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Summary

This thesis examines fathers’ experiences of paid work, care and domestic labour. It is
theoretically guided by the ethics of care and sociological debates over structure and agency.
The key areas explored are: the types of employment practices that men adopt which take
account of fathering and how fathers negotiate domestic labour and childcare.

Semi-structured interviews with twenty-four fathers from two public and private sector
employers, explored these issues. These gathered men’s accounts of their fathering practices.
In addition, five key actor interviews were conducted with representatives from organisations
with policy interests in this area.

It was found that fathers’ employment practices were organisationally patterned. For instance,
managerial fathers internalised employers’ demands. Fathers in public sector roles accessed
flexitime, but its use was restricted by continuous service provision. Fathers without access to
formal flexible working policies made informal and occasional arrangements. It emerged that
fathers’ involvement in care changed in response to children’s development. Playing and
routine caregiving were important forms of engagement for fathers of younger children. In
contrast, fathers of adolescents facilitated their independence whilst providing guidance and
helping with homework. In relation to fathers’ involvement in domestic labour a diverse
typology was presented. This ranged from fathers who left routine tasks to partners, to
‘sharers’ and lone fathers with responsibility for domestic routines. Fathers’ felt that partners’
standards could obstruct their participation, but this was related to the ownership of tasks.

In terms of policy implications, current, voluntaristic, provisions are critiqued. Fathers’ care
could be fostered through a gendered policy awareness, with arrangements moving beyond
children’s early years. Domestic labour could be given weight as an area of policy
intervention.
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1.
Introduction

Fathers’ Experiences of Paid Work, Care and Domestic Labour as a Contemporary Social
Issue

Work/life balance has become an issue of crucial importance in the UK. So much so that it has
rightly been claimed that is it almost impossible to read a newspaper or listen to the radio
without coming across some news concerning the relationship between time and work (Rubery
et. al. 2005). The vast changes in employment and in society over the last decade have led to
increasing political and academic attention on the interactions between employment and family
life (Bond et. al. 2002:1-2). There is an ever-growing recognition that paid work can be family-
unfriendly. The standard working hours of nine ‘til five clash with school and nursery times, and
work for women and men, particularly, can be organised on an unsocial ‘shift’ basis. For women,
childrearing and employment are increasingly combined. The dominant source of the increase in
women’s economic particiﬁation rates are from mothers returning to work after progressively
shorter intervals of childcare (Dex and Joshi 1999:641). Despite these changes, the market and
public policies have lagged behind, since support is not offered for families for their non-market
obligations (Heath et. al. 1998). For businesses, there is a need to become increasingly efficient
in the face of globalisation and increased competition, whilst families have been under various
pressures including rates of marital breakdown, widening income inequalities, the need for dual-
incomes, and growing care responsibilities (Dex and Smith 2002:1). Given this backdrop, it
remains to be seen what types of employment practices that men adopt to take account of

fathering.



We are at the brink of an explosion of research, policy and media interests in fathers in the
United Kingdom, although the dominant concern is with the consequences of fatherlessness for
children. Despite these concerns there is a serious lack of co-ordinated policy or research interest
in fathers. Where fatherhood has been of interest to policy-makers and researchers, an economic
perspective has been prevalent. Although thorough study and debates have begun, there is
considerable confusion concerning the role that men play in families (Clarke and Roberts
2002:178). One recent study highlighted the confusion that men experience over their fathering

roles:

... fathers are expected to engage in a greater multiplicity of roles than ever before.

However, there seemed to be less agreement on the precise roles that fathers fulfil in

practice or whether, indeed, they should be doing so.

Hauari and Hollingworth (2009:28)

Fatherhood is often featured in the mass media, particularly in news stories, but these accounts
often single out certain groups of fathers as ‘strange’, as they are perceived in one way or
another to differ from the norm. This may include unusually young fathers in the ‘teen father’
stereotype or the older than average father. Divorced fathers and ‘absent’ fathers have been
presented as a social problem, as are ‘toxic’ fathers in relation to child abuse (Lupton and
Barclay 1997:78-80). Fathers’ rights groups have emerged that contest the relationship between
fatherhood and law, as they reject a breadwinner model of fatherhood arguing for paternal
responsibility to be recognised with greater contact and residency rights (Collier and Sheldon
2008:211). These groups seek a ‘redefinition’ of fathers as emotionally involved nurturers

(Gavanas, 2002). Against this backdrop, this thesis contributes to the debates above by exploring

how employed fathers negotiate childcare.



Some social science theoretical treatments of families and households have emphasised the
growing fluidity of the domestic sphere (Sullivan, 2004) and that we cannot straightforwardly

assume that household chores are necessarily ‘women’s work’:

With a bit of exaggeration one can say ‘anything goes’. Who does the dishes, and
when, who changes the nappies, does the shopping and pushes the vacuum cleaner is
becoming just as unclear as who brings home the bacon...

Beck and Beck-Gernsheim 1995:34, 37).

Others have expressed scepticism over popular, media, and social scientific accounts of men’s

greater participation in housework or the ‘domesticated New Man’ as avoiding or downplaying

inequalities both in terms of description and explanation (McMahon, 1999):

These people think that Cif is still called Jif; they don’t know where the iron is kept;
and as for limescale... they’ve never really grasped that concept at all. They think
that it’s some sort of system for measuring the acidity of citrus fruits. For shorthand
purposes, let’s call these people “men”... Men are still not doing their share of
housework. All the evidence supports this, and my own experience tells me that the
men most particularly culpable are... well, let me urge Guardian-reading women to
look across the breakfast table right now.

(The Guardian 22.11.2008)

Far from ‘anything goes’ in the home, a recent analysis found that married women’s
responsibility for routine housework lowers their wages. A one hour increase in housework per
week reduces married women’s wages by 0.16%' (Bryan and Sanz, 2008). The divergent

perspectives on partnered men’s contribution to domestic work point to the fruitfulness of

researching how fathers negotiate household work.

! The corresponding figure for married males is a 0.14% reduction in wages for every weekly hour increase in
housework. Bryan and Sanz’s (2008) figures are based on a secondary analysis of the British Household Panel
Survey (1992-2004). Their analysis was restricted to full-time employees of working age of 2191 women (1585
were married) and 2574 men (1903 married). As the BHPS does not include information on the type of timing of
housework carried out by respondents, their analysis was supplemented with data from the UK Time Use Survey
2000. The findings of the secondary analysis of data are not drawn upon here.



The Research Problem

The previous discussion has highlighted the salience of fathers’ experiences of paid employment,
care, and domestic labour to contemporary social issues. This will be built upon by introducing
the three research questions to the reader, although a fuller treatment of the research questions
can be found in chapter four. The research questions should be thought of as three strands that
run through the thesis. The first strand that the research will address is the types of employment
practices that men utilise which take account (or not) of fathering. This will explore whether or
not fathers make use of available flexible working arrangements, and will make comparisons
between fathers who work are able to work flexibly and those who are unable to do so. The
approach of the research here will be to situate fathers in their wider organisational contexts and
the ways in which they enable and constrain fathers’ ability to negotiate flexibility over their
working hours. The second research question addresses how fathers negotiate domestic labour.
The household tasks that fathers perform will be examined, as well as how they feel that this
relates to the tasks that their partners undertake. This will provide data on how fathers negotiate
their participation in domestic labour with their partners and the ways in which they contribute to
domestic labour is constrained and facilitated. The final strand in this research addresses how
fathers negotiate their responsibilities for childcare. This includes how fathers engage with care
and their feelings about childcare. A further focus of this research question is how fathers

negotiate their role in care as children’s developmental needs change.

Researcher Positionality
My curiosity in work/life balance emerged during winter 2002 when as a second-year sociology
undergraduate in Cardiff I read Bertrand Russell’s essay ‘In Praise of Idleness’ in preparation for

a social theory seminar on paid work. I had chosen this particular reading as I found the title



amusing but also intriguing — idleness seemed such a strange activity to praise. I found Russell’s
writing not only to be eloquent but to question how people felt about their paid employment and

how this fits in with lifecourse priorities:

... I was brought up on the saying: ‘Satan finds some mischief still for idle hands to
do.” Being a highly virtuous child, I believed all that I was told, and acquired a
conscience which has kept me working hard down to the present moment. But
although my conscience has controlled my actions, my opinions have undergone a
revolution. I think that there is far too much work done in the world, that immense
harm is caused by the belief that work is virtuous, and that what needs to be preached
in modern industrial countries is quite different from what has always been preached.
Russell (1967/1932:225)
This engaging writing made me realise that the sociology of paid work was a fascinating area
and that I would like to pursue my undergraduate degree dissertation in this area. My dissertation
examined women’s approaches to work/life balance through a small sample of interviews with
women working flexitime. My respondents spoke of the scope for control over their working day
that flexitime gave them, particularly with regard to managing childcare. However, they still
experienced constant worries about ‘things going wrong’ such as when children were ill and
were unable to attend childcare or school. Respondents with children spoke about their partners’

and childcare, and whilst undertaking this research I realised that I wanted to explore fathers’

roles and accounts of their experiences which led me pursuing this area for my doctoral research.

My stance on father involvement in care and domestic labour is that it is desirable to help take
pressure off women as they increasingly manage the triple role of paid employment, care and
domestic labour. It is questionable whether it is acceptable for mothers to still ‘own’ the overall
responsibilities for care and housework. Father involvement in these areas is of policy relevance.
I view the discourse surrounding work/life balance as having the potential to be a social good for

all, but that fathers need to be included in this agenda. We need to understand how fathers’



experience paid employment and what opportunities they currently have for flexibility, whether
there are any barriers, and what kinds of flexibility would fathers’ want? We need to understand

fathers’ engagement with care so that policies can address their needs.

Overview of the Thesis

Having made the case for the importance of researching fathers’ work/life balance experiences,
as well as introducing the research questions, and my interest in this area, we now turn to what
the reader will find in this study. The next chapter provides the public policy context for this
study as parents’ entitlements to leave and flexible working at the time of the fieldwork is
discussed. Following this there will be a discussion of the development of work/life balance
policies which draws upon research literature and interviews conducted with five key informants.
Overarching trends in fathers’ experiences of paid work, care and domestic labour are discussed
through a review of the findings of large-scale survey and time use diary research. In Chapter
Three, the two ‘orienting frameworks’ for the study are introduced: an ethics of care approach
and sociological debates on structure and agency. This leads us on to a discussion of the key
concepts that will prove insightful in a qualitative study of fathers’ work-family practices. This
will serve to have identified the key ideas informing this study, which, naturally, leads us onto
issues of how they will be researched, with which the fourth chapter concerns itself. The three
guiding research questions are set out, providing a focus for the study. The issues that a
qualitative research design raises are addressed. There is a discussion of the practicalities of this
study which includes: the sampling strategy, research access, the use of semi-structured
interviews and associated ethical concerns, interview location and procedures, data recording,

transcription, data analysis and the use of computer-aided qualitative data analysis software.



As these three chapters provide an understanding of the ‘background’ of this study, we turn to
the intriguing business of research findings. For clarity, the dissemination of findings and their
interpretation have been split into four chapters that address the three research questions. These
chapters (chapters five, six, seven and eight) are organised in the following order: fathers’
organisational contexts and flexible working practices, fathers’ accounts of their working
practices, fathers’ and care, and fathers’ and domestic labour. The research is summarised in the
concluding chapter, showing how this has moved us forward in our understanding of fathers’
experiences of work, care and domestic labour with reference to the research questions and the
wider literature. The thesis’ conceptual contribution is reflected upon and the methodological
issues encountered are discussed. This is followed by a recognition of the caveats of this study
along with some personal learning points gained from the research process. Finally, the thesis
will close with some policy implications arising from the research findings. Now that what
follows has been outlined, we will turn to reviewing the literature on fathers’ employment

practices, care and domestic labour.



2.
Public Policy Context and Debates on Work/life Issues

Introduction

In this chapter the public policy context is set out in terms of the policy and legislative provisions
that were in place for parents during the data gathering part of the research in 2005/2006, this
includes paternity leave, parental leave and the right to request flexible working. Following this
there is a section on the development of family-friendly policies and the concept of work/life
balance. A critical stance is taken towards this problematic concept. To help frame my research
questions, five interviews were carried out, mostly before my fieldwork with fathers
commenced, with key actors relevant to the area of fathers’ work and care. These interviews
were insightful in terms of aiding my understanding of the research area and the local policy
context, and so they are included in this chapter in addition to the research literature. On the
whole, the interviewees were receptive to my research and some provided me with details of
other groups who would be interesting to interview and I pursued these opportunities. During
these interviews I was given documents and resources produced by the organisations such as
booklets, and in one case, a DVD which gave me further information on their ongoing projects
and approach to policy. These interviews were carried out in the organisations’ offices and lasted

between an hour to an hour and a half.

As this thesis rests upon a qualitative approach — interviews with fathers — I have sought to
contextualise the study by reviewing the findings of secondary analyses of large scale data sets
and some time-use surveys that address the availability and take up of flexible working
arrangements, fathers’ engagement with care and domestic labour. Each of these three research

areas is addressed in turn and the findings of the quantitative research are followed by reviews of



other studies. Having outlined this chapter, we now turn to understanding fathers’ public policy

entitlements.

Fathers’ Legal Entitlements

This section introduces the major statutory provisions that address fathers’ work/life practices, at

the time of the fieldwork in 2005/2006:

e Paternity leave. The basic rights to paternity leave and pay are set out in the
Employment Act 2002. The right to paternity leave and statutory paternity pay allow an
eligible employee to take paid leave to care for his child or to support the mother after
birth. Since April 2003, fathers can take either one week or two weeks consecutive

patemnity leave. During this time most employees” are entitled to statutory paternity pay.

e Adoptive leave. The Employment Act 2002 sets out the basic rights to adoption leave
and pay. From April 2003, the rights to adoption leave and statutory adoption pay allow
an eligible employee adopting a child to take time off when a child is placed with them
for adoption. An eligible employee is entitled to 26 weeks ordinary adoption leave and a
further 26 weeks additional adoption leave, running from the end of the ordinary
adoption leave. During the ordinary adoption leave, the employee may also be entitled to

Statutory Adoption Pay.

e Parents’ right to request flexible working. Employees’ rights to request flexible
working is set out in the Employment Act 2002. Since April 2003, employees have the

right to apply to work flexibly. Employers have a statutory duty to consider requests

2 Employees must be classified as ‘employed earners’ and earn at least the ‘lower earnings limit’ to qualify for
statutory paternity pay. The same applies for accessing statutory adoption leave pay.



seriously in accordance with the set procedure, and refused only where there is a clear
business case for doing so. Where an application is refused, employees have a right to
receive a written explanation as to why. Furthermore, employees can appeal against the
employers’ refusal. Employees are eligible to request flexible working if they have a

child aged under six, or a child with a disability under 18.

e Time off for dependents in an emergency. The Employment Rights Act 1996, as
amended by the Employment Relations Act 1999, sets out the right for time off for
dependents. This came into affect during December 1999. The right to time off is
available to workers who have a contract of employment with an employer, and whether

they work full- or part-time hours. However, there is not entitlement to pay.

e Parental leave entitlements The right to parental leave was first introduced during
December 1999 under the Maternity and Parental Leave Regulations 1999. From January
2002, changes to parental leave came into force under the Maternity and Parental Leave
(Amendment) Regulations 2001. This extended parental leave to parents of children who
were aged under five years during December 1999, and to parents of children with
disabilities under 18. In addition, parents of children who were born or placed for
adoption between 15 December 1994 and 14 December 1999 are entitled to parental

leave, providing that they have the qualifying service.

Family-Friendly Policies and the Turn to ‘Work/life Balance’

Although this thesis is concerned with fathers’ paid work, care and domestic practices, the
debate surrounding work/life balance (hereafter “‘WLB”) is of clear relevance in informing the

study. WLB has been viewed as a conceptually vague and empirically ill-defined term (Felstead

10



et. al. 2002). It attracts a degree of controversy (Ackers 2003:221). It has been portrayed as
merely another ‘fuzzy’ piece of political rhetoric. Clearly, given the current social significance
of WLB, this is an undesirable state of affairs. Before moving any further, we need to have a

clear understanding of WLB and its implications: just what does it mean ‘in practice’?

As a phrase, “‘WLB’ has been understood as a metaphor. ‘Balance’ has both subjective and
objective meanings and measurements that will vary by circumstances and across individuals. It
implies human agency, that we ‘manage’ our balance. Defining ‘work’ is problematic since it
cannot be taken to mean paid employment alone; it also includes unpaid hours, and travel to and
from work. There are further complications in instances when there is a fine line between life
and work, for example in the case of people who work from home, particularly with the rise of
information technology. ‘Life’ implies the rest of life outside of work, and there are many
aspects of this, with family life, free time, leisure time, committed time (Guest, 2002:261-263).
This thesis cannot claim to address all of these aspects of ‘life’, although Guest’s wider

definition is commendable, the thesis examines fathers’ childcare and domestic practices.

Some concerns have been expressed that WLB is not seen in broad enough terms. Particularly in
the extensive literature on the role of part-time employment, there has been a narrow focus on
the balancing of work and family life (Warren, 2004). This limited conception of WLB is linked
to shifting discourses. Originally, there was a focus on women’s employment; employers were
concerned to develop ways to retain female staff given the projected decline in school-leavers
entering the labour market during the 1990s and the expected skills shortages. This recruitment-
centred agenda has expanded so that men are included in a broader awareness of the wish for
more flexible working arrangements amongst a downsized, highly pressurised core workforce

(Dex and Scheibl 2001:412; Lewis 1997:13). The initial focus on work and family life can be

11



seen in the earlier discourses that were used in this area, such as ‘family-friendly policies’ and
‘work-family reconciliation’. The shift towards WLB is seen as a recognition that that those
without families may also have interests that are not necessarily compatible with long and
inflexible working hours. However, in practice, in the UK context, WLB still generally concerns
care and balancing paid work and caring (Perrons et. al. 2005:54-55). There are also criticisms of
the ways in which the gender-neutrality of WLB discourses obscure gender differences in non-
paid work demands and the need for changes to be made in workplaces to accommodate care

(Lewis et. al. 2007).

Although families may take up a substantial amount of non-work time, there are also numerous
other facets to non-work time and the ‘life’ aspect of WLB. An holistic concept of WLB is
needed (Warren, 2004). It would certainly help in overcoming what is argued to be a simple
binary distinction between ‘work’ and ‘life’ (Perrons et. al. 2005:60). There is a recognition that
work and life are not necessarily two distinct spheres (Warhurst et. al. 2008). This questions the
underlying assumption made in debates about WLB that paid work is characterised by alienation
and experienced as a constraint, whereas life is equated with happiness or self-realisation

(Maclnnes, 2008).

To overcome what has been identified as a narrow focus on paid work and unpaid caregiving in
treatments of WLB the importance of a third realm of ‘recreational labour’ has been asserted.
Recreational labour covers activities where the primary aim is the satisfaction of individuals and
their subjective needs, these would include: community activities, self-care, personal time,
leisure, and enjoyment (Ransome, 2008). Others have taken issue with the lack of awareness of
the community as an important context in the negotiations between work and family demands.
An emphasis is placed upon the social and historical contexts in which lives are embedded

(Swisher et. al. 2004:281, 283). This would appear to be a case of rethinking our priorities, as:

12



If work/life balance is to actually mean balance, then instead of paid work being the

starting point and the question being how, as a society, we are to fit our life around

our paid work, we put it the other way round and ask: how do we fit our work around

our life?

Williams (2004:77 emphasis in original).

A multi-dimensional approach to WLB would go some way in addressing criticisms that have
been made of the more ‘mainstream’ WLB campaigns, such as that of the Department of Trade
and Industry, for being ‘one dimensional’. It is argued that such ‘uni-dimensionality” acts in the
interests of managerial rationality and so limits a much wider and more radical approach to WLB
reform (Shorthose, 2004). These points have parallels with criticisms that have been made in the
North American context of WLB discourse, as merely reflecting the individualism, achievement
orientation and instrumental rationality that is central to the organisation of bureaucracy and its
practices (Caproni 2004:208). This line of thought critiques the idea of ‘balance’, particularly the
implicit idea that it is possible to achieve a right balance between paid work and other parts of
life. Furthermore, the shifting character of people’s work and non-work involvements and their
meanings across the lifecourse are overlooked (Gambles et. al. 2006:35). The treatment of
‘balance’ as an individual achievement negates the role of constraints. A more satisfactory
approach would recognise the complex interplay of interests, expectations and opportunities, and
that within this both choices and constraints exist (Warhurst et. al. 2008). This is an important

recognition given that the discourse surrounding has effects in terms of limiting policy, in that it

presents ‘public issues as private troubles with personal solutions’ (MacInnes 2008:58).
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Fathers’ Paid Employment Practices

Findings from large-scale surveys’

Secondary analysis carried out of the Workplace Employment Relations SurVey 1998-2004
Panel (hereafter “‘WERS’) (Whitehouse et. al. 2007) found that there had been uneven growth in
both the incidence and comprehensiveness of family-friendly provisions between 1998 and 2004.
The largest increases occurred among workplaces with relatively few provisions in 1998. In
1998, family-friendly provisions were associated with the public sector, having management that
viewed work-family balance as an organisational rather than individual employees’
responsibility and the presence of comprehensive equal employment opportunity practices.
However, in 2004, the first two factors were not found to be significantly associated with the
number of family-friendly provisions at a workplace. The average number of family-friendly
provisions per workplace increased from an average of 2.6 in 1998 to 4.3 in 2004. Paid paternity
leave became the most prevalent of provisions examined in both surveys by 2004, although it
was not universally available (92% of workplaces provided paid paternity leave in 2004, up from

48% in 1998).

3 WERS 2004 is the fifth survey in a series which provides a nationally representative dataset on employment
relations and working life inside British workplaces. Previous surveys were conducted in 1980, 1984, 1990 and
1998. The survey fieldwork was conducted between February 2004 and April 2005. Face-to-face interviews were
conducted with around 3,200 managers and almost 1,000 worker representatives. Over 20,000 employees completed
and returned a self-completion questionnaire. This is reported by Kersley et. al. (2006) and Whitehouse et. al.
conducted a secondary analysis of the 1998 and 2004 datasets.

The Third work/life Balance Employer Survey was conducted in 2007 with a random sample of 1,462 workplaces in
Britain with five or more employees. Workplaces were randomly selected from the Inter-departmental Business
Register. Telephone interviews were carried out with a manager at each workplace who held day-to-day
responsibility for personnel and employment relations issues.

Hooker et. al. (2007) report findings from the Third work/life Balance Employee Survey. This is a cross-sectional
survey carried out in 2006 of adults of working age living in Britain, who worked as employees in organisations
with five or more employees. The sample was based on 2,081 interviews. The secondary analysis by Biggart and
O’Brien is also based on this dataset.

The British Social Attitudes Survey provides a representative sample of adults aged 18 or over. The 2005 survey

split the sample into four sections which answered different versions of the questionnaires. Some questions were
asked to the full sample (4, 268 respondents), or a randomly selected quarter, half or three-quarters of the sample.
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Similarly the Third Work/life Balance Employer Survey (Hayward et. al. 2008) found that both
availability and take-up of the six work/life balance arrangements included in the survey (part-
time working, job sharing, flexitime, working a compressed hours week, working reduced hours
for a limited period, and working from home on a regular basis) had increased since the second
survey in 2003. However, the extent of the increase varies according to the arrangement
examined. Part-time working became near universal, being available in 92% of workplaces
(compared to 81% in 2003). There was a large increase in the availability of reduced hours
working for a limited period — 74% of workplaces reported its availability in 2007, up from 40%
in 2003. Compressed hours working has increased from 19% in 2003 to 41% in 2007. Jobsharing
and flexitime both increased substantially. Jobsharing increased from 39% to 59%, and flexitime
from 38% to 55%. There was a slight, although not statistically significant, increase in working
from home, from 22% in 2003 to 26% in 2007. Only 4% of workplaces were found to have no
flexible working arrangements available. The main reason given (71%) was that they were

considered incompatible with the nature of the business.

The Third Work-life Balance Employee Survey, conducted in early 2006, found a significant
increase in the availability of most flexible working arrangements since 2003. Almost all
employees (90%) reported that at least one flexible working arrangement was available to them
if they needed it — an increase from 85% in 2003; The working arrangements most commonly
available were part-time working, reduced hours for a limited period, and flexitime. The
arrangements most commonly taken up by employees were flexitime, working from home, and
part-time work. The survey found a high level of informal and short-term flexible working
arrangements in British workplaces, with over half the workforce (56%) reporting that they had
worked flexibly in the last 12 months. Two or more flexible working arrangements were

available to 77% of employees (compared with 68% in WLB2). The most commonly available
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flexible working arrangement was working part-time. Nearly seven in ten (69%) of employees
said that this would be available if they needed it (a small increase from 67% in WLB2). Over
half of employees (54%) felt that they would be able to work reduced hours for a limited period
if they needed to do so (a decline from 62% in WLB2). Flexitime was the third arrangement to
be available to over half (53%) of employees (an increase from 48%) in WLB2, whilst just under
half (47%) of employees felt that job sharing would be available to them if they needed it (an

increase from 41% in WLB2) (Hooker et. al. 2007).

Flexitime was found to be more common in large than small workplaces (63% of employees
working in workplaces of 250 or more employees as compared to 50% of those working in
workplaces with five to 24 workers). The industries with the highest incidence of flexitime were
banking, finance and insurance (61%) and public administration (54%). It was least common in
manufacturing (46%). There were few statistically significant differences found in the take-up of
flexitime between different groups. Where there were differences, the groups most likely to take-
up flexitime were: women (54% as compared to 44% of men), public sector employees (54%, as
compared to 46% in the private sector) and part-time workers (59%). However, a secondary
analysis of the Third Work-Life Balance Employee Survey by Biggart and O’Brien (2009) found
that flexitime and homeworking were the most popular flexible working arrangements amongst
full-time male employees, both with and without children. Fathers made significantly greater use
of both options: 33% of fathers and 28% of non-fathers had used flexitime in the last year; 28%

of fathers and 21% of fathers had taken up homeworking in the same period.

The Workplace Employment Relations Survey 2004 (Kersley et. al. 2006:250-252) asked
managers whether a range of flexible working arrangements were available to at least some

employees (n=2,050). 70% of these workplaces gave some employers the ability to reduce
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working hours, and 57% had the ability to increase working hours. The ability to change shift
patterns was present in under half of workplaces (45%). Flexitime was available in 35% of
employers and job-sharing in just under a third of cases (31%). Homeworking was reported to be
available by 26% of managers. Term-time only working was available in a fifth of instances, and
working compressed hours had the least reported availability in 16% of cases. These
arrangements were found to be most common in these types of establishments: larger
workplaces, those which were part of a wider organisation, larger organisations, in the public
sector, and those where at least one union was recognised. The survey of employees (n=21,655)
found that high proportions were not able to say whether arrangements would be available,
which is a notable finding in itself. For the various flexible working arrangements, this stood at
between 16% to 37% of employees who were unaware. Flexitime emerged as the arrangement
that employees saw as most available in 38% of cases — this is slightly higher than indicated in
the survey of managers. Employees’ awareness of the availability of reduced hours (32%) was
markedly lower than the managers’ survey would have suggested. A similar finding emerged
with regards to ability to increase hours (31%) and change shift patterns (27%). As with
flexitime, employees perceived working compressed hours to be slightly more available to them
(20%) than in the managers’ survey. Employees’ awareness of job-sharing (19%), term-time
only working (14%) and homeworking (14%) also continue the pattern of being lower than the

figures given by managers.

The WERS 2004 (Kersley et. al. 2006) survey of managers found that fathers most commonly
took time off around the birth of their child using either paid or unpaid paternity leave (73% of
workplaces). Annual leave was used by fathers in 34% of workplaces, and time off at employers’
discretion in 26%. In a minority of employers, 5% of managers reported that fathers made use of

other leave arrangements and 2% said no leave arrangements were available. In terms of trends,
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larger workplaces were found to be more likely to provide paternity leave than smaller
workplaces, which were more likely offer discretionary leave. Significant variations were found
according to sector, as fathers usually took paternity leave in 91% of public sector workplaces,

compared with 70% of workplaces in the private sector.

In addition to the findings of large-scale surveys into the availability and take-up of flexible
working practices that WERS and the three Work-life Balance Employee and Employer Surveys
provide, data on people’s experiences of work/life balance are provided by the British Social
Attitudes Survey (hereafter ‘BSAS’). MacInnes (2005) carried out a secondary analysis of the
2002 BSAS. It was found that work/life balance issues were relevant to many respondents in
paid employment, with over half of employed respondents reporting that they came home from
work at least several times in a month too tired to carry out chores. Six out of ten of those
currently employed also saw their job as stressful. However, no statistically significant
relationship was found between respondents’ family situation and perceptions of time stress at
work, trends towards longer hours at work or the need to work longer hours to get promoted.
Thus, MacInnes concludes that these findings provide a challenge to assumptions that work and
family are mutually exclusive spheres, the data point to complementarity. Differing
interpretations are made in an analysis of 1989, 1997 and 2005 BSAS questions, (Crompton and
Lyonette, 2007) namely that growing pressures in paid employment are resulting in greater
difficulties in combining work with family. This argument rests upon findings that in 2005, 84%
of full-time employed women and 82% of full-time men would like to spend more time with
their family, up from three-quarters (75%) of full-time women and 70% of full-time men in

1989.
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Findings from Organisational Studies

This section examines the organisational context of fathers’ work/life practices. It is crucial to
examine this since organisations affect capacities for work-life articulation in respect of demands
made on employees, as well as concrete work-life entitlements offered (Crompton et. al.
2007a:5). It has been noted that there is a scope for employee time autonomy over the number
and scheduling of working hours where employees are contracted to complete particular tasks
rather than a specified time output. In particular, there are findings that self-determination and
task discretion is greatest for those in professional and managerial jobs (Fagan, 2001a).
Managers tend to have no set working hours, where they may work outside standard hours if a
task requires it for its successful completion (Houston and Waumsley, 2003). However, in terms
of choice and constraint in organisations this is a form of ‘self-imposed overtime’ amongst
employees (Rutherford 2001:260). This reflects the findings of a study of Scottish call centres,
where men claimed to work unpaid overtime more than women. Overtime working was

attributed to not wanting not to let down colleagues or customers (Hyman et. al. 2005).

As well as the demands of a specific role, devoting long hours to paid employment needs to also
be situated within an understanding of organisational discourses of time, particularly the notion

of commitment to a career:

... time, productivity and commitment are socially constructed [...] the notion that
time represents money, and hence symbolizes productivity, commitment and
personal value is widespread. Time is defined as a commodity to be managed and
‘given’ to paid work and/or family. Productivity and commitment tend to be defined
in terms of hours spent at the office [...] Commitment tends to be regarded by
management as finite and non-expandable, implying that if someone has
commitments outside work, this inevitably reduces their level of commitment at

work.
Lewis (1997:16)
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In seeking promotion, it has been documented how employees are subject to pressures to
‘perform’ in their work, notably this includes a compulsion to work longer hours (Crompton
2006:80), which leads to a culture of presenteeism. Presenteeist attitudes towards working time
are mirrored in a study of employees of an American blue-chip company. Work/life balance
arrangements were available but their effectiveness was limited by an unwritten organisational
norm that working “more hours indicates that you are paying your dues” (Hochschild 1997:19).
This culture led to a strange reversing of worlds where working became a priority, and even
enjoyable, whilst time spent with family became a secondary priority with an industrialised
nature, experienced as a chore (Hochschild, 1997). This echoes Perrons et. al.’s (2005:56-57)
arguments that the long hours working culture can become an ‘internalised drive’ with
employees working more hours than they prefer. This can ultimately generate a form of

‘constrained autonomy’ in employees’ work/life practices.

Two of the policy interviews I conducted with the Workers’ Organisation and the Work/life
Balance Organisation both pointed to experiences when they have had to counter resistance from
managers when piloting and implementing work/life balance arrangements and policies in

employing organisations:

... sometimes, managers perceive flexible working practices as actually giving them
more work and less control. Erm, and I think quite often, it takes them a long time to

get their heads around the concept of work/life balance...
Workers’ Organisation Representative

Some managers’ perceptions of work/life balance is that it’s a free for all and that
staff can do what they want, and their business couldn’t possibly run, based on that

scenario.
Work/life Balance Organisation Representative
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Other research indicates that these findings regarding the nature of managerial working culture
and the notion of career progression can be detected amongst fathers in professional occupations
(Hogarth et. al. 2001; Vincent and Ball, 2006; Brannen et. al. 2004). Workers may make
compromises to achieve their organisational goals and the long hours working culture

underpinned by a perceived need of presenteeism become internalised:

The main characteristics of employment among fathers... long and often irregular
hours and no break in employment due to children — are the product of dominant
ideologies and the structure of labour markets. These define the ‘good’ father and the
‘good’ worker in ways that sustain present patterns of male employment as compared
with unpaid work in the home. Ideologies legitimate structures which in turn

reinforce ideologies.
Moss and Brannen (1987:41)

Research into women’s career progression has long highlighted how the male norm
underpinning the construction of career progression in terms of time demands and the culture of
presenteeism impact upon women with caring responsibilities (Rutherford, 2001; Perrons et. al.
2007). One aspect of building recognition of material organisation constraints and the role that
they play in experiences of paid employment and care will necessitate a critical examination of
the contemporary construction of careers. The gendered temporal norms that underpin them will

need to be reviseds. Gender equality requires a reconfiguration of both paid and unpaid work

4 The Workers® Organisation recognised this point and the broader role that flexible working practices could play in
deconstructing the long hours working culture associated with career progression:

... if we made flexible working more accessible, if we cut working hours, if we made it more of a
norm that men took time off to spend time with their children and took advantages, and didn’t work
‘til, didn’t work forty-eight hour weeks sat at the office desk, erm, I think we’d find that women were
able to infiltrate the higher level jobs. Because I think it’s the lack of flexible working that stops
women getting higher paid jobs. But it has to come down — I’m not explaining it very well. What I
mean is if it became more of a norm for men to work less hours and more flexibly, it would allow
more of a level playing field... And then we would find that equal pay would naturally, the levels
would naturally start to close as well. Because everybody, again, it would wipe out the old
presenteeism attitude. A woman can’t possibly spend you know, if she wants to care for her children,
can’t possibly spend a forty-eight hour week sat in front of a computer. A man can do it usually
because they either haven’t got children, or somebody else will look after the children.

Workers’ Organisation Representative
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between men and women (Lewis and Giullari, 2005) to which making flexible working practices

a norm could contribute.

... the public sector are more pushed by legislation. They have to be flagships, don’t
they, I think. So somewhere like PCSS5, for instance, which is a public sector union,
they will probably tell you that their members are covered more effectively by
flexible working practices, family-friendly policies, flexi-systems, job-sharing, part-
time working, homeworking. They have access to all of that.

Workers’ Organisation Representative

Wider calls for greater employee-led flexibility have been found in other studies. The most
popular change that people wanted in their working schedules was more flexibility in their
organisation of work (Fagan, 2001a). Among a sample of full-time employees in the electrical
and engineering sectors there was a strong desire generally to use flexible working (Houston and
Waumsley 2003:23). Fathers’ demands for flexi-time can be understood as having preferences
for the scope to have some flexibility over the daily and weekly working hours without a loss of

income (O’Brien and Shemilt 2003:63).

Current policy approaches can be characterised as being voluntaristic. Although the benefits of
work/life balance to employers are promoted — the ‘business case’ - it is ultimately dependent
upon them ‘opting in’ and is thus a softer approach. That the business case presents benefits for
a core of highly skilled workers at the neglect of those located on the periphery is of concern
(Dean, 2002). WLB would be best promoted as part of a social responsibility agenda that does
not rest upon a business case as a basis for access to provisions (Dean, 2007). The social needs
of families should be prioritised over the needs of businesses and the economy (Fevre, 2003).
Therefore, a more satisfactory approach would involve more statutory underpinnings to

strengthen the demands of families when they are seeking arrangements with employers:

5 PCS, the Public and Commercial Services Union, represents over 300,000 UK members from the civil service and
government agencies (Public and Commercial Services Union, 2008).
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I think they could possibly do more in terms of legislation to force employers’ hands
maybe... That would be increasing rights for individuals to request flexible working,
increasing maternity and paternity, and general access to flexible working, and I
think reducing the long hours culture as well. It’s never one thing in isolation, is it?
There’s lots of things that interact with each other, and reducing working hours I
think would play a big role.

Workers’ Organisation Representative

Part of the success of the Norwegian paternity quota scheme which set aside four weeks of leave
for fathers, was that its element of compulsion embedded the meaning that the state, not fathers,
negotiated with employers for this measure (Brandth and Kvande, 2001). State intervention at
this level is an improvement upon fathers informally approaching employers which rests upon

securing good relations with management, which we cannot assume, is present for all fathers:

It is difficult for people to convert their preferences into actual working-time
reductions through individual negotiations with current or alternative employers.
Public debate and collective action are needed to broaden the politics of time.

Fagan (2002:87)

Flexible working will need greater promotion amongst male workers and to ensure that flexible

working does not mean poor career prospects (Houston and Waumsley 2003:45).

Thus, employees’ satisfaction or dissatisfaction with current working practices and preferences
for alternatives partly depends upon their perceptions of the availability of feasible alternatives
(Fagan, 2001b). A key constraint is that ‘men’s jobs’ are constructed as full-time in a gender-
segregated labour market (Fagan, 2002). In instances where employers have a wider range of
policies, which are in theory, available to all employees, when managerial staff have been found

to present them as being aimed at women with caring arrangements (Smithson and Stokoe,
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2005). This shows continuities with Beechey and Perkins’ (1987) findings on the gendered

construction of part-time working.

The impact of organisational culture upon the implementation of work/life balance policies
within individual workplaces has been found in a study of workplaces in Sheffield and
Canterbury. It emerged that ensuring service provision and delivery stood in tension with
providing support to staff (Yeandle et. al. 2002). In this context, the discretion of individual line
managers determined to a large extent the implementation of formal work/life balance policies.
Managers’ discretion involved making personal judgements about how reasonable the request
was and how genuine staff members’ needs were (Yeandle et. al. 2003). In a study of a UK
social services department it was found that flexible working arrangements were both poorly
communicated and applied inconsistently. Working parents described the ‘management lottery’
in terms of whether they were responsive to their care needs, although the ‘lottery’ was also
shaped by employees’ status, as lower status employees had much less autonomy than higher-
status employees (Brannen, 2009). A distinction can therefore, be drawn between what
organisations claim to provide in the way of work/life balance arrangements, and provisions that
are offered in practice (Perrons et. al. 2005:59). Where larger employers have well-developed
‘family-friendly’ policies it does not follow that they are implemented at a local, operational
level (Dean, 2002). This distinction between organisational policies and practices draws our
attention to how the application of work-family arrangements is mediated by organisational

cultures.
Although workplace policies and practices are shaped by national legislation there are

discrepancies between formal policies and working practices. It is important to address

organisational cultures so that wider policies have a discernable and positive, everyday impact
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given that policies do not straightforwardly change structures, relationships, attitudes, behaviours
and experiences. This draws our attention to the value of micro-level initiatives in individual
workplaces, which target their unique cultures, and are contextually sensitive (Crompton et. al.
2007b). The interview with the organisation that pilots work/life balance arrangements in
organisations emphasised the need to engage with individual organisational cultures and that the
process of implementing policies did not take a ‘one-size fits all’ approach. A specific need to
engage with men to encourage their uptake of arrangements was made, particularly the need to

‘make it real’ to them:

... more women seemed to take up work/life balance options than men. Although
increasingly, men are taking up the options. Often what we find is that people think
that work/life balance is all about women with children. I always, personally describe
three things: there’s childcare, there’s family-friendly, and there’s work/life balance.
Childcare is obvious. Family-friendly is obvious. Work/life balance is for everyone
and anyone, regardless of anything! So, family-friendly is, you know if you’ve got a
family, so that’s men and women. Work/life balance is anybody and everything,
because we’ve all got lives outside of work. So when you present it to men in that
way, and they think, “oh well, you know, I could use the flexi-system” or whatever it
is they want to use, “And I can go and play golf in the afternoon, or I can go and do
whatever”. They start to think about it differently. So it’s about making it real for
men. What we are finding is that men are taking more responsibility in terms of the
childcare. So it’s making it easier for them to be able to share childcare
responsibilities with their partner.

Work/life Balance Organisation Representative

There is a need to ensure on a practical level that workplace flexibility should enable boundaries
between work and home to be crossed without being compromised and that boundaries that

maintain power relationships are addressed (Wasoff and Cunningham-Burley, 2005).

That some fathers may opt out of demanding careers® in order to become more involved with

caring for their children has been documented (Gerson, 1997). A recent study found a group of

§ A similar dynamic has been posited at the other end of the occupational spectrum:
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‘juggling fathers’ in professional careers who had made changes to their careers in order to take
on greater caring responsibilities (Vincent and Ball, 2006). In terms of planning their fatherhood
around career demands there are parallels with Plantin’s (2007) Swedish middle class
respondents who purposefully concentrated on their careers in their earlier working lives and
planned to become fathers later. The ability to secure both flexibility and autonomy in working
hours has been identified elsewhere as a determinant in fathers taking up a greater role in caring
responsibilities (Gerson, 1997). Professional careers have been found to offer the scope to pursue

family-friendly specialisms (Crompton, 2001).

Small and medium enterprises (hereafter ‘SMEs’) have been found to be less likely than larger
organisations to devise family-friendly working as part of a package of measures. They are more
likely to devise incremental and ad hoc arrangements as needs arise. For instance, meeting
individuals’ needs at times of personal crisis can motivate flexibility. However, obtaining
flexibility in SMEs rests heavily upon workplace relationships and expectations (Dex and
Scheibl, 2001). A recent qualitative study found that parents working for smaller employers
tended to experience more informal and ad hoc approaches to flexible working (Ellison et. al.
2009). However, others have argued that an absence of formal policy on requesting flexible
working can contribute to employees’ reticence in asking for flexibility (Dex and Scheibl, 2002).
In this context, some employees lack the confidence to make requests and even if they do, they
may feel guilty (Yeandle et. al. 2003:28). In contrast, others found that having time off for

domestic emergencies is a widely-held expectation amongst employees (Bond et. al. 2002:72).

For men with limited work opportunities, the desire to nurture can be frustrated in the workplace.
Blocked mobility can prompt men to look for other sources of meaning and fulfilment, and child
rearing offers a rich alternative. These men look to parenting as a form of productive labor, and like
the proverbial proud mother, they come to see children as their primary identity and even a source of
vicarious identity.

Gerson (1997:41)
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However, it remains to be seen whether having time off for family responsibilities is seen as an

occasional benefit rather than a right (Lewis, 1997).

In terms of fathers’ use of paternity leave provisions, fathers’ access and take up of leave has
been found to be limited by what organisational policies permit and what are seen as acceptable
practices within their organisational cultures (Dermott, 2001). Others stress the benefits that
formal employer policies can have, and how employers’ policies are important in fathers’
behaviour in terms of determining the type and duration of leave that fathers take (Smeaton,
2006:x1). The men in Smeaton’s (2006:60) research who were in large, supportive organisations,
emphasised the importance of organisational policy and culture. In contrast groups of fathers
have been identified who were unhappy with their paternity leave provisions, preferring longer
paternity leave (Dermott, 2001). It may be that fathers’ are conscious of not placing burdens on
their employer in terms of productivity and costs in their taking of paternity leave (Thompson et.

al. 2005) which restricts their entitlement to paternity leave.

Improved paternity leave provisions would perhaps be more successful in bringing fathers into
the home to provide care but this may only be if income replacement levels are widely regarded

as fathers as sufficient:

... there’s a financial disincentive there from the wage’s point of view, I know a lot
of men who’ve just taken the week off and that’s it, because they just can’t afford to

take the rest of it.
Fathering Columnist

You know, having a baby is probably one of the most expensive episodes in
anybody’s life, and yet the level of paternity pay is considerably less than they would
have been earning had they been at work. So we’re asking people at a time in their
life when they’ve got lots of outgoings to suddenly take a drop in their wages, so

people don’t take it up.
Fatherhood Organisation Representative

27



There have been calls for parental leave arrangements to be located within a ‘total policy
package’ whereby a broader approach is taken to the use of time throughout the lifecourse
(Deven and Moss, 2002). There is a recognition that policy measures that increasingly absent
parents from the home through the adult worker model, where the route to social inclusion is
through paid work, stand in tension with other policy goals which expand parental roles in the
home through a school-parent partnership (Shucksmith et. al. 2005). However, other research
indicates the issue of fathers’ caring needs throughout childhood is not straightforward, as when
fathers’ reduction of their working hours, is a temporary measure restricted to the first year of

children’s lives (Dermott 2008:33).

Fathers’ Negotiations over Domestic Labour

Time Use Trends in Domestic Labour’
Researching longer-term trends in the gendered division of domestic labour is necessarily

political since identification and interpretation of developments depends upon how much change

7 Bond and Sales (2001) utilise data from the 1994 British Household Panel Survey. This is a longitudinal annual
survey of each adult member from a nationally representative sample of over 5,000 households. A subsample of 981
dual earner couples of working age was used for the secondary analysis (Bond and Sales, 2001).

1994 International Social Survey Programme Data are analysed in Geist (2005). Geist restricted her analysis to ten
countries: Australia, Austria, Canada, Britain, Italy, Japan, Norway, New Zealand, Sweden and the US. The
secondary analysis was restricted to married and cohabiting couples aged between 25-64 working either full- or part-
time, or have spouses who do so (» =4799). Crompton et. al. (2005) carried out a secondary analysis of 1994 and
2002 ISSP data for Britain, the Czech Republic and Norway. The 1994 data consists of the following numbers of
respondents: 538 (Britain), 621 (Czech Republic), and 1264 (Norway). Data collected in 2002 are based on these
sample sizes: 916 (Britain), 735 (Czech Republic), and 947 (Norway).

Crompton and Lyonnette (2008) utilise combined datasets from the 2002 and 2006 British Social Attitudes Surveys.

Baxter (2002) is based on a secondary analysis of nationally representative survey data collected in Australia of
employed respondents (including both full- and part-time) aged between 18-54 years in: 1986 (754), 1993 (1081),
and 1997 (1116 married/cohabiting respondents).

Harmonised international time use surveys from 1961-1999 are analysed in Gershuny (2000). This is based upon 44
surveys from 21 countries. Sullivan (2000) is based upon secondary analyses of nationally representative time-use
diary data collected from British couples in 1975, 1987, and 1997. The 1975 data is based on a nationally
representative sample providing 690 diaries. The 1987 data provides a sample of 392 English and Scottish couples.
Sullivan’s (2000) data are from a pilot for the 6™ wave of the BHPS, and provide diaries kept by 202 couples.

28



































































































































































































































































































































































































































































































