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We are delighted to be able to support this important research
which has highlighted the change still needed in many
businesses when it comes to ways of working and support
provided to working parents. A particularly striking finding in
the report is that a third of fathers surveyed have changed their
jobs since becoming a father - with a desire for greater flexibility
being a primary driver. Agile working has long been a key
priority and focus for Deloitte - enabling everyone to balance
their commitments outside work with a successful career is
critical to our ability to attract and retain the best people; these
findings serve to show why this focus is so important.”

Emma Codd
Managing Partner for Talent, Deloitte

The Millennial Dad at Work report tells my story. | was unable
to get the flexibility | needed to be a hands-on, involved father
to my children. Like a third of the men who were interviewed
for DaddiLife’s report, | changed jobs before eventually leaving
the workforce altogether. The number of men having flexible
working requests turned down shows there’s a lot of talk, but
little action. That said, | am hopeful for the future. Employers
starting to create more family friendly working practices and
reports like this strengthen the argument that these employers
are doing the right thing and | hope others will follow.”

John Adams
Dad of two and author of Dadbloguk.com

We have seen a dramatic rise in common mental ill-health
conditions in the last decade. The demands on Dads in the
workplace and at home have changed significantly during this
time. The “always on” culture, economic uncertainly, social
media and the evolution of the role of the Dad as a parent all
contribute to an increase in pressure and stress. It is no wonder
that 37% of those surveyed suggest that their mental health

has been negatively affected by the need to balance work and
parental responsibilities. | am really pleased and encouraged to
see that the research has included the focus of the mental health
of the Dads in our workplaces. With suicide being the biggest
killer of middle aged men, it is imperative that employers find
ways to address the inequalities men face and create cultures
that allow our Dads to thrive in work and at home.”

Rob Stephenson
Founder, InsideOut

We know from our own research that fathers are often not
getting the support they need in the workplace. This important
report from DaddilLife underscores the fact that many fathers—
particularly millennial fathers—struggle to take control of their
time and choose the balance that works best for themselves
and their loved ones. At Working Families, we are tackling

this problem through our work with employers to create more
family-friendly, gender-equal workplaces.”

Jane van Zyl
CEO, Working Families

This research is vital and exciting in backing the feeling that
men are changing in their attitudes to work-life balance, with

a tilt towards how life fits with work rather than the other way
round. We started workingdads precisely because more and
more dads were coming to us looking for jobs that allowed
them to combine a fulfilling career with an engaged family life.
Millennials are no longer the future, they are the present and

so any firm that wants to attract the best talent and flourish in
these uncertain times needs to understand their expectations of
work and how different they are to previous generations.”

James Millar

Editor, Working Dads

This report shows that over a third of millennial fathers struggle
with their mental health when balancing their responsibilities as
parents and workers. Having a healthy work-life relationship is
important for everyone’s wellbeing and employers have a key
role to play here.”

Simon Blake OBE,
Chief Executive, Mental Health First Aid (MHFA) England

This research is an important step in recognising that employers
are not keeping pace with the changing face of family life in
Britain. A lack of flexible working opportunities means that too
many Dads aren’t able to be as involved with their growing
families as they would like to be. That has an impact on families
but on businesses, too, as Dads seek out a better work-life
balance. It’s time we recognise how big an issue this is for men
nationwide and a timely reminder that flexible working isn’t only
a female issue.”

Sally Whittle
Founder, Tots100



https://dadbloguk.com/
https://inside-out.org/
https://www.workingfamilies.org.uk/
https://www.workingdads.co.uk/
https://mhfaengland.org/
https://www.tots100.co.uk/
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Introduction

There has been a generational shift for first and second
wave Millennial fathers across their day-to-day parenting
roles. Last year, we interviewed over 1200 dads across
the UK for the first ever Dad Index and discovered just
how far, and how quickly, this shift was taking place
throughout the UK. We found that not only were the
vast majority of Millennial dads more involved than

ever across all areas of parenting, but this was heavily
influencing their buying behaviour as well.

As encouraging as that picture was, we started to hear
from more and more dads whose work-life wasn’t
reflecting this change. A clear picture started to emerge
about a growing gap between dads’ desire for a different
shape of work and the age-old stereotypes and beliefs
that ‘dads should just be at work.’

With at least 1/3 of our lives spent at work!, we wanted
to focus on the vital area of dads at work; specifically,

to better understand the key issues experienced by this
audience and where exactly organisations need to focus
if they are going to successfully drive change for modern
day fathers at work.

There has been a steady change for mothers at work
over the past two decades (albeit there is still much to
do there). This research complements that shift, with a
realization that unlocking the change for this ‘other 50%’
now holds the keys to creating genuine equality at work
for dads and partners at large.

1 https://www.accountancyage.com/2018/10/02/how-
long-does-the-average-uk-employee-spend-at-work/



https://www.daddilife.com/dad-index/
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About this report

The Millennial Dad at Work explores what the new About the dads who have taken part in our research study:
generation of fathers think about work and life; any tensions

they experience that stop them from performing at the

peak of their abilities and, where such tensions exist, the Age range Relationship status

impact it is having on organisations throughout the UK.

These unique insights have been gained through a survey
of over 2000 working dads across every area of the UK, in
every industry classification, with a clear direction about
what this means about the future of work for Millennial
Dads. As part of our research we also profiled the working
status of their partners and how this is affecting the many
facets of their working life.

The methodology behind our study:

i-7%

Single

M_64%

Married

i\.ﬂ\ @ 3

Civil Partnership

iiwi\ G 23

Co-habiting/Living with partner

i.Z%

Extensive quantitative survey with ® 24-29yrs Separated/divorced
. @ 30-34yrs
working dads across
@ 35-40yrs

every region of the UK

Focussed on dads aged Where they live

Scotland 8%

Across a combined

minutes in survey-

. North East 4%
time alone!

Northern 0/ — et Yorkshire &
Ireland 2 % T oo Humberside 8%
North 11 o e
West %
hours of Wales 50
analysis " : 9
° . (o)
c2e— East Anglia %
Midlands 1 9%
London &
cotes——— Greater 1 6 9
444 London o

South

West 8% Eg:tth 1 7%
1 To create the themes and question areas for the quantitative survey, 7 dads were interviewed in a 2 hour face to
face focus group in March 2019. Our recruitment spec was exclusively focussed on Millennial Dads aged 24 - 40, across a
nationally representative base across each region of the UK. The quantitative research took place from April 2019 - May
2019 with 2002 working dads.)

The Millenial Dad at Work | Methodology 6 U
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Working status

@ Employed Full Time (35+ hours a week)

@ Employed Part Time (1-34 hours per week)

@ Freclance / Contractor

Partner working status

¢ W 51

Employed Full Time (35+ hours a week)

G 29

Employed Part Time (1-34 hours per week)

ﬁ%'&s

Freelance / Contractor

ﬁ 4«

Not employed, looking for work

rﬁ-. @12

Not employed, not looking for work

°
ﬁJM
Disabled, not able to work

Length of employment with current organisation

<6

months

6-12

months

Between
-

years

-
W

Between

W
(5]

-
years

>5

years
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In this report we expand on 8 key areas related to work /
life success for Millennial Dads at work.

The majority of Millennial fathers have a different
role at home to that which may have been the
cultural norm for generations gone by.

87% are either mostly or fully involved in day-to-day
parenting duties. The vast majority of dads working
full-time who are fully involved also have a partner
who is working full time (68%) - reflecting the rise
of dual income households, and the equalization of
parenting occurring at the same time.

67% of Millennial fathers believe that their
workplaces as a whole recognize the role of more
active fathers, but only just over 1in 2 believe that
fathers are treated equally to mothers.

Almost 2/3 (63%) of all the fathers in this study have
requested a form of flexibility at work since becoming
a father, but there is a significant gap between what is
requested and what is being granted to dads.

There is a flexibility gap emerging between higher
income fathers and the rest, with fathers who earn
more than £70,000 being granted significantly more
flexible working on the whole than those who earn
less than that.

Fathers regularly experience tension from their
employers in trying to balance work with their new
parenting role. 45% say they sometimes or often
experience this.

37% of the dads as a whole also report regular tension

from colleagues and 45% report regular tension from
their partners.

Leaving work ‘on time’ is the biggest single occasion
of tension, with 1/3 of dads regularly experiencing
tension here.

The Millenial Dad at Work | Executive Summary 10

1/3 of dads have changed jobs since becoming a
father, with 39% of these dads pinpointing “flexibility
to fulfil parental responsibilities” as a reason.

This is an issue in particular for younger fathers, with
41% of those aged 24 - 29 having changed jobs since
becoming a father.

And another 1/3 are actively looking for a new job.

Flexibility is again highlighted as a key reason, and
the number of dads actively looking for a new job
jumps to 40% for dads who are fully involved in
day-to-day parenting

37% say their mental health is negatively affected
as a result of trying to balance work and parental
responsibilities.

Only 23% report the impact on their mental health
as somewhat or very positive.

The role of line managers and HR are key in
starting to change this picture and drive genuine
equality at work for parents.

62% of all the fathers surveyed believe that more
training is needed for line managers around dads in
the workplace specifically.

ll
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The shifting role of dad at home

60%
28%

8 7 O/ of Millenial dads are involved 43

O inthe day-to-day parenting. G 41
The majority (58%) are fully involved in day-to-day parenting, ofiise 43y
and 29% are mostly involved. These figures match our previous -"il 22y
analysis of involvement in The Dad Index, and indicate how quickly
Millennial fathers are becoming a truly equal parent with their The majority of dads who are employed full-time are fully involved
partners across day to day parenting. in day-to-day parenting. The levels of full involvement are still

significant for those working part-time and as contractors, but not

How salary impacts involvement as clear a majority as those working full time.

Less than 64 @ Fully Involved

Combined % of those fully
£10,000 84% ® involved and mostly involved

£10,000 - 55%
£19,999 85,

£20,000 - 504
£29,999 83.,

Reflecting the trend
toward dual
income households,
68% of dads who were fully
involved also had partners who

were working full time.

=e =Je
= =e

£30,000 - 58%
£39,999

o =De
=0e =De
=0e =De

=De =De

£40,000 - 58%
£49,999

£50,000 -
£59,999

£60,000 -
£69,999
91«

_:_@o
=D =D =De

=5e TDe =De
=D =Be =De
=0e =De =De
=5e TDe Do
=0e =De =De
=0e =D =D

£70,000 -

£79,999
85%

70%
87%

=e =De

=e =
_.:@.

=0 =De
_o=:§o

==e =2
==e =2
==e =2

£80,000 +

The equalization of parental involvement for dads is not affected
The equalization of involvement is consistent across all by organizational size. In every organization size band, the
income levels. Over 80% of all dads across all income splits majority of Millennial dads are fully involved. There are higher
are mostly or fully involved in day-to-day parenting. However, numbers of fathers who are fully involved in large organisations,
when it comes to those who are fully involved there is a trend but there are notable majorities of ‘fully involved’ fathers within
upwards toward those who are earning £50,000+. SMEs as well.

The Millenial Dad at Work | The shifting role of dad at home 12 13
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Workplace attitude vs.
Workplace practice

In our survey with the working dads, we wanted to explore the
prevailing workplace attitudes.

Specifically - the dads we talked to they feel that they were
treated equally to mothers and what did they feel about their
organisation’s culture as a whole toward more active fatherhood?

Measuring workplace attitudes

11

Fathers are treated equally to
mothers in my organisation
when it comes to flexibility to
allow parenting responsibilities
to be fulfilled Y3

11

The culture of my organisation is one
that recognises and accommodates
the needs of fathers to be actively
involved at home 39

% Strongly agree % Agree

However, only just over

Tin2

dads believed that fathers
in their organisations were
as a whole treated equally
to mothers in regards of
flexibility.

More than

2/3 S
of the fathers in the ¢
® .,

study believed that

their workplaces

were ones that 9
recognised their

need to be more
actively involved .

at home. ".

=¥

The Millenial Dad at Work | Workplace attitude vs. Workplace practice 14

When we analyse how this is playing out in practice for
Millennial fathers, an even more stark picture is emerging.

Workplace practices

Change in
working hours

39%

56%

Working from home
(3+ days/week)

9%

12%

Working from home
(1-2 days/ week)

14%

19%

Compressed hours

9%

10%

Job sharing

2%

2%

Other

1%

2%

None

37%

% of dads who requested
since becoming a father

% of those dads who
were granted it

of those aged 24 -
29 have requested
a change in
working practice
since becoming a
father with

o
'
o
a

of the same group
requesting a change
in working hours
specifically.

be that working from home, changing work hours, compressed
hours, job sharing or any other forms. But the proportions of those
being granted their requests are substantially lower.

Over half of those who have requested a change in working hours
were successful, but those requesting other forms of flexible working
were significantly less so.. Working from home 1-2 days a week was
the second most frequent request with 14% requesting it. However
less than 1in 5 of those were successful in their request (19%).

15
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How does this gap play out in different industries?

A change in working hours - the top ranking industries

Construction / Retail
Home Improvement -
T/
17
17

0—0

51%
480/ of dads who worked in
o the retail sector have
have requested a change requested a change in

in working hours since working hours since
becomihg a father, with becoming a dad’ with

73% successful. _, 73% successful. _,

{
\
\

|t

Education

=7

)

1/3

of dads who work

in education have
requested a change in
working hours since
becoming a father, and

have been
62% successful. v

A change in working hours - the bottom ranking industries

Advertising Wholesale

>

28%

of the dads we
surveyed in advertising
had requested a
change in working
hours, with only

33? successful. v
(]

24

of the dads we
surveyed in wholesale
had requested a
change in working
hours, with only

39cysuccessful. v
(o]

It is also worth noting that 59% of

the dads who worked in Engineering,
Architecture, and Biotechnology and
58% of the dads who worked in business
services (e.g. hotels, lodging) had been
granted a change in working hours since
becoming a dad.

The Millenial Dad at Work | Workplace attitude vs. Workplace practice 16

Non-profit

Y,
wnd 7%

of those who worked
in Non-Profit And had
requested a change in
working hours, only

1 70 of those
% dads had
been successful in

requesting a change
in working hours.

Business /
Professional Services '

36%

have requested to
work from home 1-2
days a week since
becoming a father, with

370 of these requests
% being successful

v

Accounting

3%

of the fathers we
surveyed who worked
in Accounting had
requested working
from home 1-2 days a
week since becoming a
father, with only
150 of those

/o successfully

granted it.

EXxcludes accounting

Computers / Internet

25%

have requested to
work from home 1-2
days a week since
becoming a father, with

310 of these requests
A’ being successful

Market Research

14%

of the dads working in
Market Research had
requested working
from home 1-2 days a
week, with only

170 being
/o successful. ¥

17

Working from home 1-2 days a week - the top ranking industries

Finance / Banking
” \

\0 S of ||
34«

have requested to
work from home 1-2
times per week, with

being successful
4 o/ . .
5/0 in their request

v

Working from home 1-2 days a week - the bottom ranking industries
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Fathers within each salary band who have requested a form of flexibility

<£10,000 £10,000- £20,000- £30,000- £40,000- £50,000- £60,000- £70,000- £80,000+
£19,999 £29,999 £39,999 £49,999 £59,999 £69,999 £79,999

84% 60% 60% 58% 59% 66% 60% 78% 84%

In line with our finding that dads who are earning more are more
involved, the dads earning £70,000+ are significantly more likely to
have requested a form of flexible working.

Whereas the majority of dads across all income brackets are
requesting flexible forms of work, dads within lower income brackets
are not being granted the same level of flexibility at work.

Change in Working from home Working from home
working hours (1-3 days/week) (3+ days/week)
<£10,000 40% 16% 32%
43% 19% 24%
£10,000 - 40% 5% 7%
£19,999 59% 6% 9%
£20,000 - 43% 6% 8%
£29,999 61% 8% 12%
£30,000 - 37% Nn% 8%
£39,999 58% 16% 1%
£40,000 - 37% 13% 5%
£49,999 58% 19% 5%
£50,000 - 33% 19% 9%
£59,999 48% 27% 13%
£60,000 - 38% 16% 5%
£69,999 60% 20% 6%
£70,000 - 4% 30% 13%
£79,999 44% 34% 16%
£80,000 + 53% 33% 25%
61% 34% 22%
Requesting of flexible forms of work Granting of flexible forms of work

Father’s who earn more than £70,000 are granted significantly
more flexible working on the whole than those who earn less than
that figure.

The Millenial Dad at Work | Workplace attitude vs. Workplace practice 18

Sources of tension at work

Employer Colleagues

@® often

@ Sometimes

Clients Partner ® Rarely

@ Never

Q. Where tension is experienced from
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Employer

45 0

of dads sometimes or often
experience tension from their [ ]
employer in trying to balance

work and their family life.

“Employer” in this study is defined as
those individuals who were senior and had
direct responsibility over the dad’s work -

most commonly a direct line manager. This is pertinent

for younger dads in
particular as 52% of those
aged 24-29 reported that
they sometimes or often
experience tension with their
employer, compared with
41% of dads aged 35-40.

Fathers with children aged
newborn to 12 months
experience more tension
from their employers.

52% often or sometimes experience
tension from their employer vs. 41 for
those with children 1 - 3 years old.

There is also a notable
regional difference, with
59% of Greater London dads
and 48% of North West
dads regularly experiencing

1 1 +63°o
tension from their employers ..:- scotand 22

vs. 31% in Northern Ireland
and 37% in Scotland.

North East : g;%
%
I’;‘;;t;'gm + g_lg% 1 Yorksbhired& + 554
0, H i
b 4 % 3 : umberside % 45%
North
West o0 °
° ° Midlands + ié%
o000 [ d x %
Wales + 58 00000000000000
e oo London &
x 429 s T o
Lo London
L3
+ Often/Sometimes South + 61% . + 590
West % 39 South %
I East %X 471
x Rarely / Never .:EE:“'::' %
L]

The Millenial Dad at Work | Sources of tension at work 20

Employer
RLLE 13%
26%
<§h 23%

months 38%

RLLE 23%
31%
6-12 15%

months

31%

skl GRS
Between [ 30%
1-3 28%
years

26%

shble G -
gl R

3-5 27%
ears
Y 21%
@® oOften
0,
“ _ 10% . @ Sometimes
_ (]
>5 31% Rarely
years 32% Never

It was notable though that the longer the dad has worked
for their employer, the less tension they experience.

21
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Colleagues (] . [

37° g 5
7 -/ L' | -
of working dads experience g
tension regularly with colleagues. ‘

dads (24-29), as 49% report often /
sometimes experiencing tension from
colleagues vs. 32% of those aged 35 - 40.

This is particularly pertinent for younger 530/
o

of those earning
£80,000+ said they
often or sometimes
experience tension
from colleagues.

57% of single dads often or sometimes
experience tensions from colleagues.
Which is significantly higher than married
dads (36%) and co-habiting dads (29%).

———————————————————————————————————————————————————————

Which industries are particularly affected?

67% in Advertising

71% 35 @ in Consulting

S |
of dads working in l

. in Education
Biotechnology often or 30% =& p—
sometimes experience <& in Legal Industry
tensions from colleagues. 24% 2 )

_______________________________________________________

How this plays out in different sizes of organisation

<10
10-19
20 - 49
50 - 99
100 - 199
200 - 499
500 - 999
1,000 - 4,999
5,000 - 9,999

- -
10,000 - 19,999 ik @ Often/ Sometimes
20,000 + Rarely / Never
The Millenial Dad at Work | Sources of tension at work 22

Partners

459

said they experience
tensions with their partners.

47% of those fathers who regularly
experience tension from their partners,
have a partner who also works full
time - highlighting the different
expectations and pressures around the
modern day family.

This is particularly
pertinent again for
younger dads, with

49% of those aged24
- 29 experiencing

regular tension from

their partners

Where tensions are being experienced

We asked where tension was experienced most keenly and
our findings indicate that dads don’t experience just one
tension - those in our study experienced regular tensions on
multiple different occasions as follows:

Needing time off for child’s appointments or ilinesses . . . 31%
Needing time off for important events, e.g. school events . . . 26%
Leaving “on time” . . . I 35%
Booking holidays . . . 28%
Work that requires extensive time away from home . . 17%
e.g. due to travelling or job locations
Career progression as a parent . I 15%
N jects / tuniti t
vecoming avaiabie. to you as a parent I | 124
None of the above . . I 24%

Q18.Experienced tensions at work

Leaving ‘on-time’ is cited as the single largest occasion

of tension, with over 1/3 of dads experiencing this. Time
off for their child’s appointments and taking time off for
holiday follow that closely on 31% and 28% respectively.

23
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The effect on the organisation

of dads have changed jobs since Reasons for changing jobs
becoming a dad to try and find
their optimal work/life balance. Salary 52%
More flexibility to accommodate parental responsibilities 39%
Location 37%
Employer relationships 26%
P Colleague relationships 18%
® No Change of industry / role 27%
Career progression 36%
Other 6%

Q20b. All mentions

Q20a. Changed jobs since becoming a father

We gave the fathers in our study the
opportunity to choose their top 3 reasons
for leaving their role, and the table above is
the summary of all mentions. Flexibility to
accommodate parental responsibilities is the
most consistent reason (39%) after salary
(52%), and is notably higher than career
progression (36%).

Although this skews more heavily
towards younger dads, almost
1/3 of the oldest dads in our
study have changed jobs since
becoming a father.

% of dads who have changed jobs
since becoming a father:

of those aged of those aged of those aged
24 - 29 yrs 30 - 34 yrs 35-40 yrs

24

The Millenial Dad at Work | The
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Actively looking to change jobs

For the fathers who hadn’t changed jobs, we also

asked whether they were actively looking for a new
job. Another 1/3 of all the fathers surveyed are
actively looking for a new role.

Meaning that

2/3

of all the fathers had
either changed jobs, or
are actively looking.

® Yes
® o

Q21a. Are you actively seeking a new job at the moment?

This, again is more pertinent for younger dads
with 39% of those between 24 - 29 actively looking.
This figure decreases to 28% amongst the 35-40 year old dads.

37% of those actively looking give the need for more flexibility
to accommodate parental responsibilities as the reason. Salary
still accounts for the majority of main reasons with 62% of all
first 3 answers, while 26% say employer relationships.

Unsurprisingly this figure increases to 40% for those who are
fully involved as dads.

o [ ] [ ]
o) 0 0 Gp@p@p
R REARS

/3  1/3 V26«

of dads have are actively say their definitely
changed jobs since looking would not like to
becoming a dad change jobs

The Millenial Dad at Work | The effect on the organisation 26
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The effects on the individual

Being “always on”

45

of the fathers in the study reported

a negative effect when it comes to

being able to switch off from work. 20% 45%
Only 20% of the fathers in the study NET Positive NET Negative
reported a positive impact of trying to

juggle work and parental responsibilities
in their ability to switch off.

Very positive effect @
Somewhat positive effect @
No effect ©
Somewhat negative effect @
Very negative effect @

Q24. Your ability to ‘switch off” mentally - Effects of jugging work and parental responsibilities

This affects more older dads in particular, and almost half of
the dads aged 35 - 40 report the negative effect of trying to
balance work and parental responsibilities meaning they are
‘always -on’ when it comes to work (46%).

24 - 29 yrs 30 - 34 yrs 35-40 yrs

Not only are dads ‘always-on’, this is also affecting their mental health.

The Millenial Dad at Work | The effect on the individual 28

Their mental health

Very positive effect @
Somewhat positive effect @
No effect ©

Sl

Somewhat negative effect 230 370
9 © % %
Very negative effect @ NET Positive NET Negative

Q24. Your mental health - Effects of jugging work and parental responsibilities

37%

say their mental health is affected either very or somewhat negatively
as a result of trying to balance work and parental responsibilities.

Only 23% report the impact on their mental health as
somewhat or very positive.

The regional breakdown of net positive and negative
response when it comes to dads’ mental health shows that
those in Scotland, South West, Yorkshire

& Humberside and Wales in particular

all report a higher than average

rate of negative mental IR scotiang T 18%
. 3 %X 40%
health impacts.
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Guilt

44, v

. _ ]
of dads often/sometimes experience
guilt with their line manager.

Only 24% of the fathers in the study said they never
experienced some form of guilt with their line managers.
Unsurprisingly dads feel more guilt in those workplaces
where they experience more tension about balancing work
and family life (see Chapter 4).
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experience guilt with colleagues while
61% experience guilt with their partners.

51% of fathers say that they experience guilt
with their children at home.

When we analyse the correlation of the dads’
own level of involvement against their feeling
of guilt, we see that guilt plays out consistently
across all levels of involvement.
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Q25. At home with my child(ren) - Experience guilt

We also asked the fathers in the study about how their current
work life/ parental involvement set up was affecting their physical
health and relationships with their partners - both of which also
paint a fairly negative picture.

Physical Health Relationship with partner

©B® 6

22% 36% 26% 38%

Positive effect Negative effect Positive effect Negative effect
Q24. Your physical health - Effects of jugging work Q24. Relationship with your partner - Effects of
and parental responsibilities jugging work and parental responsibilities
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A path ahead

Employers as a whole

What do Millennial Fathers want to see change? When we look at what this new generation of fathers are
We asked all the fathers in the study to name the requesting against the size of organisation they work for
key areas their employers need to improve in. - we can see that the calls to action are at consistently
high levels throughout organisations of all sizes.
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choice in this part of the study.

Almost 1/2 (48%) say that improving paternity leave is vital.
At current time of writing, the UK statutory minimum is 2
weeks of paid leave, though we have previously reported
that even this provision does not apply to a growing number
of new fathers.
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Participants were given the option to pick multiple options to
indicate what they felt needed to improve when it comes to line
management and behaviours inside their organization.

O fotnd dads speciically EEENE

More visible senior leadership support I . . . . .
" round the organisation EINEEEN

T S out avatiable options EEER
S around carcer prosrasdon EEEENR

62% said line managers need more training around how to support
dads specifically, and 60% said they needed more guidance from HR
around available options and support. 51% said they need reassurance
around career progression.

When we consider that, as highlighted earlier in this report, the
majority of fathers in the study believed their organisations as a whole
recognised the active role of fathers at home, what seems to be the
key missing link is how workplace policy plays out in reality, and the
vital role of line managers in putting this into action for fathers.

DaddiLife has been reporting on the Millennial dad shift for

the last 3 years, but throughout this process the insights have
surprised and at times shocked us as to the scale of change
needed. More new dads want a different role at home compared
to what may have been the cultural norm in generations gone by.

While organisations appear to be recognizing the greater role of
dads in the home, it is clear that they now need to enable them to
succeed both at work and in the home.

With 2/3 of dads having already either changed jobs or actively
looking to change them, the need to genuinely act on this is now
more urgent than ever.

Greater flexibility at work is at the heart of the Millennial father’s
work/life balance goals, and in its absence, more than a 1/3 are
feeling the effects, not just physically but mentally. We now need
organization leaders, line managers and HR to converge on this
topic if we want to strive for genuine equality at work.
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