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WHAT WILL YOU OFFER 
EMPLOYEES WHO DON'T 
WANT TO WATCH THE MATCH? 

Very few respondents are considering
offering any flexibility to those
employees who do not want to watch
matches. 13% of respondents said that
they would allow employees to leave
early and 12% said that employees
would be able to swap shifts, but the
overwhelming majority (76%) said that
employees not wanting to watch
matches would be offered no flexibility. 

Employers need to take account of the
fact that not all employees will be
following the World Cup or, more
specifically, the England team, and indeed
many employees may simply have no
interest in football at all. At best,
employers may face an employee
relations headache if they are seen to be
favouring one group of employees over
another, at worst, such action may fuel
discrimination claims, on grounds of race
(which includes nationality) or sex. If
employers are allowing employees
flexibility to watch England games, this
should be extended to employees who
are following a different team. Employers
should also ensure that employees who
do not want to watch matches are 
not disadvantaged. So, for example, if
employees are allowed to leave early to

watch an evening
game, those who
do not wish to do
so could be offered
the opportunity to
leave early on another
night. This will also
minimise any resentment
and bad feeling that could
otherwise arise if employees
who are not interested in football are
required to pick up work not being done
by those employees who have left early
to watch a match. 

Nothing - 76%

Paid time off - 2%

Unpaid time off - 7%

Allow employees to come in late the day
after evening games/on a different day - 4%

Allow employees to leave early - 13%

Allow employees to
swap shifts - 12%

Other - 2%

Q.3
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IF YOU ARE CONSIDERING OFFERING FLEXIBILITY
FOR THOSE INTERESTED IN THE WORLD CUP WILL
THIS BE EXTENDED TO OTHER MAJOR SPORTING
EVENTS (EG WIMBLEDON OR THE OLYMPICS)?

78% of respondents are only considering
offering flexibility for the World Cup,
whilst only 22% would consider offering
flexibility to employees who want to
watch other major sporting events. Small
employers (employing 50 or fewer
employees) were most likely to extend
flexibility to other sporting events with
36% saying that they would consider this,
compared to just 14% of employers
employing 251 to 1,000 employees.

Verbatim responses included: 

“Olympics in 2012 and we always arrange
for a TV so that people can watch
Wimbledon if a British player is involved in
the latter stages”

“Possibly if English participants are in final
of events”

Q.4

YES, other - 22% NO, just the World Cup - 78%

“Depending on the level of national frenzy.
For example, that Andy Murray chap
reaching a Wimbledon final would get us
all running for the door!”
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HAVE YOU CONSIDERED REVIEWING YOUR POLICIES
OR ISSUING GUIDANCE TO EMPLOYEES REGARDING
ISSUES ARISING FROM THE WORLD CUP?

A high percentage (68%) of businesses are
not intending to review their policies or
issue guidance at all to manage potential
staff issues during the World Cup. One
respondent commented “I consider our
existing policies will suffice - it's not the first
time we've had a World Cup.”

Comprehensive and up-to-date policies
and procedures are likely to be central to
effective management of employees at this
time. Policies and procedures set out the
rules about staff behaviour and serve as
clear guidance to employees about the
business' expectations. Where the policies
and procedures are communicated to
employees and, if appropriate, training is
given, employers have a clear avenue of
redress for managing employees who
breach the rules. Further, in some
circumstances, effective policies can afford
an employer a defence to vicarious liability
for its employees' actions. 

A sporting event like the World Cup
impacts on a number of different policies
and procedures from the most universal
like absence management to the more
specific like equal opportunities and
alcohol use.  

Live online streaming of matches and the
availability of frequent email updates mean
that employers should determine or
revise their internet and email policy in
advance of the World Cup. This type of
policy should clearly identify what level of
personal use is allowed by employees and
whether there is any relaxation in the
restrictions during major sporting events.
The policy should also make clear the
repercussions for exceeding the
permitted levels of use. A surprisingly 
low percentage of employers (18%) are
intending to review their email and
internet usage policy, risking a confused
message or uncertainties about permitted
employee behaviour during the World
Cup and potentially putting employers on
shaky ground for taking any disciplinary
action in respect of excessive use. 

Alcohol is likely to be enjoyed during 
the World Cup. Employers who are
considering screening matches in the
workplace during working hours will 
need to be clear to employees about 
the extent, if at all, to which alcohol is
permitted. Managing alcohol use may also
be relevant where employees will be
coming into work shortly after watching

matches. With just 16% of employers
reviewing their alcohol policy, it seems
likely that employers believe that they
already have effective alcohol policies in
place. If not, it may be that employers will
find themselves on the back foot in
dealing with any alcohol-related issues
during the World Cup.

As outlined in the response to question
two, many employers are considering
screening matches at the workplace or at
a work event. Employers should not
forget that they can be vicariously liable
for any discrimination or harassment that
takes place during this time, including
racial banter that creates an offensive or
hostile environment for another
employee. Employers would be wise to
issue guidance, in addition to updating
their equal opportunities policy, to clearly
explain the parameters of acceptable
behaviour during work events. Out of the
policy reviews being undertaken, the
fewest number of employers (6%) were
intending to review their equal
opportunities policy. This is perhaps
surprising given that the potential
discrimination issues arising could present
employers with the most costly liabilities.

Q.5

Not reviewing 
policies - 68%

Yes - email and
internet use - 18%

Other - 4%

Yes - alcohol
consumption during
working hours - 16%

Yes - absenteeism - 21%

Yes - equal opportunities - 6%
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DO YOU INTEND TO MONITOR ABSENCE
MORE CLOSELY DURING THE WORLD CUP?

It is promising to see that 62% of
employers are confident that they 
have an effective handle on absence
management and do not need to
increase monitoring further during the
World Cup. Only 20% of respondents
planned to monitor absence more
closely during the World Cup. However,
large employers were more concerned
about the potential impact of absence 
as 25% of respondents employing 1,001
or more employees were planning to
monitor absence more closely. 

If an employee is absent without
authorisation, early intervention is key. 
If the employee does not provide
notification by the time specified in the
sickness absence policy or contract, line
managers should consider calling them. 
If there is no genuine reason for absence
it will be harder for the employee to be
untruthful if they are put on the spot. 
If employees do provide notification of
absence, but managers have concerns
about the genuineness of the reason for
absence, conducting a brief return-to-
work interview can provide a good
opportunity to identify any issues. It is
good practice to hold return-to-work
interviews no matter how short the
period of absence. 

An absence management policy should
make clear the process for reporting
sickness absence and any steps, such as a
return-to-work interview, that will be
taken on an employee's return. Some
unauthorised absence may ultimately
require disciplinary action. The absence
management policy should operate
alongside a disciplinary policy to govern
the steps that will be taken where there
is a suspicion that sickness absence is not
genuine. 

Q.6

No, we already
monitor closely - 62%

No - 18%

Yes - 20%
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CONCLUSION

METHODOLOGY

The survey reveals that employers have clearly given some thought as to how they
can manage the potential staff issues arising from the World Cup. However, there are
potential pitfalls that may not have been fully realised, particularly regarding fairness
between England fans and those supporting other national teams, and those who 
are not interested in football and may end up picking up the slack for their 
colleagues. However, employers are clearly switched on to the business benefits 
of maintaining staff goodwill. As one respondent commented “For flexibility 
to work there has to be a culture of mutual trust, if this is achieved both parties have a
win/win situation and so this vital give and take can be extended to anything. Having that
trust means increased commitment, loyalty and motivation.”

The survey was completed by 352 respondents between 7 and 17 May 2010. 
All respondents are senior business decision makers or HR professionals who were
drawn from a database including clients and contacts held by DLA Piper's Employment
department nationwide. All surveys were completed online and anonymously.
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SIZE OF ORGANISATION
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SECTOR

0%

5%

10%

15%

20%

25%

30%

35%

A B C D E F G H

KEY

A = Manufacturing
B = Retail
C = Hospitality and leisure
D = Professional/financial services
E = Public sector
F = Information and communication, 

media, marketing
G = Construction
H = Other
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LOCATION, BY NEAREST CITY

Belfast 0%
Birmingham 14%
Bristol 3%
Cardiff 1%
Edinburgh 4%
Glasgow 3%
Leeds 7%
Liverpool 5%
London 43%
Newcastle 1%
Manchester 9%
Sheffield 7%
Southampton 3%
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DLA Piper’s Employment, Pensions and Benefits group is a market leading global practice with a strong reputation for
delivering solutions-based advice and supporting clients in the day-to-day management of their people legal issues and
risks. It includes over 250 specialist lawyers working globally on a strategic and operational level on both contentious and
non-contentious matters across the private and public sectors. The group advises on all areas of employment, trade union
and employee relations, discrimination and diversity management, pensions, employee benefits and reward legal issues. 
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