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Women and Work Inquiry – Summary of Written Evidence 
 
Introduction 
1. The Committee agreed to undertake an inquiry into Women and Work on 13 
September 2011. Building up to the inquiry, the Committee has: 

 Held a round-table session during Trade Union Week, on 21 February 2012 

 Lead the Parliament in a debate on Women and Work on 20 June 2012 

 Emphasised gender in its approach to scrutiny of the Draft Budget 2013-14 

The call for evidence 
2. A call for evidence was made on 10 December 2012 and 57 written submissions 
were received by 6 February 2013. The call for evidence sought solutions on a range of 
issues already raised in the preliminary work described above. There was a general call for 
evidence, and one specifically aimed at local authorities (see Annexe). 

3. Responses came from 19 local authorities, five unions, five individuals, 14 third-
sector organisations, as well as other public-sector organisations and academics. Only one 
submission was received from a private-sector business. 

The evidence 
4. The general call for evidence was very broad with many overlapping issues. Many 
responses address the same points and confirm a lot of the detail that the Committee had 
already heard. Three key issues presented themselves in the written submissions: 

 Occupational segregation, both segregation of women and men in certain job types 
(horizontal segregation) and the lack of women in promoted posts (vertical segregation) 

 More flexible working opportunities needed to fit around caring responsibilities 

 The need for high-quality, affordable and accessible childcare 

5. Equal pay in local authorities and the impact of welfare reform were also raised. 

Women in the Labour Market 
6. The submission from Glasgow Caledonian University’s WISE (Women in Scotland’s 
Economy) presents data on the current position of women in the labour market. It shows 
the pattern of women’s employment and economic activity since the start of the financial 
crisis of 2007 to September 2012. The data shows that between 2007 and 2012: 

 Women’s unemployment has risen from just under 5% to just over 7% 

 The proportion of women working full-time has decreased by 45,000 

 The number of women working part-time has increased by 20,000 – it is suggested 
that this trend indicates that women workers are either reducing their hours in 
current employment or cannot find full-time work and are therefore ‘underemployed’ 

http://www.scottish.parliament.uk/parliamentarybusiness/28862.aspx?r=7193&mode=pdf
http://www.scottish.parliament.uk/parliamentarybusiness/28862.aspx?r=7261&mode=pdf
http://www.scottish.parliament.uk/parliamentarybusiness/CurrentCommittees/52318.aspx
http://www.scottish.parliament.uk/S4_EqualOpportunitiesCommittee/ww_call_for_evidence.pdf
http://www.scottish.parliament.uk/parliamentarybusiness/CurrentCommittees/57895.aspx
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 The number of women with second jobs initially increased in the early stages of 
recession (2008), but has since fallen overall by about 2,000 

 The number of women in temporary employment has fallen since before the start of 
the recession by about 10,000. 

7. WISE provides this analysis of the data: 

“…women’s employment levels have reduced in the wake of the economic crisis 
which began at the end of 2007; full time, part time and temporary jobs have all 
been lost by women and economic inactivity rates have risen correspondingly. A 
rise in the number of part time jobs against a fall in full time jobs indicates that 
women may be ‘underemployed’ in the stagnating economy. Women have not been 
directly affected by job losses as a result of decreased demand for good and 
services but rather as a result of the public sector spending cuts that have been 
implemented as a response to the economic crisis. Given that more women than 
men work in the public sector, public sector spending restraint impacts much more 
on female employment than male. While men lost jobs in sectors that are ‘cyclically 
sensitive’ such as construction, when public spending cuts were introduced, it was 
women that were affected as public sector employees, particularly low paid public 
sector workers. Twice as many women than men work in the public sector in 
Scotland. Data indicates that from 2007 to 2012 there was a fall in the numbers of 
both men and women working in the public sector in Scotland; from 2007 to 2012 
the proportion of women working in the public sector fell by 2.5% from 38.2% to 
35.7% and for men the proportion fell by 1.3% from 19.7% to 18.4%.” 

Occupational segregation  
8. Most respondents referred to horizontal occupational segregation, where women 
and men are concentrated in specific types of work, although there was some reference to 
vertical occupational segregation where women face barriers in moving up the grade scale, 
often referred to as the ‘glass ceiling’. 

Occupational segregation in the workforce 
9. Close the Gap describe the significant gender segregation in the labour market, and 
state that it has worked with stakeholders on career choice who believe that biological 
explanations for gender segregation are immutable. The differences in educational choices 
translate into different career choices and different rates of pay. Close the Gap refers to 
existing programmes that challenge occupational segregation and state: 

“The analysis underpinning most of this activity, is that equipping girls to participate 
in the labour market in higher-paid careers will increase women’s income from work, 
financial autonomy within the household, and decrease women and children’s 
poverty. Of course, none of this addresses the relatively low value ascribed to 
female-dominated occupations….” 

10. Some respondents described segregation in their sector. For example, EIS referred 
to statistics in the education sector: 

 The teaching workforce is predominantly made up of women. Men are significantly 
under-represented in the Primary and Pre-School sector workforces.  

 Men are over-represented in Primary sector management posts.  

 The proportion of women in management positions in the Primary sector are broadly 
representative of the proportion of women teachers employed in the Primary sector. 
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However, in the Secondary sector, women are grossly under-represented in 
management positions in relation to the workforce as a whole.  

11. EIS states that more research is needed to show why management positions in 
secondary education are not a viable option for women. 

12. Firstgroup (UK) said that historically the transportation industry as a whole has had 
difficulty attracting women into its workforce:  

“Some roles are still mistakenly associated with a particular gender and the nature 
of some job roles does mean that they are more attractive to men. Support by the 
educational sector to encourage a shift in the mindset of females may help in 
addressing this issue.”  

13. Regarding recruitment, the success rate for women is consistent with the proportion 
of applications from women – “which leads us to believe that the main issue to improve our 
gender diversity is to attract more interest from female applicants”. Firstgroup has made a 
commitment to tackle occupational segregation:  

“In the coming year we plan to investigate further the barriers behind the low 
numbers of women in the transportation industry. In addition, we plan to target more 
recruiting efforts at local female-oriented community groups in an effort to attract 
more women applicants.” 

14. RCN Scotland said that, as of September 2012, 89% of NHS Scotland-employed 
nursing and midwifery staff were women. Of the 20 directors of nursing in NHS Scotland 
boards, 90% were women, in line with the nursing workforce’s general demographic.  

15. However, this should be balanced by views expressed in a 2011 RCN member 
survey which demonstrated that just over 70% of NHS respondents believe it will be very 
difficult for them to progress from their current grade. 

16. Prospect described the lack of women in the STEM workforce: 

“Women’s under-representation in science, engineering and technology (SET) is not 
a new problem but, despite some slow progress in recent years, it remains 
pervasive….Furthermore, the ‘leaky pipeline’ ensures that a higher proportion of 
women than men either never use their academic qualification in a SET role or 
leave for other occupational pastures.” 

17. A 2012 Prospect survey of women members working in science and engineering 
across the public and private sectors found that women leave science employment due to: 

 Uncertainty over funding or contract renewal – Currently threats of redundancy and 
outsourcing are having a significant impact in the public sector, though concerns 
over short-term contracts are particularly marked in higher education. 

 The professional impact of having a family or part-time working – There is still 
something of a presumption against part-time working, especially at more senior 
levels, and many women identified this as a barrier to progression or promotion.  

 Unhappiness with male-dominated workgroups and culture – A majority still work in 
teams and for employers where women are in the minority. This is particularly 
marked in the private sector.  



 4 

18. According to Prospect, “there is no single agency that can resolve the range of 
economic, institutional, organisational and cultural challenges that exist. But politicians, 
educators, business leaders and individuals all need to play a part.” 

19. The Scottish Women’s Development Forum (part of ACPOS) had some very 
specific concerns regarding the imminent move to a single police force: 

“With 65% of police staff being female, most in lower graded/paid roles, they are 
likely to be the most affected by the move to one force. It appears to be the case 
that some staff may be forced into choosing between their role and their location. 
With many members of police staff having very specific 
knowledge/roles/qualifications this could potentially have a huge impact on a large 
amount of females. Centralisation of police staff posts is likely to lead to job cuts or 
relocations, which will have more of a detrimental impact on female staff, particularly 
those with caring responsibilities (which statistically more women have) who are 
less able to relocate for work.” 

20. In contrast to these views, Susan Rice of Lloyds Banking Group said: 

“Contrary to some common assumptions, I believe that: (a) All women do not share 
the same aspirations and the same challenges regarding work; (b) Managing a 
young family and working are not necessarily mutually exclusive; and (c) ‘Family 
friendly’ practices can be helpful, but not always; enhancing such policies doesn’t 
always benefit women in terms of their aspirations for work.” 

School education 
21. Allison Johnstone described how a solution to occupational segregation is often 
sought through education, but is doubtful of its success as a policy on its own: 

“A response to this is often to get more school children studying appropriate 
subjects. While this is undoubtedly important, it will have little impact on its own if 
the work place structures as so inflexible that people (in particular women) end up 
leaving or downgrading.” 

22. The call for evidence sought information from local authorities about specific 
education initiatives to address gender segregation. The responses ranged from a gender-
neutral focus on subjects, to some limited examples of encouraging girls into non-
traditional sectors of female work: 

“The council has not made any special arrangements to target girls for any topics… 
nor indeed boys for others. This has not been an issue of concern for any pupil or 
family – young people have all been able to choose courses and subjects of their 
choice.” (Angus Council) 

“Any female student showing an interest in a career in construction, engineering, 
manufacturing or other non-traditional sector of female employment will receive the 
same support in terms of advice, training opportunities and work experience as a 
male student.” (Clackmannanshire Council) 

23. Fife Council said that its secondary schools have processes in place to encourage 
more girls to take up science, and North Ayrshire Council said that female presenters who 
work in male industries (and vice versa) are invited to give careers talks to pupils. West 
Lothian Council said that it had been working with Close the Gap to tackle occupational 
segregation. An initiative to come out of this is the proposal to map key points during 
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primary and secondary education where opportunities exist to develop positive messages 
related to gender equality and the labour market. 

Further education 
24. The College Development Network described the ongoing challenge in subjects 
studied in colleges: 

“As colleges have close links with industry, communities and local agencies, it puts 
them at the centre of economic development and regeneration in Scotland. They 
therefore play a critical and valuable role in delivering the skills, competencies and 
learning that fuels the economy. Colleges are working to create opportunities to 
tackle gender imbalance and occupational segregation in certain industries; with 
many working closely with employers and industry bodies to increase and support 
the participation of, for example, women in the science, energy, engineering and 
land-based sectors.” 

25. Skills Development Scotland said that it “has a range of equality and diversity 
support for its colleagues delivering Careers Information Advice and Guidance services in 
order to enable them to understand gender equality issues and have the confidence to 
challenge stereotypical career assumptions.” Regarding Modern Apprenticeships, it said 
that it is executing an equal opportunities action plan to address occupational segregation 
and that its equality outcomes would be published at the end of April for the Public Sector 
Equality Duties. 

Care leavers  
26. Barnardo’s Scotland highlighted the need to challenge stereotypes for young female 
care leaves that face peer pressure not to take on employment. “For many of the young 
women we work with, such as care leavers, there can be a general assumption that for 
them a positive destination on leaving school is to start a family.” 

Scottish Government Action 
27. A few respondents criticised the Scottish Government’s approach to tackling 
occupational segregation. Engender referred to the ‘lip service’ the Scottish Government 
has paid to faster progress on tackling occupational segregation and the  gender pay gap. 
It said that to achieve meaningful change to deeply embedded structures of occupational 
segregation will require much wider policy approaches. The EHRC said that given the lack 
of progress on occupational segregation, “it is concerning that occupational segregation 
has been a Cabinet Level priority for the Scottish Government since 2008”. 

Solutions 
28. It has been suggested that a national strategy, with a range of stakeholders, be 
developed to tackle occupational segregation.  

29. For example, Close the Gap suggests involving a broad range of stakeholders to 
challenge horizontal segregation. It suggests that a national strategy is required and that 
mainstreaming must be part of the solution, and that “no skills or education policy or 
delivery should happen without consideration being given to how it will deliberately reduce 
occupational segregation.” 

30. EIS recommend that there is a need to establish a Scottish Government National 
Strategy working group to tackle the complex issues within occupational segregation and 
to co-ordinate the work of all relevant parties. 
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31. EHRC says that a solution inevitably requires a long term and strategic response 
and to ensure that this happens, it recommends that the Scottish Parliament continues to 
scrutinise the budget using an equality analysis and that the Scottish Government leads 
work to embed the PSED, “which will be essential if future strategies for the economy and 
labour market are to have positive outcomes for women”. 

32. More specifically, Engender listed a range of ways of tackle occupational 
segregation which included equal investment across Modern Apprenticeships and analysis 
of PSED reports which are due at the end of April 2013.  

Flexible working 
33. The majority of respondents referred to the increasing numbers of women who work 
part-time, and the desire for more flexible working patterns in employment and the need to 
promote the benefits of flexible working. Particular issues included: 

 Quality part-time work is only available to those in a full-time position who negotiate 
part-time hours. 

 There is a lack of high quality part-time jobs advertised resulting in people 
downgrading and working below their skill level. 

 In the private sector there is a cultural presumption against part-time working. 

 Progression and training are very difficult for part-time workers to achieve.  

 Many businesses will have a policy of part-time or flexible working, but this is not 
always evident in practice. 

 Some sectors have limited opportunities to offer part-time or flexible working 
opportunities, for example, for those working in education or those working shift 
patterns. 

Part-time working 
34. Allison Johnstone, who has worked part-time since she became a mother in 2004, 
articulated the situation for many women working part-time by saying: 

“I am acutely aware of the limitations this decision has placed upon me, in terms of 
engagement with the world of work. And it is a story I have heard many times over 
when speaking to other women…. 

….The transition into part time work, from full time employment, is problematic. If an 
individual negotiates a move with their current employer to part time work, it leaves 
them tied to that company, and that role, as there are very few professional and 
quality jobs advertised either externally or internally.” 

35. Close the Gap describe the situation for working women with caring responsibilities:  

“Part-time working is widely used across Scotland as a way in which women can 
balance work and family life, and particularly their disproportionate share of care… 

…The use of part-time work as a work-life balance coping strategy is not an 
inevitability, though. In Finland, which also provides universal childcare at a low cost 
or no cost to families, part-time work is almost unknown as a solution to work-life 
balance issues, and is principally done by semi-retired people and students.” 

36. Close the Gap criticise employers who suggest that there is a policy to allow for 
part-time working, but that this is less evident in practice: 
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“Despite most organisations having some kind of commitment in policy to part-time 
working, this rarely translates into the suite of measures that would encourage and 
enable part-time workers to apply for, and be appointed to, promoted posts. 
Employers appear to view part-time working as an accommodation to encourage 
retention, rather than as something positive that may attract talent.” 

Flexible working opportunities 
37. Engender said that the lack flexible working “…including extremely narrow scope for 
job-sharing in Scotland is a key area this inquiry should seek to address.”  

38. EIS said that in education there are, in practice, only two models of flexible working 
that can be used – permanent job share or permanent part-time work. EIS says that those 
models can act as an immediate disadvantage to women in the teaching workforce, who 
may have caring duties: 

“In essence, the predominant issue is not to do with the availability of flexible 
working practices, which is a by-product of teacher workforce re-organisation, but a 
lack of full-time permanent contracts with a degree of real flexibility built in.” 

39. Firstgroup described the difficulty of accommodating flexible working with shift work: 

“Many of our businesses have taken steps to adjust shift patterns where possible, 
but it has proved difficult to make substantial changes due to the nature of public 
transport timetables – peak periods of demand do not coincide with working 
mothers’ availability. We do have a number of staff members on flexible working 
arrangements including part time, job share and compressed working hours.” 

40. Most of the local authorities that responded indicated that they had implemented 
policies on flexible working. The range of flexible working includes job sharing, 
homeworking, compressed hours, term-time working, part-time working, family leave, 
carers leave, voluntary reduced working and career breaks. In particular, North Ayrshire 
Council described the benefits of flexible working for the organisation, although there is a 
caveat regarding the availability of childcare: 

“This has had the added benefit of increased motivation, morale and retention which 
has been a significant benefit for the organisation. At the same time, it has also 
allowed the organisation to deliver some savings, which has created an ideal “win 
win” situation for both the employee and employer. Currently 5% of Managers and 
22% of Teachers have moved to flexible working hours arrangements. The primary 
reason for these changes have been for caring responsibilities or an improved work-
life balance, but in most cases a degree of flexibility has been co-operatively built 
into the arrangements which has been to the mutual benefit of both parties. It is 
acknowledged however that for employees who work shift patterns, e.g. Care at 
Home Assistants there is a limited choice of flexible arrangements available. The 
situation is also further compounded by very limited childcare available within the 
local area to suit these employee’s working hours/shifts, albeit there is adequate 
provision locally for childcare between the hours of 8am to 6pm. Over time, given 
the demographic profile and potentially an increase in dependent care 
responsibilities, this could become a bigger issue for employees who need childcare 
essentially on a 24/7 type arrangement.” 

Promoting the benefits of flexible working 
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41. Both Highlands and Islands Enterprise and Scottish Enterprise were keen to 
highlight the potential benefits of flexible working opportunities. HIE said that “A latent 
source of skilled labour can be accessed by employers who adopt a flexible approach to 
working hours and working patterns and the exploitation of technology also opens up new 
opportunities.” It also referred to a 2010 example of exploring home working with Vertex: 

“The pilot identified home-working as a practical and cheaper delivery option for 
Vertex’s contact centre function, increasing their competitive advantage. It also 
opened up high value, sustainable employment opportunities for people disengaged 
from the labour market as well as helping break down barriers to employment 
experienced by those with caring responsibilities (predominantly women), disability 
or childcare demands. HIE continues to promote the growth of home-working as a 
means of opening up high value opportunities, particularly in rural locations.” 

42. Scottish Enterprise said it recognised that some flexible working practices 
encourage women to play a greater role in the economy, particularly to accommodate 
caring responsibilities.  

“Our focus is to work towards making businesses aware of the benefits that offering 
these terms can bring and in particular an equal opportunities approach can realise 
the following opportunities: 

 Increased financial performance and productivity  

 Access to a wider recruitment pool  

 Higher staff retention and motivation  

 Increased employer image  

 Improved creativity and innovation  

 Better service delivery and customer approval  

 Improved marketing and brand awareness  

 Increased access to public procurement” 

43. In contrast to most respondents, Susan Rice of Lloyds Banking Group said: 

“Some women aspire to high levels of success, to rising up in their organisation, to 
having great influence, while others often reach a stage where they decide those 
goals are not worth the effort. I think we have to respect both approaches, but we 
mustn’t assume that the latter group would have achieved more simply by a change 
in policy or workplace practice. Some women, in fact many of the most senior and 
influential women I know, would say that the extent of family friendly workplace 
practices did not significantly affect their own progress or success”.  

Solution 
44. Respondents were clear that the way to tackle the lack of flexible working 
opportunities is to promote the benefits of flexible among employers. For example 

“There is no mechanism by which employers can be required to offer work on a 
part-time basis, although many employees have legal rights to request to work 
flexibly. In practise, employers are able to deny such requests on a variety of 
grounds. In the absence of such a lever, solutions to the lack of part-time working 
may have a focus on persuading employers of the business case for employing 
people part-time; in supporting employers to design part-time jobs appropriately; in 
linking part-time working in the public sector to compliance with the public sector 
equality duty; and in building an evidence base of the benefits to an increase in 
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quality part-time work to individual employers, specific economic sectors, and the 
economy as a whole.” (Close the Gap) 

“Part of the solution to women’s low status and low paid work lies in increasing the 
availability and quality of part time work, and in ensuing that more women are able 
to request flexible working in their full time jobs, so that the downgrading of skills is 
minimised.” (Working Families) 

“We believe this inquiry should therefore recommend: 

 The business case for flexible working, including job-sharing in Scotland is 
developed through the lens of gender, and subsequently widely disseminated 
and promoted 

 Exploring scope for incentivising uptake of flexible working requests 

 Targeted support for gendered employability services in Scotland.” 
(Engender) 

“The Commission recommends that the Committee considers how the social and 
business benefits flexible working practices can be better promoted across the 
public and private sector to improve the uptake of flexible working for women and 
men.” (EHRC) 

“Building robust evidence of the business and economic benefits of women’s 
contribution to the workforce and to economic growth is an essential component to 
gain the commitment of the business community. Demonstrating the value of non-
traditional approaches to employment, such as creativity in working patterns and 
breaking down occupational stereotypes, will help widen the recruitment pool and 
encourage workforce diversity which contributes to innovation.” (HIE) 

Childcare 
45. The high cost and availability of childcare was cited as a significant barrier to 
women working by a number of respondents. In particular the issues raised included: 

 The desire for free universal childcare 

 Increased availability in terms of hours, and location, ie in rural areas 

 Out of school hours provision for older children 

 Identifying links to other policy areas 

 Challenging the notion that childcare is a job for women 

 The lack of men employed in the childcare sector 

Universal Childcare 
46. Some respondents made calls for universal, free at the point of delivery childcare 
that is high quality and accessible. For example: 

“Children in Scotland has repeatedly argued that a high quality, universal, integrated 
system subsidised by government nationally and locally is key to meeting these 
diverse agendas as a system of support to families and to society.” (Children in 
Scotland) 

“At Engender, we call for universal access to free childcare at the point of delivery, 
based on influential role of Nordic models in reducing gender inequality. Though this 
inquiry calls for practical solutions, it certainly bears emphasising that barriers to 
progress with childcare is normative and values-based. Any approach which is not 
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underpinned by a vision of transformative shifts in cultural attitudes towards caring 
professions will result in flawed analysis and severely limited prospects from the 
outset.” (Engender) 

Accessibility 
47. Accessibility in terms of the hours that childcare is available, the cost, and the lack 
of childcare in rural areas were highlighted, for example: 

“For many parents, particularly women, access to affordable childcare remains a 
significant barrier to work. Barnardo's Scotland welcomes the Scottish 
Government’s commitment to increase childcare to 600 hours for all three and four 
year olds. However, there remains far too little support available for those parents, 
particularly lone parents, with children under the age of three or in school. Lone 
parents can face particular difficulties in combining employment with a school drop 
off at around 9am and pick up before 3pm, and this is an issues consistently raised 
by the young parents we work with… 

…Without accessible and affordable childcare the choice to work for many young 
women is simply not one they can make.” (Barnardo’s Scotland) 

“Only a fifth of local authorities report that they have enough childcare for working 
parents and only one in ten local authorities have enough childcare for parents who 
work outside normal office hours.” (Save the Children) 

“The availability and cost of childcare provision is an important determinant of 
women’s participation in employment. Provision can depend on demand and vary 
over time. This reinforces the circular argument of supply and demand. If there are 
no jobs available locally which provide a wage sufficient to meet and exceed 
childcare costs there will be no demand for childcare. If childcare provision is not 
available many women will not be able to consider employment.” (HIE) 

48. In terms of the extra provision of free pre-school education that is being proposed in 
the Children and Young People Bill, the Scottish Childminding Association said: 

“I don’t see the increase in the number of free hours that is proposed in Scotland is 
going to really help the majority of women to access work. Those hours were 
originally to give access to preschool education that is mostly provided by local 
authority nurseries. That has proved successful but not in relation to employment 
but rather to improving outcomes for children. Trying to make these hours more 
flexibly delivered is likely mainly to assist parents using private nurseries who are 
partner providers.” 

49. The Scottish Women’s Convention referred to the lack of available public transport 
in rural areas and said: 

“These transport issues, coupled with the fact that there is little childcare available in 
rural areas, has a strong influence on employment for women. This is especially the 
case as much of the work available in these parts of Scotland is part-time, seasonal 
and temporary”. (Scottish Women’s Convention) 

50. Reference was also made to the reliance on informal childcare: 

“Parents involved in the childcare conversations highlighted their reliance on 
informal childcare provided by family and friends, some through preference but 
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many due to lack of locally available childcare. For working parents, the current 
inflexibility around taking up free nursery hours for 3 and 4 year olds and a lack of 
childcare services out with normal working hours of 9-5 were reported as common 
concerns. Atypical hours are much more likely to affect lower paid workers due to 
the nature of employment opportunities available to them.” (Save the Children) 

51. The Scottish Women’s Convention said there could be a detrimental effect on the 
health of those providing informal childcare, often grandparents. One Parent Families 
Scotland indicated that lone parents rely heavily on informal childcare. 

Gendered workforce 
52. The Scottish out of School Care Network described the gendered childcare 
workforce which is made up of 97% of women and 3% of men. The out of school care 
workforce has a slightly higher percentage of men at 8%. The network said: 

“The need to support more males to consider childcare careers has been noted in a 
number of reports in recent years including the Scottish Government’s Economic 
Strategy and an Independent report by Professor Susan Deacon. There have been 
a number of campaigns which aimed to encourage more males to consider social 
service career.” 

Links to other policy areas 
53. Children in Scotland call for a more joined up approach on childcare that would 
tackle child poverty, increase employment and improve early years health.  

54. On out-of-school care, the Scottish out of School Network said that there is a 
positive impact of that type of provision, especially for lone parents. It argues that out-of-
school care contributes to anti-poverty and wider economic strategies; provides more tax 
revenue from the pay of parents; improves the quality of life and connectivity of 
communities. It is suggested that it can also break the cycle of deprivation in some areas, 
by allowing women to work and reaching out to children. 

Solutions 
55. A number of respondents have called for further investment in childcare: 

 EIS call for further investment in childcare as a “key pillar of the Scottish 
Government’s action plan on women’s employment.” 

 Save the Children said the Scottish Government should prioritise measures to help 
parents living on the lowest incomes to meet the cost of childcare, as a first step to 
addressing the wider issues in relation to childcare: 

“Rather than apply a few incremental improvements to a few geographical areas, 
perhaps a more radical approach might be to create a complete system of support 
for children and families from pre-birth through to school age childcare in one 
particular area, chart the impact, and fully cost how this might be spread across 
Scotland. Interesting examples underway of attempts at a holistic approach are One 
Glasgow's application of the Total Place model. The lack of an economic 
assessment of the cost of introducing an entitlement to childcare is a barrier to 
developing and more coherent national approach.” 

56. The EHRC suggest that childcare is becoming a critical issue “which requires an 
urgent response from Government.” 
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Equal Pay in Local Government 
57. As part of the call for evidence, the Committee sought views from local authorities 
on equal pay. Of the local authorities that responded, most indicated a commitment to 
equal pay and/or a policy relating to equal pay. Many also referred to the Public Sector 
Equality Duty which requires public authorities with at least 150 to publish gender pay gap 
information and an equal pay statement which includes detail of the authority’s equal pay 
policy and the occupational segregation within the workforce by 30 April 2013. 

58. This may be an issue that the Committee could to return to at a later date. 

Welfare Reform 

59. Another issue highlighted by a number of respondents was the impact of welfare 
reform on women, and in particular the impact on lone parents, the majority of whom are 
women. The Scottish Women’s Convention described the fear and confusion there is about 
the changes to tax credits being brought in under Universal Credit, in terms of entitlement 
thresholds and working hours requirements. There is also concern about how the 
Universal Credit will be paid, monthly in arrears, which will force women to change how 
they manage their budgets. 

60. Barnardo’s Scotland referred to a recent Barnardo’s report which: 

“…highlighted how high childcare costs could interact with the proposed new 
system of Universal Credit and the tax system, potentially causing parents to lose a 
substantial proportion of any extra money they earn. In the worst cases, for example 
lone parents with more than one preschool child, could actually face losing more 
money than they earn from working longer hours due to the interaction between the 
‘taper’ and the tax system.” 

61. One Parent Families Scotland refer to a range of regulations for lone parents which, 
they argue, will be weakened by Universal Credit: 

 “Limiting job searches to school hours (including travel time) if their child is under 
13: under new regulations lone parents will only be able to do this if they can prove 
that jobs within school hours are available in their local area. 

 Being able to turn down a job if there is no suitable or affordable childcare available: 
downgraded from regulation to guidance. 

 Being able to leave their job if their childcare arrangements fall through and they are 
unable to make alternative arrangements: downgraded from regulation to guidance.”  

62. More broadly, Engender argued that welfare reform is “extremely gendered and will 
disproportionately impact on women (and children) in complex ways. For instance, the 
single means-tested benefit will undermine women’s financial independence, with far-
reaching impacts on gendered cycles of violence and abuse”. Engender suggest that the 
Welfare Reform Committee should consider the impact of welfare reform on gender in its 
work programme for 2013-14. 

Nicki Georghiou 
SPICe Research 
11 March 2013 
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Annexe 
63. The call for evidence sought solutions regarding the following issues: 

Workforce issues – such as shift working and its impacts; lack of part-time working 
in some sectors and, more generally, the increase in the number of men taking on 
part-time work; employers’ reactions to flexible-working requests and comparative 
public, private and voluntary sector approaches; impact of public and voluntary 
sector cuts; the double disadvantage facing disabled women in the labour market.  

Occupational segregation – such as women being clustered in certain types of 
work – like caring, cleaning and clerical work; women taking on part-time, low-status 
or low-paid work because of caring responsibilities or underemployment; the impact 
of the glass ceiling and whether it is about more women in the boardroom or career 
progression more generally; the lack of evidence of measures to tackle gender 
inequalities, for example, meaningful work experience could be a way to challenge 
inequalities.  

Childcare – such as the need for widely available, flexible childcare to meet 
workers with shift patterns’ needs; the need for childcare to be free at the point of 
delivery; the need for sufficient capacity in the workforce.  

Women in business – the need for support for women in business to help them 
start, maintain and grow their own enterprises.  

Managing unequal pay in local authorities – how to ensure local authority equal 
pay obligations are met.  

Cross-cutting issues – such as the impact of attitudes, in particular where they 
create a gap between employers’ policies and their implementation; the difficulty of 
assessing and understanding patterns of male and female employment because of 
a lack of gender-disaggregated data on employment; how welfare reforms might 
impact on women and, consequently, families.  

64. Local authorities were specifically asked for: 

 details of any specific education initiatives aimed at addressing gender segregation 
in the labour market – for instance, encouraging schoolgirls towards typically male-
dominated sectors like science, engineering, technology and mathematics 

 information on how your authority promotes equal pay and how your authority’s pay, 
broken down by gender, reflects that 

 any good-practice examples from within your organisation relating to gender 
equalities. 


