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Introduction

The great exodus from office to home Triggered by coronavirus

is set to dramatically alter future work arrangements both in the
short- and |ong—’rerm. Peop|e Working remo’re|y, otherwise referred
to as ‘teleworking’, began in the ICT industry in the 1970s and has
been steadily growing in number since. As of Covid, this steady
trickle has become an accelerated flow. Social dis’roncing measures
have meant millions have been forced to work from home for the
first time. At the pandemic’s peak, predictions place the number

of workers doing their jobs from home at around 45-50% of the

workforce! In the IT and education sectors, this rose to well above
60% 2

With social distancing measures likely in place at least until 2021
(and perhaps beyond), many will be working from home for the
foreseeable future. For a significon’r number, this has so far proved
a challenging experience. An ONS survey found that of all the
challenges faced by workers during the pandemic, working from
home was the most common|y citeds This is o|ue, at least in part,
to workers having to take on additional burdens of care and

homeschooling.

This sudden rise accelerates an already existent trend in the UK
labour market. In 2019, around 1.7million people reported working
moin|y from home, around 5% of the labour market, up from just
over 4% in 20154 If we take a longer view, from 2008 to 2019,
homeworking was up by more than a quarter, with an additional
350,000 people entering the remote workforce’> Around 20% of

5 TUC, 2019.



those with jobs before the pondemic begon have since started

working from home full-times

The impacts of Covid have demonstrated in stark fashion that
today's office work is increasingly mobile. Information and
communication ’rechno|ogies (ICTs) now allow the vast majority
of white-collar work to be carried out in @ setting remote from a
central workplace. This represents an alluring promise not only to
workers dissatisfied with commuting, |ong office hours and little
leisure time, but also to po|icy makers |ooking for ways to reduce

carbon emissions and reshape the urban environment.

Even as many companies por’ric”y return to office work as social
distancing measures are relaxed, it seems likely a great many
workers will push for arrangements that allow greater ﬂexibih’ry.
Before Covid, the TUC reported that around 4 million UK workers -
beyond those who already work from home - would like to do so for

at least some of the working week’

While many emp|oyers may be wary of hoving a |orge tele-
workforce - mos’r|y for reasons of produc’rivi’ry loss, lack of control
over workflow and overseas taxation prob|ems - access fo
remote work is a statutory righf, available to any emp|oyee that
has worked in their current role for at least 26 weeks? At least
|egis|o’rive|y, this means that no new po|icy measures need to be

taken to give workers access to these arrangements,

However, as increasing numbers of workers are coming to prefer
these arrangements |ong—ferm, po|icy measures must be taken

to make these arrangements Oc’ruo”y benefit workers. While the
promise of remote work is greater autonomy, less hours commuting
and more leisure time, the rec1|i’ry is often greater workload, |onger
o|c1ys and significon’r social isolation.

6 YouGov, 2020.

7 TUC, 2019.
8 CAB, 2019.
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Always on and always alone:
the challenges for workers

Remote work promises many benefits to workers and society af

large:

«  Greater free time
« Less time commuting
«  Greater autonomy over working life

There is a ’rendency, however, to assume that Working remo’re|y
automatically equals a good deal for workers. The picture is
somewhat more comp|ico’reo|. As well as autonomy, greater

leisure time and less time spent commuting, remote work is often
associated with significant increases in working hours and poor
mental health outcomes. The focus of this report is how to maximise
the benefits of remote work while remaining o|i|igen+ to the risks it

poses.

Working Overtime

There is a great deal of evidence that Working onywhere also

means Working anyfime. The option to work from home, in a café,
or while traveling, often means that paid work encroaches on time
once saved for {omi|y, relaxation and p|0y. Working doys become
longer, the boundaries between work and leisure less defined, and

the capacity to ‘switch off more challenging.

A report by the ILO that synthesized research across 10 EU nations



found that Working remo’re|y is associated with workers doing

more overtime? In the UK, the study reports that a lack of clear
boundaries between the spheres of work and leisure often means
the Working o|c1y IS eﬁ[ec’rive|y spreod out over a |onger |oerioo|.‘O
This could mean, on the one hond, that working tfime is increosing|y
interspersed with free-time. The working week is no longer overall,

but simp|y hoppens over a |onger period of time.

In the UK context at least, the study suggests that the opposite is
more |ike|y: work tends to interfere with home life, Whereby workers
do not necessarily commit to large periods of work in the evening
or at the Weekend, but do little bits here and there™ The effect is
that work infersperses leisure time and exponds the working week
fragment by fragment. This suggests that as greater numbers
move from the office to home, Working hours will be |onger, leisure
time reduced and both work and leisure more Frogmen’red and less

discrete.

Remote workers are also |ike|y to put in significonﬂy more unpoid
overtime. The UK labour force survey found that 80% of overtime
carried out from home goes unpoid, compored to 60% of office

work? In some counftries, as much as 90% of overtime carried out

remotely remains unpaid.”

These findings have been born out during the pandemic. An
analysis of the e-mails and meetings of 3.1 million remote workers
in 16 large urban areas over the lockdown period found that the
average workday increased by 8.2% - nearly 50 minutes.* This
was largely due to writing e-mails and attending meetings beyond

office hours.s This suggests that the pcmdemic IS conso|io|o’ring

9 ILO, 2017.

10 lbid.

1 lbid.

12 UK Data Service, 2015.
13 [LO, 2017.

14 HBS, 2020.
15 ibid.
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society's shift away from synchronous fo osynchronous work, where

hours are put in at any time, and the week exponcls bit by bit.

Poor mental health

Many studies have found a link between overwork and mental
health prob|ems.‘6 Excessive workload and overtime account for
nearly half of all anxiety, stress and depression related illness

among the UK workforce (see Figure 1).7

Workload

Lack of t
ack of suppor 14.0%

Violence, threats or bullying LB

Other

Changes at work

Figure 1: Stress, depression or anxiety by cause. Source: HSE (2019)

When working from home excessive workload tends to translate

16 Kurado & Yamamoto, 2019.
17 HSE, 2019.



into longer working hours’® As the ILO study referenced above
shows, this tends to hoppen in i(rogmen’rs as opposed tfo over

long periods.® The result is a longer working week and a higher
risk of poor mental health. To prevent exocerbo’ring our current
epidemic of work-induced poor mental health, government must
take measures to ensure remote work is imp|emenied in ways that

privi|ege the we||being of workers.

Gendered work

These problems have a significant gendered dimension. During the
lockdown, mothers have been far more |ike|y than fathers to be
shoring their time between caring for children and ho|ding down

a job This suggests that when both parents work from home
women are far more likely to be burdened with additional care and

housework responsibi|i’ries.

3000 - Female
I Male
2500 — T
o I
& r ——
E 2000~
2 1
5 L
2 L
°~
o —_ 4
g 1500
£
[
Q.
S
5 1000~ 1
[
500
0

All ages 16-24 25-34 35-44 45-54 55+

Figure 2: Prevalence rate of se/f—repori‘ed work-related stress, depression or anxiety
in Great Britain by age and gender per 100 000 workers averaged over the period
2016/17-2018/19.

Source: HSE 2019

18 [LO, 2017.
19 ibid.
20 IFS, 2020.



This p|oces women at an even greater risk of deve|oping stress,
anxiety and depression in relation to work (see Figure 2). A|reody,
the link between overwork and poor mental health outcomes is far
stronger for women than for men? One can speculate based on
the data go’rhered during lockdown that this is, at least in part,
because women are already overworked with care and housework

responsibi|i’ries.

Lonely work

If Working remo’re|y is an inherent part of the job as opposed tfo an
individual choice, there is a risk the worker will experience isolation
and loneliness. The more that work is disconnected from a central

Workp|oce, the greater the po’ren’rio| risk of social isolation.22

In a society orientated around the labour market, workplaces are
not just spaces for work but are places where identities and social
bonds are cultivated. They are essential to the comp|ex in’rerp|oy of
factors that influence an individual’s idenJrier, worth and We||being.
If the workplace recedes as a primary space of social intercourse,

it must be rep|oced with spaces beyond the domestic that offer

nourishing forms of socio|ify.

21 Angrave and Charlwood, 2015.
29 Fay and Kline, 2011.
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Challenges and opportunities
for local economies and
government

One po’ren’rio| scenario in the event that remote work is taken up
widely by business and workers is that local economies receive a
significant boost. This could happen in a number of interlinking

ways.

The prospect of reduced commuting

A world where remote work is the norm is one where both
the psychological and ecological burdens of commuting are
significonﬂy reduced. Beyond these well documented benefits, less

commuting also promises to stimulate local economies.

Most job growfh hos, over the last decode, been centred in

large metropolitan areas, with London continually maintaining

the highes’r ﬁgures across the country® % [arge me’rropo|i+on
areas, ’rherefore, tend to have a cen’rripefcﬂ effect on commuter
traffic, where ever-more workers are pulled toward big cities.

This means commufing workers tend to buy food, coffee and do
other consumer activities in the cities they travel 02> Commuter
spending adds over £22 billion to the UK economy each year, with

commuters in London spending around £150 on average a week,

23 ONS, 2020d.
24 Debut, 2017.
25 CEBR, 2019.
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and commuters elsewhere around £90.% Purchases during rush hour

account for as much as 14% of UK online spending gnnuci||y.27

This has led to vast, commuter consumption spaces such as St
Pancras and Euston, where places of transit are transformed into
p|gces of commerce® Such spaces are designed to resolve the
often conirgdic’rory re|giionsnip between ’rrgve||ing and consuming,
allowing commuters to eat and shop ‘on the go'” The shops, cafes
and restaurants available in these spaces are rgre|y SMEs or local

chains, but |grge multinational companies.

As national lockdown measures started to be lifted, increased
pressure by both the government and national media has been
p|gced on workers to return to the office. Behind such messages
sits a failing economy of commuter services and the financialised
system of commercial and residential rents which benefits from
these services*® The vast numbers buying breakfast and lunch every
day keep the big companies - like Pret a Manger and Leon - in
business - the companies that pay a dispropor’riongie amount of

commercial rents.

While a significant and sustained increase in remote work would
not en’rire|y erase this rentier economy and redirect the flow of
transactions toward the towns and cities from which commuters
’rrgve|, it would almost cer’rgin|y mean a signiicicgn’r increase in
economic activity in local areas and a boost to smaller businesses.
Tnougn consumption patterns are not simp|y transferable from
one space or context to gno’rner, workers under’rgking work from
their homes, local workspaces or cafes would likely spend some of

the money once spent in commuter consumption spaces in local

businesses.

26 ibid.

27 ibid.

28 Cairn Info, 2008.
29 ibid.

30 O'Brien, 2020.
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This could have three intertwining results:

« A boost to local jobs markets and small businesses
« A multipolar economy

«  Greater community cohesion

Local job markets and small businesses

More people spending in the towns and cities where they live, as
opposed to those of where ’rhey work, means greater demand for
local cafes, restaurants, pubs and shops. This has the po’ren’rio| tfo
lead to significant growth both in terms of profits for SMEs and in

terms of local job markets.

This represents a significant opportunity to restore the UK's ailing
high streets, which after years of austerity and domoge Wrough’r

by automation and e-commerce need to establish a new customer
base Te|eworking provides the basis for creating local economies

geored around third spaces such as:

«  Cafes, small eateries and restaurants.
«  Pubs

«  Libraries

«  Community gardens

«  Co-working spaces

With interventions by local counci|s, transformations to the
high street based around the needs of remote workers could
be |everogeo| toward the o|eve|opmenf of new local business

infrastructures and financial models (om issue returned to in a later

3] Greater London Authority, 2019.



section). This holds the possibi|i’ry of imp|emenﬂng more progressive
procurement strategies for local investment and more democratic

ownership strategies such as worker cooperatives.

There is the high possibility of a positive ripple effect here, too. As
more workers decide to fulfill their jobs from home and consume
|oco||y the more local job markets will grow, meaning less peop|e
have to leave their local area to find work. In turn, this means less

commuting.

A multipolar economy

As mentioned in an earlier section, London currenﬂy has a
centralizing effect on investment and job growth, whereby a
number of mu’ruc”y reim(orcing factors make the national economy

ever-more London-centric.

A report by the Centre for Cities found that in the last three

years neor|y a quarter of all UK groduo’res were Working in
London within six months of graduating® This ‘brain drain’, as the
report refers to it, creates a se|1c—perpe+uo’ring cyc|e, Whereby job
opportunities pu|| grqduo’res into the copi’ro|, which in turn leads to

a larger pool of talent, higher growth and more job opportunities.

The report emphasises that one of the ways in which areas might
hold onto local talent is via progressive procurement, creating job
grow’rh and, as a result, creating the kinds of urban environment
that retain such talent* How to start this economic process,

however, is a cho”enge to which easy answers are in short supp|y.

Expanding remote work opportunities and creating the local
infrastructure that can support it may offer an originary point from

which to set this process in action. As more peop|e do their jobs

39 Centre for Cities, 2016.
33 ibid.
34 ibid.
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from home the more demand there is for the kinds of shops and

services that retain economic value in the community.

Digital nomads

As employment loses its geographical shackles, it becomes
increosing|y |il<e|y that many remote workers moving ouf of the
capital and other large urban areas will seek out residence in
cheaper, more attractive parts of the UK. This poses significant risk
to the sfobi|i’ry of local cultures and economies. Large numbers of
higher salaried workers moving into cities and towns where rents
and mortgages are cheap raises the threat of inflating house prices

and, u|ﬁmo+e|y, pricing out existing residents.s

Moreover, as more affluent peop|e move in from out of town
genfrificoﬂon becomes increosing|y |il<e|y. Gentrification tends

to have a cenfripe’ro| effect: as more affluent peop|e head to an
area, more services and businesses designed to serve those peop|e
emerge, thus attracting more peop|e from a similar economic

position.

On the international sco|e, this could have similar eﬁcec’rs, operating
as a stealth form of cultural imperialism. As countries hit hard

by reduced tourism such as Barbados attempt tfo prop up their
economies by oﬁcering specio| visas to remote workers there is

the risk of richer people arriving in large numbers and simply

’rrcnsp|on+ing cultures from their home countries.

35 [PPR, 2017.
36 Massiah, 2020.
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Example: From New York City to the Suburbs®

Since the pandemic began there has been an exodus of New York
City dwellers to the nearby suburbs of New Jersey, Connecticut,
Westchester County and Long Island. These areas have seen
demand for housing skyrocket and a concurrent rise in prices, with
some valuations rising by as much as 20%. There has been a 112%
increase in demand in Westchester county, just north of New York
City.

This new acceleration in suburbanization has been driven by
remote Workers, who are now in the posiftion where a move to the
cheaper and easier lifestyle of the suburbs no longer means a long
and difficult commute. This rapid and unplanned transformation
to urban geogrophy and demogrophy not on|y poses the risk of
gentrification in the areas surrounding New York City, but also
the prospect of a housing bubble if many of these workers are

suddenly called back to the office if/when the pandemic is over.

37 Haag, 2020.

The end of office space?

Another likely scenario is a severe decline in office space
investment. With social distancing and decreased public transport
access set to remain for the foreseeable future large amounts of

office space will continue to go unused.

For this reason, as much as 37% of UK employers are planning
to downsize their office space® While others are planning to give
up their offices entirely® The London-based Bishopsgate financial

consu|’roncy has given up their head office in the Square Mile

38 Robert Walters, 2020.
39 Kollewe, 2020.
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financial district, saving itself 25% of annual costs© Another firm in
the Square Mile, Vantage Point Global, has also given up its head

office for similar reasons.®

The move toward 'virtual offices’, which give companies a central
address and access to meeting rooms when necessary, could hollow
out London’s financial district, |eoving a significon’r amount of

space derelict and open to repurposing.

More than this, |orge—sco|e office construction projects could be
reduced long-term. Ominous signs spelling an end to the office
will |ike|y put off investors and curtail the kinds of |orge bui|o|ing
projects that have characterised districts like the Square Mile over
the last decade. With significant numbers of high-value projects
currenﬂy underwoy construction firms and consultancies are left
with little choice but to continue developing buildings that may
never be used, or simply pull out of unprofitable projects mid-
construction. The latter of these scenarios will on|y further deter
investment in |0rge—sco|e projects, sefting off a po’ren’rio| domino

effect, whereby new investment in office space steadily disappears.

This has the po’ren’rio| to reshope the urban fabric of cities like
London, where vast areas are currenﬂy taken up by specu|0ﬂve
deve|opmen’r. This represents a po’ren’rio| opportunity fo rebuild
these areas around forms of socio|i’ry outside of the Workp|oce,
which, with the righ1L urban p|orming po|icy, could lead to better,

more democratic use of city space.

Conclusion: Is the office still necessary?

Offices aggregate a set of spaces necessary for work and its
infrastructure - cubicles, meeting rooms and kitchens, among others.
As ubiquitous ICTs have made work more mobile and flexible,
offices can be decomposed into a variety of spatial contexts. Work

40 ibid.
4] ibid.
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once done in a cubicle can now be done at home, while meetings
and conferences can take p|0ce in virtual offices rented at a price
far cheaper than maintaining a large office building. Revealing
this reality in stark fashion, the pandemic has demonstrated that
many prefer remote work arrangements; that office work is not
an inevitable fact of white-collar life; and that productivity is not

necessarily reduced when work takes place in the home.

But the sudden move to remote Working has also spe||eo| prob|ems
for workers and the urban environment o|ike, not least the risk of
|one|iness, overwork and unpoid overtime, as well as a reduction in
spaces Foci|i’rofing worker socio|i’ry and the prospect of significon’r
genfriﬁco’rion. What po|icies can ensure remote work benefits

workers and cities?
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Reduced hours and better
connectivity

‘Right to disconnect’

A righ’r to disconnect enshrines in law a worker’s ri9h1L to not

be contacted by their emp|oyer outside of Working hours. At

a minimum, the right would ensure that employees do not feel
obligated to attend to any work-related electronic communications,
inc|uo|ing email and social medio, phone calls and texts, once They
have left the office. A more comprehensive version would disallow
communications to be sent outside of hours in the first p|oce -
recognising that even receiving emails or texts can cause stress for

the worker.

In the context of remote Work, the choice to switch off would
protect employee leisure time and facilitate better work-life

balance, preventing a state of ‘work without end".

Such legislation is currently under consideration in Ireland, and
there are laws to this effect already implemented in France, ltaly
and the Philippines. There are a number of ways in which the policy
could be introduced in the UK via:

« Legislation enshrining a national standard for an employee’s

righ’r to disconnect.

«  Sectoral level agreements giving union and employee
representatives as well as business leaders the opportunity to

define a clear standard.
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- Company charters giving bosses and their emp|oyees the
opporfunity to work out rules and regu|o’rions for individual

firms.
The precedent in France

In France, the El Khomri law introduced the right to disconnect
through article 55(1), amending Article L 2242-8, stipulating that
companies with 50 or more employees are obligated to maintain
a charter that c|e0r|y defines when emp|oyees are expec’red to
respond to emails and other forms of electronic communication,
drawn up by bosses, stakeholders as well as employee and union

representatives.*

Rather than a one size fits all opprooch, charters are worked out
on a Firm—by—firm basis o||owing for Hexibih’ry in terms of different
employer and employee needs across sectors and companies#

This allows firms to set different parameters depending on flexible
work schedu|es, overtime pro’roco|s and the timezones of clients and

customers.

A bigger sectoral role?

While the French law stipulates that negotiations should take

|o|oce between bosses and emp|oyees, there is no ob|igo+ion that
an agreement be made or for that matter a charter created that
workers accept. If no agreement can be made then the righ’r can

neither be opp|ieo| nor enforced.

For this reason, the UK should adopt a similar approach but with

either:

«  An opt-out clause, so that emp|oyers are ou’romo’rico”y signed
up fo a national standard unless They have gooo| reason for
opting out.

49 Legifrance, 2017.
43 Library of Congress, 2017.
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« A sectoral bocksTop. In the case that no agreement can be
forged between emp|oyers and emp|oyee representatives
then firms, by default, must implement a predefined sectoral
standard, devised by government, businesses and union
representatives. This would be a sector wide chor’rer, with rules
and regulations offering less flexibility than individual company
charters, therefore encouraging emp|oyers tfo come fo an

arrangement acceptable to workers and unions.
Expanding the home working allowance?

A more likely outcome than workers deciding to leave the office
en’rire|y is workers underfoking part of their work from home. As
it stands, the remote work allowance on|y covers the expenses of
those working from home full-time and involuntarily# To encourage

remote work this should be expanded to incorporate:

«  Those who work from home voluntarily.

«  Those who work some of their hours from home and some from
the office.

Currenﬂy, the remote work allowance on|y covers costs associated
with working hours, not those associated with both working and
leisure hours. This means that broadband bills are not covered

by the allowance. Working hours (on average eight a day) likely
amount to a signiﬁconﬂy greater proportfion of the mon’rh|y cost of
broadband than leisure hours. Emp|oyers and government should,
therefore, pay a percentage of the worker’s mon’rh|y costs, which

could amount to an even sp|i’r between the three parties.

Levelling up broadband access

An expanded remote workforce also raises the question of levelling
up network availability so that across the UK all have equal access

to full fibre broadband. Poor connectivity in particular regions of

44 Gov.uk, 2020.
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the country opens up the possibi|i+y of new forms of emp|oymen’r
discrimination, whereby companies prefer to emp|oy workers from

areas of the country with better connectivity.

Reducing this risk requires making internet access equitable. Due
to the poor strategic dep|oymen’r and market based access issues
associated with current broadband suppliers in the UK, this would
require taking Openreach into public ownership and newly tasking
the company with ro||ing out full-fibre broadband over the next

decade

45 Common Wealth, 2019.
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Giving local authorities and
communities more power

There are a number of in’rer|inl<ing po|icy steps that should be
taken to give local authorities and communities more power over

their economies:

Flexible planning permission

The p|os’rici’ry introduced into p|onning permission during the

Covid period should be maintained to a certain degree, making it
easier to repurpose and construct spaces for new local amenities,
encouraging the deve|opmen’r of more diverse third spaces beyond
the home and workplace. The pandemic has left in its wake a trail
of failed businesses and empty urban space, which could reodi|y be

converted into new amenities for remote workers.

Co-location of residential and other developments

Taking advantage of the laxer planning permissions brought in
during Covid, local councils should look at co-locating a range of
produc’rive and leisure activities in close proximity to areas where
people live. These spaces might incorporate cafes, workspaces,
|igh+ indus’rry, Workshops, care hubs and urban gordens, creating
convenient and dynomic hybriol environments for workers to

undertake their jobs remotely.#

46 Centre for London, 2018.
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Revising planning laws and zoning

to regulate more specifically live-work developments (renovation of
existing or new), both at the scale of the sing|e residential unit and
at the scale of the neighborhood. Requiring a simplified planning
opp|ico’rion to work from home could he|p map the emergent
condition of remote work, to he||o make necessary odjus’rmen’rs to
p|orming laws. New Typo|ogies of live-work deve|opmen’rs should be

encouraged and supported.

Establishing area based local economic growth companies

Local authorities, suppor’red by national government investment,
should seed fund and foster an environment for the o|eve|opmen’r
of area-based local economic growth companies, which would not
be dependent on external financing or the caprices of the market,
so could undertake the role of providing fixed services for local
workers# These would act to fix spaces for pOr’ricu|or purposes
defined by local councils, preventing property o|eve|opers from
simp|y buying up space and using it for o|eve|opmen’rs built to
benefit distant shareholders.

Funding for third spaces

No or low interest loans should be introduced for "third space’
businesses to encourage the expansion of cafes, restaurants and
pubs. At a time when few feel confident to start a business there
should be @ speciﬁc loan scheme brough’r in for start-ups who can

demonstrate they provide local communities with new third spaces.

Extending community housing and land trusts

Community land trusts (CLTs) should be set up by national and
locall government to take control of pub|ic land and prevent it

from being used for the pet projects of private investors# Public

47 ibid.
48 NEF, 2018.
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land can then be used to build the infrastructure necessary for an
economy based around remote work. CLTs have the capacity to
prevent or curb the rapid gentrification that remote work threatens
in areas where land and housing are cheop. The exp|oi’ro’rion

of cheap land in areas where remote work is emerging can be

managed with a precise mapping of the phenomenon.

Remote work committee

A committee of MPs, local counci||ors, and representatives from
unions and Workp|oces, as well as experts from the ocodemy and
other organisations should be established to oversee the transition

from office to remote work.
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Community Open Workspaces:
an illustrated proposal

In the Fo||owing section we |oy out the vision for community-

owned and worker-led working hub. Here, the growing number of
remote workers could share space and services with independent
workers and local businesses from the neighbourhood, underfoking
self directed work in a supportive environment and joining the
autfonomy of remote work with the obi|i’ry tfo separate domestic and

Working life.

Recognising that a great part of the recent oo|0|o’rion of

remote working practices is |ike|y to outlive the need for social
distancing, the proposal articulates the hypothesis of workplace

as a neighbourhood service rather than a company asset fo be
exchonged as a commodi’ry. Without obso|ving emp|oyers from the
responsibility of providing adequate workspace, it asks what might
chonge if local communities of workers, rather than emp|oyers, were

in control of the way Workp|oces are orgonised.

Such a network of spaces could become the foundational
infrastucture of a new way of working in the city, one rooted in

community and worker autonomy.

Open workspace

The Community Cpen Workspaces proposed in this section are

largely in line with the guidance on ‘open work space’ published by
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the Greater London Au’rhorify“" and referred to by Aufonomy in its

proposo|s for the Valencian regiono| Qu’rhori’rySO.

The term describes a type of flexible work-space, housing small
businesses and self-employed individuals whio all have the
opportunity fo share resources and space. Key characteristics of

open work space include:

« A mix of spaces inc|uo|ing business incubo’rors, Qcce|ero’rors,

creative studios, mokerspoces and shared workshops

«  Flexible terms of access and |eosing in order to reduce the risks

of |ong term leases

«  The opportunity to share infrastructure, tools and specialised
equipment and thus avoid committing to long term

investments in fixed copi’ro|

«  Spaces and opportunities for users to connect with an eco-

system of like-minded business operators

« The presence of cross—?unding strategies and to ensure an

inclusive mix of occupants

This section sets out the p|ons for an expansion of open work space
programs and initiatives aimed at inc|uo|ing the growing number of
remote workers in its pool of users -and their employers in its pool

O]( ](UI']CIQFS.

Childcare support and infrastructure

When They are not ou’rrigh’r hostile, most Workp|0ces are unfit for
the needs of children and working parents. Key to a project of re-
cenfering Workspoce in community and p|oce, will be oddressing
this shor’rcoming and making space for childcare in everydoy

spaces of work. The flexibility of open workspace should be

49 Greater London Authority, 2015.
50 Autonomy, 2019.
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extended to cater for these needs.

While the ample provision of changing facilities and dedicated
child and ’rodd|er—friend|y working stations is obso|u’re|y essential,
community open workspaces could be integrated with more
structured childcare support such as nurseries or parent-run p|oy—

areds.

Worker wellbeing

Though recent years have seen a proliferation of attempts at
inscribing wellbeing into the design of workplaces, these have been
largely limited to (some) workers in the tech and creative industries
and ultimately driven by a desire to increase the presence,
produc’rivi’ry, and |oyo|Ty of staff. Access to heo|’rhy, affordable
meals or the ovoi|obi|i’ry of rest and quiet areas are not to be seen
as mere perks. The dining facilities, quiet areas and activity spaces
illustrated below are intended to respond to the immediate needs

and concerns of Workers, as +hey stand +odoy.

Advice and help for workers

Compared to catering and even childcare facilities, the provision

of independen’r counse”ing IS O rare occurrence in most Workp|oces.
The obi|i’ry to eosi|y seek independenf advice, whether for persono|
or work-related issues can be of immense benefit to the ability of
workers to make decisions confidently and have peace of mind. The
hubs presen’red in this section include spaces dedicated to one-
on-one encounters which could be occupied by a set of revolving
advice desks and affordable services, from housing and mental
health to |ego| advice and accounting. In this sense, work hubs
could facilitate and house an expanded diffusion and dissemination
of union, council, community and health services into everyday

spaces of work and consumption.
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Ground Floor

sewing benches

)
K
i
BN ;

N
public ‘desk N

roaming’ area
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First Floor

quiet area/nap room

roaming and
fixed desks

staff office

baby in arm office

enclosed offices

kitchenette
DY
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Second Floor

large
meeting rooms

assembly and
lecture hall

nursery terrace

catering
kitchen

terrace




The mix of workspace should
enhance the quality of the
public realm, with the help

of a permeable ground floor

and set of publicly accessible
spaces and services aimed at
the wider public
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