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Introduction   

Connected Young Fatherhood’ is a collaborative study 
between Leeds Trinity University, DaddiLife, the County 
Councils Network and Leeds City Council. Funded 
by Research England, we explored young fathers’ 
employment experiences since the outbreak of COVID-19 
in both rural and urban areas. In doing so, we drew upon 
our previous study -New Pathways for Young Fathers- 
which highlighted the significance of obtaining paid 
employment for young fathers (alongside emotional 
caregiving), and the multiple barriers that can arise. 
Given that ‘New Pathways for Young Fathers’ ended 
just before the first UK lockdown in March 2020, the 
subsequent impact of the pandemic on the lives and 
employment opportunities of young fathers warranted 
further exploration, particularly within the context of the 
Government’s Levelling Up agenda.

As part of the current study, we spoke to 25 young fathers 
(defined as under the age of 25 at the time of the first 
pregnancy or birth), 15 professionals in the family and 
fathers’ sector, alongside 6 employers, using online or 
telephone interviews, to gather a range of insights on 
young fatherhood and employment issues.  Alongside our 
full study report, we have produced a set of three briefing 
papers, with our key recommendations arising from the 
findings. In this third and final briefing paper, we focus on 
employers’ perspectives alongside examples of innovative 
practice, plus other issues to consider for a fully inclusive 
and supportive workplace for young fathers as employees.

Key Insights: Employment and 
Other Policies     

•  Large, medium, and smaller sized employers had recently 
created a range of formal and informal policies (in part due 
to the pandemic), which could benefit parents generally and 
young fathers specifically. These policies were considerate 
of the lifestyles of modern working families and were 
underpinned by the idea of equal parenting and caring.

•  Some employers were sector leaders with regards to their 
parental leave and other related policies (e.g., an equal 
parenthood policy), alongside the offer of flexible working 
arrangements for employees who were young fathers. Such 
approaches helped to support young fathers’ active role in 
the family, beyond the initial stages of parental leave, whilst 
balancing their working commitments.

•  Forward thinking and innovative employment policy and 
practice was shared by some of the employers. This included 
for example, ‘blind parental leave’ and embedding structures 
for inclusivity and cultural shifts within the workplace. 

•  Central to the success of these policies was the inclusion of 
parents and parent consultation. 

•  Some parental policies were more geared towards mothers 
(e.g., extended maternity leave and pay). However, such 
policies could benefit fathers and families more generally and 
in an indirect manner. We found that employment policies 
which can benefit mothers, can then benefit fathers and vice 
versa.

•   For better recognition and inclusion of young fathers in the 
workplace, employers’ felt that cultural shifts are needed, 
alongside wider policy and structural change.  

•  Employers noted that sensitivity towards the needs of 
parents as employees would enhance inclusive practice in the 
workplace. 

•  Some employers felt that employment policies should go 
beyond a ‘tick box’ exercise and be used to drive real change. 

•  Records on parents were kept by some employers, providing 
the ability to identify the number of young fathers/fathers 
specifically in the organisation. Such data could be helpful 
when identifying and developing mechanisms to support 
young fathers in the workplace, including promotion 
opportunities. 



Flexible Working    

 •   The importance of home and work life balance for employees 
was often mentioned by employers. 

•  Employers recognised the benefits of flexible working 
arrangements and parental leave polices for both employers 
and employees. However, some organisations are better 
equipped and resourced to implement such policies than 
others. 

•  There is a recognition amongst employers that flexible 
working is increasingly accepted as the norm and is desired 
by employees, particularly since the pandemic. Young fathers 
have frequently expressed the benefits of such approaches 
also. 

•  It was noted that flexible working was preferred by some 
young fathers in the research study. However, the uptake 
rates remain low, given the types of jobs that many young 
fathers are in (including roles with low levels of job security). 
Such issues need to be considered by employers. 

Other Types of Employment 
Support     

•  Some employers were able to offer a suite of programmes for 
their employees, which were also parent or father specific. 
This was mostly within larger to medium sized organisations, 
but smaller employers could also offer ad hoc support to 
employees. 

•  Parenting networks and support programmes within some 
organisations were said to benefit working parents. 

•  It was acknowledged that some young fathers may not 
feel confident in accessing parenting networks and support 
programmes within their organisation. One employer 
suggested that finding alternative ways of engaging, 
communicating with, and meeting the needs of young fathers 
within the workplace should be explored. 

•  Mental health issues were noted by employers and some took 
steps to address and support their employees, especially since 
the pandemic. 

Employment Issues      

•  Employers recognised that childcare costs remain a critical 
issue for employees and prospective employees. 

•  Government programmes and public budgets that 
organisations can tap into for training and upskilling 
employees, were felt by some employers, to be no longer fit 
for purpose and should be revised.

•  Some employers suggested that an urgent review on fathers 
and their rights at work is needed, with young fathers being 
seen as a distinct group. 

•  Others suggested that wider definitions of parenthood and 
caring should be a protected characteristic when it comes to 
employment. 

Recommendations      

1.  Employers interviewed in the research study were keen to 
promote parity for mothers and fathers in the workplace. 
Examples of family-friendly working policies included flexible 
working, time off for appointments, a four-day working 
week, and extended parental leave. However, such practices 
are not possible for all employees due to the nature of 
certain jobs. Furthermore, for small businesses, the cost 
of covering parental leave can be a big burden. Hence, we 
would recommend that in addition to legislating further 
for employers to promote inclusion and equality within 
the workplace for mothers and fathers, financial, legal, and 
practical support is also made available to employers to ease 
the burden of doing this.

2.  Employers need to be more aware of the young fathers 
they employ and develop policies that meet the needs of 
young men, whilst ensuring promotion and development 
opportunities are accessible to such a group (as they may not 
show the same signs of need as others in the workforce).

3.  Giving fathers more flexibility, choice and support around 
paternity leave, including the length of their paternity leave 
can enable fathers to better support their families and to 
promote their involvement as fathers. 

4.  Offer the real living wage to families and extend this to 
maternity and paternity pay.

5.  Provide parity for mothers and fathers within the workplace 
in all areas – flexible working, time off for children, parental 
leave, and pay.

6.  Employers need to work with parents to find ways to develop 
family-friendly policies that are beneficial and accessible, with 
young fathers in mind.  

7.  There needs to be more protection for young fathers within 
the workplace and employers have a role to play in ensuring 
that fathers are aware of their employment rights. 

8.  Making parenthood and caring a protected characteristic 
would promote the inclusion of all parents and provide 
protection when discrimination or unfair treatment occurs. 

9.  There needs to be more consideration within the workplace 
of the importance that young fathers place on being a parent 
and their parental responsibilities.

10.  Given the multiple challenges that young fathers face when 
finding, entering, and remaining in employment, data records 
on parents in the workplace could be used to help facilitate 
young men’s pathways into and through employment.

11.  Creating cultural change in the workplace needs to be 
instigated in multiple contexts including policy, legislation, 
and health for example. Tackling employment issues alone is 
unlikely to effect change.

12.  There is a need for more joined-up working between 
professionals, employers, and other key stakeholders. This also 
extends to the Government where national budgets can be 
reallocated to more effective outcomes.



Summary        

The employers’ interviews have demonstrated a range of policies 
and programmes in place to support working parents, and in some 
cases, young fathers specifically. Some employers showcased 
innovative examples of their employment policies and working 
arrangements, and others recognised the benefits of more flexible 
and inclusive ways of working. 

Although there was a real drive by the employers to acknowledge 
and consider young fathers better in the workplace, and to 
support them as employees, there were various barriers in terms 
of cost implications and resourcing to enable this to happen. 
From our research, we have seen the real and potential benefits 
of enhancing support for young fathers in the work environment 
and the implications this can have for their family life, home/
work life balance, mental health and well-being. In turn this can 
have a positive impact on reducing or alleviating some of the 
support needs of young fathers within service provision and 
can benefit employers in terms of employees’ job satisfaction, 
engagement, and workplace culture. Therefore, it would be in 
everyone’s benefit to firmly position young fathers on the policy 
and employment agenda. We hope our research insights and 
recommendations across the study will help to drive forward such 
an agenda in a post-pandemic society. 
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