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4 Men’s Work-Life Choices
Supporting Fathers at Work in France 
and Britain?

Abigail Gregory, Susan Milner

In February 2011, the United Kingdom’s (UK) government announced the 
extension of paternity leave to six months and further plans to develop 
fathers’ rights by 2015. The news was widely seen as the culmination of 
eff orts across all three main political parties to support working fathers and 
initiatives, particularly under the previous Labour administration, to pro-
mote work-life balance for parents. Commenting on the news, some leading 
public fi gures argued that the move refl ected a wider societal shift based on 
‘the choices being made by mothers and fathers’1 (Taylor 2011: 57).

However, other policy advocates and academics have expressed doubts 
about the extent to which fathers in the UK, as elsewhere, have shifted their 
priorities away from paid employment to domestic responsibilities. Richard 
Collier (2010) for example has warned against expecting signifi cant shifts 
in men’s domestic involvement as a result of the extension of fathers’ rights, 
arguing that men still enjoy the ‘patriarchal dividend’ (Connell 1995) which 
allows them to continue investing time in their career development (Der-
mott 2008; Featherstone 2009). More controversially, Catherine Hakim 
(2009) has gone further in claiming that not only do men not want to 
become more involved in childcare but that women’s strong family orienta-
tion supports this division of household labour.

These debates refl ect a wider discussion among policymakers, advocacy 
groups and academics across European countries about how best to reach 
the twin goals of supporting parenthood and raising employment rates. 
The European Union (EU) has been a particularly infl uential champion 
of gender equality and children’s rights, which François-Xavier Kaufmann 
(2002) argues represents an attempt to extend the infl uence of Scandinavian 
policy and thereby modernize family relationships. Broadly across Western 
Europe, a trend away from traditionally gendered notions of employment 
and care has been identifi ed (see Lewis 2009), which Ann Orloff  has gone 
so far as to characterize as ‘the end of maternalism’ (Orloff  2006). How-
ever, diff erences in the pace and direction of this trend across countries 
refl ect not only the timing of policy change but also ‘the complex interplay 
of material and ideational, societal and political explanatory factors’ (Mät-
kze and Ostner 2010: 396).
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In this chapter, drawing on our earlier research on statutory and orga-
nizational constraints and opportunities for fathers wishing to renegoti-
ate their work-life boundaries in France and the UK (Gregory and Milner 
2011), we examine two major, interrelated debates. First, we ask whether 
men really want greater family involvement. Second, we address questions 
of whether statutory and organizational measures not only help those men 
who wish to reconcile work and family, but also thereby contribute to 
wider shifts in gender behaviours. As well as responding to the fi rst debate, 
this second question highlights the design and implementation of fathers’ 
employment rights and work-life balance measures for parents. We focus 
particularly on the British and French contexts, in light of similar debates 
and initiatives elsewhere in Western Europe.

FATHERS’ CHOICE AND AGENCY

Opinion polls indicate a strong and growing desire among men (whether 
fathers or potential fathers) to spend less time at work and more time with 
their family. For example, Gornick and Meyers (2009: 11) cite a series of 
OECD surveys showing that over half of mothers report a wish to have 
more time with their children, compared with at least 80 per cent of fathers 
in the same countries. However, such data need to be treated with cau-
tion since there is evidence of a gap between stated preferences and real 
behaviour (Hobson, Duvander and Halldén 2006), and some indication 
that men tend to use additional time outside paid work for social or leisure 
pursuits rather than for increased family time (Lewis 2009). For example, 
surveys of the impact of working time reduction in France showed a gender 
divide, with fathers reporting an increase in time spent with their family, 
although to a lesser extent than mothers, and at the same time signifi cantly 
more time spent on sporting or other leisure activities (see Fagnani and 
Letablier 2004; Méda and Orain 2002). Across European countries, men 
are more likely than women to express a desire to reduce working time for 
family reasons (Wallace 2003, cited by Letablier 2006; see also Bielenski, 
Bosch and Wagner 2002; European Foundation 2006). This gender diff er-
ence may simply refl ect the fact that men work longer hours, and indeed 
men who work the longest hours report high levels of dissatisfaction with 
their working hours and a demand for reduced working time (Holter 2007; 
Scherer and Steiber 2009).

The work of Barbara Hobson and her colleagues provides a useful frame-
work for interpreting data on fathers’ working time preferences. According 
to this analysis, diff erences across European countries can be explained by 
the trade-off  between economic pressures (necessitating a strong breadwin-
ner role for fathers) and clusters of rights and services available to par-
ents. Thus, in Eastern Europe, men already work long hours but choose to 
increase their hours after the birth of a child due to fi nancial pressures and 
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the lack of aff ordable childcare. In Scandinavian countries, on the other 
hand, men’s working time is already lower than the average and parental 
leave is relatively widely available. In both these sets of countries, the gap 
between real and desired working hours is small (Hobson et al. 2006; Hob-
son and Fahlén 2009).

This analysis shows that it would be wrong to dismiss men’s stated 
preferences for shorter working time and greater family time and that, as 
we have argued elsewhere (Gregory and Milner 2008), the constraints of 
working time regimes exert a strong infl uence on men’s availability for 
childcare. Working time regimes in this sense must be seen as a set of gen-
dered working time arrangements which create either constraints or oppor-
tunities for couples seeking to take decisions on the trade-off  between paid 
employment and domestic responsibilities. In the British case, very long 
working hours for men, and notably for fathers, are widely recognized as 
limiting time available for men’s paternal involvement (see Gray 2006) and 
are accompanied by high levels of (often low-paid) employment for women: 
a male-breadwinner/part-time female-carer model of childcare (Pfau-Effi  n-
ger 2006). The European Social Survey showed that 43.5 per cent of Brit-
ish fathers living in couples with at least one child aged under 15 normally 
worked more than 46 hours a week, compared to only 28.9 per cent in 
France (Lewis 2009: 38). This compared with an average for the 13 EU 
nations surveyed of 35.7 hours.

In the UK, fathers work among the longest hours in Europe (European 
Foundation 2010) on average and also express higher than average levels of 
demand for increased family time (Bielenski et al. 2002). Various surveys 
since the mid-2000s (EHRC 2009; Yaxley, Vintner and Young 2005) have 
shown high proportions (over 70 per cent) of fathers complaining of work-
family stress and demanding reduced working hours. In a 2009 survey, half 
of fathers who responded, and particularly those who worked long hours, 
reported that they believed they spent too much time at work, and 42 per 
cent thought they spent too little time with their children (EHRC 2009: 
5). One father for example argued that: ‘In the long term we need a shift 
in working culture so it’s more acceptable to work shorter hours and this 
isn’t seen as a lack of commitment or ambition’ (EHRC 2009: 52). Overall 
the survey, which revealed a high level of support for an extension of paid 
paternity leave, indicated fathers’ strong desire to be involved in the day-to-
day care of their children.

However, in-depth studies of fathers’ attitudes and practices in the UK 
portray a diff erent situation and suggest that men are largely satisfi ed with 
their working hours even when working 60 hours a week (O’Brien 2005). 
Indeed, in the aforementioned survey (EHRC 2009) over half of fathers said 
they had a good compromise between work and care. Work-family confl ict 
was more common among fathers on low household incomes, fathers with 
a child with a disability or with a disability themselves and those identi-
fying as belonging to an ethnic minority group. Esther Dermott (2005, 
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2008) also found that, contrary to her anticipation of work-life confl ict, the 
fathers she interviewed ‘felt that they were able to achieve and maintain the 
status of “good father” and “good worker” simultaneously’ (2005: 92). For 
them it was not the quantity but the quality of the time they spent with their 
children which was important. This apparent contradiction is diffi  cult to 
explain: it may refl ect diverse experiences of the relationship between work 
and family for diff erent fathers, or simply diff erent ways of thinking about 
work-life tensions in large-scale attitudinal surveys and more focused in-
depth interviews; or it may mean that despite work-family confl ict, men’s 
satisfaction with paid employment outweighs their subjective experience of 
the negative impact on father-child relationships.

French surveys have highlighted diff erences between various groups of 
fathers in their response to the relationship between work and family life. 
Although overall fathers’ share of childcare remains well below that of 
mothers, ‘egalitarian’ fathers who share childcare equally with their part-
ner may represent around 15 per cent of those surveyed and are charac-
terized by younger age and higher levels of income and education than 
the average (Bauer 2007). A third of fathers report that paid employment 
became less important for them after the birth of their child (compared 
to 57 per cent of mothers) and a similar proportion reduced their work-
ing hours accordingly (compared to 52 per cent of mothers) (Méda 2010). 
Holter (2007) found that it was a combination of the father’s personal dis-
position towards involvement in family life (division of labour in the couple 
and degree of egalitarianism), type of work (more highly qualifi ed work 
leading to greater adjustment to family needs) and value system (notably a 
lack of attachment to materialism) that seemed most conducive to fathers 
permanently adjusting work to meet their family’s needs.

Comparative time use surveys indicate a general trend in industrialized 
countries towards increased parental time for both mothers and fathers, 
with fathers increasing parental time through a reduction of paid work 
time and personal time and mothers decreasing the amount of time spent 
on housework (Kan and Gershuny 2010). In the UK, father involvement 
appears to have risen most rapidly after 1990 (Smith 2007), whereas in 
France most change took place in the 1970s and 1980s and slowed in the 
1990s (Brugeilles and Sebille 2011). But in both countries fathers still only 
spend around half of the time mothers devote to childcare (see Fatherhood 
Institute 2010), lagging behind the more equal sharing reported in Nordic 
countries. Moreover, debates around childcare responsibilities hide the fact 
that women continue to carry out the bulk of domestic work (Smith 2007), 
particularly more routine housework (see Burnett et al. 2010). Therefore, 
men’s increased contribution to care activities does not signifi cantly chal-
lenge the domestic division of labour. On the other hand, the number of 
fathers becoming primary caregivers (sharing childcare at least equally 
with their partners) appears to have increased over the last ten years and, 
according to two recent surveys, now accounts for around a quarter of 
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fathers with children aged under fi ve (Aviva 2010; Burnett et al. 2010), 
although the data require further investigation.

Overall this brief overview suggests that the number of men challenging 
traditional gender roles in childcare is small but growing rapidly, and is 
likely to continue to grow since it appears to be the result of women’s role 
in the labour market. Although men who challenge traditional gender roles 
in childcare are in the minority, there is evidence that a substantial propor-
tion of fathers, perhaps the majority, while retaining a primary breadwin-
ner role, still wish to reduce their working hours in order to undertake a 
more substantial carer role. A large majority of men and women in Western 
Europe express gender-egalitarian attitudes such as, ‘Men should take as 
much responsibility as women for the home and children’ (Grönlund and 
Öun 2010: 192), and changing societal norms about what constitutes a 
‘good father’ mean that young working men expect to play a greater role in 
childcare than their fathers (Collier 2010). Changes in men’s reported pref-
erences and expectations represent what Andrea Doucet (2006) calls ‘the 
slow drip’ of social transformation. Given the weight of evidence indicating 
the benefi cial outcomes of greater paternal involvement for child develop-
ment (see Lamb 2010) we would argue that such changes are suffi  ciently 
signifi cant to warrant support through public policy measures.

STATUTORY AND ORGANIZATIONAL 
WORK-LIFE BALANCE MEASURES

What kind of policies can support working parents, particularly work-
ing fathers, and facilitate societal change in favour of shared parenting? 
Evidence to date suggests that, despite recent policy initiatives, policy and 
organizational practice lag behind societal change:

Parents across the OECD countries are managing greater demands on 
their time and energy, but they are doing so, to a large extent, in the 
context of working arrangements and workplace policies that do little 
to make their lives more compatible with caring for dependent family 
members. (Gornick and Meyers 2009: 9)

Parent-friendly policies are complex and multi-dimensional (raising wider 
questions about their fi t with other elements of the rights-benefi ts regime), 
and their behavioural consequences are diffi  cult to disentangle (Ray, Gor-
nick and Schmitt 2010: 198). Measures to support fathers at work may be 
roughly divided into three types: leave arrangements (maternity and pater-
nity leave and parental leave); working time arrangements; and other types 
of measures targeted specifi cally at fathers, such as mentoring, information 
campaigns and so on (Gornick and Meyers 2009; McDonald, Brown and 
Bradley 2005; Ray et al. 2010). Of these, parental leave in particular has 
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come to the forefront of debates around gender equality (Ray et al. 2010). 
Academic research tends to highlight the need for specifi c rights for fathers 
(as opposed to general, gender-neutral rights for parents), due to societal 
assumptions about the gendered nature of care; such concerns have found 
their way into policy debates, notably around the idea of reserving stipu-
lated portions of leave (post-birth or parental leave) for fathers. Gender 
egalitarianism is held to be best promoted by individual, non-transferable 
incentives to both parents (Brighouse and Wright 2009; Ellingsæter 2010).

Measurement of the degree of state support for childcare fi gures promi-
nently in comparative rankings of the mother-friendliness of welfare states 
(see Gornick and Meyers 2009; Mätzke and Ostner 2010), but is less evident 
in discussions about how best to support fathers. This omission no doubt 
refl ects the highly gendered distinction between public (paid employment) 
and private (care) spheres. Policies to support fathers are principally defi ned 
in terms of those which either explicitly target men as fathers, or are based 
in universal employment rights. Childcare provision outside the household 
aff ects men’s ability to negotiate work-life balance, but indirectly rather 
than directly, since mothers tend more than fathers to adapt their employ-
ment choices to the childcare options available (Grönlund and Öun 2010).

Another key question in policy debates is the extent to which measures 
in support of fathers need to be underpinned by statutory rights or could 
best be provided by organizational policies and practice (see below). Oppo-
sition to such policies centres on a perceived lack of demand among fathers 
on one hand, and the costs to businesses on the other. Cultural gender role 
attitudes and the relationship between the state and market are therefore 
highly infl uential in shaping ‘bundles’ of rights across diff erent countries.

Statutory Work-Life Balance Measures

A range of models for work-family balance across industrialized countries 
has been identifi ed (see for example Scott, Crompton and Lyonette 2010), 
underpinned by diff ering gender regimes and conceptions of masculinity and 
femininity. Advocates of strong gender egalitarianism, based on equal shar-
ing of care and paid employment, point to the Nordic model which has been 
variously termed a ‘gender participation model’ (Scott et al. 2010: 7) or a 
‘gender-diff erentiated supported adult worker model’ (Lewis 2009). In these 
countries, parental leave has been at the heart of discussions on the relation-
ship between work and family for men and women, and the state has inter-
vened strongly since the 1990s to promote gender equality, with four main 
trends emerging: a shift from maternal to parental leave, extension of leave 
(up to around a year), the allocation of a portion of non-transferable leave 
to fathers (‘daddy months’ or ‘daddy quotas’) and more fl exible regulation of 
take-up to suit individual circumstances (Ellingsæter 2010: 259).

The Norwegian example has been particularly infl uential in policy 
debates in France and the UK in recent years. Norway was the fi rst country 
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to introduce a ‘daddy quota’ in 1993 and its example demonstrates that 
if leave is earmarked for fathers and paid at high compensation rates the 
quota results in higher rates and longer length of paternal leave. Ten weeks 
of leave (out of a total of 46 paid at 100 per cent, or 56 at 80 per cent) are 
now reserved for fathers (extended from six weeks in 2009). Around 80 per 
cent of all eligible men take up parental leave (which is around 60 per cent 
of all fathers, because of eligibility criteria related to mothers’ employment 
status), and a growing number of men are choosing to take more leave than 
their quota: in 2008, 16.5 per cent of fathers extended their leave beyond 
the reserved ten weeks, compared to 11 per cent in 2000 (see Brandth, 
Chapter 8 in this volume; also Duvander, Lappegard and Andersson 2010). 
Fathers are also entitled to additional ‘daddy days’ immediately after the 
baby’s birth but these are usually unpaid.

Despite broad support for the daddy quota, parental leave remains polit-
ically controversial in Norway. Unlike in Sweden where leave is supported 
by strong norms of gender equality, the Norwegian policy framework 
has been labelled ‘gender equality light’ (Duvander et al. 2010; Rønson 
and Skrede 2006) because it forms only one component of family policy 
alongside other options such as childcare cash benefi ts. Mothers remain 
the principal benefi ciaries of longer leave, not least because daycare provi-
sion is less developed than in Sweden. Some feminists have called for leave 
to be split more equally between parents, as leave is still overwhelmingly 
taken by mothers (89 per cent of the total days) (Ellingsæter 2010: 260). 
Long leave reinforces gender segregation if taken exclusively or mainly by 
women. Others argue that fl exibility is needed in order to promote mothers’ 
autonomy and the caregiving potential of fathers. The Norwegian equality 
ombudsperson has for example advocated a three-way split in leave, with 
one third reserved for mothers, one third for fathers and one third to be left 
open (in reality, this would almost certainly result in a two-thirds/one-third 
split in favour of mothers).

The Norwegian model has explicitly informed recent policy debates in 
France and the UK, perhaps because it is seen as more easily transferable 
than the stronger equality model in Sweden. In France, as in the UK, pro-
posals emerged in 2008 for the allocation of daddy quotas in parental leave 
(see Milner 2010). However, the debate around implementing the proposal 
continued into 2011. Division between advocates of parental ‘choice’ and 
proponents of gender equality based on incentives for fathers as well as 
mothers has to date hampered political initiatives related to parental leave 
other than moves to reduce the length of maternal leave, which is seen as 
reinforcing gender and class segregation in the labour market (Haut Con-
seil de la Famille 2011).

This stalemate refl ects continued confl icts between pro-natalism and 
gender equality models of French family policy. Although Gornick and 
Meyers (2009) include France in their cluster of strongly gender-egalitarian 
states, due in particular to high levels of state support for childcare, it scores 
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much less highly on the fi rst indicator which, we would argue, stands at the 
heart of the debate on family-supportive policy: that is, family leave policy. 
As Crompton (2009) has argued, France stands out in displaying gender-
egalitarian attitudes regarding labour market participation, but gender-tra-
ditional attitudes regarding the domestic division of labour. In this context, 
state support for childcare may enable women to work full-time but does 
not tackle the gendered division of labour at home. Ambiguities around 
policy design therefore refl ect a partial and ‘stalled’ shift towards stronger 
fatherhood rights (Gregory and Milner 2008).

In the UK, as previously noted, the initiative taken in 2011 to extend 
paternity leave may be seen as responding to similar policy debates. How-
ever, in the British case, take-up of paternity leave is likely to remain 
strongly hampered by its informal regulation in the workplace, resulting 
in haphazard implementation of statutory rights. Stronger statutory rights, 
notably concerning salary compensation, are a pre-requisite for eff ective 
change. The policy focus on paternal leave is signifi cant, however, because 
it marks a shift towards the Nordic model and away from the previously 
dominant model which was based on enhancing workplace fl exibility. The 
right to reduced hours and fl exible working, introduced in 2003 for parents 
of children up to 5 years of age, had a mixed impact, with some research-
ers fi nding evidence of both mothers and fathers being able to use the law 
to negotiate increased family time (Smeaton and Marsh 2006) but others 
identifying workplace barriers to increased demands by parents. Plans to 
extend the right to all parents of children under the age of 18, announced 
in 2009, were resisted by employers and fi nally scrapped by the incoming 
Conservative-Liberal Democrat Government in 2011.

The recent initiative on paternity leave in the UK, if supported by a range 
of statutory measures based on high replacement rates, has the potential 
to shift the current British ‘market-oriented’ model (Grönlund and Öun 
2010). Under Labour governments from 1997 to 2010, the UK began to 
move from a male-breadwinner/part-time female-carer model towards a 
(partial) adult worker family model aiming particularly to provide cash and 
childcare support for low-income families (Scott et al. 2010: 7). However, 
in the absence of strong statutory underpinning it is likely to have very little 
impact, particularly in the context of business hostility to parental rights 
constructed by the employers’ lobby as costly burdens.

Organizational Work-Life Balance Measures

It is widely acknowledged, particularly in market-oriented policy regimes, 
that working practices can either exacerbate or alleviate work-family con-
fl ict for employees (Haas and Hwang 2007; Holter 2007; McDonald et al. 
2005). Business benefi ts from work-life measures in the workplace include 
greater employee commitment and wellbeing, and hence reduced absen-
teeism (European Foundation 2006). However, a number of obstacles to 
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eff ective work-family policies exist, particularly in the context of high-pres-
sure work environments and work intensifi cation, which can exacerbate 
work-family confl icts and create or reinforce workplace cultures of pre-
senteeism (Kvande 2009). If few business enterprises off er family-friendly 
measures, there will be little incentive for others to do so (Gornick and 
Meyers 2009). For these reasons, workplace measures are likely to have 
greater impact if backed up by statutory rights for employees which estab-
lish a sense of entitlement, especially to paternity and parental leave (Lewis 
and Smithson 2001).2

This is particularly true for fathers, as workplaces have been found to 
entrench gendered norms about the division between career and care and 
to reserve family-friendly measures for women, reinforcing the ‘mummy 
track’ or gendered patterns of professional segregation within the work-
place (Burnett et al. 2010; Hochschild 1997). As Holter (2007: 441) notes: 
‘Gender has appeared as an organizational issue, but only as far as women 
are concerned.’

Flexi-time is seen as a particularly useful tool for reconciling both 
employer and employee perspectives on working time (European Founda-
tion 2006), and there is evidence that men in particular fi nd it useful to 
resolve work-family confl icts (Burnett et al. 2010; Forrest 2007). How-
ever, the availability of working time fl exibility varies signifi cantly across 
countries and between sectors and companies within the same country. It 
can also be infl uenced by factors such as conditions in the local, national 
or international labour market (EHRC 2009; Gregory and Milner 2011; 
Holter 2007) as well as wider competitive conditions. In the UK for exam-
ple there is evidence that employee-led fl exibility is being increasingly used 
(particularly for qualifi ed workers) to compensate for pay freezes in the 
context of economic recession (Woods 2010).

Existing research shows that the interplay between formal statutory 
rights, formal workplace rights and wider organizational work styles and 
cultures strongly infl uences fathers’ ability to take up existing work-family 
measures. The example of Sweden is instructive in this respect. Flexible 
parental leave, supported by statutory entitlement and high replacement 
rates, provides the principal means by which fathers, particularly those in 
high-pressure jobs, can negotiate more family time. Moreover, due to rela-
tively short working hours, the length of working time is not considered to 
be a source of work-family confl ict. However, the ability to gain day-to-day 
fl exibility in working time arrangements is severely constrained by compet-
itive pressures within the workplace and creates strong work-family con-
fl icts for men in managerial positions (Allard, Haas and Hwang 2007).

In the British case, work-family confl ict appears to arise from a variety 
of pressures, including organizational cultures of long working hours, weak 
entitlement (in particular, low replacement rates of benefi ts and low levels 
of awareness of individual and collective rights) and an unmet demand for 
fl exibility in working hours despite the statutory innovations noted above 
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and the spread of more fl exible workplace arrangements in recent years 
(Burnett et al. 2010). In such conditions, fathers still fi nd opportunities 
for ‘fl exibility at the margins’ but these are contingent on very localized 
conditions such as the attitude and behaviour of line managers. Wide dis-
parities in individual opportunities exist and are likely to widen (Gregory 
and Milner 2011). Gender segregation in the labour market is thus continu-
ally reproduced in a vicious circle as a substantial proportion of women, 
defi ned as primary carers, remain trapped in low-paid part-time jobs, while 
fathers fi nd it diffi  cult to access work-life balance measures defi ned as sup-
port for female employees (Fatherhood Institute 2010).

France scores more highly on the Fatherhood Institute’s (2010) index of 
supportive measures for fathers. However, workplace support is inconsis-
tent and often dependent on state initiatives which launch local collective 
bargaining, such as the 1999 law on the reduction of working time. As 
in the UK, we found in our research of two sectors (public and private) 
that work-life balance measures in the workplace were strongly motivated 
by statutory innovations which allowed for the development of localized, 
company-specifi c initiatives. Studies have also highlighted wide disparity 
between the public and private sectors in the availability of work-life bal-
ance measures in France (Pailhé and Solaz 2009).

In both France and the UK, workplace measures based on the reduction 
or fl exibility of working hours appear to work best when they are couched 
in terms of universal rights which give fathers a sense of entitlement (Lewis 
and Smithson 2001); conversely, if they are framed as measures to support 
parents they will in reality be constructed within the workplace as aimed 
at mothers, and take-up among fathers will be low. Unlike in Nordic coun-
tries, companies have not on the whole developed awareness campaigns 
for fathers (although the Swedish company IKEA has done so in the UK). 
Leave arrangements aimed specifi cally at parents need to be underpinned 
by statutory rights, otherwise they will be taken up as informal leave by 
those fathers able to aff ord to do so, and for minimal duration.

CONCLUSION

In this chapter we have sought to answer two main questions. We fi rst 
asked whether men really wanted greater family involvement. We found 
evidence, drawing on literature from industrialized economies, and nota-
bly from the UK and France, that some fathers (particularly those working 
long hours) did want to be more involved in family life and that a minority 
of fathers were adopting a more feminized life course as primary care-
giving fathers. Fathers’ preferences were related to economic pressures on 
couples alongside the availability of rights and services for parents and the 
working time regime. The last of these generated constraints and oppor-
tunities for couples seeking to make decisions on the trade-off  between 
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work and family. There is a clear link between the father’s individual value 
system (level of materialism, attachment to egalitarianism, education level), 
situation at home (such as the need to cope with a child with a disability; 
division of labour within the couple) and at work (level of qualifi cation of 
work, location [e.g., customer-facing/not], business needs and labour mar-
ket situation) and actual levels of involvement at home.

The second question posed in this chapter was whether statutory and 
organizational measures could not only help men wishing to reconcile work 
and family but contribute to a wider shift in behaviours relating to the 
division of work. Our brief review suggests that statutory rights in and of 
themselves are not suffi  cient to generate signifi cant changes at the orga-
nizational and household level, although they help provide the context in 
which men’s and women’s choices are made. It is their embedding in the 
wider national gender regime and the relationship between the state and 
the market which strongly determine outcomes for parents as our examples 
in Norway, France and the UK have shown. Organizational-level policy has 
the potential to help ease work-life confl ict, particularly where it is under-
pinned by statutory rights, but its implementation is strongly impacted on 
by competitive conditions, work styles and cultures. Specifi c workplace fac-
tors conducive to achieving better work-life balance include the existence 
of policy champions at corporate level, positive attitudes of line managers 
and the type and style of working (e.g., the ability to share work via team-
working). Overall, however, organizational work-life balance policies and 
practices lag behind demand and institutional leads.

How then can wider changes in the division of work be engendered, 
if indeed this is deemed to be a worthwhile objective as many feminists 
claim?3 There is widespread evidence that change towards gender equality 
via a two-carer/two-earner model is likely to result from changes within 
the couple (see Holter 2007; Singley and Hynes 2005). In particular, men 
are seen as being ‘constrained’ into new work-life choices by their partner’s 
decision to remain in or enter full-time paid employment (see Méda 2010; 
Lyonette, Kaufman and Crompton 2011). This fi ts with the ‘lagged adap-
tation’ model we have outlined above, resulting in gradual change in the 
division of labour within the couple.

However, as we have indicated, changes in paid and unpaid work are not 
tending towards absolute equality, even if fathers are more involved in the 
care of their children, but towards continued gender diff erentiation. In this 
context should we, as Scott Coltrane (2009: 406) argues, accept that ‘it is 
unrealistic to assume that men will do half the parenting and housework 
in the majority of families’, but at the same time refuse to accept that ‘we 
should set signifi cantly lower standards for fathers than for mothers’? This 
means that although we cannot necessarily assume gender equality can 
be the basis for policy or the end goal, it is nevertheless worthwhile and 
eff ective to provide supportive policies for those men wishing to rebalance 
their lives in favour of family. These policies would include supportive state 
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policies, especially leave, as they can ‘infl uence the normative and behav-
ioural dimensions of gender relations in housework and parenting’ (Col-
trane 2009: 397). In sum, our fi ndings indicate that change arises from the 
individual and at household level but that statutory and organizational pol-
icies can not only facilitate this change, but also contribute to it by enlarg-
ing the space for debate and discussion around gender roles and practices.

NOTES

 1. In this case, Matthew Taylor, director of the Royal Society for the Encour-
agement of the Arts, Manufactures and Commerce, together with his father, 
the writer Laurie Taylor, had previously published a book on parenting enti-
tled What Are Children For? (London: Short books).

 2. Although these may be undermined by the local and wider economic context, 
it has been found, for example, that job security is a condition for fathers to 
take up parental leave.

 3. It is by no means, however, the only perspective on how to progress gender 
equality; some (e.g., Orloff  2009; Zippel 2009) argue that it is more impor-
tant to fi rst address power imbalances in the public sphere.

REFERENCES

Allard, K., Haas, L. and Hwang, P. C. (2007) ‘Exploring the paradox: Experiences 
of fl exible working arrangements and work—family confl ict among managerial 
fathers in Sweden’, Community, Work and Family, 10 (4): 474–93.

Aviva Life Insurance. (2010) ‘Ten times more stay-at-home dads than ten years ago,’ 
Press release, April 7. Available HTTP: <http://www.aviva.co.uk/media-centre/
story/6344/ten-times-more-stay-at-home-dads-than-10-years-ago/> (accessed 
17 May 2011).

Bauer, D. (2007) ‘Entre maison, enfant(s) et travail: Les diverses formes 
d’arrangements dans les couples’, Etudes et résultats, 570.

Bielenski, H., Bosch, E. and Wagner, A. (2002) Working Time Preferences in Six-
teen European Countries, Dublin: European Foundation for the Improvement 
of Living and Working Conditions.

Brighouse, H. and Wright, E. O. (2009) ‘Strong gender egalitarianism’, in J. C. 
Gornick and M. K. Meyers (eds.) Gender Equality: Transforming Family Divi-
sions of Labor (pp. 83–92), London/New York: Verso.

Brugeilles, C. and Sebille, P. (2011) ‘Partage des activités parentales: Les inégalités 
perdurent’, Recherches et Prévisions, 103: 17–32.

Burnett, S. B. and Gatrell, C. J., with Cooper, C. L. and Sparrow, P. (2010) ‘Well-bal-
anced families? A gendered analysis of work—life balance policies and work family 
practices’, Gender in Management: An International Journal, 25 (7): 534–49.

Collier, R. (2010) Men, Law and Gender: Essays on the ‘Man of Law’, Abingdon: 
Routledge (Glasshouse).

Coltrane, S. (2009) ‘Fatherhood, gender and work—family policies’, in J. C. Gor-
nick and M. K. Meyers (eds.) Gender Equality: Transforming Family Divisions 
of Labor (pp. 385–410), London/New York: Verso.

Connell, R. W. (1995) Masculinities, Cambridge: Polity.
Crompton, R. (2009) ‘The normative and institutional embeddedness of paren-

tal employment: Its impact on gender egalitarianism in parenthood and 

McDonald & Jeanes 1st pages.indd   61McDonald & Jeanes 1st pages.indd   61 3/6/2012   1:35:39 PM3/6/2012   1:35:39 PM



62 Abigail Gregory, Susan Milner

T&F Proofs: Not For Distribution

employment’, in J. C. Gornick and M. K. Meyers (eds.) Gender Equality: Trans-
forming Family Divisions of Labor (pp. 365–84), London/New York: Verso.

Dermott, E. (2005) ‘Time and labour: Fathers’ perceptions of employment and 
childcare’, The Sociological Review, 53 (supplement 2): 89–103.

   (2008) Intimate Fatherhood, London: Routledge.
Doucet, A. (2006) Do Men Mother?, Toronto: University of Toronto Press.
Duvander, A-Z., Lappegård, T. and Andersson, G. (2010) ‘Family leave and fertil-

ity: Fathers’ and mothers’ use of parental leave and continued childbearing in 
Norway and Sweden’, Journal of European Social Policy, 20 (1): 45–57.

Ellingsæter, A. L. (2010) ‘Feminist policies and feminist confl icts: Daddy’s care 
or mother’s milk?’, in J. Scott, R. Crompton and C. Lyonette (eds.) Gender 
Inequalities in the 21st Century (pp. 257–74), Cheltenham: Edward Elgar.

EHRC (Equality and Human Rights Commission). (2009) Working Better: Meet-
ing the Changing Needs of Families, Workers and Employers in the 21st Cen-
tury, London: EHRC.

European Foundation for the Improvement of Living and Working Conditions. 
(2006) Working Time and Work—Life Balance: A Policy Dilemma?, Back-
ground paper, Dublin: European Foundation for the Improvement of Living 
and Working Conditions.

   (2010) ‘Working time developments—2009’. Available HTTP: <http://www.
eurofound.europa.eu/eiro/studies/tn1004039s/tn1004039s.htm#hd4> (accessed 
20 April 2011).

Fagnani, J. and Letablier, M.-T. (2004) ‘Work and family life balance: The impact of 
the 35-hour laws in France’, Work, Employment and Society, 18 (3): 551–72.

Fatherhood Institute. (2010) The Fatherhood Report 2010–11: The Fairness in 
Families Index, London: The Fatherhood Institute.

Featherstone, B. (2009) Contemporary Fathering: Theory, Policy and Practice, 
Bristol: Policy Press.

Forrest, S. (2007) ‘Conciliation entre vie privée et vie professionnelle au Royaume-
Uni’, in P. Gaborit (ed.) Les hommes entre travail et Famille (pp. 213–62), Paris: 
L’Harmattan.

Gornick, J. C. and Meyers, M. K. (2009) ‘Institutions that support gender equality 
in parenthood and employment’, in J. C. Gornick and M. K. Meyers (eds.) Gen-
der Equality: Transforming Family Divisions of Labor (pp. 3–64), London/
New York: Verso.

Gray, A. (2006) ‘The time economy of parenting’, Sociological Research Online, 
11 (3). Available HTTP: <http://www.socresonline.org.uk/11/3/gray.html> 
(accessed 8 September 2008).

Gregory, A. and Milner, S. (2008) ‘Fatherhood regimes and father involvement in 
France and the UK’, Community, Work and Family, 11 (2): 61–84.

   (2011) ‘Fathers and work—life balance in France and the UK: Policy and 
practice’, International Journal of Sociology and Social Policy, 31 (1–2): 
34–52.

Grönlund, A. and Öun, I. (2010) ‘Rethinking work—family confl ict: Dual earner 
policies, role confl ict and role expansion in Western Europe’, Journal of Euro-
pean Social Policy, 20 (3): 179–95.

Haas, L. L. and Hwang, P. (2007) ‘Gender and organizational culture: Correlates 
of companies’ responsiveness to fathers in Sweden’, Gender and Society, 21 (1): 
52–79.

Hakim, C. (2009) ‘The mother of all paradoxes’, Prospect, 165: 23–4.
Haut Conseil de la Famille. (2011) Architecture de la politique familiale: Élements 

de problématique, Paris: Haut Conseil de la Famille.
Hobson, B., Duvander, A.-Z. and Halldén, K. (2006) ‘Men and women’s agency 

and capabilities to create a worklife balance in diverse and changing institutional 

McDonald & Jeanes 1st pages.indd   62McDonald & Jeanes 1st pages.indd   62 3/6/2012   1:35:39 PM3/6/2012   1:35:39 PM



Men’s Work-Life Choices 63

T&F Proofs: Not For Distribution

contexts’, in J. Lewis (ed.) Children, Changing Families and Welfare States (pp. 
267–96), Cheltenham: Edward Elgar.

Hobson, B. and Fahlén, S. (2009) ‘Competing scenarios for European fathers: 
Applying Sen’s capabilities and agency framework to work—family balance’, 
Annals of the American Political and Social Science, 624: 214–33.

Hochschild, A. (1997) The Time Bind: When Work Becomes Home and Home 
Becomes Work, New York: Henry Holt.

Holter, O. G. (2007) ‘Men’s work and family responsibilities in Europe’, Men and 
Masculinities, 9: 425–47.

Kan, M. Y. and Gershuny, J. (2010) ‘Gender segregation and bargaining in domes-
tic labour: Evidence from longitudinal time-use data’, in J. Scott, R. Crompton 
and C. Lyonette (eds.) Gender Inequalities in the 21st Century (pp. 153–74), 
Cheltenham: Edward Elgar.

Kaufmann, F.-X. (2002) ‘Politics and policies towards the family in Europe: A 
framework and an inquiry into their diff erences and convergences’, in F.-X. 
Kaufmann, A. Kuijsten, H.-J. Schulze and K. P. Strohmeier (eds.) Family Life 
and Family Policies in Europe; Volume 2: Problems and Issues in Comparative 
Perspective, Oxford: Oxford University Press.

Kvande, E. (2009) ‘Work—life balance for fathers in globalized knowledge work: 
Some lessons from Norway’, Gender, Work and Organization, 16 (1): 58–72.

Lamb, M. (ed.) (2010) The Role of the Father in Child Development, 5th edition, 
Hoboken, NJ: Wiley.

Letablier, M.-T. (2006) ‘Childcare in a changing world: Policy responses to work-
ing time fl exibility’, in J. Lewis (ed.) Children, Changing Families and Welfare 
States (pp. 201–19), Cheltenham: Edward Elgar.

Lewis, J. (2009) Work—Life Balance, Gender and Policy, Cheltenham: Edward 
Elgar.

Lewis, S. and Smithson, J. (2001) ‘Sense of entitlement to support for the reconcili-
ation of employment and family life’, Human Relations, 54 (11): 1455–81.

Lyonette, C., Kaufman, G. and Crompton, R. (2011) ‘“We both need to work”: 
Maternal employment, childcare and health care in Britain and the USA’, Work, 
Employment and Society, 25 (1): 34–50.

Mätzke, M. and Ostner, I. (2010) ‘Introduction: Change and continuity in recent 
family policies’, Journal of European Social Policy, 20 (3): 387–98.

McDonald, P., Brown, K. and Bradley, L. (2005) ‘Explanations for the provision-
utilisation gap in work—life policy’, Women in Management Review, 20 (1): 
37–55.

Méda, D. (2010) ‘Les conditions d’une paternité active’, Paper presented at the 
Conference on Work—Life Balance, Paris: CAM, September 30–October 1.

Méda, D. and Orain, R. (2002) ‘Transformations du travail et du hors-travail: La 
formation du jugement des salariés sur la RTT’, Travail et Emploi, 90: 7–21.

Milner, S. (2010) ‘“Choice” and “fl exibility” in reconciling work and family: 
Towards a convergence in policy discourse on work and family in France and 
the UK?’, Policy & Politics, 38 (1): 3–21.

O’Brien, M. (2005) Shared Caring: Bringing Fathers into the Frame, Working 
Paper Series no. 18, Manchester: Equal Opportunities Commission.

Orloff , A. S. (2006) ‘From maternalism to “employment for all”: State policies to 
promote women’s employment across the affl  uent democracies’, in J. D. Levy 
(ed.) The State after Statism: New State Activities in the Age of Liberalization, 
Cambridge, MA: Harvard University Press.

   (2009) ‘Should feminists aim for gender symmetry? Why a dual-earner/
dual-caregiver society is not every feminist’s utopia’, in J. C. Gornick and M. K. 
Meyers (eds.) Gender Equality: Transforming Family Divisions of Labor (pp. 
129–60), London/New York: Verso.

McDonald & Jeanes 1st pages.indd   63McDonald & Jeanes 1st pages.indd   63 3/6/2012   1:35:39 PM3/6/2012   1:35:39 PM



64 Abigail Gregory, Susan Milner

T&F Proofs: Not For Distribution

Pailhé, A. and Solaz, A. (eds.) (2009) Entre famille et travail : Des arrangements de 
couple aux pratiques des employeurs, Paris: La Découverte.

Pfau-Effi  nger, B. (2006) ‘Cultures of childhood and the relationship of care and 
employment in European welfare states’, in J. Lewis (ed.) Children, Changing 
Families and Welfare States (pp. 137–53), Cheltenham: Edward Elgar.

Ray, R., Gornick, J. C. and Schmitt, J. (2010) ‘Who cares? Assessing generosity 
and gender equality in parental leave policy designs in 21 countries’, Journal of 
European Social Policy, 20 (3): 196–216.

Rønson, M. and Skrede, K. (2006) ‘Nordic fertility patterns: Compatible with gen-
der equality?’, in A. L. Ellingsæter and A. Leira (eds.) Politicising Parenthood 
in Scandinavia: Gender Relations in Welfare States (pp. 53–76), Bristol: Policy 
Press.

Scherer, S. and Steiber, N. (2009) ‘Work and family in confl ict? The impact of work 
demands on family life’, in D. Gallie (ed.) Employment Regimes and the Qual-
ity of Work (pp. 137–79), Cheltenham: Edward Elgar.

Scott, J., Crompton, R. and Lyonette, C. (eds.) (2010) Gender Inequalities in the 
21st Century: New Barriers and Continuing Constraints, Cheltenham: Edward 
Elgar.

Singley, S. and Hynes, K. (2005) ‘Transitions to parenthood: Work—family poli-
cies, gender and the couple context’, Gender and Society, 19 (3): 376–97.

Smeaton, D. and Marsh, A. (2006) Maternity and Paternity Rights and Benefi ts: 
Survey of Employees 2005, Publication no. 50, London: DTI EMAR.

Smith, A. (2007) Working Fathers in Europe: Working and Caring, Research Brief-
ing no. 30, Edinburgh: Edinburgh University Centre for Research on Families 
and Relationships.

Taylor, M. (2011) ‘The work-dad balance’, Prospect, March, 54–8.
Woods, D. (2010) ‘Workers who took a pay cut to keep their jobs are still working 

to have it reinstalled’, HR Magazine. Available HTTP: <http://www.hrmaga-
zine.co.uk/hro/news/1018135/workers-pay-cut-jobs-waiting-instated> (accessed 
20 April 2011).

Yaxley, D., Vintner, L. and Young, V. (2005) Dads and Their Babies: The Mothers’ 
Perspective, Manchester: Equal Opportunities Commission.

Zippel, K. (2009) ‘The missing link for promoting gender equality: Work—family 
and anti-discrimination policies’, in J. C. Gornick and M. K. Meyers (eds.) Gen-
der Equality: Transforming Family Divisions of Labor (pp. 209–30), London/
New York: Verso.

McDonald & Jeanes 1st pages.indd   64McDonald & Jeanes 1st pages.indd   64 3/6/2012   1:35:39 PM3/6/2012   1:35:39 PM


