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Foreword
Welcome to the Part-time Work and Job Sharing Good Practice Guide for employers of
Women in Science, Engineering and Technology (SET). Three major investigations over
the last two years have confirmed the need to explore how further promotion of
quality, part-time work can be taken forward as a more integrated part of the broader
promotion of best business practice and information provision. This guide provides
information on the business benefits as well as case study examples from SET. 

The Women and Work Commission (Shaping a Fairer Future, 2006) found that
many women were working below their capabilities because part-time employment
is often available only for lower-level jobs and in lower paying sectors. One of the
key findings of an Equal Opportunities Commission (EOC) investigation (The Hidden
Brain Drain, 2005) was that many women and men who work part-time are
working below their potential, an estimated one in five of the working population.

Much of the evidence heard by the Women and Work Commission showed that
women’s choices are, to some extent, constrained by the nature of the jobs
available on a part-time basis. They found that in the professional and associated
technical occupations in particular, working part-time can represent a barrier to
promotion and progression. Only 7 per cent of managers and senior officials work
part-time compared to 33 per cent of those in administrative and secretarial
occupations. Only 8 per cent of those in skilled trades or occupations work part-
time compared to 52 per cent in sales and customer service jobs.

Research published in July 2006 as part of Sheffield Hallam University’s Gender and
Employment in Local Labour Markets (GELLM) project has provided further insight
into the lack of good quality part-time opportunities. 54 per cent of women working
part-time had previously worked in positions requiring more qualifications, skills or
experience, or with more responsibility. 

In my own experience, part-time working can be a positive way forward, for both
employee and employer. I have been able to work part-time for a number of years
but still carry considerable responsibility and make a significant contribution in my
work-place. The purpose of this guide is to encourage employers and employees to
give careful consideration to the best way to set up such arrangements. The UKRC is
an excellent source of further advice.

Helen Atkinson
Professor of Engineering and Head of the Mechanics of 
Materials Group at Leicester University
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Introduction 
The lack of quality part-time work and flexibility in employment at senior and key transition stages (such as
from middle to senior management) in science, engineering and technology (SET) careers is an important
obstacle to the recruitment, retention and progression of women. 

Reasons for the lack of women working flexibly in SET can be attributed to a perception that flexible
working can affect women’s career progression. For example, there is evidence of a long hours culture
existing within SET and employees feel working long hours and overtime is directly linked to career
progression (WINWIT, 2005). 

This good practice guide for employers provides information on how to create opportunities for work on a
less than standard full time basis as well as providing some evidence of the business benefits. This guide
provides inspiration and creative examples of SET employers who have already taken up the challenge to
re-organise jobs so that they can be carried out on a different basis.

One of the key findings of an Equal Opportunities Commission (EOC) investigation (The Hidden Brain
Drain, 2005) was that many women and men who work part-time are working below their potential, an
estimated one in five of the working population. Out of every 10 part-timers, five have previously held jobs
requiring higher levels of skills or qualifications or more managerial or supervisory responsibility and an
additional three say they could easily work at a higher level. Research for the EOC in 2003-4 found that
only 4 per cent of women part-time workers were managers or senior officials compared to 15 per cent
of full-time working women who are managers or senior officials.

Many of those who gave evidence to the Women and Work Commission (Shaping a Fairer Future, 2006)
cited the lack of quality part-time work as being a major barrier to taking on senior roles. The Commission
believes “that one of the main barriers is managers’ perceptions that some jobs – particularly management
– cannot be done in this way.”

Recent research in engineering workplace culture indicates that while flexible working is available in
principle, it is often denied as heads of companies view flexibility as incompatible with the organisation.
The benefits of career break and returner policies were also not recognised, as the perception seems to
be that firms cannot afford to hold jobs open (WEWIN, 2006). 

Within SET, science appears to be less flexible than engineering or IT, at least with respect to the way in
which graduate level work is organised. Areas of research where staff need access to hazardous
substances or specialist infrastructure are less flexible in the way they are organised than other areas of
SET, particularly the information and communications technology (ICT) sector. Production management is
also an area that tends to demand that staff are on-site or on-call. Nevertheless, there are aspects of both
jobs that can be done more flexibly, to the benefit of both the company and employees (Maximising
Returns, DTI, 2002).
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“Around 24,000 women SET Graduates returned to employment in 2000,
but only a third of them returned to SET occupations. There is a

significant difference between SET graduate women working in SET and
non-SET occupations, with the latter much more likely to work part-time.

The availability of part-time work for women in the SET sector is an
issue that needs further investigation” (Maximising Returns, DTI, 2002).
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The right to request flexible working

Employment Act 2002
Since April 2003, parents with children aged under 6
or disabled children aged under 18 have the right to
request a flexible working pattern and their
employers have a duty to consider their application
seriously. An application can cover hours of work,
times of work and place of work. An employer is only
able to decline an application where there is a clear
business ground to do so. Based on best practice,
the right aims to encourage both employees and
employers to find solutions that suit them both.
Guidance and a set of forms are available from the
DTI (www.dti.gov.uk). Under the Work and Families
Act 2006, the right to request flexible working is being
extended to carers of adults.

“The right to request flexible working has had minimum adverse effects on business” The
Chartered Institute of Personnel and Development (CIPD, 2003)

The Department for Trade and Industry’s second survey into the take-up of the right to request
flexible working found that almost one quarter of employees with children under six had requested
to work flexibly and only 11 per cent were declined (DTI, 2005).

Sex Discrimination Act 1975
An employer’s insistence on a standard full-time working week can potentially be viewed by an
Employment Tribunal as indirect discrimination. There have been many employment tribunal cases
taken on flexible working over the last decade. 

g In British Airways v Starmer the Employment Appeal Tribunal ruled that it was indirect sex
discrimination not to allow Jessica Starmer, a pilot, to work part-time at 50% of her full time
hours.

g Catherine Thomasson, a manager, was awarded £22,500 after her employer, Royal & Sun
Alliance refused to allow her to return to work on a job share basis.

g In Griffin v West Midlands Police Authority, Mrs Griffin, a civilian scenes of crime officer 
who job shared, was awarded £175,000 after changes to shift patterns were introduced.   



What are the business benefits?
Skills shortages/ Retention

Official research shows that 50,000 women are not currently working in the UK’s science,
engineering and technology (SET) industries, despite having specialist skills and training that is
crucial to the economy. This loss is contributing to a continued skills gap in the SET industries. It
represents a major concern for employers, and for women, who can feel frustrated that they are
not making full use of their skills and potential. (Maximising Returns, 2002).

Allowing women to negotiate reduced hours after maternity leave can help retain those who might
otherwise leave and be lost to the profession. Employers are increasingly aware of the benefits of
retaining highly skilled and experienced professional women, who might otherwise leave. 

Return on investment

The cost of training professionals in the SET sector can be very high. If an employer can retain staff
by allowing them to work the number and arrangement of hours which suit the rest of their lives,
this avoids wastage. A woman who reduces her hours for family reasons is likely to return to full
time work at a later stage in her career, and will have retained her skills and experience which will
be of benefit to her employer. A report from the Institute of Physics (Career Breaks, 2004) clearly
shows that the majority of the respondents who took career breaks did not return to the same
employer mainly due to the lack of availability of part-time working.  

g The estimated cost of replacing a professional employee/senior manager can be 100-150 per
cent of their annual salary  (Women in the IT Industry, DTI, 2005). 

g Employee turnover could cost companies up to 40 per cent of their annual profits (The
Retention Dilemma, the Hay Group, 2001). 

g Centrica estimates the cost of recruiting and training an engineer to be £11,270.

Two very highly qualified and skilled research and development scientists submitted a job share
proposal to Unilever. Neither woman would have returned to work full-time so although the
company did not traditionally take senior staff on part-time, in this case it was the best option. 
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“To tackle the barriers they (women) face in trying to return to surveying,
the industry perhaps needs to acknowledge that there is no single most
effective answer other than being open to the potential for flexible working
solutions to work.” (RICS Raising the Ratio Research, 2006)

“We have 60 staff members, including
officers, working part-time in the fleet,
who would probably have left if we’d been
inflexible. That’s a lot of expertise to lose
and we would have incurred considerable
costs in recruiting and training
replacements” Peter Ambrose, HR
Manager, P&O Ferries (DTI, Flexible
Working, 2003)

JNP Northern Group, a small 
(13 employees) consulting civil and
structural engineering practice were finding
it increasingly difficult to recruit and retain
staff and have recently introduced flexible
work patterns. In 2004, they employed a
female graduate engineer who is an
international athlete. As her athletic career
developed she negotiated to reduce her
working week from 37.5 hours to 30 hours.
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“The jobshare arrangement works perfectly, the role is covered for the full five-day week and the
organisation has saved approximately £30,000 in the recruitment and training of external
applicants.” Linda Emery, Diversity Manager (DTI Flexible working, 2003)

Changing employee expectations

Increasing numbers of women and men are seeking working arrangements which allow them to
strike a balance between their working and home lives and yet at the same time many employees
are experiencing long hours and an intensification of work, which can damage their health and
quality of life. 

52% of women and 48% of men say they want to work more flexibly according to new research.
These findings show that a ‘skills drain’ affects almost as many men as women, and more non-
parents than parents (Working Outside the Box, EOC, 2007). A survey of 1,000 public sector trade
union members found that 99 per cent said people work best when they can balance their work
and other aspects of their lives (Work-Life Balance: Rhetoric Versus Reality, 2006).

Employer of choice

There is beginning to be an increase in the numbers of SET and construction sector employers
who are introducing work-life balance policies and agreeing to requests for staff to reduce their
hours as shown by the case studies in this guide. As this expands, it will become even more
important to offer opportunities for flexible working in order to remain an employer of choice.

There is now much evidence that companies are making increasing efforts to retain their own staff
whilst they have responsibilities for young families. A mixture of maternity packages, flexible
working practices and other support mechanisms, such as crèche facilities are being offered.
(Maximising Returns, DTI, 2002).

Case study: Geotechnical Instruments Ltd
Bruce Draper, MD, who was voted Working Families’ Best Boss in 2006, turned round a
very traditional engineering company culture by introducing an extensive array of employee
benefits. He says his team most values the flexible working on offer at Geotechnical
Instruments – the 85 employees have more than 40 different working patterns and some
work part-time or term-time only – and also the “guilt-free” time off for family emergencies.
The company also offers childcare vouchers and free breakfasts and fruit. This has had
very positive effects for the business, which is now a successful small manufacturer, with a
very low turnover of staff (www.workingfamilies.org.uk).

Biwater Treatment and Farrer Consulting work in the water, environmental
and associated industries and employ nearly 1,000 people across the UK.
They are keen to target experienced women returners and will review flexible
working arrangements to engage suitable candidates to work within the
design, construction and consultancy operations (www.biwater.co.uk and
www.farrerconsulting.com)
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Rethinking job design
Employers have traditionally offered part-time hours for a variety of reasons, from covering busy
periods to responding to employee’s requests. Employment in SET can involve very rigid work
structures. This has a more significant negative impact on women as it makes it more difficult to
adopt practices such as part-time work and job sharing. However, increasingly employers in the SET
sector are beginning to rethink job design when faced with the possibility of potentially losing a
valued employee, who might leave if they are unable to reduce their working hours. The most
appropriate way of reducing hours will depend on the needs of the job and the individual, but it can
provide the opportunity to rethink roles and responsibilities.

In addition to part-time and job sharing, voluntary reduced working time allows employees to trade
income for time. It usually involves reducing hours by between five and 50 per cent for a period,
usually a year, with the right to return to full time. The time can be taken by reducing the working
day, or week, or by taking blocks of time off over a year.

Benefits to employers of enabling employees to work reduced hours
There are now many research studies demonstrating a link between flexible working and improved
business results. (Families and Work in the Twenty-First Century, Dex (2003)

“We also have become more creative in how we might fill a vacancy – 
we are more open to job shares, or part-time work. It has increased line

managers’ awareness of what they can do, which means we have become
naturally more flexible”

BAE Systems Avionics (DTI Case studies from ‘IT, Electronics and Communications’, 2004)

Case study: Farelly Facilities and Engineering 
Farrelly Facilities, a construction sector company employing 50 people changed their whole
working culture in a revolutionary way. This included introducing a standard 35 hour week
(organisations in this sector are well-known for 50-60 hour working week). The Director’s
door is always open and all employees may request time-off and flexibility. Since it
implemented its work life balance policies in 1999: 

g Sales increased fivefold from £2m to £10m in 2003 and profits increased significantly  
g Increased staff retention with 5% turnover rates (very low for the sector) 
g Significant reduction in customer complaints
g More innovation by employees

Because staff are more satisfied with their working conditions, they more readily take
ownership of their work and provide a better service for customers. The company's directors
were concerned about a high rate of staff turnover and the effect this was having on projects,
availability of skills and the bottom-line. “Despite being paid competitive salaries, people still
moved on and the morale of those who remained was low. The whole company philosophy had
to change in order to maintain its reputation and growth. The way the organisation now
works, and what its people feel about it has changed beyond recognition.” (Case study on
www.investorsinpeople.co.uk )
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Specific advantages to employers of part-time work
Employers have traditionally organised jobs as part-time to fit
the peaks and troughs of work. In addition to the general
business benefits of offering flexible working options, part-time
work has other benefits.
g People working part-time can help achieve flexibility of cover,

for example by covering longer production or opening hours.
g If a number of people in one team/department wish to

reduce their hours a new full time or part-time role could be
created.

g The money saved/hours available could be used to create a
development opportunity for other members of staff.

Potential barriers for employers
There can be extra direct costs, such as training or extra office
furniture/equipment, due to an increased head count when
people are employed on a part-time basis. In addition there may
be extra administration required, although with computerised pay
roll etc these costs are less than they were. There can also be
logistical problems associated with training, due to the need to
arrange training to fit in with part-time workers/job sharers.

However, in the main, employers express the view that any extra costs and inconvenience are more
than compensated for by higher productivity, lower absenteeism and reduction in staff turnover.

HLM Architects is an architectural, interior design and landscape architecture practice. 
10 per cent of its total workforce of 155 work reduced hours/part-time, including architects.
Flexible working is available to all staff, including professional and technical.  Around 44 per
cent of the workforce are female. The practice employs technicians, architects, landscape
architects and interior designers, as well as administrative and support staff. HLM Architects
was voted into the Sunday Times/DTI list of ‘100 Best small companies to work for’ in 2006.

“We spend a lot of time training and that’s an investment. If commitments or other demands
in our life change, we recognise we might need to change working arrangements and we try
to accommodate that. It’s a challenge to recruit and retain high calibre staff, so it’s important
to offer something unique or which is over and above the norm. If flexible working is properly
managed, it shouldn’t have a detrimental effect on how we perform. In fact a happier
workforce will help us achieve better results. It’s about mutual trust and respect.” 
Karen Mosley, Director, HLM Architects



How it works in practice

(a) Part-time roles
Although still hard to achieve, there are slowly increasing examples of roles in the SET sectors which
are carried out on a less than full-time basis. 

Helen Atkinson, Professor of Engineering and Head of the Mechanics of Materials Group at Leicester
University, has continued to develop her career and work part-time.  Shortly after taking up a
lectureship she needed to work part-time after her first child was born. Her Head of Department
advised that from a career point of view she needed to build her international research profile. By
making sure that her research was maintained whilst she was working part-time, several years later
she was encouraged to apply for a senior lectureship.  

"The University reviewed the promotion criteria to deal with the situation of part-timers
whilst maintaining the quality threshold. I was successful in my application and later 
became a Reader. Then when I moved institution, the foresight of my original head of
department, and the support of his successors, meant that the CV I submitted was virtually
indistinguishable from a 'normal' full time CV for a Chair, in terms of all the key experiences. 
I was appointed to a professorship, again working part-time." 

10.4 per cent of the 1,915 professors in engineering and technology in the UK are part-time
appointments. 100 of these professors are female and 15 per cent of them are part-time. (Higher
Education Statistics Agency, 2006) 
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A ground maintenance technician
for Yorkshire Water has reduced
her working hours to 32, 
after maternity leave. She was
clear that with better time
management she could do 
her job in four eight hour days. 
Her manager had reservations,
but with support from HR they
trialled it with targets and weekly
reviews which worked well and
the arrangement was ultimately
approved. 

Rolls Royce Fuel Cell Systems Ltd have a Control and Electrical Systems Engineer who works
part time, two and a half days a week. She works flexible hours and also has the option of
working from home (ITEC Career Opportunities for Women Returners).

Pearce Buckle (Design Engineers), a small company
employing 30, currently have two female engineers
who work part-time. One of them works in the
CAD department and left her old company because
they were not family friendly when she had her first
child. The other engineer was full time until she
negotiated to return part-time after maternity leave.
She now works 8.30 am to 12.30pm four mornings
a week, and the company sponsors her to attend
college on the other day – a total of 20 hours a
week. “Although there is a sound business case for
all this, it isn’t why we offer practices to help people
combine their work with their home life. Our
management team make sure that they consider
employee’s needs and how to make life easier for
them.” Practice Manager



(b) Job share roles
Job sharing is an arrangement where two people voluntarily share the responsibilities of a job that
would normally be done by one person. Each person is employed on a part-time basis, but together
they cover a full time post and divide the pay, holidays and other benefits. It is a way of opening up
part-time opportunities for jobs that are traditionally only available on a full time basis. It is
increasingly being used to open up senior jobs. Examples include: Chief Executive of Coventry
Teaching Primary Care Trust; Headteachers, All Saints Catholic High School, Huddersfield; Store
Manager ASDA, Barnsley.

Specific advantages of job sharing
The benefits most frequently mentioned by employers are that:
g Two people bring two sets of skills, knowledge and experience to a job
g People working reduced hours tend to be fresh, energetic and creative
g The job sharers can bring increased flexibility, for instance by working peak periods together
g There is continuity – if one person is off sick or on holiday, part of the job still gets done

The potential barriers most often raised by employers are:
g How will the job sharers ensure good communication between them?
g What happens if one of them leaves?
g How do I deal with promotion?

Job sharers and their managers will need to agree:
g How the work and responsibility will be divided. 
g How the week will be divided between them.
g What methods of communication will be used.
g Will there be an overlap period.

Two Production Asset Managers working for Yorkshire Water had both been contemplating returning
part-time after maternity leave. It was their boss who suggested they job share. The two had worked
in linked roles previously and were comfortable about working closely together. HR was involved 
in setting up the job share, but how they would undertake the role was left to them. They share a 
role and a desk and while each has specific areas of responsibility, they overlap when required.
Communication is very important - either by e-mail or text. Their tips are to pick a partner with care,
be honest and open, use each other’s strengths, be as flexible as possible and see things through 
and communicate. “The job share has allowed me to keep two highly motivated and experienced
people in the business. The advantages outweigh any disadvantages.” Manager of Production,
Yorkshire Water
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Management issues for all forms of reduced hours working

Guidelines for managers
One of the biggest obstacles for change can be the attitudes and perceptions of middle and line
managers. Successful managers who have built high performing teams on the basis of traditional
full-time, face to face collaboration may regard different forms of working, such as part-time and
job sharing as potentially undermining the foundations of their team’s success, and also eroding
their skills base, as they have to adopt to new challenges of managing such workers, for which they
may feel unprepared.  It is important that organisations:
g Provide managers with the opportunity to voice those concerns and address them.
g Support and train them as they begin to focus on managing people by results and on getting the

best out of individuals and teams who are adopting more diverse working schedules.

“19.25% of women respondents see their own management attitude/
policy/tradition/obstinacy as the main barrier to organising their job on 
a more flexible basis” (Raising the Ratio: The Surveying Profession as a
Career, Royal Institute of Chartered Surveyors (RICS), 2003

54 per cent of women working part-time had previously worked in positions requiring more
qualifications, skills or experience, or with more responsibility. Many of these women wished to
combine working part-time with jobs that made good use of their previous experience or
qualifications, but the majority of managers interviewed believed that more senior positions had to
be full time. (Research for ‘Gender and Employment in Local Labour Markets’ (GELLM), Sheffield
Hallam University, 2006)

Checklist for managers introducing part-time/job share roles
g Have you involved other members of the team?
g How will work be redistributed or rescheduled within existing resources?
g Could any money saved/hours available be used as a development opportunity for other

members of staff?
g If there are a number of people reducing hours in one team/department, could a new full time

or part-time post be created?
g Have you ensured that workload matches reduced working time?
g Have you ensured that other team members are not overloaded with work when a team

member reduces their hours?
g If managers and staff are working different hours, is it necessary to establish back up options for

when managers are not available? Or might this allow a more junior member of a team to be
developed and take on more responsibility?

g Agree any changes that may be required in communications between team members or
employee and manager. Formalising this can be beneficial even if you decide not to go ahead
with the new role.

g Managers may need to plan work more carefully with staff and monitor work in relation to
outputs and outcomes, with more emphasis on performance than working times.

g Have you set up a system where team members are informed of people’s working schedules –
these could be posted on a chart or notice board or clearly marked in an electronic diary?

g Have you reviewed conditions of service, adapted them and re-issued a contract if necessary?
g Would a trial period help to test out a new situation? 

Most of the above points are good management practice anyway. Having a part-time/job share
role allows these practices to be formalised, which would benefit the business even if the new role
did not go ahead.
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Measuring progress and promoting success

In larger organisations HR have an important role to play in monitoring requests for flexible
working generally. It could be helpful to know what requests are being made specifically for
part-time/job share working. Trials or pilots can be an effective way of trying out something
new, particularly if managers are nervous. In such a situation it is important to set up a method
for monitoring and review before the trial begins.

HR also have an important role to play in publicising positive examples of how part-time and
job sharing roles are working in different roles. This can be done by using staff magazines,
posters and an organisation’s intranet. Sharing good practice examples within a company can
help other managers who are not certain how reduced hours working and job sharing might
work in professional and senior roles. Speaking to others who have experience of managing
people working reduced hours can also be helpful to managers who are new to the ideas.

At Organon Research (Finalist of Working Families Scottish Employer Award, 2004) their
work-life balance policy is championed by the Vice President of Research and the senior
management team. They also make sure there are regular updates on progress and ensure all
issues are promoted in the newsletter, intranet, presentations and line managers meetings.
Organon found the importance of senior champions and strong communications have been
vital, proving that sectors with cultures of traditional and long working hours can be radically
changed and improved by greater flexibility. 

Investors in People (IIP) now have a Work-Life Balance Model and companies are finding that
this provides an opportunity to review and make improvements to what they are offering in this
area. It is not necessary to be an IIP employer to apply for the Work-Life Balance Model.

Working Families have a Women in Science, Engineering and Technology award which is
sponsored by UK Resource Centre for Women in Science, Engineering and Technology (UKRC).
In 2005, the first year of the award, Jaguar & Land Rover were the winners.
(www.workingfamilies.co.uk)

Case Study: Capita Symonds North  

Capita Symonds North provides civil engineering, transportation, property and
environmental services. “The Work-Life Balance Model was applied to give people
more choice of working arrangements that better accommodate their different
needs. This move to offer greater flexibility was borne out of the belief that both
the individual and the business would benefit. We can now offer a wide range of
options and many of our people are working in ways that suit both them and the
company. It comes from recognising that our people are our most valuable asset."
(Case study on www.investorsinpeople.co.uk)

Case study: Jaguar and Land Rover

Jaguar and Land Rover offer a range of flexible working policies, including part-
time work and job sharing. Currently 81 per cent of part-time or job share
employees are women. In particular the company wanted to retain more of their
women in SET roles. “As a company we believe there is a clear business case for
accommodating flexible working requests where possible. A number of individuals
feel that they would have been forced to leave the company if their flexible working
requests had not been accommodated.”
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Organisations offering help

The UKRC has developed a Champions for Flexibility Scheme which aims to support employers in
creating and adapting senior roles in areas where there are skills shortages, to work on a part-time,
flexible and job share basis. The pilot was launched in December 2006 and will continue during the
first half of 2007. The UKRC also has a Good Practice Guide available called Work-Life Balance: 
A SET Perspective Directory of Good Practice.

The UKRC is currently developing a partnership project to promote and match job-sharing
opportunities in SET, focussing on women returners. This would include support and training for
both women and employers as well as wider promotion of flexibility in work organisation and
recruitment practices.

The objectives of the project include:

g Developing materials and a support package for women interested in job-sharing or other forms
of flexible working

g Developing materials and a support package to promote the business case of flexible working
and address practical issues for employers in implementing job sharing and other forms of
flexible working 

g Developing a register and database for a job-share service 
g Running events and training for both women and employers 
g Providing telephone advice to both women and employers engaged in the project.

Department for Communities and Local Government launched a £500,000 initiative in January
2007 to support projects designed to increase the number of senior and quality jobs that are
available part-time.  Employers were able to apply for match funded support, for example,  in order
to hire specialist advice to re-design jobs at a higher level within their organisation on a part-time
basis. Voluntary groups and flexible working specialists were also able to apply for support for
initiatives to facilitate quality part-time work. Organisations were asked to submit their bids by a
closing date of 13 March 2007. 

Working Families is the UK’s leading work-life balance organisation. It supports and gives a
voice to working parents and carers, whilst also helping employers create workplaces which
encourage work-life balance for everyone. In addition to their Employer Awards, and a
range of publications and events, they have a wide range of case studies and a guide on
flexible working for small employers. (www.workingfamilies.org.uk) 

Equals One and Encore Recruitment run a specialised recruitment agency which finds flexible
working for clients, including job sharing and part-time work. They are also an agency for older
workers, many of whom also want to work flexibly. (www.equalsoneandencore.co.uk) 
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Useful resources
ACAS: have a helpline for employers and individuals (08457 47 47 47). They give out information on
flexible working and will answer queries. Their ‘Flexible Working’ leaflet gives information on legal
rights and includes case study examples. www.acas.org.uk

Business Link: has information for owners/ managers of small firms trying to implement best
practice, including flexible working. www.businesslink.gov.uk

Department of Trade and Industry (DTI): has detailed guidance on the Right to Request Flexible
Working for Employees and Employers. This includes examples of forms for employers. Publications
can also be obtained from the web site. www.dti.gov.uk

Employers for Work-Life Balance: Run by the Work Foundation, this website is specifically aimed
at employers, and has a section dedicated to small businesses. It also has employer case studies.
www.employersforwork-lifebalance.org.uk

Equal Opportunities Commission (EOC) have a wealth of information on legislation including 
‘How to Manage Flexibility in the Workplace’ and ‘Working outside the box’. www.eoc.org.uk

Investors in People (IIP): The IIP standard provides a framework to help organisations improve
performance through its people. The Work-Life Balance Model and case studies of organisations who
have achieved the model are accessible through www.investorsinpeople.co.uk

Opportunity Now provide information on the business case and employer case studies.
www.opportunitynow.org.uk

About the UK Resource Centre 
for Women in SET
The mission of the UK Resource Centre is to establish a dynamic centre that provides accessible, high
quality information and advisory services to industry, academia, professional institutes, education and
research councils within the SET and built environment professions, whilst supporting women entering
and progressing in SET careers.

The UK Resource Centre for Women in Science, Engineering and Technology (UKRC) is a partnership
of four organisations: Bradford College, Sheffield Hallam University, Cambridge University and the
Open University, working on behalf of the DTI.

One of its primary aims is to provide information, support and advice to employers who seek to
improve the recruitment, retention and promotion of women in SET and to raise their profile.

For more information please visit our website at www.setwomenresource.org.uk

This guide was written on behalf of the UK Resource Centre for Women in SET by Pam Walton.
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www.setwomenresource.org.uk
If you have any enquiries please call our UK Resource Centre Helpline:

01274 436485
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