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BACKGROUND
In r ecen t year s, em ployer s an d policy-m ak er s h ave seen a sign if ican t r ise in dem an d f or in cr eased
f lexibilit y am on g w or k in g pr act ices. Wit h in t h is cat egor y, on e pr oposal gain in g par t icu lar t r act ion
con cer n s a r edu ct ion in w or k in g h ou r s via t h e im plem en t at ion of a 4-day w or k in g w eek .
Arguments in favour of the 4-day week are typically grounded in worrying statistics pertaining to the negative
impacts of long working hours on employee health and productivity.
According to research conducted by Eurostat, the 2019/2020 average for the number of hours worked by
full-time UK employees totalled 36.5 per week. This figure was among the highest in Europe, with the European
average totalling 36.2 hours per week. Within the same timeframe, the Labour Force Survey (LFS) estimated
that, within the UK, work-related stress, depression, or anxiety accounted for a staggering 55% of all working
days lost to work-related ill health in the UK.
This isn?t particularly surprising; countless peer-reviewed studies have reported strong evidence in favour of a
causal relationship between longer working hours and diminished employee mental health. Several systematic
reviews examining the relationship between long working hours and work-related mental health have
concluded that long working hours are associated with depressive states, anxiety, and sleep impediments.
These conditions are detrimental to employee wellbeing, of course, but they also have negative impacts on
organisational economics and productivity. High levels of work-related stress and mental illness risk
correspondingly high rates of staff absence and attrition; both of which carry significant organisational costs.
It is therefore not only employees which bear the brunt of prolonged working hours; employers also
experience detriment as a result of it.
The 4-day working week is proposed as an organisational solution to these challenges.
There are thereby two central principles of the 4-day working week:
(a) employees work four out of five weekdays, and
(b) employees do not suffer a loss of pay as a result of their reduced working hours.
By carving out time for staff to invest in their personal well-being and cultivate a healthier work-life balance,
organisations adopting the 4-day week strive to ameliorate both adverse pressure on full-time employees and
the consequent decreases in organisational productivity, efficacy, and finance.
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THE BENEFITS

There is compelling research indicative of the fact that the 4-day week is successful in its aim;
that the implementation of the 4-day week cultivates a variety of valuable benefits within
committed organisations ? both for employees and employers.
Most straightforwardly, it has been found that the work-life balance of employees improved by
34% during the first four weeks alone following the transition to the 4-day week. By allowing
employees an extra day per week to invest in their personal lives, be it by volunteering,
spending time with family, catching up on household work, engaging in physical exercise, or
pursuing further education and development, higher levels of staff report that they feel
healthier, better-rested, and pursuing well-rounded lives that enable them to take more
enjoyment from their work.
Importantly, however, employees are not the only beneficiaries of the 4-day week. Employers
stand to gain significantly from the implementation of the shorter week given clear indications
of increased employee productivity. Indeed, rather than undergoing a loss of work that would
otherwise be carried out on the fifth weekday, organisations have found that employees tend
to use their time more efficiently to complete their tasks within the shorter timeframe of their
4-day week. That is, employees ? encouraged and empowered by their elevated mental and
physical health ? are far more likely to be capable of consistently delivering high-quality results
when given the extra day to invest in their own wellbeing. Evidence suggests, therefore, that
employee and organisational performance do not suffer under the 4-day working week.
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The 4-day working week, then, has cultivated a host of impressive business improvements and
growth across our organisation. Our increased capture and retention of expertise, combined
with elevated levels of productivity and customer satisfaction, marks an exceptional and
positive change for ADS.
Crucially, it is our belief that the above business improvements are a direct result of increases
in employee wellbeing brought about by the 4-day week. Following consultation and feedback
processes, nearly all of our staff have reported experiencing both a reduction in their
work-related stress and a marked increase in their enjoyment of work-related activities.
Relatedly, our employees have cited their ability to spend more time with family and loved ones
as a significant contributor to their stronger sense of wellbeing and satisfaction, alongside
increased financial savings brought about by reductions in their overall commuting costs.
Overall, then, implementing the four-day working week has been a wise investment for our
organisation; not only for improving the well-being of employees, but for maximising our
professional output and strengthening the organisation as a direct consequence.
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