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1. Introduction 
The Flexible Employment Options (FEO) Project ran pilot schemes between autumn 2001 and spring 2003 to investigate the effect of offering employees at four higher education institutions more flexible ways of working.  As part of the data collection, questionnaires were sent out to employees taking part at the beginning of each pilot, and again at the end.  The questionnaires covered not only flexible options but sought to gather information on other areas of working life which would establish underlying data on the sample of respondents.  The second stage of the project is using this data to research more deeply into help that can be given to certain groups of employees, not only in terms of flexible working options, but more generally too in terms of work-life balance.
This report serves as an introduction to the subject prior to further research.  It concentrates on the issues involved in eldercare and ways in which employers can help to support employees through more flexible ways of working.  The aim is to provide solutions that the higher education sector in particular can embrace.
2. Why eldercare?

In 2004 a publication entitled “Surviving and thriving in the future world of work” (Ceridian Centrefile and Management Issues) quoted some thought provoking statistics – that eldercare will have replaced childcare as the major work-life issue by 2020, and the next generation are expected to spend more years caring for ageing parents than their own children.  This has implications for employers, many of whom are only now realising that life outside the workplace has a considerable impact on work productivity and morale, and that offering flexibility to carers has potential business gains.
A survey by You at Work (HR Gateway) found that employees aged 45 and over need more support with eldercare than childcare, and that employees caring for older relatives can often be overlooked in comparison with those with other caring responsibilities.  In a wish list of workplace benefits, 16% of the over 45s wanted help with elderly relatives while only 12% listed childcare, and according to the Employers Forum on Age by 2006 those aged 45 to 59 will represent the largest number of employees. 
But what is defined as eldercare?  The format used in the UK Census to determine those who care for elderly adults runs as follows – 

“… process of assisting an elderly relative or friend.  This can range from financial support, visits, transport or simply preparing a meal, to far more intense activities during, for example, major illness.”  (From Employers Organisation for Local Government Website, 2004)
Carers UK use a slightly more encompassing format that includes general caring responsibilities for other adults rather than just eldercare – 
“…someone who looks after relatives or friends whom because of their age, physical or other disability cannot manage at home without help.”
The Public and Commercial Services (PCS) Union website gives a useful clarification of the difference between elder and childcare - 

· Children are planned/allowed for, and in part the disruption is catered for.
· Adult care is usually the result of unforeseen circumstance.
· Most adults are cared for outside the carers own household.
· The needs of adults are less predictable and more sudden demands create unexpected pressures.
· Children tend to become more independent with age.
· With many elderly relatives the opposite may well be true, and the level of assistance and care increases with age as does the stress and complexity of decisions surrounding care. 

3. Background

Much of the research in the area of combining work with caring for an elderly relative has been done in Canada and America where the problem has been recognised by employers for many years.  Consequently there are many national organisations providing both advice and help to those who have eldercare responsibilities.   American and Canadian research has found that 1 in 4 employees, men and women, provide an average of 11 hours of informal unpaid care per week for an older parent or relative (Eldercare Advocates).  The cost to the employer comes as care givers can be absent more often, come in late and leave early, are distracted at work and use work time to try to find eldercare services.  This impacts not only on their own productivity and morale, but can also impact on those around them  (Faust).  However the majority of the “Best Companies to work for” in Canada offered eldercare referral services - demand for these now out-pacing demand for childcare services.  Another Canadian article (Sandker) cites effective workplace practices including offering flexible working hours and homeworking opportunities alongside information services and access to professional help in organising eldercare.
In contrast there is very little information for the UK and employers are not as aware of eldercare as a factor that potentially reduces business productivity or even potentially robs them of employees.  However, some articles and research were published in the mid 1990’s, and recently the trend had been for general advice on work-life balance and flexible working to automatically encompass all those with caring responsibilities including those who care for elderly relatives.  Some information is now being communicated by national organisations, particularly unions, who offer help and advice to employers and employees who may be carers of elderly people.  The issue is also just beginning to be found as a topic in HR and management circles, alongside discussions on pensions and the extension of working age limits.

The main research into eldercare in this country to date has been by the Joseph Rowntree Foundation (JRF), and in 1999 their report on families and the labour market (Dex) suggested that the problems of balancing work and home responsibilities are likely to increase, as the need to care for elderly relatives increases.  A few years later the Foundation published a report just on eldercare under the title “Juggling work and care: the experiences of working carers of older adults” (Phillips).  This report looks at what helps and what hinders working carers as they attempt to combine work and care, and the means they use to cope.  The study covers carers and their line managers at an NHS trust and a large social services department.
Other studies by JRF have been “The pivot generation: informal care and work after fifty” (Mooney) as part of the Transitions after 50 series.  The report states that by the age of fifty, three fifths of people still have a living parent, two thirds of these still being in paid employment, with many in their fifties and sixties also caring for grandchildren.  This is one of the effects of a longer life expectancy on demography, which in turn is affecting retention and recruitment of employees.  More recently “Families and work in the twentieth century” (Dex) summaries the findings of the Foundation’s Family and Work series.
The government now recognises the importance of supporting carers to allow them to remain in the workforce.  Consideration is being given to expand the legislation on the right to request flexible working to include carers of elderly relatives.
4. Why is eldercare important for employers 
in higher education?
One of the main drivers for all work-life balance issues is demographic change – we are living longer and with current birth rates there will be fewer young people.  More women than ever before are entering the workforce – the traditional main care givers.  By 2006 women are expected to make up more than half of the workforce (Management Issues, 2004).  Many more households are headed by dual earners or a lone adult earner, making caring an issue for men as well.   Families themselves are more fragmented than perhaps was so in the past, with members living further apart.  Therefore many employees in their 40’s, 50’s and even 60’s are increasingly likely to have informal caring responsibilities, particularly elderly relatives.  In addition there is now a tendency, for career and financial reasons, to have children later in life, and therefore many have been dubbed the “sandwich generation”, trapped with both childcare and eldercare responsibilities.

Many people in employment will suddenly find they are carers, perhaps with substantial responsibilities, and as such may be ill equipped, lack the necessary skills or knowledge and be emotionally unprepared to cope.  However caring can also start in a less demanding way with shopping, practical house tasks or transport to appointments, and over time these can become more frequent, and then constant.  As the number of care giving hours increases, combining work and eldercare puts people under great pressure.
But from an employers perspective what sort of numbers are we talking about and what sort of level of help?  Some statistics – 
· 4 million carers are combining work and care in UK, but many keep their extra responsibilities from their employers (Ceridian Centrefile, 2004) 
· By 2037 this could rise to 9.1 million (Ceridian Centrefile, 2004 and Management Issues, 2004)
· 15% of part-time workers and 11% of full-time workers may be providing unpaid care of some form or other (UK Census, 2001)

· By 2020 the cost of absenteeism due to stress could triple (Ceridian Centrefile, 2004) 
· The figure for combining work and care cited by the JRF is 1 in 10 employees, (HR Gateway, 2003)
· Employers Organisation for Local Government (2005) cites 6.8 million carers – 1 in 7 adults.

· 2 out of 3 carers spend less than 10 hrs a week caring  (Phillips, 2002) 
· A quarter of carers spend more than 20 hours a week caring (Employers Organisation for local Government)
· Of those that provide over 20 hrs a week, the majority are women, often daughters. A few provide over 50 hrs of care (JRF juggling work and care)

· The peak age for having eldercare responsibilities is 45-64 and affects a fifth of men and quarter of women.  Many will have significant skills and experience, which may be lost from the workplace unless they are supported (Carers UK, 2005)
· A fifth of carers care for more than one person (UK Census, 2001)
· 2.3% care for parents/parents-in-law that live with them (Employers Organisation for Local Government)
· It has been estimated that by 2030 in the US more than a quarter of all adults will be over 60 (Inova Health System, 2004)
The position was summed up by the Managing director of Ceridian Centrefile –
“In the future workplace, eldercare will be a dominant work-life issue.  Employers need to include the eldercare need of employees in their work-life strategies now or risk a generation of workers who will cost their businesses billions in lost productivity and stress.” (Management Issues)

5. Data from the Flexible Employment Options 

Project
So how many of those working within the higher education sector are carers of elderly people, and is this a similar number to those in other sectors?  The FEO project had two sample groups available for analysis, as the same questionnaire was sent out both at the beginning of each pilot scheme (2001 sample) and also at the end of each pilot a year to 18 months later (2003 sample).  In the main the two groups correlated with each other fairly closely.  
The overall total percentage of those who responded that they had a caring responsibility for an elderly person is given for both samples in the table below.  The figures for those caring for a person with a disability or long term illness are given for comparison.  As can be seen the figures are fairly consistent but it would be useful to find other data concerning carers in the workforce perhaps from other sectors.  (NB the percentages in all the tables are rounded to 1 decimal place.)
	Carers of -
	First sample (2001)
(675 respondents)
	Second sample (2003)
(502 respondents)  
	Mean 

	Elderly
	6.5%
	6.6%
	6.6%

	Disabled
	3.4%
	4.4%
	3.9%


Between 6 and 7% of the respondents indicated they had caring responsibilities for an elderly person, and 4% indicated they cared for someone who has a disability.  However as the FEO questionnaire was not specific in terms of caring responsibilities, no hours of care were defined, or whether the elderly person being cared for lived in the carer’s home.  The national statistics given earlier for the number of employees who have adult or eldercare responsibilities suggested figures nearer to 10-15%.  A report by the Wellcome Trust in 2000 on academic staff and work-life balance (Blake) found that that 10% of female and 5% of male respondents were responsible for looking after a disabled, sick or elderly relative, figures closer to those of the FEO samples. 
The samples of those caring for an elderly person were analysed to see whether there was any overlap between different caring responsibilities.  The results are given in the table below.  As can be seen, the figures were not consistent, but none the less have been averaged out to establish a starting point for future research.

	Carers of elderly who also care for -
	First sample (2001)

(44 respondents)
	Second sample (2003)

(33 respondents)  
	Mean

	Pre school children
	0.0%
	6.1%
	3.1%

	School age children
	18.2%
	39.4%
	28.8%

	Disabled
	15.9%
	15.2%
	15.5%

	
	
	
	

	Just elderly
	65.9%
	39.4%
	52.7%


So, roughly 1 in 15 employees may have caring responsibilities for an elderly person, about half of whom may be caring for children or someone who is disabled as well.  Although the numbers are very small it is estimated that a handful in each sample will have caring responsibilities across several different categories at the same time.  Overall, of the respondents who indicated they cared for the pre school age group, 1.6% responded that they also cared for an elderly person; this rises to 6.4% of those with school age children; and to 26% of those caring for someone with a disability.  Care needs to be taken with these figures as not only are the samples small but because of the wording of the questionnaire some people being cared for who are both elderly and disabled may be being counted twice.    
The data was then split to see if any other patterns emerged, again to form a base for future research.  When hours of work were cross tabulated with caring responsibility for an elderly person, the following percentages emerged –

	
	First sample (2001)

(44 respondents)
	Second sample (2003)

(33 respondents)
	Mean

	Full-time
	86.4%
	84.9%
	85.7%

	Part-time
	13.6%
	15.25
	14.4%

	Job Share
	0.0%
	0.0%
	0.0%


This compares to the hours of work for the whole sample –

	
	First sample (2001)

(675 respondents)
	Second sample (2003)

(502 respondents)
	Mean

	Full-time
	81.0%
	79.0%
	80.0%

	Part-time
	17.6%
	18.3%
	18.0%

	Job share
	1.0%
	2.2%
	1.6%


The indication is that the majority of those who care for elderly relatives probably work full-time, and the figures were similar for those caring for someone with a disability, again a roughly 85:15 split.  In comparison, the figures for those caring for children showed that two thirds were full-time and a third part-time, suggesting that more carers of children opt for part-time work.  Overall there were a handful of respondents who job shared, but none had eldercare responsibilities.  Overall 7% of the full-time respondents stated that they cared for an elderly person, and 5% of part-time respondents.  National figures suggested that these are more in the order of 11% and 15% respectively. 
 This poses some questions for future research 
· Have those that are part-time chosen this for caring reasons?
· Do elder carers prefer full-time work?

· Do most care needs only take up a few hours a week or do people “manage” using flexible working, TOIL and annual leave?
·  What would the interest from elder carers be for instance in 0.8 posts rather than the usual 0.5?
· Would compressed hours be useful?

For further analysis the respondents who indicated they had a caring responsibility for an elderly person were cross tabulated against gender.  As can be seen from the table below, roughly four fifths were female.  This again is in line with national research which suggests that caring for elderly relatives falls to women rather than men -
	
	First sample (2001)

(44 respondents)
	Second sample (2003)

(33 respondents)
	Mean

	Female
	86.4%
	78.8%
	82.6%

	Male
	13.6%
	21.2%
	17.4%


The next table shows carers of the elderly as a percentage of the whole sample, but again split by gender.  Here female respondents seemed twice as likely to have caring responsibilities for an elderly person as male respondents, but even so 1 in 25 male employees may be caring for an elderly relative or friend.

	
	First sample (2001)

(675 respondents)
	Second sample (2003)

(502 respondents)
	Mean

	Female
	7.6%
	7.3%
	7.5% (1 in 14)

	Male
	3.4%
	4.8%
	4.1% (1 in 25)


Overall the conclusions can only be tentative as the size of the sample groups is too small for any accuracy.  There is also a need to acknowledge “hidden care”, where respondents may not consider a few hours visiting, shopping, gardening,  transport to appointments and so on as care, and mostly this takes place around “ordinary” work using any flexibility available and annual leave.  

The questionnaires also included questions on a range of work issues.  In one set of statements respondents were asked to rank the importance of flexible working in their ideal job –
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The chart shows that although fewer carers of elderly adults rated having flexible working as “very important” than carers of children, they nonetheless rate it as “important”.   They were then asked to assess access to flexible working in their current job - 
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It can be tentatively concluded that although the desire for flexible working was high for all groups, at round 80%, only about half of the respondents in each category felt they had the flexibility they needed currently.  Carers of the elderly returned a stronger badly or very badly response.  Potentially this means that the need for flexibility by those with eldercare responsibilities remains more of a background issue than that of flexibility for childcare.  
Another question asked the respondents to assess whether they considered that the institution they worked for cared about the people it employed.  This was included to try to assess what sort of image respondents held of their employers –
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Whether the respondents felt they had a good home/ working life balance -
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And also what they felt their overall level of job satisfaction was -
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For all these statements the carers of elderly people returned a slightly more negative response than the whole sample but not significantly so.  The response from those caring for someone with a disability is much more negative but as the sample is small and the nature of the care much more diverse no conclusion can be drawn.  
Although the respondents returned many general comments in relation to flexible working and generally to working terms and conditions, there were only two comments relating to eldercare, and these were recognising future rather than present need.  One respondent currently in a “lull” between childcare and eldercare and valuing flexible working for personal reasons; and one respondent thinking of the potential distance (250 miles) to their elderly parents and recognising that compressed hours could help to allow additional travel time at weekends when it became necessary to visit more often.
6. Problems faced by carers at work
But why combine work and care at all?  The PCS (Public and Commercial Services) union website summarises the reasons why carers want to continue to work when the burden of caring becomes heavier – 

· It gives a degree of financial security, even if the work is part-time

· It gives a break from caring

· Carers retain their sense of identity

· Carers retain or gain self esteem and a boost in morale

· Carers retain social contacts outside of the home and caring situation

The FEO research suggests that most employees with eldercare issues are full-time, but the pressure of combining work and care can be very stressful and even detrimental to a carer’s career.   Eldercare Advocates, a Canadian Company offering advice and information on eldercare, suggests the following are problem areas for carers – 

· Work interruptions as crisis often occur during the day.
· Absenteeism.
· Missing meetings and training sessions.
· Missing out on promotion opportunities/transfers.
· Missing out on job related social events.
· Tending not to take on extra projects.

· Stress.
· Health problems from prioritising work and care and not self.
· Can incur financial loss from reducing hours or unpaid leave – 

· Higher costs in paying for services and care.
· Transport to appointments, adapting their home and so on.
· Long term carers are particularly disadvantaged by lower overall wages and ultimately lower pension provision.

· Caring for an elderly relative can cause stress within families as time pressures increase, and this will affect productivity and morale at work too.
· If the struggle to balance care and work becomes too much they may give up altogether and the workplace loses skills and experience.
· Employers will often be unaware that an employee is struggling.
Of course some of the responsibility of combining work and care does fall on the employee (Custer), and many organisations offer advice along the lines of the following for doing just that – 
· Take advantage of flexible working hours policies; ask if a formal policy is not in place.
· To be fair to the employer avoid mixing work and care giving e.g. using lunch breaks for phone calls.
· Set priorities at work and home; delegate to other family members.
· Get support from community resources.
· Look after yourself.
· Talk to your line manager about your care giving issues so that they understand why you may be late or distracted.
So despite the problems and stresses elder carers usually want to contribute economically and be in employment.  The JRF report on informal care and work after fifty (Mooney) suggests that those who combined work and care often did so at personal cost - tiredness, ill-health, and lack of leisure, and most did all they could to avoid the care having an impact on their paid work.  But what do employees with caring responsibilities use already and what other provisions might they like to see?
7. Staffordshire 
University survey of 
employees with caring responsibilities
In October 2005 employees at Staffordshire University were surveyed concerning their caring responsibilities, whether it be for children, adults or elderly relatives.  The survey was undertaken jointly by the Centre for Ageing and Mental Health and the Flexible Employment Options Project, and was intended to determine what provisions carers use to combine work and care, and what they would like to see available to them from their employer.  It also included questions to determine how and where care took place and who for, and also what impact employees felt that their caring responsibilities had on their work if any.  Although analysis of the questionnaires is not yet complete it is hoped that the information will form a basis for future policy concerning employee well-being.  A copy of the questionnaire can be seen in Appendix 2.

Initial findings show that respondents have identified the following options that they already use to cope with caring responsibilities.  The figures included are rough counts and rounded percentages out of just over 230 questionnaires that were returned – 
	Annual leave
	119
	52%

	Flexitime
	88
	38%

	Working in lieu
	68
	30%

	Unpaid leave
	50
	22%

	Taking paid leave
	40
	17%

	Sick leave
	12
	5%

	Homeworking 
	6
	3%

	Job share
	6
	3%

	Overtime
	4
	2%


Respondents were also asked to indicate options that would help them to cope with caring responsibilities -  
	Paid leave for carers
	99
	43%

	Working from home
	90
	39%

	Flexitime
	62
	27%

	Options for part-time/job share
	34
	15%

	Support from manager/colleagues
	34
	15%

	More supportive policies
	31
	14%

	Information from employer
	26
	11%

	Career break
	17
	7%

	Daytime adult/eldercare
	13
	6%


Out of the respondents around 40 expressed an interest in joining a focus group to discuss the issues raised concerning eldercare and how the University may help.
8. Ways in which employers can help 
employees with eldercare responsibilities
The JRF report on the experiences of working carers of older adults (Phillips) has useful sections on what individuals have said helps them and what might hinder them.  There are also useful comments on the experiences of line managers dealing with the issues faced by  carers of the elderly.  However specific areas where employers can help have been identified from research and are as follows -
Annual leave and TOIL - The JRF found that even where the flexible work policies were in place little use was made in relation to eldercare.  In times of crisis carers tended to use annual leave and TOIL.  Carers were less willing to take advantage of policies which labelled them as carers of elderly people, and in general those with eldercare responsibilities were less open about their needs than those with childcare needs.  People will also take “sick” leave to deal with crisis rather than going through the effort of explaining the real reasons, which may be elder or other care giving.   
Compassionate and dependents leave - Another conclusion from the JRF report was that employees favoured a more accommodating interpretation of compassionate leave.  Amicus also stresses the importance of the provision for dependents leave and suggests that it could be extended at line manager’s discretion for employees whose elderly relatives may live overseas.   Some of the reluctance around the use of special leave may be because of it usually being unpaid.  There was very strong support in the Staffordshire University survey for the provision of a few days paid leave for carers to help with emergencies.  Carers would then be able to use the holiday and sick leave entitlements for their own well-being.

Homeworking – Opportunities to occasionally work at home provide some flexibility to help with care not only where the elderly person lives nearby, but also where an elderly relative is in the carer’s home, and enables the carer to work whilst giving company and support to their elderly relative.  Working from home can reduce travel times and enable such things as medical appointments to be accommodated more easily.  This is unlike the care of young children where it is not recommended that childcare and work are combined in the home.

Advice services – Research generally advocates that information and advice should be more freely available for employees, including contacts with local community groups.    Suggestions include information about working practices and policies that can help with eldercare on the institution’s website, and access to schemes such as Employee Assistance Programmes (EAPs).  

Workplace culture - Creating the right culture at work is important.  The JRF report on juggling work and care suggests that the long hours culture and the need to be seen to be coping create a climate where carers who look after older adults are reluctant to ask for help.  The JRF also concluded that employers need to be more careful with the kind of benefits they offer along with the overall acknowledgement that caring is important, and that “one size” does not fit all. 

Line manager awareness of policies - Even if caring or family friendly policies are in place, there may not be widespread awareness amongst managers and employees that they exist or how to use them.  There can be a lack of clarity around whether leave should be paid or unpaid and in what circumstance. The JRF report on juggling work and care mentions that managers may be more accommodating for people they know and have built up a core of trust with, and know are good workers.
Using flexible work options – Individual employee’s needs and circumstances will be  different, and some of the following may be useful – 

· Reducing hours, either short term or long term depending on the circumstances, means that the benefits of being at work are retained but there is extra time for caring.  According to a report by the Work Foundation, men were more likely to see part-time working as ideal when they had eldercare responsibilities than when they had young children (Paton).  This option does however carry financial implications.

· Flexitime and other flexible hours schemes help when elderly relatives who need occasional or even daily help, live nearby.
· Such options as compressed hours may help when elderly relatives live further away and weekend visits are required.
· Buying annual leave, or taking a period of unpaid leave, may be useful for critical periods, but this has financial implications and carers need holiday too, so they can recuperate.
Cultural and religious considerations –  As well as possibly needing extended leave to visit elderly relatives overseas, some employees may have different obligations such as care of parents-in-law that are seen culturally or religiously as just as important as care of parents.  Current compassionate leave provision does not take account of this.

Extension of the Right to Request flexible working – Many organisations have, along with supporting the extension of provision to carers of children above the age of 6, backed the government’s current plans to extend flexible working rights to carers of elderly or disabled relatives (Wintour).  However there is strong argument for flexible working practices to be generally available for all employees for fairness and equity, allowing all staff to control the  balance of work and personal issues to the best advantage of both.

Eldercare vouchers - Private companies already offering childcare vouchers are now beginning to promote eldercare vouchers too, and some also offer Eldercare Information Services, along the lines of help offered through EAP’s but more tailored.  As with childcare vouchers, they are only redeemable for care registered with social services and are not at present subject to either NI or tax relief.  Amicus suggests that vouchers for respite care may be of use.  As research suggests that the majority of care is limited to practical help for a few hours a week, it is difficult to envisage how much vouchers for registered care can help.  They may be administratively complex for help given and numbers they are useful for, and if they involve salary sacrifice this could reduce financial benefits for carers.  
Workplace day care – Only one example of this kind of support has been found.  This is the Arthur Wilson House in Coventry which offers day care for up to 25 elderly relatives of motor trade employees.  It was opened in 1997 and is run by Peugeot and the Motor and Allied Trades Benevolent Fund.  The Staffordshire University survey of carers had 13 respondents interested adult or elder day care, but consideration could be given to providing care jointly by a number of adjacent large employers to the benefit of all.
Generally the research notes the difference between what carers want and make use of, and what managers think they want and/or can provide, so any provision for care givers needs to be carefully thought through.  The following quotes from an American article (Custer) sum up the balance well – 

“Many workers are reluctant to be open with their supervisors about their care giving responsibilities for fear it will affect their job security or career prospects. They deal with the stressful balancing act  as best they can but it’s inevitable that performance at work will suffer.”
“Employers know that decreased productivity isn’t good for business.  It’s expensive to recruit and replace staff lost to the duties of care giving.”
9. Conclusion
One of conclusions from the JRF report on juggling work and care (Phillips) was that family friendly policies are still evolving and being tested by carers and implementation is still in the early stages.  Systems of monitoring and review are yet to be properly developed, policies are not being evaluated, and therefore organisations have little information on who benefits or not.  More research is needed into what works, and what does not, for carers and managers.  Managers and carers come from different viewpoints – managers see a balance of work and care; carers see a complex juggling of work, home, career, family, caring and social life.  In addition every case is different – care may be given to someone who is living with the employee, some may be further away, and as mentioned earlier, cultural responsibilities may mean employers need to rethink the terms of compassionate leave or manage employees who need to travel abroad because of eldercare issues.

However there is recognition on the behalf of employers that something needs to be done – 
“Employers who can meet diverse demands can recruit and retain from a wider talent pool.” (Managing Director of You at Work in Employers for Work-life Balance), and
“Enabling men and women to combine work and care is crucial if employers are to have a sustainable work force.”   (Phillips)

Employees have identified access to flexible working practices as very important as these give them control over how they combine work and care.  They perceive that they do not then have to ask for special leave which could mark them as a carer, and therefore a potential problem for their employees.  Cultural change is vital to combat this fear.

There is increasing consideration of a lifecycle of caring responsibilities, and that most people will have some form of caring responsibility at some time in their lives, but who has the responsibility for supporting families in their caring and work roles?  Should it be public support or private?  In North America researchers are beginning to look beyond initial solutions, and articles are appearing on the more fundamental issues of how society as a whole should provide care for those who need it, young and old, while still expecting all those who can work to do so.
If care givers are expected to and willing to work, along with the evidence that some work is psychologically beneficial, then “duty of care” should be given to the care givers themselves.  Increasingly they shoulder society’s caring responsibilities, and in the case of eldercare, usually informally in their own time and often unseen.
10. Recommendations
To summarise, some of the ways in which higher education employers can aid those with eldercare responsibilities are as follows –
	That the institution has a culture of openness and understanding around eldercare – this will enable employees to obtain help early enough before “trying to be seen to be coping” tips over into not coping.  This would help to reduce the number of employees choosing to leave or going off ill or with stress themselves.  Neither is good for business.



	That employees and managers are informed about current leave policies to help to prevent carers from using too much annual leave and sick leave on emergencies.



	That provision is made for employees to access flexible working options, such as flexitime or flexible working hours, homeworking, compressed hours and temporary reduced hours.  This will enable carers to help themselves juggle basic caring needs.  The availability of flexible working should be well communicated.


	That training and information are provided for line managers – this will build confidence in dealing with eldercare issues at work.  In addition a lack of guidance may mean that managers can interpret policies in different ways.  Managers may be more accommodating for people they know and have built up a core of trust with.


	That the cultural and religious diversity of the organisation is recognised, including the issues that may arise with the differing definitions of family responsibility and duty.


	That consideration is given to providing access to advice services and local information, perhaps via an employee assistance programme, or via a website with relevant contacts.  This will also enable employees to help themselves.


	That consideration is given to providing or giving access to day care for elderly relatives of employees.  This could be in partnership with other large employers such as FE colleges, NHS trusts or councils.


	To have a general awareness that in the crisis of caring, people will use what is familiar and easily accessible, and may be reluctant to communicate any sense of not coping.
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Appendix 2: Copy of carers questionnaire used at Staffordshire University
EMPLOYEES WITH CARING RESPONSIBILITIES

Dear colleague, 

Staffordshire University is concerned about the caring responsibilities that its employees have.  In order to document these responsibilities we are administering this questionnaire across the university.  This research project has received ethical clearance from the faculty of Health and Sciences Ethics Research Committee.  The data we are collecting will be used to inform university employment policy and will also be used for published reports.  The information you provide in this questionnaire is completely confidential and you will remain anonymous.  None of the information you provide will, nor could, be used to identify you.  However if you would like to take part further in the research, please leave your contact details at the end of the questionnaire.  The information will be securely kept and nobody outside the research team will have access to this.  After being processed, all identifying information will be destroyed.  This questionnaire will approx take 10 minutes to complete.

Many thanks for your time.

SECTION 1 Background

Please tick boxes as appropriate
1. Gender:
Male 
Female 
2. Age:
18-25     26-35    36-45    46-55    56-65    66 and over
3. Ethnic Background:
White British  



White Irish 

Other White background

Black or Black British – Caribbean 

Black or Black British – African 

Other Black background 

Asian or Asian British – Indian

Asian or Asian British – Pakistani

Asian or Asian British – Bangladeshi 

Chinese or British Chinese 



Mixed background
 
Other Ethnic background 

Please specify__________________


4. Do you consider yourself to have a disability? 
Yes       
No
5. Marital status: 
Married    Cohabiting Single Divorced 

Widowed Separated   

6. Work Status:   Full-Time      Job-Share     

      Part-Time      If Part-time, what fraction? i.e. 0.5 _____
7. Job Category: 
 Manual Scale 1-6 Senior/ Principal Officer   Lecturer/Senior Lecturer Principal Lecturer/Professor     Researcher   
P/T Lecturer Management     Other  Please specify________________
SECTION 2 Caring Responsibilities

8a. Do you have caring responsibilities? 




Yes    
No 
If no, the remaining questions only relate 





      to participants with caring responsibilities.





     Please submit the
questionnaire.
                                                                            Thank you for your participation. 
8b. If yes, please indicate what types of care you provide, and your relationship to the person/people you care for.  Please tick all relevant categories                                                        
Care for an elderly person 65+  ___________________
Care for a child/children 
   ___________________
Care for a disabled adult
   ___________________
Care for a disabled child                     ___________________
SECTION 3 Child care

If you only have adult /eldercare responsibilities please go to SECTION 4.

9. How many children do you have caring responsibilities for? _____
10. How old is the child/children?  0-3    4-6 7-10   11-14    15-17
11. Are you aware of provisions/ polices or procedures at work that you can use to support your child caring needs? 

  Yes   No    If no, please go to question 14.   If yes, please specify which ones: 
___________________________________________________________________________

___________________________________________________________________________
12a. Have you used any of these provisions?

Yes       No  If no, please go to question 14.  If yes, please specify which ones:
__________________________________________________________________________
__________________________________________________________________________
12b. How would you rate these provisions?  Please circle
1  Very poor       2  Adequate        3  Satisfactory        4  Good          5  Very Good 

13. Have you ever used the university nursery provision?

  Yes    Please describe your experiences?
__________________________________________________________________________
__________________________________________________________________________
  No    If no, please indicate why?
__________________________________________________________________________

__________________________________________________________________________

We would like the opportunity to learn more about your experiences of using the university’s nurseries. If you would like to participate in a focus group discussion about this, please provide your details at the end of this questionnaire.     

14. Please specify what additional provisions you would like to see provided by the University in terms of child care:
____________________________________________________________________________________________________________________________________________________
SECTION 4 Adult Care and Eldercare 
Please answer these questions if you are involved in adult and eldercare, if you are not, please go straight to SECTION 5.
15. What is the age of the adult you care for?

18-25      26-35     36-45    46-55    56-65    66 and over 
16. How many adult/ elders do you have caring responsibilities for? ___
17. Specifically relating to adult care, please indicate the sort of care responsibilities you undertake:   Please tick all relevant categories
Help with personal care (dressing, washing, bathing, and feeding) 
Help with physical needs (walking, getting up/down stairs, getting in/out bed) 
Help with paper work/ financial matters (writing letters, sending cards, filling in forms,
                                                                                  dealing with bills, banking) 
Help with daily activities (preparing meals, shopping, cleaning, and gardening) 
Help with giving medicines/ Taking to medical appointments 
Keeping a watch over them (checking safety, security, and wellbeing) 

Taking them out 
Making regular telephone calls 

Other, please specify  _____________________________________________
18. How many hours on average per week do your caring responsibilities take up?

0-5 6-9 hours10-19 hours per week 20-49 hours per week 
50+hours per week 

19. How long does a single journey take to travel to the person you care for? 

No time, the person lives with you       Less than 1 hourLess than 2 hours   Less than 3 hours 3 hours or more
20. Are you aware of provisions/ polices or procedures at work that you can use to support your Adult/ Eldercare needs? 

Yes  No  If no please go to question 22.  If yes please specify which ones: 
____________________________________________________________________________________________________________________________________________________
21a. Have you used any of these provisions?

Yes    No          If no please go to question 22.  If yes please specify which ones?
____________________________________________________________________________________________________________________________________________________
21b. How would you rate these provisions? Please circle
 1  Very poor
          2    Adequate
      3   Satisfactory
    4  Good          5     Very Good 
22. Please specify what additional provisions you would like to see provided by the University in terms of Adult/ Eldercare:

____________________________________________________________________________________________________________________________________________________
SECTION 5 Combining work and care

23. What options at work are you most likely to use to deal with your caring responsibilities?     Please tick all relevant categories 
Take sick leave



Taking paid leave 




Taking unpaid leave 



Taking both unpaid leave and paid leave

Taking holiday/Annual leave


Job Share  





Flextime 




Paid overtime




    Working in lieu


Holiday Sports Scheme   


  University Nursery   



Other 





 

please specify  _______________________
24. Do your caring responsibilities combined with work commitments place undue levels of pressure on your family life?

 
Yes No 
25. Does combining work and caring responsibilities impact on your work? 

No Yes If yes, please can you describe how?  ____________________________________________________________________________________________________________________________________________________
26a. Do other people assist you with your caring role? 

Yes 
No If yes, who are they?

____________________________________________________________________________________________________________________________________________________
26b. Who provides you with personal support?     Please tick all relevant categories
Family Friends Neighbours Work colleague/s  Manager    

Voluntary agency Statutory body Other  please specify  ________________
27. Have you had to make any of the following changes because of your caring responsibilities?
Switched to part-time work 
           
Transferred to different duties

Considered resigning 

           
Started Job-sharing



Transferred to fewer responsibilities 
Moved department

     

Refused/ Not applied for training 
 
Refused/ Not applied for promotion
 
Other  please describe ____________________________________________

28. Would any of the following changes at work help you personally to
combine your work and caring responsibilities? Please tick all relevant categories
· Options for part-time work 

· Day time  Adults/ Eldercare provision 

· Vouchers for childcare  
 
Options for job sharing

 
More flexible working hours such as flexitime
· Opportunities to work from home 
· Career break for several years 

· More personal/ emotional support from colleagues
· More personal/ emotional support from managers 

· Assistance from the employer through the provision of information, a support             group etc
· Special paid leave of a few days a year for carers
· More supportive policy implementations
· Wider childcare provision in the school holidays 
· Other help   Please specify ______________________________________________________________
We would like to thank you very much for you participation.  This data will be extremely useful for informing the university’s employment policy.

However we would like to learn more about your experiences of combining work and care and invite you to a confidential and anonymous interview.  We would also like talk to you about the university’s nursery provision and invite you to a focus group discussion about this service.
Therefore if you would like to further participate in the research, please provide your contact details:
Name__________________________

Work address_____________________________________________________________

Tel._________________________
Email _______________________

Please indicate what care issue you would like to discuss further with us:

Elder Care        Adult Care       Child Care          Nursery Provision  
If you would like more information about health care services, please try:

Carers UK accessible online at: http://www.carersuk.org/Home
Telephone 0808 808 7777 or e-mail info@ukcarers.org 
Please return this questionnaire by Friday 4th November to:

Clare Harp, Senior Clerical Assistant, FEO/Diversity Team, Personnel Services, Winton Chambers, Stoke.

Tel: 01782 292775

E-mail:  c.l.harp@staffs.ac.uk 
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