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Men and part-time work in the UK
Part-time employment is a contested subject in the academic literature.  These disputes include the reasons for participating in part-time employment and the degree of choice workers have in ‘opting’ for part-time employment. The evidential base for these discussions is predominantly based on the experience of women workers. While there are reasons for this focus, primarily the preponderance of part-time employees who are female, the experiences of male part-time workers, who represent a small but growing percentage of the part-time labour force, have been largely ignored in the academic literature.  As Hakim comments in relation to work preferences ‘there is almost no research that asks men what they want, in quite the same way as the voluminous on what women want’ (2003, pg 233)  . 

The aim of this paper is to extend these debates by exploring the ‘choices’ males employees make when taking part-time work. Specifically, the paper considers, the reasons men work part-time, whether part-time work is a positive choice or merely an option because full time work is not available, and how this group respond to potential barriers to part-time work. The research is based on in-depth interviews with males, aged 25-50 who currently have one or more part-time jobs. 

The paper is organised as follows. The first section starts by outlining the numbers and characteristics of male part time employees and identifies debates concerning choices and barriers relating to part-time employment. The second section presents the methodology and this is followed by the findings from the interviews and a discussion of these findings in sections 4 and 5. There are then some concluding comments.  

  Section 1 Part-time work – frequency and debates

This section investigates the numbers and characteristics of male part-time employees, and the choices and barriers relating to men and part-time work 

While the number of men working part-time remains relatively low compared with male full-timers and woman part timers, there has been an increase in men entering full-time work over the last ten years. Labour force figures for July-August 2011 indicate that current numbers of male part-time employees in the UK stand at 1,417,000, which represents 11% of total male employees. Comparative figures for July-August 2001 indicate that 1,055,000 male employees worked part time, representing 8.5% of the total. Moreover, while part-time continues to be dominated by women, males are taking up a small, but increasing share of total part-time employment, as Pike (2011) observes   ‘The proportion of male employees in the total workforce who worked part-time rose from 4.2 per cent to 5.9 per cent between 1997 and 2010 compared with the proportion of female employees working part-time, which fell from 21.2 per cent to 20.8 per cent of the total workforce over the same period.’ Similarly by European standards the UK percentage of male part-time workers is high. In 2010 had the 5th highest percentage of male part-time employees out of 27 EU countries (Eurostat 2011).

 Disaggregating male part-time work by age the data shows a U –shape with men are most likely to work part-time between the ages of 18-29 and 60 plus (Pike 2011), suggesting that males mostly use part-time work to supplement their income as students or to reduce hours prior to retirement (Delsen 1998). While prime working age women are often involved in part-time work the position is reversed for men where prime working-age males tend to eschew part-time work. Figures from the 2006 Labour Force survey show that only 3.6% of male employees between the ages of 40-44 worked part-time compared with 15.4 % of the 20-24 age group and 10.4% of 55-59 year olds.(Gregory and Connolly 2008). One reason for this may be the wage penalty associated with part-time work. In 2010 male part-timers earned an average of £7.69 per hour which constituted 59% of median hourly rates of full-time male employees (Pike 2011) The UK part-time wage penalty for men is the second largest of 6 EU countries studied by O’Dorchi et al (2007) This disparity between full and part-time pay rates might be explained by the over-representation of part-time male employees in low paid and ‘feminised’ occupational clusters, such as sales and personal services, compared with their full time equivalents, and low levels of skills (Mumford and Smith 2009). 

Given the low levels of pay associated with part-time work, this raises the question of why men take this working pattern. A partial answer is provided by the labour force survey results which ask respondents to comment on the voluntary/involuntary involvement in part-time work; these data show both change and consistency of responses over the last decade as Table 1 indicates

Table 1 Male part-time workers 
	
	2001(July-August)
	2011(July-August)

	Did not want full time job
	45%
	44%

	Could not find full time job
	17%
	30%

	Student
	34%
	22%

	Illness
	5%
	4%


Sources,  Labour Force Survey 2011 (ONS – Labour Market Statistics October 2011), Labour Force Survey 2001 (Labour Market Trends 109,11, November)

Slightly less than half of male part time workers appear ‘satisfied’ with their choice of hours given that they do not want full-time employment. The relationship between the ‘student’ and ‘could not find full-time job’ categories has, however, been inverted over the ten year period. This might be a consequence of rising levels of unemployment with workers being more will to accept a part-time post if a full time position is unavailable (Delsen 1998). However, caution needs to be taken when interpreting this survey data. The designation ‘did not want a full time job’ should not necessarily be associated with part-time work being a ‘voluntary’ choice as this decision can be influenced by labour market circumstances and constraints (Fagan 2001, 242). Also, not wanting a full time job does not necessarily equate with being satisfied with current part time hours. Fagan (ibid) refers to the ‘short-hours trap’, a feature particularly associated with male part-timers who would like to extend their part-time hours but not commit to full-time employment.


Debates relating to womens’ part-time work certainly suggest some disagreement concerning the apparent ‘voluntary’ nature of part-time rather than full time work. On the one hand it has been argued that womens’ ‘choices’ are made, at least in part, within social parameters of motherhood, family responsibilities and caring which constrain many to part-time work (McRae 2003 ). Thus even where women express satisfaction with part-time work this may be a consequence of the domestic roles that they have been assigned through the gendered division of paid and non-paid labour. Set against this are claims that women do make real and independent choices and that for some groups of women part-time employment is a reflection of their actual preferences (Hakim 2004). At the heart of this debate is the extent to which female part-time employees make genuine choices. 

With reference to men and occupational choices Hakim suggests that they have less choice than women as they are more likely to be full-time employees and not have the range of preferences afforded to women. She comments


Male heterogeneity exists but it is relatively small compared to female 
heterogeneity especially amongst ‘prime-aged’ man aged 25-50’ 
(Hakim 2000, 9).

Despite this lack of choice Hakim (2003)  goes on to argue that part-time male employees are much less likely to be work-centred and much more likely to be adaptive (   ) than men in full time work. This suggests that for men who work part-time work does not play a dominant part in their lives and non-work roles are important; in this sense part-time work can represent a genuine option
. 


An alternative perspective to the constraints or choice debate is provided by Corby and Stanworth’s (2009) analysis of women as satisfiers in relation to part-time employment. Satisficing in this context sees part-time work not as an optimal choice but as an option which is ‘good enough’ as it allows them the flexibility to pursue non-work activities. Thus they suggest that although part-time workers suffer from lack of promotion prospects but that 'lack of promotion was a price worth paying for work-life balance. This analysis differs from both preference theory and radical perspectives in its location of women’s choices which are not seen unencumbered strategic decisions based on lifestyle preferences but which nonetheless are personal actions which don’t merely reflect predetermined gender roles. 

Although these debates and perspectives are centred primarily on women part-time employees they raise some questions for prime-age male part-timers. Firstly, there are the related issues of why men engage in part-time work and whether these reasons represent a positive choice or are merely a reaction to circumstances such as the non-availability of full-time work or a decision to satisfice. Secondly, what does part-time work mean for the roles of men and women within the family? One the one hand, family relationships might be such that men may chose part-time work in order to spend time with their families. Set against this, men might feel constrained by ‘traditional’ expectations and roles which militate against part-time work. For example, it has been suggested males eschew part-time work because of a ‘breadwinner’ ideology which sees males as having to ‘provide’ for their families (Sheridan 2004). Have male-part time employees rejected this ‘breadwinner ideology or does it still represent a barrier that they feel uncomfortable with, and, as a consequence, may only be in part-time employment only because they cannot find a full-time job. Underpinning this debate concerning family roles and responsibilities are financial concerns. Part-time work is less well paid then full time employment both because of the hours worked and also, as identified earlier, because the hourly rate for male part-timers is significantly less than full time employees. This raises questions concerning how these financial concerns have impacted on male part-timers and possibly their families. 

This review of the sparse literature on male part-time employees along with a brief investigation of the more plentiful literature on female part-time workers suggests a number of avenues for research.

1 What are the motives for males taking up part-time employment?

2. Does part-time work represent a choice for male employees?

3. What is the response of men to the potential barriers (breadwinner ideology, finance) which arise from ‘traditional’ family relationships? 
Section 2 Research Methods.
The research is based on in-depth semi structured interviews with 13 men aged 25-50 who are employed part-time. The definition of part-time work used here is 30 hours or less as this is consistent with ASHE’s categorisation of part-time work (Walling 2007). The age group has been chosen to preclude young employees who often use part-time work to fund study and older worker who select part-time as a prelude to retirement (Delsen 1998). In 2 cases the interviewees had more then one part-time job which amounted to a combined total exceeding 30 hours. It was decide to retain these as participants for the insights that they could offer to the study. 

The identification of participants did not prove easy given the relatively low numbers in the target group. A further limiting factor was the decision to preclude organisations which only had one or two employees fitting into the research category; a minimum of three participants was specified from each participating organisation to gain a fuller view of the organisational context. A number of organisations were approached to take part in the research, however, while they all expressed a willingness to participate, only 3 had the requisite number and category of part-time staff. These organisations were a fast-food chain (subsequently referred to as Fast Food), a Higher Education Institution (Subsequently referred to as University ) and a Public sector organisation (subsequently referred to as Council).  Gatekeepers in these 3 organisations contacted anonymously all staff that fell into the research design and those that were willing to participate contacted me directly. As a result, the sample consisted of 3 staff from Fast Food, 5 from University and 5 from Council. A summary of the interviewee details is provided in the Appendix 
The research approach taken is a ‘life histories’ (Tierney 1998)  perspective which argues that to understand a person’s current position it is vital to discuss the previous circumstances that helped shape that decision. This approach was ‘stumbled upon’ in this study rather than being a conscious decision at the outset. The term ‘stumbled upon’ seems appropriate because in the early interviews it became evident that the participants’ explanation of their current employment position was bound up in previous work, family, health and other personal factors.  It was the participants themselves who wanted to explain where they currently where with reference to previous decisions they had taken. For example the first interviewee commented after one of the questions asked “would it be helpful to say a bit more about why” Thus the interviews explored previous work history and domestic and family circumstances to shed light on current part-time employment. This life-histories approach is seen as apposite as:


life stories are very appropriate for understanding a lifetime of 
occupational experiences and for understanding the personal, social, 
economic, historical, and geographical influences that shape those 
experiences. (Wicks and Whitford 2006 96)
  The research can be classified as a descripto-explanatory study (Saunders et al 2009, 140) in that it provides both a description of a phenomenon and seeks new insights into this phenomenon. It is also very much an introductory study given the limited number of research subjects and the previous dearth of literature on the topic.

Section 3 Findings - Reasons for part-time work 

The reasons for part time work have been classified as four routes which explain the movement into part-time employment; these routes are: from full time employment to part-time (6 instances), from part-time to different part-time (3 instances), from education to part-time (2 instances) and from unemployment to part-time (2 instances).

Full-time to part time

In two of the instances the move from full-time to part time was prompted by the birth of the first child and a desire both to spend time with the child and not to see the child cared for in a nursery. Both Warren and Tim said that the decision was taken jointly in conjunction with their partner who also worked part-time and, in both cases that they, as a couple, wanted to be primary carers for the child. One commented that 


We were quite determined that we didn’t want him to go into any full-
time nursery care’ 

And the second


Morally and ethically it did not seem right to be bundling our young 
children off somewhere else to be looked after.

Both of these employees worked for the Council, moved part-time in their original post and both said that part-time work was taken out of choice.

Two other workers who moved from full time to part time work saw this as a more general lifestyle option as the demands of full time employment were becoming increasingly difficult to manage. For one of these participants, Andrew, dissatisfactions with a full time job in which he felt unfulfilled, coupled with a hectic family life (young children and a partner who was employed part-time and needed to be driven to work), lead to  stress and dissatisfaction with his lifestyle. He commented that 


The key point is that I wanted to keep my sanity. It had come to a point 
where I wasn’t happy any more, I wasn’t happy at work, I wasn’t happy 
at work. I wasn’t happy in my routine. I wasn’t satisfied with myself and 
I became angry with that 

With support from his partner he changed to part-time employment registered on an Open University degree course in History with a view to obtaining employment in that area. He saw that this move would benefit not only him but also his family arguing that 


If I’m not happy how can I be the best for my family..I try to better 
myself, be happy and develop myself and I will be better for my family.

This notion of achieving a better work –life balance was also the motivation of another participant, Jeff, who reverted to a part-time practioner role with the Council after leaving voluntarily a senior management post with another council.  The management post was stressful and one that he saw his colleagues waiting to retire from. It was also affecting the quality of life for him and his family (a partner who works part time and two children). He commented that 



Every day I used to leave the house it was like I had a pile of bricks on 
my head, I wasn’t enjoying that job at all and I probably wasn’t nice to 
be around.

His partner was supportive in this move, in fact, Jeff said that she first mooted the idea of part time employment. 

The final two workers who moved from full-time to part time saw this change  as motivated by economic necessity. In one case, David, an accountant employed by University on a part-time contract with additional ‘sessional’ work formerly worked in private practice but left this voluntarily because of the threat of redundancy in the near future. One consequence of his part-time employment was that his partner returned to full-time employment after a period of self-selected part-time work. In the second instance Ian joined Fast-Food as a crew member after leaving his full-time job as a full-time team leader in an engineering company. Ian said that this move was driven by the maintenance demands that the Child Support Agency was making on him as a full-time employee which meant that he was unable to support his new partner and family


I had to give up my home and give up my job in the end because I 
couldn’t afford to live.. If I did go back full-time then they (CSA) would 
start stopping me ridiculous amounts of money again so I can’t really 
afford to work full-time because we can’t afford to live’

Originally Ian’s partner also worked part-time but consequently saw little of each other and she became a full-time carer for their three children, which, Ian suggested, was his partner’s idea and suited both of them. 
From part-time to part time

This route was taken by 3 University employees who moved from a part-time job with one employer to part-time work at the University. The discussion will focus primarily on the move between the previous and current job, but reference will also be made to the respondents’ reasons for taking part time employment initially. The main attraction of the current part-time post for all three was security of employment. In the case of Simon, he held a number of previous part-time counselling positions including private practice and contracts with schools and the Health Service. However, all of these positions lacked security, the private practice clients could not be guaranteed and the contacts were not certain to be renewed. By contrast the University offered a permanent contract of two and a half days per week which allowed Simon to terminate his contract work although he did retain his private practice for two days per week. The need for employment security was also linked to his partner’s unemployment 18 months ago and her decision to try to establish a part-time therapeutic practice which put more pressure upon Simon to earn a ‘steady’ income. This was one of a number of instances where the respondent’s decision concerning part-time employment was linked to their partner’s changing employment circumstances.  In addition to security the part-time employment at University offered other benefits; it provided him the opportunity to work with a client group with whom he had no previous experience, with and it was a management role where he had responsibility for organising and co-ordinating the work of a small team of part-time staff, which, again, was new. So, while employment security was the primary reason for moving to this post at university, career development also played a part. Prior to embarking into part-time work Simon was a full-time teacher who became disenchanted with teaching, was not interested in pursuing a head teacher’s post and had developed an interest in counselling  

The second individual following this route was Mike who moved from a part-time post working for an Independent Living Scheme to a part-time post supporting disabled workers at university. Mike is a disabled person and his disability played an important role in his employment decision as he wanted to continue work in a post where he could use his skills and experiences to support disabled people. Also the Independent Living Post was relatively insure secure because it was dependent on funding and Mike was looking to broaden his work experience. Thus, Mike’s reasons for taking his current part-time work are similar to David’s as they are linked to security of a permanent contract and broadening experience within a relevant work area.  

Mike’s part-time employment was, however, in some aspects unique based on his position as a disabled person. The nature of his disability means that the domestic routines of care, shopping etc take longer and so, as a person who lives independently, part-time employment allows him more time for these domestic routines. Despite these restrictions, however, he initially applied for a full-time post at University which he did not get, but was offered the part-time post instead (a position that he accepted but was not aware of when he made the application). Interestingly, this was his was his first application for a full-time job because prior to 2002 any money he earned over £200 per week was taken away from him ‘pound for pound’  to pay for his state-funded daily care he received. This meant in Mike’s words that there was ‘no incentive to do full time work’. Although this restriction has now been amended it may explain the part-time employment ‘choices’ of some disabled workers. 

The third employee in this category, Howard, echoed the views of the above in that he saw the transition as one into better part-time employment. He initially worked part-time in a café after completing his education for financial reasons, and moved from that post to part-time work at University because it gave him more hours, greater security and prospects. 

From education to part-time employment.

Two employees had taken this route.  One of these, Mark, is a part-time lecturer at University. His application for part-time work was prompted by a number of factors. He is currently completing his PHD and part-time employment allows him to do this. His long term career interest is HE teaching in and this post gave him experience and fitted with his career plans. The location of the post was also attractive as it was easily accessible from his home city where he had friends and family and he argued that for both social and financial reasons he would not want to uproot for a part-time job. What was also noteworthy about Mark’s approach to part-time employment was the manner in which he saw part-time jobs as part of his career development. This was not just the case with his current post but previous positions he took to support his self-funded study were based on career planning. He changed employers and posts to gain experience of different sectors and some junior management responsibility in order to build up a CV that would be relevant for an academic career.

The second employee following this route, Roger, graduated with a psychology degree in 2011. His current post is as a Community and Leisure Mentor working for the Council which aims to improve the physical and mental well-being of ‘cared-for’ children through ‘green activities’. This post is on a short –term contract lasting originally for two years. (In addition, Roger has a long standing contact as a duty-manager at a local sports centre where he has been working intermittently for the last 9 years.). For Roger part-time employment was a second choice following his inability to find full-time work as a trainee psychologist. It did, however, provide him with an opportunity to work in an area which interested him vocationally and to give him experience which supplemented his degree and also his voluntary youth work and counselling activities.  His subsequent experience and enjoyment of the post has lead him to re-think his career options to consider a career in social work and also to stay in the part-time job. He commented


I felt that I should commit to this part-time job …it’s not an interim job 

In contrast to Roger’s part-time work his partner (they have no children) works full-time. He commented that this arrangement was fine for both of them as it allowed him to do more of the domestic tasks and that his partner recognised that part-time work was not a consequence of his ‘not just being lazy’  

From unemployment to part-time work 

The two employees following this route both worked for Fast-food. They both took part-time work because they were unemployed and it was available. For one interviewee Stephen part-time employment was a stopgap and last resort; he commented that ‘I literally had nowhere else to go’. He had worked for fast-food previously but left to take up pub management which had not proved successful. He was, however, determined to get back into the licensed trade and was currently looking for additional part-time work in that area. Stephen and his partner recently had their first child and his partner gave up work. She also wanted Stephen to give up part-time work because they would, according to Stephen, be better off financially if neither of them were working.  It was however an option that he rejected because he saw part-time employment as  providing him with a better alternative than unemployment. He commented


We would be better off if I was to leave work and just claim… we would 
be about £70 a week better off if I was to give up work altogether, but it 
would drive me mental.. I can’t just sit there and do nothing. I have to 
do something.

The final interviewee Paul was unemployed for around one year before starting his part-time job at Fast-food.  Although he had previously worked full-time before being made redundant, his preference was for part-time work as he had a daughter by a previous relationship that he was only allowed to see on certain days of the week. He explained this at the interview and Fast-food said they were happy to employ him on this basis, to organise his shifts around visits from his daughter. He was currently in another relationship and his partner, who has a son, also worked part-time. This arrangement allowed them to share domestic tasks and spend time together as a family. 

Section 4  Part-time work – reasons and choices

The presentation of the individual life histories has identified three key reasons for men working part-time, namely, lifestyle choices, career security and/or progression and finance.

Lifestyle choices include taking part-time work to be involved with the care and development of children. In two cases this involved both partners deciding that they wanted to raise their children in a particular way, without nursery care. In another other instance part-time employment provided a way of keeping in touch with family from an estranged relationship. Lifestyle choices may also involve choosing a less stressful work environment either by reducing hours in current employment or moving to part-time work in a different but related post. These lifestyle decisions were presented, by the respondents,  as family options in that the man was supported by the partner, decisions were taken jointly and the family unit as a whole was cited as benefiting. With reference to routes into part-time work lifestyle choices, in all cases but one, were linked to a move from full-time to part-time employment. 

 Career choices concern the use of part-time employment to enhance some aspect of the respondents’ occupational life. Career enhancement was a consequence of either moving from one part-time post to another or from study to part-time work. The accrued benefits included: the exchange of a relatively insecure, contract-based part-time job for a permanent part-time one, the opportunity to develop skills in a related job area and the chance to gain employment in a vocation of choice. Thus, as others have argued, is important to recognise the heterogeneity of part-time jobs (Connolly and Gregory 2010, Ibanez, Tomlinson 2006) in terms of the perceived occupational benefits that they can bestow.  

Financial reasons relate to part-time work being taken primarily to provide some income for the couple/family. This tended to be because the individual had previously been unemployed, or there was an anticipation of unemployment in the near future. However, in relation to financial reasons, in two cases, government policy led to some seemingly bizarre decisions; one respondent argued that he would be better off not working and a second suggested he was financially more secure with part-time than full-time work   because of his dispute with the CSA. 

Although these classifications are presented as discreet groups, the complexity of individual decisions means that some of the respondents exhibited features from more than one category. For example, Paul accepted a part-time job at Fast-food in part because he was unemployed and also to have regular contact with his daughter from an estranged relationship. 
 A key research question is do these decisions reflect a preference for part-time work on the part of the men interviewed. One question asked to all participants “did you take your current part-time job because you did not want a full-time job or because you could not find a full-time job?” Two respondents said that they accepted part-time work because full-time work was not available, in one case the individual was unemployed and the other there was a fear of redundancy. For both of these respondents financial reasons identified above were the primary reason for their move into part-time work Thus unsurprisingly part-time work acts, in some cases, as an alternative to no work, providing some income if full time employment cannot be obtained.  In six instances the option of not wanting a full-time job was selected. In four of these cases part-time work was chosen for lifestyle reasons and in the remaining two instances cases part-time work was selected because it offered career progression and/or security. Thus for some male employees part-time work does represent a preference either on the basis of lifestyle or career opportunities.

What is also interesting, however, is that the remaining five respondents found the question difficult to answer in terms of such stark options.  In some cases this was a consequence of the false choices that were presented. For example, Ian who’s move into part-time work was a consequence of his conflict with the CSA, neither ‘did not want a full-time job’ or ‘could not find a full-time job applied to him – his part time status was a consequence of external pressure preventing him from taking a full-time post. Responses from other interviewees reflected the complexity of individual decision making that dyadic choices found difficult to reflect. For example, one employee who changed voluntarily from full-time to part-time in the same post wanted a full-time job but not the one he was doing. His answer to the question was “ a bit of both” while another said that although he applied for a full-time post he did not realise that part-time was available. These responses support Fagan’s assertion that survey responses asking about choices concerning part-time work should be treated with caution. They also suggest that studies of part-time employment need to consider the complexities of personal circumstances involved when decisions relating to part-time employment are taken.

Section 5 Men and barriers to part-time work  

A number of questions were asked concerning part-time employment and finance. One of these concerns the perceived importance for man as being the family breadwinner.  Given that the concept of ‘breadwinner’ is presented as a significant barrier to male part-time work, each of the respondents was asked if they felt this was a concern for them (the responses presented here exclude the 3 participants who were not, currently, in a long term relationship). In a number of cases the response was clear cut.  Some respondents felt that a breadwinner role was important to them but to different degrees. It was most strongly felt by Stephen who currently worked at Fast-food but who was brought up in an environment where men worked long hours to provide for their family. He commented that  


I’ve always been brought up that men have to do 48 hours a week or 
more, if you can do more then brilliant. Overtime is double time – it’s 
brilliant….the more money you can bring in the better things are.

He was making plans to move into full-time employment as soon as possible 

Other respondents said that they did feel pressure as a man to provide for ‘their’ family but this was articulated as strongly as Stephen above. Set against this, other respondents claimed that the breadwinner ideology did not have a significant impact on their decision making. One of the major reasons for this was that the financial responsibility was shared between both partners in the relationship and that between them they earned enough to ‘get by’. In one instance this had involved a reversal of earnings capacity with the man moving from part-time to full time with the partner reverting to full time work after a period of voluntary part-time employment.  A number of these respondents also stressed that as a family they eschewed a materialistic lifestyle and there was general agreement that part-time employment generated cost savings, for example in relation to child care, house and vehicle maintenance etc. 

There was also a view articulated by a number of respondents that their position concerning being the ‘breadwinner’ would vary according to circumstance. One married responded who does not currently have children stated that 


I certainly feel the pressure of that, definitely, and I certainly will feel it 
more when we have children. I guess I would feel bad if I couldn’t 
provide enough for my wife and children on my own.

Another interviewee observed that he felt anxious about being able to earn enough money when he moved from full time to part-time but it was not a concern currently.
Conclusions

This paper has developed insights into part-time employment by investigating a group of employees which have been absent from this particular area of study. The use of in-depth interviews combined with a life history perspective and the subsequent charting of four routes into part-time work allowed decisions to be explained and contextualised. One factor that was present in many of the discussions was the suggestion by the men that they were supported by their partners in decisions to take part-time work by their partners, through, for example, the encouragement they were given to pursue part-time employment, the manner in which household incomes were viewed collectively and the joint benefits achieved. While these claims cannot be verified without interviewing both partners, the relationship between male part-time work and family decision-making processes may be an area for future study
Three research questions were identified. First, why do male part-time workers engage in part-time work? Three reasons have been suggested, lifestyle choices, career opportunities and financial concerns. The second question concerns part-time work as a preference. For men who have taken part-time opportunities for lifestyle or career reasons part-time work was a choice rather than an alternative to full-time employment. By contrast workers who had experienced or anticipated unemployment prior to part-time work were more likely to see part-time employment as an unwanted option. The third question concerned barriers in the form of breadwinner ideology and finance. The interviewees’ response varied with some expressing (varying) degrees of concern that they were not ‘providing’ for their family while others stressed the significant of the combined family income and the capacity to generate savings. 

This study is based on a small number of interviews and as such the introductory nature of the paper is acknowledged. However, although part-time employment remains a minority option, particularly prime working-age men, the findings presented here suggests that it is a fruitful area for future research. 

References

ASHE (2011) Provision Results Table 14

 C:\Documents and Settings\palg1\Local Settings\Temporary Internet Files\Content.IE5\9UQB4RTP\2011-provisional-table-14[1].zip
Accessed 25/6/12
Connolly, S. & Gregory, M. (2010) ‘Dual tracks: part-time work in life-cycle employment for British women’ Journal Of Population Economics
. 23, 907-931. 
Delsen, L. (1998) ‘Why do Men Work Part-time’ in Fagan and O’Reilly (eds) Part-time prospects: An International Comparison Routledge London 
. Eurostat (2011) Employment Statistics http://epp.eurostat.ec.europa.eu/statistics_explained/index.php/Employment_statistics Accessed 25/6/12
Fagan, C. (2001) Time, Money and the Gender Order: Work Orientations and Working-Time Preferences in Britain. Gender, Work, and Organization, 8 (3), 239-266. 

Gregory, M. & Connolly, S. (2008) Feature: The Price of Reconciliation: Part-Time Work, Families and Women's Satisfaction. Economic Journal, 118 (526), F1-F7. 
Hakim, C. (2004) Key issues in Women’s Work Glasshouse London 2nd Edition 

Ibanez, Z. Part –time beyond second best: Access to part-time employment: the cases of education and local government in the Netherlands and the UK. Time and Society, 20 (2), 171-196. 

McRae, S (2003) ‘Constraints and choices in mother’s employment careers: a Consideration of Hakim’s preference theory’ British Journal of Sociology 54, 3. 317-38. 
Mumford K. & Smith, P. (2009) ‘What determines the part-time and gender earnings gaps in Britain: evidence from the workplace’ . Oxford Economic Papers, 61 (1), 56-75. 

O'Dorchai, S., Plasman, R. & Rycx, F. (2007) ‘The part-time wage penalty in European countries; How large is it for men for men’. International Journal of Manpower, 28 (7)
Pike, R. Patterns of Pay: Review of the Annual Survey of Hours and Earnings 1997 - 2010. Economic and Labour Market Review, 14-35. 
Saunders, M, Lewis, P and Thornhill, A (2009) Research Methods for Business Students.  Financial Times/Prentice Hall. London 
Sheridan, A. (2004) Chronic Presenteeism: The multiple Dimensions to Men's Absence from Part-time Work. Gender, Work and Organisation, 11 (2), 207-225. 

Tierney, W. 1998. Life history’s history: Subjects foretold. Qualitative Inquiry 4, n 1: 49–70.
Tomlinson, J. (2006) Routes to part-time management in UK service sector organizations: Implications for women's skills, flexibility and progression. Gender, Work, and Organization, 13 (6), 585-605. 
Walling, A (2007) Understanding statistics on Full-time/Part-time Employment’ Economic & Labour Market Review 1, 2 February 2007, 36-42. 
Wicks, A & Whiteford, G (2006) Conceptual and practical issues in qualitative research: Reflections on a life-history study. Scandinavian Journal of Occupational Therapy, 13 (2), 94-100. 
Appendix
	
	Employment
	Biographical 
	Route

	Simon
	University

Student services

0.5 post
	Age 46

Partner


	Part-time to part-time

	Mike
	University

Student services

28 hours
	Age 44


	Part-time to part-time

	Howard
	University

Technical services

30 hours 
	Age 30
	Part-time to part-time

	Warren
	Council

IT services

22hours
	Age 36

Partner

Children
	Full-time to part-time 

	Tim 
	Council

Leisure Services

22 hours
	Age 43

Partner

Children
	Full-time to part-time

	David
	University 

Lecturer

0.5 
	Age 47

Partner


	Full-time to part-time

	Ian
	Fast-food

Crew member

24 hours
	Age 34

Partner

Children
	Full-time to part-time

	Andrew
	Council

Call centre

19 hours
	Age 31

Partner

Children
	Full-time to party-time

	Jeff
	Council

Social Worker

0.5 post
	Age 42

Partner

Children
	Full-time to part-time

	Mark
	University

Lecturer

0.6 post 
	Age 25
	Education to part-time

	Roger
	Council

Community worker


	Age 28

Partner


	Education to part-time

	Stephen
	Fast-food

Yard maintenance

26 hours


	Age 39

Partner

child
	Unemployment to part-time

	Paul
	Fast-food

Crew member

30 hours
	Age 30

Partner

children
	Unemployment to part-time


However, rather than diminishing the effectiveness of the strategist-pragmatist distinction as a means of distinguishing between motives, it is possible to argue that the recognition of ‘grey areas’ makes a stronger framework for analyzing the complexities of individual decision making.
� The data In hakim’s study comes from the index of work centrality. She recognises the tentative nature of her conclusions given the relative paucity on male part-time employees. 





