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THE BUSINESS CASE FOR SUPPORTING 

WORKING CARERS 

 

The demographic drivers  

Currently 3 million people in the UK juggle paid  work with unpaid caring responsibilities - 1 

in 9 people in any workforce - and this number is set to increase by nearly half as much 

again  by 2037 due to:   

 An ageing population and more people living longer with disability and long-term 

health conditions as a result of advances in medical technology  

 An ageing workforce, with fewer young people entering the job market and later 

retirement ages (including later state pension ages)  

 Tighter public sector budgets for care and support services which will increase the 

pressure on families and friends to care  

 More people therefore needing to work and care longer – most people will look after 

an elderly relative, sick partner or disabled family member at some stage in their 

lives, the majority during their working lives. 

 

The business case for employers 

 

Forward looking employers now recognise caring as an issue which will have an 

increasing impact on their employees and on themselves as businesses. Already 90% of 

working carers are aged 30 plus – employees in their prime employment years. The peak 

age for caring is also 50-64 when many employees will have gained valuable skills and 

experience. Research
1
 has indicated that over 2.3 million people have given up work at 

some point to care for loved ones and nearly 3 million have reduced working hours which 

is a real loss for employers as well as for families.  

 

During recent years, and especially during the recent recession, more and more 

                                                           
 

1
 Carers UK and YouGov (2013) as part of Caring & Family Finances Inquiry UK Report (2014) Carers UK 
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employers have been recognising the value of retaining – and re-hiring - skilled workers 

rather than incurring the costs of recruiting and retraining new staff. 

There is evidence to show that the impact of staff turnover, absence and stress as a result 

of juggling work and caring could be costing UK businesses over £3.5 billion every year, 

so there are significant savings to be made by better supporting carers to manage work 

alongside caring responsibilities.  

Far from compromising business objectives, research
2
 shows that using a flexible working 

approach achieves impressive business results. This flexible approach: 

 attracts and retains staff  

 reduces stress  

 reduces recruitment and training costs 

 increases resilience and productivity  

 reduces sick leave and absenteeism 

 improves service delivery  

 produces cost savings  

 improves people management 

 increases staff morale. 

 

Productivity and performance 

 

Analysis of the 2011 Census shows that working - and working age - carers, pay a heavy 

penalty in terms of their own health if not adequately supported to work and care. Those 

with heavy caring responsibilities are more than twice as likely to be in poor health than 

people without caring responsibilities
3
. Research

4
 has also shown that caring for 20 hours 

a week or more starts to have a substantial effect on employment, particularly for women. 

Supportive employers can play a key role in mitigating these impacts, and in thereby 

increasing staff resilience, productivity and performance in the workplace. 

 

                                                           
 

2
 Based on calculations made by MetLife Market Institute (2006), published in Carers UK (2014) Care Leave: 

impact on business 
3
 Carers, Employment and Services Report Series, Carers UK and University of Leeds (2007) 

Census 2011 
4
 Carers, Employment and Services Report Series, Carers UK and University of Leeds (2007) 
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The business case for the wider economy 

 

Supporting carers in the workplace also has business benefits for the wider economy. 

Research
5
 published in February 2010 sets out for the first time the economic and social 

benefits of investing in social care, calculating the amount of additional earnings (between 

£750 million - £1.5 billion per annum) and related tax and national insurance revenue that 

would come into the economy if working age carers were better supported by care and 

support services. It also calculates the amount saved in welfare benefit payments.  

As the national population and workforce ages, there are also associated risks of loss to 

the economy if more people have to give up work or reduce their working hours because 

they cannot get the support they need from external care services. This includes lost tax 

revenue, lost contributions to the pensions pot and there are also additional costs in the 

form of welfare benefit payments. Analysis from Age UK, building on work from the London 

School of Economics
6
, reveals that an estimated £5.3bn

7
 has been wiped from the 

economy in lost earnings due to people who have dropped out of the workforce to take on 

caring responsibilities for older or disabled loved ones.  

The cost to individual carers of giving up work, reducing hours or taking lower paid work to 

fit around their caring responsibilities is stark, with 70% of carers saying they are over 

£10,000 a year worse off and 30% reporting a drop in income of £20,000
8
, and there are 

also significant costs to employers in terms of recruitment and lost productivity. This is a 

particular concern during the difficult financial climate when issues of retention and 

productivity are especially important.  

 

The business case for society 

 

Supporting people to combine work and care also has benefits for society as a whole and, 

as with the economy, there are heavy risks to UK society if people are not helped to do 

                                                           
 

5
 The case for social care reform – the wider economic and social benefits. Prof John Glasby, Prof Chris 

Ham, Rosemary Littlechild  and Prof Steve McKay, HMSC and IASS, University of Birmingham (February 
2010)  
6
 Pickard L (2012) Public Expenditure Costs of Carers Leaving Employment, LSE Health and Social Care 

Blog, London School of Economics & Political Science, 25 April 2012 
7
 Estimation of the Financial Impact of Leaving Work due to Caring Responsibilities, Age UK (2012) 

8
 Carers UK (2014) Caring and Family Finances Inquiry: UK Report 
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this. The contribution of unpaid carers has been calculated at £119 billion per year
9
. 

Carers (three quarters of whom are of working age) play a crucial role both in providing 

(unpaid) care and in helping their relatives or friends to stay out of hospital or residential 

care. They provide a very valuable contribution, therefore, not only for individuals and 

families but also for our wider economy and society. Employers, economy and society all 

benefit from this contribution and should therefore all support carers to combine work and 

care healthily and productively. Services that support family life are essential for both 

economic productivity and social cohesion. 

Flexibility in action  

 

Listawood  (SME)  

With a workforce of around 150 people, Listawood are a manufacturer of promotional 

giveaways such as ceramic mugs, fridge magnets and mouse pads. The recent recession 

has resulted in a greater level of scrutiny being placed on the discretionary budgets used 

by organisations for such items, and this combined with increased competition from 

emerging low wage economies has placed enormous strain on their sector. 

As part of their performance management framework, Listawood regularly survey their 

employees to measure staff satisfaction. The company are aware that they do not offer the 

best salary levels in the area – indeed only 56% of staff surveyed felt their pay was 

competitive when compared with other employers locally. Their deep rooted culture of 

flexibility is, on the other hand, well recognised by staff: 

 97% of staff felt the company offered better opportunities for work life balance than 

other employers in the area. 

 96% agreed that any request for flexible working would be fairly considered. 

 97% said they would be able to get time off at short notice if they needed to. 

Staff turnover at the company is remarkably low – only a fraction of a percent per annum. 

Listawood argue that their culture of flexibility and support of those needing to balance 

their home and work lives, often at short notice, is a significant driver of staff retention: 

“Losing highly trained staff is incredibly disruptive in any business. In the sales 

environment it fractures customer relationships which can result in reduced levels of 

business, and in the factory it compromises manufacturing efficiency. On top of this you 

then have to bear the costs associated with recruitment and training for their replacement. 

We are in no doubt that our staff retention levels are driven by our attitude to work life 

                                                           
 

9
 Valuing carers – Carers UK and University of Leeds (2011) 
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balance rather than the generosity of our remuneration packages. This makes it possible 

for us to remain competitive and profitable in a highly competitive market, even during 

these unusually difficult trading conditions.”  Alex, Managing Director. 

“My grown up daughter has suffered from a heart condition since her late teens that at 

times can be seriously debilitating. The company has always allowed me to take time off at 

short notice to care for her – something I really appreciate. Of course I always give back to 

the company when I can.” Gilly, Administrator 

 

Centrica/British Gas 

Centrica/British Gas has led on innovative family friendly and flexible working practices 

and in 2004 was one of the first employers to set up a carers’ network. It reported 

quantified business benefits from its innovative flexible working programme, “work:wise”, in 

2004 and from a subsequent study in 2007 on the impact of flexible working on 

performance. It has had particular success in retaining engineers, whom it had identified 

as leaving the workplace. Now 60% of staff work flexibly and over half of these are men, 

including a large number of engineering staff. 

For example: a British Gas installation engineer for 25 years also cares for his six year old 

daughter, who has learning difficulties. He also has two other young children. His 

daughter’s condition means that there are additional medical concerns requiring tests and 

hospital appointments are always during working hours and often at short notice. His 

manager allows him to organise his work around the customers. Early starts, which suit 

many customers, allow him time off later on in the day to be with his daughter. Working in 

a two man team means that they share the work between them. His colleague covers for 

him when he needs the time and they make it work between them. He can also take short 

notice holiday when required. 

'’British Gas was one of the first UK companies to develop flexible employment policies to 

support staff with caring responsibilities. This makes it easier for employees to combine 

work and care, so they don't feel forced to choose between one or the other. Recruiting 

and training new staff can be expensive and unnecessary when a more flexible 

employment approach should ensure that existing, experienced people are retained."  Phil 

Bentley, Managing Director 

 

BT  

Of BT’s 102,000 workforce, 75,000 work flexibly. BT has calculated the average increase 

in productivity for these workers at 21% – worth at least £5-6 million on the company 

bottom line. BT’s annual staff turnover is below 4% – when the sector average is 17% – 

and sickness absence among home workers averages below 3 days per person per 

annum. 
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Just as important, BT’s 20 million customers rate quality of service 5% higher than before 

– and these customers are 7% happier too. These important business gains show that 

introducing flexible working arrangements has already made business sense for BT in 

hard economic terms. 

BT explains that getting managers at all levels to accept flexible working as the norm has 

not been without its challenges. It was important when talking to managers and introducing 

flexible working to show them the evidence that proves managers using flexible working 

have better bottom line results than those who do not:  

 Flexible workers are 14% happier than other colleagues 

 Stress related absence has been reduced by 26% through flexible working alone 

 Carers can continue to harmonise their caring and working lives – a crucial issue 

with the rise in caring responsibilities throughout society. 

 

Employers for Carers membership forum 

“We are employers like you – large and small.  Employers for Carers has evolved from a 

group of employers committed to working carers and our key purpose is to ensure that 

employers have the support to retain employees with caring responsibilities.   

At British Gas/Centrica, in addition to paid carers leave, a flexible approach to work helps 

support carers by providing them with greater ability to balance work alongside caring 

responsibilities.  Over 60% of employees work flexibly and over half of these are men, 

including a large number of engineers.  

I am sure that you’ll agree with me when I say that your people are your biggest asset and 

that if you look after them, they will look after your customers and your business”  

Ian Peters , Chair of Employers for Carers and Managing Director, British Gas  

 

Contact us 

Employers for Carers 

Tel: 020 7378 4956 

Email: employers@carersuk.org 

www.employersforcarers.org 

mailto:employers@carersuk.org
http://www.employersforcarers.org/

