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Introduction

Policies aimed at assisting parents (primarily mothers) to enter into paid work while managing their childrearing and domestic responsibilities are widely termed ‘reconciliation of work and family life’ in Europe. Canada and Australia talk about work-family balance and work-life balance. Fathers are also included in many of these policies, although the nature and extent of their entitlements vary from country to country. For example, increasing fathers’ participation in childrearing is explicit in at least the policies of Denmark, Finland and Sweden, as a way of achieving equal outcomes for women. 

Work and family life policies focus on two broad goals: to improve women’s ability to participate in the labour market; and to provide the best care and nurturing for children. The range of policies include the following:

· Maternity/paternity/parental leave. These policies vary as to the duration of leave, whether or not it is paid and at what level, the leave provisions for fathers, and the safeguarding of employment rights.

· Childcare. These policies vary as to whether childcare assistance is means-tested or free, whether it is available to those who are unemployed to help them into employment, and in terms of who provides the care and how it is funded.

· The provision of direct payments or subsidies to assist parents. These include tax rebates or credits and free or subsidised goods or services.

· Flexible working hours that acknowledge the employee’s family responsibilities. 

· Short-term leave for family-related purposes, such as the care of sick children, and in some countries other dependants and other persons.

· Anti-discrimination legislation and gender equity in employment practices. This includes legislation that prohibits discrimination in employment on the grounds of gender, family status and relationship status.

Inevitably, policies concerned with balancing work and family life are closely related to other family policies such as income maintenance for families and (in some countries) supporting fertility. Work-family policies are also associated with employment policies concerning such matters as working conditions, minimum wages and health and safety.

This overview explores the range of policies to reconcile work and family life that have been implemented in the countries selected, and briefly comments on the extent of understanding of the impacts of such policies on better co-ordination between work and family life, and gender equity. Descriptions of policies and any available evaluations are contained in Appendix 1. 

Scope of this review

This review provides a description of European, British, Australian and Canadian policies affecting work and family life. Information is sourced from a selected number of books and articles. For detailed information about the policies, the original documents should be read. The review is bounded in the following ways:

· The scope of the review is limited by the material available. For example, not all policy areas are covered for each country. In addition, there were not evaluations for all the policies identified. Gaps do not necessarily mean that the particular country has no policies in an area, or that no evaluations have been done.

· There was no information to assess the robustness of the research and evaluations included in the review. 

· Some of the material was published in the early and mid 1990s. Conditions and policies are likely to have changed since then. Where possible, Appendix 1 identifies the timeframes of the policies and evaluations described. 

· It is difficult to measure the impacts and effectiveness of policies to reconcile work and family life because of the wide range of factors influencing the behaviour and decisions of parents. It should also be noted that there is a lack of high quality evaluation data on work-family policies and initiatives, and therefore statements about effectiveness are limited (Russell et al 2002).

Range of policies for reconciling work and family life

The only convergence in work-family policies across all countries included in this review is in the general emphasis on the theme to reconcile work and family responsibilities. Although countries have developed and implemented initiatives around this theme, there are enormous differences in the nature, level and extent of state intervention. Infobox 1 below gives examples of the range and diversity of responses.

The histories of the countries, with regard to their economies, political systems, approaches to welfare, the concept of the family and gender relations has shaped this diversity.  Within Europe there are strong contrasts (Lewis (ed) 1993). For example, Sweden and Denmark established a post-World war II commitment to full employment, and later largely abandoned the male-breadwinner model. Indeed, those countries have rejected any ‘special protection’ for mothers on the grounds that it would create barriers to women’s employment (Hantrais and Letablier 1996:126). The United Kingdom has combined needs-based and insurance-based models of the welfare state, with a strong focus on means-testing since the 1980s. Since the 1970s the United Kingdom has moved away from the male-breadwinner model. Ireland had perhaps the strongest and most long-lived attachment to the male-breadwinner model, while in Italy the lack of social security and social services have meant the family and women have been extremely important in the provision of welfare. In France women have historically been recognised as paid workers (with paid maternity leave introduced in 1913), yet French family law was strongly patriarchal until the early 1970s.

Added diversity is provided by the different layers of government in any one country (such as Canada’s system of provincial, territorial and federal governments) and various legal systems. These different systems provide many options for policy making, legislation, funding and delivery of programmes. 

Major economic changes in the 1980s resulting from slowed economic growth have also determined the contexts in which work-family policies have been developed. Policy changes included greater support for the free operation of the market, a reduced role of the state, trends towards lower taxation, and greater use of targeting and means-testing (Bagavos and Martin 2000; Gauthier 2000). Such trends have implications for the levels of assistance provided to families, and the ability to redistribute income across social groups within society.

Infobox 1: Policy responses for the reconciliation of work and family life
	Area
	Responses

	Level of state intervention in family matters
	Belgium, Germany, Luxembourg, France: principle of state intervention in family matters is widely accepted.

UK, Italy, Spain: state reluctance to intervene unless family members are at risk.

	Funding sources
	Nordic
, UK, Ireland: benefits funded from taxation.

Belgium, Greece, Italy, Portugal, Spain: insurance-based social security.

Austria, Luxembourg, France, Netherlands: mixed public and employer funding.

	Devolution from central to local government
	Nordic: strong involvement of local government.

Netherlands: administration of benefits is through local government.

Italy: local government leadership in the development of family-friendly workplaces.

	Involvement of employers
	UK, Italy: lack of statutory intervention to require employers to adopt work-family arrangements.

Netherlands: government expects employers and employees to negotiate work-family agreements through collective agreements. Government role is to remove barriers and ‘stimulate’ the development of work-family arrangements.

Australia, Canada: strong role of collective bargaining in establishing family-friendly work place arrangements.

France: all employers contribute to the costs of services for young children.

	Focus on childcare
	Nordic: substantial system of public childcare with commitment to provide places for all children over 12 months. Strong view that caring for young children is a public responsibility.

Netherlands, Germany: minimal public provision of childcare, combined with strong public-private sector partnerships.

France, Belgium: universal nursery schooling, extensive out of school provision and above average levels of provision for under 3s.

Spain: publicly funded services for children 3 – 6 years are widely developed as part of education provision.

Australia: education sector-based pre-schooling. Centre-based day care (mainly private providers) predominates. Informal care very important.


	Employment
	Nordic: emphasis on getting both women and men into (full-time) employment, irrespective of family status.

Netherlands: individual’s right to part-time work. Interventions to reduce barriers to employment of women.

UK: increasing expectations on sole mothers to enter employment (underpinned by concerns to keep benefit expenditure down). Married women/mothers fall outside of the adult worker expectation. 

Australia, Canada, Spain: increase in flexible and temporary work to promote employment and reduce labour costs (ambiguous benefits for gender equity).

	Statutory support for father role
	Nordic, Netherlands: special father’s leave.

EU: widespread adoption of parental leave able to be taken by either parent.

	Package approaches
	Nordic: comprehensive package of parental leave, childcare provisions in conjunction with obligations for citizens to work.

	Gender equity
	Nordic: policies have aim to increase equality between women and men.

Australia: legislation concerning discrimination and human rights have been used to improve the situation of women.


Policy gaps

A serious lacuna in almost all countries reviewed is a lack of focus on the specific circumstances and needs of different population groups, particularly low-income families, people with disabilities (parents and/or their children), indigenous peoples and ethnic minorities. Policies tend to take the middle-income or middle class parents/families as the norm. The exception is the focus on getting low-income sole parents off benefits and into paid work. However, this emphasis is often more about reducing the welfare burden than about promoting work-family balance.

Another policy shortcoming is the lack of consideration of the father’s role and how this relates to the mother’s role and her ability to take up employment. In general, women still have the main responsibility to arrange care for children and other family members even when they are in full-time employment. This fundamental responsibility has been shown to influence the timing of women’s career moves, as well as their day-to-day working time arrangements, and therefore to have consequences for life-time earnings and occupational achievement (McKie et al 2001). A disturbing finding of one study of selected professional occupations in Britain, France and Norway, is that men who took up family-friendly or caregiver options also experienced negative impacts on their careers. This suggests that changes in corporate cultures and, at a societal level, in the way that labour is organised are also required (Crompton 2001). 

Impacts of policies on families

A number of comparative studies of work-family policies in Europe has been done since the early 1990s (e.g. Lewis (ed) 1993; Hantrais and Letablier 1996; Working Party on Social Policy 2002; den Dulk et al (eds) nd). What is striking is that there is no clear, definitive relationship between particular policies and changes in the behaviour of women and men as parents. Consequently, there is no simple policy solution for achieving optimal arrangements of work and family life for mothers (and fathers). 

The studies show that the effects of policies on individual and familial behaviour are not easy to identify or measure. The same policy may have different objectives in different countries (e.g. various objectives of paid parental leave include supporting women to continue attachment to paid work, encouragement of fathers to undertake childcare, and pro-natalist objectives). A policy may also have unintended consequences. For example, a problem identified with the Danish child minding leave was that some women who had children within a year to 18 months became caught in a ‘leave trap’, and were spending significant amounts of time out of work, with possible damage to future career paths and earnings. 

Furthermore, it is often difficult to separate cause and effect, and to identify the specific factors that may result in behavioural outcomes. For example, the implementation of parental leave and childcare policies do not necessarily precede women’s increased labour force participation. High levels of Danish women in employment led to demands for better access to childcare and leave rights. In turn those policies promoted further labour force participation (Working Party on Social Policy 2002:116). 

Where a package of policies is implemented, the effects are a result of their combined operation.  For example, the Working Party on Social Policy (2002:72) shows the complexities of the combined effects of the tax/benefit system and childcare costs and subsidies on incentives for second earners to work in Denmark, the Netherlands and Australia. The report also makes the point that in practice, few people fully understand the consequences of their decisions about whether or not to engage in employment. Essentially, behaviour is an outcome of a wide range of social, economic and cultural factors that are specific to each country. In those contexts, the policy intervention, or combination of interventions, may be only partly responsible for behavioural change. 

The diversity of factors impacting on families is well illustrated by the Eurobarometer survey of European countries in 1993, which identified the factors most influential in determining the number of children couples wanted. The factors were, in descending order: housing, the economic situation and unemployment, the cost of raising children, work time flexibility and the availability of good quality childcare and parental leave. Neither family benefits nor tax relief were seen as important. In contrast, wider institutional and economic factors such as housing and unemployment were primary factors (Hantrais and Letablier 1996:186).

Infobox 2 shows the varying policies, women’s employment and fertility patterns across European countries, and suggests that there is no direct or irrefutable link between policy interventions and particular outcomes for women, parents and families.

Infobox 2: Patterns of policies and outcomes

	Nordic, Belgium, France
	High rate of women’s employment, high fertility, generous support for families.

	Austria, Germany, Luxembourg
	Lower rate of women’s employment, lower fertility, generous provision for women as homemakers.

	UK
	High rate of women’s employment, high fertility, low level of provision for women as working mothers.

	Greece, Spain
	Lower rate of women’s employment, lower fertility, under-developed provision for working mothers.

	Italy
	Lower rate of women’s employment, lower fertility, support for women as working mothers, uneven provision for families from one region to another.

	Portugal
	Relatively high rate of women’s employment, low fertility,  low level of provision for families.


Source: Hantrais and Letablier 1996.

Nevertheless, there are indications from the various comparative country reviews that women in Sweden, Denmark and Finland tend to manage work and family responsibilities better, and to benefit more from policy interventions. For example:

· Women in those countries do better materially over their life course, although there is evidence of an increasing polarity between well-educated, professional women in two-earner families and young single mothers or women in poorly paid work (Lewis (ed) 1993:22).

· The relatively comprehensive statutory work-family policies in those countries are accompanied by higher women’s employment participation rates and a smaller gender gap in wages (den Dulk et al (eds) nd:172).

· A review of policies in Germany, Netherlands, UK and Sweden showed that Sweden has the policy mix most benefiting the two-earner family, and that women’s employment does not have a negative effect on birth plans, although there is some evidence suggesting that the third birth may be affected (Bagavos and Martin 2000:22).

Concluding comments

The reviewed material provides some general pointers to the development of policies for the reconciliation for work and family life:

· Policies must be developed with full consideration of New Zealand’s history, social institutions and cultural values. Successful policies developed elsewhere are responsive to the particular problems and conditions of that society and cannot be simply applied here without analysis of their relevance, feasibility and suitability for New Zealand. 

· There must be a clear view of what the policy is aiming to achieve.

· If the policy is expected to achieve multiple aims, there needs to be analysis of whether those aims are conflicting, and if so, how a balance is to be achieved.

· A coherent package of policy across parental leave, childcare, taxation, working conditions, employment/training programmes, anti-discrimination etc, appears to be more effective than single policies. A package enables the links between work and family life to be considered, rather than seeing the spheres as separate.

· Policies must look at the effects on both women and men (i.e. gender analysis). The experiences of balancing work and family life are markedly different for mothers and fathers. Policies must be designed specifically to address the father role, as well as the mother role, and the inter-relationships between those. Furthermore, policies need to consider women in their multiple roles as workers, mothers, and as contributing to the community.

· The diverse experiences of, and impacts on different groups including low-income families, people with disabilities, Maori and ethnic minorities must be considered.

· What workplaces do does matter. Despite government legislative interventions and promotion of family-friendly workplaces, public and private employers’ support to enable parents to take up their entitlements varies hugely across the countries studied. The challenge for policy is how to influence organisational cultures and address entrenched attitudes to women’s roles.

A programme of evaluation and research should accompany the design and implementation of work-family policies. A particular gap noted overseas is the dearth of research and analysis on the involvement in and impacts of work-family policies on men/fathers. This is essential if gender equity issues in the division of labour at home and work are to be properly understood, and if work-family policies are to be seen as more than ‘women’s issues’ peripheral to the world of work. Another huge gap is the lack of research on the work-family life experiences and conflict of different population groups. 

APPENDIX 1: EUROPEAN, AUSTRALIAN AND CANADIAN POLICIES FOR RECONCILING PAID WORK AND FAMILY LIFE

The table covers the following policy areas:

· Parental and childcare
 leave

· Childcare benefits and services

· Working hours

· Rights to part-time work and comparable working conditions

· Provisions for sick children and other family members

· Rights for pregnant and breastfeeding workers

· Cash benefits to working families

· Return to employment after parenting/caregiving

· Government incentives/funding for family friendly workplaces

There are overlaps between the areas. For example, parental and childcare leave includes information on childcare benefits. Rights for pregnant and breastfeeding workers are often included in a country’s maternity/parental leave policies. Working hours and rights to part-time work cover similar issues and responses concerned with the arrangements for working time. Government incentives/funding for family-friendly workplaces include a wide range of policies such as parental leave, childcare, working hours, rights to part-time work and provisions for sick children. Policies that could be included in more than one section are only included once, in the section that relates to the main objective of the policy. Policies specifically relating to indigenous peoples or ethnic minorities are presented in italics. However, very few of these policies have been identified, and their relevance to New Zealand may be limited.

Full information on sources cited is contained in the bibliography. Information that is not sourced is obtained from:

· ILO website www.ilo.org
· European Network “Parental Leave in European Union Countries”, “Family and Work” and “New Ways to Work Survey” (1998).

	COUNTRY
	POLICY DESCRIPTION
	EVALUATION AND RESEARCH FINDINGS

	Parental and childcare leave (paid and unpaid)

	Australia
	52 weeks unpaid leave, from childbirth. Workplace agreements provide paid leave for a few weeks for some parents, mainly in the public sector. Most employees do not receive paid parental leave from their employers. Funding from general taxes for income tested Family Tax Benefit (B) paid to most single earner households, worth 6% of average earnings, plus an income tested lump sum Maternity Allowance. Some low-income families are eligible for the Partnered Parenting Payment. Government has recently announced the introduction of the First Child Tax Refund , which gives the parent who drops out of the labour force the right to claim back one fifth of the tax they paid in the year up to the childbirth per year for up to 5 years. The carer must stay at home to look after the child. (Working Party On Social Policy 2002). 
	Policy focus is on assisting low-income families. A mother in a low-income family could receive payments during maternity leave equal to about 30% of average earnings. Higher income households receive much less (Working Party On Social Policy 2002:68).

Options for introducing paid leave are being debated, including a mandatory insurance-based system for workers and a general tax-financed paid leave (Working Party On Social Policy 2002:68).

The proposed First Child Tax Refund will provide modest help in smoothing income over the lifecycle. The Australian system provides almost no incentives for take-up by men, therefore failing from a gender equity perspective (Working Party On Social Policy 2002:71).

	Austria
	Post-childbirth period of 24 months, including maternity, parental and childcare leave. Maternity/parental leave of 18 weeks at 100% of regular wage. Childcare leave cash benefit of 31% of wage. Father is entitled to 6 months non-transferable leave. Part-time leave also available. (Gauthier 2000).
	

	Belgium
	Paid parental leave of 15 weeks with a cash benefit of 77% of regular wage (Gauthier 2000).

Three months childcare leave. Cash benefit of 37% of wage. Can be taken any time up to the child’s 4th birthday. Both parents are entitled to separate leave. (Gauthier 2000). 
	

	Canada


	There are variations across jurisdictions. As at March 15 2001, typical maternity leave provisions in legislation allow an eligible pregnant employee 17 weeks unpaid leave. To be eligible, most jurisdictions require an employee to have completed a specific period of continuous employment. Parental/adoption leave is unpaid and ranges from 34 to 52 weeks across jurisdictions. Usually the leave must be taken no more than 52 weeks following the birth of the child. Parental leave is available to birth parents, and 4 jurisdictions allow the leave to be shared. Salary replacement benefits are provided under the Employment Insurance Act. Eligible workers across all jurisdictions are entitled to 15 weeks maternity leave benefits and 35 weeks parental/adoption leave benefits, for a combined maximum of parental and maternity benefits of 50 weeks. Parents are able to earn some money while receiving benefits to retain some work attachment. In May 2001 Quebec adopted the Parental Insurance Act, which allows workers to maintain personal disposable income during maternity and/or parental leave. It provides access to increased benefits including a 5 week paternity leave (CAALL Ad Hoc Committee on Work-Life Balance nd).
	In 1996 the introduction of Employment Insurance increased the minimum number of hours needed to qualify for benefits such as maternity and parental leave provisions from 300 to 700, pushing many part time workers out of the system altogether (Canadian Council on Social Development, 1999).

	Denmark
	Maternity leave of 18 weeks. Flat rate of about 55% of average wage. Under collective agreements many employers top up the payment to the wage level.  There is also 10 weeks of paid parental leave that can be used by either parent. In addition there is a 2 week leave that can only be used by fathers. After that there is a 26 week childminding leave with a payment of about one third of average wages. (Working Party On Social Policy 2002). 

Reform proposals do not affect maternity/paternity leave, but propose to extend parental leave to 32 – 38 weeks and abolish childminding leave. Only one parent will receive payment (Working Party On Social Policy 2002).

Recent reforms are likely to increase levels of income support during the 6th – 12th month of leave, which was previously paid at a lower rate. Also considering allowing municipalities to pay a benefit to parents caring for their own child at home that is equal to the subsidy to a provider (Working Party On Social Policy 2002).

Also recently abolished the period of leave exclusively reserved for fathers (the ‘father quota’) on the grounds that an increase in payment during leave might induce more fathers to take leave (Working Party On Social Policy 2002).

Many employers top up the leave payment through collective agreements (Working Party On Social Policy 2002).
	Denmark’s high women’s employment rates over the last 25 years are attributed to the parental leave (Working Party On Social Policy 2002:65).

Problems with the child minding leave were that some women who had children within a year to 18 months became caught in a ‘leave trap’, and were spending significant amounts of time out of work, thereby damaging future career paths and earnings. However, one Danish study found that having children does not, on average, have long term effects on the mother’s earnings, compared to those of women without children. Mother’s earnings catch up a few years after re-entering the workforce. This is likely to reflect Danish women’s typical experience of returning to full-time employment. (Working Party On Social Policy 2002:65, 70).

Extending childcare leave will increase the level of income support (Working Party On Social Policy 2002:65).

Employer and employee contributions are funded through employer and union funds. These tend to be sector or occupation based rather than across the board e.g. through social insurance schemes. There are implications for gender equity if contributions are based on proportions of women in the labour force in the sector/occupation. Employers may discriminate against women workers and male-dominated unions may be less concerned about the provision of maternity/paternity leave – see also comments under Netherlands (Working Party On Social Policy 2002:70).

	Finland
	Post-childbirth period of 3 years, including maternity, parental and childcare leave. Maternity/parental leave of 63 weeks at 70% of regular wage. Childcare leave with cash benefit of 66% of wage. Lower cash benefits for people not previously employed. Father is entitled to the same leave. (Gauthier 2000).

Parents receive a “baby kit” from the State free (non-income tested), worth 230 ECU. The kit includes baby clothes, nappies, towels, soap etc (Pers.comm.)
	

	France


	Parental leave (including childcare leave) can be taken until a child is three years.  Mothers and fathers can take the leave at the same time or following each other.  Leave is unpaid for the first child.  Since 1994 parental care benefit is paid from the second child.  Full time is for 16 weeks at 460 ECU per month.  Part time 350 ECU per month. Father is entitled to leave instead of mother.

Childrearing allowance (APE – allocation parentale d’education) – an arrangement allowing parents to relieve the pressure when children are very young without compromising their professional life (Hantrais and Letablier 1996). It is a non-income tested payment, separate from family allowances, paid until the last child reaches 3 years, to either parent, after the birth of the 2nd child. Either parent may take full-time leave, or share part-time leave. There are restrictions on eligibility based on duration of work before the birth of the child. Originally established as a pro-natalist policy and applied to the birth of the 3rd child (Arve-Pares 1996).
	Take up rates for parental leave are low, compered to other EU states with paid leave, suggesting that the financial conditions may be too restrictive to justify a prolonged interruption to employment (Hantrais and Letablier 1996:129).

Fathers hardly ever take up parental leave or APE, probably because of the costs of foregoing income. A survey of recipients of APE showed that for many women, a long interruption in their work is detrimental to their career. Many also experienced a return to the traditional division of labour while they were on leave. There was also a heightened feeling of financial dependence on husbands (Arve-Pares 1996:63 - 66).

	Germany
	Parental leave (including childcare leave) can be taken until a child is three years.  The leave is paid only for those on low incomes.  DM 600 per month for every child of low income parents, up to the age of two years.  Paid parental leave is for 14 weeks at 100% funded by insurance to DEM 25/day plus employer top-up. The father is entitled to leave.
	Fathers hardly ever take up parental leave (Arve-Pares 1996:63).

	Greece
	Paid maternity/parental leave of 16 weeks at 50% of regular wage (Gauthier 2000).

Childcare leave of 7 months, unpaid. Can be taken any time up to the child is 3 and a half years old. Each parent is entitled to a non-transferable 3.5 months leave. (Gauthier 2000).
	

	Ireland
	Paid maternity/parental leave of 14 weeks at 70% of regular wage (Gauthier 2000).

Childcare leave of 3 months, unpaid. Can be taken any time until the child’s 5th birthday. Both parents are entitled to take leave. (Gauthier 2000).
	

	Italy
	Paid maternity/parental leave of 22 weeks at 80% of regular wage (Gauthier 2000).

Childcare leave of 6 months, with plans to extend it to 10 months. Cash benefit of 30% of wage. Can be taken at any time until the child’s 9th birthday. May be taken by the mother or father. Duration is doubled in the case of twins. (Gauthier 2000).
	

	Luxembourg
	Paid maternity/parental leave of 16 weeks at 100% of regular wage (Gauthier 2000).

Childcare leave of 12 months. Cash benefit of 63% of wage, paid only to one parent. Leave may not be taken in installments. Each parent is entitled to a non-transferable 6 month leave. Leave is longer for families with 4+ children (Gauthier 2000).
	

	Netherlands
	16 weeks maternity leave. Payment is just over the average wage. Paternity leave became a legal right on 1 January 2002 – fathers are entitled to 2 days paid leave (Working Party On Social Policy 2002).

Childcare leave of 6 months, unpaid. Can be taken any time until the child’s 8th birthday.  Both parents are entitled to leave. Leave is part-time only. (Gauthier 2000).

In the civil service or education, employees who reduce their hours by 50% for a period of six months have the hours not worked paid at between 75-100%.  A few companies also pay this rate by collective agreement.
	Leave arrangements are financed through insurance contributions from employers and employees across all private sector employers regardless of their proportion of the female labour force, i.e. costs are shared rather than costs being borne by individual employers. This is on a fair redistributive basis that fosters gender equity (Working Party On Social Policy 2002:70).

	Norway
	Nine weeks paid maternity leave and two weeks paid leave for fathers around the time of the birth. Paid parental leave of 29 weeks at 100% of earnings and 39 weeks at 80% of earnings, and two years unpaid leave. ‘Fathers’ Quota’ introduced in 1993 provides for four weeks paid leave not transferable to the mother. There is also a time account scheme that enables parents to combine parental leave with part-time work and to share leave Kvande 2000).
	Fathers’ Quota was introduced to encourage fathers to stay at home. It appears to have had a strong impact on fathers’ use of leave. Before the quota was introduced in 1993, a very small percentage of fathers took leave – less than 3%. In 1994 45% of fathers took leave and in 1998 89% of fathers took leave. The average leave of fathers has risen to 6.5 weeks. Fathers’ take up of the time account scheme has been very low, at 1.5%. Kvande concludes that fathers have responded better to the non-flexible and specifically earmarked model of the Fathers’ Quota, than to other types of available leave. She suggests that overt government support of a specific father’s leave may make it easier for employees to negotiate time off with employers (Kvande 2000).

	Portugal
	Paid parental leave of 24 weeks, at 100% of regular wage (Gauthier 2000).

Childcare leave for 2 years, unpaid. Can be taken any time up until the child’s 3rd birthday. The father is entitled to leave.
	

	Spain
	Post-childbirth period of 3 years, including maternity, parental and childcare leave.  Paid maternity leave of 16 weeks at 100% of benefit base. Childcare leave is unpaid and only one parent can use the leave. (Gauthier 2000).
	

	Sweden
	Parental leave (including childcare leave) can be taken up to the child’s 8th birthday.  360 days of parental leave are paid at 80% of salary and 90 days are paid at the flat rate of SEK 60 a day.  In total then paid parental leave is for 450 days. Promotion of use of parental leave by fathers.  The Government has taken many steps to promote the use of parental leave and allowances by fathers.  This has included funding of municipalities, county councils, companies, labour organisations and public insurance offices to allow them to conduct information and education campaigns.

Special fathers leave of 10 days following the child’s birth, paid. The leave has to be taken within the first 60 days for the child’s life (den Dulk et al (eds) nd).


	Very high proportion of fathers take up the special father’s leave – in 1995 81% of fathers took up this type of leave. In contrast, around 31% of fathers took parental leave in 1997, and they only used up 10% of the total days of parental leave taken. There has been a steady increase in fathers taking up leave since its introduction in 1974, however most take a short period when the child is very young and then for short periods later. They also tend to take part-time leave. Fathers take leave in relation to peak family periods and temporary needs. The financial loss of taking leave still tends to be more for the father than the mother.  Also, some studies show workplaces are more reluctant to give fathers leave. There has been some suggestion that fathers are ‘abusing’ leave, by doing activities other than caring for their children when on leave. What studies there are, show that fathers have a ‘positive experience of childcare’. Statistics show huge differences between professional/occupational groups and regions in the proportion of fathers who make use of their parental leave rights. Workplaces dominated by women tend to offer more options. (Nasman in den Dulk et al (eds) nd:135 – 145).

Studies of the impacts of parental leave on working conditions show that some parents experience discrimination on return, usually because they are replaced in their jobs. But most did not report negative impacts on salary increases, opportunities for training or career development. About 25% of mothers and 20% of fathers report some negative impacts associated with taking parental leave (Nasman in den Dulk et al (eds) nd: 143).

	United Kingdom
	Paid maternity leave of 18 weeks at 44% of regular wage (Gauthier 2000).

Childcare leave of 6 months, unpaid. Can be taken any time up until the child’s 5th birthday. Each parent is entitled to 3 months leave. Six months leave applies for multiple births. (Gauthier 2000).
	Projections are, that in the absence of paid parental leave, only 2% of men and 35% of women will take the unpaid leave. There is no statutory paternity leave (Rake 2001:224).

	General comment
	What evidence there is suggests that a substantial proportion of families do not claim parental/childcare leave benefits especially means-tested benefits. The nature of the policies often restricts eligibility and/or imposes a ceiling on benefits. A proviso is that there is little data available on take-up of leave. Many countries are not able to provide data on take-up rates (Gauthier 2000:9).

Men’s use of prolonged child-related leave is rare, therefore women are still doing the bulk of child rearing and losing continuity of employment. From the employer perspective, women incur more costs because they use child-related leave. Badly designed parental leave policies can harm gender equity.  To increase gender equity, leave must be financed on a fair re-distributive basis, (i.e. through general taxation or contributions across all employers), and provide incentives for fathers to take up leave. A culture shift in the workplace towards supporting fathers taking leave is also needed (Working Party On Social Policy 2002:71).


	Childcare benefits and services

	Australia
	Childcare has expanded to support labour force attachment. Policy debate is around quality and issues of capacity, especially around out-of-school care. There is a national planning system to identify where additional places should be established (a Planning Advisory Committee in each state). Strong role of private provision of childcare, with public subsidies as required. Priority groups for childcare are families with special needs, those requiring childcare to engage in education/training, and Aboriginal and Torres Strait Islanders. The Australians Working Together package (from July 2001) provides funding for additional out-of-school care, particularly for high need areas such as rural and regional areas and increases the value of fee relief to low income families and for those with special needs childcare. The Stronger Families and Communities initiative has a community objective for childcare. Includes funding increases from 2001: $65.4m over 4 years to provide greater flexibility and choice in childcare. The types of childcare include centre-based day care, family day-care provided by registered caregivers, early education services, out-of-school-care, occasional care (irregular hours, short-notice care), In Home Care for families in difficult circumstances who do not have access to mainstream services. Recent shift from paying subsidies to providers, to paying subsidies direct to parents. An income-tested Child Care Benefit (CCB) was introduced in 2000, which includes an additional subsidy for multiple children. Quality is dealt with through quality systems and licensing. Providers only receive funding if they meet quality standards. (Working Party On Social Policy 2002).
	Participation at pre-school ages is moderate – only around 9% use care for 35+ hours per week. There is unmet demand, particularly around increased hours and new participants. Possible reasons for a lack of supply are related to planning controls related to family day care, and the same CCB rate for young children as older children (services for younger children are more expensive to run) (Working Party On Social Policy 2002:32,36,54).

Although priority groups for childcare are stated in policy, this does not translate to waiting list management (Working Party On Social Policy 2002:34).

In 1999 35% of Australian women of working age cited childcare costs as the main reason they were not working – this was up from 25% in 1990. But other studies have shown no significant impacts from childcare costs on female part-time labour force participation rates. Analysis suggests that recent increases in public funding through the CCB have helped. Fees assistance is available to a larger proportion of parents with a higher threshold for maximum assistance than in either Denmark or the Netherlands.  (Working Party On Social Policy 2002:45,46,79).

The QA system is well supported, mainly because it has a dual focus on improvement as well as accreditation. It uses peer review, rather than an inspector approach (Working Party On Social Policy 2002:52).

There are recruitment and retention issues for childcare staff in rural and remote areas (Working Party On Social Policy 2002:53). 

	Belgium
	Tax-exempted income for childcare costs of no more than EUR 8.6 per day per child for professional childcare outside of the home. Families who do not claim the tax exemption for childcare have a tax exemption of EUR 300 per child per year. This benefits families taking care of their own children (Dumon 1999).
	

	Denmark
	Government policy is that all children should have access to quality childcare from 1 year old. Municipalities are encouraged to have places available for children from 6 months of age. Most provision is through local government either through centres or supervision of child minders and the financing of childcare. There is in-home formal care, with quality control by the municipality. Also provision by non-commercial private providers. Strong not-for-profit ethos. Parents are usually required to pay 30% of childcare costs. Legislation sets the maximum amount that parents can be charged. The second child in the family gets a 50% reduction, and there are reductions for multiple children.  There is fee relief for low-income families. Funding (from local government taxes and central government bulk funding) goes direct to providers, although there are some parent ‘free choice’ schemes that provide funding direct to parents. Quality standards are set by legislation and overseen by local government and parent boards of childcare services. (Working Party On Social Policy 2002).


	Waiting lists are a problem. One reason is because there is a lack of match between fee and use. Because the charging regime is not sensitive to the number of hours used, and the multiple child discounts, parents tend to buy more hours than they actually need or use, and therefore tie up places. Better alignment between fee and use would free up some places and enhance supply. Another problem is that some providers have reduced part-time places, not because of a lack of demand, but because of the administrative and financial disadvantages of dealing with more children for the same level of income (Working Party On Social Policy 2002:54).

Out of school care is well developed, with 4 out of 5 children participating.  Although service coverage is good, there are still not enough night time services (Working Party On Social Policy 2002).

In Denmark, having young children does not affect women’s labour force participation rates, unlike in other countries – this is assumed to be an effect of the universality of childcare provision (Working Party On Social Policy 2002:79).

Denmark has developed the most extensive system of services for young children in the EU (Arve-Pares 1996:37).

	France
	Assistance Plan in favour of Collective Care Facilities for Young Children, to assist in the creation of additional places in care facilities for young children.  

Childminding Allowance for Children Cared for in their Own Home, to support a person or household who has recourse to an employee (employees) to take care at home of their child(ren) of less than 6 years of age, when the person or each member of the couple have a minimum occupational activity.
	France is the only EU country where all employers contribute to the cost of services for young children. The Family Allowance Funds, which are financed by compulsory employer contributions, contribute about one quarter of the costs of services. Services are available to both employed and non-employed parents (Arve-Pares 1996).

	Finland
	Children have a ‘right’ to a place in day-care. Parents can look after the child themselves with a home-care allowance, or place their child in a day-care centre run by the municipality. Municipalities have to make day-care services available. Most also run after school care, evening care and night care to cater for shift workers.  Charges for care depend on income, number of children and time spent in care (free care may be granted). Parents can also choose a private day-care allowance (for a certified person/provider) and arrange for child-care privately in a nursery or have a nurse at home for children under 3 years (Bagavos and Martin 2000).
	Finnish research suggests that the availability of day care impacts on the decision to have more than one child (Bagavos and Martin 2000:13).



	Netherlands
	Childcare is mainly centre-based, both commercial and non-profit. Around 75% of care providers are in the commercial private sector.  Financing of childcare is shared by parents,  employers, government. No maximum charge is set for providers, although there are guidelines for charges of municipal centres. There are second child and multiple child reductions. (Working Party On Social Policy 2002).

A Green paper (June 2000) proposed that employers should also pay part of the child care costs of their employees.  Government subsidies for childcare should be reduced to subsidies for disadvantaged groups only.  Parents would pay an income-related contribution, the Government would pay up to two thirds of the costs and the employer one third.

 In 2002, 60% of workers are covered by employer contributions for child care (about 65% of industrial agreements). The Government believes that employers should fund 30% of employee childcare costs and provides tax relief to encourage this. The Government would like around 90% of industrial agreements to include childcare provisions. Those parents who do not receive a subsidy from their employer can get a subsidy from local government (Working Party On Social Policy 2002).

Childcare funding reforms to be introduced in 2004 will re-direct financial support from providers to parents (via the Tax Dept), with the aim of increasing parental choice. Funding must be used at a licensed childcare centre. Employers will be expected to contribute to parental childcare costs. The state contribution will increase where there is no employer contribution. New reforms will also include basic quality standards that providers will have to meet. (Working Party On Social Policy 2002).
	If employers are expected to finance paid leave (e.g. Netherlands) the cost of hiring women may rise relative to men, and there will be gender equity issues. Women’s employment rates and the gender pay gap may be affected (Working Party On Social Policy 2002: 9). 

Complex funding streams through central government and local government, with different levels running different programmes. Evaluation shows the funding arrangements to be cumbersome, with administrative waste and cost shifting. It is also difficult to identify how much money is being spent (Working Party On Social Policy 2002).

Comparison between childcare costs in Netherlands and Denmark show that costs are higher to parents in Netherlands. In Denmark a family with average earnings pays around 72% of the childcare fee. One study suggests that fee subsidies in Netherlands only have a limited effect on maternal labour force participation. Parents opt for informal care and part-time work of the mother. Having a second child significantly reduces the return to work (Working Party On Social Policy 2002:46).

Very low participation in out of school care of about 3%. Long waiting lists (Working Party On Social Policy 2000).



	Spain
	Publicly funded services for children 3 – 6 years are widely developed as part of education provision. There is a policy commitment to provide schooling for all children 3 – 6 years. Parents pay no fees. An increasing number of centres also provide meals and care outside of school hours. Public provision of childcare from children under 3 years is scarce. Some municipalities offer good service but most provision is in private centres. Families in which both parents are employed and with a net income below a specified level can get tax relief, a maximum 15% of childcare costs (1997). It is unusual for employers to provide childcare facilities. In the public sector, some collective agreements include assistance to parents. Family-based daycare is uncommon and not regulated (den Dulk et al (eds) nd).
	There is high participation of children aged 3 – 6 years in publicly funded childcare – nearly all 4 and 5 year olds. In contrast, there is very low participation of under 3s in publicly provided childcare, about 5% in 1993-4. For very young children grandparents continue to be important in the care of children where both parents work. There is much reliance on informal care (Escobedo in den Dulk et al (eds) nd).

	United Kingdom
	The Department for Employment and Education set up a Childcare Unit to promote partnerships to create childcare establishments and encourage family friendly working policies.  The National Childcare strategy aims to ensure affordable informal and formal childcare for children aged 0-14.  Four year olds are entitled to a free nursery place, with a target of extending free places to 66% of 3 year olds by 2002. Includes capital grants and start-up costs for the establishment of out-of-school care services. A new childcare tax credit will be introduced for working families, as part of the Working Families Tax Credit (see section on cash benefits to working families).  It will help with 70% to a maximum of 100 pounds for one child and 150 pounds for two or more children.  There will also be a diversity of childcare options offered to meet parent’s preferences.  
	There is not yet an adequate supply of affordable childcare. The National Childcare Strategy is only modestly funded and relies on input from local government, voluntary and commercial sectors. Furthermore, the childcare tax credits that are part of the WFTC are usually insufficient to meet the full costs of childcare (Deans 2001).

National Childcare Strategy – major gaps in the thinking and provisions suggested. The main focus remains on professional care rather than education (of children, parents and professional carers). A narrow focus on affordability of childcare only provides childcare tax credits for working families (David 1999).

Out-of-school care emphasises local partnerships, which will mean variation between services offered in different regions and school by school. The strategy is also doing little to address the needs of the under 3s (Rake 2001:223).

	General comment
	A comparison between OECD countries shows that the better the degree of provision of childcare for children between 1 – 3 years, the smaller the difference in employment rates between women and men (Bagavos and Martin 2000:15).

An overview of childcare service provision in the EU found that provision is frequently unevenly distributed, being less available in rural than urban areas. Availability is particularly limited for services for children under 3 years. Publicly funded services for under 3s are very few. For the under 3s, grandparents and private services play a critical role. For older pre-school children there is a widespread trend to provide 3 years of publicly funded care. However, out of school care is still to be widely developed (Arve-Pares 1996:35). 

It is expected that with the trend towards less standard hours of employment, the limitations of childcare arrangements in many countries will be exacerbated. The availability of care services for both young children and school age children outside of standard work hours is an issue in all countries. The current rigidity in the hours that childcare is provided has particular implications for the development of family-friendly policies in workplaces (Working Party On Social Policy 2002:60).

In most countries services for young children are split between the welfare and education sectors. This division between services potentially creates inconsistencies in treatment, inequalities between services, and individuals falling through gaps. Exceptions are Spain, which locates all services for children 0 – 6 years in the education system; and Nordic
 countries. The Nordic countries have a single framework for services for young children incorporating law, administrative responsibility, funding and costs to parents, opening hours, a common approach covering care, learning and support, and common training and employment conditions of the workforce (Arve-Pares 1996:36).


	Working hours

	Australia
	There are no statutory standards setting maximum hours for a working week. While tribunals and commissions have been reluctant to make rulings about maximum hours of work, they do make determinations on what is ‘reasonable’ overtime on a case by case basis (Heiler 2002). 
	

	Austria
	Statutory maximum of 40 hours per week, with 50 hours maximum averaged (1998 information in Heiler 2002).
	

	Belgium
	Statutory maximum working week of 39 hours (1998 information in Heiler 2002).
	

	Canada
	There are no statutory standards setting maximum hours for a working week (Heiler 2002). However, labour statutes do provide some flexibility. In the Federal jurisdiction and Saskatchewan the hours worked may be averaged over a period of two or more weeks. In Ontario, employees have the right to refuse work in excess of 8 hours in a day, or 48 hours a week. In the majority of jurisdictions the stated or inferred standard for hours of work is 8 hours per day and 40 hours per week, after which overtime must be paid (CAALL Ad Hoc Committee on Work-Life Balance nd).
	

	Finland
	Statutory maximum of 40 hours per week, higher hours allowed so long as 40 hour average maintained over 52 weeks (1998 information in Heiler 2002). Most companies have flexible working hours (Bagavos and Martin 2000).
	

	France
	Reduction of normal working time from 39 to 35 hours per week.  In 1998 the government announced the new normal weekly working time of 35 hours and offered incentives (mainly through relief from social security contributions) to companies which embarked on a process of working time reduction and the creation of additional jobs.  Further legislation has subsequently been passed, incorporating refinements to this law.
	

	Germany
	Statutory maximum of 48 hours per week (1998 information in Heiler 2002).
	

	Greece
	Statutory maximum of 48 hours per week (1998 information in Heiler 2002).
	

	Ireland
	Statutory maximum of 48 hours per week (1998 information in Heiler 2002).
	

	Italy
	Statutory maximum of 48 hours per week (1998 information in Heiler 2002).
	

	Luxembourg
	Statutory maximum of 48 hours per week (1998 information in Heiler 2002).
	

	Netherlands
	Statutory maximum of 48 hours per week, maximum maintained over a 13 week period; by agreement, 60 hours over a maximum of 4 weeks  (1998 information in Heiler 2002).

Career break leave – 6 months at 70% of minimum wage. Conditional on employment replacing the worker with a benefit recipient. Also flexibility in holiday entitlements, with the ability to build up extended paid leave periods over 5 years (Working Party On Social Policy 2002).

Some sectors, e.g. banking, the public sector, implemented the 36 hour working week (den Dulk et al (eds) nd).
	

	Norway
	Statutory maximum of 40 hours per week (1998 information in Heiler 2002).
	

	Portugal 
	Statutory maximum of 40 hours per week, higher hours allowed if average 40 hours over 4 months (1998 information in Heiler 2002).
	

	Spain
	Statutory maximum of 40 hours per week (1998 information in Heiler 2002).
	

	Sweden
	Limitation on working time – 40 hours maximum working week (1998 information in Heiler 2002). 
	

	United Kingdom
	Limitations on working time.  Until recently there have been no general restrictions on working time.  The Labour government has now incorporated the EU working time Directive – requiring a normal maximum 48 hour working week – into British law.  However, it has done so in a particularly restrictive manner, exempting large numbers of managerial and professional staff and permitting individuals to opt out of the regulations.  This regulation may be challenged in the European Court of Justice. In Edwards and Burkitt’s study many respondents had been asked to sign a ‘get out’ clause regarding the 48 hour working time directive.
	In Britain, men have the longest (paid) working hours in Europe. The opt-outs from the EU working time directive allow the culture of long working hours to continue (Lewis 2001:164). 

	General comment
	Countries such as Australia and Canada that do not have statutory limits on working hours per week are in the minority. Many countries have limits not only on the length of the working week, but also on the working day (Heiler 2002).


	Rights to part time work and comparable terms and conditions

	Austria
	Efforts to make part-time work more attractive in the NAP for employment
 (Webster 2001).
	The NAP does not include consideration of issues of pay, training and progress facing women who work part-time (Webster 2001).

	Belgium
	The NAP adaptability section includes flexible working time, career breaks, part-time and temporary work.
	The NAP does not consider how flexible working time could be explicitly designed to allow women to reskill or improve their work-family balance (Webster 2001).

	Canada
	Some jurisdictions have rights for part-time workers. E.g. Saskatchewan – certain employers are required to provide the same benefits to part-time employees meeting specific criteria. Quebec legislation includes specific provisions for part-time workers, treating them the same way as full-time employees in areas such as wage rates, certain leave provisions and holidays (CAALL Ad Hoc Committee on Work-Life Balance nd).
	

	Denmark
	Policy is based on a full-time labour force participation model for both women and men. Since the passing of the Act on Implementation of the Part-time Directive (agreed at EU level) part-time rights are generally secured by collective agreements (Working Party On Social Policy 2002).

The NAP adaptability section focuses on balancing flexibility and security of employment, and continuous training (Webster 2001).
	The NAP does not consider how pay, welfare and tax regimes could be designed so that lack of full-time or continuous employment does not impoverish women (Webster 2001).

In some sectors provisions in collective agreement explicitly prevent part-time work e.g. construction and transport. Other provisions state the number of full-time employees must not drop because a part-time position has been established. 40% of collective agreements allow for part-time work, 44% allow it for new entrants, and 16% do not facilitate part-time work (Working Party On Social Policy 2002:97).

	Finland
	Part-time work is not common. However, parents can take partial childcare leave to reduce their working hours until the end of the year in which their child starts school. There is no financial compensation for reduced hours. Six months is the minimum length of leave. Specific arrangements are subject to agreement between employer and employee (Bagavos and Martin 2000.

The NAP adaptability section includes the National Workplace Development Programme and schemes for life-long learning and ageing workers (Webster 2001).
	The NAP includes assessment and evaluation procedures that will look at the extent of gender mainstreaming (Webster 2001).

	France
	Reduction of working time agreements encompass flexibility (Webster 2001).
	The NAP has objectives for incorporating equal opportunities into adaptability in working arrangements. The Government expects that legislation on negotiated working time reduction should improve the reconciliation of work and family life (Webster 2001).

	Germany
	Law on part time work and temporary employment.  The essential of the reform is a legal right for employees to work part-time, except under certain conditions.  Apart from that, the new law aims to make temporary work more flexible.  Restrictions for employing older people on fixed term contracts have been relaxed.  However, the renewability of fixed term contracts has been restrained further and this reduces working time flexibility.

The NAP includes a favourable regime for part-time work. (Webster 2001).
	The NAP allows for the implementation of part-time working with adequate pay and protection, and for training geared to the requirements of women workers. Women are expected to benefit particularly from the legislation on part-time work in old age (Webster 2001).

	Greece
	Flexible labour market legislation (Webster 2001).
	The NAP is concerned with getting women into the labour market, but does not pay attention to women’s employment conditions with regard to adaptability in working arrangements (Webster 2001).

	Ireland
	Social partnership for modernising work organisation (Webster 2001).
	The NAP does not consider the conditions of flexible work for women. The focus is more on the provision of childcare to support women’s participation in the labour market (Webster 2001).

	Italy
	Hesitant promotion of part-time work through a Decree Law in 1994 and Budget Law in 1996, which reduced social security contributions to encourage flexibility and create job opportunities (den Dulk et al (eds) nd).

Focus of the NAP is on increasing ‘social dialogue’ between employers and employees on work organisation, training and work time. Support for more flexible labour contracts (Webster 2001).
	The social dialogue approach can be gender-blind as women are not well represented in management or in unions and therefore the needs of women workers can be overlooked. The emphasis of policy is on childcare to support women’s labour market participation, rather than equity issues concerning flexible working arrangements (Webster 2001).

	Luxembourg
	The NAP includes reference to working time, work organisation and in-house training (Webster 2001).
	The NAP only partly addresses equity issues. More could be done to ensure that the organisation of work addresses those issues (Webster 2001).

	Netherlands
	Part-time work for women plays a central policy role, such as the right to part-time work and the design of leave. 

Legal right to work part time.  Employees have the legal right to ask their employers to adjust the number of their contractual working hours.  However, this is only possible if employees have been working for the employer for at least one year.  Employers must discuss this request with their employees, and they must grant the wishes of the employees as regards the distribution of the hours over the week, unless they have compelling business reasons to object to the proposed hours.  

Equal treatment irrespective of working hours is provided by the Equal Treatment of Working Hours Act (1996) (Working Party On Social Policy 2002).

The NAP adaptability section includes reference to legislation and collective agreements on education, educational leave, personal and company training plans (Webster 2001).
	Part-time work has been successful in the Netherlands because of the lack of economic pressure in many households to earn two full-time incomes, the lower tax rates (relative to many other EU countries) on second earners in the household, and the relatively high cost of childcare (Working Party On Social Policy 2002).

The NAP explicitly addresses equity issues with regard to adaptability of working arrangements. It particularly focuses on women having access to educational leave and personal training plans (Webster 2001).



	Portugal
	Legislation on part-time and temporary work (Webster 2001).
	The NAP addresses equity issues with regard to adaptability in working arrangements and includes a monitoring system to assess the conditions of women’s employment, especially in part-time and temporary work (Webster 2001).

	Spain 
	Labour market reforms in 1994 aimed to promote employment through reducing labour costs and introducing flexibility in contracts. Various forms of temporary work developed. Part-time and flexible work was not developed to reconcile work and family responsibilities (den Dulk et al (eds) nd).

The NAP refers to social dialogue arrangements for working time flexibility (Webster 2001).
	Effects of reforms included increase in precarious working conditions, and an increase in limited term contracts. However, there are indications of new trends in part-time work for more qualified workers in health care and education (Escobedo in den Dulk et al (eds) nd).

With regard to adaptability in working arrangements, the NAP does not consider gender equity issues. See also comments about social dialogue arrangements in reference to Italy (Webster 2001).

	Sweden
	Option in the parental leave system is for the mother to take part-time leave of absence from a full-time position. They may reduce working hours to 75% of normal hours until the child is 8. The parent has the right to return to full-time work on two months’ notice. Income loss is not compensated (den Dulk et al (eds) nd).

The NAP focus for adaptability in working arrangements is on skills upgrading and the exchange of wage increases for reduced working time (Webster 2001).
	Although most part-timers have job security and get social benefits, there is some discrimination towards part-timers. Studies show that some experience replacement at work and worse conditions in terms of job content, pay and career advancement. Only 8% of fathers take advantage of the part-time leave option (Nasman in den Dulk et al (eds) nd:140).

The NAP addresses equity issues with regard to adaptability in working arrangements (Webster 2001).

	United Kingdom
	Part time workers (Prevention of less Favourable Treatment) Regulations 2000. The regulations use powers provided in the Employment Relations Act 1999 to implement provisions of the EU Directive on part-time Workers. According to Hogarth et al, in Great Britain many mothers returning to work after maternity leave went into part-time employment and had greater flexibility over their hours of work.

The Labour Government introduced through the Employment Relations Act Working Time and Part-time directives (Rake 2001).

The NAP refers to improving flexibility in working arrangements with security (Webster 2001).
	The NAP does not address women’s protection through the welfare system (Webster 2001).

Significant opt-outs were introduced in the Working Time Directive, meaning that the long hours culture in workplaces remained largely unchallenged. Limitations placed on the Part-time Directive have meant that the chance to reform part-time workers’ conditions has been missed. In addition, the Government made a commitment to no further change, blocking any new initiatives to equalise women’s and men’s work (Rake 2001:217).

Part-time workers have been narrowly defined for the purposes of implementing the Part-time Directive. Part-time workers must be able to compare themselves to full-time workers with the same type of contract. Government estimates that only 400,000 out of 6 million part-time workers will benefit from the directive (Lewis 2001:165).

	General comment
	The implementation of flexible working hours can be ambiguous in their effectiveness in reconciling family and work. It can give employees more freedom to make work and family tasks compatible. Employers can also use it to extend or decrease hours in response to changing market demands. Flexible work may not include entitlements to parental leave, childcare and other benefits (den Dulk et al (eds) nd:168). (Other negatives include part-time/casual jobs that marginalise workers from the labour market and career paths, and are low paid).

EU member states are required to develop NAPs for employment. These must include guidelines for encouraging adaptability of businesses in flexible working arrangements, and guidelines for strengthening equal opportunity policies for women and men. Webster’s (2001:36) evaluation of NAPs concludes that equal opportunities objectives remain poorly articulated in members states’ strategies for adaptability, despite this shortcoming being continually highlighted in the European Commission’s assessment of member states’ NAPs. Most of the measures presented in the NAPs were gender neutral and did not pay attention to specific women’s issues in relation to flexible working arrangements, such as access to workplace training, skill development and security.

A major issue in promoting equal opportunities through more flexible hours of work is that many European enterprises are unaware of or unwilling to address gender equity objectives. There is a tendency to argue that women’s equality in the workplace must be tackled by the state and the family, rather than through changing organisational practices. However, this overlooks how inequalities can be perpetuated in the workplace, and the crucial roles of employers, employees and unions in driving innovation. The European Commission considers that employers, employees and unions are prime movers for addressing equality in the workplace (Webster 2001). See also comments under section on Government incentives/funding for family friendly workplaces.


	Provisions for sick children and other family members

	Canada
	Family obligations leave – Quebec and British Columbia provide 5 unpaid days per year and New Brunswick provides 3 unpaid days. Newfoundland is introducing similar leave. Ontario has unpaid emergency leave of 10 days per year. Quebec has marriage leave of one day without loss of wages for one’s own marriage and one unpaid day of leave for certain family members (CAALL Ad Hoc Committee on Work-Life Balance nd). 
	

	France
	Parental Presence Allowance, to give families the possibility to face adequately the occurrence of a serious accident or illness, to provide parents with a legal protection framework when they have to be absent from their job, and to give families the time and the means to organise themselves. 
	

	Netherlands
	Emergency leave – paid leave for a short duration on full pay to cover emergency unforeseen circumstances at home e.g. death of a family member (Working Party On Social Policy 2002).

Short-term carer’s leave – maximum of 10 days per year to care for sick children or spouse/partner. Paid at minimum wage or 70% of full wages, whichever is the higher (Working Party On Social Policy 2002).

Long-term carer’s leave  - part-time leave taken over a 12 week period. Paid at 70% of minimum wage.  
	

	Sweden
	Right to temporary parental leave when a child is sick. 60 days per child per year. A parental allowance is available if the child is under 12, or if the child has special needs for care and supervision, until the child is 16. The days can be transferred to someone else to look after the child. There is also legislation providing for a person who has fallen ill to give someone of their choice, not necessarily a relative, this right for 60 days per year with 80% of the loss of income being compensated (den Dulk et al (eds)nd).
	Less than half the parents entitled to this option take it up, and the average number of days used is only 7 per child. However, temporary parental leave is the type of leave most used by fathers. In 1997, 38% of fathers took this leave, and they accounted for 31% of the days taken (Nasman in den Dulk et al (eds) nd:141).


	Rights for pregnant and breastfeeding workers

	Austria
	Trainee nurses are not covered in legislation for pregnant and breastfeeding workers, and student dentists and probationary teachers are only partially covered. Night work is banned for pregnant and breastfeeding women, although exceptions can be authorised up to 11 pm under certain conditions. The woman is protected from dismissal
 from the time she informs her employer of her pregnancy until four months after the birth.  (Commission of the European Communities 1999).
	The European Commission commenced infringement proceedings against Austria because the ban on night work was contrary to women’s equal access to employment, and because of the exclusion of certain groups of women (Commission of the European Communities 1999:7).

	Belgium
	Women are not required to work nights for the 8 weeks before the date of the birth, nor for 4 weeks after the end of maternity leave, on presentation of a medical certificate. The woman is protected from dismissal from the time she informs her employer of her pregnancy until one month after the end of maternity leave.  (Commission of the European Communities 1999).
	

	Canada
	Human rights legislation precludes discrimination on the basis of gender, pregnancy or family status. By 1988 all provinces had enacted legislation to protect women’s right to employment during and after pregnancy.
	

	Denmark
	A woman must not work nights if this poses any risk to her or the pregnancy. Dismissal is prohibited for reasons connected with pregnancy, childbirth, adoption or the requesting of maternity leave. (Commission of the European Communities 1999).
	

	Finland
	Dismissal is prohibited for pregnancy or during maternity or parental leave (Commission of the European Communities 1999).
	

	France
	Protection from dismissal is from the beginning of pregnancy to one month after the end of maternity leave, but is dependant on the employer having been informed of the pregnancy (Commission of the European Communities 1999).
	

	Germany
	As a general rule, pregnant or breast feeding women may not work at night, but there are exceptions for women in certain occupations such as hotel and restaurant workers and those in entertainment. The woman is protected from dismissal from the time she informs her employer of her pregnancy until four months after the birth.  (Commission of the European Communities 1999).
	In 2000 the Commission was considering commencing infringement proceedings against Germany because of its system of a general ban with exceptions related to certain occupations, rather than the risk to a woman’s health and safety. The German system was seen as not in accordance with the Directive (Commission of the European Communities 1999:10).

	Greece
	Women in the armed forces, the police and domestic servants are not covered by legislation for pregnant and breastfeeding workers. A woman must not work nights if this poses any risk to her or the pregnancy. Dismissal is illegal during pregnancy and for one year afterward (Commission of the European Communities 1999).
	The Commission commenced infringement proceedings against Greece because of the exclusion of certain groups of women (Commission of the European Communities 1999:7).

	Ireland
	Dismissal is illegal during pregnancy and whilst an employee is on health and safety leave, maternity leave or leave for ante-natal examinations (Commission of the European Communities 1999). 
	

	Italy
	In the manufacturing sector there is a general ban on pregnant women working at night. Dismissal is illegal during pregnancy and for one year afterward (Commission of the European Communities 1999).
	The Commission commenced infringement proceedings against Italy because the ban was contrary to women’s equal access to employment (Commission of the European Communities 1999:10).

	Luxembourg
	There is a complete prohibition on pregnant women working at night and for women who breastfeed longer than 12 weeks. Dismissal is prohibited during pregnancy and for 12 weeks following the birth (Commission of the European Communities 1999).
	The Commission commenced infringement proceedings against Luxembourg because the ban was contrary to women’s equal access to employment (Commission of the European Communities 1999:10).

	Netherlands
	Dismissal is prohibited during pregnancy and until six weeks after the end of the maternity period (Commission of the European Communities 1999).
	

	Portugal
	Dismissal is prohibited throughout pregnancy, maternity leave and the period of breastfeeding (Commission of the European Communities 1999).
	

	Spain
	Dismissal for pregnancy-related reasons is discriminatory under the Constitution and therefore null and void (Commission of the European Communities 1999).
	The Commission has expressed doubt whether the general protection afforded by the Constitution is as effective as specific provision (Commission of the European Communities 1999:14)

	Sweden
	Dismissal is prohibited for reasons connected with pregnancy, childbirth, adoption or the requesting of maternity leave (Commission of the European Communities 1999).
	

	General comment
	Almost all members of the EU do not define pregnant workers (only Luxembourg does), but a number define workers who have recently given birth or workers who are breast feeding (Greece, Ireland, Portugal, Spain, Sweden, UK). All member states cover public and private sector workers and workers on fixed-term and temporary contracts. Most member states have amended their health and safety legislation to take specific account of pregnant workers. All member states give women the right to time off for ante-natal examinations, if such examinations cannot take place outside of work hours (Commission of the European Communities 1999).

A balance needs to be struck between protection of pregnant and breastfeeding workers and barriers to employment for them. The Commission Directive provides that a woman may not be obliged to work nights during pregnancy and for a period following birth (Commission of the European Communities 1999).


	Cash benefits to working families

	Australia
	Family Tax Benefit (B) mainly paid to one-earner households. The more the second earner earns in wages, the lower the benefit. Replaces a dependent spouse rebate and consolidates various other family benefits (Working Party On Social Policy 2002).

‘A New Tax System’ (ANTS) was introduced on 1 July 2000. This reduced personal income tax and/or raised the tax threshold for low to medium income families. This was partly in response to high marginal effective tax rates (METRs) (Working Party On Social Policy 2002). 
	There is a mild overall bias in favour of two earner households, despite the Family Tax Benefit (B). This is because the tax system is individualised and progressive, therefore the more evenly earning are distributed in the household, the lower will be the average (household) tax rate (Working Party On Social Policy 2002:75).

In general the tax reforms have improved the system and addressed some of the METR problems. The reforms have made part-time work more attractive, which particularly benefits sole parents (Working Party On Social Policy 2002:78).

Studies of aggregate trends in the Australian labour market have shown that  women are less likely to work full-time if after tax wage rates are high, and are more likely to work if mortgages are less affordable (Working Party On Social Policy 2002:78). [I.e. target working when the household needs the money]

 

	Canada
	The Working Income Supplement (WIS) was introduced in 1993 to improve work incentives for low-income families. Its value rises with earnings over a minimum threshold, reaches a plateau and then falls until it stops at a family income of C$26,000. Its maximum value is C$500 per family (Joseph Rowntree Foundation 1998).
	The WIS has been reviewed and in 1998 was expected to be abolished because it was not effective in meeting its objectives. It:

· Diminished social cohesion because the lowest income families receive the lowest benefits;

· Was poorly targeted – most recipients would have worked without it;

· Was unresponsive to changes in income;

· While reducing marginal tax rates for some families, it increased them for many others. 

The Canadian Government is to pay a new benefit to all families, regardless of whether they are in work – the Canada Child Tax Benefit (CCTB) (Joseph Rowntree Foundation 1998).



	Netherlands
	Since 2001 the tax system is an almost completely individualised system with tax credits rather than allowances, although some elements depend on family circumstances. An implicit subsidy to second earners (usually women) operates because if both spouses are working some of the family-related credits (child tax credit and the supplementary child tax credit) are awarded to the partner with the highest earnings (Working Party On Social Policy 2002).
	Evaluation shows that recent changes to the tax system have resulted in a substantial cut in average tax rates and all household types have gained. Working households have gained more than non-working households, so one of the aims of the reforms, to increase the return to work, appears to have been achieved (Working Party On Social Policy 2002:80).

	United Kingdom
	Labour Government ‘welfare to work’ approach includes a package of the working family tax credit (WFTC), national childcare strategy, promotion of family-friendly employment and a minimum wage.  WFTC is a means-tested in-work cash benefit payable to lone parent and two parent families in which at least one parent is in full-time work.

Underpinning the WFTC is the strategy to change the relativity between paid work and benefits – referred to by the Government as ‘making work pay’. It replaces the Family Credit, it is more generous with increased credits for children, a higher earnings threshold and a childcare credit (Rake 2001:212, 218).
	Findings from evaluation show that the benefits of the WFTC are circumscribed as the gains in the WFTC are offset by reductions in other means-tested benefits including the housing benefit. The WFTC is paid directly to the wage earner, therefore in two parent families, if the wage earner is the father, the benefit does not necessarily get passed on to the woman (consequences for gender equity in families). The WFTC supports a one adult worker per family model, rather than a dual worker family model (i.e. a disincentive to second earners who are usually women, and therefore has gender equity implications). Also a disincentive to couples who might both want to work part-time, because the credit is payable only when one partner is employed full-time 30 hours or more per week (Rake 2001:219). Also found that the WFTC has a limited impact on promoting labour force participation as it does not address the problems preventing people from moving on to higher paying jobs. There is some evidence that the WFCT may trap low paid workers in low paid jobs with poor or exploitative working conditions and make them reluctant to leave, for fear of losing entitlements (Dean 2001:272).

The WFTC has now established the option of payment directly to the non-earning member of the couple, but it will be some time before there is information on how couples respond to this choice (Rake 2001:218).

The childcare credit component of the WFTC is tied to employment, therefore does not help people who are looking for work. Childcare costs are not necessarily covered by the credit, and the credit cannot be used for un-registered providers, therefore excludes informal care such as family, which is often preferred (Rake 2001:219).

Recent research on the disincentive from the WFTC to second earners, mostly women, (because of trade-offs between extra money from the credits and a second income for the household) suggests that the disincentive is high. One estimate is that for each married woman encouraged to enter the labour market by the WFTC, 1.6 women married to an employed partner will withdraw from the labour force.  In contrast, more lone parents are likely to increase their labour force participation because of the WFCT, in the order of 1.6 – 2.2% increase. Rake concludes that the WFCT does not deliver equally well to women and men, doesn’t take account of the varied incentives to take up employment (including childcare costs), and has some perverse incentives (Rake 2001:221).

	General comment
	Most European countries have a stable or declining trend in the implementation of cash benefits since 1980. Only Denmark, Finland and Luxembourg have shown a significant increase. There is also a move away from universal benefits to targeting and means testing. Linked to trends such as slow economic growth of the 1980s and retrenchment of welfare (Gauthier 2000:2 - 5).

Analysis of European cash benefits made to help cover the costs of raising children shows that no clear relationship has been established between any country’s rate of fertility and the form or value of its child support package (Bagavos and Martin 2000:19).

Note the problem of the ‘bulging balloon’ dilemma in the tax/benefit system – solve one problem in the earnings distribution and another problem appears somewhere else in the earnings distribution (Working Party On Social Policy 2002:78).


	Return to employment after parenting/caregiving 

	Australia
	Increasing recognition of the problems faced by parents, particularly sole parents, in getting back to work after caring for children and being outside of the labour force. Focus is on sole parents and groups disadvantaged in the labour market. ‘Australians Working Together’ provides additional support and assistance for parents re-entering the labour force and introduces mild activity requirements for those receiving the Parenting Payment, related to the age of the youngest child. No requirements for the parent to look for work until the youngest child is 12 (to be introduced in July 2003). The Jobs Education and Training (JET) programme is voluntary, about 40% of sole parents on benefit access it. The programme provides childcare matching services and free care for job seekers needing childcare. Case workers in the Transition to Work programme also do care-matching. The number of hours of childcare subsidy are determined by whether the childcare is required for labour market reasons or not – the maximum number of subsidised hours for labour market reasons is 50 hours per week, otherwise the maximum is 20 hours per week. The Return to Work (RtW) programme has a target group of non-beneficiaries but is open to all carers seeking to participate in the labour market. Participation is voluntary. Services include skills assessment, assistance with access to training and the development of a return to work plan. The RtW is being transformed into the Transition to Work programme. (Working Party On Social Policy 2002).

The Community Development Employment Projects and Indigenous Strategy provide assistance to employers, training programmes and cadetships (Working Party On Social Policy 2002).
	RtW – at December 2000, 34% of participants had gained employment within 3 months of leaving the programme (5% full-time and 29% part-time) (Working Party On Social Policy 2002:87).

	Denmark
	The benefit system is based on the individual. Policies for taxation, benefits and childcare all consistently focus on ensuring that all adults are in (full-time) work. Having children does not exempt one from the requirement to work (Working Party On Social Policy 2002).
	The incentive to achieve full-time rather than part-time work is high, despite net average tax rates of 50%. High tax rates are offset by highly subsidised child care. Also, tax rates result in limited returns from part-time work (Working Party On Social Policy 2002:113).

	France
	Assistance to Women’s Return to Employment programme, for women who want to resume their occupational activities after maternity leave.  Specific measures include a bonus of 2-3,000 French francs at the moment of return to employment or creation of an enterprise or the beginning of training, in order to allow women to organise themselves in terms of childcare.
	

	Germany
	Pilot schemes in training and counselling for women returning to employment (den Dulk et al (eds) nd).
	Success of pilot schemes was limited because most of those returning to work had to change employers because they could not get the hours of work they sought, i.e. flexible part-time work (den Dulk et al (eds) nd).

	Netherlands 
	There are interventions to reduce barriers to the employment of mothers, especially mothers in low-income families and lone parents. Parents receiving benefits have access to subsidised childcare, although it is limited for those parents with employed spouses. There is a programme to purchase childcare places for lone parents and beneficiary families with work-related childcare need. Local government can also purchase places for groups with particular needs such as immigrant children, but funding is linked to being in work.  If neither parent is working, in principle, both have to be looking for work. Lone parents with the youngest child between 5 – 12 years have an obligation to be in, or looking for, part-time work. When they youngest child is over 12, there is an obligation to look for full-time work (Working Party On Social Policy 2002).
	The obligations on lone parents to look for/be in work are not effective. Reasons are that the policy is inconsistently applied by the local government agencies, there are high exemptions from requirements and little use of sanctions. There is no evidence that the obligations have increased the rate of exit from the benefit (Working Party On Social Policy 2002:83).

The tax/benefit system makes part-time work financially viable – see section on cash benefits to working families (Working Party On Social Policy 2002).

	Spain
	Positive action pilots to support equal opportunities for women – Optima (started 1995) – 9 companies recognised as contributing to EEO. Only one a public sector organisation. The initiative focused mostly on increasing training opportunities for women. Luna-Now (1996) launched by a major trade union. Five public agencies and five private companies took part. The focus was on raising awareness of discrimination against working women and EEO issues (den Dulk et al (eds) nd).
	The focus of programmes to support women entering and remaining in work have been mainly concerned with the selection, training and promotion of women (Escobedo in den Dulk et al (eds) nd).

	United Kingdom
	Welfare-to-work programme for beneficiaries, including childcare for lone mothers to help them find work (David 1999).
	Welfare-to-work has ‘shamed’ beneficiaries and required them to work, rather than remaining as full-time mothers (David 1999:124).

	General comment
	Case studies of 8 countries (USA, Japan, Australia, Britain, Ireland, France, Germany, Sweden) concentrating on sole mothers show that no two countries have the same approach to either sole mothers and their children, nor to questions of childcare and employment. However, there is a tendency to see those mothers as either mothers or workers, rather than both. There is also a widespread assumption that sufficient income is all that is needed for good parenting, ignoring the emotional work of caring and quality relationships. Few, if any countries’ policies address these aspects. Sole mothers are forced into a position of either being mothers or workers (Davis 1999:117).  Sweden has very high employment rates and low poverty rates for sole mothers. Obligations for women to go into employment are supported by an extensive range of care entitlements. To that extent, care work is explicitly valued. In contrast both Britain and USA treat sole mothers as workers but without providing the range of supports (Lewis 2001:163). 


	Government incentives/funding for family friendly workplaces

	Australia
	Government mainly confines its role to setting up the framework in which collective bargaining takers place. Federal legislation covers areas such as parental leave. Government also promotes best practice by employers. The Work and Family Unit of the Australian Federal Department of Employment and Workplace Relations has as an objective the promotion of family-friendly provisions in workplaces. The Unit provides information on best practice. It is conducting a project on the retail sector, which has a history of no family-friendly workplace tradition. Carelink (federal government) looks to extend the hours of services that are provided by public services and some businesses, and the use of telephone transactions to make it easier for working parents to access services (Working Party On Social Policy 2002).

The Work and Family Unit is conducting pilot programmes with the University of Queensland in 10 workplaces to examine family-friendly workplace practices. The initiative starts early 2002 and runs for 3 years. It will develop a self-assessment tool that workplaces can use to measure their family-friendliness. In October 2002 the Australian Bureau of Statistics will collect data on balancing work and caring responsibilities as part of the Queensland State Supplementary survey for the Work and Family Unit (Queensland Work and Family Unit Report 2002).

Family friendly policies for Aboriginal and Torres Strait Islanders focus around promoting economic and community development so as to address social disadvantage. There are specially targeted childcare programmes, Multifunctional Aboriginal Children’s Services for 0 – 12 year olds and Multifunctional centres that focus on health and nutrition. Funding comes from CCB and JET (Working Party On Social Policy 2002).
	The official workplace agreements database shows very different levels of work-family policies in the workplace. There is little trend in the last 5 years since 1997, except that there is a strong upward trend in provisions for part-time work (Working Party On Social Policy 2002:100).

1998 assessment of support for the employment of mothers with children aged 3 – school age (including parental leave policies) showed Australia ranking 13th. In regard to support for employed mothers with children under 3 years, Australia ranked 14th. Characterised as a low tax system at the expense of quality family support, Australia’s approach is deemed to be one of the worst work-family policies. It is similar to the direction pursued by Canada and Britain (McDonald 2002).

	Canada
	There are no direct statutory requirements on employers to help employees balance work and family responsibilities, although British Columbia has included amongst the purposes of its labour legislation “to contribute in assisting employees to meet work and family responsibilities”. Labour, occupational health and safety, human rights, and employment equity legislation form the backdrop. Some jurisdictions have promotion/education/research initiatives e.g. Saskatchewan’s Balancing Work and Family initiative and Quebec’s incorporation of work-life balance in its family policy strategy. The Federal Government has a commitment to making its own workplace policies and those of federally regulated workplaces more family friendly.  (CAALL Ad Hoc Committee on Work-Life Balance nd).

The Employment Equity Act requires federally regulated employers in both public and private sectors to accommodate the needs of designated groups – women, Aboriginal Peoples, persons with a disability and visible minorities. Examples of policies and practices are telework, family-related responsibilities leave, flexible work hours and leave for hunting to facilitate aboriginal ways of life (CAALL Ad Hoc Committee on Work-Life Balance nd).
	Work-life balance is one of the top 10 issues in collective bargaining. Issues include leave for family responsibilities, flexible work arrangements, leave in lieu of overtime pay. Some workers are outside of coverage of labour agreements and depend on labour legislation for their working conditions. In addition, some categories of workers are excluded from labour standard coverage because of the nature of their work, e.g. domestic workers, or their employment relationship (e.g. self-employed, casual workers). Increasing numbers of workers are without coverage or their coverage is limited by eligibility and portability (between different jobs) criteria  (CAALL Ad Hoc Committee on Work-Life Balance nd).

Non-legislative activity on work-life balance is broad, with a variety of government and non-government sponsors and participants. Many initiatives are related to health, children and family, equity and community well-being initiatives. However, there is no overall strategy or co-ordination across key players, sectors and agendas. There are potential problems of duplication of effort, lack of information sharing, and inefficient use of funding. A particular omission is the lack of initiatives for low-income workers, including out-sourced workers in cleaning, care etc. While a variety of research has been undertaken by governments, it appears that most of it has not been used to develop strategies and practical workplace changes. Some research also lacks focus on the work-life conflicts faced by sub-groups. There is no evidence of analysis of how Aboriginal Peoples, persons with a disability and visible minorities experience and cope with work-life issues in comparison with others. (CAALL Ad Hoc Committee on Work-Life Balance nd).

	Italy
	Bill on reconciliation of working and family times approved by Cabinet 19/2/98 to comply with EC recommendations. The Bill supports part-time work, parental leave and other types of leave for care reasons. Incentives are envisaged for employers who favour harmonising work and family(den Dulk et al (eds) nd). 

Municipalities are involved in schemes to support family-work arrangements through the opening hours of services and businesses. At least 80 councils in medium and large size cities have reformed ‘city times’ – the opening hours of shops, public services, banks and so on, to harmonise them with working hours (den Dulk et al (eds) nd). One example is Modena, which has developed new practices on working time and working hours, including the development of a network of services from kindergartens to the care of the elderly. Local authorities have co-ordinated the re-organisation of business opening hours. An integrated transport strategy has been agreed by state bodies and unions (Webster 2001).  
	

	Netherlands
	The ‘polder model’ of government stresses the importance of consensus between social partners and the resolution of issues through negotiation and compromise. Government has therefore encouraged employers and employees to come to agreements about such matters as parental leave, childcare, part-time work and so on. Government tries to influence employers’ behaviour mainly through recommendations and providing subsidies. Government tends to use legislation as a threat if partners cannot come to agreement. However, legislation has often followed agreements. There is no specific legislation on family-friendly workplaces (Working Party On Social Policy 2002, den Dulk (eds) nd).

The Dagindeling project was established in 1998 to look at hours of work and opening hours in collaboration with the business sector, trade unions and others. The project includes looking at the co-location of public services and interface issues between hours of work and schools/education (Working Party On Social Policy 2002).
	More responsive organisations are in the public sector (normative pressures on them to respond) and large private sector organisations (who could benefit in their image and status, and have economies of scale). Another key factor is the strength of unions to negotiate work-family arrangements a part of collective agreements. There is inequality in workers’ access to family-work arrangements with some receiving a wide range of arrangements, and others almost none (den Dulk nd).

	Sweden
	Parental leave and extensive childcare provide the key platform for family-friendly workplaces. Companies have been targeted to stimulate an increase in the proportion of fathers using parental leave (den Dulk et al (eds) nd).
	Evidence of firms offering parenting options over and above legislation. The most frequent ones are flexible working hours, greater opportunities to work part-time, opportunities to work at home and prolonged parental leave, increased compensation for loss of income during parental leave and help with childcare (Nasman in den Dulk et al (eds) nd:146).

A general pattern found in one study was that men had more opportunities for flexibility in attendance and working hours. Women had better access to childcare arrangements (Nasman in den Dulk et al (eds) nd:147).

Evidence that some Swedish firms take a positive view of balancing work and family life. Measures such as parental leave are seen as making people more mature, increasing their social competence and sense of responsibility, and increasing their productivity on return to work. They see a positive spill-over from security in family life to the company. Furthermore, parental leave was seen as an important way of recruiting and keeping competent staff members. However, the most dominant type of management culture in firms is to take a neutral position on family-work policies but to accept and adapt to the formal legislative requirements concerning parental leave etc (Nasman in den Dulk et al (eds) nd:145 – 147).



	United Kingdom
	Programmes for cash incentives for employers to promote family friendly working policies.  Under the Department, the Minister for Employment and Equal Opportunities has set up a fund to be sponsored by businesses that will give free guidance on implementing work-life balance policies in their organisations.

The Government Woman’s Unit, in partnership with the National Health Service and Retail Sector, is implementing a project to develop family friendly working policies.  The two sectors of the NHS and Retail Sector were identified for the project to assess family friendly working policies in a 24 hour working environment with caring duties.  The project aims to:

· Identify common issues around the business/organisational need for family friendly working policies

· Develop recommendations regarding ways to extend this approach to other sectors particularly small and medium sized companies.  

The Department for Employment and Education has set up a programme on work-life balance with a Ministerial Advisory committee. www.dti.gov.uk/work-lifebalance/  It has a Work Life Balance Challenge fund to encourage companies to improve their family-friendly working policies.  Employers are invited to bid for a share of a 1.5 million pound fund that will provide free advice from consultants to develop work life balance policies.
	Deans (2001:273) contends that the family-friendly work place legislation is only that minimally required to comply with EU directives on working hours, parental leave and part-time work. The Government primarily relies on campaigns to encourage employers to implement family-friendly workplaces.

Lewis in den Dulk et al (eds) (nd) emphasises the lack of statutory intervention and the reliance on a good business case being made before firms adopt family-friendly arrangements. Therefore the provision of arrangements is patchy and inconsistent. The arrangements are largely targeted to mothers, who are seen as having the main responsibility for childcare. The most frequent types of employer initiatives are assistance with caring responsibilities (including in some cases the care of elders) and flexible forms of work (mostly part-time). Provisions for mothers to work only in school term time are increasing. Family-friendly arrangements are most likely in female-dominated workplaces, in the public sector, in large private sector organisations, where there is a recognised trade union, and where a strong business case is accepted. The problem with the business case argument is that the provision of benefits will be subject to changing economic conditions.

	General comment
	Throughout Europe there is little government involvement in promoting family-friendly workplaces through policy or legislation. There is highly uneven penetration of family-friendly work practices with little development amongst small employers and employers of low-skilled workers. Family-friendly workplaces tend to be restricted to the public sector and the highly skilled, highly paid professionals (Working Party On Social Policy 2002:108).

Across Europe there are widespread campaigns and codes of practice to encourage businesses to adopt family-friendly workplace practices. However they are seen as primarily benefiting women workers (i.e. balancing work and family life is seen as a ‘woman’s issue’), and the costs to employers are emphasised. Where employers do implement initiatives, they are seen as doing it for altruistic or ethical reasons, rather than for competitive advantage (such as reducing labour turnover, saving on recruitment and training, and boosting morale and performance) (Webster 2001).

Commentators in several countries note that despite governments increasing legislative expectations and provisions that workplaces will implement family-friendly practices, those practices are not widespread, i.e. employers are not being proactive. Considerable change in organisational cultures is needed. For example, despite extensive parental leave provisions in Sweden, only about 3% of companies actively support men to take leave (Russell et al 2002). In Australia one study shows that despite increased government emphasis, workers are experiencing lower levels of satisfaction with their work-family balance (Sullivan 2002).  

There has also been a tendency for work-family initiatives to be seen as employee fringe benefits that provide individual solutions to the conflict a family experiences between family and work. As such, employers see work-family initiatives as something that can be offered or taken away. Employees may feel that taking advantage of family-friendly programmes marks them as less committed employees (Russell et al 2002).

McDonald (2002) argues that work-family initiatives (across all areas such as parental leave, part-time work and childcare as well as specific government support of family-friendly workplaces) are very relevant to fertility levels, particularly to the timing of first birth, which is a determinant of overall fertility levels. Work-family initiatives not only have a direct impact, but an indirect impact on the decisions of young people who may have a sense of risk that early child bearing (e.g. in their 20s) may jeopardise their entry to and advancement in the labour force. In Western countries, late childbirth is increasingly common (over 30). But those countries that have 2nd and 3rd births are the countries with relatively good work-family policies – Netherlands, Norway, Sweden, France, Switzerland.

The increasing casualisation of employment in some countries such as Australia and Canada puts family-friendly programmes out of the reach of an increasing group of workers. Over one quarter of Australia’s workforce was defined as casual in 1996 (Russell 2002).
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� Sweden, Denmark and Finland.


� Optional extended leave after the period covered by maternity/parental leave. Not for sick children. All 15 OECD countries offer some form of childcare leave (Gauthier 2000).





� Sweden, Denmark and Finland.


� National action plan (NAP) for employment. This is required of EU member states.


� Article 10 of the Council Directive 92/85/EEC on the Introduction of Measures to Encourage Improvements in the Health and Safety at work of Pregnant Workers and Workers who have recently given Birth or are Breastfeeding allows for dismissal for reasons unconnected to pregnancy. 
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