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1 Introduction 
 
The purpose of the report 
 
1.1 This guide and research report supports a National Business Travel 
Network (NBTN) Advice Note - Travel Plan Benefits for Employers: Making 
the Human Resources Links. The Note, the first in a series, is an 8-page 
summary of this report, available at www.nbtn.org.uk The work is one of several 
pieces of research being done specifically to assist the network, was 
commissioned by the Department for Transport (DfT), and prepared by Transport 
Planning Consultant David Hurdle. It concentrates on the benefits to employers 
of doing travel plans and builds upon the DfT’s new travel planning guide1. The 
work shows how the benefits to employers can be considerable, covering: 
 

·  Reduced absenteeism; 
·  Lower staff turnover; 
·  Easier recruitment; 
·  Improved productivity; and 
·  A better image.  

 
These non-transport benefits of travel plans are of direct relevance to Human 
Resources (HR) Departments. 
 
The report’s structure 
 
1.2 The report comprises four sections: 
 

·  Section 1 , this introduction, explains the purpose of, and need for, 
the report; the National Business Travel Network; what travel plans 
are; and the main outcomes of the work for Human Resources (HR) 
and Corporate Social Responsibility (CSR) Managers. 

·  Section 2  is a ‘how to‘ guide, with key findings and ten 
recommendations , to assist HR and CSR Managers with: 

o Making the business case for implementing a travel plan. 
o Making the links between travel planning and various 

HR/CSR issues.  
·  Section 3  briefly describes the typical ingredients of travel plans, 

concentrating on ‘active travel’  – carbon-free cycling and walking; 
and flexible and home-working , clearly already HR issues.  

·  Section 4  presents the detailed research findings , mainly 
covering the effect of active travel and flexible working on 
recruitment and retention, engagement and productivity, stress, 
reduced absence and employee turnover, and reputation/image.    

                                            
1 Department for Transport, 2007, The essential guide to travel planning, 
www.dft.gov.uk/pgr/sustainable/travelplans/work/  
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The need for the report 
 
1.3 Although many travel plans have now been in operation for some time, it 
is still ‘early days’ and most workplaces do not have one. Nevertheless, there is 
good evidence of the direct transport impacts that travel plans can have. 
Evidence of travel plans’ HR effects remains very limited. Yet typical ingredients 
of travel plans - flexible and home working - are HR initiatives; and there is 
growing evidence of their effects.  
 
1.4 Meanwhile, there is growing concern about obesity, physical activity levels 
and carbon dioxide emissions. This is where cycling and walking can play a 
valuable part. Both are good for health and are carbon-free. There is mounting 
evidence of their health, and carbon reduction, benefits. However, whilst many 
businesses are responding to these two debates, transport initiatives do not 
always feature, sometimes being seen as too difficult. This is where travel plans 
can play a crucial role, since cycling and walking encouragements, as with 
flexible and home working, are typical ingredients.   
 
National Business Travel Network 
 
1.5 In 2006 Ground Floor Partners was re-launched as the National Business 
Travel Network (NBTN) - see end of report. This is a DfT-owned network of 
businesses established to promote workplace travel planning and share best 
practice on travel planning and sustainable travel. Membership is currently 250 
businesses and growing.  
 
1.6 One of the NBTN’s key roles is to carry out essential research to develop 
the business case for doing workplace travel plans. This report, and other 
research projects currently being undertaken for the network, will help in 
mainstreaming travel plans in the UK. It uses case studies of information and 
good practice, some drawn from members of the network, plus a survey and a 
literature review of relevant research. The report brings together, for the first 
time, considerable research carried out over recent years on the benefits to 
employers. 
 
Travel plans 
 
1.7 A travel plan is a long term strategy for managing the travel generated by 
an organisation. It can be applied to a workplace, school, university, hospital, 
superstore, place of worship, residential area, indeed anywhere that attracts 
travel to or from it, whether it is by employees, customers, visitors, residents or 
deliveries. Its aims are usually to reduce ‘drive alone’ car use and to extend 
travel choice by encouraging more cycling, walking, public transport use, car 
sharing, flexible and home working.  
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1.8 Research published in 20022, and more since, has shown how travel 
plans can reduce traffic and encourage more sustainable travel3. Clearly more 
sustainable travel reduces ‘drive alone’ private car use, and, therefore, has the 
potential for reducing congestion, air pollution and carbon dioxide emissions; 
and, given more cycling and walking, improving health and increasing exercise 
levels. The DfT’s new guide discusses these ingredients and their effects in more 
detail. The environmental and health benefits largely accrue to individuals and 
local communities, but there are also benefits to employers, which is the focus of 
this guide and research report.  
 
Main outcomes 
 
1.9 Flexible and home working have HR benefits. But they also reduce peak 
period travel and the overall amount of travel respectively. Cycling and walking 
are also normal travel plan ingredients, and have important health/exercise and 
carbon reduction benefits. So travel plans now need to be seen as not just: 
 

·  Extending travel choice; and 
·  Reducing ‘drive alone’ car use; but also 
·  Increasing physical activity. 
·  Reducing ‘carbon footprints’; and 
·  Bestowing HR benefits on employers.    

 
1.10 This report brings travel planning fully into the HR arena. As the following 
job ad states, climate change is now an HR issue, and travel plans can assist in 
carbon reduction. The report should enable HR and CSR managers to: 
 

·  Better understand the HR benefits to employers of travel plans. 
·  Link HR issues with travel plans, so bolstering their business case.  
·  Assist their business in contributing to the major national debates on 

obesity and carbon dioxide emissions. 
·  Have a healthier, more productive workforce. 
·  Improve their business’s image. 

 

 
 

Job ad in The Guardian, 26 October 2007 

                                            
2 Department for Transport, 2002, Making Travel Plans Work. Research Report, Case Study 
Summaries, and Lessons from UK Case Studies. 
3 Department for Transport, 2004, Smarter Choices – Changing the Way We Travel, 
www.dft.gov.uk/pgr/sustainable/smarterchoices/ctwwt/  
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2 Guide for Human Resources and Corporate Social 
Responsibility Managers 
 
In this section: 

·  The importance of making a business case for a travel plan and what to 
identify in it.  

·  The relevance of travel plans to HR issues. 
·  The benefits and costs of travel plans. 
·  Tax concessions available to employers. 
·  The numerous links between travel plans and other corporate policies. 
·  Key research findings. 
·  Recommendations.  

 
Introduction 
 
2.1 This section is a ‘how to’ guide for HR, and CSR, Managers. It explains 
how to make the business case for implementing travel plans and their relevance 
to HR issues. It then summarises the key findings from the research for this 
report and makes ten recommendations. Sections 3 and 4 go into more detail 
about the content of travel plans and the findings from the research respectively.   
 
2.2 There are many reasons for implementing a travel plan – growing traffic 
congestion and air pollution, and, increasingly, concerns about health, weight, 
exercise, and climate change. But the basic business case is often overlooked. A 
good travel plan can improve the efficiency, environmental credentials and image 
of the organisation. It is becomingly increasingly apparent that travel plans can 
be ‘good for business’. Figure 2.1 shows the types of benefits that senior 
managers may be looking for when approving the business case for a travel plan. 
AstraZeneca and BSkyB, both NBTN members, are two examples of companies 
with well-established travel plans that have recognised the value to their 
organisations4.  
 
2.3 It has been estimated that there are some 38 million empty car seats on 
the roads every day5. This represents a great deal of air pollution, carbon dioxide 
and wasted fuel. Yet 36% of car and motorcycle commuters have said they 
would find it “very or quite easy to get to work if they could not travel by 
car/motorcycle”6. Travel plans are a way to manage travel better and to achieve 
numerous transport goals; and, as this report will show, many environmental, 
health and business goals also.  
 
 
 

                                            
4 Department for Transport, 2007, ‘Good for Business’, Smart Moves Issue 1.  
5 Halifax Car Insurance ‘Empty Seats’ Survey, February 2006. 
6 Department for Transport, 2002, A Travel Plan Resources Pack for Employers. 
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Figure 2.1: Benefits to identify when making a busi ness case  
for a travel plan  
 
 
Finance 
 
�  Cost savings, e.g. less business mileage 
�  Greater profitability, e.g. additional income 
�  Greater efficiency 
�  Reducing the need for expansion 
�  Increased productivity of staff 
�  Increased staff retention 
�  Potential for higher share price by demonstrating environmental sustainability 
 
Facilities 
 
�  Better use of space, e.g. from hot-desking and less car parking 
�  Reduced congestion in and around site 
�  Improved health and safety 
 
Human Resources 
 
�  Improved staff retention 
�  More attractive recruitment package 
�  Lower sickness due to healthier staff 
�  Less stressed staff 
�  Improved staff motivation and morale 
�  Greater opportunities to win employer awards 
 
Environmental/Corporate Social Responsibility 
 

�  Making positive contributions to targets, e.g. less CO�ã 
�  Greater staff awareness of environmental issues 
�  Helping accreditation of Environmental Management Systems and Quality Assurance 
�  Increasing transport sustainability 
�  Benefiting the local community 
�  Demonstrating commitment to environmental improvement 
�  Increasing stakeholder engagement  
 
Based on www.energysavingtrust.org.uk/fleet/organisations/vehicles50/prepareabusinesscase/ 
 

 
Travel plans and Human Resources 
 
2.4 According to a survey by the Energy Saving Trust (EST), 56% of HR 
directors in the private sector say they could not prepare a travel plan7; 29% 
admitted they had no knowledge at all of travel planning and 59% described their 
knowledge as ‘limited’ or ‘basic’. Yet the EST believes that “HR managers and 
directors are ideally positioned to apply their knowledge and expertise to travel 

                                            
7 Online Recruitment, 2005, ‘HR directors to call in experts as workers demand transport 
solutions’, News Item, 30 September 2005, www.onrec.com/content2/news.asp?ID=9206  
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planning. Being close to the coalface of their organisations, HR personnel are 
well placed to help meet the transport requirements of the workforce”.  

  
2.5 Making a strong business case – the thrust of this report - is clearly 
important given that 39% of HR directors were concerned about winning the 
support of senior management or the financial director. Other concerns included 
costs, winning employees’ support and the legal and insurance implications of 
car share schemes. The EST summed up the survey results as “the clearest 
indicator that HR directors need more advice and support on travel planning to 
help dispel these myths”. The EST concluded that “our research tells us that 
travel planning can not only enhance the health and morale of the workforce and 
help reduce staff commute time, but also enhance a company’s reputation and 
reduce expensive parking costs”.  
 
2.6 Travel plans are often initiated and progressed by an Estates/Facilities 
Department. This is logical because that is the department likely to handle car 
parking, so often the initial prompt for action. However, many measures affect 
other departments and have impacts across an organisation. For example 
business mileage allowances, flexible working and home-working are HR issues. 
As such it is likely to be of interest to HR Departments if the travel plan can 
improve staff retention and productivity and reduce turnover and sickness. 
Indeed an NBTN member’s Head of Change Management stated at a recent 
travel planning conference that “Travel planning is a change management 
programme”. She also said that travel planning fits into Corporate Social 
Responsibility policies – applicants are increasingly asking ‘green questions’ at 
interviews; and demonstrating good CSR is becoming more important given 
increasing competition for talent over the next twenty years or so, due to an 
ageing population. The key is to link a travel plan with an organisation’s business 
objectives and determine which of the following a travel plan can contribute to: 
 

·  Estates/facilities operations 
·  Business and financial efficiency 
·  Human resources benefits 
·  Corporate Social Responsibility 

 
The linking of travel plans with other policies is discussed later in this section 
(2.15).    
 
2.7 The wider roles of travel plans have been acknowledged for some time. 
The first government guidance on travel plans, in 1999, noted that “some 
businesses have decided that implementing Green Transport Plans can enhance 
their environmental image”; and that such plans “can help companies promote 
themselves as good, conscientious employers. This can improve staff 
recruitment and retention”8. The DfT has since published specific guidance on 
                                            
8 Department of the Environment, Transport and the Regions, 1999, Preparing your organisation 
for transport in the future: The Benefits of Green Transport Plans.  



Department for Transport - Travel Plan Benefits for Employers: Making the Human Resources Links  

A Guide and Research Report for the National Business Travel Network 7

the role of HR managers in travel plans9. This explained that travel plans affect 
the way organisations go about their business, as well as employees’ travel 
behaviour and affecting their conditions of service.  
 

Benefits 
 

2.8 The benefits of travel plans can be significant - to individuals, employers 
and the local community. Implementing a travel plan can save an organisation 
money and enhance its standing in the community. Some benefits may be 
difficult to quantify such as a healthier workforce, but are still part of the 
cost/benefit analysis. Some of the main benefits and the numerous links between 
them are shown in Figure 2.2. A good way to identify the HR benefits from a 
travel plan is to follow a three stage process, see Figure 2.3.   
 

2.9 Travel plans are complementary with work-life balance initiatives. The 
Employment Act 2002 provided new rights to employed parents with children 
under 6, or disabled children under 18. From April 2003 employees have been 
able to apply to work flexibly and their employer has a duty to consider their 
requests seriously. From April 2007 eligibility was extended to working carers of 
adults. The legislation now covers 3.6m parents with young or disabled children 
and 2.65m carers of adults. The government has recently announced it is 
considering moves to extend the right to request further10. 
 

Figure 2.2: Travel plan benefits and the links betw een them 
 

 
 

This shows nine benefits of doing travel plans, and  the relationships between them,  
e.g. flexible working can reduce absence and carbon  dioxide emissions 

                                            
9 Department for Transport, 2004, The Role of Human Resources Staff and Trades Union 
Representatives in Supporting Travel Plans, TransportEnergy BestPractice GIR81. 
10 The Queen’s Speech, 6 November 2007, www.pm.gov.uk/files/pdf/10.Work-life%20Balance.pdf 
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Figure 2.3: Identifying benefits from travel plans 
 
Stage 1 – Start by asking questions about costs and  problems: 
 

·  Do sites/areas have reputations for congestion? Or might they in the future? 
·  What are car park maintenance, security and lighting costing?  
·  What is the opportunity cost of land used for car parking? What else could it be used for? 
·  How much do car business mileage claims amount to? 
·  Are staff sickness and turnover too high? 
·  How much are advertisements for staff recruitment costing? 
·  How much are overtime pay and agency staff costing? 
·  Does the Corporate Social Responsibility policy mention travel? 
·  What is the company’s carbon footprint, especially the transport element? 

 
Stage 2 – Identify some improvements: 
 
What benefits would an increase in cycling, walking, car sharing or bus and train use make? Also more 
flexible working for staff that can do this. By providing increased choice on travel and working hours, would: 
 

·  The catchment area for staff be widened? 
·  Jobs become more attractive to potential employees due to improved transport options? 
·  Sickness be reduced? 
·  Staff retention, morale and punctuality be improved? 
·  Corporate image, competitiveness and ‘green credentials’ be enhanced?  

 
A survey by recruitment agency Reed found 45% of employees would rather work for an employer which 
offered a car sharing scheme11. Car sharing is relatively easy to introduce, can bring cost savings to an 
organisation on car park maintenance, and sharers can save significant amounts of money, depending on 
how far they travel. Car sharing is a popular measure as people still use cars while also saving money.  
 
Another money-saving example is cycling: 
 

·  Assume cycle racks for 10 bikes cost £1,023 to buy and install12.  
·  Assume the cost of maintaining car parking spaces is £590 per space p.a13. 
·  Persuade 10 people to cycle.  
·  Expenditure will be £1,023. 
·  Savings will be £5,900 every year.  

 
Vacated car parking space may be able to be used for development or environmental improvements. 
 
Stage 3 – Start to identify benefits to the organis ation’s image and to the organisation itself: 
 

·  What impression do visitors get of sites?  
·  Is the organisation recognised as a ‘good neighbour’ and ‘employer of choice’?  
·  How is environmental management and performance – perhaps good on energy use, water saving 

and waste disposal, but poor on transport? 
·  Are deliveries difficult? 
·  Would a fire brigade audit find any escape routes and assembly points hindered by parked cars?  
·  Does parking overspill? If not currently then what is the trend? What would more staff mean? 
·  Do occupational health staff address travel to/from work? The form of travel used can contribute to, 

or reduce, stress.  
         

                                            
11 Transport for London, 2007, Encouraging sustainable commuting, A guide for London’s local 
authorities in delivering effective travel plans. 
12 Department for Transport, 1997, Cycling to Work TA leaflet 11/97. Costs updated by Retail 
Price Index to September 2007.    
13 Department for Transport, 2002, Making travel plans work. Cost updated by Retail Price Index 
to September 2007.  
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2.10 More flexible hours and home-working can reduce peak period travel and 
the overall amount of travel respectively. But, as research findings in section 4 
show, they may also help an organisation retain staff, thus reducing recruitment 
costs and absenteeism and making it more effective at reacting to changing 
market conditions. Businesses may also see productivity improvements.  
 
Costs 
 
2.11 The cost of implementing travel plans will vary enormously as location, 
numbers employed, and where employees live, will differ. A DfT study has found 
the average annual cost of a workplace travel plan was £47 per full time 
employee14. This compares very well with the annual cost of maintaining a car 
parking space, which the same study found was typically £300 - £500; evidence 
reveals figures several times higher in cities, e.g. £2,000 in outer London rising to 
£6,000 in central London15. The capital cost of new parking is even more. The 
construction of surface-level parking costs some £1,000-£3,000 per space, multi-
storey parking costs some £5,000-£10,000 per space and underground parking 
can be even more expensive. 
 
2.12 The overall cost of implementing a travel plan will depend partly on the 
amount of assistance from other partners, e.g. a train operator bearing the cost 
of discounted tickets; local authority provision of cycle routes and bus lanes; and 
local car share or car club schemes. Obviously the more of these there are the 
less local businesses would have to spend to achieve a given reduction in car 
use. Another key factor is the revenue stream from car parking charges. Some 
organisations completely cover their expenditure in this way. Some sample costs 
from the DfT’s 2002 study are shown in Table 2.1 and some sample savings and 
increases in revenue in Table 2.2. 
 
Table 2.1: Sample travel plan costs 
 

Half time Travel Plan Co-ordinator, salary plus on-costs  £20,000 p.a. 
External recruitment of Co-ordinator    £2,000 
Publicity and promotion      £10,000 p.a. 
Staff travel survey      £5,000 
Locker for bike and clobber     £500 
Cycle rack for two bikes      £100 
Locker for clothing      £70 
Installation of one shower     £2,500 
 
Source: Making Travel Plans Work, Lessons from UK case studies, Department for Transport, 
2002. 

 
 
 
 

                                            
14 Making Travel Plans Work, Lessons from UK case studies, Department for Transport, 2002. 
15 Department for Transport, 2007, The essential guide to travel planning. 
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Table 2.2: Sample cost savings and revenue from tra vel plans 
 

Car park maintenance - assume: 
200 spaces 
15% fewer needed due to transfer to other forms of travel 
Cost of maintaining one space = £2000/year 
Saving = £60,000/year  
 
Car parking charges - assume: 
150 pay £2/day on 190 days/year  
Revenue = £57,000/year 
 
Car mileage payments – assume: 
£500,000 per year 
5% reduction 
Saving = £25,000/year 

 
2.13 By comparing the above, noting that some costs are one-off, it can be 
seen that travel plans can be designed to be cost-neutral and can indeed save 
money. This is of direct relevance when putting together a business case for a 
travel plan. For instance, a modest reduction in car mileage payments could pay 
for a part time Travel Plan Co-ordinator. Similarly, car parking charges could be 
ploughed back into providing various measures and/or a Co-ordinator post.   
 
Tax concessions 
 
2.14 The tax and National Insurance systems encourage employers to do travel 
plans and a number of benefits to employees are not taxable. Full details are 
given in Appendix A . Although there are already some useful concessions, there 
may be further ways that tax incentives could be used to promote travel plans, 
e.g. making the following measures tax-free - employer subsidies to non-bus 
public transport fares, parking ‘cash-out’ schemes and cycle maintenance and 
rescue services16. Accordingly the NBTN has set up a Taxation Group to 
progress ideas and make recommendations. The British Chambers of 
Commerce, a NBTN member, has recognised the important role of ‘soft 
measures’, including cost saving benefits to businesses, and has called for “a 
system of tax incentives provided for those who develop workplace travel 
plans”17.  
 
Travel plan links with other corporate policies 
 
2.15 As noted earlier a travel plan affects several HR issues. Yet it often sits 
separately from an organisation’s other corporate policies. Examples of policies 
to which travel plans should be linked are shown below, with fuller details in 
Appendix B . Making these links with complementary policies will embed the 

                                            
16 Potter S, 2007, Tax and Travel Plan Measures, The Open University. 
17 British Chambers of Commerce, 2006, Transport, an Investment Imperative, The business 
perspective on transport. 
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travel plan in the organisation’s corporate policies and business objectives, and 
enhance the plan’s status and commitment to it.  
  

·  Corporate Social Responsibility; 
·  Work-life balance; 
·  Environmental management; 
·  Occupational Health; 
·  Equal opportunities; 
·  ‘Investors in People’; 
·  Efficiency;  
·  Health and Safety; and 
·  Comprehensive Performance Assessment. 

 
Key findings from the research 
 
2.16 These are set out below, 1. – 12.,followed by ten recommendations. They 
should assist businesses to: 
 

·  Prepare and implement travel plans; 
·  Make a robust business case for doing them in the first place; 
·  Demonstrate cost savings; 
·  Play major roles in the very serious and growing obesity and climate 

change debates; 
·  Gain a healthier, more productive workforce; and  
·  Enhance their environmental credentials.  

 
 
1. The research set out to establish the effects of  workplace travel 

plans on staff recruitment, retention and turnover;  productivity; 
stress; absenteeism; and company image. Information  was not 
generally forthcoming in the survey of NBTN members  and other 
companies. This may demonstrate that linkages are n ot yet being 
made by Travel Planners and HR managers and/or that  other things 
affect these HR issues. Nevertheless there is  ample and growing 
evidence demonstrating the effects of active travel  and flexible and 
home-working. These are all normal ingredients of t ravel plans, but 
often done separately. As more travel plans are imp lemented, that 
address obesity and carbon reduction, it will be im portant to monitor 
their effectiveness by collecting evidence of their  HR impacts.   

    
 

2. Travel plans usually aim to reduce, or better still, minimise, ‘drive alone’ 
car use, and extend travel choice. They can reduce traffic congestion and 
air pollution but can also reduce carbon dioxide emissions, and improve 
health. 
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3. Workplace travel plans may benefit employers, employees and local 

communities. The main benefits to an employer can be financial, better 
use of space/facilities, various human resources (HR) benefits, see 12. 
below, and environmental/corporate responsibility/image issues.  

 
4. Travel plans can be implemented so as to be cost-neutral or can save 

money. In addition there are tax concessions that employers can benefit 
from. The NBTN’s Taxation Group is currently studying further measures 
that would be useful.  

 
5. Knowledge of travel plans by HR Directors is limited. 
 
6. There are strong links between travel plans and other corporate policies. 

These include Corporate Social Responsibility (CSR), work-life balance, 
environmental management, occupational health, equal opportunities, 
‘Investors in People’, efficiency, and health and safety. Making these links 
will enhance the travel plan’s status and commitment to it, and embed it 
within the other policies.  

 
7. There is merit in pursuing travel plans as a whole rather than just 

implementing specific ingredients, such as active travel and flexible 
working. Implementing a coherent package of complementary measures 
in the form of a travel plan instead of piecemeal measures will avoid 
duplication of effort, enable more efficient monitoring, maximise impact, 
dovetail with other corporate policies, and raise the status of the actions 
and plan. A comprehensive travel plan, especially one linked to other 
corporate policies such as CSR, is also more likely to generate wider 
benefits - to employers, e.g. improved image; to employees, e.g. improved 
morale; and to the local community, e.g. less traffic and air pollution. The 
benefits from tackling travel to and from a site all in one go, by means of a 
travel plan, should not be underestimated. Car users may be more 
inclined to accept parking restrictions if they are offered a package that 
includes benefits such as discounted public transport fares, cycle facilities, 
a car sharing scheme, and the many other ingredients of travel plans.     

 
8. Travel plans are partnerships with local authorities and public transport 

operators. Planning authorities are increasingly securing travel plans in 
planning permissions and transport authorities’ Local Transport Plans 
generally recognise their value. Both types of local authority will need to 
do more in future to evaluate the carbon dioxide consequences of their 
transport policies.  

 
9. Travel plans can have direct transport effects which can save money for 

employers and so should feature in a company’s business case for doing 
a travel plan. Examples could be less car business mileage; and less car 
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parking space, so reducing maintenance costs and releasing land for 
other uses or for letting. 

 
10. Typical travel plan measures are improved walking and cycling routes, 

showers for cyclists (which can also be used by others such as walkers 
and lunchtime joggers), cycle parking, bike loans, cycle business mileage 
allowance, discounts at cycle dealers, discounts on public transport, 
season ticket loans, improved bus services, company minibus, car share 
scheme, personalised travel planning, flexible hours, and home-working; 
there are many others. It can be seen that many of the above contribute 
directly to ‘active travel’ and carbon reduction.  

 
11. Flexible hours and home-working are widespread and growing elements 

of work-life balance policies. Although normal ingredients of travel plans, 
they are often pursued independently.   

 
12. Travel plans can also have non-transport impacts. Many relate to HR 

issues, yet HR documents/research on flexible working, for example, 
rarely mention travel plans. This is a major gap to bridge. The main ‘HR 
impacts’ are: 

 
a. Improved health and exercise – obesity is a serious and growing 

problem, which it is in employers’ interests to help tackle. The UK has 
the highest levels in the European Union. National guidance on obesity 
urges employers to encourage cycling and walking. This can be 
achieved through travel plans, enabling active travel to be built-in to 
commuting to work. Active travel, which is relatively cheap to support, 
can reduce absenteeism and improve health. Travel plans are an ideal 
employer-supported physical activity intervention. Flexible and home 
working, two further travel plan ingredients, can also reduce 
absenteeism and improve health. They also improve a company’s 
competitiveness as an employer, and have two distinct transport 
effects – flexible working reduces peak period travel and home-working 
the overall amount of travel. The costs to employers of inactive 
employees can be absenteeism, long term sick pay, employment of 
temporary staff, lost production, high staff turnover and early 
retirements.       

 
b. Reduced carbon dioxide emissions – climate change is another 

serious and growing problem. Employers can play a major part in 
achieving a low carbon world. But transport is not always being 
considered in CSR policies and carbon footprints; energy and waste 
are often seen as perhaps easier. So, awareness of travel plans needs 
to be raised, and then linked to carbon footprints. 
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c. Cycling and walking are carbon-free, so travel plans with 
encouragements to cycle and walk will reduce an employer’s ‘carbon 
footprint’.  

 
d. Improved staff recruitment and retention – this is mainly achieved 

through the flexible and home working elements of travel plans, and 
the general wider choices of travel offered. The existence of a travel 
plan demonstrates a responsible and caring employer, widening travel 
choice may enlarge the labour pool, and a better image also has a part 
to play.     

 
e. Improved engagement and productivity – flexible and home working 

make for happier, more motivated, and hard-working staff. Research 
shows that home-workers tend to be more productive. Productivity 
links with active travel as it improves if employees are more physically 
active, off sick less and work for more years as they grow older. Travel 
plans are a good way to engage staff. 

 
f. Reduced stress – stress at work can be exacerbated by stressful 

commuting journeys. Flexible and home working can alleviate this, as 
can cycling and walking which can be more relaxing than car travel.  

 
g. Reduced absence and turnover – while, as noted in 1 above, there is 

no evidence that travel plans as a whole reduce absence there is 
evidence that flexible and home working do. Active travel can also 
reduce absence. Absence is sometimes linked to domestic caring 
responsibilities and flexible working may be able to avoid the need for 
such absence.    

 
h. Improved reputation and image – linked with climate change and other 

environmental issues, businesses are becoming increasingly 
conscious of their effects on communities. With an ageing workforce 
and greater competition for labour, a travel plan, by widening travel 
choices and catchment areas for staff, can promote ‘employer of 
choice’, ‘good neighbour’ and ‘low carbon’ messages. CSR policies are 
a growth area, especially following the Companies Act 2006; and 
employers also have a role to play in getting environmental messages 
through to employees and assisting them with carbon reduction.  

 
Recommendations 
 

1. Travel plans should be comprehensive and cover a ll means of travel, 
plus flexible working. They should address better h ealth and carbon 
reduction. They should also recognise the links wit h other corporate 
policies, and should certainly feature in Corporate  Social 
Responsibility (CSR) policies.  
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2. Employers should engage with local authorities i n carbon reduction 

strategies, whether this is through a Local Strateg ic Partnership or 
consultation forums for progressing Local Transport  Plans and 
Local Development Frameworks; and ensure that trave l plans feature 
in such strategies. 

 
3. Similarly employers should engage with Primary C are Trusts in 

assisting the implementation of their public health  promotion 
functions, again using travel plans to achieve heal thier travel. 

 
4. Employers should adopt a low carbon strategy for  themselves, and 

also encourage their employees to reduce their own carbon 
footprints. Carbon reduction should be a theme of t he travel plan and 
the CSR policy.   

 
5. Employers should assess the HR benefits of trave l plans, measuring 

the effects on staff recruitment, retention, turnov er, absenteeism, 
and company image. They should be included in the b usiness case 
for doing the plan.   

 
6. Staff responsible for the travel plan and for HR  issues should work 

together, indeed there is merit in HR taking the le ad on travel 
planning. 

 
7. Employers should use a travel plan to support ‘p hysical activity 

interventions’, given the many benefits of active t ravel - reduced 
absenteeism, improved health and productivity, and the resultant 
cost savings and image enhancement.   

 
8. When monitoring the impact of a travel plan’s im plementation, 

employers should check staff absenteeism and turnov er trends to 
see if any changes could be attributable to the tra vel plan.  

 
9. Employers should implement, within the framework  of a travel plan, 

the recommendations to employers in the National In stitute for 
Health and Clinical Excellence’s public health guid ance, and in the 
Government’s ‘Healthy Weight, Healthy Lives’ Strate gy. 

 
10. Employers should incorporate flexible and home- working into a 

comprehensive travel plan, rather than pursuing the m independently, 
in order to maximise HR benefits and make linkages with other 
corporate policies.  
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3 Travel plan measures 
 
In this section: 

·  Travel plans – a ‘Smarter Choice’ 
·  De-carbonising travel. 
·  Cycling and walking in travel plans - ‘Active Travel’. 
·  Flexible working – transport and other benefits. 

 
Introduction 
 
3.1 Travel plans are about more than travel. As already seen they can 
encompass the environment, health, and an employer’s business and image, and 
have far-reaching effects on individuals, employers, and local communities. 
Travel plans are also partnerships with local authorities and public transport 
operators. Local authorities have a major role in promoting travel plans. The 
Local Government Act 2000 gives authorities a wide remit over the economic, 
environmental and social well-being of their areas; and, if local planning 
authorities, they can secure travel plans when granting planning permissions.  
 
3.2 The term ‘Smarter Choices’ was termed in 2004 following research of the 
effects that travel plans and other ‘soft’ transport policy measures could have18. 
The research found that widespread implementation of Smarter Choices could 
reduce peak period urban traffic by about 21%. The DfT’s current pilot 
programme, from 2004 – 2009, of three Sustainable Travel Demonstration 
Towns, is showing the potential19. Results, in Table 3.1, described by a Transport 
Minister as “startling”, show the change over about two years from 2004. They 
clearly demonstrate that Smarter Choice measures can achieve significant 
changes in how people travel. Darlington is also a DfT Cycling Demonstration 
Town. 
 
3.3 In the discussion document ‘Towards a Sustainable Transport System’, 
responding to the Eddington and Stern reports, the DfT believes “transport 
represents an opportunity for significant carbon reductions” and that “companies 
have a role to play in cutting CO2 emissions”20. This view has been echoed more 
recently in a review on de-carbonising car travel’21. The King Review was 
announced in the 2007 Budget. Although concentrating on technological change 
it makes four recommendations specifically about travel planning, and also 
“welcomes the establishment of the National Business Travel Network to 
promote the development of travel planning across large organisations in the 

                                            
18 Department for Transport, 2004, Smarter Choices – Changing The Way We Travel.  
19 Department for Transport, 2007, letter from Gillian Merron to local authorities, ‘Smarter Travel 
Choices, Individualised Travel Marketing and Sustainable Travel Towns’, 23 May 2007.  
20 Department for Transport, 2007, Towards a Sustainable Transport System, Supporting 
Economic Growth in a Low Carbon World, Cm 7226, The Stationery Office, October 2007.  
21 HM Treasury, 2008, The King Review of low-carbon cars, Part II: recommendations for action, 
March 2008, The Stationery Office, www.hm-treasury.gov.uk/king  
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private sector”. It adds – “All large private sector organisations should look to 
introduce workplace travel plans, which can benefit their employees and boost 
the organisation’s environmental credentials”.   
 
Table 3.1: Modal shift in the Sustainable Travel De monstration Towns 
 

 
Town 

 

 
Mode 

 
Change 

Darlington Cycling +79% 
 Walking +29% 
 Public transport +14% 
 Car -11% 
Peterborough Cycling +25% 
 Walking +21% 
 Public transport +13% 
 Car - 11% 
Worcester Cycling +36% 
 Walking +17% 
 Public transport +22% 
 Car -12% 

 
Source: Department for Transport, 2007, letter from Gillian Merron to local authorities, ‘Smarter 
Travel Choices, Individualised Travel Marketing and Sustainable Travel Towns’, 23 May 2007.  

 
Travel plans 
 
3.4 Examining case studies collected in the research has highlighted the 
importance of a comprehensive travel plan that includes a wide variety of 
measures and actions, covering all means of travel. It has also highlighted that 
the most effective travel plans are those with parking restraint combined with 
financial incentives22.  
  
3.5 One of the best travel plans in the UK, and an award winner, has been 
that of Addenbrooke’s Hospital, Cambridge. Travel has changed dramatically 
since the plan began to be implemented in 1997, as Table 3.2 and Figure 3.1 
show23. There is no doubt that supportive policies and actions by Cambridge’s 
local authorities have helped.  
 
 
 
 
 
 
 

                                            
22 Department for Transport, 2002, Making Travel Plans Work, Lessons from UK case studies. 
23 Cambridge University Hospitals NHS Foundation Trust, 2004, Access to Addenbrooke’s – a 
travel plan, and subsequent information supplied.  
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Table 3.2: Staff travel to Addenbrooke’s Hospital, Cambridge 

 
Numbers and proportions (%) 

 

 
Mode 

 

 
1993 

 
2001 

 
2006 

Bus 144 4% 738 16% 1580 25% 
Car alone } 2962 

} 
74% 2189 47% 1974 31% 

Car multiple occupancy 408 9% 460 7% 
Cycle 697 17% 857 18% 1558 25% 
Motorcycle 53 1% 80 2% 190 3% 
Walk 136 4% 359 8% 577 9% 
Total 3992 100% 4631 100% 6339 100% 
 
Source: Cambridge University Hospitals NHS Foundation Trust, 2004, Access to Addenbrooke’s – a travel 
plan, and subsequent information supplied. 
 
Figure 3.1: Main features of Addenbrooke’s Hospital  Travel Plan 
 

 
The hospital is one of the largest generators of travel in Cambridgeshire. The site of 67 acres 
employs 9,000 staff, and treats 62,000 inpatients and 385,000 outpatients a year. There are 750 
delivery vehicles per day.  
 
Despite an increase in total trips of 59% from 1993 to 2006, the number of car trips has fallen by 
18%. The proportion walking has more than doubled, from 4% to 9%. Cycling, already high at 
17%, has increased significantly and is now 25%, with provision for 1,300 parking spaces. The 
practicality of multi-storey cycle parking is being investigated. Bus use has increased 
dramatically, from just 144 trips a day to 1,580, now 25% of all trips, up from just 4%. Bus use by 
patients and visitors has also increased, from 3% in 1993 to 8% in 2006.  
 
Bus use has been encouraged by: 
 
�  Conversion of part of a car park to a bus station, now served by about 70 buses per hour.  
�  Sale, on-site, of discounted weekly bus passes. 
�  Commissioning of a bus service from one of Cambridge’s park and ride sites direct to the 

hospital, every 15 minutes. 
�  New bus stops, all compliant with the Disability Discrimination Act 1995. 
�  Offer of season ticket loans. 
�  Real time information introduced with the local authority. 
�  Provision of bus information.  
�  Car park charges, and increases to reduce the differential between the cost of parking and bus 

travel. 
�  Not allowing staff living within a certain distance, or on a high quality bus route, to park. 
 
It is not possible to attribute the travel plan’s implementation to changes in staff sickness and 
turnover due to many different initiatives affecting these. The nature of the Trust’s business is that 
there are always going to be other initiatives taking place at the same time as the travel plan.  
 
Source: Cambridge University Hospitals NHS Foundation Trust, 2004, Access to Addenbrooke’s – a travel 
plan, and subsequent information supplied. 
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3.6 Smarter Choices have been featured in BAA’s Travel Plan at Heathrow 
Airport since its introduction in 200024. The main impacts have been: 
 

·  Parking demand by staff down by 500 spaces a day by 2002/03, enabling 
the deferment of £8m on the construction of a multi-deck car park. 

·  The £150,000 cost of introducing video conferencing was recouped within 
one year.  

·  Hot-desking and other alternative workstyles released accommodation, 
saving £400,000 a year. 

·  A car sharing scheme launched in 2001 at seven airports attracted 7,800 
workers to register by 2005 from 436 companies. Based on two people 
sharing three days a week and making a round trip of 45 miles it was 
estimated that: 

o 4.8m litres of fuel were saved, equating to £4,900 per person. 
o 28m fewer miles had been driven by staff.  

 
3.7 Direct benefits of travel plan transport measures are less traffic, air 
pollution and carbon dioxide. But as well as benefits from changing how people 
travel – ‘modal shift’ - there are also many non-transport benefits that can arise. 
Some of these were highlighted in the previous section, are covered in detail in 
the next, and include: 
 

·  More cycling and walking and less time sitting in cars could improve 
employees’ health and weight.  

·  The sheer act of widening the travel choices available to employees may 
extend the catchment area for staff. As well as increasing the number of 
ways to travel it also increases the labour pool. Jobs may now be both 
feasible and attractive to people who previously would not have applied 
because of concerns about getting to work. And if flexible working is 
available, either on its own or as part of a travel plan, then the 
organisation may attract people it otherwise would not have done.   

·  An organisation’s image may improve as a result of being seen as a ‘good 
neighbour’, an ‘employer of choice’, and tackling green issues.  

 
3.8 The author’s survey of NBTN members and other businesses asked about 
modal share changes following the introduction of a travel plan. Few respondents 
had this information, but the results for the four that did (labelled A-D) are shown 
in Table 3.3.  
 
 
 
 
 
 

                                            
24 Transport for London, 2007, Smarter Working Guide, November 2007.  
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Table 3.3: Modal shares of commuting to work, for b usinesses A – D, %s 

 
Mode ‘Before travel plan’  ‘After travel plan’  

 A B C D A B C D 
Bus   

29 
 

4 5  
5 
 

9 25 8  
1 
 

Train  - 1 11 - 3 

Cycling  - 17 2 1 1 25 3 1 
Walking  5 4 6 0 7 9 9 1 
Car on own  53  

74 
 

82 79 50 31 68 74 
Car as 
passenger 

9 3 9 10 7 7 12 

Other  4 - - - 12 - - - 
 
Source: Survey of NBTN members, 2007. 
 

For each location, the transport network and the period between the ‘before’ and 
‘after’ times are different, but it is the trends in the above table that are 
noteworthy. The most striking changes were: 
 

·  The big increase in bus use for business B 
·  The significant increase in cycle use for business B 
·  The increased proportions walking in all cases 
·  The reductions in car use in all cases, in one case dramatic 
·  The increases in car sharing 

 
Active travel 
 
3.9 By encouraging more cycling and walking and less car use, travel plans 
should contribute positively to the growing health, exercise and weight debate. 
There is evidence of the effects of more ‘active travel’, see Appendix C , but less 
on the impact of specifically including cycling and walking in travel plans. 
However, there is evidence on physical activity interventions at workplaces, and, 
as already noted, travel plans normally feature cycling and walking to work.  
Furthermore, TRL Limited has recently published research, commissioned by 
Transport for London, about the impacts of physical activity on employee health, 
with a particular focus on how absenteeism and productivity are affected25. Some 
key findings are summarised in the above Appendix.  
 
3.10 Active travel can easily be embodied in travel plans, as a means to build it 
into daily life, a point stressed by the Chief Medical Officer for England - “For 
most people, the easiest and most acceptable forms of physical activity are those 

                                            
25 Davis A, Jones M, 2007, Physical Activity, Absenteeism and Productivity: An Evidence Review, 
Project Report UPR T/102/07, TRL Limited. 
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that can be incorporated into everyday life. Examples include walking or cycling 
instead of driving ….”26.  
 
3.11 SUSTRANS has identified the linkages between active travel, travel plans 
and employers’ human resources issues27. It quotes Sir Digby Jones, then CBI 
Director-General - “There is increasing evidence to show that active people may 
be more productive at work and suffer less sickness. Employers therefore have 
much to gain from helping their staff to enjoy good health and a high quality of life 
by being physically active”.  
 
Flexible and home working 
 
3.12 Workplaces are changing. Trains, cafes, and increasingly, homes, are 
becoming places where people work. The author’s survey found four-fifths of 
respondents had a flexible working policy and three-fifths a home working policy. 
Flexible and home working are worth examining in some detail. They have 
transport as well as non-transport effects and can be part of a travel plan or 
stand-alone policies. The main benefits are in reducing peak period travel, the 
overall amount of travel, assisting work-life balance, and improving an 
organisation’s competitiveness as an employer.  
 

3.13 Flexible working is one element of work-life balance policies. These 
policies usually aim to do some or all of the following: 
 

·  Permit some flexibility in working hours. 
·  Allow some working at home. 
·  Grant leave arrangements that allow people to meet their non-work 

commitments or goals. 
·  Provide workplace facilities to assist employees to attend work. 
·  Promote communication and consultation between employers and 

employees over relevant issues. 
 

3.14 In 2000 the government launched a work-life balance campaign to raise 
employers’ awareness of the business benefits of policies that help employees 
obtain a better balance between work and the rest of their lives. The central 
theme of the campaign was the belief, supported by research evidence that 
everyone benefits from good practice in work-life balance: 
 

·  Business – through easier recruitment, improved retention and easier 
service delivery. 

·  The economy – as the labour market grows and more skilled and 
experienced people are available to work. 

·  Parents and carers – who can spend quality time at home as well as 
providing financial support through work. 

                                            
26 Department of Health, 2004, At least five a week: evidence of the impact of physical activity 
and its relationship too health – a report from the Chief Medical Officer.  
27 Active travel and healthy workplaces, 2005, SUSTRANS, Information Sheet FH06. 
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·  People with disabilities – through improved access to work. 
·  The workforce generally – who are better able to balance their work with 

other aspects of the lives. 
 

3.15 A work-life balance study published in 2001 surveyed 2,500 workplaces, 
7,500 employees, and interviewed 250 employers28. The main conclusions were: 
 

·  72% of workplaces reported that work-life balance practices fostered good 
employment relations. 

·  58% thought they improved staff motivation and commitment. 
·  There was a consensus among employers that female employees were 

retained and turnover was reduced. 
 

3.16 A work-life balance study of employers in 2003 found similar attitudes, see 
Table 3.429. The question to employers was open-ended, so the benefits listed in 
the table demonstrate the self-reported key perceived benefits for employers.  
 
Table 3.4: Benefits seen by employers of having wor k-life balance practices 
 

% of establishments 
 
Happier staff/workforce   29 
Staff retention/lower turnover  13 
More motivated staff   10 
General flexibility of staff  9 
More committed staff/loyal staff  9 
Higher employee productivity  4 
Attract staff/easier recruitment  3 
Increased business flexibility  3 
Reduced sickness absence  2 

 
Source: Woodland S, Simmonds N, Thornby M, Fitzgerald R, McGee A, 2003, Employment 
Relations Research Series No. 22, The Second Work-Life Balance Study: Results from the 
Employer Survey – Main Report, Department of Trade and Industry. 

 
3.17 BT, a NBTN member, is at the forefront of flexible and home-working. Of 
its 98,000 employees 63,000 are on some form of flexible working and over 
12,000 work at home30. A main driver has been to reduce office space. This has 
saved over £220 million in ten years.   
 
3.18 Work Wise UK is a new not-for-profit initiative, organised by the IT Forum 
Foundation, that is promoting ‘smarter working’ – chiefly flexible hours and home-

                                            
28 Hogarth T, Hasluck C, Pierre G, Winterbotham M, Vivian D, 2001, Work-Life Balance 2000: 
Baseline study of work-life practices in Great Britain, Summary Report, Institute for Employment 
Research and IFF Research.  
29 Woodland S, Simmonds N, Thornby M, Fitzgerald R, McGee A, 2003, Employment Relations 
Research Series No. 22, The Second Work-Life Balance Study: Results from the Employer 
Survey – Main Report, Department of Trade and Industry. 
30 Work Wise UK, 2007, case study on www.workwiseuk.org  
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working31. In May 2007 it launched a Work Wise UK Quality Mark. This allows 
any organisation to gain recognition for successful introduction of new smarter 
working practices. It is expected that qualifying organisations “will be well placed 
to attract the very best staff, as the labour market becomes ever more 
competitive and society becomes increasingly aware of the benefits of flexibility 
and new ways of working”. Work Wise cites the benefits to employers of smarter 
working as: 
 

·  More motivated workforce. 
·  Reduced staff turnover. 
·  Less sickness absence. 
·  Infrastructure cost savings. 
·  Social Responsibility – assisting groups such as single parents and people 

with disabilities. 
 
3.19 Turning specifically to flexible working, a Department of Trade and 
Industry poll of 4,000 job seekers revealed that 33% would prefer to work flexible 
hours rather than receive an extra £1,000 a year32. 
 

3.20 A survey in 2005 by the Chartered Institute of Personnel Development 
(CIPD) is an important source for information on the subject33. 585 HR 
professionals from a range of public and private sector organisations participated 
in the survey. This and other sources have found a large range of flexible 
working practices. They usually cover the length of time an employee works, 
where they work, and the working pattern including leave or other absence taken 
from work. The main types of flexible working are listed in Figure 3.2.  
 
3.21 Part-time working tends to be the most common type of flexible working; 
the UK is one of the European countries with the highest proportion of part-time 
workers. The CIPD survey shows the take-up of the various types of flexible 
working, again confirming the popularity of part-timing and job sharing. And a 
British Chambers of Commerce survey of 408 businesses in 200734, gives an 
indication of the most popular types of flexible working and leave arrangements 
adopted by businesses; again, part time working ranked the most common.  
 

 
 
 
 
 

                                            
31 Work Wise UK, 2007, see www.workwiseuk.org  
32 The Work Foundation, Employers and Work-Life Balance, www.employersforwork-
lifebalance.org.uk/work/recruit.htm 
33 Flexible Working: Impact and Implementation, An Employers Survey, 2005, Chartered Institute 
of Personnel Development.  
34 The British Chambers of Commerce, 2007, Work and life: How business is striking the right 
balance.  
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Figure 3.2: Types of flexible working 
 

 
Part-time working : When employees are contracted to work less than full-time hours. 
 
Term-time working : An employee is on a permanent contract but can take paid/unpaid leave 
during school holidays. 
 
Job-sharing : A form of part-time working where two (or occasionally more) people share a job. 
 
Flexitime : This allows employees to choose, within certain limits, when to begin and end work. 
 
Compressed hours : Reallocation of work into fewer and longer blocks during the period, e.g. 35 
hours over 4 days instead of 5 in a week; or 70 hours over 9 days instead of 10 – a nine-day 
fortnight. 
 
Annual hours : The period within which full timers must work is defined over a whole year. 
 
Working from home on a regular basis : When employers regularly spend time working from 
home. 
 
Mobile working/teleworking : This permits employees to work all or part of their working week at 
a location remote from their workplace.  
 
Career break or sabbaticals : These are extended periods of leave – normally unpaid – of up to 
five years or more. 
 

 
3.22 There are many reasons why employers adopt flexible working. Surveys 
have found the three primary motives are: 
 

·  Personal conviction that flexible working has benefits to the business, 
employees and customers 

·  Desire to improve staff retention. 
·  Response to employee requests. 
 

Few cite a desire to be legally compliant as their primary motive.   
 



Department for Transport - Travel Plan Benefits for Employers: Making the Human Resources Links  

A Guide and Research Report for the National Business Travel Network 25

4 Research findings 
 
In this section: 
Results from the survey of National Business Travel Network members plus 
numerous other studies and surveys, covering the effects on employers of travel 
plans, flexible and home working, in particular: 

·  Recruitment and retention 
·  Employee engagement and productivity 
·  Stress 
·  Absence and turnover 
·  Reputation/image and the ‘carbon debate’ 

 
Introduction 
 

4.1 This section provides evidence of travel plan measures, principally flexible 
and home working, which benefit employers by improving staff recruitment and 
retention, productivity and image, and reducing sickness absence and staff 
turnover. It draws upon several sources, including a survey by the author of 
members of the NBTN plus other employers. For the main sources see 
Appendix D .  

 

General findings 
 

4.2 Research by the British Chambers of Commerce (BCC) and Chartered 
Institute of Personnel Development (CIPD) shows that the increasing uptake of 
flexible working has occurred because employers recognise the benefits to their 
business and to their employees - “Each of the cases studies demonstrates a 
clear business case. None of them claims to have been persuaded to adopt 
flexible arrangements by the legislation requiring employers to consider requests 
for flexible working”.  
 

4.3 Many employers are experiencing a tight labour market and an ageing 
workforce. This leads to skill shortages. Meanwhile employees today expect to 
have more control over their working lives, many juggling home and work 
responsibilities. So, employers are finding that providing opportunities for flexible 
working is good for recruitment and retention, helps to build an engaged 
workforce, which all translates into improved profitability.   
 

4.4 The CIPD survey in 2005 found that the legislative ‘right to request’ 
flexible working is clearly not the only reason organisations make use of it. 
Participants were asked to rate the effects of implementing flexible working 
practices on their organisation in a range of different areas. The following list is 
ranked starting with the highest scores for ‘major positive effect’: 
 

·  Retention 
·  Motivation 
·  Recruitment 
·  Psychological contract1 
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·  Productivity 
·  Absence 
·  Customer service 
·  Teamworking 
·  Knowledge-sharing 

 
1 This is the relationship of mutual obligations between employer and employee. Issues such as 
fair treatment and trust lie at the heart of this relationship.  
 
4.5 A subsequent CIPD flexible working guide found that most organisations 
involved in the guide’s research were making use of flexible working to meet a 
combination of their organisation’s goals35. Where flexible working appeared to 
work best was where it provided an opportunity to help meet two out of three, or 
ideally all three, of the following demands: 
 

·  Organisational needs 
·  Individual needs 
·  Customer needs 

 
4.6 The main benefits to employers from flexible working identified in the 
above research are given below. A typical response from employers was that 
there were many benefits. Some were difficult to quantify, and so the information 
collected in surveys is often anecdotal. Improved productivity is one area difficult 
to measure whereas turnover, retention and absence were more tangible and 
easier to quantify.   
 
4.7 The author’s survey of NBTN members and other sources specifically 
about the HR effects of travel plans found that employers thought the most 
important benefits of such plans were: 
 

1st Improved company image - ’good neighbour’, ‘employer of choice’, 
contribution to environmental management and Corporate 
Responsibility policies 

2nd Less traffic, pollution, carbon dioxide 
3rd More attractive recruitment package 
4th Improved staff morale 
5th Healthier staff through more cycling and walking  
6th Larger potential labour pool due to a wide range of travel choices 
7th Less stressed staff, so healthier and more productive 
8th Less sickness absence 

 
The low priority given to less sickness absence arising from travel plans is not 
born out by the evidence about active travel interventions. This indicates, 
perhaps, that more information needs to be disseminated about active travel’s 
                                            
35 Flexible Working: The Implementation Challenge, 2005, Chartered Institute of Personnel 
Development.   



Department for Transport - Travel Plan Benefits for Employers: Making the Human Resources Links  

A Guide and Research Report for the National Business Travel Network 27

health benefits and building active travel into a comprehensive travel plan. The 
full results of the survey are reported in Appendix E .    
 
4.8 Travel plans are just one initiative of many that businesses can use to 
affect various aspects of their operations. Travel plans usually include flexible 
and home working, and encouraging cycling and walking, all of which were 
shown in section 3 to have health and wellbeing effects that benefit both 
employees and employers. However, demonstrating that travel plans alone have 
direct impacts on, for example, staff health, is very difficult, because other 
initiatives may be in place simultaneously.  
 
4.9 Some of the other initiatives that may have the same or similar benefits as 
travel plans could be, for reducing sickness, improvements to occupational health 
services, ergonomic advice for work stations, improved training and risk 
assessments. For reducing staff turnover they could be the provision of key 
worker housing, staff secondment, flexible retirement and loan deposit schemes 
for homebuyers. The Cambridge University Hospitals NHS Foundation Trust 
acknowledges the above view that other simultaneous initiatives may make 
assessing the impact of travel plans impossible, and that if the implementation of 
a travel plan was the only variable over a period of years then it would be 
possible to draw some real conclusions36. However, the nature of the Trust’s 
business, and probably other organisations too, is that there are always other 
initiatives taking place at the same time, so it is not possible to identify conclusive 
outcomes attributable to travel plans alone.  
 
4.10 Nevertheless there have been some claims of direct HR and company 
image benefits from travel plans: 
 

·  The Department of Health has studied a number of travel plans for 
hospitals and concluded that as well as travel planning’s direct transport 
benefits of cutting congestion, relieving parking pressure, making sites 
more accessible and improving staff travel choice, there were also some 
direct HR benefits37. These were “enhanced image, reduced commuter 
stress, and aiding staff retention”.  

·  Public relations material of car share software company JamBusters has 
claimed that staff turnover at Computer Associates, a business software 
company based in Berkshire, reduced from 15% to 7.5% as a result of 
their travel plan. This is cited in the DfT Smarter Choices research in 
200438.  

                                            
36 Personal communication from Cambridge University Hospitals NHS Foundation Trust’s 
Planning Manager, 31 July 2007. 
37 Department of Health, 2006, Health Technical memorandum 07-03, Transport management 
and car parking, The Stationery Office.  
38 Department for Transport, 2004, Smarter Choices – Changing the Way We Travel, Final report 
of the research project: The influence of soft factor interventions on travel demand, p 55, July 
2004.  
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·  The DfT’s Smarter Choices research also noted that Norwich Union (a 
NBTN member) in York received positive public relations from funding a 
bus service.    

·  The Travel Plan Co-ordinator of pharmaceutical manufacturer Eli Lilly 
believes the company has a “strong focus on employee well-being and the 
Travel Plan helps us support our staff. Also our site has become more 
accessible and a more attractive place to work”39. 

·  ‘Better conditions for employees’ was a conclusion from the Smarter 
Choices case studies of travel planning. Flexible working and occasional 
home working made childcare arrangements easier; employees were 
reported as experiencing less commuting stress; and bicycle user groups 
and car sharing schemes were felt to have improved social interaction.    

·  Transport for London guidance on workplace travel plans cites many 
benefits, including several non-transport ones – healthier workforce, 
enhancing environmental credentials, tackling climate change, and 
improved standing in the community40.    

 
Recruitment and retention 
 
4.11 Regular CIPD monitoring of nearly 1,000 organisations shows that 85% of 
organisations report recruitment difficulties. The lack of specialist skills is the 
most cited reason. Key findings from the 2007 CIPD report are: 
 

·  73% of organisations are using recruitment agencies. 
·  The median labour turnover rate is 18%. 
·  30% of organisations with recruitment difficulties offer flexible working.     
·  The cost (advertising costs, agency or search fees) of recruiting an 

employee averages £4,333. 
·  The cost of labour turnover (vacancy cover, redundancy costs, 

recruitment/selection, training and induction costs) averages £7,750.  
·  Most employers think turnover has a serious (15%) or mild (56%) 

detrimental effect on organisational performance, and 52% wish to reduce 
it.  

·  66% of organisations do not calculate labour turnover costs. 
 
A turnover rate of 18% may not sound that high but means that nearly 1 in 5 UK 
employees, 4.4 million, left their jobs in 2006.  
 
4.12 The cost of recruitment, and the effects of high turnover in some sectors, 
should not be underestimated. The above recruitment figure of an average of 
£4,333 is significant. One NHS Trust in South East England estimates that the 

                                            
39 Surrey County Council, 2007, Travel Plans Good Practice Guide, for organisations submitting 
Planning Applications.  
40 Transport for London, 2008, Guidance for workplace travel planning for development, March 
2008. 
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typical cost of recruiting a professional employee is over £5,000 and that an 
investment of £34,000 is lost every time a non-returning nurse leaves the 
profession41. One study for the NHS has noted that some inner city hospitals can 
experience turnovers of 40%, and that the NHS could save £15 million a year by 
reducing nursing turnover by 1%42.  
 
4.13 This report has already noted that travel plans are not just about reducing 
car use but also about widening travel choice. The more means of travel there 
are to a site the better its accessibility. Safe cycling and walking routes will 
encourage more people on bikes or on foot. A car sharing scheme and more or 
improved bus services, or a company bus, will make it easier to travel from 
further afield. A more accessible site quite simply means a bigger labour pool, 
aiding recruitment, giving the company a competitive edge, and making it easier 
to attract people without cars. More frequent public transport will aid part time 
staff, with services closer to start/finish times. IKEA has acknowledged that for 
customers “good public transport infrastructure will increase footfall”, but also 
that, for employees, “a more accessible store means that when it comes to 
recruitment we will be able to attract employees of the highest calibre”43.    
 
4.14 Brighton and Hove Council’s HR team began to look at its travel policy 
because of the effect that transport problems were having on the workforce – “In 
extreme circumstances, people were saying ‘I think I will have to work 
somewhere else’”. According to the council “One of the cornerstones of our travel 
plan is flexible working”44. Recruitment problems prompted the council to 
implement a travel plan and to feature flexible working and, later, home-working 
which “will further address transport issues and be a boost to recruitment”.    
 
4.15 Computershare in Bristol have found that a free staff bus has helped staff 
retention. It is part of their travel plan and makes three journeys morning and 
evening between their site and the city centre. The buses are full every day and 
carry about 14% of employees. The company states that “Existing public 
transport services were inadequate and staff retention was a big issue because 
the expense of public transport was consuming a significant proportion of the 
wages of our call centre staff”45. 
 
4.16 All five companies in a BCC/CIPD 2007 survey of small businesses felt 
that their flexible working attracted and kept people who would not otherwise be 
working for them. One company, City Sightseeing Glasgow, found that extending 
flexible working to all employees dramatically expanded the recruitment market 
amongst students and women returning to the labour market. The company 
employs 20 people in winter and 70 in summer. The result was that the company 

                                            
41 Personal communication. 
42 Coote A, 2002, Claiming the health dividend, King’s Fund.  
43 Department for Transport, 2007, ‘Deal or No Deal?’, Smartmoves, Issue 2, p10.  
44 Personnel Today, 2004, ‘Waiting for the green light’, 5 October 2004. 
45 Department for Transport, 2007, The essential guide to travel planning. 



Department for Transport - Travel Plan Benefits for Employers: Making the Human Resources Links  

A Guide and Research Report for the National Business Travel Network 30

no longer needs to advertise its jobs, absenteeism is low and retention rates are 
about 90-95%. Clock, a digital media business employing 22 people, has had 
only one person leave in nearly 10 years, saving “a fortune on recruitment and 
retaining lots of valuable knowledge”.    
 
4.17 An Institute for Employment Studies (IES) study in 2002 reported research 
that suggests the ability to offer work-life practices can attract potential recruits 
seeking vacancies and when making comparative judgements of job offers46. It 
was felt that the practical support provided, and the general impression of the 
company culture and values, made an employer more attractive to potential 
recruits. 
 
4.18 A National Centre for Social Research (NCSR) survey of employers was 
based on 1,509 interviews and carried out between December 2002 and April 
2003 on behalf of the Department of Trade and Industry. It found 47% of 
employers thought work-life balance policies had a positive effect on recruitment.    
 
4.19 Some research of the City of Bradford Metropolitan District Council’s 
Benefits Service highlights how costly recruitment can be47. In the 12 months 
December 2000 to December 2001 21 new staff were recruited to the Benefits 
Service but 21 had left. There were 22 permanent vacancies (10% of the total) in 
December 2001. The cost of recruitment proved to be considerable. A round of 
recruitment required a mail out to 500 applicants, the interviewing and testing of 
200 candidates, leading to 3 appointments, of which 2 turned down the post 
before starting.    
 
4.20 NBTN member BT has above average levels of staff retention, with a 
turnover of 2.8% a year; also 98% of women return from maternity leave. It 
believes that home-working is a significant cause of both of these. A SUSTEL 
survey found that the average cost of recruitment was £6,00048. 10% of 
respondents to the survey said they would not be able to work in their current job 
if home-working was not an option. Many cited disability, ill health or caring for 
dependents. BT estimates the cost of supporting an office-based worker in 
central London as about £18,000 a year, whereas supporting a home-worker 
costs £3,000 a year. Each home-worker saves BT an average of £6,000 a year. 
Improved retention saves about £5 million a year on recruitment and induction 
costs.   
 
4.21 A BCC survey of 408 businesses in 2007 found 46% noted some 
improvement in staff retention when offering flexible working or leave 
arrangements, and 14% significant improvement.  

                                            
46 Bevan S, Dench S, Tamkin P, Cummings J, 1999, Family Friendly Employment: The Business 
Case, Department for Education and Employment, Research Report RR136.  
47 Hopkinson P, James P, 200?, Bradford Local Authority Benefits Assessment Service, Case 
Study UK-01, SUSTEL. 
48 Hopkinson P, James P, undated, BT Workabout, Case Study UK-2, SUSTEL. 
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4.22 HR Departments are sometimes wary of policies that affect employees’ 
conditions of service on car parking and car business mileage allowances. 
However, when Kingston College in south west London adopted a policy in their 
travel plan of no parking permits for new staff, there was no noticeable effect on 
staff recruitment or retention49. The college has successfully reduced parking 
permits from 436 in 2001 to 153 in 2006, and parking spaces on their main site 
from 185 to 74. Instead of 75% of staff driving, only 40% do now, whilst public 
transport use has increased five-fold, and walking has more than doubled.  
 
4.23 A company’s recruitment policy can directly affect travel. The further 
employees have to commute to work the more likely they are to need a car. A 
local recruitment strategy can enable some employers to achieve higher levels of 
commuting by public transport, cycling and walking50. So a local recruitment 
policy has a strategic role to play in improving sustainable travel opportunities, 
and counteracting the trend of longer commuting in many places.    
 
4.24 The author’s survey of NBTN members and other sources found that: 
 

·  Two-thirds felt that a travel plan helped them provide an attractive 
recruitment package. 

·  Half felt they could draw upon a larger catchment area for recruiting staff. 
·  Two-thirds thought they were an ‘employer of choice’ in their locality.  
·  However, virtually none thought their travel plan had helped staff retention. 

 
Engagement and productivity 
 
4.25 Because employees are grateful for achieving a better balance between 
home and work they show greater loyalty and commitment, both reflected in their 
performance. The above NCSR survey found the overriding benefit reported by 
employers was a “happier workforce”. 69% of employers in that survey felt that 
work-life balance policies had a positive impact on employee commitment and 
motivation.  
 
4.26 This links into productivity. Motivated and committed employees are likely 
to work harder and exhibit ‘discretionary behaviour’ by ‘going that extra mile’. The 
IES study notes that previous research has shown employers tend not to have 
direct evidence of improved productivity from introducing flexible working. 
Nonetheless many are convinced that employees are more productive than those 
working traditional hours, and that the gains are manifested both in terms of 
quality of work and actual outputs.  
 

                                            
49 Department for Transport/Energy Saving Trust, 2007, ‘Kingston College travelling in the right 
direction’, Travel Plan News, Edition 16. 
50 Department for Transport, 2007, The essential guide to travel planning. 
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4.27 In the IES’s own research over 90% of employee respondents agreed they 
were more productive at work if they were able to balance work and life 
effectively. The general consensus was that people happy at home were more 
likely to perform to the top of their ability at work. Managers interviewed gave 
many examples of improved employee performance. One spoke of a marketing 
executive who worked three days a week and felt she gave the output of those 
working five. 70% of East Midlands Electricity employees surveyed by SUSTEL 
felt that home-working improved their productivity51. Even though there may be 
distractions at home they were less than the distractions and disturbances in the 
office.  
 
4.28 BT has found that their 9,000 employees working from home have 
achieved productivity gains of 15-31%. Home-based call centre operators handle 
20% more calls than site-based employees. Similarly, the Nationwide Building 
Society has found that flexible working has improved productivity by reducing 
stress related to commuting, and has increased motivation levels; and a survey 
by networking technology firm Mitel in April 2007 found 41% of workers believing 
home working can boost productivity52.  
 
4.29 One NBTN member has found that it is “Reaping the rewards of letting 
people work the way that best suits them and suits the employer  - a highly 
motivated workforce who are contributing to a reduction in CO2 emissions and 
less cars on the road and in car parks”. The company has moved to a culture of 
flexible working, home-working, and mobile working from other office locations. 
All offices now have drop-in centres with desks and facilities available to whoever 
needs them. Phone messages can be picked up remotely from anywhere. 80% 
of employees now sometimes work at home, 13% for a significant proportion of 
time. And surveys show 65% who wish to work from home to a greater extent.  
 
4.30 As well as work-life balance policies, productivity is improved if employees 
are more physically active. Studies have shown a positive empirical link between 
increased physical activity and reduced absenteeism53. Active employees take 
less sick leave and are more likely to be able to work more years as they grow 
older. The latter is important in the UK with its ageing population and workforce. 
The costs to employers of inactive employees can be: 
 

·  Absenteeism and long-term sick pay; 
·  Temporary staff; 
·  Loss of production; or 
·  Staff turnover and early retirement. 

 
4.31 The author’s survey of NBTN and other sources found no link between 
travel plans and improved staff morale. This is not to say one does not exist; 
                                            
51 Hopkinson P, James P, undated, East Midlands Electricity, Case Study UK-05, SUSTEL.  
52 Transport for London, 2007, Smarter Working Guide, November 2007.  
53 SQW Consulting, 2007, Valuing the benefits of cycling, A report to Cycling England. 
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rather that it has not been explored. However, a small Nottingham company, 
Focus Consultants (UK), has found that a travel plan, adopted as an integral part 
of its business planning process, did result in a happier and more productive 
workforce54. Home-working meant employees working slightly longer hours; and 
it had reduced the stress of peak period travelling. Remote working has 
maximised productive time as employees now prepare for, and work between, 
external meetings. And car sharing allows for preparation and discussions prior 
to appointments. The company believes that staff motivation has increased due 
to healthy travel options and greater work flexibility. Finally a 9% fall in business 
car mileage saved the equivalent of £219 per employee per year. As can be seen 
from the data in Table 2.2 (see section 2) this compares very favourably with 
annual travel plan running costs per employee.  
 
4.32 The British Chambers of Commerce survey of 408 businesses in 2007 
found 46% and 12% reported some or significant improvement in productivity, 
respectively, when offering flexible working or leave arrangements. The figures 
were higher for improved employee relations – 55% reporting some improvement 
and 17% significant improvement.   
 
4.33 There is a further link – with sickness. An employee not feeling well and 
reluctant to do a long commute may feel able to work at home and not take a day 
off sick. Loop, a business with about 560 employees providing outsourced 
customer service to companies such as Yorkshire Water, the Wales Tourist 
Board and a variety of insurers, believes that how an employer treats employees 
and customer service go hand in hand – “People who are happy in work are able 
to offer better quality service”. At the time of the survey, 2004, Loop held the 
National Customer Services Awards Best Contact Centre award.   
 
Stress 
 
4.34 Stress is difficult to define and a certain amount may well be required for 
healthy functioning. However, research by the Health & Safety Executive has 
shown that about half a million people in the UK experience work-related stress 
at a level they believe is making them ill55. And work-related stress can be 
difficult to quantify but could well be costing society several billion pounds every 
year. Certainly lost productivity due to depression and anxiety is estimated to 
cost businesses £12 billion a year56.  
 
4.35 Recent research has linked high-pressure jobs to the onset of depression 
and anxiety in young working men and women with no pre-employment history of 

                                            
54 Energy Saving Trust, 2005, Travel plan supports growth strategy for SME, Case Study Report 
TE229. 
55 The Work Foundation, Employers and Work-Life Balance, www.employersforwork-
lifebalance.org.uk 
56 Sample I, 2007, ‘Stressful jobs double risk of depression for young workers’, The Guardian, 2 
August 2007.  
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either condition57. This study is the first of its kind to link pressurised work and 
the development of mental health conditions. It assessed 1,000 men and women 
aged 32. 14% of the women and 10% of the men had suffered a first episode of 
depression or anxiety at age 32. 45% of those new cases, who previously had 
not been diagnosed with any mental health condition, were attributable to work 
stress.   
 
4.36 As well as excessive workloads and time pressures, travel can play a part 
in contributing to work-related stress. There can be many effects from a stressful 
journey to work with congestion and delays. Arriving late for work can upset 
meetings, jeopardise deadlines, reduce productivity and cause employee 
tension. Car commuters find their journeys the most stressful, citing delays and 
other road users; public transport users also complain of delays; cycling and 
walking journeys are the most relaxing58. A survey of 3,363 employees found that 
55% felt their daily commute added to the stress of their day, and, of these, 11% 
felt it greatly increased their stress59. Furthermore, 67% of respondents reported 
suffering some form of ill health that was related to stress, such as extreme 
tiredness, sleeplessness and irritability.      
 
4.37 While many jobs are potentially stressful, working flexibly can certainly 
make it easier to cope, particularly for employees with small children and/or 
caring responsibilities. Interviews with managers in the IES study found 
examples of employees noticeably less anxious once their life situation was 
taken into account by their employer. People seemed more relaxed at work if 
they knew they could take time to deal with domestic issues. They were less 
likely to bring problems to work or be distracted by trying to sort out domestic and 
personal problems whilst at work.  
 
4.38 Allied to this was another benefit reported by employers – staff who are 
able to balance their work and life outside effectively arrive for work more 
refreshed. Managers gave examples of employees fresher after a three of four 
day weekend, or who had later starts and avoided peak period travel conditions. 
Better quality work often resulted, as some staff work better in the morning, some 
later, and could match their working hours accordingly.   
 
4.39 As to home-working there are mixed views as to whether it reduced 
stress. The SUSTEL survey of East Midlands Electricity employees, mentioned 
earlier in this section, found that 17% felt home-working had increased the stress 
in their lives, while 40% felt it had reduced. Only 30% thought home-working had 
allowed them more time with their families. Some found home-working disruptive 
                                            
57 Melchior M, Caspi A, Milne B, Danese A, Poulton R and Moffitt T, 2007, Work stress 
precipitates depression and anxiety in young, working women and men, Psychological Medicine 
37: 1119-1129, Cambridge University Press 4 April 2007.  
58 Gatersleben B and Uzzell D, 2007, Affective Appraisals of the Daily Commute, Comparing 
Perceptions of Drivers, Cyclists, Walkers, and Users of Public Transport, Environment and 
Behaviour, Vol. 39, No. 3, 416-431.    
59 Work Life Balance Centre, 2007, The Twenty4 – Seven Survey, March 2007.  
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and putting pressure on space in the home. However, BT has found that home-
based employees are 7% happier than site-based employees. 
 
4.40 Cycling is a common ingredient of travel plans and its health benefits have 
been well-documented for some time, including reducing stress60. The National 
Cycling Strategy notes that physical activity is associated with improved 
subjective wellbeing, mood and emotions, and enhanced levels of self esteem61. 
This is also confirmed by earlier research in Canada that found employees with a 
strong commitment to exercise felt less tired, more relaxed, more self-confident 
and more productive than those without such a commitment62.     
 
Reduced absence and employee turnover 
 
4.41 Absence can be a huge cost to businesses. It is estimated that absence 
due to sickness costs about £12 billion each year63. Research published by the 
World Health Organisation (WHO) in 2003 found that 30 minutes of physical 
activity a day can reduce short-term sick leave by between 6% and 32%64. The 
amount of short-term sick leave is significant. The Confederation of British 
Industry has estimated that UK employees take an average of 6.8 days absence 
a year, of which 95% is short-term sick leave65. Taking the lower end of the WHO 
range, the DfT has estimated that for each employee who takes up physical 
exercise for 30 minutes a day for five days a week, the average benefit will be at 
least 0.4 days gross salary costs (6% of 95% of 6.8 days)66.    
 
4.42 Flexible working means that employees are off work less and are less 
likely to leave. This reduces recruitment, induction and training costs. Sometimes 
if an employee is ill, they might be able to work from home, thus preventing the 
spread of germs among the rest of the workforce while at the same time 
maintaining productivity. Sometimes illness of children may mean employees 
being absent from work, whereas working at home enables them to look after the 
child and also work67. The London Borough of Camden found that in its work-life 
policy’s first year of operation the cost of sickness absence fell by 2.5% and 
turnover fell by 2%68.  
 

                                            
60 British Medical Association, 1992, Cycling, Towards Health and Safety, Oxford University 
Press. 
61 National Cycling Strategy, 2003, Cycling and Health. 
62 Shepard, 1997, Exercise and relaxation in health promotion, Sports Medicine 23.  
63 Department of Health, Department for Works and Pensions, Health & Safety Executive, 2005, 
Health, work and well-being – Caring for our future, A strategy for the health and well-being of 
working age people.  
64 World Health Organisation, 2003, Health and development through physical activity and sport.  
65 Confederation of British Industry, 2003, Average wage costs.  
66 Department for Transport, 2007, Guidance on the appraisal of walking and cycling schemes, 
Transport Analysis Guidance Unit 3.14.1. 
67 Is Teleworking Sustainable? 2004, SUSTEL, European Communities.  
68 Employers for Work-Life Balance case study, www.employersforwork-lifebalance.org.uk  
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4.43 54% of employers interviewed in the NCSR survey said that work-life 
balance policies had a positive impact on turnover. Sandwell Community Caring 
Trust, in the residential care sector, has seen its employees increase from 60 to 
280 since 1997. It attributes flexible working to reducing sickness absence to just 
0.6 days per employee per year, well below that for the care sector as a whole. 
50% of current employees have been with the company for over 5 years. 
Turnover is now 4% compared with 20% or more across the care sector. 
Because staff enjoy their jobs “there is a high level of employee engagement and 
this is reflected in the quality of service and value for money”.   
 
4.44 The above research (4.19) of the City of Bradford’s Benefits Service 
showed that setting up workstations for employees in their homes helped to 
reduce sickness. Previously the average long-term sickness rate for benefits staff 
was twice the national average and 2.5 times higher than the council average. It 
was estimated if sickness could be halved this would equate to the equivalent of 
9 additional staff. In fact it has been reduced by 80%.  
 
4.45 Surveys of BT by SUSTEL and Employers for Work-Life Balance found: 
 

·  Sick leave at BT is 20% below the national average.  
·  Sick leave amongst their Workabout staff (a scheme providing equipment 

and other support to teleworkers) was around 25%-30% of the rate for BT 
as a whole.  

·  22% of respondents had worked at home during their last typical month 
when they felt too ill to travel to work. 

·  BT home-workers average just 3 days a year sickness absence. 
 
4.46 The IES study makes several important points, from its own and other 
research, about absence and turnover: 
 

·  Reducing the days lost through sickness reduces the direct and indirect 
costs of organising cover, and lost or delayed business. 

·  One-third of sickness absence has been shown to be linked to domestic 
caring responsibilities. 

·  Arranging absence cover is often much easier in organisations where 
there are a range of flexible working practices, e.g. job share partners will 
often cover for each other when they can, coming in on days other than 
their contracted ones. 

·  One company, Barclays Technology Services, attributed a fall in turnover 
to 2 or 3%, which was very low for the IT sector, to a development 
programme that focused on individual performance and work-life balance.  

·  In a small firm study each of the employers was able to identify individuals 
who had stayed with them longer because of their access to family-friendly 
provision. Most of the employers could estimate how many of the 
employees who would have left had such provision not been available.  
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·  Small employers have estimated that replacing a leaver was likely to cost 
a minimum of one-third of the recruit’s first year salary.   

 
4.47 The author’s survey of NBTN and other sources found no link between 
travel plans and staff turnover, despite travel plans helping recruitment. A link 
may well exist, but no information was forthcoming on turnover rates before and 
after a travel plan was introduced, except in two cases; turnover had fallen from 
17% to 11% and from 17% to 10% but these falls were likely to be due to 
retention projects and the general economic climate. There are clearly many 
factors at play when it comes to retention. Similarly no evidence was found from 
these sources of travel plans as a whole reducing sickness absence.  However, 
the other evidence above and also that on active travel (3.9-3.11 and Appendix 
C) does show that workplace health promotion or exercise programmes, and 
flexible/home working can reduce absenteeism.  
 
Reputation/image 
 
4.48 This is assuming greater importance as people increasingly question the 
social and environmental ethics of organisations. Corporate Social Responsibility 
(CSR) – doing business with concern for the impact of actions on the 
environment and community – has emerged as an important practice. It is now 
enshrined in legislation, see Appendix B, for publicly listed companies. From 
group discussions that featured in recent research by the RAC Foundation and 
the British Chambers of Commerce, it was believed that “CSR was going to be 
key to winning business in the future” and was considered “the main driver for 
encouraging businesses to take up environmental policies”69. One of the study’s 
recommendations related to businesses developing travel plans with local 
authorities and public transport providers.    
 
4.49 Whilst customers of businesses are becoming more concerned about 
CSR, employees, and potential employees are also demonstrating concern. A 
study by BT of graduates has found 99% were aware of CSR and nearly half felt 
strongly enough about the concept to want a policy and acting on it to be 
compulsory for all employers70. More than a third claimed that working for a 
caring and responsible employer was more important to them than salary; and 
44% said they would not work for an employer with a bad reputation. Transport 
for London’s Smarter Working Guide makes this point – that a company “with a 
clear environmental policy, which also addresses work-life balance, is 
increasingly becoming part of the individual’s employer selection criteria”71.  
 
4.50 CSR comes under HR in First Direct, part of the HSBC Group. There is a 
specific team linking issues of global and national importance with issues 

                                            
69 RAC Foundation and British Chambers of Commerce, 2007, Business Travel: Choice or 
Necessity? 
70 Katbamma M, 2007, ‘A change of heart’, The Guardian, 28 July 2007.  
71 Transport for London, 2007, Smarter Working Guide, November 2007. 
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important to staff72. A range of environmental initiatives has been developed. An 
Environment and Travel Group, set up in 2005 in response to growing interest in 
the company’s environmental policies and record by staff, and customers, has 
set up car sharing, discounted travel, shuttle bus, pool bikes, showers and 
lockers; the group is now called the CSR Forum. First Direct has been carbon 
neutral since 2005. In May 2007 the HSBC Climate Partnership was launched 
with four charities and will engage staff in two ways – e-learning about climate 
change and involvement in local environmental projects. HSBC research has 
found a strong link between CSR and employee engagement. Its 2006 employee 
focus survey found 75% believed the business operated ethically, up from 68% in 
2005, while 64% thought it was environmentally responsible, up from 57%.    
 
4.51 Flexible working helps to build a positive image of a business among 
customers and in the wider community. The Sandwell Community Caring Trust 
that was surveyed in the BCC/CIPD study came second in the Sunday Times 
‘100 best companies to work for’ list in 2007, and first nationally in the work-life 
balance category. It also came first in the categories of ‘managers who listen’, 
‘managers motivating staff to give their best’, and ‘training making a difference’.  
 
4.52 One company in the CIPD research, the Scottish Legal Aid Board, had 
carefully measured the impact of its work-life balance policies. It was felt 
important to justify to the business what impact the changes were having. Table 
4.1 shows the measures of progress reported in a ‘Final Project Review Report’ 
to the company’s board. The company points out that it is impossible to highlight 
flexible working as the only reason for the improvements shown; other action to 
improve absence levels, for example, had taken place. However, the project was 
prominent in the company’s activities and it seems clear that it contributed 
significantly to business savings, and also to the creation of a more diverse and 
stable workforce.     
 

4.53 Organisations are already recognising how flexible working can not only 
improve their reputation but also their competitive edge. The latter is clearly 
important where labour is in short supply. But both are also important in terms of 
the wider community, with people increasingly questioning the environmental and 
social ethics of businesses. One outcome has been the new requirements in the 
Companies Act 2006, see Appendix B.  
 
4.54 2007 saw the enormous growth of the climate change debate and 
corresponding action by businesses to reduce their ‘carbon footprints’. Some of 
the likely prompts to businesses were in the least three months of 2006 - the 
Stern Review on the economics of climate change, the Climate Change Bill 
announced in the Queen’s Speech and the Eddington transport study. In 2007 
the government launched a carbon calculator for individuals and households to 

                                            
72 Simms J, 2007, ‘Direct Action’, People Management, Chartered Institute of Personnel and 
Development, Vol 13. No. 15, 36-39, 26 July 2007.  
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calculate their carbon footprints - 
www.direct.gov.uk/en/Environmentandgreenerliving/actonco2/DG_067197 
 
Table 4.1: Scottish Legal Aid Board, effects of wor k-life balance policies 
 

 
Measure 

 
Baseline pre-

phase 1 

 
Outcome after 
phase 1 pilots 

2002 

 
Phase 2: 12 

months 
statistics 
2003-04 

 
 
Overtime costs 
 
In whole time 
equivalent (wte) 
deployed and total 
costs 
 

 
Year 2001-02 

 
17.9 wte 

Total cost £231,756 

 
Year 2002-03 

 
10.1 wte 

Total cost £126,425 

 
Year 2003-04 

 
5.1 wte 

Total cost £87,023 

 
Self-certified 
sickness absence 

 
Year 2001-02 

 
4.4 per wte 

 
Year 2002-03 

 
3.7 per wte 

 
Year 2003-04 

 
3.3 per wte 

 
 
Recruitment 
advertising and 
agency costs 

 
Year 2001-02 

 
£124,970 

 
Year 2002-03 

 
£59,934 

 
Year 2003-04 

 
£28,727 

 
 
Staff turnover 

 
Year 2001-02 

 
16.4% 

 
Year 2002-03 

 
14.8% 

 
Year 2003-04 

 
9.8% 

 
 
Workforce diversity 
 
Ability to attract part-
timers 
 
Ability to attract staff 
aged over 40 

 
As at 30 Sept 01 

 
 

13% part-time 
 
 

25% under 25 
56% 25-40 

19% over 40 

 
As at 30 Sept 02 

 
 

16% part-time 
 
 

22% under 25 
47% 25-40 

31% over 40 

 
As at 30 Sept 04 

 
 

19% part-time 
 
 

18% under 25 
51% 25-40 

32% over 40 
 

 
Source: Flexible Working: The Implementation Challenge, 2005, CIPD. 

 
4.55 Some companies have directly targeted their employees although the 
effect has also been to send a clear signal to the public of their sustainable 
transport intentions. Some examples are: 
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BT - carbon clubs were launched in June 2007 to help staff get involved in reducing 
carbon emissions. By 2012, BT plans to have 20% of its global workforce actively 
involved in reducing their carbon footprint73.  
 
IKEA – the company has given every one of its 9,000 employees a free folding bicycle74. 
It is also planning to give all staff a low energy light bulb. This will cost the company 
£45,000 but save £400,000 on their workforce’s fuel bills as well as saving carbon 
dioxide75.    
 
Marks and Spencer  – some of its 40 targets relate to transport, including phasing out 
petrol-fuelled company cars, installing cycle parking at stores and offices and a new 
green business travel policy76.  
 
Nationwide  – a carbon offsetting scheme for employees was launched in September 
200777.  
 
TNEI Services  – this energy consultancy is going to compile a company league table of 
employees’ personal and household carbon footprints, encourage best practice and offer 
advice from its in-house experts. The initiative is part of a company action plan that 
includes teleconferencing to reduce travel, and will underpin the company’s corporate 
belief of promoting sustainability78.   

 
4.56 Travel plans can play a large part in reducing carbon footprints. NBTN 
member BSkyB is already carbon neutral, the first media company in the world to 
have achieved such a status. Its travel plan has already reduced drive alone car 
use by 30%. It now plans to link its carbon-neutral philosophy to travel planning, 
and will be creating new ways for measuring and demonstrating travel plan 
initiatives79.  
 
4.57 Evidence of this two-pronged approach – travel plans not just reducing car 
use and encouraging sustainable travel, but also specifically tackling climate 
change by reducing carbon emissions, is Transport for London’s new ‘Corporate’ 
and ‘Enterprise’ travel planning schemes80. These help small and large 
businesses and bring together the whole range of initiatives – flexible hours, 
home-working, car sharing, cycling, walking, public transport; and offers a range 
of incentives. This combined approach is vital from now on, given the 
seriousness of climate change.  

                                            
73 ‘BT to launch carbon clubs for staff’, 30 May 2007, www.employeebenefits.co.uk  
74 Association for Commuter Transport, 2007, ‘The Commuter Initiative Award Winners 2007’, 
ACTion Issue 19, Summer 2007. 
75 Fletcher N, 2007, IKEA shines low-energy light on environmental concerns’, The Guardian, 11 
June 2007. 
76 Finch J, 2007, ‘Recycled coathangers and cheerier chickens feature in M&S environmental 
pledge’, The Guardian, p28, 7 June 2007. 
77 ‘Nationwide adds carbon offsetting perk to flexible benefits plan’, 3 September 2007, 
www.employeebenefits.co.uk  
78 Planning, 2008, ‘Energy firm audits staff, 18 April 2008. 
79 Campaign for Better Transport, 2007, ‘A personal journey of travel planning’, Transport Retort, 
April 2007.  
80 Transport for London, 2007, 
www.tfl.gov.uk/corporate/projectsandschemes/workplacetravelplanning/7447.aspx  
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4.58 JMP Consulting have developed a web-based carbon footprint tool for 
travel plans in discussion with the NBTN, Campaign for Better Transport, DfT, 
Energy SavingTrust, Institute of Travel Management and the Department for the 
Environment, Food and Rural Affairs, freely available for anyone to use81. The 
tool is called ‘YETI’ – Yearly Emissions from Travel Information, see 
www.smarterchoices.co.uk Table 4.2 shows a case study - commuting by 
employees of Scotland’s national transport agency, Transport Scotland, and 
quantifies their ‘travel carbon footprint’82. The agency has since claimed to have 
introduced the UK’s first carbon-centred travel plan83, which aims to reduce the 
annual carbon footprint by 8% over the next two years. Scotland’s Transport, 
Infrastucture and Climate Change Minister, Stewart Stevenson, has said “Travel 
plans are ideal tools to reduce emissions from staff travel. Transport Scotland is 
aiming to cut the carbon equivalent of six plane trips around the world”.  
 
Table 4.2: Commuting by Transport Scotland employee s 
 

 
Mode of travel 

 

 
Travel split 

 
CO�ã�ã�ã�ã emissions split 

Bus 20% 15% 
Car driver 14% 40% 
Car passenger 3% 4% 
Cycle 1% 0% 
Train 54% 38% 
Underground 3% 0% 1 
Walk 4% 0% 
Other 1% 3% 

 
Source: Ross D and Bradley S, 2007, ‘Energising Travel Plans’, Opt4, edition 11, JMP Consulting 
 
1 Travelling by Underground does produce CO�ã���E�X�W���L�Q���W�K�L�V���L�Q�V�W�D�Q�F�H���W�K�H���Q�X�P�E�H�U���G�R�L�Q�J���V�R����

�������Z�D�V���Y�H�U�\���O�R�Z���D�Q�G���W�K�H��CO�ã���V�S�O�L�W���Z�D�V���R�Q�O�\������������ 

 
4.59 Analysis of companies in the FTSE100 index shows that 39 have set a 
target to reduce their CO2 emissions, and of these 19 have included transport 
activities in their emissions calculations, and 8 have included business travel84. 
And over 1,000 companies, together employing over 700,000 people, have 
pledged to work with their employees, suppliers and customers to reduce their 
carbon impact85. 82% of participants at a Business Summit on Climate Change in 

                                            
81 see www.jmp.co.uk/newsroom.htm#081007  
82 Ross D and Bradley S, 2007, ‘Energising Travel Plans’, Opt4, edition 11, JMP Consulting. 
83 Shiel V, 2008, ‘Scottish agency sets emission reduction goals for employees’, Planning, 18 
April 2008. 
84 Greenstone Carbon Management, 2007, ‘Businesses must act now to take control of carbon 
emissions, Press Release, 6 February 2007. 
85 Carbon Trust, 2007, ‘Over 1,000 companies pledge action’, Carbon News, Summer 2007.  
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May 2007 by the Carbon Trust and Business in the Community saw climate 
change as a key business priority, and even more saw it as an opportunity for 
their business.  One of the top pledges agreed was “to develop firm carbon 
reduction plans with targets to minimise the impact of their emissions”.   
 
4.60 Employers conveying the climate change message to employees is very 
important, as the above companies have pledged to do, and others including 
IKEA and Marks and Spencer are already doing. A DfT published study has 
found that there is a weak link between knowledge/awareness of climate change 
and travel behaviour86. It claims there is a need to raise public awareness of the 
impact of transport emissions on the environment in order to support policies to 
cut carbon emissions, although this is not always enough to alter behaviour in 
itself. This thinking has been echoed elsewhere. A survey in 2006 of employees 
of public and private sector organisations concluded that “awareness of climate 
change is high, understanding is low” and that “overall, it seems shaping public 
opinions towards climate change in order to achieve behaviour change is 
challenging, particularly with reference to travel behaviour”87.   

4.61 Clearly, travel plans are directly linked to reducing carbon dioxide, in that 
they encourage less damaging and polluting travel. The facts speak for 
themselves88: 
 

·  Travelling one mile by car produces 296g of CO2 
·  Travelling one mile by bus produces 133g of CO2 
·  Travelling one mile by bike produces 0g of CO2 
·  Travelling one mile on foot produces 0g of CO2 

 
4.62 Flexible working, whether part of a travel plan, or done separately, is also 
directly linked, as it reduces peak period travel, and home-working reduces the 
overall amount of travel. However, some additional travel may result from flexible 
and home workers, see 4.70, though it is unlikely to be at peak periods. Both 
travel plans and flexible working can not only make an organisation an ‘employer 
of choice’ and ‘good neighbour’ but can also contribute to its ‘green credentials’ 
and Corporate Social Responsibility policies.  
 
4.65 BT has estimated that replacing business travel with teleconferencing has 
saved 97,000 tons of carbon emissions and avoided 860,000 face-to-face 
meetings worldwide89. Each conference call that replaced a meeting saved at 

                                            
86 Anable J, Lane B, Kelay T, 2006, An Evidence Base Review of Public Attitudes to Climate 
Change and Transport Behaviour, Department for Transport. 
87 Aldridge K, 2007, Transport Emissions and Climate Change: A Global Problem with an 
Individual Solution?, RPS Transport, Paper at PTRC Fifth Transport Practitioners Meeting 24-25 
July 2007, University of Manchester. 
88 Peterborough City Council, 2007, www.travelchoice.org.uk  
89 GreenerComputing.com, 2007, ‘BT Drops Its Carbon Footprint with Teleconferencing’, 31 May 
2007, see http://www.greenercomputing.com/news_third.cfm?NewsID=35314  
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least 88 pounds (lbs) of travel-related CO2. Also, each call saved travel and 
subsistence costs of at least £178. In total BT saved, in a year, £135 million in 
avoided travel and subsistence costs, and the equivalent of £103 million in time 
saved.   
 
4.66 BT has a long history of cutting carbon emissions, and successfully. As a 
consumer of 0.7% of the UK’s electricity consumption it is keen to make a 
significant contribution to carbon reduction. In 1996 it set a target of a 25% 
reduction by 201090. By 2006 it had already achieved a 60% reduction which it is 
now extending to 80% by 2016. It has pledged to engage with its 104,000 
employees to reduce their personal carbon footprints and empower them to 
influence their communities, see the reference to ‘carbon clubs’ in 4.55. A further 
initiative is aimed at small businesses. www.btplc.com/climatechange allows 
them to calculate their CO2 emissions based on their offices’ fuel consumption 
and staff travel patterns.  
 
4.67 The author’s survey of NBTN and other sources has confirmed that two-
thirds of organisations doing travel plans, or having introduced travel plan-type 
measures, felt they were ‘employers of choice’ in their locality, were ‘good 
neighbours’, and had extended travel choice. 
 
Other effects 
 
4.68 A considerable benefit for employers is that more home-working should 
result in less need for office space. An organisation with 3,000 employees may 
only need desk space for, say, 2,400, due to home-working plus allowances for 
employees off sick, on leave, external meetings/conferences. ‘Hot-desking’ 
clearly reduces pressure on accommodation. The situation will obviously vary 
between different types of organisation, e.g. some home-workers may still retain 
a desk at the office. But clearly it seems likely that less space will be needed, and 
this could release space to be let or sold, or prevent additional space having to 
be obtained.  
 
4.69 Less travel including less peak period travel may adversely affect the use, 
and therefore the economics of, public transport. However, given that public 
transport is often overcrowded at peak times, this seems unlikely, and provision 
would normally remain constant.  
 
4.70 A question that often arises is whether journeys are made by home and 
flexible workers, or members of their household, which otherwise would not be. 
Such journeys might be: 
 

·  Non-work travel previously undertaken as part of a commuting trip. 

                                            
90 BT, 2007, see www.btplc.com/ClimateChange/WhatsBTdoing/BTspledges/index.htm 
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·  Use of cars which become available for other purposes when people 
do not commute. This may be by other members of a household who 
now find the car is available for them during the day.  

·  Travel for work purposes other than commuting. 
 
There is some evidence from a SUSTEL study to show that journeys involving 
shopping and transporting children are made which would otherwise have been 
combined with a commuting journey91.    
 
4.71 Employees themselves will save money from less commuting. The above 
SUSTEL study of East Midlands Electricity found that 70% of home-workers 
saved £5 - £15 a week from reduced commuting and 25% said they saved over 
£15. However, home heating and lighting costs may increase. In the above 
example the employer did not reimburse these. 80% of home-workers said their 
home utility bills had risen, with about half claiming it was between £5 and £10 a 
quarter. Therefore, employees will at least break even, if not make a saving.       

                                            
91 SUSTEL, 2004, Is Teleworking Sustainable? An analysis of its economic, environmental and 
social impacts.  
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Appendix A – Tax concessions 
 
 
A1 The following are currently exempt from any tax charge or National 
Insurance contributions (NICs) and employers and employees do not need to 
report them to HM Revenue and Customs. See also this factsheet - 
www.hmrc.gov.uk/green-transport/travel-plans.htm - 
 

·  Free or subsidised works buses 
·  Occasional lunchtime use of a works bus 
·  Subsidies to public bus services – note, not to train services 
·  Cycles and safety equipment 
·  Cyclists’ breakfasts – the previous limit of six per year no longer applies 
·  Workplace parking for cycles and motorcycles 

 
A2 In addition –  
 

·  Employers can pay a cycle business mileage allowance of 20p/mile after 
which it becomes taxable. If an employer pays nothing or less than 
20p/mile the employee can claim tax relief on the difference between the 
20p/mile and the amount received.  

·  Employers can claim relief for travel plan capital expenditure if they buy 
cycles or buses or computer equipment and related software to set up and 
monitor a travel plan.  

·  There is no tax or NIC liability on low or interest-free loans for season 
tickets under £5,000 a year that are repaid in full.  

·  Employees will not have to pay tax or NICs if their employer provides 
alternative transport when a car share arrangement breaks down. This 
concession applies to a maximum of 60 journeys per employee in one tax 
year.  

·  Employees will not have to pay tax or NICs if their employer bulk-buys 
season tickets at a discount so long as they repay the full discounted cost, 
and the employer’s administrative costs of purchasing the tickets are 
minimal. 

 
A3 A government scheme of cycle purchase has tax benefits for employers 
and employees, see 
www.dft.gov.uk/pgr/sustainable/cycling/cycletoworkschemeimplementat5732      
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Appendix B – Travel plan links with other corporate  
policies 
 
B1 Travel plans can complement several other corporate policies. Linking a 
travel plan with them helps to embed it in business objectives, and to enhance its 
status, and commitment to it.  
 
Corporate Social Responsibility 
 
B2 People are increasingly questioning the environmental and social ethics of 
organisations. So, many are developing Corporate Social Responsibility (CSR) 
policies. Some cover the fuel use of delivery vehicles, but addressing issues 
about staff travel is still rare. Yet sites generate travel and employees are traffic!  
 
B3 The Companies Act 2006 now requires the 1,300 or so publicly listed 
companies to report on their environmental, social and community impacts. The 
Act is the biggest shake up of company law for 150 years and is the first time that 
the words ‘environment’ and ‘community’ have been mentioned in UK company 
law in this way. Company directors now have a duty not only to maximise profit 
but also to consider the impacts of their business on people and the environment. 
All provisions of the Act have to be implemented by October 2008. There is no 
statutory standard for reporting, but the Government has agreed to review the 
situation in 2008 and to introduce stricter legal standards if the reporting of 
environmental, social and community matters is not working.  
 
See www.societyandbusiness.gov.uk and www.dti.gov.uk/bbf/co-act-
2006/index.html 
 
Work-life balance 
 
B4 Home-working and more flexible and compressed hours all affect travel, 
e.g. reducing the overall amount of travel and peak period travel, and so should 
be part of a travel plan. They also affect productivity. BT has embraced flexible 
working heavily since 1984. Its home workers are 21% more productive and have 
an average of three days less sickness absence per year.   
 
B5 The Employment Act 2002 facilitates work-life balance. The Act provides 
new rights to employed parents with children under 6, or disabled children under 
18. From April 2003 they have been able to apply to work flexibly and their 
employer has a duty to consider their requests seriously. Within the first year one 
million employees had made requests of which 80% were granted, and another 
10% found a solution by negotiation. From April 2007 eligibility was extended to 
working carers of adults. Later in 2007 the government announced that it was 
considering extending the scope further. 
 
See www.dti.gov.uk/er/flexible.htm 
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Environmental management 
 
B6 Many organisations audit their environmental management through the 
International Organisation for Standardisation’s standard on environmental 
management systems (ISO 14001) scheme or the EU Eco-Management and 
Audit Scheme (EMAS) of accreditation. ISO 14001 was first published in 1996 
and specifies the actual requirements for an environmental management system. 
It applies to those environmental aspects which the organisation has control over 
and can influence. ECAS was reviewed and strengthened in 2001. It is now 
extended to all sectors of economic activity including local authorities; ISO 14001 
has been adopted as the environmental management system for EMAS; 
employees are meant to be involved in implementation; and all activities of the 
organisation have to be covered. Hitherto vehicle fleets and suppliers’ deliveries 
have often featured but not always employees’ travel to and from work.     
 
See ‘Transport and Environmental Management Systems’ (reference GPG318) 
which can be ordered from the Energy Saving Trust �  0845 602 1425.  
 
Occupational Health 
 
B7 Occupational health staff traditionally deal with issues in the workplace 
such as stress, and aim to prevent ill health, for example by arranging anti-flu 
jabs. But they do not normally address travel to and from work. Yet this can be 
stressful and affect health, punctuality and work.   
 
B8 Well @ Work is a pilot scheme taking place across the country to trial 
methods of ‘healthy interventions’ aimed at improving the health of employees at 
a variety of workplaces. The aim is to establish which changes made in and 
around the workplace positively influence employees’ lifestyles and improve their 
health and which do not. 
 
B9 Increasing physical activity will be a major focus, but projects will also be 
aimed at encouraging better diets, giving up smoking, reducing alcohol intake 
and other lifestyle changes. The methods will include everything from using 
pedometers to encourage more walking, to workplace awareness campaigns on 
smoking, physical activity, alcohol and diet. Attention will also be paid to the 
working environment and how this can influence employees’ health. 

B10 Some projects will involve single employers across a range of sites, such 
as Exeter City Council, while other projects will involve multiple employers across 
a region or county. The results of the pilot projects will be available in 2008. 
Meanwhile Newham University Hospital NHS Trust’s pilot has won an award for 
a ‘best workplace cycling initiative’.  Following a survey that found only 4% of 
staff cycled to work, but 28% would be interested in doing so, the Trust 
introduced a discount bike scheme, a free maintenance workshop, cycle lessons, 



Department for Transport - Travel Plan Benefits for Employers: Making the Human Resources Links  

A Guide and Research Report for the National Business Travel Network 48

secure parking, information on routes, pool bikes, and showers and changing 
facilities. The success of the project is now being evaluated.    

See 
www.bhf.org.uk/thinkfit/article.asp?secID=1590&secondlevel=1593&thirdlevel=16
13 

 
Equal opportunities 
 
B11 Free car parking is often provided but is not an equitable policy if little or 
nothing is given to non-car users. Car parking space costs money to provide and 
maintain, encourages car travel at peak times, and does not sit easily with travel 
plan policies to minimise car use.    
 
‘Investors in People’ 
 
B12 Over 32,000 organisations employing 27% of the UK workforce have 
received the Investors in People (IiP) national standard, which sets good practice 
for improving performance through employees. Employers take specific actions 
to support and develop their employees. Both the widening of travel choices and 
the processes entailed in doing so can also motivate and support employees. 
The Public Health White Paper of 2004 stated that a new healthy business 
assessment will be incorporated in the IiP Standard when it is next reviewed. 
This will identify the advantages for employers and employees in investing in 
staff health.   
 
See www.iipuk.co.uk 
 
Efficiency 
 
B13 Arising from Sir Peter Gershon’s ‘Independent Review of Public Sector 
Efficiency’ - ‘Releasing resources to the front line’ - in July 2004, the Chancellor’s 
Spending Review builds on existing best practice and proposes efficiency 
savings in local government of 2.5% p.a. This was expected to deliver £6.45 
billion of efficiencies and productivity improvements by 2007-08, thereby 
releasing additional resources to front-line services. Travel plans can contribute 
to public sector efficiency in a number of ways, e.g. more productive and less 
stressed staff, lower turnover rates and reduced expenditure on business car 
mileage. Although the above review affects the public sector, the principles are 
applicable elsewhere.  
 
See www.hm-
treasury.gov.uk/spending_review/spend_sr04/associated_documents/spending_
sr04_efficiency.cfm 
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Health and Safety 
 
B14 Bad parking can hinder escape routes, emergency access and assembly 
points. Parking that is managed and enforced will eliminate these problems.  
 
See www.hse.gov.uk/roadsafety 
 
Comprehensive Performance Assessment 
 
B15 Again this directly relates to the public sector but the principles are 
applicable elsewhere. Comprehensive Performance Assessment (CPA) was 
introduced in 2002 under the Local Government Act 1999. It measures how well 
local authorities are delivering services for local people and communities while 
reducing the overall regulatory burden on local government. CPA is a complex 
set of judgements reflecting the nature of local government bodies themselves 
and the services that they provide. The strength of CPA is that it looks at 
performance from various perspectives which, taken together, provide a more 
complete picture and a better understanding of where to target activities to 
secure improvements in service delivery. A travel plan can illustrate an 
authority’s adoption of Best Value principles in terms of financial management 
and social and environmental stewardship.  
 
See www.audit-commission.gov.uk/index.asp 
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Appendix C - Active Travel 
 
C1 Obesity is a very serious and growing problem. The first sentence of the 
Government’s Health Strategy reads “Britain is in the grip of an epidemic”92. The 
strategy’s vision “…. is a future where all employers value their employees’ 
health, and where this is put at the core of their business plans”. Active travel to 
work is strongly promoted and a ‘Walking into Health’ programme, which will 
include encouraging walking to and at work, aims to get a third of England 
walking at least 1,000 more steps daily by 2012. Through a holistic approach of 
healthy food options in staff canteens, fitness facilities and facilities for cyclists, 
“employers will reap the benefits in improved productivity, high staff morale and 
retention, and reduced sickness absence costs”.   
 
C2 The National Institute for Health and Clinical Excellence (NICE) has 
recently published some public health guidance relevant to employers93. It notes 
that increasing physical activity will help to prevent or manage over 20 conditions 
and diseases; and recommends that new workplaces are linked to cycling and 
walking networks, and that different parts of campus sites are linked by cycling 
and walking routes. Specific public health guidance for employers is due to be 
published in May 200894.  
 
C3 In England the prevalence of obesity has trebled since the 1980s to 
almost 24 million adults95. The UK has the highest levels in the European 
Union96. Furthermore the UK mean adult body mass index is increasing by 0.4% 
per year97. The Government’s Foresight Programme of the Office of Science and 
Technology is currently studying obesity. A recent literature review for the project 
has confirmed transport’s role, how society is becoming more desk-bound and 
car-bound, and how building cycling and walking into daily life, can, if carried out 
safely, lead to a healthier lifestyle98.  
 
C4 Key findings from a TRL Limited study about the impacts of physical 
activity on employee health are shown in Figure C1.  

                                            
92 Department of Health and Department for Children, Schools and Families, 2008, Healthy 
Weight, Healthy Lives: A Cross-Government Strategy for England, January 2008, 
www.dh.gov.uk/en/Publicationsandstatistics/Publications/PublicationsPolicyAndGuidance/DH_08
2378  
93 National Institute for Health and Clinical Excellence, 2008, Promoting and creating built or 
natural environments that encourage and support physical activity, January 2008.  
94 National Institute for Health and Clinical Excellence, (forthcoming) Workplace health promotion: 
how to encourage employees to be physically active. 
95 Davis A, Valsecchi C, Fergusson M, 2007, Unfit for Purpose: How Car Use Fuels Climate 
Change and Obesity, Institute for European Environmental Policy, August 2007. 
96 Department of Health, 2006, Health profile of England. Accessed from 
http://www.dh.gov.uk/assetRoot/04/13/95/26/04139526.pdf   
97 Department for Transport, 2007, Delivering a Sustainable Railway, Summary of Key Research 
and Analysis, Slide PAX43, July 2007.  
98 Office of Science and Technology, 2007, Trends and drivers of obesity: A literature review for 
the Foresight project on obesity, October 2007.  
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Figure C1: Key findings from ‘Physical activity, ab senteeism and 
productivity: An evidence review’, TRL limited, 200 7 
 

 
 
THE FOUR STUDY AREAS 
 
Workplace health promotion programmes 
 
Increases in levels of physical activity and reductions in absenteeism by at least 12 months commitment to a 
programme. 
 
Exercise programmes 
 
Long term increases in levels of physical activity and reductions in absenteeism. And more intense 
interventions, i.e. above one hour a week, can lead to long term reductions in absenteeism. Some studies 
reported between a third and a halving of absentee days, e.g. one study found absenteeism varied from 
9.82 days a year for male sedentary law enforcement officers to 5.83 for those active three times a week, a 
40% difference in annual absenteeism levels.   
 
Physical activity counselling 
 
Along with dietary changes, self-reported increases in physical activity and observed increases in fitness in 
the short term. 
 
Physical activity and healthcare costs 
 
Physical activity levels affect both short (up to one year) and long term (over one year) health care costs 
(and implicitly absenteeism rates), including among the obese and sedentary.  
 
THE IMPLICATIONS FOR WORKPLACE TRAVEL PLANS 
 
An increase in physical activity of over one hour a week, easily achieved through cycling or walking to work, 
would be expected to lead to a measurable reduction in levels of absenteeism.  
 
The most cost-effective physical activity interventions are likely to be those applied over longer timescales, 
i.e. 12 months or more, which fits well with the timescale over which a travel plan would be implemented. 
 
Successful interventions do not necessarily have to be on-site, but at least should be employer supported. 
Employer-supported physical activity interventions were found to be the most effective, suggesting that 
promoting physical activity through workplace travel plans will be positively received. The greatest benefits 
in reduced absenteeism were from getting those currently very inactive to take 1 to 2 hours activity a week; 
again a level readily achievable through changed travel behaviour.  
 
Active travel is a potentially less cost intensive approach to increasing employee physical activity levels, 
especially among those less amenable to organised workplace activities.  
 

 
C5 The cost of obesity to society is significant. In 2004 the Department of 
Health estimated the cost of inactivity in England to be £8.2 billion a year – 
including the rising costs of chronic diseases such as coronary heart disease and 
diabetes and the indirect costs caused through sickness absence. The 
contribution of inactivity to obesity is estimated to cost a further £2.5 billion a 
year99.  
 

                                            
99 Cavill N, Kahlmeier S and Racioppi F (Eds), 2006, Physical Activity and Health in Europe: 
Evidence for Action, Copenhagen: World Health Organisation.  
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C6 In 2006 the National Institute for Health and Clinical Excellence (NICE) 
published some useful guidance to employers. It is the first national guidance on 
obesity100. For workplaces NICE has urged policies and working practices that 
relate directly to travel plans and to human resources issues. For example, it 
cites travel expenses that encourage cycling and walking to work and travel 
between sites, and the provision of showers and secure cycle parking. The 
guidance points out that action “will have an impact, not only on the health of the 
workforce but also in savings to industry”. NICE has developed tools to help 
organisations implement the guidance. These include a costing template to 
estimate the local costs and savings involved, see www.nice.org.uk/CG043  
 
C7 It is interesting to compare levels of obesity with levels of cycling. 
Denmark and The Netherlands have the lowest levels of obesity in the European 
Union and the highest levels of cycling; whereas Britain has the highest level of 
obesity in Europe and very low levels of cycling101. In Copenhagen it has been 
calculated that if cycling increased by 10%102: 
 

·  The healthcare system would save DKK 59 million annually 
·  Reduced production loss would save DKK 155 million annually 
·  The labour market would have 57,000 fewer days a year absence, the 

equivalent of a 3.3% drop in days lost 
·  61,000 extra years of life 
·  46,000 fewer years of prolonged, severe illness 
·  25 fewer early retirement pensions annually  

 
C8 A study in China collected data on obesity and car ownership for over 
4,700 adults for several years103. New male drivers put on an average of 1.8kg 
and doubled their risk of obesity compared to those without cars. US studies 
have found that each additional kilometre walked per day is associated with a 
4.8% reduction in the incidence of obesity, whereas each additional hour spent in 
a car per day is linked to a 6% increase104.  
 

                                            
100 National Institute for Health and Clinical Excellence, 2006, Obesity, Guidance on the 
prevention, identification, assessment and management of overweight and obesity in adults and 
children, NICE clinical guideline 43. 
101 Sloman L, 2006, Car Sick, Solutions for our Car-addicted Culture.  
102 City of Copenhagen, 2006, Bicycle Account, 
www3.kk.dk/Service/By%20og%20Trafik/cyklernesby/bicycleaccount2006.aspx   
103 Bell C, Ge Keyou and Popkin B M, 2002, ‘The road to obesity or the path to prevention: 
motorised transportation and obesity in China’, Obesity Research, Volume 10, number 4, pp277-
283. 
104 Frank L, Andersen M, Schmid T, 2004, Obesity relationships with community design, physical 
activity, and time spent in cars, American Journal of Preventive Medicine, 27(2): 87-96.  
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C9 A recent UK study has estimated the weight gain of car drivers over 
time105. National Travel Survey data shows that a car driver walks 8 minutes a 
day less than an adult in a car-free household. This has been shown to lead to a 
weight gain over a year for the car driver of 2 lb 11 oz, or 1 stone 13 lbs over ten 
years.  
 
C10 The House of Commons Health Committee reported on obesity in 2004 
and concluded that increased cycling might achieve more in the fight against 
obesity than any other individual measure recommended in their report106.         
 
C11 SUSTRANS report that 192 million working days were lost to the British 
economy in 2004, and that sickness and absenteeism cost the country over £11 
billion per year. In England, 63% of men and 76% of women are not meeting the 
recommended physical activity target - participation in activity of at least 
moderate intensity for at least 30 minutes on at least 5 days a week107. A new 
report from the USA updates 1995 guidelines on exercise, which were adopted 
by the World Health Organisation and the UK government in 1996, and now 
recommends a minimum of 30 minutes of moderate-intensity aerobic physical 
activity on 5 days a week or vigorous-intensity aerobic physical activity for a 
minimum of 20 minutes on 3 days a week. The report notes that “physical 
inactivity remains a pressing public health issue”108.  
 
C12 An inactive lifestyle substantially increases the risk of a broad range of 
chronic diseases. SUSTRANS cite a major factor in decline in physical activity as 
the growth of car travel leading to a long term decline in cycling and walking – 
mileage per person down 29% for cycling, and 21% for walking, 1975/76 to 
2005109. The proportion of the working population cycling to work has fallen from 
4.4% in 1971 to 2.7% in 2001, with walking down from 22% to 10%110. 
 
C13 They also report that there are an increasing number of studies that use 
cost-benefit analysis (CBA) and conclude that providing opportunities for cycling 
and walking can be very cost-effective111. The benefits identified in CBA are 
mainly healthcare cost savings from a healthier population, the savings to 
employers whose fitter workforce take less time off and congestion reduction 
from less car use. A growing body of research from around the world has been 

                                            
105 Davis A, Valsecchi C, Fergusson M, 2007, Unfit for Purpose: How Car Use Fuels Climate 
Change and Obesity, Institute for European Environmental Policy, August 2007.  
106 House of Commons Health Committee, 2004, Obesity, Third Report of Session 2003-04, HC 
23-1, The Stationery Office, 27 May 2004.  
107 Health Survey for England 2003, 2004, Department of Health. 
108 Haskell WL, Lee I-M, Pate RP, Powell KE, Blair SN, Franklin BA, Macera CA, Heath GW, 
Thompson PD, Bauman A, 2007, Physical activity and public health: updated recommendation for 
adults from the American College of Sports Medicine and the American Heart Association. 
Circulation, 2007: 116: 1081-1093.  
109 Department for Transport, 1995 and 2006, National Travel Survey. 
110 Census 2001, Key Statistics for Local Authorities, 2004.  
111 SUSTRANS, 2007, The value of investment in active travel, Information Sheet FH10.  
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demonstrating for some years that healthier employees can benefit their 
employer through: 
 

·  Reduced absenteeism112 
·  Lower turnover rates113 
·  Improved productivity and morale114 
·  Lower health care costs115 

 
C14 As already noted in the TRL research, sometimes employers introduce 
employee fitness programmes at work. Exercising just one day a week at work 
has been associated with reduced absenteeism when compared with no 
exercise; and that two days was more favourable than one116. Such programmes 
can prove cost-effective by increasing work capacity and reducing absence 
related to musculoskeletal injury117. This is confirmed by a US survey, where 
higher levels of physical activity and cardio-respiratory fitness have been 
associated with improved quality of work, and also overall job performance118. 
 
C15 Unfortunately the take-up of fitness programmes at work can sometimes 
be low. This is where building activity into daily travel – active commuting – 
comes in. Evidence suggests that the greatest improvement in health arises 
when the most sedentary groups become active119. Cycling and walking may 
appeal more to these groups and may be cheaper and cost-effective for the 
employee. Workplace travel plans are the ideal ‘vehicle’ for encouraging active 
commuting.  
 
C16 Cost-benefit analysis of physical activity is now becoming mainstream in 
the UK and has been incorporated into DfT transport analysis guidance120. The 
DfT cite a canal towpath in London transformed into a high quality route for 
                                            
112 Lechner et al, 1997, Effects of an employee fitness program on reduced absenteeism, Journal 
of Occupational and Environmental Medicine 39.  
113 Tsai et al, 1987, Relationship of employee turnover to exercise adherence in a corporate 
fitness program, Journal of Occupational Medicine 29(7). 
114 Hildebrandt et al, 2002, Physical Activity and work performance: Results from the National 
Worker Fitness Test 2000 The Netherlands, Medicine and Science in Sports and Exercise (34(5).  
115 Goetzel et al, 1998, The relationship between modifiable health risk factors and health care 
expenditure: An analysis of the multi-employer HERO health risk and cost database, Journal of 
Occupational and Environmental Medicine 40(10).  
116 Jacobsen and Aldana, 2001, Relationship between frequency of aerobic activity and illness-
related absenteeism in a large employee sample, Journal of Occupational and Environmental 
Medicine 43. 
117 Gamble, Boreham and Stevens, 1993, Effects of a 10-week exercise intervention program on 
exercise and work capacities in Belfast ambulancemen, Occupational Medicine 43.  
118 Pronk et al, 2004, The association between work performance and physical 
activity,cardiorespiratory fitness, and obesity, Journal of Occupational and Environmental 
Medicine 46. 
119 Blair et al, 1995, Changes in Physical Fitness and All-cause Mortality: A prospective study of 
healthy and unhealthy men, Journal of the American Medical Association 273.  
120 Department for Transport, 2007, Transport Analysis Guidance, Guidance on the Appraisal of 
Walking and Cycling Schemes. 
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commuters between 2002 and 2004. An improved surface and connectivity, plus 
the introduction of the congestion charge, led to considerable increases in usage. 
£10m of the £25m present value of benefits was attributed to increased physical 
fitness (based on the number of preventable deaths) and £4m to reduced 
absenteeism. The benefit to cost ratio was 22:1. The DfT’s methodology 
calculates monetary values for benefits in four areas: 
 

·  ‘Journey ambience’ (the quality of environment experienced by users). 
·  Health (the reduction in the number of deaths from cardio vascular 

disease, stroke and colon cancer arising when people are active for 30 
minutes a day). 

·  Reduction in congestion, changes in road accident effects and reduced 
fuel tax revenue for the Treasury. 

·  Reduced absence from work arising from better health.   
 
C17 The government’s ‘Walk in to work out’ pack in 2002 was a practical self-
help intervention that employers could encourage employees to use121. A trial in 
Glasgow found those receiving the pack were twice as likely as the control group 
to be walking to work more after six months of the intervention. After a year 25% 
of the intervention group had changed to become regular pedestrian commuters, 
including where walking was combined with another form of travel122. 
 
C18 Cycling is the form of travel that may offer the most potential for growth for 
commuting. Again studies show impressive results. A study in Copenhagen of 
adults, including 6,954 who cycled to work, found that cycling has a strong 
protective function. Assessed by self-reported health, blood pressure, 
cholesterol, body mass index, and risk factors such as smoking, researchers 
concluded that even after adjustment for other risk factors, including leisure time 
physical activity, those who did not cycle to work experienced a 39% higher 
mortality rate than those who did123. A more recent study has concluded that 
active commuting that incorporates cycling and walking was associated with an 
11% reduction in cardiovascular risk124. A study of the relationship between 
physical activity and the risk of breast cancer has found that regular cycling was 
associated with a significant reduced risk of breast cancer; as the amount of 

                                            
121 Department of Health, Department of Transport, Local Government and the Regions, 2002, 
Walk In to Work Out, Encouraging walking or cycling to work.  
122 Mutrie et al, 2001, Walk in to work out: a randomised controlled trial of a self help intervention 
to promote active commuting, Journal of Epidemiology and Community Health 56.  
123 Andersen et al, 2000, All-cause mortality associated with physical activity during leisure time, 
work, sports, and cycling to work, Archives of Internal Medicine, 160.  
124 Hamer M and Chida Y, 2007, Active commuting and cardiovascular risk: A meta-analytic 
review, Preventive Medicine, Corrected Proof, accessed from 
http://www.sciencedirect.com/science?_ob=ArticleURL&_udi=B6WPG-4N9DJSC-
3&_user=10&_coverDate=03%2F20%2F2007&_alid=627486860&_rdoc=1&_fmt=summary&_ori
g=search&_cdi=6990&_sort=d&_docanchor=&view=c&_ct=1&_acct=C000050221&_version=1&_
urlVersion=0&_userid=10&md5=d99ba2e7da3c81a5fb0007e10878b97c  
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cycling increased the risk decreased. Women reporting the highest levels of 
cycling reduced their risk of breast cancer by 34%125.  
 
C19 Finally, a point often not realised is that cyclists, and pedestrians, 
experience less air pollution than car drivers. In-car pollution is two to three times 
the level outside, and car commuters may receive a fifth of their total exposure to 
some pollutants from their daily journey to and from work126.      
 
C20 SUSTRANS firmly believe that the decline in cycling and walking can be 
reversed by the provision of facilities and by encouragements. They point to their 
National Cycle Network where usage has grown consistently since 1995. 
Between 2000 and 2005 cycling trips on the network increased by 187% and 
walking by 135%127.  

                                            
125 Steindorf K, Schmidt M, Kropp S, Chang-Claude J, 2003, Case-control study of physical 
activity and breast cancer risk among premenopausal women in Germany. Am J Epidemiol. Jan 
15;157(2): 121-130.  
126 Department of the Environment, Transport and the Regions, 1998, A New Deal for Transport: 
Better for Everyone, The Government’s White Paper on the Future of Transport, para. 2.8.  
127 The National Cycle Network, Route User Monitoring Report to end 2005, 2005, SUSTRANS. 
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Appendix D – Main research sources  
 

D1 The following is a brief description of the type of studies/surveys used as 
sources in section 4: 
 

·  Study published by the Institute for Employment Studies (IES) in 2002 
about work-life balance, based on qualitative interviews, focus groups and 
previous research128.  

 

·  Survey of employers’ work-life balance policies by the National Centre for 
Social Research (NCSR) in 2003129. 

 

·  Survey of 585 public and private sector organisations by the Chartered 
Institute of Personnel Development (CIPD) in 2004130. 

 

·  Guide on implementing flexible working by the CIPD in 2005131. 
 

·  Survey of 5 small organisations, employing between 6 and 280 
employees, by the British Chambers of Commerce (BCC) and the CIPD in 
2007132. This comprised interviews with managers and staff. 

 

·  Annual surveys in 2005 and 2007 of nearly 1,000 organisations’ staff 
recruitment, retention and turnover by the CIPD133. 

 

·  Case studies by ‘Employers for Work-Life Balance’134. 
 

·  Survey by the British Chambers of Commerce (BCC) of 408 businesses in 
February/March 2007135. 

 

·  Surveys by the author of members - of the National Business Travel 
Network, of some of the case studies in the DfT’s ‘Making Travel Plans 
Work’ research in 2002136, and of other businesses for which information 
was available. 

 

                                            
128 Kodz J, Harper H, Dench S, 2002, Work-Life Balance: Beyond the Rhetoric, Report 384, 
Institute for Employment Studies. 
129 National Centre for Social Research, 2003, The Second Work-Life Balance Study: Results 
from the Employers’ Survey – Executive Summary, Employment Relations Research Series No. 
22. 
130 Flexible Working: Impact and Implementation, An Employer Survey, 2005, Chartered Institute 
of Personnel Development (CIPD). 
131 Flexible Working: The Implementation Challenge, 2005, Chartered Institute of Personnel 
Development (CIPD).  
132 Flexible working: Good Business, How small firms are doing it, 2007, British Chambers of 
Commerce (BCC) and the Chartered Institute of Personnel Development (CIPD). 
133 Recruitment, retention and turnover, Annual Survey Reports, 2005 and 2007.  
134 The Work Foundation, Employers and Work-Life Balance, www.employersforwork-
lifebalance.org.uk 
135 Work and life: How business is striking the right balance, 2007, the British Chambers of 
Commerce. 
136 Department for Transport, 2002, Making Travel Plans Work. 
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Appendix E – Results of survey of National Business  
Travel Network members 
 
Introduction 
 
E1 The survey was conducted during 2007 using the questionnaire in 
Appendix F  and follow-up discussions and correspondence. Respondents were 
assured of anonymity. NBTN members were initially targeted, in May 2007, 
followed by new members of the network in August, plus other businesses 
contacted through publicity in transport and personnel management journals and 
on the website of the Association for Commuter Transport - TravelWise. Also, the 
participants in the DfT 2002 publication ‘Making Travel Plans Work’ were 
contacted. A total of 14 full responses were received plus considerable 
supporting information and additional correspondence/discussion.  
 
Travel plan initiatives 
 
E2 The questionnaire listed some of the most common initiatives and asked if 
they had been introduced as part of a travel plan or separately. Most 
respondents already had a travel plan, with the majority covering all their staff. 
The initiatives are listed below, starting with the most popular: 
 

Public transport information provision 
 
{Flexible hours 
{Home working 
{Cycle parking 
{Showers 
 
Car sharing scheme 
 
Season ticket loans 
 
Cycle purchase loans 
 
{Pool cars 
{Pool bikes 
{Discounts at cycle dealers 
 
Company minibus 
 
Car parking charges 

 
E3 Many other measures had been introduced. These are listed 
alphabetically since only one of them was being done by more than one 
organisation: 
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·  Bicycle Users Group     
·  Bus station (from part of car park)  
·  Commissioned buses  
·  Cycle business mileage allowance  
·  Cyclists’ breakfasts   
·  Cycle panniers for laptops  
·  Cycle purchase salary sacrifice  
·  Designated parking spaces for car sharers   
·  Drying room    
·  Emergency ride home for car sharers  
·  Free Travelcard 
·  Launch event   
·  Needs-based parking criteria 
·  No car parking for ‘non-essential’ users  
·  Own bus company    
·  Park and Ride     
·  Parking ‘cash out’ scheme   
·  Real time travel information   
·  Reorganisation of car park 
·  Reward scheme   
·  Staff Travel Plan booklet   
·  Subsidised buses   
·  Sustainable travel maps    
·  Travel packs    
·  Walking Action Group   

 
Most successful measures 
  
E4 There was no real consensus on what measures were considered to be 
the most successful. This result is not surprising as everywhere is different, some 
measures may already have been in place or were not relevant to the site. The 
following list demonstrates the wide variety of measures considered most 
successful. Some businesses named several.   
 

·  Bicycle Users Group     
·  Bike to work scheme  
·  Carbon management programme  
·  Car park charges funding initiatives  
·  Car parking management   
·  Centralising campuses  
·  Corporate travel tickets  
·  Cycle facilities  
·  Flexible working  
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·  Forming own bus company    
·  Free shuttles to/from rail station  
·  Home-working   
·  Launch event   
·  Mobility Unit1  
·  Parking cash out   
·  Parking management   
·  Parking cash out  
·  Season ticket loans  
·  Sustainable travel maps    
·  Travel packs    
·  Travel plan booklet    

 
 1 This was responsible for encouraging flexible hours and home-working and ensuring 
employees had the necessary equipment to work from home. However, the unit had objectives 
that went beyond this such as demonstrating the company’s leading technology to customers and 
helping the company become an employer of choice.  
 
Travel to work 
 
E5 The survey asked about modal share changes following the introduction of 
a travel plan. Few respondents had this information, but the results for the four 
(companies A, B, C, D) that did is shown in Table E1. 
 
Table E1: Travel to work by mode, % 

 
Mode ‘Before travel plan’  ‘After travel plan’  

 A B C D A B C D 
Bus   

29 
 

4 5  
5 
 

9 25 8  
1 
 

Train  - 1 11 - 3 

Cycling  - 17 2 1 1 25 3 1 
Walking  5 4 6 0 7 9 9 1 
Car on own  53  

74 
 

82 79 50 31 68 74 
Car as 
passenger 

9 3 9 10 7 7 12 

Other  4 - - - 12 - - - 
 

E6 Every location, the transport network and the period between the ‘before’ 
and ‘after’ times is different, but it is the trends in the above table that are 
noteworthy. The most striking changes were: 
 

·  The big increase in bus use for business B 
·  The significant increase in cycle use for business B 
·  The increased proportions walking in all cases 
·  The reductions in car use in all cases, in one case dramatic 
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·  The increases in car sharing 
 
Staff turnover, absenteeism and morale 
 
E7 Only two businesses provided information on turnover before and after 
their travel plan. In one turnover had fallen from 17% to 11% and in the other 
from 17% to 10%. However, these falls were likely to be due to retention projects 
and the general economic climate. On absenteeism, again no information was 
forthcoming from the survey. Only four businesses answered the question about 
whether the travel plan had improved staff morale, with two saying ‘yes’, and two 
‘no’.  
 
Benefits 
 
E8 Suggested benefits in the questionnaire were chosen by respondents as 
follows: 
 

1st Improved company image - ’good neighbour’, ‘employer of choice’, 
contribution to environmental management and Corporate 
Responsibility policies 

2nd Less traffic, pollution, carbon dioxide 
3rd More attractive recruitment package 
4th Improved staff morale 
5th Healthier staff through more cycling and walking  
6th Larger potential labour pool due to a wide range of travel choices 
7th Less stressed staff, so healthier and more productive 
8th Less sickness absence 

 
Other findings 
 
E9 The main ones were: 
 

·  Half of businesses felt they had extended travel choice 
·  Half of businesses had a flexible working policy 
·  Three-fifths had a home working policy 
·  Half felt their travel plan had helped them provide a more attractive 

recruitment package 
·  Half considered they could now draw upon a larger catchment area for 

recruiting staff  
·  Two-thirds considered they were an ‘employer of choice’ in their locality 

and a good neighbour 
·  There were virtually no answers as to whether their travel plan had helped 

staff retention 
·  Three fifths of businesses from the survey had a Corporate Social 

Responsibility policy and most of these mentioned their travel plan in it. 
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Appendix F – Survey questionnaire 
 

Research project: The staff recruitment/retention b enefits of 
Travel Plans 

 

Please expand your answers, if necessary, on a sepa rate sheet, especially 
questions 14-22, and send a copy of your Travel Pla n  

and subsequent monitoring reports  
 

Please TICK boxes 
 

Contact details [CAPITALS PLEASE] 
 

Name ………………………………….. Job title ………………………………………. 
 

Company …………………………………………………………………………………. 
 

No. of UK employees ………………..  
 
Address …………………………………………………………………………………… 
 
……………………………………………………………………………………………… 
 
……………………………………………………………………………………………… 
 

Postcode …………………………Telephone …………………………………………. 
 

Email ……………………………………………………………………………………… 
 
 
1. Do you have a Travel Plan  �  being drawn up?  

�  being implemented? 
�  already implemented? year? ……………… 
�  being reviewed? 
�  already reviewed? 
�  company-wide? 
�  site-specific plans? 

 

2. Estimated proportion of employees covered by Tra vel Plan(s)  ……..% 
    

3. Whether as part of a Travel Plan or not, have yo u introduced: 
 
Car sharing scheme   �   Cycle purchase loans �  
Car parking charges  �   Discounts at cycle dealers �  
Pool cars    �   Pool bikes   �  
Public transport information �   Cycle parking  �  
Season ticket loans   �   Showers   �  
Flexible hours   �   Home working  �  
Company minibus   �  
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Other ……………………………………………………………………………………… 
 
……………………………………………………………………………………………… 
 
4. What measures have been the most successful? 
 
……………………………………………………………………………………………… 
 
5. Travel to work modal share if known:  ‘Before Travel Plan’ ‘After Travel 
Plan’ 
        %   % 
Walking 
Cycling 
Bus 
Train 
Car on own 
Car as passenger 
 
6. Do you consider you have extended travel choices ? �  yes  �  no 
 
7. Have you a flexible working policy?    �  yes  �  no 
 
8. Have you a home working policy?     �  yes  �  no 
 
9. Has the Travel Plan helped you provide a more   �  yes  �  no  
attractive  recruitment package?  
 
10. Do you consider you can now draw upon a larger  �  yes  �  no  
catchment area for recruiting staff?  
 
11. Would you say you were an ‘employer of choice’ in   �  yes  �  no  
your locality? 
 
12. Do you consider the company is a ‘good neighbou r’?  �  yes  �  no 
(e.g. no overspill car parking in local roads) 
 
13. Has the Travel Plan helped staff retention?  �  yes  �  no  
 
14. What was your staff turnover rate before the Tr avel Plan?  ……………% 
 
15. What was your staff turnover rate after the Tra vel Plan?  ………………% 
 
16. Additional information, such as dates,  or information about certain sites  
 
……………………………………………………………………………………………… 
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17. What else may have affected the turnover rates?  ………………………….. 
 
……………………………………………………………………………………………. 
 
…………………………………………………………………………………………….. 
 
18. Has the Travel Plan helped to reduce sickness a bsence?  �  yes �  no 
 

19. What was the average number of days of sickness   
absence per employee per year before the Travel Pla n? ……………………… 
 

20. What was the average number of days of sickness   
absence per employee per year after the Travel Plan ? ………………………… 
 

21. Additional information  …………………. ……………………………………….. 
 

……………………………………………………………………………………………… 
 

22. What else may have affected the level of sickne ss absence?  ……………. 
 

……………………………………………………………………………………………… 
 

……………………………………………………………………………………………… 
 

23. Do you consider the Travel Plan has improved   �  yes  �  no  
staff morale? 
 

24. If you do not have a Travel Plan at any stage a re you �  yes  �  no 
proposing to do one?   
 

25. What do you consider are the most important ben efits from a Travel 
Plan?   
 

[TICK NO MORE THAN FOUR] 
 

�   Less traffic, pollution, carbon dioxide 
�   Healthier staff through more cycling and walking 
�   Improved staff morale 
�   Less sickness absence 
�   Less stressed staff, so healthier and more productive 
�   More attractive recruitment package 
�   Larger potential labour pool due to a wide range of travel choices 
�   Improved company image – ‘good neighbour’, ‘employer of choice’, 

contribution to environmental management and Corporate Responsibility 
policies 

�   Other 
…………………………………………………………………………………………. 
 

26. Do you have a Corporate Responsibility Policy?  �  yes  �  no 
 

27. If ‘yes’ does it mention your Travel Plan?   �  yes  �  no 
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