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Workplace Flexibility Agenda 
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HR Challenges and Trends 

 

Workplace Flexibility Overview 

 

Building a Flexible Workplace 
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Source:  TW Global 2014 Talent & Rewards and Global Work Force Studies 



4 Source: 2014 Towers Watson Global Workforce Study 

Towers Watson’s Sustainable Engagement Model 



Highly 

Engaged 

40% 
1 

TW’s 

Sustainable 

Engagement 

Model 

 

Belief in company goals and objectives 

Emotional connection (pride, recommending employer) 

Willingness to give extra effort to support success 

 

Traditionally 

Engaged 

Traditionally engaged 

but lack the enablement 

and/or energy for 

sustainable engagement 

 

2 
Detached 

17% 3 
Unsupported 

19% 4 

 

Free from obstacles to succeed at work 

Availability of resources to achieve exceptional performance 

Ability to meet work challenges effectively 

 

Enabled 

 

Sustaining the energy needed at work 

Team effectiveness in the work environment 

Feelings of enthusiasm/ accomplishment at work 

 

Energized 
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Scored high on all 

three elements of 

sustainable 

engagement 

Enabled 

24% 

Feel supported and/or 

energized but lack a 

sense of traditional 

engagement 

Less favorable scores for 

all three aspects of 

sustainable engagement 
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Companies with a highly evolved employment deal are: 

3x as likely to report their 

employees are highly 
engaged. 

1.5x as likely to report 

achieving financial 
performance significantly 

above their peers. 



Employee Value Proposition/Total Rewards Strategy 

Benefits 

 
Health 

Retirement 

Paid Time Off 

Career 
 

Development 

Training 

Performance  

   Management 

Pay 

 
Base  

Variable 

Premium 

Work  

Environment 
 

Autonomy 

Challenge 

Flexibility 

Culture 
 

Values/Beliefs 

Reputation 

Leadership 

Recognition 
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Employee 

Value 

Proposition 



Top Drivers of Sustainable Engagement 

8 Source: 2014 Towers Watson Global Workforce Study — Global 

Leadership 

1 

 Effective at 
growing the 
business 

 Sincere  

 Consistent 

 Trust and 
confidence 

Goals and 
Objectives 

2 

 Clearly 
understood 

 Individuals 
continue to help 
achieve company 
goals 

Workload and 
Work/Life 

3 

 Healthy balance  

 Flexible 

 Adequately 
staffed 

Image 

4 

 Highly regarded  

 Honesty and 
integrity 

Empowerment 

5 

 Employees 
involved in 
decisions 

 Organization 
seeks feedback 

 Acts on 
employee 
suggestions 



Top Attraction Drivers 
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Sources: 2014 Towers Watson Global Workforce Study and 2014 Towers Watson Global Talent 
Management and Rewards Study 

1 

2 

3 

4 

5 

6 

7 

Career Advancement Opportunities 

Base pay/Salary 

Challenging work 

Organization’s reputation as a good employer 

Organizations mission/vision/values 

Learning and development opportunities 

Job security 

Base pay/Salary 

Job security 

Career advancement opportunities 

Challenging work 

Organization’s reputation as a good employer 

Vacation/Paid time off 

Learning and development opportunities 

Employer view – 
TM&R Study 

Employee view – 
GWS 



Examples of strong internal brands from global peers 
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“Where you work 

touches lives.” 

 — Disney 

 

“Do cool things 

that matter.” 

 — Google 

“Grow with us.” 

 — Kellogg 

“Help us build a 

smarter planet.” 

 — IBM 

“Inspired by purpose. 

Have your career 

validated 4 billion 

times a day.” 

 — P&G 

“Rock Solid® Total 

Rewards.” 

— Prudential 

 

“Great people make 

great beer.” 

 — Miller Coors 

“Share your passion.” 

 — BMW 

 



11 



Top Retention Drivers 
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1 

2 

3 

4 

5 

6 

7 

Base pay/Salary 

Career advancement opportunities 

Relationship with supervisor/manager 

Manage/Limit work-related stress 

Learning and development opportunities 

Short-term incentives 

Challenging work 

Base pay/Salary 

Career advancement opportunities 

Trust/Confidence in senior leadership 

Length of commute 

Relationship with supervisor/manager 

Manage/limit work-related stress 

Job security 

Employer view – 
TM&R Study 

Employee view – 
GWS 

Sources: 2014 Towers Watson Global Workforce Study and 2014 Towers Watson Global Talent 
Management and Rewards Study 



“Benefits” Leveraged to Retain Employers 
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Changing Nature of Work, Technology and the Workforce 

14 

 Pace of Technological Change 

 

 Economic and Workforce Globalization 

 

 Shifting Demographic Patterns 

 

 

 

 

 

 

Welcome to the 21st Century 



Pace of Technological Change 
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Mobile communication devices  allow us to stay connected and provide 

access  to anyone in the world - at any time, from almost anywhere.    

 Today’s  employees can  retrieve  information and perform  functions  such as data 

analysis, case management, customer service  and  financial  reporting from any 

location  where  they  have access  to a network.  

 

 



Workplace Globalization 
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Geography no longer limits our ability to connect,  join communities, and work. 

 

Demand for employees exceeds the supply 

• Especially true for highly skilled jobs. 

 

May not be able to find locally or within remote 

locations in which you operate 

 

May be cheaper to perform certain functions in 

other countries 

 



What will 2018 look like for your Organization? 

Illustrative company demographic shift 
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Global company population — By age 



 
  
 
 
 

 

OLD NEW 

• LIVE to work 

• INDIVIDUAL achievement  

• CORNER office 

• PRESTIGE 

•  Work to LIVE 

•  GROUP oriented 

•  FLEXIBLE schedules/social media 

•  GIVING BACK 

Source: Intelligence Group – Cassandra Report; 2013 

New Value System 
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Not corporate-focused 
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Source: Intelligence Group – Cassandra Report; 2013 

57% of Gen 
Y’s would 

rather work 
freelance 

than a regular 
9 to 5 job 

57% would rather work for 
themselves than for a company 

55% would rather 
work for a start-up 
than a corporate 

environment 



Sacrifices made to Manage Work and Family/Personal Responsibilities  

(by generation) 
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Source:  EY 2015 Global Study on Work Life Challenges across Generations 



Balancing Act 
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88% of Gen Ys prefer  
work life integration vs.  

work life balance 

Source: Intelligence Group – Cassandra Report; 2013 
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Work Life Integration 
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Blending what you do personally and professionally in order to make both 

work. 

 

People exercising control and choice in their life to meet life’s challenges.  

 

The areas of a person’s life which require integration will change based on 

the individual’s life stages – it is constantly evolving.  



Why Workplace Flexibility … Why Now?  

Workplace Flexibility is Good Talent Strategy 

A Broader Talent Pool 

 If talent doesn’t need to be in the office, your talent pool is suddenly national even global 

- not local or even regional. 

 

Buy In  

 When talented employees decide to work from home three days a week, they are 

making a serious commitment to the organization. Instead of working for you, they are 

working with you.   

 

Higher Morale 

 Studies show that organizations that offer workplace flexibility have less absenteeism 

and turnover, and higher levels of engagement and productivity. 

 

Value Added 

 Truly engaged employees don’t leave the job behind when they’re off the clock. They 

carry their work and current projects with them 24/7. 
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Workplace Flexibility is….Smart HR Strategy 

Should be seen as a strategic move NOT an employee Benefit 

 

Progressive companies have an 

easier time attracting and retaining 

talent 

 

Affects employee productivity, your 

real estate footprint, energy use 

and other determinants of the 

bottom line.  

 

Source:  Deloitte –  “Workplace Flexibility – Take Control of Letting Go” 
25 



Case Study 
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Federal Office Closures in DC - 2010 

Issue 

Presented 
  

 In February 2010, the Washington, D.C. area was blanketed with 

over 30” of snow over a 12-day period, shutting down major roads 

and transit systems in the area 

Action Taken 
  

 Office of Personnel Management closed federal offices for 4 days, 

with 60% of employees logging on remotely to continue their work.  

 

Result 
  

 Reduced the cost of such “shutdowns” to taxpayers.   

 According to one estimate, the snow closures would have ordinarily 

cost the federal government over $100 million per day in lost 

productivity. By allowing federal employees to telecommute, there 

was a savings over $30 million per day, for a total savings of more 

than $150 million over the five snow closures in December 2009 and 

February 2010. 

 



Use of Flexibility for Business Continuity, Real Estate Solutions and /or 

Green Initiatives 

27 

2010 2013 2015 

We have a business continuity plan that 

involved the use of fwa’s if there was a 

disaster or circumstances that prevent 

our business from operating as normal  

56% 46% 82% 

We have (or are considering) the use of 

flexibility as a strategy for real estate 

issues. 

n/a n/a 24% 

We have (or are considering) the use of 

flexibility as a strategy for green or 

corporate sustainability initiatives. 

n/a n/a 20% 

Source:  World at Work 2015 Trends in Workplace Flexibility 



Workplace Flexibility… 

Everybody Wins 

 

People 

 

Planet 

 

Profits 

28 



What is Workplace Flexibility? 

A business strategy that allows 

workers to make choices about 

core aspects of their work related 

to: 

 

 Time – when and how long work is 

performed 

 

 Place – where work is performed, 

and/or 

 

 Task – the specific tasks that are 

performed 
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Types of Flexible Work Arrangements 

The Right Fit for your Organization, Culture and Workforce 

Flexible Work Arrangements Description 

Flex Time Choose starting and finishing times 

Compressed Work Week Work fewer than five days but still 

the same weekly hours 

Telecommuting Working someone other than the 

corporate office 

Regular Part Time Work hours less than 40 

Job Sharing Share a full time job with another 

employee 

Phased Retirement Allowing older employees to remain 

employed in a different manner and 

status 

Leaves and Sabbatical Authorized periods of time off 

(usually extended) 

30 



Workplace Flexibility Prevalence 
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2010 2015 

1 Telework on an ad hoc basis  83% 85% 

2 Flex Time (flexible start/start times) 84% 82% 

3 Part Time Schedules 84% 82% 

4 Phased Return from leave 59% 56% 

5 Telework on a regular, monthly basis (at least 1 day per 

month) 

58% 56% 

6 Telework on a regular, weekly bases (at least 1 day per 

week) 

57% 53% 

7 Compressed Workweek (e.g. 4/10, 3/12) 52% 48% 

8 Telework Full Time 37% 34% 

9 Phased Retirement 27% 30% 

10 Job Share 27% 21% 

Source:  Trends in Workplace Flexibility (WorldatWork, 2015) 

Teleworking, flex time and part-time schedules continue to top the list. 



32 



Workplace Flexibility 
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Non-Existent Inconsistent Strategic Deeply Embedded 

 Flexibility is rarely used, 

if at all, and is not 

viewed as an important 

element in attracting, 

motivating and retaining 

employees, nor 

achieving organizational 

success 

 Flexibility is viewed as a 

special perk, if allowed 

at all 

 Some formal programs 

and policies, but they 

are not widely applied 

 Some departments use 

flexible work 

arrangements, but their 

use is inconsistent and 

not organization wide 

 Flexibility options are 

limited and may still be 

viewed as a special 

perk 

 Flexibility is strategic 

and viewed as an 

essential organization 

success, and is widely 

used around the 

organization 

 However, formalities in 

the process or policy 

may limit the use of 

flexibility  

 

 The concept of 

workplace flexibility is 

part of our 

organization’s culture 

 There is universal 

access to flexibility and 

it is integrated into the 

everyday work 

environment 

 Employees feel free to 

request flexibility as 

needed and managers 

are encouraged to be 

“flexible” as they work in 

partnership with 

employees to find 

solutions that lead to 

employee and 

organizational success 

 

Continuum 
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“The secret of change is to  
focus all of your energy,  
not on fighting the old,  

but on building the new!” 
- Socrates 

 
 



Steps to Building a Flexible 

Workplace 



Building a Flexible Workplace 

Creating a culture of flexibility goes beyond offering flexible 

work arrangements. 

 

It involves an organization embracing a new work culture  

that recognizes employee’s needs to deal with personal 

issues and desires outside of work that may conflict 

 with  

standard work schedules. 

  

 It also recognizes the benefits that come with allowing 

flexibility within one’s schedule.  

36 



Steps to Building a Flexible Workplace 

Data Gathering and Needs Assessment   

 

Business Case Development 

 

Building your Program 

 

Ensuring readiness 

 

Incorporate Change Management 

Strategies 
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1.  Gather Data 

  

 

Assess Needs 

 Solicit input during staff meetings 

 Conduct focus groups 

 Gather information via staff surveys (i.e. 

engagement, exit interviews, etc.) 

 

Understand your options 

 Remote work/telecommuting 

 Flexible work hours 

 Compressed workweek 

 Job Sharing 

 Etc. 
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What’s Important in a Job? 

39 Source:  EY 2015 Global Study on Work Life Challenges across Generations 



Generational Reward Preferences 

What do different generations identify as priorities? 

 

Traditionals Baby Boomers Gen Xers Millennials 

R
e

w
a
rd

/P
e

rk
 

P
ri

o
ri

ti
e

s
 

• Phased Retirement 

• Recognition of long 

tenure and loyalty to 

the organization 

• Paid Time Off 

• Work redesign 

 

 

• Financial Planning 

and Education 

• Recognition of long 

tenure and loyalty to 

the organization 

• Wellness Initiatives 

• Community Volunteer 

Programs  

• Career Growth 

• Flexible Work 

Arrangements 

• Freedom/autonomy 

related to work and 

not being micro-

managed 

• Diversity/Inclusion 

Initiatives 

• Access to information 

networks 

• Participative, casual 

work culture 

• Training challenges 

• Development 

opportunities 

• Recognition/praise 

• Access to and 

integration of new 

technology 

Source:  WorldatWork  - Rewarding a Multi-Generational Workforce  



2.  Frame your Business Case 

Financial/Operational Customers 

■ Reduce regretted turnover rate 

■ Increase sales 

■ Increase productivity 

■ Increase efficiency 

■ Reduce (specific) costs 

■ Improve customer satisfaction 

■ Retain the best (most profitable) 

customers 

Employees Society 

■ Recruit and retain the best talent 

■ Improve employee engagement 

■ Advance progress on a pressing 

societal need 

■ Provide stewardship for the environment 

41 
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Building the Business Case 

Proof is in the pudding 

75% work more hours because of flexible work schedules  

      (work whenever and wherever they want) 

 

79% report increased productivity and 78 percent report increased 

efficiency 

 

64% reported improved work/life balance 

 

51% felt more relaxed because of flexible work  

 

Source:  World at Work – Survey on Workplace Flexibility – 2011 43 



Building the Business Case 

44 



Building the Business Case 

45 



Business Case 

Through telecommuting, Aetna cut 2.7 million square feet of office space 

for about  $78 million in cost savings a year 

 

 

 

 

http://www.reuters.com/article/2013/03/01/us-yahoo-telecommuting-aetna-idUSBRE92006820130301 

  

http://www.whitehouse.gov/files/documents/100331-cea-economics-workplace-flexibility.pdf 
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Bottom Line Business Results 

Employees are Happier and Healthier 

2015 Telecommuter Survey  - 

MomCorps 

 

Improved nutrition 

 Greater control over food choices 

 Access to a full kitchen (in which they can 

prepare healthier meals) 

 No social pressure to eat out 

 

Better physical health 

 Less exposure to germs 

 Ability to get up and move around  

 Increased access to natural light 

 

 

http://www.momcorps.com/press-room/blog/blog/2015/11/03/3-health-benefits-of-working-remotely 
47 



Bottom Line Business Results 
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Employees are happier and healthier 

Decreased job stress 

 Long commutes, toxic co-workers, 

continual interruptions and an "always 

on" work environment are a recipe for 

one thing: STRESS.  

 

Improved sleep – with a zero commute 

time many workers are able to sleep in. 

 

 

 

 



3.  Building your Workflex Program 

49 

Remember, Flex is MORE than just Telecommuting 

 

Reduced Schedule 
Part Time 

Job Sharing 

Restructured FT Work 
Telecommuting 

Flex Time 

Compressed Workweek 

Other 
Seasonal Scheduling 

Meal time flex 

Break Arrangements 

Flex Careers 
Phased Retirement 

Leaves/Sabbaticals 

Career Ladders 

Workplace 

Flexibility 



Customize your Workflex Program 

One size does NOT fit all 

Program should respond to  

 the diverse needs of employees  

 business and operations 

 scalability  

 To reflect different work environments, 

union representation, job suitability, etc.  

Consider:  

 Needs of the business  

 

 Nature of the positions  

 

 Individual work style – 

technology available  

 

 Department 

restrictions/limitations  

 

 Individual performance  

 

 Starting with a pilot  

 

 Whether you need informal 

or formal policies 

 

50 



Develop a Tailored Strategy  

Include key stakeholders and make them champions/advocates of the program 

Obtain senior management commitment 

 

Position flexibility as a business 

strategy, not personal accommodation 

or entitlement.   

 

Make HR the facilitator of the program 

not the owner. 

 

Engage management across different 

functional areas 

51 
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3% 3% 

7% 

8% 

9% 

11% 

13% 

12% 

10% 

8% 

9% 

5% 

1% 

0%

2%

4%

6%

8%

10%

12%

14%

0 1 2 3 4 5 6 7 8 9 10 11 12

Number of Programs Offered 
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When Telecommuters are Most Likely to Telecommute 
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Flexible Work Arrangements 

Telecommuting/Remote Work - #1 Workflex Arrangement 

Successful remote work is based on three core principles:  

Communication 

Coordination 

Culture 

55 



Communication/Technology 
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https://slack.com/is


Coordination 

57 

Managers should create formal 

processes and documents that 

clearly articulate goals, 

objectives and assigned roles 

and responsibilities (and place 

them in a repository that is easily 

accessible offsite) 

 create detailed project plans,  

 establish performance metrics, and  

 have regular check ins (via phone, 

skype or other means) either on 

individual basis or team 

 



Accountability/Results 

Oriented 

Information is openly 

shared 

Trust Empowerment 

Culture 

58 



Group Activity 
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What are important traits for a teleworker? 

Self-Disciplined 

 

Confidence 

 

Resourceful 

 

Comfortable with Self Imposed Deadlines (results oriented) 

 

Extroversion 

 



Group Activity 

What are keys to ensuring the success of those whom work remotely?  

Addressing security proactively  

 

Employee self service (ESS) 

 

Desktop virtualization and 

collaboration tools such as Skype and 

instant messaging  

 

Enabling anytime, anywhere access 

instead of restricting usage  
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Remote Work and Communications 
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Technology used by Telecommuter/Remote Workers 

Virtual private network (VPN)  86%  

Instant messaging  74%  

Communication and collaboration software such 
as WebEx  70%  

Telephone systems  61%  

Shared desktops  39%  

Security equipment  25%  

Time and attendance software such as Time 
Doctor or Timesheet  21%  

Project management software such as 
Basecamp  10%  

Virtual whiteboards  9%  

None  5%  

2015 Trends in Workplace Flexibility – WorldatWork 
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Expenses covered by Organization for Teleworkers 

Laptop 66% 

Smartphone 36% 

Software 34% 

Mobile device data/voice plan 31% 

Long distance phone calls 22% 

We do not cover any expenses for teleworkers 22% 

Internet access 21% 

Office supplies (e.g., paper, pens) 16% 

Desktop 9% 

Tablet 8% 

Allowance for home-office supplies 4% 

We cover all expenses for full time teleworkers 4% 

Office chairs 2% 

Source:  2015 Trends in Workplace Flexibility – WorldatWork 



Case Study 
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Extreme Shift 

 

Automattic doesn’t make anyone 

come to the office — and most of 

its employees choose not to.  

 

They’re given state-of-the-art 

technology, $2,000 to build a home 

office, and a large travel budget so 

they can meet up with other team 

members twice a year in beautiful, 

exciting places such as La Paz, 

Mexico, and Amsterdam.  

 

Ultimately, these perks help the 

company source the best talent, 

which is often found outside large 

technology hubs like Silicon Valley 

and New York. 

 



Wall Street Journal  
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http://www.wsj.com/articles/SB10000872396390443571904577631750172652114


Case Study 

65 

Extreme Shift 

https://automattic.com/work-with-us/


Turning Up Flexibility for the Summer 
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With summer approaching, consider offering a summer ‘schedule’  

 

A number of different options can be 

implemented, including:   

 One day off per week  

 Example:  School districts closing their 

administrative offices during summer Fridays (to 

save energy costs).  

 Shortened work day on multiple days  

 Early closing on Friday or shortened work day 

 Example:  Paid half day Fridays from Memorial 

day to Labor day 

 Change in core hours/schedule shift    

 Compressed work week 

 Work 80 hours in 9 days with every other Friday 

off. 

About 14% of organizations offer ‘seasonal scheduling’* 

Source:  2015 Employee Benefits Report (SHRM) 



Summer Schedules 
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Can have a profound effect on employee 

morale. It tells your workers that you care 

about them and about their families, and 

in return, you may see an increase in 

employee loyalty and productivity. 

 Many employees take fewer vacation days as a 

result of having longer weekends/more flexible 

schedules. 

 

In times of economic uncertainty, this 

perk can offset negativity should you not 

provide raises and/or bonuses.  

 Extra time off is a great perk at low cost  

 

Offering summer hours can also serve as 

an incentive in attracting talent to new 

openings within the company. 



4.  Overcome Obstacles and Resistance to Workflex 

68 



Flexible Work Arrangements - Obstacles 

The Debate 

Flexibility sets us apart. 

 

Flexibility only goes so far. 

 

It’s about more than just attracting talent; its 

about staying up and running. 

 

Up and running, maybe, but how productive 

are the employees? 

 

We have the technology; why not use it? 

 

We all know security can be an issue. 

 

It frees us from time and distance 

constraints. 

. 

It’s hard to manage and doesn’t work for 

everyone 
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Obstacles/Barriers 
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Real or Perceived 

41% 40% 41% 42% 

32% 

52% 51% 50% 49% 

41% 

0%

10%

20%

30%

40%

50%

60%

Supervisor
skepticism

Concern about
treating employees

equally

Concern about
reaction of

customers/clients

Concern about
abuse of policies

Concern about
co-workers
resentment

Private Sector

State Agencies



Build Readiness across the Organization 

Management Readiness 

Assessment 

 

Have managers: 

• Identify the most pressing issues and 

concerns and consider how flexible work 

can be part of the answers 

 

 Identify strengths and opportunities, and 

imagine how flexible work can help 

enhance these. 

Enable them 

 

 Dedicate time and resources to training 

managers about the benefits of flexibility 

 

 Provide them with the skills, tools and 

capabilities they need to successfully 

lead flexible teams. 

 

 

Starting with your Managers 
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Legal Considerations 

Legal risks can be mitigated by having comprehensive policies, procedures and 

agreements in place 

Wage and Hour Issues 

 

Workers Compensation 

 

Out of State Issues 

 

Security and Confidentially  

 

Company Property 
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5.  Incorporate Change Management Strategies 

1. Engage people across functions – devise a multi-functional project team 

 

2. Design implementation plan 

 Brand flexibility initiatives and link to business imperatives 

 Implement flexibility universally, adapting policies and approaches to each location if necessary  

 

3. Develop communication materials  

 Actively communicate flexibility options and approach 

 

4. Invest in training 

 Provide training, guidance and tools to manager, employees and HR  

 

5. Provide support to middle managers and hold them accountable 

 

6. Determine metrics to judge success  

 

7. Create continuous feedback loop  
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http://lifework.arizona.edu/wls


Wrapping it up 



Keys to Success 

Assess Workplace Flexibility in the context of 

your EVP 

 

Let data support your decisions  

 

Build the business case with key 

stakeholders 

 Know your corporate culture 

 Cultivate strategic partners – include 

influential managers within your project team   

 

Secure executive management endorsement 

 This includes leading by example 
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Keys to Success 

Invest in flexible, robust technology 

infrastructure 

 

Develop a clear communication plan  

 

Never underestimate the human element  

 Transitioning employees and managers 

accustomed to the traditional workplace 

requires change management. 

 

Expect the program to evolve over time to 

meet changing company needs  

 Rigid enough to maintain balance and 

achievement of goals/objectives 

 Flexible enough to respond to a changing 

workplace and dynamic workforce. 
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Workplace Flexibility … Essential to Ongoing Business Success 

Life Meets Work 
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http://www.youtube.com/watch?v=WUz2hH_T1nE
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Daniel Margolis 
Sr. HR Consultant 

Willis Towers Watson 

225 Broadhollow Road, 

Suite 300 

Melville, New York 11747 

daniel.margolis@willistower

swatson.com  

Willis Towers Watson  

mailto:daniel.margolis@willistowerswatson.com
mailto:daniel.margolis@willistowerswatson.com


Willis Towers Watson 
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A Truly Compelling Combination 

A strong client focus, an emphasis on teamwork, unwavering integrity, mutual respect and a constant 

striving for excellence are the values at the core of the new Willis Towers Watson organization. 

 

39,000 
colleagues 

in 120+ 
countries 

Scale, diversity and 
financial strength 

$8.2 billion 
revenue 

A deep 

history 
dating back to  

1828 



Willis Towers Watson: A Comprehensive Offering 
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Re/insurance 

Brokerage 

and Advisory 

Exchange 

Solutions 

Benefits 

Talent  

and 

Rewards 

Risk and 

Capital 

Management  

Broad Appeal to Clients 

Worldwide 

Powerful 

Global 

Growth 

Platform 


