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Abstract

This thesis explores professional work and professional career development from
the perspective of those working non-standard hours. It considers the various
forms of non-standard working practices current within the professional labour
market and examines how the working identities of professionals are constructed
and how non-standard working practices impact on a professional’s plans for
their career development. Drawing on empirical research, involving
questionnaire surveys of, and face to face interviews with, accountants and
architects in the UK, the thesis details the strategies adopted by a growing
number of professionals in order to meet their home and work commitments.
The thesis offers a further consideration of theories of non-standard working
within the professions, examining theories of time deviance within the
professional labour market. It develops and expands existing theories of
professional development by exploring the development of the professional
project from within professions as well as between professional groups.

The study concludes from its exploration of data about professionals at different
stages of their careers, that the ‘traditional’ notion, that a professional career is
necessarily full time, involving long hours and high workplace visibility, is
changing. The thesis argues that a better understanding of professional identity
needs to be developed, taking into account the multi-faceted nature of
contemporary working lives. It concludes that, until within the professions,
recognition is given, to changing working practices, those working non-standard
hours will continue both to be undervalued and to have their professional
identities challenged and undermined.
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Introduction

The main aim of this study has been to provide further examination of the role of
non-standard working practices within the labour market. In particular, | was
interested in the impact non-standard working practices were having on
members of the professional labour market. My focus was on the ‘strategies’
adopted by those looking to balance their home and work commitments, and on
how such strategies are shaped by considerations about career development,
or conversely, impact on career progression. To address this aim, | selected
two professions, accountancy and architecture, as case studies for the
research. Both professions have similar periods of training, have prominent

professional bodies and clear professional career progression.

This study builds on, and develops, existing bodies of literature, both on non-
standard working and on the development of the professions (Crompton et al,
1997, 1998, Larson, 1977, Epstein et al, 1999, 2001). It presents detailed
findings from a survey and follow-up interviews with a sample of accountants
and architects, and draws some theoretical conclusions about the nature of the
professional labour market, the development of professionals’ careers, and the
ways in which non-standard working is practised within the two professions.
The thesis offers a further consideration of theories of non-standard working
within the professions, examining notions of time deviance within the
professional labour market. The analysis has attempted to answer the following

research questions:

o What are the various forms of working practice adopted by architects and
accountants surveyed within this research?

o What strategies have been adopted to balance the different demands of

home and work?

¢ What impact, if any, has the adoption of non-standard working practices had
on professionals’ career development, and in which ways, if any, has this

impact occurred?

e How does the formation and structure of the professional groups impact on

professions’ abilities to change their working practices?



o What role does the market play in the development of non-standard working
practices, both within the labour market as a whole, and more specifically,
within professional labour markets?

e What are the implications of a movement towards greater labour market

flexibility for the future development of the professions?

These research questions were addressed through: a detailed literature review,
a number of in-depth gatekeeper interviews; questionnaire surveys of
accountants and architects and in-depth follow-up interviews. The
questionnaire surveys were sent to accountancy and architecture practices
across Great Britain, as well as to public sector professional departments, and
the in-depth interviews were held with a subset of the questionnaire
respondents. Respondents included those with non-standard working practices
as well as those considering changes to their ‘standard’ working patterns.
Respondents were both male and female and aged between 25 and 55 and
were at a number of different life stages. They included some who had recently
qualified, some in the early stages of family formation, some looking for a return
to work after maternity leave, and some in the throes of making changes to their

working lives.

Background to the research

Over the last fifteen years, non-standard working patterns and opportunities for
family friendly working practices have become more common themes in strands
of academic research and evaluation. In particular, the research has looked at
how workers, across all sectors, have attempted to balance their home and
work commitments (Crompton et al, Epstein et al, Yeandle et al, op cit).
Consideration has been given to the strategies adopted by such workers, to the
provision made by employers and to possible areas for future state support and
policy development. Alongside these strands of research, legislative changes
have been made, both at a European and national level, to employment law and
regulation, which have aimed to facilitate better working conditions for those
who have non-standard working patterns or non-standard employment
contracts.



This thesis focuses on one key group within the labour market, professional
workers, and specifically, professionals adopting non-standard working
practices. The thesis further explores and develops an area of work which | had
first examined at undergraduate level, and subsequently at postgraduate level.
My undergraduate study of the effects of unemployment on local communities,
had made me aware of the impact that the casualisation of labour had on
workers’ abilities to develop and maintain an uninterrupted working life. The
impact of casual working patterns on workers’ perceptions of their occupational
status and identity was a key theme of the research. As well as developing an
interest in workers’ experiences of career progression, | was keen to examine
non-standard working as a management tool and addressed this in a Masters’
thesis (Herrington, 1994). There, | looked at flexible working patterns in the UK
and Germany, drawing on the construction industry as an example and using
Atkinson’s model of ‘The Flexible Firm’ (1987).

At the time of my two earlier studies, non-standard working practices (especially
flexible hours, fixed term or short term contracts and the use of self employed
contractors) were often presented as management responses to short-term
fluctuations in demand for labour. Thus, such contracts were generally
discussed as being imposed on workers rather than being requested by them.
Over the last 10 years greater awareness of, and support for, non standard
working practices has led to changes in the composition of the non-standard
working population. In addition, as the labour market has become more
buoyant and levels of recorded unemployment have decreased, labour, and
often skilled labour, has become scarcer. Employers have had to consider
ways of retaining valuable staff, or of attracting new members of staff.

Contrary to the experiences of those surveyed in my earlier pieces of work, the
non standard working practices experienced by those in the professions are
generally requested by the workers, rather than being imposed on them by
management. Despite this, those adopting non-standard working practices are
sometimes considered to be ‘time deviants’. This is particularly the case with
professional occupations, especially where the profession in question has
followed a ‘traditional’, ‘male’ structure of development; that of full time
education followed by continuous career progression, through well established

professional hierarchies, without breaks for children or other caring
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responsibilities. The focus of this study is on how non-standard working
practices have been adopted and experienced by those working in the
professional labour market, how they impact on career development, how far
they are accepted and promoted by management and colleagues, and whether

and how the ‘traditional’ professional working structure is changing.

Structure of the thesis

The following chapters explore the experiences of my respondents, and also
provide contextual and theoretical material on the changing nature of the labour
market and, in particular, the origins and development of the professional labour
market, with particular reference to the professions of accountancy and

architecture.

Chapter one provides an examination of non-standard working practices. |t
discusses the varying forms that such employment practices take and also
highlights the impact they can have on training, job security and skill levels.
The chapter discusses both key elements of non-standard employment, and the

policy and economic context in which such developments have taken place.

Chapter two draws on the detailed literature on non-standard working practices
mentioned in chapter one. It includes a further consideration of theories of non-
standard working within the professions, offering a broader consideration of the
literature concerning non standard working practices within the professions and
outlining the key areas which are developed on the basis of my own study, in
chapters six and seven.

Chapter three places the professions, and in particular the accounting and
architecture professions, within a broader theoretical framework. The chapter
considers how these professions developed, and continue to develop, and
examines both their external relationships with the state and the market, and
their internal relationships, with (sometimes competing), intra-professional
groups. In this way the chapter develops some of the concepts introduced in
chapters one and two. In particular it illustrates how wider market dynamics
impact on the development and structure of professional groups, the working
practices within them, and professionals themselves.



Chapter four provides a discussion of the methods and methodologies adopted
in this study. It discusses the theoretical framework within which the research
was developed, undertaken and analysed, as well as the methods adopted.
The chapter considers the practical, analytical and ethical dimensions of the
research and reports on the number of interviews undertaken at each stage of
the research, the strategies adopted to identify possible respondents and, later,
to improve response rates.

Chapter five analyses and discusses the data from the questionnaire surveys.
It draws on early findings from the further in-depth interviews to develop a
picture of the formation of the two professions under consideration. The
analysis of survey data provides information on, amongst other things: the
‘typical’ career paths for each profession; the levels of qualification achieved by
the respondents; their current and anticipated working patterns, and more
general demographic and household information.

Chapter six explores key issues which emerged both from the survey data and
from the in-depth interviews with a sub-sample of the respondents. In
particular, the chapter examines notions of time deviance, ‘macho’ cultures of
long hours and attitudes towards part time working. It offers a consideration of
the varying rationales behind working time decisions and the respondents’
perceptions of their future career development.

The organisational and individual responses to non-standard working are
outlined in more detail in chapter seven of my study. It looks at the reasons for
non-standard working, and the strategies developed by professionals aiming to
balance home and work commitments. The chapter provides ‘typologies’ of
non-standard working practices, drawing on the evidence from this study’s

research and on other theoretical work.

The conclusion argues that the dynamic nature of the labour market, and the
continued development of the ‘professional project’ undermine the false logic,
perpetuated by some academics and practitioners, that non-standard working
practices equate to an uncommitted workforce. The conclusion revisits the
Flexible Firm model developed by Atkinson (1987), to highlight how non-
standard working professionals remain core members of the labour market and
their professional group. It argues that any analysis of the professional project,

and its relationship with the wider labour market, must be premised upon a
5



wider understanding of the way in which professionals interact with their labour
markets at a micro and macro level. The continuation of the dominant model of
‘traditional, male’ professional labour market participation ignores the
increasingly dynamic nature of many individuals' interactions with their
professional field. The conclusion argues that until this 'standard’ model is
replaced, non-standard working professionals will continue to be viewed and

treated as members of an ‘other’, less committed, workforce.




Chapter One

Non-standard working practices: current issues and labour market

dynamics

As highlighted in the introduction, the focus of this research is on a specific
‘sub-set’ of the flexible labour market. As will be examined in more detail later
in this chapter, increases in both the supply of, and demand for, more flexible
forms of employment have led to the further development of non-standard

working practices.

The evolution of the flexible labour market debate has been informed by a
number of perspectives. Early commentators (Atkinson, 1987, McGregor and
Sproull, 1992, Beatson, 1995) examined how flexible forms of employment
were being adopted by employers, in periods of high labour supply, to meet
fluctuating levels of demand. Later studies examined the impact of such
practices on the labour force, examining issues such as access to training,
autonomy over working hours and changing work remits (Rainbird et al, 1999,
Burchell et al, 1999, Felstead at al, 1998). In addition, other research was
focussing on how employee requirements to meet home and work
commitments were leading to requests for, and the adoption of, non-standard
working practices (Crompton et al, 1998, Epstein at al, 1999, Yeandle at al,
2003). It is this latter body of research that my study aims to explore and
develop through a detailed examination of non standard working practices

within accountancy and architecture.

A working definition

As will be examined later in this chapter, non-standard working practices

comprise one element of the wider ‘flexible labour system’. This study is not

rather, it focuses on the emergence of a number of forms of working that

|11

constitute a change from the ‘traditional’’ model of professional employment.

' | use the term ‘traditional’ carefully. In this context it is used to refer to those working practices
most commonly associated with the male dominated, professional, labour market, those being:
full time hours, high workplace visibility and a ‘work first’ approach to one’s career and home
life.

7
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In this specific context, the working practices under consideration are those of
part time working, term time hours, portfolio, peripheral employment? and self

employment. All these terms are examined in detail later in this chapter.

From the outset, | wish to make a distinction between non-standard /labour and
non-standard working. As later chapters will confirm, the focus of this study is
on the latter. In order to understand the contexts in which non-standard
working practices operate, it is necessary also to consider the wider dynamics
of non-standard labour. Whilst the term non-standard labour can refer to
unskilled work or to short term contracts for specific roles, the non-standard
working practices considered within this study concern practices adopted by
those working in highly skilled and specialised areas of employment. This
builds on an established usage of the term ‘non-standard working practices’
within discussions of the highly qualified, professional labour market (Epstein
et al op cit, Crompton et al, 1990, 1998, Hoque and Kirkpatrick 2003).

As with the development of any labour market system, processes and
practices evolve over a period of time and within specific contexts. It is to a
broader consideration of such processes and contexts that this discussion now

turns.

The development of the non-standard debate

The use of non-standard or casual labour has been historically concentrated in
a number of sectors: agriculture, construction, dock work and some parts of the
service sector. Casual labour has been used for many years as a temporary
solution to short term staffing problems, most often in times of high
unemployment and large scale labour surplus.® In the main, the work
undertaken in these areas has been largely unskilled and routinised. Casual

labour is still common within these sectors. This study explores an aspect of

‘non-standard worklng which has been cofnp'aratively little discussed. Its focus

2 These terms will be developed more fully later in the chapter. Portfolio employment, a term
coined by Handy (1989) refers to a form of employment where, in this case, professionals have
a number of, often related, positions. Peripheral employment in this thesis refers to
employment in areas on the periphery of professional practice such as architectural journalism
or lecturing.

% For social historical viewpoints of casual labour see for example Roberts (1971) A Classic
Slum, Woodruff (2000) The Road to Nab End and Orwell (1937) The Road to Wigan Pier

8



is on professionals’ (supply side) attempts to balance work and home
commitments, rather than on employer (demand) led attempts to cut wage bills
during times of recession. The professions under consideration, architecture
and accountancy, are examples of well-established occupations which in
recent decades have provided clear career paths within these fields. Levels of
job security are generally high and job tenures are long. As will be examined
in the later, empirical chapters, any movements towards increased working
time flexibility are more a reflection of the professions’ attempts to retain valued
staff, rather than a cost cutting, profit maximisation, policy on the part of

organisations.

Historically, and most recently, since the oil crises of 1973 and 1978, the
labour market experiences of lower skilled and manual workers especially have
been characterised by periods of unemployment. Comparing the work
histories of those who started work prior to the early 1970s with those who
started after, it is clear that the mid 1970s signalled a break from the
structured, often single employer career pattern (Atkinson, 1987) commonly
experienced by men. Yeandle (1982, 1984) provides a detailed analysis of the
more disjointed employment careers of women. The break from a single
employer career pattern is not exclusively the experience of those
concentrated in the lower and unskilled occupations. Employees from differing
occupational groups have witnessed increasingly dislocated career paths, as
the job for life has become a far less common phenomenon. Beck, in an
analysis of the working lives of, predominantly, men (1992) states that:
“Until well info the 1970s fifelong full-time work’ was the temporal
organizational standard for planning and utilising labor power in the plant,
as well as in biographical life contexts. .....In the current and coming
waves of automation, this system of standardized full employment is
beginning to soften and fray at the margins into flexibilisations of its three

supporting pillars: labor law, work site and working hours. Thus the
boundaries between work and non-work are becoming fluid. Flexible,

pluralized forms of underemployment are spreading.” (Beck, 1992:142)

The large-scale decline in manufacturing and heavy industry witnessed since
the oil crisis of the 1970s has had negative impacts on many individuals and
communities. In many cases, secure, skilled manual work in these sectors has
been replaced by short term, low paid, insecure positions. Many of the new

9



jobs emerging in and around these former occupational communities* are
based on the service sector and are generally paid at, or just above, the

minimum wage level.

Over the past 10 years, research on non-standard employment has revealed
important changes in the underlying causes for such practices. When, in 1993,
| undertook early research into non-standard working practices within the
construction and trawling industries (Herrington, 1993), they were
predominantly viewed as management strategies, introduced as a means of
lowering wage levels and matching staffing levels to production demands. In
short, they were practices imposed by management on employees in a time of
recession and high unemployment. More recently, in contrast, as the economy
has strengthened and officially recorded unemployment has decreased,
flexible working arrangements have come to be seen as a way of attracting key
staff or of retaining valued employees. As such, many forms of flexible working
are now discussed as a positive employment option for prospective employees
rather than a last resort form of employment at a time of poor labour market
conditions.

The debate surrounding the apparent increase in non standard working has
been divided. Early commentators on the relatively new phenomenon,
Atkinson and Meager (1986), saw the growth of non standard working (in their
case, flexible working) as a direct result of a conscious and concerted attempt
on the part of employers to increase profit and to lower production costs.
Atkinson (1987) developed the concept of the ideal type “flexible firm”, an
organisation operating non standard working practices comprising numerical
flexibility; functional flexibility, and distancing or sub-contracting.

Atkinson argues that ‘numerical flexibility’ involves matching the supply of

labour with production levels. In this way, extra staff are recruited as and when

needed, but remain-at the periphery of the organisation. “Functional Flexibility---- — -

refers to the characteristics of the core work force which, in the main, is full

* One only has to consider the coal mining villages of South Wales or Yorkshire and North
Nottinghamshire or the steel work communities of Sheffield, Rotherham or South Wales. The
fishing community of Hessle Road in Hull is also a classic example of a community based
entirely on one industry. Since the decline of deep sea fishing from Hull, the Hessle Road
community has been subject to large scale relocation to out of city satellite estates, economic
and physical deprivation and very high levels of unemployment and economic inactivity.

10



time and performs the central tasks of the firm. This work force is
characterised by its core, flexible skills which are required by the employing
firms even in times of low demand. The use of other, ‘periphery workers’ has
numerous advantages for the employer, including low wage costs, and few on-
costs such as redundancy rights.®

As discussed later in the study and in the conclusion, this early theoretical
model of a flexible firm can be usefully adapted to explore changes in the
working practices and structures of specific industries or occupations. The
model illustrated below will be reworked in my later analysis to consider only
the position of those working part time hours, flexi hours, those who are self
employed or working on a portfolio of positions and those on the periphery of

professional practice.

Figure 1.1

Atkinson’s Flexible Firm

celf- 'emPIOyment

naency temporarjo s
Bupsenuos ans

- Trainees

L
Atin employing

podie®

Source: Institute of Manpower Studies, 1987

® This use of labour could be argued to reflect Marx’s theory of the reserve army of labour, that
is, in the majority of modern economies, there are reserves of unemployed or non-employed
workers who, during periods of high demand and production, join the labour force, only to return
to unemployment or non-employment when the economy retracts.
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This model provides a useful reference point for a consideration of the
development of non-standard working practices. However, Atkinson’s early
analysis has been criticised from a number of angles. His research was based
on firms using non-standard labour, meaning that few comparisons can be
made between those firms and organisations that make limited use of such
labour. He also concentrated on larger organisations and, as Pollert (1991)
argues, this limited the applicability of the final research as the majority of
organisations in Great Britain employ fewer than three hundred workers.
Despite the criticisms levelled at Atkinson’s work, his core analysis of the three
forms of flexibility, functional, numerical and distancing, continues to be used
as the basis for further, more detailed analyses, (by amongst others Brewster
1995 and Raines 1999). As demonstrated in my study, the model of core and
periphery workers is one that can be expanded to consider the labour market
strategies of other occupations. The usefulness of this theoretical model for
understanding professions is discussed in greater detail in Chapter seven,
drawing on the evidence from this study’s empirical research. There it will be
argued that, in accountancy and architecture, the location of employees at the
core or periphery of professional practice is determined by the choices
employees make rather than by management strategies. | will argue that
although this is in part due to the development within the professions of highly
specialised areas of work for which there is high demand for all types of
worker, it also results from a general movement in which professionals’
working practices have come to be more affected by both home and work
considerations.

As Pollert (1991) argued, a number of factors have come into play in the
general increase in non-standard labour and non standard working. High
levels of unemployment in the early 1980s and again during the 1990s resulted
in larger pools of available labour requiring work. Thus she argued that firms’
changed practices could be seen simply as responses to a changing external
environment. With the supply of labour outstripping demand, and in periods of
economic uncertainty, employers are more likely to adopt staffing practices that
provide them with greater options for staff reduction. In addition, emerging
evidence from my study, discussed further in chapters six and seven,
highlights that the changing dynamics of the labour market and of individual
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professions appear to be driving a movement towards greater specialisation,
coupled with a desire to ensure a greater balance between work and home
commitments.

Approaches to non-standard working

Greater labour market flexibility, including non-standard working practices,
within the UK has arisen not only through changes to hours and tenure, but
also through the adoption of new methods of working including multi-tasking,
that is, the development of a core group of workers who are able to undertake
a variety of duties. Rainbird et al (1999) surveyed three local authorities and
three health trusts in an attempt to identify the impact of job changes and
training on unskilled or low skilled workers (Rainbird et al, ibid). Her study
distinguished the following refinements to existing definitions of flexibility (see
earlier discussion of Atkinson, 1987);

e job enlargement, involving the addition of tasks of a similar level of
competence to those undertaken. This may or may not lead to the
intensification of work;

e job enrichment, a term used to describe the changing nature of work, (the
worker perceives additions to their former post as interesting/rewarding),
and |

o upskilling, involving the addition of more difficult tasks, often accompanied
by greater work status.

The enlargement of a number of jobs, especially within the health service case
studies included in Rainbird’s research, was reported as rewarding for a

number of staff. Many reported enjoying the new aspects of their posts, such

as work with patients or additional levels of responsibility. For some
employees, job enlargement, along with developmental training, enabled them
to gain access to areas of work where formerly entrance was governed by the

acquisition of formal qualifications. Moves towards job enlargement have been
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coupled with the introduction of newly recognised vocational qualifications®.
Conversely, job enlargement can also lead to professional sidelining.
Movements into new areas of work, coupled with increased levels of
responsibility, can lead to a gradual move of professional focus away from
specialist skills and towards more generic areas of work. As will be examined
more fully in chapter seven, one respondent in my own study experienced such
a change to her professional work remit. Having agreed that the practice
needed a greater level of human resource specialism, the respondent, the only
female director, took on the responsibility for this role. She found that the new
role limited the time available to spend in professional practice and changed, in
her perspective, the way in which she was viewed in the practice. She felt that
she was associated more and more strongly with the human resources role

than with her professional role.

Rainbird et al found that while moves towards recognising the status of
National Vocational Qualifications (NVQs) were viewed as offering job
enrichment to those undertaking these qualifications, they were also leading to
conflicts between the definitions of roles, blurring the divides between qualified
and unqualified workers. Admittance to many positions had previously been
protected by specific entrance qualifications and professional codes of
conduct. Rainbird and colleagues found that the division between qualified
and unqualified workers was the most sensitive to encroachment. In effect,

upskilling for some workers was essentially deskilling for others.

Job enlargement or expansion may not necessarily be a positive experience
for all those affected. Rainbird’s study identified a number of staff who had
been given wider job remits which led to increased job satisfaction but which
also resulted in their undertaking tasks with which they were not comfortable.
Some of those interviewed felt that the training was forced upon them, resulting

~ inincreased levels of job responsibility for the same levels of pay.

Increases in flexibility are not only affecting job descriptions and progression,
but are also impacting on contractual issues. Rainbird at al (op. cit.) found that
some workers, formerly employed on contracts that paid additional sums for
working over unsocial hours including weekends, bank holidays and overtime,

® Qualifications included National Vocational Qualifications up to level 3 (equivalent to A’ level),
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no longer received such payments following new flexible working hours
contracts. All workers in one organisation who undertook job development and
training were automatically placed on the new contracts. As a result, a number
of established workers were not taking any form of training for fear of losing
their ‘better’ contracts. This, in essence, could lead to deskilling.

Non-standard working practices: employer strategies

Brewster (1994) found that, amongst those employers surveyed in a study of
human resource practices across Europe, there had been no definite human
resource management move towards an increased use of non-standard
employment practices. Amongst the potentially positive aspects of employing
non-standard labour, a low rate of absenteeism is highlighted as a key factor.
Flexible workers are less likely to be absent (arguably this is likely to be the
case if they are only to be paid for the hours worked). Those employed on
short term contracts are also likely to be more productive and willing to work
longer hours. Greater work pressures, and a need to ‘be seen’ to work longer
hours are cited as key issues currently facing professional employees. The
seemingly prevailing wisdom - that long hours equate to professional or
occupational commitment and competence - is likely to drive the working
behaviour of a number of employees, especially so for those seeking contract
extension or renewals. This may be because they are able to work at a high
intensity for a limited period, or that, having been contracted for a specific task,
they are more task focused. Work intensity may also be a result of fewer
chances for work based socialising. Short term employees do not get the
same opportunities to build up work based relationships as their permanent
colleagues. Such working conditions can lead to alienation. Research into

portfolio working (Cohen and Mallon, 1999) found that those working on a
i number of Wsrhort term contracts did experience feelings of isolation. They
missed collegial contact and felt that they missed out on potential job
development.

From another perspective, a reduction in trade union involvement and

influence could also be viewed as an important factor in the context of general

shifts in working practices. Non-standard workers are much less likely to be
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unionised. Amongst the respondents to my research, very few were members
of a union. Membership of a professional body was much more common and
was, in some cases, a necessary requirement for professional practice.
Research into union density across all occupations in the UK, found that, in
1980, 50 per cent of workers were union affiliated, while by 1997 the figure had
fallen to 30 per cent (Burchell et al 1999). This has had a dramatic impact: in
1980, 70 per cent of British workers had their basic terms and conditions
agreed through collective bargaining, but by 1997 that figure stood at only 36
per cent. Thus movements towards more flexible working practices across
firms are more likely to have been determined by management strategies or
informal agreements with staff members than by union involvement or

pressure.

Further research focusing on small and medium sized employers found three
approaches to flexible working: holistic, selective and resistant (Dex and
Scheibl 2002). Nearly all employers surveyed as part of the research, if they
offered flexible working, offered it on an informal basis, that is, without any
formal, structured organisational policy. Employers demonstrating holistic
approaches were more likely to have a workforce dominated by women with
younger, pre and early school age children. The resistant employers had
workforces comprising ‘prime age’ employees between 25-40 years which
were often dominated by younger male employees. Holistic and selective
employers were more likely to state that their practices had arisen from
employee requests, personal experiences of flexible working, external or
published evidence on the benefits for business or from face to face
recommendations. Employees who took up these working practices were
likely to demonstrate loyalty towards their organisation and increase
productivity as a result. In short, the drivers were business orientated rather
than people orientated. Resistant employers voiced concern about the amount
" of paperwork required to adopt such practices, the anticipated ‘red tape’
associated with changes in working times and negative impacts on
productivity. The management and workplace practices that underpinned the
successful implementation of flexible working arrangements included: a flat
management structure and approachable managers; good employer and

employee communications, and clear reward structures where employees
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were expected to demonstrate commitment to the organisation in return for
more flexible working arrangements (Dex and Scheibl, 2002).

Research into line managers’ approaches to family friendly employment
(Yeandle et al, 2003) found that managers were more likely to agree to more
flexible working arrangements for those employees who had demonstrated
commitment to the organisation. A system of informal reciprocity existed in
many of the organisations surveyed.

Those professionals surveyed as part of my research who were employees,
were employed by organisations that could be defined as selective or holistic.
The organisational approaches to flexible or non-standard working practices
appeared to be largely determined by organisational size. Larger employers
(in this research defined as those with over 50 employees) were more likely to
have a number of staff working non-standard hours or adopting other non-
standard working practices. The largest organisations, often multi-site national
or international concerns, were the most likely to have formalised written
guidelines on such working practices. The principal forms of non-standard
working in these organisations were part time hours, flexi-hours and occasional
home working. All the organisations had differing approaches to non-standard
working, depending upon the seniority or specialism of the staff member in
question. A number of respondents commented that administrative and
support staff had their requests for changes to their working practices accepted
more readily that their professional colleagues.

Non-standard working practices: flexible working hours

Flexible working hours comprise a common form of non-standard working.
Many local authorities have adopted such policies. In 2001 nine in ten local
authorities allowed staff to vary their hours, and part time hours, job-sharing
and flexitime were almost uﬁive;é;ii&/ prabtised, (Birch et al,'2'001); Virtuallyiall
government departments and agencies provide one or more forms of flexible
working including part time employment, career breaks, job shares or flexi
time. The number of staff working part time has increased and in 1999 over 11
per cent of civil servants worked part time compared with three per cent in
1984 (Cabinet Office, 1999). This quest for a greater degree of flexibility has
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been spurred on by the persistence of employment protection in most of the
EU countries. Across Europe, different member states have responded to the
need for greater flexibility within the labour market in differing fashions. In
France, short time and part time working practices have been encouraged
through subsidies to employers. In Germany, union pressure has resulted in
shorter working weeks and greater working time flexibility. Within the UK,
policies aimed at deregulation and increased flexibility of the labour market did
little to improve working time flexibility. Policies within the UK have been
directed more towards encouraging inward investment, by making working
rules and regulations more amenable at a national, macro level than at a local
or individual micro level. However, there is little evidence that a heavily
deregulated labour market, as embodied by the UK, is more atiractive to
inward investors than a more centralised, regulated labour market as is the
case in Germany (Raines et al 1999). Companies interviewed in a cross
national study of labour market flexibility and inward investment reported that
an area of key importance was labour force skill flexibility and that Germany,
with its highly regulated vocational training system, offered more highly skilled
and adaptable workers than the UK (Raines, ibid, 50).

The trend towards greater flexibility within the labour market is reflected in
other areas, including subcontracting and outwork. During the mid 1980s, the
Conservative government put an increasing number of services out to
compulsory competitive tender (CCT). School meals and cleaning services
were no longer necessarily supplied by single organisations but went to those
companies able to provide the most reasonable service. Rainbird et al op. cit.,
in her study of working practices in the public sector, interviewed workers,
some of whom had formerly been employed by local authorities prior to their
positions being sub contracted to tendering organisations. In a number of

cases, workers were effectively deskilled, with their ‘new’ job roles preventing

~ them from undertaking other duties. Some of these workers commented that, =~

when employed by the local authority, they were able to informally expand their
job roles by undertaking other associated duties. Work such as this would not
be remunerated but would offer job enrichment. [n their new positions, work
was generally routinised and demotivating, often with fewer workers

undertaking the same, if not increased, workloads. Additional work burdens or
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‘work overload’, have been highlighted as a negative result of increased
flexibility. Burchell and colleagues found that whilst multi-skilling and flexibility
in the labour market is a positive move for employers, for many employees, it
can lead to confusion of roles, additional tasks and general over burdening
(Burchell at al, op cit.).

Non-standard working practices: temporary agency employment

For many looking for non-permanent employment, the temporary agency
provides access to a large number of short tem employment opportunities.
This is not to state, however, that all forms of flexible or temporary employment
are attractive options for employees. The temporary labour market,
characterised mostly by agency based recruitment services, is often poorly
paid, poorly protected and vulnerable to changes in the economy and
employment levels. Jobs secured through temporary agencies are less likely
to be highly skilled, provide access to additional work related training or lead to
promotion.7 Figures from the UK Labour Force Survey, illustrated in table 1.1
below, 8 show that the proportion of temporary employees, expressed as a
percentage of total employees has been decreasing over the last eight years.

7 Regulations being considered by the Department for Trade and Industry will increase the level
of regulation and employment protection for temporary workers, including access to sickness
and holiday pay. The linking of employment rights to employment status is a major problem for
temporary workers. Some recent employment legislation has taken account of this problem by
explicitly extended new rights to ‘workers’ instead of ‘employees’. Hence temporary and
contract workers are covered by the National Minimum Wage, introduced in the 1998 National
Minimum Wage Act, and are entitled to 20 days paid annual leave as a result of the 1998
Working Time Regulations, the UK implementation of the Working Time Directive. Even where
employment status is established, many temporary workers do not qualify for basic employment
rights because they fail to build up the necessary continuity or length of employment. The right
to paid holidays for example applies once a person has been in employment for 13 weeks. This
provides a clear incentive to agencies to limit contracts to 12 weeks. According to the 1999
Labour Force Survey slightly under a fifth of agency workers had been in their job for less than
‘three months at the time of the survey. Other rights, such as to maternity leave, only apply after
a year’s service. A third of agency workers, according to the LFS, said that their job would last
less than one year, and thus clearly would not be covered by these regulations. A recent survey
of temporary employment conducted by the Department for Education and Employment
(Tremlett and Collins 1999) found a considerable difference in gender in attitudes to non-
permanent employment. Women were generally more likely to positively seek non-permanent
employment, mainly because of the flexibility it provided. The National Heaith Service has
recently started its own employment agency -NHS Bank- to stop nurses leaving the NHS to
work for private agencies because these provide greater control over shifts and hours of work.
Men on the other hand were more likely than women to mention financial benefits from their
non-permanent status.

® Spring Quarters 1995,1999 and 2003
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Table 1.1 Temporary employees as a percentage of total employees, UK,
1995-2003

All Male Female
1995 7.3 6.5 8.2
1999 7.1 6.5 7.8
2003 6.1 5.3 6.9

Source: Labour Force Survey, Office for National Statistics, Spring Quarter, 2004

In 1995, almost half of those working on temporary contracts stated that they
could not find a permanent position. By 2003, this proportion had decreased to
just over a quarter (26.7 per cent). Men were more likely to state that they
were unable to find a permanent position than women (33 per cent compared
with 21 per cent).

Table 1.2 Reasons for temporary employee status, UK 1995-2003

Could not find perm.  Did not want perm. Other
employment employment

1995 43.1 28.1 28.8

1999 35.1 31.9 33.1

2003 26.7 30.4 42.9

Source: Labour Force Survey, Office for National Statistics, Spring Quarter, 2004

The Workplace Employee Relations Survey (WERS98)® found that in 1998 the
key reasons for agency use across all sectors were: freezes on permanent
staff; shortage of specialist skills within the existing workforce; a need for short

term cover, and a need to match peaks in demand with a flexible staff cover.

It should not, however, be assumed that non-standard workers have turned to
this form of work because it is their only avenue. Purcell et al (1999) found that
non-standard employment was a positive form of tenure for a number of
workers. For those in higher occupational groups, employees were able to
have-more-influence over-their-hours,-adapting-their-working hours to -match—————

® WERS 98 is a national survey of people at work. It follows in the acclaimed footsteps of earlier
surveys conducted in 1980, 1984 and 1990. The survey is jointly sponsored by the Department
of Trade and Industry, ACAS, the Economic and Social Research Council, and the Policy
Studies Institute. Its purpose is to provide an account, for all to use, of management - employee
relations. For this reason, the survey is supported by leading organisations like the
Confederation of British Industry, the Trades Union Congress, and the Institute of Personnel
and Development.
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fluctuating workplace demand. As a result, they were expected to work long
hours as and when required, but had a greater say over working time. This
resulted in higher levels of satisfaction and greater control over the differing
demands of work and home life. In the study, highly skilled workers were often
offered non-standard contractual arrangements as a way to attract them to the
company. These findings support those of an earlier American study. Jacobs
and Gerson (1997) found that professional, technical and managerial workers
worked longer hours than blue collar workers. This was the case for both male
and female employees. However, workers in more senior positions and with
higher qualifications reported having more autonomy over working hours.
Males reported this more than the females interviewed.

Purcell at al (op. cit.) found that manual shift workers were also generally
satisfied with their working arrangements. They reported being able to
manage both work and home commitments. However, unlike those non-
standard employees in the higher skilled occupations, the shift workers were
unable to have any say over working arrangements. Short notice of changing
shifts was cited as an area of dissatisfaction with shift working. Highly skilled
occupational groups are able to use their, often scarce, skills to their
advantage when seeking areas of employment, an area that will be examined
in more detail in the empirical chapters six and seven.

Non-standard working practices: fixed term employment

Fixed term staff'’, those employed directly by an employer but for a discrete
period of time, also comprise a large part of the non-standard working
population. Heavily concentrated in the public sector, fixed term employees
offer employers a high level of flexibility within positions for which there is often
time limited funding. This is frequently the case in academic and research
posts as well as in local and central government. Fixed term workers enjoy
many of the conditions enjoyed by the permanent colleagues but frequently do

not have access to redundancy payments nor, if contracted for less than a

"% Fixed Term employees are defined, in this thesis, as those employed, directly by their
employer, on a contract with specific start and end dates. They differ from temporary
employees who have an employment contract or relationship with a temporary work agency but
are placed with and do their work for a third party.
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year, have access to payments such as maternity leave. In October 2002 the
Fixed Term Workers (Prevention of Less Favourable Treatment) Regulations
were introduced in Britain''. Employees on fixed term contracts were all to be
entitled to equal treatment with their colleagues on permanent contracts. One
of the main areas of reform was the abolition of redundancy waiver clauses.
These have been a common feature of fixed term contracts with often long
serving members of staff (those who have had a series of fixed term contracts,
often working for the same employer for five years or more on short term
contracts), having to sign away their right to redundancy payments. Waiver
clauses are now abolished for all contracts entered into or renewed from 1
October 2002 although waivers in existing contracts continue to be
enforceable. Employees on post-October 2002 contracts are entitled to
redundancy payments as long as they have completed two year's service. In
order to attract staff and ensure staff retention, many employers are now
moving away from a reliance upon fixed term contracts. For example, in the
civil service, fixed term employees can only be brought in for specific, time
limited or task specific projects that can not be undertaken by existing staff and

for which there would be no benefit to the business to recruit permanent staff.

Non-standard working practices: self employment

There is no uniform definition of self-employment. Broadly, the self employed
can be defined as those who are not covered by a contract of employment and
provide their services directly to a customer. As well as there being no uniform
definition of self employment, neither is there a single definition of a self
employed worker. The self employed are a heterogeneous group, ranging
from those located in highly specialised, well paid, occupations, to those more

economically disadvantaged, who are taking up self employment to move away

~—from the margins of the labour market. Self employment has also been

promoted as a means of re-entering the labour market (Bryson and White
1996). Of particular interest to my study, self employment is also viewed by
some as a means of balancing home and work requirements. Secondary

" The Fixed-term Employees (Prevention of Less Favourable Treatment) Regulations came into
force on 1 October 2002. They make certain changes to the way fixed-term employees are
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analysis of two large scale surveys on parenting and childcare (Bell and
LaValle, 2003) found that, of those mothers reporting self employed status, 79
per cent had moved to this form of working to meet childcare demands,
compared with 14 per cent of the fathers surveyed. As the research further
reports, self employment did not ensure an easier balancing of home and work
requirements and in some cases, self employed workers reported greater
difficulties meeting childcare needs than their employed counterparts. This
was due, in part, to their needing to work longer hours, including weekend and
evening work, when formally provided childcare is scarce.

Table 1.3 Self employed workers by sex, UK, 1995-2003 (%)
Male Female All Self

Employed
1995 75.5 245 100.0
1999 73.7 26.3 100.0
2003 72.7 27.3 100.0

Source: Labour Force Survey, Office for National Statistics, Spring Quater 2004

As illustrated in the following table, the proportion of the male workforce with
self employed status has decreased slightly over the last eight years. The
proportion of women has remained fairly static.

Table 1.4 Self employment by sex, as a percentage of total workers, UK,

1995-2003
Male Female
1995 17.7 6.9
1999 15.7 6.7
2003 15.9 7.0

Source: Labour Market Trends, Office for National Statistics, Spring Quarter, 2004

. As well as the issue of long working-hours for some of the self employed, there

are also a number of other problems associated with taking on self employed
status. This is particularly the case in some occupations. The impact that
sickness or a need for short term absence can have on a self employed
business is also potentially ruinous and for some, the strict guidelines

treated by the law and should be treated by their employers.
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surrounding their professional indemnity insurance prevents them from hiring
‘locum’ staff during holiday periods or other non-work periods. One example of
this is the architecture profession. All architecture firms must have personal
indemnity insurance, protecting them and their clients from accidental damage
to property or persons. The insurance must be taken out in a company or
individual’'s name. In large companies, all architects are covered by a practice
wide policy. However, for self employed architects (who make up the bulk of
‘domestic’ architects), regulations mean that they are unable to add another
name to their policy for a short period. This essentially means that they cannot
employ someone for a short period to cover holiday or sick leave without taking
out additional and increasingly expensive insurance.

The term self employed covers a wide segment of the labour force. The
majority do not work on their own but subcontract to bigger companies.
Regulation is difficult as many work long hours and official working hours and
conditions are hard to ascertain. Despite the implementation of the Europe
wide Working Time Directive', limiting employees’ weekly average hours to
48, self employment is one of the exempted forms of employment. Self
employment is 'heavily concentrated in a number of industries, especially in
distribution and construction. Within the professions, the majority of architects
practice as self employed or companies limited by guarantee. The Royal
Institute of British Architects (RIBA) is keen to support its small businesses and
self employed practitioners. It represents a large number of small practices
with, 95 percent of members of RIBA in small practices (fewer than 5 people).
People are looking to chartered surveyors for domestic work rather than

"2 The aim of the working time directive is to ensure that workers are protected against adverse
effects on their health and safety caused by working excessively long hours, having inadequate
rest or disrupted work patterns. The Working Time Directive provides for:
a maximum 48 hour working week averaged over a reference period;
a minimum daily rest period of 11 consecutive hours a day;
a rest break where the working day is longer than six hours;
a minimum rest period of one day a week; and
o a statutory right to annual paid holiday of 4 weeks;
The working time directive is implemented in UK domestic law by the Working Time Regulations
1998 (Statutory Instrument 1998/1833) which entered into force on 30 September that
year.certain workers currently are excluded from the Directive including whole areas of the
transport sector, doctors in training and off shore workers. Around 5.6 million people (or 4 per
cent of total employment in the EU) work in these sectors, mostly in the road transport industry.
The arrangements for excluded sectors are under consideration by the Council which will report
later in 2003.
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architects, assuming that architects would not be interested in small pieces of
domestic work.
“At the smaller end of the scale, architects are being compounded by the
guys who draw you up a plan in their back bedroom and by surveyors as
well. People are having a bad time, their profit is under £10,000 a year
and that is their income that they have to live on. The big practices on the
whole are doing fine. Also there is a north/south split, it's much harder to

make a living in this part of the world [Yorkshire].” (Professor of
architecture and retired practitioner, 2001). '3

Within accountancy, partners and senior staff in small and medium sized firms
often take on self employed status. For many this is a key intention from
joining the profession. Such a move does, however, place certain pressures
upon them. Whilst long hours and heavy work commitments lead to increased
profits and thus income, for those needing to take time off work, for example
for sick leave or maternity leave, self employed status can restrict the amount
of time available for such leave.

For other workers trying to balance home and work commitments, self
employment offers the opportunity for some level of autonomy in deciding
working hours and general working practices. That said, and, as is examined
more fully in chapter seven, for those self employed architects and
accountants, the move away from employee status can lead to longer working
hours, greater work pressure and no access to the employee benefits of

supported training, sickness and holiday pay and general collegial support.

Non- standard working practices: working at home

One area of flexible working that has increased in recent years is that of
working at home." Analysis of Labour Force Survey data (Felstead et al 2000)
~shows that almost 25 per cent of the British workforce does some of its work at

home. Those working at home on a partial basis (that is, at least one day a

'? Interviewed as part of the present study. Quotations in italics without author references are
all from this source.

' This differs from the other work practice of home working. This thesis is not looking at home
working which is more commonly associated with low paid, piece work often related to the
textiles industry and often involving workers from a number of minority ethnic groups. A number
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week) are more likely to use ICT to facilitate this. Of non manual workers, just
over 50 per cent stated that they could not work at home without ICT compared
with twenty per cent of manual workers. Those who work mainly at home are
more likely to be women and more likely to be employed in manual
occupations. Those who work partially at home (at least 1 day a week) are
more likely to be male and in higher grades. Non manual workers who work
partly at home are likely to receive the same or slightly higher salary levels
than their office based counterparts whilst manual home workers are more
likely to be paid less than factory or workplace based workers. Unsurprisingly,
women working at home for the majority of their time were much more likely to
give childcare as the key reason for this than their male counterparts. Hasluck
(2001) found that 22% of workplaces surveyed as part of a study into work-life
balance reported having staff working at home at least occasionally, with this
being more common amongst male employees than female (24% compared
with 16%). Managerial and professional grades were more likely to work at
home occasionally than other non-manual or manual grades. As is examined
more fully in chapter six, working from home is one way in which an increasing
number of professionals are attempting to reconcile home and work
commitments. For those seeking to reduce their working hours, the ability,
through ICT, to remain in contact with the office on days off has enabled some
to push a successful business case for working part time.

Non-standard working practices: part time working

Part time work is an area of non-standard employment that, simply by being
one of the most common forms of employment tenure, may not appear ‘non-
standard’. Part time work is heavily gendered, reflecting perhaps its often cited

use as a means of balancing employment and domestic responsibilities and a

-the highly gendered use of time.--Womenstill do the majority of domestic—

duties. Even in households where both partners work full time, the women, in
the main, undertake the bulk of domestic chores.

of studies have examined the role of home working in the economy including Hakim (1987),
Christensen (1988) and Felstead (2000).
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Table 1.5 Division of household chores, 2000/01 UK*, (minutes per day)

women men
Washing and ironing 26 4
DIY** 4 16
Gardening and pet care 18 21
Shopping 34 2
Housework 51 23
Cooking and washing up 76 36

Source: UK 2000 Time Use Survey, Office for National Statistics
* data for adults aged 16 and above
**includes vehicle repair and maintenance

Drawing on data from the Labour Force Survey, it is evident that part time
employment is increasing as a proportion of total employment. As can be seen
from the table below, the level of part time employment has stabilised for
women but is growing for men.

Table 1.6 Part time employees as a proportion of total employees,
1995 — 2003, UK

Male Female All
1995 6.9 43.5 24.5
1999 8.2 43.4 25.2
2003 9.3 43.3 25.7

Source: Labour Force Survey, Office for National Statistics, Spring Quarter,2004

Part time employment is dominated by female employees. As table 1.7
illustrates, female part time employees still make up over 80 per cent of the
part time employee labour force, although the balance has been changing in
recent years.

Table 1.7 Part time employees by sex, 1995 — 2003, UK

Male Female
1995 14.5 85.5
1999 17.0 830 S -
2003 18.7 81.3

Source: Labour Force Survey, Office for National Statistics, Spring Quarter, 2004

The predominance of part time working in the non standard employment field
does not represent an unambiguously positive move in the labour market.
Whether or not the growth of part time employment is a positive development,

especially for women, is strongly contested (see for example Warren 1999,
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Hakim 1991, Rubery et al, 1999). Part time workers have been discriminated
against in terms of pensions, maternity rights and other employee related
entittements. The Part Time Work Directive'®, implemented in the UK in April
2000, gives a legal right to the equal treatment of part time workers with full

time workers.

Despite the fact that a high proportion of female part time workers have
childcare responsibilities, part time work does not necessarily mean family
friendly work. Shift working and changes to the law on Sunday trading can
mean that large numbers of part time employees work unsocial hours that may
cause additional childcare problems. Indeed, increases in part time work may
reflect, to a large extent, a need to balance competing childcare and
employment needs. The UK continues to have very low levels of affordable
childcare. A recent examination of women’s economic activity in the UK
demonstrates that the caring and home maker role is still predominantly the
preserve of women (Duffield, 2002). In addition, for many working part time,
their working status has a detrimental effect on their career progression
(Hoque 2003, Brandth 2000 and Epstein et al, 1999). For many occupations,
and especially for the professions, standard working practices are defined as
full time. In addition, professions have traditionally been predominantly ‘male’
environments, that is, characterised as full time and ‘work first. Those
adopting non-standard working practices may find that their professional status

and commitment is questioned.

Tilly (1992) argues that a dualism is manifest in part time work. He identifies
two forms of part time work: retention part time jobs, located in the core labour
market, and used to attract and retain valuable staff who prefer part time

working patterns, and secondary part time jobs, which are concentrated in the

~3 The Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000
introduced new rights for part-time workers. The measures reinforce the Government's policy of
putting in place decent minimum standards whilst promoting a flexible and competitive
workforce. Two amendments to the Regulations came into force on 1 October 2002. These
cover Comparators (Regulation 2) and Access to Occupational Pension Scheme (Regulation
8(8)). The Part-time workers regulations ensure that Britain's part-timers are not treated less
favourably than comparable full-timers in their terms and conditions, unless it is objectively
justified. This means part-timers are entitled, for example, to: the same hourly rates of pay; the
same access to company pension schemes; the same entitiements to annual leave and
maternity/paternity leave on a pro rata basis; the same entitlement to contractual sick pay, and
no less favourable treatment in access to training
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poorly paid secondary labour market, have lower employer costs and increase
flexibility for employers rather than for employees. Tilly argues that those
employed in retention part time positions will be treated in a similar way to their
full time counterparts in terms of work benefits.

However, those working part time hours in core or more specialised positions
are more likely to be marginalised than their full time colleagues.
Organisational practices and values continue to be based around full time
employment models. The professions are strongly defined by notions of a
‘standard’ career pattern and distinct time frames such as three year degree
programmes, three or four years of post graduate training and a clear career
path through the various professional levels. The employment experiences of
a large proportion of the female workforce do not match this standard model.
Their experiences of the labour market and training are heavily determined by
caring commitments, predominantly those of childcare. Career paths are, for
women, more likely to be interrupted by spells of maternity leave, shorter hours
working and entire spells out of the labour market.

The forms of non-standard working practices adopted by respondents to this
study are explored in chapters five to seven. The strategies adopted by
professionals, in order to meet competing work and home demands, are
considered in detail. Developments in the non-standard working field have not
occurred in isolation from wider labour market dynamics and it is to a
consideration of these that the chapter now turns.

Non-standard working practices: the policy context

At a national level, over the last fifteen years, government policies have been

introduced to improve the working conditions and employment protection of

__hon-standard workers. In an attempt to provide better working conditions for

non-standard workers, a number of official policies have been introduced. In
March 2000 the Labour administration launched its work-life balance

campaign. The baseline study'® found a high level of support for work-life

' Involving an employer survey of 2,500 workplaces with five or more employees and
interviews with staff in head offices of 250 firms and an employee survey of 7,500 employees
(Hasluck 2001).

29



balance among both employers and employees, although apart from part time
working, only a small proportion of employers operated flexible working
arrangements. There was substantial demand from employees: more men
wanted flexi time, compressed hours or annualised hours than women, while
women were more likely to want term time or reduced hours. Approximately
20 per cent of workers worked from home occasionally, and, of those not
currently working from home, around a third said they would like to do this.

The incidence of work-life balance practices was greatest in the public sector.

The government launched its Work-Life Balance Challenge Fund in 2000,
totalling £10.5 million over 3 years. The fund provides free consultancy advice
on work/life balance practices. 176 employers are already receiving support
through the fund. However, this drive towards work life balance policies may
be constrained by the working environment. Employers and employees need
to consider how flexible practices can be promoted as a ‘normal’ form of
working time, and valued as such. Even where firms offer flexible working
practices, take up can be low (Brandth and Kvande, 2001). When flexible
practices are available, but are dependent upon the individual applying for
them rather than on company-wide promotion of them, take up is low and staff
fear that they will be seen as ‘time deviant’. If non-standard working is used as
a collective time management system, take up is higher.
“If leave is collectively granted and collectively taken, the risks associated
with taking it are perceived to disappear and fathers are able to act on
their wish to be more involved with their children. This is in accordance
with several studies concerning family friendly’ employment policies in
companies (Hochschild 1997, Lewis 1997, Epstein et al 1999) which have
shown that the different policies are not used to any great extent by
parents. As long as taking up family friendly policies is an individual

option, the employee risks becoming a time deviant’ (Epstein et al 1999)
and thus marginalised.” (Brandth and Kvande 2001: 265).

~ The concept of time deviance emerges in a number of studies. An adherence,

throughout the professions, to a ‘long hours, high office visibility’ culture within
individual organisations or workplaces may continue to undermine any national
promotion of part time, family friendly or non-standard working practices. In a
buoyant economy, new entrants to the professions are still more interested in
salary levels, career progression and development opportunities than in flexible

working practices. Work that professions have undertaken or plan to
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undertake will need to emphasise the business benefits on non-standard
working, as well as confront the culture of long hours working that remains
prevalent.

Theories of the' labour market

The changes to both employment structures and practices described above
have taken place against an ongoing reassessment of the role of work within
society by, amongst others, academics and policy makers. Discussion of non-
standard employment practices needs to be located within wider debates
concerning changes to the structure of waged labour. As discussed in the
following chapters, developments affecting specific groups or occupations do
not occur in isolation from macro changes to the [abour market.

The world of paid work is key to much of modern, western, society. Despite
predicted moves towards a more leisured society, away from post industrial
revolution models of employment and industry (Bell 1974, Leadbetter 1999),
employment, or the lack of it, remains at the heart of the day to day processes
of life. Beck (1992), in a consideration of changes to the structure of wage
labour, argues that reactions to such changes are not only rooted in
considerations of the economic impact of a decline in waged labour but are
also rooted in the social. In a consideration of the dual roles of social (family)
and economic (employment) structures, with a focus on paternal employment,
Beck illustrates how employment structures every stage of an individuals’ life,
from a child being educated in order to join the labour force, to working age
adults’ leisure time being defined as ‘non-work’, through to old age being
defined purely in terms of its relationship (or lack of it) to wage labour.
“Wage labor [sic] and an occupation have become the axis of living in the
industrial age. Together with the family this axis forms the bipolar co-
~ordinate system in which life in this epoch is situated. This can be
illustrated in an ideal-typical longitudinal section of an intact industrial
world. Already in childhood, while still completely tied to the family, the
child experiences the occupation as the key to the world through his or
her father. Later, education remains related through all stages to the
missing ‘other’ of the occupation. Adult existence is held completely
under the sway of wage labor, not merely because of the demands work
itself makes on time, but also because of the time spent outside work,

beforehand and afterwards, in pondering over it and planning for it. Even
‘old age’ is defined by non-occupation. Old age begins where the world
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of work discharges people — no matter if they feel old or not.” (Beck, op.
cit. 139)

Paid work is, for many, an all encompassing aspect of their daily lives. Many
of the decisions we make and life strategies we employ are predicated on
employment, our own or others’. Indeed, if we believe the advertisers and
marketing managers, we live in a 24/7 world which demands that information
and services are available at our finger tips as and when needed. Whole
sectors of industry, particularly the service industries, are dedicated to
ameliorating the day to day living of a work rich, time poor society. A report by
the European Foundation (Yeandle et al, 1999) highlighted the growth, across
Europe, in employment in household services. Childcare, elder care, domestic
maintenance and food and meal preparation are all witnessing large increases
in their workforces. As employment makes more demands on time, and as the
proportion of women entering the workforce continues to rise, traditional
domestic chores are increasingly being ‘out-sourced’, that is, undertaken by
individuals or companies either inside or out of the domestic environment.
Perhaps nowhere is this more evident than in the rapid increase in the
availability of ‘ready meals’. Whole aisles of supermarkets are dedicated to
packaged meals, designed to reduce the time necessary for producing meals.
Vegetables and salads are available ready washed and chopped and
individually packaged, reducing the effort expended by the consumer and
opening up whole new areas of employment for the job seeker. Contrasting
starkly with this, is the increasing isolation and marginalisation of the long term
unemployed and economically inactive. Since the mid 1980s the number of
economically inactive claiming non-work related benefits including Incapacity
Benefit has increased dramatically and in 2003 the numbers of claimants on

non-active benefits outnumbered those on unemployment related benefits by

almost three to one."”

'7 2.7 million people of working age currently receive incapacity benefits because of a health
condition or disability. This is 6.5% of the working age population, rising to almost 15% in the
most affected local authority areas in the North West and South Wales. Source Incapacity
Benefit Green Paper, Department for Work and Pensions, 2003
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A post industrial society?

Concerns over increasing unemployment have existed since the early
twentieth century with the Great Depression and the increasing advances in
technology which have rendered many trades (and workers) redundant. Some
sociologists argued that the late twentieth century represented the advent of
post-industrial society, (Abrams 1982, Bell 1973) in which the growth in new
technological institutions marked a departure from the industrial society with
towns, areas and even inhabitants defined by their industries. In post-industrial
society, it was argued, relationships would be based on interpretative activities,
with individuals living in communities which did not reflect their occupation but
merely served their immediate needs. According to Bell (1973), traditional
society had given way to one characterised by new technology and institutions
which came about with the growth in the white collar and service sectors of the
1950s. Touraine (1974) stated that new forms of work organisations were
shaping society, with life being moulded around emerging areas of
employment. As ftraditional forms of employment were disappearing, also
disappearing were the traditional forms of community where areas and their

inhabitants were characterised by the main forms of local industry.

A contemporary of Touraine, Braverman (1974) in his key text, Labour and
Monopoly Capital: the Degradation of Work in the Twentieth Century
developed a Marxist economic critique of the development of new technology
in the workplace and its impact on workers’ roles and responsibilities. His
definition of monopoly capital saw small firms being taken over by large
monopolistic capitalist organisations, globalisation in an earlier form. By
concentrating market power in a small number of very large firms, monopoly
capital could exert influence over workers, working practices, and whole
markets. Control of production processes was placed in the hands of technical

~ and professional staff who did not work directly in production but, rather, were

employed to control and administer it, developing processes and practices to
speed up production, making it less labour intensive, removing much of the
autonomy of skilled workers, thus leading to a gradual ‘deskilling’ of the
workforce whilst creating a more profitable system of production. [t was here,
in this middle layer of management, that Braverman identified the key threat to

workers’ autonomy and security. Technology itself was not to be feared but
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the methods employed to utilise it were. For Braverman, the key management
process embodying his concerns was Taylorism or scientific management,
dealing with ‘the fundamentals of the labour process and control over it'.

Braverman has been criticised from a number of perspectives. Friedman
(1977) argues that Braverman idealised the relative autonomy of workers prior
to the twentieth century. He states that Braverman tried to homogenise the
working class, failing to acknowledge that many changes to working practices
did not follow the strict guidelines of scientific management (the breaking down
of skilled jobs into routinised, repetitive tasks) but rather, more often, were the
result of ad hoc, low level management decisions. In addition, Braverman
failed to acknowledge the impact that new technologies had on the
development of new technical and professional groups such as radiographers,
structural and civil engineers and architectural technicians. As will be
examined in later chapters, technological changes have had a major impact on
the ways in which the professionals under consideration have been able to
develop their knowledge base, structure their work and balance their home and
work commitments.

The role of knowledge within the labour market

Bell (1973) expected that post-industrial society would be characterised by
knowledge centred systems based upon flexible specialisation, ideally suited to
the ‘knowledge rich’ professions. New technology would encourage greater
flexibility and movement within the labour market, helped by the growth in a
differentiated market which would be spurred on by increasingly fragmented
consumer tastes. Such a viewpoint provided a positive picture for the more
technical, specialised occupations, but did not offer such hope for the lower
skilled and manual workers. Bell's predictions for the labour market do

resonate with the current employment field. The advances in technology have
created new areas of work but have also negated the need for other forms of
employment. For example, with the widespread use of personal computers
across all sectors of employment and amongst all occupational classifications,
the need for large numbers of typists and clerical assistants has decreased.
Perhaps what Bell could not foresee was the impact that the rapid increase in

the service sector would have on employment opportunities and patterns.
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Large numbers of low skilled and manual workers are now concentrated in this
sector. From a different perspective, more recent research by Gallie (1998)
views the introduction of technology with optimism. Gallie argued that

continued developments in this field would upskill individual work tasks.

However, Gallie acknowledges that the upskilling of tasks could lead to work
intensification. As discussed in chapter three, upskilling of tasks can lead
either to the exclusion of lower skilled workers or, conversely, the usurpation of
the higher skilled workers by increasingly technically competent, but lower paid
manual staff. Similarly, Leadbetter (1999) stresses that certain bodies of
knowledge have become the crucial currency in the future of work. However,
unlike Bell, Leadbetter stresses that knowledge can only have a value when
set in a market context. As with any other commodity, the value of knowledge
is dependent upon demand.

The analyses of Bell (1972), Braverman (1974), Gallie (1988) and Leadbetter
(1999), whilst spanning almost three decades, have clear similarities. All have
identified the growing power and influence of knowledge rich workers in a
labour market that is becoming increasingly reliant on technological
innovations. If one takes this simple principle one step further, it could be
argued that knowledge rich professionals (such as accountants and architects)
should be able to drive the development of working practices to suit their
personal needs. As this chapter has demonstrated, increasing numbers of
workers are adopting more non-standard forms of working. Professionals’
specialist levels of knowledge and the relative scarcity of such knowledge
could act as a powerful bargaining chip in considerations of labour market
practices. As the next two chapters will illustrate, such a theory is undermined
by the role that organisational cultures and values play in determining the

structure of professional markets. It is to a broader consideration of the

~literature concerning non standard working practices within the professions that

this thesis now turns.
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Chapter Two

Non standard working within the professions: accountancy and
architecture

This chapter draws on the detailed examination of non-standard working
practices discussed in chapter one. It comprises a further consideration of
theories of non-standard working within the professions and outlines the key
areas to be developed further in the empirical chapters six and seven. The
preceding chapter focused on working practices, work patterns and
developments within the structure of the labour market. Key areas of interest
emerging from the review included issues concerning the work life balance
debate and general reviews of the impact of non-standard working on skill
development, training opportunities, career progression and the development
of professional knowledge. As well as providing a theoretical base for my
empirical research, the literature review of non-standard working and in
particular non-standard working in relation to the professions, has highlighted
emerging areas of research including notions of time deviance, occupational
and organisational closure and professional commitment.

Chapter one highlighted how the labour market is changing. Greater numbers
of women are entering employment. The employment rate for women'® stood
at 70 per cent, an increase of three percentage points in eight years. Many of
these women work part time, but a greater number are moving into full time or
self employment. Increasing numbers of women are moving into the
professions. Again, using Labour Force Survey data, the percentage of
women in SOC 2&3" has increased from a fifth of women employed to a
quarter. The professions continue to be heavily dominated by men, especially
in the more senior positions. Analysis of my survey data, in chapter five,

~ demonstrates, how, when one considers the older age cohorts of =

professionals, males dominate the senior positions. Much of the ‘traditional’

'8 |Labour Force Survey, Spring quarter 2003, unadjusted
19 SOC 283 represent professional occupations and associated professional and technical
occupations. In 1993 the total proportion of employees in this sector stood at 19 per cent. This
figure had risen to 26 per cent by 2003.
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picture of the professions (and again | use this term guardedly) is dominated by
highly skilled, full time, male employees, moving up a steady and clear career
ladder. As will also be examined later, many of the notions of a professional,
still prominent in the contemporary professional labour market, implicitly
include a home based, female, partner.

Gender relations are historically, culturally and spatially structured. It is only a
‘recent’ phenomenon, within the last 200 years, which has seen the strict
division of ‘public’ labour from ‘private’ home life and with it the strict divisions
between male and female employment types. Non-standard working practices
are only non-standard, relative to this labour market model. As Crompton and
Harris (1998) state, in their examination of theories of occupational
segregation:

“The increasing participation of women in paid employment also led to a
growing tide of criticism of those class schemes and class analyses which
had conventionally taken the model of the (male) ‘standard employee’ as
their template.” (1998: 298).

Sociological studies of the 1950s, 1960s and 1970s continued to focus on a
‘job model’ of male labour market participation, that of employment determining
the social position of men, compared with a ‘gender model’ for women, where
their social positions and employment positions were determined by their
family and gender roles. More recent analyses of women within the labour
market (Jacobs 1997, Epstein at al 1999, Franks, 1999) have broadened their
analyses of the labour market positions of women to take into account the
mutually dependent nature of domestic and employment roles. This chapter
examines the literature concerning non-standard working practices within the
professions against this relatively recent model.

Time deviance and non-standard working

A number of researchers (Mennino 2002, Epstein op. cit., Barker 1998) have
considered the development of non-standard working from the perspective of
time deviance, that is, deviating from the norm of a full time, five day, working

week. Their research has focused on how organisations and professions have
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developed and practised closure around notions of a male, full time workforce
and how such notions impede the development of non-standard working,
predominantly female, employees. The research in this area has particularly
focused on the childcare responsibilities of professionals (predominantly
women) and the impact that such responsibilities have had on their career
development and opportunities for promotion (Epstein op cit). The impact of
career breaks and part time working on both male and female professionals’

career development is a central element of the analysis of my empirical data.

Notions of working time and ‘deviance’ from full time working schedules and
their impacts on professional development have emerged as a key element of
the empirical research. The ‘standard hours’ of employment that are
commonplace today are ‘standard’ for a small proportion of the labour force
and are premised on traditional views of the labour market centred around full
time employed males supported by non-working wives. Many of the traditional
notions of ‘commitment’ to a profession are also based upon the employment
of males supported by home based wives. Barker (1998), in an examination of
women'’s careers within the Irish accountancy profession, found that many of
the opportunities for informal career development, demonstrating commitment
to the profession, were based around traditional male sporting activities such
as golf and rugby and thus were effectively closed to female participation.
Other more traditional forms of socialising included the ‘dinner party circuit’

usually involving a male accountant host supported by his wife.

Research including that by Barker and Epstein, op. cit. has highlighted that the
development of the professions, including the increased membership of
women within these professions, has not changed the strong belief in the need
to demonstrate commitment, generally through long hours and after work
socialising. The construction and reproduction of these professional values
~and mores have not reflected the reality of a greater number of females and
un-partnered males within the professions’ memberships. Jackson (1999)

states,

‘the male dominated heterosexuality is routinely normalised.” (Jackson,
ibid, para 6.5)
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The perpetuation of a masculine culture

The promotion and reproduction of a predominantly masculine culture
manifests itself in a number of ways. Epstein (op. cit.) outlined how, in a
number of US law firms, individuals’ ‘billable hours’, those hours spent on client
specific work, were included in company papers and circulated to all
employees on a regular basis. The same information was also published in a
national professional paper. As billable hours directly correlate with a
company’s income generation, employees were encouraged to commit
themselves to long hours. The prospect of being scrutinised both by fellow
employees and by professional peers outside the company proved a key driver
to a long hours’ culture. Thus a company’s success and a professional’s
‘identity’ were intertwined with a perception that commitment to a profession
and professional ability were demonstrated by long hours and high visibility.
Epstein’s research highlighted how those who worked shorter or less standard
working hours were perceived as less committed to their profession and the
firm and as ‘time deviant. Their commitment to their organisation and
profession was questioned. That they were defined as ‘time deviant' or ‘not
committed’, again implies an organisational and professional norm of full time,
office based employment.

Developing this theme, Steir (2003) argues that organisational and cultural
factors impact strongly on views about working hours. Within organisations,
comparisons between countries show country specific cultural values that drive
working practices. In countries with a high dependence upon the market for
the provision of daily necessities, there is a greater reliance on longer working
hours. In countries with closer family and kinship systems, reliance on the
income from longer working hours is less evident. Other research contradicts
this argument. Wharton (2002) found that organisational norms are highly

influential in determining working practices. Global business practices and the

role of a global company ideology will drive working arrangements. To counter
the power of the global ideology, however, Wharton’s research found that the
national context does shape managers’ and professionals’ approaches to
working practices. Wharton argues that with a low number of professional
people working part time in the United Kingdom, it is likely that few managerial
or professional workers will adopt part time working practices. This reluctance
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to move towards a more flexible model of working within the professional
labour market may be determined by the characterisation of the professional
labour market as one of long hours, high office visibility and a predominantly
male culture. The way in which this characterisation of professionals impacts
on those who choose to adopt non-standard working practices is considered in
depth in chapters six and seven.

Yeandle et al (2003), reporting on research into line managers’ responses to
requests for family friendly employment, found that, whilst at an organisational
level, family friendly practices might be encouraged or at least endorsed, in
practice, decisions concerning changes to working hours were left to line
managers. The research found that line managers were more willing to
endorse a request for flexible working if they felt that the employee had
demonstrated a ‘suitable’ level of commitment to the firm or organisation. Thus
organisational culture would play a part in the decision making process but
final decisions would rest on individual interpretations of ‘commitment to the
job’. As will be demonstrated in the later, empirical, chapters, non-standard
working is less common in the professions and thus organisational or
management responses to requests for such working practices are heavily
influenced by a idea of a ‘two dimensional’ professional, that of a work first, full
time, and often male worker. As will also be illustrated in the later chapters,
such responses, within the professions, to requests for non-standard working

apply equally to male professionals requesting changes, as to females.

Working hours and occupation

There is a strong relationship between hours worked and occupation. Women
working part time were more likely to work in personal service occupations and
sales. Duffield (2002) found that women working full time were four times

"~ more likely than their part time counterparts to be employed in managerial or

senior official occupations and twice as likely to work in professional
occupations. Dex (1995) found that women have suffered downward moves in
their occupational level following a move to part time work (most often
associated with a return to work after maternity leave). This relationship was
first established using data from the 1980 women in employment survey

(Martin and Roberts 1984). Part time positions were more likely to be located
40



in lower skilled areas of an occupation. McGivney (1994) found that women
part timers were much more likely to be over qualified for their current position
than both female and male full timers.?

In addition, part time working is still very much the exception within the
professions. Studies of medicine, law and finance (Epstein, Crompton and
Harris, op. cit.) have demonstrated that professional norms concerning working
hours continue to focus on a full time model of employment. Choices for part
time staff within professions are consequently somewhat constrained.
Crompton’s cross-national research into the medical profession (1997)
demonstrated that women’s choices concerning areas of specialism were often
shaped by their future plans for partnering and children (a further discussion is
included on page 47). Women were, therefore, less likely to choose high
status specialisms, such as surgery, and opted instead for specialisms such as
radiography or oncology which are less likely to involve weekend or evening
work.

Employment practices and ‘choice’

The literature on the employment choices made by women, the role that family
decisions play and the impact that this has on career progression and parity of
opportunities and outcomes with male counterparts is considered alongside
this study’s empirical data in chapters six and seven. Arguments fall broadly
into three camps; those relating to work first approaches to labour market
progression; those concerned with the constrained choices faced by women in
the labour market, and those examining the ‘trade offs’ made by women in

2 The level of qualifications of the population as a whole has been increasing over the past five
years. In spring 1997 22 per cent of women had no formal qualifications. This compares with a

rate of 17 per cent.in spring-2002.-Women as a-group are still less likely to-have formal
qualifications than men, as older women are more likely to have no formal qualifications than
their male counterparts. This difference should reduce over time as attainment levels equalise.
Indeed, over the past five years, women have seen a faster rise than men in the numbers
holding higher qualifications (NVQ level 3 or above). Women with higher qualifications are
more likely to be employed than their lower level counterparts. Rates of employment of higher
qualified men and women are broadly similar (85 per cent of women compared with 89 per cent
of men). In addition, higher qualified women are more likely to hold more senior positions. This
is also the case for women who work full time. The majority of women (93 per cent) are
employees. Around 57 per cent of women work full time although this differs greatly by number
and ages of dependent children, (Labour Force Survey, Spring Quarter, 2003).
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order to reconcile their home and work commitments. From the ‘work first’
perspective, Hakim (1987, 1996 and subsequently) argues that many of the
inequalities in male and female labour market experiences are due to the
decisions that women make with regard to their career progression and caring
responsibilities. Whilst this thesis is not intended to provide a full critique of
Hakim’s theories, her arguments do comprise a key element of the literature on
women’s labour market participation and are thus afforded, in this chapter, a
detailed consideration. She argues that a significant number of women have
made conscious decisions to place their home responsibilities above those of
their work and that their slower career progression and weaker position in the
labour market could be attributed not to gendered barriers and inequalities
within the labour market, but rather to preferences and personal decisions
made by individuals about balancing their home and work lives.

A number of other commentators have argued that the ‘choices’ made by men
and women concerning domestic duties are still heavily constrained. Bianchi
et al (2000) outlines three perspectives on gender divisions within household
work: time availability; relative resources, and gender. The authors argue that
gender ideology remains the most important determinant in the allocation of
household tasks, with housework continuing to define and express gender
relations within the household. Women are disadvantaged in the allocation of
household tasks due to the perpetuation of ideas concerning appropriate male
and female roles, (see also Hochschild, 1989).

Hakim disputes established theories of gendered segregation within the labour
market, arguing that the differential labour market experiences of males and
females can be attributed to the different degrees of human capital that they
invest in their home and work lives, reflecting the neo-classical theories of
labour market participation.

-~Neo-classical theories of labour market participation view the differences

between female and male labour market progression as a result of differing

levels of human capital. They argue that women, on the whole, are less likely

to invest significant amounts of time in training and formal, work related

qualifications and are thus less likely to progress as far as men in the labour

market. In addition, interruptions to labour market participation, resulting from

maternity leave, part time working, or career breaks also lessen the amount of
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investment in human capital. Such theorists argue that occupational
segregation is a result of decisions made at a household level concerning the
optimum methods of balancing the differing workplace (economic) and
domestic (social) commitments. When such a theory is applied to those
working in the professions, however, the arguments concerning lower levels of
human capital by women can be countered. At the time of entry into the
profession (at trainee or assistant level) both male and female professionals
will have had to invest similar levels of time or capital in their formal
qualifications. Thus the differences between male and female labour market
progression cannot simply be ascribed to lower levels of investment in human
capital, nor can the decisions concerning methods of balancing home and work

commitments.

Crompton and Harris op. cit. argue that the decisions women make regarding
their home and work responsibilities are made within a heavily gendered work
and home environment where women have traditionally been, and continue to
be, the primary carers for their families. Describing the methods adopted by
women as ‘satisficing’, and building on Chafetz and Hagan's earlier research
(1996), they argue that women have to sacrifice parts of both their home and
work lives in order to satisfy the demands of the other. In this way, women are
able to reach a reasonably high level in respect of both goals rather than

maximising one.

Another perspective on the methods adopted to balance home and work
commitments is that of the work role ‘trade off. Barnett and Gareis (2000)
develop this approach in their analysis of professionals and managers in the
United States. They found that, in order to cut down on working commitments,
some workers opt to give up aspects of their work remit, rather than restrict the

time given to all existing areas of work. For some, this enables them to give up

offered value or personal fulfilment have to be relinquished. Thus despite
gaining more time for non-work activities, some professionals felt great levels
of distress at having had to decide on a ‘trade-off and were less satisfied with
their working remit than when they were working longer hours. This also
applied to professionals going for promotion who, often, in order fo meet more

managerial and administrative requirements, had to give up certain aspects of
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the more mundane tasks, for others it means that aspects of their work that



their former role which they had found interesting or fulfilling, such as research

or development (Barnett and Gareis, 2000).

A work first versus home first approach

Kirkham and Loft (1993), in their consideration of the construction of the
professional accountant, argued that the characterisation of the professional
accountant was something essentially ‘not female’. Developing this, they
argue that the prevailing notion of a professional is one of a full time worker,
whose commitment to their profession is demonstrated through long hours and
a ‘work first’ approach to their lives. Consequently, those working part time are
perceived as not committed to their working lives and are thus similar to their

non-working peers.

Hakim has developed this theory through a series of analyses of labour market
participation and, predominantly, women’s varying levels of commitment to the
labour market and home. Hakim (1996, 2002) argues that part time and
shorter hours workers are similar, in their attitudes towards work and home, to
the non-employed, predominantly female, population. She argues that the
position of part time workers within the labour market is a result of their lower
commitments to employment rather than to discriminatory practices towards
them. Hakim contends that, since the Second World War, the proportion of
women in the labour market (measured in full time equivalents) has not
increased. However, her measurement equates two part time positions to one
full time, thus not acknowledging that many part time positions are for longer
than 20 hours per week. Hakim's arguments are based on women having a
single relationship with the labour market, rather than a series of interactions
which may be characterised by full time and part time periods of employment.
Her arguments, centred on neo-classical, human capital theories of the

economic drivers of labour market participation, stress that women make
unconstrained choices regarding their positions in the labour market and that
such choices are unfettered by social mores and values concerning childcare

and domestic work.

It can be argued, however, that her analysis of part time and non-standard
working fails to take account of the impact that life-stages and changing home
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responsibilities can have on all members of the workforce. The part time home
centred theory is open to much criticism. In a response to Hakim’'s broad
generalisation of female part time workers, Ginn et al (1996) argued that part
time working is as much a response to the joint commitments of labour market
engagement and home life that most people face in modern society, as to a
lower level of commitment to the labour market as a whole. They argued that
the reason why part time workers were less likely to gain promotion or receive
equal treatment was not their lower level of commitment but arose from the
preferential treatment given to full time workers.

Further criticism of Hakim’s analysis of women’s positions within the labour
market focuses on her assumption that the choice to work full or part time is
purely objective and rational, unaffected by external economic and social
considerations (Chafetz and Hagan 1996). These authors argue that due to
heavily gendered patterns of both labour market participation and domestic
labour, men can rationally have a family and full labour market engagement.
Chafetz and Hagan (ibid.) developed the theory of ‘satisficing’, that is, of
individuals reaching a reasonably high level of attainment or satisfaction, in
respect of both goals rather than maximising one or the other. This theory has
been developed by Crompton moving it from the rational choice, individualistic,
approach to one shaped by social mores and ‘intermediate social structures’
(Crompton 1998). For women, trying to combine both home and paid
employment requires more of a strategic approach.

There are still pre-set social norms concerning caring and the role of a mother
within childrearing, as well as the biological determinants of pregnancy and the
early weeks of childcare which impact on the decisions made and actions
taken. As will be examined in detail in chapters six and seven, respondents to
my research demonstrated a number of different approaches to reconciling the

demands of their professional and domestic lives.

In my research, | found that the strategies adopted by professional employees,

both men and women, to combine their public (work) and private (family) lives

2! A term first used by Chafetz and Hagan, (1996), more recently used by Crompton and Harris
(1997) to highlight the approaches adopted by many women to balance their home and work
commitments. The term refers to the sacrifices made in terms of both career and home to
satisfy both their demands.
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varied greatly. They are not, as Hakim argues, determined by following either
a strongly male model or a female model of attachment but rather are
determined by a desire to combine both responsibilities to a satisfactorily high
standard.

Hakim’s theories have changed over time. In her work on the role of
preference theory in explaining women’s participation in the labour market,
Hakim has developed a theory of ‘female models’ of labour market
participation. She argues that there have been a number of defining historical
as well as social factors in women’s social and economic history (the
development of the contraceptive pill, increasing numbers of women gaining
higher level qualifications), that have enabled women to develop greater links
with the labour market. She reinstates personal preferences as an important
factor in women’s labour market behaviour and states that attitudes, values
and preferences are becoming more important in work life balance choices.
From having two contrasting models of female labour market participation; the
work first versus the home first female, Hakim has developed a lifestyle
preference model comprising three categories: home centred, adaptive and
work centred women. Home centred women view family life and childcare as
priorities, adaptive women are likely to have to reconcile the differing demands
of work and home, with one often taking precedence. Adaptive women are
likely to have invested in education and qualifications but have not continued to
invest, thus reducing their human capital. Work centred women are
predominantly childless, who have made, and continue to make a large
investment in qualifications and education. Again, whilst this thesis is not
solely concerned with critiquing Hakim’s theories, one can argue that, female
professionals, who have made and continue to make investments in their
education and training can as equally be ‘adaptive’ as work centred. Hakim
continues to equate full time, work centred and thus predominantly male,
" models of labour market participation with commitment. As such her
preference theory fails to capture adequately the extent to which ‘adaptive’
women are committed both to their professional lives and to their home lives.
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Professional attachment

Attachment to an employer is rationally determined, based on ‘neo classical
models of employment mobility’ (McDuff and Mueller, 2000:90). Selection of
an occupation or profession is often determined much more by a sense of
vocation or ‘calling’. Therefore it is likely, argue, McDuff and Mueller, that in
times of labour market buoyancy, professionals are likely to move across
employers, in order to seek their optimal working conditions, rather than out of
their profession. In addition, professional values are an important determining
factor in considerations of professional attachment. Leading on from this, it is
possible to argue that professionals, rather than leave their profession, when
encountering, for example, barriers to non-standard working, may instead
move to the periphery of the profession, for example into lecturing or specialist
journalism.  Peripheral working, maintaining links with the profession, is
determined (in Mueller and McDuffs work) as a preferred option to
professional change. This is indeed reflected in my empirical evidence,
explored further in chapters six and seven.

Crompton argues that the selection of occupation determines a woman’s
personal and social responsibilities (family and gender roles) rather than her
labour market experiences being determined by those roles (1998: 300 &
311).2 Her studies of accountants and doctors found that the medics, having
selected their profession, were more likely to consider family and home
commitments before deciding upon a specialism, whilst accountants were
more likely to work full time and use full time childcare and other forms of

domestic help. This pattern also emerged in my research.

From a slightly different perspective, Mennino (2002) focused on three
dimensions of gender in her analysis of how workers ‘trade-off job and family
roles and commitments. The research found that men and women experience
-~ —equal-amounts of -job -and-family-conflict--but-that women are -more-likely to————
adapt jobs to suit family and home responsibilities. Mennino also reported that,
in many organisations, non-standard working for women was deemed more
‘acceptable’ and therefore was more readily agreed to than similar working

practices for male employees.

2 gee also earlier discussion on page 41
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In her study of the varying labour market strategies of women employed in the
medical and finance professions, Crompton et al (op. cit.) found that the
medical profession has a large number of women working on a part time basis.
However, the study found that women within medicine had often made early
decisions concerning their preferred specialism with future family formation in
mind. It is unusual therefore to find high numbers of women working within
surgery or o