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Gender Pay Gap 

Family Friendly Working Scotland 

Family Friendly Working Scotland’s response to the Scottish 
Parliament’s Economy, Jobs and Fair Work Committee inquiry into the 
gender pay gap in Scotland.  

1 Introduction  

Family Friendly Working Scotland engages with employers to create family 
friendly workplaces and a family friendly work culture, which benefits families 
and the Scottish economy. Established in 2014, with Scottish Government 
support and funding, Family Friendly Working Scotland partners also include 
Working Families, Fathers Network Scotland and Parenting Across Scotland. 
Family Friendly Working Scotland also signposts parents and carers needing 
advice about employment rights to a free legal helpline provided by Working 
Families.  

Question we are responding to:  

‘What reasons are there for the existence of the gender pay gap?’  

1.2 We are pleased to have the opportunity to present our views to the 
committee. Women still assume the main responsibility for family caring roles 
– both for childcare and eldercare. The growth and spread of flexible working 
practices, the introduction of shared parental leave and the attention currently 
being paid by the Scottish Government to encouraging the development of 
more family-friendly workplaces and to increasing the provision of free 
childcare together show that many employers and the Scottish Government 
are trying to work with the grain of peoples’ lives. But some parents and 
carers do not have a full range of flexible options available to them and work 
itself is still organised in many workplaces in a way that is family-unfriendly. 
This lack of access to family-friendly working conditions, such as flexible 
working, alongside issues around the affordability and availability of childcare, 
create a barrier to encouraging more women into the workforce and to 
promotion into more senior roles. This is important both for gender equality 
but also workplace effectiveness.  

2 Barriers to recruitment, retention and promotion  

2.1 Research carried out by Family Friendly Working Scotland indicates that 
parents are willing to forgo opportunities for promotion because of the impact 
on childcare arrangements. This is a bigger issue for mothers than fathers: 
65% of women say they would consider the childcare implications of a 
promotion, compared to 51% of men1. There is a huge gap between the 
supply of flexible jobs and demand from flexible workers which is causing 

                                                           
1
 Modern Families Index 2015 Scotland http://familyfriendlyworkingscotland.org.uk/wp/wp-

content/uploads/2015/07/Modern-Families-Index-Scotland-2015-EDIT.pdf  

http://familyfriendlyworkingscotland.org.uk/wp/wp-content/uploads/2015/07/Modern-Families-Index-Scotland-2015-EDIT.pdf
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women to downgrade their careers in exchange for flexibility2. Such decisions 
could have a knock-on impact on the roles that women take up and, 
consequently, the gender pay gap. 

2.2 Women are much more likely than men to leave the labour market in order to 
care for children of pre-school age, to care for disabled children with additional 
needs, or in order to care for a sick parent, spouse or relative. They may leave for a 
short spell or for a number of years. A ‘flexible by default’ approach to recruitment 
would help women in any of these situations to re-enter the labour market. In order to 
help tackle this issue, Family Friendly Working Scotland support employers to use 
the Happy to Talk Flexible Working strapline when they advertise vacancies to signal 
that they are open to applicants working flexibly3.Given the gendered profile of 
caring, a visible commitment to flexibility in the recruitment process may help to 
attract women to more senior or better paid roles. The greatest barriers to flexible 
working are organisational and related to job roles, line manager attitude or refused 
requests (54%). A significant proportion (41%) said that their role did not 
accommodate flexible working. Over two thirds of those were women.4  

2.3 The different experiences of women and men in the family and in the labour 
market are particularly relevant. For example, there are significant differences in the 
type of economic activity engaged in by men and women; with women five times 
more likely than men to be working part-time. Lone parent women were far more 
likely to be working part-time than lone parent men - 64% and 11% respectively5. And 
the differentials across all these increased between 2001 and 2011. When women 
work part-time, whether through choice or circumstance, it may involve occupational 
downgrading, or underemployment, with women working well below their skill levels. 
This pay gap contributes to women’s poverty both in work and in retirement and it 
also affects their children. Many women find themselves locked into low paid part-
time work. 41.7% of women compared to 9.2% of men reduce their working hours to 
care for children under age eight6.  

3 Culture change  

3.1 There have been huge strides towards family-friendly workplaces, most recently 
through the advent of shared parental leave. But these changes will not lead to 
change in and of themselves – as long as it remains more culturally expected that 
women rather than men will work flexibly and take time off for caring responsibilities. 
Gender pay gap reporting should be accompanied by reporting on the steps that 
employers have taken to embed gender-neutral flexible working in their 
organisations, including a ‘flexible by default’ approach to recruitment, and providing 
sufficient pay and time off for paternity and parental leave to be an attractive option 
for new fathers.  

3.2 Flexible working is high on the list of priorities for millennials and employers are 
beginning to recognise it can help them improve productivity as well as attract and 
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 The Timewise Flexible Jobs Index 2016 http://timewise.co.uk/wp-

content/uploads/2016/05/Timewise_Flexible_Index_2016.pdf 
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 Happy to Talk Flexible Working http://familyfriendlyworkingscotland.org.uk/wp/wp-

content/uploads/2015/07/Modern-Families-Index-Scotland-2015-EDIT.pdf 
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 Modern Index Scotland 2015 http://familyfriendlyworkingscotland.org.uk/wp/wp-

content/uploads/2015/07/Modern-Families-Index-Scotland-2015-EDIT.pdf 
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 Modern Index Scotland 2015 http://familyfriendlyworkingscotland.org.uk/wp/wp-

content/uploads/2015/07/Modern-Families-Index-Scotland-2015-EDIT.pdf 
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 Modern Index Scotland 2015 http://familyfriendlyworkingscotland.org.uk/wp/wp-

content/uploads/2015/07/Modern-Families-Index-Scotland-2015-EDIT.pdf 
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retain talent. In 2016 we carried out a poll of working parents in Scotland, in which we 
asked them what difference a family friendly employer makes. 65% said they were 
more likely to stay with their employer. 62% felt more motivated and productive at 
work. 56% ‘go the extra mile’ at work and 53% would recommend their employer as a 
good place to work. Creating a family friendly workplace has clear business benefits 
and can significantly reduce the gender pay gap7. 

3.4 The Scottish Top Employers for Working Families Awards8 and our engagement 
with employers leads us to believe that there are many employers in Scotland 
understand that a family friendly working culture benefits both their people and their 
business. We believe it is important that more employers recognise these benefits 
and that family friendly working is ‘normalised’. It is our vision for Scotland to become 
a beacon of excellence in family friendly working, which amongst other outcomes will 
address the gender pay gap. 

3.5 Supporting men and women to share childcare more equally can help to reduce 
the gender pay gap. Policies that increase men’s take-up of parental leave are likely 
to have a positive effect on families, our economy and society. By ensuring that non-
transferrable paternal leave is offered in addition to current maternity leave, the 
problem of women not wishing to give up their maternity entitlement can be avoided 
and will lead to greater equality both at home and within the workplace. 

 

Family Friendly Working Scotland 
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 Time to Rebalance http://familyfriendlyworkingscotland.org.uk/wp/wp-

content/uploads/2016/10/FFWS-Time-to-Rebalance-Results-Paper-.pdf 
8
 Scottish Top Employers for Working Families Awards 

http://familyfriendlyworkingscotland.org.uk/employer-awards/ 
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