Online appendix
Operationalisation of variables
1. Dependent variables
Flexibility stigma
· Poor worker stigma: “People who work flexibly create more work for others.”   Responses range from strongly agree, agree, neither agree nor disagree, disagree, and strongly disagree. Those who have chosen the first two are considered as those holding flexibility stigma.
· Negative career consequences: “People who work flexibly are less likely to get promoted.” Responses range from strongly agree, agree, neither agree nor disagree, disagree, and strongly disagree. Those who have chosen the first two are considered as those holding flexibility stigma.
Negative outcomes of flexible working experienced by workers
Workers who have stated that they have used any one of the flexible working arrangements were asked the following question “What have been the negative consequences of working in this/these ways”. The following categories were used
· Negative career outcomes: receive lower pay/salary; damaged career prospects; missed out on certain projects; negatively affected relationships with colleagues/manager
· Intensification of work: intensified workload; no overtime/set hours; and tiring, working longer than intended
· Negative family outcomes: blurred boundaries between work and home; missing out on family time; holidays become more expensive; no flexibility over holiday time
· Other possible responses included: increased stress levels; miss/less interaction with colleagues; unable to attend meetings/no IT backup; No negative outcomes; other specific answer that is not codeable; other vague answer that is not codeable


Negative outcomes of flexible working felt by colleagues
Workers who have stated that their company provides any one of the flexible working arrangements mentioned in this survey and were asked if there was anyone who they usually work with, uses any one of these arrangements. If responded yes (over 78% of those who have flexible working arrangements available), the following was asked “What if any are the negative effects on you of your colleagues working in this/these ways?” (bold in survey questionnaire itself).
This was an open ended question, but the following categories were coded.
· Having to cover colleagues' work 
· Increased workload 
· More/extra responsibilities 
· Staff shortages/staff unwilling to cover 
· Work not completed 
· Less productivity/less gets done 
· Less money/reduced income 
· Restriction in holidays/time off 
· Lack of flexibility in work hours/days 
· Stressful/puts more pressure on FT staff 
· Colleagues not available for meetings etc 
· Lack of interaction/people not knowing what's going on 
· Communication issues 
· Doesn’t affect me 
· None/nothing
All categories excluding the latter two were considered having experienced negative consequences. Majority of those who did say there were any negative consequences could be categorised as workload and/or communication related.

2. The availability and use of flexible working arrangements
The availability of flexible working arrangements are measured through the following question: 
“Are any of the following working arrangements available at your workplace…?”
· Part-time work broadly defined includes
· Part time: Work part-time, this means working less than 30 hours a week, (is this available at your workplace)?
· Term-time only: Work only during school term-time, (is this available at your workplace)?
· Job-share: this is where a FT job is divided between 2 or more people and they work at different times,(is this available at your workplace)?
· Work reduced hours for a limited period, this is where an employee has an agreement to cut their hours for a set period of time such as a month or six months, (is this available at your workplace)?
· Flexible schedules broadly defined includes
· Work flexitime, this is where an employee has no set start or finish time but an agreement to work a set number of hours per week or per month. (Is this available at your workplace)?
· Work a compressed working week, this means working your contracted hours over a fewer number of days, (is this available at your workplace)?
· Work annualised hours, this is where the number of hours an employee has to work is calculated over a full year rather than a week or month, (is this available at your workplace)?
· Home/Teleworking
· Work from home on a regular basis, this means an employee works all or some part of the time from home as part of their working hours, (is this available at your workplace)?

The use of the arrangements follows a similar pattern, and asked by the following question 
“Do you currently work, or have you worked, in any of these ways over the last 12 months and with your current employer?”

3. Independent variables
· Gender: Female (reference) Men==1
· Parents : those with children under the age of 12
· Age: respondent’s age, excluding those over 65 years of age
· Partner: A dummy to measure whether the respondent is living with a partner, whether the partner is in paid employment
· Care responsibility for someone other than children: using the question “Do you look after or give any help or support to family members, friends, neighbours or others because of either long-term physical or mental ill-health or disability, or problems related to old age? Do not include anything you do as part of your paid employment.” – this can include, adult relative(s) living inside or outside the household;  a non-relative adult living in the household;  a non-relative adult living outside the household 
· Whether the respondent has a disability: Using the question “Do you have any physical or mental health condition or illness lasting or expected to last for 12 months or more?”
· Workplace composition: “Thinking about the place where you work, are the people there mostly women, mostly men, or is it about half women and half men?” - Two dummies were derived indicating mostly-female workplace, and mostly-male workplace with the equally represented workplace as the reference group 
· Occupational level: Distinguished into,  Routine and manual occupations; Intermediate occupations; and Managerial and professional occupations (reference group) 
· Supervisory role: “In your job, do you have any formal responsibility for supervising the work of other employees?” – those who have answered yes is coded to have a supervisory role. 
· Permanent contract: “Would you say that it is temporary, fixed term or some other non-permanent job?” Permanent==1, all other (temporary, fixed term and other)==0 (reference)
· Working hours : categorised as less than 30 hours (part-time), 30-48 hours (reference group), and 48 hours or more (long hours)
· Union membership: “Are you a member of a trade union or staff association”, those who have answered yes==1
· Size of the company: “How many people work for your employer at the place where you                 work?” – categories 1-9, 10-24, 25-49, 50-99, 100-149, 150-249, 250-499, 500+ used as a continuous variable.
· Sector: Based on the industrial classification, Manufacturing, Construction. Distribution, retail, hotel restaurants (reference), Transport, Financial services, Public admin, education, health, Other activities
· Sector – Private firm/business (reference group), public sector includes all non-private organisations ==1
· 

Appendix Figures

Figure A1. Of those who have taken up flexible working arrangements, the distribution across different types of flexible working arrangements by gender 
Note: author’s calculation, Source: WLB2011(weighted averages)


Figure A-2. Proportion of individuals who has experienced negative career consequences when taking up flexible working arrangements by the type of flexible working arrangement and gender
Note: author’s calculation, Source: WLB2011 (weighted averages)




Appendix Tables
Appendix Table A1. Descriptive statistics of variables – total sample
	Variable
	Obs
	Mean
	Std. Dev.
	Min
	Max

	
	
	
	
	
	

	Flexible workers make more work
	2,704
	0.34
	0.47
	0
	1

	Flexible working less likely to get promoted
	2,672
	0.33
	0.47
	0
	1

	Experienced negative career consequence due to flexible working
	1,746
	0.18
	0.39
	0
	1

	Experienced negative consequence due to colleagues working flexibly
	1,859
	0.39
	0.49
	0
	1

	Use either/or both flexitime and teleworking but not with part-time work
	2,762
	0.21
	0.41
	0
	1

	Use either or both flexitime and teleworking with part-time work
	2,759
	0.16
	0.37
	0
	1

	Flexitime and/or teleworking available in company
	2,767
	0.67
	0.47
	0
	1

	Male
	2,767
	0.41
	0.49
	0
	1

	Parental status (youngest child <12)
	2,760
	0.35
	0.48
	0
	1

	Age
	2,641
	43.95
	10.85
	17
	64

	Lives with partner
	2,726
	0.60
	0.49
	0
	1

	Partner employed
	2,722
	0.43
	0.50
	0
	1

	Has a disability
	2,731
	0.14
	0.35
	0
	1

	Has other care responsibility
	2,767
	0.30
	0.46
	0
	1

	Occupation (Ref=Managerial and professional occupations)
	
	
	
	
	

	  Routine and manual occupations
	2,716
	0.34
	0.47
	0
	1

	  Intermediate occupations
	2,716
	0.15
	0.36
	0
	1

	Supervisory role
	2,740
	0.45
	0.50
	0
	1

	Permanent contract
	2,762
	0.94
	0.24
	0
	1

	Working hours (ref: Full time worker 30-47)
	
	
	
	
	

	Part-time (<30)
	2,743
	0.29
	0.45
	0
	1

	Long hours (48+)
	2,743
	0.07
	0.26
	0
	1

	Trade union member
	2,732
	0.34
	0.48
	0
	1

	Establishment size
	2,662
	4.26
	2.47
	1
	8

	Gender composition of workplace (Ref= equal)
	
	
	
	
	

	Mostly men at the workplace
	2,748
	0.25
	0.43
	0
	1

	Mostly women at the workplace
	2,748
	0.39
	0.49
	0
	1

	Public company
	2,700
	0.40
	0.49
	0
	1

	Sector (ref= Distribution, retail, hotel restaurants)
	
	
	
	
	

	Manufacturing
	2,675
	0.10
	0.29
	0
	1

	Construction
	2,675
	0.03
	0.17
	0
	1

	Transport
	2,675
	0.08
	0.27
	0
	1

	Financial services
	2,675
	0.13
	0.34
	0
	1

	Public administration and defence
	2,675
	0.08
	0.27
	0
	1

	Education
	2,675
	0.16
	0.36
	0
	1

	Health and social services
	2,675
	0.21
	0.41
	0
	1

	   Other services
	2,675
	0.06
	0.24
	0
	1






Appendix Table A2. Descriptive statistics of variables – core sample
	Variable
	Obs
	Mean
	Std. Dev.
	Min
	Max

	
	
	
	
	
	

	Flexible workers make more work
	1,830
	0.34
	0.47
	0
	1

	Flexible working less likely to get promoted
	1,812
	0.32
	0.47
	0
	1

	Experienced negative career consequence due to flexible working
	1,166
	0.19
	0.39
	0
	1

	Experienced negative consequence due to colleagues working flexibly
	1,256
	0.38
	0.49
	0
	1

	Use either/or both flexitime and teleworking but not with part-time work
	1,871
	0.21
	0.41
	0
	1

	Use either or both flexitime and teleworking with part-time work
	1,867
	0.16
	0.37
	0
	1

	Flexitime and/or teleworking available in company
	1,874
	0.66
	0.47
	0
	1

	Male
	1,874
	0.41
	0.49
	0
	1

	Parental status (youngest child <12)
	1,869
	0.28
	0.45
	0
	1

	Age
	1,788
	44.07
	11.34
	17
	64

	Lives with partner
	1,844
	0.57
	0.49
	0
	1

	Partner employed
	1,843
	0.42
	0.49
	0
	1

	Has a disability
	1,848
	0.14
	0.34
	0
	1

	Has other care responsibility
	1,874
	0.20
	0.40
	0
	1

	Occupation (Ref=Managerial and professional occupations)
	1,839
	0.37
	0.48
	0
	1

	  Routine and manual occupations
	1,839
	0.15
	0.36
	0
	1

	  Intermediate occupations
	1,855
	0.43
	0.50
	0
	1

	Supervisory role
	1,870
	0.94
	0.25
	0
	1

	Permanent contract
	1,874
	0.20
	0.40
	0
	1

	Working hours (ref: Full time worker 30-47)
	
	
	
	
	

	Part-time (<30)
	1,855
	0.29
	0.45
	0
	1

	Long hours (48+)
	1,855
	0.07
	0.26
	0
	1

	Trade union member
	1,850
	0.34
	0.47
	0
	1

	Establishment size
	1,803
	4.22
	2.46
	1
	8

	Gender composition of workplace (Ref= equal)
	1,865
	0.26
	0.44
	0
	1

	Mostly men at the workplace
	1,855
	0.29
	0.45
	0
	1

	Mostly women at the workplace
	1,865
	0.39
	0.49
	0
	1

	Public company
	1,830
	0.38
	0.49
	0
	1

	Sector (ref= Distribution, retail, hotel restaurants)
	
	
	
	
	

	Manufacturing
	1,808
	0.10
	0.30
	0
	1

	Construction
	1,808
	0.03
	0.18
	0
	1

	Transport
	1,808
	0.08
	0.28
	0
	1

	Financial services
	1,808
	0.13
	0.34
	0
	1

	Public administration and defence
	1,808
	0.07
	0.26
	0
	1

	Education
	1,808
	0.16
	0.36
	0
	1

	Health and social services
	1,808
	0.20
	0.40
	0
	1

	   Other services
	1,808
	0.06
	0.24
	0
	1





Appendix Table A3. Explaining flexibility stigma for men and women (odds ratios): Flexible workers make more work for others – using the core sample weighted analysis
	
	Flexible workers make more work for others

	Model
	A1-1
	A1-2
	A1-3
	A1-4

	
	ALL
	Men
	Women
	ALL

	Male
	1.811***
	
	
	1.959***

	Parent of <12 child
	1.074
	0.951
	1.303
	1.288

	Male*Parent
	
	
	
	0.723

	Controls
	
	
	
	

	Age
	1.014*
	1.007
	1.022*
	1.014*

	Lives with a partner
	0.989
	0.966
	1.146
	1.018

	Partner in employment
	0.792
	0.765
	0.762
	0.770

	Has a disability
	1.014
	1.126
	0.961
	1.016

	Has care responsibility
	1.460*
	1.153
	1.709*
	1.466*

	Gender composition of workplace (Ref= equal)
	
	
	
	

	Mostly men at the workplace
	0.681*
	0.677†
	0.770
	0.680*

	Mostly women at the workplace
	0.805
	1.145
	0.652*
	0.809

	Occupation (Ref=Managerial and professional occupations)
	
	
	
	

	  Routine and manual occupations
	1.739***
	1.995***
	1.366
	1.754***

	  Intermediate occupations
	0.684
	1.011
	0.463**
	0.685

	Supervisory role
	1.083
	1.178
	0.955
	1.086

	Permanent contract
	0.827
	0.644
	0.965
	0.821

	Working hours (ref: Full time worker)
	
	
	
	

	Part-time (<30)
	1.139
	1.094
	1.085
	1.102

	Long hours (48+)
	0.632†
	0.608†
	1.394
	0.630†

	Trade union member
	1.151
	1.334
	0.997
	1.155

	Establishment size
	0.953†
	0.962
	0.926†
	0.951†

	Public company
	0.944
	1.492
	0.626†
	0.943

	Sector (ref= Distribution, retail, hotel restaurants)
	
	
	
	

	Manufacturing
	0.622†
	0.661
	0.494†
	0.616†

	Construction
	1.534
	1.674
	1.251
	1.538

	Transport
	0.769
	0.875
	0.417†
	0.767

	Financial services
	0.654†
	0.549†
	0.754
	0.651†

	Public administration and defence
	0.711
	0.398†
	1.180
	0.716

	Education
	0.503*
	0.327*
	0.696
	0.501*

	Health and social services
	1.259
	0.826
	1.603
	1.252

	Other services
	0.615†
	0.608
	0.540
	0.620

	constant
	0.375*
	0.939
	0.334
	0.364*


*** = p < 0.001, ** = p < 0.010, *= p < 0.050, † = p<0.100 N=1602(total), 665(Men), 937 (Women), weighted analysis



Appendix Table A4. Explaining flexibility stigma for men and women (odds ratios): People who work flexibly are less likely to get promoted – using the core sample, weighted analysis
	
	People who work flexibly are less likely to get promoted

	Model
	A2-1
	A2-2
	A2-3
	A2-4

	
	ALL
	Men
	Women
	ALL

	Male
	1.505*
	
	
	1.686*

	Parent of <12 child
	1.187
	0.865
	1.540*
	1.505*

	Male*Parent
	
	
	
	0.651

	Controls
	
	
	
	

	Age
	1.000
	0.987
	1.013
	1.000

	Lives with a partner
	1.309
	1.840*
	0.934
	1.364

	Partner in employment
	1.094
	0.974
	1.255
	1.052

	Has a disability
	1.216
	1.365
	1.227
	1.221

	Has care responsibility
	1.197
	0.998
	0.949
	1.203

	Gender composition of workplace (Ref= equal)
	
	
	
	

	Mostly men at the workplace
	0.871
	0.804
	1.273
	0.870

	Mostly women at the workplace
	0.996
	1.377
	0.871
	1.005

	Occupation (Ref=Managerial and professional occupations)
	
	
	
	

	  Routine and manual occupations
	1.260
	1.681**
	0.945
	1.273

	  Intermediate occupations
	0.840
	1.151
	0.607†
	0.840

	Supervisory role
	1.094
	1.295
	0.919
	1.100

	Permanent contract
	0.660
	0.428*
	0.897
	0.653

	Working hours (ref: Full time worker)
	
	
	
	

	Part-time (<30)
	1.156
	0.727
	1.284
	1.104

	Long hours (48+)
	1.471†
	1.581†
	0.740
	1.468†

	Trade union member
	1.240
	1.242
	1.252
	1.244

	Establishment size
	0.989
	1.025
	0.938†
	0.987

	Public company
	0.551**
	0.442*
	0.622†
	0.553**

	Sector (ref= Distribution, retail, hotel restaurants)
	
	
	
	

	Manufacturing
	1.152
	0.929
	1.731*
	1.143

	Construction
	0.926
	1.053
	0.468
	0.928

	Transport
	1.187
	1.343
	0.904
	1.185

	Financial services
	1.201
	1.182
	1.166
	1.194

	Public administration and defence
	1.079
	1.269
	0.850
	1.091

	Education
	1.983*
	2.770†
	1.699
	1.963*

	Health and social services
	1.308
	1.745
	1.130
	1.297

	Other services
	1.128
	1.431
	0.821
	1.142

	constant
	0.370*
	0.856
	0.290†
	0.353*


*** = p < 0.001, ** = p < 0.01, *= p < 0.05, † = p<0.100  N=1584(total), 661(Men), 923 (Women) weighted analysis


Appendix Table A5. Likelihood of workers having experienced negative consequences due to colleagues working flexibly (odds ratios) – core sample weighted analysis
	
	Experienced negative consequence due to colleagues working flexibly

	Model
	A3-1
	A3-2
	A3-3
	A3-4

	
	ALL
	Men
	Women
	ALL

	Male
	1.396†
	
	
	1.266

	Parent of <12 child
	0.747
	0.857
	0.603*
	0.624*

	Male*Parent
	
	
	
	1.445

	Controls
	
	
	
	

	Age
	0.986†
	0.980
	0.988
	0.986†

	Lives with a partner
	1.011
	1.192
	0.768
	0.974

	Partner in employment
	1.395
	1.109
	2.034*
	1.437

	Has a disability
	1.533†
	1.390
	1.783†
	1.532†

	Has care responsibility
	1.560*
	0.956
	2.261***
	1.555*

	Gender composition of workplace (Ref= equal)
	
	
	
	

	Mostly men at the workplace
	1.214
	0.947
	2.073*
	1.212

	Mostly women at the workplace
	1.064
	1.133
	1.051
	1.051

	Occupation (Ref=Managerial and professional occupations)
	
	
	
	

	  Routine and manual occupations
	0.517**
	0.467***
	0.549†
	0.514**

	  Intermediate occupations
	0.679
	0.733
	0.624
	0.679

	Supervisory role
	2.067***
	1.835***
	2.429***
	2.058***

	Permanent contract
	0.548†
	0.474
	0.518†
	0.550†

	Working hours (ref: Full time worker)
	
	
	
	

	Part-time (<30)
	
	
	
	

	Long hours (48+)
	2.073*
	2.338***
	1.454
	2.049*

	Trade union member
	0.913
	1.378
	0.658†
	0.907

	Establishment size
	0.998
	0.992
	0.995
	1.000

	Public company
	1.946***
	1.978†
	2.082*
	1.952**

	Sector (ref= Distribution, retail, hotel restaurants)
	
	
	
	

	Manufacturing
	1.507†
	1.347
	1.932
	1.481

	Construction
	1.432
	1.315
	2.986
	1.440

	Transport
	1.446
	1.765
	0.707
	1.434

	Financial services
	2.172**
	1.603
	3.061**
	2.157*

	Public administration and defence
	1.167
	0.963
	1.096
	1.140

	Education
	0.792
	0.577
	1.002
	0.792

	Health and social services
	1.237
	1.563
	1.196
	1.232

	Other services
	1.808
	1.626†
	1.575
	1.782

	constant
	0.686
	1.702
	0.546
	0.721


*** = p < 0.001, ** = p < 0.010, *= p < 0.050, † = p<0.100 N=1112(total), 412(Men), 700(Women), non-weighted analysis






Appendix Table A6. Likelihood of workers having experienced negative career consequences due to flexible working (odds ratios) – core sample weighted analysis
	
	Experienced negative career consequence due to flexible working

	Model
	A4-1
	A4-2
	A4-3
	A4-4

	
	ALL
	Men
	Women
	ALL

	Male
	0.814
	
	
	0.862

	Parent of <12 child
	1.910**
	2.298†
	1.875*
	2.033**

	Male*Parent
	
	
	
	0.827

	Controls
	
	
	
	

	Age
	0.993
	1.000
	0.989
	0.993

	Lives with a partner
	1.003
	0.593
	1.479
	1.025

	Partner in employment
	0.753
	0.987
	0.542†
	0.740

	Has a disability
	2.347**
	2.452†
	2.432†
	2.345**

	 Has care responsibility
	1.725*
	3.423*
	1.351
	1.728*

	Gender composition of workplace (Ref= equal)
	
	
	
	

	Mostly men at the workplace
	1.083
	1.231
	1.032
	1.085

	Mostly women at the workplace
	1.521
	2.501
	1.227
	1.524

	Occupation (Ref=Managerial and professional occupations)
	
	
	
	

	  Routine and manual occupations
	1.793*
	2.133
	1.756†
	1.790*

	  Intermediate occupations
	1.239
	0.148
	1.550
	1.228

	Supervisory role
	0.892
	0.776
	1.111
	0.893

	Permanent contract
	0.594
	0.577
	0.620
	0.597

	Working hours (ref: Full time worker)
	
	
	
	

	Part-time (<30)
	
	
	
	

	Long hours (48+)
	0.335†
	0.482
	Omitted
	0.356†

	Trade union member
	1.223
	1.360
	1.165
	1.230

	Establishment size
	0.985
	1.104
	0.924
	0.984

	Public company
	0.683
	0.656
	0.730
	0.682

	Sector (ref= Distribution, retail, hotel restaurants)
	
	
	
	

	Manufacturing
	0.182***
	0.063**
	0.401
	0.184***

	Construction
	0.248
	0.185
	0.168
	0.241

	Transport
	0.701
	0.870
	0.304†
	0.713

	Financial services
	0.798
	0.371
	1.185
	0.802

	Public administration and defence
	0.577
	0.443
	0.660
	0.558

	Education
	0.819
	0.982
	0.906
	0.823

	Health and social services
	0.762
	0.356
	0.987
	0.764

	Other services
	1.136
	1.097
	1.313
	1.151

	constant
	0.401
	0.150†
	0.513
	0.390


*** = p < 0.001, ** = p < 0.010, *= p < 0.050, † = p<0.100 N=1004(total), 336(Men), 648 (Women), weighted analysis


Appendix Table A7. Likelihood of workers having experienced negative career consequences due to flexible working (odds ratios) – core sample weighted analysis
	
	Experienced negative career consequence due to flexible working


	Model
	A4-5
	A4-6
	A4-7
	A4-8

	
	ALL
	Men
	Women
	ALL

	Flexible working arrangements (Ref= use only part-time)
	
	
	
	

	Use only flexitime and/or teleworking
	0.054***
	0.017***
	0.088***
	0.078***

	Use flexitime/teleworking with part-time
	0.349***
	0.198***
	0.424**
	0.398**

	Use only flexitime teleworking*Male
	
	
	
	0.462

	Use flexitime/tele with part-time*Male
	
	
	
	0.669

	Male
	1.115
	
	
	1.230

	Parent of <12 child
	1.934**
	3.271*
	1.625†
	1.786*

	Male*Parent
	
	
	
	1.413

	constant
	0.859
	1.085
	1.001
	0.869


*** = p < 0.001, ** = p < 0.010, *= p < 0.050, † = p<0.100 N=1000(total), 333(Men), 647 (Women), weighted analysis
Results for control variables not shown here/provided upon request


[bookmark: _GoBack]Appendix Text
Full detail analysis of the control variables in the model.
Agreement to the statement flexible workers make more work for others Table 1
Those working in workplaces with mostly men are less likely to feel flexibility stigma towards flexible workers – namely, agree to the statement that flexible workers make more work for others - when gender of the worker is controlled for. This holds true for both men and women. Working in a female dominated workplace was not dissimilar to working in a workplace where both genders are equally represented. This may be because in male dominated workplaces flexible working may be predominantly those introduced to enhance performance outcomes, and thus may not lead to such stigma that they are worse performing workers. Older workers, in routine and manual occupations, and working in construction sectors are more likely to have flexibility stigma towards workers. On the other hand, those living with a partner, in large and public companies, as well as those in the financial service sectors are less likely hold this stigma. There are some gender differences in these relationships; the significant impact found for living with a partner, and working in the construction sector was driven mostly by the male sample, and these factors, albeit in the same direction, were not significant for the female sample. On the other hand, age, working in the public sector, only made a significant difference for the female sample. Furthermore, for women having additional care responsibility also significantly increased flexibility stigma against flexible workers unlike for men for whom it did not make any significant difference. This is a surprising finding given that women are still the ones who do the bulk of adult care in the UK (ONS 2017) and were entitled to flexible working at the time of the data analysis, one could expect that they would be more favourable. 

Agreement to the statement those who work flexibly are less likely to get promoted Table 2
Workers with an employed partner, working part-time or working long hours are more likely to agree that flexible working leads to negative consequences. The effect of partner in employment only holds for women, as is the effect for working part-time. For the latter, it is likely that those working part-time (thus working flexibly) have directly experienced the negative career outcomes due to working such ways which triggers the higher likelihood of agreeing to this statement. In case of the association with long working hours, this may be because working long hours indicates workers being in an ideal worker cultural environment, and/or they themselves adhere to such norms where working flexibly may deviate from this norm. This relationship actually holds only for men. Working in the public sector significantly reduces this perceptions of negative career consequences. This is most likely because public sectors usually provide better protection for workers and more likely provide flexible working as a right rather than a gift reducing the negative consequences when these arrangements are taken up. Working in the Education and Manufacturing sectors increases the perception that flexible working results in negative career outcomes but only for women. For men, those working in routine or manual jobs are more likely to believe that flexible working leads to negative career outcomes. For women, working in intermediate occupations reduces this perception. Again, many of the results here could be influenced by the fact that flexible working arrangements are available in the workplace and/or that the worker themselves are taking the arrangements up. 

Experiences of negative consequences due to colleagues working flexibly – Table 3
Younger workers, those who have a disability or care responsibility are more likely to feel that they have suffered due to colleagues working flexibly. This is a surprising finding because based on self-interest, those who are more likely to benefit from flexible working themselves are expected to be less inclined to indicate that they have experienced negative consequences to it. This may also be due to the “web of time” (Gerstel and Clawson 2018) – i.e., in that shifts in working patterns may cause reverberations to colleagues’ work schedules and commitment. Perhaps because of their own commitments outside of work and limited adaptability in their own schedules, these groups of workers may be more likely to suffer compared to others from colleagues’ variability/changes in work due to flexible working. Less surprisingly, those in supervisory roles, in managerial professional occupations, working long hours, in financial services sector and other services sector are more likely to believe that the have felt consequences of colleagues working flexibly. This is most likely because these workers are most likely to work in and adhere to the ideal worker culture. Furthermore, supervisors may need to manage the variability of schedules/workload due to workers’ working flexibly. This would increase the feeling that their workload has increased, which is one of the main aspect of the negative consequences co-workers feel when colleagues work flexibly. In closer inspection, I find that with the exception of supervisors, all of these relationships are mostly driven by the male sample. This provides us with some evidence that perhaps it is especially men in ideal worker cultures that are more likely hold such flexibility stigma.

Experienced negative career outcomes due to flexible working – Table 4&5
Those working long hours and with a permanent contract are less likely to perceive that they’ve experienced negative career outcomes due to flexible working. While those with other care responsibilities, with disabilities in routine and manual occupations, and in female dominated workplaces are more likely to have experienced it. The results found for those with care responsibility and disability reinforce some of the conclusions found for parents, and mothers especially, in that the workers who are most likely to (or expected to) use flexible working for care purposes (including self-care) – and consequently expected to have limited capacity to use flexibility to increase performance outcomes, are most likely to be the ones to face career penalties due to flexible working. Long hours may be able to compensate for the deviation away from the ideal worker image brought on by flexible working, thus ensuring that workers do not face negative career outcomes. Those on permanent contract may have more security, thus less likely to experience it as well. Workers in routine/manual occupations and in female dominated workplaces may be, on the other hand, workplaces where workers do not have such negotiation power, thus are more likely to suffer from negative consequences when working flexibly. 
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total	
part time only	part time with	flexitime/teleworking only	0.39472079999999998	0.26336759999999998	0.34191159999999998	men without children	part time only	part time with	flexitime/teleworking only	0.31279309999999999	0.23262140000000001	0.45458559999999998	fathers	part time only	part time with	flexitime/teleworking only	0.1977035	0.1796112	0.6226853	women without children	part time only	part time with	flexitime/teleworking only	0.46714099999999997	0.2959639	0.2368951	mothers	part time only	part time with	flexitime/teleworking only	0.51243830000000001	0.30469039999999997	0.18287129999999999	



men without children	parttime only	parttime with	flexitime/teleworking only	0.32064910000000002	0.1547955	1.55371E-2	fathers	parttime only	parttime with	flexitime/teleworking only	0.4447083	0.182671	3.6427399999999999E-2	women without children	parttime only	parttime with	flexitime/teleworking only	0.33578400000000003	0.14586389999999999	3.13528E-2	mothers	parttime only	parttime with	flexitime/teleworking only	0.3583286	0.23600950000000001	5.0443799999999997E-2	



