
 

BACKGROUND INFORMATION 

context setting questionnaire for 

‘What are the requirements for the Workplace of Tomorrow if 

people and planet really matter? 

 

1.  Thirty minutes of walking or cycling to work can reduce the risk of the 
following medical conditions:  

a) coronary heart disease reduced by 50%    
b) diabetes in adulthood reduced by 50%    
c) obesity reduced by 50%     
 
All of them 
 
Smoking is still at 22% - so more work needed there.  Workplaces can encourage healthy behaviours – there 

are many examples; 

e.g. There are a few simple steps employers can take to make the workplace accessible by bikes, and 
encourage employees to cycle to work: 

 managerial commitment  
 secure cycle parking, preferably covered, and conveniently located  
 changing, shower and storage facilities  
 access to site via routes that are direct, safe, convenient and attractive to use  
 providing pool bikes for short distance business travel and interest-free loans for employees 

to buy bikes  
 starting up a B.U.G (Bicycle User Group) is a great way for employees to share information 

and spread the word. 

To find out more, contact the following organisations: 

 Barnsley Metropolitan Borough Council  - on 01226 772632  
 Doncaster Metropolitan Borough Council - on 01302 735669  
 Rotherham Metropolitan Borough Council -  on 01709 822904  
 Sheffield City Council - on 0114 273 4479 

 

 

 
 

  



Dame Carol Black’s review of the health of Britain’s working age population found that: 

• Life expectancy and numbers in employment higher than ever, yet 175m lost working days 

to illness in 2006 

• Research shows working is good for health and long term unemployment harmful to health 

• We have a Sick note culture - Not reviewing what people can do rather than being wholly 

capable, with the assumption that ill health is incompatible with work 

• Families without a working member more likely to suffer persistent low income and poverty 

• Correlation between lower parental income and child poor health 

• Employment rates in Britain are relative to most other countries in Europe 

• Employment rates of those with a health condition is increasing 

• 7% approx still on incapacity benefit 

• 3% are off work sick at any one time 

• Ill health in the workplace impairs economic productivity even if it doesn’t lead to sick time 

• Smoking rates have fallen over the last decade but still at 22% 

• Obesity is increasing dramatically by 2050 expecting 90% men and 80% female levels 

• Costs to the tax payer of benefits, health care and forgone taxes estimated at least £60b 

• 34 million workdays were lost overall  to work-related ill health in 2007  (1.4 days per worker), 28 

million due to work-related ill health and 6 million due to workplace injury. 

 

• Estimates from the LFS indicate that self-reported work-related stress, depression or anxiety 

accounted for an estimated 13.5 million lost working days in Britain in 2007/08. 

 
• Costs of sickness absence and worklessness associated with working age ill health estimated 

at over £100b, greater than the GDP of Portugal! 

Key recommendations of Black report 

 Government/health professionals/employers/trade unions need to adopt a new approach to 

the health of the working population 

 Government needs to work with employers to develop robust models for measuring and 

reporting on the benefits of employer investment in health & wellbeing 

 Government needs to initiate a business led health & wellbeing consultancy offering tailored 

advice, support and access to OH services 



 Government should launch a major drive to promote understanding of the positive  

relationship between health and work among employers, healthcare professionals and the 

general public. 

 GP’s and other health care professionals should be supported to adapt the advice they 

provide, where appropriate to include returning people to work 

 The paper based sick note to be replaced by the Fit Note 

 The Government should pilot a new Fit for Work service based on access for all to OH 

support not the preserve of the few 

 Fit for work services should be incorporated into the incapacity benefit system to allow 

access to those persons to enable them to return to work where feasible 

 An integrated approach to the working age population underpinned by OH and vocational 

rehabilitation with mainstream health care. Incorporating professional leadership, clear 

standards of practice and formal accreditation for all providers. 

 Cross Government structures strengthened to ensure all policies from all departments 

influence the health of the working age population 

Workplace injuries and work-related illness in Yorkshire and Humberside accounted for an estimated 
0.8 million and 2.0 million working days lost (full-day equivalent) respectively in 2007/08, with 
corresponding rates of 0.39 and 1.0 days per worker.  

Great Britain’s workforce in the 21st century is in many ways unrecognisable to that of 1974 when 
the Health and Safety at Work Act created the Health and Safety Commission (HSC) and Executive 
(HSE):  

 The total number of employees in Great Britain in 1974 has increased from 22.3 million in 

1974 to 26.4million in 2007/08.  

 In 1974, just over 2 million workers were self-employed; that figure is now over 4.0 million.  

 Part-time workers now constitute around a third (31.9%) of the workforce, compared to 15% 

in the mid-1970s; almost half of all employees (48.0%) are now women (compared to less 

than 40%).  

 There has been a shift to new patterns and modes of working demanded by modern 

economies. This has seen a massive rise in temporary, agency and contract working, 

together with an inflow of migrant workers both from within and outside the EU1. 
 

The average percentage of sickness from the workplace in the UK in June 2008 waswas 2.5% for the 

UK and 2.7% for Yorkshire and Humberside. Percentage of employees who were absent from work 

for at least one day in the reference week.  These figures are not seasonally adjusted and are based 

on women aged 16-59 and men aged 16-64 years. Source is ONS, Labour Force Survey June 2008.  
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2.    In 2006/07, the household income (before taxes and benefits) of the top 

20% households in the UK was around 15 times greater than that for the 

bottom 20%  

 
Average income per household, 2006/07, United Kingdom  

In 2006/07, original income, before taxes and benefits, of the top 20% of households in the UK was 

15 times greater than that for the bottom 20% (£72,900 per household per year compared with 

£4,900). After redistribution through taxes and benefits, the ratio between the top and bottom fifths 

is reduced to four-to-one (average final income of £52,400 compared with £14,400). 

 

Some types of household gain more than others from this redistribution. Retired households pay less 

in tax than they receive in benefits and so gain overall. Among non-retired households, single adult 

households with children also gain. Most other non-retired households pay more in tax than they 

receive in benefits. However, households with children do relatively better than households without 

children due to the cash benefits and benefits in kind (including health and education services) 

which are received by these households. 

 

Cash benefits such as Income Support, Pension Credit, Child Benefit, Incapacity Benefit, and the 

State Retirement Pension play the largest part in reducing income inequality. They go predominantly 

to households with lower incomes. Cash benefits make up 57 per cent of gross income for the 

poorest fifth of households, 38 per cent for the second quintile, falling to 2 per cent for the top fifth 

of households. 

With the exception of Council Tax and Northern Ireland rates, direct taxation is progressive; that is it 

takes a larger proportion of income from those households that have higher gross incomes. In 

2006/07, the top fifth of households paid 25 per cent of their gross income in direct tax while the 

bottom fifth paid 11 per cent.  

 

Indirect taxes are regressive, taking a higher proportion of income from those with lower incomes. 

Since direct and indirect taxes have opposite effects on the level of inequality, the tax system as a 

whole has a much smaller effect on inequality than cash benefits. 

 



Final incomes include an adjustment for the receipt of benefits in kind from the state, such as health 

and education services. Households with lower incomes tend to receive more benefits in kind from 

the state (£7,500 for the bottom fifth compared with £3,800 for the top fifth). Retired households 

are the biggest users of health services provided by the state, and households with children are the 

biggest users of education services. Both these groups are more likely to be in lower income quintile 

groups.2 

 

Directors’ pay at Britain’s top companies increased by 28% in 2005 

More than seven times the rate of average pay and 11 times the current rate of inflation.  

The highest paid chief executive was Mick Davis of Xstrata, an Anglo-Swiss mining group with global 

interests in copper, coal, gold and zinc. His total earnings in 2005 were £14.9 million including 

bonuses.3 

Topping the league of FTSE 100 directors' pay is Bob Diamond, who heads the investment banking 
arm of Barclays Bank and earned £23m last year. Mr Diamond, who is not chief executive of the 
bank, earns a basic salary of only £250,000, but his package was magnified nearly 100-fold as a result 
of a performance bonus of £10m and about £12m in share awards. 

Boardroom pay at the UK's top companies soared 37% in 2006 as full-time directors were rewarded 
with inflation-busting increases in basic salaries, big cash bonuses and substantial payouts from 
share schemes. 

The surge in pay, which takes the average total pay for a chief executive to £2,875,000, is more than 
11 times the increase in average earnings and nearly 20 times the rate of inflation as measured by 
the consumer price index. The ratio between bosses' rewards and employees' pay has risen to 98:1, 
up from 93:1 a year ago - meaning that the work of a chief executive is valued almost 100 times 
more highly than that of their employees. 

Looking recently at remuneration in Xstrata, base salary for Mick Davis is £1.31 million (2009).  

Bonus only paid on targets being met to a maximum of 100% of base salary and salary represents an 

increase of 4.8% compared to an increase of 14% in 2008.4  

The excessive pay gap between directors and their employees has continued to rise despite 

opposition from the public, according to a TUC report ‘Executive excess – time to act’ published in 

2002. Between 1994 and 2001, basic pay rises for directors outstripped those for their average 

employees by a factor of 3:1. Analysis commissioned by the TUC of the annual reports of companies 

shows that the median annual salary and bonus for the highest paid director grew from £201,000 in 

1994 to £416,073 in 2001, and increase of 107% over the seven-year period. The median of average 
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employee pay in the same companies rose from £19,272 in 1994 to £25,223 in 2001, an increase of 

just 31% over the same period.5 

We are still to see major changes regarding remuneration at board level take effect post-economic 
crisis despite wide-spread hostility from the public and direction from the government.   

Eight directors in the FTSE 250 earned more than £5m last year (2007). For the first time, the annual 
Guardian pay survey has been widened to examine the salaries of directors of the 250 biggest public 
companies outside the FTSE 100, many of them standing shoulder to shoulder in the earnings stakes 
with the directors running much larger businesses. In the FTSE 250, packages of more than £3m 
were collected by 36 directors.  

However, the average chief executive's package was roughly half that enjoyed by those in the blue-
chip index, at £1.45m. The average among all other executive directors surveyed in the 250 was 
£921,6766.  

The results of the 2008 ASHE show that median weekly pay for full-time employees in the UK grew 

by 4.6 per cent in the year to April 2008 to reach £479 (£24928 per year).7 

 
3.    There are now 4.7 million small businesses in the UK  

The number of small firms has grown dramatically; at the beginning of 2007, figures from the Small 

Business Service estimated there were 4.7 million business enterprises in the UK, of which over 

99.3% were classified as small (having less than 50 employees) and just 0.1% had over 250 

employees. Overall, small and medium-sized enterprises (SMEs) employed 59.2% of the UK 

workforce, with almost 74% of enterprises having no employees.  
 

TL on line have looked at these questions and out of their research have created a potential 
scenario for 20208 

Small Businesses 

Small businesses have greatly grown in number in recent years and now employ over half of the 
private sector workers in the developed world. Since 2010 they have also been responsible for 
creating roughly 75% of new private sector jobs1. 

Small businesses compete in two main ways. First are those that continue to supply local markets 
especially in food retailing and personal services. However the real growth has been in the second 
category, with highly trained and highly prized specialists using their creativity and agility in new 
industries and new markets2. Often they join together using technology to collaborate in networks 
to compete against big business. 
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6
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http://www.guardian.co.uk/business/2008/sep/12/executivesalaries/print 
7 Source: Annual Survey of Hours and Earnings (ASHE)  
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Many commentators attribute this growth to the digital infrastructure grown since the 1990s which 
has reduced the costs of starting and running a small business, at the same time as opening up the 
global markets to small businesses. 

The marketplace is complex, requiring an increasingly sophisticated set of management skills for 
small business people. Responsibility for skill development in these small businesses rests with 
individuals who source it from the external market or from the increasing number of professional 
guilds. 

The face of entrepreneurs has changed dramatically in the last 20 years and we now have the most 
diverse pool of entrepreneurs ever:  

 Baby boomers (now aged 56-74) are the most well known group starting their own 

businesses using access to capital from housing equity, broad job skills ad extensive personal 

networks. These are the not-for-retiring sort who see creating their own business as a more 

flexible work environment than corporate jobs used to give them.  

 Mid-career women who since 1995 have increasingly seen their own business as an 

alternative to being held back by glass ceilings and unequal access to the top in big business 

 Immigrants bring education and experience and a developed network/contacts from their 

country of origin. The bi-lingual, bi-cultural approach is ideal for creating businesses that link 

markets and enable businesses to be both global and local, and to source materials and 

goods in one market to sell in another.  

Entrepreneurship used to be seen as something one learned only through experience and 
mentoring. The growth and success of entrepreneurial courses has changed this view. 

1. Intuit Future of Small Business Report, 2007, www.iftf.org 

2. Outsights on the global economy: non-economic drivers, 2005 www.outsights.co.uk 

 

4 .      The service sector now employs 83% of the workforce in the UK 

Great Britain’s workforce in the 21st century is in many ways unrecognisable to that of 1974 when 
the Health and Safety at Work Act created the Health and Safety Commission (HSC) and Executive 
(HSE).  The intervening period has shown a shift from employment in the traditional manufacturing 
industries to an increasing growth of a diversified service sector. Three million jobs in manufacturing 
have disappeared.  

Another significant change is that knowledge dynamically drives the economy.  Knowledge-based 

industries encompass both high tech manufacturing and high value services such as financial, health, 

education, business, communication, computer consultancy. Ninety percent of knowledge industry 

workers are in the service sector.9 
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This is proving to be a major issue during the recession. Talented workers are the most important 

business asset in the knowledge era.  Failure to retain talent could adversely affect the ability of an 

organisation to survive this recession and compete effectively when it ends.  Cutting development 

and training budgets is also likely to be an ‘own goal’.10 

The CIPD 2008 recruitment and retention survey indicates that 86% of employers are experiencing 

difficulties in filling vacancies.11 Talent management has moved up from 11th place to 7th place in the 

2009 Ernst and Young’s top ten risks for global business.12  

An additional issues is the exponential rate at which knowledge and information are growing – the 

amount of technical information is doubling every two years and by 2010, it is predicted to double 

every 72 hours.13  

In the PricewaterhouseCooper’s annual survey of CEOs, the vast majority of them (89%) say that the 

people agenda is one of their top priorities.  The struggle to recruit, train and retrain the right people 

is a recurring theme throughout the survey.14     

 

5.    We already have more over 60 year olds in the UK than under 16’s 

At least a dozen British towns and cities will have no single ethnic group in a majority within the next 
30 years. Leicester will become the first 'super-diverse' city in 2020, then Birmingham in 2024, 
followed by Slough and Luton, according to a new study of population trends in the UK. 

The immigrant and ethnic populations are no longer characterised by large, well organised Afro-
Caribbean and South Asian communities, said Dorling. Instead, increasing numbers come from 
countries scattered across the globe - from Germany to Guyana, from Sweden to Singapore. 

'It is going to become increasingly difficult to generalise about Britain's plurality because different 
cities are experiencing different levels and types of diversity,' he said. 'This creates a complex 
challenge for those responsible for successfully managing the country's changing population.' 

In the Thirties, the proportion of people living in Britain who were born in foreign countries was 2.5 
per cent. Typically these individuals came from one of 15 countries, in particular Ireland and India. 
Today more than 10 per cent of the population were born abroad, with no single ethnic group 
dominating. 

Dorling's research also looks at the shifts in population patterns in towns that are not expected to 
become plural in the foreseeable future. Oldham, for example, will remain a town with an 
overwhelmingly white population. However, it will witness a significant change in its demographic 
profile, with the town's white population falling from more than 90 per cent to 74.4 per cent in the 
30 years from 1991. 
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14
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Dorling's research also shows that, although Greater London's population is already significantly 
diverse with a white population of 67.5 per cent, it is not likely to become plural in the near future. 
By 2026 the white population is predicted to reach 60.7 per cent, with just eight of London's 33 local 
authority areas predicted to become plural15. 

In the workplace, the changes in demography are already having an impact. The labour market is 

shrinking as Baby Boomers born between 1946 and 1965 retire and take their institutional 

knowledge, skills and experience with them.  Declining birth rates in developed countries mean 

that there are not enough workers to replace the Boomers and many of the workers do not have 

the right skills for knowledge-based industries. The working population in Europe will begin to 

decline in 2011 with a projected labour shortage of 20 million workers by 2030.16 

 

6.    It took only 24 months to destroy the Encyclopaedia Britannica despite it 

having been in operation for over 225 years.  

The lesson often quoted here is that in any new era we can attempt to respond using inappropriate 
information.  So, Encyclopaedia Britannica(EB) mistook their core process i.e. how they did what 
they did – books for the what they did i.e. their product – research and knowledge.   
 
However, reality, as they say, is never that simple. EB was among the most successful commission-
oriented door-to-door sales organisations in the world as late as the early 1990s. However, it had a 
difficult time moving from door-to-door book sales to selling electronic-based encyclopedias. The 
technical issues in making the transition from print to electronic format raised numerous challenges 
for all organisations in the market. EB made several attempts to develop an electronic format for its 
products, but its technical triumph did not occur soon enough to compensate for declining book 
sales. To master a new format, an old incumbent has to invest just like an entrant with a new 
product. A new entrant may gain an advantage over a leading incumbent organisation when the 
incumbent does not invest in the new learning curve in a timely manner. In this case, electronic 
formats for displaying information require a different set of skills than print publishing, and these 
skills are not easy to put into practice.                                                                            
 
Another difficulty was internal conflict regarding pricing the new product against the book format 
which enjoyed a high margin at the point o sale and thereby good commissions. The management 
tried to use the same channels for sales of both products which created problems. 
 
There are several lessons here, that technology alone did not create this situation, it arose from a 
combination of a successful formula that the sales department were attached to, a specific technical 
opportunity, creative initiative, organisational conflict, market setting – the importance of timing, 
flexibility, willingness to change and be alert to the need for change. 

                                                                                                                 
A bigger question is what are organisations going to need to do to stay in business and thrive? 

TL on line have looked at these questions and out of their research have created a potential 
scenario for 202017 
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Big Business 

After a decade of unprecedented cross-country mergers, acquisitions and consolidation in many 
sectors, 2020 sees big companies growing even bigger. There may be less of them but they are 
monster-sized, dwarfing the GDP of most countries. 

Economic Government has changed fundamentally away from the pursuit of profit maximisation and 
shareholder value. Customer actions over the last decade have forced big business to self-regulate1. 
It is now taken for granted that consumers demand ethical and environmental business practices 
from large companies, and this in part has contributed to the vertical integration of supply chains as 
companies seek to limit the risk of poor ethical practice damaging their brands. 

Technology now allows all businesses to continually refine and individualise their B2C (business to 
customer), B2E (business to employee) and B2S (business to shareholder) relationships. For big 
companies, as part of their employee relationships, this means increasingly taking on responsibility 
for employee health, well-being and work-life balance.  

As the fight to keep their top talent gets ever more intense, in 2020 the concept of the corporate 
career or job-for-life is back. After the breakdown of psychological contracts between employers and 
employees in the 1980s following impact on big companies of early global competition and 
downsizing, it was thought that the implied social contract of lifelong employment in return for 
employee commitment and loyalty was dead. Not so. Unlike in the 1950’s however the new 
contracts are for the privileged few identified at aged 18 for the ‘top talent pool’. With company 
provision of housing and health services and comprehensive in-house learning and development 
opportunities, companies seek to make it only for the very brave or foolhardy to consider walking 
out of the door. Who else but top talent gets a nice house anymore. 

In contrast to the outsourcing of support services in the 1990s-2000s, since 2020 we have seen these 
services become in-sourced, including training. Responsibility for further educations and skill 
development rests with the business2 which tends to provide it from its own large internal corporate 
universities and training infrastructures. 

Virtual social networks across operations and client base appeal to the millennial generation (those 
who entered the workforce after 2000). If MySpace, were a country, it would be the 11th largest in 
the world.  Now in 2020 the millennial generation are mid-career and comfortable with using 
technology to interact with training, Government and work. 

1. Managing tomorrow’s people : the future of work to 2020, Price Waterhouse Coopers, 2007 
http://www.pwc.co.uk/pdf/managing_tomorrows.pdf 

2. Outsights on the global economy: non-economic drivers, http://www.outsights.co.uk 

New paradigms of working practices are needed – great agility, greater resilience and ability to work 
collaboratively in uncertainty is required.  Rapid changes in technology and globalisation have 
shattered old management models and new ones are slow in the making.  And today’s workers have 
different views, attitudes, abilities and ambitions and currently we do not get the most out of them.  
Today’s recession may be providing the impetus many need to relook at where, when and how work 
takes place. 
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Many workers are looking to see what values are lived in the workplace and select accordingly and 
demonstrate their loyalty.  Climate change as an issue that is given significant attention is looked for 
by prospective workers.  The Stern Review suggested that climate change could shrink global 
economies by 20% if no action is taken to curb emissions.   

 

7.    All of these facts are true and are rising:- 
a) Burning fossil fuels – coal, oil, and natural gas – emits 7.5 billion tons of carbon each year  

and Deforestation emits 1.5 billion tons each year – a total of 9 billion tons of carbon a 

year 

b) Electricity generation and transportation are the largest sources of CO2 emissions, with 

coal-fired power plants the biggest culprit18 

c) We are experiencing the largest mass extinction of species since that of the dinosaurs 

d)  60% of ozone lost in the last 60 years 

e) 70% of the world’s forests have been eliminated 

f) 30% 0f the world’s arable land lost in 40 years 

g) 90% of all large fish gone from the oceans  

 ‘Sustainability is the ability of the current generation to meet its needs, without compromising the 

ability of future generations to meet theirs’.  United Nations 1987.  

It is time to take action. 

Additional Information 

• The earth has warmed an average 0.6°C   (1.0°F) since 1970 

• Rising temperatures fuel stronger storms and increase crop-withering heat waves 

• The Intergovernmental Panel on Climate Change (IPCC) projects earth’s average 

temperature will rise 1.1 - 6.4°C (2.0 - 11.5°F) during this century 

• Massive Greenland and West Antarctic ice sheets are melting at accelerating rates 

• Together hold enough water to raise sea level 12 meters (39 feet) 

• A 10 meter rise in sea level today would inundate coastal areas home to more than 600 

million people 

• Top 20 oil fields were all discovered between 1917 and 1979 

• Since 1981, oil extraction has exceeded new discoveries by a widening margin 

• World conventional oil reserves drop each year, with most of the easily-recovered oil 

already pumped. 
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• In a world where oil production is no longer expanding, one country can only get more, if 

another gets less 

• Mountain glaciers are rapidly disappearing worldwide 

• Himalayan and Tibetan-Qinghai Plateau glaciers feed the major rivers of Asia during the dry 

season, providing critical irrigation water for agriculture. If melting continues at current 

rates, rivers like the Yellow, Yangtze, Ganges, and Indus could become seasonal, devastating 

wheat and rice harvests 

• As stated by Randy Hayes; tens of millions of species on earth are facing extinction; one third 
of amphibian species and one half of the earth’s plants are facing extinction.  
In 2006 a U.N. report acknowledged that humans are responsible for the worst spate of 

extinctions since the dinosaurs and must make unprecedented extra efforts to reach a goal 

of slowing losses by 2010. "In effect, we (humans) are currently responsible for the sixth 

major extinction event in the history of earth, and the greatest since the dinosaurs 

disappeared, 65 million years ago." The current pace of extinctions is 1,000 times faster than 

historical rates. 

8. When we ask ourselves ‘In these times of economic challenges, climate warming and social 

injustice, who do you trust to make a difference?’ do we know?  

Polls vary at the moment. 

When Edelman, the public relations company, asked 3,100 representatives of the “opinion elite” – college-

educated, wealthy, well-informed individuals in 18 countries in 2008 – which institution they trusted most, 

their answer was non-governmental organisations at 52% . 

The level of trust in business is declining and trust in government sis NOT making up the difference.    

The Edelman study confirms that: most of those polled said they would not buy products and services from a 

company they distrusted and, conversely, would take their custom to one they trusted. 

But Edelman unearthed some disturbing trends for US companies. Despite being highly trusted on their home 

turf, US blue chip companies such as the oil group Exxon Mobil and McDonald’s, the restaurant chain, found 

little sympathy among Europe’s educated elites. Exxon, for example, is trusted to some degree by nearly half 

of US respondents but only one in four British, French and German opinion-makers.  

Even more worrying for corporate bosses is their poor reputation as communicators among western elites. 

Fewer than one in four Americans and only one in three Europeans said they regarded a chief executive as a 

“credible” spokesperson for the company – an indication that the Enron-era scandals and more recent 

examples of huge payoffs for ousted executives still weigh on the public’s mind. 

“There is an issue of pay and performance and of rewarding perceived failure,” says Richard Edelman, the PR 

firm’s chief executive. “In addition, I am not sure that chief executives are getting out there and tackling 

important issues such as the environment.” 

When young US opinion leaders were asked to choose the most credible source for corporate information, a 

surprising 55 per cent mentioned Wikipedia. The free online encyclopedia, written by users with minimal 

http://markets.ft.com/tearsheets/performance.asp?s=us:XOM
http://markets.ft.com/tearsheets/performance.asp?s=us:MCD


editing, came out above traditional outlets such as television and radio, and even above much-trumpeted 

“new media” such as blogs and social networking sites. Only articles in business publications scored more 

highly. 

For Mr Edelman, Wikipedia’s status as a fount of knowledge on corporate matters is a function of the 

democratisation of modern media. “Wikipedia, just like Google, represents the vox populi,” he says.  

From website of Edelman and quotes from an article by Francesco Guerrera in New York Financial Times -  
Published: January 21 2008  

 


