was documented, regardless of the level
of knowledge of participants at the start of the programme.
Level 3 Evaluation – Behaviour
This level measures the change that has occurred in
learners’ behaviour due to the training programme. Creating
methods of reinforcement and follow-up during training
programme design is a best practice that facilitates change
at this level. The role of the training professional is to
prepare managers and supervisors as much as possible
for this role.
Level 4 Evaluation – Results
Level four evaluation measures whether the change in
behaviour has produced the desired results.
The training will be deemed as having been effective at
this level if it produces the end results intended. Typically,
this might be increased production, improved quality,
decreased costs, increased sales and higher profits from
a business and organisational perspective and this is the
overall reason for a training programme, yet despite the
60 years since Kilpatrick’s model was published, level
three and four results are not typically measured let alone
addressed.
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capability

The behavioural change model
Motivation, capability and opportunity are the three
cornerstones of Columbo, the 1970s TV detective’s
investigating technique, one which has been introduced
into the occupational health world by ergonomists
Claire Williams and Margaret Hanson194. Originally
based on a model by Michie it can be deployed to
effect behavioural change in the workplace (Michie,
S et al 2011).

Gaming at work
Gartner Group defines gamification as the concept of
employing game mechanics to non-game activities such as
recruitment, training and health and wellness. Gartner
predicted that by 2014, more than 70 percent of global
2,000 organisations would have at least one “gamified”
application, which can range from mastering a specific
skill or improving one’s health195.

motivation

So much of the problem with reinforcing safety
issues or health benefits is influencing colleagues to
make changes in their behaviour. For example every
employee in Europe in organisations where there
are five or more people should have been exposed
to the DSE regulations and many would have been
told to make changes to their workplace to reduce
fatigue and discomfort and yet most carry on
slouching, perching, don’t take the time to adjust
settings.

behaviour

Learning and career development
Deloitte Leadership Academy, an innovative digital executive
training program for more than 10,000 senior executives in
over 150 companies around the world, is partnering with
gamification leader, Badgeville to add gaming to its leadership
development programs. Senior executives participate in
learning programs via an online portal, webinar, or mobile
devices197.

opportunity

The conclusions of Williams and Hanson to deliver
more effective permanent change included ways to
improve training course attendance such as
mandating senior staff attendance (motivation) and
linking up with users on an individual basis to fit
round their calendar (opportunity) as well as
encouraging people to touch type (capability) so
that posture naturally improves.

Health and wellness
According to a survey released in March by Towers Watson
and the National Business Group on Health, gamification of
health and wellness will increase at companies with 60% of
the sample of 500 employers indicating they will leverage
online games as well as other types of competitions
between business locations or employee groups198.

What our think tank participants said about training:

“

I think a lot of the time it’s the education. We developed some educational
tools, we obviously use the DSE regulations but actually they’re not
practical for modern working. So we educate our people so they can use
them to do what they need to do, in the best way they can. How they sit to
avoid injury and it is amazing when you do it well, you see it working.”

“

“

I think that if you tell someone there’s your screen, there’s your computer,
this is what you’re doing, this is how you should sit, people aren’t
going to listen. They’re just going to ignore you - they’ve listened for
five minutes and then they’ve stopped and that’s why it doesn’t work.
It’s how the training is done, that’s critical achieving good practice.”

We actually educate people on what they’re doing and where they’re
going wrong. We get out a spine, we carefully talk them through
everything and we’ve had some amazing results, with all levels of
workers. Guys with steel toe cap boots and yellow jackets down to
people who are working in revenues and we’ve now got detailed stats
and data. A director said he couldn’t believe it, the sickness records
have gone done down dramatically.”

Getting to the young to improve health appears to
be a topic of concern for our think tank participants:

“

“

In a recent Pew Internet/Elon University report entitled, The
Future of Gamification, 1,021 Internet experts, 53 percent
predicts there will be significant advances in the usage and
adoption of gamification in the workplace by 2020 with
uses ranging from education, to wellness, marketing and
communications196.

Aetna is now making the premium version of a new online
social game called Mindbloom, available to both employees
and healthcare customers. The game is aimed at improving
your health & wellness and helps you lead a healthier, more
balanced life.

We run a workshop for our new graduate intake and actually we are
just updating it. We have all the facilities available, we use occupational
health, etc but it does not stop them walking through the door already
injured. We are not creating the injuries, but they are coming in injured.”

One of the problems that I can see in the future is that children will
grow differently. The children, who have their necks flexed for long
periods of time interacting with technology, could end up with the
posterior columns growing faster than previous generations, which is
going to bring in a whole raft of new and potentially serious problems.”

WELLTOK
RACE TO THE MOON
FINISH
450,000+ MILES
WELLTOK
RACE TO THE MOON
START
0 MILES

If I’m working on a mobile device, the screen is too tiny or the letters
are too small. If you are writing down an email, you just have to
pinch and zoom, to make it bigger and you have to push yourself to
read it as you need.”
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3.3 Space and equipment
Despite the rise of flexible working, for many the office is where most of the working week
is spent. For this section of the population, they interface more with these spaces and
equipment than anywhere or anything else during their working lives. We also know that
physical space and equipment can have a positive or negative effect on wellbeing and in
many cases, work environments are at very best uninspiring and at worst, unhealthy.
In the last 20 years, the office environment at all levels has come under close scrutiny to
ensure not just improved performance but brand alignment and high levels of employee
satisfaction. The selection process for office furniture now draws on expertise and opinions
from way beyond the purchasing department. Human Resources, Branding, Facilities and
Occupational Health have input into these decisions. Suppliers have become consultants
in transformation and the rapid changes in culture and technology have accelerated the
pace of change. For young people the school environments often paint a contrasting picture
where attainment-focused learning and streamlined budgets means any spend on the fabric
of the building or loose furniture within is seen as an extravagance.

Designers turning to behavioural sciences
Increasingly, workspace designers are using scientific
studies to understand the physical and psychological
effects of design. The application of neuroscience,
social science and behavioural science is producing
insights that can help in the design of better
workplaces. Jeremy Myerson, director of the Helen
Hamlyn Centre for Design, a research organisation
within the Royal College of Art in London, reflects
on the diverse sets of skills and competencies that
are being brought to bear on the design of the
workplace (HHCD yearbook 2013)199:
“25 years ago, there was a broad imperative for
designers and engineers to collaborate more
effectively, to learn each other’s language. 10 years
ago, the focus extended to designers and business
people coming together more productively, as
business schools around the world switched onto
the potential of design and B-schools became
D-schools. Today, the growing interdisciplinary action
is centred on designers getting closer to
anthropologists, ethnographers and other social
scientists in pursuit of innovation. The researchintensive ‘front end’ of the design process has never
received so much attention in terms of methods and
techniques, in order to better understand human
need and aspiration.”
Interviewed for Entraneur, January 27 2014, Architect
managing partner, Scott Wyatt, of NBBJ, a global
architectural firm that has designed headquarters
for a number of tech companies including Amazon,
Google and Samsung, suggests: “We have the tools,
we have the research. There’s never been a better
time for design.”200
Andrew Heumann, a designer at NBBJ adds: “But
now, through the lenses of science and simulation,
we are able to supplement, support and even
challenge our intuition about what makes a great
space. Through tests, we can understand the
consequences of a particular design on the workers
who are operating within it.”

Ceiling height: “There’s a lot of research coming
out that higher ceilings promote higher
performance in conceptual thinking, while lower
ceilings are better for mathematical thinking,”
says Wyatt. Intuitively, it makes sense that higher
ceilings would encourage expansive work such
as making overarching connections while lower
ceilings are optimal for focused, contained tasks.”

Noise: “Thinking about how sound affects
productivity and creativity is a new frontier,” says
Heumann. “We now have a pretty well-established
threshold for the level of noise that is distracting
and the level of quiet that is distracting. The sweet
spot is around 70 decibels – that’s enough noise
to provide creative energy but it’s not so silent
that you feel trapped.”

Distance: “How far you have to walk to get from
your desk to someone else’s desk radically
transforms the likelihood that you will interact with
that person. There are specific thresholds; if you
sit more than an 80ft walk away from someone,
you are much less likely to talk to them on a daily
basis than if you sit closer. Travel time often guides
our design process,” Heumann says. “We want
to encourage collaboration.”

Light: Warm light (ie light with a relatively low
temperature on the Kelvin scale) has been shown
to decrease stress levels and boost cognitive
performance. “It’s great,” Wyatt says. “Boeing is
starting to use neuroscience as a way to make
travel better.” During take-off and landing, warm
light floods the cabin.

Visibility: “Simply glancing at someone once
increases the likelihood that you will interact with
them,” says Heumann, who has done multiple
computational studies that simulate the number
of visual connections an employee makes with
his or her co-workers over the course of a day.
Because even the briefest of glimpses can serve
as a reminder to get in contact later “we keep in
mind how our design can impact visibility
metrics,” Heumann says.
Nature: The biophilia hypothesis, that there is an
instinctive bond between human beings and
other living systems, has been around since
1984. Recent research, however, has confirmed
that a visual connection to the outdoors has an
enormous cognitive impact. “Our human
responses to nature, be it a plant, fresh air or a
view of the sky are shown to have enormous
influence over our stress level, as well as our
performance,” says Wyatt.
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Why we need to listen to acousticians

Hub

Some of the health risks and productivity issues
surrounding noise in the office are slowly being recognised.
Office specifiers are responding to the call for noise control
and in recent years there has been an emergence of
sound absorbing wall hangings, private office spaces,
high backed upholstered collaborative seating and sound
masking strategies but making sense of what’s on offer and
how they really perform remains a challenge for customers.
Mark Partridge, Head of Acoustics R and D at Orangebox
and Danny McCaul, Acoustics expert at Salford University
suggest noise does not have to be loud to be disturbing
and damaging. “Constant annoying noise can cause
stress leading directly to serious physical health issues”.
“Little is mentioned in the standards however regarding
the type of noise and the frequency it occurs since this
can be as problematic and damaging as the noise level
itself.” says Mark. ‘The problem is sometimes compounded
by out of date figures in the guidelines that are impossible
to achieve due to the nature of the ‘new open plan offices’
and the equipment within the space”.
“In meeting rooms and presentation rooms speech
intelligibility is very important and the reverberation of
sound must be controlled”. Mark goes on to say “ it’s
intriguing that you’ve now got the freedom to move away
from your desk to more collaborative spaces but you’re
probably getting closer to someone else’s in terms of noise
if proximity or privacy hasn’t been properly considered so
herding people in this way can back fire ”.
“Absorb, Block and Cover are the basic tools of the FM
Manager but can be too simplistic”. “Absorb (softness),
insulate (mass/density), diffuse (texture), and cover
(ambient sound/artificial pink noise/babble) get closer to
the mark”, “Speech Privacy Potential and Privacy Index
are great measures of getting ‘just enough’ privacy for
your bucks !” suggests Mark.201

Club

Third Space definitions and characteristics
Psychological gains with noise reduction
Audio experts say certain masking sounds can make it
easier to focus and they include birds singing but such
noises have to be deployed sparingly.202
Julian Treasure suggests “People find birdsong relaxing and
reassuring because over thousands of years they have learnt
when the birds sing they are safe, it’s when birds stop.”
Postprandial somnolence commonly known as the postmeal slump is the period after a meal when blood sugar
levels drop, causing you to get sleepy. Researchers are
looking into what can lift people out of this state after lunch
and soundscpaes might help. An experiment at a primary
school in Liverpool found that playing pupils a soundscape
of birdsong and other natural sounds made them more
alert and better able to concentrate after their lunch break.203
The key to the most effective audio was lack of repetition,
say those involved.
Birdsong works because it’s stochastic, made up of lots of
random sounds. There is no repeating rhythm or pattern to
focus on. says Russell Jones, from Condiment Junkie who
took part in the trials.
Absorbing techniques with positive psychological spin offs
include the deployment of plants.
Participants in one study reported 37% less tension and
anxiety, 58% less depression, 44% less anger, and 38% less
fatigue with plants around.
Attempt to have at least one plant per three employees,
which can reduce carbon dioxide by 50%, as well as reduce
dust, bacteria, and mould.204
Acoustic etiquette
Culturally many companies haven’t got to grips with office
etiquette especially with nomadic workers who tend to
migrate round the office. Respecting quiet zones, not using
speaker phones or distracting alerts and taking mobile
calls somewhere more private can all help.

“ I now extend my hours, but its not because of privacy. I think
there’s a difference between privacy and not being interrupted. I
need to have time to ignore the tools that are buzzing away at me
and do the task that I really want to focus on.”

“ If you’re doing something that’s confidential or something like that
within the open workspaces, sometimes you just want to go
somewhere, where you can hide away and do whatever, when you
need to concentrate.”

Architects Gensler adopted a new language for education
settings taken from Naire, Fielding and Lackney (2005)
defining different zones, depending on the activity and
degree of collaboration involved:205

Home

Multiple intelligence – for different work modes
Studio – for a mix of different work modes
Campfire – for classwork
Watering hole – for smaller group work
Cave - for solitary work
These definitions and other forward-thinking ideas were
projected into many academies built in the UK during the
Building Schools for the Future programme in the late
noughties. Larger open plan ‘plazas’ enabled many
different configurations to aid learning and relied on flexible
furniture, mobile technology and lecture-style amphitheatres.
As the authors of 21st century skills: Rethinking how
students learn (2010) observe, too many schools in the
US and UK are pouring old wine into new bottles – ie the
30 student classrooms in a 900ft space supporting
teacher-led instruction but not other ways of working such
as collaboration among the students.206
Increasingly they hope a shift linking pedagogy and space
will be the mantra of 21st century school planners looking
to best practice examples such as Columbus signature
Academy, New Tech High @ Coppell, the Met, High Tech
High and New Line Learning Academy. The experience
of students or learners in these environments will inform
the next generation of education environmental design.
American Express uses four clear categories to guide its
flexible workspace assignments:207
‘Hub’ employees’ work requires a fixed desk, and their
presence in the office every day.
‘Club’ employees have flexible roles that involve inperson and virtual meetings, so they can share time
between the office and other locations.
‘Home’ workers are based from home offices on three
or more days per week.
‘Roam’ employees are almost always on the road or at
customer sites, and seldom work from an American
Express office.
“The ability to work in a flexible workspace is based on
the role you have, not personal preference,” according to
American Express’s Finance VP Jose Morabito.

Jeremy Myerson et al 2010 (New Demographics New
Workspace) identify four flexible workspaces befitting a
modern mobile knowledge worker:208
(a) the Academy; similar to university design, with
breakout spaces, chill-out zones and brainstorm rooms
(b) the Guild; replicating a medieval craft guild layout, as
some workers prefer the company of their professional
peers rather than fellow employees
(c) the Agora; an open trading space, since there are
workers who choose to be away from other staff and
close to their clients and customers
(d) the Lodge; a live-work unit blurring home and office
for those craving a domestic environment All of these
solutions have their own advantages and disadvantages
but share the problem of high overhead costs. This is
largely because of low rates of workstation occupancy.
Typically this is around 50% and can even plummet to
below 20%.
The authors conclude that although office popularity in
this agile world is shrinking, it’s not yet obsolete. They
suggest small changes, such as lighting, acoustics or
ergonomics are needed to match the demands of the
knowledge economy with the demands and capabilities
of the workforce. Three generic types of office settings
emerge from these studies.

1

Concentration spaces should be marked by a visual stop
in open areas, with diffused natural lighting and spacious
desks to work off-screen. Audio masking, a sound
transformation system generating a harmonious replacement
sound to background noise, should be implemented.
Creative workspaces should retain open studio solutions.

2

Collaboration spaces should accommodate a mess of
spreadsheets and data, talking and arguing without
worrying about confidentiality and tidying away. Possible
solutions may include movable furniture, dynamic light to
control ambience and flexible work settings.

Roam

3

Contemplation spaces should provide the same type of
respite a home does; be quiet, enclosed, organic & natural.
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The overriding principles of human-centred design have their roots in the sciences
of ergonomics, computer science and artificial intelligence and according to work by
Giacomin, Brunel University (2012), frequently deployed tools to assist in the design
process include the following sub groups:211

Empirical evidence from product failures supports the
claim that human-centred design improves commercial
success.
Design champions IDEO use this process very successfully
to consult many of the world’s leading brands on how to
transform the way they develop products, services,
processes and strategy.210 CEO Tim Brown comments:
“A human-centred approach to innovation that draws
from the designer’s toolkit to integrate the needs of people,
the possibilities of technology, and the requirements for
business success.”

The only certainty in work
now is change

Workshift: The future of the office

- Facts regarding humans and society
- Anthropometric data sets and models
- Biomechanical data sets and models
- Psychophysical data sets and models
- Cognitive data sets and models
- Emotional data sets and models
- Psychological data sets and models
- Sociological data sets and models
- Philosophical data sets and models
- Capture of meanings and needs
- (verbally based)
- Ethnographic interviews
- Questionnaires
- Day-in-the-life analysis
- Activity analysis
- Cognitive task analysis
- The five whys
- Conceptual landscape
- Think aloud analysis
- Metaphor elicitation
- Be your customer
- Customer journey
- Personas
- Scenarios
- Extreme users
- Simulation of possible futures
- Word concept association
- Role playing
- Focus groups
- Co-design
- Experience prototype
- Real fictions
- Para-functional prototypes

♥

(

It starts with appropriate design and there is a growing
focus on people-centred design strategies. Eric Von
Hippel (2007) of the MIT Business School has noted that
“70% to 80% of new product development that fails does
so not for lack of advanced technology, but because of a
failure to understand users’ needs”.209

(

Human-centred design as a business strategy

♥

♥

- Capture of meanings and needs
- (non verbally based)
- Game playing
- Cultural probes
- Visual journals
- Error analysis
- Fly-on-the-wall observation
- Customer shadowing
- Body language analysis
- Facial coding analysis
- Physiological measures
- Electro-encephalograms

♥

Another example, BS 8900 sustainable development
represent a generation of standards where
people values are at the forefront of all leading
organisational practice.
The European standard BS EN ISO 9241-5:1999,
Ergonomic requirements for office work with
visual display terminals (VDTs) is becoming tired.
Workstation layout and postural requirements are
particularly relevant to the relationship of office
workers and their surroundings and this standard
is being reviewed and updated currently. No such
standards relate to children’s health and wellbeing
in schools, however, and influential ergonomists
like Levent Caglar at the Furniture Industrial
Research Association are calling for this to be
reviewed (Caglar unpublished 2014).213
Not yet published is a re-write of the DSE and
Manual handling standards which may be
merged to form a new Musculoskeletal Disorder
standard. 214

Scott Steadman, director of the British Standards
Institute, recently argued that voluntary standards
for industry and business drive best practice and
innovation.212 They help to guide emerging supply
chains and provide a platform for buyers and
designers alike from which to build safer and
more usable products. He describes three waves
of standards that have evolved over the last 25
years leading to further integration of human
factors in the workplace.
BS 3044:1990 Guide to ergonomics principles in
the design and selection of office furniture was
part of the first wave of specific product-related
standards whose principles still hold good today.
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The second wave of standards relates to improved
processes such as BS OHSAS 18001 health and
safety management system, the systematic and
process-driven approach to controlling and
monitoring risks that can arise from the company’s
day-to-day activities. Steadman suggests that
quality management pioneers recognised a layer
of systems and process was required beyond the
product performance to ensure business had a
competitive advantage.
The third generation of standards being introduced
over the last 10 years reflects the desire to underline
the importance of behaviour in organisational
development and performance, through the
influence of human factors and culture in the
workplace. For example BS1100, collaborative
business relationships, provides a framework for
establishing effective collaborative relationships
through embedding the right processes and
behaviours such as Research and Development.

There is growing international recognition that
corporate, and indeed national success should
be measured in terms that go beyond profit and
productivity. Organisations are being assessed
not just on their return on the investment of their
owners, but also on much broader issues such
as how well they fulfil their responsibility to society
and the impact they have on the environment in
both the short and long term. In those areas,
organisations often turn to high level standards,
such as ISO 26000 Guidance on social
responsibility, published by the International
Organisation for Standardisation.
One area that has recently received particular
attention from the G8 (the world’s biggest
economies) is human wellbeing as an economic
measure in addition to traditional measures of
national output. Human wellbeing is the focus of
the scientific discipline of ergonomics, but most
ergonomics standards are aimed at experts.

Design legislation and guidance have a part to play
International standards and guidelines for health
and safety need to reflect the rapid pace of
change in the workplace.

Human-centred organisations
On the horizon is an ISO standard on organisation
wellbeing being steered by veteren ergonomist
Tom Stewart215. The following extract from the
The Ergonomist, (Dec 2013), describing the
current draft shows a clear shift in language from
the old days of compliance and box ticking to
inclusive corporate wellness.

♥

The Human-Centred Organisation standard sets
out high level principles and approaches to
human based risk and wellbeing, which executive
board members should endorse and implement
in their organisations. The standard identifies the
key criteria that demonstrate that each principle
has been met, the implications for the organisation
of failing to meet the criteria and what steps can
be taken to minimise the risks of such failure.
Principles of the human-centred approach
The human centred approach works at every
level in the organisation, starting at the top with
the executive board. Some of the following
principles, such as social responsibility, are already
well established and addressed by standards and
accepted best practice, but others need far more
work to elaborate fully. We welcome input, not
just from the standards community, and we
especially welcome examples and case studies of
good practice.

Turn individual differences into an organisational
strength. The organisation acknowledges that
people differ in their capabilities and needs, uses
ergonomics data on the nature and extent of
these differences, recognises this as a strength
rather than a problem and takes this into account
in all areas of its business.
Make usability and accessibility strategic
business objectives. The organisation uses
international standards and best practices to
ensure that products, systems and services are
accessible and usable (effective, efficient and
satisfying to use) both by employees and by
customers.
Adopt a systems approach. The organisation
recognises that people are part of a wider system
which includes the equipment, workspace,
physical, social and organisational environment in
which they work and live. It follows a
socio technical approach to the design and
implementation of new systems.
Ensure health, safety and wellbeing are business
priorities. The organisation takes the necessary
steps to protect individuals (both inside and
outside the organisation) from health, safety and
wellbeing risks. It is proactive in its approach to
workplace health and goes beyond the minimum
required by legislation.
Value employees. The organisation provides
individuals with meaningful work and with
opportunities to use and develop their skills in a
stable employment environment. Create a
meaningful work environment. The organisation
values and acknowledges the contribution that
employees make both financially and through
other forms of recognition. It works to ensure that
employees at all levels share the vision of the
organisation and are encouraged to contribute at
an appropriate level.
Openness. The organisation communicates
openly and effectively to staff and to the outside
world. When difficult decisions are necessary,
they are addressed in a timely and equitable way
and communicated sympathetically.
Social responsibility. The organisation behaves
ethically and instils pride and confidence in its
employees, customers and the local community.
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What Makes the Nordic Countries
Gender Equality Winners?
Britain falls behind Nicaragua and Rwanda in
gender equality league.

UK gender gap continues to widen,
says World Economic Forum report.
Research by the World Economic Forum (WEF) – (who are
perhaps better know as the organisation behind the famous high
powered summit in Davos each winter), draws attention to the
continuous debate on equality within the workplace and reports on
extensive data to illustrate the differences within the major global
economies.
WEF established the Global Gender Gap Index in 2006 as a
means to illustrate gender inequality between 128 countries and
how each change over time. The reports purpose is to highlight
the differences between countries and economies and help them
pursue active policies to reduce the gender gap. The report
benchmarks how nations distribute access to healthcare, education,
political participation and resources and opportunities between
women and men and how this correlates to economic growth.
In the most recent report published in the autumn of 2014 the
UK was ranked in 26th place, behind Burundi, Latvia, Nicaragua,
Rwanda and South Africa. The US is raked 20th, behind the
Philippines and New Zealand. Perhaps unsurprisingly the top
ranked are the highly respected Scandinavian economies of
Iceland, Finland, Norway, Sweden and Denmark.

‘ The UK failed to make the top 20 in any of the report’s four categories –
economy, education, health and politics – the drop in its overall rating this
year was chiefly attributable to a significantly lower score in “economic
participation”, which measures attributes such as the ratios of women in
the workforce, wage equality for similar work done by men, and the number
of women in senior roles’
The Guardian
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One of the reports authors Saadia Zahidi Of the World
Economic Forum, commenting on the achievements of
the Scandinavian economies wrote:
Although no country in the world has yet achieved
gender equality, the Nordic countries consistently
stand out in the World Economic Forum’s annual
Global Gender Gap Report which measures how well
countries are doing at removing the obstacles that hold
women back. In this year’s report, Iceland holds the
top spot for the fifth consecutive year with Finland,
Norway and Sweden following close behind. With the
exception of Denmark, all Nordic countries have closed
over 80% of the gender gap, making them useful as
both role models and benchmarks. So, what is the
secret of their success? It’s not just a question of
wealth. Although these high-income Nordic economies
tend to top a lot of global polls, the Global Gender Gap
Index strips out overall wealth, instead measuring how
equitably income, resources and opportunities are
distributed between women and men.
All Nordic countries reached 99% - 100% literacy for
both sexes several decades ago, and girls’ fare just as
well as boys in terms of access to primary and
secondary education. At the tertiary level, in addition
to very high levels of enrolment for both women and
men, the education gender gap has been reversed and
women now make up the majority of the high-skilled
workforce. In Norway, Sweden and Iceland, there are
over 1.5 women for every man enrolled in university,
while in Finland and Denmark; women also make up
the majority of those in tertiary education.
While many developed economies have succeeded in
closing the gender gap in education, few have succeeded
in maximising the returns on this investment. The Nordic
countries are leaders in this area, all five countries
feature in the top 25 of the economic participation and
opportunity pillar of the Global Gender Gap Index. This
is because of a combination of factors: high female
labour force participation; salary gaps between women
and men among the lowest in the world, although not
non-existent; and abundant opportunities for women
to rise to positions of leadership.

While patterns vary across the Nordic countries, on the
whole, these economies have made it possible for parents
to combine work and family, resulting in more women in
the workplace, more shared participation in childcare,
more equitable distribution of labour at home, better
work-life balance for both women and men and, in some
cases, a boost to waning fertility rates.
The Nordic experience is not just an important one for
individuals, families and organizations today. It points to
fewer problems with ageing in the future, as well as
higher labour activity and a more robust economy. Both
emerging markets and other developed economies have
much to learn from the ‘Nordic Nirvana.’
Not all reviews of the report share the views of the WEF,
nor their findings - writing in Forbes Online the author
Tim Worstall commented’.
“ When we go off and look at the messy details of the gender pay gap
we find that we’ve not really got one, not in the industrialised
countries. Once we correct for the obvious things like hours at work,
years in the workforce, educational background and so on we find
that the mythical gender pay gap (that “women earn 77 cents to
every $ men do”) simply disappears. There might be a small
residual, a few percent, left in there but not enough that we can really
notice. And quite apart from anything else it’s actually illegal to pay
men and women different amounts for doing the same job (if on the
basis that the different pay is purely as a result of their being men or
women that is).
So, no, we shouldn’t be taking this report or finding seriously. And
there’s more than just the fact that they’re using a survey to measure
that gap. For of course the printing of this report will lead to, as the
other incorrect claims about the gender pay gap do, a certain
circularity of reasoning”.
However these comments from a review of the report in
The Washington Post are much more consistent with the vast
majority, which are sympathetic to the reports findings
and the lessons that can be learned for the insight offered.

‘ In the economic participation subsets the UK appears to
remain some way off, with the country ranking 48th in terms
of both labor force participation and wage equality and 66th
for estimated earned income. Unlike many of its peers the UK
has still yet to close its educational attainment and health and
survival gaps (ranking 32 and 94 respectively), while it does
moderately better in the fourth area we measure, political
empowerment, where it ranks 33rd.’
Global Gender Gap Index 2014

‘ The UK was ranked ninth in the first report in 2006 and has
dropped through the ranking ever since. It is believed changes in
income estimates are behind the fall. Just five of the FTSE 100
companies have women in the top spot. Ann Francke, the chief
executive of the Chartered Management Institute, told the Guardian:
‘The issue in the UK is that while there are more women in the
workplace they tend to be in the lower level positions. The pay
gap continues to be alarmingly large for men and women doing
the same senior role’.
Mail Online

The report’s authors say that gender equality is
improving worldwide, overall, boosted by growing
numbers of women being allowed access to jobs and
building a stake in their country’s political life. “Much of
the progress on gender equality over the last 10 years has come from
more women entering politics and the workforce,” the report’s
lead author, Saadia Zahidi said more regressive realities
remain – with women struggling for access to education
and adequate health care in a host of developing
countries, and wage inequalities persisting virtually
everywhere. The United States improved a few spots this
year, ranking 20th, ahead of fellow Anglophone
countries such as Australia and Britain. But it still lags
behind far poorer nations such as Nicaragua and
Rwanda. “Both rich countries and poor countries can afford gender
equality,” Zahidi told Fortune magazine. “Gender equality
doesn’t have to only come along once a country is fully developed.”
Perhaps the importance and relevance for all
organisation of persuing equality seriously, is best
articulated by Klaus Schwab, Founder and Executive
Chairman of The World Economic Forum, writing in
the introduction to the report, he observes:
People and their talents are two of the core drivers of sustainable,
long-term economic growth. If half of these talents are
underdeveloped or underutilized, the economy will never grow as it
could. Multiple studies have shown that healthy and educated
women are more likely to have healthier and more educated children,
creating a positive, virtuous cycle for the broader population.
Research also shows the benefits of gender equality in politics: when
women are more involved in decision-making, they make different
decisions—not necessarily better or worse—but decisions that reflect
the needs of more members of society. Some of the most compelling
findings regarding the benefits of gender equality are emerging from
companies. For example, companies that include more women at the
top levels of leadership tend to outperform those that don’t. With a
growing female talent pool coming out of schools and universities, and
with more consumer power in the hands of women, companies who
fail to recruit and retain women—and ensure they have a pathway
to leadership positions—undermine their long-term competitiveness.
And for those that do, the benefits of diversity are evident”.
The full report can be accessed online @
http://www3.weforum.org/docs/WEF_GenderGap_Report_2013.pdf
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Start it young in terms of wellbeing spaces

Companies are moving
aggressively to adopt
mobile technologies and
applications. Accenture
Seventy seven percent of
participants in our survey
considered mobility among
their top five priorities for
the coming year. Accenture

Techniques to establish appropriate spaces
Increasingly companies are seeing it as imperative
to deliver on the goal of getting people active and
happy rather than fitting the space and products
around the existing habits of users.
Architecture firm Gensler refers to a workplace
performance index which tracks the habits, needs
and effectiveness of users in a space. Combined
with online surveys, observations and interviews
they analysed responses from more than 2,000
knowledge workers across the USA, examining
design factors that impact productivity across the
four work modes: focus, collaboration, learning
and socialising. The results of this analysis are
published in their 2013 US Workplace Survey
(WPS).216
The results indicate that forces such as technology,
globalisation, new generations of workers etc are
changing where, when and how jobs are performed.
Results show the ability to effectively balance
focus and collaboration via strategic workplace
design is the key to innovation and success.
Workplace choice appears to improve performance
and innovation. According to findings, employers
who provide a variety of choices for when and
where to work are seen as more innovative by
their employees, who are more satisfied with their
jobs (12% more than average) and report higher
effectiveness scores across all four work modes
(focus, collaboration, learning and socialising).
Those employees without choice suggest
organisational policy as the most common reason.
They are also less likely to have tools that support
mobility and working anywhere, be it inside or
outside the office.
Respondents with choice still spend the majority
(70%) of their time in office settings and didn’t
necessarily favour home working. These
respondents cite coming to work for access to
people and resources.

The most progressive companies are building entirely new business processes
and policies with these new mobile and consumer technologies in mind. By
adapting to the new consumer device driven landscape, they are boosting their
profits as well as improving satisfaction. Wired

Schools have often lagged behind the workplace
in terms of IT integration but with the flexibility of
tablet use, the world of education is aiming for
seamless integration of IT tools to improve attainment,
collaboration and the ability to work anywhere.
There has not been enough debate and research
however on how the environments might reflect
the high tablet usage and self-learning.
The mass adoption of informal, communal,
aesthetically pleasing seating in the office world is
slowly creeping into education environments.
There still seems to be a blind spot, however, when
it comes to more dedicated tasks in the classroom.
Despite the publication of new classroom seating
guidelines 15 years ago (BS EN 1729) with more
accommodating standards illustrating concepts
from Scandinavia such as that from Mandal,
there’s hardly been a flicker of movement away
from the £15 polyprop, stacking, fixed-bucket
seat in the UK.217
This is despite the predictions from the ergonomics
fraternity that this would kick start a revolution of
innovative design, finally bridging the gap for
educationalists and buyers between reasonably
priced dynamic kit and increased motivation,
concentration and performance among children.
There are a few exceptions which cost about a
fifth of their adult counterparts but are considered
too expensive for many schools at around £50
per chair.
Until attitudes and awareness change regarding
posture and alertness in schools (and the
relationship with environments) there may be little
incentive for government and schools to take
action to tackle the problem. A celebrity campaign
along the same lines as Jamie Oliver’s better diet
campaign might be one way to raise the profile of
this issue.

One of the few exceptions to the research being
carried out, which has been technology/attainment
focused, is that of The Sydney Centre for
Innovation in Learning (SCIL) headed by Steve
Harris. Since 2010 they have been developing a
practical approach that unites digital, pedagogic
and physical space so that learning occurs in
environments conducive to the challenges and
changes of the 21st century.218
“Space is both a fixed and fluid notion. It has an
enormous impact on how we feel and think – the
very core of our experiences of life. The challenge
for schools is to identify the different spaces it
inhabits – virtual, pedagogic and real, and to draw
these together in meaningful ways so that learning
can move forward more effectively, enabled through
technology and not get dragged backwards.”
Lackney highlights that “social discourse and
collaborative learning are critical to the development
of wellrounded citizens”. (Walden, 2009 219) “Schools
and education jurisdictions will have no choice but
to change. The rate of technology shift and the
nature of the complex interactions of the wider
community will force the issue. The question is
ultimately not how schools should change, but when.”

As a result of the ageing workforce, almost
half (43%) expect greater employee demand
for benefits and over one-third (35%) expect
increased flexible working. The Economist Intelligence Unit

Other educationalists linking space and learning
include Dr Ken Fisher who translated flexible
learning transitions (remembering and understanding
through to synthesis and evaluation) into how they
might look like.220

...better work environments for us please!

communicating
Don’t forget the older workers

applying
delivering

creating

Often overlooked, New Demographics New
Workspace by Jeremy Myerson, Jo-Anne Bichard
and Alma Erlich (2010) attempts to address the
problem of the ageing of knowledge workers and
its implications on office design.221
They argue the collaborative open-plan revolution
has led to older workers finding them noisy,
distracting and stressful, and report on the findings
of a multidisciplinary study entitled Welcoming
Workplace concentrating on the well-being of
older workers in contemporary workspaces.

decision making

Fisher, K. (2007) University of Queensland, Colloquium 2007 Presentation Next- or Net-
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There are more older people in the workplace and
this trend is on the rise as discussed in previous
chapters.

According to the findings, open-plan offices have
turned out to be detrimental both for collaboration
and concentration. There are confidentiality
issues and concerns over the balance between
surveillance and trust, and older workers prefer to
work from home which helps with their concentration
but prevents collaborative work resulting in
barriers in career advancement and alienation.
The study also outlines certain fitness issues;
constant sitting down and work time counter the
body’s natural energy fluctuations throughout the
day.
Although designed to aid, new technologies often
stifle productivity. Older people often lack IT skills
and criticise insufficient training on-site, having to
look for help from their colleagues and children.
They are largely unaware of communication media
and crave alternatives to the computer screen,

such as visual displays and storage space, often
against clean-desk policies.
Ageism is an existing problem at work. Negative
stereotypes, such as resistance to change,
surround seniors who feel left out and inadequate.
This puts managers in a rut; on one hand they
are aware that losing mature employees is a brain
drain to the company, on the other, they question
the relevance of their skills.
The conclusion of the study is a statement that if
work has already entered home, then ‘refuge and
recuperation functions associated with the home
should be allowed to take up space in the
workspace’. Otherwise, a senior worker will be
burnt out physically and mentally.
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Hedonomics
Like ergonomics, hedonomics is derived from Greek roots, hedon(e) meaning joy or
pleasure and nomos, meaning work or laws. Historically ergonomics has predominantly
been about avoiding pain whereas Hancock et al (2005) argue that it should also be
about promoting pleasure.222 Both disciplines have the same goal of ensuring wellbeing,
improved performance and usability and have their roots in work done by Blythe,
Overbeeke, Monk and Wright (2003) and Jordan (2000).

<

Individuation

Individual

Pleasurable
experience

Hedonomics
Hedanomics is about
promoting pleasure

(promotion of pleasure)

Usability

(priority of preference)

Ergonomics

Functionality

Ergonomics historically has
been about avoiding pain

(promulgation of process)

Safety

<

standing for three to four hours a
day at work is equivalent to
running 10 marathons per year in
terms of calories burned.

Collective

(personal perfection)

(Hancock et al 2005)

(prevention of pain)

Fitness approach to design
A number of companies are introducing sit-stand workplaces.
These can be adjusted so that people can work sitting down
or standing up, giving the opportunity to vary posture. They
can also help people to burn off calories. A study carried out
by Chester University found that standing for three to four
hours a day at work is equivalent to running 10 marathons
per year in terms of calories burned.223

Paradoxically, the best way to get more done may
be to spend more time doing less. A new and
growing body of multi-disciplinary research shows
that strategic renewal - including daytime
workouts, short afternoon naps, longer sleep
hours, more time away from the office and longer,
more frequent vacations - boosts productivity, job
performance and, of course, health.

The average British man burns 736 calories when standing
for four hours as opposed to 566 when sitting, a difference
of 170 calories, while the average British women burns 618
standing and 476 sitting in the same period, a difference of
142.224
Some companies are going further and introducing treadmill
workstations into their offices. These allow people to walk
on the treadmill while working. The average adult will burn
off around 100 calories per mile walked.225 Assuming that
the average man walks at 3.5 miles per hour and the average
woman at three miles per hour this means that men and
women would burn off 1,400 and 1,200 calories respectively
in a four-hour period, close to double what they would burn
when standing still.

Relax! You’ll be more Productive – Tony Schwartz

Among the participants in our think tanks a few had sit-stand
workstations in their workplaces, including one company
where in all but one office (their UK one) all desks had full
standing adjustment.
104

In one of the companies employees had asked for treadmill
workstations but the manager was sceptical, although they
had provided stand-up desks.

“

In one of our offices they did want the treadmill desk and I have to
say that although I am a sports person I said, ‘We are not having
that’. But what we have done is we have thrown a smattering of
desks that will go up and down that are not allocated to anybody
but they are there if somebody feels they want to stand up and work
they can go and use that desk.”

Other comments from our think tanks:

“
“

We are actually finding we are putting in more height-adjustable desks
due to recommendations from osteopaths. I don’t know if it is a fad or
what, but we have got a lot more within our workspaces.”

Some of the nomadic work advice we give is around health and
wellbeing. If you’ve got a cold for example, you’ve got to make sure you
anti-bac your work surface before you leave it. So there’s that health issue
around nomadic working that we’re quite hot on, especially during the
winter months.”
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Food for thought - conclusions from the UK commission on work and skills 2014 232

Team building and culture need to be developed in a way
that makes remote workers feel part of a team…
Jobs and organisations will become increasingly more
fluid as people move from project to project. It will
become even more necessary to focus on creating a
positive work based culture and to foster teambuilding.233

One-size-fits-all approaches to policy and management
will be less effective, as getting the best from employees
requires understanding individual strengths, needs and
lifestyles…
Managers and organisations will need to place additional
focus on developing individual packages for
employees as well as finding effective ways of switching
from time-based monitoring to results-based monitoring.

Generation Y’s ethical values will increasingly dominate
the job market…
A report by Net Impact (2012)234 outlines students’ and
workers’ high preference for working at a company that
acts in a socially and environmentally responsible manner.
Studies have shown that Generation Y members put a
premium on work-life balance (rather than making career
sacrifices), want greater flexibility, are more globally minded
than previous generations, and in general want more
from their jobs than just financial reward (PWC, 2013).235
By 2030, Generation Y members will make up about 50%
of the working population in the UK (ONS, 2011a). The
general focus of Generation Y members on corporate
social responsibility, work-life balance, and greater
mobility could force corporations to act ethically if they
want to attract employees.
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Employees are
turning to BYOD
because they
want more
control of their
work experience,
thus improving
productivity and
job satisfaction.

Wireless Well Working toolbox
4.1 The What and the How
4.2 Final word – The Wireless Well Working
10 point manifesto
4.3 Let’s get started (initiatives and networks)

Cisco. [Internet Business Solutions Group].
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1.2: T.I.E. (Thesis Industry Exchange)

4.1 The What and the How
‘Changing work environments’ ergonomic model
(J Taylour et al, Orangebox, 2003 unpublished for RIBA CPD)

Background to health and wellbeing strategy for mobile generations
It’s more complex than we thought - what started
off as a mission to provide clear health instructions
and tips for mobile workers has taken us on an
enlightening if sometimes rocky journey through
the world of work health and productivity, touching
on both good and bad practice, enlightening
theories, alarming statistics and unchartered
territories. It’s clear our ambition for wireless well
working is affected by a number of factors and
just supplying nomadic users with instructions and
a tablet stand is scratching the surface (although
a good start). Changes in behaviour can only occur
through organisational wellbeing best practice.

female:male
ratio

sedentary
lifestyles

user
population

To conclude we offer three steps to help create
better environments for the transient worker. We
also proffer some tools and techniques we’ve
devised to assist in this process but organisations
may have their own or take inspiration from some
of the theory and applications described in the
last chapter or follow up on the references.

changing
work
environments

informal

changing
work
culture

where
work can be
done

Whilst experience and intuition can be invaluable for
designers and policy makers, hard facts can reduce costly
excursions down blind alleys. Budding post-graduate
students aren’t always hitting the mark in terms of choosing
insightful Masters topics which have a contribution to
offer to the world and small to medium size companies
don’t always have the money to sponsor large research
topics. For more on this see section 4.3 ‘Let’s get started’.

increased
health
issues

R
A

Step 1

D

Identify what the issues are
1.1 The four cornerstones of wireless well working

Policy includes personal, departmental,
company, governmental and in the case
of children, parental. Have you got these
in place, how do they shape up, can you
glean more from others?

environment

Education includes peers, schools,
parents, business.
Do employees have access to appropriate training, are
they encouraged to attend with CEOs setting the
example, do you as an employer need to learn more?
Environments include designers, architects, specifiers,
health and safety practitioners, facilities managers.
How does yours fare, are you getting health-conscious
advice from the professionals, is it fit for purpose?
Research and development includes organisations,
consultancies, academic institutions. Where there are
gaps, can you find out more or sponsor some research?
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Mobile tech’ guidelines

Personal responsibility

Taylour & Jordan 2014. 236b

1.3 Ergonomic Radar

speed of
work

These have been identified to help us break down the
categories to tackle ill health and outlines where
responsibilities sit for each area:

Company Policy

It’s worth pretending you have ergonomic glasses on so
you can be vigilant and spot the issues and follow the
Ergonomic R.A.D.A.R. plan.

impact of
technology

information
available

less status

knowledge
work

flexibility

generation
XYZ

Predictive and preventative user-centred design
at the R&D stage through to pragmatic swift
intervention supporting rehabilitation in the field is
key. Our model helps to underline a proactive
approach to applying ergonomics. Ergonomics
isn’t just physical either. You can equip workers
with the right stuff but you can’t always make
them use it!

The benefits are there for both employer and
employee and maybe we need to start it young if
we’re to implant the intuitive wellbeing seed and
ensure policy at all levels fosters this approach.

collaborate

accessibility

Our ergonomic model for predicting the future of
work has helped us identify the key agents for
change and potential risks and opportunities that
lie ahead.

We’ve learnt that employees need all the
encouragement and positive culture a company
can muster to motivate them to think about their
tasks, environments and equipment they choose
to interface with and ensure wellness instinctively
rather than dive head first into a career for 20
years before the aches and pains kick in and they
get labelled ‘special’. ‘Why didn’t anyone tell me’,
‘I didn’t have time to think about it’ or ‘I didn’t
think it was that important’ we hear them say
during rehabilitation from serious occupational ill
health.

ageing

There’s a great many institutions doing valuable work to
assist in our knowledge of health in the workplace but we
feel there’s a broken link between industry and education,
resulting in missed opportunities to accelerate our
knowledge and respond swiftly to the fast pace of change
in the workplace. Solid research helps to influence
government and technical product standards and if we’re
not transparent in our needs, a lot of unknown areas of
concern get missed.

Gov/external Policy

policy

sto4 co
n rn
wwes f er
w or

A
R
education

Understand how to address the issues
2.1 The www circle of influence
Use this model (above) to identify what you already have in
place and what you can draw upon to reach wireless well
working.
1) Government policy and international guideline advice can
be sought from the Health and Safety Executive, British
Standards Institute, the Furniture Industrial Research Institute
and others (see bibliography) but the best starting point for
the UK is probably:
(https://responsibilitydeal.dh.gov.uk/category/physicalactivity-network/).

Read the signs (pockets of stress, sources of negativity,
climate complaints, home-made adaptations like books
to raise monitors, rolled up cushions for extra lumbar
support, headphones, people squinting or cupping their
ears to hear)

2) Company policy can then be revisited to reflect the aims of
the Department for Health’s Physical Activity Network Deal.
Introduce incentives for more mobility and other sustainable
plans that aren’t just lip service.
A good starting point is: http://wellbeingcharter.org.uk/index.php

Analyse hot spots of ill-health or poor performance
(measurable stats through observation, comprehension
surveys on objectives/brand values etc, feedback
questionnaires, HR records, facilities manager for visits
and breakages, task analysis of work type, occupancy
and workload)

3) Mobile Technology guidelines can be downloaded
(see 4.3) and issued, or develop your own for all employees.
Ensure managers encourage their use especially the
exercises, discouraging 24-hour connectivity and tips like the
‘walkie talkie’ form of communication.

Demonstrate/Draw attention to the issues of
presenteeism to management (home truths and five
why’s to problem solving*, introduce techniques below to
redesign jobs and workplaces)

4) Personal responsibility can be encouraged and the five
HAPPY tips used to get people thinking. Add improved
wellness to personal or department objectives such as team
steps or weight-loss targets with incentives that can be
matched by personal goals.

Agree goals and take action (go for the simple ones
and for best returns, tackle those in your influence and
raise the ones of concern to highest management level)

http://wirlesswellworking.org.uk/pocketguide

Repeat analysis for signs of improvement (every
time there’s a change to a workspace, even with the best
intentions, there might be a knock-on effect that’s been
overlooked which is detrimental. Update your findings
using the Display Screen Equipment guidelines and
encourage self assessment and adjustment)

R.A.D.A.R. model JT 2014

research
and
development

Step 2

Taylour & Jordan 2014. 236a

* The 5 Whys is a technique used in the Analyse phase of the Six Sigma
DMAIC (Define, Measure, Analyze, Improve, Control) methodology237. It is
a great Six Sigma tool that doesn’t involve data segmentation, hypothesis
testing, regression or other advanced statistical tools, and in many cases
can be completed without a data collection plan.
It’s especially useful when problems involve human factors or interactions.
By repeatedly asking the question “Why” (five is a good rule of thumb),
you can peel away the layers of symptoms which can lead to the root
cause of a problem. Very often the ostensible reason for a problem will
lead you to another question. Although this technique is called “5 Whys,”
you may find that you will need to ask the question fewer or more times
than five before you find the issue related to a problem.

http://wirlesswellworking.org.uk/pocketguide

2.2 Apply psychological ergonomics at organisational
and personal level
It’s not just a physical thing. Whether it’s expressed through
product design, environments, services or job design, the
psychological element is key. Our favoured model, as
adapted by P Jordan, is the four Ps.
The four pleasures framework
The four pleasures framework was originally developed in the
field of anthropology. It looks at the four different types of
positive experience (pleasure) that people can have:
Physio – to do with the body and the senses
Psycho – associated with the cognitive and emotional parts
of the mind
Socio – to do with relationships, both concrete and abstract
Ideo – about people’s tastes and values
The descriptions (over leaf) give some examples of the issues
associated with each of the four pleasures and these are
summarised in the table. A well-balanced work environment
should enhance employees’ wellbeing with respect to all four
dimensions.
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Pleasure
Physio-pleasure…

Physio

This is to do with the body and senses. In the context of
work, issues to do with the body include musculoskeletal
health, having a healthy BMI and being fit and well.

Sub-category
Body

Senses

Psycho

This includes pleasures of both the cognitive and
emotional mind. The cognitive mind is to do with
thinking. For example, do our working circumstances
enable us to be alert, creative, focused and productive?
Does the work interest us and give us the chance to
develop ourselves?

Cognitive (Thinking)

Emotional (Feeling)

Personal wellbeing principles as developed by Professor
Patrick Jordan (2014 238a) helps underline importance of
personal responsibility. The H.A.P.P.Y. model has been
adapted for use at work:

Musculoskeletal issues,
size and weight (BMI)
physical fitness, wellness
Visual acuity, noise, comfort

Meanwhile, sensory issues include the effects on the
senses, particularly sight, whether the workplace is
comfortable and whether noise levels in the workplace
make for a pleasant environment.
Psycho-pleasure…

Apply the five principles of wellbeing

Workplace examples

H

Creativity, focus, alertness,
productivity, interest,
knowledge development
Stress, motivation,
happiness

A

The emotional mind is about our feelings. For example
are we happy and stress-free, do we feel motivated to
do our work?
Socio-pleasure…

Socio

Concrete
relationships (with
identifiable people)

This is to do with relationships. On the one hand there
are concrete relationships. These are relationships with
specific identifiable people. In the context of work this
includes professional relationships such as collaborating
with colleagues and also personal relationships, including
work-life balance issues such as how much time we get
to spend with family and friends.

Abstract
relationships (how
seen by society as a
whole)

Collaboration, family life,
friendships

Status, generational
identity, gender identity,
ethnic identity

The other type of relationships is abstract ones, which
are to do with our place in society and the way that
others think of us. It includes things like our social status
in the eyes of those outside of our work environment and
our age, gender and ethnic identity within it. Does our
work make us respected and are we treated respectfully
and considerately by our employers and fellow employees?
Ideo-pleasure…

P

P
Ideo

Tastes

Ideo-pleasure is to do with our tastes and values. Does
our work enable us to express our tastes and enjoy our
preferences? For example do we have a choice about
our work environment and do we like it, are we allowed
to choose the devices that we prefer to use?

Values

Values are to do with our principles and aspirations. For
example do the ethics of our employers match our own,
does working for them help us to feel good about
ourselves? Does it allow us to attend to the things that
are important in our lives either directly through our work
or through giving us the opportunity to address them
outside of work?

Choice of workplace,
personalisation of
workplace, Bring Your Own
Device (BYOD)
Shared objectives, brand
identity, developing things
that are important to us

Y

Hatch a plan to take responsibility
Optimise your own wellbeing within the context of your
employer’s policies, working environment and training…
As an employee, whatever our work situation and whatever
our employer’s policies there will be things that we can
do ourselves to improve wellbeing. In the short term this
can include learning how to sit with a healthy posture,
learning techniques to reduce stress or managing our
time in a way that makes us more productive. In the longer
term it can include raising wellbeing and performance
issues with management and persuading them to
implement more effective policies and environments.
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Task Analysis
Using existing methods or versions of the following helps to understand
appropriate zones and equipment to reflect the work and workers
within an organisation. It can also be applied to see how well the
existing layouts are functioning, in terms of occupancy, productivity
and functionality:
Seven Cs workplace analysis, Jordan & Taylour, 2014238b

Understand what makes for a truly life-enhancing work
experience and identify the areas where this experience
can be improved. We should make sure that our work
goals are well balanced so that we can grow both
professionally and personally through work and achieve
balance across different life areas.
Push yourself to be positive
Focus on positive aspects of wellbeing, not just avoiding
negatives…
Work is something which should make life better and
increase our level of wellbeing. Instead of thinking in
terms of how to minimise the negative effects of work,
think of the positive benefits that it can bring in terms of
health, wellbeing and personal and professional
development.
Persevere intelligently
Find the information that is needed to help improve
wellbeing and put it into practice…

collaborate
%

conflab
crash
%

customer
counsel
%

www. 7C’s

Agree and set goals
Aim to achieve wellbeing in all areas of your professional
and personal life…

Activity type,
distribution and density
to establish technology
hot spots

consume
refuel
%

create
%

concentrate
confide
%

compute
and
process
%

Its particularly important when mapping and planning degrees of
acoustic control so that ‘noisy’ departments can be grouped away
from queit teams or individuals requiring more concentration time.

Collaborate

Find and use relevant guidelines and advice for physical
and psychological wellbeing. We should put these into
practice to the best extent possible in the context of our
organisation’s work policies and environment.

Furniture for groups (establish nature of
interaction, re configurability, tech required)

Customer/counsel

Virtual technology enabled or
face to face customer centric

Yearn to connect with others
Identify and seek help from those who can help improve
your wellbeing…

Concentrate/confide

Acoustic controlled non-distracting snug

We can find out who can help us improve our wellbeing
and not be shy in getting that help. This includes people
and organisations providing the best advice about best
practice, and those within the organisation who can
facilitate organisational changes.
Lionel Tiger, 1992. The Pursuit of Pleasure
Patrick W Jordan, 2000, Designing Pleasurable Products

2.3 Define third space zones

Bench to booth (establish need for solitary
Compute and process or communal teams, shared or designated)
Create

Inspirational, flexible, informal, enclosed

Consume

Watering hole or dining shared

Conflab

Relaxed (establish formal or informal)
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Step 3
Apply human-centred design & specification
3.1 Fitness-centred design
It’s not enough to make products usable – we’ve discovered
they need to be pleasurable. In the often static work
environment we’d like to take elements of design to the next
level, where the experience provides a positive refreshing
physical and psychological outcome. We call this fitnesscentred design where elements or stations within an office
can actually stimulate the body and mind like stations in a
gym. While they needn’t be literal solutions such as treadmills
and gym balls, elements would all contribute to a positive
outcome and complement the forward-thinking health
strategies of some of the corporates.
Fitness-centred design, J Taylour, 2014239

3.2 Maslow’s hierarchy of ‘I’ device needs 241

3.3 Toolbox of articultion

Stop and think how dependent we are on our smart
devices and be more open minded to BYOD. The chances
are, colleagues have apps on their phones that are
helping them do their jobs more effectively. Certainly
ensure environments are mobile technology-friendly as
reflected in our adapted Maslow’s hierarchy of ‘I’ needs:

Historically pioneered by designers such as Peter Opsvik (Tripp Trapp,
Variable Balans, Gravity) and associated with domestic environments, the
philosophy of movement in design has never been more important. We
know task chairs are very clever but there’s a proliferation of other seating
alternatives where the nomadic worker might stray. They’re not designed
for DSE compliance but they’re being used for bigger chunks of the day
while using technology and they need features that encourage healthy
postures. Here’s some steps for better sitting away from the desk to consider,
whether you’re a buyer, practitioner or designer:

ease of use

Sitting at work – toolbox of articulation
Products that reflect everything the brand represents (enthuse the working day)

mental
and
physical gain

– They will carry the unique hallmarks of the brand combining health and
wellbeing with design and engineering flair
– The toolbox of articulation will ensure that the simple but uncompromised
wellbeing story is intact with everything we do

motivation
and
feedback

fitness
centred
design

Healthy productivity
Perceived comfort

– We will take ergonomics beyond the task chair –to boldly go where no
ergonomist has gone before!

So sticking a wobble on it makes it ergonomic does it?
Well yes actually, it does if it’s executed properly
– Sitting still makes us ill

Acceptibilty
visibility/acoustics

– Sitting still makes us tired
– Sitting still makes us anti-social
– Sitting still makes us less productive
– Sitting still costs companies lots of money
– Stress and back pain are the biggest contributors to time off sick

appropriate
for
environment

biomechanic
credentials

Connectivity
Smartphone charged

– 200 million working days lost last year in the UK
Heck - do we have to be on the ball all the time with
the latest new way of working?
No we don’t – we just have to be responsible for delivering the best solution
to ensure wellbeing – whatever scenario is thrown at us or created by us
– The toolbox will ensure simple, easily digestible products

One low-cost example is carpet motorways with roundabouts
and junctions linking departments to encourage the
‘walkie talkie’ communication alternative to emails. In
other words, if you have a colleague within walking distance,
instead of emailing them, walk and meet them face to
face at their desk, or at a roundabout and take a trip on
a designated route to resolve the issue more effectively.
The result is fitter, quicker, slicker (FQS) communication.
You avoid a trail of emails which might rumble on for days
and draw too many colleagues into the email debate, you
get to take a walk and re-energise yourself, plus there’s a
fair possibility you might have a chance encounter with
another colleague, resolving a second issue you weren’t
expecting to on the way. (JT 2014240)
This might be introduced as part of a wider company
fitness and etiquette guideline that encompasses how
and where you use fixed and mobile technology within a
building (don’t use speaker phones in an open plan
environment, conference calls in enclosed area, talk quietly
when on a mobile and don’t walk into quiet zones with
them etc).

While we want to discourage technology over use, it’s
the smart phones through gaming and personal fitness
apps that will be incentivise workers to move around more.
Too many collaborative environments don’t have changing
facilities, WiFi or a flat surface to allow comfortable hands
free browsing or inputting.

Issuing colleagues with pedometer apps on their
smartphones means individuals or departments
might be incentivised to increase their steps for
cash or some other perk .(e.g. a virtual race to
one of the 8 wonders of the world)

Does ergonomics mean compromised design or cost penalties?

It might sound ‘big brother’ but delivered in the
right way and embedded as part of the culture of
the organisation, and most would welcome a
new way of working and would make sense of
the collaborative spaces – an advanced driving
course for communicators.

The ‘Walkie Talkie’ communication tool
(FQS: Fitter, Quicker, Slicker)

114

– We will lure the end user away from the ‘bandwagon’ specifiers and
manufacturers who don’t understand that ergonomics goes beyond the
task chair (have you actually spent any time in your conference and
meeting chairs recently?)

No, it’s the reverse if included at the concept stage
– It costs no more to bend a tube in a certain direction to add rocking to a
visitor chair or to shape a seat to provide dual contour on a conference
chair
– ‘Form follows function’ – an overused design expression which, on the
rare occasion it’s applied in practice, has led to some design classics
(Eames recliner, Stokke Tripp Trapp, Miller Aeron)

NO
BATTERIES
REQUIRED

Toolbox of articulation
Rock

Lift

Tilt

Flex

Reconfigure

Swing

Wobble

Displace

Roll
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3.4 The ergonomic footprint of third space seating and environments
Collaborative Seating

Educated staff about possible privacy and security risks, and describe
ways of dealing with them.

Adapt existing infrastructure and ensure internal systems
are compatible with tablets. As many companies already
support smartphones, significant changes may not be
required.

You can devise your own list to score and compare
products from very poor to very good and questions
might include:

Provide access to company-wide WiFi to allow access to
work documents and enable sharing. This not only reduces
mobile network costs, but also increases efficiency.

Build and install: Are its materials safe and easy to use,
is it designed for easy of construction and assembly, how
heavy is it, how easy is it pick up and carry, how many
people are required to move it, will it disassemble for transport
and installation, does it have wheels, can it fit in lifts?

Consider providing breakout spaces where tablets can
be used in a more relaxed position.
Accept that it is not possible to separate work and
leisure use of tablet and ensure that privacy and
confidentiality policies reflect that.

Usage: how easy is it to reassemble and reconfigure,
does it provide adequate lumbar support, is the seat
shallow enough for smaller users, how easy is it to use
with a work surface, how comfortable is it and does it
hold its comfort, does it provide sufficient privacy if
required, what are its acoustic properties, how easy it to
clean and clean around it, is it stable?
Recycle: how easy is it to remove from the building, how
easy is it to take apart and separate the parts, how easy
is it to wash and/or recover, are its fillings safe to handle,
can it be re installed easily, can it be refreshed on site?

Workstation

– the list goes on but you could weight the significance
of the criteria as essential and desirable.

Ensure that chairs are adjustable, so users can use tablets with their
backs and arms supported.
Ensure adjustable window blinds and overhead lights with glare
preventing baffles are installed in meeting rooms and breakout areas
where people are likely to use tablets.
Equip meeting rooms with accessories (e.g. external keyboards) that
can be used by anyone.

Device
Provide type covers to all users to support typing
Provide any other external aids (stands, docking stations,
external keyboards) when required or requested for users who
use tablets at their desks.

rate your environment ☺"#

! culture
! task

Educate staff about possible health and safety risks, particularly related
to poor posture, e.g. discourage use on the lap and suggest using
tables for typing.

Workplace

Consider the furniture from a human perspective
throughout its production, install, use and recyclability.

Acoustics
Temperature
Lighting and colour
Nature/daylight
Humidity/air quality

User

3.5 Make sure you have a tablet policy for work
As adapted from Stawarz, 2013, Ergonomic evaluation
of the potential impact of tablets on office workers242

While some products may be highly adjustable or take
some influence from the ‘toolbox of articulation’, others
may appear to be quite static. There’s still an ergonomics
job to be done, however, and where the standards can’t
help us, our ergonomics footprint checklist might help.

Wider ergonomic footprint of third space environments
Although desk based workstations are very prescriptive and
have been fine tuned over the last 20 years or so with
detailed standards and guidelines for best practise, the open
collaborative third space is still finding its feet and there’s
plenty to be done to ensure we tread ‘softy’ through this
relatively new frontier.
Guidelines that do exist are fragmented, sometimes out of
date and confusing. Measuring the effectiveness of an
environment in an open plan office requires a blend of science
and artistic intuition to understand if the physical and
psychological welfare of groups and individuals has been
catered for. This is naturally effected by the tasks being
undertaken but by the culture of the organisation too.
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Consider alternative input methods e.g. encourage the use of
a stylus where possible or provide tablets with gesture-based
keyboards (e.g. with Swype keyboards).
Provide anti-glare protectors to reduce eye strain.

Also refer to the pocket guide to wireless well working for
end users (see the back of this report)
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4.2 Final word – The Wireless Well
Working 10 point manifesto
The following summarises the responsibilities of two major influencers, the employers in
blue and the professional practitioners in green.

WELLBEING
MANAGEMENT
stress, diet and
MSD’s,

DSE/MSD
OVERHAUL
for all work settings
WELLBEING
POLICY
pledge charter
standards

I.T. HEALTH
CODES
for parents/schools
FITNESS CENTRED
DESIGN
for all ages and
abilities

ANALYSIS
health of people,
products, places

:-)

Design & Ergonomics interest groups

Employer

WWW

DATA SHARING
anthropometric
refresh for
designers
MORE RESEARCH
acoustics
eye strain ,and other
‘TIE’ topics

SPECIFICATION
human-centred
design
EDUCATION
mobile technology
guidelines

Wireless Well Working health and productivity strategy, J Taylour, 2014

It requires a partnership with corporations, policy makers
and practitioners to exchange best practice, share valid
research and encourage positive change. Orangebox
has set up a wireless well working forum which is an
extension of its ‘office war’ papers. The company will
also continue to publish articles and online posts relating
to this critical topic and hope to track the progress in
these 10 critical areas for wireless well working.
There is no doubt that the information technology
revolution will continue to shape the future arguably on a
bigger scale than that of the Industrial Revolution 150
years ago. Its impacts on the nature and type of work,
and where it’s done, and the way it influences global
economies and population patterns is already shaking up
the world order.

If Millennials were the invading foot soldiers of new
wearable, socially-active technology pushing on the door
of reluctant corporates, the Z generation will be the
innocent peace-makers harvesting the new order. With a
quiet acceptance and expectation surrounding the rapid
pace of IT innovation, they will be needed to rebuild
bridges between generations and bring a sense of calm.
Their IT sixth sense will be truly embedded in their lives
having been immersed in the internet since birth, so it’s
here we should turn to get an insight into their world and
the impact that will have on them and the workplace as
they start contributing to the world economy over the
next 20 years.
PWC. [The consumerisation of IT - The next-generation CIO].

The conversation has started and

now is the time for action!
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4.3 Let’s get started (initiatives and networks)
Wireless Well Working Forum
Be it through participation with developing ISO draft
standards on corporate well being, signing up to the
government incentives through the health and pensions
‘Pledge’ scheme or influencing products and
environments to support wireless well working, Active
Ergonomics/Orangebox are encouraging readers to
share their discoveries and concerns through our forum
to capture best practise, exchange issues and plan
forthcoming events and initiatives.
For more information, an ongoing online survey and
useful links log onto:
www.wirelesswellworking.org.uk
The 10 point manifesto in 4.2 is not an exhaustive list and
can’t be tackled by any one organisation but there’s an
opportunity here to invite cooperation in tackling some of
the topics raised from industry, commerce and academia
to increase our understanding and provide guidance for
the wider working community. We all want our companies
to be agile and productive to survive but this isn’t an
argument solely based on being competitive in the market
place. This is about collective corporate social responsibility
and we all gain if information and knowledge is shared.
For example, maybe it’s time the clothing industry
released their data on anthropometrics of UK citizens so
that those of us in design, don’t have to start from scratch
and wait for funding to launch a new study that will take
another 3 years to publish.
Maybe it’s time for more of the successful companies to
open their doors and mentor the less fortunate businesses
in their community to impart the softer skills on culture,
wellbeing and health.
Just maybe it’s time the Government started to put the
same energy into school furniture as they do school meals
or more resource into encouraging Sport or even Dance
and Drama as they do Maths and English so we learn
the skills to balance the health of our bodies, minds and
environments for life.
In the meantime, for users and health departments
interested in taking some small steps now, download the
wireless well working guide:
www.wirelesswellworking/pocketguide

Ergonomics For Children Too ( E4C2 )
Orangebox intends building on its campaign to improve work life for
children at home, on the move and at school by formalising its’ activities
through their Active Ergonomics division.
In addition, their Head of Ergonomics, has set up a Children’s Special
Interest Group with the Institute of Ergonomics and Human Factors.
The Institute is the UK’s professional body of Ergonomists and Human
Factors specialists and the new interest group met for the first time in
the Summer of 2014 to discuss pressing issues that need tackling.
The multi-disciplinary group has attracted practitioners from a variety
of professions including Paedeatric physiotherapists, Alexander
Technique Teachers, Designers and Architects, Educationalists and
research students.
Their emerging manifesto and strategies for health and wellbeing in
schools need to grab the attention of policy makers and education
departments and they’re calling for corporate and celebrity backing to
raise public awareness. They also intend lending their support to
worthy research topics.
An example of a project that E4C2 is lending its support to is
LecaSpace, a resource and product platform concept for children with
Autism developed by Rob Burn and is now at pilot and user trial stage.243
Another has been a University College London, Masters paper
entitled ‘Tablet Computers - Exploring the health effects on children’.

www.wirelesswellworking.org.uk

www.wirelesswellworking.org.uk

www.wirelesswellworking/pocketguide

www.wirelesswellworking/pocketguide

For further information contact the IEHF or go to www.ergonomics.org.uk
or follow the links from Active Ergonomics at www.e4c2.org.uk or the
Linkedin group IEHF Children’s Ergonomics Special Interest Group.
There’s also an online survey on tablet use amongst young people.

www.ergonomics.org.uk
Thesis Industry Exchange (TIE) - bridging the academic
and commercial divide
Launched at the Institute of Ergonomics and Human Factors conference
2014, Orangebox has set up the Ergonomics Thesis Industry
Exchange platform which is a website where ergonomic topics can
be posted by companies with burning topics that need researching,
allowing masters undergraduates and potential PhD students to
choose from this list and collaborate with industry.

www.ergonomics.org.uk
www.e4c2.org.uk

www.e4c2.org.uk

Students get to work on live projects and receive commercial mentoring
while companies get to prove or disprove hypotheses which have a
direct impact on their given customer base. This instant relationship
between researcher and potential customer, fast-tracks the knowledge
process, which can take years to percolate through academic
publications and conferences.
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taken from the

Neuehouse manifesto

a complete
rethinking of th
ideal working
environment for
today’s creators

The dramatic rise of co-working
5.1 A global review
5.2 An insight review by Nathan Hurley
5.3 Codesigning space with Studio Tilt
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ACCELERATOR SPACES

5.1 A global review
Deskmag.com is the principle global magazine on co-working and reports
extensively on news and trends globally. It also holds an annual conference on
co-working and conducts an extensive survey to document the changes,
successes and failings within the coworking movement. The most recent
report found the key emerging trends and benefits of co-working as...

71%

of respondents said their creativity had increased since joining

62%

said their standard of work had improved,
countering the common claim that co-working
spaces can be distracting.

79%

Within co-working spaces 53% are freelancers,
while the remainder are a mix of entrepreneurs,
small company employees, some big company
employees, and 8% who describe themselves as
none of the above.
The proportions of female co-workers are up
from 32% in 2010 to 38% in 2014.
The average number of desks and members is
growing. The maximum capacity of most spaces
is now 41 people, and the average membership
size is 44. Desk utilisation is up, from 49% to 55%,
meaning spaces are being used by their members
more frequently. The report states that the majority
of co-workers are so content with their workspace
that they don’t plan to leave. 62% said they have
no plans to leave their locations and less than 5%
will stay just for one month.
One of the most recent and comprehensive reports
into the impact of co-working within a major city
is, Supporting Places of Work: Incubators,
Accelerators and Co-working Spaces. Which was
published in 2014, by The Greater London Authority.

Typically provides space to start-up businesses or existing businesses (which might have been operating
for several years) with the potential for fast growth and good financial returns. A key characteristic is the
fiercely competitive nature of the selection process and dedicated support provided by the space
management and/or investors who work closely with the business to guide their growth.

68%

said they were able to focus better, as
compared to 12% who said the opposite

64%

said they could better complete tasks
on time.

of co-working spaces are independent, 5% are a
franchise, 6% part of an association, and 10% belong
to a network of spaces.

The report sets out in detail the changes and challenges
these new workplace typologies are creating and
examines the current provision for them, throughout
London and outlines the potential benefits, both to
businesses and to the surrounding areas in which they
are located.
The report states the widely accepted definition of a
co-working spaces as - working environments that differ
from the offer of a traditional business centre, by the
emphasis on supporting or facilitating the potential for
interaction between users of the space including
networking, topic clubs and social events. Attention
within a co-working space is paid to the design and
animation of the space, as part of creating the right
physical environment for the community of users. The
intention, to generate interaction and enhance creativity
among users and formulate a sense of place and
community.
The report separates these type of spaces into three
distinct typologies, as a means to better understand what it suggests is a real diversity that otherwise, may
not be so clear. They classify these spaces as –
Incubators, Accelerators and Co-working spaces
(IAC), which are described as:

INCUBATOR SPACES
Provide workspace designed to actively support the growth
of start-ups or a business in its early stages of development.
A distinguishing feature of an incubator is the provision of
business support. Businesses leasing space in an
incubator are chosen through a competitive application
process and do so to access business support facilities,
which may be provided by the incubator management or
their partners. The report states that New York was the
originator of incubator space as early as the late seventies
when Renssealer Polytechnic Institute created an incubation
programme for its students, faculty, and community
residents. ‘First generation incubators offered mainly
affordable workspace and shared facilities typically within
business centres and science parks’.
The GLA report states that the first few years of start-up
a business is the most vulnerable. Owners may have
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incomplete knowledge of their market conditions,
competitors and experience of how to develop a product
or service and leverage opportunities, and lack access to
finance. The objective of an incubator is therefore to offer
support for businesses during this start-up phase, with
the aim of actively enabling business growth. However,
incubators do not cater exclusively for start-ups. Businesses
can also return into incubation in order to develop growth’.
‘Space in incubators are generally intended for start-up
businesses which are in the pre-revenue or early growth
phase. Incubators typically provide support for start-up
businesses for a period of one to two years during the
early stage of development. There is not necessarily a time
limit on the support services but generally businesses stay
within incubator environments for 18 months to five years’.

Accelerator spaces cannot always be easily differentiated from incubator spaces and a key
characteristic is that accelerators focus on start-ups businesses and SMEs (which might have been
operating for several years) that have the potential to achieve high growth, typically within products or
services, which have a national or international market. The potential to achieve rapid growth means
that the high level of support provided within an accelerator space, as opposed to an incubator space,
will typically involve more direct, hands-on involvement from the accelerator managers
An Accelerator example is Barclays Accelerator in Mile End Road, London, which like many innovation
centres is a multi partner venture - described by Microsoft, one of the principles on their website as:
Microsoft Ventures is a strategic partner for promising start-ups
around the world focused on business growth & development,
industrial strength technology and beautiful usable products. Build
locally, scale globally. We help smart companies take flight.
Barclays discuss a 3-month project-taking place at the accelerator.
‘ The Barclays Accelerator, powered by Techstars, is a three month intensive start up
programme designed to support new businesses deliver their breakthrough innovations in
FinTech. More than 300 companies from almost 50 countries worldwide applied for one of
the eleven places on the programme. The winning ideas range from an alternative to pay
day loans, to a next generation credit scoring system, to a peer-to-peer funding platform
for real estate.
Over the next three months, they will be guided through the process of growing and
developing their businesses and will receive expert mentoring and advice from notable
FinTech entrepreneurs, Barclay’s executives, and Techstars managing directors. Each of the
teams will also receive $20,000 seed funding from Techstars’.

CO-WORKING SPACES
These spaces provide a combination of workplace and supporting
facilities at affordable rates with easy in-out contractual conditions.
Co-working facilities provide space where multiple businesses can
operate from, whither for desk based working or more physical
making/prototyping activities or hybrid versions of these.
The provision of space and facilities is orientated towards micro
businesses (often with just one person per business), many of
which are in their startup phase. The format of a co-working space
tends to be that of a large open plan area offering shared desks
where businesses can work (or make things) alongside but not
with one another, meeting areas (and potentially breakout spaces),
a shared reception and facilities such as workshops/labs with
shared machines, café and/or vending facilities. The sharing of
space, equipment and facilities means that the cost of renting
space in a co-working spaces can be lower than the market rate
for office space.
Co-working space and also sometimes incubator and accelerator
space have typically been located within post-industrial conversions,
such as warehouse and loft spaces. These post-industrial buildings
may be outdated and in need of refurbishment but are often
suitable for conversion. Anecdotal evidence suggests they are
considered ‘authentic’ and attractive to the entrepreneurial
community, especially those from creative and cultural sectors. In
this respect, older, post-industrial premises may be considered
important to protect for the provision of space to support start-up
and growth businesses.

The report sets out ‘our work highlighted the wide range of
characteristics covered by IACs, including wide variation in size.
The IAC market in London was also found to be young, though
we acknowledge that the concept and operation of incubators has
been active for some decades, and showing rapid rates of growth,
with the majority of IACs established in the last three years’. There
is increasing awareness among local authorities that IACs, which
operate targeted social programmes, can generate a range of
socio-economic benefits to communities, which extend beyond
commercial or economic returns.
The role of the public sector in supporting and facilitating IACs and
activities conducted by providers has the potential to expand in
order to secure these social benefits. In addition, complementary
services and functions such as cafes and events and follow on
spaces associated with IACs can be attracted to areas and have
the potential to generate additional local growth and become a
catalyst for local business activity.
The scope and ambition of this report reflects how seriously these
new workplace typologies can become within the economy of
major cities, globally. To fully appreciate both the impact and the
potential of co-working, its also important to realise the diversity of
business cultures, interior spaces and mix of people within these
environments and beyond, within the wider business community.
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A new diversity of co-working/workplace settings.
Nueuhouse, New York
The Hub Westminster, London

We highlight five different locations, which while
they don’t all fall within the strict definition of being
a co-working space, as described previously, none
the less each illustrates the scope of the movement,
of work now happening in diverse environments,
that are out with the traditional workplace.

Platform 1 Paddington Station, London
Google Campus, London
Society M, Glasgow

Nueuhouse, New York

The Hub Westminster, London

The super cool Neuehouse in New York declares in its
manifesto.
‘ From the modernist ‘machine for living’ to the post-modernist
‘machine for creating’ Neuehouse is a radically new kind of office:
a series of spaces, experiences and amenities especially suited to
ambitious innovators. A private membership work collective
intended for both solopreneurs and those leading teams of up to
10 people, NeueHouse is a complete rethinking of the ideal
working environment for today’s creators’.
An article in Fortune magazine reported. ‘The first thing
you notice about Neuehouse is about what you’d expect:
The space is impeccably hip. Designed by architect
David Rockwell and interior designer Cristina Azario, it’s
got all the elements of the contemporary boutique hotel
aesthetic: exposed brick, industrial lamps, wingback
smoking chairs, kilim throw pillows, cowhide rugs, giant
palm fronds. A magazine rack displays The Economist
amid obscure literary journals, pricey art magazines, and
the latest issue of Vogue. It’s eclectic chic. The second
thing you notice? Everyone is nice. Really nice. In a stylish
Manhattan private club with hundreds on its waiting list,
you’d expect at least a little snobbery.
After all, Neuehouse (pronounced “new-y-house”) started
out as invite-only and employs a committee to decide
which people on the waiting list get in. But as it happens,
“being nice” is the first rule of membership to Neuehouse.
(The second: “Have good manners.”) It’s easy to wonder
if the over-the-top niceness is all a bit fake, but Oberon
Sinclair, a partner at the company, insists as she walks
me around the airy, 50,000-square-foot facility that, “It’s
real.” Neuehouse opened its doors in May 2013, with the
thesis of building a diverse community that would benefit
from cross-pollination with each other. That aim for
diversity is why a committee carefully handpicks members,
rather than admitting them in the order they applied. As a
result, women run half of the companies in Neuehouse,
and 40% of the space’s 800 members hold a EU passport,
Sinclair says. The co-working space’s investors are “a
sophisticated group of HNW individuals’.
The founding of Neuehouse illustrates the extensive
bandwidth within the coworking movement and its instant
fame and success, with plans afoot to expand to London
and Los Angeles is testament to the need for this more
luxurious and selective club culture within co-working.

Is part of the global HUB network, which allows both
individuals, and small to medium-sized organisations to
share a space with like-minded people and the direct
benefits are opportunities for networking. Each HUB is
licensed by the governing body, the HUB association,
and contributes to the costs of maintaining the association
according to its size. All hubs are quite different, and are
run individually by the local founders who are financially
responsible for their own business. One of the principles
behind the Westminster HUB is the architect Indy Johar,
who remarked in an interview with Design Boom.
“ We’re effectively going to see the corporate model become the
uncorporate model with large companies breaking down into
separate but interwoven branches for their physical
infrastructure, investment, and learning platforms. As a result,
there is a pressing need to open up the office, moving away from
divided departments and cubicles and towards what he
describes as a ‘fluid mix’ wherein executives, start-up’s,
suppliers, and talent makers are all part of a larger ecosystem.”.

Platform 1 Paddington Station, London
This differs from the above examples in that it is
fundamentally a more traditional ‘office for rent’ project,
all-be-it one with a refined diversity of choices of working
spaces, within an interior of refined quality. Platform 1
should really be described as a development in brining a
new vitality into the traditional and long established
‘rentable office space’ sector.
Any environment where a host and venue team are not
pursuing the aim of creating a mutually beneficial
community, where the collective culture is not directed to
the sharing and development of mutually beneficial ideas,
through the mixing of the ‘residents’ within the space. To
help influence, improve and accelerate the progress of
everyone’s business cannot be described as a co-working
environment. However this project does illustrate the
impact co-working is achieving even within the previously
established models of easily accessible, light touch
‘rentable’ office spaces.
Platform 1 is a joint project between The Office Group &
British Rail, which is similar to the project discussed
elsewhere in this report - the partnership in Holland, between
the national rail network NS and Regus to provide
workspaces that can be rented individually or collectively
for the hour, day or week, within national rail hubs.
CEO of The Office Group, Charlie Green said:

“ With excellent transport links, the offices will also be the perfect venue for
larger corporations who may be experiencing an overflow of staff and need space
to accommodate key employees”.

All hubs are quite different, and are run
individually by the local founders who are
financially responsible for their own
business.

A private membership work collective
intended for both solopreneurs and
those leading teams of up to 10 people.
126

Clients who use Platform 1 will also be able to take
advantage of other properties offered by The Office
Group, which give members access to a range of offices
to work from, via The Club, which has spaces through
diverse London business neighborhoods.

127

Chapter 5 – The dramatic rise of co-working

Mobile Generations – A report by Orangebox

Google Campus, London

Society M, Glasgow

‘ We often describe Campus London as an ‘Open Source Building’ where
we provide the operating system and work with partners and the
community to power the ‘apps’ of our users’.

Within this report we comment extensively on the migration
underway from working solely with fixed technology, at a
personal desk, to the ability to work flexibly and anywhere.
Both within the workplace and increasingly when, ‘out
and about’. Reflective of this, is the move by hotels to
reposition themselves to be more that simply a B&B
venue and become a facility which caters to the real needs
of a new generation of business traveller. Who value the
ability to be able to work, individually or with colleagues,
some times with privacy and sometimes within a vibrant
and energetic space, with a diversity of working options an enjoyable environment with perfect connectivity and
refreshments. Society M is one of these new environments
within the recently opened Citizen M hotel in Glasgow.

‘ The two most important attributes of Campus is that it is a place for
learning and mentoring, and to network with similar startups’.
Google Campus is a community of early stage startups,
backed by Google in collaboration with several partners.
Close to the Old Street roundabout in central east
London and described as seven floors of co-working and
events space for the East London start up community.
Google provide free event spaces, fast Wi-Fi, subsidised
desk space as a home for the vibrant startup community.
This Google building houses a café and Central Working
co-working space in the basement an events focused
ground floor, four floors of what they describe as start up
and seed camps, with Google itself occupying the top
floor. Its obviously of huge advantage to Google to be the
protagonist of this environment, if nothing else - think
quick access to bright talent, however they have also
undoubtedly created a very desirable and necessary
environment described by Google in their 2013 Campus
survey, as an environment where:

Society M is made for
those who aren’t bound
by offices or office
conventions,
wanderers doing
business wherever the
connectivity’s good and
the coffee fresh...

Citizen M in a new hotel chain which opened its first
hotels at Schiphol Airport and in the centre of Amsterdam
in 2008 and 2009, with Glasgow, London and New York
following. The brands agenda was to create hotels,
which delivered ‘affordable luxury for the people’ and the
main public space within each hotel was described as
the ‘living room’. The success of the first venues was
quickly recognised with Fodor’s award as one of the top
100 best design hotels in 2011.

Robin Chadha one of the founders remarked at the launch,
“Luxury as a concept has evolved over the last decade.
While luxury used to stand for something only accessible
to the uber-rich, contemporary luxury is available to all.
This is the concept on which citizen M was founded, and
the same concept is what shapes the model for Society
M. The new businessperson conducts business on the
move via smartphones, tablet computers and laptops they are business nomads. However, these same ‘mobile’
business people demand - and deserves a base, which
offers all the luxuries of home. A comfortable lounge with
oversized sofas, creative breakout areas, licensed bar
serving food and drink, a screening room for intimate
showcases or large presentations, and, of course,
complimentary high-speed broadband”.
Society M is of course, not a co-working space with either
the business nor community values of those spaces, it is
however worth while logging that all of these five projects
amongst many, are obviously riding in the slipstream of a
movement, which to borrow from Citizen M itself; is
focused on

On the opening of the Glasgow site the brand stated.
‘M stands for mobile, standing still is not something the
modern businessperson is willing to accept – nor should
they have to. Society M is made for those who aren’t
bound by offices or office conventions, wanderers doing
business wherever the connectivity’s good and the coffee
fresh’ and ‘Business nomads will find spacious meeting
rooms and venues fully equipped with audiovisual
equipment, wipe-clean walls for notes, theories, scribbles
and drawing pictures of your colleagues on’.
‘ those who aren’t bound by offices or office
conventions, wanderers doing business wherever the
connectivity’.

‘ Any entrepreneur can apply to become a member of
Campus and get access to mentorship, education and a
vibrant community. In 2013 alone, Campus had hosted
1,100 startup events, bringing over 100,000 visitors and
enthusiasts through Campus’ doors. With over 22,000
members registered to work from the Cafe and a full
event calendar, the density of the startup ecosystem in
London has never been higher’.
The cache of being within the sphere of Google obviously
has its benefits with observations such as “When we say
we are from Google Campus, it opens a lot of doors”.
The mix of age groups using this facility is reported at
47% of 25-34 year olds, 34% of 35 – 49 and 5% of 50+
and the split of industry sectors at 20% technology, 10%
communications with the remainder a fairly even mix of
finance, media, health, travel etc.
At the launch of the Central Working space within the
Google building, which is a joint development with Barclays
Bank James Layfield, CEO of Central Working, explained,
“There’s an incredible entrepreneurial desire in the country
at the moment with more and more people starting their
own businesses. We provide the ideal environment for
growing businesses, offering our members the support,
infrastructure and tools needed to create the connections,
momentum and recognition that will grow their businesses.
Our partnership with Barclays unlocks this for thousands
more companies.”
David Willetts MP, Minister for Universities and Science,
commented at the opened the new venue “I welcome
this excellent initiative. The partnership between Barclays
and Central Working will provide support for London’s
thriving digital sector and encourage the growth of new
businesses. Its location in Tech City will help to support
job creation and attract investment.” The Central
Working partnership with Barclays Bank has been
instrumental in enabling them to open a third club in less
than 18 months, and there are plans to open another
three clubs in London by March 2013.

We provide the ideal environment for growing
businesses, offering our members the support,
infrastructure and tools needed to create the
connections, momentum and recognition that will
grow their businesses.
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The images of these five environments testify that not only are
these diverse workplaces breaking the mould with regard the
culture of what the contemporary can be, they also clearly
take the view that the design values of these spaces needs to
be as far removed from the idea of the traditional workplace,
as it possibly can be and as articulated by Primo Orpilla in the
adjacent chapter - working leaner and smarter seems central
to any contemporary organisation and all of these spaces are
obviously seeking their own individual path to achieve this.
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5.2 An insight review by Nathan Hurley
Misconceptions

As articulated elsewhere in this report, the recent
advancements in ‘work anywhere’ technology have
dramatically transformed not only our working lives
but also our entire relationship with how and where
we are able to work. In a very short period of time,
these advancements have allowed our work to spill
over into spaces other than the office.
The ad hoc environments where we first found ourselves
weren’t necessarily prepared for the scale and speed of
the office exodus. Coffee shops, our kitchen tables,
railway stations and airports and hotels have not thus far
allowed us to complete our work-day tasks efficiently
and as completely as we require. This insight aims to
identify the current co-working market and its growth
over the past five years while understanding and
analysing the various models that make up the market.
When done well, a co-working space becomes a place
where organic connections inspire all of those within. It’s
a shared space filled with independent and equal workers
fulfilling independent tasks. I think this is beautifully
expressed by Spaces, Amsterdam, which has some of
the most refined co-working spaces in Europe, when it
declares ‘Our job is everything that helps you do yours’.
Central to co-working is a new solution to the problem of
isolation that many freelancers experience working at
home, while at the same time letting them escape its
distractions. It’s not only about the physical space, but
more importantly it’s about establishing oneself within a
vibrant co-working community of similar ‘solopreneurs’,
which is how NeueHouse in New York describes its
co-workers, as described previously.
I briefly examine who’s using the new co-working spaces
and why they feel their chosen work strategy makes
them as productive and effective as possible. Co-working
adopts a culture that can be the polar opposite of
traditional office cultures and so these aspects will be
highlighted along with the benefits and drawbacks that
come with sharing a workplace with a diverse community.
I also identify trends in the marketplace and suggest how
co-working spaces may start to change our larger
economic landscape and how large corporations can
transform their spaces to embrace the benefits offered
by the co-working community.
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There are many misconceptions surrounding co-working
and how it distinguishes itself from business accelerators,
incubators and executive suites (as outlined in the
introduction of this chapter) and other community
workshops and forums, as below. These spaces do not
fit entirely with the central co-working model because
they often don’t contain the social, collaborative, and
informal aspects of the sharing community. In co-working,
management practices are closer to that of a co-operative
with the primary emphasis on community and not
necessarily focused entirely on financial return and profit.
There are also many users of an entirely different community
typology, who favour practices such as unconferencing
where attendees turn up and contribute formally or
informally, such as BarCamp Omaha, which explains its
agenda as:

‘ You just have to be passionate. At BarCamp, you won’t find a predetermined
speaker list or a line of suits passing out business cards. What you will find
is some shaggy dude in a T-shirt talking about moonshine, a web developer
talking about the best practices in SEO, or a world traveller sharing their
experiences. BarCamp is a chance to network, learn something new, and
communicate what you’re most passionate about. Come one, come all.’
Economic landscape
In the UK there are approximately 4.8 million businesses
and 99% of those businesses are SMEs (small/medium
enterprises). 62% of the 4.8 million British businesses
were sole proprietorships while more than a third of
those businesses are found in London or the South East
of England. * Department for Business Innovation and Skills.
The Bureau of Labor Statistics estimates that by 2020,
around 65 million Americans will be freelancers, temps,
independent contractors and solopreneurs, making up
approximately 40% of the workforce.

Europe: 1,160
North America: 853
Asia: 245
South America: 141
Australasia: 65
Africa: 24
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Why co-working exists? The collaborative economy

Co-working models
Co-working currently comes in many different forms.
Co-working workspaces and business centres both
have flexible working at their very core but the two
models were born in very different environments.
Their spaces may cater for different working
demographics and professional sectors but both
promote a flexible way of working. Almost universally,
and for both small and large, the design agenda of all
co-working spaces has been to establish clear
ground between these environments and the
conventional workplace. This is manifest in the more
eclectic mix of furniture and interior decoration used,
though the new, more corporate offices being
designed in California, Australia and Holland
embrace many of the, design ideas and typologies
first found within co-working spaces.

“I normally work from home but I do not
actually choose the day, my diary chooses
the day, or days each week”

Why co-working exists today is in some ways fairly
straightforward; working from home is too detached and
working in a coffee shop is too distracting. People need
a place to connect, to talk, to share, and to grow and
that happens in a co-working space, the only difference
being that co-working communities put an active effort
into the community side.
Co-working offers the right balance between concentration
and connectivity. The idea of sharing in a like-minded
community offers users and their employees a range of
benefits, ones born from the collaborative economy.
Co-working plays a large and increasing role in the
collaborative economy. The interdisciplinary nature of
co-working communities is created by those who share
their skills within that community. A community that is
greater than the sum of its parts. And with the five examples
illustrated in the introduction to this chapter, even within
this new typology of workplace there is a wide diversity in
how these new workplaces are run and work.

Historically, smaller and more domestic co-working
spaces encourage collaboration between creative
industry-centric members. In contrast, traditional
business centres with larger networks have
traditionally catered for corporate clientele and
therefore don’t hold collaboration so close to the
core of their business. This, however, is changing.
The two models are increasingly taking elements of
each other’s business direction and applying it to
their own. The more corporate focused workspaces
are opening up, offering their members packages that
can see them work in more collaborative, softer and
relaxed spaces. Typically more organic co-working
businesses are opening up more spaces across a city
or across a continent to offer their members an
increasingly flexible offering while travelling.

Other notable co-working models that have
differing dynamics are the urban and regional
spaces. Regional co-working is the ideal substitute
for the dining room table. Working from home
often means that the two hours you may have
commuted has now turned into productive
working time. Ultimately it is the technology that
has really allowed home working to gain mass
traction and many now have the freedom to work
out of the office. But there are problems with
working from home, lack of allocated space, lack
of face time with colleagues and the opportunity
to lose focus on work tasks. It also holds true, as
articulated in diverse surveys, that most workers
believe there is a fundamental need to be present
for a least some of the week to maintain continuous
contact with their colleagues and managers.

People need a place to
connect, to talk, to share, and
to grow and that happens in a
co-working space.

On the other hand, co-working spaces in more
central, urban locations account for the majority
of spaces. Spaces that fill our city centres are
traditionally popular because they can service a
larger number of people thanks to good transport
links. Urbanisation means that more people now
live in urban dwellings than ever before and that
trend is set to grow. Urban and rural spaces can
form a partnership that could allow businesses to
flex around the locations of their employees. The
beauty of co-working means that no employee
now needs to work in isolation. Other models
include the business lounge membership, corporate
communities and more ad hoc desk-sharing
proposals, these I touch on later.

‘ Sharing is to ownership what the iPod is to the eight-track, what
the solar panel is to the coal mine. Sharing is clean, crisp, urbane,
post-modern, owning is dull, selfish, timid, backward,’

User demographic
Historically, co-working communities have been made up of small
technology start-up companies, which have thrived within a rich
network that aids their projects. At the time, rents were cheaper and
more flexible than traditional office space and their comfortable and
casual approach resembled student unions or cafés. This meant it was
attractive to a younger, more creative and tech-focused demographic.
Today, that has changed. According to Co-Activate, 80% of co-workers
are university trained with an average age of 34. That average age has
been rising as the benefits of co-working are brought to the attention of
an older audience. There are many different types of people who may
be naturally attracted to all that co-working offers.
Small start-up companies with no more than one or two people will
benefit from flexible costings and diverse community networks. Rural
commuters can save hours each day by not enduring the pilgrimage to
the cities. Co-working offers home workers and freelance professionals
an environment that is comfortable and equipped to work in.

Creative incubators

reported New York Times journalist Mark Levine.

Almost all successful co-working environments are hosted and the
space owners curate them to try and maximise the creative and
productive output of their members. With so many like-minded people
in one space, a certain amount of organic collaboration naturally occurs
but to get the best results, members have to be introduced to one
another to understand what can be mutually gained.
Co-working hosts are the heart of any community. New members will
sometimes be interviewed to see what experience or levels of expertise
they have and the host can then introduce members to other members
appropriately, in the likelihood that a collaborative partnership or
exchange of ideas can take place. And in cases of the super successful
spaces such as Neuehouse in New York, long waiting lists exist for
entry, even though applicants have to go through testing entry criteria
to ensure they can become vital contributors of the community.
The most basic form of curating members would simply be an informal
meeting over a coffee or lunch but hosts are becoming far more
intelligent with their collaborative strategy, as they understand that the
community needs to thrive to survive. Layout becomes important, such
as housing the freelance accountant close to the one-man graduate
tech start-up. The graduate gets guidance and the accountant, in turn,
is buoyed by the entrepreneurial spirit of his/her neighbour and decides
to start a small financial services advice website. This is the community,
and how co-working works.
Many co-working environments will have a focus point and
meeting/lounge collaboration spaces. These may be a café or an
auditorium or maybe more comfortable lounge-type settings. This
central hub is where the community will come to access information
from others, to chat, to socialise, to drink, to eat, to find out what’s going
on that week. This space is vital for the community, it acts as its heart
and without it the space can feel very departmental and fractious.
Hosts deploy various socialising tools to get co-workers networking
such as impromptu workshops, talks or even competitions to help
exploit the collective intelligence of the space. It’s also hardly surprising
that most co-working spaces extend the workday long into the evening
with their community activities.
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Barriers to entry
The creative industries

Noise Pollution

Privacy

According to Deskmag and other sources, 80% of
co-workers work in the creative industries. This includes
everything from advertising, architecture, art and design
to music, fashion, film and media. They’re also early
adopters, willing to try something new and always seeking
an innovation that could solve a problem. Just like any
product or service, if successful it finds its way into the
mainstream and begins to grow and influence our wider
culture. Microsoft and Apple famously started in a garage,
now it probably would be in a co-working space.
Co-working has become normalised and is being
introduced into our culture as a real and vibrant workplace
solution. I foresee that many other industries will now
start to adopt co-working as a very real business solution.

The advantage to having no walls and an open-plan
design means endless communication and collaboration,
but it can come at a cost. Noise pollution has been flagged
as a significant and continuous flaw in co-working’s
design. The lack of dedicated space for users to isolate
themselves for a period of time means it can be difficult
to concentrate when needed. Users will have contrasting
roles and tasks to fulfil. Some may require many phone
conversations while other may require concentrated desk
research and intense reading. These varying types of
jobs mean that the noise generated in an open office
environment can sometimes reach uncomfortable levels.

40% of co-workers want an increased number of private
spaces. As with noise pollution, a lack of privacy could
be a barrier to entry or reason to leave co-working
environments. 13% of co-workers cited the lack of privacy
as a reason for them leaving their space.

We understand that loud levels of noise can be frustrating
but the right level of ambient noise in an office has been
proven to boost creative cognition. Research from The
University of Chicago has concluded that within the
range of 50 and 70 decibels, performances on creative
tasks increased. When the noise levels reached 85
decibels however, this saw a negative impact upon
creativity. Moderate levels of ambient noise saw abstract
processing increase leading to increased creativity. The
right amount of distraction forces the brain to engage
higher levels of cognition, meaning a heightened level of
creativity.(11)

The creative industry in the UK contributes over 6% of
GDP, employs two million Britons and importantly exports
over £16 billion annually. It is the largest and most
diverse creative sector in Europe and it needs to be
nurtured and grown as illustrated by the extensive study
by the GLC in London reported previously. Co-working
offers that sanctuary where businesses have the flexibility
of space and cashflow to allow them to be as efficient as
they need to be.
Flexible working hours

The solutions to this issue are expanding rapidly from
companies such as Coffivity.com which has created an
application for mobile devices that allows users to play
back the recorded sounds of an ambient coffee shop
entitled ‘morning murmur’. It aims to boost the creativity
of those who work in isolation. Or Simplynoise.com, which
packages its solutions into easily understood packages,
such as:

Over 50% of co-workers use their desk around the clock
and 83% of current co-workers believe that co-working
spaces should offer continuous 24/7 access. So we
understand that co-workers like to work non-traditional
hours, but why? It allows flexibility throughout the workday
to achieve the tasks that need to be addressed. One in
two members accesses their workspace around the clock.
Only 30% like to work during traditional business hours
(9am to 5pm UK, or 10am to 6pm in most countries). It’s
interesting to note the difference between the desired
access times and the actual current access – 38% use
business hours (meaning there’s a slight demand on
more flexible plans). Half-day access is rare, and one in
ten members has a limited number of days per month.
The monthly 24/7 plan is emerging as the co-working
industry standard.

White Noise - Contains sound across all frequencies.
White noise is the most effective at blocking distractions
because it covers the largest spectrum range. It’s great
for reading, writing, studying, and anything else that
requires focus.
Pink Noise - A blend of high and low frequencies that
produce a mesmerising waterfall effect. Pink noise is great
for melting away stress while keeping you alert and
energised. The airy pulse creates a therapeutic environment
that relaxes your mind and body.
Brown Noise - Utilises the lower sound frequencies to
generate a deep ambient rumble. Brown noise is excellent
for aiding sleep, pacifying children and pets, and even
masking tinnitus. It’s also great for breaking in audio
equipment and soothing migraines.

“ Some people are more productive in the morning and some people
are more productive later in the day and you know it’s down to your
personality, I’m not sure you can be more precise than that.”
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On average, co-working spaces are louder than traditional
office environments. It seems that this feature of the space
is a double-edged sword. It is a product of the community
that co-working has striven to create. I don’t believe we
should try to control these levels, space designers need
to provide alternative space for varying tasks and jobs
that need more isolation and, as is increasingly proven,
co-working will be more of an attractive option for an
ever-widening target market.

Space where users can isolate themselves throughout
the day, places that are dedicated to phone calls or
environments that lend themselves to more private
meetings or focused work reflect the variety of activities
in co-working spaces. Compartmentalising too much is
in danger of diluting the community spirit but choice
appears to be key, balancing the collaborative with the
focused. An alternative solution and one that is being
adopted by many is that of secluded company spaces.
This is allocated space for one company to operate while
still having access to the complete community. This offers
a place where members can open up but also retreat.
It can be vital for certain businesses that operate within
the same marketplace to separate themselves from others
using the same space. Collaboration is important but in
business terms a competitive edge may be even better.
It’s now common practice in many co-working environments
for hosts to separate competing businesses or individuals
to protect their privacy.
Overcrowding
In certain instances, due to the demand and rapid growth
in popularity of co-working, spaces are now subject to
overcrowding. A recent survey from current co-workers
revealed that the ideal number of people within a space
was fewer than 20, although the average number is often
much higher than this. It’s vitally important that the
spaces react and mould around the inhabitants, whether
that’s increasing footprint or using more intelligent flexible
furnishings. Urbanisation means that these spaces are
only going to become more popular.
There are certain pitfalls that come naturally with
overcrowding of a space, such as cramped working
conditions, noise pollution, visual distractions and lack of
facilities. It’s a fine balance between a space thriving or
diving. Too many partitions and crowd control will kill the
community and too little will deter people from revisiting.
Data protection
Some spaces offer their inhabitants and their businesses
access to a central server in which those inhabitants can
control their data and content. However, when there is a
chance of competitors sharing server space and the
unknown security or privacy of that server, then many
users become uncomfortable. Not only digital data
protection but physical too: hosts will immediately act
upon two competitors using a particular space and arrange
it so that those businesses’ interests don’t collide. The
tendency to increasingly cloud our data to shared servers
will obviously enhance the potential and scope of the
digital tools used within co-working environments.
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Not like the traditional workplace - the bespoke factor
Corporate co-working

On the surface, co-working environments may
seem very different to conventional offices that
users have experienced before. They’re open,
more casual and comfortable and very much
focused around central meeting and collaborating
spaces that many of our more contemporary
workplaces designed in the last five years have
now adopted. The difference is that there is a
focus on ‘bespoke and unique’ to create an
identity for itself and the opportunity to create an
identity for all of its co-workers. As a significant
proportion of co-workers come from the home
setting rather than a traditional office, a certain
level of comfort and domestication also seems to
be a universal given.

Corporate co-working is starting to gain traction. The
goals can be varied, from saving real estate costs to
providing space for young talent or simply to provide
remote working options for agile workers. There are many
examples of organisations adopting and subscribing to
co-working spaces for the benefit of their workforce.
Many corporate co-workers are American organisations,
such as Yahoo! which has shared its R&D building with
other businesses for years in aid of collaborating and
sharing innovation. And almost half of the Fortune 500
companies are subscribed to Regus, with the many
membership packages that it offers, and we discussed
previously the Google campus in London.
There are three ways a business can incorporate
co-working into its enterprise.
Firstly, it can simply give employees access to an external co-working
facility closer to their home. A membership could include a few days a
week in the space and the remaining days in their own office. This strategy
will give the employee greater satisfaction, as commuting times are
reduced without the isolation of working from a home office. This will allow
the organisation to reduce costs by shrinking its central office footprint
while giving staff an adequate membership for a local co-working
environment. Co-working spaces will effectively become satellite offices
where groups of employees who live in certain regions can gather and still
remain focused upon their tasks for the business.

2

1

Secondly, an organisation could transform its entire office into a co-working
environment. This will allow selected freelancers, contractors, suppliers and
even customers a chance to use the same space and create a community
of like-minded individuals. The desk rental can be a revenue stream and the
new members of the office can spark innovation and dynamism. Hosting
other businesses seems a little strange but it’s an intelligent way to solve
unused desk space and to form new energy and relationships. The myriad
benefits achieved through open-source information technology proves the
case of the potential of a more open collaborative approach.

In Germany, chemical company BASF opened several
co-working spaces in Berlin, inviting not just their own
employees to use them on a drop-in basis but allowing
partners and customers to benefit. AT&T has opened an
innovation centre where small start-ups can use the space
to grow. It sees innovations first-hand while also using
the space to acquire talent for its own business.
Proctor & Gamble created a co-working space in San
Diego, California for its global healthcare team. Employees
can drop in to work there; Johnson & Johnson also
incubates start-ups and invites independent workers in
the healthcare sector to use the space. In these kinds of
company-sponsored co-working spaces, the idea is to
boost cross-team collaboration, reduce fixed office-space
expenditures, and increase the flow of new ideas from
both within and outside the company.
In the USA, Plantronics has reduced its head office campus
to accommodate only 60% of its staff while offering
co-working memberships to all but skeleton staff, and
the American insurance company State Farm has opened
a co-working space that invites customers and
non-customers to come and work from its location. The
idea isn’t to sell more insurance directly, it’s to house
conversations and incubate local businesses. The space
offers financial coaching to young businesses along with
a chance to use the space as a platform for classes and
exhibitions.

3

Co-working can also be the stimulant for office evolution rather than a
revolution, with businesses starting to defragment. Organisations are
starting to break up their departments and allow employees to use
office space more freely. Accountants sitting next to project managers
and senior management sitting next to junior designers can make for a
more fluid, inspiring and dynamic environment. Businesses that have
whole floors dedicated to just one department miss out on so much
interaction and communication between employees. Opening up the
space, forcing people to move around and communicate with others,
is a positive workplace strategy that is proving central to the success of
countless new generation tech, media and financial companies.

“ It’s empowering to be told you can work
when and where you want, that makes you
feel like a grown-up. The other thing I find
is, if you work in a good office which is
quite buzzy, that’s quite friendly and
energising, you take the energy from that.”
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The rise of the co-working brand
Many co-working spaces are seeing such huge
demand for their service that they are forced to
expand. Brands with multiple offices can offer their
members a richer, more flexible working solution.
This is positive because it allows users to buy a
membership and benefit from multiple locations,
possibly across multiple continents. Corporate
businesses will look for brands or co-working
businesses that can offer them that flexibility over
the smaller, single-location businesses.
Are co-working spaces profitable?
One way in which smaller independent co-working
spaces can attract an international or more mobile
audience is by forming an alliance and supplying
members with a visa. Very quickly these joined
forces can compete in terms of locations with the
handful of major brands in the marketplace.
A visa is already in existence across the global map,
which sees over 200 spaces joining forces. This
is good news for the member as his membership
entitlements can be passed from location to
location and from space to space. The participating
spaces have to adhere to agreed guidelines and
standards but the alliance means that it can compete
with the big property players.

Most co-working spaces are open and transparent when
it comes to costs and prices. The aim is not to lock people
into long contracts but to preserve the collaborative
atmosphere so valued in co-working spaces, based on
the trust between its members and not on profit-squeezing.
According to a recent report, however, only 40% of spaces
are currently profitable, but over 70% of spaces have
become profitable after two years in operation.
Co-working spaces earn the majority of their revenue,
unsurprisingly, by renting out desks but increasingly they
are also exploiting their venue to generate additional
revenue.
Privately run co-working spaces are more profitable after
the two-year period that spaces run for non-profit or
supported by the government. There does seem to be a
threshold to profitability, with 70% of all privately operated
co-working spaces that serve 50 or more members now
run a profit. Co-working spaces that have between 10
and 49 members have a profitability rate of about 40%.
Of course, economies of scale suggest that the more
members accommodated in a space, the more profitable
you can become. Smaller spaces struggle more than most.
If a community is under 10 strong, then 56% of those
businesses will report a loss. It’s a difficult landscape for
the smaller spaces to traverse. The figures suggest that
30% of privately operated co-working spaces with fewer
than 30 members still operate at a loss after two years.(19)

137

Mobile Generations – A report by Orangebox

W H A T

Some International comparisons
A quick overview of the similarities and differences in four
countries on different continents illustrates how co-working
has adapted to those local economies and cultures and
highlights how malleable the idea can be to the working of
local cultures.

USA

Brazil

Germany

South Korea

The US is by far the largest co-working country
with over 781 spaces as of 2013. That figure rose
by 45% during 2012/13 cementing the movement
as a frequent option for many looking for new
ways of working. With average monthly costs at
US$365 for 24/7 access, co-working is also the
more affordable option for many.

As has been widely reported, Brazil’s economic
potential is being realised and is now one of the
fastest growing markets in the world. According
to government statistics, 22 million Brazilians
have been brought out of poverty in the last two
years. The idea of co-working has been
established in Brazil since 2008 when there were
two co-working businesses in Sao Paulo. As of
2014, there were over 95 co-working spaces in
17 cities across the country. As in the UK, the
demographic of users is primarily young
professionals aged between 26 and 35.

Berlin is at the heart of the co-working movement
in Europe, but is not the only German city where
co-working is rapidly evolving. Hamburg, Munich,
Cologne, Dusseldorf and Leipzig all have co-working
cultures that share the 230 co-working businesses
across Germany. Unlike London and the UK,
Germany has spread its co-working culture much
further afield.

Co-working in South Korea has evolved slightly
differently, and is built on steady conglomerate
foundations. Companies such as Hyundai,
Samsung, Daewoo and LG provide the economy
with stable and long-term jobs. 20% of Korea’s
exports come from Samsung alone. With those
businesses being so powerful, they tend to
attract the top young talent to their organisations,
leaving Korea with less of a flexible and innovative
workforce than other nations. Those tendencies
are not unique to Korea though, other Asian Tiger
economies like Hong Kong and Singapore also
suffer from a young workforce seeking stability
with some of the flexibility offered within Europe
and the US.

The main aspect that sets the US apart from other
co-working countries is the number of citizens who
are self-employed. Nearly a third of all Americans
(42 million) are self-employed or working for a
small start-up business. That means conditions
are perfect for flexible, short-term workspaces. In
contrast, the number of co-workers who are
employed by medium or large-sized companies is
also the highest out of all the co-working nations.
35% of US co-workers are employed by a
company and 8% of those are employed by a
company of more than 100 employees, a higher
number than in any other nation.

Many Brazilians choose not to work from
cafeterias or libraries. The environments take
more of a rigid form, with 66% of co-workers in
Sao Paulo describing their temporary space as
‘business centre’. Although business centres tend
to be larger in space and have more users than
co-working businesses, the average number of
people using a Brazilian co-working space is 15.

Thanks to regional cities having good facilities to
share and collaborate, over 30% of co-workers
walk or cycle to their community, indicating that
the proximity of the facility is important to them.
Like other co-working nations however, large
investments in regional locations have not
materialised to date. A huge percentage of
America’s communities are within cities.

25% of co-workers have started their new work
model in the last year. 18% of Brazilian co-workers
say they use their space once a month and a
further 22% use their space once a week. This
highlights the flexibility that co-working offers to
people but this is more sporadic than in the UK
where a higher percentage of co-workers use
their space on a daily basis.

One standout feature of the US co-working
movement is the type of facilities that are on offer.
If a co-worker wants a large space with a more
rigid structure of offices and more premium
furnishings, then that is available. Similarly, there
are spaces with no more than 12 people who
have more of a co-operative approach to working
and living. The range and diversity of the workplace
systems is rich.

Brazilian entrepreneurship is now at a record high
and the co-working model is obviously well suited
to start-up companies. Cities like Sao Paulo, Rio
de Janeiro and Salvador have now established a
refined co-working culture.(14)

Something that will be a constant throughout is
connectivity, over 50% of US co-workers work in
the broad field of ‘tech’ and so the spaces are
hyper-connected for ease and speed of workflow.
75% of US co-workers have degrees and the
college campus is considered to be a breeding
ground for entrepreneurship and collaboration,
reflected in the design of some co-working spaces
to ease the transition from study to work.
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Many cities have been bitten by the co-working
bug, including small towns and villages. Unlike
many co-working nations where the movement is
still restricted to major urban areas, Germany
seems to be proactive in understanding the
movement’s potential and what it can do for
businesses. Many co-working owners and hosts
meet regularly at conferences and meetings to
learn and share with each other.
In comparison to other working cultures, German
workers historically keep their business and
personal life separate. Generation X and Y are
changing that slightly. Entering a community both
professionally and socially is making Germany’s
start-up economy boom. Berlin, home to Germany’s
creative and start-up culture, has evolved into a
free, open, relaxed city where co-working is
understood to work effectively for a wide range of
users. Co-working here is more affordable than
other cities like New York or London as the
general cost of living is lower, which means more
people can access these types of communities.
The more open they become, the more successful
they will become.
German spaces tend to be multi-disciplinary in
terms of the types of tasks and projects being
played out in their environments. Creatives, artists,
freelance accountants and consultants all make
up the same multicultural space. Certainly in
other co-working countries, certain types of
profession choose their spaces to separate
themselves from dissimilar disciplines. The
investment in activities to bring the space users
together would also be a deciding factor. Whether
it’s weekly breakfast meetings or shared lunches,
the hosts tend to understand the concept of
community more than many other co-working
cultures. What sets Germany apart is the
normalisation of the movement and how quickly
people have positively responded to its benefits
and perhaps this is why Germany leads the way
in the co-working world outside of the US.(15)
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What if co-working becomes the hub on
the high street, brings local communities
together and allows more Millennials to
work for themselves?

What if businesses open up their doors and allow
start-ups and freelancers to use their space and
collaborate on projects?

What if your business
moves to various
co-working communities
every year to stimulate
innovation and growth?

Co-working environments are starting to incubate
young talent to try and achieve financial stability.
Korea’s capital Seoul is very much at the centre
of the co-working movement and has eight
facilities across the city. The younger generations
are starting to use western coffee shops as
workplaces and the new government aims to
promote the creative industries, so co-working is
finding its feet. The government reportedly has
ambitions to make Seoul the ‘sharing city’. Korea
has outstanding connectivity and IT systems in
place, not to mention the second fastest
broadband speed in the world. This, coupled with
a highly dense population, means co-working will
undoubtedly spread quickly.(16)

What if businesses close some of their central head
office space and help encourage more dispersed and
rural co-working spaces?

What if a conglomerate were to
cross-pollinate with members from a
specific people-curated space and
watch old work cultures change?
Whatever the trends as outlined above, co-working spaces
are now here to stay and I believe if better understood could
offer real benefit to the economy at large. As we move away
from the historical culture of one person, one desk and as
more of us are increasingly required to become more mobile,
I think the blossoming of the superb diversity and new work
cultures within co-working spaces globally can prove a real
boon to all of us - both the individual and the corporate.
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Mobile Generations – A report by Orangebox

‘While people can no longer rely on their college degrees to

deliver an instant career, individuals have become more
flexible and creative with their professions. They are starting
businesses, creating jobs for themselves, and hustling for the
next opportunity. The US Bureau of Labor Statistics estimates
that by 2020, about 65 million Americans will be freelancers,
temps, independent contractors and solopreneurs, making
up about 40% of the workforce. Concurrently, workspaces
are sprouting around the country in order to accommodate
the growing number of nomadic workers.
As the American workforce trends toward independent contracting,
freelance, and temping, co-working spaces and the collaborative,
connective environments they create become more and more important
– from both a social and professional standpoint’.
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The new digital marketplace for
taxis, bedrooms & places to work.
Some of the most recent successes in tech companies have been the
ones creating a new digital online marketplace such as AirBnB, which
has grown in a very short period of time to become a company
valued at $10 billion, (with 60,000+ users a night), from renting either
a room, your apartment or home. Or the better-known car-booking
service Uber, which has startled many people with its rapid growth,
as reported on CNN ‘Uber CEO Travis Kalanick’s idea for an app
that connects passengers with taxi drivers has gone from scrappy
start-up to an $18 billion valuation’. In a recent interview Kalanick
describes Uber as more than simply an app.

“ Uber is a technology platform that connects riders and drivers. So
you want a ride, we are going to connect you to all the transportation
providers that are available in a market, and we’re going to get you
the quickest pick-up time, highest quality ride, and get it to you at
the lowest cost that's possible.”

Forbes recently reported on the growth of these new digital marketplaces or shared economies,
under the headline ‘AirBnB And The Unstoppable Rise Of The Share Economy’, where it
estimated that the revenue flowing through the share economy directly into people’s wallets would
surpass $3.5 billion in 2013, with growth exceeding 25%. It suggested that this new ‘shared economy’
is potentially far more disruptive than many people may realise, creating new markets where asset
owners use digital clearinghouses to capitalise on the unused capacity of things they already have,
and consumers rent from their peers rather than rent or buy from a company.
“ Just as YouTube did with TV and the blogosphere did to mainstream media, the
share economy blows up the industrial model of companies owning and people
consuming, and allows everyone to be both consumer and producer, along with the
potential for cash that the latter provides. Shervin Pishevar, a venture capitalist at
Menlo Ventures and an investor in Getaround, TaskRabbit, Uber and other start-ups
in this space, believes these services will have a major impact on the economics of
cities. “This is much bigger than any specific app,” he says. “This is a movement as
important as when the web browser came out”.

According to research firm IDC, the number of mobile
workers – those without a fixed office space – increased to
nearly 1.2 billion globally in 2013. Many companies are at
the forefront of this trend to reduce office space and associated
costs by encouraging their employees to find flexible
workspaces. Workplace flexibility has introduced a new
philosophy for managers and benefits for employees by
focusing on productivity and not face time in the office.
The success of Uber and AirBnB has drawn attention to
LiquidSpace, which creates a similar online marketplace
for quick access to diverse meeting or working spaces, for
the hour, day or week. Apart from co-working spaces, they
work with large companies that turn underused real estate
into collaborative assets and simultaneously allow their
employees to tap into a more diverse network of on-demand
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work and meeting spaces. They enable users to book meeting
rooms or alternative spaces at hotels and other venues on
demand through traditional online and mobile channels.
Once booked, that space is reserved for the user, who can
invite other colleagues. The LiquidSpace app helps people
find and book a workspace custom-fit to their needs, where
and whenever they need it.
The app asks users to specify date, time and location, along
with ‘how I work’, or the type of environment that they want
to maximise their productivity. They can select, for example,
a ‘cone of silence’, or ‘room with view’, for one to 50 people,
near the airport or within a few blocks of where they’re
standing. The app generates a list of what’s available nearby
according to these specifications. Some spaces are free,
other luxury spaces go for hundreds of dollars a day.

LiquidSpace is active in around 200 cities across the USA,
with its strongest markets in the San Francisco Bay Area,
New York, Washington DC, Los Angeles, Dallas, Houston,
Miami and Denver and now in Australia. It generates its
revenue from small fees each time a user rents a space and
it doesn’t cost suppliers anything to list their spaces on the
LiquidSpace market, unless they begin to use advertising
features to manage and promote their listings. More than
16,000 corporations of all sizes are now working with
LiquidSpace to book workspaces.
LiquidSpace has now become active in the hotel sector
through its tieups with Marriott and Hilton. At the time of
the launch of the Marriott collaboration, LiquidSpace
CEO Mark Gilbreath said:
‘ We are driven to find new ways to help professionals work smarter, and Marriott’s high quality
workspaces and meeting rooms are an exciting addition to our growing marketplace. Marriott’s
new Workspace on Demand service is helping to accelerate a dramatic transformation in the
real estate landscape, which is part of the consumerisation of the workplace. Companies are
reducing their total real estate expense by moving away from fixed assets and individuals are
enjoying more personal choice in where and how they work.
What’s really interesting is that we’re seeing hotels not just offer up their existing, underutilised
meeting rooms, we’re actually seeing them reconfigure other areas of their properties to create
additional workspaces that meet the demands of a growing mobile workforce. Co-working
lounges, a private office staged poolside, workspace on roof decks – these are just a few
examples of the new range of hotel workspace options offering all of the professional amenities
one needs to be productive.’

The media reported this new partnership with the headline;
Hotels Are The Fastest Growing On-Demand Office
Space in the US.
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“

if you have an
environment where
people want to
hang out,

Interviews & Observations
6.1 Interview with Primo Orpilla
Studio O+A San Francisco
6.2 Interview with Andrew Harrison

”

Primo Orpilla
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On a recent trip to San Francisco, and subsequently in
London, we caught up with Primo Orpilla, principal of the
multi award-winning Studio O + A in San Francisco, to
explore the dynamics behind its workplace projects.

Primo, together with his partner Verda Alexander,
heads an architectural studio with a client roll call
that would be the envy of any global architectural
practice, realising workplace environments for Cisco,
Facebook, AOL, Yelp!, eBay, Microsoft, PayPal and
MTV among others.
O + A has steadfastly resisted rapid expansion because
Primo believes the continuous, hands-on experience of a
practice centred on designers, not multi-disciplinary
consultants, cannot be up-scaled, reduced to a formula
and carried out via multi-branch, large-scale studios.
O + A believes that its pool of highly experienced designers are best
placed to help guide clients through the complex stages of realising a new
work environment which explores, articulates and amplifies their culture
and brand values. Primo also believes these new workplace values of their
predominantly Silicon Valley tech companies will prove to be early
adopters of a new workplace environment, more centred on the Millennial
generation with its views on how individuals want to work and what the
best IT tools are to achieve this.
Primo projects that our increasingly flexible, multi-accessible workplace
technology will break down the more historically fixed work areas.
“Employees will be able to work anywhere, they can now meander
through the office and camp out in any area. Every nook and cranny
becomes useful, even in the hallways.”
There is a myth that the work environments of the Silicon Valley tech
companies deal more in ironic or irrelevant design; the pink flamingo in
reception, the mirrored lion here, the beach hut there. Primo rejects this
and believes their clients increasingly seek his practice to collaborate
with because of their clear agenda to deliver refined original design. The
proof of this is clear when visiting their projects, where each client FM
team carefully instils pride and care in maintaining the quality and details
of each of their spaces.
The low-cost, assembled office with second-hand
furniture may be OK for the 10 man start-up but not for
the 300+ seeking a successful IPO or about to move
through a phase of rapid growth. A consistent value with
all O + A projects is the predominance of the handmade
over the manufactured system.

Primo agrees with our view that part of the motivation behind this is the desire for
Millennials to seek an authentic and readable counterpoint to their omnipresent
technology, the desire to be within an environment that speaks more of the
idiosyncratic, personal & handmade over corporate uniformity. Primo believes that
the global office furniture brands have been slow at both articulating and
answering this real need to allow designers to customise both products and
interiors as much as they can.
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O + A clients want their workspace to be unique to
themselves, to define their own personality and
articulate their own brand narrative and the O + A
designers are increasingly seeking a toolbox of
architectural and furniture component parts to allow
them to achieve this.

We also believe that the workplace innovation, which is
centred on an environment focused on the evolving and
changing needs of the group and not the isolated
individual, has been at its most innovative and
progressive in San Francisco and the Bay area.

We asked Primo some questions to explore in more
detail what the creators of more mainstream corporate
workspaces can learn from the experimentation within
the new work settings O + A have been creating for
clients. Especially when these clients may not only be
early adopters of new ways of working, but also often
the innovators of the new technologies which are poised
to shape the technology platforms and tools we will all
increasingly use through the next five years and beyond.

What is the key consistent problem your diverse clients are
looking to solve by choosing to work with O+A?
Well I think there are a couple of things - there’s an interest today in
collaboration. And I think the consistent problem when you dig down
a little deeper, I think they’re trying, essentially, to build a better culture
and community. What has been clear is that as the economy or as
the workforce changes, there is this need of building this community.
A lot of the older companies, their tendency is just to have a labour
force as opposed to a kind of unified collective of people who work
with you. And I think there’s a big difference in labour force and a
group of people that are on board and willing to work. It’s not just a
job to them. So how can we create that environment and those
features in their workspace that help cultivate that?
So that’s proved true pretty much across the board? I assume
there are also individual issues with each project. Each project
is unique?
Yes. I think you’re solving for a certain type, whether it s a company
or an entrepreneur or a set of philosophies, we kind of take our cues
from that. And then we design specific to the culture and the people
working there and the things that they’re going to need. We know kind
of the subset and the things we need to make a successful workplace
and we try to put those into the environment and we say these are
the things that you re going to need to create that environment.
Why do you believe that designers and not a mixed team of
workplace consultants are best placed to help organisations
realise change through the complex process of cultural
evolution and the migration into fundamentally new workplaces?
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That’s a pretty interesting question. It’s interesting because I think
about it all the time. It’s like we have these consultants that
strategically pull together information, aggregate the information and
put together a brief. And spaces don’t go together with a brief. You
need designers; you need people who understand the more tactile
qualities of a space. And I think at the end of the day you can have
this underpinning of these details but it’s very tactile, it’s very
experience-oriented, it’s the experience that I think a workplace
consultant will miss and where design and designers can help bridge
that gap. Because it’s the tactile-ness, it s the appropriateness of the
materials, the appropriateness of the features or fixtures in the space
that tie back the brand, that tie back to client, that tie back to the way
they want their company to feel and be represented. And you can’t
do that at the workplace consultancy level. You need to have a
designer - designers follow trends and they know what’s happening
in the finish and furniture world and in the design world and they need
to understand the end user so they can create a space that is specific
to them. A workplace consultant can get the attributes and
characteristics right or the problems, but they can’t necessarily solve
for the aesthetics and the more textural things and put it in a context
for the user to experience.
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And one of the things about your firm is that all of the
designers work sort of holistically on the project - right? They
work as designers from beginning to end. O + A doesn’t even
compartmentalise within its own structure?
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Right. It’s assumed that you’re going to have to gather this data. It’s
assumed that you’re going to have a certain set of components that
are going to help solve the problem. And you need to layer the
human, the experience, and the whole tactile nature of interiors.
Which is what the designer is always striving for.
Can you articulate in a little more detail your belief that the
West Coast work environment, typical of O+A, will increasingly
be adopted by the mid-America and global corporate
organisation?
You know it’s interesting, I just had this conversation. Is it the
economy? Probably not. I think it’s the realisation that interiors are
basically an integral part of a business. And the way that environment
is set up will either help or hinder. And right now the importance of
interiors is felt worldwide. That’s why we get calls from all over the
place, because the West Coast is an early-adopter part of the world
anyway. So we have entrepreneurs that don’t really care what the
rules are - they’re going to break them and they’re going to innovate
and continue to innovate and bring them right into their product. And
in the same way, they know that workplace is a contributing factor. It’s
like if you have an environment where people want to hang out, they
want to socialise, hopefully they’ll be inspired - they’re going to stay
longer. They’re going to be happy at work. And I think that’s
something that’s worldwide. It’s not necessarily even across Middle
America. It’s like everybody realises this. So it’s a pivot that I’ve kind
of seen happening in the last four or five years.

Your clients are working with O+A because of your belief that
creating great, cool design is fundamental to a successful
workplace. Why is great design so important?

Do you think it is specifically a West Coast phenomenon in its
origins - or did it pop up everywhere at once? Or is it because
it all started in Silicon Valley? Do you see it as West Coast?
I see parts of it being very West Coast-related. And it goes back to
the whole idea of early adopters and technologies. You know
technology firms, sort of inherent in their philosophies is that we have
to innovate, we need to innovate, and we need to come up with ideas.
It’s almost like where we are in the workplace and in the lead among
other competitors, and how can we keep that lead? And everybody’s
realised that people are a big part of making this happen. And happy
people that program or work together or share ideas seem to be a
recipe for success. Also probably something that’s unique to this
industry - I would say it’s actually within the last five years - is that
people are working smaller and more efficiently. Facebook is about a
tenth of the size of some of these megamultinationals. And how were
they able to do that? How were they able to get everybody on the
same page and aggregate ideas and innovate with such a small
pool? It’s the environment. The environment helped. It’s conducive.
It’s much like the college environment or college campus. There are
lots of places for you to meet, hang out, do the things that you do
during your normal day to come up with ideas and do inspired work.
So we take a lot of cues from the way universities and campuses are
built. Because that’s usually where the employee is just coming out of
and what they’re used to.
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Can you expand a little more your practice of always wanting
to build as much of both the interior architecture and the
furniture landscape as possible within your projects?
Well I think when you’re working in the envelope of the building and
you’re applying those finishes and layers to create a feeling or
experience, you need to deal with the furnishings. The furnishings are
what people are going to be working at or standing at or sitting in all
day long. It’s very much a part of the design and if any of those
pieces are wrong, then the whole thing falls apart. So it’s real simple.
You get as much as you put into it. So if you don’t care a lot about it
then you’re not going to have as effective a space. So curating is a
big deal. We don’t necessarily think of furniture being one part or the
finishes on the wall being one part. They’re one big component.

And so theyʼre comfortable in doing their work that way.
Exactly.
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I don’t even necessarily call it cool design. I always think of it more like
the space is about life. If a sophisticated design palette is something
that is meaningful to them then it’s going to have that. If a simpler, more
mass-produced… if they like simple materials that are not necessarily
as sophisticated, but have easy accessibility like plywood, simple
materials, they’re not necessarily cool. They’re just very approachable.
So it really depends. We are working with the brand at that point and
how can we best manifest that through the design. So if the brand
and the philosophy and cultural sensibilities are this, that’s what is
going to drive the design. Not necessarily it being cool. Cool is a very
subjective thing. It’s more about, are all the pieces there to help them
be successful? That layer and material and finish and that next level of
detail - if they want an Eames chair or they want a simple Ikea chair it
doesn’t matter. It’s more about putting the finishing touches, curating
that space, caring about those areas and not just letting them be
developed by somebody else. O+A takes great care in curating I would
say as opposed to, ‘Well, let’s just turn this plan over to furniture
dealership A and hope they come up with something’. We don’t let
that happen. We’re pretty much involved in the spec from the
beginning. We’re involved from the architectural point in the beginning
and the interiors point from the beginning and when things get value
engineered out, we’re part of the conversation - as opposed to a
contractor or a vendor making that decision.
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The creation of a dynamic community is at the heart of any
successful co-working space. Can you tell us some of the
processes your design team takes your clients through to
ensure your projects realise great community spaces?
I think community space is the realisation that we work better in
teams and less solo. Community spaces are a great place to
exchange ideas. And they’re also a great place - because the mind
doesn’t work in just collaborative ways, exchanging ideas all day long
- it could be something more relaxing, something more social. I like to
talk about it in terms of your ritual during the day. How do you start off
your day? Do you read the newspaper? Do you drink a cup of
coffee? Do you hang out near the food area talking to friends? Or do
you need quiet time? So that’s kind of the early part of the day, and
the other part of the day you may be walking or you may be at your
desk. Or you may be trying to get your mind set up to do your best
work, your window, your most productive work. So you need to have
areas where you can interact, socialise or be alone. We think of it as
sort of this workplace variety. That’s where our Typologies come from.
Having all these different pieces that youcan go to during the day
much like a college campus and that allow you to set yourself up for
that productive time or that meeting or that formal meeting.

And do you typically calculate for growth? Every time O + A
builds a space, do you build that in?
Yeah. I think some of the good things we learned from our facilities
background is that we design for maximum capacity and to scale a
company in that space. So we’ll be careful because we know what
their headcount or what they’re taking on per quarter per year, that
space will adapt and morph to what they need to be, so they never
feel too empty or never feel too full. But we always have the right
amount of conference rooms or ancillary spaces for them to access
during the entire duration.
Which you have done in our own new office.
Exactly.

And clients specifically request collaboration spaces and
versatility—right? Theyʼre aware of it too?

In the traditional workplace, the norm was to allow some
personalisation of your desk space. In a shared collaborative
workspace, how do you encourage or allow people to
personalise their workspace?

They’re aware of it. And I think it really is sort of the buzzword. And
we don’t necessarily talk of collaboration in terms of like weʼre trying
to design for collaboration. We’re trying to design for if you’re a
community that’s looking to have some of these things, then we need
to set up all the pieces so that happens.

We think of them more like these areas and personalisation should
happen anyway. We want a group that’s taking over that area to
embellish it and really own it. So that office patina that develops over
time is going to happen. At the desktop where people are used to
having an eight by eight cube and like to adorn it with everything, well
it’s a slightly different proposition now. Because now you’re in a
collective. You’re in a group with people. And all this becomes their
mess if you’re messy. So hopefully we’ve designed enough flexibility
where people understand that there’s going to be some self-policing
that’s required. You need to be able to have space that cleans up
easily. It may not be there the next quarter. So you will have personal
stuff. You almost could have your entire office and belongings in your
backpack. And what’s on our desk - be able to pick that up and
move it somewhere else. But you are sharing. And with this variety of
spaces, we see it here, the personalisation actually spreads out.
People have sort of personalised the kitchen. It’s like living at home
with other people. You personalise the whole thing. And it can be
done in a group way. And you can still do it on your desk, but you’re
sharing the entire space. So you need to be conscious of that.

All the choices.
All the choices. You can engineer serendipity to a point. But people
need to kind of like, ‘OK. I get this’. And it’s not too forced. They care
about it. So people respond.
We believe during such a period of flux and constant technology
change it’s critical to allow flexibility within the new workplace.
Within your project spaces how do you facilitate your clients
to change and evolve their spaces?
Hopefully we’ve built enough flexibility into the space so that it’s easily
manipulated, but there’s also inherent in our design and our philosophy,
variety of workplace that can deal with that change. So if someone
feels comfortable working at a couch or working in a cocoon space or
working in a private office or working in a conference room or a big
public space they’re going to have all those options provided for them.
Whether we were asked or not, we’re going to think about that. We’re
going to think about the ratios of rooms to individuals. Those are all
the types of things that we do in our programming and analysis and
sort of our metrics internally, that we know we need this many spaces
to support this much headcount.

You recently stated that for designers, the challenge now is to
make the workplace disappear and to replace it with space that
meets every need. Can you expand on the implications of this idea?
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The term that it ‘disappears’ is that it’s not as formal as come to work,
go straight to your cube and that’s kind of your day. And maybe you’ll
meet at lunch at the cafeteria or the break room. It’s building really for
that variety, that variety of workspaces that you need during the day
to do the things you do - whether it’s working or resting or socialising
or figuring out a hard problem. So maybe you need quiet space. When
I say ‘disappear’ it is more the idea that the space needs to be very
legible and intuitive. So I don’t need a sign on the wall to tell you can
do a groupthink here or you can sit and stand and work here for a
while or have your lunch. It needs to be legible to the point where itʼs,
‘Oh, I can do that here. I donʼt need instructions. I just kind of get it’. So
it goes away as workplace. It doesn’t label itself as conference room,
break room, lab. It’s just rooms. It’s spaces. And hopefully like curating
the furniture correctly and putting the right pieces there, adding the
white board down the hallway, people just use it.
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Facebook is about a tenth of the size of some of these mega-multinationals.
And how were they able to do that?
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It’s the environment. The environment helped. It’s conducive.

you.

a kind of unified collective of people who work with

You can engineer serendipity to a point.
But people need to kind of like,

‘OK. I get this’.
And it’s not too forced.

They care about it. So people respond.

You need to have areas where you can
it’s very tactile, it’s very experience-oriented,
it’s the tactile-ness,
it’s the appropriateness of the materials, the appropriateness of the features
or fixtures in the space that tie back the brand, that tie back to client, that tie
back to the way they want their company to feel and be represented.
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different pieces that you can go to during the day

175

Chapter 6 – Interviews & Observations

Mobile Generations – A report by Orangebox

The changing places and spaces of work
discussed through Mobile Generations have also
impacted the world of education through the last
decade and we increasingly see ideas migrating from
offices to education spaces and from education into
the workplace.
Andrew Harrison is well placed to discuss these changes. As a consultant
for the design of education spaces, co-author of the recently published
Design for the Changing Educational Landscape: space, place and the
future of learning, and as an ex-Director of Learning & Research at
DEGW, Andrew has extensive experience to reflect on the research and
new ideas within education that the workplace can learn from. In
discussing new school environments within the book he takes an
observation from a CABE report, which could just as easily be describing
current concerns within many open-plan workplaces.
‘ They find the open-plan arrangement supportive, and it is particularly
appropriate for newly qualified teachers who can work in a co-operative
environment and learn from more experienced colleagues. While the design of
the school and the way it is used can look anarchic, and some express
concern about the potential for disturbance from noise, the reality is a calm
environment where learning is enjoyed and where older children provide support for younger ones,

!
and welcome new pupils.’

“ I fervently believe that

as the world becomes more digital and
virtual, the physical experience
becomes more and more important
and I think that Craft is an important part
of this. Craft creates objects that are
unique, have meaning and express how
they have been made.

Working with your hands
and being grounded in a piece of space while
you are doing it is really important. ”
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We caught up with Andrew to discuss his book and also why, after a
decade of working exclusively within education, he has begun to consult
on workplace design once again.
Way back in 2001 DEGW undertook research that anticipated the changes
we are now experiencing and which are discussed throughout this report.
DEGW articulated a distributed workplace model which included a mix of
Private/Privileged/Public, both physical and virtual. As Andrew commented
within his book:

‘ This initial model attempted to incorporate the increasing congruence
between physical and virtual work environments, acknowledging the
impact that information and communications technologies have had on
the work process of most individuals and organisations’.

It divided workplaces into three conceptual categories
according to the degree of privacy and accessibility they
offered, each composed of a number of different types
of work settings, the relative proportion of each forming
the character of the space. Each of the physical work
environments had a parallel virtual environment that
shared some of the same characteristics.
When designing accommodation strategies, organisations would increasingly need
to consider how the virtual work environments would be able to support distributed
physical environments and how the virtual environments could contribute to the
development of organisational culture and a sense of community when the staff
spend little or no time in “owned” facilities.

Can we discuss your first work with DEGW? No matter where you
travel globally, DEGW and Frank Duffy are widely acknowledged as
being the early adopter of the research and insight, which is now
centre stage within the contemporary workplace. Can you tell us a
little bit about that experience and the influences you were exposed
to at that period?
DEGW was fundamentally an organisation that was really interested in the
relationship between human behaviour and physical space and they gave
me the scope to explore what this meant bringing in my Psychology
background and what I was rapidly learning about architecture and design.
We were exposed to a wide range of organisational cultures and ways of
working on projects and this provided a great opportunity for everyone at
DEGW to develop and test ideas about the future workplace. The late
1980s and early 1990s was an amazing time to join DEGW as we were in
a period of huge change as information technology really started to change
the way people worked and the buildings that contained the workplaces.

Did the accomplishment of people like Frank come retrospectively or
did they have it from the beginning?
DEGW was fortunate to work on exciting and challenging projects right
from the start of the company. One of the first projects after the company
was established was for IBM and the fascination with the relationship
between people, technology and buildings continued from then right on to
today. We also managed to combine working on projects for innovative
developers such as Godfrey Bradman and Stuart Lipton in the early 80s on
projects such as Broadgate, Stockley Park and Chiswick with a series of
research projects that looked at Organisations, Buildings and Information
Technology (the Orbit studies) and the implications of IT on the City and
financial trading (the ‘Big Bang’).

How long did you stay in the office world, with DEGW?

This meshing of Private/Privileged/Public environments is
now in full swing globally, enabled by our new “work
anywhere” technology, a desire to facilitate “society’s
increasing hunger for learning at all stages and in all areas of
modern life” and our need to create multifunction public
buildings which deliver enhanced value for money, in both
building and for the running costs to achieve a new and
more relevant vitality within their community.

I was at DEGW for 30 years, but I had three or four different roles during
my time there. I started as IT manager for the first five or six years but then
moved from that into IT and workplace consulting. I worked on a series of
intelligent building studies through the 90s and early 2000s that explored
the changing interface between technology and building. Projects in
Europe and South East Asia were followed by a two year project looking
at Intelligent Buildings in Latin America.
The Latin America project was really important to me because it got me
interested in what happens beyond the office building – shifting from
intelligent buildings to intelligent cities. This was really triggered by my first
trip to Sao Paulo, which is an amazing city. What’s been fascinating about
it, what really intrigued me was that the CBD (central business district),
moves about 4km every 30 years and you can chart from about 1900 on
and it’s just moving towards the river every 30 years and what was
interesting was they were just abandoning the old ones and leaving them
behind. However if you go down there, it’s beautiful, exquisite run-down
1920s buildings, town squares. Now that business has moved out these
areas were being reinvented as cultural and community spaces, integrating
new work spaces for small creative companies with galleries, markets and
other community facilities.

continued...
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So do you think because of this dynamism you’re going to work more
in the office world?

Which is what they’ve done in Johannesburg, if you go to downtown
Johannesburg it’s exactly the same. It’s been very hard for some time.
But what’s interesting now is that the old spaces have been reappropriated for tech space and innovation space and all of these new
start-ups, because those spaces are much cheaper now. There is a
big move within cities such as San Francisco to bring new industries
back into the city centre, to reverse this trend of the last 25 years and
deliver a new vitality of working & living within the city centre.
The last time we met you spoke about how you were moving back
into consultancy within the workplace from exclusively within education.
Well I think the reason is that

everything’s blurring, there aren’t clear
boundaries now and one of the key
messages of the book was around the
sort of blurring between learning, living,
working. Spaces can have multiple
functions - a workplace is a classroom;
a classroom is a workplace, etc.
Do you believe that the research and insight that you’ve had within
education is valued by the corporate world?
Yes absolutely because learning, innovation, creativity and knowledge
sharing are all key corporate goals just as they are the goals of educational
institutions. The sharing of ideas, the creation of spaces where ideas are
valued and people can work in different ways are increasingly valued within
the workplace.
So I seem to see a huge crossover but I also think more pragmatically, a
lot of organisations also recognise the economic benefits in creating closer
connections between formal vocational and higher educational institutions
and corporate organisations. Rather than building dedicated training
centres many organisations now have networks of innovation partners
including universities, colleges and private training providers who deliver the
required training programme. This also provides a great mechanism for
academic organisations to develop closer relationships with industry which
is really important now that KPIs for universities focus so heavily on
knowledge transfer, added value, and return on investment for intellectual
property, etc.
What this means is that we need to create spaces where a corporate client
and a university both feel comfortable and can collaborate and that
collaboration could go from really minor, just running training courses,
through to completely integrated research parks where universities and
corporations work side by side on joint research and development projects.

I think there is always something to learn from any organisation and I am
always fascinated by people, how they spend their time and the stories
that they have to tell. Every organisation has its challenges and it is very
satisfying to help people communicate what these are and then to work
with them to try to create buildings and spaces that will help them to meet
these challenges.
However I have always liked doing research and the more obscure this is
the better. Prior to working at DEGW I wrote the death histories of everyone
who committed suicide in Micronesia over the last 150 years, edited a
dictionary of the A’ara language in the Solomon Islands, measured the
length of hieroglyphics over 3000 years of Egyptian history and looked at
the ability to discriminate between shades of blue in the Cook Islands. So
I really love working in universities and getting to spend time with academics
who are passionate about what they are researching, who are willing to
dedicate their entire professional lives to a particular place, an animal, a
plant, an idea.
I also love working in education because it is undergoing huge change and
facing massive challenges as education systems are under financial and
political pressures, as technology is radically changing how, when and
where we learn and as we understand more about the basic learning
processes themselves.
Luckily it is not an ‘either,or’ situation. I am fortunate to be able to work on
both education and corporate workplace projects and increasingly the two
worlds are blurring and the knowledge gained in one area is directly
applicable in the other.

But we live in a world where we widely believe that great innovations
come out of companies like Apple, is that completely misjudged?
It’s not completely misjudged. That is part of the story. Their applied
research is increasingly carried out with academic partners but also
depends on primary research undertaken by universities that may not have
practical applications for years or decades.

How do you view what we’ve been exposed to, coming back into the
workplace? Do you see organisations realising that their proposition
has fundamentally repositioned how they can work?
Having not really focused on commercial workplace for 10 or 15 years I’ve
come back in to find the same discussions still happening - how do you
measure productivity, is open plan good for you or bad for you? Given the
amount of change that has occurred in how we live and what we do over
the last 15 years, surely we must have moved past that?
There is a real need for organisations to think strategically about space
and the way physical and virtual spaces can support their business
processes. I also think that more attention should be paid to what happens
when you leave that office building, where else do we work, how do you
connect the diverse spaces where we now work?
Innovation is happening in places you wouldn’t necessarily expect.
Australia and New Zealand are creating some very innovative workplaces
at the moment and smaller scale exciting co-working spaces are popping
up right across the globe to support freelancers and SMEs, particularly in
the creative and new media sectors. Similarly in education innovative
learning environments are being created everywhere but there seems to be
particular focus on Scandinavia, Australia, UK and the Netherlands. I am

particularly interested in how developing countries are learning from what
is happening elsewhere and are creating really interesting spaces to
support new ways of learning and teaching.
Recently I was in Karachi to evaluate three blended learning classrooms
that we designed for a university out there. Blended learning is trying to fully
integrate digital and physical learning processes which could mean that
your lecturer is in Nairobi and the students are in Afghanistan and Pakistan.
It’s also about interactivity - it’s not just the broadcasting of pre-recorded
lectures. In one of the rooms I watched a faculty member deliver a
biomedical statistics course via a Smartboard to six students in Kabul with
lectures, discussion, ‘pop quizzes’ being emailed back and forth and it
was very impressive. Imagine what the impact that this would have if this
became the norm. Blended learning, MOOCs (Massive on-line, Open
Courses) and the use of social media are all fundamentally changing how
we learn.

Are you suggesting the corporate sector can see all of this and know
that learning within their organisation is not so different from formal
education?
Yes but what they haven’t necessarily done is to really explore how space
and time can be used differently across their whole organisation. Is it
possible to ‘upscale’ some of niche innovative workplace concepts such
as co-working that supports flexibility and collaboration to make it relevant
and workable for their whole company?
I think it is really important that we move away from silo-based innovation
whether this is occurring in the workplace, at schools or university. Space
is a valuable resource, we talk about sustainability all the time and yet we
don’t use the space and the physical artefacts that we have effectively
enough.
I think there is a great opportunity to use public buildings far more
intensively but this can only happen if there is more co-operation and
sharing of resources between the stakeholders. Schools and universities
have utilisation rates of between 30-35% and the utilisation rate of
expensive spaces such as science laboratories at universities can be as
low as 12%. A nearby school may not be able to afford to provide a high
quality science lab, so shouldn’t it be possible for the schools and the
university to co-operate and share this resource?
Similarly, public libraries are facing closure in many parts of the UK and
internationally. Combining the libraries with community workplaces, service
delivery centres and community learning centres should enable libraries to
create a sustainable future.
continued...
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Is part of your working process to evolve in measured steps?
Yes I think that’s true and in my experience you get companies or organisations
to move more effectively not slowly but in measured steps. It’s more successful
if you have long-term partnerships with organisations where there may be
the opportunity to jointly create pilot spaces to try new ways of doing
things, evaluate the success of the new space and then to revise the
design appropriately. This is all about using design as part of the change
management process. If you engage people in the change process and
explore things with them in an open and honest way I think you’ve got a
much better chance to be successful.

You’ve been involved in a lot of library consulting, what are you trying there?
Well it is about saying that a library isn’t just about books. The heart of the library
is expertise about information and some of that information has traditionally been
recorded in physical artefacts, but actually now more of it is digital, which makes
the access to digital research expertise critical.
Libraries have been quite good at exploring new roles and where this has
happened the number of library users can increase dramatically
and the library can regain its role at the heart of a community.
One area that is interesting is the creation of ‘Maker spaces’
inside libraries that provide users with access to 3D printing
You can see a little bit of this in the tech companies where they break
and rapid prototyping equipment. The main public Library in
out to physically do stuff. It’s similar to what you’re talking about, but
Chicago, for example, provides 3D printing for $1 per hour.
what youʼre saying is, it can be much, much more. Recent radio
There are also now more than 2000 tool libraries across the
discussions have been suggesting that if you stand when you’re
USA where members of the public can borrow a wide range
working, even for 10 minutes a day - it’s equivalent to doing a couple
of power tools.
of marathons a year, really simple things with big consequences.
All of this is pointing to libraries regaining their role as an
important community hub space. We have worked on a
number of projects recently that have explored how school,
public and academic research libraries can come together to
share resources and create a seamless learning experience for
all stages of life long learning. Another key theme that we have
been looking at is how libraries can better support digital
research, whether that research is an individual looking at their
family history or academics using the vast datasets that are
generated by some publicly funded research projects.

In San Francisco we came across tech shops and I
thought it was where you took your laptop to have it fixed.
But it’s kids playing with metal, wood and 3D printing,
because I think its a consequence of them living in front of
the screen and the perfection of the screen and actually
they want to physically do stuff with their hands.
Haptics is really interesting. Manipulating objects with your
hands changes the way your brain works and different neural
pathways can be activated. We need to make sure that we
don’t develop an education system or a workplace where
there is no movement, no ability to move and use the different
assets of your body. I fervently believe that as the world
becomes more digital and virtual, the physical experience
becomes more and more important and I think that Craft is an
important part of this. Craft creates objects that are unique,
have meaning and express how they have been made.
Working with your hands and being grounded in a piece of
space while you are doing it is really important. For the last
eight years I have been a Trustee of the Crafts Council and we
spend a lot of time demonstrating the importance of Crafts
contribution to the Creative Economy in the UK but also the
role that craft activities have in all of our lives. Our most recent
exhibition at the V&A Museum was aptly titled’ The Power of
making’ and it attracted an audience of over 300,000 people
– the largest free exhibition the V&A Museum has held.

Finding reasons and opportunities to bring people together to work on
projects is really important. There are interesting ideas to be created if you
bring an artist or maker together with a biophysicist - you will get to a new
place that doesn’t belong to either of them. Universities are realising that
these sorts of interdisciplinary collaborations can generate new ideas and
intellectual property that can have real economic value. I think there’s a lot
more openness in the education world, there’s a realisation, I think, that the
interesting stuff happens in the gaps between subject areas so many
universities are striving to break down physical and organisational barriers
between Faculties and Departments. Sharing spaces – both formal
learning spaces and informal gathering and social spaces – can be an
important part of this.

How do you get the more straight-laced schools or businesses who
aren’t the Googles of this world or who write the Googles off, as
‘they’re the creative, wacky ones, what about my business?’, how do
you get behavioural change at that level?
I think Google’s a double-edged sword. They are pushing the boundaries
and they’re doing great stuff for their demographic, but photographs of
slides and surfboards hanging from the ceiling does upset or worry a lot of
people who say they are not Google. My response to this is that you are
not supposed to be Google and that the goal is to create appropriate
environments to support their organisational culture and the work or
learning processes that the space is supposed to support.

Finding reasons and opportunities to
bring people together to work on
projects is really important. There are
interesting ideas to be created if you
bring an artist or maker together with a
biophysicist - you will get to a new place
that doesn’t belong to either of them.
I think there’s a lot more openness in the
education world, there’s a realisation, I
think, that the interesting stuff happens
in the gaps between subject areas so
many universities are striving to break
down physical and organisational barriers
between Faculties and Departments.

A big criticism of the corporate world is its inability to allow measured
experiment; it’s sadly too rare. One of the great exceptions is the
Microsoft building at Schiphol, which was voted two years running
the best office campus in Europe.
They worked with Utrecht University and academics worked closely
with them to qualify the successes and the failures. And they were
open about it which was fabulous, they were saying look this is a great
office but let’s tell you the things that don’t work and why they don’t
work.
I also think what’s interesting about the academic world is that in most
cases, in terms of work space they are often where the corporate world
was about 25 years ago, in that there’s a very strong relationship between
space and status. A professor’s office is bigger than a senior lecturer’s,
which is bigger than a tutor etc. and you can feel the hierarchy within the
space. So implementing a new way of working can be much harder with
academics than it is within corporate environment and there are always a
lot of issues to work through. It is possible, however, and we recently
worked with Haworth in Nairobi where we moved the whole of the senior
leadership of the Aga Khan University into open plan space at 11m sq per
person. The end result has been an open, collaborative and very friendly
work environment which everyone loves.

What would you say is the biggest achievement that you’ve been able
to realise in education through the last decade?
During the last decade I have had the great privilege to work with a number
of universities around the world and to participate in projects that have
really explored the changing relationship between pedagogy and space,
impacted so profoundly by information technology. The fact that some of
these institutions have been in the developing world and others in the USA
and Europe and New Zealand has provided me with the opportunity to
better understand the impact of culture and available infrastructure on the
solutions possible in various locations.
One of the common themes in my projects is to help universities and
schools value all of the space that they have on campus. Rather than just
focusing on the formal learning spaces (typically about 15% of the overall
campus) lets explore how every square meter can contribute in some way
towards the student and staff experience. 40% of a typical university’s
space is actually circulation space – corridors, lobbies and other linking
spaces – how can be make sure that this huge amount of space makes a
difference and contributes something, whether that is places for informal
learning and social spaces or simply as an opportunity to display research
findings and information about what is going on across the university.
The last three years has been dominated by the book we have been writing
on future learning environments. Echoing some of the these we have
discussed here, I was frustrated by the silo – based innovation that was
continued...
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occurring in schools, universities and colleges and professional education
while at the same time fascinated by the relation between technology,
policy, learning theory and other events on the creation of spaces for
learning. The book gave me an opportunity to step back and look at
learning wherever it is occurring and look at how innovation is changing the
requirements for space in each of these areas. Coming out of this analysis
came the strong belief that there are huge benefits to be gained from taking
a more integrative approach to learning within the community, to break down
barriers and create shared learning spaces that can serve the whole
community. I hope that people find these ideas interesting and that the book
sparks wider conversations about the creation of future learning spaces.

This is going to take some time to happen and may
take longer than 3-5 years. It takes this length of time
to develop a large building and it may take even longer
for some larger companies to realise that they need to
change their paradigm about how workplace is
procured and used.

Footnotes and references

Can you talk to us a little about narrative environments?
I’m passionate about the value of narrative environments. This can be
traced back to the DEGW’s ‘3 E’s’ that underpinned all of the work we did
there – efficiency, effectiveness and expression. How can space, and the
artefacts within the space be used to express values and ideas in a
physical way. Primary schools tend to be brilliant at this - there’s no spare
horizontal or vertical surface that doesn’t have work on it from pupils or
from the teachers explaining ideas or building on lessons. All this seems to
get lost by the time we are at university or in the workplace and everything
tends to get reduced to neutral colours, plain space and artwork that is
often chosen because it matches the furniture rather than because it
actually says something.

Do you end up working with graphic designers and architects to help
create those spaces, help to guide them, how to set the brief?
We have done so on different projects. Or it’s at least thinking about giving
them a framework for exploring how they could use graphics and some
pilot projects where we follow it all the way through. So yes we’ll work with
designers on the actual implementation. But actually it’s quite important
you also know when to back off, that it’s their story that they’re telling, it’s
not you imposing a story on the space. So it’s providing opportunities
within the brief or within the design for that sort of narrative work to take
place. I think it’s really just about helping clients to explore why this matters.
I often compare corridors as frames within a film reel - each one is perfectly
fine by itself but it’s the journey through the space where you get the story.
I’m interested in the whole environment - it’s the experience and the
meaning of being in a place. In an increasingly digital world, what’s the
point of being anywhere unless it’s memorable and this comes from both
the physical space and the delight of and the design of the space and the
objects within it. Space should not be bland and boring.

So it’s not just about improved productivity, I guess some of your
clients are saying if I’m going to spend all this money doing this, what’s
the return? Some of it is productivity but some of it is increasingly
about well-being, and you are pushing this as well?
Absolutely, productivity is fine but with knowledge work it’s often very
intangible. You can measure some tasks. Other ones, the big ideas, you
can’t measure how they are created but you can provide more opportunities
for that big idea to occur. However at a certain point it does become about
trust and does the space show that we’re respected and trusted and that
we are engaged with honestly by the company or institution that we belong
to. It is about creating spaces that support and facilitate innovation – it’s
more than just creating funky innovation spaces, it’s as much about
providing spaces that are inclusive, welcoming and that treat all the users
of space with respect.

Apart from environmental issues, what do you think the biggest
challenges will be through the next three, five years?
Within the workplace I think the major challenge will be with the up-scaling
of innovative workplace solutions such as co-working spaces to support
larger organisations and the evolution of the corporate real estate sector
to be able to deal with the absence of fixed leases or space ownership.
Developers need to think about creating more porous and interconnected
spaces rather than just the status quo. This is going to take some time to
happen and may take longer than 3-5 years. It takes this length of time to
develop a large building and it may take even longer for some larger
companies to realise that they need to change their paradigm about how
workplace is procured and used.
Within education I think the next three to five years will continue to be
turbulent as the sector is being continuously pushed to deliver more with
less resource, as students exercise their new role as fee paying customers,
as technology continues to impact the way that learning and teaching is
delivered. I believe that the blurring of boundaries between working,
learning and living will continue and this will require the creation of new
types of community-based learning spaces that can be shared by everyone
engaged in learning. This will require new forms of shared ownership,
management and funding for educational space in the UK which will
certainly be a major challenge to achieve.
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2002

In 2012, we published our highly regarded
Boomer & Millennials report, which was
subsequently developed for keynote presentations
on the changing workplace and presented at
conferences globally by Gerard Taylor.

The research undertaken for Boomer & Millennials and
now Mobile Generations is continuously evolving, so
when we present these new insights it remains relevant
to the people and the workplaces, which are vital to
realising a dynamic and successful organisation.
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Contributors
Thank you to the following contributors and for their insight into today’s changing workplace.

Jim Taylour is Head of Ergonomics at Orangebox and
the principal researcher and writer of Mobile Generations.
Jim has been actively pursuing a better appreciation of
the beneficiary impact of engaging creatively with
ergonomics, both within the workplace and education.
Jim sits on numerous standards committees, is engaged
in establishing better ergonomics and wellbeing work
practices throughout the European Community and is
chair of a children’s ergonomics special interest group
with the Institute of Ergonomics and Human Factors.

Nathan Hurley is lead Trend Hunter at the London
branding and design agency Identica, where he
researches and writes extensively on the cultural changes
behind how we live, work and play. We asked Nathan
to write a review on Co-working and why within a short
period of time Co-working has moved centre stage, to
become a real and viable, alternative workplace.

Studio Tilt. Within a short period of time the design
practice founded by Oliver Marlow and Dermot Egan
has gained attention for their research and practice
within the workplace, health and culture. By engaging
with each workforce they develop new places of work
by transforming and recalibrating the way people
interact with each other and their environments. In
Mobile Generations we invite Studio Tilt to introduce
their innovative thinking.

Gerard Taylor is the Creative Director of Orangebox
and editor of Mobile Generations, for which he has also
written on co-working and reported on the latest trends,
of working towards a 3 day week, the rise of the digital
market, equality within the workplace and the push of the
leading tech companies to keep their female talent within
the workforce. Gerry gives keynote presentations globally
on the continuing impact of Boomers & Millennials within
the workplace and why organisations are migrating away
from a hierarchical, towards to a networked environment.

Primo Orpilla is the founder and principle of O+A
Architects in San Francisco, a leading edge design
practice creating some of the most innovative office
environments for clients including Cisco, Facebook and
Microsoft. For Mobile Generations we interview Primo
to explore some of the key ideas behind their work.

Patrick Jordan. Professor Patrick W Jordan’s expertise
includes productivity and psychological wellbeing at
work and is a consultant to many of the world’s most
successful companies in addition to charities and
voluntary organisations. He also works as an academic
and has honorary chairs at Coventry and Loughborough
Universities. Patrick was a policy advisor to the UK
government from 2000 until 2010. He has written
several books on people and design and has a PhD in
psychology and together with Jim Taylour has
researched and co-authored some of the key chapters
within Mobile Generations.

Andrew Harrison is a renowned consultant for the
design of education spaces and co-author of the
recently published Design for the Changing Education
Landscape. Andrew has extensive experience to reflect
on the research and new ideas within education that
the workplace can learn from. We caught up with
Andrew to discuss some of his ideas.

Liz Walker is the Marketing Manager at Orangebox and
the ‘behind the scenes’ organiser of Mobile Generations.
In addition to assisting in the collating and editing of the
extensive research that’s central to this report Liz also
organised workshops throughout the UK, where key
opinion formers discussed and reflected on the issues
raised within Mobile Generations. These opinions offer
invaluable insight and appear throughout this report.

Thank you to: The attendees of the Orangebox think tanks
Design - Russell Warren-Fisher
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Small devices have become very, very big. The last
time CIOs saw a groundswell this huge, it was back
in the late 90s and called “the web”. Accenture
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