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Abstract

This PhD is a theoretically informed empirical istigation of contemporary
patterns of time allocation among managers andepstdnals in dual career
households. Focus centres on three key elementsnef allocation, namely
work, care and commuting. Specifically, this theaddresses three research
questions: (1) Which theoretical approach(es) —nstaeam, institutional or
feminist — offer the most suitable explanation aflividual and household
choices and constraints in the allocation of ti@?Do distinctions need to be
made within the Professional-Managerial Class (PM@Yl are these distinctions
occupational and/or gender specific? (3) What ehgls, in a policy context, do
dual career households face in managing the comtdeenands of work-time,
caring and commuting? A mixed methods approacimisl@yed. This combines
quantitative empirical analysis using publishedaratl statistics, specifically the
Labour Force SurveyLFS) and theCensus Special Licence Household Sample
of Anonymised RecordSL-HSAR), with a mixed methods case study of Gnea
Nottingham, a major employment centre of the Easliavids region of the UK.
The case study comprises a series of interviews Mitman Resource Managers
(HRMs) and a survey of managerial and professiamakers. It allows analysis
at two reference points, using primary data coflecs part of the ‘location and
mobility decisions of dual career households’ pebjeinded by the Leverhulme
Trust (grant F/740). This thesis makes four contrdns to knowledge. First,
distinctions are found within the PMC between tlve major occupation groups
— managers and professionals — which are often gwedln research. Second,
evidence is presented to support the notion of Inbdag among dual career
households, and of the commute substituting fompeent residential migration.
The third contribution relates to gendered houskhbnamics. Females are
found to increasingly mirror their male counterpaih patterns of work,
especially work-time. However, they face spatiaragmment as a result of the
continuing inequity within the home which limitseih mobility. Finally, this
thesis finds increasing time scarcity among housishoombining dual work

routines and household responsibilities.
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1

Introduction

1.1 Introduction

The purpose of this PhD is to explore the complexisgions made in the
allocation of time among managers and professioffdls analysis focuses on
dual career households in the UK. Analysis is cetetli at both individual and
household levels. Key components of ‘work-relatddie-use are considered,
exploring work in its broadest sense. These incluagk-time, caring, and
commuting. The thesis explores the growing flexypiand mobility of work.

Moreover specific reference is given to the allmsat of household

responsibilities, and issues of gender equity akwand in the home.

Work, in the broadest sense, includes both paiduspdid work. Unpaid work

includes voluntary work, or it can be unpaid atyivindertaken within the home,
encompassed in the term, ‘tasks of social repraahic{Glucksmann, 1995).

Work, particularly paid work, may be considerecpbasforming an arduous task
(Weiss and Kahn, 1960). However, Spencer (2009) s0ggests that work
should not only be considered a ‘bad’. It can bsoarce of achievement and
fulfilment. Work can be described as activity fohieh there is remuneration.
The International Labour Organisation (ILO) definesrk relative to hours of

paid employment. Part-time work is defined as wagkunder 30 hours per
week! The ILO considers working 30 hours or more perkiesfull-time.

For mainstream economists the key focus when censglwork is ‘paid’ work,
which is determined by workers supplying their laba a trade-off between
work (and income) and leisure. Heterodox approachi&sr in their definitions

of work. For example, radical economists considerkwto include paid work

! The ILO also defines employment as an individuatking at least one hour per week. This
includes employees, the self-employed, those oremuorent training programmes, and unpaid
family workers (ONS, 1998).
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which generates wages, and unpaid work for the @yeplwhich generates
profits, interest, and rent for the emplofeMarx (1976) suggests that, in this
sense, employees may be considered exploited wagéalism through unpaid
work, as unpaid labour time benefits the emploggrepicer, 2009, 54). Feminists
extend the definition of unpaid work to include agphousework — and other
tasks of social reproduction performed within amehya from the home — and,
importantly, care (Himmelweit, 1995). The distictibetween forms of unpaid
work is important. Unpaid overtime is time for whithere is no remuneration,
but which is forgone to work. Unpaid housework esgnts work over which
there may be more choice. However, the extent tictwbendered norms may

limit this choice is of key concern.

During the past two decades working routines hangergone a number of major
changes, especially for those in dual career haldehThese include advances
in Information and Communication Technologies (ICTHlobalisation, and

changes in the structure of employment, including growth of the service

sector. These have all had significant impacts len way paid work is now

conducted, and have led to greater labour marlsscurity (Coyle and Quah,

2002; Nolan and Slater, 2003). In addition, femal@our market participation

has increased. Long hours cultures associated méle employment remain

evident, especially among managerial and profeasi@tcupations, where

commitment is also expected (White et al, 2003, Bidanni and Negrey, 2000,
72). These changes to the nature of paid employrhame created greater
requirements for flexibility and mobility from engfers (Boulin, 1993).

The flexible nature of work is considered, in thiesis, in reference to both
flexibility for the employemnd flexibility for the employeéas recognised by
Costa et al, 2003). The former refers to the foraadl informal workplace

2 Radical economics developed in the US in therl4i#éf of the twentieth century and is critical
of the capitalist system, and thus of mainstreawnemics. Radicals argue that mainstream
economics simply accepts existing institutions hsas the market, as given. It also creates closed
systems through assumptions, resulting in a narcowception of the world. Mainstream
economics is considered as a major obstacle tdviegoinequalities, as it ignores capitalist

exploitation and power (Spencer, 2000, 546-7).
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policies driven by customer demands, productionsyaa other organisational
requirements. The latter refers to flexibility inokk and work-time driven by
individual employees’ preferences and needs. Hexiorking is increasingly

available to highly skilled workers, with a range aptions available to help
individuals and their households create a bettéania between work and life
(BERR, 2008; Clutterbuck, 2003). Measures inclutexiftime, compressed
hours, part-time, and teleworking. Flexible workiagns to allow workers to

alter their patterns of work to better suit thefefprences, with consideration
given to the impact of caring responsibilities aittgrns of time-use (McDowell
et al, 2006). Employers also benefit from flexiyili for example through

extended opening times. However this may meanHiktyi is driven by a focus

onflexibility for the employemot employee welfare.

Females, especially in managerial and professiooalipations, today display a
greater commitment to the labour market. This ftecged in terms of labour
market participation, and in fewer women takingeexted career breaks to have
(and care for) children, while greater numbers nianma full-time employment
following child birth. Household patterns of timeaihave been significantly
impacted by these changes. While some householgsspla responsibilities
and tasks between partners, some do not (Har@ll22 Women are as a result
often tasked with the majority of household and ingarresponsibilities
(McDowell et al, 2005). The extent to which this ynanpact on women’s
careers is of great concern, due to the endurnmgldetween full-time hours and
perceived commitment (Jones, 2003; Sirianni andr&eg2000). Given the
increasing gender equity in paid employment, itTmgerof work-time and
participation, the more central question remaisghis equity also found within

the home?

Paid work is becoming more mobile, led by advanoesobile technologies. It
is increasingly leaking out of organisations, amihfy performed on the move,
during travel, on trains, in railway stations anrcparts (Felstead et al, 2004).
Similarly commutes have become increasingly complexing the last twenty
years, with average journeys increasing in time distance. Workers exhibit

much more varied and diffuse patterns of travel rbliance on the car remains a
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major feature of the journey to work, especiallystde London and the South
East (Pooley et al, 2005). This poses a partiquialblem as current policy seeks
to reduce reliance on the car as a method of toahgpwork, as congestion and
pollution have become key policy objectives (Dement for Transport, 2006;
2007). Another key challenge for policy is that somvorkers are using the
commute as an alternative to permanent residentigtation (Green, 1995;
Hardill and Green, 2003; Hardill et al, 2006), nrakifor complex and intense
patterns of travel for work, potentially impactingh both individual and

household.

Given the growing complexity of work and home ligelay, this PhD contributes
a theoretically informed empirical investigation tohe allocation. Focus is on
contemporary patterns of work and commuting amongnagers and
professionals in dual career households. The tldeaigs on strands of economic
theory, human geography, sociology and social ppliand business and
management to provide a gendered perspective atothplex lived experiences
of members of these highly skilled households. Tihesis seeks to answer three

key research questions. These are:

1. Which theoretical approach(es) — mainstream, umsdibal or feminist
— offer the most suitable explanation of individuahd household
choices and constraints in the allocation of time?

2. Do distinctions need to be made within the ProtessiManagerial Class
(PMC), and are these distinctions occupational@rg#nder specific?

3. What challenges, in a policy context, do dual cateriseholds face in
managing the combined demands of work-time, caaimdjcommuting?

To answer these questions a mixed methods apprearhployed. This begins
with a review of theoretical approaches to the caltmn of time (especially
work-time). Here mainstream economic approaches enigqued using
institutional and feminist economics. Relevant enice and policy perspectives

are then drawn out from academic and policy litexat
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The empirical element of the thesis combines tladyars of published secondary
data sources for the UK, with a quantitative-qaéive case study of
organisations in Greater Nottingham, a major emplayt centre of the East
Midlands region. Data are taken from two large-scational data sets suitable
for analysis at both national (NUTS 1) and regioidUTS 3) levels of
aggregation. The data are thabour Force Surveyhich provides an individual
perspective of those employed in the UK. This implemented by th€ensus of
Population Special Licence Household Sample of yimised RecordéCensus
SL-HSAR)? which allows analysis to be conducted at the leféhe household.

Local analysis is conducted through a series eiuws with Human Resource
Managers at 10 organisations in Greater Nottinghanaddition data is drawn

from a survey of 81 managerial and professionakbbalds where at least one
of the respondents was employed by these orgamisatiThis element of the

PhD also provides the opportunity to evaluate ckaramyer time, by comparing

the results of the 2006 case study with primaryadatllected as part of the
‘location and mobility decisions of dual career kelolds’ project funded by the
Leverhulme Trust (grant F/740) (see Hardill and $gat 2004).

1.2 Concerning Dual Career Households

This thesis focuses on managers and professionatiuial career households,
exploring lived experiences at the level of theividbal and household. Dual
earner households are those where both partnersnapaid employment
(McDowell et al, 2006, 145). Dual career househaldfer from dual earner
households in that both partners are employedghlyiskilled occupations i.e.
managerial, professional or associate professiooaupations (Hakim, 2000,
111). These households are characterised by batheps exhibiting a deep
commitment to the labour market by pursuing a ‘edréAn important note must
therefore be made here in defining this term. Adea may be defined as “a
succession of related jobs, arranged in a hieraothgrestige through which
persons move in an ordered sequence” (Wilensky]l,198). Sennett (1998)

describes a career as a succession of jobs ofasioge levels of responsibility

% “Data is Crown Copyright and reproduced with tleerpission of the Controller of HMSO”.
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throughout a working life. Equally the career may Wiewed as a series of
upward moves along a corporate ladder (SavickaB0,265). Savage (1988)
categorises three alternative career advancemerstgaial mobility strategies,
that can be adopted in pursuing a career:

1. Organisational strategyn which the individual pursues his/her career by
moving upwards through the structure of an indigid(often large)
organisation;

2. Entrepreneurial strategyn which a self-employed individual aims to
become a small, and possibly large employer ofugbo

3. Occupational strategin which an individual continually invests in d&#
based (usually occupationally specific) assets -pically gaining
experience with a range of different employers —omder to pursue

his/her career within their profession.

However, paid employment is increasingly charasegti by transactional
relationships. There has been a movement away flong-term work

relationships, as careers are now multi-directiometh acknowledgement given
to both the needs of the organisation and the iddal (Baruch, 2004). Success
in multi-directional careers may be achieved thtowgideways movements,
and/or movements between organisations. EqualBecamay involve changing
aspirations based on the individual seeking to mea satisfaction, work-life

balance, autonomy or freedom. Promotion will alssbught, which brings with

it increases in income, rank, and status.

It must also be acknowledged that women often agvtieir careers differently
from men. The distinction arises between ‘praatiéis’ and ‘careerists’ as types
of employee (Crompton and Sanderson, 1990). Catletake a linear route up
the organisational ladder, often dependent on gaimjualifications, but may
move between employers to make upward movemerdstioners, in contrast,
are not on career paths, are often in part-timel@eyngent, and job movements
are sideways, not upwards. However it should bescthdhat these career
structures assume an uninterrupted working lifepetbing that is characteristic
of men, but not women. Women’s careers are moedyliko be discontinuous

including breaks to have children. While women g deep commitment to
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the labour market, especially among highly skilleorkers, the assumption of
continuous employment seems to disregard the cotiplaf the female career.
The household is an important site of non-markeddpction. In many
households domestic responsibilities, includinginggr are predominantly
undertaken by female partners (McDowell et al, 300%ve are concerned about
gender equality there is a need for a more adequadteation of caring, and
inclusion of caring in analyses of time-use (Foll2@01). Gendered roles within
the household further impact on the flexibilisatioh the family, and on
employment patterns (Chapman, 1999; Nyberg, 208ben both partners in a
household have a deep commitment to the labourehaekpressed in pursing a
‘career’, there are important impacts on the hoakkehthrough complex
schedules. Key issues include shopping on the wayehfrom work, dropping
children off at school, and living in the most aggmiate location to facilitate a

multi-earner, and multiactivity, household (Jamisal, 2001, 25).

The economic nature of gendered roles has changad whe family and the
household over recent decades (Folbre, 1994). paisod has withessed a
growth in the number of dual career household$ienUK, driven in part by the
greater commitment to the labour market among woraed the growth in the
service sector. Dual career households represemrosving minority of
households. According to Green (1995) estimateas fite 1991Censusndicate
1.21 million dual career households (6% of all despin the UK); this had
increased to 2.23 million (approximately 10%) in020(Wheatley, 2008). The
growth in this category of household has furthesulted in the polarisation of
‘work-rich, time-poor’, and ‘work-poor, time-riclhouseholds (McDowell et al,
2005). Also noteworthy is that dual career housd#hahre concentrated in
London and the South East. However, significant loens are located in the
remaining regions of the UK, including the East Mius.

Research has suggested that the benefits for partwéhin dual career
households, including increased household inconsg;, outweigh the practical
inconvenience of having no full-time homemaker, essglly when dependent
children are not present (Philliber and Vannoy-Eill 1990). Dual career

households, however, must attempt to ‘manage’ tejuasate work schedules,
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alongside the shared projects of the householdtingereal barriers to partners
achieving a meaningful life together. This makeslara family life complicated
and potentially problematic to maintain in the long (Carnoy, 2000, 116).
Moreover where partners do embark on two careatdrame dependent children,
this may require some form of full-time care. Thiay take the form of paid care
or that provided outside of the market by friend$amily members (Harris et al,
2007). It is females, more often than not, who campse their career by fitting
paid work around their household and caring respdites. They subsequently
experience stress and anxiety from combining pamtkwwith the home
(McDowell et al, 2005).

The dual career household therefore representsyasike for analysis as it
operates as a nexus for wider economic, culturamabraphic and spatial
change (Buzar et al, 2005). Moreover dual earnerséloolds, of which dual
career households are a subset, have been desashéeing the optimum
‘survival kit household’, surviving in a world ofabour market insecurity.
Flexibilisation of contemporary employment patternsoupled with the
deinstitutionalisation of the family, have resultedsignificant change in the
relationships between gender, economy and workgBat al, 2005 429). And
this thesis seeks to explore these changes foreholds where partners are

employed in managerial and professional occupations

1.3 Managerial and Professional Occupations

Managers and professionals encompass a large nuwhleecupations and the
grouping of these occupations into a single catefmranalysis is the subject of
debate in this section. Together managers and gwmiofeals account for
approximately 28.1% of those actively involved le tabour market in England
(ONS, 2009). Individuals in both managerial andfggsional occupations are
engaged in control and governance functions withieir organisation. They
create order through the implementation of an abstiecision process, and both
create hierarchical relations to achieve this. Boiinagers and professionals

apply their expert knowledge to both the office #melperson (Hardill, 2002).
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Careerists include managers (bureaucratic caraatsprofessionals. The debate
on bureaucracy in sociology is extensive, foundedviax Weber’'s notion of
rational-legal authority, in a hierarchically argaal, co-ordinated and specialised
work environment (Hardill, 2002, 13). Typically, megerial and professional
occupations demand a high degree of commitment arel intrinsically
demanding in character (Rapoport and Rapoport, )19Z&bour market
restructuring, changes in employment relationslhipg trends in the nature and
spatial configuration of managerial and profesdiamark, have created a new
world of work, changing the demands faced by manthese occupations (see
Box 1.1). Increasingly careers take on a non-lirffeamn, while the boundaries
between work and home have become increasinglydaluihere has also been
an increasingly broad use of both manager and gswfieal to describe roles.

Work organisation Spatial reconfiguration
Externalisation of labour and ongoing An apparent expansion in the spatial
organisational restructuring; horizons of managers and professionals for

career development - often necessitating
international mobility;

A more highly qualified workforce but with The blurring of business travel, short term
different demands: ‘commitment’, ‘putting business assignments and residential

the job first’, presenteeism, and willingnessnobility;

to be mobile;
More non-linear careers — with periods of The re-arrangement of the spatial and
labour market disconnection and temporal linkages between home and work,

investment in education capital through | with tasks for paid work undertaken in a
skills updating and skills enhancement; a| variety of locations such as while travelling,

standard employment contracts; whilst at home, and whilst socialising;
The emergent centrality of Information Residences increasingly chosen for their
Technology (IT) skills; access to a number of labour markets (near

to motorway hubs/ airports); or willingnesg
to be a dual location or commuter couple.
More remote ICT-based work: through us
of laptops, fax machines, cellular
telephones, etc - ‘enabling’ individuals to
work anytime, anywhere (including at
home, commuting, business trips).

Box 1.1: The new world of work for managers andf@ssionals $ourcesadapted from

Stanworth (2000, 23) and Hardill (2002, 12-13)).

Baran and Sweezy (1966) have explored the roleenfos managers in the
modern corporation from a radical perspective. @braf modern corporations
is in the hands of senior management rather thareBhblders, and management
iIs viewed as a self-perpetuating group where, “egeheration of managers

recruits its own successors and trains, grooms,pamchotes them according to
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its own standards and values” (1966, 29). Thiseendhanagers more dependent

on organisational career ladders compared to Biofesls (Savage et al, 1992).

Baran and Sweezy (1966) have senior managers id mirtheir discussion.
However it can be argued that relatively junior egers are similarly
assimilated into this culture. At both senior andrenjunior levels the key
unifying characteristic of the managerial rolehis tmposition of work on others.
This may take the form of an “intensive” or “extes@ imposition of work. The
latter — long hours of work — is often perceivedegsiating with commitment.
The role of managers is the ‘surveillance and &g’ of industrial processes
on behalf of the firm or organisation; “the modenanager is dedicated to the
advancement of the company: he is a ‘company m@adtan and Sweezy, 1966,
43). However, it is the selective and moulding @feof institutions that are

responsible for the behaviours of this ‘company man

As a sector of employment ‘management’ has exparuent the last two

decades. Bruegel (1996, 1433) describes the griomitie number of managerial
grades, which she terms ‘job title inflation’. Bget finds increases in

managerial titles above other occupations in thesise sector, including

professionals. Crompton (1980, 117-119) highligiist positions increasingly

carry managerial titles for ‘cosmetic’ reasons. Tesult is “an increasingly

liberal use of managerial titles, over and abovg aocupational upgrading”

(Breugel, 1996, 1433). Therefore, if this is trilee increase in management
employment is more about descriptors rather thaddmental change.

Similar to the increases in the use of the termnager’, there has been an
increase in the use of the title ‘professionalpesally in roles associated with
the service sector and ICT. These ‘emerging’ pfes, for example the ‘IT
professional’ (Sullivan, 1995), represent a departirom the traditional
understanding of professionals in the context ohdnific professions: law;
medicine; and clergy. These were linked, in preeReation England, to then-
established institutions of church and state (HlardD02). As a consequence
there is more ambiguity in the public mind as toatvbccupations really are

professional.

10
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Professional practice differs from the bureaucratithat professional expertise
is derived from formalised training based on thgaoisation of knowledge.
There is a creation of a mystigue amongst an éliteé the dependence and
disabling of those who come to the professionad aient. Professions control
knowledge; they create specialisations, celebratiagth rather than breadth.
Professionals act autonomously, perhaps choosingfén a difficult case to a
more experienced colleague. But, they do not answvarhierarchy of offices in
the way the bureaucratic organisation envisagesfessionals offer detached
‘understanding’ and the portrayal of a professiat@micern (Hardill, 2002, 14-

16). In this sense managers and professionalsféeecdt.

Many of today’s professionals are no longer sodftioners, but are part of the
workforce of large bureaucratic organisations, Wwhetit is in multinational
companies, legal practices, or large hospitals {fia2002). The placement of
professionals within large bureaucratic organisetjomany of which pursue
profit above all else, does not always supportviset according to high
professional standards as targets, deadlines amgunracy intervene. This has
resulted in a decline in autonomy, traditionallys@sated with professional
occupations. Indeed, Beck and Youig005, 183)note that “professional
practice is being more or less radically restriedursometimes by direct
government intervention, sometimes as a resulh@fmiore indirect but no less
potent effects of marketizationMoreover, advances in technology, whether it is
in hospitals, schools, universities or offices, dn&nansformed the nature of work
for many professionals. This has led to a blurafighe very nature of what it
means to be a professional (Mahoney and Hextal8185). The movement of
professions towards a corporate structure has desmpanied by an increasing
tendency for managers to seek professional staarbaps the greatest indication
of this is found in the rise of the Master of Biesa Administration (MBA)
degree (Hardill, 2002). More recently Doctor of Biess Administration (DBA)
degrees have begun to be offered, implying managmrsachieve professional

gualifications and status.

Changes in the labour market participation ratesarhen, and the feminisation

of the labour market, have had a significant impact managerial and

11
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professional occupations. The ‘organisation mans h&en replaced by the
‘flexible woman’ (Castells, 2000, 12). Delayeringndateam-working within
organisations has increased the significance ohitfiesed’ patterns of working
(Adkins, 2000). However, the key role of the mamaigeimposing work on
others remains, regardless of gender. This hagplart gender implications as
the masculine nature of management acts as a tbdaaidemales’ career
progression. Careers for female employees mayrieeti if they do not obey the
norms of ‘time-devouring male employment’ cultur€irianni and Negrey,
2000, 72), built on the premise of the male-breader, female-homemaker
view of the household (Horrell and Humphries, 199% Liff and Ward (2001,
27) suggest, “women who leave work at 5pm are asestoring own goals”. For
female managers with considerable household regpliss, opportunities for

promotion are limited by their perceived lack ofronitment.

To a certain extent this may be the result of tifferénces in how commitment
is perceived by the male and female workers theraseSingh and Vinnicombe
(2000) suggest that females view commitment ashevoent, availability, and
being concerned for people. Meanwhile men view cdament as being
innovative, adding value, and taking on challeny€kere female managers are
in place, in many cases, they must abide by ttdtivaally viewed masculine
characteristics of a manager. Women managers magfoeived as possessing
negative qualities including bitterness, selfislsnesr being quarrelsome.

However, this may simply reflect their assimilatioto managerial cultures.

Professionally qualified women may be eased intedséerentiated managerial
roles, either in sales or human resources, wheg @dhe more likely to manage
other women rather than men (Devine, 1992, 568)virige suggests these
positions offer women greater opportunities to mon® managerial roles,
because of the demands they face in combininggraloyment with household
responsibilities. As Evetts argues a departmemaape managed on reduced or
flexible hours. She suggests that professionalecaeedlders may therefore be
more suitable for women (Evetts, 1994, 106). Gezdlelifferences aside, this is
indicative of both a disregard for the potentialtoal benefits flexibility offers,

and also of the lower levels of flexibility found many managerial occupations.

12
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The extent to which it is appropriate to group tbge managers and
professionals has been subject to debate. For deawipber (1947) conflates
‘professional’ and ‘managerial’ characteristicsrddas has argued that this fails
to differentiate between ‘professional servicest dadministrative hierarchy’

(1947, 54). Some, such as Ehrenreich and Ehrenid@R9), have grouped
professionals and managers into a single clas®rnbfessional-Managerial Class
(PMC). They suggest the PMC is distinct from thekiray and capitalist classes,
resulting in a threeway polarization’ in society (1979, 42). And the BMs

distinct from other classes in that it consistssafaried mental workers who do

not own the means of production’ (1979, 12).

Goldthorpe (1995) groups managers and professiotagsther within his
‘service-class’. The service-class is a class ofpleyees composed of
managerial, professional and administrative worke®@oldthorpe suggests
grouping these workers together because “it is eympént relations that
determine class positions, not the nature of waskd and work rolgser se nor
the degree of autonomy, authority etc. that is eoefl to the individuals
performing them” (1995, 315). Members of the sexwitass are characterised by
a ‘service relationship’. Employees supply theirveees to their employer in
return for compensation, in the form of a salargd(avarious prerequisites).
However, it is difficult to monitor the effort mads the service-class due to the
nature of their work. Organisations therefore sedbe ‘moral’ commitment of
their workers through the construction of careedd&s with prospective
rewards, such as salary increments, pension rights career opportunities
(Erikson and Goldthorpe, 1992, 41-2).

Goldthorpe (1995, 319), suggests that the divisbmtween managers and
professionals is ‘one of situs’, or functional aextt and thus both are
components of the service-class. In defending taitegorisation Goldthorpe
presents empirical evidence relating to mobilityl anarriage rates, which are
considered to show more similarities than diffeen¢1995, 320). While such
data are interesting, they do not offer a thoroagalysis of the disparate nature
of the working patterns and occupational requiraésieof managerial and

professional occupations. Goldthorpe (1995, 315nskif refers to key
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differences between these two occupational groupth weference to

“professional autonomy” and “managerial or admnaiste authority”.

Further criticisms of Goldthorpe can be made; famsple Esping-Anderson has
reaffirmed the need to differentiate between ‘sistsrprofessionals’ and
‘managers-administrators’ (1993, 13). There thupeaps to be controversy
about whether managers and professionals shoulgrdaged together or not.
Even if the notion of PMC is accepted it is nevelglss important to recognise
the diversity of occupation groups within that slag€hrenreich and Ehrenreich
(1979) argue that by the middle of the twentiethtagy the PMC was ‘minutely
splintered’, as they identify a key conflict betwmemanagers, administrators and
engineers, and those employed in the liberal artissgrvice professions. While
the first category is directly tied to business amdustry, those in the second
category are more likely to enjoy the ‘relative Idreof the university or other
non-profit agency’ (Ehrenreich and Ehrenreich, 1928). There is clearly a
conflict then between what might broadly be ideetifas those in managerial
roles and those in ‘service professions’, or betwieisiness and industry’ on
the one hand and ‘non-profit agencies’ on the ot@eldthorpe (1995) actually
acknowledges further disparities between manageds professionals, in the
form of political differences. Goldthorpe stateatth

“the former (managers), reliant chiefly on orgatim@al assets, tend, like employers, to be
politically conservative; but the latter (professads), through their command over cultural assets,
have greater independence of employers or emplayiggnisations and are thus more often of a

radical or at least non-conservative kind” (19953)3

In terms of qualitative differences the issue ofoaomy has been historically
important in distinguishing managers and professmnManagers (bureaucrats)
represent the impersonalising, routinising, world conformity. In contrast
professional autonomy is characterised by the imeatlynamic role of
‘knowledge’ (Savage et al., 1992). Individually,ns® professionals may act

autonomously, with minimal hierarchy. However, thdras been significant

* This thesis recognises the use of the term PMEfdmuses on managers and professionals as

occupation groups rather than considering thenasscpart from other workers.
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diminution of this autonomy in many professionsidgrthe last two decades.
Many professionals are increasingly part of thekface of large bureaucratic
organisations. This may result in professionalsdp@n conflict with managers of
such organisations. For example medical doctorgpaneipally concerned with
delivering the best care they can for a particpktient. However, managers (in
implementingorganisationalpolicy) are frequently charged with some form of
cost-minimisation. While, historically, professid¢manay have been viewed as
having an intangible output, increased managemaisems indicative of more

and more surveillance in previously exempt arenas.

In spite of the “blurring” of managerial and prodemal occupation there remain
key differences in the nature of these occupatiass, ‘managers are not
professionals in the sense that doctors and lawgee’s (Baran and Sweezy,
1966, 42). The essential role of both senior antbjumanagers is, generally, the
imposition of work on other employees. This distirsipes them, fundamentally,
from professionals (traditionally characterisedadajyonomy) and other workers.
As Esping-Anderson suggests (1993) ‘scientist-mit;als’ and ‘managers-
administrators’ comprise groups with distinct cludeastics. This is a key
distinction for this thesis. The debate over theuging of managers and
professionals will be investigated further in tmeparical chapters of this thesis.

1.4 Thesis Outline

After this introduction, the thesis is divided umtd eight chapters. Chapter 2
provides an in-depth and nuanced discussion of rayeraof theoretical
perspectives on time allocation, seeking to addtessfirst research question.
This begins with a discussion of mainstream indigdlabour supply theory,
followed by Becker's (1976) theory of the allocatiof time. Hakim’s (2000)
preference theory, a gender sensitive extensiomaihstream theory, is then
explored. Both of these mainstream approaches atieally examined in
reference to a range of heterodox perspectivesjiniggprimarily on institutional
and feminist economic theory, with discussion a@sawn from radical economic
theory. The institutional perspective is then erglly drawing on the work of
theorists including Veblen (1909), Commons (193hid,amore recently,
Hodgson (1988). These highlight the impact of cortonorms and habits on the
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preference formation of individuals. Economic the@ then criticised, from a
feminist perspective, for focusing on the indivijuacking acknowledgment of
the household. This discussion draws on Folbre 413hd Nelson (1995).
Finally a theoretical perspective on care is cargd, i.e. the feminist ethic of
care (Williams, 2002).

Having developed a theoretical framework for thesth, Chapters 3 and 4
comprise a review of academic and policy literat@bapter 3 begins with a
brief account of the history of work-time, beforeoyding a discussion of the
current work environment in the UK. The chaptemtipeovides a discussion of
evidence, including the policy literature, explarikey themes of work-life

balance, flexible and home-working, and working fisouPolicy discussion

focuses on th&Vorking Time Regulatiorsnd theWork-life Balance Campaign

Chapter 4 explores mobility, commuting and travedertaken for the execution
of paid work. This chapter initially focuses on ttleanging nature of mobility
and employment, before exploring research on conmguyatterns and policy.

This includes discussion of current transport goirhich focuses on reducing
car use, including congestion charging and the ggeg workplace parking levy
in Greater Nottingham. The chapter brings the disicun together by considering
contemporary issues of household mobility, inclgdihe concepts of nodal

living, and the commuting migration trade-off.

The methodological approach to the empirical angsigspresented in Chapter 5.
This includes discussion of the rationale for tee af mixed methods, the choice
of secondary data sources, and the use of a cadg approach. This chapter
details the statistical techniques used in the euent empirical chapters,

including cluster analysis and regression analyses.

Chapters 6 to 8 comprise the key empirical analgei results chapters of the
thesis. Initial analysis is conducted, in Chapteusing the_Labour Force Survey
(LFS). This material explores issues of work-tinmel gresenteeism, preferences
for work and the relative dissatisfaction with h®lretween occupation groups,
and commuting patterns, at the level of the indiald for managers and

professionals in the UK. Discussion also centresthan differences between
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managerial and professional occupations, and whétle appropriate to group
these occupations, as in the PMC. Chapter 7 thpanebs the analysis to include
household data from th€ensus Household Sample of Anonymised Records
(Census SL-HSAR). This chapter also provides tha fiesults from the case
study of Greater Nottingham, reporting findingsnfrdooth the interviews with
human resource managers and the survey of managdrprofessionals. The
chapter highlights further problems of long hourst focuses on the impacts of
caring and the flexibility of contemporary work. @ticts and issues surrounding
human resource and public policy are reported. @nap then provides a
comprehensive analysis of commuting behaviourshm East Midlands and
Nottingham, including evidence of nodal living athe use of the commute as a
substitute for migration. Focus then turns to geadaifferences in work and

commuting, reflecting on gender inequality in therkplace and at home.

Chapter 9 is the concluding chapter, which drawegtieer the key findings of the
thesis (including the theoretical debates). Thigptér offers brief reflection on
the effectiveness of the mixed methods approacld aommarises the

contributions to knowledge offered in this thesis.
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2

Theory on Time Use: The Individual and the

Household

2.1 Introduction

This chapter develops the theoretical frameworktice PhD. It explores a range
of theoretical approaches to the allocation of tiribis addresses the first
research question by reporting on the adequacy ifééreht approaches in
attempting to explain contemporary patterns of tiume, especially work-time.
Important to this thesis are concepts of time allimn which recognise not only
the individual, but also the household. Theory malkso acknowledge the
different choices and constraints faced by menvamtien in the use of time, and

the impact of such activities as caring.

Key to the debates of this chapter is the concémoastraint. It is essential,
therefore, to define this term in reference touge in this thesis. When used in
mainstream utility theory, as described in the ns&ttion, constraint refers
primarily to the idea of the ‘budget constraintg.ithe set of combinations of
goods (including leisure) just obtainable giverewel of income. Extensions of
mainstream theory, such as Becker (1976), considange of constraints faced
by economic agents, including time and goods caimfy, as well as production
relations. Becker suggests these can be groupedairgingle ‘total resource
constraint’. In general, mainstream approaches wewstraints as fixed or

exogenous.

Institutional economists, in contrast, see constsaas more fluid, influencing
and forming social norms and behaviours. Feminsshemists, such as Folbre
(1994), also recognise the influence of externeticis. Collective bargaining, for
example, results in the development of social noithss leads to the creation of
what Folbre (1994, 6-7) terms ‘structures of caaistt, which limit individual

decision-making. Also of key concern to feminists the concept of the
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household and how the household can act as a aonsinfluencing individual
decision-making. This broader conception of comstris that which is used in
this thesis, with the exception of the discussibmainstream theory provided in
this chapter.

Also important to this thesis, and key in determgnihe choice of theoretical
approaches explored, is the distinction betweenitipes and normative

economics. As Friedman described, “positive ecowmemis in principle

independent of any particular ethical position ormative judgements” (1953,
181). It deals with what is, as opposed to whathoug be. In this approach
economics becomes an objective science. This vewadopted by many
mainstream economists, for example Becker (197@®wedver, the idea that
research can be conducted ‘value free’ is somewhattionable, given that
economics deals with the analysis of human behavieconomics is linked to

both ethics and the theory of rationality (Hausraad Mcpherson, 1953, 252).

This chapter begins with an exploration of the regam economic approach to
labour supply, as well as Becker’s (1976) extensiotiis theory incorporated in
his theory of the allocation of time. The chaptesrt continues with a discussion
of Hakim’s (2000) gendered extension of mainstréheory, focussing on the
alleged different preferences of women. These mraas approaches are
critically reviewed with reference to heterodox gmctives. These include
institutional and feminist economic theory, withiticism also drawn from
radical theoretical perspectives. Institutionalottyeis then discussed through the
work of such theorists as Ayres (1951), Commons31)9Veblen (1909), and
Hodgson (1988). This work highlights the importaméehabits and norms and
the effect of institutions in determining patteroé time allocation. The
investigation then moves to feminist theory, exiplgrthis with reference to the
work of Folbre (1994) and Nelson (1995), among @hé&his body of work
treats the activities of the household as ceniraé final section discusses the
work of Williams (2004), who proposes a feminishietof care. As such this
thesis does not disregard positive economics, $udritical of the failings of
much mainstream research which excludes familiesiey and institutions,

equity, and normative concerns (Nelson, 2004, 11).
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2.2 Neoclassical Theory of Labour Supply

This section is concerned with the ‘neoclassicppraach to labour supply. The
foundations of mainstream economics can be traee# to the 1870s. At this
time there was growing focus on the concepts ofgimatism and utilitarianism.

The term that developed to describe this changleemature of economic theory
was ‘neoclassical’ (Colander, 2000, 131). This dpson was initially coined

by Veblen (1900), in describing the work of Marshat this time neoclassical

theory was not ‘mainstream’. However, by the [8880s the term ‘neoclassical’
had extended to encompass all marginalist theaipdimg that of Jevons and
Menger. Subsequently it has been used in a muddbresense to refer to the
use of calculus, marginal productivity theory (Galar, 2000, 131), and a focus
on simultaneous relative price determination thiotige interaction of supply

and demand. Its use in this thesis reflects troader definition.

Neoclassical, or mainstream labour supply theayounded upon the model of
rational choice. The concept of rational choicéoisnded on a series of axioms.
These characterise the ‘rational’ behaviour of mgtividual and begin with the
concept of ‘preference’. Preference denotes thatsituation A is preferable to a
situation B, then the individual will be better ofinder situation A. This
relationship assumes three basic properties. Teeif that an individual can,
without indecision, rank their preference for twonaore alternatives, referred to
as completeness. The second is that an individilalbe consistent in their
decision-making, so that if they prefer situationo¥er B, and B over C, then
they will also prefer A over C. This is referred &s transitivity. Finally, the
concept of preference also assumes continuity. Is Areferable to C, then

situations close to A will be preferred over sitoas close to C.

The mainstream approach to an individual’'s choioacerning hours to be
worked, in its simplest form, involves a choicevibe¢n work and leisure, subject
to an income or budget constraint. The model begitls the premise that an
individual will obtain a level of utility contingenupon income derived from
work and leisure time. The model assumes the otilijyugenerated from work
is the income received. Leisure also generatesgyutilarginal utility of leisure
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is assumed to always be positive, so that greaiarshof leisure are always
preferable; this can be termed ‘leisure-as-bliSggncer, 2006). Implicit in this
Is the nonsatiation axiom. The ‘rational’ individuaishes to maximise their
utility, and is assumed to be ‘free’ to determihe hours they wish to work. This

relationship is shown in Figure 2.1a.

The choice of how much labour to supply (hours wed)k and how much leisure
time to take, is made simultaneously. The modelrass the two are mutually
exclusive’> For an individual the maximum length of the workimay is
represented by H This may reflect physical, mental or legal limiti$ is
important, too, to consider the existence of noedr income (i.e. benefits)
which may impose a floor. This is represented byirOBigure 2.1a. There are
different wage rates in the example depicted iufe@.1a, given by RR,, and
Rs. Preferences are reflected in the indifferencevesut, 1, and 4. Given the
particular preferences of this individual a backiveending labour supply curve
can be observed, as in Figure 2.1b.

Concentrating on the labour supply curve, as thgewate increases from, o
R, the individual offers to work longer hours, aetbost of leisure time. The
individual experiences both a ‘substitution effeethd an ‘income effect’
concurrently. The substitution effect is greatdobewage rate R The increase
in the wage from Rto R, will result in the individual tending toward wods the
relative cost of leisure increased. The incomecgffleowever, is greater beyond
wage rate R The individual will tend toward leisure and offeawer hours of
labour beyond Ras they are able to have more income and leisungdoiing
fewer hours at the higher wage rate. The individulbour supply curve is

therefore backward bending. Hours worked can beesemted by the function,

H = f(w,b)

® It has been argued that the time taken for indiaisl to consume goods should be included in

the analysis of time-use, but that this may geeerahtradictory results (Steedman, 2001, 17-19).
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For a given individual's set of preferences, wogkhours H) are a function of,

and therefore determined by, the real wage &nd real non-labour incomb)(

Wage Rat

Income per de

Figure 2.1a: Neoclassical income-work trade-off
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Figure 2.1b: An individual’s labour supply curve
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A number of objections have been made to the assomspmade in this model
of labour supply. For example, Spencer (2006, 46iighlights two issues with
the assumptions of the neoclassical model, spatifim relation to leisure time.
He suggests that the marginal utility gained fremudre is heavily dependent on
the nature of this leisure time. Spare time forsth@n welfare payments is
unlikely to be used in the same way as it will be veealthier individuals.
Second, he highlights that unemployment is nostrae as leisure time. As such
unemployment cannot be classified as leisure. $sselating to the classification
of leisure time are returned to throughout thisptea This suggests it is

inappropriate to treat the commute and caring amg®f ‘leisure’.

Preferences for Work

A simplified version of mainstream preference tlyeovhich does not rely on a
complete preference map, has been offered by SaorueSamuelson (1948)
considers an individual’'s choice between two goedsch could, in the context
of this thesis, refer to income and leisure. ltsigggested that by examining
different combinations of goods (in this case ineomnd work) preferred
outcomes can be inferred, thus revealing the prtas of the individual. For a
given budget line the individual will choose thpreferred combination of goods
in each situation. The combinations of goods whikelon the same indifference
curve as the preferred outcome, are neither betterorse solutions for the
individual. The individual is indifferent towardeem. The budget constraints,
Ri1, R, and R, from Figure 2.1b can be used to observe an iddalis ‘revealed
preferences’ at points A, B and C.

Neither indifference curve analysis nor the reveaj@geferences approach,
though, recognise the constraining role of ingtng, as argued by institutional
economists, in moulding preferences through custaroems, and habits. Nor
does it acknowledge the role of gendered and halgemorms influencing

individual behaviour, as does feminist economicfieSe perspectives are
discussed further in this chapter. The conceptenfealed preferences’ is distinct
from ‘stated preferences’ which are used in mostesuresearch, and indeed in
this thesis. ‘Stated preferences’ refers to thefepeaces of individuals

considered in reference to the responses theytgigeestions, for example, the
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responses given regarding preferences for redwctiohours of work. These are

explored in detail in Chapter 6.

The representation of the derivation of working tsopresented by mainstream
theory, and in Samuelson’s (1948) preference débation, is limited in its uses
due to over-simplification. The simple work-leisuteade-off model of an
individual's labour supply neglects a number of artpnt factors including the
evolving constraint, which will be explored in thext section. However, it is
important to develop an understanding of this modetl indeed the distinction
between ‘revealed’ and ‘stated’ preferences. Thizides a basis from which to
begin the analysis of extensions and alternatieemainstream theory in the
subsequent sections of this chapter.

2.3 Working Hours under Constraint

A number of alternative arguments exist which bwifdthe mainstream rational
choice model, but place greater emphasis on thectefif a time-constraint.
Boheim and Taylor (2003, 113-4) reject the standhsbry of labour supply.
Empirical evidence from the British Household Pasirvey (BHPS) and
theoretical standpoints suggest that working hcarsot be varied continuously
at the discretion of the individual. Instead they & product of employer
preference, the level of local labour demand, imlligl demographics and
unobserved effects specific to the individual, vihvary with time. These factors
are likely to obstruct the individual in attainintgeir preferred equilibrium
between hours worked and leisure. Tummers and &oi(l991, 409-10) also
argue that the mainstream view of working hourde8cient, as they look at the
effect of restricted hours caused by job availgbillhey find that where there
are restricted hours, there exists a non-lineargbuctonstraint, as wages
decrease with hours worked. This, it is suggegigakides a better estimation of
the distribution of working hours. For example, weimwork fewer hours per
week than their male counterparts as their houesumder greater constraint
(McDowell et al, 2005). This reflects their greaberusehold responsibilities. In
contrast, many male workers are subject to grefitemncial compunction,
influencing their preferences for work. This isaamt among workers who state
they cannot afford to work fewer hours (Hewitt, 3990).

24



D L Wheatley

Modelling Constrained Hours of Work

Constrained hours of work are represented in Figu2e(Bosworth et al, 1996,
24). The budget constraint for the individual ipresented by abd. Given this
budget constraint the individual’'s preference miaydn indifference curve,l
However, HH is the hours the individual is consteai to work, for example
eight hours per day. The individual must therefeitber work the constrained
hours (at point f on indifference curvg br not work at all. The individual will
participate in the labour market if they can achiavhigher level of utility at the
wage rate by working these constrained hours, ti@nworking at all. Some
employees will therefore work fewer or more hourant would be preferable
with a conventionally drawn constraint. Howevererth may be a number of
solutions available which allow individuals to wotkeir optimal number of
hours. These include, for example, holding more thwae job, working overtime,

or undertaking part-time employment.

Wage
d
H

f

12 5
b | C

E !

a X

0 H Hours of Work

Figure 2.2: Constrained working hours (Source: Bothwet al, 1996, 24)

There are a range of other examples of working determination under various
constraints. Firstly, workers who receive fixedas@d pay. This includes many
managerial and professional workers (as discusgesichor, 1993, 68-72). This
renders their budget constraint flat, as represeint&igure 2.3.
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Wage

0 He Ha Hours of worl

Figure 2.3: Income-work trade-off for salaried werk

The individual receives fixed salaried pay, whishegual to R This does not
alter regardless of the number of hours they markwa this case the constraint
H, represents the minimum number of hours an indalideeds to work in order
to complete the tasks required by their employm@mt.individual may gain
some utility from work up to a point ¢{ So, they may actually work over the
hours required to complete their tasks, i.e. thay mant to do a ‘good’ job. This
resonates with Spencer’s (2009) suggestion thak way create some level of
utility, or satisfaction. Given the minimum hournstraint (H), an individual
must work at least this number of hours or forgorkwventirely. However,
workers may equally be forced into working longeuts (H or above). Both H
and H represent important constraints, resulting in saragkers having to work

long hours for their employer.

It is possible that salaried workers may also bsricted in their hours of
employment (this is represented in Figure 2.4).sTigsults in the individual
working Hs hours on indifference curve, Ifor a salary of R Salaried workers
may, however, have the opportunity to work a numisehours (H48) at a
higher rate of pay as paid overtime, up to the maxn 48 hour working week
legislated by the WTR. The individuals’ budget doaisit will therefore take on
a ‘kinked’ shape, denoting the higher rate of paryany overtime worked. These

working patterns are regularly found in call cestrielowever, most managerial
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and professional workers, who are the principleusoin this thesis, do not

receive overtime payments. For these workers aweris likely to be unpaid.

Wage WTR

Rs

0 Hs 48 Hours of work

Figure 2.4: Income-work trade-off for salaried wenk offered paid overtime

Work-related Activity

The mainstream income-work model of working houtedmination can be
criticised as it does not consider time spent orkwelated activity. Instead they
simplify the individual's choice of how much labotg supply into a trade-off
between leisure and income. There is reason toesbnthis simplified
representation of an individual’s allocation of &nThe labour-leisure dichotomy
employed in the standard account of labour suppbletts time spent in work-
related activity, and that spent commutfhgdn alternative measure of
productivity offered by Harvie et al (2009), whiha more appropriate indicator
of well-being, issocial productivity This measure considers productivity, but
unlike traditional measures, takes account of tbié and trouble’ of producing
goods and services. Importantly, measures of ptodiycshould include time
forgone. However, social productivity is excludedni government measures of

productivity, as they consider it irrelevant fronetmarket perspective. McQuaid

® Note that although the commute is considered fasma of unpaid work-related activity in this
thesis, it is separated from other work-relatedagtas there is greater choice over the (lendth o
the) commute. However, the extent to which the caoenmay represent a compromise or

constraint is considered later in this chapteriar@hapter 4.
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et al (2001) suggest the mainstream work-leisuadetioff should include time
lost to work-related activity, such as commuting. Wore appropriate
representation of an individual's time would accotor unpaid work-related
activity, the commute, and the tasks of social adpction (TSR). A simplified
representation of this is shown in Figure 2.5. Wiatlated activities may have
clear constraining effects, limiting or influencingdividuals’ preferences for

hours of work. Time allocation theories founded ohoice are therefore

unsatisfactory.
Unpaid work-related activity
Commuting
| Work | TSR | Leisure |
I | | !
0 24

Figure 2.5: An individual’s allocation of time

The analysis of alternative working patterns andst@ints, in this section,
underlines the adaptability of mainstream laboup$y theory. The model has
been used in a range of scenarios such as the afasalaried workers,
representative of many managerial and professionalipations. Nonetheless,
the concentration of the neoclassical analysis lb@ thoices of rational
individuals, the gender blind nature of its anaysand the questionable
assumptions upon which it is founded, leave it ofeariticism from a number

of other theoretical standpoints.

2.4 Becker’s Theory of the Allocation of Time

An extension to mainstream theory, in the contdxthe allocation of time, is
offered by Becker (1976). He argues that for indlirals who work it is improper
to focus on work-time in isolation from non-workrte. If there is a period of
time when one is not engaged in work there aregfmme earnings associated
with this decision. Hence work-time can be exprésseterms of wages, and
non-work-time can, in principle, be expressed irmt of wages foregone.
Becker (1976, 91-98) therefore proposes a ‘fullome’ approach to an

individual’'s time-use, using an equilibrium solutiooncept.
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If full income is denoted b, and total earnings forgone by the interest ilityti
L, then (Becker, 1976, 93),

> pbZ +L(Z,.Z,)=5

L is a function of the commoditieZ;] as how much is earned or forgone is
dependent on the consumption set (eZg) chosen. If average earnings,
represented byy, are interpreted as being constant and indeperafest the

equation can be can be written as (Becker, 1976, 93
Z(pib| FLWZ, =V +TW

With,
7T = ph +tw

S'=V +Tw

The full price of a unit o¥; () is the sum of the prices of the goods and of the
time used per unit df;. S is a resource constraint which gives the monegrire
achieved if all time is devoted to workifis interpreted as being constant and
independent oZ;. V represents other incom&y is time at work, andw is time

at consumption. Achievable income is spent direcity goods,> pibiZ, and
indirectly through the income forgon@tiwz, by using time at consumption

rather than at work.

This provides the equilibrium, utility maximisingondition,

pib; is the directandL; the indirect component of the total marginal prigb; +
L.

In Becker’s analysis the level of income earnedegpendent on the consumption

set chosen. Achievable income is spent on good# @regone, on non-work
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activities such as consumption time (with the latteeing viewed as a
commodity). The results of Becker's analysis, wiag@plied to hours of work,

indicate that ‘pure rise’ in income will result areduction in working hours.

According to Becker some activities, such as cbdce, do have relatively large
forgone earnings associated with them. Howeveldatare is not considered
leisure as such. Thus Becker maintains that theemirof forgone earnings is of
greater importance than any concept of leisurede®ng the investigation of
leisure unnecessary. Indeed the “economist carn ralbis traditional results as
well as many more without introducing it (leisuieg)all” (Becker, 1976, 100).
While this may be formally correct, it is not cleahy monetary equivalents
should conceptually take logical precedence overessing commodities and

incomes in terms of the time required to produesth

Mackie et al (2001, 92-3) criticise Becker for ramknowledging that activities
such as work can generate positive as well as vegatility. In addition Mackie

et al suggest that one of the key limitations ofclee’s approach is that
constraints result in some activities taking moneetthan would be preferable,
while some activities come with a minimum time doasit, for example

working hours for salaried employees. This cordliavith the concept of
indifference between activities, and highlights ittn@ortance of time as a unit of
analysis. Given these limitations the currently epted micro-founded
mainstream position is that individuals deriveitytifrom consumption of goods
and the time spent in different activities (Hessakt2005, 228). Under this
framework individuals are assumed to allocate thieile and consumption of
goods between activities, including work, leisunel &ravel, in order to maximise
utility. Their utility is, however, subject to carh constraints, notably the total
amount of time available, wealth, and the minimumoant of time required for
activities to take place. The mainstream approdygh, remains limited by its

focus on choice, and by the assumptions upon whistfounded.

There are a number of further objections which nb&y made to Becker’s
analysis, for example at a behavioural level. Huneimgs may wake-up in the

morning and consider what they might earn, or whay can buy. Alternatively,
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they may consider how they are going to pass thre&, and economic concerns
might be secondary to other motivations which aaad, relational or altruistic.
This is not acknowledged by Becker (1976) and hsistently reduces one form
of relationship — marriage — to a contract-baseditution broadly similar to a
capitalist firm. Time and relationships are thum@y extensions of market

processes. As Hodgson observes:

“Although modern neoclassical economists widelygrise the need to analyse the household in
terms of the individuals composing it, the resudtto treat all the relations between the
individuals along purely contractarian lines. Syomatically, in this approach there is no
conceptual dividing line between the family and tharketplace ... Accordingly, neoclassical
economics is unable to conceptualise the specifittutional features of the household and the

special human relations within that sphere.” (199%)

Criticism of Becker is offered from a range of gstives, including radical,
institutional, and feminist. For example, Spenc20da) argues that although
Becker’s analysis incorporates some of the eaunineterstanding of the disutility
of labour into the analysis of labour supply, #sds remains too narrow. Becker
suggests that work-time contributes to the creatibmon-market ‘goods’ and
‘bads’, and that these commodities affect the deassas to the allocation of
time. However, the focus remains between wagesanmking hours, solely from
the perspective of the opportunity cost of workdirhe ‘disutility of labour’ in
Becker's analysis only alters the willingness ofrkers to accept the wages
offered in a particular role. It has no causal @ffen worker effort or motivation.
Becker does not consider the possibility of workeesisting work and of

managers extracting effort from employees (Spe2@68: 2004).

Radical theorists criticise mainstream approacbkesh as Becker’s, for ignoring
capitalist exploitation, and importantly, power éBper, 2000, 547). For
example, work by Philp (2001) and Philp et al (200&s argued that the power
of respective classes is important in generatingcamues in contemporary
conflict over the length of the working day. In ghsense management and
hierarchies may have an important role in imposwogk on employees, and thus

in determining working hours at the organisatioreleas discussed in Chapter 1.
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Mainstream models, and their extensions, which lz@sed on choice may

therefore be severely limited.

Institutional economists, for example Hodgson (1,988, suggest that Becker’'s
theory is limited by the assumption that prefersnde not change through time.
For Becker there is no social formation of prefeem This assumption not only
leaves preferences outside the economic systenmnborrectly results in them
being considered as constant or fixed. It is coadetiowever, that Becker does
acknowledge that preferences do ‘change’ througle tiand that these changing
preferences are included in the stable or fixedepeaces assumed in his system
(Hodgson, 1976, 111). Becker argues that notionsrafional behaviour and
ignorance, explained by social scientists througgtams and traditions, are “ad
hoc and useless explanations of behaviour” (Beck&rg, 13). Hodgson labels
Becker's assumptions of permanent preferences inbiarly ‘ad hoc’. Utility
analysis is therefore of questionable worth andatpmnal value in this context
(Hodgson, 1988, 117).

Feminists criticise Becker for disregarding carisungd the household (Nelson,
1995, 142). Becker did address a key critique ffeminist economists. In a later
work he included caring and housework in definisiaf work (Becker, 1985).

However, one of the key limitations of Becker's eggrh is that it remains
grounded in rational choice theory, considering-sgérested individuals. It

does not adequately account for the household. ddess it acknowledge the
heterogeneity of individuals. In this sense itimiled and remains somewhat
‘gender blind’. Given this limitation the next siect extends the discussion of

mainstream theory, considering Hakim’s gender sieesapproach.

2.5 Hakim’s Preference Theory

Hakim’s (2000) approach attempts to provide a gerslEnsitive analysis,
focusing on the employment preferences of womed, leow they differ from
their male counterparts. However, this approach b@sn subject to much
criticism, especially from feminist theorists, whmmnsider it limited by its

mainstream basis in self-interested rational irdiigis.
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Female Employment Preferences

Hakim argues that female employment preferencesesept a distinct case to
that of males. In her model, males are treatedhasragenous group with strong
preferences for full-time paid work (Hakim, 200G8).” Women are modelled
as heterogeneous, displaying a range of prefereiocesork and family life.
Hakim splits women into three broad groups in refato their preferences; (1)
home centred preferences, mainly found among thasferring not to undertake
paid work; (2) work centred preferences, which espnt mainly childless
women committed to work and equivalent activitiasd finally (3) adaptive (a
combination of work and home) preferences. Thedatbmprise those who want
to work, but are not committed to it. Mainstreanedty is criticised for
assuming that all individuals are homogenous, andéing grounded solely on
male behaviour (Hakim, 2000, 30-1). Hakim arguesat ttvomen should be
included explicitly in labour market analysis agyhundertake the majority of
part-time and non-standard jobs. They require aslesigement in theoretical
and policy analyses. In common with Becker, Hakiaintains that most women

in wealthy countries have relatively unconstraiohdices.

Hakim suggests that the diverse preferences of wonesult in a conflict
between the aforementioned groups. This conflidhim preferences of females
leaves them disadvantaged in the labour marketomparison to the more
homogenous case of males (Hakim, 2000, 5). Howevkey critique of Hakim

is that her analysis begins with clearly definedf@rences. As with the critique
of Becker, institutional and radical perspectivegua that preferences are shaped

in the process of social interaction.

Hakim has been challenged for her lack of acknogéeaknt of constraint, and
the gendered constraints resulting from the houddellynamic. These are
prevalent in feminist economic theory (see Folldr®94; Nelson, 1995; Bell,
1974). Women may not simply have preferences foagainst paid work, but

may be forced into undertaking paid labour, or iptoviding full-time care for

" This itself can be criticised. Males may simplydmmstrained to work full-time, just as females

are constrained to work fewer hours, or care.
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children or elderly relatives. Even where paid wigrkound, the uneven division
of labour within the household is likely to leavenfales under greater constraint
than their male counterparts (McDowell et al, 2005)

Further criticism is provided by Crompton and Ha(1998, 119) who comment
on earlier versions of Hakim’s work. They arguetttiee orientations to work,
which Hakim describes as the main driver of womewmisking behaviours, are
of relatively little significance in comparison the work-life biographies that
women construct based on their historically avédalpportunities and
constraints. The reasons for women’s choices apéaimed better, not by their
preferences, but by structural constraints. Hakimbrace of mainstream
explanations of women’s behaviour does not adetyuatknowledge constraint.
As Crompton and Harris (1998, 120) point out, “wome- and men — can

choose but are also constrained”.

Harris et al's (2007, 501) exploration of part-tinverkers highlights that female
patterns of work are dominated, not by persondepeace, but instead by family
and household responsibilities, limiting them mtran men. These women are
more appropriately described as “aspirational lmrtstrained” in comparison to
either of Hakim’s categories of adaptive preferan¢eareer orientated” or “not
career orientated”. Women may simply be constraingd adapting their
preferences as a response to the continuing gemetguity they face at work and
in the home (Leahy and Doughey, 2006). Women mayursue certain careers
as they may consider them out of reach. Out of atiap their preferences

change so that they feel they do not want to wowkards a career.

Hakim’s approach is controversial and has receivadch criticism. Her
extension of mainstream theory attempts to progidgnder sensitive approach,
but succeeds only in categorising women by theiefgrences’. This, as with
other mainstream approaches, is founded on themgdsun of choice. Hakim’s
approach ignores the compromises and constraictd fdy women as they
combine paid employment with household obligatidnscontrast this is a key

component of feminist theory explored later in thihapter. Mainstream
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approaches are also limited as they do not recegtiiat preferences are

influenced and formed. This is a principal focusnstitutional economic theory.

2.6 Institutional Economic Theory

Institutional economics offers an alternative pecdwe to mainstream economic
theory. Historically there have been three meantogastitutionalism (Samuels,
1988, 1-2). First, the term has been used to refesr movement against the
dominant mainstream approach to economics. Seddmals been used to refer to
problem solving: seeking to work out solutions ke tproblems of advanced
industrial economies, largely in areas relatingwelfare and labour. Third,

institutionalist economics has attempted to creatsody of knowledge which

differs from mainstream economics, as it seeksxfgoge the organisation and
control of the economic system, especially in teaingower relations.

Institutional theory is widely regarded to be an &inan phenomenon. Leading
early institutional theorists included Veblen, Cooms, Mitchell and Ayres

(Rutherford, 2001, 173). A strong European branel Heveloped in recent
decades, particularly through the work of Hodgsd®888), which forms a

significant element of the discussion in this gsmtti The key argument of
institutional theory is that social institutionsrrio a central and essential role in
moulding the preferences and guiding actions oividdals and firms (Hodgson,

1988). The important elements of institutionaligmthe context of this thesis,
are the concept of customs, norms, and habitsudanfling and forming

individual behaviours. As a precursor to this, hegre this section begins by
defining the term ‘institution’. The term coveryariety of notions and concepts.
An institution is defined by Commons (1931) as,

“Collective action in control, liberation and exgéon of individual action. Its forms are
unorganized custom and organized going concerns. ifitlividual action is participation in
bargaining, managing and rationing transactionsichvtare the ultimate units of economic
activity. The control by customs or concerns cdssis working rules which govern more or less
what the individual can, must, or may or may not ddese are choices resolved into

performance, forbearance or avoidance while pp#dtaig in transactions.” (1931, 648).
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Institutional theory follows the perspectives ofhbeiourism. This approach
locates human action within institutional structire norms, customs, habits —
as an alternative to the mainstream approach wisidocused on individual
preferences (Dugger, 1979, 903). Veblen, anothénefounders of institutional
economics, defines institutions as, “settled onhhbits of thought common to
the generality of men” (1909, 239). Institutiong a@escribed by Veblen (1909)
as the primary form of social structure — a seh@fms and customs which are
imperfectly reproduced through habituation — thabits are the primary form
of human practice (Lawson, 2003, 213). Customs farprimary focus as it is
argued that collective action is more universahim unorganised form of custom
than it is in the organised form of concerns (Comsd 931, 651). For example,
in addition to the employment contract, customs a&wims at work may
determine acceptable dress, workplace etiquettejrateed working hours, such
as arriving at work at 9am, and finishing at 5pns. uch the preferences of an
individual develop out of norms, customs and halierms are reproduced
through the development of habits in each generadibindividuals (Dugger,
1979, 902). Customs and habits may change withsssinifeconomic conditions.
Present institutions consist of the ‘residue’ o€iant institutions, influenced by
changes in technology. Technology has shaped materiety, increasing the
significance of mobility and the fluidity of modemmstitutions (Ayres, 1951, 51).

Institutions mould the preferences of individualMelflen, 1899). This is a
departure from mainstream theory which regardstirigins simply as tacit or
given constraints, which restrict otherwise freddeour. For institutionalists
the individual is ‘free’ to make choices within tleenstraints they face in the
present. These choices, although ‘free’, are aymiodf routine and habit, and
are influenced by the structure and culture ofd¥pgtem. Mainstream theory, in
contrast, does not view ‘free’ behaviour in thesar® as a ‘reproducer of

routine’, which may develop into constraint in faéure (Hodgson, 1988, 134).

Critiquing Mainstream Theory
Institutional economics rejects mainstream econothieory. It argues the
economy is inseparable from a host of social aritigad institutions. In contrast

mainstream theory, such as labour supply, offetacted understanding and is
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founded on a number of assumptions, for examplegthestionable axioms of
rational choice (Ayres, 1951, 49). Becker and Hakiextensions to mainstream
theory similarly suffer on the basis of these agsions. Institutionalists
maintain that social and economic change canna@xp&ined by human wants
or scarcity — both of which are determined by itgitbns and technology — but
can only be explained in reference to social for¢@gres, 1951, 50).
Institutional theory replacdsomo economicus- ‘economic man’ — with what
is termed ‘institutional man’. The former offers aethodologically
individualistic account of human behaviour. Indidnal theory instead derives
institutional man from observed behaviours, takimg account different forms
of behaviours and norms in different societies ({Kap968, 2). The importance
of institutions is that they create the consistesdound in the mass behaviours
of individuals which empirical quantitative studiemalyse (Mitchell, 1925).

Institutions influence behaviours and create satimrms.

Mainstream theory supposes a closed-system, wherariable environment
denotes equilibrium which may or may not be reachdds assumes that the
environment consists of fixed functions which govethe preferences of
individuals, and productive techniques (Hodgsong881919). Economists
regularly use the ternceteris paribus, and it is the factors held constant which
institutionalists’ suggests limits the arguments mwiainstream economists
(Hodgson, 1988, 53-71). Institutionalists suggdst socio-economic system
evolves. As Veblen states, “by one method or ampihstitutions change and
develop ... the development of these institutionthés development of society”
(1899, 190). Social patterns are not the outcommdi¥idual acts, but instead

individuals and their actions are the outcomesoofa patterns.

In contrast, the mainstream approach results inasgzhenomenon being
explained through the summation of individual padassocial wholes, ignoring
the importance of social processes in shaping iddal preferences and habits.
The continuing influences of social institutions the household, the employer,
social culture or roles — are not recognised bynstaeam theory (Hodgson,
1988, 68). But, as Dugger argues, institutionalcitire determines the range of

alternatives available to the individual (1979, POZhe preferences of a
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household are thus not simply decided by the indiais within it, but are

continuously influenced by social institutions andture (Hodgson, 1988, 68-9).

Institutional economics has itself faced a numbfecrdicisms, not least from
mainstream economists. For example, Mirowski (19893) reports that
institutionalism has been labelled as empiriciat] lacking any coherent theory.
Relatedly, institutional economics has been labelteescriptive rather than
analytical (Witte, 1954, 135). However, as Ayre851, 55) among others have
argued, this view is mistaken. While empirical wartimprises a significant
portion of institutionalist studies, empiricism @agot produce the body of theory
found in institutional economics. In addition, mamfythe major advances made
in economic theory are the by-product of empirisaldy (Witte, 1954, 135).

This highlights its importance in the generatiod awaluation of theory.

Mainstream theory has attempted to explain ingbingt in the neoclassical
framework, often referred to as neo-institutiomalisHowever, Mirowski (1981)
criticises these attempts for empowering the irtliad with ‘natural powers’ so
that the individual embodies market organisatiomsl aptimisation. The
preferences of the individual are expanded to okela range of hypothetical
situations. Constraints are re-defined from thadenawledged and accepted in
institutionalist theory. Mirowski (1981, 610) argu¢hat mainstream theorists

change the definition of ‘individual’ until the lagof their argument works.

Institutions and Working Hour Determination

Mainstream theory considers the number of hourkeby an individual to be
determined by their exogenously given preferenagsiricome and leisure,
subject to a budget constraint. This relationskilso reliant on the axioms of
rational choice theory detailed in section 2.2. ldoer, these axioms have come
under criticism. For example, labour should not dmmsidered homogenous.
Among other things, this neglects the impact of kvan human welfare
(Spencer, 2009, 95). Schor also reported that itdals tend to ‘adapt’ to their
environments. Their preferences, as such, adjustr dime (1993, 129).
Contrasting the mainstream view that work is asdedi with disutility, Veblen

suggested that any resistance or aversion to wdtke culturally determined
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(Spencer, 2009, 99). Moreover, Hodgson (1999, 106)-1contends that
empirical evidence casts doubt over the nonsatiaB@iom, and that the
accumulation of skills and habits, rather thanorzdi deliberation, causes social
change. The indifference curves which form the @atrons of mainstream
approaches to labour supply are problematic. Megast analyses of labour

supply can thus be considered flawed (Philp e2@05, 80).

As a response to these problems Philp et al (20€8)e developed an
institutional perspective on working hour deterntim@, drawing on Commons
and Marx. The issue is, if forty hours per weekhs work-time norm for a
particular historical period, why have the acceptedrs become forty hours?
Commons (1921) and Marx (1976) both recognise mmgortance of the legal
framework, social norms, and struggle between abpitd labour. Conflict over
working hours may well involve individual decisiomaking, but irreducible
social forces have a considerable part to play a#f ({Philp et al, 2005).
Mainstream theory can therefore be criticised faducing the hour-
determination process to a simple individual opseion programme. Philp et al
argue that even if individuals have some contraraheir working hours, it is
likely that this ‘choice’ is less significant thaine institutional and evolutionary
forces which determine the constraints they fa@®%281). Thus an institutional
approach to working hour determination is more cletepthan the partial

account offered by mainstream economics.

Interestingly, a number of parallels have been draetween institutionalist and
feminist theory. Institutionalist theory maintaitieat no part of human behaviour
is private, or remains untouched by cultural andaamorms. The preferences of
households are not decided by individuals, buirgteenced by social structures
and norms. This has congruence with feminist tis¢mriThey argue that the
mainstream treatment of some parts of life as peivar disconnected from
society, forms a key driver in the subordinationwadmen in Western culture
(Waller and Jennings, 1990, 619). However, onéhefkey differences between
these approaches is that feminist theory views htbasehold as central in

decision-making. Gendered norms, too, influenceividdal and household
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behaviours. Given the focus of this thesis, on dumleer households, it is

essential therefore to explore such feminist pextspes.

2.7 Feminist Economic Theory

Feminist economic theory is critical of mainstreaaonomic theory for its focus
on a self-interested rational individual. Institutal perspectives deliver a more
appropriate view of decisions over work-time anddbfeon’s work, for example,
includes some discussion of the household. Femitiebry considers the
centrality of the household. This section outlifiesiinist economic theory. It
explores women'’s roles in paid and unpaid work, laow they differ from their
male counterparts. Feminist critiques of mainstregproaches to labour supply
are discussed. Applications of feminism to som¢hefkey themes of this PhD
are also explored, including notions of the diuwsiof labour within the
household, gendered decision-making, constraingarding paid and unpaid

work, and time-constraints.

In economics, feminism has developed in three kkages or waves. First wave
feminism occurred between the mid-nineteenth amty éaentieth century and
focused on gaining equal rights of contract andperty, and opposing the
ownership of married women (and their children) thgir husbands (Folbre,
1994, 147§ Second wave feminism developed in the period fthen1960s to
1990. The focus of second wave feminism was higkilig gendered economic
differences and the role of women in economics.iiguthe 1970s and 1980s a
number of mainstream economic theories were @étiby feminists, including
the microeconomics of the household and labour aetaykmacroeconomics and
international trade (Peterson and Lewis, 1999). él@y, some have argued that
it was during the third wave of feminism, in the908, that feminist economic
theory found its voice. It should be noted this Wai®r than in other social
science disciplines (Ferber and Nelson, 2003). Meagnd Nelson (2004, 102-
3) suggest that the slow adoption of feminist thdug economics was led by

two factors. First, economics, unlike many othescitlines, is dominated by a

8 Early feminist thought included Wolstonecrafbgclaration of the Rights of Womepublished
in 1792, and the work of the economist Bentham80QL(Folbre, 1994, 147).
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single paradigm — neoclassical theory — and a simgéthodology that puts a
heavy emphasis on mathematical analysis. Secotitlyassumptions found in
economics — in its models, methodology, findingsl @olicy prescriptions —

are male-centred. Economics consistently refleclg the ‘masculine’ argument.

Critiquing Rational Choice Theory

Feminist analysis of the mainstream approach touatsupply reflects on its
disregard for social and emotional dimensions ah&én behaviour. Feminists,
including Nelson, argue this should be consideresker@ous limitation, rather
than a sign of rigour as it is often perceived bgimatream economists (1995,
137). The model of individual choice in marketcasidered the distinguishing
characteristic of economics by Becker (1976, Sinilarly, Lucas (1987, 108)
stated that the assumptions of the mainstream npzdeide “the only ‘engine of
truth™ in economics. In contrast, feminists cordethat both of these approaches
do not reflect demand for robustness, but insteadnpte the continuation of
gendered bias in economic modelling and analyses@h, 1995, 137).

Although families are considered by many mainstreszonomists, including
Becker, they are only ‘economic’ if they can be malbetl in terms of choices and
markets. Feminist theorists contend that for fesm#the family has, historically,
been more directly ‘economic’. The family, in thdentext, provides economic
security for women. This remains the case for saméheir fortunes are tightly
associated with the economic and social statuseif partner. Arguments have
been conducted between economists, and in@eedudakers, over whether to

classify unpaid household tasks in the home as wol&isure (Folbre, 1997).

° The Industrial Revolution played an important risiehe development of feminism due to its
impact on the location and structure of work. Thsuiting division arose between ‘home life’
(including unpaid work, such as childcare) and ¥@paid work). The domains of work and the
home became separated in both spatial and gendergdxts (Horrell and Humphries 1995).
This led to an increasingly narrow perception ofkvd&ventually housework was removed from
the Censusduring the early twentieth century. The respotisis of females, including caring
for children, and the elderly, have since beenewgt in economic analysis (Folbre, 1994, 95),

giving rise to the male ‘bread-winner’ female ‘hameker’ model.
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Feminists argue that individuals are embedded howsehold context and that
individual choice is constrained by others. A pets@bility to participate in the
labour market, undertaking paid work, is dependgan the amount of unpaid
work they undertake, and their responsibilitieshwitthe household. The labour
market participation of men and women is therefogey distinct. Women still
undertake the bulk of unpaid work in most househd8irianni and Negrey,
2000, 62; McDowell et al, 2005). Unpaid housewakow recognised by some
economists, including Becker, as an important Wéeian rational choice models
of labour supply. There is also an admission tloatskwork is not a subcategory
of leisure which had previously been the assertddnmainstream theory
(Faulkner, 1986, 56). Definitions of unpaid workvbabeen broadened by
feminist theory to include housework and, impotgntaring (Himmelweit,
1995). However, the idea of ubiquitous ‘choice’ fmany is still questioned.
Women, particularly those that are married/co-hiadpiand/or have dependent
children, can only ‘choose’ between paid work algsthe home and unpaid
work inside the home (Bell, 1974, 621). Increagingssure is felt by households
for both partners to remain in some form of paidoEyment. Many women’s
choice may thus be limited to unpaid work in thenleglus either full-time or

part-time paid work outside the home.

Many economists do not consider humans tohmen'c economicusHowever,
human behaviour is modelled in this way, as it appdhe most useful and
rigorous starting point for objective economic asa&. But, this results in
significant gendered biases (Nelson, 1995, 136)e Téconomic man’ of
mainstream economic theory is rational, independawoperty owning, and self-
interested with no regard for others. Faulkner asgthat this describes white
male opportunity only, and has little relation i@ texperiences of women (1986,
60). The dominance of mainstream theory limitsekjploration of any behaviour
other than that of the self-interested individuahalysis should acknowledge
that we are born, and require a significant inpatf our parents (or others) in
terms of caring, not to mention the role they playmoulding preferences.
Family provides social contact early in life, befarolleagues and friends. The
home also provides sustenance. These facts areiefidy disregarded by

mainstream economic analysis. They are considengdportant, intellectually
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uninteresting, or natural. These areas of life thmse thought of as ‘women’s
work’. Nelson argues that modelling human behavioequires greater
acknowledgement of all the above factors (1995,).18B6ey are characteristics

of all economic agents, whether they be male oafem

Feminist theorists further contend that the mag@astr approach is inadequate for
exploring female decisions to work or care, forrapée, for women when they
become mothers (Himmelweit and Sigala, 2002). $ua®es individuals will
choose the option which gives them the greatedityutibased on two
assumptions. The first assumption is that thewe ¢tear separation between the
external constraints that determine which optiaesfaasible. The second is that
the decision maker takes account of all factors dwald affect their utility.
Himmelweit and Sigala argue, however, that mothesly not simply make their
choice whether to continue in paid work in this man Himmelweit (2002)
argues that any decision could be inputted into rdtonal choice model.
However, it ignores the real processes involved decision-making
(Himmelweit, 2002). In particular the decision owehether to offer full-time
care to another (whether a child or relative) wit simply be made solely taking

account of the individual’s own preferences.

Mainstream economic theory does provide conditiom$er which this non self-
centred approach to decision-making can be model#uy the concept of the
family or household. The household is seen as glesitlecision-making entity.
While this allows analysis into decision-making,oitly fits the model of the
male-breadwinner, female-homemaker, severely Ingitits application to
contemporary analysis. Regarding their labour ntagesticipation and work-
time, females should be considered as decision rmgki@mmelweit and Sigala,
2002, 3). Indeed, with the increasing fluidity obrk and rising household
working hours the male-breadwinner, female-caredehomay no longer offer

an appropriate reflection of social reality (Espiugderson, 1999).

Gender and Constraint
A major constraint faced by women is whether ifimancially worthwhile for

them to remain in the labour market. This choicesimioe given significant

43



Working 9 to 5? Complex patterns of Time Allocatemmong Managers and Professionals in
Dual Career Households

consideration with a number of factors affecting ttecision, including costs of
caring, cost and time associated with travellingvtwrk, loss of time with their
child, and loss of time to perform household ta@dsmmelweit and Sigala,
2002, 12). Where females are in dual earning hadehonly those in paid
employment with high earnings (including manageri@hd professional
occupations) are likely to remain in full-time empient. Even then, females
often compromise their careers as the householdpargbnal relationships are
central influences on their preferences and dewssi(Harris et al, 2007).
Females, as a result, may reduce their working fowhile some leave the
labour market entirely to care for their childreir{anni and Negrey, 2000, 62).
However, increasingly women display a greater cammemnt to the labour

market, remaining in full-time employment for thardtion of their careers.

Commitment to the labour market does not, thouglgswntially alter the
number of household tasks females perform. Nor doessult in a significant
redistribution of household labour between menwandhen commensurate with
their paid labour (Sirianni and Negrey, 2000, 6Zhe availability of new
household technology has also failed in causinglstantial shift in household
labour. As Schor argues, this is because technotoggtes new tasks (while
reducing the burden of others), and may createehigitandards within the
household environment (1993, 86-8). In this sentse household can be
considered a site of conflict and inequality, asdgred norms influence the

allocation of the tasks of social reproduction.

Many women who undertake paid work perform a ‘secshift’ of unpaid work
within their home. Research by the Institute of lsigement suggests that over
50 per cent of women managers perform all housetaskis, including ironing,
shopping, cleaning and cooking (Fieldman, 1999ktiédy of female domestic
time-use explored the division of labour within theusehold, and the time taken
to complete tasks (Sullivan, 1997). This highlightinat females were under
greater constraint within the household, undergkmore tasks than males. In
addition, free time experienced by females waslylike be more fragmented.
Add to this the additional pressures of paid wankl ¢he picture of female time

allocation is particularly complex and demandingt Women who are employed
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outside the home, this results in a “double day¢dmeing the norm. Women are
subject to a paid work dagnd an unpaid work day at home. This results in
greater time inequalities between men and womenriétdcohabiting women
employed outside the home have the longest wonkieeks of all. MacDonald et
al (2005) use Canadian data to show that this tesulgreater levels of stress
among women as they combine paid work with lendtoyrs of unpaid work.
Women also considered hours spent on householdnsiplities, and caring for
elderly relatives, to be more stressful than enggag paid work. Paid work and
household work combine to create a significant élisqueeze’ (Sirianni and

Negrey, 2000, 62). Women'’s time is thus subjechth greater constraint.

The analysis of feminist theory presented in thestisn has highlighted a
number of weaknesses and concerns regarding thefusainstream economic
theory in modelling the behaviour of workers. Thek of consideration for the
differences in the habits, behaviours and condsaof males and females,
renders the mainstream model inappropriate. Thgarsicularly notable for the
analysis of mothers. Feminist theory extends thspgsetives on work and the
household, introducing the broader notion of caistrdefined at the beginning
of the chapter. This section has highlighted howdgeed norms within the
household can result in women feeling a greaten€tsqueeze’ (Schor, 1993;
Southerton, 2003) as they perform a ‘double dayigBni and Negrey, 2000,
62). This may result in high levels of stress females (MacDonald et al, 2005),
particularly among those with greater responsibsgitin the labour market such
as managerial and professional workers. This msy hhve significant impacts
on their careers should they attempt to utiliseilflie working arrangements to

offset their constraints within the household.

2.8 The Feminist Ethic of Care

The previous section presented a number of problevita mainstream
approaches to work-time, especially the lack ofgad#ée acknowledgment of
care, as outlined by feminist economic theory. Td¢estion seeks to present a
potential solution to these problems, with refeeetw the feminist ethic of care.
Care is a key component of many people’s livemfluences (paid) work and
household decisions, and importantly may have Bggmt impacts on the
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allocation of time, constraining individuals, espdy women. This section
focuses on care, specifically exploring the femimdsbates over an ‘ethic of
care’. Care may take place in the market spher@aas work. However most

caring takes place within the non-market spher&ibgds and family members.

“Care may assume duty and responsibility, it mayoive love and commitment, but the focus
upon carers and the notion of care as unvalueditatarried out by oppressed women obscures
the fact that caring is a relationship which mayoime unequal relations of power between the
carer and the cared-for person” (Williams, 2008)50

Feminist debates for an ethic of care began inl#&ds and 1970s. At this time
women’s demands focused on attempting to gain iwgatachild-care support
facilities for women to enable them to work. Thesee followed by attempts to
gain recognition of women’s caring for older, sicknd/or disabled family
members (Williams, 2002, 508). Highlighting andrgag acknowledgment of
these issues was significant in that they posedjamehallenge to the post-war
welfare settlement, which was characterised byirthisibility of informal care
(Land and Rose 1985). During the 1980s, political geminist theorists began to
develop an explicitly gender-sensitive approachmimral inquiry, overcoming
previous uneasiness about engaging in debates &litgcand ethics (Meagher
and Parton, 2004). By the late 1990s the ethiaé was established and used to
add weight to debates around ‘work-life balancei, iasue that has gained

prominence in a number of countries within Europe.

Williams suggests that policy and practice in Bnites relatively less developed
than in much of Europe (2002, 509). Moreover, theus of modern political
theory, on independence, may be representative esfstmoral frameworks,
founded on the notion of rights, subject to puldicd rational assessment.
However, women’s moral frameworks are founded owton of responsibility,
which is related to individual circumstances (@iln, 1982). The promotion of
greater equality therefore requires a system oifaksapport which encourages
and facilitates social interaction, not individuaedbmpetitiveness (McDowell,
2004, 156). This forms the concept of the ethicak.
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The inequity of care between genders is at theeaitthe argument of the ethic
of care. In addition, the ethic of care seeks adtmjacknowledgment of care as a
valid activity for both men and women, which re@gsitime, financial input, and
practical support (Williams, 2002, 510). There iseeed for both care of the self,
and care of others, to be seen as meaningful aesvin their own right. These
activities must be acknowledged as involving nait jwomen, but men and
women, old and young, able-bodied and disabled.lidiit argues that at
different stages of life, individuals may be careegs, or care receivers. Indeed,

care is an activity which binds everyone (2002,)509

The ethic of care is based upon a series of assomsp(Meagher and Parton,
2004). First, the ethic of care highlights the idependence of individuals and
their responsibilities to each other, rather thalelg focussing on rights. Second,
it recognises the equal moral worth of all peopled highlights the importance
of informal relationships. Third, emphasis is givencaring as moral posture or
disposition. Peopleshould be compassionate and empathetic to one another,
responding to each new person as a unique andlaicegble individual,
recognising that decisions are made within a sjgec@intext. Fourth, caring is a
process which influences and nurtures those ingbinecaring relationships, and
their willingness to take on responsibilities ofstmature. Significantly, these
assumptions reject traditional moral theory, whod$eundations are
‘masculinised’ and centred on rights (Tronto, 1993, Also central to these
assumptions are normative statements and valuenpuelgts. These contrast with

the positive scientific approach favoured by maeein economics.

With increases in female labour market participatiand the decline of the male
bread-winner model, both old and new issues of geaduality must be engaged
with at a policy level. The ethic of paid work daest meet the needs of people
with regards to the use of their time and the dquali their relationships. A more
adequate balance is needed between paid work arel for the household.
Welfare policy, for example (which often focuses thie rational independent
individual), is limited in the number of empiricgituations that it can adequately
explain. While some women may concentrate theietand efforts on personal

projects (their careers) for some of their life-g¢immany still do not (Duncan et
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al, 2003, 327). The emphasis of current policy ndee therefore limited by
the processes they consider central. They nedtecintiportance of social links
and moral responsibilities and obligations. Thdsgps the division of labour and
the working behaviours of men and women giving cethers for example
make socially and morally founded decisions aboatrect and incorrect
behaviours (Duncan et al, 2003, 327). However, ehdscisions may vary

between different social and spatial environments.

Work based policies relating to care have beeruénited by the increased
political status attached to time. There has beerhange in the valuing of
‘goods’. Male employees can no longer request milfawage’. Instead, it has
become more acceptable for men to press for ‘fatmhe’ (Williams, 2002,

511). Time is the key variable in the consideratidremployees and employers
alike, as is care which may drive the needs andiregents of many workers
for flexibility. Care requires reflection when ewping issues of time allocation.
It forms a significant element of contemporary tose; one which has
constraining effects for dual career households,o0 wtombine multiple

demanding work schedules with the tasks of soegladuction.

2.9 Conclusion

The purpose of this chapter was to apply a randgkeairetical perspectives to the
allocation of time. This chapter has sought to adsltthe first research question,
and has been used to develop a theoretical frankef@orthis PhD. Specific

acknowledgement has been given not only to theviddal, but also the

household, and household tasks of care; this isaldn the analysis in the latter
stages of this thesis. Central issues affectingediise, including gendered
divisions, and the impact of care, have also beamsidered, as these form

significant elements in the discussions in subsegGbapters.

In summary, this chapter has argued that mainstreeonomists’ approach to
time allocation, extended by Becker, are unsatisfsgc with regards to
examining household and workplace activities. Thainstream approach to
labour supply simplifies individual time-use to sade-off between work
(income) and leisure. Extensions to this theoryewexplored, including the
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impact of constraints, before the focus turned eck&r’s theory of the allocation
of time. Becker's (1976) rational choice approachuffess from
oversimplification and over-use of assumptions. KBe's analysis does not
adequately acknowledge that preferences changeughraime, and are
influenced by a range of factors. Employers, faaragle, may have a significant
influencing effect on the preferences of employdésreover, Becker’'s analysis
is ‘gender blind’. Hakim offers an extension of m&tream theory, which
attempts to provide a gender sensitive analysis.c8iticises mainstream theory
for assuming all individuals are homogenous, andofing grounded solely on
male behaviour (Hakim, 2000). Hakim suggests femalee heterogeneous,
displaying a range of preferences for work and Ratife (2000, 158). However,
Hakim’s approach is severely limited as it assumemen make free choices
which reflect their preferences. This ignores kegues of constraint and
inequality. Mainstream approaches are also crécisom a radical economic
perspective for ignoring key issues of power ined®sining behaviours and
constraining choice (Philp, 2001; Philp et al, 2005

Institutional theory offers a critique of mainstneaheories, and of Becker in
particular for ignoring the continuing influence$ social institutions. These
mould the preferences of the individual, whetheéginating from the household
or the firm, or as a result of social culture oteso Mainstream theory is
inadequate because it is based on a number ofgmnaltic assumptions. Thus, it
does not view ‘free’ behaviour in the present agproducer of routine’, which

may become constraints in the future (Hodgson, 1983l). Institutionalist

approaches suggest that the preferences of a tmlds@le not simply decided by
the individuals within it, but are continuously luiénced by social institutions
and social culture. Institutional approaches tat@ant of the constraints faced
by households, and additionally connect differdatments of time-use including
consumption time and household labour time. Howelitle explanation is

given to the complexities of the household, inahgdthe household division of

labour and caring responsibilities.

The household is in contrast a primary focus ofifiesh theory (Folbre, 1994;

Nelson, 1995; Bell, 1974). Feminist theory critiguational choice approaches
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for their persistent focus ofdmo-economicisMainstream economic theory
has traditionally ignored the household, and ungedsehold labour, termed
‘women’s work’. Feminists also consider the homeb#a site of conflict and
inequality. Many women (and some men) are constthin perform two jobs —
paid employmentand household work — leaving them under significamei
constraints. This is particularly acute among ‘eareszomen who may undertake
significantly greater responsibilities within theudsehold. Women, more so than
men, therefore make decisions in the context of tlmusehold, with
consideration for managing paid work alongside dstineresponsibilities and
care. The act of care requires greater acknowledgmtea policy level, with
many proposing an ethic of care (Williams, 20023)eethic of care would seek
to address the inequalities involved in care givimgluding impacts on the

careers of care providers.

Acknowledging the limits of mainstream theory, tbentributions from two

heterodox traditions have been explored in thisptdra These provide more
appropriate theoretical foundations for explainimgmplex contemporary
patterns of work-time, care and commuting. The apghes are complementary.
Institutional theory reflects that research mustecaiitely acknowledge
influences on individual and household decision-mgkin regards to habits,
customs and norms, such as normalised hours of.wddanwhile feminist

theory considers the role of gender and the houdeima accounts centrally for
constraint. This mix of heterodox theory therefgmovides the theoretical
framework for the remainder of this PhD. The subsed chapters review a
range of academic and policy literature. First, kviome and care are considered,

in Chapter 3, and then mobility and commuting, mafter 4.
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3

Work-time, Work-life Balance, and Care in the UK

3.1 Introduction

This chapter draws on published academic and pditeyature taken from
economics, human geography, sociology and socibtypoand business and
management, to provide context for the empiricalestigation in this thesis,
supporting the theoretical foundations developeth@last chapter. This chapter
seeks to address the second and third researchiomsesnd focuses on work-
time, issues surrounding work-life balance, andvigles discussion of specific

gender related concerns and the impacts of caring.

As defined in Chapter 1, work includes both paidl ampaid work. It is
increasingly difficult to distinguish the boundaidetween paid and unpaid
work, as paid work increasingly encroaches intohtbme. The concept of total
social organisation of labour (TSOL), developed @&ucksmann (1995),
suggests that work should be regarded as many foftadour that may be paid
or unpaid, including household activities such asng. She further argues that
work cannot be separated from the social and alltetationships within which

it is conducted.

When unpaid work is considered, the home can bkided as an important
location of work. Unpaid work in the home is prinharassociated with
homemakers, especially women. The working hourbarhemakers (paid and
unpaid) are among the longest in society. Hourskeasramong this group vary
between 48 and 105 hours per week, and includeitaesi such as cleaning,
shopping, and caring (Oakley, 1974, 92-95). Howettee role of housework
also affects employed women, but may not be evidettteir reported working
hours. Employed women undertake contracted paidkingrhours for an

employer, but may be burdened with further unpabdkwn the home.
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Recent years have witnessed a decline in the mabdtvinner, female
homemaker model of the household (Esping-Anderst#99). Significant
increases have been recorded in female labour fadeipation, led by changes
in the nature of work, and growth in ‘gender nelutwacupations (Hakim, 2000,
67). This has led to increases in the number of éaimer households, and those
that undertake dual careers as described in Chaptéowever, combining dual
schedules of paid work, along with household tasksy be particularly
problematic, especially for employed women (McDdweti al, 2005). This

makes the lives of partners within these househualgisly complex.

In addition, there is an increasing blurring of Wwoacross boundaries.
Glucksmann (1995) suggests that the distributiodabbur cannot simply be
referred to in the context of a single sphere, buist instead refer to the
organisation of labour across and between sphbrdbe last two decades paid
work has become much more flexible and mobile witbrk leaking out of

organisations, taking place on the move and inhitrae (Felstead et al, 2004).

This further complicates the allocation of time.

Considering the changes that have occurred surnognebrk and work-time this
chapter begins by providing a brief discussion b& tdevelopment and
standardisation of work-time. This is followed byisaission of
deindustrialisation and the development of a newise economy, and the
impacts this has had on the working lives of theesident in the UK.
Subsequently the chapter focuses on policy andrerapevidence which deals
with the growing flexibility of work: work-life baince; flexible working
arrangements; and working within the home. Thi®lilewed by a discussion of
long working hours, highlighting policy regulatingork-time. This chapter
considers specific gender related issues, anddasldiscussion of the impact of

caring on working patterns and the preferencesuaf dareer households.

3.2 A Brief History of Work-time

The development and standardisation of work-timiniwithe UK can be traced
back as far as the sixteenth century. During tlegog, there was large-scale

scarcity of labour. This period witnessed an inseem real wages at the same
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time as there was unmistakable evidence of redugiio the hours spent at work
(Bienefeld, 1972}° As the sixteenth century proceeded, trends ofatimhs in
working hours began to be reversed. In the sevetiteeentury this continued
with the abolition of holidays by the Puritans. rea@sed annual working hours
were associated with the emergence of the Protestark ethic'* By the
eighteenth century real wages recommenced theiargivend and hours once
more declined, such that a working day of ten hofran 6.00am to 6.00pm
(with two hours of breaks) came to be the acceptadh. In other words there
developed ‘usual and acknowledged hours of dalgu® (1972, 40).

With the Industrial Revolution came an importanamege in work. Specifically,
the spatial separation of home and work, as faetodieveloped to house large
machinery. This also led to the development ofdmute which is discussed
in the next Chapter. Weber (1976) suggests a pesilink between the
emergence of the Protestant work ethic and the shnidli Revolution. One
problem encountered early in the Industrial Revotutwas enforcing work
discipline. The practice of Saint Monday — workéagking time off work to
engage in leisure activities — persisted from theesteenth to the twentieth
century (Reid, 1996). Capitalists, and managerssapeérvisors, were drawn into
conflict with workers, who exhibited strong prefieces for leisure. The ‘leading-
sector’ in the Industrial Revolution in the UK widie cotton textile industry. By

the end of the eighteenth century some cotton moiisrated for 13 hours or

19 Bienefeld (1972) sought to interpret the movenemd development of working hours in a

neoclassical framework. However, Philp et al (2088) argue that such models do not offer
comprehensive explanation of Bienefeld's historigatount. This historical evidence is better
interpreted in terms of absolute surplus-value petidn, class conflict, and the processes of
economic development (using Marxist economic tre)riMainstream labour economists have
produced clear empirical evidence showing discration on the basis of a number of

demographics. It can therefore be argued that wh#eunderlying mainstream assumptions are
problematic, empirical work has value when reintergd using radical economic theory.

1 This term was first coined by Weber in Aike Protestant Ethic and the Spirit of Capitalism

(1976), which was originally published in Germaraiseries of essays between 1904 and 1905.
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more per day, resulting in conflicts over workinguns and practices (Bienefeld,
1972)*

Legislation targeting reductions in hours, enacted1802 and 1819, was
ineffective, largely as a result of employer inssecontrolling the ‘legislative
and repressive apparatus of the state’ (Bienefi@d@2, 34). Further legislation
restricting hours was passed in the period 182®18% as a result, from the
middle of the eighteenth century, employers begarfotus on productivity

increase (Hobsbawm, 1968). Early legislation thqugith as the Factory Act of
1833, was limited as it restricted hours for wonaex children only, although
this may have had a side effect of reducing hoarsniales too (Figart and
Golden, 1998, 412). In 1872-4 there was a compiaherreduction of normal

working hours driven, in part, by the strength efanised trades and craft
unions™® Further reductions in hours came with the develepmof new

unionism in the 1880s; this largely affected urskilor low-skilled workers.

The growth of large firms, seeking to maintain thgsition in industry, resulted
in further standardisation of hours. This reflected realisation that long hours
were not of great benefit to the employer, anduah s restriction on hours was
deemed an adequate barrier against entry intothesiry (Bienefeld, 1972, 210-
11). Reductions in hours through gender neutrastliggpn, and from collective

bargaining (1972, 162-78), became standard pradiicethe middle of the

twentieth century (Figart and Golden, 1998, 412).

Production and working practises in the twentiegintary were revolutionised
with the advent of Fordism. This analytical con¢dpdsed in both name and

content on the production techniques of the Fortbomcompany, between 1913

21n contrast a number of firms and industries did experience conflict of this nature. Instead
they opted for reductions in hours, seeing the mi@kgains in terms of increased productivity.
Reductions in hours were realised through the dhuction of shifts, and were administered in a
number of industries including the machine lacekews of Nottingham (Bienefeld, 1972, 210).

'3 The motivation of a union for reductions in hoigdikely to be a result of the desire to reduce
unemployment. This idea is based on the premiseiftteach worker does less, there will be

employment for more individuals (Bienefeld, 1972445).
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and 1914, was characterised by the notion of tive-tlollar day’. High-wage

workers were seen as beneficial as they sustaiigbddwvels of consumption and
aggregate demand. As productivity increased, wabjaged a parallel growth in
order to maintain consistent consumption levelds Honsequently maintained
profitability (see Figart, 2001, 406-8). It exteddthe division of labour and
displaced skilled craft-based workers for low-gdllemployees working on an
assembly line. Automation through mass producticas ihe most important
technical feature of Fordism, however equally int@or was control of labour.

The sub-divided tasks of Fordism were specifiediétail by management and
significant mechanisation was adopted, therebynatig greater control over the
pace and regularity of production. The power of atggrs to control and regulate
the conditions of work was heightened.

The new production and working methods which enrge the twentieth
century were theorised, initially in 1911, by Tayld967). Taylor adopted a
scientific approach to management, coined ‘TaytorisThis led to changes in
working conditions as scientific management aimedincrease productivity
through reductions in inefficiency caused, for epéan by malfeasance. Taylor
believed that by eliminating malfeasance, highegaga shorter working hours,
and better working conditions would be possible 6{9 15). Scientific
management made use of a number of innovationsdimg time and motion
studies, plus the adoption of standardised toots tane saving devices. Task
allocation was fundamental to scientific management the sub-division of
carefully specified tasks was thorough. Under Tagto there was a movement
of responsibility from the individual worker to tmeanager. This resulted in the
development of modern managerial practice, wherewkedge is used to
generate rules, laws and formulae for workers toeesl to, with each manager
having ‘initiative’ over their workers (1967, 33-34

Figart and Golden (1998, 412) suggest that thetutisinal arrangements of the
twentieth century aided a division of labour betwdgome and work, and
between genders. This extended the separationnoé flamd work which began in
the Industrial Revolution. It facilitated males Wwimyg full-time, to support

female homemakers. Average weekly hours remainég taonstant throughout
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this period, particularly for white men in theirippe earning years. Average
annual hours decreased from the growth of paidlagé and time off. Average
annual hours experienced reductions from 2,984shiout870, to 1,489 hours by
1998. Meanwhile weekly hours displayed similar aexd with the hours of

manual workers falling from 53 hours in 1943, to54Bours by 1987 (Lindsay,
2003, 140). Hewitt (1993) highlights the declinebasic working hours during
the twentieth century. But, she suggests that wibdlsic hours have declined,
hours inclusive of overtime may have increased. [§Vtiie post-war era in the
UK has been characterised by relative stabilithaars of work (Boulin, 1993),

the synchronisation of work and leisure which esdstduring the twentieth

century is collapsing, with the emergence of th& 2tonomy.

3.3 A New Economy and the Feminisation of the LabaWMarket

Large scale deindustrialisation in the UK during thtter part of the twentieth
century resulted in sections of manufacturing imgusleclining, while some
industries disappeared completely. However, dutimig same period a ‘new’
service economy has developed. This section bemitisa brief discussion of
industrial decline, before detailing the new ecogpmand the impacts of the

feminisation of certain sections of the UK labouarket.

Deindustrialisation in the UK

One of the key changes in the UK during the Igttt of the twentieth century
was the decline of industrial activity, termed dRistrialisation (Martin and
Rowthorn 1986). Explanations of deindustrialisati@ry as the reasons behind
this phenomenon are complex. Singh (1977, 134)eafg@xports failed in the
manufacturing sector due to a loss of competitisenand this was responsible.
Other factors highlighted by Townsend (1997, 8@at)ude the recessions of the
1970s and early 1980s, which resulted in the lossnanufacturing jobs,
devastating many industrial towns. Further explanathave been offered which
implicate loss of competitiveness, poor managemamd, poor labour relations
(Hardill et al, 2001).

During the 1970s a range of factors acted as driier poor economic
performance in the UK. High marginal tax rates malde UK system less
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conducive to investment and growth (Kilpatrick dralvson, 1980). Kilpatrick
and Lawson also argue that lack of efficiency wasagor source of problems in
the UK, and that poor industrial relations and $treength of unions may have
exacerbated this. An alternative explanation i$ tthahe UK economy reaching
‘maturity’. A high income elasticity of demand faervices, coupled with
increased competition from low-cost competitionnfrabroad, reduced demand
for indigenous industrial output (Kitson and Wilkon, 2007, 812). The
Conservative governments of the 1980s viewed déaBgn, privatisation and
reductions in direct taxation and union power aglyi desirable (Crafts, 1996,
176). However, by the 1980s UK industry was in wjgtead decline. Whatever
the cause, the decline of manufacturing industryhim UK led to the loss of
millions of jobs in ‘blue-collar’ occupations. Néarl.9 million manufacturing
jobs were lost between 1966 and 1977 (Bazen andwl, 1989, 11). Jobs in
manufacturing declined a further 9.24% between 1884 1991 (Hardill et al,
2001, 20). The share of the world’s manufacturiagé generated by the UK fell
from 20.9% in 1973, to just 9.1% by 1979 (Craft893, 20). The impact this had
on the economy is illustrated by the reductionelative per capita incomes. The
UK, ranked ninth in the world during the first haif the 1960s, dropped to
fifteen by the beginning of the 1990s (Quah, 2000).

Some jobs were lost abroad where lower labour cesge attractive to
organisations. However many were lost due to im@noents in technologies,
and the drive to decrease costs to improve profite restructuring of the UK
economy also resulted in an increase in the Noot$ divide, broadening
inequalities between regions (Hardill et al, 200&)e decline of industries such
as ship building impacted greatly on the North Eamst Scotland, and the decline
of coal mining during the 1980s had devastatinga#f on large areas of the UK,
including the Midlands (Hardill et al, 2006, 174Jhis loss of industry resulted

in a significant shift in the structure of the Ukomomy™*

1 Despite the decline new areas of manufacturinge téaveloped, including high-technology
industries (biotechnology, information technologyhese industries employ skilled workers, but
are often smaller scale, with many located in tbet® East and East Anglia. Employment in
these industries is increasingly insecure as engpsogeek to minimise costs, by downsizing or

increasing automation (Daniels 1999).
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The Emergence of a ‘New’ Economy

The contemporary economy of the UK is perhaps dbanged most by the
growth of the service sector (tertiarisation). ®eevice sector is responsible for
the majority of employment within the UK, haviingcreased from 34 per cent of
all workers in 1901 to 70 per cent 1991 (Lindsay, 2003, 137), and 77.3% in
2008 (LFS, 2008). Expansion has occurred in parétivorking, led not only by
the increase in female participation, but by a nmoet from standard (full-time)
to non-standard (part-time, self-employed, tempQraemployment. These
changes have increased insecurity among many otieapaesulting in the loss
of a ‘job for life’ or ‘stable career’. The growtf insecurity in the labour market
has affected many groups including professionaty aspecially, management
(Rifkin, 1995, 101). Sennett (1998, 120) therefeuggests that a career can no
longer be regarded as a ‘well made road’. Facttherathan tertiarisation are
included in definitions of the ‘new economy’. Thexféer a more comprehensive

view of the key characteristics of the new economy.

The term ‘new economy’ encapsulates (or at ledsigits to) a large number of
changes to the economy and labour market in the dukng the last two
decades. However, there exists no formal definifmmthe ‘new economy’. It
has diverse meanings to different individuals. Q(#001, 16) defines the ‘new
economy’ as being composed of (a) information asdrmunications technology
(ICT), including the internet; (b) intellectual ass; (c) electronic libraries and
databases; and (d) biotechnology, i.e. carbon-bhiseaties and databases. For
Quah, the distinguishing characteristic of thesegaries is that they represent
goods and services which hold the same propesiéga@wvledge, which growing
numbers of consumers are experiencing direct contath. Other broad
definitions of the ‘new economy’ describe it as @uising or containing
elements of: (1) the emergence of ICT; (2) the d¢howf the service sector; and
(3) the effect of globalisation and de-industriafisn on the economy (Nolan
and Slater, 2003, 58-60). It has also been coreides the impact of new
technology and systems on the entire economic tapesof Britain (DTI, 1998).

Two distinct perspectives exist in relation to dafg the new economy. First,

there are those that see the new economy as doyel€T and the sectoral
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consequences of its advances. Second, some viemetheconomy as the post-
industrial form taken on by the entire economy (€ognd Quah, 2002, 6).
Changes to the labour market, resulting from theralV structural change in the
UK, are also emphasised. The labour market inanghsfavours polarised skill

levels. Those with advanced cognitive skills, suab programmers and
management consultants are located at one endthasd who are ‘unskilled’,

such as carers and cleaners are at the other (8002pyle and Quah (2002, 8)
also refer to the changes in working patterns tegufrom sectoral change in the
composition of the UK, including longer hours farofessionals, increases in

part-time work, and increases in mobile working.

Beyers argued that the changes in the structuréh@feconomy should be
considered to be characteristic of the emergence‘aofservice economy
supported by goods and service producing sect@®04, 28) rather than as a
‘new economy’. Indeed, it has been suggested kiwathanges in the structure of
employment in the UK, are better encapsulated entémm ‘service economy’
than ‘new economy’ (Nolan and Slater, 2003, 77)sT& because approximately

80 per cent of individuals are now employed ingbevice sector.

In contrast, Castells and Aoyama (1994, 6-8) dbsctihe UK economy in the
context of a movement to an ‘informational’ socjdtyrough structural change in
the last quarter of the twentieth century. Thighsracterised by the movement
from goods to services, the demise of manufactuaimg) agricultural industries,
and the growth in the information content of jobBhere has been an
accompanied increase in the value of educatior gri¢éater skills demanded by
employers. However, past instances of economicgshancluding the advent of
the motor vehicle, resulted in fundamental changethie structure of the
economy. With this in mind “the ‘new’ in new ecamg should not be taken to

mean that there have never been new economies pait” (Visco, 2000).

Quah (2001) suggests two main differences in tlev‘®conomy’ which may
truly make it ‘new’. Firstly, the productivity impwements associated with ICT
have rippled strongly throughout the entire econptaffecting everything from

mergers and acquisitions in corporate finance, aotory-floor rewiring of
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inventory management mechanisms” (Quah, 2001, 9€&jondly, ICT products
behave like knowledge. They hold all the relevanbr®mic properties of
knowledge, characterised by near-infinite expafigibiand a disrespect of
geography. This suggests something distinctly methé ‘new economy’. Goods
and services that behave like knowledge are begpmmare important in two
respects: as a fraction of total consumption; andtheir increasingly direct

contact with a growing number of consumers.

The ‘new economy’ has also been termed the ‘knogdedfiven economy’ and
the ‘new knowledge based economy’ (Nolan and Sla2€03). Leadbeater
(1999) argues that the application of ‘smart’ temlbgies, and globalisation, are
triggering the emergence of a knowledge driven eoonwhich is centred on the
exploitation of intangible assets. These intangdmdsets, including knowledge,
ideas, and information, are used to generate ifingutputs in the form of
knowledge and services. Knowledge is spread thraligtprocess of transferral
between explicit and tacit forms, and is also geteel, resulting in a dynamic
and evolving process (Leadbeater, 1999, 28-9).t kacwledge is characterised
as unwritten and hard to articulate. This is transid into explicit knowledge,
which can be articulated in both written and nuedriforms. ICT and the
internet allow information to be spread at greates}s, without understanding of
the creation of knowledge. Knowledge itself is m@nsferred. Knowledge is
generated through understanding information, wisctransferred (Leadbeater,
1999, 29). The movement of knowledge, through thecgss of transferral
between explicit and tacit forms, is rapid andhs foundation of innovation,

fuelling the ‘knowledge-based’ economy.

Use of stylized terms such as the ‘new economy’ matyencapsulate the true
complexity and unevenness of the contemporary laboarket. Walby, for
example has argued that empirical evidence is fdonda new economy, but
only in a weak, evolving form (2002, 25). Dynamicogth is found in
employment in the ICT sector, teleworking, and tweaand cultural industries.
However, these industries are not yet large endogbkonsider them as the

‘drivers’ of a new economy.
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Beck (2000) criticises the new or knowledge-baseshemy for changing the
nature of work. This has resulted in reductiongoilm security and increases in
inequality. The modern workplace requires famitie@$e well informed, highly

organised, and stable, allowing support for bothrkimg individuals and their

children. The new work environment requires inceglaglexibility, and is

characterised by instability (Carnoy, 2000, 109). dddition, advances in
technology and ICT have played a central role ia thcreased intensity,
duration and participation of paid work (Perronsagt2005). ICT is credited
with adding to work-related stress, not reducingDibyle and Reeves contend
that ICT should be used to replace the standardimgday, rather than simply
extending it (2001, 30). ICT may also increase éhenomic hold which paid
work has on our lives (Jones, 1990, 254). The baues around work have
dissolved as individuals are never off-line (Pesrat al, 2006, 3). There is,
however, appreciation for the revolutionary natoiréCT (Castells and Aoyama,

1994, 26). It links jobs and allows ‘direct on-linentact’.

Further criticism of the ‘new economy’ is offere¢g Perrons (2003, 68). She
argues that the new economy may be characterised Idigital duality or
divide”. This is generated by low level jobs crebtyy high level managers and
professionals. It may result in increased divisiand inequalities in social class,
ethnicity, and between regions. Regional variatioassociated with the
manufacturing economy have dissolved, but have beplaced with growing
regional disparities in incomes generated by thewgr of high status
professional occupations in finance in London amel $outh East (McDowell,
2004, 149). Perrons (2003, 68) also reasons teawthking environments of the

new economy may exacerbate divisions between gender

Feminisation of the Labour Market

The share of paid employment in the UK undertakembmen has increased in
almost all industries and occupations. This is nmagable in certain professions,
clerical and service occupations (McDowell et &10&). Whereas figures from
the UK Census of Populatioreport less than 50% of women engaged in waged
employed in 1971, this had risen to almost 70% ®312(2006, 144). The service

sector employed 60% of men and 82% of women ppdiirig in the labour
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market in 2004. By 2008 this had increased to atddso of men and 90% of
women (LFS, 2008). Interestingly, women outnumbenrn terms of numbers
employed within this sector (McDowell, 2004, 148Jbsequently, females now
account for approximately half of the labour foinghe UK (Nolan and Slater,
2003, 60), and command an ‘increased political &oidValby, 2002, 25).

Women are demanding, and winning, greater equitgbkng access to paid

work, although this does not always result in equages (Carnoy, 2000, 108).

The growth in women’s labour market participatisnaitributed to changes in
women’s expectations and aspirations. Women are #@bltake advantage of
greater educational opportunities, while the risaogt of living renders many
households dependent on two incomes. There has l@®&m a shift in

employment and welfare policies under the New Lalgavernment in the UK

(McDowell et al, 2006, 144). Mothers — includinghgie parents — are now
expected to either be in employment or lookingvimrk, rather than relying on
welfare (Lewis, 2002). New measures have also lpegrnin place to improve
‘work-family’ policies. These have been made towaswomen are able to
manage work alongside the home and especially cdnéd (McDowell et al,

2006). This is returned to later in this chapter.

The increase in the size of the service sectorchviais was noted above is a
sector in which women are significantly representesls occurred during the
same period as traditionally male dominated sectmsh as manufacturing, have
declined. The long term decline in blue-collar wankd the increase in white-
collar occupations has reduced the need for a wor&fconsisting of physically
strong workers, who tend to be male. Historicallglenmanual workers could
expect up to double the pay of females. This redufrom differentials in
strength, and the principle of a ‘family wage’ bggipaid to men, but not women
(Hakim, 2000, 63). In contrast white-collar occupas do not require physical
strength, and as such allow women the same oppbesiras men. A new
division of labour has arisen between ‘masculinissobur in possession of high
skill levels and career positions offering prosperiThis contrasts with
‘feminised’ labour of both sexes which is low-s&dl with minimal levels of job

security and low incomes (Castells, 2000, 11-12).
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Gendered divisions are still apparent in both eattiand horizontal forms,
resulting in segregation between industries andipations (Hakim, 2000, 65).
This is increasingly predominant in a vertical eatthan a horizontal manner as
men are still employed in the majority of senioleso Male dominance is found
at the highest levels of many industries, partidylin government, management,
and professional occupations. Men occupy more @& of the legislative and
managerial occupations, and account for more tlt¥4 @f corporate managers
and senior government officials (Fagan and Bur¢cl2€02, 17). There remains a
‘glass ceiling’ within the workplaces of the ‘newcamomy’, sustained by
workplace cultures and informal procedures thatleenvomen at a disadvantage
when attempting to reach higher levels of managénfeagan and Burchell,
2002, 20). Women who reach higher levels of managerare likely to manage
other women. Indeed, only 10% of employed malessapervised by a female
manager (Fagan and Burchell, 2002). Horizontalegggion — in which certain
industries experience dominance by a single gerderemains evident as
women are employed mainly in service activities,ile&ehmen undertake
managerial, manual, and technical jobs (Fagan amdhgll, 2002, 17). Much
larger proportions of female managers’ work in hamasources, finance and
accounting, while male dominance is still foundmarketing and sales, IT, and
general management roles (Wajcman, 1996, 266-7prnthe professions large

numbers of women are found in education.

Perrons (2003) has argued that the advent of IGpe®ally the internet, has
extended the opportunities for those with caringpomsibilities, guiding a
reduction in gender inequality. This is driving ieases in the numbers of dual
earning and dual career households. In additionuraber of employers now
offer a range of ‘concierge services’ to their eoyeles, including catering,
shopping services, and the provision of care thmoagche services (Perrons,
2004, 103-4). Much of the flexibility on the part the employer is put in place
to ensure retention of highly skilled female wosseemployed in senior
positions, as these workers are ‘time-starved’ Iteguin demand for low-paid,
low-skilled, services. However, there may be linditg¢his, as many managers are
averse to allowing greater levels of flexibility ang employees, something

particularly favoured by women with caring respailgies.
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Perrons (2004) also argues that gender divisiottimihe household continue to
constrain females with housework and caring respdiies. This leads to an
increase in low-skilled, low-paid, female workersdertaking caring and
domestic work for highly skilled, well-paid, femalgorkers. There exists a
divide between ‘career women who are highly ededatand command well
paid employment, and those who are in less setuner paid work, many of
whom exit the labour market as they cannot affoedec ‘Career’ women

although income rich, it can be argued, are timar gdlcDowell et al, 2005).

An example of the demanding nature of highly skillemale employment is
provided by Woodward (2007). Research conducted matimber of post-1992
UK Universities suggests that female professiomathese institutions are likely
to report high workloads, requiring long workinguns. Long hours of work,
both at the workplace and at home, require conasiderinputs of time which
would otherwise be available for relationships, outments within the
household, and leisure. According to Woodward a lmemof strategies were
adopted by the women surveyed including establgshigid temporal, spatial,
and symbolic boundaries between work and non-wdidowever, these

boundaries can be shifted in favour of work whecessary.

Schor suggests there may have been a reducti@mialé household labour, due
to increases in female employment. Using evidernma the US, Schor suggests
men now perform a larger proportion of householdrkwthan they have

previously (1993, 103). However, employed womeived remain dominated by
the household. Women still perform the majoritynofisehold tasks (Harris et al,
2007). Those women who perform two tasks, paid eympént and household

work, endure a ‘double-shift’.

The success of flexible working arrangements isernly limited by enduring
links between full-time work and perceived professii and labour market
commitment. The issue remains that the productietels of workers are often
deemed less significant than the concept of comemtriinked directly to hours
of work (Harris et al, 2007, 501). This requireg apoly full-time hours, but long

hours associated with ‘time-devouring male emplaytheultures (Sirianni and
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Negrey, 2000, 72). Career progression suffersifose who do not, or are unable
to, adhere to this culture. Opportunities for prdioo are only offered to

individuals who consistently work full-time througit their careers, contrasting
starkly with the lived reality of many women’s care. Women may therefore
experience the ‘double shift’, but may not be adeegly remunerated for this

either in their careers or within the home.

3.4 Work-Life Balance Policy: Flexibility, Home-Work and Care

Legislation targeting greater equality in paid wbdgan with the abolition of the
‘marriage bar’ from 1945 in the UK. This was replaced by equal opportunities
and sex discrimination legislation in the 1970s. tBg 1990s equal pay and
comparable worth policies had made notable inroeds eliminating sex
discrimination in pay (Hakim, 2000, 60-1). Since tate 1990s the New Labour
government have promoted greater movement of wanmterpaid employment.
This has been done through linking welfare paymants tax credits to labour
market participation, and by providing better edioral opportunities
(McDowell et al, 2005, 446). Until recently copimgth the interface between
work and home, and equality within the home, heaargdly been considered
private matters. During the last decade, howeverkyife balance and equality
between genders have been pushed to the foreffqntbdic policy. A series of
measures have been promoted, many under the bahA#&ork-Life Balance’,
to ease the conflicts for individuals who find theiork demands encroaching
into other areas of family life. Th&/ork-Life Balance Campaigrwhich was
launched in spring 2000, aimed to raise employansreness of the benefits to
business of introducing policies and practices whielp employees obtain a
better balance between work and home. For Cluttérf2003) the key aspect of
work-life balance is ‘choice’ since work-life bal@minvolves:

* being aware of different demands on time and enangly

* having the ability to choose how to allocate timeé @nergy and;

* knowing what values to apply to choices and;

* making choices.

!> The marriage bar was a prohibition on married wosmiemployment put in place to ensure

jobs, especially ‘white-collar’ jobs, were the axgive domain of men (Hakim, 2000, 59).
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The UK government has developed and implementadreéar of legislative acts
to aid this process. The Department for Businesterfanse and Regulatory
Reform (BERR, 2008) details recent legislation udihg theFlexible Working

Regulationg2007}° which enables parents with a child under six, disabled

child under eighteen, to make a request for flexiwbrking. The law further
places a duty on employers to consider such regjsestously and only reject
them on grounds of ‘business need’. The right guest flexible working was
first introduced in 2003, for parents of young afisbbled children. In 2007 the

law was extended to include carers of certain adartd parents of older children.

Policies targeting improvements in work-life balariave potentially significant
impacts for workers. Data from th®econd Work-life Balance SurvépTl,
2003) reports that 78% of workers feel it is impaottto balance their work and
home life. Arulappan (2003, 6) argues that a nunolbdeey benefits are possible
for employer and employee, shown in Figure 3.1.allyt a significant number
of benefits may be realised by employers in additethose of their employees.
The degree to which flexibility is driven by empérg seeking these benefits,
rather than embracing the concept of work-life beéafor the benefit of their

employees, is therefore a key concern. This dabatturned to in Chapter 7.

Employer Employee
Improved productivity from employees. Better quality of life.
Enhanced corporate image. A more enjoyable work-life and career
progression.
Improved recruitment and retention. Better health and peace of mind.
Reductions in absenteeism. More income and thefitetieat come with

it.

Lower overheads and other costs (through | More time at one’s disposal.
desking, home-working).

More satisfied customers.

Increased employee morale and commitme
More equally distributed workforce.

Figure 3.1: Employer and Employee benefits of Wifikbalance (Source: Arulappan, 2003).

A range of potential schemes can help employeegwaehmproved work-life
balance. Arulappan (2003, 7) divides these scheeaiegd at providing greater

flexibility and opportunity for workers, into threleroad categories: (1) work

'® This is an amendment to tRenployment Rights A¢1996).
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options; (2) leave options; and (3) employee suppptions. Work options
include reduced and compressed hours of work, hoorking, and flexi-time.
Flexi-time refers to flexible starting and finisgirhours of work, sometimes
around a core set of hours (e.g. 10am-3pm). Thesssunes aim to increase the
flexibility of work with benefits for employer anémployee. Leave options
include maternity and paternity leave, career lseand phased return after
illness or maternity leave. Finally, employee suppoptions include child
support, and health services.

The Increased Flexibility of Work

The varied tools employed to improve work-life bada provideflexibility for
the employeeMany workers experience new opportunities, emgbthem to
better mould their patterns of work to their owreferences or constraints.
However, in turrflexibility for the employerequires workers to be increasingly
flexible in their approach to work. Workers are nequired to be more skilled,
knowledgeable, and adaptable. Coyle and Quah (ZB&2echo an uncertainty
over flexibility, as they suggest it delivers bgtbsitive and negative outcomes.
Flexible working brings with it a decline of theatlitional ‘job-for-life’, and an
increase in low skilled peripheral work. The effedf flexible working are
therefore likely to be felt strongest at either efidhe labour force.

Employers often do not mirror the flexibility of ¢l employees with similar
flexibility on their part. Employers need to be ptible and knowledgeable in
their policy on flexible working. Fagan et al (20048-50) propose a more
prominent regulatory framework for the implemerdatof flexible working, and

work-life balance policy. They suggest that currkgiislation concentrates too
specifically on minority groups (such as carerg)d aloes not offer strong
enough regulation over the take-up of work-lifedvate guidelines by employers.
This results in the majority of workers not beirféeced the right to request more

flexible working arrangements, or a reduction imiso

Empirical evidence from the UK indicates that a gapften found between the
principles of work-life balance, and employer andnagerial practice (Kodz et

al, 2002). Both formal and informal restrictionsge dound on employees who
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apply for flexible working options. Some managets bt adhere to policies
which, if properly implemented, would improve wani conditions. Further
evidence supports this argument as Perrons sugipedtsvhile some forms of
flexibility are found in workplaces, especially waorg during antisocial hours or
at weekends, only a small minority of employersepofither forms of flexibility
associated with the work-life balance campaign mly.shares and assistance
with childcare (2003, 69). Even where they are thithese schemes are heavily
influenced by ‘business need’. Interestingly, whatane workplaces do not offer
a full range of flexible working arrangements, gnsicant number of employers
do provide workplace counselling and stress managergPerrons, 2003, 69).
Perhaps if employers offered their employees grdbgribility, driven by their
needs, demand for these types of services woulthdim

Arulappan (2003, 17-18) reflects on the presentrf@s of policy, criticising its
narrow focus. A number of groups including unmatréad older employees do
not benefit greatly from policies which are stronfyicussed on working parents.
There are also groups of employees whose needs egontd parenting.
Employers need to ensure they understand the atgrapcial and working
environment before developing flexible working pads for their employees. A
‘one-size fits all' approach does not provide thptian of greater flexibility in

work for all employees, especially those with coexphousehold arrangements.

For flexible working to be a success the enduring between full-time work
and perceived professional and labour market comenit must be broken.
There needs to be acknowledgment that long houssceded with time-
devouring male employment cultures do not equath wommitment (Sirianni
and Negrey, 2000, 72). High-performance and highrodment managerial
practices, put in place to increase levels of éisonary work effort, can form
barriers to the successful adoption of work-lifdabae (White et al, 2003).
Career progression should not be affected by thee afsflexible working
arrangements, and opportunities for promotion ghodt be limited to those
who work full-time all the time (Sirianni and Negre2000, 72). These issues

must be at the forefront of policy debates if impnments are to be made.
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Paid Work within the Home

A significant outcome from increases in the flekipiof work is the opportunity
to work at home. Increases in home-working, a tané ‘teleworking’ !’ have
been led by advances in ICT and the internet. dt tbeen estimated that more
than half of the working population will have thption to spend at least one day
per week working from home by 2010 (Green et aQ®®B05). Data from the
UK LFS estimates the numbers of home-based telesrerto be 2.2 million in
spring 2001, accounting for 7.4% of the total labimuce (Harris, 2003, 422-3).

Teleworking provides greater flexibility for indohials in both the location and
timing of paid work. It may offer the most appragig solution for employees —
particularly those in dual earner and dual caremrsbholds — if they are to
achieve a constructive balance between work andesteof their lives (Hill et al,
1996). Many workplaces do not currently offer theinployees the opportunity
to use mobile technologies which would enable themmegularly work from
their home while remaining in contact with theirngpolace. Where home-based
teleworking is found it is largely ‘employer ledHérris, 2003, 425). Employers
are able to benefit from greater productivity, reelll accommodation costs,
lower absenteeism and improved customer servieek¢dn and van der Wielen,
1998). Benefits for employees may include avoidimg stress of the commute,
greater autonomy over the structure of the workdag, and fewer distractions.
Research conducted into 25 home-based teleworketisei UK by Tietze and
Musson (2005) suggests that workers can benefih fgyeater elasticity in
regards to the temporality of tasks. Workers, imsa@ases, can mould their time
to their own preferences. Workers may work integlgiito complete tasks to
enable them and their families to enjoy the ‘gifttime (2005, 1346).

A range of complications and difficulties are faceg individuals in the
successful adoption of home-working. These issneside the division of space

for work in the home, and a lack of space to exgaedhome to include a home

" Teleworking is usually used to describe home-wagkbut is broader in definition. It refers to
paid workers working outside of their normal pladenork, at home, but also at client sites, on

the move, and communicating using ICT (Bailey anal&nd, 2002).
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office area (Green et al, 2000, 305). Even withqadée space and technology
available, further issues remain around the usth@fhome for work. Dividing
not only space but also time for home-working carcballenging. Workers may
feel they achieve greater autonomy in their wonlt imay be constrained by
family and household responsibilities and clienadimes (José de Freitas
Armstrong, 1999, 54). There is a tendency for iflials to “work at all hours,
interrupting meals, sleep, leisure and romancegrder to make time for their
work” (José de Freitas Armstrong, 1999, 52). Redeaas indicated that while
some households may benefit from the greater figyiboffered by home-
working, others struggle with the blurring of theumdary between work and the
home (Hill et al, 1996). Tietze and Musson (200&parted problems from the
blurring of physical space between work and hontee Tise of spaces, such as
the dining room or spare bedroom, was met with smesentment by household
members (2005, 1341). Symbolic behaviours were stpwmrted as ways to
differentiate home and work, including wearing éifént clothes, or avoiding
certain rooms. Moreover, conflicts arising from thlerring of boundaries can
result in home-workers and household members dgtigkefending such
boundaries, but may be accompanied by emotionsidttf and irritation (Tietze
and Musson, 2002). Home-based teleworking mayraksalt in the loss of social
networks, resulting in feelings of isolation wherorking alone at home
(Sparrowe et al, 2001). Some of the benefits fairmss, including improved

productivity and customer services may thereforeroeed.

Research into the experiences of workers embarkimghome-working has
highlighted a number of issues. For example, inridaf2003) a lack of
communication with the employer, and a lack of @ncfor the complexity of
redefining work and home space was found. Feelofgdesertion were also
reported from workers. Many described themselveshaging been ‘just
forgotten’. Moreover, 76% of workers reported longeurs in the “home office”
than they had undertaken in the “work office” (Har2003, 427). The issue of
dividing space and time for work and home was @atgst concern. Workers
reported feeling as if they were always at work.lahge proportion of this
difficulty, though, related to specific family s#tions; those with dependent

children were more likely to have difficulties comimg work and home life.
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Johnson et al (2007) claim, from the results oirteridy of female teleworkers
in Canada, that many women find it difficult to o#igte the “leakage of work”
between paid employment and their caring respditgbiwithin the household.
The data collected from interviews with 18 womerpmfessional employment
indicated that in response to these difficultiesangn had developed ways to
construct boundaries between work and home. Fosethiemale workers

problems clearly arose in dividing time and spawephid work within the home.

Home-based teleworking on a regular basis may h#se significant career
implications for workers. This builds upon the pisen of long hours and
presenteeism being equated with commitment by nesagErikson and
Goldthorpe, 1992, 42). Home-based teleworkers d#ieulties in ensuring their
hours and work intensity are visible to managem&ethnology is available
which allows the monitoring of these employees riikaather, 1999), but there
remains a question over the extent to which wotkeareers may be

compromised by a lack of face-to-face interactiod bss of social networks.

Working in the home raises further issues relabeldeialth and safety. Employers
have a responsibility to ensure the health andisafietheir workers in the UK
under theHealth and Safety at Work A¢1974). Employers must make a risk
assessment of all work carried out by their empésy@hether at the workplace
or at home, under thBlanagement of Health and Safety at Work Regulations
(1992) (DTI, 2000, 26). Subsequently there maysisees of invasion of privacy
for employees, as their employer must inspect tloekivg environment and
assess any risk (Fairweather, 1999). In additioassie suggests that home-
workers do not receive the health and safety ptiol@commensurate with their
employment (2000, 541). Senior management may adewing with their
employees’ issues as they do not want to get imeblvn employees’ personal
lives, in case this is viewed as an invasion of/gmy (Kossek et al, 1994).
However, Harris (2003) argues that home-workingi@® major intrusions into
workers home lives. Employers should therefore bia responsibility to
provide adequate support to their employees. Thliastwrs form significant
barriers to the success of teleworking as an imsni for increasingly

flexibility, opportunity, and the balance betweeariwand life.
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The impact of Care

Many of the measures targeting improvements in viéekbalance, through

flexibility, have been driven by ‘care’. Care caké the form of market activity:
paid caring including au pairs, for example. Howewhis thesis is concerned
with the time spent providing unpaid care whichetaklace within the household
i.e. parents caring for children or adults cariray £lderly or ill relatives

(McDowell et al, 2006). Care has become a pointlebate at national policy
level, in particular since the national childcatet®gy was launched in 1998,

and subsequently extended in 2004.

Current policy, however, remains limited. It doest offer adequate financial
help (to pay for market-based care) to those wating commitments (Perrons et
al, 2005). State-provided childcare remains limiteds provision, leaving many
carers in low-security, low-paid, part-time emplaymh (McDowell et al, 2006,
145). McDowell (2004, 151) argues that current @oldoes not adequately
challenge the gendered role of women as primarg ¢gvers, a role which
remains after centuries of reinforcement by soicisfitutions. Households may
renegotiate their working hours. Partners may redineir working hours or
work more flexibly to accommodate their caring @sgbilities. In contrast,
managerial and professional households will oftese unarket-based care
provision. This may require them to move to parteior reduced hours, making
use of the flexibility offered by employers. Comrtieg on the findings of the
1998 Social and Community Planning Resea(@CPR) survey into women'’s
feelings surrounding paid work and care, Duncaal 2003, 317) report that
qualified, middle-class mothers were more likely talue paid work and
therefore engaged in employment. However, employnien these women

usually meant part-time work fitted around schomiits.

Many women believe that the use of flexible arrangets may impede their
careers as their employer sees them as “less comafh{lones, 2003, 31). This
leaves many women constrained into continuing viitirtime employment,
leaving most women doing the “double shift” (2008, Moreover, it is a
frequently accepted social norm that the seconéaryer, usually the female

partner in heterosexual relationships, performsntagority of household tasks
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and childcare. Personal leisure time, either wglynor under constraint, is

therefore given up by many working mothers (Hoclidciind Machung, 1990).

Current policy ignores important moral questions geinder equity and the

impacts of gendered roles. Social and gender dvate likely to endure until

these factors are appropriately recognised in polic

Where mothers with dependent children are ableotdimue with their career,

this is often linked to the existence of a strongport network. For example, in

Harris et al’s (2007) research into women emplgyad-time in the retail sector,

a female manager in the retail sector had redueedhburs from full-time to

part-time as a result of having children. She was & continue with her career

due to the help from her partner, and the clos&ipity of her mother who was
able to help with caring responsibilities (Harrisag 2007, 498).

Costs to Individuals
Stress/exhaustion
Depression
Il health
Poor relationships

Personal Time
Sleep
Leisure
Meals
Personal care
Relationships

Work Time
Hours at work
Travel to work

‘Extra work’/work
brought home

Family friendly employment
Part-time/flexible hours
Leaves for family/domestic
reasons
Shorter FT hours
Eradicate ‘long hours’ culture

Care Time

Child care
Care of adult
dependents

Infrastructure of support
Childcare services
Homecare services

Cleaning, laundry and food

services

Figure 3.2: An individual's division of time (SowcYeandle, 2001, 42)

Yeandle (2001, 43-45) emphasises the importandbeohousehold and caring,

suggesting they should be included in measuresook-time. Figure 3.2 details

her division of time for an individual. The Figuralicates the measures required
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for work to become ‘family friendly’. Yeandle sugge that costs are faced by
individuals unable to engage in family friendly doyment. These include
stress, depression, and poor relationships. Suba#dyu there is a need for
flexibility in hours of work. Movements between p@me and full-time
employment, and periods of leave, should also ka@eledged and accepted by
employers. Moreover, excessive hours of work regattention (this is also
discussed by thénstitute for Employment Researand International Finance
Facility (IER/IFF, 2001)). This requires a shift away frauarrent long hours

cultures to ensure that those with caring commitshare able to fulfil them.

Those with significant household responsibilitiespecially child care, are often
those found to report the highest levels of workelatress. This is linked to the
dilemmas facing these individuals (Green, 20016¥5For women in the UK
privatised care in the home — nannies or au pairmay actually be the most
effective way of combining paid employment withiogr(McDowell et al, 2006,
144-5). This eliminates issues of travel, and pidéy frees up time for both
parents usually spent performing the ‘school riftwever, the costs of this type
of care are substantial and therefore only avalabl those in highly paid
occupations. Use of market-based care may alsaecreglings of guilt as
parents become detached from their children. Aln8@86 of those surveyed in
the SCPR reported feelings of guilt over engagmgaid work when they had
caring responsibilities (Duncan et al, 2003, 31Hnployed parents who do
continue to work, and work long hours, may exaderilae ‘time-squeeze’ they
face as a result of combining demanding work watimify schedules (Brown and
Booth, 2002, 908). The added complexities of cammay make life for dual

career households particularly complex and diffitolmanage.

Flexible working offers employees substantial b#seHowever, the realisation
of these benefits is not as straightforward. Em@teymay be driving flexibility,
limiting employees’ choices. Flexibility may imprevwork-life balance for
carers, especially in households where partneragenmn dual careers. However,
barriers to flexibility, coupled with enduring liekbetween long hours and
commitment result in real time scarcity for workevho combine demanding

paid work with caring and other tasks of sociakogjoiction.
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3.5 Long Hours and Working Time Regulation

Working long hours may have significant implicaofor individuals and their
households, causing dissatisfaction, reducing prtpdty, and resulting in health
problems. Where long hours cultures are not embraserkers may face
significant career implications, as management tequang hours with
commitment (Erikson and Goldthorpe, 1992). Eariiethis chapter discussion
was made of the standardisation of working hound, @& the downward trend in
average hours in the UK since the latter part eftthentieth century. However,
long hours remain evident, especially among those managerial and
professional occupations (Kodz et al, 2003, 12)s Bection therefore begins by

defining the term ‘long working hours'.

Long working hours are defined by the IER/IFF (202Q). The definition splits
working hours into ‘long hours’ and ‘very long hgur'Long hours’ are defined
as working 49 hours or more per week, following theximum European
Working Time Directivg1993) 48 hour working week. ‘Very long hours’ are
defined as working over 60 hours per week. Theasuof longer working hours
can be summarised as follows: work pressure (imetudhcreased workloads,
greater competition, fewer staff, smaller budgetsgd increasingly demanding
customers); individuals feeling a genuine strongnecatment towards their work,
colleagues, customers and clients (Kodz et al, t988nagements’ demand for
commitment to the firm (White et al, 2003); ande firessure to complete tasks,
equal the long hours worked by management, and aveptake-home pay
(through overtime payments, commission and perfogeaelated pay) (Kodz et
al, 1998). It is generally accepted that long wagkhours are also an economic
‘bad’ which have a negative social impact and askigr affect the health of
working individuals (Philp et al, 2005). Long houaege particularly evident in
highly skilled occupations. Over half of those iramagerial and supervisory
positions (a sub-group of managers and professpmairk long hours compared
to 40% of the overall workforce in the UK (DTI, 20806). Many workplaces also
operate on a 24/7 schedule. Around 11% of emplogéésese 24/7 firms work
over 60 hours per week. Gender is also importarivage et al (2003, 191)
suggest that many of those working ‘very long hbare males (and fathers)
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often constrained by their primary earner statwsdéntly, long hours remain an

issue, and one that has not escaped policy makers.

Working Time Regulation

Since 1973 the UK has been subject to EU policye ®@ach EU policy, the
European Working Time Directiy&WTD) was adopted in the European Union
(except the UK) in 1993. It imposes a maximum 4&rhaorking week for
employees. This protects against the possible ivegaffects which long
working hours may have on the health of individu@siropean Comissign
2005). The UK adopted the Directive in the form the Working Time
Regulations(WTR), implemented in 1998, and amended in 2002 2a607.
However, in contrast to the legislation of the EWTRere is an opt-out clause in
the UK WTR. Many employers, both in the public apdvate sector, have
heavily promoted this to employees, through waivEin® main characteristics of
the WTR are:

1. A limit of 48 hours a week which the worker can reguired to work,
averaged over a period of 17 weeks (although werkan choose to
work more using the ‘opt out’ agreements);

A maximum average of 8 hours work in 24 for nighuriers;
Free health assessments for night workers;
An entitlement to 11 hours rest each day;

An entitlement to a day off each week;

o ok w0

An entitlement to an in-work rest break if the wiok day is longer than

six hours;

7. An entitlement to four weeks paid leave per ygao (rata for part-time
employees); and

8. Entitlements for adolescent workers (BERR, 20088, 2004, 11).

The WTR also defines work-time, with some notabtelgsions. Interestingly,
commuting and work-related activities are not ided in this definition of
working hours. This reflects the fact that thesavdies are hours forgone to
work, not working hours. An element of choice igalved in the commute, as
will be discussed in Chapter 4. However, while tbenmute may ultimately be a

choice, increasingly one or more partner in duakea households may be
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undertaking lengthier commutes as a compromiseewan as a result of
constraint (financial or other). Less choice isoaligely to be found in work-
related travel which often requires movements detsif normal working hours,
such as travelling for meetings or conferencess Thesis argues that greater
acknowledgment should be made by employers ofrttpact of work-travel, in
increasing dissatisfaction in work, and reducingdoictivity through tiredness,

which could also impact on employee health.

Despite the introduction of the WTR, the UK labmoarket is still characterised
by the liberal flexibility identified by Lipietz @97).Recent developments in the
UK have seen stricter restrictions on businesses &rtourage employees to
opt-out of theWorking Time RegulationQuick (2005) makes an interesting
point, suggesting that many employers would fatehallenge’ if they were no
longer allowed to offer an opt-out option to the@mployees, especially in
finance industries such as accountancy. Howevenast also been stated, for
example by the then Trade and Industry Secretaay Abhnson, that there is ‘no
way’ the UK would remove the opt-ouP¢rsonnel Todgy2005). Pressure from
the EU is focused on removal of the UK opt-out, stiiing that would have
significant implications for many employers, andulgbrequire major changes in
managerial practice within many firms. Commitmeotld no longer be equated

with long hours and presenteeism.

Bielenski et al (2002, 62-73) report longer houfswmrk among those with
managerial or executive duties. Interestingly, tepgculate that there is greater
resistance to work-time reduction among those inagarial employment (2002,
13). This is something that will be considered ima@ter 6. Bielenski et al are
noteworthy, too, because they do not adopt a ralti@moice approach to
working-hour determination. Thus they recognisd thimployees’ working time
preferences are not static; rather, they evolver ¢vee in accordance with

personal and family circumstances’ (2002, 114).

The majority of managerial and professional workars salaried. Salaried
workers are likely to work longer hours. These nbours are, in many cases,

not rewarded with additional pay. The emphasisisteiad on the completion of
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tasks with less regard for the time this may tdked¢ et al, 1998, 32). However,
Schor has suggested that some workers may feetldbge to work, termed
‘workaholism’ (1993, 70). Others may simply feeéyhmust spend extra time at
work to get the job done (Kodz et al, 1998, 21-ZB)is itself represents a
constraint. Additionally, this excessive working ymasult in increased levels of
stress (Green, 2001; Burchell and Fagan, 2004,.83#)erestingly, among
‘white collar’ occupations Green (2001) suggeseatgr proportions of women,
around 45%, reported working at ‘high speed’ th&h men in 2000 (around
42.5%). Work intensity, then, may be greatest anfengales.

Green (2004a, 622) suggests that increased wookt éf&s resulted in increases
in work strain. In addition the intensification wbrk may have decreased levels
of job satisfaction among workers. Green furthekdi the decreases in job
satisfaction to decreases in task discretion. lsegEhutonomy are clearly linked
to satisfaction. Reductions in autonomy in the @ssfons may have thus
adversely affected levels of satisfaction in theseupations.

Research in the UK suggests that directors andsenanagers are the least
likely to feel they have time to complete theirkigsvithin normal working hours.
This may result in a trickle-down effect. Managettggmselves working long
hours, expect the same of their staff (Kodz et1898, 32). Controversially,
arguing against working hour reductions for managerd professionals, Roberts
suggests little gain would be had in productivigy pour following a shortening
of the work schedules of present-day managerial @oéessional staff (2007,
347). Roberts suggests that managers and profassiovill become more
effective as they spend time reading or networkigile this may be the case,
this additional time use is more questionable. Haw workers network or read
when this extra time in work is spent completing tasks they have been set?

'8 Ogbonna and Harris (2004, 1198) explore levelwark intensification among UK University
lecturers. They find increased levels of stresd,raduced interaction between colleagues. This is
led by time constraints and increased levels of pmtition between workers, driven by

performance-related remunerations systems, whitlingih team work.
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Evidence from the UK shows significant proportiom§ managers and

professionals report regularly working over 48 soper week (Kodz et al, 2003,
49-50). Perhaps of greater concern is the claimentgdKodz et al that 15% of
managers and 14% of professionals report workingr &0 hours per week.

Similar proportions of both men and women reportkig these long hours in

the professions (Kodz et al, 2003). Meanwhile othesearch suggests that
women in professional occupations work an averafjgen hours unpaid

overtime per week (Harkness, 1999). Full-time mania$) and professional

workers stated the greatest preferences for shbaers than those they were
regularly working (Fagan, 2001). This is rather wmpsising considering the

lengthy hours they work.

Long hours (and variable, unsocial hours in paliumay make it difficult for
individuals to perform activities together. Friehgss, even marriages, may be
constrained into operating without the frequency esgularity possible for those
who work shorter and more regular hours. Marrieldatiting couples may only
spend two or three hours together per day in shacglities. These activities
tend to be eating, housework and watching telenis{@atenby, 2004).
Interestingly, it has been suggested that inedesllietween males and females
remain in the home, and at work, despite increasimgibers of women
participating in the labour force, and the chanigethe nature and occupational
structures of work (Perrons et al, 2005). Thesguaéties at work and within

the home are explored in the empirical chaptethisfthesis.

Further evidence indicates an increasing divideveen those who enjoy their
work. Those who do, see work as an integral pathef life and identity. Those
who don’'t simply work to earn and leave all thowggbf work there when at
home (Doyle, 2000, 9-13). Employees in some ocadopst may trade-off
lengthy hours of work in return for the greater gdiisfaction available in these
roles (Taylor, 2002). There is also indication ajrawing polarisation between
those with secure jobs and those in more inseam@oyment. Insecurity may
be a key driver of long hours as workers wish teuea they are seen as
committed to the firm. Satisfaction levels for werk may also be closely related

to social networks and work identity (Sparrowe le2@01). This is likely to be

79



Working 9 to 5? Complex patterns of Time Allocatemmong Managers and Professionals in
Dual Career Households

more notable among females, who are heavily canstlaby household
responsibilities (McDowell et al, 2005). For manyork offers an identity and

appreciation which may not be rewarded in the home.

Employment, even among managers and professideals;reasingly insecure.
Employers are demanding commitment from their eygds. However, they
often measure this commitment in reference to lammgking hours. As this

section has shown long hours are especially prevadenong managers and
professionals. This is a key issue in the UK askwione legislation allows

workers to opt-out of the 48 hour maximum workingek. The extent to which
this choice is made free of constraint, or mayrideiénced by social norms of
long hours, is of key concern and will be returtethter in the thesis.

3.6 Conclusion

This chapter has outlined the literature on thedaeadisation of work-time, the
impacts of deindustrialisation, and the developnarthe new economy during
the last two decades. Controversy exists over dieins of the new economy,
and indeed whether it exists at all. However, tladure of paid work has
undoubtedly undergone significant change during gariod, driven by a series
of changes including economic restructuring, thaasing use of ICT, and the
growth of the service sector (Lindsay, 2003, 137)addition there has been a
gradual feminisation of the labour market, led bgislatory and social change.
The rise in female participation has been driventhry changing structure of
employment, including increases in clerical andriiseroccupations. There have

also been increases in the numbers of dual caceseholds.

The work-life balance campaign seeks to raise eyepéd awareness of the
benefits to business and employees from introdugaligies and practices which
help employees balance their work and home liveslsTemployed to improve
work-life balance include flexible working arrangemts, which may offer
significant benefits for both employer and employdige. The home can also
now be included as an important location of work davelopments in ICT and
mobile technologies have made paid work possibt@iwithe home, providing

much needed flexibility for workers, especially seowho also provide care. It
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has been noted in this chapter that the gap betweenwork-life balance
principle, and employment and management pradidarge in some cases, with
flexibility for the employeroften the focus of organisations whose policy is
dictated by ‘business need’ (Kodz et al, 2002).r&h&re formal and informal
restrictions on employees, who can notionally apptyflexible working options.
For particular groups, including women with cariregponsibilities, taking-up

these schemes may actually hinder career progressio

Long hours associated with male employment cultueesain evident in many
occupations. This is a particular concern givert tha WTR are voluntary in
nature. The longest working hours are faced by @&hos managerial and
professional occupations, where greater efforkjgeeted, and where long hours
are often seen as representative of commitmetieireyes of the employer. Time
is increasingly at a premium, as long hours per$igrk encroaches into the
home, as the increased flexibility of work creates opportunities and demands
for employees. The apparent scarcity of time whecherges will be further
examined in the next chapter in reference to tlreeasingly mobile nature of
work. The role which the commute plays in consirajnand influencing

individual and household working behaviours willdentral to this discussion.
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4

Mobility and Commuting in Contemporary

Employment

4.1 Introduction

This chapter seeks to address the second and teselarch questions by
exploring the increasingly mobile nature of contenapy paid work. As detailed
in the previous chapter, changes in the economictsire of the UK economy
have had significant impacts on the working envinent. These changes include
the growth in the flexible nature of paid work, tiiensification of work-time,
and the feminisation of the labour market. Econonesstructuring has further
transformed the lives of many through new geogm@pimovements and
mobilities, blurring the boundaries between home aork, movement and
migration (Green, 1997). Paid work is ‘leaking’ oot organisations, being
carried out on the move (using mobile technologas) in public spaces such as
cafés, hotel lobbies, and airports (Felstead e2@04). Moreover, paid work is

increasingly taking place within the home.

After this brief introduction, this chapter begibg exploring the changes to the
economy since the 1990s that have impacted on timlity of paid work, with
reference to the work of Cresswell (2006), Castfll889; 2000a) and Quah
(1996; 2000). Sheller and Urry’s (2006) new molafit paradigm is then
explored. The second major section focuses on dherute, a key element of
daily time-use, and one that lies in the blurreddte ground between work and
personal time. Discussion begins with a brief aotai the development of the
commute to the present day, detailing current gdlhends and agendas. Rational
choice theory is then applied to the commute andofa that determine
commuting behaviours are explored. Finally, reftatis made on the use of the
commute as an alternative to migration (see Hagddilal, 2006; Green, 1995),

and the impacts this may have for workers and tin@irseholds.
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4.2 The Mobile Nature of Contemporary Employment

Movement is described as the spatialisation of tand the temporalisation of
space (Cresswell, 2006, 4). Time and space are thetltontext for movement
and the product of it. Movements (and mobility) éaacreased in speed with
advances in transport and in technology. The temmobility’ refers to both
human and non-human movements (Sheller and Uri§6,2015-16). Mobility
includes movements of goods, and the dynamic moreofeinformation aided
by advances in mobile technolofylt extends to geographical movements,
including those made everyday such as travel t&kwas Sheller and Urry note,

it involves complex movements enabled by techneleguch as the car.

Technological change has resulted in what has hbeemed ‘space-time
compression’. The World is ‘shrinking’ as our mowaants become increasingly
frequent, with locations such as airports beingweig@ as symbols of flow,
dynamism, and mobility (Harvey, 1989). Space-tim@mpression is
conceptualised by Cresswell (2006, 6), throughetkemple of the development
of rail travel. By increasing the speed of travekolong distances rail travel
opened up new markets for labour, and for the puo$leisure. The mechanised
nature of the train is mirrored by the need forutag mechanical efficiency in
the behaviour of the human traveller, buying adtcktanding on a platform, and
sitting on the train. Indeed, Castells (2000a, 4&%ues that the nature of time
has changed in modern society. For example, heearipe concept of space-time
compression is best represented by real-time glabpital markets, where
finances are moved around in an instant. As Castediscribes, “time is
compressed and ultimately denied in culture asimifiwe replica of the fast
turnover of production, consumption, ideology amditis on which our society
is based” (2000a, 493). This speed is driven byelbgments in communication
technologies, leading Castells (2000a, 494) tordestime as “timeless time” in
the information, or network, society. Activitieschphenomena are compressed,

19 The growing dependency on technology and machimesnfovement has resulted in

increasingly inactive lifestyles among many, evdrere individuals consider themselves mobile
(Sheller and Urry, 2006, 221). The more mobile éhgironment is in which someone lives, the
greater the levels of obesity that are likely tdfdnend (Marvin and Medd, 2006).
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with increasing presence of instantaneity resultmgignificant speeding up of

contemporary lifestyles.

Quah (1996) suggests the developments in ICT,quaatily the internet, have led
to the development of a ‘weightless economy’ ledhi®ymobility of information.

The global and technological changes characteriiilegnew economy have
ever-increasing disrespect for distance (and tpasey, and time. Reductions in
the costs of telephone usage, coupled with thensite use of electronic mail,
have removed geographical boundaries. This hagased the importance of
communication to paid work (Quah, 2001). The mopihf information develops

into the mobility of both capital and resourcedprmation has become a key
resource. This ‘weightless economy’ has furtheraesd the barriers between
the producers of new technology and consumers ((R400). Transaction costs
are reduced, as the internet can directly deliwaightless’ goods and services.
As Quah (2000, 6) suggests it is “knowledge andrmftion that we now value;
their carriers are inessential and immaterial’.sThse in virtual mobility, also

termed informational mobility, is described by Gdistin a rather solemn tone
where, “social meaning evaporates from places,thedefore from society, and
becomes diluted and diffused in the reconstructaiclof a space of flows

whose profile, origin, and ultimate purpose arenown” (1989, 349).

The new mobilities paradigm, recently developedS3heller and Urry (2006,
209), challenges the relevance of scales of mgbilitcal, global etc. The new
paradigm focuses on the growing liquidity of certeealms, led by advances in
communication technologies. However, the paradigso @&ngages with the
growing disparities in mobility where connectiviggntrality, and empowerment
found among many is contrasted by disconnectiorgiakoexclusion and
inaudibility for some (Graham and Marvin 2001). §hiew paradigm focuses on
the analysis of mobility suggesting that mobilitydacontrol over it reflects and
reinforces power. Mobility is a potential sourceiréquality (Skeggs, 2004, 49;
Morley, 2000). Technologies which enhance mobitdy some, may reinforce
the immobility of others including children (Pooley al, 2006). Divisions in
mobility may also be evident between genders. Ttieng of this inequality is

explored empirically in Chapter 8.

84



D L Wheatley

While much of the discussion in this thesis centregdaily mobility, involving
the journey to work, it is important to considee ttange of movements which
individuals and households may experience. Podla} €005, 2-3) argue that
human movements cannot simply be divided into obffié categories. Instead
concepts of mobility are better understood when paa ‘mobility continuum’.
The mobility continuum, shown in Figure 4.1, dedaalll major components of
mobility. These range from simple everyday movemeimcluding commuting,
to virtual mobility at the opposite end of the scarhis, however, is somewhat
problematic in its representation of mobility irlimear format, as this does not

take account of the complexities and interactidrith@se movements.

Everyday movement around the home and garden

Daily short-distance movement for school, work,mting,
family and social activities, leisure and pleasure

Regular long trips for business, family,
social, leisure and other activities

Cyclical mobility (weekly, monthly, yearly) betweéwo homes
(long distance weekly commuting; students movingyveen
home and university; children moving between twoepts)

I
Holidays away from home

I
Local residential moves within the same country

I
Longer-distance migration within the same country

[
International migration
|
Virtual mobility — almost unlimited

Figure 4.1: The mobility continuum (Source: Poad¢wl, 2005, 3)
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Mobility and Paid Work

Work is becoming more time and effort intensive. dogees are travelling

further to and from paid work. In addition workavel and home are becoming
increasingly blurred. This is particularly impagiinhose in managerial and
professional occupations who, on average, traveuialbwice the distance of

manual workers (Doyle and Nathan, 2001, 4). Thesliof managers and
professionals and their households are being wamsfd by new movements and
mobilities. Specifically:

e Commuting flows have become more diffuse. To captuheir
complexity it is important to focus on the dailye@kly and monthly
movements. Also these movements must be refleateith oeference to
other types of movements (such as combining shgppmd childcare
journeys with work-related journeys) (Hardill, 2002

e There appears to be a blurring of business traviéh wommuting,
residential mobility and migration. There is also@able minority who
use hotels/rented apartments for business assigameometimes
provided by an employer (Hardill, 2002).

* Managerial and professional mobility impacts onidestial mobility
with ‘place’ flexibility an increasing feature offé for managers and
professionals (Green, 1997). This is illustrated‘@ymmuter’ couples
(Hardill, 2002). This poses a challenge to the idehousing as a united

space. For some partners weekends involve moveneehestogether.

A range of drivers are considered responsible rioreases in the mobility of
paid work. These include globalisation, ICT, thstnecturing of work which has
increased its intensity, and social forces, inaigdincreases in female labour
force participation, the emergence of work-life dvade, and pressure from
workers to make work more flexible and favouraldefamily life (Doyle and

Nathan, 2001, 7-13). Globalisation has increaseddfmand for global workers.
ICT allows virtual mobility and has resulted in thgpansion of projects, with
wider reaching clients and teams to meet and marRggonalisation, and a
growth in lean organisation practices, has increédse working areas of many
workers. However, this necessitates more travethferindividual. The change in
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female labour force participation has changed wuene of migration decisions
for many households. Companies increasingly offesrkers virtual and
commuter assignments, in opposition to the trad#iolong term worker
relocation. Although enabling dual household schesito be managed, this also

results in more intense travel.

Employees are increasingly able to conduct busingsn the home using the
internet and telephone networks. In addition they able to do work on the
move using mobile phones and PDAs, or combinatievicgs. ICT is linking

workplace locations and allowing ‘direct on-linentact’ with the office when on
the move (Castells and Aoyama, 1994, 26). Emplogeesow able to keep in
touch with their workplace while visiting clients ondertaking work travel. This
may offer significant benefits to employers and &ypes alike in relation to

multi-tasking where work would previously have bémpossible.

The execution of paid work increasingly requiresél, with employees likely to
undertake travel not only to other locations cltseheir main workplace, but
also inter-regional and overseas travel. This baslted in the growth of ‘instant
offices’ and airport hotels. Mobile workers use stdocations when meeting
with clients or colleagues from other workplacealbons (Doyle and Nathan,
2001, 18). Workers are therefore able to travely,sand work, in a single ‘one
stop shop’. Lloyd (2003, 94) suggests that timeeospent waiting may now,
with the use of technologies, be used for leisme\aork.

Evidence from a study of 26,000 rail passengetienUK suggests that 13% of
commuters work or study during most of their joysnand that nearly 30%
undertake some form of work some of the time (Lyehal, 2007). The working
day for such individuals has clearly been blurr@dork is now performed
beyond the boundary of the traditional working dé#hile the costs of this travel
will almost certainly be paid by the employer, eaydrs are unlikely to

appreciate the negative affects of a demandingtisshedule.

Increases in the use of the home as a locatiopdmt work may have important

consequences in relation to transport and planningesults in reductions in
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physical mobility, this being exchanged for infotioaal mobility, i.e. ICT and
the internet. However, Breheny (1999) acknowledfes the majority of highly
skilled workers in the UK remain resident in sulsurénd rural areas, and
commute to their workplaces in offices. Despitergjes in the working practices
of both firms and individuals resulting from conting investment in ICT, there
is still an inherent need for formal and informaté-to-face interaction. This
generates cohesion and trust, and helps firms iotaia competitiveness. For
this reason businesses are likely to locate inglose to, the city centre. This
need for physical interaction therefore inhibity almamatic increases in home-
working (Britton et al, 2004, 810-811). This leatbese thatlo home-work at a
potential disadvantage, often impacting their caasediscussed in Chapter 3.

Undertaking higher education may increase mobiklgucational qualifications
form the foundations of many managerial and prodess careers, and are a key
element of upward social mobility (Hardill, 20029-80). Universities may play
an institutional role in facilitating and develogirsocial and spatial mobility.
Individuals may travel and/or migrate as part @itleducation, often to acquire
extra qualifications or specialised training. Edimaal qualifications are
portable, that is they are recognised in a rang®adtions, and the premium
associated with prestigious institutions may offaproved life chances, but at
the cost of greater spatial mobility. Many indivédsl return to their ‘home’
region after university, which gives them suppamni family and friends,
whether financial or emotional. Devine et al (20@%6-7) noted that the
majority of young professionals working in Mancleestvere mobile in their
career. These workers also stated a strong ideatidn with their home region.
Work in the North West was preferable to migrationLondon or the South
East. However, Deitch and Sanderson (1987, 629nhdotihat geographical
mobility impacts on careers. Family responsibififieespecially for females,

reduce the likelihood of gaining preferred emplopte

Career progression may require high levels of apatiobility. Savage (1988)
explored the link between spatial mobility and abenobility. He reported an,
albeit diminishing, link between these two forms rabbility. Workers with

greater geographical mobility are also able to eahigreater upward social
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mobility (career advancement) during their workiliges. Opportunities for
promotion often require workers to move locatiorhisT movement enables
upward career progression (Savage, 1988, 554). imipacts of technology,
enabling faster physical and virtual mobility, hded to major reductions in the
link between spatial and social mobility for somerkers. This is especially the
case for those with highly specialised skills (Llsag, 2003, 141), as movements
for work are likely to be required during the ccursf their career. This may
include movements abroad, as organisations thessdlecome more global
(Hardill, 2002, 89). Employees therefore increalitave to be ‘mobile’.

Females may, however, be less spatially mobile thar male counterparts.
Career trajectories for women in the UK have tengele non-linear, complex
and dynamic. Many females suffer from access tefeskoices, both spatial and
temporal, and fewer material resources in theisqaal lives compared with men
(Epstein et al, 1999). Women are more likely totlbe ‘trailing spouse’, even

within dual career households and among thoseatteathildless. Women have
the ‘follower’ or secondary career, which is unplad and erratic (Bruegel,
1996; Hardill et al, 1997). They are often consédethe secondary earner
(Hochschild and Machung, 1990). For example Haetisal (2007) explore

female part-time workers in the retail sector anggest that female workers who
consider their partners to be the main wage eaarerlikely to be loyal to a

single workplace location close to their home (k$amt al, 2007, 498). This
implies these women will not seek promotion oppoittas elsewhere.

Opportunities for career progression may theref@démited as many employers
require increasing levels of mobility and flexibyli from their employees

(Carnoy, 2000, 109). This is something that willedxglored further in this thesis
in the context of highly skilled workers.

4.3 The Journey to Work: Past and Present Trends

The journey to work forms a key link between homne avork. The Industrial
Revolution brought about a separation between hanmtework, as small scale
operations were replaced by large factories andihgurequiring travel (often
over short distances) to work. Work and home comsetly became separated
spatially and deeply gendered, with ‘home’ a fenddenain and ‘work’ a male
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domain. This in part led to the formation of thelendreadwinner’, female
‘homemaker’ model of the household (Horrell and Hitnmes 1995).

Important changes in the journey to work contintlesbughout the twentieth
century. Pooley and Turnbull (1999, 281-285) ustahnical data on the UK to
suggest journey-to-work distances have more thelpidd since the end of the
nineteenth century, meanwhile time spent on thencote has only doubled.
Over the period from the 1960s to the 1990s avedagjance to work increased
from 10.2km to 14.6km. However, average commutingetincreased by just
one minute per journey between the 1960s (33.5 t@sjuand 1990s (34.5
minutes) (Pooley et al, 2005, 114)Iincreases in average distances to work are
confirmed by Lindsay (2003, 141) who claims thainsen1976 andl999-2001
the average distance of the journey to work in@éds/ over 60 per centhese
changes reflect developments in technology anceasas in affluence. Workers
can afford to live away from employment centreg] bear the costs of transport,

increasing car ownership. This represents a majftris modes of transport.

Two major shifts in modes of transport have ocaljrted by improvements in
both public and private transport networks, as wa# changes in the
infrastructure in the UK. These began, in the m@amth century, with the
development of rail and bus services to serve thade sufficient income. By

the 1930s the previous trend of walking to work baén largely replaced by the
use of buses and the bicycle. While in the 1890% ®® all journeys to work

were undertaken on foot, this had decreased to3fsby the 1990s (Pooley et
al, 2004, 2). Train use during this period remaingdtively constant, and also
aided easier commutings Lindsay suggests (2003, 14Then in the 1960s the
use of the private motor car became the most premimethod of transport to
work. More than 40% of individuals used this mettaidtravel by the 1970s

20| ondon is an exceptional case. Commuting timesyels as distances, for those working in
this region have increased. In addition trendsainuse differ from other regions in the UK. This
is noted in the empirical analysis conducted in @@@a6. The remaining regions of the UK,

including the East Midlands, follow fairly consistgatterns in terms of the commute.

90



D L Wheatley

(Pooley and Turnbull, 1999, 287). The twentiethtagnwitnessed a major shift

towards use of the car.

The dominance and availability of the car for conimm is confirmed by
Lindsay (2003, 141), reflected by the number of dehwlds with two or more
cars. This has increased from 7 per cent in 19/728tper cent by the yea000.
The choice of mode of transport is related to @st availability. Individuals
prefer individualised, independent travel, which\pdes personal space (Pooley
et al, 2004, 2). Additionally, company cars anduser allowances have resulted
in increased use of the car for the journey to wsirice the 1950s, especially in
the provinces. Individuals, who had previously @&msot to use their own car
for home to work travel, were encouraged to trdyetar as they gained access
to a company carThe attitudes of certain groups or demographics wrlag
differ in terms of the methods of transport used tfe commute. Pooley and
Turnbull (1999, 281) suggest that men are mordylike use cars and they tend
to travel further to and from work than women. Timay reflect the constraining
effect of household decision-making in terms of itigb This offers further
evidence of the prioritisation of the ‘lead’ careeften the male career. They get
priority access to the car (where the householdalsingle car). Males are likely
to undertake the lengthiest journeys, while fematest remain close to home.
The latter are likely to be burdened with the mijorof household

responsibilities as discussed in Chapters 2 and 3.

Changes in the nature of employment further in@éathe frequency and
complexity of travel for many workers during thdtéa part of the twentieth
century (Bannister and Gallent, 1998). Bannist&98l 1-7) suggests that the
number of journeys, including both personal tramspad that involving goods,
has doubled since 1970. The journey to work acsotmt around 50% of all
journeys made by rail, 18% of all car travel, 38#alb cycling, and around 9%
of all travel on foot (ONS, 1998a). Using the BHR®%wald and Benito (2000,
21) report that average commuting times during 1B80s were found to be
greatest in London. Full-time workers in Londorr, é&xample, enjoy 70 minutes
less leisure time per week due to the impact ofdmmute. Differences are

found in commuting patterns of workers between avithin regions. For
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example in any city centre there will be a wealtremployment opportunities.

However, those who live in the city may not makethe active labour force.

Instead it is individuals who are located extematiommuting into urban areas
to reach their place of work (Harvie et al, 200&@)Connor (1973, 125-6)

describes this process historically. He suggests #s cities developed their
emerged a suburban elite who could afford more espaed control their

environment away from the city. The city providesntal location and focal

point for economic activity. New industries operate the outskirts of the city
since land values are lower there. Thus, apart fretailing, finance and the
corporate sector, the city provides a reservoghafap labour. With the exception
of the wealthiest, most of the income generatectiby business flows to the
suburbs. But locating away from urban areas regsulEngthier commutes.

Increases are found in the number of workers whelang distance weekly
commuters. They are found to be predominantly i itiddle-age range and
male (Hogarth and Daniel, 1988, 61-8; Green e1289, 55-9). A notable trend
is reported in the movement of these workers frbemNorth and the Midlands,
to London and the South East for the working wéehere is, however, some
reluctance reported among workers who perform theekly ritual. They

continue to do so as they see no alternative inntaiaing their preferred

standard of living. Growth in the size of labourrkets, in some occupations
(e.g. some professions), requires workers to trauréher-a-field in order to find

paid employment. This results in long distance @taespecially in households
where partners are combining demanding dual carddrs result is that for
some, dual location becomes a reality, often cosimi spending the working
week at a rental property close to the workplaegyrning to the family home at
the weekend (Green et al, 1999, 56). However,aukhbe noted that for many
people the commute still takes place over shorigiances on a fairly regular
basis (Green and Owen, 2006). This latter use efcthmmute is that which is

focused on in this thesis.

The commute is also used for the completion ofgdsk paid work, with the

travel time spent productively as ‘activity timed tomplete tasks, including
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contacting clients using mobile technologies. Mamgrkers may view this
positively (Lyons and Urry, 2005). However, the coate remains invisible in
the eyes of work-time policy. Commuting is not ubéd in WTR definition of
work-time. The commute is specifically listed astnncluded in work-time’.
While the commute is ultimately a choice, there bagn a blurring of this
activity with work as noted above, meanwhile mored anore workers are
undertaking lengthier commutes through compromise, in some cases
constraint (financial or otherwise). The commutehiss a particular concern, as
it results in workers facing increasing pressurghwiegards to their time
allocation. In addition, given the time used on ttemmute, this may have
potential health and safety implications. Tired kays, working long hours, and
faced with a lengthy drive home, may be less safthe roads.

In the case of dual career households both partwmrsnute to their place of
work, often to workplaces in separate locationsreasing the number of cars
used for the commute (Pooley and Turnbull, 2000, 22 a compromise dual
career householdwsay choose to locate around transport nodes, nffadcess

to a range of labour markets, but potentially reggi more extensive travel to
reach them (Doyle and Nathan, 2001, 11; Kloosterarath Musterd, 2001, 625;
Green, 1997)Lindsay (2003, 141) suggests further that grespecialisation in

the job market has led to more distant opportumided more frequent job

moves, a factor perhaps most greatly affectingehioghe professions.

The commute is complex in nature, with workers tady travelling to different
workplace locations, or undertaking multi-part joeys between home and work.
This may have significant effects on individualg@énms of stress, impacting on
the working day and happiness levels (Williams anidl, 2007; see also
Koslowsky et al, 1995). Interruptions to the comenate a significant cause of
stress, as a direct journey on public transpodoissiderably less stressful than
having to change station or mode of transport (Wexteal., 2003). However,
with increasing numbers of workers building secopdactivities into their
commute, such as the school run, direct journeyslmeancreasingly infrequent.
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The increased length of the journey to work causedgeneral, by larger
distances between the home and workplace, hasretenany from using
alternative methods of transport, for reasons oholg the extra journey time,
unreliability, and lack of direct transport routéBooley et al, 2005, 135).
Commuting is a major cause of urban traffic cornigestvhich, in turn, has
significant implications for the environment in arbcentres. This impacts the
individual too in the form of extended time devotedtravel (Whitelegg, 1992:
1997). To combat issues such as these there havenbeves to promote use of

public transport, while at the same time placirgjrietions on the use of the car.

4.4 Reducing Reliance on the Car

International protocols are driving UK policy atntel, regional and local
government levels, toward reducing car use. Thg bbe&come a policy concern
following the publication of the independestern Review on the Economics of
Climate ChanggH.M. Treasury, 2006), th&ddington Transport Stud¢DfT,
2006), and ‘Towards a Sustainable Transport Sys(BiiT, 2007). These reports
highlight key concerns over transport, requiringgéded policy to ameliorate
traffic congestion in urban areas. This forms parthe current Government
policy agenda targeting GOreductions, including the carbon ‘footprint’ of
individuals. Improving the reliability and qualiyf public transport is a major
goal of policy, as is addressing climate changeutjn helping businesses and
individuals to make better choices in terms of $@ort, and improving the image
of public transport systems (DfT, 2007). In additito reductions in car use,
current policy targets reductions in air travel, plibated as a major
environmental polluter (Pooley et al, 2005). Thas hmportant implications for
those employed by multinational organisations, wiey journey to offices in a

range of destinations.

A range of schemes specifically target reductionsar use (Pooley et al, 2005,
226-7). For certain groups targeting car use isrgppte. Schemes include
congestion charges such as that found in the Qitikomdon. Furthermore a

planned charge in Manchester has since been abashdofiowing a public
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referendum (Greater Manchester Public Transporcitiee, 2008F! The term
‘congestion charge’ describes the levying of femsthe use of particular road
sections. “Congestion charging in Central Londothis most radical transport
policy to have been proposed in the last 20 yeadsitarepresents a watershed in
policy action” (Bannister, 2003, 259). Since Febyu2003 (between 7:30am and
6:30pm on week-days) vehicles entering the congestiharge zone were
charged £5 pounds per day, with some reductionseaoedptions (note that this
charge has since risen to £8 per day). Prud’hommeBacarejo (2005) suggest
that the scheme has been a success in reducingstanrg and has increased the
availability and use of public transport. Howewshile substantial revenues are

generated from the scheme, high costs rendersitdiea success financially.

Reducing congestion by charging for road use msy lafve negative impacts on
the employer, perhaps reducing their competitivengs-a-vis businesses
located outside the congestion charge zone (Knudr Eisenkopf, 2006). This
must be considered in the context of other schenmeed at reducing car use and
dependency, such as the workplace parking levy (Wpioposed in the City of
Nottingham (Nottingham City Council, 2009). A pargilevy imposes a charge
on parking spaces provided by employers for theipleyees’ Liable spaces
will be charged £185 per annum, with planned ineesa The scheme aims to
reduce the current dependency on the car, and peothe use of alternative
forms of transport. The funds generated by the WHIL be used to fund
substantial public transport improvements in thiy,Gncluding an extension of
the tram system (NET Phase 2). The Government reoedi the Order for the
proposed scheme in Nottingham or'3luly 2009 (Nottingham City Council,
2009). Implementation of the WPL will not, howevéxegin until 2011. The
proposed Workplace Parking Levy is given some aw@rakion in Chapter 7.

2! Cambridge and Bristol have also developed propdsalcongestion charges (DfT, 2007).

2 The proposed scheme in Nottingham includes a numbexemptions. Employers in the City
with up to 10 car parking spaces will be exemptaddlition to emergency services and staff at
NHS premises. Also proposed to be exempt are splesignated for disabled people, business
customers, motorbikes, display or fleet vehicleshisles loading/unloading and employees who

live at their place of work (Nottingham City Couh&@009).
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Empirical research by Rye (1999, 194) acknowledgasemployee parking is a
delicate political issue and that reducing the nendf spaces, or access to them,
can cause significant disharmony. This may impactigularly strongly on low
paid workers, potentially exacerbating existinglppeos of high staff turnover.
This is an important issue as the journey to wahk cause high stress levels
amongst employees, caused by traffic and the leofgtiie commute. Difficulties

with parking when arriving at the workplace willlgrexacerbate this.

Many workers use their car to travel to work fongenience. Many individuals
prefer independent travel which provides persopats (Pooley et al, 2004, 2).
Regulation of car use, combined with efficient palitansport, stimulates the
use of public transport, therefore reducing congestVerhoef et al, 1996).
Public transport improvements are likely to be masieag the income generated
from schemes such as congestion charging and tHe Webmes will be used
to improve the availability and quality of publiahsport, and potentially allow
subsidised transport methods. However, there wal & time-lag between
implementation of the schemes and the improvediputdansport. Difficulties
arise in ‘getting people out of their car’ (Pooktyal, 2005, 226). Measures such
as the congestion charge and the WPL are put tepgla persuade individuals
that the correct and most convenient choice is®alternative methods for their
journey to work. However, for some workers useld tar is essential so that

they can combine the commute with household taskkiding the school run.

The car remains dominant, while the perceived lafk reliability and
inconvenience of using alternative methods of fparishas hindered any great
increase in the use of public transport (Pooleglef005, 135). The image of
public transport is poor in the UK. Most individaalview services as an
inadequate alternative to the car due to lack efjdency and reliability (Rye,
1999, 193-4). Journeys made on public transporfrarg-loaded, unlike the car,
requiring significant planning. While a journeyarcar allows for some mistakes,
a wrong turn for example, similar errors on pulblansport are complex and may
take up valuable time to correct (Stradling et 2000, 208). This turns

individuals away from these modes of transport.
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While many individuals may appreciate the benefftseducing their car use —
e.g. the environmental and social benefits fromuced congestion — evidence
suggests that many workers do not feel safe usigjgtransport (e.g. waiting

at bus stops), especially at night (Pooley et@052 140). Use of public transport
is also hindered by the fact that in many casesgires multi-part journeys, e.g.
two bus journeys. This may increase stress levewakers face regular worry
about making connections (Williams and Hill, 200Fublic transport is also less
suited to dealing with emergencies as it offers lgsxibility. Individuals can

drive to an emergency, while they would otherwisentaiting for a train or bus.

In many cases the increasingly complex schedul@sdofiduals do not allow for
methods of transport, which are better suited talidg with medium to high
density flows on fixed routes. Pooley and TurnigR005, 136) present a number
of cases in which household responsibilities, faameple taking a child to
school, or day care, had prevented use of alteesmto the car. However, some
success is recorded in the use of car sharing sfeatthough this has been
limited as a result of difficulties in combiningnamber of individuals’ routines.
Those with more rural residential locations may ade the car because no
suitable public transport is available. For theseupgs the reductions in
availability of car parking, and increasing costsofch transport, may simply
result in essential travel becoming increasingtgsstful and difficult to manage.
Difficulties remain in distinguishing these grouppem those that choose to

travel by car for personal reasons, and those whsubject to constraint.

Current policy initiatives target the reduction @fngestion through schemes
such as congestion charging and car parking lePag.of the focus of this PhD
is to explore the possible impacts of such schefmes the perspective of the
employer, the individual worker, and the househdlde clear focus of current
policy suggests significant benefits are to be fiath the introduction of these
schemes, and the reinvestment of funds generatdidey into public transport.
However, the time-lag between implementation amavestment may result in
significant short term inconveniences. Certain geomay also suffer far greater

from constraints and costs imposed on them by p@mspolicy. This will
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especially impact those constrained by househ@domsibilities. The extent to

which travel is made through ‘choice’ is therefoféey concern.

4.5 The Commute as a Temporal or Spatial Concern?

So far this chapter has explored how the changmog@nic structure in the UK
economy has brought with it increased mobility amorany workers, especially
those in managerial and professional occupatiormebVer, the commute has
become increasingly complex. With this in mindstimportant to develop an
understanding of the decision-making process inxglthe commute.

Commuting has considerable impacts on time allonaffThose who spend more
time commuting report a lower level of ‘life’ sdastion, as they are not being
compensated for the burden of commuting with eithrgher salary, lower rent
costs, or a better living environment (Frey andt&y 2004). Moreover,
Cameron and Muellbauer (1998) suggest that theafaste commute increases
dramatically with increases in both distance antetiThis not only relates to the
obvious financial cost of travelling e.g. the cotuel or a rail ticket, but also in
terms of the impact it has on time allocation. Ehier acknowledgement of the
reluctance of many commuters, especially in terfritiase making long distance
weekly commutes, to perform their weekly ritual. viiver, in many cases this
travel is performed through financial compunctioo maintain preferred
standards of living (Green et al, 1999). Importantiany of the individuals
involved in this movement of labour also must dot@again access to labour
markets, especially those with highly specialiskitiss(Lindsay, 2003). Lengthy
commutes reduce time available for leisure. In @oldi if the commute is
included in measures of work-time, it follows theigthier commutes reduce the
net income gain per hour of ‘work’ for an individy&chubert et al, 1987, 76-
78). Given this evidence the commute could be clemed an economic ‘bad’.
Considered in this way it can be argued that thnaliebe a limit beyond which
individuals are unwilling to commute. This is defthas a ‘commuting tolerance’
(Clark et al, 2003; Pooley and Turnbull, 1999). Hweer, the question remains
whether this limit is a physical limitation rela¢ivto time or monetary cost, or

whether this ‘tolerance’ represents something alfogr more complex?
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As a physical limit, the concept of commuting talece has been used to observe
the point at which individuals become resistanfuidher increases in the time
spent commuting. Empirical observations suggesblarance zone’ in the range
of about 30 to 45 minutes (Clark et al, 2003, 20@Jerance will vary dependent
on region of residence (and work), occupation, andumber of demographic
factors (Lever, 1987, 264). This determines the sif the labour market area
available to workers, and is likely to be lower fimose who have recently
changed residence and for females (Clark et al3200

Females will likely undertake shorter commutes agsult of gendered roles.
This leaves them with the majority of householdgoesibilities, and effectively
limits the time and distance they are able to tfrawework (McDowell et al,

2005). Females suffer from greater spatial conggan relation to the journey to
work as they are, ‘more closely tied to home resfolities’ (Lever, 1987, 264).

Indeed as Hanson and Pratt (1995, 10-13) suggested reporting on the US,
“the spatial constraints experienced by many wosgygest that many women
are extremely dependent upon local employment dppities”. They argue

women typically travel short distances to work. sThiesonates with the
discussion earlier which highlighted gendered divis founded on perceived

primary and secondary careers within the household.

There are a number of implications of a time talem The geographical
distance that an individual can travel in theilétance zone’ will depend on a
number of factors. These include variations betwedyan and rural areas, and
times of day. These will affect the geographicataiice that can be covered
within a given period of time. Oswald and Benit®@®, 21) find that average
commuting times are greatest in London, perhapgatidg a higher tolerance
among workers in this region. The use of the ‘tahee’ concept here suggests
that individuals working in London are psychologiganore adept at dealing
with longer commutes. But does this mean Londohax® a greater commuting
tolerance? Or are they simply constrained by thesighl time it takes to travel
between home and work in which case the concegttolerance becomes mute?
Longer commuting times may reflect the state ofliguipansport in the capital.

Households may also wish to avoid entering localsimy markets due to high
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costs in this region. Individuals working in the ridon region may make a
conscious decision to trade-off reduced leisurerdhion exchange for higher
earnings. Alternatively, individuals may ‘adapt’ ttheir situation. This
viewpoint, discussed by Schor (1993) in referermehours of work, rejects
choice-based explanations such as that offeredeabogt emphasises that under

constraint many individuals will simply make the shof a (bad) situation.

Mode of transport forms a key factor in determinigilable labour market
areas. Workers who travel by train or car are abléravel further, affording
them a larger labour market area. Pooley and TuIr(it99), upon investigating

historical trends in commuting behaviour in the Wive at the conclusion:

“We suggest that most people appear to have ahthicesf time up until which they are prepared
to travel, that this threshold has remained reddyicvonstant over a long period of time, but that
the distance travelled in this time has increasedransport modes have changed and more

people have gained access to faster forms of toatig[999, 285).

Developments in transport have allowed workersawedi greater distances while
remaining within their time ‘tolerance zone’. Hoveevas roads are becoming
increasingly congested, the success of technolaggreéating access to new,
more distant, labour markets may well diminishréases in home-working may
offer a solution as individuals demand to travekldt would appear then that the
focus of this limitation, or tolerance, is groundadtime. It is temporal rather

than spatial factors which determine an individsifiireshold beyond which they

are unwilling or unable to travel.

The Income-Commuting Trade-off

The mainstream income-leisure trade-off model aaayiplied to an individual’s
decision-making process over the commute. Howeaveemains limited by its

concentration on the individual, lack of awarene$gyender and of external
influences. Figure 4.2 represents the trade-offvbeen income and commuting
time for a given number of working hours. This mlodegins with the same
axioms and assumptions outlined for the labour upmdel in Chapter 2. C

represents the individual's commuting tolerance, rmaeximum time the
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individual is willing to commute. Similarly to thenainstream labour supply
analysis, as the wage rate increases framoRR,, the individual is initially
willing to commute a greater time-distance (movetrieom G, on curve {to G
on curve 3), in order to receive greater income. Income, wwred a ‘good’,
will initially act as compensation for greater lésseof commuting, a ‘bad’.
However, the individual will reach a point §eyond which they will not be
willing to commute any further, generating a veatiapward slope in their

indifference curves {land ); this is their maximum commuting tolerance.
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Figure 4.2: Income-commuting time trade-off

Additional increases in wages will not persuade ithaividual to perform a
longer commute. The model developed here suggeatsttie commute in the
context of time-distance is of great importanceatermining the labour markets
accessible to workers. However, this model does awuisider a number of
factors which may affect and alter an individuatemmute. These include
occupation specific labour market areas, which Wi greater for certain
occupationgLindsay, 2003, 141)The model abstracts the complexities of the
household which impact on the decision-making meceoften requiring
compromise from both partners, especially in daaéer households. Moreover,
gendered norms within the household may impactanneuting patterns. Thus
rational choice theory, as presented here, isdinlty over-simplification, but

does provide a suitable foundation for analysis.
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Mainstream economic theory can be criticised foe #ssumption that an
individual, in some form, chooses how they userttigie, in this case time spent
commuting. Even if they do have some control oweirttime, it is likely that

‘choice’ is secondary to constraints determinednsgitutional and evolutionary
forces, as Philp et al (2005, 81) argued in refegeto working hours. This
closely follows the argument of institutional ecamsts, discussed in Chapter 2.
They see social institutions as enabling ‘free’ ichp but that these choices
develop into future constraints. Individual commagti ‘tolerances’ may,

therefore, adapt over time. Demands from emploj@rgreater mobility may

influence workers tolerances for travel. As timesges this may mould the
preferences of workers, as they accept increasgdltin exchange for increased

income.

Becker’s Theory and the Commute

Becker's (1976) theory, discussed in Chapter 2, etso be applied to
commuting behaviour. Becker uses the assumptiandihect commuting costs,
such as a train fare or purchasing petrol, varytipety, and indirect costs, such
as space, vary negatively with distance commufezh individual experiences a
rise in income this would increase the opportumidgt of commuting a given
distance because the forgone value of the timelvedowould increase. The
increase in commuting costs would discourage conmgutAgainst this, the
increase in income may result in an increase india@and for space, which
would encourage more commuting. The outcome ofdividual’s choice over
commuting and housing is dependent on the relasivengths of the two
conflicting forces, something which is considered the next section with

reference to the commuting-migration trade-off.

Using a rational choice approach, Becker suggéstisthe distance commuted
will only increase following an increase in inconié,space has an income
elasticity greater than unity. This is derived bgHing at the effect of a change
in full income on the time spent commuting, givey the equation (Becker,
1976, 106-8),
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a _k(E, -
1S p''x

Time spent commuting is representedtb§is full incomek is a constanp” is

the cost per unit of space, axd the quantity of space used. The cost per dnit o
space,p”, is assumed to be greater than 0, as space isdeced desirable.
WhereE is the income elasticity of demand for space naneiase in income will

increase the time spent commuting if, and onBgif 1.

The result of Becker’s analysis indicates thatvidilials’ consider outdoor space
a ‘luxury’, and the demand for outdoor space insesawith increases in income.
If we assume the majority of workplaces are locatedirban areas, then it
follows that as income increases workers will lecairther from their workplace

in suburban and rural areas, as per O’Connor'sppetve discussed earlier, but

will face lengthier commutes.

Further theoretical discussion on the nature otctiramute is offered in terms of
the concept of predictions and mispredictions dftyit Frey and Stutzer view
the individual as a decision-making entity thatlwihoose the combination of
activities which provide them with the highest legé utility (2004, 5-8). In the
context of commuting the individual may incorreqblsedict levels of utility and
disutility, resulting in longer commutes than woubé preferable. Frey and
Stutzer continue by proposing four main sourcemisprediction of utility: (1)
adaptation is underestimated (mistakes in estimgtiof future utility); (2)
distorted memory of past experiences; (3) ratisaalbn of decisions (the
individual feels a strong urge to justify their d@ons); and, (4) intuitive theories
about the sources of future utility (individualsveadiverse theories about what
makes them happy). Notably, while extending Beckeitility-based approach,
this perspective remains limited by its focus oe thdividual and lack of

acknowledgement of the influence of the household.

Mainstream analyses focus on the cost of commutimgelation to both time
cost, and monetary cost which reduces the indiVisluevel of income.

Johansson et al (2003) instead focus on the commutee context of time. In
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this model, the individual is regarded as decisiaking, and utility
maximising. Johansson et al’'s analysis, which was#a from Sweden, suggests
that commuting tolerances are non-linear with tolistances. They are more
sensitive for medium length commutes in comparisonery short or very long
commutes. This indicates that individuals who penfomedium length
commutes have a lower commuting tolerance for casugy their commutes than
those who experience commutes at either end ofirtine spectrum. Figure 4.3
summarises the proposed relationship between giless to commute and the
time travelled. The reluctance to change commuypiaitgerns in the middle range
(shown by the steeper gradient of the curve), nedate to types of employment
or to gendered norms. In the case of occupatiomsphid or low skilled workers
would be less willing to travel further as this Mdthave a greater relative
financial impact. These workers would also be reédy more able to find
employment offering similar remuneration within tbeme locale. In the context
of gender, female workers’ household constraintstlitheir movements. As a
result women are more committed to local labour ke and employers
(Hanson and Pratt, 1995, 13; Harris et al, 2007).

Willingness to
Commute

20 40 0 . .
Travel time (min

Figure 4.3: Willingness to commute (Source: adafiteish Johansson et al, 2003)

The application of rational choice theory to thenooute, and Becker’'s (1976)

extension to this, suggest that an individual, hihder some constraint, will

104



D L Wheatley

have some choice over their commute. This may Hkgesuto limitations in
terms of the size of the labour market causing i@y lengthier commutes
than would be preferable. However, these mainstrapproaches, as well as
much of the literature presented in this sectiaecu$ on thendividual as the
decision-making entity. When the household is abergid, managing dual
schedules, and compromise, gain precedence inialecigaking criteria. This
impacts on the commuting behaviours of partnenseaally where dual careers
and subsequent dual travel schedules are found.

4.6 The Commuting-Migration Trade-off

Traditional theories analyse migration and comngutiecisions in terms of the
male bread-winner, female homemaker mddéh this model the male career
takes precedence, and the prioritisation of ‘hexeer would have a significant
influence over household decision-making (Greemletl999, 50; Hochschild

and Machung, 1990). Females, in the past, oftek taoveer breaks to have
children; however, this trend has decreased inntegears as more women
remain committed to their careers. They do so bkingause of both market and
non-market (family based) care (Harris et al, 200Hese increases in female
participation and uptake of paid employment havaoed concurrently with the

growth in dual career households.

Few families in the past made mobility decisionatocommodate the secondary
earner. Decisions over household movements were tmaturther the career of
the primary earner, often males, and the seconeamnyer would simply follow
(McDowell, 2004, 151; Bruegel, 1996; Hardédl al, 1997). Women'’s careers
therefore remained likely to be disproportionatityited in comparison to their
male counterparts as they were burdened with theoritya of household
responsibilities (McDowell et al, 2005; Deitch aSdnderson, 1987, 619). It
appears, though, that changes in attitudes towavdsen’s employment
accompanied by increases in female incomes arancpfemilies to consider

both employments when making mobility decisionsbdth partners are career

%3 More detailed exploration of the literature on siog markets is not included here. The key

focus in this thesis is, instead, on the use ottramute as a substitute to migration.
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oriented they are more likely to share househdgaasibilities, including caring
for children (Green, 2004, 636). However, increasesthe number of
professionally qualified workers have resulted eductions in the likelihood of
couples being able to find two jobs in a prefer@hle (Deitch and Sanderson,

1987, 618). Partners must therefore make compr@mise

For households where both partners are employes rttay pose particular
difficulties as movements cannot simply be madé witly one partner in mind.
Some partners, often females, may specifically skowork that is relatively
easy to transfer between locations, such as tegcf@reen, 2004, 636).
However, for some households engaged in dual Gareeving to accommodate
the male career may simply not be an option. Hempromise becomes the
main method of managing changes in workplace (Getah 1999, 51).

As contemporary labour market areas cover a rahggcations, many couples’
residential location becomes a compromise between distinct workplace
locations (Kloosterman and Musterd, 2001, 625). détwolds therefore
increasingly locate close to transport nodes orshiiimyle and Nathan, 2001,
11). Dual career households, especially with chilgrdisplay preferences for
semi-rural locations close to good transport linksd will often factor in the
inclusion of a number of labour markets to limietheed for future residential
movements (Green, 1997). This is referred to iis thiesis as ‘nodal living'.
However, this results in both partners travellingtier and more frequently
(Doyle and Nathan, 2001, 11). As Gibbons and Machkport, “the transport
needs amongst this group [dual career householdst@nplex, with overall
higher demand for commuting because residentialisdes must be a
compromise between both workers” (2006, 22-3). Tdénsates considerable
pressures for these workers as they combine dusdstes of paid work,

household responsibilities and lengthy travel foirky

Hardill (2002), and Green and Canny (2003), proptisd worker mobility
impacts on residential mobility. Flexibility in ladon has become an increasing
feature of life, as illustrated by the generatibrcommuter’ couples. In order to

capture the complexity of individuals’ movementssiimportant to focus on the
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daily, weekly and monthly movements undertakerpfid work, as well as other
types of movements. In consequence there appeabg @ blurring between

business travel and commuting, residential mobditgd even migration (Kodz et
al, 1998). Changes driven by the ‘new economy’ haltered the pattern of
traditional relocation. Workplace change no longexcessitates traditional
permanent relocation. Instead some variety of nenmpnent movement may be
made, encompassed in the term ‘circulation’ (Grard Canny, 2003). Figure
4.4 details the trade-offs between migration amdutation. Notably, permanent
relocation is divided between movements made betweearkplace locations,

and housing or amenity led migration. Among duaéeahouseholds the former

is likely to result in greater movements includedder circulation i.e.

commuting.
) Reason for Move
Duration
Production-related Consumption related
Labour migration Housing Adjustment
Pelrmar)ent (inter- and intra-
relocation isati . N
organisational moves) Amenity-led migration
Short-term )
g At least one assignments Holidays
= (usually several)
c .
o overnight
S stay(s) Long-distance (weekly
e commuting
@)
Daily Commuting Shopping

Figure 4.4: Migration and circulation trade-off (8ce: Hardill and Green, 2003, 213)

Employers also play a significant role in determgimovements for paid work
(Green et al, 1999, 51). Employers may view williegs to move location
positively, as this shows flexibility on the pafttbe worker. This may offer the
workers greater opportunity for career progressii@m remaining in one location
(Green, 2004, 635). However, flexibility needn’fjuére permanent movements.
Organisations increasingly give their employeegtstesm assignments, or semi
permanent moves, that require circulation as agptsenigration (Green, 2004,

107



Working 9 to 5? Complex patterns of Time Allocatemmong Managers and Professionals in
Dual Career Households

634-5). Flexibility from the employee may therefeimply require lengthier and

more complex commuting patterns, and occasionakiwgifrom home.

To counteract the need for future movements, aral r@sult of the pressures of
local housing markets close to their workplace, detwlds undertake lengthier
commutes rather than making permanent residentislements (Hardill et al,

2006, 180; Green, 1995). This choice is often maateof compromise, so that
households remain located between partners’ wotkplacations. It may be

made to avoid uprooting the family, especially véhehildren are found. Indeed,
most moves occur during the earlier stages of car@ehere couples are either
childless, or just starting a family (Deitch anch8arson, 1987, 630). One might
assume that families may be averse to moving at &ages, so that they avoid

taking children out of schools, and moving awayfrisiends and family.

There are further difficulties faced by househald® wish to enjoy housing of a
similar quality or nature when relocating to, foraeple, London and the South
East. The housing market moves cyclically, and ubject to uncertainty,
meaning there is potential for losses as well assg@dardill and Green, 2003,
220). For Rouwendal and Nijkamp (2004) spatial aspsuch as urban housing
markets have a more important role in the detertitineof actual commuting
behaviour than the direct costs related to commuiiboth financial and time).
Muellbauer and Murphy (1991, 246-7) argue that tbw level of labour
mobility and large owner-occupier sector in Englamdl Wales may aggravate
regional variations, and the poor performance ohesaegional markets. This
results in partial segmentation of labour mark8tmne regions experience high

unemployment, while others have plentiful employbgrportunities.

Movements to the South East and London may be natgdfe as earnings are
higher for those who work in urban areas, espsgcialthese regions. However,
house prices follow this trend in metropolitan a;daading to net decreases in
migration. Individuals will therefore likely chooge commute from semi-rural
and rural areas, to work in urban and metropoldéaeas. However, costs of
commuting are incurred, both in the financial sef$e et al, 2001), and also in

lost leisure time. It is notable that a number egions, including the East
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Midlands, have relatively high out-commuting raté&nks to their proximity to
the South East (Cameron and Muellbauer, 1998).ghifstant proportion of
workers residing in the East Midlands may not dbtwaork within this region.

As individuals combine the constraints of laboud &ousing markets this may
create complex living arrangements, especially eessalt of inter-regional house
price differentials. The trend of long distance Wge&ommuting, reported earlier
in this chapter, is likely to be accompanied by sdiorm of property rental, or
ownership, close to the workplace location. Onetnaar will ‘live’ at this

location during the week, before returning to theily home for the weekend
(Green et al, 1999, 55). Renting accommodationeckostheir workplace, to
avoid local housing markets, results in workers egigncing less frequent
commutes than owner-occupiers (Oswald and Bent00218). Consequently

couples may live both together and apart (Harditl &reen, 2003).

Rise in female labour
market participation

v

Increase in dual earner
and dual career
households

But
v

Unwillingness to -
Labour market relocate and Housing market

insecurities > difficulties of < uncertainties
obtaining two jobs in a
single location

v

Emergence of dual
location households

Figure 4.5: The emergence of dual location housksh@@ource: Green et al, 1999, 56)

Figure 4.5 illustrates this development of dualatltmn households. Rises in
female participation, resulting in increases in ldoareer households, create

difficulties for these households as they attengptobtain work in the same
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location. Given this problem, and the aforementibmsecurities of housing and
labour markets, many couples find their jobs irfeddnt locations. As a result
couples have to live apart during the week, perlvaifis one partner staying in

rented accommodation away from the ‘family home’.

Rouwendal and Meijer (2001) use Dutch data in thewestigation of the
commuting-migration trade-off. They suggest hous#hdlislike commuting,
and that the relative cost of commuting measuretirbg is high in comparison
to the wage rate. However, preferences for cedaaracteristics in housing type

and location result in workers accepting substdptianger commuting times.

Households trade-off wages, house prices and comghabsts when deciding
where to live and work (So et al, 2001, 1042). gdifs data, van Ommerman et
al (2000), suggest that transport improvements évoesult in more individuals
living in non-urban areas, as commuting costs walédrease. Wages attract
commuters and residents to an area, while high éhquices will reduce
incentives to reside in the area. Longer commuggsire higher wages to make
the worker better off than working in their areare$idence. Areas with higher
housing costs will need to offer higher wages toaat residential movements of
workers to the area (van Ommerman et al, 2000).dBogsion to move job may

be closely related to residential movement.

The commute is increasingly used as an alterndativeesidential movements,
even when movements are made between jobs. Uskeotdmmute in this
manner is especially prevalent among dual careesdiwlds as they attempt to
combine two schedules of paid employment. Diffiggdtin gaining two jobs in
one location causes these households to eithetelot@se to transport nodes, or
substitute the commute for permanent migration.hBof these solutions,

however, lengthen the total time spent commutinipése households.

4.7 Conclusion

This chapter has focused on the increasingly matatare of paid work. The rise
of mobility in both physical and knowledge formsfasind to have both positive
and negative effects on individuals and their hbokis. Technology has played
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a significant role in this process, creating fltydiand dissolving geographical
boundaries (Sheller and Urry, 2006). The resulinte travel for individuals,
particularly in managerial and professional occigrst However, males and
females continue to display varying levels of mitpil Women are often
constrained and limited in their mobility by houekh responsibilities and

gendered norms, making them more reliant on laalr markets.

Mainstream approaches to the commute, includingk®&es; focus on the
individual. They choose their commute, trading thfisagainst desired levels of
income. However, as with the mainstream approachici-time this approach
is gender-blind, and ignores the key influenceshef household. The decision-
making process involved in the commute is likelyooa product of compromise
and some level of constraint, at least for somekeas: A significant number of
occupations, by their nature, require lengthy con@sand high levels of worker
mobility, perhaps visiting a number of differentfioés each week. Current
policy targets reductions in travel, especially tisee of the car, to ameliorate
traffic congestion and meet climate change targéisse are taking a number of
forms, including road pricing and the imposition wbrkplace parking levies
such as that proposed for the City of Nottinghanelick must, though,
acknowledge those who are under constraint in Heeaf their car, and ensure
they do not suffer from policies targeting thoseowtavel by car purely out of

personal preference.

It is also clear that households face increasingiynplex decisions over
migration. Dual careers are increasingly influegcmigration decisions with
compromise a key factor in household location. Maayseholds locate close to
transport nodes, so that partners are able to puateers and manage household
responsibilities. Moreover, partners are using cbenmute as a substitute for
permanent migration, while some couples are founte living both together

and apart, as the result of a growth in dual lecaekiouseholds.

111



Working 9 to 5? Complex patterns of Time Allocatemmong Managers and Professionals in
Dual Career Households

3}

Research Design and Methodology

5.1 Introduction

In this chapter the methods employed in this thestsdetailed. This includes the
rationale for the methods chosen, and the limitetievident in the methodology.
As was stated in Chapter 1 the purpose of this BHD undertake a theoretically
informed empirical investigation of time allocatiofworking, caring, and
commuting practices) among managers and profedsjameaident in the UK. In
this thesis the focus lies with dual career houkkhoundertaking a gender
sensitive analysis of the complex daily routinesho$ sub-set of workers. This
thesis seeks to answer three research questioase Hne:

1. Which theoretical approach(es) — mainstream, imstibal or feminist
— offer the most suitable explanation of individuahd household
choices and constraints in the allocation of time?

2. Do distinctions need to be made within the ProtesaiManagerial Class
(PMC), and are these distinctions occupational@gi#nder specific?

3. What challenges, in a policy context, do dual catemiseholds face in

managing the combined demands of work-time, caaimdjcommuting?

The mixed methods approach adopted in this PhD owsebthe analysis of
quantitative secondary data sources with a mixethogecase study. Following
the discussion of the mixed methods approach iméxt section, consideration
is given to the choice of secondary data-sets. iBhigllowed by a discussion of
the primary quantitative-qualitative data collectddtough a case study of
Greater Nottingham. This combined in-depth intemgeand the collection and
analysis of small-scale primary data. Attentionntheirns to the analytical
techniques used, before commenting on the spettiical issues that arise with

this methodological approach.
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5.2 A Mixed Methods Approach

A mixed methods approach was chosen for this théssall methods have
limitations, researchers have increasingly recaghithat a mixed method — or
multi-strategy — approach may help to avoid thesipig effects of any single
approach, which could otherwise have significanpacts on the reliability and
validity of the research (Cresswell, 2003, 15). d&tixmethods differ from multi-
methods in that a multi-method approach comprisemnge of methods of data
collection and/or analysis which are located withirsingle research paradigm
i.e. either quantitative or qualitative. In contrasmixed method approach, such
as that described here, uses a complementary mikotf quantitative and

qualitative research techniques.

While the use of mixed methods is in no way unigae business and
management, it does differ from most economicsarese where the theoretical
foundation of this thesis is located. Mainstreanthods in economics tend to
rely exclusively on mathematical and statisticaldelbng (Spencer, 2009, 129).
These specific methods of analysis are founded panaber of methodological
assumptions, which Lawson (2003) criticises, arguihat they simply lack
relevance in an open social system. This PhD egplsocial reality and is realist
in this sense. It seeks to generate a progressidy bf knowledge through
explanatory strategies (Pawson and Tilley, 2006658 The role of the
researcher in investigating phenomena is also resed. In addition, this thesis
acknowledges that mainstream approaches to resagrdimited by their almost
exclusive use of mathematical econometric analy®esalists including Lawson
(2003) suggest econometric analysis has its apjgita but is not always useful
in exploring social phenomenon. It is thereforedi@mal to approach research,
especially where individuals and households arelired, with methodological
pluralism, combining a range of methodologies amthhiques, contra
neoclassical economics. This PhD is largely quaing in nature. However, the

24 Critical realism attempts to investigate phenomiengreater depth to enhance understanding
of social structures. However, there is acknowledgs that the choice of phenomemon which is
explored will be dependent on the knowledge, uridading, values, and interests of a researcher

or research group (Lawson, 1997, 229).
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qualitative aspects, integrated with a case studgraach (including semi-
structured interviews), allow a more comprehensivmlysis of key themes
including exploring dual careers from a policy perstive. These are used to

answer the third research question.

A mixed method approach can suffer from too muatedity, resulting in both
quantitative and qualitative elements being comgsechin order to undertake
both (Pawson and Tilley, 2006). However, mixed mdH) utilised
appropriately, combine the best of the statisticdlustness of mathematical
quantitative techniques, with the detail and nuanoé qualitative research
(Bryman, 2004, 460). Combining research methodsrefthe opportunity to
neutralise any biasing effects that may result femploying both quantitative
and qualitative techniques. Qualitative data mapp dle used to facilitate the
interpretation of findings from quantitative dag®04, 460).

Quantitative Methods Qualitative Methods Mixed Methods

Predetermined Emerging methods Predetermined and emerging
methods

Instrument based questions Open ended questions| Open ended and closed
guestions

Performance data Interview data Multiple forms of data
drawing on all possibilities

Attitude data Observation data Statistical and text analysis

Observational data Document data

Census data Audiovisual data

Statistical analysis Text and image analysi

Table 5.1: Quantitative, Qualitative and Mixed Madk (Source: Cresswell, 2003, 17)

A mixed method approach allows both quantitativel ajualitative research
practices to be employed, and integrates the dadiiffarent stages of enquiry
(Cresswell, 2003, 19). When applied successfuligsults in the combination of
elements of both approaches as shown in Tablerfd mixed method approach
allows the research to “generalize the findingsatpopulation and develop a
detailed view of a phenomenon or concept for irdliais” (Cresswell, 2003, 22).
The mixed method approach often combines quamitatind qualitative

elements using large scale surveys of populatiengather general trends,
followed by studies focussing on individuals to aibt specific language and
voices about the topic. This method is followedhis PhD. Preliminary analysis

is carried out using large scale data sourcesfildengs of which are compared
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with, and used to inform, the subsequent case sbfidyganisations and dual
career households in Greater Nottingham. More detai the case study
approach are given later in this chapter. Wajcmaoh ldartin (2002) combine

survey research and interviews in a similar manoehat adopted here in their
study of gendered differences in managers. Theseawh, conducted in
Australia, involved a survey of 470 managers, whigks accompanied by 136
semi-structured interviews. Quantitative analysisoveed little difference

between male and female managers. However, ana¥dise qualitative data
suggested females found it much harder to sepamnateagerial identities with

household ones resulting in them choosing one @mther. In this case multi-
strategy research was able to reveal much more wwand have been found
through a single approach (Bryman, 2004, 461). Ketdal (1998), in their study
of long hours, also use a mix of secondary and gmyndlata, including the LFS,

together with a number of case studies conducté&tKimrganisations.

The classification of mixed method or multi-strategpproaches has been
attempted in a number of ways. Mixed methods ha@nlbgrouped into three
alternative classifications, triangulation; fadtion; and complementarity
(Hammersley, 1996). In economics the use of tritaigan is limited, “beyond
the weakest form of the interaction of modeller anddel” (Downward and
Mearman, 2007, 80). In contrast this research coesbmethods in a number of
ways, thereby triangulating at a methodologicaélev

Triangulation is used in this PhD so that the rede#s able to provide a holistic
view of national, and regional, trends in time e#iton and also the lived
experiences of dual career households at the @ag@om/household level. The
interviews with HR managers additionally provideglatform for negotiating

access to employees at each organisation duringabe study, facilitating the
next stage of the research involving a survey ohagars and professionals.
Sequencing of this variety reflects the need f@angulated research to remain
focussed, where a survey can follow qualitativeugnyg or secondary analysis
follows a review of literature (Kanbur, 2002). Thiequencing is used here to
ensure focus and provide the most suitable conibmaf methods to answer the

research questions. The mixed methods used irthibsis are complementary as
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the quantitative elements provide statistical robess and reliability to the
research. Meanwhile the quantitative-qualitativeecatudy offers greater depth
and nuanced understanding of the lived experientehial career households,

providing greater validity to the findings madetle secondary data analysis.

5.3 Secondary Data Rationale

The secondary data used in this thesis was chosprovide both an individual
and household perspective on contemporary timecatilan as per the key
focuses of this thesis. Individual data is takesnfrthe Labour Force Survey
(LFS). The household perspective is provided by @emsus Special Licence
Household Sample of Anonymised Recd®&IssHSAR). Both of these surveys
are conducted by the Office for National Statis(icsther information on these
data-sets is included in Appendix 1). These publiskata-sets offer a large
sample size, and in the case of the LFS a frequdputlarterly) collected
sample?® Sample sizes for all data-sets used in this thesikiding the primary

data, are presented in Table 5.2.

Data-set Sample Size (n)
Q4 LFS 1995 152,396
Q4 LFS 2008 120,829
Census SL-HSAR 2001 225,436 Households (525,715 Individuals)
Leverhulme Data 1994/5 136 Households (260 Indiadisiu
PhD Data 2006/7 81 Households (143 Individuals)

Table 5.2: Data-set sample sizes

The LFS provides data on occupations (for first tyabs), industry
characteristics, usual and actual hours worked neotimg time, age and gender,
job tenure, and preferences for reductions in hdewsrth quarter data from the
1995 and 2008 LFS are used because questionsdrdiateommuting and

transport are included, as well as those dealiniy fiexible and home-working.

The data from the 2001 Census SL-HSAR allows indial evidence to be
contrasted with that of the household. The Censig drovides information on

occupations (for main job only), place of employmecommuting patterns

% The LFS moved from seasonal (e.g. Sept-Nov) tenthir (e.g. Oct-Dec) quarters from 2006.
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(including mode of transport and distance travélledorking hours, type of
residence, age and gender of individual, and haldebharacteristics. In
addition the 2001 data-set, includes variablesaying responsibilities, which is
a particular concern of this research as highlightethe review chapters. The
emphasis, in this PhD, is on cross-sectional aisbfshe fourth quarter LFS for
2008, and the Census SL-HSAR for 260The LFS and Census SL-HSAR are

chosen over other large scale data-sets for a nuafilbeasons outlined below.

Rationale for use and choice of published data

The secondary data chosen provides suitable vagdbl analysis at a national
perspective. The secondary data presented buildth@rbody of work into
employment and commuting patterns. Stewart and f&Mhf(1997) use the
British Household Panel SurvéBHPS) to establish that male manual workers’
stated preferences were for 4.3 hours per weektlhess actual hours worked.
This data source is also used by Boheim and Tg@003) who suggest that
around 40% of employees would prefer to changer theurs, the majority of
which show preference for reductions. Bryan (2004¢s the WERS98 to
ascertain that individuals may not have completetrob over their working
hours. Harvie et al (2009) use the LFS and the Beymmt for Transport’s
National Travel SurveyNTS) in examining regional disparities betweenelsv
of GDP per capita, productivity and social produtyi Here it is found that
GDP per capita is limited as it does not acknowdgedgmong other factors,
variations in the length of the working day (inalugl time spent commuting).
Cameron and Muellbauer (1998) use a combinatiatatd-sets in their analysis
of commuting and migration. Théensus of Employmeand the LFS are used
for data on commuting, while thBational Health Service Central Register
provides data on migration. In their research imorking long hours”, Kodz et
al (2003) use a number of data-sets, includingesdnfrom the WERS98; the
LFS; theEuropean Community Labour Force Sur{&CLFS); the BHPS; and,

case studies of UK firms, which are compared tdlamiEU case studies.

% The Census SL-HSAR data cover England and Wallys Bor this reason, and the questions

in the LFS and Census SL-HSAR, direct analysiotscarried out between the data-sets.
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A number of alternative sources of published dataldc have been used in this
PhD. TheTime-Use SurveyTUS) for example could have been chosen. This
survey provides a sample of 11,664 individuals frapproximately 6,500
households. In contrast, the 2008 LFS provides rapka of approximately
121,000 individuals, 13,029 of which report workinga full-time managerial or
professional occupation. The Census SL-HSAR alswiges a large sample of
525,000 individuals, who can be analysed at thellef/the household (225,436
households). Although a sizeable sample, data tr@mruS contains a smaller
sample of full-time managers and professionals|ltog 1,591 for the UK. The
result is a progressively unreliable sample at lolegels of aggregation and
when a number of variables are taken into accountuls&aneously. In
comparison, at NUTS 1 level of aggregation, the [pF&®vides a sample of 882
full-time managers and professionals for the Eagtldvids region. Finally, the
TUS was conducted in 2000. The LFS, on the othedh& collected quarterly,

and is up-to-date.

Other possible sources include etish Social Attitudes Surve3002, used by
Maclnnes (2005). This was used by Maclnnes to egphork-life balance and
the demand for reductions in working hours. The Maes study usefully
explores household characteristics, but does nosider occupation group or
distinguish between employees in the public orgigvsector. The BSA Survey
is based on a sample of 2,316 respondents. Biglddsg&ch and Wagner (2002),
in contrast, explore work-time preferences acrossEU Member States and
Norway, surveying 30,557 individuals of whom 12,648re employed. Their
study identified interesting characteristics, inrmie of gender, caring
responsibilities and other aspects influencing gmegices for hours. While their
study provided a good overview of the countriessudered as a whole, the small
samples from individual countries prohibited momemplex analysis at the

occupation level. The sample for UK workers in eoyphent was just 1308.

Other possible sources of data include the BHPSWIERS, and th&/ork-Life
Balance SurveyThe decision not to use these data reflected réitegtively
smaller sample sizes than in the LFS and Censusthenvariables included in

the surveys. A combination of personal and houskbbhracteristics, working
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and commuting patterns were all necessary for €. Some of these
alternatives also suffer from infrequent collectidiis research focuses on up-
to-date data which is provided by the LFS and Ikected quarterly. In contrast a
number of alternatives are collected at less reguigervals. The WERS is
collected at irregular intervals with the last iG024, and previous surveys in
1980, 1984, 1990 and 1998. While the BHPS is cmt@annually it contains a
sample of only 10,000 individuals from 5,000 houwsdb. Although representing
a substantial sample size, if we are only inteteBtenanagerial and professional
workers this sample is substantially reduced. Sirtyilthe WERS 2004 sample
comprising of 22,451 workers is substantially serallwhen irrelevant
respondents are omitted. Théork-Life Balance Survewhich comprises both
an employee and employer survey, is perhaps thé sndable alternative source
of data. However, at the time of commencement & BhD in 2005 only the
first (2000) and second (2003) surveys were avialabhis has since been
updated with the thirdVork-Life Balance Survef2006) providing a potential
avenue for further research. We should note thatstirvey again suffers from a

relatively small sample of 2,081.

While combining a number of data-sets allows forenmomprehensive coverage
of the research subject, it is important to ackmalgke that comparing data from
different data-sets is problematic. This arisesfdifferences in methods of data
collection, definitions of measures used in theadaind variations in general
survey design. In this PhD inter-survey analysi®my conducted to ensure
consistency in findings. This allows comprehensogyerage of the subject

material, and ensures that trends are consisténeba data sources.

5.4 Case Study of Organisations in Greater Nottingdim

A case study involves the detailed and intensivalyais of a single case
(Bryman and Bell, 2003, 53). The case study apgreancentrates analysis on a
particular firm, organisation or location — Greafdottingham in this PhD.
Studies of this variety can be used to collect tjtetive or qualitative data or, as
in this case, a combination of both. Case studresvadely used in social
research, so that focus can be given to real iNfedl experiences (Mahoney,
2003; Yin, 2003). Moreover case studies are semsiid context, detail, and
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complexity, providing a more nuanced understandbeween policy and
outcomes for individuals and their households (Medyy 2003; Yin, 2003).

The usefulness of a single case rests on the desadifity of findings to a
broader context (Rueschemeyer, 2003, 309). WhieiBp findings may relate
only to the location studied, generalisability dam found in terms of concepts
and theory (Kanter, 1977). Rueschemeyer (2003, 8uU@jests a single case may
offer persuasive causal explanations and can beé tesédentify likely causal

factors when combined with relevant causal nareativ

The study of Greater Nottingham contains a longitaldelement as it builds
upon the collection of primary data as part of‘tbeation and mobility decisions
of dual career households’ project funded by thevekleulme Trust and
conducted in Greater Nottingham in the mid 1990ar@Hl et al 1997; 1997a;
Hardill, 2002: Hardill and Watson, 2004). Perforgia follow up study of this
nature using consistent methods, allows comparisorisge made with previous
research. But care must be taken in order to estalwhether any changes found
are the result of actual change or simply the cifié¢ individuals involved in the
case study (Bryman and Bell, 2003, 56).

Nottingham is located within the East Midlands oegiof central England. In
contrast to some regions, the population of the Eidlands is growing, largely
because of in-migration. The population was recdrake 4.2 million in the 2001
Census of PopulationThe region is perhaps best described as a Pdheen
Urban Region (PUR), consisting of a number of fsemding urban centres,
which are separated but strongly linked (Kloosternaand Musterd, 2001).
Polycentric Urban Regions are characteristic of ynemodern landscapes as
Anas et al (1998, 1439) suggest, “one of the nmastresting features of modern
urban landscapes [is] the tendency of economicwitictio cluster in several

centres of activity”.

In the central part of the East Midlands regiorrehare three free-standing urban
centres, termed ‘core cities’: Nottingham, Derbyl &eicester. These cities have
been identified as having coherence in the Eastlavidd Regional Spatial
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Strategy, acting as major employment, administeatand cultural centres
(Hardill et al, 2006, 171).

Greater Nottingham comprises Nottingham City, therddighs of Broxtowe,
Gedling and Rushcliffe, and the Hucknall part & thstrict of Ashfield. It has a
population of approximately 632,000, just underf tedl which (278,700) are
located in the city of Nottingham (Nottingham Cit@€ouncil, 2007/
Nottingham has undergone significant changes sihee latter part of the
twentieth century, not least in terms of the suetof its labour market. The
City has witnessed a movement from manufacturirgetdandustries, and has
embraced the new economy. The city has develogedarguably, the capital of
the East Midlands region, and a major employmentree Traditional industries
have been replaced by high-tech and service indastrequiring highly skilled
workers. The highly skilled occupations, managenaamt the professions, now
account for a significant proportion of the locabbur market, resulting in
gradual feminisation of the workforce. Recently ttiey has experienced a
renaissance, aided by heavy investment in citydjvand the generation of new
forms of employment. There has been redevelopménbrownfield sites,
including the relocation of HM Revenue and Custamsthe City, in 1995
(Hardill et al, 2006, 177). The patterns of redepehent and investment, the
location of workplaces, and the large numbers bligi to city commuters, have
increased the strain on the transport infrastrectuithin Greater Nottingham.
These changes in the labour market and the commatee Nottingham an
instructive case, representative of other citiehenUK and Europe.

The case study of Greater Nottingham comprisedeptid interviews with
human resource managers (HRMs) in ten large orgaoms, including four
organisations ranked in the largest 15 employerthénarea (Nottingham City
Council, 2006). The contacts at each organisatienevsubsequently used as
gatekeepers to obtain access to employees, to coadwrvey of managerial and

professional workers.

" These estimates, which are extracted from the ZD€dsus, may report a lower population
than that found in both the City, and Greater Mgtiam (Nottingham City Council, 2007).

121



Working 9 to 5? Complex patterns of Time Allocatemmong Managers and Professionals in
Dual Career Households

A number of the organisations involved in the 2@a8e study also participated
in the earlier study of dual career households Ha002: Hardill and Watson,
2004). The five organisations surveyed in 1994-#scied of a National Health
Service (NHS) hospital, a higher education ingttut a major bank, and two
large market-oriented private sector manufactugogpanies. The 2006 case
study includes a number of the organisations inelin the earlier survey, and
further reflects the changes in the economic strecof the area through the
choice of organisations, including some multi-sitganisations with ‘24/7’ work
routines. This allows for comparison with the earliperiod, while also
acknowledging changes in labour market structureGireater Nottingham.
Details of the anonymised organisations involvethm study are given in Table
5.3, complete with industry sectors.

Organisation Sector Industry Sector
City Government Public Public Admin, Education and Health
Government Department Public Banking, Finance asdrance

Higher Education Institution Public Public Admin, Education and Health

County Authority Public Public Admin, Education aHeéalth
Central Government Public Public Admin, Education and Health
Optical Retailer Private Other Services

Manufacturer Private Manufacturing

Solicitors Private Banking, Finance and Insurance
Telecommunications Private Transport and Communications

Voluntary and Community Sector Voluntary Other Sezs

Table 5.3: Organisation profiles (Nottingham, 2006)

The selection of organisations for this study, @ligh differing from those of the
earlier study, shared a number of similar char&ties. Large employers were
chosen, employing a total of 57,000 individualse¥included both public and
private sector organisations, and a voluntary seotganisation, in various
industries. Organisations too, shared similar gaplgical locations to that of the
previous research, i.e. within the city of Nottiagh and Greater Nottingham.

Semi-Structured Interviews
The use of small scale interviews with a samplkeeyfinformants mirrors that of

other research. The work of Hogarth and Daniel 8 3hd Green et al (1999,
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59-60) use semi-structured interviews to extrafdrimation from a small sample
of manufacturing employees in relation to theirgatistance weekly commuting
patterns. These methods were also used as p#r efrlier study of dual career
households (see Hardill and Watson, 2004; Greefi7)19This comprised in-

depth interviews with 30 dual career householdsceuied by a questionnaire, to
examine the key factors influencing both locatiod anobility strategies, and the

resulting importance of good transport links in masing commuting potential.

The interviews conducted as part of the 2006 cas®ysvere arranged through
negotiations with the key informants at each ofdhganisations, contacted with
initial details of the research via telephone anthié It was decided that an
interview length of up to one hour would be mositadile as the individuals

would be reluctant to give up too much of their @irat work. Prior to the

interview the HR managers were provided with theeriwiew schedule

(Appendix 2) so that they were able to prepare r@séarch any specific topics
relevant to their organisations policies or workeutines. Participants were
provided with a consent form to sign (Appendix\Bhich confirmed anonymity

of all materials and gave brief details of the imiw structure. The interviews
followed a semi-structured approach using the un¢er schedule to ensure all
key themes were adequately explored in the lintite@ available. The interview
schedule was divided up into specific themes relev@ the research including
organisation policy on working hours, flexible worg arrangements, and

transport to work. The schedule also permitted stme to digress.

The interviews were recorded using a digital audmorder. Each interview was
then transcribed verbatim into Microsoft Word. Rapants received a digital
copy of their transcript by email, so that they Itiael opportunity to reflect on the
interview and make any corrections or amendmentghéotranscripts, which
were then finalised. The transcripts were analysgidg a simplified version of
the cross sectional thematic coding method (Mag662; Ritchie and Spencer,
2003), in order to highlight recurring themes. Therview data was extracted
using a coding table, an example of which is inetlidn Appendix 4 (and
completed for interview 1), in order to gather datathe specific themes of

interest to this thesis, including evidence of prigseism, workplace flexibility
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policy, transport policy etc. Using the themes idesd from the coding, relevant
quotations were then extracted from the transcriptportant issues reflected on
by HR managers were compared to the experiencesmahagers and
professionals from the primary survey data, in tewhrevealed (usual working
patterns) and stated preferences (preferences eductions in hours, job
satisfaction). The choice to use interviews to amttrinformation from HR
managers was made for a number of reasons. Perhaps, importantly,
interviews allowed a relationship to be developediide in gaining access to
employees at each organisation. However, interviee also chosen as they

allow more in-depth information and anecdotal eneto be obtained.

Individual and Household Perspectives — A SmallesSarrvey of Employees
The quantitative phase of the case study requicmss to be obtained to
managerial and professional employees at each ef aityanisations. This
involved negotiating access through the HR contaetsd subsequently
publicising the research within each organisatibine research was publicised
using an advertisement, including a web-link (Apign5), and included an
incentive, in the form of a prize draw for a luxumgmper. The incentive was
incorporated to aid response rates. The advertisewas distributed around the
organisations using two separate techniques, depermch the preference of the
organisation contacts. In the majority of the oigations it was distributed using
the organisation intranet. In a number of otherargations distribution lists of
relevant employees were issued, and the advertigewss then electronically
mailed to those individuals deemed relevant todtuely. Using either method,
interested parties then followed the link on theeatisement which routed them
to the personal details form (Appendix 6). This wasated using thAutoform
facility available on the Nottingham Trent Univeyswebsite. This method was
chosen as the personal details entered into tine fieere automatically sent to an
email account where the information was extracteo & database, and using the

name and address data, the questionnaire couldthsant to each respondent.

Questionnaire Design, Testing, and Response
The primary data collection was conducted usinglaicompletion questionnaire

(Appendix 7). These were issued complete with engtad addressed envelope
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for return to those who provided their personabdetusing theAutoform The
questionnaire drew on the 1994/5 questionnaire uséke previous case study
of Nottingham, and included both open and close@stjons. Moreover,
reference was made to the questionnaires usedeilLF$, and the€Census of
Population (from which the Census SL-HSAR is derived). A numlmd
questions used in the questionnaire mirror thosehef other surveys. The
decision to include like-for-like questions was read ensure comparison was

possible where appropriate.

The measures used in other surveys affected thieeclud questions for the
guestionnaire. For example, questions on commudéettaviour are asked using
different measures in the LFS and Census SL-HSAR.LOFS asksHow long in
total does it usually take you to travel from homevork?’ This question refers
to time taken for travel to work. The Census ddfer that the question instead
refers to the distance of travel between home amdk wneasured in kilometres.
In order to offer the best compromise, the primdaya questionnaire included
questions for both the time and distaAt@his also allowed analysis to explore
whether individuals gauge their maximum limits fine journey to work in
reference to time or distance. This offers insigitb the perceptions of the
commute in terms of whether time, or distance,figreater importance. These

themes, which were discussed in Chapter 4, areneduo in Chapter 8.

The questionnaire was developed through a numbphases. An initial small-
scale pilot of respondents within Nottingham Tremiversity was used in order
to ensure the questionnaire was both easy to comptentained all relevant
avenues of questioning, and did not contain errbhese responses were not

included in the final data-set.

The questionnaire was divided into seven briefigast The first section, section
A, concerned household characteristics, while eestiB, C, and D, contained

questions on the working and commuting patternghefrespondent. The final

% |n order to help the respondent a conversion beweélometres and miles was included to

reduce the likelihood of incorrect values for contimg distances being given.
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three sections of the questionnaire, were for éspondents partner, if present, to

complete, similarly detailing their patterns of Ww@nd commuting.

The structure of the questionnaire was of greabmamce as errors or confusion
in responses could reduce the validity and religbibf the data collected.
Additionally, common errors or poor design coulchgly reduce the response
rate, as the survey would be more challenging toptete. The afore-mentioned
measures were therefore essential in ensuringasabsy response rates, and the
reliability of the data collected. The return ratem the Autoformto completed
questionnaires was 74.3% (81 out of 109 were reti)rriThe high response rate
may have related to the use of online contact asnstantaneity of this mode of
contact greatly reduced the lag-time between redguis requesting and
receiving their questionnaires. Using this methdd contact also allowed

reminders to be sent to those slow to completeretuin the survey.

Number of Respondents

Male Female Total
Households = = 81
Respondents 67 76 143
Major Occupation Group
Managers and senior officials 28 36 64
Professionals 27 23 50
Associate prof. and tech. 6 6 12
All other occupations 4 5 9
Full/part-time
Full-time 61 57 118
Part-time 4 13 17
Sector
Public 41 49 90
Private 21 21 42
Voluntary 3 1 4
Industry (SIC 92) Sector
Manufacturing 2 2 4
Transport and Comms. 7 6 13
Banking, insurance, finance 0 4 4
Public admin, education, health 35 44 79
Other services 21 15 36
Demographics
Average Age 44.2 41.8 42.9
Average Gross Income (£) 37,971 27,852 32,473

Table 5.4: Household summary data (Nottingham, 2006

The data collected represents a ‘convenience’ sgnmpdicative of the City and

surrounding suburl®. The survey response included households in which a

2% While the sample is representative of the majodfylarge employers in the area, the

requirement to negotiate access to employees meg tesulted in some degree of bias. The
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least one member of the household worked in onth@forganisations where
interviews were conducted, and focused on dualecdreuseholds. The survey
received a total response of 143 individuals, oicWib7 were employed in full-
time managerial roles, and 43 in full-time professil occupations. Descriptive
statistics for the survey sample are supplied ibldab.4. This gives the
breakdown of the sample by gender, including nusbef workers by
occupation, full-time/part-time, and industry inafiors. It highlights the fairly
even split in terms of numbers between genderspathgerial and professional
occupation groups. It also shows the majority & sample work in the service
sector. Table 5.4 also gives the average age of (@) and women (41.8)

sampled, as well as their average incomes.

5.5 Data Analysis and Modelling

This section provides comprehensive details ofntteghods of data analysis in
this PhD. It begins with a discussion of the vdeabused in the empirical
analysis in Chapters 6 to 8, performed using SH8S.is followed by a detailed
rationale and explanation of the statistical teghas used, beginning with
multiple regression, before detailing the modellteghniques used, specifically
loglinear logit and logistic regression. Discussitn also made of cluster

analysis, which is used as an exploratory toolhalers 6 and 8.

Variable Definitions

The central focus of this thesis is an explorabbthe allocation of time among
managerial and professional workers in dual caheerseholds. The LFS and
Census SL-HSAR provide a number of variables wiidchh suitable indicators
of time-use at the individual and household lekady variables include major

occupation group, which is derived from the Stadda®ccupational

sample suffers from under-representation amongicedccupation groups, particularly private
sector professionals. In addition the majority ke sample was collected in the industry sectors,
‘public admin., education and health’, ‘transportdacommunications’, and ‘other services’.
These categories cover a large portion of the higkilled workforce in Greater Nottingham, but
there are some omissions. In particular there geunepresentation among ‘banking, finance,

and insurance’, a growing sector within the cityhe past two decades (Hardill et al, 2006, 177).
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Classification (SOC). The SOC 90 definitions aredusn the earlier data-sets
(1995 LFS and the 1994/5 primary data). SOC 20Q&ésl in the 2008 LFS, the
2001 Census SL-HSAR, and the primary data collente2D06. The change in
the definitions of occupations and occupation gsoaffers us an indication of
the changes in the UK brought about by the emermefche ‘new economy’.

The data allows investigation at the level of indixal occupations, grouped into
nine categories and listed as major occupation ggolfhese are detailed in
Table 5.5, which highlights the changes to the gmies arising from the

adoption of the SOC 2000\ S 2001, 2002).

Category Occupation Group (SOC 90) Occupation GrougSOC 2000)
1 Managers and administrators Managers and Senior Officials
2 Professional occupations Professional occupations
3 Associate professional & technical Associate Professional and Technical
4 Clerical, secretarial occupations Administrativel Secretarial
5 Craft and related occupations Skilled Trades Occupations
6 Personal, protective occupations Personal Se@imeipations
7 Sales occupations Sales and Customer Service Occupations
8 Plant and machine operatives Process, Plant amthinke Operatives
9 Other occupations Elementary Occupations

Table 5.5: Major occupation group using SOC 90 &6 2000

Changes to the Standard Occupational Classificdtaue resulted in changes to
description of the nine major occupation groupfiecting the changes to the
economy ONS 2001). Due to the scale of the changes in the ,.SB&e is
limited compatibility between the measures. Anaysi the two classifications
estimates at least 73% coheren@N§ 2001). However, the classifications
cannot be mapped perfectly from one to the othareas job classifications and
new occupations have emerged e.g. new occupaties such as IT strategy and
planning professionalsONS 2001, 2002). This limits, but does not invalidate
the analysis in this PhD.

Turning attention to specific variables used tolgsetime allocation, both total

actual and usual hours of work are recorded irL#® data-sets (and also in the

2006 primary data). However analysis concentrategswmal hours. Actual hours
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refer to hours ‘actually’ worked in the previousekein the LFS, prior to the
collection of the data. Usual hours refer simplythe@ hours the respondent
‘usually’ works. Average usual hours exceed aveadaal hours because actual
hours deduct absences from work, for example itialer of individuals had
taken time off work for holidays, or through sickse Additionally, other

measures of working patterns, including paid anghichovertime, are analysed.

Hours are given for both full-time and part-timenkgrs. Much of the analysis in
this thesis focuses on full-time employees, explprissues of long hours.
Acknowledgment is made of the flexibility of contparary working patterns,
including the variety of working arrangements aafalié: part-time, compressed
hours eté® There is no internationally agreed definition five number of

working hours considered full-time, as noted in ftka 1. For the UK the
distinction works on self-assessmebyt anyone working over 40 hours is
classified as full-time (Bishop et al, 2004, 11B)is measure is similarly used in
the LFS and in this thesis. Explorations of workingurs in this thesis also
include key distinctions between those working urated over the UKNorking

Time RegulationfWTR) 48 hour maximum working week.

The analysis does not centre on earnings or waigestlgl (though reference is
made to preferences for reductions in hours if thiguired a reduction in pay.
The data-sets chosen are suitable for this ushea€énsus SL-HSAR contains
no earnings data. Although the LFS does contairstques on earnings there is
not one single earnings question which all respotsd@answer; they instead
provide data on earnings in the form they chooglkeremonthly, weekly, daily,
or hourly. In addition productivity is not directgxamined in this thesis, as the
workers being examined, in particular those in nganial occupations, do not
lend themselves to studies of productivity duehi® nature of their work which

render productivity difficult to measure (Wajcmam®96, 266).

%9 Much of the analysis in this thesis focuses oftfle workers. This is representative of the
majority of workers engaged in dual careers, esfigcivith increases in the proportions of
females remaining in full-time employment for theéntire careers. These workers are

subsequently likely to face challenges in alloagatime between work and home.
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Work-travel and commuting time, are given by vaeabsuch as, ‘distance
between home and work (km)’ in the Census SL-HSAR ‘asual home to work
travel time (minutes)’ in the LFS. However, commgtidata of this variety does
suffer from one key problem in that the data doatsaccount for the frequency
of commutes undertaken by workers. While many maykwwionday to Friday

and perform the same commute, workers increasimplay a range of

commuting patterns. This is perhaps not adequatsbyured by simply asking
for an average commute time, which may reflect gouaney only undertaken
two or three times per week. While recognising,tthie patterns of commuting
outlined remain illustrative of changes in averaggmmuting times, and in
average length of journeys, and these are usefulinforming the analysis

conducted in the case study.

Further variables include employment, demographitd household variables
including preferences for reductions in hours, Wwketindividuals work in the
public or private sector, industry sector in mao jusing Standard Industrial
Classification (SIC) 92 definitions), region of péa of work, gender, age,
whether individuals are married or cohabiting, andnmber of children. The
Census SL-HSAR data also provides important vagmbicluding the allocation
of caring responsibilities, and the number of h@psnt caring. These present an

opportunity to gain a more nuanced understandirfgpagehold time allocation.

Statistical Analysis Techniques

This PhD uses a range of statistical techniqugsdeide robustness and greater
reliability to the findings from the secondary agmdimary data. Statistical tests,
including regression techniques, are used in tladyais of the quantitative data.
These allow findings to be confirmed to a levelsiificance®* This analysis
also allows findings to be displayed in both tabuéad graphical forms,
reflecting clear understanding of the findings.dTisi particularly suitable for use
in cross-sectional analysis and comparative studigdoring data at a number of
reference points. The use of statistical testsaromé to standards found in the
research disciplines covered in this PhD, and jatswides greater reliability and

31 statistical tests of this nature are conducte@b& and 99% confidence levels.

130



D L Wheatley

robustness to the research. Testing the signifeafaelationships found in the
data allows statements to be made regarding tha&lp@smplications (in terms
of the lived experiences of individuals and housé$joof changing patterns of
work and commuting. The reliability and robustnedsthese relationships
ensures other researchers would find the sameomdaips if they were to
perform equivalent analysis on these or similarad&turther details of the

specific regression techniques are presented below.

Regression Models

Regression techniques allow the values of a sidgigendent variable to be
estimated in relation to a number of independenialées, and further provide
summary statistics reflecting the strength and iBagmce of the relationships
between dependent and independent variables (Kirengh Gray, 2004, 324).
This is particularly useful in this thesis as ibals dependent variables, such as
preferences for reductions in hours, to be testedlation to a range of variables
relating to commuting, work-time, and individualdahousehold characteristics.
Two alternative forms of regression analysis aedus this PhD: loglinear logit
regression in Chapter 6, and binary logistic regjoesin Chapters 7 and 8. These
build upon standardised regression models, butnare suited to the analysis of
dichotomous dependent variables and categorical dad are chosen over OLS
estimators due to their suitability in analysing thlependent variables in this
thesis (Kennedy, 2000, 234). Both forms of regmssiield largely equivalent
results and output. The techniques are chosen basetheir suitability in
modelling specific relationships and exploring d@atails are given initially for
multiple regression to provide a foundation for thébsequent explanation of

loglinear logit and logistic regression.

Multiple Regression

Multiple regression is used to determine how mudhth® variation of a

dependent variable is explained by the variatioraimumber of independent
variables (Kinnear and Gray, 2004, 325). It testsetlver the relationship
between the dependent variable and the independatdble is positive or

negative, together with the extent changes in tidependent variables impact

the dependent variable. The multiple regressiomgop is written:
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Y=a+bX,+b,X,+b, X, +b,X, +e [5.1]

Y is the dependent variabl¥; - X, represent the independent variabkess the
intercept (or constantly, - b, are the regression coefficients for the independen
variables, ane is the error term (Kinnear and Gray, 2004, 325).

A number of summary statistics are generated whaning multiple regression
models. Important statistics for measuring the rhadelude the adjusted®,
which suggests the overall explanatory power ofrttoglel. It is more insightful
than theR?, as the former filters out the additive impactirfluding additional
independent variables upon the explanatory powahefmodel (Bryman and
Cramer, 2005, 305). The Sig. F statistic confirmbether the regression
coefficients are statistically significant. The regsion coefficientsp; - by,

suggest the relative responsiveness of the indemenariables in the model.

Multiple regression does suffer from various promde including
multicollinearity. This occurs where independentiafales are highly correlated
with one another. Multicollinearity is regardedagroblem as it may cause the
regression coefficients generated by the model doubstable (Bryman and
Cramer, 2005, 302). For this reason it is necesst@rytest against
multicollinearity. The regression model output ks collinearity test
diagnostics, including the following measures, Beas r; Eigenvalues; and,
condition indices. The Pearsorrsbetween each pair of variables should not
exceed 0.80, otherwise this would suggest multioedlrity. If the Eigenvalue
produced in the analysis is close to zero, and itondndex scores are greater
than 15, then multicollinearity may also be in éxige in the regression model.
Additionally, the regression output includes a tatee indicator for each
independent variable which, if close to 1, reflextsigh level of independence in
the variable. A tolerance value of 0.2 or less sstgythe variable is subject to
multicollinearity (Bryman and Cramer, 2005, 302)aking account of the

outcomes of these tests increases the reliabilitlyeoregression analysis.
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Loglinear Logit Regression

Log-linear logit regression is a special classogfiihear analysis. The log-linear
logit model builds upon generalised linear modsig;h as multiple regression,
but is better equipped for dealing with dichotomansd categorical variables, for
example gender. These models focus on the assor@tgrouped or categorical
data, examining all levels of possible interacteffects. Logit models explain
one or more dependent categorical variables relatva number of categorical
independent variables (as well as covariates) (8isyu2007, 25). Logit
regression yields results equivalent in form toidtg regression. The logit
model used in this thesis examines disparities éetw managerial and
professional occupation groups. This is suitablke tduthe dichotomous nature of

the dependent variable.

The model produces output including goodness-obfdtistics, measures of
dispersion and measures of association which amd u® confirm the

explanatory power of the model. The goodness-ddtétistics in the logit model
are used to display the overall fit of the moddievalue of the likelihood ratio
chi square statistics should be small values wattyd observed significance
levels for the model to be considered a good fibr(Nis, 2007, 31). The
measures of dispersion produced alongside the mam@elShannon’s entropy
(5.2) and Gini's concentration (5.3).

H=-> plogp, [5.2]

C=1->p/’ [5.3]

These can be used to produce the measures of @sso¢Norusis, 2007, 34-5).
The measures of association produced in the model Entropy and

Concentration. Both of the measures provide a ydareexample 0.198, which
can be interpreted in a similar way to tRé value produced in a regular
regression model. However, some care should bentakeen using these
measures to interpret a model, as in some casel soadficients may be

produced when the variables in the model are slyoogrrelated (Haberman,

1982). In this thesis the parameter estimateshefviariables are analysed to
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describe the variations in the dependent variabhe parameter estimates for

each variable along with the parenthes&sgee also used to aid interpretation.

Logistic Regression

Logistic regression yields results of similar fotm logit regression, and is an
analysis technique used widely in t8ecial SciencesThis form of analysis is
similarly suited to dichotomous dependent variabéesl is used in this thesis to
explore the variable on preferences for shorterrdaf work, and whether
workers live and work in the same Local Authoritysttict (LAD). Logistic
regression also allows the inclusion of qualitagivedictors such as gender in the

analysis (Kinnear and Gray, 2004, 387).

Similarly to the multiple regression equation, tbgistic regression function,
although non-linear, also involves a linear functid of the independent
variables, written:

Z=B,+BX +B,X,+..+B X, [5.4]

The logistic regression function is:

z

e

55
1+¢€” 53]

p:

In this equation p is the probability for exampleatt a person will show
preference for reductions in working hours, ah the function defined in the

logistic regression equation.

As the dependent variables have only two categbiresy logistic regression is
used. The output of the analysis provides a nundfetests (of fit) and
explanatory power as well as individual paramesggineates for the independent
variables. The model provides two statistics simila R?, which can be
interpreted in the same manner: the Cox & SnelgRa®e and the Nagelkerke R
Square. The Cox & Snell R Square is based on tpdikelihood for the model
when compared with the log likelihood of a baselinedel. The Nagelkerke R
Squared is an adjusted version of the Cox & Sne8drare statistic (Kinnear
and Gray, 2004, 394). The model additionally pregdue pair of contingency
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tables which give the observed and predicted vatiigbe dependent variable.
When the full model is applied, these can be coethéow see if the success rate
of the full model is better than the non regresspyedictions. The output
produced also includes the Hosmer and Lemeshowngsseof-fit statistic. A
small value for the chi-square, and large p-valure desirable as these are
indicative of a good fit? Finally, individual parameter estimates for the
independent variables show their relationships h#n dependent variable, and
can be interpreted as for other regression mo#@séar and Gray, 2004, 395).

Cluster Analysis

As well as forms of regression analyses, this PlH0 ases of an alternative
research technique, cluster analysis. Cluster aisalgroups cases into
homogenous groups or clusters. This form of anslg#fers from many other
research techniques as it does not require anyrngguns to be made about the
distribution of the data prior to the analysis. S'hieans that cluster analysis is
particularly suitable for exploring data, to higtlt differences between variables
and individuals which would otherwise not be apparén contrast to regression
analysis which identifies a particular statisticaéthod or model, for example
loglinear logit regression, the choice of methocthuster analysis is dependent
on other factors including size of data-set, anuktgf variables being explored
(Norusis, 2007a, 362-3). Three forms of clusterlymig are available for
grouping cases into homogenous clusters: Hieraati{ecMeans, and Two-Step.
This PhD uses Two-Step cluster analysis. This tecten is suitable for
exploratory analysis of data sources. It is chosernt can be performed using
large data-sets, unlike Hierarchical cluster ang)yand it allows the analysis of
both continuous and categorical variables (Noru&)7a, 380). The Two-Step
approach is more suited to large-scale data thaer dorms of cluster analysis,
but can be used for small data-sets, such as timaqyrdata collected in the case
study of Greater Nottingham. Instead of requirihg humber of clusters to be
specified as with K-Means analysis, the Two-Stepraach fits the data to the
most appropriate number of clusters. Furthermdrs, technique only requires
one pass of data, which is particularly usefullfmge data sets.

%2 For models including continuous variables, sanptiaros render this test inaccurate.
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The clustering algorithm in the Two-Step technigueasures distances. It gives
the best results if all variables are independémpntinuous variables follow a
normal distribution and categorical variables ardtimomial. However, although
this is unlikely to be the case when handling @&th, the technique has been
shown to work reasonably well when these critereareot met (Norusis, 2007a,
380). With a combination of continuous and categgrdata the analysis uses
log-likelihood distance measures, where the digtabetween the clusters
depends on the reduction in the log-likelihood whiegy are combined into one
cluster. The number of clusters is automaticalliedrined during the analysis

using the Schwarz Bayesian Criterion.

The output from the analysis includes a numberurhreary statistics. These
include the number of cases in each cluster, mahres for continuous variables
and percentages of cases for each response irodatéglata. Two-Step cluster

analysis is used, in Chapters 6 and 8, as a p@carsegression analysis.

Loglinear Logit Regression | Binary Logistic Regression | Two-Step Cluster Analysis

Tests relationship between | Tests relationship between | Particularly suitable for

dependent dichotomous or | binary dependent and exploring data — no prior
categorical variables and number of independent assumptions required.
independent variables. variables.

Produces summary statistics Produces summary statistics Groups cases into

similar to R: Shannon’s similar to R: Cox & Snell R-| homogenous groups or
Entropy and Gini's Square and Nagelkerke R- | clusters.
Concentration. Square.

Tests for goodness-of-fit. Tests for goodness-of-fit. Automatically groups cases

using Schwarz Bayesian

Criterion.
Used widely inSocial Produces summary statistics:
Sciences. no. of cases; mean values

(continuous variables);
percentages of cases
(categorical variables);

graphical output.

Box 5.1: Statistical Analysis Techniques
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5.6 Ethical Considerations

The ESRC's Research Ethics Framework (2005) was asen overall ethical
template for the thesis. In addition this PhD waseny approval prior to
commencement by the College of Business, Law araaB8ciences (BLSS)
Research Ethics Committee at Nottingham Trent Usitye This committee,
which is constituted in accordance with paragragh df the Research Ethics
Framework, scrutinised the proposed research dbraiurespect of its potential
benefits, the risk of harm (to participants anccegshers) and the precautions for
minimising these, the negotiation of access toig@pents (including the role of
gatekeepers in the recruitment process), mechanisingaining informed
consent, procedures for maintaining anonymity, guyw and confidentiality
(including with regard to the potential audiencéghe research findings), the
suitability of research instruments (including miew schedules), the secure
storage and archiving of data in hard and eleatreopy (including during the
analysis phase), and in addition there was furdeenmitment not to publish

material if requested by interviewees or employers.

The secondary data analysis does not present gnificiant concerns, due to the
anonymised nature of the data. The two chosen staieces, the LFS and the
Census SL-HSAR, which is derived from t@ensus of Populatigrare collected
by the Office for National StatisticsThey are collected at regular intervals,
quarterly in the case of the LFS, and once everyd#&rs for theCensus of
Population The LFS covers employment, unemployment and eo@no
inactivity, in addition to a number of householdtwstics. The Census SL-HSAR,
generated from th€ensus of Populatioprovides information on households
and all individuals living within households. Asetldlata-sets are collected with
no prior hypotheses in terms of results, they oéfierexcellent opportunity for
exploratory research. Due to their large sample aizd standards of collection

they are reliable sources to perform analysis.
The major ethical considerations relate to the ecgliwork conducted as part

of this PhD. The data collection was overt, anddusgitten consent from
participants. Consent forms were used throughoatdhta collection, written
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consent forms for the interviews, and an onlineseo form (part of the personal
details form) for the questionnaire. These formglieily informed participants
of the anonymity guaranteed by the research amigeafright to withdraw.

Prior to conducting the interviews a consent foApgendix 3) was given to the
interviewee which was then signed to confirm tetytwere happy to take part
in this element of the research. Moreover it waslenaear to interviewees that
the recording of the interview could be stoppedrat point, and that they were

under no duress to answer any or all of the questio

The survey was conducted through ‘gatekeepers$ieabtganisations involved in
the study. The use of gatekeepers to access enaglayehe organisations raises
some issues related to sampling. It is possiblettte HR managers may have
steered the research towards or away from certaupg of employees, simply
by only informing certain groups of the opportunitytake part in the research.
This could clearly generate problems related talpdity in the results of the
survey. Resolution of this issue required strongpoat to be built with the
organisations in the early stages of contact, abttiey understood the nature of
the research, and the aims and objectives. Thisrethghat suitable access was
negotiated, which offered a cross section of s#ifs took the form of allowing
contact to be made with every employee throughadfganisation intranet, or

advertising the research to suitable respondeimg usailing lists.

Measures were taken to make clear to all parti¢gotmat the information they
provided would be stored in a safe environment,\aadld only be seen by the
researcher. The data was separated from namesdanesses of respondents,
and the questionnaires containing this informatiare the property of
Nottingham Trent University and will remain in aceee location within the
University. A summary report (Wheatley, 2008) wasntsto all of the
organisations involved and direct feedback giverefiresentatives who attended

a dissemination event as part of the ESRC Festiv@bcial Science 2007

% This event took place at Nottingham Trent Univgrsin 15" March 2007. The results of the

case study were disseminated to the organisatimodvied, and to local firms and policy makers.
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5.7 Conclusion

In this chapter the mixed methods approach adapt#us thesis was presented,
combining both quantitative and qualitative elemsentitilising published
materials, secondary data, and primary data celledtom a quantitative-
qualitative case study. The secondary data is tesgi/e the empirical analysis
an individual [abour Force Survgy and household (Census SL H-SAR)
perspective. The case study focuses on organisatid@reater Nottingham. This
follows up — and therefore allows comparison witan- earlier study (Hardill,
2002; Hardill and Watson, 2004). The case studym@es both qualitative
semi-structured interviews with HR managers, andubsequent quantitative

survey of managerial and professional employeestaidhouseholds.

The next three chapters report the findings froengmpirical analysis conducted
in this PhD. Chapter 6 focuses on individual pectpes, using the LFS to
explore preferences for work-time and commutingaveburs. Chapter 7 then
moves from the individual to the household, iniyiakporting findings from the

LFS and Census SL-HSAR for the East Midlands regiubsequently findings
from the case study of Greater Nottingham — refigrto work-time, flexibility

and caring — are reported. Chapter 8 then condestran the commute and

daily mobility using all data sources, providingendered perspective.
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6

A Professional-Managerial Class? A study of
Work-time Preferences and Commuting in UK

Industry

6.1 Introduction

The purpose of this chapter is to explore the waykihours and commuting
behaviours of various occupation categories inlKeeconomy and to consider
the choices and roles of managers in this conféxs focuses on addressing the
second research question. In this chapter analgsgerformed on the LFS,
specifically the fourth quarter survey for 2008isTprovides national patterns of
working hours and commuting for highly skilled iadiuals in the UK. This
chapter also draws on the literature review, spetly on the discussion of
institutional and feminist perspectives, to expltre role of the firm in moulding
the preferences of management. The role which need@ve in endorsing long
hours cultures and presenteeism among workerss alkey concern. This
chapter critically investigates the frequent caiidla of managerial and
professional occupations, and the key distinctithvag this ignores, while also
exploring gendered distinctions between and witthese broad occupation
groups. Moreover, discussion is made of policy iogtions in the context of

work-time regulation.

Regulation of work-time in Britain has been in @agnce the nineteenth century
Factory Acts, as discussed in Chapter 3. Howewerecent years a number of
European governments (and the European Union) telken an increasingly
active role in regulating hours devoted to paidkv@ihis new interest in reduced
working hours is to be welcomed; however, it is aripnt to consider how
reductions in work-time are to be managed at thme &ir organisation level. UK
workers may “waive” their rights given the “volunya nature of theWorking
Time Regulation$2007). Therefore, acknowledging the fact that agens have

the power to interview, appoint and dismiss workérgs important to consider
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the role of managers in determining working hotirélanagers may play a
significant role in implementing organisation p@& on working hours. This
raises a very important question, namely: shoulchagars be relied upon to
impartially implement policies aimed at restrictitgpurs when the average
manager seems willing to work long-hours? In thiapter the hours worked by
managers and professionals are analysed, theréyimg what their attitudes

might be to extensive and intensive labour extoacti

Among managers and professionals the completidasids often results in long
hours (Kodz et al, 2003). Given the role of managerthe implementation of
work-time policy, the link between full-time worknd perceived commitment
associated with ‘time-devouring male employmentltumes (Sirianni and
Negrey, 2000, 72), is therefore of significant cenmc Commitment is often
equated with worker effort, be that extensive eensive labour input, or indeed
both. Opportunities for promotion may only be readl by those individuals who
are able to consistently show ‘commitment’ by watkiuninterrupted to this
full-time model throughout their careers (Hard2002, 8); hence assimilation
into a managerial culture of long hours may be ss&eg/ simply to ‘get on’, or to
avoid dismissal. The predication of this chaptaréfore is that managers can
generally be viewed as representing the compangrdsts, i.e. managers’
motivations are well-aligned with those of the argation because there are

significant “moulding effects”.

Returning to the discussion in Chapter 2, the cphoé moulding preferences
further reinforces the limitations of mainstreantiaaal-choice theory when
exploring worker behaviour, especially extensiveurso Recent work has
challenged the appropriateness of rational-choiodeats of hour determination
arguing instead that norms, habits and power ane rsignificant determinants

than rational deliberation (Philp et al, 2005). ¢tetlox approaches, specifically

% Work by Philp (2001) and Philp et al (2005) haguad that the power of respective classes is
important in generating outcomes in contemporanyflcd over the length of the working day.
The contribution of this chapter is in considerithg role of management and hierarchies in
determining working hours at the firm or organisatilevel, and how managerial and

professional occupations differ.
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institutional economics, acknowledge the effect mieference formation.

Institutions have significant moulding effects, andthe context of managerial
careers, these institutions take the form of tlygawisation. The moulding effects
of the organisation, and the career progressioctwbompliance entails, implies
both a motivational effect and a social processpoéference formation,

especially for managers (Hodgson, 1988). The peafms of managers might
therefore be systematically moulded. As Baran ameke2y indicate, “the

‘company man’ is dedicated to the advancementtbmpany” (1966, 48).

Recent changes in the labour market participat@desr of women have resulted
in the gradual feminisation of many employmentsluding managerial and
especially professional occupations. Therefore askedgment must be given to
gender when exploring occupation groups. This, ragaeéquires theoretical
perspectives to be drawn from heterodox sourceecesly feminist approaches.
As was argued in Chapter 2, mainstream theory asscthat offered by Becker
(1976) is largely ‘gender blind’. Moreover, the ganisation man’ has been
replaced by growing flexibility among both gendewsferred to by Castells as
the development of the ‘flexible woman’ (CasteR6€00, 12). But, the key role
of the manager in imposing work on others remaggsurdless of gender. Female
managers may require additional flexibility in orde ‘manage’ the combined
responsibilities of work and home (McDowell et 2005). The extent to which
female managers are assimilated into masculine gesiad cultures — mirroring
their male counterparts in hours and preferencas therefore of concern in this

chapter.

The main focus of this chapter is in returning e discussion in Chapter 1
which highlighted the conflicting categorisation meinagers and professionals.
The argument of this chapter is that while the amtiof a Professional-
Managerial Class is acknowledged (Ehrenreich anderihich, 1979;
Goldthorpe, 1995), it is nevertheless importantréoognise the diversity of
occupation groups within that class. There is adneedifferentiate between
‘scientists-professionals’ and ‘managers-administed (Esping-Anderson,

1993, 13), and to distinguish between the hieraathroutinising work of the
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bureaucrat, and the autonomy and creation of krdiyleassociated with

professional practice (Savage et al, 1992).

6.2 Work-time of Occupation Groups: Empirical Analysis

This section explores the distinctions between meanal and professional
occupation groups, as outlined above. Focus ishentwo occupation groups
‘managers and senior officials’, and ‘professiohdls addition, the relationship
between managerial duties and preferences for wgrkiours in the UK is
investigated. Hierarchies are important and theee sgnificant “moulding”

effects connected to the appointment and promotadn individuals to

management roles, which raises an important questiamely: can we rely on
managers to impartially implement policies aimedestricting hours when the

average manager seems willing to work long-hours?

Despite the introduction of the/orking Time Regulationf2007) it can be
argued that the UK labour market is still charasezt by the liberal flexibility
identified by Lipietz (1997). The voluntary natwé&the working hour “waiver”
makes the UK unique among much of Europe, incluttegcountries studied by
Bielenski et al (2002). Moreover, since this anialyonsiders different broad
occupation groups and breakdown by public/privatda at the national level, a
large sample is required to facilitate the analybwr these reasons the LFS is
used, as outlined in Chapter 5. This data provigeight into the working hours,
and preferences of managers and professionalsariicydar, also allowing to
disaggregate by gender. In addition initial anaysi commuting behaviours is
conducted using the LFS data, to explore whethesetlunder the greatest strain
in terms of working hours — managers and profesdgon— also undertake the
lengthiest commutes. This chapter therefore prev@eross-sectional national
context, offering a gendered perspective on tinecation among managers and
professionals at the level of the individual. Tlasused to inform more detailed

analysis at regional and local level in the subsagiempirical Chapters, 7 and 8.

This analysis considers the hours worked by fatletiemployees, using broadly
defined groups. As was discussed in Chapter 5,patmns are defined using the
SOC 2000. The cross-sectional analysis here estdata from the LFS which
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allows the working patterns of some 38,502 UK resiemts in full-time
employment to be considered. The analysis investsgaisual’ basic hours and
‘usual’ total hours (the latter including overtimap well as mapping patterns of

paid and unpaid overtime.

Working patterns among Managers and Professionals

The conflicting views over the conflation of maneggand professionals are an
important focus of this chapter. These employee® fieen seen as constituting
a class (Ehrenreich and Ehrenreich, 1979). Howehere are key differences
between managers and professionals, in partictier, role of managers in
organisational hierarchies. The role of the manageolves the imposition of
work on other employees. It is therefore importeEmexplore patterns of work

and attitudes of managers, in relation to work-time

Major Occupation Basic usual hours Total usual hours  Percentage n
group (no overtime) (incl. paid and working over 48
unpaid overtime)  hours
Public  Private  Public  Private Public  Private

Managers Male 38.9 43.5 42.9 47.7 15.7 40.2 5013
and Senior Female 37.6 39.7 41.3 43.6 10.2 225 2372
Officials Total 38.3 42.3 42.1 46.5 13.1 34.9 7385
Professional Male 39.6 40.8 44.6 44.2 28.5 23.3 3449
Occupations Female 37.8 38.9 44.3 425 30.2 17.5 2195
Total 38.6 40.4 44 .4 43.8 29.5 219 5644
Assoc. Male 39.6 40.7 42.8 43.2 16.1 21.1 3227
Professional Female 37.2 38.0 39.5 40.3 5.7 114 2631
and Tech. Total 38.3 39.6 41.0 42.1 10.5 17.3 5858
All other Male 37.9 41.7 40.4 44.1 7.6 22.2 12381
occupations Female 35.6 37.7 37.0 39.2 2.4 6.7 7234
Total 36.5 40.4 38.3 42.5 4.4 17.3 19615
Total UK 37.7 40.7 41.1 43.5 13.8 21.6 38502

Table 6.1: Mean full-time working hours by majoicapation group (LFS, 2008)

Evidence is presented in Table 6.1, which highigdiifferences in the hours
worked by these two broad occupation groups. Mearkivwg hours for full-time

managers and professionals in both the privatetlagublic sector are longer
than that for all other broad occupation groupsis ®imilarity aside, there are
also distinct differences between managers andegsainals. The view of
Ehrenreich and Ehrenreich (1979) — that the natdrerganisations matters,
whether business or non-profit agencies — seemietdorne out when the

working patterns of private and public sector empls are investigated.
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Focusing on total usual hours, full-time privatetee managers work the longest
hours of all our categories, averaging 46.5 hduf&his is largely a result of the
influence of males in these occupations who on ageerreport working 47.7
hours per week. The data suggests a genderedspitg managers, as well as a
split between occupations and sectors. Full-timefgssionals in the public
sector work long hours too, averaging 44.4 houighHevels of unpaid overtime

will be a key driver of long hours among full-timeblic sector professionals.

Looking more specifically at overtime, the analyisi€xpanded to examine both
paid and unpaid overtime (among those working aweft Here the earlier

indications of high levels of overtime in professa occupations are confirmed.
Unpaid overtime is high among those in manageraupations, but is most
pronounced in professional occupations (see Fif§ute The levels are high for
managers in the private sector (9.0 hours per wedkje the highest levels are
reported among public sector professionals (10.8rd)o Male private sector

managers, on average, report working 9.4 hoursygek in unpaid overtime,

while females in the same occupations report 8.0rdholnterestingly among

public sector professionals, where the highestl¢ewé unpaid overtime are

reported, males (10.5 hours) actually work feweurbmf unpaid overtime than
females (11.0 hours).

The reported levels of unpaid overtime suggeststhiee may be some disparity
between the hours allocated by employers for thmptetion of tasks, and the
hours required for professionals to complete thiasks; it can be speculated that
this would lead to such employees feeling “overveork(to the point where they

might desire fewer hours, even if it resulted ineekly or annual pay-cuff.

% F-tests confirm the significance of these findir{§sg. 0.000) for both basic and total usual
hours.

% paid overtime is especially prevalent in occupgtiovhich are hourly paid as opposed to
salaried, such as (the private sector) occupatisubigroups, ‘skilled trade occupations’ (who
average 7.4 hours of paid overtime), ‘process, tpdand machine operatives’ (8.4 hours), and

‘elementary occupations’ (8.7 hours).
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Figure 6.1: Mean usual paid and unpaid overtimerantbose working overtime (LFS, 2008)

The highest proportions of full-time individuals kkong over 48 hours a week
— the critical point in th&Vorking Time Regulation007) — are found among
private sector managers and public sector profealsoReturning to Table 6.1 it
can also be seen that the third highest grouperimg of the proportion working
in excess of 48 hours, are full-time private segmfessionals, with 23.2% of
them usually working in excess of 48 hours. Womgyn29.5% of full-time

public sector professionals and 34.9% of privatéasananagers usually work in
excess of 48 hours. Differences are found betwemmdeys in professional
occupations, although these are fairly small; 28.6%0male public sector

professionals reported working over 48 hours pegkiveompared with 30.2% of
females. This may indicate the greater commitmerié labour market made by
females undertaking a professional career (McDoetedll, 2006). Moreover, the
high proportions working over 48 hours may refléed nature of professional
occupations, requiring employees to regularly wabove contracted hours in
order to complete tasks (Kodz et al, 2003). Agairsignificant gendered split
may be noted among managerial workers. Of thosexgatd) in managerial

occupations in the private sector, 40.2% of made®nted working over 48 hours
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per week, while only 22.5% of females similarly erndke these excessive
hours. This may reflect ‘macho’ male working cudtsir(Sirianni and Negrey,
2000, 72; Kodz et al, 1998), or may indicate thBuence of the household
limiting the working commitment of females in thesecupations. This will be

returned to in Chapter 8.

These trends indicate (given the initial premideqttthere are quite severe
problems of overwork among these groups. Notewortby, is the fact that
private sector managers play a significant roléninng, promoting and firing
other private sector workers. These workers whokwong hours themselves
may also adversely influence the hours of otheugso including professional
occupations, associate professional and technarad, all other occupations.
There thus might be a ‘trickle-down’ affecting theurs of other occupation
groups. Given managers work long hours this may io&b question their

judgement in their influence over the hours of aihe

The roles of managers and professionals are distimbe nature and
requirements of these occupations are inherentlfferdnt. Managers
(bureaucrats) represent the organisation, whereagrofessional occupation is
associated with knowledge and autonomy. And categectories in these
occupations are therefore representative of theéferehces. In addition, as
discussed in Chapter 1, professional occupationsbreamore suitable to female
careers, as they offer greater opportunities fexiflility and autonomy (Evetts,
1994, 106). Distinctions between these occupatioougs are apparent in
patterns of work. However, it is possible to furthéentify differences in the

characteristics of these workers using the LFS.data

An initial exploratory analysis is conducted usihgo-Step cluster analysis (full
results in Appendix 8), which is used to informoglinear logit regression model
later in this section. As detailed in Chapter 5 T38tep cluster analysis is useful
as it automatically groups individuals into a numbé clusters based on their
characteristics. This is particularly helpful inteahpting to ascertain whether
there are key distinctions in trends of work betwe&ecupations groups and

genders. Interestingly the model clustered theviddals into two groups, with
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the majority of managers (cluster 2) clustered ssply to most professionals
(cluster 1). The initial stage of the analysis tlalieady suggests distinctions

between individuals in these two occupation groups.

Cluster (mean values)

1 2 Combined
Total usual hours in main job 435 46.2 454
No. dep. children under 19 0.7 0.8 0.8
Age 44.2 43.4 43.7
n 2215 4800 7015

Table 6.2: Two-Step cluster analysis continuousatdes (LFS, 2008)

Cluster (percentage)

1 2 Combined
Major Occupation Group
Managers and senior officials 29.3 72.9 59.1
Gender
Male 362 726 61.1
Married/Cohabiting 775 80.3 79.4
Prefer shorter hours, even if less pay 31.4 25.2 27.2
Public or Private sector (reported)
Private 15.9 99.9 73.4
Industry Sector
Agriculture and Fishing 2.6 97.4 100.0
Energy and Water 8.2 91.8 100.0
Manufacturing 15 98.5 100.0
Construction 7.1 92.9 100.0
Distribution, Hotels and Restaurants 0.7 99.3 100.0
Transport and Communications 6.0 94.0 100.0
Banking, Finance and Insurance 2.4 97.6 100.0
Public Admin. Education and Health 96.7 3.3 100.0
Other Services 23.3 76.7 100.0
n 2215 4800 7015

Table 6.3: Two-Step cluster analysis categoricabbdes (LFS, 2008)

A range of variables were entered into the modelutiing major occupation
group, total usual working hours, preferences fatuctions in hours (even if
requiring a reduction in pay), industry sector, lpprivate sector, and a number
of demographic variables including gender, age, tidremarried/co-habiting,
and number of dependent children. These reflectyroathe key issues explored
throughout this thesis, including occupational cnee, hours of work, and
preferences for work, as well as individual persaaracteristics. The results,
shown in Tables 6.2 and 6.3, detail the averageactexistics of the individuals

grouped into each cluster. This is broken down ed&ch component variable,
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highlighting further variations. Managers, in ckrsg, are more likely to be male
(72.6%). This highlights the relative feminisatioh professional occupations,
except in certain areas of management such as huvesanrces. Managers, in
this cluster, are characterised by almost entibelyng employed in the private
sector, and work longer average hours (mean hdud$.@ per week) than the
majority of professionals in cluster 1 (43.5 hou)is supports the evidence in
Table 6.1. Worryingly, fewer managers state prefees for reductions in hours,
if it were to require a commensurate reductionay;25.2% of managers stating
this preference in comparison with 31.4% of prafasals (those in cluster 1).
The analysis also suggests managers are slightlye nlikely to be
married/cohabiting (80.3%) and have a greater nurobalependent children,
although little variation is found in these chaeaistics, as well as in average
age. Industry sector variation suggests the mgjofiprofessionals to be located
in service industries including public administostj education and health as

would be expectet.

More in-depth analysis has been performed usiragi ftegression model. This
model explores the derived dichotomous dependeidhbla, “whether a manager
or professional”’, where manager = 1, profession@l Fhe independent variables
comprise work ), household H) and individual () characteristics of
respondents from the UK LFS 2008.

Occupatior= f (W, H, 1) [6.1]
Where,

W= f(H48’HSLP'IS) [6-2]

H=f(M,D.) [6.3]

| = £(G,A) [6.4]

In this model, work () variables include, whether respondents worked d&e
hours per weekHjyg), preferences for shorter hours, even if less(pkyp), and

37 Significance tests were conducted for all varigbldthin each cluster. All variables were

significant at the 95% level with a single exceptiowhether married/cohabiting for cluster 2.
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industry sector I§). Household characteristic$l) are a function of whether
married/cohabitingNl) and number of dependent childrddc), and individual
characteristics|) are a function of gende6 and age 4).*® The results of the
model are summarised in Table 8%4.

Std.
Parameter B Error 4 Sig.
Constant 0.399 0.201 1.988 0.047
Prefer shorter hours, even if less pay -0.215 0.067-3.227 0.001
Total usual hours over 48 hours 0.137 0.063 2.172 .03®
Male -0.354 0.071 -4.984 0.000
Age: Reference is 55+
16-24 -1.067 0.239 -4.461 0.000
25-34 -0.576 0.107 -5.363 0.000
35-44 0.075 0.137 0.547 0.584
45-54 0.131 0.110 1.182 0.237
Dependent children under 19 0.211 0.078 2.700 0.007
Married/Cohabiting 0.066 0.096 0.688 0.492
Private Sector 0.965 0.100 9.646 0.000
Industry Sector: Reference is Other Services
Agriculture and Fishing 1.239 0.632 1.961 0.050
Energy and Water -0.632 0.254 -2.489 0.013
Manufacturing -0.118 0.166 -0.708 0.479
Construction -0.078 0.182 -0.428 0.669
Distribution, Hotels and Restaurants 1.688 0.199 478. 0.000
Transport and Communications 0.434 0.202 2.144 20.03
Banking, Finance and Insurance -0.771 0.157 -4.910 0.000
Public Admin. Education and Health -1.258 0.164 661 0.000

Table 6.4: Logit regression: characteristics of aggers and professionals (LFS, 2008)

In contrast to the argument Gloldthorpe (1995, 319) significant differences are
found between managers and professionals whichotde reduced to one of
‘situs. Taking occupational group as the dependent tbaja significant
differences are found in the hours worked by thesspective groups. The
positive B (0.137) suggests that the odds of the respondengta manager are
increased where long hours are found. It is alsmdothat managers are less

willing than their professional counterparts todak pay cut to secure a shorter

% The choice of these variables was made in orderdwide a more nuanced understanding of
not only the differences in patterns of work betwesanagers and professionals, but also so that
key differences between genders, and particulasétmld characteristics could be drawn out.

% The values for Entropy (19.3%) and Concentratid®.§%) — the adjuste®’ equivalents —

reflect a reasonable explanatory power in the morttet log odds are reflected in the size of the
+/- B estimate value.
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work week reflected in the negative valueB{-0.215). The results suggest a
greater proportion of managers and senior officiatsking over 48 hours,
confirming the evidence presented in Table 6.1.€0ihe split between public
and private sector workers is taken into accoums, dpparent long hours of
managers in relation to those of professionals iesp evidently, important.
There are industry characteristics too. For exanpldisproportionate need for
managers in the distribution, hotel and restaumadtistry, is reflected in the
model as managers are found to be (relatively) riked/ to work in this sector.
This industry is characterised by low-pay, transiorking, and low skills. It
may also be that production methods necessitase dopervision rather than the
detection of malfeasance by other means (ShapidoSiglitz, 1984; Bowles,
1985). The household characteristics of manageralao interesting. They are
more likely to have larger numbers of dependentotm (0.211), and are more
likely to be married or cohabiting (0.066), althbughe latter variable is
statistically insignificant casting doubt over tieection of the relationship. This
confirms the findings of the cluster analysis. laynreflect the fact that
individuals might take on managerial roles becanfsa financial compunction,

as a consequence of their dependents.

Males are suggested to be more likely to be occuipiea professional capacity,
reflected in the negativB (-0.354). Such roles are prevalent in bankingarite

and insurance, as well as public administrationjcatdon and health. The
gendered split is a slightly problematic resultegivthat this differs from the
cluster analysis, and may indicate an inconsistenttythe model. The results, if
associate professional and technical occupatioms weluded, would possibly
differ, as there are a number of occupations whacld highly feminised,

including education (particularly in reference tonpary education) and nursing.

The model highlights that professionals display tireatest preferences for
reducing their hours, even when this reduces they Individuals undertaking
professional roles are more likely to state a pezfee for a reduction in pay in
order to ensure fewer hours of work than their rganal counterparts. This
provides strong evidence suggesting that the gngufmgether of managers and

professionals may oversimplify the characteristitthese disparate groups. This
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would seem to provide evidence for Esping-Andersdt993) hypothesis that
‘scientist-professionals’ and ‘managers-administisit comprise groups with
distinct characteristics. Moreover Ehrenreich arneBreich’s (1979) assertion
that the Professional-Managerial Class is minuplintered would seem to have
some basis when the working hours and charactsristf managers and

professionals in the public and private sectorcaresidered.

For ease of interpretation the parameter estinggasrated by the model along
with values of parentheses’\@ave been included in Appendix 9. This provides
both the parameter estimates included in Table l6ud,additionally provides
parentheses, which can be used to further intetheetdlata. The values in the
parentheses table confirm the results as discuabede, but also provide
additional detail for the model. The parenthesegysst that managers are more
than twice as likely to be employed in the privagetor, and over five times as
likely to work in the distribution, hotels and rastants industry, than their
professional counterparts, compounding the findings Table 6.4.

Prefer shorter hours

Major occupation group even if less pay (%) n
Public Private

Managers and Senior Officials 21.6 25.6 1421

Professional Occupations 34.1 27.7 799

Associate professional and technical 26.8 28.2 470

All other occupations 17.9 21.5 1384

Total UK 29.9 24.5 4074

Table 6.5: Preference for reduction in hours efdéass pay (LFS, 2008)

Having observed that private sector managers atuicpsector professionals
work long hours, this prompts the question of whketthese employees are
satisfied with their hours. Table 6.5 presents tbgponses when questioned
about shorter hours. This table focuses on thoBirfe workers who report
their total usual hours are in excess of 48 hoarsvgeek, who answered the
following question positively: Would you rather work shorter hours than at
present, even if it meant less pajt should be noted that this is a hypothetical
question and it may be more likely to solicit sgyamegative feelings around an
activity such as work. However, Schor, challengthg view, has argued the

opposite, i.e. people may understate their didaatisn with hours: ‘The fact
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that large numbers of people say they are contesiiidtheir working hours (or
job conditions) may reveal that they are tractahts, that their deeper desires
have been fulfilled’ (1993, 129). If Schor’'s notimaccepted, the true level of

dissatisfaction with hours may actually be undgmeréed here.

This evidence suggests some significant differetet&een groups of workers.
The level of dissatisfaction with working hours, @mg those working long hours
across all occupations is obvious. This is esplgcialevalent among those in
professional jobs, with over a third of public sectespondents, and 27.7% of
private sector respondents, stating a preferenastk fewer hours, even if they
receive less incom®.This evidence undermines the claim that the rightaive
rights under th&Vorking Time Regulation@007) is being effectively enforced.
In particular Table 6.5 indicates a significant godion of professionals are
unhappy with the hours they work. Such dissatigfacis perhaps exacerbated
because professionals are subject to significargldeof unpaid overtime (see
Figure 6.1). This may also be related to the natfré¢hese occupations, as
professionals are often paid for the completionasks, regardless of the length
of time this takes. In contrast, even though marsagey express a desire for
fewer hours they are less likely, in comparablé@sgcto accept a commensurate
reduction in earnings to bring this ab8titn the context of gendered divisions,
male private sector managers are less attracteldtéaning a reduction in hours,
as 24.9% report a willingness to take a reductiopay to achieve shorter hours.
Comparatively, 28.4% of women managers working ldmayrs stated they
would take a pay cut to achieve shorter hours. éatgr divide is found among

professionals in the public sector; 30.6% of mempgared with 36.1% of

% The differences between the responses of thereliffeoccupation groups in Table 6.5 are
confirmed as significant using a Chi-squared t&sg.(0.007 for private and Sig. 0.011 for
public). A Cramer’s V of 0.060 (private) and 0.1@blic) suggests a fairly good relationship
for the latter. Note this relationship was testedtte numbers of ‘yes’ and ‘no’ responses to the
question, Would you rather work shorter hours than at presewen if it meant less payThe
output shown in Table 6.5 is simplified to incluoldy percentages of ‘yes’ responses.

“! The LFS provides excellent data on various aspafcigorking patterns. However, the wages
and earnings responses are problematic and wieite tissues are highly pertinent the data is not

sufficiently robust to facilitate investigation leer
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women. This may highlight the presence of the ‘tuesouring male
employment’ cultures in managerial occupationsig8ii and Negrey, 2000,
72). Males, on average, may be ‘happier’ to workhie model than their female
counterparts. Alternatively, this may indicate th#uence of the compounding
effect of household responsibilities in constragnihe time available to females,
again a discussion returned to in Chapter 8. Tlag atso reflect the pressure for
males to perform the ‘bread-winner’ role, makingeduction in pay much less
attractive for them (McDowell et al, 2005).

The findings mirror those of Boheim and Taylor (20@13-4) as outlined in
Chapter 2. They estimated that 40 percent of enggi®ywould prefer to work
different hours than those they currently do. Gé#stly most employees would
prefer to work fewer hours. They suggest that wagkiours cannot be varied at
the discretion of the individual. Instead they aaeproduct of employer
preference, the level of local labour demand, imidigl demographics and
unobserved effects specific to the individual, vilhw@ary with time. Béheim and
Taylor's (2003) notion of employer preference cotildn be logically extended
to that of “manager preference” — Baran and Sweezgtganization man’
(1966, 4) — as agents of the principal. If thadassumed to be the case it can be
observed that managers themselves tend to worletdmgurs. The compulsion

from managers — tacit or otherwise — may be undeglyhis process.

The empirical analysis conducted in this chaptes highlighted the disparate
nature of managerial and professional occupati@mumgg (see Box 6.1 for a
summary of this). The results of this empiricallgsia direct our focus towards a
culture of long hours among private sector managads all professionals, but
especially those in the public sector. A numberthi#mes related to working
hours including the role of overtime have been tgped and investigated, and
consideration has been given to satisfaction withuré among different

occupational groups. Workers in professional octiapa, on average, report
some of the strongest preferences for reductionshaurs (even with

commensurate reductions in pay). The levels ofatisfaction among those
working the longest hours, summarised in Table f&st cast doubt over the

effectiveness of legislation enacted to prevenesgive working hours.
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The cause of long hours among managers and tHeiiramposing long hours

on others has been speculated and discussed irchthter. The long hours
worked by public sector professionals are sometiwhgh also warrants some
comment. Green (2001, 73) has suggested long haues increasingly

accompanied by greater levels of ‘discretionarjosfand ‘constrained’ effort in

the workplace. Green suggests that this was péatiguevident between 1992
and 1997 in the public sector, and may be a diwwencreased levels of work-
related stress among employees. The strong pregsdor reductions in hours
may therefore be a result of extended periods phaighovertime — reported as
particularly affecting women in professional occlipas (Harkness, 1999) —
and increased work intensity in public sector pssienal occupations.

Managers Professionals

Nature of Occupation
Role of supervisor, monitoring employeedilighly qualified, and increasingly specialist
enacting will of the employer.
‘Organization men’ aligned with policies an Traditionally high level of autonomy.
targets of their employer.
Self-selecting group: trained and groomeHowever, becoming increasingly
from within. bureaucratic.
Working Patterns

Longest total hours, especially among privatdighly dissatisfied with hours of work,

sector. especially in public sector.

Less dissatisfied with hours of work. Longest hours of unpaid overtime.

High car dependency. Longest commutes — perhaps resulting from
increased specialisation, and/or practice| of
managers.

Box 6.1: Managers and Professionals as Distincufation Groups

Finally, even though managers in the private sestank very long hours, their
preference for reductions in hours is not as gasamight have been expected.
This provides evidence that individuals choosingrndertake management roles
may be ‘organisation’ men or women, but also suggtst, at least in senior
managerial occupations, the ‘organisation man’ hais been replaced by the
‘flexible woman’ (Castells, 2000, 12). Long houre aiewed simply as part of
the job — an occupational norm — and are necessaoy,least because
managers are responsible for policing the actwité others. Because of the
requirement for managers to supervise, their refgliires presenteeism to ensure
the company or organisation interests are in safed®y Those undertaking
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management roles may well be self-selecting, bectéusy are attracted by the
governing nature of these occupations. While mamagé may be necessary in
economic organisation, the evidence presented ubmd FS seems to suggest
that many managers work long hours. This indicatest more stringent

regulation of working hours may be required if swrhployees are responsible

for the day-to-day operation of organisations.

6.3 Commuting Behaviours: Empirical Analysis

Extending the discussion of the distinctions in wWaking patterns of managers
and professionals outlined in this chapter, furtisparities are found in the time
allocation of these occupation groups, specificafligarding their commuting
behaviours. The length and complexity of the joyrteework increased during
the latter part of the twentieth century (Bannisted Gallent, 1998). Workers in
managerial and professional occupations tend toemimkke the longest
commutes, as reported in Chapter 4 (Pooley andblllir2005; Lindsay, 2003).
However, among these workers gendered disparitee$ikeely to exist. Females
are constrained by household responsibilities imgitheir movements. They are
more closely tied to the home (McDowell et al, 200Bhe commute may have
significant compounding effects in terms of timearsity for managers and
professionals, and again may be driven by the $abitd behaviours of

managers, who impose ever greater requirementkefability and mobility.

The analysis here focuses on the national corageiin using data from the 2008
fourth quarter LFS, but also with some referenc&a®5 figures. Initial analysis
of the data suggests a lengthening of the commuimgs between reference
points. Mean commuting time for full-time workerereased from 25.7 minutes
per journey in 1995, to 28.5 minutes in 2d6&his reflects substantial increases
in the time spent commuting during this time. Timsling contrasts with Pooley
and Turnbull's (1999, 281) figures for the lattaalfhof the twentieth century,
which largely reported changes driven by the moe#iod of transport to work.
This perhaps provides evidence of the additiveceffmngestion has had in

lengthening journey times since the beginning eftilienty first century. It may

“2 The difference between the two means is confiraeestatistically significant (Sig. 0.000).
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also reflect the more mobile and flexible traveltt@ans of contemporary

workers. This will be returned to in greater detaiChapters 7 and 8.

Returning to the focus of this chapter, key differes are found between broad
occupation groups, specifically managers and psitdeals. The reported mean
commuting times among broad occupation groups &engn Table 6.6 (again

focussing only on full-time workers). The data sesfg longer commutes among
the highly skilled occupations than for other waskel his is particularly the case
for all managers, and professionals in the privsdetor. Their commutes are
much longer than the national average, but perhape importantly around ten

minutes longer than for the majority of workersgved as all other occupations

in both the public (23.9 minutes) and private sec{@4.8 minutes).

Mean Usual Home to Work
Travel Time (minutes)

Major Occupation Group Public Private n
Managers and senior Male 38.6 33.8 3794
officials Female 31.2 28.1 1860
Total 35.1 32.1 5654
Professionals Male 32.3 36.1 2749
Female 27.2 32.3 1903
Total 295 35.2 4652
Associate Professional Male 314 36.3 2503
and Technical Female 26.4 315 2163
Total 28.7 34.4 4666
All other Occupations Male 26.0 26.0 9051
Female 22.6 22.7 5993
Total 23.9 24.8 15044
Total UK 27.8 28.7 30016

Table 6.6: Mean usual home to work travel time (ités) (LFS, 2008}

Examining managerial and professional occupationsnore detail, the data
shown in the table indicates some of the lengthiestmutes (in terms of time)
are found among private sector professionals. Theyort, on average,
undertaking journeys to and from their place of kvof 35.2 minutes. In contrast
managers report shorter commutes in the privateois€82.1 minutes). Public

sector managers report lengthy commutes (35.1 eshuNotably, public sector

“3 Note that only in London are considerably lengtisiemmutes found (47.5 minutes per journey
on average for all full-time workers), as are geegroportions of public transport use (52.6% of
full-time workers). Figures for the South East sirailar to those of the remaining regions of the
UK. With this noted only aggregated figures arevpded in this chapter to give a national

overview of commuting patterns.
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professionals report the shortest average commtitimgs of these four groups.
This is led by the shorter commutes of femaleshesé occupations (27.2
minutes). This suggests that requirements from gensafor flexibility among
workers, which defines contemporary working rouin€arnoy, 2000, 109),
may be a significant driving factor in the commuteported. In the private
sector, managers may be less able to appreciateetative impacts of their
requirements for workers to be increasingly flegitdnd mobile. Moreover,
public sector managers, who report shorter workkingrs and lower levels of
overtime, may be less likely to appreciate the tagglimpact of excessive hours
of work, alongside lengthy commutes. Further thigymmeflect the differing
labour markets for these occupations. Private sectmagers may remain more
dependent on organisational career ladders comptretheir professional
counterparts (Savage et al, 1992). In contrasepsibnals are characterised by a
more diffuse labour market. They possess increbsspgcialised skills resulting

in, on average, longer commutes and a greatergaits area (Lindsay, 2003).

A fairly consistent gendered split is found in@tcupation groups as females, on
average, report commutes of around 4-5 minutes kbss their male
counterparts. The greatest disparities are foundngnpublic sector managers
where males commute, on average, 38.6 minutes (@agf), while females
report commutes of 31.2 minutes. Public sector gesibnals, too, show
significant gendered variations, as outlined abdvsalysis of the 2001 Census
SL-HSAR reinforces this pattern, as 63% of femalenagers and 61.4% of
female professionals report commutes of no moren tAkm (per journey)
compared with only 50% of male managers and 51%nale professionaft.
This highlights consistently shorter commutes amdemales, even when
employed in highly skilled occupations. This isureied to in greater detail in
Chapter 8 with reference to the relative mobilifynoen and women and the

implications this may have for women'’s careers.

The method of transport used for the journey tokweialso of key importance in

this thesis, with current policy targeting redung8dn congestion with the aim of

“ These patterns are confirmed as statisticallyifibgmt (Sig. 0.000) using a Chi-Square Test.
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reducing car use (DfT, 2006; 2007; Pooley and Tultn2005, 226). Levels of
car dependency are highest among managers; 79.8%heixar for the journey
to work. Figures are high for professionals (75.4btit are only slightly higher
than the national average of 75.6% in 2008. Notstrbe made of the general
high car dependency among all workers, especialipagers. This suggests a
continuing trend in the dependency on the car lier commute, following the
findings of Pooley and Turnbull (1999, 287). It Heeen suggested that this will
continue to be the case with the growing numbedwdl career households as
both partners commute, often separately, to thksicep of work (Pooley and
Turnbull, 2000, 22). Schemes aiming to addressdegendency, such as the
workplace parking levy in Nottingham, are reflectadin the next chapter. This
represents a key issue for policy if effective wagsmanage congestion and
pollution are to be found, otherwise schemes targeteductions in car

dependency may simply complicate the journey takwor

The analysis of data from the LFS has revealed skayedistinctions in the
commuting patterns of managers and professiona¢ée (Box 6.1). For
professionals the lengthy commutes reported in €S may have a
compounding effect, along with the reported longisadetailed in section 6.2,
resulting in real time-scarcity. The dual impactaig hours and long commutes
could also further add to the pressure on redustianhours, where around a
third of both public and private sector professlemaport a willingness to accept
a reduction in pay to achieve reductions in wonketi Time represents a
premium resource for these individuals. Privatet@emanagers, who report
shorter commutes, may not appreciate the additifecteof the commute in
addition to the long hours they impose on their leiyges. In this context the
commute is a key factor in the time allocation ahiy skilled individuals and
households, and one that, along with hours of wadquires significant
exploration. Following the national level analysis this chapter, this is

subsequently explored from a regional and locadestive in Chapters 7 and 8.

6.4 Conclusion

This chapter has explored contemporary patterngook-time and organisation
in the UK. It has suggested that at the organisd#@wel hierarchies matter in
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determining working hours, and focus has been givethe hours of managers.
Managers have often been grouped with professiosath that some have
described them as constituting a class (Ehrenr@ictd Ehrenreich, 1979;

Goldthorpe, 1995). While this may be true it canaogued that in certain key
respects professional and managerial occupatiomsdistinct and need to be
treated separately when looking at the issue ofkiwgr hours. There are

quantitative and qualitative differences in thespective roles. There may be
similarities: managerial practice has become irgingdy bureaucratic and

professional occupations have seen reductionstonamy and a move toward
bureaucracy. However, managers are required tosmpmrk on others and this
suggests they are on one side of a hierarchicahrdinrelationship in which

they represent the company or organisation.

Reflecting on the commute the LFS data providesniral overview of the
journey to work, and suggests managers and professi experience the longest
commutes of all broad occupation groups. Car deparydis also higher among
those employed in these occupations, especiallyages. Interestingly the
longest of all commutes are found among privatécsqurofessionals, who are
likely to experience lengthy hours of work and udpavertime (Figure 6.1).
Private sector managers report shorter commutess Ty reflect that
managerial and professional labour markets aréndisin nature. Managers in
some industries find their skills transferable, andy experience fewer moves
between employers as they are moulded into thde wehile moving up
organisational career ladders (Savage et al, 199Brnatively the lengthier
commutes among professionals may provide some mséddor the trend
observed where the commute is an alternative tmg@eent residential migration
(Green, 1995; Hardill et al, 2006, 180), often vehpartners turn to nodal living
as a compromise between their respective placegodt (Doyle and Nathan,
2001, 11; Green, 1997). The commutes and mobifith@se respective workers
will be explored in greater detail in subsequerdpthars, especially Chapter 8.

Here specific reference will be made to the cageysof Greater Nottingham.

It is clear from the patterns of work-time and coatimg found in the LFS, that

managers and professionals show not only distiattems in terms of hours of
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work, and in the nature of their occupations, bsib aistinct patterns in terms of
travel to work, perhaps driven by managerial pcactManagers report shorter
commutes in the private sector, but increasingbuire greater flexibility and
mobility from their workers. The commute may theref have a significant
compounding effect on time-use when the long hoofsmanagers and
professionals are considered. A number of gendeagidtions have also been
revealed which draw out further distinctions betweedividuals employed in
highly skilled occupations. Perhaps most notabéetlae extensive hours of male
managers in the private sector, and the shortermuges found among females.
This may well reflect the impact of the househatdtieeir mobility levels. These

factors will be returned to in greater detail ilbsequent chapters.

The principal focus of this chapter was on workitegirs and the hours worked
by managers and professionals. The empirical eemlehighlights some
interesting and highly significant differences beén categories of workers (see
Box 6.1). Evidence of long hours in the UK has b&mmd, and it would seem
that even though UK workers cannot be regularlyireg to work in excess of
48 hours, many so do against their wishes. Theablaanagers in this process
has been speculated upon in this chapter. A sagmfiminority of private sector
managers work hours which are particularly longads been shown using the
empirical analysis that these managers are, oraggenot as dissatisfied with
their work-time as are their professional countegpm their respective sectors.
This may reflect the fact that managers are in seem®se “wedded” to the
company or organisation, and their policies. Wagkean voluntarily ‘waive’
their rights under the current UK work-time legtgla. However it is managers
— who seem to be more tolerant of long hours thérase— who have power
over employees and their working conditions. Inwief the high levels of
dissatisfaction among those working long hourssaems that the voluntary
nature of working time regulation may need to bésited by policymakers if

their intent is to make serious inroads into wonket excesses.
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v

All Work and No Play: Work-Time, Care and
Flexibility in the East Midlands and Nottingham

7.1 Introduction
The national analysis conducted in Chapter 6 redeaktensive hours of work

among many managers and professionals, and thdigi@yctions between these
occupations in the context of working patterns,fgnences for reductions in
hours, and their respective roles. This chapter considers in greater detail
elements of time allocation. It critically explordke challenges faced by
households, reflecting on both human resource atigpolicies pertaining to
working practices and the journey to work. Thesdude theWorking Time
Regulations work-life balance (BERR, 2008), and car parkingliqy,
specifically the proposed workplace parking levyNnttingham. The analysis
moves from the individual to the household, andnfroational to regional and
local context, focusing on the second and thiréaesh questions.

The household forms an important unit for analysspecially for those
combining dual careers, who must manage two woheduwles alongside the
demands of the home (McDowell et al, 2005). As uised in Chapter 2,
mainstream economic theory, including that of BecK&976), fails to

acknowledge the constraining effects of norms aalbith in determining time
allocation, and is ‘gender blind’. Hakim’s (200Qtension of the rational choice
approach considers males as displaying strong rerefes for paid work. In
contrast, Hakim suggests women are heterogeneasglaying a range of
preferences for work and family life. According akim mainstream labour
market theory is deficient as it is grounded solatymale behaviour. However,
Hakim maintains that most women have relativelyamstrained choices. This
represents a major failing of Hakim’s work. For ewde, institutional and

radical perspectives consider how preferences @araed and that time under

conditions of ‘choice’ is likely to be constrainby institutions and social culture

162



D L Wheatley

(Philp et al, 2005). Feminist theory also accouiats the role of constraint
(Folbre, 1994; Nelson, 1995; Bell, 1974). It ackhedges the influence of
gendered norms, and locates its analysis withinctir@ext of the household
(McDowell et al, 2005; Fagan, 2001). A heterodoxprapch, combining
institutional and feminist theory, is therefore dise this thesis as the theoretical
framework for explaining complex patterns of timdoeation among dual

careers households.

Given this theoretical framework, which was develbpin Chapter 2, this

chapter investigates empirically contemporary tiadéocation and explores

themes of work, flexible working, and the impactaafring. The focus of this

chapter is on men and women in dual career houdghelhere dual work

schedules are combined with household respongkilitTime allocation for

these households is increasingly complex. In palgic in recent decades, there
has been a blurring of the household-workplacefete. Furthermore, the new
working environment is characterised by instahilignd requires increasing
flexibility on the part of the employee, especiaiynong those in highly skilled

occupations (Carnoy, 2000, 109).

Initially, in Section 7.2, the 2001 Cens8&-HSAR, and the 1995 and 2008
fourth quarterLFS are used to analyse themes of work-time, caring, the
journey to work in regional (NUTS 1) contéXtThis is conducted at the level of
the individual, providing a foundation for the renmder of this chapter, and the
subsequent analysis in Chapter 8. Thereafter ttwesfof this chapter moves to
the household. Section 7.3 details the findingshef small-scale case study of
organisations and employees within Nottingham (NUB)Swith comparison to
the previous study in the City (Hardill et al, 19%ardill and Watson, 2004).
This chapter is therefore significant, not onlychess-section, but also because it
considers the experience of managers and profedsionthe East Midlands at

two chronological reference points.

“5 Both first and fourth quarter LFS data are usethay each include variables relevant to the
analysis. The first quarter data-set contains datdnome-working. The fourth quarter data-set

provides data on the commute.
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7.2 The East Midlands
This section provides the context for the caseystidiual career households in

Nottingham. Data is extracted from the LFS and @srSL-HSAR, exploring
elements of time allocation in the East Midlandgioe. Examining the data for
this region from the 2008 LFS, long working hours avident among managers
and professionals in the East Midlands region (tasaial hours are recorded as
45.9 and 44.1 hours) and, further, are comparalite those reported nationally
(45.9 and 44.0 hours respectively). Perhaps oftgresagnificance, though, are
the high proportions of individuals working over 4®urs per week. This
suggests enduring long hours cultures in the re¢fa@uz et al, 1998; Sirianni
and Negrey, 2000). And, significant proportionsboth managers (31.0%) and
professionals (27.7%) in the East Midlands repantking these long hours.

Long hours of unpaid overtime are worked by botkt@ms of managerial
workers and, especially, by public sector profesai® in the East Midlands.
These working patterns may be fuelling dissatigdactwith working hours.
Importantly, over a third of private sector professls report a willingness to
accept a reduction in pay to obtain a reductioth@ir working hours (33.7%).
High levels are also found among public sector ggsionals (28.8%). The
smaller proportions of private sector managers nemp preferences for
reductions in hours alongside reductions in pay6@4 may be the result of
moulding effects, specifically the influence of ias#ation into a culture of long
hours as representatives of the organisation. Motakey difference is found in
the East Midlands as public sector managerseport substantial preferences for
reductions in hours (35.3%). This is an importantihg and one that suggests
that within the East Midlands region managers aphblic sector may be more

understanding of the potentially negative impact®ng hours.

Many households, including dual career householdsie to manage the
additional complexities of unpaid care, one of tkey tasks of social
reproduction. Data from the Census SL-HSAR for 28Ba&ws that in England

and Wales around 15% of women are care providerapared with 10.9% of
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men?® Of those individuals who provide care, 28.6% pubier 20 hours per
week, although it should be noted that these nusnlze lower among
managerial and professional workers. Among managexnd professional
workers female managers are the group most likeelyrovide over 20 hours of
care (25.9% of this group for England and Wales)s Bdds further robustness
to the suggestion that female work-time prefereravesmore directly affected
by household constraints than their male countesg&agan, 2001; McDowell
et al, 2005). This also reflects the impact thatdgeed roles may have on the
daily routines of females within dual career howdés, something that will be
returned to in Chapter 8. This is an additionaloswn as this unpaid care does
not explicitly refer to the care of children by pats (unless they suffer from a
long term illness or are disabled). So, for mangepts caring for children may

be excluded from their reported hours spent caring.

A further constraint on time is caused by the cotanllean commuting times
among workers in the East Midlands (on average @8nltes) are shorter than
those reported nationally, but are representativéhe UK when London is
excluded (see Chapter 6). Lengthy commutes aredfanmong certain groups in
the East Midlands. This is especially the casepfofessionals (who face daily
commutes of 28.9 minutes per journé&y)Norkers in the East Midlands are
reliant on personal motor transport, and in paldicihe car (82.1% of all
respondents reported using their car as the mathadeof transport to work).
The LFS suggests these methods of transport actmu®®?.8% and 84.2% of all

journeys to work for managers and professionalgeesrely, and are above the

“8 Note that figures for caring are given for Englamil Wales as the Census SL-HSAR does not
allow analysis at the regional level. Respondentdsiged answers to the question ‘Do you look
after, or give any help or support to family menshdriends, neighbours or others because of
long-term physical or mental ill-health or disatyili or problems related to old age?’. This
question refers to the provision of unpaid carelefines a person as a provider of unpaid care if
they give help or support to family, friends, ndighrs or others because of long term ill health
or disability, or problems related to old age. Ntitat there is no specific reference to whether
this care is provided within the household or algsihe household, and the question does not
explicitly refer to the provision of care for chih — other than if long term ill or disabled.

" The variations between public and private sedimrsnanagerial and professional occupation

groups are statistically significant.
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respective national averages for these groups ¥%7%8d 75.4%) in 2008.
However, it should be noted that the national ayesaare influenced by London
where use of public transport is much greater, @schin Chapter 6. Regions
other than London show similar trends of car depany to the East Midlands.
When the reported lengthy commutes are considdmtyside long hours of
work, and additional responsibilities within thenm®, this suggests extensive
time constraints among dual career households.eThiedings will be used to
inform the analysis of the data from the case stfdgreater Nottingham in the

following section.

7.3 The Case of Nottingham
Building on the regional analysis for the East Miuls, this section focuses on

the findings from the case study of Greater Nottang. Reference is also made
to the earlier study to allow changes to be mappstveen 1994/5 and 2006.
Initially this section explores work-time among magers and professionals in
dual career households, before engaging with wifek-balance policies,
including flexible working and home-working. Hettgetimpacts, successes and
failures of current human resource and public yddie reviewed, using the case
of Greater Nottingham. The section subsequentlyodhices caring as an
element of time allocation, and reports on how,tlEsd flexible working,

conflict with current policy agendas and patterhsavel to work?®

Work-time of managers and professionals in Grehlgtingham

Examination of full-time working hours in 2006 inr&ater Nottingham
demonstrates that long hours remain a concern &magers and professionals in
dual career households (Table 721}his is especially the case for public (46.3

hours) and private (44.3 hours) sector professgraaid private sector managers

“8 Note that the quotations provided in this chajpted in Chapter 8, draw on statements from
HRMs made in the interviews, and also from indiabcareerists completing the open questions
on the questionnaire.

49 F-tests confirm the significance of the patterrstween occupation groups with 90%
confidence for basic usual hours (Sig. of 0.082y 89% for total usual hours (Sig. of 0.000).
Variations between total usual hours for public gni/ate sector managers are statistically
significant. Variation between professionals in thablic and private sector is found to be

insignificant, suggesting little difference in théburs.
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(42.9 hours). Examining variations by gender, bathle and female workers
report long hours. These are reported as 40.5 @ridhburs for male managers
and professionals respectively, and 41.1 and 4&utshfor female managers and
professionals. Significant numbers of both male &male workers in these
occupations, especially in the professions, alpontenvorking hours in excess of
the 48 hour week threshold identified by terking Time Regulation&007).
This is especially significant because these reguis have been in place in the
UK for approximately a decade, and the work-lifdabae campaign has run
since 2000 (BERR, 2008a).

Major Occupation group Total usual hours  Percentage
working over 48
hours
Public  Private  Public  Private n
Managers and Senior Male 38.8 42.0 0.0 7.1 26
Officials Female 38.9 43.8 5.9 14.3 31
Total 38.9 42.9 3.4 10.7 57
Professional Occupations Male 46.6 45.9 42.9 40.0 26
Female 45.9 41.5 42.9 0.0 17
Total 46.3 44.3 42.9 25.0 43
Assoc. Professional and Male 43.5 36.0 50.0 0.0 5
Tech. Female 38.2 - 0.0 - 6
Total 39.5 36.0 12.5 0.0 11
All other occupations Male 38.5 39.0 0.0 0.0 4
Female 37.0 40.8 0.0 0.0 3
Total 38.0 39.9 0.0 0.0 7
Total Greater Nottingham 42.4 42.4 22.7 11.6 118

Table 7.1: Working hours among occupation groupstt{Ngham, 2006)

However, some improvement is recorded. Mappingdtita at the two reference
points, using the two Nottingham studies, suggestiuctions in full-time

working hours in Greater Nottingham during the mhestade. This is particularly
marked among managers, whose mean hours decreased3.0 hours in 1994-
5 to 40.8 hours in 2006. Worryingly, though, siggaht differences are not
found among professional workefs.This is further highlighted by the
percentage of employees working over 48 hours g&kywvhich has reduced in
managerial occupations, but has actually incre&eed 37.9% to 39.5% among

professionals. This puts further pressure on thee tof these individuals. In

®0 The differences in total hours between 1994/5 af62are statistically significant for
managers (Sig. 0.000), but insignificant for prefesals (Sig. 0.633). The variation in total hours

for the whole sample of full-time workers is sttially significant (Sig. 0.004).
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addition, any reductions in hours are likely to éaveen conditional upon
increased productivity with associated peaks ofkitormeet deadlines (Green,
2001; Doyle and Reeves, 2001, 30). Long hours’'uced, it seems, endure
within Greater Nottingham, particularly among grewgs highly skilled workers,

notably professionals. This finding is consistenthwthe working conditions

reported in the interviews with HRMs, conducted 2606. Employees may
experience long hours as a result of hours beingted with commitment in the
eyes of senior managers (White et al, 2003), areigxplicitly referred to on a

number of occasions throughout the 2006 studyekample:

“I've spoken to people and they've said that they'tleave until their boss has gone and that
everyone has to stay until goodness knows what, thae it does tend to be pockets of it, in
certain departments rather than across the whalgafiésation].” (HRM, Female, aged 28,

Solicitors)

Enforced long hours, such as those reported irfcds Midlands using the LFS
data, and in the Greater Nottingham case studies,dissatisfaction. The LFS
shows that preferences for reductions in hours ofkware most prominent
among private sector (58.3%) and public sector3%3.managers. Consistent
with the LFS findings, workers in Nottingham repsignificant preferences for
reductions in hours (Table 7.2). In 2006 these weeatest among managers and
professionals in the private sector (75% in boteesi Interestingly, though,
dissatisfaction is high among all managerial anofgasional workers, possibly
reflecting the heavy and increasing workloads @&séhgroups (Green, 2001).
These workers, while contracted for less than 4@rdyanust meet deadlines and
attend meetings. This mismatch between the prefesenf the employee and
their lived working routines highlights the powemgoyers have over their
workers in determining their work-time. These aitid¢ additionally reduce the
effectiveness of flexible working arrangementsthesfollowing HRMs reported:

“[Long hours] happen. More senior grades are ... mbeavily loaded and have more
responsibilities and tighter deadlines, it's théuna of the job.” (HRM, Female, aged 40, Central

Government)

“Our contractual default working week is 37 houasd | have to say the vast majority of

managers and professional people do far more ti@ndnd at a certain level it's an expectation
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that you do that without pay ... you get paid fort®rs; how you deliver that and anything else
you need to get the job done is up to you, and yeamager.” (HRM, Female, aged 47, County
Authority)

More significant to this analysis are the high mdns of workers who state a
willingness to take a reduction in income to achieshorter hours. At the
regional level, using the LFS, professionals, esflgcthose employed in the
private sector (33.7%), report the greatest wiliegs to accept a reduction in
pay to obtain a reduction in their working houramiarly, a significant
proportion of workers in Greater Nottingham consia@éoss of income a worthy
trade-off if it were to result in shorter hours Bl&a 7.2). Such dissatisfaction
with work-time is a key indicator of the inadequaafy mainstream theory in
explaining time-use, as it highlights a significaségree of disequilibrium.
Interestingly, too, the willingness to work lessihb®even with less pay is greater
among professionals than managers. Table 7.2 spovege sector professionals
are more willing to reduce hours and pay than peivsector managers. The
smaller proportions of managers indicating prefeesnfor reductions in hours
may be the result of the influence of their orgatian, assimilating them into a
culture of long hours as ‘company men/women’ (Wlegaét al, 2008). Among
public sector employees this is manifest, too, vgtiblic sector professionals
being more willing to take a pay-cut to secure psdu hours than their

managerial colleagues.

Major Occupation Prefer Shorter Prefer shorter hours  Percentage who

Group Hours even if less pay? enjoy job
Private  Public Private Public 1994/5 2006

Managers and Senior 75.0 69.0 25.0 19.0 87.0 91.2

Officials

Professionals 75.0 68.6 42.9 23.1 93.3 86.0

Associate Professional 33.3 37.5 0.0 25.0 90.7 72.7

and Technical

Total Greater 67.4 64.0 27.8 20.8 91.2 87.3

Nottingham

Table 7.2: Preference for shorter hours and josfaation (Nottingham, 2006)

Comparing the satisfaction or otherwise of manafjemd professional workers
in Nottingham at the two reference points suggesteasing dissatisfaction with

hours among these broad occupation groups. Presdor reductions in hours
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have increased starkly between the two referendedse even though hours are
likely to be shorter in 2006 for all workers. Prefieces increased from 57.4% to
71.9% among managers, while they increased from%8o 69.8% among
professionals during this period. Notably, female€ferences for reductions in
hours are greater than males. Female manager®8%28and professionals’
(21.1%) preferences for reductions in hours, ifi@edd through a reduction in
pay, are significantly higher than those of thealencounterparts (10% and 15%
respectively). This likely reflects females’ graamonstraint, something that
some HR managers suggest may make them betterpeguio monitor and

enforce working practices of others:

“Getting women into [managerial roles] helps, bessaii think women are less hung up on the
macho image. They say, ‘no I've got other thingd Em gonna go home.” (HRM, Female, aged

43, Government Department)

To provide a greater understanding of the poterdiralers of this apparent
dissatisfaction with hours of work, preferencesréuctions in hours reported in
the 2006 study can be further examined using asticgregression model. The
model explores the dichotomous variable, “prefert@r hours than at present”,
where yes = 1, no = 0. The independent variablesidie work {V), commuting
(C), household ) and individual () characteristics of respondents from the

2006 Nottingham sample.

Hs = f(W,C,H) [7.1]
Where,

W = f(H,,,O,Y) [7.2]

c=1(c) [7.3]

H=1f(C,) [7.4]

| = £(G,A) [7.5]

Work (W), in this model, is a function of total usual h®ufw), major
occupation group@), and gross annual incom&)( The commute @) is a
function of commuting timeQr). Household characteristicH) are a function of

whether respondent provides ca@p)( and individual characteristics are a
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function of gender@) and age A).>* The results are summarised in Table 7.3

(full results in Appendix 105

Parameter Estimates B Exp(B) S.E. Wald p-value
Constant -4.700 0.009 2.208 4.530 0.033
Total Usual Hours 0.092 1.096 0.039 5.494 0.019
Usual Home to Work Travel Time 0.011 1.011 0.010 192. 0.275
Provides Care 0.699 2.011 0.557 1.575 0.209
Female 1.138 3.121 0476 5.722 0.017
Age: Reference is 55+
16-24 -0.358 0.699 1.256 0.081 0.776
25-34 -0.399 0.671 0.883 0.204 0.652
35-44 -0.132 0.876 0.818 0.026 0.872
45-54 -0.575 0.563 0.772 0.555 0.456
Major Occupation Group: Reference is Managers agniar officials
Professionals 0.066 1.068 0.595 0.012 0.911
Associate Professional and Tech. -1.461 0.232 0.904.632 0.105
All Other Occupations -2.015 0.133 1.219 2.733 8.09
Private Sector -0.116 0.891 0.553 0.044 0.834
Gross Annual Income: Reference is £40,000+
£0-19,999 0.846 2.331 0971 0.759 0.384
£20,000-39,999 1.509 4523 0735 4.212 0.040

Table 7.3: Logistic regression: preferences fouotidns in hours (Nottingham, 2006)

The results suggest long hours are one importaverdof preferences for shorter
hours, as expected. This is reflected in the pasRi(0.092) which suggests the
odds of reporting preferences for shorter hoursimreeased with increases in
hours of work. In addition, workers experiencingder commutes (0.011), and
those who provide care (0.699), are more likelgtate preferences for shorter
hours, although these results are statisticallygmficant. Women are more

likely than men to report preferences for reductiam hours, confirming the

findings reported earlierB( of 1.138). This probably reflects the continuing
influence of gendered roles in burdening them wité majority of household

tasks (McDowell et al, 2005). Women are left ungexater strain as not only

their home, but also their (paid) employment, reggiiextensive time inputs.

*! This model uses many of the variables includethénlogit model in Chapter 6, but with the
addition of a number of key variables which measunek-related time use including commuting
time and whether respondent provides care.

2 The model is confirmed as statistically signifitg8ig. 0.003), withR® equivalents of 24.2
(Cox and SnelR?) and 33.0 (Nagelkerk&’) reflecting a reasonable degree of explanatorygrow
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They perform a ‘double-shift’ (Jones, 2003); paiadaunpaid work for an
employer and unpaid work in the home (Bell, 19721)6 Exploring occupation
groups, both managers and professionals are likkelstate a preference for a
reduction in hours relative to other occupationug Those with higher
earnings are less likely to state preferencesdductions in hours, suggesting
adequate remuneration may, for some, curb disaatish with working
conditions. The model confirms that lengthy workingours create
dissatisfaction. Within dual-career households wonaee likely to be most
affected, as they attempt to manage the increasibyirred home-work

interface.

Returning to Table 7.2, in contrast to prefererfoesours, the percentages that
enjoy their job remain high for both managers amdfgssionals (91.2% and
86% respectively). Respondents who reported engotheir jobs focused on a
number of consistent factors which included flehtpi autonomy, social

interaction, feeling their roles were rewardingd anaking a difference. Those
who reported dissatisfaction with their jobs in&ddin their reasons poor
management, long hours, lengthy and stressful cdesngpoor morale, heavy

workloads, and pressure from senior managementnpbes include:

“Currently the hours are too long because | am takig almost two roles. This makes the job

difficult.” (Professional Survey Respondent, Femalged 49, Higher Education)

“Pressure from above about hitting (impossibleyéts that are beyond our control.” (Managerial

Survey Respondent, Male, aged 37, Other Employer)

The factors considered to make a job enjoyableligighthe positive impact of
flexible working, and the importance of social netitss and work identity (see
Sparrowet al, 2001). It should be noted that levels of job sfatition have
decreased for professionals (see Table 7.2). Tdabken led by the intrusion of
management, reducing autonomy, as well as long imgrkours and long
commutes. The latter are likely the result of theréasing specialisation in the
professions(Lindsay, 2003, 141)Interestingly, even though females report
greater preferences for reductions in hour of wadhley report enjoying their

jobs more than males. This gives further cognisdadie restrictive nature of
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the household, as it may be viewed as stress inguuiaking the workplace a
more attractive proposition (MacDonald et al, 20@3¢xible working may offer

one solution for females who must manage both wadeand home.

Flexible Working and Work within the Home

This section focuses on the use of flexible workiagangements, at the
workplace and also within the home. This sectioysgaarticular attention to the
discussion of the potential household implicatiaofs increasingly complex
patterns of work, for which academic and policgr#ture is drawn on to aid in
the explanation of the empirical findings. The fld& working arrangements and
transport policies at the organisations in Nottenghare summarised in Table
7.4. This table gives an overview of the types lekible working available
(including flexi-time and home-working), and tharsport policies in place, at

each organisation at the time the case study wasucted.

One of the key findings shown in Table 7.4 is tinastbn between public and
private sector workplace policy. This is particblaevident in reference to
formalised home-based teleworking schemes, anermst of transport issues
and car parking. While most public sector orgaiosest offer employees
formalised flexi-time, home-working and other sclesmin many private sector
organisations these are not found. In some casssntay simply reflect the
nature of the business — customer-facing environsnda not offer significant
home-working opportunities — however this could leef that some
organisations within the private sector are ‘laggipehind’. Formalised car
parking policy was also less common in private @eorganisations, although
some public sector organisations did not offer fmmgnal schemes either e.g. the
higher education institution. The car parking pekcat the organisations in
Nottingham are returned to later in this chaptdrilevthis section now focuses

on the discussion of flexible working arrangements.

173



Working 9 to 5? Complex patterns of Time Allocatemmong Managers and Professionals in
Dual Career Households

D

Organisation | Flexible Working Flexi-time Telework/ Car parking
Arrangements Homework policy

City Flexi-time, Compressed Flexi-time w/ | Piloting Car sharing.

Government | hours, Reduced hours, Job core hours. schemes. Provision for
Share, Part-time, Reduces Cyclists.
Maternity/Paternity Leave. property needed

Government | Formal work-life balance | Flexi-time w/ | Policy in place. | No formal

Department policy, Flexi-time, Part- core hours Dealt with case- | schemes.
time, Job Share, Term-timg Unavailable by-case.

Teleworking, Distance for senior
Working, managers
Maternity/Paternity Leave.

Higher Flexible hours, Part-time, | No formal New Policy in No formal

Education Teleworking, flexi-time action. schemes.

Institution Maternity/Paternity leave. | scheme. Usually work

Autonomy at | odd days at
senior grades.| home.

County Flexi-time, Part-time, Job | Flexi-time w/ | Draft Policy, Lack of car

Authority Share, Teleworking, Caree| core hours. currently case- | parking. Policy
break, Parental Leave, by-case. targeting
Maternity/Paternity Leave. restrictions. Car

sharing scheme.
Provision for
Cyclists.

Central Flexi-time, Part-time, Flexi-time w/ | Local Policy. Lottery scheme.

Government | Teleworking, Maternity no core hours.,| Ad hoc basis. Car sharing
Leave, Parental Leave, Most work odd | increases chance
Special Leave. days at home. | of gaining space

in lottery.

Optical Part-time, Teleworking, No formal Ad hoc basis for| No formal

Retailer Maternity/Paternity Leave. | flexi-time senior managerg policies.

scheme.

Manufacturer | Flexi-time, Job Share, Flexi-time Policy in place. | Car sharing
Term-time, Annualised available to scheme
hours, Maternity/Paternity | employees. Subsidised bus
Leave, Parental Leave. service, provision

for Cyclists.

Solicitors No formal work-life No flexi-time | No formal Free parking for
balance policies, Part-time,| schemes. policy. professional and
Term-time, Maternity Ad hoc basis, senior support
Leave. most work odd | staff.

days at home.

Telecoms Part-time, Term-time, No flexi-time | No home- No parking onsite
Reduced hours, schemes. working unless long
Maternity/Paternity Leave. schemes. distance or work

at night.
Senior managers
have access.

Voluntary and | Flexi-time, Part-time, Flexi-time w/ | Policy in place. | Car sharing

Community Reduced hours, Job share, core hours. Dealt with case-| Provision for

Sector Term-time, Teleworking, by-case. cyclists —

Maternity/Paternity Leave.

showers etc.

Table 7.4: Organisation policy on flexible workiagd transport (Nottingham, 2006)
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Combined with the movement of work into new arerls,contemporary issue
of the time-squeeze (Brown and Booth, 2002; Sch®®3; Southerton, 2003) is
resulting in greater demands from employees fotlfle working arrangements.
These schemes provide employers with the oppoytuaitextend office hours
beyond the 9 to 5, into 24/7 working routines. lottNigham a number of
organisations, including central government, of&tended opening hours. In
this case the office is open from 7am until 7pmisTiheasure increases contact
time with customers, while also allowing employgesater flexibility.

As Table 7.4 suggests public sector organisationsows greater
acknowledgement, in terms of formal policy, of tirewing need for flexibility
in work. Public sector organisations generally hdah formal flexi-time
available to employees, although not always foriemanagers, and allow

home-working, at least on odd days each week.

Significantly, 60.4% of the respondents in the cstsely report working flexible
hours. Females, often tasked with the majority ofidehold responsibilities,
report the greatest use of flexible working arrangets. In the 2006 sample in
Nottingham, 68.6% of females report flexible woikim contrast to just 51.6%
of males®® For many workers this flexibility comes in the foiof flexi-time, in
the public sector at least. However, it also inemidompressed hours and term-
time working for others (see Table 7.4). These reyeanents are particularly

suitable for females who are managing dual respditigs of work and home.

Flexi-time aims to empower the employee as they danide when they
undertake their specific hours of work, though ¢hare usually a number of
mandatory core hours (although not in all cases)generally benefits the
employee, although may not always:

“If I decide I'm leaving early on Friday afternoaii| leave early. But, the double edge of that is,
that [my boss] will expect to be able to ring mea®unday” (HRM, Female, aged 46, Higher

Education)

%3 These figures are confirmed as 95% significamaisi chi-squared test (Sig. 0.044).
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The publicity of the work-life balance campaign sed awareness of the
potential benefits of flexible working arrangement$he design and
implementation of flexible working arrangements &do empower the
employee. In some cases this has had significasitiy® effects in terms of both

recruitment and retention of workers:

“We've got flexi-time, which is obviously a big one terms of flexible work arrangements, so
people can choose; you've got [the] hours that guéquired to work, but it's up to you how

you spread them across the week.” (HRM, Female] 4§e Government Department)

Comparing the use of flexible working arrangemeints Nottingham with
national patterns, using the 2008 LFS, a lower g@riign of workers are found
nationally who report a flexible working arrangerherable 7.5 shows that only
among professional workers are relatively largelewf flexible working found.
This mainly reflects the proportion of these woskenvolved in term-time
working arrangements (10.3%), found extensivelyhie education professions.
However, flexible working is too often employer,tremployee, driven in these
occupations as employers’ contract for term-timdy.olnterestingly much
smaller proportions of managerial workers reportkivgy some form of flexible
arrangementd: The primary form of flexible working reported ime LFS
sample is flexi-time, a finding consistent with tteese study sample.

Managers, Associate
Type of agreed Senior Professional  All other
working Officials  Professionals and Tech. occupations Total
arrangement (%) (%) (%) (%) (%)
Flexi-time 11.7 15.1 16.4 9.1 11.6
Annualised hours 34 5.4 4.4 4.3 4.3
Term time working 0.3 10.3 0.8 2.1 2.8
Job sharing 0.0 0.1 0.1 0.1 0.1
Other arrangement 1.2 1.4 15 1.8 1.6
None of these 83.4 67.7 76.9 82.7 79.7
n 6549 5145 5292 17399 34385

Table 7.5: Flexible working arrangements by occiapafl FS, 2008y

* The variations between the primary data and th§ &Fe likely to be a result of the policies
surrounding flexible working in the sample of Nogham organisations. Note that not all of the
flexible arrangements listed in the LFS table alewant or available at all of the Nottingham
organisations e.g. the optical retailer did noeo#nnualised hours or job share (see Table 7.4).
% The category ‘other arrangement’ is derived frasmbining, ‘nine day fortnight’, ‘four and a

half day week’ and ‘zero hours contract’. The figmare statistically significant (Sig. 0.000).
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The evidence presented here suggests that flexinleing can be seen as having
a dual meaning. While it provides flexibility oftethis will be driven by
‘business need’ resulting in many workers not tlogmng able to be flexible as
per their preferences. Instead, being flexible inteexibility for their employer
These two perspectives are not necessarily in apmpo$ecause it is possible
that there are mutually beneficial gains from sfpegractices. Employers can
benefit from flexible working, through opportungi¢o reduce office space (e.qg.
hot-desking), and increased opening hours are ldesssome employees will
arrive earlier at work, while others leave latersulting in office hours longer

than previously possible. The dual nature of flé&kibwas referred to by HRMs:

“[Flexible working is] based on agreement, yesywad as business need ... [an employee may]
like to come in at 11, but actually most of our iness takes place between 9 and 10:30, there
might be occasions where you do need people to donag different times, as long as your

members of staff are prepared to be flexible.” (HFfdmale, aged 28, Solicitors)

There remains a discontinuity between the impleatent and effective use of
these schemes. It smployeeflexibility for the employewhich remains most
prominent, as business need drives workplace polgasures should be
implemented in order to create greafexibility for the employeein hours of

work for example. The focus of the employer on rtheevn needs may have

negative repercussions for many workers.

Increased availability of home-based teleworking also manifest in the
Nottingham sample. This is predominantly found aon a hoc basis, again
referring back to Table 7.4. Many workers are ablevork from home one or
two days per week, catching up on administrativekwer writing reports.
Interestingly this may further burden workers wétktra hours of labour, as they
work on the move or at home, making use of ICT.Jéses (1990, 254) suggests
technologies may only strengthen the hold econauiiwvity has over our lives.
As one HRM noted:

“Obviously with the portability of work now as wellyou will take things home, you will
develop them at home, and you'll be delivering, yollibe travelling, you will quite regularly do

over your normal working hours.” (HRM, Female, agdd City Government)

177



Working 9 to 5? Complex patterns of Time Allocatemmong Managers and Professionals in
Dual Career Households

Data on home-working is also collected in the LR&tionally, notable numbers
of both managers (13.5%) and professionals (9.8%0)rt mainly working from

home. Of the remainder who don’t work at home ladl time, greater levels of
home-working whether paid or unpaid, are reportgananagerial (36.2%) and
professional (47.1%) workers, than for other octiopagroups (Table 7.6). In
the case of professionals this will be relatedhi ligher levels of autonomy in
these occupations. However, this may also be itidecaof workers having

difficulties differentiating work-time from persohtime, as they regularly take
work home. Gendered divisions are found in reporsd of home-working.

Over half (55.6%) of female professionals underta&iel or unpaid work for an
employer within the home. In contrast fewer malefg@ssionals (41.8%) and
male managers (37.9%) report home-working. Intarglst just 32.2% of

female managers report working at home. The lowepqrtion of managers
working from home reflects the more observatiorature of these occupations,

as these workers have to be present to monitoli@@ananage employees.

Ever do any paid or

Major occupation group (main job) unpaid work at home? (%)
2008 n
Managers and Senior Officials 36.2 1519
Professional occupations 47.1 1171
Associate Professional and Technical 25.0 1234
All other occupations 9.9 4266
Total UK 22.4 8190

Table 7.6: Percentage undertaking work at home (PB88F°

While the majority of the managers and profess®rsampled in Nottingham,
and in the LFS, only worked at home for odd daysheaeek, some of the key
problems encountered when working at home remaideat. Key issues for
workers include feeling they must always make tredwves available, or are
always on call (José de Freitas Armstrong, 1999, BBe results of Harris’'s
(2003, 430) survey of home-workers indicated thé%50f the home-workers
surveyed allowed customers to contact them 24 heumday and even at
weekends. In addition, a major cause of stress grhome-workers is the result

of difficulties in dividing time and space betweeork and the home (Tietze and

* The data relates to paid and unpaid work for apleyer and does not include household tasks.

The data is again confirmed as statistically sigaift using a chi-squared test (Sig. 0.000).
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Musson, 2005; Green et al, 2000, 305). Where enegloyare only working odd
days at home problems of isolation and loss ofsdamntact do not impact the
worker greatly. However, the ‘invisibility’ of workg away from the office may
result in managers being unaware of the actual woskers spend on company
business (Harris, 2003, 430). This invisibility tdmegatively impact the careers
of these workers. Also of concern for workers ie tHottingham sample, was
that work was being conducted at home in additofull-time working hours at

the workplace.

This is potentially a result of many of the workg#a surveyed in Nottingham
not having a formally defined home-working policgr fworkers (Table 7.4).
While highly skilled workers generally report theadability of home-working,
at least for a few hours per week, the lack of frpolicy may have significant
negative impacts if employees are faced with denmmgndsupervisors or
managers. The more positive examples of employethe case study sample
offer formal schemes, which are agreed based orrnifoyees home-working
environment meeting a number of criteria includivegplth and safety. Working
from home raises health and safety issues for gmamoand employees
including undertaking risk assessments within peocige home-working
environments (see Chapter 3).

“In most cases it is a flexible home-working arramgnt, but in a couple of cases it's actually
more formally agreed. [They have] a modem linkigetat home for them, and health and safety
check their home premises to make sure that evagyte compatible, and then the agreement is
signed.” (HRM, Female, aged 40, Central Government)

However, the health and safety risk assessmentresagt in issues of invasion
of privacy (Fairweather, 1999), potentially causisgme employees to avoid
these flexible working options, or opt for lesstahie alternatives. Beyond the
health and social impacts for the employee, thel@yep also faces the cost of
implementing these schemes. While home-based telavgooffers opportunities

for employers to reduce the size of their officeacsy set-up costs can be

considerable.
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Caring and conflicts with work-time and travel

Many households, especially dual career househdidse to manage the
additional complexities of caring. Yeandle (20013-46) reflects on the
importance of the household and caring, and arthatshey should be included
in measures of work-time. However, mainstream thearcluding much of

Becker’s earlier work, would see this activity astidct from work as discussed

in Chapter 2. But, it is clearlyotleisure time.

Caring as an element of household time-use is exglasing the primary data.
Definitions of care include time spent caring fapdndent children, as well as
ill, disabled, or elderly relatives as per the @GenSL-HSAR. Just under a third
of survey respondents in the 2006 study in Not@mgh(30.7%) reported
providing care. As we would expect, the majoritytioése individuals reported
caring for a child or children (79.5%), while thenrainder provided care for
elderly relatives and family members sufferingelts. Of those providing care,
40% of full-time females report caring responstl@s of 20 or more hours per
week. As with the data from the Census SL-HSAR; ithdlicates significant time
constraints may be felt by those combining manafeand professional
employment with caring responsibilities, especiallgmen. This highlights an
over-simplification of mainstream economic theomhich limits its application
in explaining ‘real’ time allocation. The resultsealso of significant concern as
elder care is likely to increase given the agingyation of most western
nations. This is likely to increase time spent mgrior elderly relatives, in
addition to the time spent caring for children, amgaid work.

Worryingly, the HRMs interviewed in 2006 suggestidt those under the
greatest pressure, as a result of caring respéihsetyi may suffer in relation to
career opportunities. This is especially the cakera/long hours cultures, which
endure in many workplaces within Nottingham (andrenioroadly the UK), are

the norm. As one respondent suggested:
“If it's the office culture of long hours ... it maket very difficult for people with young children

to keep up with everybody else, and that's not.fgiHRM, Female, aged 43, Government

Department)
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A further impact of caring on time allocation, aggpecially paid employment, is
centred on the journey to work. Parents must manlgeesponsibilities, not
only of caring for their children, but also of tseghool run’. This may result in
partners in dual career households having to workstandard hours, perhaps
starting later and finishing earlier. However, vehihany households share this
responsibility between partners, some do not. Blexiorking arrangements
provide a potential solution to this issue, pattady flexi-time which is widely

implemented by HR divisions in many organisations.

Some evidence is reported of a conflict betweeri-fieme and the journey to
work, resulting from the lack of available car patk at many workplace
locations. While in the future employers may fagmsicant limitations — due
to new government policy on traffic congestion acat parking, aimed at
reducing car use (DfT, 2006, 2007; Pooley et al52@26-7) — insufficient car
parking presently has significant negative impattshe level of the individual
and the household. Limited car parking can makejdoeney to work more
stressful and complicated as employees may notblee ta rely on a regular
space at their place of work. This forces manw.iitlials to arrive at their place
of work early in order to obtain parking for theyd&urther limiting the potential

benefits of flexible working arrangements.

“There isn’t enough car parking here ... which | thiandermines] flexible working for people
who work here. | mean theoretically you can aridevork as late as 10 o’clock; if you arrive

after half past 8 however the car park is full’RM, Female, aged 31, City Government)

The lack of formal policy pertaining to car parkiaga number of organisations
surveyed (see Table 7.4), and the lack of inteshetvn by HRMs at some of
these organisations, suggested that some emplsiyepsy viewed the journey to
work as an employee matter, not of their conceonflit of this nature over car
parking particularly affects those with caring resgibilities, especially those
that must timetable the ‘school run’ into theirlgachedules. In many cases this
is the responsibility of the female partner witlaimousehold. This impacts their
lives, adding further stress to an already stresBiding journey to work.

However, it is not recognised in employers’ parkpajicies which are often
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driven by seniority and the first-come-first-serveakrm. Measures limiting car
parking such as the proposed workplace parking (Bgtingham City Council,
2009) may create additional pressures for womearms of the journey to work

in Nottingham. The problems are as follows:

“Women who can't [get to work early] because theyé caring responsibilities or they have to
go somewhere else first, feel doubly penalisedabse they can't get a [parking] space.” (HRM,
Female, aged 46, Higher Education)

“It discriminates against people who do the ‘schogi’ as well, because there’s going to be
added stress of getting here and not finding anysvbe park when they’ve done that.” (HRM,
Female, aged 47, County Authority)

For organisations, reductions in car parking faesi may initially result in high
competition from employees for parking spaces. Sofritee HRMs interviewed
in Nottingham suggested that implementation of suskktheme may be met with
businesses deciding to move outside of the bounfiaryhe levy so they can
avoid it. In future, car parking issues may wellpat not only employees but
employers decisions regarding workplace locatioowever, possible solutions
to some of these issues may exist. For example,HR& at the County
Authority reported the use of schemes such asriestdor car parking spaces
(Table 7.4). These schemes, in place at a numberorgénisations in
Nottingham, involve lottery draws, which are conidualceach day to allocate car
parking for the next day to attempt to provide ¢geaquality in attaining car
parking. They also allow positive discriminatiorwrds certain groups. For
example those car sharing may be entered intoothery once for each worker
travelling in the car; thus increasing the likelldoof these groups regularly
obtaining car parking. However, this does not diygegromote movements away
from the current dependency on the car, a particissue within the East
Midlands. Moreover, this does not allow for forwgsthnning. This is a key
limitation as planning is of great importance farfpers attempting to fit around

school timetables.

The positive impacts of flexible working arrangensemmay, therefore, be

eroded.Employesflexibility for the employemay be the key driver of flexible
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working, rather than workers using these tools fieir benefit, as
implementation and availability are subject to ‘iness need’. Real tensions
exist in the successful use of flexible arrangeseniue to conflicts with
workplace timetabling of meetings and deadlines]y avith workplace car
parking, not to mention the reported cultures afgldiours and presenteeism
within many workplaces. These all result in undattaover the length of the
working day, and are issues which should be engagédby policymakers if
progress is to be made in improving work-life bakn

Instruments can be put in place by employers, sggbositive discrimination for

carers. Provision of parking for those in the geetheed — either due to
needing their car for work, or for caring and hdwudd requirements — provides
an appropriate method for ensuring those facinggtieatest constraint are able
to take advantage of the availability of flexiblenking arrangements. However,
isolating those in the greatest need is easiertaiddone. Entrusting employers
— who equate long hours with commitment and inaregyg ask their workers

to become more flexible and mobile — may well re@d to an improvement for

those groups of workers in most need.

7.4 Conclusion
This chapter has explored the challenges faceduay dareer households in

allocating time, in a policy context. The theoratiramework distinguished a
mainstream, Becker-based approach, from a heteragproach influenced by
feminist and institutional economics. Mainstreamprapches, typified by
Becker, were deemed unsatisfactory for the purpbggamining household and
workplace activities. Institutional approaches whfocus on moulding effects,
habits and norms, were deemed more satisfactoryredwer a gendered
perspective was deemed absolutely necessary in irargstigation of the

household and work-time.

The empirical examination in this chapter suggektt long working hours
remain a concern and should be a policy prioritpah city and regional level.
Workers indicate a preference for reductions in kivay hours, suggesting

dissatisfaction with their current working conditg Uncertainty is also evident
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over the length of the working day, due to remuti@nabeing contractually
based on the completion of tasks, and employmemditons requiring work to
deadlines and attendance at meetings; this redheesffectiveness of flexible
working arrangements. Such limits are a particatarcern given that ten years

have passed since the implementation of theAltitking Time Regulations

Broad support for flexible working arrangements icashd. This was evident at
most of the organisations in the case study of @reldottingham. Females,
often tasked with the majority of household resjdahies, report the greatest
use of flexible working arrangements. These arrareggs can help employees
to manage the increasingly blurred boundary betwesne and work. Work is
increasingly invading the household environment.ovdng numbers of
individuals work at home, although this is largébyind on an ad hoc basis.
Many more workers simply struggle to leave theirkvat the office. There are
important considerations here in regards to then-work’ space of the
employee and whether, and how far, employers shdelde into it. Work-life
balance policy is needed, which not only improvesibility and conditions of
work, but also ensures that the household is dgntnsidered in the

development, implementation and use of flexiblekiray arrangements.

Examples of good practice from the case study asg#dons include the
implementation of flexi-time schemes which are bgbpular and provide
significant benefits for the employer, and their pboyees. However, in a
number of cases this flexibility is driven by orgsational requirements, such as
offering longer opening hours. While this can, oocasion, benefit both
employer and employee, often the focus remains wiih needs of the

organisation.

Further tensions exist. These are found betweetibfee working arrangements
and the journey to work, as individuals need tovarat their place of work early
so they can obtain car parking. Some workers redhieir car for work, and/or
for their household responsibilities. Lack of carlpng may be particularly
prohibitive for women performing the ‘school rufRReductions in availability of

car parking may result in essential travel, maddeunconstraint, becoming
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increasingly stressful and difficult to manage. i discrimination for those in
greatest need of car parking offers a potentiahotfor ensuring those under
the greatest constraint are able to take advantdg#exibility within the
workplace. However, identifying those in the greateeed represents a
significant challenge. Differentiating between thosho require their car, and
therefore parking, for example those that careelderly or ill relatives, and
those that simply drive to work out of preferencey be problematic. Leaving

this responsibility to employers represents a $icamt concern.

The evidence presented in this chapter suggest®tjual opportunities policy,
especially at employer level, must be considered ibroader context. This
requires employers, and especially HR managerdyetanore aware of the
dynamics of the modern household. Certain practpesently adopted by
employers implicitly discriminate against thosehwitaring responsibilities, and

may act as an impediment to the recruitment arahtiein of certain workers.
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8

Location, Vocation, Location? Spatial Entrapment

among Women in Dual Career Households.

8.1 Introduction
In the last chapter the analysis of time allocatamong managers and

professionals moved from the individual to the tehedd. While the focus of the
previous chapters was on work-time, the flexibildf work, and care, initial
trends in the context of the commute were analysedational and regional
level, for the East Midlands, in Chapter 6. Thigter builds upon this outline,
initially focusing on national and regional trenisfore shifting the analysis to
the household. The chapter explores commuting noattéactors impacting on
daily mobility, inter-regional patterns of travald the trend observed by others,
of the use of the commute as an alternative to geemt residential migration
(Green, 1995; Hardill et al, 2006, 180). The kegalopoint of this chapter,
though, is in exploring whether gender inequitysexiwithin the PMC at work
and within the home. In this sense, this chapteirestes the second research

question, focusing on the commute and, in particaia gender.

Patterns of work among females, at least in mamggand professional
occupations, may increasingly mirror those of mé&mmen now show greater
commitment to the labour market throughout theneees, and more work full-
time (McDowell, 2004, 148; McDowell, 1991). Whileate input into the
completion of the tasks of social reproduction ingseased in some cases, many
women remain constrained by household responggsilitue to lack of equality
within the home (McDowell et al, 2005). The use féxible working
arrangements is impeded by the enduring link betwserceived commitment
and the ‘time-devouring male employment’ cultur@ié®ni and Negrey, 2000,
72), as reported in the previous two chapters. Thaves many women

constrained in their working routines, resultingaifidouble shift” (Jones, 2003).
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The diminution of the male bread-winner, female bomker model — where
the male career would take precedence and the éemauld simply follow

(Green et al, 1999, 50; Hochschild and Machung,0199- is reflected in

household location increasingly taking the form afcompromise between
partners’ workplace locations (Doyle and Natham)12011; Kloosterman and
Musterd, 2001). However, gendered norms and holgetesponsibilities,

especially caring, may effectively limit female midly (McDowell et al, 2005;

Deitch and Sanderson, 1987, 619; Lever, 1987, B&ason and Pratt, 1995).

This chapter is divided into three sections. Intisac8.2 empirical analysis is
conducted using data from the LFS, Census SL-H3#%R the primary data sets
collected in Nottingham. The section explores tleidehold implications of

changes in patterns of commuting and work-travéhénew work environment.
Section 8.3 concentrates more directly on housetietdsions over commuting
and migration. Finally, in section 8.4 genderednm®in mobility are modelled

using Two-Step cluster analysis, informing subseglegistic regression.

8.2 Household Implications of Complex Working Routnes
In this section gendered variations in working andbility are explored with

reference to household roles and constraints. Thatgy commitment to paid
work among females is reflected in the increasethbbars of women in

managerial and professional occupations as disdusselier in the thesis.
However, women also often perform the majority ofiehold tasks (McDowell

et al, 2005). This may have particular implicatidos those committed to both
the household and paid employment. In this seaiapirical evidence is used to
explore gender divisions in work, travel and mapiand, importantly, how any

divisions impact on male and female working and cating behaviours.

Combining Work and Home

The majority of men and women work full-time fogsificant parts of their
working life. At certain stages of their workindédj though, women may accept
part-time work, as a result of having children,agra result of decisions made
within the household. This is reflected in the pdns of all females reporting

part-time working arrangements, as 45.4% of alldkenworkers are engaged in
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part-time roles, compared to just 13.0% of maldsSL2008). Lower proportions
of female managers (19.4%) and professionals (2B./&port working part-
time>’ Indeed, at least in highly skilled occupationserencreasing proportions

of females are remaining in full-time employment tioeir entire careers.

Men and women often make use of other forms of ilflex working
arrangements, including flexi-time or compressedroThese are particularly
useful for those that combine full-time work withrmg responsibilities, often
women. Those undertaking flexible working arrangetsehowever, may be at a
significant disadvantage in terms of career pragjoes (Sirianni and Negrey,
2000). The productivity and commitment of these keos is often deemed
secondary to hours worked (Harris et al, 2007, Bidanni and Negrey, 2000).
The working lives of females are often heavily ufhced, not by personal
preferences, but instead by their family respofids, constraining them
compared to their male counterparts (Harris e2@0D7, 501). Where females are
able to progress and/or continue with their car#é®g usually relates to the
existence of a strong support network to aid whigirthousehold responsibilities
(Harris et al, 2007, 498).

Females who do work full-time increasingly exhildite working patterns of
males as noted in Chapter 6. This is perhaps hdgtated by the existence of
long working hours among many females, particularty professional
occupations (mean hours of 43.7 per week) whichcameparable to their male
professional counterparts (44.3 hours) (LFS, 20@milarly long hours are
found among males and females in the case studspasted in Chapter 7. This
commitment to the labour market though, is likedyput significant strain on the
household. This will be felt particularly strongiynong those households where
both partners are engaged in these demanding dcmuga

The demands of the household include significamingaresponsibilities, as
discussed in Chapter 7. Females in particularrtedgroviding lengthy hours
of care (over 20 hours per week) in both the Cer®@u$iSAR and the case

" All figures are confirmed are statistically sigoifnt using a chi-square test (Sig. 0.000).
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study. It must also be noted that some females wiloreduce their hours to
provide care for their children, while others dave the labour market entirely.
Women may exercise their maternity rights by rahgnto their previous
employment on a part-time basis for a specifiedogenf time® This does
indicate continuing divisions within the household terms of caring
responsibilities. While females may not leave thleour force to care for their
children, moves between full-time and part-time kimng may have a negative
impact on their career long term (Sirianni and Ngg2000, 72). Decisions of
this nature, however, may not be made solely byah®ale but instead are likely

to reflect significant constraint and compromise.

The impact of this combination of paid and unpaitivéties is reflected in the
relatively longer working week found among womentlie 2006 Nottingham
sample. The aggregated variable ‘total time spanalbwork-related activity’,
which includes paid working hours, time spent coringy and hours of caring,
reveals longer hours among females. They repor8 $wurs, on average,
compared to 50.8 hours for m&hHowever, these reported hours do not include
time spent on household tasks other than caring ddidition of shopping,
cleaning, and combination activities e.g. the stieo, may reveal far lengthier
hours of work among women who often undertake thgnty of these unpaid
activities alongside full-time paid work. Potentiahder-reporting of the time
used in these types of activities, by women, tleeeebecomes a concern. This is

indicative of the ‘double-shift’ among highly slatl female workers.

Converging Commuting Patterns?

Building on the analysis of national and regiomaienuting trends in Chapter 6,
distinctions are evident in the time used for hamevork travel in the sample of
managers and professionals in Greater Nottinghamordy the case study

sample of managers and professionals average camtim¢ increased from

*8 Notably the majority of employers in Nottinghans@bffered some form of paternity leave for
fathers should they need time off or to temporaniguce their hours to care for their children.

*9 Note that the difference between these two meastatistically insignificant (Sig. 0.186).
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31.3 to 37.9 minutes per journey in the period 1994 2006°° This follows a
similar pattern of increasing time spent commutexg that reported at the
national level using the LFS data in Chapter 6.i¢¢aibly time spent commuting
among managers and professionals in Nottingharppsoaimately six minutes
longer than the comparative time spent commutingorgnmanagers and
professionals nationally (32.5 minutes). Additidpal in  Nottingham,
professionals are, on average, likely to experielwweger commutes (48.8
minutes in the private sector, and 42.0 minuteth@npublic sector}, and these
are similarly well above those reported nationaflyTable 6.6. Conversely,
managers’ report shorter commutes, although prisatéor managers undertake

fairly lengthy commutes (40 minutes) on a regulasi®.

Mean commuting times across the two reference goaimt Nottingham are
indicative of lengthening commutes. This is pafady found among
professionals whose commutes increased from 30rtutes (1994/5) to 43.3
minutes per journey (2006)These patterns may reflect the distinct naturhef
labour markets in these occupations, as outlinedieeain this thesis.
Alternatively, individuals may be choosing to liverther from their place of
work, or increased congestion may simply be lengtige their journey times.
This may be particularly evident in Nottingham ahd East Midlands due to the
reliance on the car as a method of transport tk\{sme Chapter 6). Increases in
the time spent commuting has been eclipsed by nhargjer increases in the

distances travelled for the commute (Pooley e2@05)°® The increasing impact

% The difference between the two means is confiratedb% statistical significance (Sig. 0.023).
®1 variations between the occupation groups arestizlly significant. An F-test is statistically
significant at the 90% confidence level (Sig. 0.084nalysis of the difference in means for
public and private sector managers and professdsahsignificant, as a result of the variances.
%2 variations between mean commuting times in 199418 2006 are confirmed as statistically
significant at 99% for professionals (Sig. 0.00)t insignificant for managers (Sig. 0.542).

%3 Notably, the car remains dominant in Nottinghana gseferred method of transport, as per the
East Midlands. Reliance on the car (as well asoramotorbike) is greatest among public sector
professionals (62.9% use this method of transpant),among managers and professionals in the
private sector (71.4% and 100% respectively). Meosnmutes combine methods of transport,
e.g. driving by car to a train station, then takithg train for the remainder of the journey.

However, this makes commutes more complex, andssinglucing (Williams and Hill, 2007).
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of congestion may come to reverse this trend. Gpresgly it is not only

distance travelled which is increasing average catimg times.

It is temporal rather than spatial factors that afréhe greatest importance to
commuters in relation to the journey to work. Inttdgham, the maximum time
individuals were willing to commute, on averagesvéd.8 minutes per journey.
The comparative maximum distance was, on average3 Rilometres per
journey. However while, on average, 90.5% of indiindls reported a maximum
time up to which they were willing to commute, j&3% of individuals reported
a similar maximum distance. This suggests that ithe use of time which

individuals and their households are most concewitd®”

“l start early and finish early purely [to avoidaffic] congestion lengthening the journey.”

(Professional Survey Respondent, Male, aged 4H)ddigducation Institution)

“[I dislike] driving to [my workplace location] ab-10 miles per hour. It sometimes takes 15
minutes to drive half a mile.” (Managerial SurveyedRondent, Female, aged 44,

Telecommunications)

Analysis of the 2008 LFS indicates that, in the Ull]-time males face the
lengthiest commutes (30.3 minutes per journey iB820The greatest increases
in commuting time, during the period 1995 to 20@@ye among females. Full-
time female workers commuted 1.9 minutes longe2008 than 1995, with a
mean journey time of 25.7 minut€sAmong the case study sample of dual
career households the mean commute for males was BButes and for
females 37 minutes. So, variations in the commudestll exist across all
workers, broadly, but trends during the last decadggest some female
convergence towards male patterns. Managers affielspionals show much less
variation with similar commutes recorded for bothales and females in
Nottingham. This is an interesting result as it baen suggested that a longer

commute is more costly where greater householdoresbilities are found

%4 Responses from the survey are to the question ‘tdfigon’t you enjoy your job?’
® The difference between the two means was testedtéistical significance. The results

confirmed statistical significance at 99% (Sig.Gmp
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(Madden, 1981). Those combining time intensive paihployment and
commutes with household tasks, often women, madysfgeificant time scarcity.
However, it is not just temporal problems that feaegace. Spatial constraints

are a key concern.

The commutes of women partners often combine tagksocial reproduction,
such as shopping and taking or collecting childeeand from school. The 2006
Nottingham study provides a range of examples @ fhattern of activity,
including that of Stephen and Trudy (see Box 8i¢phen’s labour market area
is much larger than Trudy's because of the pregation of his career. Trudy
undertakes the majority of household tasks, indgdhe school run, with little
input from Stephen. This severely limits Trudy'bdar market area, as she must
combine paid employment with the range of tasksiwithe household.

Stephen and Trudy

Stephen, aged 51 (a professional working in higitkrcation), commute
around 50km each way per day, requiring him todelals home at aroun
6:30am, returning around 7pm. Within this househdiddy, aged 45 (g
manager employed by a county authority), is empdyd-time but must fit
the school-run into her commute, requiring the o$dlexible working
arrangements.

= LU

Daniel and Rachel

Daniel, aged 48 (a solicitor), and Rachel, aged(a®anager in centrg
government), are a couple household located ctoadransport hub. Rachg
commutes to her workplace in Nottingham 8km eacly per day using a
car, while Daniel drives to his local train statiand takes a train to hi
workplace location 30km away.

1%

[72)

Alan and Sarah
Alan, aged 27 (a manager at an optical retailemyi Sarah, aged 26 (a
manager working in communications), live in they @éntre of Nottingham
Sarah makes a short five minute walk from her htorteer workplace. Alan
although undertaking a short journey uses a cangke a short drive out @
the city centre each morning to his workplace apipnately 5km away.

—

Box 8.1: Complex Commut&s

Similarly, Daniel and Rachel are a childless coupid have located close to a
transport node, which affords them access to aerafigabour markets. Rachel

® Note that some of this evidence was gathered é@nititerviews with HRMs, who gave

examples of commutes of workers in their offices] af their own routines.
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drives only a short distance to work in Nottinghaofien fitting in shopping or
other household tasks on the way home, while Dgméeforms a multi-part
journey to work each day which takes around twor&on total (to and from
work). However, it should be noted that not all gles follow this model. For
example, Alan and Sarah made a conscious decisidocate in the heart of
Nottingham’s city centre to avoid extensive commgti(stated in their
guestionnaire). However, this decision was madea aildless couple. This
household may decide to move out of the city ifyth&art a family.

Women, then, may be divided into those with sigaifit household

responsibilities, including caring for children, dathose that are childless (or
empty-nesters), who are able to work longer howmd eommute longer and
further for work. However, for many women the dista between home and

work may be smaller than for their male partners.

Divisions in terms of distance travelled to worlkleet this pattern, with females
consistently reporting travelling shorter distanaes average than their male
counterparts in Nottingham. In 2006 males in bo@magerial and professional
occupations were likely to undertake longer distgjotirneys to work (22.8 and
27.7km) than their female managerial and profesdiczounterparts (who
commuted 13.8 and 23.7km on averadelhe deviations from the mean
distances are also of interest as they help to ttedl story of increasing
complexity in the commute. Some couples experiémicg distance journeys on
a daily basis of well over 50km, while others siynplalk to their place of work.
Here not only gendered variations, but also vamnsti between individual
households, and the variability of the daily comepuatreate a complex picture of
daily mobility. Variations in the commute are al®flected in the numbers of
females who live and work in the same Local AuttyoBistrict (LAD) in the
LFS (2008). Among full-time females 52.8% of manageork and live in the
same locale, compared with 47.1% of males. Diffeesrare less notable among
professionals, although women remain likely to walkser to their home

87 Variations in distance comparing male and fematdgssionals are statistically insignificant
(F =2.027, Sig. 0.157) as a product of the highat®n from the mean — this represents the high
proportion of outliers who report either very shortvery long commutes.
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(46.9% of females compared to 43.9% of mai®gJhis is not as high as the
66.8% of women who report living and working in tkame LAD who are
employed in the derived ‘all other occupations’ gyo But these figures are
insightful as they are indicative of gendered dons in the commute. Moreover,
they are reinforced by figures for all workers froime Census SL-HSAR (2001).
Here 47.1% and 46.5% of female managers and profeds reported living and
working in the same LAD, compared with 36.9% andb36 of male managers
and professionals. Also important is that among wnspatial constraint is
reported more among managers. This is a concemubecuch occupations are

particularly demanding and often involve some degriepresenteeism.

The qualitative data collected in Nottingham isitatdive of the increasing
complexity of the commute as part of a multi-ad¢yijourney. For dual career
households combining work with these householdtedlaasks will pose a
significant challenge. While some partners splédst responsibilities, some do
not. This often leaves females with the majority tbése tasks. One HRM

commented:

“People have got other responsibilities outsidevofk and are expected to work flexibly and
sometimes long hours ... if people have got carisgoasibilities, they've got to go and pick up
kids from school, or other things, they need thexiBility that having a car enables them to
have.” (HRM, Female, aged 47, County Authority)

This has implications for females as they are noorestrained in relation to the
location of their workplace — as per the sample mwanes from the case study
— as they tend to work closer to their place ofdesce, and more flexibly to

accommodate the demands of the household.

8.3 Nodal Living and the Commuting-Migration Trade-off

The pursuit of dual careers, alongside strong peefes for semi-rural
residential location in central England (such aarrne a motorway hub or train

station) providing access to several labour markbes given rise to the

®8 Differences in the numbers of men and women wkie ind work in the same LAD are

statistically significant for managers (Sig. of @) and professionals (Sig. 0.033).
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development of nodal living (see Doyle and Nath2001, 9; Kloosterman and
Musterd, 2001, 625; Green et al, 1999, 51; Gre®A8/L This has been noted
among both childless households, as well as thasedgpendent children, with
both partners having access to a car (Green, 1damjill et al, 1997). This

section focuses on this trend, as discussed int€hdpand that of the use of the

commute as a substitute for permanent residentgation.

Traditionally household relocation would have bednven by the primary
earner’s employment, usually the male. The secgndarner, usually female,
would simply have followed their partner — as thaling spouse — to a new
home in a new location (Savage, 1988, 555; McDqwzflD4, 151). Changes
have occurred as females increasingly display petemommitment to the labour
market throughout their careers. Migration may nake place as a result of
women moving between job or workplace locationsywal as males. However,
increasingly it is likely to reflect a compromisetiveen the locations of partners
paid work. Compromise over housing location usul@fds households to reside
in nodal locations, close to transport nodes. Trsvides access to a larger
labour market, often somewhere in the middle otras’ workplace locations
(Green, 1997). In the case study sample 11.9%spioredents reported that their
households’ location decisions had been made a®napromise between
partners’ respective workplace locations. Howehis resulted in lengthier
commutes as reflected in the proportions of manalgend professional workers,
especially males, travelling inter-regionally foosk. Using the 2008 LFS, it is
found that only 7.0% of individuals report usuditgvelling inter-regionally to
their place of work. However explored by genderaken proportions of females
(5.1%) report working outside their home regionntitheir male counterparts
(8.8%). So, it remains that only a small althouggnificant number of
individuals undertake such lengthy commutes onily dasis. This allows them
access to a much wider geographical labour ma®&eten, 1997; Doyle and
Nathan, 2001, 11), and may be used as a subdiitutegration. Some councils
may actually market locations in terms of their aodoosition. North
Staffordshire, for example, promotes its nodal fioeg offering good transport
infrastructure, and affording access to labour r@rkn the West Midlands and
Greater Manchester (Wheatley et al, 2008a, 229-30).
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In the 2006 study almost 12 per cent of the 81 @oolsls who participated in
the survey viewed their current residence as a comige between their two
workplace locations. Examples of this form of ligiarrangement are shown in
Figure 8.1. The figure shows the daily movementsviork (using arrows)
carried out by six couples in 2006. dvspecific examples are given of nodal

living among the Nottingham sample, householdsantetwo.

Sheffield => York
(94.2km)

Sheffield =>

Nottingham (77.3km) ® Lincoln =>

ﬂ. Lincoln (1km)
Mansfield.=>

Nottingham
1 (22.8km)

Matlock =>
Nottingham
(44.4km) @

Lincoln => Nottingham
(61.1km)

Loughborough =>

Derbyshire => " @¥ @ Nottingham (15.7km)

Nottingham
(21 and 16:4km)

Loughborough =>
Banbury (111km)

Figure 8.1: Commuting trends and examples of niidab.

The households highlighted in Figure 8.1 all limeciose proximity to a major
transport hub — the M1 — as well as convenient igubdnsport networks from
Sheffield to Nottingham and York, and from Loughinagh to Nottingham.

Interestingly, household one, Chris and Amber, ah® a professional couple
employed as a solicitor and in higher educatiopeesvely, both make use of

public transport in their journeys to work. Chmaviels from Sheffield to York
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on the train while Amber, although undertaking artdr commute, performs a
multi-part journey to Nottingham, driving to thelveay station then getting the
tram to work once off the train. However, performithis sort of multi-part
journey on a regular basis may increase levelsre$s (Williams and Hill, 2007;
Wener et al, 2003; Koslowsky et al, 1995) and neggusubstantial inputs of time

and effort from the employee.

Interestingly, Figure 8.1 also reflects the endyrimk between gender and
proximity between home and work. The female pagnerhouseholds two and
three undertake substantially shorter commutes ttieir male partners.
Household two, Terry — a professional employed ighér education — and
Vanessa — a manager employed by County Authoritgrevide an example of
this, as parents of two young children, aged stk ggven. Vanessa is limited in
her movements, as she must remain flexible in c@éulfil her household and

caring responsibilities. Terry undertakes few @& thsks of social reproduction.

In addition, examples are given of households wheehchosen to live some
distance from their workplace in order to retaipraferred living environment
(households four and five). Paul and Helen (houskeMour) both work in
Nottingham and live in rural Derbyshire. Althoudiey work in the same city
they travel to work in separate cars as this mas ghem flexibility if they
require their car for work, or to perform househtddks. h summary, in 2006
females in the surveyed dual career households alEeeto maintain a deeper
commitment to the labour market than those survegdtie previous study of
Nottingham in the 1990s (Hardill and Watson, 20@Wt they still occupy the

secondary career and lack the spatial mobilithefrtmale partners.

Use of the commute as an alternative to permaneégation is also evident
from the case study sample. A significant proportid the survey respondents
(35.8%) report using the commute in this manneris Toompounds the
arguments and findings of others on this phenomd@waen, 1995; Green and
Canny, 2003; Hardill et al, 2006; and Oswald ancit®e 2000, 18). The
majority of these workers (44.8%) reported thatfgmence for their current

living environment was the reason for using the cwte in this wayReasons
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for this decision include close proximity to schgohot wanting to uproot
children during their younger years, social bonad aetworks, and preferences
for the aesthetics or the postcode of their curesliress. The reasons for this
choice may further relate to the increased insgcudf contemporary
employment (Daniels 1999), coupled with the potgndiisruption and stress
faced by entering local and regional housing matkette use of the commute as
a substitute for permanent migration in Nottinghdmghlights that significant
numbers of workers, particularly those in dual-earehouseholds, are
constrained to commute longer than would otherlvesseecessary (Cameron and
Muellbauer, 1998, and Rouwendal and Nijkamp, 2004js offers an indication

of the growing complexity of ‘managing’ the work+he interface.

One of the key factors in determining this tradewshich was highlighted in
Nottingham was respondents wanting to avoid upngathe family, allowing the
family home to remain in one location. The familgniie may be located in a
more prosperous location, or in the countrysidesé¢hbeing preferred to an urban
living environment. This is especially the case tfuwse with children who will
often wish to raise their offspring in a semi-rui@ation, although it should be
noted that school catchment areas play a significale in the migration
decisions of some parents. Consequently, the distbetween home and work is

likely to be positively correlated with more higtdkilled or senior jobs:

“As you get better off, your immediate instinctéismove your family out, away from the poverty
and the crime, and the drugs, so actually | thinknything it's about moving out.” (HRM,

Female, aged 40, Central Government)

However, it should be acknowledged that not alltled survey respondents
considered the commute to be a positive alternatvenigration. Instead some
viewed potential lengthy commutes as stressful iandnvenient, and actively
used residential migration to off-set the needaftengthy commute. This may be
reflected, in some cases, by the fairly short plriof time respondents reported
living at their current address, 4.5 years on ayeran the case study sample. For

example:
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“When | relocated for [my current employment] | sffieally bought a house that | could walk to

work from.” (Managerial Survey Respondent, Fematgd 31, County Authority)

Nevertheless, the highest proportions of workersvingp long distances are
found in highly skilled occupations. Professionalgarticular are likely to have
moved greater distances, as 25.3% of this occuparoup moved 50km or
more in their previous change of residence (CedubiSAR). Referring back
to previous discussion distance moved is likelyrdtate to differences in the
relative labour markets of professionals comparétl wther workers (Lindsay,
2003, 141).

Within the Nottingham sample a number of examplesaviound which revealed
a range of factors influence decision-making ambogseholds in relation to
migration (see Box 8.2). These include the preceelesf the male partner's
career in household decisions to change resideltttion, as well as the
differences of the relative sizes of labour marlatsnanagers, often local, and

professionals, which may require inter-regionagween international movements.

Dennis and Gwen
Dennis, a professional employed by an optical lestaand Gwen relocated
from Devon to Nottingham. This is an example obag distance move made
for work. The decision to move in this householdswaade to furthe
Dennis’s career so that Dennis, aged 40, couldijmrcurrent employer, whilg
Gwen, aged 41, was temporarily working part-time.

174

Jenny and Terry

Terry, a 47 year old professional employee in higeducation, reporteq
previous employment in Greece and Saudi Arabiathia childless couplg
Jenny, aged 44 and also in higher education, Hesvied Terry’'s movements
for work since they became a couple. This examigle affers an insight intg
the complex nature of the geographical movementienby some households
for paid work, and of the international nature @bdur markets fol
professional employees.

==

Garry and Margaret
In common with a number of other managers sampledd case study, Garny
aged 36, and Margaret aged 29, who are both manag®sloyed by a county
authority previous addresses. In this case relocatias not required for work.
Moves may have thus been made for a preferred lamahdocality.

Box 8.2: Examples of Migration
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The distance between work and home for femalesirensaaller than for males
as Hanson and Pratt (1995) also noted in the USales are likely to be under
greater constraint than their male counterpartshag often, but not always,
perform the majority of household and caring resahties, including child
care, cleaning, shopping and cooking (Fagan, 2881). This is especially the
case for those with dependent children, resultntheém on average feeling they
must work closer to their permanent residence lmyvathem to complete their
household tasks. The additional pressures of pak wnake for particularly
complex and demanding routines for females, oftesulting in significant
temporal and spatial constraint. This is somethivag feminist theorists suggest
impacts the working lives of women as discusse@hapter 2. The household is
central in their decision-making and thus has aomanstraining effect.

8.4 Modelling Gendered Norms in Mobility

Modelling mobility characteristics is performed iwo stages, first using
exploratory cluster analysis. This is followed bylagistic regression model,
informed by the results of the cluster modellinduster analysis is applied here,
as in Chapter 6, as an exploratory tool. Two-Stieyster analysis is used to
model mobility characteristics among highly skillethles and females. This
technigue groups individuals based on their sharearacteristics, allowing
relationships to be observed that may have otherlween difficult to observe.
The first cluster analysis uses data from the foquarter LFS 2008. The Two-
Step cluster analysis produces four groups of iddals based on their mobility
characteristics. These are generated by obsendngbles related to mobility at
work including: length of time with current employavhether the respondent
lives and works in the same LAD, usual home to wavel time, method of
transport to work, and total usual hours of workheTmodel also includes
occupation details (occupation group, public orvaie sector), household
variables (length of time at address, married/caimafy dependent children), and
personal characteristics (gender, age). The resrdtshown in Table 8.1 and 8.2

(full results in Appendix 11).
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Cluster (mean values)

1 2 3 4 Combined
Length of time at address 4.1 4.1 4.6 4.5 4.4
Length of time w/employer 5.4 5.6 6.0 5.9 5.8
Usual home to work travel tim« 302 356 305 26.1 31.8
Total usual hoursin mainjob 418 416 455 389 41.9
No. dep. children under 19 0.2 0.9 1.0 0.8 0.8
Age 39.4 420 452 437 42.9
n 2471 1963 3210 3412 11056

Table 8.1: Two step cluster analysis continuougatbées (LFS, 2008)

Cluster (percentage)

1 2 3 4 Combined
Live and work in same LAD
Yes 455 405 356 450 41.6
Usual method of transport to work
Car, Van, Motorbike 71.6 2.4 100.0 100.0 76.3
Public Transport 17.9 60.0 0.0 0.0 14.6
Manual (Bicycle, Walk) 10.5 37.6 0.0 0.0 9.0
Married/Cohabiting
Yes 0.0 98.4 100.0 99.8 77.3
No 100.0 1.6 0.0 0.2 22.7

Major Occupation Group
Managers and senior officials 495 50.8 68.9 40.8 2.75
Public or Private sector (reported)

Private 67.9 69.0 100.0 37.2 68.0
Gender

Male 49.5 63.1 100.0 24.2 58.8
n 2471 1963 3210 3412 11056

Table 8.2: Two step cluster analysis categoricehbies (LFS, 2008)

The cluster analysis suggests significant variatidsetween genders. For
example significant differences are found betweemndgrs in clusters three and
four. Male managers in cluster three, who are redriand have dependent
children, work the longest hours (45.5 hours), andertake the second longest
commutes of all the clusters (30.5 minutes), wlkie4% of these individuals
travel outside their LAD of residence to their maof work. In contrast, in
cluster four, the individuals are predominantly &éenprofessionals who work
the shortest hours of all the clusters (38.9 hoarg) have shorter commutes
(26.1 minutes). Almost half of these workers (45)084e and work in the same
LAD. Individuals in cluster two, who are predomitigrmale, have the longest
commutes (35.6 minutes) and are the greatest of@usblic transport. Those in
cluster one are unmarried, least likely to haveeddpnt children, and are
equally likely to be male or female, managers asfgssionals. The results

provide an indication of the gendered norms alregidgussed in this chapter. In
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some cases males with children take on the ‘breaukvi role, undertaking
extensive working hours and journeys to work, thawg further in time and
distance. Meanwhile females with similar househglthracteristics remain
closer to their home and work shorter hours, likedylecting their greater
household responsibilities. This is consistent with findings of Harris et al's
(2007) UK study, and Hanson and Pratt’'s (1995)ystfdhe US.

Repeating the Two-Step cluster analysis for thenary data, the characteristics
of the dual career households working in Nottingtsmexplored (results shown
in Appendix 12). Fairly consistent results are fdumith that of the LFS, but
with the primary data instead split into three tdus® Cluster one contains the
majority of the female respondents, mostly emplayepublic sector managerial
roles. They report working shorter hours on averdd8.2 hours), and
undertaking shorter commutes in both time (28.4uteis) and significantly
distance (8.2 km). In stark contrast is cluster.tw®re male public sector
professionals work the longest hours (43.5 hourg) andertake the longest
commutes in both time (49.9 minutes) and distaB8&5(km). These workers are
also the most likely to use public transport foeithjourney to work (31.9%),
likely reflecting the mobile nature of these ocdigas. Finally, in cluster three
are private sector workers, who also report longr&id42.7 hours), but with
shorter commutes than those in cluster two. Therskcluster analysis confirms
that gendered norms are present among highly dkiNerkers. Females, on
average, travel shorter distances to their placeak and in many cases work
shorter hours. This is an indication of their geeatontribution within the home,
in contrast to their male counterparts who remaghlly committed to their
occupations, work long hours, and undertake extensbmmutes. This is again
indicative of the compromise made by many femakesd indeed of the
constraining effect of the household as observefdimnist theory.

The cluster analysis provides a suitable basisniodelling mobility. This is

further examined using a binary logistic regressioodel. The model explores

% The reduction in clusters from four in the LFSthoee in the primary data may reflect the

smaller sample size, limiting the number of sigrfit clusters which can be generated.
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the derived dichotomous variable, “lives and wdrkthe same LAD”, where yes
= 1, no = 0. The independent variables comprisekw@), commuting C),
household ) and individual ) characteristics of respondents from the UK LFS
20087°

LAD = f(W,C,H) [8.1]
Where,

W= f(H,.Hs,Fr,Le,0,14) [8.2]

c=1(c.Cy) [8.3]

H=f(L,,M,D.) [8.4]

| = £(G,A) [8.5]

Work (W) variables include total usual houisyf), preferences for shorter hours
(Hg), whether full-time E+), length of time with employet§), major occupation
group ), and industry sectottd). The commute®) includes commuting time
(Cr) and method of transport to worky{), household characteristidd)(include
length of time at addres& /), whether married/cohabitindV), and number of
dependent childrerD¢). Individual characteristics include gend&),(and age

(A). The parameter estimates (B) are presentecbiers.3™*

The positiveB (0.224) reflects that women are more likely toeliand work
within the same LAD, confirming the findings of tlease study and cluster
analysis. This is an important result as it progideatistical robustness to the
suggestion that women’s spatial mobility is limitdady the household.
Interestingly, the model suggests that professeorale more likely than
managers to work outside the area in which thes, ladding robustness to the
lengthier commutes found among professionals idieeaanalysis. This is
reflected in the negativi@ (-0.096) which suggests that for professionalsoties

of living and working in the same LAD is lower thor managers.

" Full results are included in Appendix 13. The maddeconfirmed as statistically significant
(Sig. 0.000), withR? equivalents of 32.1 (Cox and Snif) and 42.9 (Nagelkerke?).

™ For statistical robustness the model was alsaatuegional level using data for only the East
Midlands. This generated comparable results toethreported here, but with a substantially

reduced sample size of 2,514 which affected sizdissignificance.
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Parameter Estimates B Exp(B) S.E. Wald p-value
Constant 1.588 4896 0.187 72.152 0.000
Total usual hours of work -0.008 0.992 0.002 19.588 0.000
Prefer shorter hours than at present -0.055 0.946 0.029 3.641 0.056
Full-time 0.137 1.146 0.052 6.934 0.008
Length of time with employer 0.039 1.040 0.009 206 0.000
Major Occupation Group: Reference is Managers agwia officials

Professionals -0.096 0.909 0.051 3.485 0.062
Associate Professional and Technical -g.002 0.998 0.050 0.001 0.971
All other occupations 0.403 1.496 0.041 97.873 0.000
Industry Sector: Reference is Agriculture and Highi

Energy and Water -0.126 0.882 0.192 0.431 0.512
Manufacturing -0.133 0.876 0.157 0.714 0.398
Construction 0.071 1.074 0.163 0.191 0.662
Distribution, Hotels and Restaurants  0.030 1.031 0.156 0.037 0.847
Transport and Communication -0.210  0.810 0.160 1.720 0.190
Banking, Finance and Insurance -0.182  0.833 0.158 1.334 0.248
Public Admin., Education and Health 0.078 1.082 56.1 0.253 0.615
Other Services -0.147 0.863 0.164 0.801 0.371
Usual home to work travel time -0.080  0.923 0.001 4658.341 0.000

Usual Method of travel to Work: Reference is Caoidibike, Taxi
Public Transport (Bus, Train, Tube) 0.727 2.069 0.047 243.690 0.000

Manual Transport (Bike, Walk) 1.619 5.050 0.055 209 0.000
Length of time at Address 0.016 1.016 0.009 3.095 0.079
Married/cohabiting -0.080 0.923 0.034 5.644 0.018
No. of dependent children under 19 0.043 1.044 @.01 6.911 0.009
Gender (Female) 0.224 1.251 0.032 50.167 0.000
Age: Reference is 55+

16-24 -0.003 0.997 0.063 0.002 0.963
25-34 -0.112 0.894 0.051 4,789 0.029
35-44 -0.165 0.848 0.047 12.130 0.000
45-54 -0.097 0.907 0.043 5.061 0.024

Table 8.3: Binary logistic regression: live and war same LAD (LFS, 2008)

Time spent commuting is likely to be longer for seavho work outside of their
LAD as we would expect. Those working outside afitlLAD are also more
likely to use their car for the journey to work, agblic transport (0.727) and
manual transport (1.619) are relatively more likielyoe found among those who
live and work in the same LAD. Respondents in thddfe age bracket (35-44)
are most likely to travel outside of their LAD farork. Those that are married
are less likely to live and work in the same LAMD.080), but those with
dependent children are more likely to (0.043). Thmay well represent the
constraining effect that caring for children has wwbility, especially for
females. Hours of work are likely to be longer tloose travelling outside of their
LAD. This reflects the greater proportions of pssi®nals working outside of
their local authority, and is a key concern givére timpact of long hours

alongside their substantial travel. Preferencesdductions in hours are found
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more among those who work outside of their areeesidence. Th& (-0.055)
reflects that the odds of an individual reportimgfprences for shorter hours is

less for those that live and work in the same LAD.

In summary, the model suggests that household riaetee central to whether
workers travel outside of their LAD for work. Houmsed requirements, and most
importantly gender, are the key variables in dgtishing whether individuals
live and work in the same local authority distri¢his is consistent with the
findings of Harris et al (2007). Females are likelyremain in workplaces closer
to their home due to their household responsiediis they are more closely tied
to their homes (Lever, 1987, 264; Hanson and Pi&8®5). This confirms the
earlier analysis giving robustness to the suggestitat while equality is
increasingly found between genders in paid employmeequity remains within
the home. This is important as it is indicativetlué constraint females’ face, as
outlined in Chapters 2 and 3. The impact this hasheir mobility, and in turn
career, remains a concern even among the highlgdki

8.5 Conclusion
This chapter has explored patterns of commutingraability among managers

and professionals in dual career households, wittiSc focus on issues of
gender. The commute has become longer in termsn& &nd distance, and
increasingly diffuse. This is especially evidentaag dual career households.
Managers, on average, report shorter commutesapes a result of their skills
being relatively transferable between roles and kplaces. Conversely,
professionals report longer and more diffuse conesyueflecting the specialised
nature of these occupations (Lindsay, 2003, 14ajvéver, of greatest interest to
this thesis is that it is the temporality of tharooute which concerns workers.
Time, not distance, is of greatest concern to iddials and households in

managing their complex commuting patterns.

Evidence has been found to support the claim thatemhouseholds are
compromising when making migration decisions andahdiving. However this

increases the overall time spent commuting for éhlesuseholds (Doyle and
Nathan, 2001; Kloosterman and Musterd, 2001; Geteal, 1999; Green, 1997).
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In addition evidence has been found of the trepdnted by others (Green, 1995;
Hardill et al, 2006, 180; Oswald and Benito, 200030me households using the
commute as an alternative to permanent residemigdation. Some workers do
still move frequently and those in professionalug@ations are those who report
moving the greatest distances. Household decisiover commuting and

migration must be considered increasingly complaxk gertinent issues.

Females, although increasingly exhibiting male gyat of work and mobility,
remain constrained by the uneven division of labwitihin the household. Male
managers and professionals are more mobile in w@iking routines than their
female counterparts in terms of inter-regional nmogets for work, and
movements between LADs. Males often still take ttaditional ‘bread-winner’
role of full-time worker, experience substantialrwdravel, but make a reduced
contribution to household tasks. Females are isangly employed in full-time
occupations, but often perform the majority of theks of social reproduction
such as cleaning and shopping (McDowell et al, 2006ese tasks, including
the ‘school run’, may be split between partnerd,tbay may not. This results in
a real ‘time-squeeze’ for partners in dual caremrseholds, especially females
employed full-time, and particularly if dependerildren are present (Brown
and Booth, 2002; Schor, 1993; Southerton, 2003ndkes are constrained by a
‘double-shift’ of paid work for an employer and waigh work within the home.

Combining dual schedules is problematic, partidylaiith enduring long hours
cultures, and increasing commutes. However, thetimang burden of the
household undoubtedly affects female employmengneamong highly skilled
full-time workers, resulting in them on average kg closer to their permanent
residence. Consequently highly skilled working féeeaand in particular those
with children, may be under the greatest constrdting clear then that a female
sacrifice remains, not in terms of hours workedt imstead in their spatial
mobility. The majority of responsibility within théousehold still lies with
females (McDowell et al, 2005), resulting in a ‘terday’ (Sirianni and
Negrey, 2000, 62). Considering the current workiaegvironment, which
increasingly requires and rewards flexibility andbitity, this could have

significant career implications for these femalekeos.

206



D L Wheatley

9

Conclusions

9.1 Introduction
This PhD is a theoretically informed empirical istigation of contemporary

patterns of time allocation, including work, car@dacommuting among

managers and professionals in dual career householias drawn upon strands
of economic theory, beginning with mainstream ralochoice theory, which

was critically explored using heterodox perspediveluding institutionalist and

feminist economy theory. The review of literatureaswused to develop a
theoretical framework for this thesis. Mainstreammedry is limited, thus

heterodox theory which considers the moulding ¢$feaf norms, power and

constraint, gender, and the household is appliexpiore time allocation.

This chapter highlights the major findings of thi#hD. After this brief
introduction focus is given to the key findings acwhtributions to knowledge
made in this thesis. These findings fulfil the kelgjective of this PhD, in
exploring the time allocation of managers and msifenals in dual career
households. Specific reference is made to the rfgsliof this thesis which

address each of the research questions:

1. Which theoretical approach(es) — mainstream, imsdibal or feminist
— offer the most suitable explanation of individuahd household
choices and constraints in the allocation of time?

2. Do distinctions need to be made within the ProtessiManagerial Class
(PMC), and are these distinctions occupational@rgi#nder specific?

3. What challenges, in a policy context, do dual catemiseholds face in

managing the combined demands of work-time, caaimdjcommuting?

In order to address the above research questimthdsis used a mixed methods

approach. Secondary data, including the fourthtqudi995 and 2008 LFS, and
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the 2001 Census SL-HSAR, was combined with theectiin of primary data, in

the form of a case study. The case study colleptatiary data in Greater
Nottingham during 2006, through in-depth semi-dtrited interviews with

Human Resource Managers (HRMs), and a survey oageans and professionals
in dual career households. The opportunity was tken to compare the 2006
data with earlier data collected as part of thedtmn and mobility decisions of
dual career households’ project funded by the Layere Trust (grant F/740).
The choice of data allowed the empirical analyse®dus on a number of spatial
scales, beginning with national and regional cantaging the secondary data,
before moving to the local level, specifically onggations and the household,

using the case study data.

The four theoretically informed empirical contritmrts to knowledge made in
this PhD are highlighted in the following sectiginally, in the last section brief
reflection is made of the key successes of this,Riid potential opportunities
for further research.

9.2 Key Findings and Contributions to Knowledge
This section summarises the key findings made. fohes is on answering the

research questions, using the findings from both réview of academic and

policy materials and empirical analyses.

1. Which theoretical approach(es) — mainstream, ing8thal or feminist —
offer the most suitable explanation of individualdahousehold choices and
constraints in the allocation of time?

In answering the first research question a compr&iie review of academic and

policy literature was conducted. The alternativeotietical approaches were

explored in Chapter 2, while elements of these riksowere returned to in
chapter 4 (in relation to time allocation and therpey to work). The exploration
of theory informed the empirical analyses conduatedChapters 6 to 8. This
thesis has contributed by exploring the suitabitifythe alternative theoretical
perspectives in explaining contemporary time alioca The review of literature
began with a critical investigation of the mainatrerational choice theory of

labour supply. This revealed a number of limitasion mainstream approaches
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due to its assumptions, focus on choice, and locadf analysis at the level of
the individual. Extensions to mainstream theoryluding Becker's (1976)
theory of the allocation of time, question the asgtions in mainstream theory.
However, Becker’'s approach is itself limited by filgus on the individual, and
its disregard for the process of preference foromatin the decisions made over
time allocation for work and/or commuting. Beckaligng with other mainstream

approaches, is also somewhat gender ‘blind’.

A mainstream approach which is gender sensitiyasided by Hakim (2000).
Her view on the preference determination of womenggests women’s
‘individual’ preferences can be categorised in nr&fiee to their preferences for
work. They are either: (1) work based; (2) homeebdasr (3) somewhere in
between. However, Hakim’'s approach is founded oe #ssumptions of
mainstream theory. It assumes women make free ehoreflecting their

preferences. This approach lacks acknowledgemertrudtraint and inequality.

Institutional economic theory provides a more appeie perspective by

highlighting the influence of social institutionadasocial culture in preference
formation (Hodgson, 1988, 68-71). This resultshia tevelopment of customs,
habits and norms in human behaviour (Dugger, 1902). While the concept of

institutions and norms influencing preference faiiorais key to developing an

adequate understanding of time allocation among carger households, these
perspectives remain relatively ‘gender blind’. Thedgo lack acknowledgement
of the household division of labour, and care.

These factors are considered in feminist econoiméory. Feminist theorists
critigue mainstream approaches for their focus lmmmo economictsas they
offer little acknowledgment of the different chalfges faced by men and women
in allocating time (Nelson, 1995). Feminist thedighlights the limitations of
focusing solely on the individual in analysing dgan-making, as the household
has a significant influence on the preferences laldaviours of individuals,
including their allocation of time. Females face treatest constraints as a result

of enduring gendered norms within the home.
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Men and women in dual career households often perfiwo jobs — paid
employment and unpaid household work — resultinghem facing particular
complexities in allocating time. This, however, particularly acute among
‘career’ women. Alongside demanding paid employmémey will often

undertake greater household responsibilities thiagir tmale counterparts,
including caring (McDowell et al, 2005). Some hduslds employ marketised
care as a solution, but many do not. Women’s datisiaking is therefore
heavily influenced by their household.

Mainstream approaches to time allocation therefereain unsatisfactory. In
contrast feminist and institutionalist approachestebute to our understanding
of the evolving constraints households face. Thw@grhes are complementary.
Institutional theory reflects on individual and Isetiold decision-making in
regards to the influencing effects of habits, costp and norms, such as
normalised hours of work. Meanwhile feminist theargnsiders the role of
gender and the household and accounts centrallycdostraint. A gender-

sensitive heterodox view accounting for habits anmms, constraints, and
conducted at the level of household, is perhapst rmogable for explaining

complex patterns of time allocation among househoidcluding dual career
households. This approach was employed in thisigsh@he findings of the

empirical analyses validated this view. Mainstreapproaches are severely
limited by their reliance onhomo-economicus’ Individual and household
preference formation is heavily influenced by sb@ad organisation norms,
especially in terms of hours worked (Chapter 6).y Kdistinctions remain

between genders (Chapter 8), something that ‘gerexd’ mainstream

approaches do not acknowledge. Meanwhile the holdemust be

acknowledged as a key unit of analysis, and a miajtuence on the time

allocation of partners in dual career households.

2. Do distinctions need to be made within the ProtessdiManagerial Class
(PMC), and are these distinctions occupational andfender specific?

This question was answered using a range of evedand draws on the findings

of Chapters 6, 7 and 8. The secondary data anagbyssded a number of

important findings with a national and regional dsc at the level of the
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individual (using the LFS), and the household (@enSL-HSAR). The case
study data shifted the spatial focus to the loealel — organisations and
households — providing findings reflecting on theetl experiences of managers
and professionals in dual career households int&rékottingham.

Working Practices and Work-time

Paid work is increasingly characterised by flexipil Flexible working
arrangements including flexi-time, part-time, anoimie-based teleworking are
now available at many organisations. This was ewide the case study of
Nottingham (Table 7.4). However, flexibility may bensidered to have a double
meaning. While it provides flexibility, often thiwill be driven by ‘business
need’ leaving many workers unable to be flexibl@astheir preferences.

Mobile technologies create further flexibility imaip work, but also blur the
boundary between home and work, resulting in somgl@&ees facing
difficulties in dividing their time between actiigs (Hardill et al, 1997; Hill et al,
1996). Increases in the flexibility and mobilitywbrk, and changes in the nature
of many occupations result in difficulties in measg when, how hard, and how
long individuals are working. This forms a parteuproblem as some employers
equate long hours with effort and commitment toftim.

Both secondary data and the findings from the sas#y suggest working hours
remain high for managers and professionals evesr aftnost a decade of the
Working Time Regulation@NTR) and the work-life balance agenda (BERR,
2008). Hours are particularly long for private seananagers and public sector
professionals (LFS, 2008; case study data). Maiés dependent children are
likely to work the longest hours, perhaps driven financial compunction,
especially where they generate the main houselmalome. This has important
implications for workers, especially as Green (2003) has suggested long
hours are increasingly accompanied by greaterdesfeldiscretionary’ effort and
‘constrained’ effort in the workplace. Constrainetfort may be a driver of
increased levels of work-related stress among eyepka
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Professionals, subject to long hours and the gsedeels of unpaid overtime,
report high levels of dissatisfaction with hourd=8, 2008; case study data).
However, in contrast private sector managers datively less dissatisfied even
though they work the longest hours of all broadupation groups. This reflects
the differences between the roles of managers antegsionals. They are
representatives of the firm, assimilated into aeluof long hours, and equate
long hours with effort (White et al, 2003). For skemanagers long hours are
viewed simply as part of the job — an occupatiam@m — and are necessary,
not least because managers are responsible fairmmplihe activities of others.
Their role requires their presence at the workpkacensure the organisations
interests are in safe hands. Those undertaking geament roles may well be
self-selecting, because they are attracted by theerging nature of these
occupations. Professionals, in contrast, are useeceiving a level of autonomy

over their work and are likely to be more adversthe imposition of long hours.

It has been argued by some that managers and giarfats represent a single
group: the Professional-Managerial Class (Ehrehr@inod Ehrenreich, 1979).
However, the empirical evidence in this thesis gstgthey are distinct. While
they display some common characteristics, includigr mobility and marriage
rates (Goldthorpe, 1995), they differ in their conting and working patterns,

and significantly in their preferences for reducton hours of work.

Managers represent the organisation, often ternoegatization men” (Baran

and Sweezy, 1966, 41). Professionals, in conteast,characterised by a high
level of qualifications, autonomy, and greater sesation. Managers remain
more dependent on organisational career strateg@spared to their

professional counterparts (Savage, 1988; Savagk @092). Professionals are
increasingly characterised by a more specialiseduamarket, resulting in, on
average, longer commutes (Lindsay, 2003, 141). Mearsa (bureaucrats)
represent the impersonalising, routinising, wotfl@¢@nformity, in contrast to the

creative dynamic role of ‘knowledge’ which arisesm professional autonomy
(Savage et al, 1992). The grouping of managerspaofitssionals in analyses
may therefore result in important nuances in radiof work and travel being

missed. On that basis the first finding is as feHo
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(1) Managers and professionals have often beenpgtbuHowever, as
occupation groups, they are distinct. Combining aggns and professiondls

ignores key distinctions and nuances in their pastef work and travel, stated

preferences for work, and in the nature of theaqupation roles.

Commuting Practices

The secondary data analysis in Chapter 6 highligkite lengthy commutes of
managers, and especially professionals, in bottomedt and regional context.
These workers report the longest commutes of atlupation groups. The

commute may therefore have a significant compoundifect on time-use when
the long hours of managers and professionals argidered. Those reporting the
longest commutes (in both time and distance) aneafer sector professionals
(LFS, 2008 and Census SL-HSAR). Women report shedemutes than their

male counterparts in all broad managerial and psid®@al occupation groups
(LFS, 2008). The longer commutes among professsomaby reflect the

increasingly specialised nature of these occupgatiaich results in these
workers’ labour markets being much broader thannfi@nagers: inter-regional
and perhaps even international (Lindsay, 2003, .14l ontrast, managers in
some industries experience fewer moves betweemisg#ons, on average, as
they adopt organisational career strategies. Tlig be reflected in the shorter
commutes among private sector managers. Notablg, dcommuting time not

necessarily distance that concerns commuters. Tdlenances are time focused.

Car dependency remains high in the UK, especiathpray managers (LFS,
2008). Car dependency is greatest in the provinnekiding the East Midlands.
This is a particular issue given current transpalicy targets reductions in car
use. The potential impacts (both positive and negpof this policy may thus be

most markedly felt in the East Midlands and otlmmparable regions.

The analysis of secondary and primary data souegsgcially in Chapter 8,
presented evidence of nodal living among dual cdneaseholds. This refers to
households locating close to transport hubs asvgpmamise between partners’
workplace locations and to provide access to seVapaur markets. However,

this compromise is often made at the cost of lengtiurneys, especially for
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men, impacting on the time allocation of these lbo#ls. Evidence was also
provided — from the case study — to support thedrevhereby dual career
households are substituting the commute for houdehmogration. Statistical
evidence from the LFS — which revealed high prapog of workers,
especially professionals, are working outside airthh ADs — supported the
existence of this trend within the UK. This wasoalsinforced by the numbers of
male workers displaying inter-regional commutingwis (LFS, 2008). This use
of the commute is often driven by a resistancepmot families, but may also
reflect the desire for certain living environmentis evidence represents the

second finding which is as follows:

(2) Evidence supports the trend of nodal living afdlual career households
substituting the commute for household migrationowdver, thes

compromises lengthen the total time spent commutinthese households.
This creates further complexities for these houklEhas they attempt to

manage two routines of paid work alongside the delnaf the home.

Gender Inequity in Work and Travel

Gendered divisions in patterns of work, includingriking hours, and commuting
times, are converging for managers and professolM&bmen increasingly show
deeper commitment to the labour market (McDoweD04£& 148). Greater
proportions of women are remaining in full-time dayment for the duration of
their careers. Hours of full-time females are iasiagly comparable to males,
especially in professional occupations (ChaptefTég increased availability of
flexible working arrangements, driven in part bg thork-life balance agenda, is
helping men and women to manage complex dual sté=dfé work and home.
Most organisations, especially in the public sectifer a variety of flexible
working arrangements. Interestingly, greater propos of women reported the
use of flexible working (Chapter 7). This may bediaect reflection of the
relatively greater household responsibilities flieatales face. However, in many
workplaces there remains continuing links betweercggved commitment and
long hours associated with ‘time-devouring male leypent’ cultures (Sirianni
and Negrey, 2000). These links between hours anmdnitnent may effectively

limit opportunities for those who work flexibly, teh women.
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While equality in hours becomes increasingly chia@stic among male and
female managers and professionals in many workplagender inequity within
the home persists. Tasks of social reproductiomjuding caring, remain
unevenly distributed (Census SL-HSAR; case studg)d&emales are therefore
tasked with undertaking not only demanding paid leympent, but unpaid work
within the home — the double shift persists (Jo2863; McDowell et al, 2005).
This results in a real ‘time-squeeze’ for femalegpmyed full-time, particularly
if dependent children are present. Moreover, tasih as the school run may be

split between partners, but often are not.

Distances to work — measured using both Two-Stetet analysis and a
logistic regression model in Chapter 8 — remain, awerage, shorter for
females. This builds upon the findings of othereegsh, including Harris et al’'s
(2007) findings among part-time female workers, asdindicative of the

constraints females face in contrast to their noalenterparts. A female sacrifice
remains. They are spatially entrapped as they aoenidid employment with the
responsibilities of the home. This may have sigaifit career implications for
females in a working environment where employersdasingly require and
reward flexibility and mobility. This further poses particular challenge for
human resource managers to ensure the careersnafefe do not suffer as a
result of household constraints. Time and gendastecaints limit their levels of
mobility and often impact on their working routinggquiring them to work
flexibly. Policy is needed which does not simplywaed long hours, but instead
acknowledges the real benefits of increased flewgibn work. The third finding

is thus as follows:

(3) Equality in hours of work is increasingly chetexistic of highly skilled
men and women. However, continuing inequity witthie household burdens
women with the majority of responsibilities, incingd caring. Womer
therefore work closer to their place of residensdemale sacrifice remains

v

not in hours worked, but in relation to their sphtnobility. This may have
severe career implications in a working environmeurtich increasingly

requires and rewards flexibility and mobility.
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3. What challenges, in a policy context, do dual carkeuseholds face in
managing the combined demands of work-time, camdycommuting?

This thesis has a number of key findings relatinghte challenges partners in
dual career households face in combining demangind) work, with travel and
home. These findings have significance to thesesétmalds, and also more
broadly to human resource and public policy. Invaargng this research question
discussion includes material from the review odrbtture in Chapters 3 and 4,
and evidence from the empirical results, espec@Hhgpter 7.

Organisation and Public Policy Challenges facingdDCGareer Households
Evidence was presented in Chapters 6 and 7 whiebaled the long hours
worked by managers and professionals. This is &cpkar concern given more
than ten years have passed since the implementaficthe Working Time
Regulationsin the UK. However, further significance must keaehed to the
long hours found among managers, especially in gheate sector. These
managers do not seem dissatisfied with their holitss may reflect the
assimilation of managers into the policies of tlesployers (see Chapters 6 and
7). This is a particular concern when it is consedethat it is managers that have
the power to enforce current UK work-time legistati Considering the
dissatisfaction with hours found among many worke&specially when their
hours are long, it seems that the voluntary natfivgorking time legislation may

need to be revisited in order to address work-txeess.

Increased availability of flexible working arrangents, driven by the work-life
balance agenda (BERR, 2008; Clutterbuck, 2003),affar benefits for many
workers. New technologies are also impacting onvilag work is conducted.
The home is now a place of paid work as well asauhpvork. Home-based
teleworking, although often implemented on an ad lbasis, may provide
significant benefits to the employee through insezhflexibility. However, those
working in the home face a number of difficultiexluding divisions of space
and time for work, stress caused by isolation, tedpossible encroachment of
work into other household activities. Where forrhaime-working schemes are
found, employers are tasked with carrying out Ieaftd safety assessments of

working environments for employees. This, howevaises important issues in
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relation to defining the ‘non-work’ space of the @oyee and whether, and how
far, employers should encroach into it. The workingtines of one household
member may impact greatly on the lives of otherseater flexibility and

increased control over time allocation may be pmssfor households when
flexible arrangements are employed. However polieyst acknowledge the
impacts on all household members, and in partidilarblurring of the spatial

and temporal divisions between the home and work.

Current transport policy focuses on reducing cotigiesnd pollution using tools
including road charging, park and ride schemes, warkplace parking levies
(WPLs) — including the planned scheme in Nottingh@iottingham City

Council, 2009). These policy apparatus offer poaenbenefits in terms of
reductions in congestion in urban areas. Howewenesworkers require their car
to execute tasks for paid work, and for househekponsibilities. Lack of car
parking may therefore be particularly prohibitiva individuals, often women,
performing the ‘school run’. Policies must consitlewse with complicated dual
schedules: work and home. Those combining schedwlag otherwise be
constrained by policy targeting reduced car usageking complex multi-

activity journeys all the more difficult and costly

The use of the commute as an alternative to permaasidential migration has
also been reported (Chapter 8). Using the comnmtihis manner results in
households often locating close to transport nodéss is likely to result in
households owning two cars against the currentcypdbiackground targeting
reductions in the use of the car. Planning polioyreasingly acknowledges the
importance of nodal living to many households, awine local authorities
market themselves as nodal locations as discuss€tapter 8. Public transport
does not provide an adequate solution to thesess€iurrent preferences are for
semi-rural living, and workplaces located in outt@ivn business parks,
combined with 24/7 working practices. These are well served by current
public transport services. Public transport networkeed to recognise the

changes in everyday mobility in both ‘work’ and fravork’ spheres.
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Human Resource Policy Challenges facing Dual Cakauseholds

The work-life balance agenda has been acknowledgedany organisations, as
evident in the discussion with HRMs during the cadady of Greater
Nottingham (see Table 7.4). A significant elemehttlus agenda promotes
flexible working. Both male and female employees able to benefit from the
added flexibility offered by flexi-time, job shaedc. It helps them to combine
paid work with household tasks, including caringowéver, in many cases
flexibility is determined by ‘business need'. Ittais the employee being
flexible for the employeand simply benefits organisations by offering leng
opening hours, and making their organisation motteadaive, improving
recruitment and retention. Difficulties also existthe successful use of these
schemes, including scheduling of meetings and wgrkn deadlines, as well as

conflicts with workplace car parking.

Conflicting Organisation and Public Policy

Perhaps the most interesting and pertinent posisya faced by partners in dual
career households is the conflict, reported in dase study of Greater
Nottingham, between organisation and public pddiciene conflict was between
organisation level flexible working arrangementpedfically flexi-time, and
transport and car parking policy led by broadernoma and regional policy
agendas targeting reductions in car use (Poolegl,eR005). This limits the
availability of car parking in a city within the EaMidlands region, one of the
most car dependent regions in the UK (LFS, 2008g flesult is that for many
workers the opportunity to work flexibly is rested by the need to arrive at

work early to secure a parking space.

Positive discrimination for those under the greamnstraint may offer an
appropriate solution. Providing adequate parkingtiese individuals and giving
them priority — or at least a better chance of iolitg parking on a regular basis
— may reduce the likelihood of them being negayiveipacted by current and
future transport policy agendas. This requires HRblsactively engage with
their employees to establish those with the gréatesd. Highlighting these
individuals poses one of greatest challenges foMBlR_eaving this responsibly

to employers also represents a significant concern.
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Organisation and public policy needs to be consiien a broader context, so
that it fully takes into account the range of imigaand outcomes it will have, as
well as how it will interact with other policy. Tis required if conflicts such as
that reported above are to be avoided in futurdicfPonust also consider the
complexities of the household. Consideration netedbe given to gendered
norms and uneven constraint within the householchpiEcal evidence in

Chapter 8 suggests significant divisions in houkkhlabour, and unevenness in
the allocation of responsibilities between male terdale partners. Policy must
engage with this or otherwise risk exacerbatinglével of constraint faced by

females combining demanding paid employment wiéhitbme.

Evidently, managers, and especially professiorals, exhibiting increasingly
complex working routines. They exhibit longer warggsihours than those in other
broad occupation groups, and report the lengtheeshmutes (in time and
distance). Concurrently, the complexity of moverseior paid work have also
increased. Many highly skilled workers have to ‘age’ the added constraint of
caring, for dependent children and, in some caeesthe elderly or disabled
(Census SL-HSAR, 2001; case study data). Caringpresbilities often fall on

women and have significant impacts on their avéelaime. These factors when
combined, make time allocation among managers aofkgsionals, especially
women, particularly problematic. Time is clearlyetlpertinent issue as time
scarcity has intensified in the past decade inUKe Given the evidence, time
scarcity must be considered a significant concemeatly faced by many dual
career households, and one that requires atteatipolicy level. Thus, the final

contribution of this thesis is as follows:

(4) Time is increasingly scarce for dual careerdatwlds. Evidence has been
presented which is indicative of complex workingittoes among partners |n

\*2)

dual career households, including long hours affdssi commuting patterns
Many households also provide care, which requim@ssicderable inputs af
time. Women are often tasked with this respongybilGiven the range df
evidence time scarcity must be considered a s@mticoncern for dual career

households, and one that has been exacerbatee lmsttdecade in the UK.
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9.3 Closing Comments
This PhD has used a mixed methods approach to rexpioe allocation among

managers and professionals in dual career househdldis analysis has
generated a number of important empirical contidng to knowledge. While
the approach used in this thesis is in no way wniglbusiness and management
research, it does differ from much research, eafgcin the discipline of
economics, where the theoretical foundation of thesis is located. This PhD
has drawn upon different strands of economic thedFiiese theoretical
perspectives were used to inform the empirical eles of this thesis,
highlighting the importance of the process of prefiee formation, distinctions
between genders, and the complex interactions feutidn the household. The

analysis has drawn out findings relevant to botidamic and policy audiences.

The methodologically pluralist approach used irs fhD combined quantitative
analysis of secondary data sources, with a quamétgualitative case study,
including analysis at different time reference p®ifhe mixed methods allowed
analysis of different spatial scales, highlightitgnds at the national and
regional level, which were then reinforced, andestigated in more depth at the
level of the organisation and household. This ss&fcé use of triangulation

provided this thesis with reliability and validityn the empirical findings,

allowing a range of evidence to be presented featgr robustness.

In the context of continuing this research, thereairationale for a follow-up
study of Greater Nottingham, focusing on the hoakkldynamics of the dual
career households involved in the survey. In-ddptlow-up interviews were
used in the ‘location and mobility decisions of doareer households’ study. A
survey of 130 dual career households was followgding interviews with 30
households. Notably, partners were interviewed regply (Hardill and Watson,
2004). Other research by Tietze and Musson (200R5R used 25 in-depth
interviews with home-based teleworkers and themilias, conducted within the
home. Both of these research projects generatbdprimary data. Using these
methods and exploring gendered norms, constragms, inequality within
households, and perhaps even interviewing coupbegetiter, would be an
interesting direction for further research into ldcereer households.
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Appendix

1 Information on Secondary Data Sources

The Labour Force Survey

The LFS has been collected on a quarterly basee sif92. The LFS provides a
large sample size of around 120,000-150,000 indal&l The data-set provides a
number of variables essential to researching wgrlind commuting patterns,
some of which are not found in other sources o&.d@he LFS is conducted
through face-to-face interviews, with subsequemntact made by telephone. The
survey is split into two main sections, the firsealing with household
characteristics, and the second covering economiwitg. The LFS uses
international definitions of employment, unemployrhand economic inactivity.
This is combined with a wide range of related tefgach as occupation, training,
hours of work and personal characteristics of hioolse members aged 16 or

over.

The Census SL-HSAR

The Census Special Licence Household Sample of ynmed Records is
generated from th€ensus of Populatiorand is only available for 1991 and
2001. The SL-HSAR is a 1% representative samplgkohouseholds (England
and Wales), and includes sections on housing andrée demographic, and
socio-economic information for all members of treugehold. The Census SL-
HSAR household data-set provides a sample of appedgly 225,000
households, equivalent to 525,000 individuals. Bu¢he possibility of risk of
exposure, which is more prominent in the SL-HSAgtess to this data has been
negotiated through application for a Special Liee(L).
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2 Interview schedule

Changing Commuting and Working patterns among Managrs
and Professionals

Interviewee Name
Interview Length ..o
Interview Location

Introduction:

This interview will be done in thstrictest confidence Any information given
will be completelyanonymous The interview is expected to last up 46
minutes. You arefree to end the interviewwhenever you wish, but it would
help my research if you would take the time to stagl all questions have been
asked.

| will take notes and also a recordingf the proceedings if that is okay. If at
any time | am writing and quiet | am just catching If at any time you would
like me tostop taking notes due to responses you are giving simply indicate
this.

Are you happy to begin the interview?

Interview Topics/Questions:
General Questions about the company
1. Could you give me a brief description of what thienfdoes/makes.
2. How long has the firm been located at these presflise
3. How many individuals does this location employ?
4. Of those, how many are managers?
...and how many are professionals?
Do you think there has been an increase in thegitf jobs as
‘manager’?
Why do you think individuals choose to work herefiatdo you offer?
Do you think employees enjoy working here?
Would enjoyment differ for those in managerial amgrofessional
occupations?

o

©o~NoO

Company policy relating to working patterns

9. What type of contracts are the staff employed under

10.Do the contracts of managers and professionalsrdisfthose of other
employees?

11. Are the salaries of your staff based on fixed wagkhours?

12.Does the company offer opt-outs for the WTR?

13.1f so, how are these opt-outs implemented? And, areythese long
hours required?

14.Would you say the management/professional stafi@yed within this
organization work longer hours than other employees
...If so, why do you think this is?

15.Does the company offer its staff overtime?
...If s0, is this paid?

16.Do employees undertake any unpaid overtime?
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...and is this rewarded in other ways? (Time ofinaentives for

example)

17.Do employees show any preference for reductionisaim hours of work?

18. Are the managers employed in the organisation elgtencouraged to
promote workers attendance through their own ptesésm?

19. Are long hours seen as representing commitmerihfige in managerial
and professional roles?

20. Are the professionals employed in the organisagigen a level of
autonomy over their work? Has this autonomy charoyed the last 5-10
years?

Company policy relating to the Work-life balance sheme

21.Are there active policies to improve the work-lifalance of employees?

22.Does the company offer flexible working arrangerms@nt

23.Can workers actively reduce their hours of work?

24.Does the company offer the option of teleworkingifing from home) -
at least to some extent?

25. Are there any special policies for workers who dlage caring
responsibilities?

26.Do any of these arrangements differ for managemeptofessional
staff?

27.Level of undertaking within firm?

Recruitment and retention of staff
28.How do you think company policy on working hourfeats the
recruitment and retention of staff?
29.How do you think company policy relating to workelibalance affects
the recruitment and retention of staff?
30.Do you think the (geographical) location of the @amy premises affects
the recruitment and retention of staff?

Housing/Mobility

31.What proportion of the staff employed here are @gremt residents in the
area?

32.Do the majority of managers and professionalsdieser or further from
these premises, than other employees?

33.Do new employees generally move close by for easieess to work?

34.Do many employees undertake long journeys to work?

35.What is the longest journey you are aware of aividdal undertaking?

36.How do you think the company’s (geographical) lamaaffects the
working lives of its staff?

Commuting
37.How do the majority of your employees travel to kdr
38.Do you have any schemes in place in relation tgahmey to work?
39.Does the company cover the costs of business favel
40.What do you think of the idea of covering the aafstommuting?
41.Number/proportion of long distance commuters.
42.Does the company have on site parking facilitiestaff?
43.How will the introduction of a parking levy in Natgham affect you?
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3 Consent Form

NOTTINGHAM®
TRENT UNIVERSITY

Working 9 to 5? Complex patterns of Time Allocatemong
Managers and Professionals in Dual Career Housghold

Interview Consent Form

* This interview will be performed in therictest confidence

* Any information given will have names and identiieemoved before
use.

* You are free tend the interview whenever you wish, but it would help
my research if you would take the time to stay luaiti questions have
been asked.

» | will take notes and also a recordingf the proceedings if this is okay.
If at any time | am writing and quiet | am just@aing up.

« If at any time you would like me tstop taking notes due to responses
you are giving, simply indicate this.

Interviewee Consent:
Please read and confirm your consent to being interewed for the project
by ticking the box(es) and signing and dating thisorm.

| understand my participation is voluntary, andt tham free to withdraw at any
time.
O

| give permission for the interview to be recordeyl the researcher, on the
understanding the tape will be destroyed upon cetigpl of the project.

O
| agree to take part in the research.

O
Name of respondent Date Signature
Name of researcher Date Signature

Researcher contact details:
Address: Mr D. Wheatley, Nottingham Business School, Naftiam Trent University, Burton
Street, Nottingham, NG1 4BWEmail: daniel.wheatley@ntu.ac.uk.

255



Working 9 to 5? Complex patterns of Time Allocatemmong Managers and Professionals in
Dual Career Households

4 Interview Coding Table

Themes/Codes Interview No. 1

1

Managerial/professional roles

Re-titling of roles to ‘manager’ n

Loss of autonomy in professions dns

Employees enjoy working at org? n — restrict./|jofs

Hours of Work

Long hours esp. man.

Overtime — paid/unpaid, frequency  paid o/t — clasoally thru flexi

Use of WTR opt-outs Y, not many, may work long, but not ovr
ext. periods

Related to workloads? y

Evidence of presenteeism/macho vy, reducing

cult.

Is situation improving? y —working on erradic.

Link to managerial practice y in places

Satisfaction with hours y, can ask to change, lept ©n bus.
need

Satisfaction linked to dns

presenteeism/managerial practice?

Flexibility

Work-life balance agenda y

acknowledged/in place

Flexible working policy y, lots

Flexi-time y — compl. flexible

Home-working y —ad-hoc

Formal policies in place Some — not hw

Flexible arrangements frequently y, some need to be agreed with line man.
used

Policies for carers Yy, sp. leave

Commuting/Location

Location of org. city, good — close shopping, baffic
Dominant method of transport mixed, pt/car

Long commutes? Some, WM

Substitution of commute for y, more at snr levels

migration?

Workers required to be mobile dns

Does organisation consider y, use flexi to improve, but parking an
commute important impact on issue

working day?

Link between commute and stress dns

Use of commute as multi-activity vy, in late can school-run, miss traffic
journey — school run, shopping

Work travel not much, costs covrd
Transport Policy
Car parking an issue? y, most controv. issue

Schemes in place e.g. lottery/car lot. sys. — better odds car-share
share

256



D L Wheatley

Promotion of other forms of n

transport

Impact of car parking levy dnknow
Recruitment and Retention

Recruit/Retent. good/bad? good, but loss of jobs

Impact of flexible work availability Good, low turnover — ppl likel flexi
Leave due to difficulties with hours n

Leave due to difficulties with n
commute
City/non-city location impact city — pos.

Gender/Household Issues

Full-time parents working at org? vy, incl. man.

Difference in male/female use of More fem. but most staff gen.

flexible arrangements

Females in senior roles + impacts Y, sen. man. Reduce. In long hour cult. +
use of flexi.

Anything else — misc.
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5 Survey Advertisement

NOTTINGHAM®
TEENT UNMIVERSITY

Research into the changing working and commuting
patterns of managers and professionals

Would you like to be involved in an exciting academ
research project and have the chance to win ayuxamper
delivered in time for Christmas 20067

The research, which is funded by the Economic amciab Research Council,
and conducted by Nottingham Trent University, exasithe changing working
and commuting patterns of managers and professidaald their households)
employed in organisations in Nottingham.

The aims of the research include examining thectffeness of thaVorking
Time Regulationgnaximum 48 hour working week, in reducing the wogk
hours of managers and professionals. Addition#tlg,research will examine the
impacts to workers and their households of'\Werk-life balance' campaign, the
‘new economy’, and of changing mobility, longer amttreasingly diffuse
commuting patterns.

Follow the link below to register your details to gree to take part
in this important research project.

http://ess.ntu.ac.uk/sutton/formfiles/eb016020/registration.htm

When you have completed and submitted the regmtrédrm your details will
be sent to the researcher, who will then post outguastionnaire. The
questionnaire is around 40 questions in length,shedild take no longer than 20
minutes to complete. It should be completed by yangd your partner (if
present). The completed questionnaire should tleemneturned in the stamped
addressed envelope provided. The questionnaire widltdoe anonymised and
kept completely confidential.

The first 30 respondents from each organisatioh avtomatically be entered
into a prize draw for duxury hamper upon completing and returning the
questionnaire (draw to be held ohecember 2006).

Upon completion of the project the researcher vgdlue each organisation a
summary of the results. This will provide an ingighto the internal labour
patterns of organisations in Nottingham.

Researcher contact details:

Address: Mr D. Wheatley, Department of Accounting, Finanaed Economics, Chaucer Room
496, Nottingham Trent University, Burton Streettihimham, NG1 4BU.

Email: daniel.wheatley@ntu.ac.uk.
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6 Personal Details Form

Research into the changing working and commuting pgéerns of managers
and professionals
This survey was created by Mr D. Wheatley, a rectearat NTU.

Thank you for showing interest in this excitingeasch project. Please complete
the form below to register your interest in takpagt in the research.

Your details will be sent to the researcher, whib then post out a questionnaire
to the below address. The questionnaire shouldobgpleted by you, and your
partner (if present), and then returned in the p&imaddressed envelope
provided.

Complete all fields.
Statement of consent:
| agree to take part in this research project

[ Yes
£ No

Personal Details
Surname

Forename(s)

Please enter your address

Postcode

Telephone number (include std code)

Please enter your E-mail address

Please enter the name of your employer

Your details will be used solely for this reseaattd all information in this form,
and that given in the questionnaire, will be keptsy confidential.
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7 Questionnaire with covering letter

Nottingham Trent University
Burton Street
Nottingham
NG1 4BU
Daniel Wheatley
Nottingham Trent University
Burton Street
Nottingham
NG1 4BU

9" November 2006
Dear Respondent,

Thank you for your interest in this research prpjead for your willingness to
take part. | have included a questionnaire anchms¢d addressed envelope in
which to return it.

The questionnaire is divided into seven sectionsctiSn A refers to the
household as a whole. Sections B, C, and D argdorto complete. Sections E,
F and G are for your partner (where applicable)e Tiformation given in the
questionnaire will remain strictly confidential. [Praggregate statistical totals
will be used in the published results of the survey

To return the questionnaire simply post it in thengped addressed envelope
included. Any queries related to the completionthe questionnaire should be
referred to Daniel Wheatleg#éniel.wheatley@ntu.ac.uk

Upon return of the questionnaire you will be endeneto the prize draw for a
luxury hamper, which will be drawn on th& December 2006. Good Luck!

Sincerely,

Daniel Wheatley
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Nottingham Business School NOTTING HAMc
TRENT UNIVERSITY
Working 9 to 5? The changing patterns of Commuting
and Work among Managers and Professionals

A research project funded by the Economic and Sodia [SREEAe

ECONOMIC

Research Council H::“i[“:':*

The information given in this questionnaire willmain strictly confidential.
Only aggregate statistical totals will be used he fpublished results of the
survey.

The questionnaire is divided into seven sectionsctiSn A refers to the
household as a whole. Sections B, C, and D argdorto complete. Sections E,
F and G are for your partner (where applicable)y Ajueries related to the
completion of the questionnaire should be referted Daniel Wheatley
(daniel.wheatley@ntu.ac.pkDetails for returning the completed questionmair
are included on the final page.

Section A: General Household Details
Please tick appropriate box, unless stated otherwgs Complete all sections in
Block Capitals.

Al. Household Composition
Please complete fall members of household, including non-relations dérd
or employees for example).

Person Name Age Place of Birth (and Sex Position in Household

No. country if not UK)

Example  DANIEL 30 NOTTINGHAM M HUSBAND OF RACHEL
Example RACHEL 25 DERBY F WIFE OF DANIEL

1

2

3

4

5

6

A2. Housing Tenure.

Owner Occupier (owned outright or with a mortgage) O

Rented or provided with a job or business O
Rented Privately O
Rented from Local Authority O
Rented from Housing Association O
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Other (specify)

A3. Property type.

Detached house/bungalow O
Semi-detached house/bungalow O
Terraced 0
Flat/Apartment O

Other (specify)

A4. Length of time in current property. If 12 months or under answer question
A5.

Less than 6 months O
6-12 months O
Over 12 months, but less than 2 years O
2-5 years O
6-10 years O
11-20 years O
Over 20 years O

A5. If you have moved residence in the last 12 mdmd, why did you move?

Relocation of current job
Change of job

Move closer to job

Change in tenure

Change in size of household
Move to a better or more suitable residences

O 0Oo0Oo0

Move closer to relatives/friends O
Near to school O
Environmental reasons O
Aspiration to live in the country O

Other (specify)

A6. Number of cars and vans in household (includingompany vehicles).

None 0
One 0
Two O
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Three 0
More than three O

Section B: Your Working patterns

Please tick appropriate box, unless stated othernas

Sections B, C, and D are about the working, commguéind time use patterns
respectively, for you and section E, F and G fourypartner. Please ensure all
appropriate sections are completed.

B1. Your Career History. Give details of jobs held in last 10 years. Put in
reverse chronological order.

Job Title Employer Town Dates Reasons for leaving

Job 1

Job 2

Job 3

Job 4

Job 5

Job 6

B2. Qualifications. Please tick all qualifications currently held.

No formal Qualifications
GCSE or equivalent

A Level/Scottish higher

OND

HND

Nursing/Teaching Qualification
First Degree

Higher Degree

Professional Qualification
Foreign Qualification

OO0oooooooad
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Other (specify)

B3. Economic position (in the past week)f not in employment move to
guestion B24.

Working for an employer

Self-employed, employing other people
Self-employed, not employing other people

On a government employment or training scheme
Waiting to start a job you have already accepted
Unemployed and looking for a job

At school or in other full-time education

Unable to work due to long-term sickness or disigbil
Retired from paid work

Looking after the home or family

Ooo0o00OoooogooOoan

B4. Please give the full title of your main currenjob.

B5. Please give the name of your employegive the trading name if one is
used. Do not use abbreviations.

B6. Industry Sector in current job.

Agriculture and Fishing

Energy and Water

Manufacturing

Construction

Distribution, Hotels and Restaurants
Transport and Communications
Banking, Finance, and Insurance
Public Admin., Education, Health
Other Services

OoO0O0o0Ooo0oo0oogoan

B7. Please indicate the type of contract you hold.

Permanent O
Fixed Term Contract 0
Term only O
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Seasonal O
Other (specify) O
B8. Length of time in current employment.

............. Years vevvinen. Months

B9. Do you work full-time or part-time hours in your current job?

Full-time 0
Part-time 0

B10. Do you work flexible hours?

Yes 0
No O

B11. Basic usual hours of worknot including overtime).

B12. Do you work overtime?f ‘yes’ answer question B13-14, if answered ‘no’
move to question B15.

Yes O
No O

B13. Usual hours of paid overtime per week.

B15. Total usual hours of work per weekinclude both paid and unpaid
overtime. This will be the same as basic usual ©iduro overtime is worked.
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B16. Are you able to work from homef ‘yes’ answer question B17,
otherwise move to question B18.

Yes O
No O

B17. How many hours do you work from home per week?

B18. Would you prefer to work shorter hours than atpresent?If ‘yes’
answer question B19-20, if answered ‘no’ move tesgion B21.

Yes 0
No O

B19. Would you prefer shorter hours, even if this esulted in a reduction in
pay?

Yes 0
No O

B20. Would you be more prepared to continue to workour current total
hours, if all your overtime were paid?Do not answer if you work no overtime.

Yes O
No O

B21. Do you enjoy your job?

Yes 0
No O

B22. Why do/don’t you enjoy your job?

B23. Are you paid a salary or wage in current emplgment?

Salary O
Wage O

B24. Gross (before tax) annual income in the last 12 maims.
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£

B25. Do you provide care to any persond? ‘yes’ answer question B26-27. If
‘no’ move to section C.

Yes 0
No O

B26. Who do you provide care to?

Child/Children O
Elderly relative O
Family member suffering illness
Non-family member O
Non-family/Volunteer work O

Other (specify) . . ...

B27. Number of hours of care given per week.

............... Hours

Please continue to Section C

If not in employment continue to section D

Section C: Your Commuting Patterns
Please tick appropriate box, unless stated otherwas

C1. Average home to work travel timgminutes).
Minutes
C2. Distance of travel from home to work(km). If ‘work from home’ continue
to section D.
Note: 1.61 km = 1 mile.
km

C3. How many days a week do you usually work (in yo job)?

.................. Days
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C4. Is there a maximum time, over which you would at be willing to
commute for work?

Yes (state maximum time) ,.............. Minutes
No O

C5. Is there a maximum distance, over which you wdd not be willing to
commute for work?

Yes (state maximum distance)............. km
No O

C6. Usual method of transport to work.If you don’t travel by car move to
guestion C9.

Car/Van O Tram O
Taxi O Bus O
Motorbike O Bicycle O
Train O Walk O

C7. If usually travelling by car/van, how do you usally do this?

Driver O
Passenger O

Sometimes driver/sometimes passenger

C8. Would the introduction of the parking levy on your employer affect
your commute?

Yes, change method of transport to workg
Yes, lengthen travel to work O
No O

C9. Do you commute as an alternative to permanenesidential migration
closer to your place of work?If ‘yes’ answer question C10.

Yes a
No O
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C10. Why is a potentially longer commute a more atactive alternative to
permanent residential migration?Tick the most important reason.

Hassle of changing residence

Can’t afford to move

Prefer current living environment

Stay close to relatives/friends

Stay close to school ( or catchment area)
May not stay in current job

Oo0oOoooao

Current residence a compromise between yourselpartders place of workg
Other (specify)

Please continue to Section D

Section D: Your Usual Weekly Time Use
Please tick appropriate box, unless stated otherwas

D1. What are your total hours of direct employmentrelated activity. This
includes working hours, any overtime, and all tispent commuting.

............... Hours

D2. How long do you spend per week on all work retad activity. This
includes the above, with the addition of unpaid kvg&uch as caring.

............... Hours

D3. Would you be interested in taking part in a fdlow-up interview?

Yes O
No O

Thank you for completing your section of the questinnaire.
The remaining sections (E, F, and G) should be corgied by
your partner (where applicable)

Section E: Working patterns (Partner)
Please tick appropriate box, unless stated otherwas Please ensure all
appropriate sections are completed.
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E1. Career History (Partner). Give details of jobs held in last 10 years. Put in
reverse chronological order.

Job Title Employer Town Dates Reasons for leaving

Job 1

Job 2

Job 3

Job 4

Job 5

Job 6

E2. Qualifications. Please tick all qualifications currently held.

No formal Qualifications
GCSE or equivalent

A Level/Scottish higher

OND

HND

Nursing/Teaching Qualification
First Degree

Higher Degree

Professional Qualification
Foreign Qualification

Other (specify) ... ...

O0OoOoooooooad

E3. Economic position (in the last week)f not in employment move to
guestion E24.

Working for an employer O
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Self-employed, employing other people

Self-employed, not employing other people
On a government employment or training scheme
Waiting to start a job you have already accepted O

g
O

Unemployed and looking for a job O
At school or in other full-time education O
Unable to work due to long-term sickness or disighbil O
Retired from paid work 0
Looking after the home or family O

E4. Please give the full title of your main currenjob.

E5. Please give the name of your employegive the trading name if one is
used. Do not use abbreviations.

E6. Industry Sector in current job.

Agriculture and Fishing

Energy and Water

Manufacturing

Construction

Distribution, Hotels and Restaurants
Transport and Communications
Banking, Finance, and Insurance
Public Admin., Education, Health
Other Services

Ooo0o0o0oooood

E7. Please indicate the type of contract you hold.

Permanent

Fixed Term Contract
Term only

Seasonal

[ R W I I

Other (specify)

E8. Length of time in current employment.

............. Years veveeiee.. Months
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E9. Do you work full-time or part-time hours in your current job?

Full-time 0
Part-time 0

E10. Do you work flexible hours?

Yes 0
No O

E11. Basic usual hours of worknot including overtime).

E12. Do you work overtime?f ‘yes’ answer question E13-14, if answered ‘no’
move to question E15.

Yes 0
No O

E13. Usual hours of paid overtime per week.

E15. Total usual hours of work per weekinclude both paid and unpaid
overtime. This will be the same as basic usual ©iduro overtime is worked.

E16. Are you able to work from homef ‘yes’ answer question E17,
otherwise move to question E18.

Yes 0
No O

E17. How many hours do you work from home per week?
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E18. Would you prefer to work shorter hours than atpresent?If ‘yes’
answer question E19-20, if answered ‘no’ move testjon E21.

Yes O
No O

E19. Would you prefer shorter hours, even if this esulted in a reduction in
pay?

Yes 0
No O

E20. Would you be more prepared to continue to workour current total
hours, if all your overtime were paid?Do not answer if you work no overtime.

Yes 0
No O

E21. Do you enjoy your job?

Yes 0

No O
E22. Why do/don’t you enjoy your job?

E23. Are you paid a salary or wage in current emplpgment?

Salary O
Wage O

E24. Gross (before tax) annual income in the last 12 maims.
£

E25. Do you provide care to any personsi? ‘yes’ answer question E26-27. If
‘no’ move to section F.

Yes O
No O

E26. Who do you provide care to?
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Child/Children O
Elderly relative O
Family member suffering illness
Non-family member 0
Non-family/Volunteer work O

Other (specify) . . ...

E27. Number of hours of care given per week.

............... Hours

Please continue to Section F

If not in employment continue to section G

Section F: Commuting Patterns (Partner)
Please tick appropriate box, unless stated othernas

F1. Average home to work travel timgminutes).
Minutes
F2. Distance of travel from home to work(km). If ‘work from home’ continue
to section D.
Note: 1.61 km = 1 mile.
km
F3. How many days a week do you usually work (in yo job)?

.................. Days

F4. Is there a maximum time, over which you would at be willing to
commute for work?

Yes (state maximum time) ,.............. Minutes
No O

F5. Is there a maximum distance, over which you wad not be willing to
commute for work?

Yes (state maximum distance). .. .......... km
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No O

F6. Usual method of transport to work.If you don't travel by car/van move to
question F9.

Car/Van O Tram O
Taxi O Bus O
Motorbike O Bicycle O
Train O Walk O

F7. If usually travelling by car/van, how do you usally do this?

Driver O
Passenger O
Sometimes driver/sometimes passengern]

F8. Would the introduction of the parking levy on your employer affect your
commute?

Yes, change method of transport to workg
Yes, lengthen travel to work O
No O

F9. Do you commute as an alternative to permanengsidential migration
closer to your place of work?If ‘yes’ answer question F10.

Yes 0
No O

F10. Why is a potentially longer commute a more attictive alternative to
permanent residential migration? Tick the most important reason.

Hassle of changing residence
Can’t afford to move

Prefer current living environment
Stay close to relatives/friends
Stay close to school

May not stay in current job
Current residence a compromise between yourselpartders place of workg
Other (SPECITY) ... ettt et e e e e e e e e

Ooo0ooOooao

Please continue to Section G
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Section G: Usual Weekly Time Use (Partner)
Please tick appropriate box, unless stated othernas

G1. What are you total hours of direct employment elated activity. This
includes working hours, any overtime, and all tispent commuting.

............... Hours

G2. How long do you spend per week on all work retad activity. This
includes the above, with the addition of unpaid kv&uwch as caring.

............... Hours
Thank you for your assistance in completing the qustionnaire

Please return completed questionnaires in the stanepl addressed envelope
provided
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8 Distinctions between Managers and Professionalswo-Step
Cluster Analysis (LFS, 2008)

Auto-Clustering

Schwarz's Ratio of

Bayesian BIC Ratio of BIC  Distance
Number of Clusters Criterion (BIC) Change(a) Changes(b) Measures(c)
1 84756.568
2 70392.088 -14364.480 1.000 3.095
3 65877.246 -4514.842 314 1.207
4 62167.089 -3710.157 .258 1.189
5 59075.736 -3091.353 .215 1.103
6 56289.156 -2786.581 194 1.304
7 54195.362 -2093.794 .146 1.002
8 52106.244 -2089.118 .145 1.163
9 50335.712 -1770.532 123 1.094
10 48733.057 -1602.655 112 1.299
11 47542.306 -1190.751 .083 1.171
12 46552.954 -989.352 .069 1.090
13 45660.673 -892.281 .062 1.066
14 44835.263 -825.410 .057 1.020
15 44029.255 -806.008 .056 1.002

a The changes are from the previous number ofertuf the table.

b The ratios of changes are relative to the chéomghe two cluster solution.

¢ The ratios of distance measures are based authent number of clusters against the
previous number of clusters.

Cluster Distribution

% of
N Combined % of Total
Cluster 1 2215 31.6% 1.8%
2 4800 68.4% 4.0%
Combined 7015 100.0% 5.8%
Excluded Cases 113814 94.2%
Total 120829 100.0%
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9 Distinctions between Managers and Professionalsoglinear
Logit Regression Model (LFS, 2008)

Data Information

N

Cases Valid 6390

Missing 114439

Weighted Valid 6390
Cells Defined Cells 2880

Structural Zeros 0

Sampling Zeros 1896
Categories Major Occup Group 2

Total usual hours 48

Shorter hours even if less

pay

Full time

Industry Sector

Age bands

Sex

Married/co-habiting/Civil

Partners

Public or private sector

(reported)

N NOTOEFr,r N NN

N

Convergence Information(a,b)

Maximum Number of

Iterations 10
Converge Tolerence 00100
Final Maximum
Absolute Difference  -00056(C)
Final Maxi

elative Differo .00033

Relative Difference
Number of lterations 5

a Model: Multinomial Logit

b Design: Constant + MajOcc2 + MajOcc2 * AgebanddajOcc?2 * fdpch19 + MajOcc2 *
industrysector + MajOcc2 * mardy6 + MajOcc2 * publi- MajOcc2 * sex + MajOcc2 *
shorterhourslesspay + MajOcc?2 * totalhrs48

¢ The iteration converged because the maximumlaieschanges of parameter estimates is less
than the specified convergence criterion.

Goodness-of-Fit Tests(a,b)

Value df Sig.
Likelihood Ratio 887.985 1420 1.000
Pearson Chi-Square 751.822 1420 1.000

a Model: Multinomial Logit

b Design: Constant + MajOcc2 + MajOcc2 * AgebanddajOcc?2 * fdpch19 + MajOcc2 *
industrysector + MajOcc2 * mardy6 + MajOcc2 * publi- MajOcc2 * sex + MajOcc2 *
shorterhourslesspay + MajOcc?2 * totalhrs48

Analysis of Dispersion(a,b)
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Entropy  Concentration df
Model 830.523 723.343 19
Residual 3474.044 2347.826 6370
Total 4304.567 3071.169 6389

a Model: Multinomial Logit

b Design: Constant + MajOcc2 + MajOcc2 * AgebanddajOcc2 * fdpch19 + MajOcc2 *
industrysector + MajOcc2 * mardy6 + MajOcc2 * publi- MajOcc2 * sex + MajOcc2 *
shorterhourslesspay + MajOcc?2 * totalhrs48

Measure of Association(a,b)

Entropy .193
Concentration .236

a Model: Multinomial Logit

b Design: Constant + MajOcc2 + MajOcc2 * AgebanddajOcc2 * fdpch19 + MajOcc2 *
industrysector + MajOcc2 * mardy6 + MajOcc2 * publi- MajOcc2 * sex + MajOcc2 *
shorterhourslesspay + MajOcc?2 * totalhrs48

Parameter Estimate (&) Summary

Estimate (€)

Parameter Manager Professional
Preference for shorter hours
Prefer shorter hours, even if less pay (Yes) -0(®1807) 0(1)
Prefer shorter hours, even if less pay (No) 0(1) (1o
Total usual hours
Total usual hours over 48 hours 0.137 (1.147) 0(1)
Total usual hours under 48 hours 0(1) 0(1)
Gender
Male -0.354 (0.702) 0 (1)
Female 0(1) 0(1)
Age
16-24 -1.067 (0.344) 0(2)
25-34 -0.576 (0.562) 0(2)
35-44 0.075 (1.078) 0(2)
45-54 0.131 (1.140) 0(2)
55+ 0(1) 0(1)
No. of dependent children under 19 0.211 (1.235) 0()
Married/Cohabiting
Married/Cohabiting 0.066 (1.068) 0(1)
Not Married 0(1) 0(1)
Public/Private Sector
Private Sector 0.965 (2.625) 0(1)
Public Sector 0(1) 0(1)
Industry Sector
Agriculture and Fishing 1.239 (3.452) 0()
Energy and Water -0.632 (0.532) 0(1)
Manufacturing -0.118 (0.889) 0(1)
Construction -0.078 (0.925) 0(1)
Distribution, Hotels, Restaurants 1.688 (5.409) 10 (
Transport and Communications 0.434 (1.543) 0(1)
Banking, Finance and Insurance -0.771 (0.463) 0(1)
Public Admin. Education and Health -1.258 (0.284) (p
Other Services 0(1) 0(1)
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10 Preferences for Reductions in Hours: Binary Logjtic
Regression (Nottingham, 2006)

Case Processing Summary

Unweighted Cases(a) N Percent
Selected Cases Included in Analysis 118 82.5
Missing Cases 25 175
Total 143 100.0
Unselected Cases 0 .0
Total 143 100.0

a If weight is in effect, see classification tafile the total number of cases.

Dependent Variable Encoding

Original Value Internal Value
No 0
Yes 1

Categorical Variables Codings

Frequency Parameter coding
1) 2 ©) () 1)
Age bands 16-24 5 1.000 .000 .000 .000
25-34 25 .000 1.000 .000 .000
35-44 39 .000 .000 1.000 .000
45-54 34 .000 .000 .000 1.000
55+ 15 .000 .000 .000 .000
Major Occupation Managers and senior
(gréuped 4+F; officia?s 59 000 -000 000
Professionals 44 1.000 .000 .000

Associate Professiona

and Technical 8 .000 1.000 .000

All other occupations 7 .000 .000 1.000
Income (3 bands) 0-19999 24 1.000 .000
20000-39999 68 .000 1.000
40000+ 26 .000 .000
Public/Private Public
Sector (voluntary ir 80 1.000
private)
Private includin
Voluntary ° 38 000
Do you provide Yes
care to any 37 1.000
persons?
No 81 .000
Gender Female 55 1.000
Male 63 .000
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Observed

Predicted
Would you prefer to work

shorter hours than at present?  Percentage
No Yes Correct
Step 0 Would you prefer to No 0 44 0
work shorter hours
than at present? Yes 0 74 100.0
Overall Percentage 62.7
a Constant is included in the model.
b The cut value is .500
Variables in the Equation
B S.E. Wald df Sig. Exp(B)
Step 0 Constant .520 .190 7.458 1 .006 1.682
Block 1: Method = Enter
Omnibus Tests of Model Coefficients
Chi-square df Sig.
Stepl Step 32.663 14 .003
Block 32.663 14 .003
Model 32.663 14 .003
Model Summary
-2 Log Cox & Snell Nagelkerke R
Step likelihood R Square Square
1 123.208(a) .242 .330

a Estimation terminated at iteration number 5 beegarameter estimates changed by less than

.001.

Hosmer and Lemeshow Test

Step Chi-square

df Sig.

1 5.066

.750

Classification Table(a)

Observed Predicted
Would you prefer to
work shorter hours thar  Percentage
at present? Correct
No Yes No
Step 1 Would you prefer to No
work shorter hours 22 22 50.0
than at present?
Yes 12 62 83.8
Overall Percentage 71.2

a The cut value is .500
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11 Modelling Mobility: Two-Step Cluster Analysis (LFS, 2008)

Auto-Clustering

Auto-Clustering

Schwarz's Ratio of
Bayesian BIC Ratio of BIC Distance
Number of Clusters Criterion (BIC) Change(a) Changes(b) Measures(c)

1 132746.30¢

2 121229.944 -11516.365 1.000 1.342
3 112696.038 -8533.906 741 1.116
4 105064.443 -7631.595 .663 1.354
5 99476.073 -5588.371 485 1.243
6 95015.269 -4460.803 .387 1.055

a The changes are from the previous number ofegtui the table.

b The ratios of changes are relative to the chéomghe two cluster solution.

¢ The ratios of distance measures are based authent number of clusters against the
previous number of clusters.

Cluster Distribution

% of

N Combined % of Total

Cluster 1 2471 22.3% 2.0%
2 1963 17.8% 1.6%

3 3210 29.0% 2.7%

4 3412 30.9% 2.8%

Combined 11056 100.0% 9.2%

Excluded Cases 109773 90.8%
Total 120829 100.0%
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12 Modelling Mobility: Two-Step Cluster Analysis (Nottingham,

2006)

Auto-Clustering

Schwarz's

Bayesian Ratio of

Criterion BIC Ratio of BIC Distance
Number of Clusters (BIC) Change(a) Changes(b) Measures(c)
1 1593.283
2 1534.098 -59.185 1.000 1.392
3 1521.414 -12.684 214 1.308
4 1536.659 15.245 -.258 1.084
5 1558.936 22.277 -.376 1.175
6 1593.654 34.718 -.587 1.356
7 1647.059 53.404 -.902 1.004
8 1700.688 53.629 -.906 1.270
9 1765.412 64.724 -1.094 1.071
10 1832.848 67.436 -1.139 1.063
11 1902.563 69.714 -1.178 1.098
12 1975.515 72.952 -1.233 1.235
13 2054.730 79.215 -1.338 1.074
14 2135.775 81.044 -1.369 1.013
15 2217.134 81.359 -1.375 1.020

a The changes are from the previous number of clusters in the table.

b The ratios of changes are relative to the change for the two cluster solution.

¢ The ratios of distance measures are based on the current number of clusters against the

previous number of clusters.

Cluster Distribution

% of % of

N Combined Total
Cluster 1 45 36.6% 31.5%
2 47 38.2% 32.9%
3 31 25.2% 21.7%
Combined 123 100.0% 86.0%
Excluded Cases 20 14.0%
Total 143 100.0%
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Centroids
Cluster

1 2 3 Combined
Length of time at address 4.8 4.0 4.1 4.3
Length of time in current 10.5 75 8.4 8.8
employment
Total usual hours of work 35.2 43.5 42.7 40.3
Average home to work 284 499 318 37.4
travel time (minutes)
Distance of travel from
home to work (km) 8.2 33.6 12.7 19.1
No. of People in Household 2.6 2.4 2.2 2.4
Age 43.1 41.1 41.5 41.9
n 45 47 31 123

Two-step cluster analysis continuous variable méRnsary data)

Cluster (Percentage)

1 2 3 Combined
Major Occupation (grouped 4+)
Managers and senior officials 60.0 31.9 64.5 50.4
Professionals 17.8 63.8 194 35.8
Associate Professional and Technical 13.3 4.3 3.2 3 7
All other occupations 8.9 0.0 12.9 6.5
Public or Private Sector
Private including voluntary 11.1 14,9 100.0 35.0
Full-time or Part-time
Full-time 73.3 100.0 100.0 90.2
Method of Transport to Work
Car/Van/Motorbike 42.2 63.8 96.8 64.2
Public Transport 24.5 31.9 0.0 21.1
Manual (Walk, Bicycle) 33.3 4.3 3.2 14.6
Gender
Male 111 74.5 58.1 47.2
n 45 47 31 123

Two-step cluster analysis categorical variable giogs (Primary data)
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13 Modelling Mobility: Binary Logistic Regression Model (LFS,

2008)

Case Processing Summary

Unweighted Cases(a) N Percent
Selected Cases Included in Analysis 32984 27.3
Missing Cases 87845 72.7
Total 120829 100.0
Unselected Cases 0 .0
Total 120829 100.0

a If weight is in effect, see classification table for the total number of cases.

Dependent Variable Encoding
Original Value

No

Yes

Internal Value

0
1

Categorical Variables Codings

Freq. Parameter codin
(1) (2) 3 O] (5) (6) ) (8) (1)
Industry sectors in - A-B: Agriculture & 260| .000| .000| .000| .000| .000| .000| .000| .000
main job fishing
C,E: Energy & water 387 1.000 .000 .000 .000 .000 .000 .000 .000
D: Manufacturing 5209 .000 | 1.000 .000 .000 .000 .000 .000 .000
F: Construction 2080 .000 .000 1.000 .000 .000 .000 .000 .000
G-H: Distribution, hotels | 75371 509 | 000| .000| 1.000| .00 .000| .000| .000
& restaurants
I: Transport &
communication 2506 .000 .000 .000 .000 1.000 .000 .000 .000
J-K: Banking, finance &
insurance etc 5438 .000 .000 .000 .000 .000 | 1.000 .000 .000
L-N: Public admin, educ
& health 11767 .000 .000 .000 .000 .000 .000 1.000 .000
0O-Q: Other services 1864 .000 .000 .000 .000 .000 .000 .000 | 1.000
Age (bands) 16-24 4236 | 1.000 .000 .000 .000
25-34 7506 .000 1.000 .000 .000
35-44 9903 .000 .000 1.000 .000
45-54 8608 .000 .000 .000 | 1.000
55+ 6295 .000 .000 .000 .000
Major Occup. Group Managers and senior
officials 5774 .000 .000 .000
Professionals 4878 | 1.000 .000 .000
Associate Professional arj
Technical 5225 .000 1.000 .000
All other Occupations 20671 .000 .000 | 1.000
Usual Method of Car, Van, Motorbike 26752 000 000
Transport to Work
Public Transport 4869 | 1.000 .000
Manual (Walk, Bicycle) 4927 .000 | 1.000
Prefer shorter hours  Yes 16760 | 1.000
than at present mode
No 19788 .000
Eull—t_lme or part- Full-time 27754 | 1.000
time in main job
Part-time 8794 .000
Prefer shorter hours  Yes 16760 | 1.000
than at present
No 19788 .000
Married/co-habiting  Married/Cohabiting 25554 | 1.000
Non married 10994 .000
Sex Male 18284 .000
Female 18264 | 1.000
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Block 0: Beginning Block
Classification Table(a,b)

Observed Predicted
Live and Work in same Percentage
LAD edit Correct
No Yes No

Step 0 Live and Workin  No

same LAD edit 0 15045 0
Yes 0 17939 100.0
Overall Percentage 54.4
a Constant is included in the model.
b The cut value is .500
Variables in the Equation
B S.E. Wald df Sig. Exp(B)
Step 0 Constant .176 .011 253.264 1 .000 1.192
Block 1: Method = Enter
Omnibus Tests of Model Coefficients
Chi-square df Sig.
Step1l Step 12754.425 26 .000
Block 12754.425 26 .000
Model 12754.425 26 .000

Model Summary

-2 Log Cox & Snell Nagelkerke R
Step likelihood R Square Square
1 32716'823( 321 429
a Estimation terminated at iteration number 5 because parameter estimates changed by less than
.001.

Classification Table(a)

Observed Predicted

Live and Work in same Percentage
LAD edit Correct
No Yes No
Step1 Live and Workin  No

same LAD edit 10264 4781 68.2
Yes 2847 15092 84.1
Overall Percentage 76.9

a The cut value is .500
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