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Work Smart Live More – An Evaluation of UK 4-day Work Week Business Productivity Best Practice for Businesses Considering or Adopting a 4-day Working Week
Abstract 
The purpose of this study is to evaluate best practice learnings from United Kingdom (UK) businesses adopting different variations of a 4-day working week (4DWW) outlined in the original UK National 4DWW trial. (Schor et al 2022). Twenty-two 4DWW businesses partook in this study and were from a wide range of geographic locations in the UK, industries, sizes and roles from owners and director to manager and employees. Businesses were recruited by promotion through the official Cambridge 4DWW marketing, outreach using the official 4DWW website and by online research. Research methodology involved carrying out 62 asynchronous Google Form Google Surveys and 32 synchronous in-depth Interviews 30 of which took place over Microsoft Teams and 2 over phone at the preference of 4DWW interview participants. 
Results showed that to become productive many 4DWW UK business workers at all levels became socially selective about who they spent their time with and how they spent their work time. Shorter meetings, less formal emails and focus time without notifications were implemented by many 4DWW workers. 4DWW workers reported prioritising role and business critical tasks and increased levels of assertiveness to protect their time and delegation for managers, directors, and owner. 4DWW staff also reported higher levels of planning and organisation to ensure efficiency during working hours. 
General Information Communication Technology adopted by many 4DWW businesses in the Covid Pandemic (WHO 2021) reportedly improved time efficiency, workforce communication and productivity output. Evidence was also reported that 4DWW businesses that implemented relevant industry specific technologies during a 4DWW increased work productivity, turnover, business growth, competitiveness, staff customer and stakeholder satisfaction. 4DWW businesses in this study reported either one, two or all of the following benefits as result of implementing a 4DWW: increased turnover as result of increased productivity, increased retention, and reduced recruitment costs.  



      










Introduction and Research Aim 
The primary research aim in this MBA dissertation is to evaluate productivity best practice of UK businesses partaking in a 4DWW in a wide variety of sectors. 
What is a business
Pettinger (2016) suggests there is no standard accepted definition of a business. (Hayes 2020) suggests that a business is an entity or enterprise that produces goods or provides service which can be for profit or not for profit and for a social cause or both. 
According to the Department Business and Trade (2023:7:5)” a small business is employs 0-49 employees with a turnover under 10 million, a medium business employs 50-249 with an annual turnover under 50 million and a large business employs 250+ employees with a turnover over 50 million”. 
The Productivity Challenge of UK businesses 
UK Businesses productivity and success plays a huge macroeconomic role in not only the UK economy but also social welfare and environmental of UK citizens. (Neumann 2020).
Whilst global standards of living have increased exponentially over the last 25 years as result of business productivity and growth (Mischke 2024). However, the UK has seen slow work productivity growth since 2007 in addition to the US and northern Europe after the great recession pf 2007-2009 (Fernald and Inklaar 2022). 
In 2019 Microsoft did a global 4DWW trial that saw productivity increase by 40% while being paid for 5 days (Broom 2023) Similarly 4DWW trials around the since covid world have shown a positive impact on 4DWW productivity (Ellerbeck 2023) and there has been increased global interest and take up of the 4DWW (Hamermesh and Biddle 2023).
In 2022 the UK had its first official trial of a 4DWW (Simpson 2022) As part of this trial a variety of 4DWW structure models were adopted by company's including decentralised where different teams, classic day off such as Friday or Monday (Christian 2022), staggered often where individuals or teams take a different day off, annualised, or conditional subject to meeting performance objectives. (Schor et al 2022). In a study assessing global 4DWW trials impact found businesses revenue went up by over 37% in the year if the trial for businesses compared to the previous year. (Schor et al 2022). For those that reduced working hours in their 4DWW this shows potential to improve productivity and profit due to increased productivity (Donges and Bushwick 2023). A 4DWW could also reduce carbon emissions as workers will be working less hours (Chung 2022). Working up to one less day a week can reduce carbon footprint and emissions by up to 30% due to a reduction in energy consumption and burning of fossil fuels during commuting (Smedley 2019).
Tackling the productivity crisis and implementing a 4DWW by UK businesses could not only “lead to better work outputs it could lead to better wages a prosperous economy a (Hill and Fray 2023) higher standards of living for UK citizens but also healthier workforces and reduced burnout (Mellor 2022). Which in turn can improve employee mental and physical health, satisfaction and retention of workers (Burchall 2023). 


The need for 4 Day week productivity best practice research
The extent to which 4DWW impacts productivity is more “complicated and ambiguous” Campbell (2023:1:14) found in a systematic review of 4DWW and further research is needed about ‘how’ 4DWW businesses are and can be productive when adopting a 4DWW. Moreover, removing the time spent at work does not necessarily mean less work but that time is as productive or more productive with time well spent if the 4DWW is implemented effectively. (Russell et al 2022). 
As result this study will evaluate UK businesses productivity best practice partaking in a 4DWW for a variety of different UK small, medium and large businesses companies in a variety of different industries. 
Objective 
To achieve the research, aim of this of evaluating productivity best practice of UK 4DWW businesses the following research objective will need to be met: 
1. To evaluate productivity best practice of 4DWW UK businesses





Literature Review  

What is a 4-day working week?  
A 4-day working week is a working week whereby employees work a shortened 4 days instead of 5 days a week chosen often employed to increase workforce productivity, improve employee satisfaction by give staff a better work life balance (Christian 2022). 
A number of variations of the 4DWW exist. For example, a gold standard is instead of working 40 hours over 5 days employees are paid full time wage and work a reduced 32 hours over 4 days. (Whillians and Lockhart 2021) Another variant of the 4DWW is the compressed working week where employees work the same number of full-time equivalent contractual hours per week for the same pay but over 4 longer days instead of 5. (Bath 2022).

In 2022 the UK had an official trial of a 4DWW (Simpson 2022) As part of this trial a variety of 4DWW structure models were adopted by company's including decentralised where different teams had different 4 day work week arrangement, others adopted a classic day off such as Friday or Monday, staggered working weeks were used where individuals took a different day off, annualised 4 day work weeks were also used where employees had to work at set number of hours per year and conditional 4DWW were used where obtaining the day off was subject to meeting certain performance objectives. (Schor et al 2022). 

 4DWW Renewed Interest Since Covid 19  
A 4DWW became known in the 1970s but had a reconnaissance during the Covid pandemic when businesses had to adopt flexible working methods as result of certain industries being subject to work from work restrictions and had an increased reliance on emerging technologies (Jahal et al 2023) 
Since then, we have had huge interest in a 4DWW globally for example in New Zealand, India, Iceland and Spain. (Chung 2022) In June 2020 UK Parliament signed a motion to investigate a 4DWW as it could bring a variety of benefits to the UK positively impacting productivity, the economy, and the environment (UK Parliament 2020).















Review of previous 4DWW research   
A number of countries have been or are involved in a 4DWW trial whereby employees were given the salary of 5 days but work four days. (Ellerbeck 2023). For example, Iceland ran a 4DWW trial in Reykjavik between 2014-2019 and 2017-2021 and results showed work productivity either stayed the same or increased during the trial, employers stress and burnout decreased, and work life balance improved (Stone 2021). However, managers of the Icelandic trial reported that organisational change and re-organisation had to occur to reduce workload and to allow for shorter hours. (Haraldsson and Kellam 2021).   
In February 2022 Belgium the first country to legally give employees the right to work a 4DWW and still be paid full-time despite the reduction in hours (Gurchiek 2022) Research found increased productivity and that shareholders valued the four-day working week and stock price was not negatively impacted by this change. (Dutordoir and Struyfs 2023). 
New Zealand similarly carried out a 4DWW trial December - June 2022 with Unilever committing full salary to employees and results showed revenue and growth against targets remained positive, a 34% drop in work absenteeism and staff perceived they were more engaged at work as result of the trial. It also found that although health improved and stress decreased by 33% however, it required new tools and resources to support staff become more efficient at working in less time. (Lockhart 2022).
The popularity of this kind of trial has continued to gain momentum across Europe which saw Spain also announce a pilot in April 2023 that funded up to 9.6 million euros for Spanish industrial SME’s with less than 250 members of staff take part in a 4DWW whereby staff work four days and are paid for five (Carreno 2023). According to Kassam (2021) The 3 year 50 million euros trial aim was to tackle climate change and job satisfaction. It was also designed to improve productivity and work life balance as Spain has been shown to work longer average hours than European counterparts and have less productivity in comparison. For example, in research on 1.2 million Spanish companies between 2003 and 2019 showed significant productivity deficit in the form of Gross Domestic Product by Spain in comparison with the EU, Germany, France and Italy. (Arregui and Shi 2023). The trial showed employee satisfaction, reduced work tiredness and reduced greenhouse gasses entering the atmosphere creating a healthier air environment for Spanish citizens. (Hurst 2023)
However, although there is a growing body of evidence around the world about 4DWW as seen in the studies above there has still only been one official UK trial on a 4DWW (Stewart 2023). In this trial “46% advised maintained productivity, 34% reported increased productivity and 15% significantly improved productivity” (Broom 2023:1:47). and as a result, limited research exists evaluating best practices learnings about how UK business leaders, managers and employees can maximise productivity when adopting a 4DWW. 






The potential impact of a 4-day working week for UK Businesses  
In 2021 the first UK research of a four day took place working week pilot took place with 60 companies from a range of different services and product-based sectors. The results showed 92% of organizations wanted to continue paying employees for a shortened working week. 71% of the employees saw improvements to their health (Christian 2023). Furthermore, it found that “revenue for the companies participating in the 4DWW study revenue increased by a third” suggesting increased productivity (Pinkstone and Warrington 2023:1:3). On top of this retention improved significantly and there was 57% reduction in staff leaving during the 4-day working week trial. (Scor et al 2022). 




   










Productivity and challenges with UK productivity and is a four-day working week the answer?  
According to (Xu et al 2021) productivity is the “conversion of inputs such as human resources, money and time into work outputs”. (Singh & Chaudhary 2022:183:2). However, resources that create work output can also be technological. In support a study over 32 countries (Xe et al 2021) found there was a significant relationship between business innovation, technology adoption and increased productivity, economic outcome, and reduced production costs.

Productivity is an economic ratio that can be measured by dividing the total output made by a business, either goods or services, by the total inputs, meaning the hours worked during a given period. (Eby 2023) So, for example, £40,000 of goods or services (output) divided by 750 hours is 53 meaning the business makes £53 per hour of work. Or it can be assessed per worker or per job (Kent 2020).

At a national level productivity can be assessed using gross domestic product (GDP), which is the total value of all finished goods and services made within a country in a given time period, usually reported fiscally. (Fernando 2024) Gross Value Added is another productivity ratio that gives a monetary output of a business or region to the economy (Kenton 2024).




Work productivity is critical to businesses and countries as it's the largest factor that determines wages of workers and living standards in a country. (Leke and Singla 2023). Productive businesses often have increased turnover, sustained profitability, cashflow (McCann et al 2023). Increased productivity can also lead to an increase in the number of customers, partners or employees, greater employee retention and satisfaction. (Rodriguez 2021) Business productivity can improve marketplace competitiveness (Lopez et al 2022).

Meta-analysis data from the International Labour Office found that increasing hours of fulltime workers resulted in reduced proportional outputs and production per hour, alertness and productivity in most industries and shorter hours can increase hourly productivity (Golden 2012). So, working shorter hours or working compressed hours and being more efficient could serve to improve outcomes for both employees and businesses. Not only is this pertinent to the global workforce it’s especially relevant to UK employers as according to the (National Institute of Economic and Social Research: 2022:5:7) the “average UK annual productivity growth rate (output per hours worked was around 3.6%, The following three decades saw this fall to 2.1%. Then from 2007-2019 it declined to 0.2% highlighting the importance of productivity for the economy and living standards 2% more growth would equate to £5000 per worker per year as an example”.


However why is the UK behind in a study of the least productive 10% of businesses (Awano et al 2017) found that one of the reasons the UK was one of the least productive in comparison to G7 nations since the 1990’s was due to lack of research and development investment, technology, and lack of consistently skilled workforces.  (Siddiqui 2020) also found internal factors such as leadership and management behaviours and external influences such as industry and spending habits of consumers influences business productivity. Four years on the UK still faces productivity concerns in 2021 a report by the UK Research Institute (2021:8:38) found key challenges business challenges influencing productivity were “cashflow, lack of money for capital investments, late payments, as well as leadership, management and culture.”
So, should UK business be working more or working more smartly to increase productivity? (Collwet and Sauermann 2017) found that there was an inversely proportionate relationship with worktime and productivity so the longer the hours worked the productivity output each hour decreases.











The case for a 4DWW to solve key productivity challenges for UK businesses  
Booth (2024) reported in a UK 4DWW trial with a 450 staff workforce, productivity improved by 15% with faster decision-making being cited as a major determinant of this. Similarly, (McParlane 2022) reports from the study of UK businesses doing a 4-day week people worked faster, less time and money was spent on recruitment and employees reported being more focused at work. Congruent with Parkinson law original research (Bryan and Locke 1967) that found workers that are given less time to complete work tasks took less time to complete them as less time was available (Chen and Hall 2021).

In the official UK 4DWW national trial of 61 businesses who partook in UK working week trial 56 decided to continue the 4-day working week UK (Hurst 2023) The biggest reported benefits were on employee physical and mental health in this UK study, in support 39% of employees were less stressed and 71% reported reduced burnout which in turn could impact on productivity as work and workload is better managed. (Cholteva 2023). According to (CIPD 2023) Greater flexible working that comes with a 4DWW can also enable inclusion and differentiation of work around people's lives and preferences. Especially those from “Marginalised groups” (CIPD 2023:1:16).

Although 4DWW trials became popular across Europe since the pandemic as there was a need to shift employer paradigms (Howe et al 2020) leading to widescale unprecedented workplace transformation influencing technology adoption (Ellingrud 2024) and increase interest in 4DWW (Nahar 2024) In a CIPD study 66% of UK employers in a 2000 employer study advised they would need to improve workplace productivity to enable them to reduce working hours without reducing pay (Boys 2022). However, although employers admit there is a need to be more productive, little is known how companies can operationally adapt practice, workload in attempt to increase efficiency and productivity during a 4DWW. (Russell et al 2022) and what recommendations 4DWW staff would give to other businesses about how best to structure their 4DWW and the best management, support and workplace culture most conducive for this (Christian 2022). 













Research Methodology  
The aim of this research is to evaluate productivity best practice and lessons learned from UK businesses taking part in a 4DWW using any of the 4DWW structures including decentralised, classic day off, staggered, compressed, annualised, or performance conditional 4DWW (Schor et al 2022) 
Research Paradigm & Philosophy  
Multiple perspective interviews and surveys (Vogl et al 2017) will also be used where possible to seek out both diverging and collective perspectives from owners, leaders, and managers and as employees in the same business. According to Pervin and Moktar (2022) this triangulation process of this nature can provide important ontological perspectives about what exists in 4DWW’s and epistemological perspectives that seek to examine how we know this. This paradigm can be useful from an ethnomethodologists perspective (Philipps and Mrowczynski 2019) as it can provide convergence (Gajary et al 2023) and could give implications for aspiring 4DWW businesses as to how they can solve productivity challenges of UK workers (Coyle and Mei 2023) using a 4DWW to increase workforce productivity. 

This study will also employ interpretivist ontology and constructivist (grounded) phenomenology theory (Burns et al 2022) as it will evaluate 4DWW participants productivity best practice as result of their experience and individual industry viewpoints (Tomaszewski et al 2020). 
Interpretivist theory in this study will be useful as it will help explore and understand different 4DWW participants productivity recommendations in the context of their working lives as well as their in-depth reasoning and beliefs surrounding this. 
Another benefit of this approach is that it will allow narrative analysis, codification, thematic and pattern analysis (Tie et al 2019) of productivity best practice that will help draw wider general, specific conclusions about best practice for businesses generally and in specific UK industries where relevant. 

 Rich qualitative data collection can be used to evaluate and analyse commonly occurring group productivity patterns and best practice based on rich in-depth diverse narratives. The nuanced information gleaned can help provide work context, productivity cultures and information about interrelationships that exist in (Vogl et al 2017) 4DWW culture from different business industry perspectives.

Drawbacks of this type of research is the multidimensional data collected can be complex and time consuming to analyse and it can be subjective in nature from both a participant and researcher interpretive perspective (Burns et al 2020). However, to counteract this, both triangulation of data from synchronous interview and online asynchronous survey methods will be used to prevent bias (Tie et al 2019) Also, as limited research exists about a UK4DWW as seen in the literature review this research will be exploratory in nature.
To ensure rigour when collecting what constructivists would consider multiple realities for different 4DWW participants where possible the researcher will aim to demonstrate integrity, trustworthiness, and credibility (Clarke et al 2023) of representing 4DWW participants productivity experiences using valid data collection instruments and data ensuring the research process is clear, transparent, and replicable. Grounding will also be used where quotes will be used to generate codes, themes, and productivity best practice evaluations (Knott et al 2022) as part of the research interpretation process. 


















Research Aim Introduction  
The research in this study will engage 4DWW UK business workforces of all sizes and at all levels within the business using qualitative virtual interviews, and qualitative anonymous surveys to evaluate best practice of what employees have done differently during a 4DWW to maximise productivity which can influence business profit, economic growth (Webber and Huaccha 2023) staff engagement and success (Vogel et al 2021).  
Research Objective  
To achieve the research, aim of evaluating productivity best practice of UK 4DWW businesses the following research objective will need to be met: 
· To evaluate productivity best practice for a group of UK 4DWW businesses 
Research question  
· Evaluate what productivity best practice lessons can be learned from UK 4DWW businesses 









Data collection techniques, research methods and survey and interview design  

Data will be collected and triangulated in several ways online. Online qualitative and quantitative methods of data collection became more popular during the Covid 19 pandemic (World Health Organisation 2020) due to data collection feasibility, practicality, and the ability for study participants to complete in the comfort of their own home enabling access to wider audiences (Torrentora 2020). 

One way data will be collected in this study is using Google form online qualitative surveys. A benefit of this method is that it will allow UK 4DWW businesses to quickly access and complete the survey without the burden of travel saving time and reducing financial costs of travel (Mondal et al 2019). Saving time is especially pertinent to a 4DWW study participants as they are already under time constraints with a 4DWW. (Powis and Heaton 2023) Survey is also a useful tool as it can accommodate a wide range of question types such as open questions, closed questions, scale questions and multiple-choice questions (Mondal et al 2019). All of which will be used to enable phenomenology and exploring best practice productivity experiences of 4DWW workers and how they have come to think that way (Mondal et al 2019). The survey will also allow the researcher to use questions that test commonly occurring themes (Naeem et al 2023) from the 4DWW interviews. 

A benefit of using Google forms for the survey is that they can be accessed online asynchronously at a time suitable for 4DWW workers without anyone around due to the sensitive nature of what will be asked (Opara et al 2021) This is important as the study will evaluate private consented views and experiences of 4DWW As digital data protection and safety is paramount for businesses to ensure trust (Anant et al 2020) Google Forms is also a good qualitative instrument as it adheres to strict EU GDPR compliance laws, ensuring data is private, secure with robust security protection (Google 2023).  Limitations of using online surveys, however, are data will need to be generalised for a representative population and subjects will have their own inherent bias (Andrade 2020).
When deciding sample size, it's important to consider research goals, data collection instrument layout, and saturation point which is where the obtaining new data will not any further insights. (Hennick and Kaiser). In a metanalysis study examining how many study subjects are needed to enable thematic saturation. (Guest 2020) found that 11-14 survey results can provide between 87-89% of saturation. The aim will be to get 100 respondents in total to answer the survey from a variety of 4DWW worker roles including front line staff, managers, directors, and company owners. 

The final methodology employed in this study will be online interviews with front line staff, managers, directors, and UK business owners who partake in a UK 4DWW. Interviewees will be offered online Microsoft Teams interviews in the first instance and phone interviews for those that prefer to speak over the phone instead. 
 (Oates et al 2022) found limited evidence that data was impacted by audio or video interview and offering both options could increase completion rates. (Oliffe et al 2021) suggests online interviews using Zoom or Microsoft Teams can enable remote engagement, widen reach and boost access to multi-site data as participants can complete them anywhere, as participants can access the internet from any computer, tablet or mobile phone. Which improves inclusivity and uptake rates up to the age of 65 (Berg et al 2020). Another reason this methodology will be useful is that it will help gain specific insight from a niche cohort of 4DWW UK workers about their “perspective, productivity practices, and challenges” (Nyumba 2018:1:17) in a range of industry contexts. 

Another benefit of online interviews is that the audio-visual medium of these platforms allows participants to see interpersonal non-verbal body language which helps build trust between the interviewer and interviewee which can improve quality of data collection (Labinjo 2021). However (Lindsay 2022) in her study of Zoom interviews found that extraneous factors such as internet quality, sound, streaming, technology confidence and platform chance can influence the interview quality. If these streaming challenges occur a phone option will be offered as well as time slots at an alternative time or date. 


[bookmark: _Int_dfk4pf1P][bookmark: _Int_yec59oiq]Interviewing 4DWW staff at different levels within the organisation and different responsibilities will also be used to give a rich layered view of best practice implications at various levels of employment 4DWW. (Huebner and Zacher 2021). This could support not only companies looking to adopt a 4DWW but also employers who have already adopted it. It also could help owners, directors and managers plan appropriate productivity support and training for 4DWW staff too. Hierarchical analysis of this nature could also explore productivity workplace cultures, how different levels of staff engage during a 4DWW, as well as the relationship between productivity, health, and happiness (Syniewska et al 2023). A limitation of this is that not all organisations have hierarchical structures of organisation, some businesses have flat power dynamics and decision-making structures regardless of job role (Ghosh et al 2020).

As little research exists about UK 4DWW businesses (Ellerbeck 2023) structured and online in-depth interviews will be used. This will involve asking a range of pre-determined closed and open questions to encourage 4DWW participants to reflect and justify their productivity 4DWW experiences and time saving recommendations (Hansen and Swiderska 2023) and some closed questions to explore overarching 4DWW productivity themes. In depth interviews would also be best for 4DWW clients as it was only in 2022 that the UK trial ended whereby 56 businesses decided to continue the 4-day working week or 9-day fortnight. (Young 2023).  In-depth interviews would be beneficial as they can give information about problems, processes, productivity cultures, commonalities and collective best practice businesses face at various stages of adopting a 4DWW. (Trimmer and Wood 2016)
 Any productivity themes reported in the interview will then be tested with closed and open questions in a Google Form survey. This type of cross triangulation not only increases the validity of findings but can help explore novel productivity phenomena and behaviours like a 4DWW (Schlunegger et al 2024).
























Respondent's & population sample  
The participants examined in this study will be a mixture of participants that have taken part in the official 4DWW UK trial by (Schor et al 2022) and UK business employees who are currently partaking in a 4DWW from a range of different industries and sizes. There were “61 businesses and 2900 workers “that took place in the trial in the UK 4DWW trial in total”. (Schor et al 2022: 5:2).  The businesses were of a range of different sectors and sizes, each of which utilised their own 4DWW working time model such as decentralised, staggered, compressed, annualised or conditional reduced working time models. (Schor et al 2022). Participants will also be UK companies that have signed up to the official (2024) 4 day a week UK website. 
            
(Guest 2020:1:82) “In a meta-analysis of 54 studies reported that sampling 6 study subjects could give sufficient data to identify a theme giving a saturation of 99% if the theme is relevant to 55% of the larger study population”. This will be considered when drawing conclusions in this study if 6 candidates perceive a qualitative theme. So, with up to six each new interview gets nearer to 100% saturation. For this reason, a minimum of 5-10 interviews Microsoft Teams interviews of staff, 5-10 of managers or project managers,5-10 directors or business owners will be sought.

Purposive Sampling is a method of qualitative inquiry whereby researchers employ their own methods of knowledge and judgement to select participants to participate in a piece of research. Sample size should also be context specific and should depend on the nature, purpose, and impact of the research on a given population. (Indrayan and Mishra 2021) Therefore, this study will use purposive sampling in attempt to engage UK 4DWW businesses, that have partaken in the UK official 4DWW trial (Schor et al 2022) or those on the official 4DWW UK website or those currently doing a 4DWW.

Purposive sampling can also be useful when the researcher is aware specific groups of people may hold important views and perspectives about the issue and question being set. Which is why this study will evaluate both staff and managers, directors, and owners' productivity as each play a different role in making a reduced working time 4DWW approach a success. (Campbell et al 2020) 4DWW businesses and study participants will also be found using internet research to find 4DWW businesses who have published articles online about them partaking in a 4DWW. As they will have already shared their information online publicly about a 4DWW. This method of convenience sampling will be used to select participants who may be more willing to share data with you. (Stratton 2021) This is especially useful when conducting novel research like this 4DWW study where there is a limited number of potential people who can be engaged in a study (Dudovskiy 2022). 

[bookmark: _Int_F3EMskc3]Although stratified sampling that requires certain demographics such as age, family size, gender, race, nationality, income will not be specifically used in this study, the analysis of this data may show productivity patterns amongst certain strata demographics and sub-groups of UK 4DWW working participants. (Hayes 2023). For example, managers who may have higher incomes than non-managers may share role related efficiency perceptions. The benefit of this non-probability qualitative method is that it can be useful to preliminary “exploratory insights to under-researched populations” (McCombes 2022:1:69). Another benefit is that it can enable theory building that could help describe productivity “contexts” of a reduced time working week, “major issues”, key “variables” that influence productivity and success of a 4DWW, “patterns of communication, interactions, resources and impact. Why they exist and should they exist “as well as assumptions, and boundaries (Cash et al 1:212). 















Research Procedures 
Anonymity and consent 
Before the interviews the researcher and author of this study will introduce herself and advise participants that the interview will remain completely anonymous and ask for consent for using the research to anonymously evaluate 4DWW best practice for this dissertation and the general sharing of best practice of a 4DWW. A clause will also be placed at the start of the Google Form that states “By completing this survey you are agreeing for your data to be used anonymously to contribute to MBA dissertation research and the evaluation of best practice in planning and delivering a 4-day working week. Your name and the business name will remain anonymous”. 

Anonymity in this study will be critical as evaluating productivity best practice of a 4DWW is a sensitive topic and will allow employees and owners to speak freely and honestly about their productivity experience without fear of any reputational damage to themselves or the business they work for. (Dougherty 2021) which creates an air of trust for the 4DWW participants and a safe space to reflect on their 4DWW productivity challenges and solutions and 4DWW model recommendations to other businesses in and outside of their industry.



Validity and reliability   
Validity relates to how effective a research instrument measures the thing it intends to measure (Surucu and Maslakci 2020). In this study, structured in depth qualitative interview and surveys will be triangulated to evaluate productivity behaviours of 4DWW workers. These are relevant methods as structured interviews will enable pre-determined open-ended questions about productivity best practice and 4DWW structure recommendations to be answered which will enable consistently, reliability and reduce the bias compared to unstructured interviews (Aamodt et al 2016). 

All participants will be asked the same questions for each interview and for each survey. For the interview answers will be verbalised by the study subject and transcribed by the researcher while screen sharing onto the Google Form. Transcription software will also be used for those who consent to recording and transcription. If the researcher is unclear on what a study participant is meaning in their response to a structured question unstructured questions may be used to probe further which in turn can increase the validity by asking for clarification of what the 4DWW study subjects are meaning in their response. (Mcleod 2024).
Reliability relates to how repeatable, consistent or reproducible the research would be if the research was conducted again in the same settings. (Chetwynd 2022) To ensure reliability, the same Google Form link will be used for all survey participants and the same Google Interview link will be used for all interview participants to ensure the same questions are asked during the survey. All interviewees will also have the same questions asked during the interview. More open questions will be administered in the interview questions though to encourage in-depth qualitative data about productivity behaviours (Agustianingsih and Mahmundi 2019) that can help give evidence for potential themes that will be tested in the survey. 

On both interview and survey there will be compulsory questions that will need to be answered relating to productivity and recommendations as well as other non-compulsory questions relating to 4DWW experience within the business. Having this type of structure can help improve validity and response rate as (Hadler 2023) as those who have the time can provide supplementary information about productivity cultures but those who don’t will at minimum be able to reflect on if and how they have adapted practice to improve productivity during their 4DWW. Technological tools like online surveys like this can create a consistent and reliable procedure to motivate participants which can increase the overall response rate and sample size (Holtom et al 2022).

The screen sharing function on Microsoft teams will be used so 4DWW participants can visually review their responses and amend synchronously while the interviewer transcribes onto the Google Form. (Stevenson et al 2022) suggests screen sharing can be useful in interviews as it provides a visual written prompt and reminder of questions for study subjects, and it can help focus deep thought around each question.

 One 4DWW participants are happy with all answers the form will be submitted as complete. Interviews will also be recorded as well as transcribed on Microsoft Teams too if consented by 4DWW participants to improve validity and reliability of data capture (Jamshed 2014) So direct quotes can be used as evidence when conducting coding and thematic analysis (Naeem et al 2023) It will also enable the researcher to look over and analyse the transcripts which can be used to structure the survey to test emerging themes as part of the codification thematical analysis process.

All participants that agree to take part in the interview will be sent an outlook calendar invite with the Microsoft Teams meeting link and joining instructions. Those that have opted for a phone call will be sent a calendar link with the timing of the phone call. The calendar invite will give an overview of the nature of the questions that will be asked and will reassure participants formal anonymity will be kept. Post interview a thank you email will be sent to clients thanking them for their time and asking them to invite colleagues to take part in a survey or interview. This is known as snowballing; snowballing is a non-probability valid sampling method a relevant technique for this cohort as UK4DWW businesses are in the minority of UK businesses and as the possible sample size is limited this method of convenience will attempt to increase response rate of survey completion (Staller 2021) as colleagues will be asking colleagues to complete the research not the researcher directly in the first instance.

Then once a colleague agrees to partake in the study an introductory email will be sent with details about the study and nature of questions alongside the assurance of anonymity and the participants will be given a choice of conducting an interview or survey. The more interviews and surveys completed the higher the validity as the more in-depth data that can be collected to draw diversity of perspectives, frames of orientation (Phillips and Mrowczynski 2019) and thematic productivity patterns that may be apparent for 4DWW workers. 














Accessing Participants  
In order to access participants a range of methods were used to obtain interview and survey participants. Businesses on the (2024) 4 Day a Week accredited employer's website were contacted by the researcher via phone and email all of which were part of the 4-day week campaign 2024. Businesses who were in the national online press and appeared in articles online for partaking in a 4DWW were also contacted by the researcher. 
In addition, the official UK 4 Day a Week (2024) campaign by the original authors Autonomy in conjunction with University of Cambridge, Boston College and University College Dublin and University of Brussels (Schor et al 2022) head of marketing sent an email on behalf of the researcher to all current UK 4DWW businesses on their database and participants and further survey participants were recruited. Many of these businesses took part in the only UK official 4DWW trial by (Schor et al 2022). All 4DWW businesses that had completed an interview were asked to invite their colleagues to take part in an interview or survey.  No financial remuneration was given to any participants partaking in this 4DWW research.







Results - Sample Studied  
Qualitative Interview Sample Characteristics  
A total of twenty-two UK 4DWW businesses were interviewed in the study from a wide range of industries. These include businesses in marketing and advertising, professional services, charities, non-profits, community interest companies, financial and insurance, arts and entertainment, manufacturing, construction and housing, public sector, education, and engineering. Businesses that took part in the interview were a wide range of sizes including businesses with 1-3 employees, 3-5 employees, 6-10 employees, 11-24 employees, 25-50 employees, 51-100 employees, 150-300 employees, 300-500 employees and 501-1000 employees. 4DWW study participants were based in a variety of locations throughout the UK including England and South-East, South-West, London, The Midlands, East, Wales, and Scotland and remote.  

Qualitative Interviews  
Thirty-two qualitative interviews were conducted for this study on 4DWW participants. Participants were given the option to do this over Microsoft Teams or by phone. The average time to complete interviews was 114 minutes. Thirty participants choose to complete this over Microsoft Teams, two via phone where answers were transcribed over the phone by the researcher and input into the interview Google Form. In the Teams meetings interviews, the screen was shared so participants could view the questions visually. All thirty Microsoft Teams participants consented to recording and transcription. Once clients were happy with each recorded answer the Google Form interview was submitted as complete. 

Qualitative Surveys  
4DWW Businesses that took part in the qualitative survey were a wide range of sizes including those with 1-3 employees, 4-5 employees, 6-10 employees, 11-24 employees, 25-50 employees, 51-100 employees, 100-150 employees, 150-300 employees, 300-999 employees. 4DWW businesses that took part were based in a variety of UK locations including England and South-East, South-West, London, The Midlands, Northwest, Northeast, Wales, Scotland and remote. 62 participants from 17 4DWW businesses completed the anonymous survey,10 of which were from 4DWW businesses that have been interviewed and 7 of which had not been interviewed.

 











Sample Sectors & Business Industries Interviewed and Surveyed  
As can be seen in Figure ‘A’ a wide variety of industries were interviewed and surveyed in this study and every effort was made to have equal numbers of participants from different businesses in each region and sector this was not possible meaning 10 participants from public sector, 17 from the private sector and 5 from charity/non-profit and community interest company sector completed an interview. So, although this includes varied business types it provides a skew in data towards private sector businesses. This included a wide variety of industries including manufacturing, professional services, finance and insurance, marketing and advertising, arts and entertainment, construction and housing, engineering, public sector, charity, and non-profit and community organisation.
Figure A:
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Type Of Business and Industries Surveyed
As shown in Figure ‘B’ out of the 62 survey participants surveyed reported were from private 22 participants reported they were from charities, non-profits and community interest businesses.  The 8 that reported the ‘other’ 3 were from the legal sector, 3 were from the public sector and one was manufacturing and another engineering sector. The remainder 32 were from the private sector giving a slight skew towards private sector businesses. Survey participants included a wide variety of industries including manufacturing, professional services, finance and insurance, marketing and advertising, construction and housing, health and social assistance, engineering, education, public sector, charity, and non-profit and community organisation.
Figure B:
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Job Roles Sample Demographic  
Employee Interview Sample - Job Roles 
As shown in Figure ‘C’ a wide variety of roles were interviewed. Although every effort was made to interview equal numbers of staff in the same role. 10 directors, 6 owners, 2 Human Resources staff, 3 managers, 3 project managers, 4 staff members, 4 administrative support staff and 2 were classified as ‘other’ and their role level is unknown. Meaning 22 out of the 32 staff members were senior staff at the organization. This limitation means in the interview data there's is a slight skew towards 4DWW leaders and managers for the interview. However, this provides a useful comparative with the survey that has an even split of leadership and management and non-leadership and management staff. 
Figure C:
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Employee Survey Sample - Job Roles
In contrast to the interview, Figure D shows out of the 62 participants that completed the survey, 30 were non-senior staff, this included 28 staff members and 2 administrators. The remainder of study participants were senior staff. This includes 4 business owners, 5 directors, 13 managers, 9 senior staff, and 1 project manager and 1 reported ‘other’ role unknown. Giving an almost equal split to leadership and management and non-leadership and management staff.
Figure D:
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Socio Demographic Gender of Survey and Interview Participants 
Interview Gender 
As shown in figure ‘E’ Interview participants were given the option to identify as a woman, man, non-binary or prefer not to say. 20 of the 32 interview participants identified as a woman, 12 as a man giving a skew in female participants completing the interview.  
Figure E:
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Survey Gender 
Similarly in Figure ‘F’ survey participants were given the same gender identity options as per figure ‘E’ and of the 62 survey completers 38 identified as a woman, 22 as a man, and 2 identified as non-binary giving a skew in female participants completing the survey too.
Figure F:
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Length of Service doing a 4DWW interview participants 
Figure ‘G’ shows in this study’s interview of the 32 participant participants, 9 participants had been at their 4DWW business for more than 5+ year, 7 participants between 4-5 years, 4 between 3-4 years, 6 between 2-3 years, 4 between 1-2 years and 2 less than a year. 

Figure G:
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Length of Service doing a 4DWW survey participants
Similarly in Figure ‘H’ of the 62 participants who completed the survey, 21 participants had been at their 4DWW business for more than 5+ year, 5 between 4-5 years, 8 between 3-4 years, 9 between 2-3 years, 5 between 1-2 years and 14 less than a year. Which could highlight high retention and recruitment of 4DWW businesses.

 Figure H:
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Interview Sample Age Group  
 
Figure ‘I’ below shows participants interviewed were from a wide range of age groups. 15 interviewees were aged 41-50 age category, 9 interviewees were 31-40 years old, 3 interviewees were under 30 and 51-60 respectively and 2 were over 60. 

Figure I: 
[image: ]









Survey Sample Age Group
Figure ‘J’ shows participants surveyed were also from a wide range of age groups. 13 interviewees were aged 41-50 age category, 22 interviewees were 31-40 years old, 12 interviewees were under 30 and 51-60 respectively and 3 were over 60.
Figure J:
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4 Day Working week Variations 
This study examined participants from a variety of different 4DWW structures. This includes the gold standard paid for 5 days work 4 32 hours no reduction in pay (4 day a week 2024), 5 days’ work compressed into 4 days and longer hours, same day off, variable day off, staggered Working week, Pro-Rata reduced 4DWW, conditional and performance based 4DWW, 9 day fortnight, ,annualised, work 4 days’ work with half days equating to a day off paid for fulltime and, decentralized as outlined in the original UK study by (Schor et al 2022).












Survey 4 Day Week Variations 
As seen in Figure ‘K’ below of the 62 participants over 50% and 38 participants reported they were paid for 5 days and worked 4. 25 participants advised they had one day off a week, 9 worked a compressed 4DWW, 5 had a variable day off, 5 reported a staggered 4DWW, 3 reported a nine day fortnight, 2 worked pro-rata 4DWW, 2 worked in a 4DWW company but did not qualify for a 4 day working week yet one mentioned this was due to probation, & the other did not give a reason but one business reported having conditional performance objectives to obtain the 4DWW. The remaining 2 in the ‘other section’ worked part-time in a 4DWW company but didn’t work this over 4 days.
Figure K:
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Interview 4 Day Week Variations 
Of the 32 interview participants ‘Figure L’ shows 50% and 16 participants did a 4DWW and were paid for five days, 18 reported having the same day off. 10 had staggered days off within their team, 5 a variable day off, 3 a decentralised 4DWW where different teams had different. 1 reported conditional performance based 4DWW, 4 reported a nine-day fortnight. 3 reported a pro-rata 4DWW, 1 reported a 4DWW with a combination of full days and half days off. In the other section one reported flexi working 4DWW. 
Figure L:
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Length of time business participants had been doing a 4-day working week
Interviews - How Long companies had been doing a four-day working week.
The earliest a business reported started a 4DWW was 2014 and 2015 respectively, another advised they began a 4DWW in 2019. All remaining businesses participants advised they begun a 4DWW between 2020 and 2024 so during and post Covid pandemic (WHO 2021).   
    



















Results 
Thematic Analysis Introduction & Critique 
Key: Interview (I) Survey (S) 
A qualitative thematic analysis will be used based on Donnely (2013:32) that includes
Section A - Raw Data themes
Section B - Sub themes 
Section C - Codes, Summary, and Implications
A thematic analysis involves identifying key words and quotes, coding, creating themes or patterns then analysing them and the development of a conceptual model (Naeem et al 2023). All of which will be undertaken in this research analysis. Quotes will be shown in figures, which will be codified to build overarching conceptual (Byrne 2021) productivity themes which report 4DWW workers said. The benefit of this type of analysis is that this grounded theory data can help interpret social productivity patterns and phenomena 4DWW participants experienced (Christophi et al 2022) into themes.
This study also used virtual ethnographic structured synchronous in-depth one to one interviewing (Keen 2022) and anonymous online surveys. Benefits of these approaches were the interviews enabled exploratory data analysis, probing and holistic generalisation of (Nixon and Odoyo 2020) 4DWW participants productivity behaviours and best practice themes that were able tested in the survey. This triangulation was very useful limited research exists examining a UK 4DWW and there has been renewed interest in a 4DWW globally since the Covid Pandemic (Jahal et al 2023).
Although interviews enabled the collection of rich high-quality data of 4DWW participants (Robinson 2023) in this study. Limitations were that interviews in this study were very time consuming taking an average of 114 minutes per participant. The benefit of this however was that it generated a lot of high-quality data examining a wide range of data about 4DWW productivity experiences and emerging themes. 
Using Microsoft Teams meetings, transcription and phone calls was beneficial as it gave the opportunity for 4DWW participants to partake in interviews daytime or evenings allowing access to diverse participants from businesses in a wide variety of geographic locations and sectors in the UK. It also saved time and reduced travel related costs for both 4DWW participants (Khan and MacEachen 2022) compared to in person interviews.













Results Analysis and Critical Evaluation
Figure M:  How 4-day week participants have become more productive 
[image: ]
Figure ‘M’ is a thematic analysis of data summarising themes, sub themes from quotes and code implications that was created using 4DWW interview and survey data of participants who perceived increases in 4DWW productivity. 






When 4DWW participants were asked how they have become more productive if they feel they have some interview (I) and survey (S) participants advised they were able to increase productivity by streamlining operations and reducing inefficiencies, using technology effectively and being more focused and selective about how they spend their time.
 A selection of some of the quotes corroborating the above can be seen below:
	Streamlining Operations
A manufacturing business owner said “Our entire workforce analysed the processes of making every product and looked at how we can make things better and quicker. This helped us consider and buy robotics to replace some aspects of manual labour.” (I)
A health and social care business advised “A 4DWW (helps) you see where efficiencies can be made at work (which) is a natural result of having less time e.g. We identified meetings or processes that can be improved/reduced in frequency or stopped altogether” (S)

Using technology 

A website design business advised “We work smarter, it usually takes two weeks to build a bespoke website, so we started using website templates to save time. This helped make us be more efficient”. (I)


A professional service business advised “Fieldwork days have become streamlined and efficient with minimal down-time”. (S)




Critical Analysis - Streamlining general and industry specific operations and using digital technologies to improve productivity
In order to improve productivity at organisational level many 4DWW physical, hybrid and online workplaces many workers in this study reported reviewing, and proactively changing entire workplace practices to streamline operations, using existing technologies and or purchased new technologies relevant to their specific industry. Some of this was reportedly done during the pandemic in the shift to online and or hybrid working some was done after deciding to implement a 4DWW. 

However, when leaders and managers researched and purchased relevant technologies to their specific industry and underwent largescale digital transformation this not only reportedly improved processes and productivity, but it also reduced waste which in turn was better for the environment, and some businesses even increased profitability and staff problem solving skills as result. In support one manufacturer said “The entire workforces analysed processes of making every product and looked how we can make things quicker. This helped us consider robotics to replace some aspects of manual labour. This process optimisation reduced scrap and rework, made us smarter in manufacturing and its increased profitability “. 
This is an example of using robotics to automate and improve productivity. (Perez 2023) suggests process automation is one of quickest ways a business can improve productivity, and it can be used across a plethora of different parts of a business such as e.g., Human resources, IT, or finance department or in more customer facing roles such as administration or sales. This is an example of digitalisation and digital transformation designed to improve or adapt or create a business process or model (Plekhanov et al 2022). Which globally increased labour productivity particularly during the pandemic in businesses all sizes (Jaumotte 2023).




























Focusing on urgent and important tasks, repurposing work and reducing perfectionist tendencies

Another thing 4DWW businesses reported improved their productivity was repurposing work and spending less time redrafting as they didn’t have time to recheck their work which forced them “to reduce perfectionist tendencies” (Public sector business). 4DWW businesses also reported focusing on urgent and important priority tasks for their role and the business. 

In support of this a range of quotes from 4DWW businesses can be seen below:
	
Limiting redrafts and repurposing work 

A marketing and advertising business said, “I repurpose content where-ever possible & I use AI to help get answers.” (S)

A public sector business advised “I am more focused more efficient and don't polish things as much. Good is good enough it doesn't have to be an excellent piece of work. I’ve had to remove my perfectionist tendencies” (I)




Prioritising urgent important tasks

A health and social care business reported “I am quicker in making decisions, I use time management to prioritise tasks”. (S)

A charity advised “I ensure my time is spread and allocated more time to urgent tasks” (S) 

A manufacturing business advised “I do 80% lab work now instead of 70% & try to be more efficient with the write up” (I)

Another charity advised “I prioritise certain tasks now and the extras (including personal development) fall by the wayside” (S)




Prioritisation and resourcefulness 

In order to be more productive as mentioned above many 4DWW workers reported in their interview and survey that they became better at prioritising doing only “urgent and important” tasks noted by Eisenhowers (1961) and Sung (2020) Urgent and Important Matrix featured in (Bratterud et al 2020:499:2) whereby workers prioritise work tasks that will have the biggest impact on success and bring the most value to society, the business and the worker (Important) and these tasks can be done straight away (Urgency). This can work in principle, however only as long as the workers possess the necessary skills and work ethic to do so otherwise, they should delegate it (Mathebula & Barnard 2020). However (Mfondoum and Tchindiang 2019) suggest, tasks that are not urgent should be scheduled to be done at a later date or if the tasks are not urgent or important they should be deleted. 

Some 4DWW workers also advised that as they had less time at work, they became creative and resourceful with how they performed their work to be efficient. This meant repurposing work in the case of a marketing business and less redrafting for a public sector business who discussed the dilemma they faced with wanting to do more but creating self-imposed workload boundaries that saw them  “reducing perfectionist tendencies” and accepting “good was good enough” other businesses also eluded to the fact less worktime “ means less time on “periphery”(I) or “nice to do”(I) tasks suggesting 4DWW workers not only prioritise the most significant tasks but tasks ranked lower importance were reduced considerably. This corroborates with a 4DWW study in India by (Chakraborty et al 2022) that found strategising what work was done became incredibly important for 4DWW workers as it enabled them to set and prioritise work goals and create action plans which can drive productivity towards the most important work tasks each week and month. 




More focused and socially selective with internal staff and external stakeholders
Another key productivity perception reported by many 4DWW workers was that they were more consistently focused whilst working a 4DWW and spent their time more intentionally on important tasks and doing them efficiently and they were more selective with how and whom they spend their time with internally in their workforce and externally with customers and stakeholders. 
	To demonstrate this: 
One public sector business advised “having less time doing your job helps with productivity as it focuses your mind on what matters. The way you work needs to become more efficient and it helps with time management and productivity. (I)

A public sector director advised: “I am more socially selective with my time and are more targeted about which staff and external stakeholders I spend time with”. (I)

Furthermore, a manufacturing CEO advised “We are more selective with the customers we work with choosing long term customers that are going to be profitable sustainable and enjoyable to work with” (I)



A professional service business advised “I am focused on tasks that need to be done and do them in a time efficient way” (S)
A large (Department of Business and Trade) Non-profit business with 500+ staff advised they use a staggered 4DWW to enable them to have more focus too and be socially selective with customers and even allowed them to adapt their hours to meet client needs to improve productivity and success. 
In support they said “A 4-day work week has mean we can talk to clients at 8pm when the kids are in bed or bottle necks Mondays and Fridays after people fall into crisis over the weekend. This has allowed us to speak to a record 20,000 clients and the quality of service and advice score has improved despite working 80% of the time. People (staff) are also more rested which is important as it’s a stressful job to help people one after another in crisis, it's mentally draining. Now people come into work refreshed and mentally, our client service has improved, and we are outperforming other fulltime providers. (I)



In a meta-analysis by (Aeon et al 2021) Time management and prioritisation at work was found to be critical not only for workplace productivity but for worker physical, social and mental health and work life balance. One way this was achieved was by 4DWW staff in this study as highlighted by the quotes above was 4DWW staff being more cognisant and intentional with how time is spent focusing on important tasks. By focusing more on the most important work this can lead to quicker execution of the most important work and decisions.  (Booth 2024) similarly found this in the largest public sector business in the UK 4DWW trial stating house planning decisions were made 15% quicker during a 4DWW potentially as result of more focused time when at work. 

Another way time management and focus were perceived by 4DWW workers was when they mentioned they became more assertive and protected of their time and “socially selective” with whom they interacted with, how, and for how long. Many also reported they were “more targeted in their communications internally and externally”. This was reportedly done in several ways such as choosing who internally and externally 4DWW needed to spend time with and having meaningful engagements with the people they needed to prioritise internally and externally. An example was a manufacturing business who advised “We are more selective with the customers we work with choosing long term customers that are going to be profitable sustainable and enjoyable to work with” (I). 

Suggesting 4DWW businesses could use stakeholder evaluation to help them decide who, how and the extent they should engage with colleagues, customers, and stakeholders. (Serna et al 2022) to ensure time is spent having targeted meaningful interactions where key relationships and long-term growth of the business is prioritised. Mendelow ‘s 1991 power interest stakeholder matrix in (Ginige et al 2018) could also be used to help 4DWW businesses prioritise time with high power and high interest players, keep satisfied low interest high power stakeholders and keep informed high interest low power and give minimal priority to low interest low power stakeholders. A limitation of this matrix is that stakeholder relationships are much more complex and dynamic and interrelationships between stakeholders and this should also influence how time is prioritised (Bridoux and Stoelhorst 2022).

Many 4DWW workers reported less time for internal socialising at team and organisation level. However, in spite of this 59% strongly agreed (I) 61%(S), 34% (I) 29%(S) agreed that despite less time for socialising the 4DWW still had a positive impact on their mental health, 3% (I) 10%(S) neither agreed or disagreed and 3% (I) 0% (S) disagreed. 


























What 4DWW workers are doing more or less of to be more productive 

‘Figure N’ below is a thematic analysis of data summarising themes, sub themes from quotes and code implications of what 4 day a week Interview (I) and Survey(S) participants are doing more and less of to be productive during a 4DWW.
Figure N:
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As shown in ‘Figure N’, to be more productive many 4DWW businesses, especially those with reduced working hours, have adapted ways of working and how they organise, track, and discuss their work with colleagues. Many reported changing the way they communicate, meet, and reported being more intentional with how they communicate physically and digitally. 
Whilst some 4DWW businesses reported an entirely physical in person work environment, those with hybrid or remote ways of working reportedly used technology to communicate in a time efficient way. In support of this:
	Communication was targeted, assertive and businesses used appropriate resources in hybrid and remote settings and delegated more
One public sector business leader advised “I am more planned and targeted with my communication, I choose upfront who I engage with and how I do this my communication is more considered & deliberate”. (S)

One remote professional service business advised “We use Teams as it allows chat rather than formal email” (saving time) and we ban internal email, unless forwarding them to encourage (Microsoft) Teams chat instead, emails are easy to misconstrue”. (I)
Many businesses also reported they were more assertive in their communication approach and said no to work that was not a priority.
In support 26 survey participants reported they were more assertive saying no to projects that weren't a priority to their role or the business. (S)
Moreover 6 4DWW business owners /directors from a range of industries such as marketing, charity, engineering and manufacturing businesses advised they delegate more to colleagues and managers. 

E.g.  “I delegate more. Expecting more of people, delivering on agreed deadlines, am less sympathetic of excuses unless family thing. I don’t micromanage them though” (I). (Engineering firm).



As seen above some 4DWW businesses, especially those with hybrid or remote work environments advised they used informal chat methods like messaging apps to reduce long unnecessary emails unless forwarding, which became a popular approach during the Covid era. According to (Blanchard 2021) Microsoft Teams and Slack were popularised and became pervasive in the Covid ‘pandemic’ (WHO 2020) whereby short form informal text such as messages and Microsoft teams were used to enable faster communication between colleagues and enhanced productivity as fewer and shorter meetings were needed and less formal emails. However, (Mutebi and Hobbs 2022) found there are significant variances in online chat usage in different sectors, with skilled, trade occupations & service industries least likely to work online (Mutebi and Hobbs 2022).

(Lane et al 2023) suggests while shortened online chat can provide useful for work and non-work related interaction amongst colleagues it can also generate tension, interrupt task work flow, distract time and attention and in some cases can overwhelm certain staff (Orhan et al 2021) especially if communication is done outside working hours (Hayes et al 2021) To address this 30 out of 62 survey participants advised they muted notifications for deep work task focus, 26 also reported they were more assertive saying no to projects that weren't a priority to their role or the business. 

Suggesting although chat and online conferencing software can be vital for certain 4DWW industries hybrid and online workers to save time boundaries, assertiveness, muting notifications could also be the critical for higher order thinking skill (Bloom in Arievitch 2020) work requiring focus, concentration, and social balance for those working in online and hybrid contexts. Screen breaks and periodical opportunities to disconnect from work during the working day have also been found to be important if remote or hybrid working (Henke et al 2022). 

Delegation was apparent in some 4DWW owners and directors too with 6 out of 32 businesses reporting they used delegation to help manage 4DWW workload. (Mathebula & Barnard 2020) found delegation managed well can empower colleagues' productivity but if communicated poorly it can lead to employee dissatisfaction, and poor work performance. 









Meeting times were also adjusted to business need
Another adjustment many 4DWW businesses reported was meetings were adjusted to meet business needs. Some examples below can be seen to illustrate this: 
	
Shorter focused meetings
A variety of businesses in a range of sectors and work locations advised they have shorter meetings that have time limits 30 minutes (Non-Profit business) 10 minutes & 5 Minutes (Professional Service Business business)
E.g., A fully remote business advised “Every team has a daily morning 5 minute catch up (online) meeting where people can ask for help & 10 minute (online) all hands call where people discuss what they are working to be more efficient”
Less in person meetings
Similarly, those with physical premises also reported less meetings. E.g., "We have less internal meetings & people only come to site when they need to” (I) (Engineering firm with multiple sites)
In further support a public sector hybrid business said, “I spend less time in meetings and having shorter meetings” (I)
A public sector business advised “I use Microsoft teams so there’s less commuting in this role, I use technology every day and don't go a day without using teams for meetings and chats etc.(I)

Dual purpose meetings and reducing time spent in meetings 
Combining meetings and not doubling up in meetings was also reported:
“Me and my co-founder split responsibilities of meetings with external clients between us” (Engineering business)
One Community Interest Company director advised “I do supervision and appraisals at the same time 2 hours now instead of 4 and ask employees to come with notes in advance”. (I)



As shown above many 4DWW businesses in this study (I) (S) reported that they adapted their meetings to meet business needs. Some reported they saved time by having shorter meetings (both online and in person) others reportedly created dual purpose meetings where more than one thing got achieved in a meeting such as Community Interest Company that used the meeting for appraisal, supervision and staff development which required the employee to create notes in advance to maximise productivity in the meeting. This employs a format called ‘Flipped meetings’ whereby a manager gives guidance in advance of the meeting staff prepare information in advance for the meeting allowing meetings to focus on deeper discussions, problem solving (Ladd 2021) and maximized meeting productivity.


(Tolliver and Sass 2024) suggest the Covid pandemic caused a shift whereby even in person meetings often include an option to join virtually which has time saving implications for one-to-one, team, quarterly meetings, and all staff meetings. Many hybrid and remote 4DWW businesses also reported that the pandemic has given them options to use technology such as online meetings have increased productivity, and reduced time spent commuting. Smedley (2019) suggests if all workers globally had one day off a week it would lead to 30% drop in carbon emissions. 


















4DWW time saving productivity recommendations 

Figure N below shows 4DWW survey responses (S) that also corroborate the interview responses in Figure N. Highlighting using chat function instead of emails and how they have changed the way they have communicated and worked to protect time using assertiveness, their calendar, muting notifications, and shorter meetings.

Figure N:

[image: ]


As shown in Figure ‘N’ 34 4DWW businesses surveyed reported using chat function instead of emails to save time. According to (Paerata 2023) since the pandemic chat functions have become a widespread method of workplace communication. A study by (Yang et al 2021) found workplace messaging can have a positive impact of workplace efficiency and knowledge exchange. However, (Jackson 2022) suggests it can also cause distraction from focused work.  Suggesting muting notifications including email or messaging notification as suggested by 30 out of 62 4DWW survey participants could be a very important way to manage distraction, ensuring focus, flow (Peifer et al 2022) and productivity. In support (Glaveski 2019) found even though changing task can take less than a second it can cause up to a 40% drop in workplace productivity.





















What 4DWW businesses are doing more or less of to be productive continued...

Figure ‘M’ below provides a continuation of thematic analysis of data summarising themes, sub themes from quotes and code implications showing what interview (I) and survey (S) participants are doing more or less to be more productive in their 4DWW. 

Figure M:
[image: ]


Figure M highlights of the 4DWW participants that advised they were more productive they achieved this by being more organised with their time, becoming better at organising their time, doing the most important tasks in efficient ways, and are using technology to improve work improve work output. 

In demonstration of this:
	
Industry Specific Technology 

A creative company who adapted their technological processes to improve efficiency advised
“We work smarter, a website usually takes two weeks to build so we started using templates instead of building bespoke coded websites to save time”. (I)

A manufacturing business said, “We have bought new machinary and automated more, machines will do the manual labour and staff manage the robots and technology now” (I)

A marketing business advised “I delegate more and use email templates and a scheduling tool to automate emails which saves back and forth and allows for interruption of deep intellectual work”. (I)





As shown above a range of 4DWW businesses reported digital technology adoption projects that were industry specific to help them improve productivity which had a significantly positive effect on 4DWW businesses. This required them to allocate budget towards digital transformation. For example, a creative company (I) that builds websites paid for staff to use website template software instead of coding individual websites from scratch and advised more websites could be created in less time and more money generated. In further example A manufacturing businesses said, “We have bought new machinary and automated more, machines will do the manual labour and staff manage the robots and technology now” (I) The former example an example of a software only technology transformation the latter showing a hardware and software change that has used robotics to automate repetitive processes in manufacturing which in turn has changed the ways workers work. 

Devries et al 2020 suggest Robotics can be especially useful for performing routine manual labour tasks that require distinct procedures. Both demonstrate, when 4DWW invest in the right software, and or hardware or both for their industry it has the potential to increase profitability if the right technology is implemented at the right time within their competitive market. Which corroborates a study by (Babina et al 2024) that found investment in the right technology can increase productivity and growth. Other benefits of industry specific technology are that it can “improve quality, reduce human error, increase production speed making it indispensable for various industries” (Campilho et al 2023:1011:4)






Workplace technology, software and apps

As well as industry specific technology, many 4DWW businesses in this study advised investing in more generalist workplace software also had a significant positive impact on their business productivity both in the interview and survey.  In support:

	Software Technology & Creating efficient processes 

Email automation and email templates

A public sector business said: "I do more self-taught email merges and use Excel and I have helped others to do this to help improve processes of Grant applications and reporting”. (I)

A construction business advised “I am using more email templates and adapting these. As well as continually assessing processes to see if I could make them more efficient” (I)





Generative Artificial Intelligence, software, and apps

Artificial Intelligence

An education business discussed they use “Chat GPT for hacking press releases” (S)

A marketing business mentioned “We Heavily rely on Asana since the pandemic as it helps manage workload and track where people are at” (I)   

Office365

A public sector business reported “Working remotely and using shared documents has made a massive positive contribution to work productivity, less commuting has meant more time working and less work overspill which helps me prioritise parent duties outside worktime”. (I)

Project Management and CRM
A manufacturing business reflected “Project management apps and online file sharing platforms have been critical - particularly those that allow simultaneous work on one document” (S)

A charity and financial insurance business reported using Monday (S) and a public sector business advised using Hubspot CRM software (S).

Accounting 

A manufacturing company advised “We’re using apps to make life easier E.g., Xero Capital untap a credit card app that allows us to upload pictures of receipts this has saved me hours each week. The 1% gains, these marginal gains of using technologies or efficiency all add up to improve overall speed of productivity”. (I)

Virtual meeting software and online team communication software

Thirteen businesses in a range of different sectors advised they spend “More time on Microsoft teams” (S) or Zoom and it's been critical to a 4DWW the majority reported this was since the Covid 19. This includes charities, public sector organisations, manufacturers and a finance and insurance company. 

A public sector business advised “I spend way more time on Slack and Notion” (S). 
A manufacturing business advised “Slack allows easy communication internally” (S).

A manufacturing business advised “We use WhatsApp and (Microsoft) Teams to encourage friendly chat and sharing allows for social exchange while also being able to turn of notifications when focus is needed”. (S)




As shown in the previous quotes some technologies were used to save time on business-as-usual tasks for example a public sector business using mail merges and a construction business using email templates preventing unnecessary duplication to partners and customers although email personalisation was used where relevant.  According to Matthews (2017) email templates can be a useful method when sharing instruction or when a quick reply is needed, for example when introducing yourself and the business to a customer or client. As it can provide key information and a call to action.  

Collaborative technologies reportedly also significantly helped the ability of hybrid and remote 4DWW workforces in this study to communicate in a range of different workplace contexts. Online teams or Zoom virtual meeting software was reported by 13 survey businesses as critical as helping businesses save time in having virtual meetings which preventing the need for commuting.  (Yang et al 2021) found synchronous software (simultaneous E.g., Video calls) and asynchronous collaborations (E.g., emails) (Yang et al 2021) have been particularly useful since the pandemic allowing complex problem-solving discussion and shorter meaningful meetings. It has also reduced time spent sending lengthy internal and external emails. Communication apps such as ‘Slack’ and ‘WhatsApp’ were also discussed by 4DWW businesses to reduce time spent formally communicating. 



Project management, team workflow, CRM and reporting software and accounting software was also reportedly used by 4DWW businesses to save them time. This was reported by both interview and survey participants and was reported largely by businesses in hybrid and remote workplaces. However, this has been reported vital as Most of this software was reportedly adopted since Covid to track work tasks done by team or project members during Covid but that has been reported to have a significant impact on 4DWW productivity since. 

General workplace software such as Office 365 were also mentioned by both survey participants and interview participants as being critical that enable live shared documents collaborations saving time on emailing multiple drafts to multiple people. Simple features like calendar to block out time and chat ‘mute’ notifications was reported as important by some 4DWW businesses to enable deep focused work. (Zabukovšek et al) highlights not only has this created productivity improvements as paperless document via live paperless documents it improves sustainability, reduced operating costs and carbon footprint as they are no longer printing. However (Yousufi 2023) found digital paperless working also has a carbon footprint especially if done inefficiently. 







Workplace planning increased to ensure an efficient 4DWW 

Another adaptation many 4DWW businesses reported was that many 4DWW workers spent more time planning how they were going to be efficient at work in the short and long-term. In support of this: 

	In advance of work

 “I spend more time planning (my time)” (Engineering Company) (I)
“I do more to do lists to keep track of deadlines” (S) (Professional Services Company)
“I manage my workload more efficiently and am more organised” (I) (Manufacturing business)
“I now plan my diary & take out inefficiencies” (I) (Non-Profit)     

During work 

 “I work in production and warehouse, and I try to multitask when possible” (S) (Manufacturing business)
“I am focused on important tasks and doing them in a time efficient way” (S) (Professional Services business) 


Long-term planning 

 “I spend more time exploring and using new AI tools” (Manufacturing)

“We have had increases in profitability because processes have become smarter/more efficient, and we have a reduction in the amount of waste and scrap which saves us money. We have invested in robots that replace manual labour tasks for molding side of manufacturing. (Manufacturing company)






As seen in the quotes above many 4DWW businesses reported planned their work carefully to be more efficient. Sometimes this meant upskilling themselves on things such as mail merges and AI. E.g., a manufacturing business saying, “I spend more time exploring and using new AI tools” (Manufacturing) Other times it meant planning and investing in relevant software or hardware such as robotics to improve long-term productivity (Johannsen et al 2021) 

Some 4DWW Companies reported they were more organised in the short term and were better at planning their weeks ahead using schedules and creating lists to pre-plan their week ahead so they could focus on the most essential tasks. E.g., an engineering company saying, “I spend more time planning” (I) a professional services company said.
Some 4DWW workers reported changing the way their work was organised E.g.  a community interest company director advised “I do supervision and appraisals at the same time now instead and ask employees to come with notes in advance”. (I) Similarly, some 4DWW businesses advised they try to do more while working such as multitasking which often involves completing a cognitive task along with a physical task which can save both time and money (Sherry 2023). E.g., a manufacturing company advising “I work in production and warehouse, and I try to multitask when possible” (S) Interestingly (Butt and Warraich 2022) reports workers who have polychronicity are prefer multitasking, doing dual tasks can positively impact work performance but those who aren’t it can lead to significant decline in performance. So, multitasking may not be suitable for all 4DWW employees. 

Other 4DWW businesses reported required more large-scale long-term planning such as robotics projects to replace repetitive manual labour tasks with robotics as seen in a manufacturing company. According to (Javaid et al 2021) robotics can and will continue to provide a wide range of productivity capabilities in different industries such as manufacturing it allows complex and hazardous tasks to be carried out my machines on assembly lines.










Conclusion and recommendations

This study found that to be more productive 4DWW businesses especially those with reduced not compressed hours reportedly they analysed, iterated, and streamlined their operations to save time, and improve work output and productivity. Hardcopf et al (2021) found streamlining can reduce costs for businesses like we have seen in this study and even optimise quality of products and services however it requires a supportive 4DWW business culture to do this. 

This streamlining of operations was reportedly done at the individual, team and in some cases organisational level by 4DWW businesses in this study. When done systematically at organisation level. In many cases this involved investing and implementing in multifunctional software's such as Office 365 adopted during the Covid 19 pandemic (WHO 2021) to improve 4DWW productivity and enable collaborative synchronous and asynchronous (Zhang et al 2022) online meetings, collaborative documents, and informal workplace messaging. This reduced time spent communicating formally in hybrid and remote 4DWW contexts e.g., reduced time spent emailing, increased virtual meetings and shorter meetings to allow quick focused collaboration, problem solving and decision making. 

Different 4DWW businesses also reported using a range of software to help improve productivity such as project management and accounting apps and customer relationship management systems to give marginal workplace productivity gains that became greater than the sum of productivity parts. Some businesses also undertook long-term transformation projects where they adopted industry specific software and hardware which reportedly increased work productivity output, turnover, and retention, in some cases all three such as robotics to automate repetitive manufacturing labour tasks. This suggests that 4DWW budget holders allocating sufficient budget for relevant software and hardware could play a key role in optimising workplace productivity of 4DWW workers.

Some 4DWW owners and directors reported they delegated and were more assertive since 4DWW adoption and they had higher expectations of staff to be productive especially if they had been paid for 5 work 4 days a week. Many individual 4DWW staff at all levels reported that they became better at planning their work in advance in the short and long-term and became more organised in advance and during work. Many 4DWW employees reported their prioritisation skills have improved, they were more focused and were intentional with how they spent their time, prioritising the most urgent and important tasks critical to their role and the business. 

Many 4DWW staff at all levels reported they were socially selective in how they spent their time and whom they spent their time with while working.  Many reported the 4DWW has enabled them to be more assertive and say no to tasks, projects, and meetings what they perceived to be unimportant, low priority or outside of their job roles and responsibilities. 

Some 4DWW employees reported they used multitasking for example using flipped meetings to get more than one function done in meetings to increase productivity and multitasking however multi-tasking may only be suitable 4DWW employees with a multitasking preference (Butt and Warraich 2022).




















Analysis / Discussion 

Research Objectives 
To achieve the research, aim of this of evaluating productivity best practice of UK 4DWW businesses the following research objectives will need to be met: 
To evaluate productivity best practice for 4DWW UK businesses
Research question 
· Evaluate what productivity best practice lessons can be learned by UK businesses who have adopted a 4-day working week
These objectives were met as the interview (I) and survey (S) research highlighted a range of different ways 4DWW employees at different levels within the businesses. 4DWW workers discussed how 4DWW improved their prioritisation and ability to focus on the most urgent and important tasks which enabled them either maintain productivity or increase productivity.
Most 4DWW businesses interviewed and surveyed reported the same or improved productivity regardless of 4DWW format especially those with a 20% reduction in working hours and that were paid for 5 days and worked 4 days. In addition to one or more of the following: increased business turnover, increased profit, increased ease of recruitment and increased retention.



Evaluating Productivity Best Practice 

The majority of 4DWW businesses advised their productivity stayed the same as it would as if they are working 5 days, or it improved when doing a 4DWW. Some compressed 4DWW businesses advised productivity did not change. There were several actions 4DWW businesses reported taking that had a positive impact on productivity contributing to increased productivity which will now be discussed further. 


More time planning productive worktime and focusing on priority tasks

Many 4DWW businesses in this study reported that they spent more time planning how they were going to be more efficient. Sometimes this meant implementing short term solutions such as upskilling themselves in using technologies to improve productivity such as AI or Excel or new software programmes, multi-tasking or using flipped meetings to get more achieved and increase work output. 

Sometimes this meant conducting research in new technologies and investing funds in relevant programs software or hardware such as robotics that could help improve long-term profitability and competitiveness. Less time was also allocated to redrafting and work was more likely to be repurposed to save time and some employees discussed the dichotomy they faced in wanting to perfect the work and accept the work was already of good quality as it is. 

Owners also reported spending time researching technologies to prevent duplication of repetitive day-to-day tasks and manual tasks so employees could focus on work tasks that required order thinking skills. (Haber and Carmel 2023) suggests that leaders that demonstrate change supporting actions like this can be critical in the actualisation and adoption of this change. 

[bookmark: _Int_V3yvMoHA]Employees and owners regardless of level and job role also advised that to be productive in a 4DWW they prioritised role and business critical tasks. This required a shift in ways of working, a growth mindset (Dweck and Yeager 2019), assertiveness, improved organisation skills to that helped them plan time now but also to plan for the future and further improved long-term productivity. 


Social Selectivity, boundaries and assertiveness

Regardless of role, industry, and size. 4DWW owners, leaders, managers, and employees reported they were more socially selective about how they spent their time, how they communicated and who they spend their time. They also reported placing stronger boundaries to protect their time, and often reported they did not take on additional projects outside their job role unless they were the owner or that it was business or role critical. (Brogle et al 2024) states boundaries are not only essential for productivity but for wellbeing, work life balance and life satisfaction. Owners, leaders, and managers also reported more assertiveness and delegation.

Workplace Technology used since Covid 19 reportedly had a significant positive impact on 4DWW workplace productivity 

Virtual meetings, Virtual Calls, Shortened Meetings & Shared Live Documents 

[bookmark: _Int_r84327Pp]Many hybrid and remote 4DWW businesses in this study reported that workplace technologies such as Office 365 implemented during Covid had a significantly positive impact on their 4DWW productivity. ‘Microsoft Teams’ and ‘Zoom’ were used by hybrid and remote 4DWW businesses to have meetings internally and externally while working from home some or all the time, which also reportedly saved time on commuting. Call Centre communication technologies were also reportedly used by a large company to create outstanding customer service to better meet the needs of service users. E.g., A large public non-profit used call centre technologies and staggered 4DWW working to add increase hours of support to clients on high demand days and evenings building a more inclusive service for parents of young children who may not be free until after children are put to bed. Scheepers et al (2024) found that business models are often logically adapted using modern technologies like this to meet customer's needs, competitive pressure, or when there is a need for increased productivity, capability, or innovation. All of which was necessary in the example above and in the other examples shared by 4DWW business. 




Shared documents such as Google Documents and Sheets were also reportedly used by 4DWW hybrid and remote workers to save time as working on live drafts prevents back and forth emails. The office 365 calendar function and muting email notifications were also used by some 4DWW businesses to help create focused time for deep work. (Afridi et al 2023) found usability of workplace applications impacts employee project performance and productivity so choosing relevant accessible apps and training staff in differentiated ways to meet their learning needs (Gravells 2024) could be very important part of 4DWW businesses maximising workplace productivity. 

Informal Internal online and face to face chat and collaboration with intent

Informal communications apps were also reportedly used and implemented by 4DWW hybrid and remote 4DWW businesses during the pandemic. Sometime this involved the purchasing of communication apps such as Slack. More often it involved using chat functions in apps such as Office 365 Teams Chat. The chat function helped 4DWW hybrid and remote workers to have quick informal conversations with colleagues solving day to day problems quickly.  4DWW businesses that were office based informal chat was done in the office by speaking to colleagues. This reduced time spent emailing meant less time was wasted going back and forth internally to colleagues. A reported trade-off which employees at all levels reported by many 4DWW businesses was “Less time talking to colleagues and less of a social aspect” (to work) (Finance business) (S). In a study by (Methot et al 2021) about small talk of remote workers found it can be important for connecting with colleagues, culture, trust and holding some scheduled social virtual or in person meetings could address this. However, 4DWW businesses in this study also reported that the benefits of a 4DWW outweighed limitations regardless with many 4DWW employees advising they would not want to work in a non 4DWW company ever again. 

Industry Specific Technology

As well as communication Apps industry specific software and hardware also played a significant role for 4DWW businesses allowing them to unlock growth, increase work output, productivity, and turnover. For example, one web development business pivoted from bespoke websites to using templated website software which enabled them to build more websites in a faster time increasing turnover, profit, and service to customers as they were built more quickly. 

Similarly, a manufacturing business reported that they streamlined all businesses operations and invested in robotics to replace repetitive manual labour tasks which changed the role of the engineers but enabled faster manufacturing production which increased profit and turnover. (Filippi et al 2023) found when businesses adopted robotics, artificial intelligence and machine learning it can accelerate productivity and company growth which corroborates the findings of this study. 

In further example a manufacturing business in this study adopting a staggered 4DWW used workplace technologies to increase factory utilisation, increase opening hours on days customers placed more orders which and reported increased company turnover as result. (Sigcha et al 2020) suggests a good time for businesses such as 4DWW businesses to implement new technologies could be when the economic, political, technological environment is changing and productivity needs improving. 


















Summary 

This exploratory study was designed to evaluate productivity best practice using qualitative thematic analysis from participants taking part in a 4DWW UK. 32 in depth interviews and 62 surveys were used to form the basis of these evaluations. This led to a huge amount of data, a lot of which could not be covered in this study due to word count. 

As mentioned, in the literature although there is a growing body of research globally about 4DWW and its benefits through trials, there has only been one official UK trial on a 4DWW. (Stewart 2023) This 4DWW trial reported “46% maintained productivity, 34% reported increased productivity and 15% significantly improved productivity” (Broom 2023:1:47). However limited research exists evaluating best practices learnings about how 4DWW UK businesses can maximise productivity when adopting a 4DWW.










Summary of 4DWW Productivity Best Practice for 4DWW businesses

This novel study found a range of productivity best practices for businesses who have adopted or are considering adopting a 4DWW businesses as surmised below. 

	
· Plan your 4DWW in advance and prioritise urgent and important tasks that will help maximise work productivity now and in the long-term

· Streamline operations to improve productivity and work output where and when needed

· Engage your workforce end users and implement relevant industry-specific software and hardware to improve productivity, work output and give a long-term competitive edge, which could increase growth, turnover and profit if cost feasible. 

· Be socially selective and targeted with communications inside of work with colleagues and stakeholders. Stakeholder evaluations may help prioritise who and how you communicate considering power interest dynamics. 

· Have intentional interactions. Assertiveness, delegation, and communication of boundaries can be used to protect worktime especially for those in owner, director and managerial or supervisory positions. 

· Using Informal Internal online chat and meetings or face to face discussions to have in depth discussions with colleagues. If hybrid or remote implement relevant communication technologies that allows informal communication and collaboration to solve problems. E. g. Shortened team meetings, or online chats for relevant groups of staff. If office based where feasible, have targeted face to face discussions to prevent long back and forth emails online chats.

· Flexible, hybrid and inclusive ways of working can improve productivity of individual workers. Flexible, hybrid, inclusive and differentiated ways of working can enhance individual 4DWW worker productivity, health, and wellbeing. E.g., Working from home not only improved productivity for those that preferred this. It helped those with health and medical conditions manage their physical environment, impacting motivation to be productive, mental health and work satisfaction. Similarly, those who preferred working from the office reported being more productive in the office. One size does not fit all.








Research Critique / Limitations 

The first limitation of this study is that although the interview allowed strong triangulation of themes tested in the survey so much data was collected that not all the questions could not be discussed in the study due to word limits. So, the most appropriate questions relevant to the study and productivity were analysed to keep this dissertation focused. However, it provided useful idiographic insights (Staller 2021) and case study of 4DWW businesses and allowed for a solid exploration of productivity behaviours and themes experienced by UK 4DWW businesses in a range of industries.

Also, as the data collected was so rich and high quality especially in the interviews all quotes could not be used due to the word limit so ‘discrete quotes’ were chosen from 4DWW participants to that were easily readable and that demonstrated the most commonly occurring themes reported. Some ‘longer quotes’ (Eldh et at 2020) were also used to provide important themes and industrial contexts of 4DWW productivity behaviours and impact.

A second limitation of this study was although this was a UK study that involved interviewing and surveying businesses from across the UK only businesses from England, Wales and Scotland partook in the study. Significant effort was made to access businesses in Ireland doing a 4DWW by calls, emails, multiple follow up with gatekeepers, however no businesses from Ireland 4DWW businesses choose to take part in this study unfortunately. Which limited the ability to perform a national subgroup comparative analysis (Wang et al 2021).

A third limitation was the study was intended to capture 100 survey participants but only captured 62. The two key reasons that 4DWW employees declined to take part in the study were lack of time due to a 4DWW and no financial remuneration for partaking in the study. The study was still however able to evaluate a wide range of 4DWW productivity best practice reported across different industries and roles. Thirty-two rich high-quality interviews took place, and cross triangulation was used to test emergent interview themes in the survey of sixty-two participants cross triangulation of this kind increases the credibility of the findings (Schlunegger et al 2024).


 
















Recommendations for future research

While this study triangulated data from an interview and survey quantitative research 
there are 4 types of business productivity data that could have been collected in this study including “descriptive, diagnostic, prescriptive and predictive” (2021:971:3). However, only descriptive, and prescriptive qualitative data was collected that helped evaluate and summarise productivity considerations for aspiring and existing 4DWW businesses looking to improve productivity. 

Moreover, like the original 4DWW study as reported by (Schor et all 20200) where they did not collect detailed quantitative productivity and performance information from businesses as lots of businesses do not hold this and it is not easily accessible future research could compare quantitative performance productivity data with descriptive and prescriptive productivity data. 

Future research could also examine the extent to which customers or stakeholders feel that quality work has been executed by 4DWW as (Hofmeister et al 2023) in a metanalysis of productivity suggests quality of work and how much it exceeds customer expectation should also be assessed alongside productivity so if more time was available this would have been a useful comparative. 

As this was a UK productivity only study, future research could also be expanded to evaluate productivity best practice of 4DWW businesses from the most productive global nations in advanced economies and fastest growing economies (Dieppe 2024) 

Finally, research could be carried out examining how different successful high achieving 4DWW businesses within emerging industries globally have maximised productivity to give more theoretical industrial insight (Priya 2021) into how to create successful high growth productivity cultures in different 4DWW structures and global contexts. 
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