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1. Introduction  
In 2018, Chwarae Teg’s research found that 
achieving full gender equality could add £13.6 
billion to the Welsh economy.1 This evidence 
further demonstrates how creating a landscape 
where women can fully participate in the 
labour market benefits everyone in society. 

Many of the challenges women face relate 
to their position in the labour market, and the 
barriers they encounter when accessing work 
and progressing within the workplace. Modern 
Working Practices (MWP) are often cited as a 
solution to addressing some of these barriers, 
and a way of creating a labour market that 
is more suited to our increasingly diverse 
workforce, and our increasingly dynamic and 
interconnected world. In our 2016 research on 
modern working practices, we defined MWP 
as; “an umbrella term used to describe ways of 
working which differ from the conventional full-
time, nine-to-five, five-days-a-week working 
pattern”.2

Chwarae Teg recognises the benefits of 
modern working practices to creating and 
supporting diverse workplaces that are 

representative of modern society. Across all of 
our work, we have gained an understanding 
of the benefits of modern working practices 
and identified key challenges to overcome. 
Our research published in 2016 included 
a roadmap to support workplaces with 
implementation; since 2014 we have been 
running Hive, a community for modern work; 
and through our Agile Nation 2 and Fair 
Play Employer programmes we have worked 
with employers to promote modern working 
practices, and improve workplace equality 
and diversity. 

We would like to now further bolster this 
understanding of modern and inclusive 
working practices, exploring how these 
practices need to evolve and adapt in a post-
Covid world and how such practices can 
become the norm throughout Wales. With the 
Welsh Government’s commitment to move at 
least 30% of the workforce to remote working 
in the long-term, it’s never been more important 
to consider how we organise and structure 
work to ensure that it is flexible, inclusive and 
fair. 

1 Chwarae Teg (2018) The Economic Value of Gender Equality  
2 Chwarae Teg (2016) Research into Perceptions of Modern Working Practices
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Covid-19 and Work 

The pandemic has drastically changed the 
way many people work and live their lives, 
practically overnight. We’ve seen a significant 
shift to home-based working, and as a result 
many employers are now reconsidering how 
they structure and organise their workplaces. 
Discussions are taking place on a global scale 
about how work can be done differently, more 
flexibly and with a greater focus on well-being. 

However, the pandemic and the measures 
taken to protect public health, have not 
impacted everyone in the same way. Research 
carried out by Chwarae Teg during the first 
months of the initial lockdown, explored 
how women were affected by Covid-19 
and concluded that while there has been 
no singular female experience during this 
ongoing pandemic, women were more 
likely to experience many negative impacts 
as highlighted in our previous research.2 
Employment status, caring responsibilities for 
children and adults, as well as factors such 
as ethnicity, disability, and age have been 
instrumental in shaping women’s diverse 
experiences under lockdown.3 Lockdown has 
deeply affected every aspect of women’s lives, 
including their health, employment, and caring 
responsibilities for children and other adults.4  
Gender-blind policymaking and the sectoral  
impact of lockdown measures have meant that
lockdown has affected women and men in a 
multitude of different ways.5 

The economic effects of lockdown have fallen 
heavily on women. Women are more likely to 
be doing low-paid work on insecure contracts 
in shutdown sectors and are twice as likely to 
be key workers.6 Across the UK, women were 
spending double the amount of time as men 
on home-schooling.7 This has affected women 
in their working lives – for some, being able 
to work from home has greatly helped them to 
balance work with family life, but for others a 
lack of flexibility has resulted in increased stress 
or feeling forced to reduce hours or leave work 
all together.8

Improving flexibility of work has been a key 
focus of women’s organisations and equality 
campaigners for many years. There have been 
changes in legislation to facilitate this, such as 
the expansion of the right to request flexible 
working, but also a push for employers to 
go beyond the legal minimum. The Covid-19 
pandemic has demonstrated that many of the 
previously cited barriers to remote working are 
not insurmountable. Government responses 
have varied, but in Wales these changes 
have been embraced and have informed a 
commitment to moving 30% of the workforce 
to remote working. What will be critical as this 
policy aim is pursued, is that the changes made 
to where and how we work are inclusive and 
do not disadvantage any groups. 

2. Context

2  Chwarae Teg (2020) Covid-19: Women, Work and Wales
3 Chwarae Teg (2020) Covid-19: Women, Work and Wales
4  Ibid
5  Ibid
6  Ibid
7  Ibid
8  Ibid
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To further bolster our understanding of modern 
working practices in Wales, five virtual 
roundtables were held to explore the following 
themes:  
 
• What do we mean by modern working 

practices?  Including discussion of how 
this might need to change in a context 
where fewer people are working in central 
locations, and how this needs to respond the 
needs of different groups.  

• Modern working practices, mental health 
and well-being  

• Managing modern working practices 

• Modern working practices and fair work  

• Lessons for modern working practices in the 
context of Covid-19  

Invites to Roundtable Discussions

Focus groups were held across the week March 
1st to 5th, via Microsoft Teams. Groups were 
run at varying times to ensure opportunity to 
attend for as wide an audience as possible.
An advert was promoted across Chwarae Teg’s 
social media channels and direct invites were 
emailed to a range of key stakeholders (listed at 
Appendix A) and to previous participants and 
clients of Chwarae Teg.

Roundtable Discussion 
Attendance

A total of 75 people registered to attend the 
sessions and 44 people attended the sessions. 
The organisations the attendees represented are 
listed in Appendix B.

Attendees came from a wide range of industry 
sectors: 
1. Aerospace 
2. Arts
3. Beauty services
4. Business Support services
5. Charity sector
6. Contact centres
7. Creative industries 
8. Education
9. Energy provider
10. Financial Services 
11. Legal services 
12. Local Government
13. Manufacturing
14. Public sector 
15. Water treatment and supply
 
Participants came from across Wales:
1. Caerphilly
2. Ceredigion
3. Carmarthenshire
4. Cardiff 
5. Gwent
6. Neath Port Talbot
7. Newport
8. Powys
9. Rhonnda Cynon Taf
10. South Glamorgan
11. Swansea
12. Wrexham

3. Methodology
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Themes for Exploration and 
Discussion

Discussions were structured around the 
following themes and questions and were 
facilitated by two members of the Chwarae Teg 
team.

We used the following themes for discussion 
and further exploration at roundtables, informed 
by stakeholder engagement and feedback from 
employers during Phase One of this project. 

What do we mean 
by Modern and 

Inclusive Working 
Practices?  

What are the principles of modern and 
inclusive working practices? What is our shared 
definition, and has this definition and view 
changed throughout coronavirus?  
 
Consideration should be given to how our 
understanding of modern working practices 
needs to be inclusive of different experiences, 
e.g. the experiences of disabled people, 
different sectors, e.g. the gig economy, and 
might need to adapt in a context of increased 
home-based and remote working  

Modern Working 
Practices, Mental 

Health and 
Wellbeing 

A common theme and concern for employers 
raised in previous stakeholder engagement. 
How can we ensure that modern work is 
shaped around prioritising and looking 
after the mental health and wellbeing of our 
workforce?
 
• Recognising that poor mental health is 

bad for business, needs to be a central 
investment for employers 

• How do we manage staff wellbeing and 
mental health while encouraging autonomy 
and independent working? 

• How do we facilitate a sense of community 
and camaraderie in remote work-spaces? 

Consideration should be given to how gender 
can intersect with mental health and well-
being, including how women’s role as often 
being primary carer shapes their experiences 
of work. 
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Managing Modern 
Working Practices 

Considering the role of senior and middle 
management in facilitating and leading modern 
working practices, and what training might be 
needed going forward. 

• Different management styles 
• Managing remotely 

Modern Working 
Practices and Fair 

Work 

To look at how modern working practices and 
the Welsh Government’s Fair Work commitment 
tie together, and explore avenues for 
collaboration. 

• How can Modern Working Practices be 
incorporated and incentivised within fair 
work? 

• What are the challenges to this within certain 
sectors of the Welsh economy?   

• What are the universal principles of MWP in 
workplaces, that can apply across sectors? 
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Lessons learnt for 
MWP amid 
Coronavirus 

The outbreak has highlighted key areas for 
further work within modern working practices, 
including: 

• Technological literacy and resource – 
how can we upskill our workforces to 
bridge the divide between those who are 
technologically literate and those who are 
less so, to ensure no one is left behind in the 
move towards modern working practices? 
And how can smaller organisations with 
less resource be supported to invest in the 
infrastructure required for modern working 
practices? 

• Communications – considering how 
we communicate within and across 
organisations to ensure we are best utilising 
different platforms and mediums to engage 
our teams. 

• Further expansion of MWP – many 
sectors have been particularly affected by 
coronavirus, forcing them to furlough or 
lay off staff if they are not able to adapt 
to remote working. How can we extend 
modern working practices to those sectors 
to ensure they are prepared to adapt for a 
future crisis? 

• Mental health and isolation – a key barrier 
highlighted throughout coronavirus, and 
a key area of concern for increasingly 
modern, remote workforces already. How 
do we retain collectivism, support and 
employee wellbeing in modern working 
practices? 

• How do we make MWP desirable/
flexible/innovative post Covid-19 with the 
coronavirus-related working from home 
fatigue. 
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 4.What do we mean by                                                                                                                                               
     Modern and Inclusive                                                                                                                                        
     Working Practices?

Flexibility, Choice and Autonomy
 
There was a definite consensus across each of 
the roundtable discussions that modern and 
inclusive working practices are about giving 
employees the choice to work flexibly, and 
empowering them to do so. 

It was suggested that modern working practices 
are about having flexibility and working 
smarter, with a focus on outcomes rather 
than the hours worked and ensuring balance 
between people and the business needs.  

The roundtable discussions concluded that 
modern working practices are about being 
flexible, adaptable and having agile, person-
centred ways of working. 

One roundtable group agreed that not having 
a one-size-fits-all structure would support this.  
They resolved that modern working practices 
are about having the right policies and 
procedures in place to work around and make 
working flexible for all.  Several participants 
raised the opinion that “it’s about making sure 
the work is completed but not necessarily within 
the 9-5 Monday to Friday”.

Several groups agreed it is not about the hours 
worked, but is more about how the work is 
distributed. It’s about employers being able to 
adapt in certain situations to empower their 
employees to work with agility.  It is putting 
purpose to the work. 

Language 
 
Several participants put forward that they do 
not like the term “modern working practices”, 
feeling that it was jargon that a lot of people 
don’t relate to.

Another participant felt that MWP is an unusual 
term, and this way of working is now normal not 
modern. They said, 

“Globally 28,000 employees for us, we are 
trying to learn from the companies that did this 
15 years ago – google/IBM they are now 
reversing it because they were no longer getting 
collaboration and the benefits of 100% at home 
were not there. MWP is a red herring.”
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Sectoral Differences

One key theme from the discussions was that 
organisations need to think about how modern 
working practices can lend themselves to 
different sectors. It’s going to be different for 
everyone.  Boundaries need to be considered.  

One employer who runs a beauty salon said; 

“I can try and be as flexible as I can with the 
staff – but I do have to deliver between 9am 
and 6pm. Staff can do earlier or later shifts.”

One participant mentioned that some of the 
larger corporations are thinking about how they 
can offer this flexibility to different roles asking 
“How is it fair? And how can it work?”

More than working from home 

Another key theme was that modern working 
practices does not just mean being able to 
work from home. Community spaces were 
identified as bringing the benefits of going to 
work, in terms of the environment. 

One participant suggested, “Local high streets 
could get people to go out to work by using 
hubs but allowing people to remain more 
local.”

Something that was highlighted as a concern is 
that people could have a negative experience 
remote working throughout the pandemic and 
that could have an effect.  

“I am an advocate for remote and flexible 
working.  But this isn’t ideal – I would like 
somewhere to go and some more contact with 
people. Staff need to feel connected and have 
some kind of location or base.  Whether that’s 
an office or several offices across Wales to 
meet and work together.”

One of the key themes from across the 
discussions was how modern working practices 
have enabled and supported disabled 
employees. One participant said;

“In the past I have asked for adaptations for 
years and now I have suddenly got them.  You 
used to have to do it all yourself, but now you 
can work for organisations that you couldn’t 
work for before.  Personally, I hope the 
adaptations and changes stay.  Now they’ve 
been forced on people.  There is a wider 
understanding of MWP now.”

Modern Working Practices and Disability 
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“Before Covid I asked to WFH, but it was 
always turned down.  There has been a 
positive impact for people like me with 

certain impairments, it is easier to WFH and 
I hope there will be more opportunities to 

WFH.”

“Being able to promote your organisation 
and disabled people themselves being 
able to see themselves really supports 

disabled people in work.  Modern working 
practices are making workplaces become 
more accessible to disabled people.  It is 
so important to allow disabled people to 

be in an environment that works for them. 
Working from home is possible and it does 

work, and COVID-19 has proved this.”
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Conclusion
 
We can see that there is a good amount of 
support for a change in ways of working 
towards greater autonomy and flexibility.  
Over the past twelve months, organisations in 
Wales have supported their employees to work 
more flexibly and remotely when possible.  
Moving forward post pandemic it will be 
interesting to see how other sectors, such as 
hospitality and retail can adapt to new ways 
of working, as all participants suggested this 
would be a struggle.  

There is a strong appetite for change towards a 
more agile and flexible way of working and all 
groups agreed that this is a great opportunity 
which supports and enables individuals to 
actively contribute to the Welsh economy, 
specifically disabled workers and working 
parents and carers. 

There is an opportunity for employers to adapt 
and embrace modern working practices to 
provide inclusive and fair workplaces. 

All groups agreed the main principles required 
for modern working practices are; 

However, it was evident that a key challenge 
is the terminology that has been adopted.  We 
need to think about how we describe these 
various ways of working in a way that doesn’t 
just mean more jargon. We would recommend 
the term “modern working practices” to be 
reviewed and consider using “agile and 
inclusive working practices” to encompass new 
ways of working. 

In addition, it was apparent that people 
connect remote working to the Covid-19 
pandemic and feelings of isolation, so there 
needs to be a mindset change to new ways 
of working which are more about choice and 
not about how we have had to work due to 
lockdown restrictions. 

    Trust from your employer to work                                                                                                                                             
    autonomously

    Support from management

    Agility and flexibility

    Output over hours, focusing on outputs 
    not inputs

    Adaptability

    Focus on quality of life and well-being

    Defined roles - people need to be 
    clear on what is expected of them to be 
    more productive

1

2

3

4

5

6

7
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We believe that this context gives rise to a number of challenges and opportunities for 
government, particularly if commitments to drive a permanent shift to more remote working are to 
be met:

Opportunities 

• Great appetite for change that can be 
seized 

• Supports disabled people and other 
under-represented groups including 
women and people from marginalised 
communities 

• Flexibility supports working parents and 
carers 

• Develop an inclusive hybrid working 
model of working 

Challenges 

• Terminology that people can relate to

• People link this to the pandemic and 
feelings of isolation 

• Making sure this can work across 
different sectors 
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 5.Modern Working 
    Practices, Mental Health                                                                                                                                           
    and Wellbeing

It is clear from the roundtable discussions, 
that organisations across Wales have heavily 
invested in well-being initiatives over the last 
twelve months, however, there have been huge 
challenges within this area. 

Many organisations have focused on 
employee wellbeing, introducing new initiatives 
and wellbeing champions.  Organisations have 
made it clear that wellbeing requires buy-in at 
the highest level and that commitment to staff 
wellbeing should be included in a strategy to 
ensure that it remains a priority and initiatives 
are applied consistently. 

Some organisations have introduced Mental 
Health First Aiders to support those staff that 
are feeling isolated and struggling with poor 
mental health.

Key themes that emerged from the roundtable 
discussions on this topic are:

• Middle managers and Team Leaders are 
not equipped to effectively support staff 
with mental health and wellbeing 

• Organisations have focused on wellbeing 
initiatives during the pandemic, including 
introducing wellbeing champions & groups 
and mental health first aiders

• Welsh Government co-working hubs are 
seen as a means of better supporting 
remote working staff with their wellbeing

• Wellbeing time & screen free time are 
important 

• A Wellbeing Strategy is important to ensure 
buy-in at the highest level and leadership 
on the issue 

All roundtable groups agreed that employee 
wellbeing has been very challenging over the 
last twelve months and felt that line managers 
were not equipped to deal with wellbeing 
issues. One participant said;

“Huge challenges within this area – middle 
managers and team leaders are not equipped 
to deal with this and forgetting the principles 
of leadership and that’s because they were 
vulnerable themselves.”

A few organisations had created support 
toolkits for line managers, which included 
guidance about having those wellbeing 
conversations. 

Many organisations have recognised that 
negative factors such as screen fatigue and 
loneliness have an impact on those working 
remotely.  Employers have introduced 
wellbeing initiatives to support their remote 
workers and those working throughout the 
pandemic. Initiatives such as screen free time, 
additional breaks, not booking meetings on 
certain days/times and keeping active have 
been popular. 
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One employer said;

“We have a screen free hour in the middle 
of the day and we are all encouraged to 
go outside and get in nature.  Health and 
wellbeing is at the centre of our vision. 
Encourage people to get fresh air and connect 
with the people around them. We are doing 
well with online connectivity.”

Several groups were of the view that home-
based working was not inclusive and that 
there could be many wellbeing issues created 
because employees do not have the right 
physical or mental space to work from home. 

“Must be careful that what we do at the 
moment isn’t MWP, it works well for some but 
badly for others, this is an emergency and there 
is a danger we see this as the model for going 
forward. Element of circumstance – depends 
whether you have a space at home to work 
in. Working off ironing boards and we must 
not assume this is great. Not seeing people 
is frightening that we all assume it is positive 
and forget others. There is an opportunity for 
inclusion”.

In addition, participants spoke about the 
introduction of the Welsh Government co-
working hubs, and how these could support 
employers and employees in the future if a 
hybrid working approach was adopted. 

“In terms of Welsh Government’s plan for 
local work hubs – they should be thinking 
about making facilities for healthy travel 
– such as cycle to work scheme, showers, 
outdoor space for people to meet outside. Less 
encouragement for people to drive. If they are 
thinking about different things of working at 
hubs this needs to be focused on health and 
wellbeing.”

Conclusion

Employee wellbeing has been very 
challenging for employers and managers 
over the last twelve months.  It is apparent that 
organisations have quickly adapted and taken 
positive steps to implement wellbeing initiatives. 

There is an opportunity for employers to review 
and implement wellbeing strategies to support 
their new ways of working. Participants did 
not believe that a 100% homebased working 
model is inclusive and expressed concerns 
about how this could lead to wellbeing issues, 
whereas a hybrid working approach would 
support employers to have those wellbeing 
conversations and ensure social contact to 
combat isolation. 

The new Welsh Government work hubs are 
regarded favourably and looked upon to 
support employers and employees to provide 
a safe environment for remote workers.  It 
is recommended that Welsh Government 
consider health, wellbeing and inclusion when 
creating these work hubs. 
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6.  Managing Modern 
     Working Practices

In all roundtable discussions participants 
agreed that there was a need for greater 
support for managers to enable them to 
effectively manage modern working practices. 
Training and development for managers to 
build the skills needed for new ways of working 
were seen as a priority. 

“We looked at this quite early on, we have 
senior managers working remotely, we brought 
in courses around managing, how to put 
structures in, demonstrating you are working in 
an agile way and leading from the top.”

Most organisations have looked at learning 
and development for line managers to support 
them with managing remote/virtual teams. 

“I think people have forgotten the basics. The 
training they need is how to manage virtually, 
a lot of it is very basic.  We have done lots 
of training for managers on how to manage 
virtually.  The skill-set changes because some 
people can’t grasp virtual working.”

Key areas identified for training were: 

• How to manage virtual teams

• Self-Awareness

• Leadership Styles

• Resilience Training

• How to motivate your team 

• Wellbeing 

• Soft Skills 
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Conclusion

Many participants agreed that managing 
modern working practices needs a different 
skillset. 

We all need to reflect that we are human 
and working in a specific way for a long 
time. Senior and middle managers are key 
in managing modern working practices and 
changes in how we work. They are also key 
to maintaining an environment in which we 
change, learn and adapt to different situations.

“I think it’s less about skills and more about 
attributes.” 

We asked each group, what skills and or 
attributes they felt middle managers would 
need to make modern, inclusive and remote 
working a success. Participants said that we 
need leaders who are: 

• Effective Communicators – active listening, 
regular contact and a range of channels.

• Empathetic leaders – we must understand 
what modern working practices means for 
each individual 

• Role Models – a manager will set out what 
they expect, won’t work extra hours and 
will lead by example.  Managers need to 
think about their wellbeing and self-care as 
well 

• Emotionally intelligent

• Open and transparent

• Visible across organisations

There is an opportunity, with the appetite for 
change in Wales from both government and 
employers, to start developing these leaders 
as part of the move to greater remote working 
and as we recover from the pandemic. 
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7.  Modern Working 
    Practices and Fair Work

Leadership

Leadership, from both government and large 
anchor companies, was identified as a key 
factor in driving forward the Fair Work agenda 
in Wales. 

Financial support for employers to invest in 
technology and infrastructure to implement 
new ways of working was highlighted as an 
important role for government, along with a 
clear strategy for making Wales a fair work 
nation. 

“To get a fair and ethical workplace you have 
to start with strategy. You have to put some 
money behind it.”  

Participants stated that Welsh Government must 
support business in Wales to focus on equality, 
diversity and inclusion, to enable fair work and 
working practices.

There was support for ensuring that 
organisations in Wales offer agile working 
patterns from the start of employment and that 
this is the case across all sectors. It was felt that 
legislation around this would help to drive the 
cultural shift whereby agile, inclusive and fair 
work becomes the norm. Participants reflected 
that the pandemic has demonstrated how 
with government direction, most sectors can 
implement changes and can ensure fair and 
flexible work. 

 
Participants also discussed the role of 
larger organisations such as Welsh Anchor 
Companies to provide and set the example. 
Any organisation in a position of power or 
leadership should be taking modern and fair 
work forward and leading the way. 

Power dynamics and sectoral 
differences 

There was concern about power dynamics 
and fair work, specifically that those in low 
paid jobs across sectors such as retail and 
hospitality, especially younger workers, 
cannot negotiate modern working practices or 
flexibility nor challenge whether they have fair 
work or not.   

Participants highlighted how incentivisation 
and reward is difficult depending on the sector, 
there is often a power dynamic where leverage 
for workers being treated fairly will depend on 
what type of job you do and the environment 
worked in. There are lots of low paid jobs 
across retail and hospitality, especially held 
by women and younger workers, where it is 
harder for workers to negotiate as ultimately 
they need the money and may feel they can’t 
say anything about unfavourable pay and 
conditions.
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Conclusion

It is evident that organisations must take a 
holistic approach to fair work, it’s not just one 
process it’s the whole approach to ensuring 
you have the strategy, policies and processes 
in place to enable a fair and ethical workplace 
for all employees. 

It was made clear that the power dynamics 
within organisations and sectors can impact 
on fair work and the ability to negotiate 
modern or agile working practices.  There is 
clearly a role for legislation and government 
direction, some of which will be within Welsh 
Government’s gift, but there remains a need 
for change in UK level legislation to set the 
minimum expectations around fair, agile and 
flexible work being offered to employees from 
day one. 

The leadership role for government and larger, 
influential employers cannot be understated 
however, and there is a clear call for support 
and guidance provided by Welsh Government 
to support employers to embrace and 
implement new ways of working. 

A key challenge highlighted was that it will 
be difficult for different sectors to adopt 
modern working practices, specifically those 
with majority customer facing roles, such as 
hospitality and retail.  Organisations within 
these sectors have been massively impacted 
over the last twelve months by the Covid-19 
pandemic and may need targeted support to 
recover and adapt new ways of working.  
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 8.Lessons Learnt for 
 Modern Working Practices                                                                                                                                        
 Amid Coronavirus

Participants reflected on a number of lessons 
from the pandemic that will shape the future 
of their workplaces. Increased communication 
across teams and with individuals has been a 
positive part of the remote working experience 
this past year, and participants are keen to see 
this effort to stay in touch continue as normality 
resumes, particularly in light of a potential 
increase in mental health issues.

One large manufacturing firm have seen a 
substantial reduction in staff sickness, they are 
attributing this to the stringent hygiene regimes 
and wash stations. They implemented outdoor 
wash stations, so that staff could ensure they 
washed their hands on entering and exiting the 
site and staff have already asked that this be 
kept as a permanent fixture and process.

The last twelve months has meant there has 
been a significant change culturally across 
many organisations but particularly among 
leadership who thought people might not be 
as productive as possible working from home.  
However, employers stated there have been 
savings such as time, travelling to work etc., 
and in 90% of the jobs people have been more 
productive.  As a result most organisations will 
look at keeping some of the changes they have 
made. 

Almost all the organisations in attendance are 
planning to take a hybrid approach to the 
future of job design. 

“Blended approach is absolutely right and 
very much reflected on economic, environment 
and values-based choices”. 

Attendees highlighted the benefits to the 
environment as well as cost saving on travel 
and commuting time from remote working. 
However it was felt that a 100% remote 
working model was not inclusive, with 
participants reporting challenges for a number 
of groups witnessed during the pandemic amid 
the rapid shift to home-working. 

Parents and those with secondary caring 
responsibilities look towards their time at the 
physical workplace as a form of respite. There 
needs to be balance between autonomy, 
flexibility and the need for social contact. 
Women in the main are more likely to provide 
child care and be carers on top of their paid 
work; there must be recognition of this unpaid 
work that contributes to the economy and 
society as a whole. The pandemic has clearly 
highlighted these additional roles for parents 
and carers and the impact on their working 
lives.9 The impact on women’s working 
lives and their wellbeing was clear from the 
experiences women shared with Chwarae 
Teg, informing two reports on the impact of 
Covid-19. Covid-19: Women, Work and 
Wales and One Big Juggling Act Childcare 
and Home-schooling in the First Lockdown, 
demonstrated how many women were left 
feeling exhausted, undervalued and 

9 Chwarae Teg (2021) One Big Juggling Act Childcare and Homeschooling in the First Lockdown
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overwhelmed as they tried to balance work 
with caring responsibilities.10

Concern was raised across all groups about 
the element of circumstance. During the 
pandemic one organisation heard reports 
of people working off ironing boards. 
Consideration should be given to spaces for 
people to work communally and safely if they 
do not have the means for a home office.  

Most are intending for there to be more choice 
in place of work as one size does not fit all in 
terms of the future of work. With a dispersed 
workforce many said they are looking to 
repurpose their office space to be more of a 
community hub as they expect to see fewer 
people regularly at desks. 

“It’s not a one size fits all, it’s about having 
agility in what we offer”. 

“We are all human and not robots, one size 
doesn’t fit all”

There was also some concern from disability 
groups that although for workers with physical 
impairments the remote working experience 
over the COVID-19 pandemic has generally 
been a positive one, and has proven to many 
employers that they can allow remote working, 
for many with cognitive impairments, attending 
a physical workplace is an absolute necessity 
and lifeline for them in allowing interactions 
over and above those with their immediate 
family. It is an important part of their work life. 

Employment law has also been a challenge 
for some. For example, with redundancy 
processes, where ACAS dictates some aspects 
should be delivered face to face, there 
have been challenges in conducting difficult 
meetings and conversations virtually and also 
ambiguity around whether there is compliance. 

If the future in Wales is to be a more remote or 
virtual approach these old laws need updating 
to accommodate this. 

Concern was raised across the groups 
regarding broadband and connectivity issues 
in some parts of Wales, especially in rural 
areas;

“We need access to good broadband 
infrastructure. Welsh Government must think 
about that support and access to good 
broadband for all areas, rural as well across 
Wales.”

It was felt that some parts of Wales are 
digitally excluded, and there was concern that 
individuals are unable to work from home or 
have removed access from remote employment 
opportunities due to the lack of infrastructure, 
specifically in rural areas. 

“To ensure equality across Wales we need to 
ensure all areas have adequate broadband.”  

In addition, there was concern around digital 
literacy, where few organisations have looked 
at additional internal IT training, one individual 
said;

“Digital literacy is becoming more and more 
important and this could leave colleagues 
behind.”

Many organisations are now looking more at 
testing digital skills at interview to ensure that 
new recruits are confident and competent at 
remote working. 

“Digital skills are going to become even more 
important with recruitment.” 

10  Chwarae Teg (2020) Covid-19: Women, Work and Wales / Chwarae Teg (2021) One Big Juggling Act Childcare and Homeschooling in the 
First Lockdown
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There was a worry that this could have a 
negative impact on the older generation.  
One group discussed a transport organisation 
that went into administration, and how 
the bus drivers were not digitally literate, 
they didn’t have email addresses or any 
technology access.  It was highlighted that 
Welsh Government need to do more to 
ensure they do not exclude anyone who may 
not be digitally literate, an example of this is 
accessing React funding for those that have 
been made redundant. 

“Think about react funding – the form is online, 
not everyone will be able to complete this – 
this is not inclusive.”

Conclusion 

Employers have learnt a number of lessons 
during the pandemic. Many have had to 
rapidly shift to new ways of working, rolling 
out new technology and new policies while 
employees try to adapt while also dealing with 
the pressures the pandemic has placed on their 
personal lives. 

A key lesson to emerge is that while many 
of the previously cited barriers to working 
differently and working remotely have been 
overcome, the experience has not been 
positive for all. Employers favour a hybrid 
approach for the future, in recognition that 
remote working is not necessarily inclusive. 
Enforced remote working that has been 
necessary as we navigate the pandemic, 
has highlighted some groups for whom it is 
not always beneficial. Women, those with 
cognitive impairments and those with caring 
responsibilities are an example. Social contact 
at the workplace is imperative for the health 
and wellbeing of these groups and is a factor 
in why they choose to go to work. 

The proposed Welsh Government co-working 
hubs will be crucial in providing flexibility 
for those future workers who may not have a 
suitable home working environment. We must 
not assume that everyone is privileged to have 
the circumstance to allow for home-working. 
Therefore choice is paramount. 

Changes will also likely be required to 
employment legislation, something that 
currently sits with the UK Government. In the 
interim there may be a need for further support 
and guidance for employers in Wales as we 
work towards the goal of 30% of workers 
working remotely. 
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9. Conclusion

We have all faced unprecedented challenges 
this past year. The pandemic has affected 
every aspect of our lives, including how and 
where we work. Work began on this project 
in 2019, long before Covid-19 was upon us. 
The pandemic changed the way in which we 
had to deliver this project, but also served to 
challenge perceptions and attitudes to remote 
working and has given rise to fundamental 
questions about how we organise and structure 
work going forward. In many ways, the 
pandemic has only made these discussions of 
modern and inclusive working practices more 
important. 

This report provides crucial insight into how 
employers and employees currently understand 
and experience modern working practices. It 
highlights key opportunities, challenges and 
lessons for the future, particularly in the context 
of aims to move 30% of Welsh workers to 
remote working. 

1
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100% remote working is not seen to 
be inclusive. Instead a hybrid working 
approach is the way forward to ensure a 
balance between autonomy, flexibility and 
social contact.

There is no one-size-fits all – it’s about 
choice. What works well for some, does 
not for others. The focus must be on the 
flexibility of the actual options of job 
design, not just offer one flexible way 
of working. This is essential if changes 
to where and how we work are to be 
inclusive. 

Putting policies for agile or flexible 
working in place will not be enough to 
drive truly inclusive, long-term change. 
Within workplaces creating the right 
culture will be crucial. Senior leaders 
must lead from the top on this agenda, 
and we must ensure that managers and 
leaders throughout the organisation are 
supported and empowered to create and 
maintain an inclusive culture that enables 
staff to embrace agile working. 

Organisations need to implement 
wellbeing strategies to support hybrid 
working, to ensure mental health 
stays high on the agenda. This will be 
particularly important as we navigate 
the remainder of the pandemic and 
our recovery, but will continue to be a 
significant issue as people more regularly 
work away from colleagues. 

New Welsh Government created co-
working hubs need to be accessible and 
geographically spread to offer work 
spaces to those who do not have home 
working spaces. Development of these 
hubs must consider health, wellbeing, 
safety and inclusion.  

Future policy must recognise the unpaid 
labour that contributes to society and our 
economy. Women in the main are more 
likely to provide child care and be carers 
on top of their paid work, something that 
has had a marked impact on women’s 
wellbeing and mental health during the 
pandemic. Changes in how we structure 
work must consider this lived experience 
of many women. 
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Recommendations

 Redefine the terminology used:
     A “Modern working practices” was 
not felt to be reflective of these various 
ways of working. “Agile and inclusive 
working practices” or “flexible and 
inclusive working practices” might be 
more relatable for both employers and 
employees. “Hybrid working” is also 
gaining traction as a means of referring to 
a mix of remote and office-based working.  
     B Consideration should also be given 
to whether the term “remote working” is 
helpful as we move towards displaced 
teams as the norm. Remote working could 
suggest some workers are further removed 
from a central hub and risk them being 
judged differently to those who are based 
in an office.

Investment in infrastructure. There are 
still issues in rural Wales with broadband 
connectivity and to ensure equality across 
Wales we need to ensure all areas have 
adequate broadband.

There must be a focus on funding and 
supporting development of digital 
literacy amongst everyone. In particular 
those losing or leaving physical jobs who 
may need to quickly adapt in order to find 
alternative employment opportunities as 
these new ways of working become more 
common. 
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With the current Welsh Government aiming to move to at least 30% of workers working 
remotely, it is vitally important that we consider how new ways of structuring work are inclusive. 
To do this we recommend the following: 

Gender equality and inclusion have to 
be a central consideration for government 
and employers as changes are made to 
how and where we work. Any changes 
should be informed by equality impact 
assessments and engagement with 
diverse groups, and be accompanied 
by ongoing monitoring and evaluation 
to ensure that no-one is disadvantaged. 
Welsh Government should speed up 
implementation of the recommendations 
from the Gender Equality Review to drive 
the necessary change in process and 
culture to mainstream equality into all that 
it does. 

Focus on inclusion for Disability. Welsh 
Government should further investigate 
the experiences of disabled people to 
understand how home-working has 
affected people differently. Welsh 
Government appointed ambassadors 
need to specifically consider how flexible 
ways of working are inclusive for disabled 
colleagues.

Gather evidence to understand how 
this shift in working practices will affect 
marginalised groups. A shift to more 
agile and remote working will impact 
groups differently, and any policies or 
initiatives to encourage a change in 
working practices must take account 
of diverse needs. Evidence, including 
hearing from those with lived experience, 
should be collated as a priority and any 
concerns or barriers addressed. 
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Policy and in particular employment 
law needs to be updated. There are 
challenges trying to fit old processes 
into modern ways of working. These 
need updating to allow for digital ways 
of managing legal requirements. Welsh 
Government should lobby the UK 
Government for change in this area. 

New Welsh Government co-working 
hubs need to be accessible, inclusive 
and safe as well as geographically 
spread to offer work spaces to those who 
do not have home working spaces. There 
need to be hubs in all areas of Wales, 
including rural areas. 

8

9

10

7 There must be cultural change. It is not 
enough to have policies and processes 
that allow for flexible work. There must 
be a change of mindset and Welsh 
Government and large, influential 
employers must lead by example. 

Managers and leaders must be 
equipped with up to date training that 
focusses on managing agile teams fairly 
and in managing and dealing with the 
mental and physical wellbeing of the 
workforce. 
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Appendix A 

1. Action for Children 
2. ACT  
3. Age Cymru 
4. Airbus  
5. Alzheimer’s Society Cymru 
6. Army Families Federation 
7. Arts and Business Cymru  
8. Arts Council Wales 
9. BASW Cymru 
10. Bevan Foundation  
11. Brook 
12. Cancer Research Wales 
13. Careers Wales 
14. Carers Trust Wales 
15. Catholic Education Service 
16. CBI 
17. Children Commissioner for Wales 
18. CIPD 
19. Citizen’s Advice 
20. Clybiau Plant Cymru Kids’ Clubs 
21. Coleg Cymraeg Cenedlaethol 
22. ColegauCymru 
23. Community Housing Cymru  
24. CWVYS 
25. Cymorth Cymru  
26. Development Bank of Wales 
27. Disability Sport Wales 
28. Disability Wales 
29. Diverse Cymru 
30. Dolen Cymru 
31. Dwr Cymru Welsh Water 
32. Electoral Reform Society  
33. Equality and Human Rights Commission 
34. Federation of Master Builders 
35. Federation of Small Business 
36. FSB 
37. Future Generations Commissioner for                                                                                                                                              
           Wales 
38. GMB Wales and South West 
39. Grayling  

40. Hafal  
41. Hospice UK 
42. Hub Cymru Africa 
43. Humanists UK  
44. Institute of Welsh Affairs (IWA) 
45. Learning and Work Institute 
46. Learning Disability Wales 
47. Llamau 
48. Lloyds Bank  
49. Macmillan  
50. Marie Curie 
51. Meic Cymru 
52. Mencap Cymru  
53. Menter Caerdydd  
54. Mind Cymru 
55. MS Society Cymru 
56. National Federation of Women’s                                                                                                                                          
           Institutes 
57. NSPCC 
58. NSPCC Cymru 
59. National Training Federation for Wales  
60. NUS 
61. NUS Wales 
62. Older People’s Commisioner 
63. Older People’s Commissioner for Wales 
64. Open University Wales 
65. Oxfam Cymru 
66. Papyrus 
67. Papyrus 
68. Platfform 
69. Principality 
70. Qualifications Wales 
71. Race Alliance Wales 
72. RCN Wales 
73. RNIB 
74. Royal College of General Practitioners 
75. Royal College of Midwives 
76. Royal College of Nursing 
77. Royal College of Occupational                                                                                                                                     
           Therapists 
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78. Royal College of Paediatrics and Child 
           Health  
79. Royal College of Physicians 
80. Royal College of Psychiatrists in Wales 
81. RSPB  
82. Samaritans Cymru 
83. Save the Children 
84. School of Social Sciences, Cardiff 
           University 
85. Smart Energy  
86. Senedd Cymru  
87. Sport Wales 
88. Stonewall Cymru 
89. Sustrans Cymru 
90. The Wallich 
91. UNISON 
92. Unite the Union  
93. United Purpose  
94. Universities Wales 

95. Wales Association of Standing Advisory                                                                                                                                         
           Councils on Religious Education                                                                                                                                        
           (WASACRE)  
96. Wales Co-Op Centre 
97. Wales Environment Link 
98. Wales TUC 
99. Welsh Center for Public Policy  
100. Welsh Language Commissioner 
101. Welsh NHS Confederation  
102. Welsh Refugee Council 
103. Welsh Women’s Aid 
104. Welsh Women’s Aid Cymru 
105. WEN Wales 
106. WLGA (Welsh local government                                                                                                                                       
           association)  
107. Wonkhe 
108. WWF Cymru 
109. EYST 
110. Women Connect First 
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Appendix B

The organisations represented were:

1. Amber Energy
2. Addo Creative 
3. Careers Wales
4. CBI
5. Celtic English Academy 
6. Children’s Commissioner for Wales
7. Chwarae Teg 
8. Coleg Cymraeg Cenedlaethol
9. Cyfannol Women’s Aid
10. Development Bank of Wales
11. Disability Wales
12. Dwr Cymru Welsh Water
13. Effective Communication
14. EYST
15. General Dynamics
16. Humanists UK
17. Icosa Water
18. InfoTeam International
19. Monroes beauty salon

20. Neath Port Talbot CBC
21. WCCF Ltd
22. Mencap Cymru
23. Ministry of Justice
24. Neath Port Talbot Council
25. National Centre for Mental Health 
26. NSPCC
27. Older People’s Commissioner for Wales
28. Peter Lyn and Partners 
29. Pro-mo Cymru
30. PTI Cymru
31. Prifysgol Caerdydd
32. Town square spaces
33. Qualifications Wales 
34. Sport Wales
35. Sustrans 
36. Techniquest
37. Zimmerbiomet
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