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The U.S. construction sector has been impacted by the current economic slowdown.  In 

an effort to reduce costs while maintaining productivity levels alternative work schedules may be 

one potential solution.  Alternative work schedules vary, but compressed work week schedules 

and specifically four ten-hour day work week schedules (also known as 4/40 work schedules), 

are the focus of this study.  To determine whether a 4/40 work schedule would reduce costs and 

maintain current productivity levels, a study of non-construction sectors utilizing 4/40 work 

schedules was completed.  The effect that 4/40 work schedules have, the benefits or problems 

thereof, and the reasons behind their initial implementation were data collected for this analysis. 

This study addressed the feasibility of 4/40 work schedules in the construction sector.  

Additionally, it addressed the costs and benefits associated with the implementation of 4/40 work 

schedules in the construction sector.  The results of the study indicated that 4/40 work schedules 

would be both feasible and cost beneficial for small, specialized or trade specific construction 

firms. 

 



 

10 

CHAPTER 1 
INTRODUCTION 

Productivity can be defined as a measure of output from production processes per unit of 

input.  Specifically, labor productivity can be measured by output per labor-hour of input.  For-

profit businesses under ideal conditions operate in a manner that maximizes the output per labor-

hour of input.  In order to gain a competitive advantage, industry is constantly adjusting methods 

of operation to achieve ideal conditions and therefore an improvement in productivity.  This, 

along with other factors such as reduction in hours per week or work-life balance programs, is 

why alternative work schedules were first introduced.  Alternative work schedules vary, but 

compressed work week schedules and specifically four ten-hour day work week schedules (also 

known as 4/40 work schedules), are the focus of this study.   

The U.S. construction industry has been impacted by the current economic slowdown.  

The 4/40 work schedule is one potential option, in an effort to reduce costs while maintaining 

productivity levels.  To determine if a 4/40 work schedule would reduce costs and maintain 

current productivity levels, a study of non-construction sectors utilizing 4/40 work schedules 

would be prudent.  The effect that 4/40 work schedules have, the benefits or problems associated 

with them, and the reasons behind their initial implementation are all data needed to complete a 

thorough analysis.  

This study will address the feasibility of 4/40 work schedules in the construction sector.  

Additionally, it will address the costs and benefits associated with the implementation of 4/40 

work schedules in the construction sector.  The benefits examined will be both quantitative and 

qualitative. 
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CHAPTER 2 
LITERATURE REVIEW 

Introduction 

This review encompasses literature from the past three decades.  Topics related to 4/40 

work schedules were assessed.  It is important to note that the majority of the reviewed 

publications were current (within the last year or two) and several were in the 25-30 year old 

range.  This is significant because the current works generally focus on 4 day workweeks for 

their environmental, social, and productivity benefits.  The works  dated 10-15 years ago focused 

on use of the 4 day workweek primarily as a response to the economic downturn of the time, and 

this tactic was used to reduce the total work being done with lesser impacts on the amount of 

workers doing the work (or the unemployment rate).  While these same reasons may be 

applicable to the present US economy, from a more global standpoint the 4 day workweek has 

been looked at for its numerous other benefits.  The topics included in the review were: 4/40 

implementation in the late 1970s, public industry implementation, private industry 

implementation, alternative work schedules, and productivity and work-life balance. 

Four-Day Workweeks in The 1970s  

Hartman and Weaver (1977) state that “it is only since 1970 that the current rapid 

increase in the interest within both the public and private sectors toward the idea of a shortened 

workweek has emerged.”  The reasons for this rapid increase include “potential improvements in 

employee productivity, job satisfaction and recruitment as well as potential reductions in 

absenteeism, turnover and labor costs.  While there have been a wide variety of four-day plans, 

the most common has been four 10-hour days totaling the usual forty-hour workweek (4/40) 

(Fottler 1977).”  From 1969 to 1974, two notable four-day workweek indirect studies were 

conducted by the American Management Association and the American Society for Personal 
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Administration and the Bureau of National Affairs.  In these indirect studies the data collected 

was based on the opinions of management personnel regarding the four-day workweek 

(Calvasina and Boxx 1975).   

Due to the subjective nature of the prior indirect studies, researchers conducted several 

direct studies on the implementation of 4/40 work schedules.  One direct study conducted 

tracked productivity indexes, variability in performance, and the effect of personal characteristics 

on performance.  Personal characteristics included age, marital status, number of dependants and 

education level achieved.  The populations studied were employees of two clothing 

manufacturing factories owned by the same firm but in different geographic locations.  Six 

months of traditional five-day work weeks were observed prior to the implementation and 

observation of six months of four-day work weeks of the same population.  “From the results of 

this study, change from a five-day to a four-day workweek did not materially affect employees’ 

productivity.  Variability in performance . . . and worker patterns similarly were unchanged 

(Calvasina and Boxx 1975).”  It needs to be noted that while productivity of labor alone was not 

affected by change in work schedule, significant start-up and shutdown time periods could 

increase the productivity of four-day workweeks when compared to five-day workweeks 

(Calvasina and Boxx 1975).   

Public Sector Implementation 

 “[Alternative work schedules] are becoming much more broadly accepted in both the 

public and private sectors.  This is significant because government is subject to greater 

procedural standards.  When any kind of movement takes place, it takes a while for it to first 

become significant and then to become part of formal procedure (Newman 1989).”  In June of 

2008, the state of Utah became the first state in the United States to adopt a four-day workweek.  

The Working 4 Utah initiative announced by Governor Jon Huntsman was a direct response to 
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soaring energy costs.  State government service hours were extended to 7 a.m. to 6 p.m. Monday 

through Thursday and offices were closed on Fridays (Marquez 2008).  Governor Huntsman said 

that by keeping most state workers home every Friday, the state will save an estimated three 

million dollars on utility bills a year (Governing Magazine 2008).  “The practice [of working 

4/40 work schedules] mirrors what happened in the 1970s during the Carter administration – 

another period when hard economic times resulted in energy conservation measures such as 

shorter weeks (Kadaba 2008).” 

Other public institutions have implemented similar cost-saving schedules. Brevard 

Community College in Cocoa, Florida, went to four-day work weeks for the 2007 summer 

session and saved $268,000 in energy costs.  Additionally, sick leave fell by 50% and turnover 

among the 1,500-person staff dropped by 44% (Holland, 2007/8).   Many federal workplaces 

have included a host of benefits, including flexible work arrangements (Dalphonse et al. 2007).  

In an article titled Great Places to Work, the authors found that The US Nuclear Regulatory 

Commission ranked number one for work/life balance (Dalphonse et al. 2007).  This was due, in 

part, to the use of alternative work schedules by the commission.  

 “The Kansas Department of Administration tried a pilot four-day work week [in 2007] in 

response to rising gas prices.  Numerous employees took advantage of it, but because the state 

has to keep running five days a week, it wasn’t for everyone (Topeka Capital-Journal 2008).  

Similar results were not experienced in all public organizations.   

In 2004, Spanish Fork City, Utah, began offering 4/40 work schedules to most city 

employees.  In 2008, a Brigham Young University study was conducted on the employees 

working the 4/40 schedule.  The study found that more than 60% of the employees reported 
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higher levels of productivity and that citizen access improved as a result of the 4/40 work 

schedule (Gehrke 2008). 

A recent case study documented “a three-day compressed work week implemented by the 

Bexar County Sheriff's Department, Patrol Division . . . in its effort to increase patrol coverage 

during periods of peak activity with limited resources. (3) Seven-day (24 hour) patrol coverage 

under this plan was attained by four shifts each working 13 hours and 20 minutes a day. Each 

patrol officer works three days on duty followed by four days off duty (Gilbert 1997).” The 

results of the study included “commonly cited advantages of the compressed work schedule are 

improvement in work output, employee morale, customer and employee relations, and easier 

recruitment, as well as, corresponding reductions in absenteeism, turnover, tardiness, overtime, 

and operating expenses.  The advantages reportedly outweigh any disadvantages. Workers, for 

example, cite the larger block of usable leisure time, less commuting time, and greater 

opportunities for secondary employment as the most positive attributes (Gilbert 1997).” 

Private Sector Implementation 

 In addition to all the public entities that have switched to 4/40 work schedules, the 4/40 

work schedule has also been implemented in various private organizations.  Caterpillar was 

among firms to move to a compressed workweek.  “Bosses at Caterpillar . . . gave shop floor 

workers the option of voting for . . . a shorter week.  Almost nine in 10 of the 566 employees 

voted for reduced hours, which will see them working longer shifts in a four-day week (Griffin 

2008).”    

 Amoore Group, a Pennsylvania health and welfare-to-work consulting firm, has had 

employees working 4/40 work schedules since May 2008.  The chief executive officer, Renee 

Amoore, said fewer people are calling in sick, fewer are taking a personal day, and employees 

are feeling refreshed in spite of the 10-hour days (Kadaba 2008).  A nationwide survey 
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conducted by the New York-based human resources consultant, Mercer, found that of 303 

companies, were offering a four-day option for the first time (Kadaba 2008).   

 Private firms have looked into 4/40 work schedules for other reasons, too.  Recent 

escalation of fuel costs has led to difficulty recruiting new employees who might not live in the 

immediate surrounding area of a firm.  One such firm is North Shore-Long Island Jewish Health 

System, a regional network of 13 hospitals with 38,000 employees.  Employees of the firm tend 

to come from within a 25-mile radius and 80% of the employees drive to work because of the 

impracticality of the Long Island public transportation system.  “[The firm] had trouble filling 

jobs for housekeepers, nursing attendants and others because they had to come from far away 

and it cost too much (Kiger 2008).”  “North Shore-Long Island Jewish Health System expanded 

the compressed workweek option that it already offered to nurses as a recruiting inducement, 

offering the schedule to physical therapists, respiratory therapists and operating room technicians 

(Kiger 2008).”  North Shore is not the only firm using the compressed workweek as a benefit, 

either. 

 Fortune’s 2006 list of America’s 100 best companies to work for lists flexible work 

policies as a common attribute among the winners. “Only 25 firms on the list in 1999 offered 

compressed workweeks, such as four 10-hour days with Fridays off.  Today, 81 companies do. 

Such benefits do make a difference (Frauenheim 2006).” 

Other Types of Alternative Schedules 

According to Robert A. Lussier, director of training and development at Springfield 

College, one of the two driving forces behind the popularity of compressed workweeks is more 

flexible work schedules for employees (Sunoo 1996).  The most popular compressed workweek 

utilized is the 4/40 work schedule.  “Another option is the Monday through Thursday nine-hour 

day with an eight-hour day Friday; half the employees work every other Friday.  There also is the 
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four-days-on, three-days-off approach [with rotating schedules] (Sunoo 1996).”  In some cases, 

though, a company may allow employees to work nine hours Monday through Thursday and 

then take off after four hours on Friday. 

In a St. Louis architecture firm, for instance, “employees work daily from 7:30 a.m. to 5:30 

p.m. –putting in 81 hours in nine days.  On alternating Fridays, the company shuts down while a 

skeleton crew of five or six, who will get the following Friday off, holds down the fort (Fenn 

1995).”  The owner of the firm also reported a significant reduction in the amount of sick time 

taken by employees as well as an increase in productivity (Fenn 1995). 

Flextime is another type of alternative schedule.  Flextime allows workers to “adjust their 

hours according to their needs, giving them more control over their lives (Newman 1989).”  

Newman discussed the benefits and challenges with managing employees in a flextime 

environment.  Employees are given more responsibility and typically improve performance as a 

direct result.  “There is no longer such a thing as being late for work; if employees show up later, 

they are obligated to stay later.  Many businesses have reported that absenteeism has been 

reduced following the adoption of flexible schedules (Newman 1989).” Managing performance 

becomes more difficult however, “you can’t judge performance by presence.  You have to judge 

it by output—which is harder to do (Newman 1989).” 

Productivity 

 “Studies focusing on the impact of compressed work schedules on employee performance 

have produced mixed results (Dunham et al. 1987).”  Two decades and countless numbers of 

studies later and the same holds true.  A 1999 psychological study on the effects that a 

compressed work schedule has on employee productivity and performance is one example.   

The 1999 study “suggested that there are only a few hours a day where employees enjoy 

their peak period and perform at optimal levels.  Thus, having employees work longer hours (as 
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is required in a compressed workweek work schedule) should increase the amount of time they 

are working at suboptimal levels (Baltes et al. 1999).”  The study further states that “results of 

compressed-workweek-schedules . . . have been mixed, with productivity either improving or 

staying the same after the implementation of a compressed workweek work schedule.  Thus, 

although theoretically we would expect the implementation of a compressed workweek work 

schedule to lead to lower productivity, . . . research does not support this claim (Baltes et al. 

1999).”  

The U.S. Department of Labor reported hours worked and output for combinations of 

five, six, and seven scheduled days and eight, nine, ten, eleven and twelve scheduled hours.  The 

data is shown in Figure 2-1.  The U.S. Department of Labor data documented efficiency loss as it 

correlated with hours per day, days per week and total hours per week.  The base line 

representing 100% efficiency or no efficiency loss was the 40-hour per week work schedule 

consisting of five 8-hour days per week (Schwartzkopf 1995). 

Work-Life Balance and Employee Morale 

 “Leading corporations first installed comprehensive work/life programs [in the early 

90’s] designed to draw more talent into the workplace and help employees focus on the tasks at 

hand (Hansen 2002).”  The high morale and satisfaction rates associated with theses work/life 

programs is a result of the “perception of customization of work schedule, a matching of 

individual or team needs and work style with available options (Marquez 2008).”  “Despite the 

time and money poured into these programs, few claim unmitigated success, and on an aggregate 

level, little has changed (Hansen 2002).” 

 “Workplace surveys still register high levels of employee stress stemming from work/life 

conflicts (Hansen 2002).”  Hansen states that groups of minority workers and women continue to 
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be unemployed or underemployed because of ‘family responsibilities and bias in the workplace.’  

In many cases the programs reach only the workers who need them the least (Hansen 2002). 

 A roundtable discussion, sponsored by The New York Times Job Market, included nine 

HR executives from top companies and consultancies.  When entry-level employees were asked 

whether they considered themselves fast-trackers (those willing to work time greater than 

minimum required in order to gain promotion and advancement within a firm), 10% answered in 

the affirmative, but when senior level executives were asked the same question 60% said that 

they considered themselves to be fast-trackers. While few entry-level employees surveyed 

reported that they were willing to work additional hours for the purpose of promotion or 

advancement within a firm, the majority of senior level executives surveyed stated that they had 

worked additional hours for the purpose of promotion and advancement.  These executives 

unanimously agreed that their firms were committed to promoting work/life balance.  And while 

many of the firms offered flextime and extensive work/life benefits, most found difficulty in 

creating a corporate culture that supports these programs (Hansen 2002). 

 Starwood Hotels and Resorts Worldwide, Inc. for example, “offers flexibility for 

employees at corporate headquarters but cannot extend the same consideration to workers at the 

hotel properties, where shift work is common (Hansen 2002).”  Macy’s, a New York City retailer 

with 30,000 employees, faced similar limitations because store hours in the retail industry are 

customer driven.  Although these challenges exist, “data from the U.S. Bureau of Labor Statistics 

suggests slow or no growth in work/life programs in recent years and the companies at the 

[business human resource officers] roundtable report few new programs (Hansen 2002).”   

 “Research has been conducted on the use of alternative work arrangements in the private 

sector, showing significant relationships between alternative work arrangements and decreased 



 

19 

employee turnover intentions, increased productivity and job performance, and decreased levels 

of work-family conflict, as well as an indirect relationship with job dissatisfaction and general 

health (Facer and Wadsworth 2008).”  According to a Brigham Young University study, 

employees who work a 4/40 work schedule experience lower levels of at-home conflict, which 

they report translates to a higher job satisfaction and productivity (Facer and Wadsworth 2008). 

The BYU study included surveys of city employees working 4/40 schedules as well as surveys of 

their counterparts working 5/40 schedules, overall work-life conflicts reported were significantly 

different (and lower) for the workers with the 4/40 schedule (Facer and Wadsworth 2008).  The 

primary sources of conflict cited were family issues, being too tired, too heavy a workload and 

lack of time to spend with family/friends (Facer and Wadsworth 2008). 

Construction Ties 

 “The 10-hour, four-day workweek is essential to creating greater flexibility in the 

construction industry (Garrison 2008).”  Garrison also discussed how shortages of labor and 

competition between firms for fewer workers will force consideration of the 4/40 work schedule, 

as it is more attractive to potential workers.  Some additional benefits of the 4/40 work schedule 

in construction are: the ability to make up lost rain days without working on weekends, overtime 

can now be performed on a weekday as well, and productivity increases as a result of the longer 

work day (Garrison 2008). 

Summary 

 Relatively little work has been published regarding compressed work weeks in the 

construction industry specifically.  As a result, data collected in this literature review, was used 

and adapted to develop formulas specific to the construction industry.  The final intent was 

determining the feasibility of compressed workweeks in construction, their associated cost, and 

their associated benefits. 
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Figure 2-1. Productivity loss as a function of work days per week and work hours per day 
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CHAPTER 3 
METHODOLOGY 

Introduction 

A feasibility study and cost-benefit analysis of implementing a compressed workweek (or 

4/40 work schedule) as it would be applied to the construction industry was conducted. The types 

of organizations used for this analysis were both public and private in nature, and there was not a 

specific targeted group.  The methodology followed in this research was determined by the 

objective of the study and the hypotheses statements listed in the introduction.   

Steps Taken 

The steps taken were as follows: 

1. A literature search was performed on material related to labor productivity, compressed 
workweek schedules and how it might relate to the construction industry. 

2. The data needed for the analysis was identified. 

3. The sources of data on 4/40 work schedules in public and private sectors were identified as 
key individuals in both a public and private organization/firm. 

4. An interview was designed to collect the necessary data about 4/40 work schedule 
implementation in public and private sectors. 

5. The interviews were administered to key individuals to obtain the data on 4/40 work 
schedules in both the public and private sectors. 

6. The data collected was recorded and reported by the author in the results section of this 
thesis. 

7. A determination of the feasibility of 4/40 work schedules in construction was made, this 
determination was based on both the literature reviewed and the data collected. 

8. A basic model, including limited variables, was developed for cost-benefit analysis of 4/40 
work schedules for specific types of construction firms.  

9. Recommendations were made for future research regarding implantation of 4/40 work 
schedules in the construction sector. 
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CHAPTER 4 
INTERVIEWS 

Introduction 

 Through the use of interviews, the author collected data.  Basic data such as job title, 

name of firm and primary type(s) of business(es) performed were collected and recorded.  

Specific topical data collected and recorded included length of time on 4/40 schedule, how many 

employees on the 4/40 schedule and what groups of employees were on the 4/40 schedule (if not 

all).  Additional details regarding employee morale, productivity levels and work-life balance 

were also discussed 

Public Labor Representative Interview 

 According to Dori Henry, press spokesperson for the head of Maryland’s department of 

labor, the state now offers 4/40 work schedules to more than seventy percent of state employees. 

The state has had some 4/40 work schedule programs since the first quarter of 2008.  Key 

individuals were not on the 4/40 work schedule as their positions were considered essential for 

5/40 work schedules.  Productivity levels have been maintained at the pre-implantation levels, 

and employee morale has increased at the office location.  (Dori Henry, personal communication, 

November 26, 2008) 

 The Maryland department of labor also collects labor statistics on various public and 

private industries throughout the state.  Ms. Henry advised that there have been construction 

businesses reporting the use of a compressed workweek, including use of the 4/40 work 

schedule.  The elevator labor union has been operating on a 4/40 workweek for many years.  

Other trade labor unions have reported similar work schedules. 
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Private Firm Representative Interview 

 According to Jennifer Brown, accounting executive for Stonewood Holdings, LLC, her 

firm offers 4/40 work schedules to all of its corporate headquarters employees. The firm had its 

corporate headquarters operating on 4/40 work schedules since 2007.  Productivity levels have 

been maintained at the pre-implantation levels, and employee morale has increased at the 

corporate office location.  (Jennifer Brown, personal communication, December 9, 2008) 

 Stonewood Holdings, LLC operates restaurants regionally throughout states in the 

southeast.  Ms. Brown advised that due to the nature of the restaurant business, restaurant 

employees are not offered the 4/40 work schedule.  Ms. Brown advised that as a former 

restaurant employee, work schedules at individual restaurants are up to the managers, but often 

flexible or alternative work schedules are permitted and encouraged.  
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CHAPTER 5 
ANALYSIS OF RESULTS 

Productivity Loss 

 Based on the U.S. Department of Labor data, the researcher determined a projected 

correlation for four scheduled days and ten, eleven and twelve scheduled hours was determined.  

Figure 5-1 shows U.S. Department of Labor data as well as the researcher’s projections for four 

scheduled days developed by calculating averages of efficiency loss based on hours per day, 

days per week and total hours per week worked.  Figure 5-1 also shows that four scheduled days 

with ten scheduled hours results in a projected productivity loss of two percent.  This percentage, 

when multiplied by 40, computes the weekly productivity loss per employee as 0.8 hours per 

week.  The total productivity loss (in dollars) of a firm is computed by multiplying the number of 

employees working 4/40 schedules by the average cost per hour of those employees by 0.8 

hours. 

Cost Benefit Formulas 

The information obtained through the research and interviews conducted have allowed 

for the isolation of specific and quantifiable costs potentially saved by implementing 4/40 work 

schedules.  The following formulas were developed by the researcher to determine the exact 

amount of savings realized upon implementation of 4/40 work schedules.   These are the 

formulas used in the example case study analyses: 

1. Realized travel savings (per week) = 2 * [(number of field employees * average hourly 
cost * average time to commute from office/branch) + (number of company vehicles * 
average cost per mile (including fuel, maintenance, etc.) * average number of miles from 
office to jobsite)] 

2. Realized set up and clean-up savings (per week) = (set-up time including material lay-out, 
tool layout, etc. + clean-up time including storing material, tools, etc. and cleaning) * 
average number of projects ongoing * average hourly cost 
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3. Realized productivity losses (per week) = efficiency loss * number of employees * average 
hourly cost 

4. Total annual cost-benefit of 4/40 work schedule = 52 * (realized travel savings + realized 
set up and clean-up savings + realized productivity losses) 

Example Case Studies 

Using the formulas, the researcher completed example case studies and analyzed the 

results to determine the projected cost benefit to construction firms of various size and scope.  

The estimated values for three different example firms were input into the researcher’s 

spreadsheet model to generate the results.   

 Travel times used in the model include travel time from the firm’s office to the 

jobsite.  Travel times do not include the commute time from the employee’s residence to the 

office.  For firms that allow company vehicles to be taken home to the employee’s residence, a 

factor taking into account the firm’s policy on commute time must be determined. 

The first example case study, shown in Table 5-1, is for a very small firm (< 20 

employees) with few employees that might travel longer distances to reach the jobsite. The 

average hourly cost would be higher as a result of a more experienced employee makeup and 

higher per employee non-wage costs such as insurance and benefits.  The savings on set-

up/clean-up time for the example firm are not huge due to the small number of concurrent 

projects.  The travel costs are proportionally high due to the longer distance and time traveled 

and the higher average hourly cost.  Average cost per mile would change based on size of fleet 

and therefore is very close in all three case study examples. Realized productivity losses would 

also be low due to the small number of employees.  At just over $62,000, annual cost savings 

associated with the implementation of 4/40 work schedules for a firm similar to the example in 

Table 5-1 would be significant. 
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The second example case study, depicted in Table 5-2, is for a moderate sized firm (20-

100 employees) with employees that might travel medium distances to reach the jobsite.  The 

average hourly cost would be slightly higher as a result of an experienced employee and non-

experienced employee makeup and moderate per employee non-wage costs such as insurance 

and benefits.  The savings on set-up/clean-up for the example firm are moderate due to the 

greater number of concurrent projects.  The travel costs are relatively high due to the moderate 

distance and time traveled and the higher average hourly cost.  Average cost per mile would 

change based on size of fleet and therefore was reduced in example two. Realized productivity 

losses would be higher due to the greater number of employees.  At just over $155,000, annual 

cost savings associated with the implementation of 4/40 work schedules for a firm similar to the 

example in Table 5-2 would be significant. 

The third example case study, depicted in Table 5-3, is for a large sized firm (>100 

employees) with employees that might travel shorter distances to reach the jobsite.  The average 

hourly cost would be slightly lower as a result of a lower experienced employee to non-

experienced employee ratio and lower per employee non-wage costs such as insurance and 

benefits.  The savings on set-up/clean-up time for the example firm are higher due to the high 

number of concurrent projects and the increased size of projects performed.  The travel costs are 

lower due to the shorter distance and time traveled and the lower average hourly cost.  Average 

cost per mile would change based on size of fleet and therefore was reduced in example three. 

Realized productivity losses would be higher due to the greater number of employees.  At just 

under $492,000, annual cost savings associated with the implementation of 4/40 work schedules 

for a firm similar to the example in Table 5-3 would be significant. 
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Benefits Summary 

 Table 5-4 shows some of the benefits of the 4/40 work schedule previously discussed.  

Table 5-4 separates the listed benefits into three categories: benefits to the employee, benefits to 

the employer and benefits to society.  Some benefits are classified into more than one group. 

Table 5-1. Example case study #1 
Realized Travel Savings  

Number of employees 15 
Number of company vehicles 5 
Average commute to jobsite (miles) 50 
Average commute to jobsite (hours) 1 
Average cost per mile (fuel, maintenance, etc.)  $               0.48  
Average cost per hour  $             40.00  
Total cost per day for travel  $        1,440.00  

Realized Start/End Savings 

Total time to set-up (lay-out material, move 
tools/equipment) 

1 

Total time to clean-up (store materials, secure 
tools/equipment) 

1 

Total # of projects (ongoing) 3 
Total cost of set-up and clean up per day  $           240.00  

Realized Productivity Losses 
2% Efficiency loss (in hours per week) -0.8 
Number of employees 15  
Average cost per hour  $             40.00  
Weekly productivity loss of 4/40 work schedule  $        (480.00) 
Total Annual cost-benefit of 4/40 work 
schedule 

 $      62,400.00  
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Table 5-2. Example case study #2 
Realized Travel Savings  

Number of employees 50 
Number of company vehicles 25 
Average commute to jobsite (miles) 35 
Average commute to jobsite (hours) 0.7 
Average cost per mile (fuel, maintenance, etc.)  $                 0.47  
Average cost per hour  $              32.00  
Total cost per day for travel  $        3,062.50  

Realized Start/End Savings 

Total time to set-up (lay-out material, move 
tools/equipment) 

1 

Total time to clean-up (store materials, secure 
tools/equipment) 

1.5 

Total # of projects (ongoing) 15 
Total cost of set-up and clean up per day  $        1,200.00  

Realized Productivity Losses 
2% Efficiency loss (in hours per week) -0.8 
number of employees 50  
Average cost per hour  $              32.00  
Weekly productivity loss of 4/40 work schedule  $      (1,280.00) 
Total Annual cost-benefit of 4/40 work schedule  $    155,090.00  
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Table 5-3. Example case study #3 
Realized Travel Savings  

Number of employees 300 
Number of company vehicles 125 
Average commute to jobsite (miles) 25 
Average commute to jobsite (hours) 0.5 
Average cost per mile (fuel, maintenance, etc.)  $              0.46  
Average cost per hour  $            28.00  
Total cost per day for travel  $    11,275.00  

Realized Start/End Savings 

Total time to set-up (lay-out material, move 
tools/equipment) 

1.5 

Total time to clean-up (store materials, secure 
tools/equipment) 

2 

Total # of projects (ongoing) 50 
Total cost of set-up and clean up per day  $      4,900.00  

Realized Productivity Losses 
2% Efficiency loss (in hours per week) -0.8 
Number of employees 300  
Average cost per hour  $            28.00  
Weekly productivity loss of 4/40 work schedule  $    (6,720.00) 
Total Annual cost-benefit of 4/40 work 
schedule 

 $ 491,660.00  

 

 

Figure 5-1. Productivity loss as a function of work days per week and work hours per day with 
projections for 4 days per week 
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Table 5-4. 4/40 Benefits by group 
 Employee Employer Society 
Time Savings * * * 

Improved Morale * * * 

Productivity * * * 

Roadway Use * * * 

Traffic * * * 
Increased Time For 
Friends & Family 

* * * 

Cost Savings * * * 

Recruiting * * * 

Absentee Rate * * * 
Employee 
Turnover 

* * * 

Energy 
Conservation 

* * * 
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CHAPTER 6 
CONCLUSIONS AND RECOMMENDATIONS 

Conclusions 

 After completing this study on 4/40 work schedules, the researcher determined that 4/40 

work schedules are feasible in construction.  Although they could realize some of the benefits of 

4/40 work schedules, construction management and field supervision firms would likely find 

4/40 work schedules not feasible.  This is due to the typical requirement that construction 

management and field supervision personnel are present at all times any work is performed on a 

project.  Other reasons might include insurance, security and scheduling logistics.  The feasibility 

of 4/40 work schedules is greatest for firms of small or specialized capacity and small trade firms 

with specific work that can be completed within the compressed workweek format.  Additionally 

these firms stand to have the greatest benefit by implementing a 4/40 work schedule. 

 While the value of the benefits of increased employee morale or better work-life balance 

cannot be readily quantified, it can be assumed that employees that are more productive work 

safer. Cost savings associated with a safer work environment, especially in construction, may be 

huge.  Other factors such as decreased wear and tear on roadways can benefit society and 

governments as a whole.  Reduced traffic congestion may also be realized through the 

implementation of 4/40 work schedules.  It is the author’s belief that 4/40 work schedules, when 

implemented properly, are feasible and cost-beneficial in certain construction organizations. 

Recommendations 

 Based on the analysis completed, leaders and decision makers in the construction 

industry can be given advice based on the type of firm that they represent.   Implementation of 

4/40 work schedules would be advisable only in firms of small or specialized capacity and small 

trade firms with specific work that can be completed within the compressed workweek format.  It 
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is not advisable to implement the 4/40 work schedule in large, unspecialized firms that have 

primary functions in construction management, scheduling or field supervision.   

Recommendations regarding 4/40 work schedules would also depend greatly on specific 

project schedule or duration.  For projects with compressed duration or when ‘fast-tracking’ is 

required the 4/40 work week may only be an option when utilized in conjunction with overtime 

or multiple shift work schedules.  Conversely when the duration of a project is of secondary 

importance (to cost or quality), 4/40 work schedules may be a very attractive option for the right 

firms employed on that particular project. 

The 4/40 work schedules, when implemented properly, are cost effective.  The 4/40 work 

schedules do offer cost savings by improving productivity, reducing expenses, and improving 

worker morale.  In order to determine the exact amount of cost savings realized specific studies 

targeting that data would need to be performed. 

Future studies should determine the specific effects that 4/40 work schedules will have on 

different types of construction firms be performed.  This study was limited to data collected 

regarding non-construction firms where 4/40 work schedules had been implemented and 

therefore has limitations on accuracy within the construction sector.  Future specific, targeted 

and controlled research studies would be recommended to determine actual results of 4/40 work 

schedule implementation. These studies would have the most value if they target specialized 

trade firms on large scale projects that are not required to ‘fast track’ the schedule of said project. 
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