



Not all jobs are suitable for home working, although many people who work from home find they can perform more effectively and manage their job and home more easily.  However, some may find home working difficult, as home and family commitments can be distracting and some individuals feel out of touch with what is happening in the workplace. 
However, with careful planning, remote and home working arrangements can provide a range of benefits for employers and employees.  It is perhaps not surprising that the CIPD’s (Chartered Institute of Personnel and Development) latest Labour Market survey found working from home is offered by 60% of employers.
Benefits of Remote and Home working
Some of the benefits to be gained from remote and home working include: 

Greater job satisfaction and more personal responsibility – As a result of having more freedom to organise workload and working time in a better way.
Enhanced quality of life by maintaining a better work life balance – more flexibility about when staff start and finish work, allowing them to more easily balance work with family and domestic commitments.
Technology –The Council is providing laptops and mobile phones for use by staff who work remotely and / or from home.  Easy access to the Council’s network is available through a remote access tool called Juniper.  This means that staff can access the email system and all the programmes and files they would normally use when in the office. 
Cost savings – As a result of ‘The Leaner Programme’s New Ways of Working’ the Council will need 20% less office space.  Staff who work from home could save money too (there is the additional use of home heating / lighting to consider) because they do not have the expense of travelling to and from work.
Improving productivity - There is evidence that working from home improves staff retention and productivity (e.g. by cutting out the time and potential stress involved in travelling to and from the workplace) and reduces absence levels. 
Green issues – The Council is committed to introducing greener ways of working. Staff who work from home, or travel from home to various sites without the need to travel to and from a central work location, will reduce their carbon footprint, which is good for the environment.
Avoiding Pitfalls – Practical Solutions:
Keeping in touch with employees – Having the use of a Council laptop and mobile phone for work purposes when home or remote working has made it easier for staff to keep in touch with their manager, as well as what is happening in their team / service and in the Council generally.  However, home workers may still feel isolated and ‘out of the loop’ if appropriate arrangements are not put in place for face-to-face interaction.  Arrangements for this would include 121 meetings with managers, performance reviews,  and attending team meetings, training courses and departmental and team events.   Further information about working at home can be found in the 'Home Working Policy and Procedure'.
Time management skills – Staff working from home will need to be self-disciplined and have good time and work management skills   The Council offers a course on ‘Managing Time and Priorities’ Please click on this link for more information:  Learning and Development Directory.
Blurred boundaries between work and family life – Boundaries between work and family life may overlap if boundaries are not established. 
Suitable working environment – In order to work from home, staff will need an area to work in that meets health and safety requirements.  Please refer to the 'Health & Safety Handbook' for further details.  Advice about using laptops can be found in the Laptop Health and Safety guide on the Enfield Eye under the ‘Leaner Programme, New Ways of Working Toolkit, Forms, Policies and Procedures’ alternatively click on the following link for more information:   Laptop Health & Safety.   To establish whether there is a suitable place within the home from which to work, the employee should complete a 'H&S Self Assessment Checklist'
Output Management – Managers who are used to managing staff who are office-based may find it difficult initially to manage staff who are working ‘distantly’ from them, either remotely or from home.  They may have concerns about whether they are sufficiently aware of or in control of what staff are doing. Managing remote and home workers involves setting objectives, targets and deadlines in the usual way but also entails empowering and trusting staff to manage their time and work in the most effective way.  Managers can establish whether the working arrangement is effective or not by reference to staff output whilst remote or home working.  The question for home / remote working staff is the same as that for office based staff – are they meeting their objectives and deadlines? 
Further information about Home working is available in the Home working Policy and Procedure.

Remote and Home Working, the Reality

The Council Health and Safety Unit (CH&SU) was among the first to adopt New Ways of Working (NWW) in April 2008.  

Preparation, the issue of laptop computers, adoption of Netilla (the predecessor to Juniper), which enables employees to access all their files and systems from anywhere they are working, and the use of Council issued mobile telephones, was undertaken in February of that year.

Some considerable thought was put into deciding what jobs in the unit were suitable for NWW, how the unit would operate, how control would be maintained and what extent of administrative support would be required.  

NWW at first was equated to ‘Working from Home’, and in fact this does happen, but it was quickly realised that ‘remote working’, that is working from other locations was also an appropriate action and this has been significant for the team.  

Most safety advisors chose to adopt remote working from the beginning. Those that didn’t adopt it have adopted it since. From the start adoption was by consensus.  Staff were given the opportunity to adopt or not.  

The experience of staff who have adopted NWW is one of flexibility.  Most staff will attend the unit location, currently the main office on the 3rd floor at the Civic Centre, at least once a week, some more frequently, spending the rest of their working week either visiting customers, or working from home on research, presentations etcetera. 

As with most new systems, technical issues had to be overcome, some with considerable frustration, however the advantages of adoption of NWW for both staff and customers have been considerable.

Staff have been able to adopt a flexible, performance led approach to service provision; while customers, external and internal, have received an enhanced and extremely flexible level of service within and outside of ‘normal’ working hours.

There has been a reduction in office accommodation requirements and travel to and from the unit’s work base in the Civic Centre and around the Borough visiting other sites.  This has also resulted in a similar reduction in the unit’s carbon footprint.

What Do the Expert’s Say?

In a recent article, New Technology, Work and Employment magazine say that they have noted conflicts and tensions when people are trying to manage their work and home lives.  Having an office at home may encourage home/remote workers to work longer hours, or more days of the week which may impinge on family time and space.
The CIPD’s view is that properly managed, remote and home working can benefit both employers and employees:  However, the CIPD add that the proximity of work at home may mean that certain people feel unable to stop, and that it is important to maintain a proper balance between working and non-working hours.  

According to Sloan Management Review (SMR) there has been an increase in remote working in the past 10 years.  Some organisations e.g. Procter & Gamble, IBM, Accenture and AT&T have already partly or fully removed traditional offices.  

SMR say that the key areas managers and employees need to address are finding the right balance between work and home life, avoiding workplace isolation and compensating for the lack of visibility.  Organisations can address these issues by providing training and ensuring there are both social and business interactions for remote and home workers.

According to a recent survey by Microsoft  remote-working programs can benefit employees and employers alike through increased productivity, reduced overhead and happier workers. d 60% of employees said they were actually more productive and efficient when working remotely because there was less time travelling to and from work.  
Microsoft noted that even though technology is available to ease home/remote working for workers there are employers who are still concerned about whether they are getting the most from their employees. 
British Telecommunications (BT) introduced home working back in the 1980s.  According to the Department of Trade and Industry, BT estimates home working earns the organisation an extra £5-6m in terms of productive time saved.  Evidence indicates that workers are happier and more engaged as a result of BT’s home working.  
Stress-related absence has been reduced by 25 per cent in its Customer Contact Centres and sickness absence costs related to reportable accidents by 63 per cent in the past 18 months.  

“Creativity has gone through the roof,” said Caroline Waters, Director of People Networks at BT.  On the subject of staff visibility, Caroline adds, ”In an organisation where 75 per cent of people work flexibly we have broken the ‘presenteeism’ culture. It is not about whether you are seen to be there or not…why does it matter if you turn up to the office in London? It is what you are seen to deliver and that is a major step forward in managing the cultural change.”
A survey was carried out amongst BT home workers in 2009.  Results of the survey were that working flexibly helps home/remote workers achieve a better work/life balance.  Reducing travel time to and from work helps home/remote workers to manage the varied demands of work and home life.  Being able to use hours flexibly seemed to be the most important factor for home/remote workers.

The Advisory, Conciliation and Arbitration Service (ACAS) say “not all jobs are suitable for remote/home working, although many home workers find they can manage their job and home more easily and perform better.  However, others say that they can feel isolated, or find it harder to switch off”. 
Xpert HR say "the only downside is some line managers think that because employees work from home, they are constantly on call." 

Direct.Gov (UK Government website) say remote and home working enables staff to have “more flexibility about the hours they work, allowing them to meet commitments at home”. 

The Equality and Human Rights Commission (EHRC) list the benefits of remote and home working as an “enhanced reputation as an employer and less commuting for employees by working from home”.  

Human Resources Magazine report that, according to a new international Famatech survey, 83% of respondents say that the ability to work flexibly would greatly influence whether they took a new job or not. 

 “It is astonishing that so few companies encourage home working despite the numerous competitive, financial and environmental benefits that can be gained from doing so,” says Anton Levchuk, marketing director at Famatech.  “The quality of the remote access technology that is now available ensures that ‘working from home’ doesn’t mean the employee will be delivering less value or getting any less work done.”

Remote and Home Working





The Council’s definition of remote working is where an employee spends the majority of his / her working time away from the office or work location to, for example, attend meetings, visit customers or work from other sites.  This includes regularly or occasionally but not exclusively working from home.





At Enfield Council home working is where employees carry out their work duties from home on a permanent contractual basis.
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