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Foreword

Denise priest, Director of Employer Partnerships, Bright Horizons Family Solutions

ln this, the fourth year that Bright Horizons has

sponsored Working Families' Modern Families

lndex, il seems to me an appropriate time to

reflect on the "long view" and identify what are

the.persistent "pain points" families report

year upon year and consider why this might be.

Similarly it is important to recognise progress

where it has been made, and also to note key

statist¡cal trends which over the years have

become the 'new truths' challenging

traditional assumPtions

It's clear that in so many lives 'family and work'

is not a good fit. For just 8 per cent of survey

respondents work is their first priority. Family

and relationships rank far higher - and higher

than we found.last year - among parents. So

it's important that whatever is asked of them

around working more to meet business needs

¡t must not be at the expense of family time.

This year's /ndex shows "a clear pattern where

family life is eroded to some degree for many

families, with the currency of time in short

supply for many" - we need a better fit.

Given the national concern with obesity,

diabetes, and heart disease it is saddening to

see nearly half of respondents reporting that

work demands prevent them from taking

enough exercise and also from eating healthily.

There's often a consequent risk of burn-out: 30

per cent of working parents feel burnt out

regularly - rising to 46 per cent among

millennials. Asked what they would do about

burn out, 29 per cent of respondents would go

off sick, a quarter would cut back hours and 11

per cent would resign even without alternative

,,Where we used to talk of a work-life balance the reality is that for most of us it is

more of a blend. This increasingly complex reality risks the creation of a 'fatherhood

penalty' if not addressed. Flexibility helps but can also hinder. We thrive and falter

dependent on how the relationships between family, work, time, moneY, and health

are managed."

work to go to. Apart from the significant

human cost, for a business the impact on

employee retention is considerable.

We're still hearing that people feel forced into

lying to their boss about needing time off for

caring responsibilities. And if people aren't

talking now - primarily about childcare - what

will happen in the future when eldercare needs

are more widesPread?

On a related note, grandparent care is still the

most common type of non-parental care.

However, with increasing numbers of older

people still in full employment, or caring for

their own parents this is go¡ng to mean this

resource will be more stretched in the future.

More stress for the 'club sandwich'generation,

caring for children, grandchildren and their

own parents

So, what's going well? lt is impossible to

overstate the impact of an understanding and

supportive employer. Asked what difference

having a flexible and family-friendly employer

makes, /ndex responders were very definite:

more than half of respondents said having such

an employer would make them happier, more

likely to stay with their employers, more

motivated and more productive. Which is

what we at Bright Horizons have found in our

own experiencê ôf partnering with leading

employers. ln fact we're currently compiling a

report on the key impacts of employer-

sponsored dependant care which will be

published in May.
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For those who are able to work flexibly in a way

that suits their needs, flexible working helps -

but it is not always possible, and some parents,

particularly fathers, are concerned that asking

for it signals a lack of commitment. Flexibility

works if it is two-way, supporting the needs of
business and also of the family - and also if
take-up is not inhibited by a long hours

workplace culture and presenteeism.

Childcare really matters to working parents:

75 per cent of survey respondents this year

would assess their childcare before taking on a

new job or promotion - th¡s is shown as a

particularly strong element for mothers, seen

In 8L per cent of respondents this year, from
56 per cent last year. The fact that it is also

higher in millennials shows this is not going

away,

Employers also need to support their
employees in practical ways by providing them
with tools to manage their care needs. Back-

up care by its very nature supports flexibility,
allowing people to work unscheduled days

when the need arises without negative impact

on the family. Similarly workplace nurseries

are typically more affordable and their location

helps the much needed currency of time as

their locations make pick-up and drop-off
eas¡er, plus commute time can be quality
parent/child time.

On the topic of time, the new truth is that the
typical model for working patterns in couples

is for both to work full time rather than the
previous one full time, one part time (which in
itself replaced the 'man works and woman

cares' traditional pattern.) The two full-timers

model is represented by 48 per cent of
responders to this survey, and 52 per cent for
millennials which indicates this is a pattern

which will become increasingly dominant
going forward.

What does work-life balance mean to us

today?

Where we used to talk of a work-life balance

the reality is that it for most of us it is more of
a blend - a much more complex picture. There

are blurred lines between society's

expectations and business actions. Flexibility

helps but can also hinder. We thrive and falter
dependent on how the relationships between

family, work, time, money, and health are

managed.

I would urge employers to look to the
examples of role-model workplace nurseries

provided by Cisco, Toyota, and the University

of Oxford, or back-up care solutions provided

by JP Morgan and Thomson Reuters.

Employers should consider what practical

supports, and cultural measures they can offer

working families. As the survey respondents

indicated, responsibility for a good work-life fit
lies with not only employers but also with
government and also ultimately with the
individual. Today's working families are trying
to do it all- let's help them thrive while doing

so.

ì,g* i$Y-
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Sarah Jackson, Chief Executive, Working Families

"Porents are clear about the benefits brought by a more balanced fit between fomily
life and work. Life in more 'time-weolthy' families is less pressured, relationships are

under less strain ond wellbeing levels are higher. But these benefits are not just one

way troÍÍ¡c -'all fo¡ porents ønd chìldren. lt is clear from whot parents tell us thot

benefits will accrue to employ.ers who nurture a work-life bolance culture within their

orgonisotion."

The 2017 Modern Families /ndex provides a

fascinating picture of life for working families

across the UK. Where family life and work meet

is a complex boundary that is shifting for many

families. Parents' ideas about what is

achievable and desirable are evolving; many

fathers, for example, now say that they weigh

up career decisions in the light of their

childcare responsibilities just as most mothers

do. But it is not just changing social attitudes

that affect the way parents navigate work and

home. The world of work is changing, too. The

/ndex shows very clearly that for many, work

absorbs a large proportion of their time, and

that this is not always a positive choice.

Financial pressure and work pressure combine

to erode the edges of family life, whilst also

affecting individual wellbeing. Parents are very

clear: family is the most important thing to
them, but the twin currencies of time and

money they need for their families to thrive are

not available to them. Only one in five families

feel they are getting it right. This is cause for

concern - and a call to action for positive

change.

What might this change look like? The lndex

provides us with some strong pointers. One is

the need for better opportunities for fathers to

make realwork-life balance choices. Many are

concerned that their workplace culture means

flexible employees are seen as less committed.

To avoid the clear emergence of a 'fatherhood

pena.lty', where men's careers are stalled or

side-lined as they try to f¡nd roles they can

combine with family life, employers need to

ensure that work is designed in a way that

helps women and men find a good work-life fit.

Viable options for flexible working, and a dose

of realism when it comes to what can be done

in the hours available, must be a central part of
this. And honest conversations between

employer and employee about both are vital.

This in turn will help with the equalising of care

between genders: women are still doing more

than men, and workplace culture continues to

reinforce these traditional gender roles even if
parents feel these roles are increasingly out of

step with their lives and aspirations.

Parents are clear aboutthe benefits brought by

a more balanced fit between family life and

work. Life in more 'time-wealthy' families is

less pressured, relationships are under less

strain and wellbeing levels are higher. But

these benefits are not just one way traffic - all

for parents and children. lt is clear from what
parents tell us that benefits will accrue to
emþloyers who nurture a work-life balance

culture within their organisation. They will reap

the rewards of a more loyal, motivated and

productive workforce, and the costs of
absenteeism, stress and increased staff

turnover that result from inflexible workplaces

can be avoided. A first step on the path to
achieving this is for employers to ensure that

all employees can trust that they can have an

adult to adult honest conversation about work

and working life without worrying about

whether they will be seen as less committed.

For any employers and policy-makers uncertain

about the advantages of engendering better

work-life balance in the UK labour market, the

evidence here is compelling.
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Key Findings

Only one in five families said they have got the right balance between time (to spend with

family) and money (earning or having enough income) to see their family thrive. More than a

third say they haüen't got enough time or money.

ln couple families, many parents both work full time. 48 per cent of couple families in the

survey said they both worked full time. 57 per cent of single parents worked full time.

Just under half of parents (47 per cent) think that over the last two years it has become

financially more difficult to raise a family.

Family life is under pressure from work. The majority of parents (72 per cent) catch up on

work at home in the evenings and at weekends, with 41 per cent saying this is often or allthe

time.

Only a third of parents manage to leave work on time every day. For many, staying later at

work is a regular occurrence. One in five parents working full time is putting in five extra weeks

a year-the equivalent of their annual holiday allowance - in unpaid work, just to keep up with

the demands of the job. A third of working parents regularly feel burnt out.

Almost half (48 per cent) said working hours regularly got in the way of spending time with

their children. A third said,that work pressure negatively affected their relationship with their
partner and a quarter said it led to rows with their children.

Parents are keen to mitigate the effects of work on family life. They identified flexible working

as a key way of gettlng a better balance, but many felt that they could not make use of it
because of their job, manager's attitude or workplace culture.

Parents are worried about discussing family and work related issues with their employers. 41

per cent said they had lied or bent the truth to their employer about family life conflicting

with work, and almost half said they were not comfortable talking about work boundaries

with their employer.

a Fathers increasingly see themselves as actively involved in childcare, and will make career

sacrifices accordingly: 69 per cent of fathers said they would consider their childcare

arrangements before they took a new job or promotion. Fathers are the more likely (47 per

cent)to want to downshift into a less stressfuljob and 38 per cent would be willing to take a

pay cut to achieve a better work-life balance, reflecting the difficulty they face in reconciling

work and home life.

a Parents said they would leave employers who do not offer good work-life balance

opportunities. lmproved opportunities for better work-life balance and a better work-life

balance culture were priorities. ln contrast, parents said that employers who afforded them a

good work-life balance would get more motivated, loyal and productive employees.

a

a

a

a

a

a
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About the Modern Fdmilies lndex

The Modern Families lndex is a snapshot of how working families in the UK manage the balance
between family life and work. The lndex asksthem what their family and work balance is like, whether
or not the balance they have matches their aspirations, and what the effects of being a working parent

and an employee are on family life. How much time do families spend together, and what is the quality
of that time? Are parents able to leave work at work, or do they bring it home with them? ln couple
families, how do parents share working and caring and is this changing between the generations? And
do parents feel that their employer and government are doing enough to help them combine work
and family? The tndex is not a study of a particular group of parents, but seeks to capture the
experiences of 'everyday'families, however configured. lt describes the pressure points where family
and work meet today, and how these vary by demographic and other circumstances. Learning from
what parents who have completed the tndexsay, based on the reality of their experience, shows us

what is working for working families, and what needs to change - to inform the policy landscape,
configuration of the labour market and employment pract¡ce in the UK.

Families in the UK today

ln 2016, there were 4.8 million married (opposite and same

sex) or civil partner couple families with dependent children
in the UK. There were 1.3 million cohabiting couples with
dependent children and L.9 million single parent families
with dependent childrenl. Women accounted for 86 per

cent of single parents with dependent children and men the
remaining 14 per cent2.

Of the 13.9 million dependent children living in families, the majority (63 per cent) of dependent
children live in a married couple fami$. The percentage of dependent children living in cohabitating
families increased from seven per cent to 15 per cent between 1996 and 20L6, while the percentage

of dependent children living in single parent families changed little3. Married couples with dependent
children have more children on average than other family types. ln 2OL6,55 per cent of single parents

with' dependent children had one child, whereas 39 per cent of married couples with dependent
children had one childa.

Working Patterns

Dual-earner households are now the norm in the UK: in 2Ot4 in more than 68 per cent of couple
families both parents were workings. Among couple families, the percentage of both parents working
full time increased from 26 per cent in 2001 to 31 per cent in 20136.

ln2Ot4 96 per cent of couple families with one ortwo dependent children had one or both parents

working. ThisreducesslightlytogLpercentofcouplefamilieswiththreeormoredependentchildren.

Similarly, in 2Ot4 65 per cent of single parents with one or two dependent children were working

1 Office for National Statistics [ONS], Families and Households, 2016
, tbid
3 ONS, Families and households in the UK: 2016
a OÑS, Labour Force Survey, 2016
5 ONS, Families in the labour market, 2014
6 Modern Fatherhood, Parental Working in Europe, 2016
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compared with 47 per cent of single parents with three or more dependent childrenT. Couple parents'

with young children (aged under five) were almost twice (78.6 per cent) as likely to be in employment

as single parents with young children (40.9 per cent)8.

The lnstitute for Public Policy Research reported that, since the extension of the right to request

flexible working in 2OI4,36 per cent of women in employment with children under six have requested

more flexible hours, with 80 per cent of requests either partially or fully agreede.

Qualitative studies show that fathers in employment feel marginalised from access to flexible working

opportunities, due to their managers' assumption that they are the breadwinnersl0. Studies also show

that mothers working flexibly, including part time, tend to be side-lined or downgradedll. For both

mothers and fathers there is a gap between policy and practice with regard to flexible working.

Turning to types of occupation,in2Ol4 single mothers with dependent children were more likely to

work in low skilled jobs such as cleaning and catering than mothers living in couple households. More

than 14 per cent of single mothers were employed in low-skilled occupations, compared with eight

per cent of mothers in a couple relationship. 40 per cent of mothers in a couple relationship worked

in higher skilled occupations like nursing or teaching, compared with 17 per cent of single mothers12.

There has been a change in fathers' working hours in the UK. Although they still work some of the

longest hours in Europe, their hours have fallen from 47 hours per week in 2001 to 45 hours per week

in 2011. There has also been a significant change in the proportion of fathers working 48 hours or

more. ln 2OO1-, 40 per cent of fathers in the UK worked 48 hours or more. However, this proportion

declined to 31 per cent by 201313.

While mothers tend to perform more routine family activities and be more involved with children than

fathersla, it is clear that fathers' involvement with children has grown and is growing. Their

involvement in childcare increased from less than 15 minutes a day in the mid-L970s to three hours a

day during the week by the late 1990s1s. ln 2005, fathers did a third of parental childcare within

householdsl

lncome

The average UK salary for a full-time employee in April 2016 was f28,2OOt7. According to the Joseph

Rowntree Foundation in2O16, a single parent with one child (pre-schooland primary age) needed to

earn at least €27,909 a year before tax to achieve the minimum income standard (how much income

households need to afford an acceptable standard of living). Couples with two children (pre-school

and primary age) need to earn at least f 18,906 each before tax18.

7 ONS, Fam¡l¡es ¡n the labour market, 2014
8 tb¡d
e The lnstitute for Public Policy Research, Women and Flexible Working, 2014
10 Gatrell, Caroline J., et al, 'Parents, percept¡ons and belonging: exploring flexible working among UK fathers and mothers', 2014
11 Blair-Loy, M., 'Compet¡ng Devotions: Career and Family among Women Execut¡ves', 2003

Lewis, S., R. Gambles and R. Rapoport, 'The constraints of a work-life balance approach: an international perspective', 2007
12 ONS, Families in the labour market, 2014
13 Modern Fatherhood, Parental Work¡ng in Europe, 2016
ra Modern Fatherhood, Fathers' lnvolvement with Children, 2013
1s Fathers Network Scotland, Dad Mâtters, 2014
16 lbid
17 Annual Survey of Hours and Earnings: 2016 provisional results, ONS, October 2016
18 Joseph Rowntree Foundation, A Minimum lncome Standard for the UK in 2016
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It is estimated to cost f 152,000 in two parent families and f 183,000 in single parent families to bring
up a childls. By 2014/L5 the number of children in poverty had increased by 60,000 from 2002/03 to
3.9 million2d 21. Children in single parent families are more likely to live in poverty (44 per cent of
children)than in couple parent families (24 per cent)22.

Childcare

The use of formal childcare in the UK is high. 68 per cent of families use

childcare, with 42 per cent of families using more than one type of
childcare. lnformal care plays a significant role in childcare -
grandparental care is most commcinly used (31 per cent)23.

The cost of nursery part time (25 hours) is f.t17 per week, or f6,100 per
year, a one per cent rise since 2015. A registered childminder now costs

f.L04.27 per week for part-time care for a child under two, compared
with f104.06 in 201524. Childcare costs account for a significant
proportion of family expenditure. For example, a family with one child
undertwo in part-t¡me childcare and one child at an after-school club can

now expect to pay f 7,900 per year for childcare, which is over 28 per cent
of median household income in the UK2s.

Women still take a disproportionate amount of responsibility for unpaid care work within households.
Analysis of time use data shows that women ca.rry out an auãrage of 60 per cent more unpaid
work than men26. On average, men spend L6 hours a week doing unpaid care work including childcare,
laundry and cleaning, compared to women (26 hours a week).27 The gendered division of labour within
households is a barrier to women's partic¡pation in the labour market. While only one per cent of men
aged 16 to 64 were economically inactive due to unpaid care work, ten per cent of women aged 16 to
64 stayed out of work to look after the family or home28. The high cost of childcare has a great
influence on parents' choices, particularly mothers, to give up work or reduce their working hours2e.

1s Child Poverty Action Group, The Cost of A Child in 2016
20 Poverty is measured as the proportion of children living in households with, after housing costs, an ¡ncome below 60 per cent of the
contemporary median househóld income.
21 Joseph Rowntree Foundation, Child Poverty by Family Type, 2016
22 Joseph Rowntree Foundation, Child Poverty Rate by Family Type and parent Work Status, 2016
23 lnst¡tute of Education, Provision and Use of Preschool Childcare in Britain, 2015
za Family and Ch¡ldcare Trust, 2016 Childcare Survey
,s lbid
26 ONS, Women shoulder the responsibil¡ty of 'unpaid work', 2016
,7 lbid
28 ONS, Labour Market Stat¡stics, February 2015

'ze Action for Children, 'High childcare costs mean one in five parents are considering reducing hours or giving up work altogether', 2015
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Who took part in the Modern Families lndex?

The tndex was completed by 2,750 parents across the UK in 2016.

Responses were gathered online across 11 regions, with 250 responses

from each region. The regions covered were: North East, Yorkshire and

the Humber, East Midlands, East of England, London, South East, South

West, West Midlands, North West, Scotland and Wales. To take part

respondents needed to be in paid employment (full or part time) or self-

employed, and to have a dependent child aged 13 or under who lives

with them some or all of the t¡me. 54 per cent of respondents had one

child under 13, with 33 per cent having two children under 13. The

remaining 13 per cent had three or more children under 13. The survey

had an almost equal number of respondents by gender. No selection

criteria were attached to relationship status, allowing both couple and

single parent households to com.plete the questionnaire.

Respondent ages and the proportions responding were: 16-25yrs (seven per cent); 26-35yrs (39 per

cent); 36-45yrs (38 per cent);46-55yrs (14 per cent); 56+yrs (two per cent). Because of the relatively

low proportions of L6-25yrs and 56+yrs, these age groups have been banded with the adjacent age

group in some analyses. Millennials, for example, are defined30 as those born between 1981 and 2000,

encompassing the 16-35yrs age banding.

The majority of respondents identified as being from couple households (78 per cent). The relationship

status of households is shown figure 1.

Relationship Status

n=2750

r Civil partnership

lWidowed

I Married

L%

r Separated

I ln a relationship not cohabiting

I Cohabiting

-., Divorced

r Single

F¡gure 1

s www.resolutionfo retrieved 15

October 2016
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The sample was not dominated by particularly high or low incomes. The most common household
income was between f40,000-60,000 for couple households, and below f40,000 for lone parent
households. Taking î28,200 as the average salary for a full.time UK employee3l, our cohort is broadly
in line with average UK families in terms of income. Household incomes were higher for couple
households, for older households and for households in London. The lowest household incomes were
in Wales. Women generally earned less than men, as shown in figure 2.

Figure 2

31 Annual Survey of Hours and Earnings: 2016 provisional results, ONS, October 2016

Respondent lncome & Gender

More than f 100,000

f75,000-f100,000

f50,000-f75,000

f41,000-f50,000

f31,000-f40,000

f21,000-f30,000

f15,000-f20,000

Less than f15,000

n=2750
0% LQ% 20% 30% 4Oo/o 50% 60%

lfemale lmale
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The Rise of Couples in Full:Time Work

The majority of respondents were in full-time employment as shown in figure 3, with full-time work

being dominated by men, with few working part time. There were few respondents who said they

worked zero-hours contracts (although evidence from Working Families' LegalAdvice Service indicates

many parents are not aware of their contract type and employment status which could account, to

some extent, for this).32

Figure 3

ln just under haff (a8 per cent) of couple households, both parents worked fulltime, with 52 per cent

of millennial couples both working full time and 44 per cent of couples aged 36 and above (by age of

respondent). The next most common pattern of work in couple households was a full time employee

and a part time one, with 28 per cent of couples working in this way. This pattern of a majority of

couple households both working fulltime is one seen in last year's lndex.ltshould be recalled that the

sample for this survey was for parents in work with no set criteria for their partner (if they had one).

As noted inthe2OL6 lndex:

32 One per cent of respondents reported being on a zero hours or temporary contract but ONS figures show 2.9 per cent of the employed

workforce on zero-hours contracts ¡n April-June 2016. Labour Force Survey,2076

Employment Status
n=2750

100

90

80

70

60

50

40

30

20

10

0

Employedfull-time Employedpart-time Self-employed Employed part-t¡me I have a zero hours or

but looking for more temporary contract
hours

I Female I Male

"Although the 'traditional' pattern of a full time father and part time mother is still evident, it

is no longer the most common arrangement for these parents. Although women are still more

likelythan men are to work reduced hours, it appears that increasingly mothers are working

more. This may be due to the growing importance of women's incomes within a household,

against a backdrop of austerity and low wage growth. Simply put, families may not be able to
get by without two full time incomes." Sarah Jackson, Working Families
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A third of male respondents said their female partner worked part time whilst they worked full tirne,
and 41 per cent of female respondents said they worked part time whilst their male partner worked
full time. 57 per cent of single parents worked full time.

Figure 4 shows the broad occupations in which respondents said they worked..The majority (62 per

cent) worked in the private sector, with 36 per cent working in the public sector and two per cent in
the voluntary sector. This is a higher proportion of public sector employment than the UK average.33

Figure 4

33 According to the Office of National Statistics, Northern lreland (25.2per cent), Scotland (20.7per cent) and Wales (20.6 per cent) showed
the highest publíc sector.employment.proport¡ons. The North East (20.2 per cent) is the Engl¡sh region wÍth the h¡ghest public sector
employment proportion. London (14.2 per cent) has the lowest proportion.

Occupation Overview
2%

3%
22%

7%

8%

9%

79%

L3%

!8%
I Managers, directors and senior officials I Professional occupations

IAdministrativeandsecretarialoccupations ¡Skilledtradesoccupations

rSaies and customer service occupations tAssoc¡ate professional and technical occupations

¡ Caring, leisure and other service occupatiofls I Elementary occupations

r Process plant and machine operatives n=275O
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Flexible Working - lnequality of Access

Respondents were asked to describe their flexible working arrangements. Overall 60 per cent of

respondents said that they worked flexibly. Millennials (65 per cent) were more likely to report

working flexibly than older employees (55 per cent). Regionally, the least flexible working was found

in Scotland (48 per cent) and the highest was found in London (69 per cent).

ln terms of jobs, overall respondents were most likely to work flexibly in senior and managerial roles,

and least likely in secretarial and administrative ones. ln other polling conducted by Working Families

in2O163a, there was a clear pattern of higher income and flexible working arrangements. For many

parents, their place in the hierarchy at work translates into a lack of flexible working opportunity.

Types of flexible working differed between mothers and fathers. More men said they worked remotely

(60 per cent vs 42 per cent) wh¡lst women were more likely to work part time or reduced hours

arrangements (20 per cent vs 4 per cent).

When asked about their reasons for working flexibly, 75 per cent said that their reason was childcare

or eldercare, with 70 per cent of men and 81 per cent of women agreeing they work flexibly to

accommodate their caring responsibilities. Younger respondents were also more likely to agree, with

72 per cent of under 45s agreeing vs. half ofthose over 45. 29 per cent of respondents said that they

worked flexibly to pursue hobbies or other interests, with a marked gender difference - only 19 per

cent of women vs twice as many men (37 per cent) said this is why they worked flexibly. For the 40

per cent who did not work flexibly, the majority (55 per cent) said that this was because their role did

not accommodate the flexibility they would like (figure 5). Less than a fifth didn't work flexibly because

they didn't want to, suggesting that more parents would work flexibly if obstacles such as hostile work

culture or unsupportive managers were removed.

Not being able to work flexibly was broadly equally spread across all major occupational groups,

suggesting that an absence of flexibility is not particular to certain sectors.

Why don't you work flexibly?

I have made a flexible working request and it has been
refused

I believe working flexibly will have a negative impact on

my career

I believe flexible workers are viewed as less committed

Working flexibly would reduce my income too much

My line manager doesn't like flexible working

' 
I do not want to work flexibly

My current role does not accommodate the flexible
working lwould like

n=1109 0% !o% 20% 30% 40% so% 60%

Figure 5

y www.workìngfam ilies.org.uk/news/flexible-working-onlv-if-vou-earn-enough

I4



The Twin Currencies: Time and Money

Respondents were asked about how close they were to having
the right balance between time (to spend with family) and

money (earning or having enough income) to see their family
thrive. Only one in five families felt that they had the right
combination (figure 6), with more than a third saying that they
lacked both time and money.

Families reported that insufficient income was an issue. When

asked to think back over the last two years 47 per cent said it
was becoming financially more difficult to raise a family, and

this was more pronounced in regions excluding London (an

average of 49 per cent, vs 32 per cent for London). Women were more likely to feel that ¡t is becom¡ng
financially more difficult, with 52 per cent agreeing vs 42 per cent of men.

Only 2L per cent of respondents thought that it was becoming financially easier to raise a family, with
those in London most likely to agree (38 per cent). 30 per cent of millennials thought it was getting
easier, whilst only 12 per cent of those over 36 did.

What best describes your current situation?

I I have neither enough t¡me nor enough money for my family to thrive

I I have enough time with my family but not enough money to fully enjoy family life

Ê I have the right balance of time and money for me and my family to thrive

, I have enough money but not enough family time due to work
n=2750

Figure 6

When asked what changes they would make to their own working lives to tackle time poverty parents
identified flexible working arrangements. The most frequently chosen option was to be able to work
from home some of the time (27 per cent), followed by having flexible hours (25 per cent).

The desire to have flexible hours was particularly pronounced for those respondents who live in

London, with 38 per cent choosing this option. Men were more likely to choose the opt¡on of working
full time but without additional hours (29 per cent of men, 19 per cent of women) and to want a less

'long hours' culture at work (19 per cent men, 12 per cent women).
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When asked about changes women, on the other hand, were more likely to choose reduced hours

working arrangements like term-time working (25 per cent of women, 14 per cent of men), o'r giving

up work altogether (22 per cent of women, 17 per cent of men).

When asked to choose what they wanted their partners to do, 16 per cent of men said they wanted

theif partner to give up worlt and stay at home, whilst only seven per cent of women said the same

thing.

Whilst 60 per cent of respondents say they work flexibly there is a clear desire for more flexibility in

working time, and control of it, suggesting a Tlexibility gap' - with parents wanting more flexibility

than is available to them. This will be explored in more detail on page 27 .
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The Overwork Problem

As in previous years, the2OIT lndexfound that many parents are putt¡ng in extra hours each week.
72 per cent said they do extra hours at home in the evenings or at weekends 'all the time', 'often' or
'occasionally' compared to 28 per cent that never do (figure 7). Younger employees were more likely
to do extra hours'all the time'than older ones: 22 per cent of 16-35yr olds compared to 13 per cent
ofthoseover36. lnthecontextofthesefindingsandwhatparentsreporttobetheeffectonfamily
life, news that French workers have won the legal right to avoid checking email out-of-work hours is
very interesting.3s

Do you do extra hours in the even¡ngs or weekends
after you have got home?

n=2750

r All the time I Often t Occasionally .; Never

Figure 7

Only a third of parents said they managed to leave work
on time every day - with two thirds working later at least

a few times each week. ln terms of overall working time,
many parents are putt¡ng in significant extra hours every
week. For example, figure 8 below shows parents

working 'normal' full-time hours, and the extra hours

they do. ln all of these bands, more than half of parents

work beyond the¡r contracted hours, and for some
parents they are putting in lots of extra hours. For

example, of those contracted to work 39-40 hours each week, more than a third (36 per cent) are
putt¡ng in three or more extra hours each week, with ten per cent putt¡ng in 48+ hours each week.
Those working fewer hours were less likely to work extra hours, although even here the responses
point to more over than under work.

3s www.theguardian.com/monev/2016ldec/3Ufrench-workers-win-lesal-riqht-to-avoid-checking-work,email-out,of-hours
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How many extra hours per week? n=L172

0 I
contracted 35-36 contracted 37-38 contracted 39-40

r 35-36 r 37-38 r 39-40 .)4L-42 .43-44 r45-46
actual hours worked

r47-48 r48+

Figure I

Dealing with workload is the most common reason parents give for working extra hours, followed by

lack of time to get proper planning and thinking done (figure 9). Given the ongoing issues we are

seeing in terms of overwork, accurate calibration of working time to the demands gf the role is

essential, unless the employer is to rely on employees putting in extra time.

Workplace culture is also prominent as a reason for staying late. Working late is often interpreted as

commitment, however inefficient this might be. Research evidence finds that long hours are

counterproductive and do not result in high-quality work.36 Again, job design is key. Generally, the

mismatch of allotted hours to tasks is the cause of overwork, which can then become culturally

'normal': a result of work intensification that has been amplified by the austere economic climate.

36 www.hbr.org/2015/û8/the-resea rch-is-clear-lonq-hours-backfìre-for-oeoole-and-for-companies
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Why do you put in extra hours?

My colleagues would have to put in extra hours if I...

It's a worthwhile sacrifice to get on in mV career

I like it

Being seen to do long hours is important where I work

It's expected by my manager

It's a part of my organisation's culture

It's the only way to get proper planning and thinking...

It's the only way to deal with my workload

0% 20% 40%

t Agree I Neutral ;* Disagree

60% 80% 1.oo% 120%

n=1654

Figure 9

The idea of making sacrifices to get on career-wise is an interesting one, with progress¡on in these
workplaces clearly being tied to ideas about presenteeism and longer hours working. For employees
who want or need to work flexibly the message is that part-t¡me or reduced hours work is not
compatible with career advancement - to the detriment of those unable to work long hours because
of caring responsibilities or because they want to spend time with their families.

Despite legislative and employer efforts to provide work-life balance opportunities through measures

such as flexible working, the way that work is organised and prevailing workplace cultures and
attitudes remain significant barriers. Evidence from the
Working Families benchmark3T also shows that in many

organisations responsibility for work-life balance is

individualised by line managers. lnstead of an organisational
culture ensuring work-life balance is 'normal'for employees,

individual employees are made responsible for their own
work-life 'problem' as they have to ask for flexibility, rather
than be empowered to just do it. ln this environment, a long

hours, inflexible culture can develop deep roots as employees
perceive flexibility as 'exceptional' in a negative way, and

managers treat it as an unwelcome imposition that hinders
getting the job done.

37 Top Employers for Working Families Benchmark 2016, Working Families
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"Where we used to tolk of o work-
life balonce the reality ìs th.øt for
most of us Ít is more of a blend.
This increasìngly complex reolity
rlsks the ereatîon of a 'fatherhood
penalty' if not oddressed."

Deníse Priest, Br¡ght Horizons



Time Poverty and Family Life

Parents were clear about the effect of inflexible workplaces and work intensification on family life.

This could be from work getting in the way of everyday family activities, to feelings of stress and

burnout from unmanageable workloads that do not reconcile well with raising a family. Figure 10

summarises the levels of work and family conflict across a range of everyday family activities.

n=2750
*n=2 161

How often does work get in the way of these
activities?

*
My relationship with my partner 35%

Religious observance t4%

lnvolvement in community activities 30%

My ability to care for elderly relatives or other adults

Spending time with children (reading, playing, watching

TV together doing things around the house)

Putting my children to bed

22%

34%

26%

Taking my children to activities, etc

Spending time helping my children with their homework

: Regularly (1-2) Net . Occasionally I Never

Figure 70

It is evident that for many parents regular disruption is normal (although this does not mean it is

acceptable). For example 43 per cent reported that spending time helping children w¡th their

homework was negat¡vely impacted by work often or all the time, and even more (48 per cent) said it

got in the way of taking children to activities. The same number said simply spending time with their

children was affected - this was particularly high in London where 67 per cent ¡dentified it as a regular

issue. Relationships, community involvement and the ability to care for other relatives were all also

regularly impinged.

What emerges is a clear pattern where family life is eroded to some degree for many families, with

the currency of time in short supply. lt's clear that family life is the priority for most families, so a

better fit between the demands of work and the needs of families is vital.
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What are the effects of too much time spent working on family life?

Parents reported that there are negative effects that result,
including on their health and their relationships. Almost half of
parents (49 per cent) said that it prevented them from taking
enough physical exercise and 43 per cent said it meant that there
was not sufficient t¡me to ensure a healthy diet.

A third said that it negatively affected their relationship with their
partner and a quarter said it led to rows with their ch¡ldren. This is

a problem for parents and children first, but also in all probability

for their employers too.38 Home stress is likely to feed back into
work, which in turn can then negatively affect employees who bring

their work stresses home, establishing a negative feedback loop3s.

Parents report being stressed and burned out by work. There is high

parental agreement with the statement 'My work-life balance is increasingly a source of stress'.
Almost haff (a9 per cent) agreed. Parents in London were significantly more likely to agree (64 per

cent) than anywhere else in the country.

Again, younger respondents appear to be under the most stress, with 52 per cent of millennials and

45 per cent of older employees agreeing. At the age extremes the differences were more pronounced:
63 per cent of 16-25 year olds agreed whilst only 32 per cent of those aged over 56 did. lt may be that
younger parents, with younger children, are experiencing the realities of combining work and care for
the first time and finding that the impact is significant. But it also may be that younger parents are still
in relatively junior positions and therefore are not able to access the work-life reconciliation
opportun¡ties that seem to accompany seniority.

Similarly, younger parents (millennials) reported higher levels of burnout than older parents (figure

11). The causes of burnout were ascribed by parents as work (49 per cent), family (15 per cent) or a

combination of both (36 per cent).

Parents were asked how they would cope with burnout. The most frequent responses focused on

ways to remove themselves from the workplace: 37 per cent said they would take annual leave, 29

per cent said they would go off sick and a quarter said they would cut back their hours. Other
responses were asking for a lighter workload (20 per cent), asking for flexibility (L7 per cent), or even
resigning from work w¡thout having another job to go to (11 per cent).

38 A Labour of love - or labour versus love? Relate, 2016
3e Happy Homes, Productive Workplaces. One Plus One and Working Famil¡es, 2009
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High levels of burnout, especially amongst younger

parents, indicates that for them reconciling work and

family life fit is elusive. This is concerning, not only from

the perspective of family life, but also from that of

individual health and wellbeing. Furthermore, burnt-out

employees are unlikely to be productive ones and there

is a real risk, as we can see, that they will absent

themselves from the workforce as they try to deal with

their burn out ¡ssues.

How often do you feel burned out?
60%

50%

40%

30%

20%

10%

0%

56+Ail 16-25 26-35

I Regularly (1-2) Net

36-45

r Not often (a-5) Net

46-55

Fîgure 77
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Wftere cne

The'Fatherhood Penalty'

Parents were asked about their working lives, and in

particular what changes they would make to their jobs to
get a better work-life balance. Overall, 36 per cent said

they would take a pay cut to work fewer hours, with 38
per cent disagreeing. Millennials were more likely to
agree 

.(41 
per cent) than older employees (31 per cent).

Those in Scotland and Wales were the least likely to agree
(29 per cent), with those in London (who were the most
highly paid group and thus may have more room for
manoeuvre) most likely to agree (55 per cent).

Fathers, particularly millennial ones, showed more appetite than mothers to consider a pay cut to
work fewer hours, as shown in figure 12. As mothers were more likely to earn less than fathers, it may
be that they have less scope to reduce their income further, but the substantial number of fathers
who are willing to countênance a pay cut in exchange for fewer hours indicates that for many men the
time and money balance is not working.

There was also an appetite for downshifting, suggesting that for some employees, career trajectory is

of less importance. Forty-four per cent said they would like to downshift to a less stressfuljob, whilst
28 per cent disagreed. Again, younger employees were more likely to agree, with 47 per cent saying
they would be prepared to downshift as opposed to 41 per cent of older employees.

I would take a pay cut to work fewer hours
60

50

40

%30

20

10

0

16-35 36-45

t Fathers r Mothers

46+

Age

Figure 12
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Men (47 per cent) were also more likely to be prepared to downshift than women (41 per cent). This

may be because women have already downshifted into lower-level jobs to enable them to fulfil their

caring roles. But ¡t ¡s also probable that there is a link between higher preparedness to downshift and

the higher numbers of men identifying long hours and workplace cultu¡e as problems.

And on the subject of fathers, seven out of ten would consider childcare before taking a new job or

promotionr

These findings suggest that work hasn't changed - so fathers are having to consider the same

compromises women have had to for decades. This runs the risk of creating a 'fatherhood penalty',

rooted in ideas about ideal employees and presenteeism, and at odds with father's desire to spend

more time with their children, Evidence shows that fathers are spending more time with their

childrena0 and that many want to slow their careers as their children grow up.a1

40 Fisher, K., McCulloch, A. & Gershuny, J. (1999). British fathers and ih¡ldren. Working Paper. Univers¡ty of Essex: lnstitute for Social and

Economic Research
al Blades, J., & Fondas, N. (2010). The Custom-Fit Workplace: choose when, where, and how to work and boost your bottom line' New

lersey: lossey Bass
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ls Flexibility Working?

Only eight per cent of parents identified work as their main priority
(L7 per cent in London, more than double anywhere else in the
UK). Family and their relationship with their partner are a much

higher priority for parents. Although this ordering of priorities is

to be expected, it shows in clear terms where parentai priorities

lie and why it is ¡mportant that this is not blocked often or all the
time by work, to avoid negative overspill effects and resentments
building up.

This is important context for the questions parents were asked about their views of their employer.
On the one hand, 37 per cent said that they felt resentful towards their employer about their work-
life balance, with more men (39 per cent)than women (30 per cent) feeling this way. Half of millennial
fathers were resentful, whilst a third of those over 35 were, reflecting findings in the 2015 lndex. Of
those who said that they do work flexibly,3T per cent still said they were resentful about their work-
life balance.

However, when asked if they felt positive towards their employer about the work-life balance
opportunit¡es they offered, 53 per cent agreed that they did, with younger employees more likely to
agree.

This presents a mixed picture for which there might be a number of possible explanations. younger

employees may have higher expectations around access to flexibility, and remain hopeful for
improving conditions - whilst older employees have accepted and live with prevailing work-life
conditions. Or it may be evidence of a 'flexibility gap' - where employees - whether they work flexibly
or not - appreciate the work-life opportunities available but are unhappy about their own work-life
balance (in the context of factors like poor job design, their resulting workload and their organisation's
working culture, for example)

Overall, many parents expressed pos¡tive views about their relationship with their employer although
there were some differences by region. 46 per cent of parents agreed that flexible working was a
genuine option for mothers and fathers, with those living in London the most positive at 57 per cent.
Those in the North West were least likely to agree at 42 per cent.

An identical percentage (46 per cent) agreed that their organ¡sation cares about their work-life
balance, and again the highest agreement came in London at 60 per cent, with the lowest in the North
West and Yorkshire and the Humber.

48 per cent agreed that their manager cared about their work-life balance, 51 per cent thought that
their employer would take account of their family responsibilities and treat them fairly and the same
number said they felt confident discussing family-related issues with their employer. ln all of these the
highest levels of agreement were in London, while the lowest were in Yorkshire and the Humber. The
overall levels of agreement are summarised in figure 13.
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Flexibility and Employer Attitude
60%

50%

40%

30%

20%

to%

o% I **,, I
Agree (1-2) Net

Agree

Disâgree (4-5) Net

D¡sagree

r At my workplace, flexible working is a genuine option for mothers and fathers

r My organisation cares about my work-life balance

I My manager cares about my work-life balance

I feel confident my employer will take account of my family respons¡b¡l¡ties and treat me fairly

r I feel confident discussing family-related issues with my employer n=275O

Figure 13

Parents were also asked about whether or not they were comfortable talking specifically about work-

life fit with their employers. The responses provided a nuanced picture that m¡ght be characterised as

limited confidence in the strength of fam¡ly-friendly cultures.

41 per cent overall, for example, said they had lied or bent the truth to their employer about family

life conflicting with work, with a significantly h¡gher proportion of millennial parents (46 per cent)than

those over 36 (35 per cent) acknowledging this. Fathers were also more likely to say they had lied than

mothers (44 per cent vs 37 per cent). Parents in London were most likely to say they had bent the

truth (51 per cent) and those in Scotland the least likely (35 per cent). One third of parents said they

had faked being sick to meet family obligations, rising to 38 per cent of millennial parents.

61 per cent of parents said they would feel confident asking their employer to miss work for a family

occasion, but this fell to 51 per cent who said they would feel confident talking to their employer

about reducing their hours or placing boundaries around work emails or calls. ln other words, almost

half of parents are not comfortable ra¡sing the issue of workload and hours - both of which are clearly

issues for many employees - with their employer. There is a tension here. Parents are uncomfortable

talking about hours and workload, but they also see themselves (figure 16) as primarily responsible

for their own work-life balance and recognise the need to be proactive with their employer. lt is vital

that employers create a 'safe' environment where employees feel confident talking about work-life

issues without worrying that it will create a negative impression. At the same time employees and

managers should be trained to recognise signs of overwork, stress and burnout before they become a

bigger problem.
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Viewed through the lens of . company work-life balance culture rather than policy, the complex
attitudes of parents come into clearer focus. Although organisations might talk positively about their
family frièndly values and support for work-life balance, if employees see that it is easier for more
seniÒr colleagues to.access flexibility, or that men working flexibly are an anomaly then the old
management saw that 'culture eats strategy for breakfast' rings true. Where flexible working is seen

as an individual exception and line m'anagers are unsupportive (possibly as a result of demands from
their own managers) then all employees will feel the disconhect between warm words on flexibility
and family friendliness and the reality of the way that people behave and are rewarded.
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Sharing Care: Mothers, Fathers and Grandparents

All parents in the 2017 lndex had some childcare

responsibilities for dependent children. Just under

half (46 per cent) used childcare that was not

directly provided by them or their partner. Just

under half of these (48 per cent) used formal,

registered childcare while 29 per cent used informal

care, and the remaining 23 per cent a mixture of

both. Of those using formal childcare, 32 per cent

of parents were happy with the amount they used.

29 per cent said they would like to use less and

spend more time with their children (a third of mothers and a quarter of fathers), and 17 per cent said

they would like to use more but could not afford to. A further 11 per cent said they wanted to use

more but couldn't because of the hours they worked, and the same proportion said that the week to

week unpredictability of their hours precluded the use of more childcare, Affordability and availability

were issues for 39 per cent of parents.

Grandparental care was the most common type of non-parental childcare, with 41 per cent of parents

using it. Only eight per cent of parents selected workplace or employer-supported nurseries as an

option, although this is highly likely to be due to lack of employer provision rather than parental

preference. Athird ofparents used private nurseries. Forthose parents who used g¡andparental care,

56 per cent relied on regular care for a number of hours each week, 29 per cent on ad hoc

grandparental care and the remaining L4 per cent on regular'light' care such as dropping off or picking

up children from school. lt is clearthat grandparents are an integral part of the childcare mix, but as

others have noteda2, pressures on grandparents to remain in paid employment, or become carers for

older adults mean that this is a resource that is stretched and is not as 'free' or'available' as might be

supposed.

For those families who do not use childcare, the most common reason was that a partner was available

to look after the children (34 per cent), and as might be expected, women were more likely to fulfil

this caring role than fathers. A quarter said that they could not afford formal childcare, whilst L7 per

cent said that both partners worked flexibly and shared the care between themselVes. Six per cent

said that they could not find appropriate childcare and a iurther six per cent could not f¡nd any

childcare that fitted with their atypical hours.

For those parents who used non-parental childcare, when this became unexpectedly unavailable it

was disruptive, primarily to work. Figure 14 shows what happens, with 70 per cent of parents saying

that they have to take time away from work. Within this there are clear gender differences. Mothers

are more likely to say that they have to take time off, with fathers confirming that ¡t is their partner

who is more likely to take time off.

Parents also say that in the workplace traditional gender roles dominate. Both mothers and fathers

say that it is twice as acceptable at work for women to take timè off for childcare as men.

42 Time to care, Grandparents Plus 2014

28



What happens when chilcare is unexpectedly
unavailable?

n=t274

I I have to take time off work I My partner has to take time off work

r triends and family step ¡n and provide childcare , My employer provides emergency childcare

I I and my partner both take time off work

Figure 14

However the 20L7 lndex does show that although this gender attitude persists, fathers are more
involved with their children's care and that this is having a bearing on their work and career choices

and decisions. When asked whether they would assess their childcare needs before taking a new job
or promotion 75 per cent of parents said they would. Although more mothers than fathers agreed,
the proportion of fathers was still very high at 69 per cent. Last year's lndex showed 56 per cent of
mothers agreeing they would assess their childcare needs before taking a new job or promotion. 8L
per cent of mothers asked this time agreed. Although the participants in the lndex change each year,
this increase is nevertheless noteworthy.

These considerations were particularly pronounced for millennial fathers, of whom 76 per cent
agreed, vs 63 per cent of older fathers. Although younger fathers might have younger children and
therefore more intensive childcare responsibilities than fathers with older children, it nonetheless
suggests that these fathers are willing to countenance different career trajectories based on their
childcare responsibilitíes. This may point to a more equal sharing of work and care in the future and
to families making different choices about who works and who cares. But this can only be realised

with accompanying changes in workplace culture and practice.

Both parents are involved in everyday childcare, although gender divisions still exist. More mothers
than fathers, for example, both drop off and collect from school and nursery on a regular basis, but
for millenniai parents this division is less pronounced with 67 per cent of millennial mothers and 64
per cent of millennial fathers dropping off every day. For older parents (36+) 65 per cent of mothers
dropped off regularly, and 45 per cent of fathers. However, in common with previous lndexes, itis
generally the mother who the school or nursery calls if there is a problem. The default assumption is

that the mother is the primary carer, even if both parrents are working.

Parents were asked about what they did when they came in from work, and the results can be seen in

figure 15.
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What do you do when you get in/gender

I start putting the children to bed

I immediately have to go out again on household

errands (such as picking up/dropping off children at.

I do some work related task like check email, or make
calls

I take some time for myself to unwind and relax

I spend time with my children, playing or relaxing but
not doing household chores

I start doing household chores, including cooking

n=2750 0% 5% ß% 15% 20% 2s% 30% 3s% 40% 4s% 50%

r Mãle I Female

F¡qure 75

Here a picture emerges of fathers and mothers dividing childcare and household chores along more

'traditional' lines with mothers clearly doing more ¡n terms of household chores and slightly more

childcare. Fathers are more likely to play with their children (but not do chores) and also more likely

to take 'me'time. lt has been argueda3 that men see playing with their children as more worthwhile

because it strengthens the paternal sphere of influence, while indirect childcare tasks such as

sweeping the floor were tedious and did not augment fathers' power. Fathers are also more likely to

carry out paid work-related tasks.

Parents were asked about how they perceived their employer's attitude towards their childcare

responsibilities (figure 16). There was little difference between the responses by age, gender or region.

The largest proportion (42per cerit) feft that their employer had some understanding, but this fell

short of any pract¡cal help (which might be emergency childcare, or workplace nurseries, or time away

from and flexibility in work, for example). The next most frequent response (39 per cent) was the most

positive: employers who were both understand¡ng and offered practical support.

a3 Gatrell, C. Hard Labour: The sociology of parenthood. OUP 2014
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What best describes your employer's attitude
towards your childca re responsibilities?

n=2750

lThey are understanding, but only up to a point and don't offer any practical help to resolve childcare
problems

lThey are sytpathetic to childcare responsibilities and allow me time and flexibility to manage them

¡ They are unsympathetic and expect me to sort out any childcare arrangements without any disruption to
my work

.. I would never tell my employer I have childcare problems as lfeel they would view me negatively

Figure 16

However, almost a fifth of parents reported that their employers were unsympathetic, with L1 per

cent saying that their employers made no allowances for childcare responsibilities and eight per cent

feeling they had to concealthe fact of any childcare responsibilities as they feared it would result in
negative views of them at work. This is concerning: childcare is obviously a part of many people's day

to day life - but in many instances it appears that modern workplaces are still unwilling to work with
the grain of parent's lives. A lifecycles approach to work-life balance is one that could make things

easier for parents, and one which is in tune not only with the aspirations of parents for a good work-
life fit, but for the reality of work today' where fewer families have a full-time stay at home carer.

Careers are also expected to last longer as people will retire later, and a lifecycles approach is one that
better fits this new pattein of work, where work-life balance needs w¡ll spike less intensely but over a

longer period. There is a role for employers in childcare provisionaa, and amongst employees, an

obvious need for more options than currently exist.

a Employers guide to childcare. Working Fam¡lies and Br¡ght Horizons, 2015
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Who is Responsible? Parents'views

Parents were asked to identify how much they thought three groups were responsible for achieving a

good work-life balance: themselves; their employer; and government. They were also asked to identify

what each of these could do.

Parents identified themselves as being the most responsible for finding a good work-life balance,

followed by their employer and then government (figure 17).

Figure 77

ln terms of what each group should do, respondents identified that firstly parents could find a new

job which allowed a better work-life fit 127 per cent), put down boundaries around work (27 per cent),

approach their employer to make changes (25 per cent), or leave work altogether (L1 per cent) .This

.is a clear indication that work-life balance is a powerful attractor and retainer of working parents.

Parents thought that employers should put more policies in place to help people balance work and

home (20 per cent), make efforts to change the company culture so work-life balance is more

acceptable (20 per cent, rising to 40 per cent of fathers aged 36-45), encourage people to use existing

company policies to help their work-life balance (16 per cent), advertise jobs as available on a flexible

basis, rather than just full time (14 per cent), provide childcare (14 per cent), and let senior managers

work flexibly to set a good example (9 per cent).
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Parents thought that government should make it easier to
find affordable childcare (28 per cent), improve rights to
work flexibly (28 per cent), impose limits on the working
week (20 per cent) and increase maternity and paternity

leave and shared parental leave and pay (20 per cent). They

see a clear role for government ¡n terms of childcare.

provision, engendering a flexible working culture, curbing
overwork and supporting efforts to share care.

Parents were clear about the difference having a flexible and

family friendly employer would make (figure 18).

What difference do you think having a flexible and
family friendly employer makes?

60%

o
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{U
qJ

h0

People will feel People will be People will be People will 'go the
happier at work more likely to stay more motivated extra mile' at

n=2750 with their and productive at work
employer work .

People will
recommend their

employer as a
good place to

work

It makes no
difference

Fiqure 18

The benefits having a flexible and family friendly employer would bring, bôth to individuals and to
employers themselves, are evident. Happier employees and extra motivation, productivity and loyalty
are all outcomes in the eyes of parents. lf any employers are uncertain about the advantages a work-
life approach might bring, the evidence here is compelling.

"For any employers ond policy-

makers uncertain about the

o dvø ntoge s of e nge nderi ng

better work-life bolance in the

UK labour market, the

evidence here is compelling."

Sarah Jackson
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Conclusions and Policy Recommendations

The shape of work is failing to keep up with the shifting context, where families with one fulltime and

one non-working or part time working parent are becoming increasingly rare. For lots of families, two

full-time incomes are necessary, yet only one in five thinks they have sufficient t¡me and money to see

their family thrive. Time and income can be squeezed even harder for working families with single

parents (only 16 per cent of whom have sufficient time and money to enable their family to thrive).

For the 40% of working parents who do not work flexibly, access to flexibility is limited. Employer

attitude and the type and level of job are both fäctors. And even for the significant numbers of parents

who are working flexibly, workplace cultures mean many fear the consequences of working in a way

that prevents work encroaching on family life. Many parents are working extra hours because their

workload is simply too large. They say they are burned out by work, and that work. Crucially, flexibility

should not just mean working long hours flexibly, around and during family life. Burning out employees

is not a sustainable business model, but the potential gains from introducing a balanced, flexible

approach are evident in the findings.

We need to mind the 'flexibility gap'. The benefits of access to flexible working have not been felt

evenly across seniority, salary and between the genders. Too many employees feel that the flexibility

they have is'not enough to give them the balance they aspire to, and flexibility is too irequently viewed

as a concession or an inconvenience rather than an effective way of running the workplace. We need

to shift the starting point so that jobs are advertised flexibly as the norm rather than the exception.

This would compel hiring managers to think through the best way to get the job done and level the

playing field for access to flexibility. Working Families has developed the Happy to Talk Ftexible

Working strapline for employers to signal their commitment to flexibility from the outsetas.

Greater availability of,flexible working will not support parents'work-life balance if employers

continue to rely on extra effort from employees to get the job done. This is not sustainable. The twin

challenge for organisations is to think more carefully about job design and what the role really

requires - to be realistic about what can be done in the hours available - as well as the potential for

flexibility.

Getting both right will help employers deliver social as well as business objectives - providing an

opportunity to attract people for whom full time or inflexible work is a barrier to gett¡ng back into

work, helping to ensure fairness and socialjustice. For employers the return on investment can be felt

in employee sentiment and loyalty towards their employer, and better decisions made on their behalf.

More women are in paid employment than before and at the same time fathers want to be more

involved with their children's lives. But rather than bringing about a change in working practices, these

trends seem to have left working fathers facing the same conundrums that working mothers have

faced for decades. Seven out of ten fathers would consider childcare before taking a new job or

promotion. Rather than create a 'fatherhood penalty', we need to end the zero sum game between

career progression and family life. The creation of a properly paid period of extended paternity leave

would send a clear signal about the role both sexes play in bringing up their children, and provide a

realistic route for parents to actually exercise real choice.

4s www.workìngfam¡lies.ore.uk/campa¡snslhapov-to-talk-flexible-workìng
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For many families the childcare infrastructure is inflexible and unaffordable. Parents have identified
this as a key area for government action. The success of the childcare packages being developed by

the UK and Scottish Governments - including additional free childcare hours, tax free childcare and

changes to the childcare element of Universal Credit - will be measured by the extent to which they
can meet the needs of diverse families and offer parents maximum choice in the way they organise

care. Additional public funding may be needed to help local authorities address gaps in childcare
provisiona6.

Employers should consider other practical ways to deliver for their employees with caring
responsibilities. Some larger employers could consider a subsidised workplace nursery, making

childcare both affordable and (for those who live locally) more convenient. Childcare arrangements

can sometimes go awry; employers could consider offering access to emergency childcare. Back-up

care for dependants could also be considered as a key part of employers'attraction and retention
packages. lnterventions like these send a signal to parents that they are supported at work, and help

shift workplace culture to one that is supportive of caring responsibilities at home.

Grandparents are still an ¡mportant part of the childcare mix for many families. The current proposal

to extend the Shared Parental Leave scheme to grandparents, however, risks undermining the
intention of the policy - to give fathers the opportunity to share care of their chìldren - and of
perpetuating gender divisions in caring across the generations. A more effective way of-supporting
grandparents who take on childcare is needed. lnvesting in the UK's childcare infrastructure, and

promoting flexible working opportunities to grandparents, are useful starting points,

Fdmily life and relationships ore porents' priorities. Employers thøt work with
the groin of this truth - and ø government pro-qctive in supporting them to do
this - witt be reworded with a hoppier, heqtthier ond more productive

workÍorce - uuciql at a time when UK competitiveness is ø priority for us øll.

a6 Family & Childcare Trust, 2016 Ch¡ldcãre Survey
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About Working Families

Working Families is the UK's leading work-life balance campaign organisation. We support and give a

voice to working parents and carers, whilst also helping employers create workplaces which

encourage work-life balance for everyone. Our name defines two of the most important parts of life:

family and employment. These are often in conflict. We feel passionately that this is unnecessary,

counter-productive and must change. Things ARE changing. By working with parents and carers and

organisations alike, Working Families helps children, working parents and carers and their employers

find a better balance between responsibilities at home and work. By operating in the real world of
pragmatic advice and practical solutions, we are making our vision a reality. To find out more about

us visit: www.workingfamilies.org.uk

Working Families

Cambridge House

1 Addington Square

London SEs 0HF

T: 020 72537243 (main)

W: www.workingfamilies.org.u k

E: office@workingfamilies.org.uk

work¡ng families
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About Bright Horizons

Bright Horizons partners with more than L,000 leading employers globally to address the work-life

and dependant care challenges that can impact productivity and engagement. Solutions are tailor-

made to support clients' evolving business needs and include workplace.nurseries and nursery place

arrangements; back-up care for adults and children of all ages; maternity/paternity coaching a.nd

work-life consulting. We are proud of the longevity of many of our client relationships reflecting

decades of consistently high levels of satisfaction with our services. To learn more, please visit

www.brighthorizons.co.uk/solutionsatwork.

@ Working Families 2017
Registered Charity No: 1099808 (England & Wales) and SC045339 (Scotland) |

Reg¡stered Company (No. 04727690)

T: 0333 337 4627

W: www.briÊhthorizons.co.uk

E: europeclientservices@brighthorizons.com
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