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Introduction

This report focuses on issues for women employees with caregiving responsibilities and women with caregiving responsibilities who wish to participate in paid work.  It is written from the perspective of work and family balance as a government policy issue.  Issues of work and family balance have most often in the past been considered either as an issue for families or as a response from employers.  Yet governments provide the framework in which families, unions and employers negotiate work and family balance issues and can take interventions which impact on work and family balance.  While the key focus of this paper is the role of central government, it should be noted that local government activity also impacts on work and family balance.  This may be through such things as urban planning decisions or the nature of services provided.

Policies often fail to take into account the dependency of other people on women.  The presence and age of children have a big impact on the labour force participation of mothers.  Sole parent mothers are less likely to be in paid employment – at the 1996 Census 36% of sole parent mothers were in paid employment compared with 65% of partnered mothers.  Since 1992 the total employment rate of sole mothers has increased by almost 50%.  Employment rates of partnered mothers have also risen although not as strongly, reducing the employment rate gap between sole and partnered mothers (Goodger, 2001).

The paper starts with the recognition that: 

· Mäori and Pacific women have lower rates of labour force participation and higher rates of official unemployment than European/Pakeha women.  Systemic and structural inequalities in these areas as well as health status, income and educational attainment show that Mäori women individually and collectively have not enjoyed the reciprocal benefits guaranteed under the Treaty of Waitangi.  This situation prevents New Zealand from accessing the full extent of Mäori women’s skills and abilities. 

· Women and families without access to adequate provisions regarding wage and income levels, childcare, job security, and supportive terms and conditions in the workplace, will be at a fundamental disadvantage in being able to balance work and family life.  

To impact positively on work and family balance, government policy needs to be informed by an understanding of four realms:

· the diversity of families within New Zealand and the way they impact on women 

· the structure of the labour market and the reasons why women have different experiences within the labour market from men

· the impact of social, economic and technological change on women 

· unpaid work including support and caring responsibilities for children, older people, and people with support needs arising from state of health or disability.  
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Terminology: The relationship between work life and family life
The use of the term ‘work’ in this report refers to paid work, unless unpaid work is being specifically referred to.  It is recognised that all women, including those who do not participate in paid work, can also face difficulties balancing family and other unpaid work responsibilities, but this issue is not addressed in this paper.

Several terms are used to describe the issue of the relationship been work life and family life. The most common are:

· Work and family

· Family friendly

· Work and life

· Employees with caregiving responsibilities

This report examines issues for women employees with caregiving responsibilities and women with caregiving responsibilities who wish to participate in paid work.  ‘Family friendly’ is a word often used to describe the goal that organisations concerned about these issues are aiming for.  The Ministry of Women’s Affairs has a focus on the balance between work life and family life, in recognition of women’s needs in relation to family responsibilities.  The New Zealand Department of Labour as part of its Future of Work Programme has a focus on work and life balance.  The term ‘work and life’ reflects an awareness that family is but one of the commitments employees are trying to balance against their work life.  

The context for work and family policies

Key aspects of the New Zealand context for consideration of work and family issues and their impact on women are:

· Demographic trends

· Social and economic developments

· The nature of paid work

· Unpaid work

· Demographic trends affecting work family balance

The make up of the New Zealand population is changing.  These changes are impacting on family composition and responsibilities within families.  

There is an increasing proportion of Mäori and Pacific peoples in the population and as a result of immigration there is an increase in the ethnic diversity of the population generally.  Statistics New Zealand Census data shows that Mäori were 13% of the population in 1991, 15.1% in 1996, and have decreased slightly to 14.7% in 2001.  Pacific people show a steady increase from 5% in 1991, to 5.8% in 1996, to 6.5% in 2001.  Asian people show a significant shift from 2.9% in 1991, to 5% in 1996 to 6.6% in 2001.
Disability is more common.  In heading towards an enabling society, analysis of policy around issues of work and family balance will need to be disability friendly, both in terms of women with disabilities as participants in the paid workforce who may have caring responsibilities for others and/or as women who may require care from people who are in the paid workforce. 

The population is ageing.  Currently there are more than five people of working age for each person aged over 64.  Population projections suggest that in the 2050s there will be two people of working age for each person aged over 64 (New Zealand Government, Workforce 2010, 2001).  Women make up a higher proportion of older people, and are also more likely to be the carers of older people.  

· Social and economic developments

Social and economic conditions determine the circumstances that women face regarding their ability to balance work and family life.  Income disparities are related to gender.  High income employees can have an advantage in balancing work and family life as their incomes can be used to purchase services such as childcare and house cleaning.  Low income employees may (if there are hours of work available
) work extra hours in order to make ends meet, taking time away from time with their families.  Adequate income is a fundamental requirement for work family balance.  

Mowbray (2001) found that the average incomes for households in which all the adults were women, were consistently lower than the average incomes of households in which all the adults were men.  They were also lower than households with adults of mixed genders, regardless of whether there were children or dependent young people in the household.  This gap widened during the 1990s.  Households in which all the adults were female were more likely to contain children.  

Mäori and Pacific women have on average lower incomes than Pakeha women.  In addition they support larger households as well as wider whanau
 and aiga
 groups.  In the case of the Pacific community there are also often financial obligations to churches and to villages in the Islands.  These financial obligations reflect wider realms of caring responsibilities.

There is an increase in the female rate of participation in the labour market (but the rate of increase may be slowing) and a decline in the male participation rate, but the rate of decline may be slowing (New Zealand Government, Workforce 2010, 2001).  Mäori women are considerably less likely than non-Mäori women to participate in the labour force in the 15-34 age group.  

Differential access to technology and to skills with technology is influencing women’s ability to earn sufficient income and to support their families.  

There is an increased focus on lifetime learning.  Distance learning and study leave have developed as approaches to ensuring people are able to learn and adapt to change while achieving work family balance.  However, debt burdens from student loans are impacting particularly on those with lower paying jobs or who spend periods of time out of the workforce to have children.  

Between 1990 and 1997 the number of childcare services doubled, allowing increases in the number of mothers of young children in employment.  Over the five years to 1996, employment rates for mothers with children aged 1-4 years rose from 37% to 49%.  There have also been developments in services for the daytime support of older people.

· The nature of paid work

The majority of employed males and females are employed for 40 hours per week.  Unfortunately over the last fifteen years there has been growth in those normally working more than 50 hours per week.  There has also been an increase in the proportion of people working less than 40 hours.  Females are over-represented in those working less than 30 hours per week and males are over-represented in those working more than 50 hours (New Zealand Government, Workforce2010, 2001).  

Casual or non standard work

Women may use casual and non-standard work and hold multiple jobs as ways of balancing their work and family responsibilities while increasing their income.  However, casual work does not bring with it the sick leave and annual leave which permanent employees have to assist with achieving work and family balance, and may have limited opportunities for career advancement.  According to Statistics New Zealand’s Household Labour Force Survey, in March 2001 there were 70,100 people in the labour market holding multiple jobs.  Of those with multiple jobs 58% are women.  Of those multiple jobholders who are part-time (less than a total of 30 hours), 76% are women, compared with 43% of full-time multiple jobholders.  Of the women holding multiple jobs in 2001, 61% were working part-time (less than 30 hours a week).  Very little is known about the ethnic composition of casual or non standard work or the extent to which women need multiple jobs to juggle family obligations or as a necessary strategy to increase family income.

Increasing patterns of non-standard work has implications for work and family balance policy initiatives.  For instance paid and unpaid parental leave currently requires work for the same employer for more than 10 hours a week for the past 12 months.  A review of the paid parental leave policy after one year of operation will include eligibility issues.  

Trends in working days and hours

According to Callister and Dixon (2001), drawing on the Time Use Survey, the pattern of a person working the majority of their hours at conventional times of the day and week and a few hours outside it is far more common than the pattern of working the majority of one’s hours at non-standard times (pg 3).  On weekdays, only 29% of the men and 51% of the women who worked on a given day carried out all of their paid work between the hours of 8 a.m. and 6 p.m. (pg 8).  

On average men undertook more work than women in both the early morning and the late afternoon/evening, reflecting in part the fact that the average daily paid working hours of men are longer (pg 9).  In the early morning there were large differences between men and women.  Men were more than twice as likely to be working between 4am and 6am.  The male rate was still almost double the female rate in the 6am to 8am period (pg 40).  Only 6% of all paid working hours were undertaken in the evening (between 7 p.m. and midnight).  However on an average day 17% of the employed and nearly 25% of those who were at work that day, reported that they did some work in the evening (pg 84).  Mäori and Pacific workers appear to undertake more evening work than Pakeha, on average (pg 53).  

Just under 5% of employed people did some work at night (between midnight and 5am) on an average day of the week (pg 84).  There are higher rates of participation in night work among men than among women and among Mäori and Pacific peoples than among Pakeha (pg 86).  

More than 40% of the employed undertake some paid work in the weekend (pg 3).  Self employed workers were more likely to undertake evening work and weekend work than were employees (pg 85).  

Just over a quarter of partnered mothers and just under a fifth of sole mothers, compared with just under a third of women without dependent children recorded working between 6am and 8am.  The later start, on average, for both partnered and sole mothers in part reflects higher rates of part-time work amongst this group.  Sole mothers were less likely to work during evenings than partnered mothers (pg 49).  

Looking at women with young children, mothers with a child under five tended to work shorter hours than those whose youngest child was over five.  Those sole mothers who were employed and had a child under five years of age had a tendency to start work later than those with a school age child.  They also tended to undertake more of their work in the late afternoon or evening (pg 50).

Working at home

According to Callister and Dixon, on an average day of the week approximately 18% of non-agricultural workers undertook some paid work at their home and just under 10% of all the working hours of non-agricultural workers were performed at the worker’s home (pg 87).  Outside the agricultural sector homework episodes tend to be short, and the majority of the non-agricultural workers who recorded some work at home also worked in a workplace on the same day (pg 3).  If the agricultural sector is included, workers’ homes accounted for just under 15% of paid working time (due to farmers considering their farms to be home) (pg 10).  

The pattern of combining small amounts of work at home with a job in a workplace is more common than the pattern of working predominantly from home.  Paid work is particularly likely to be undertaken from home if it is performed during the evening or on the weekend (pg 10).  Home based work is more common among the self-employed than among employees.   Workers in managerial, professional and technical occupations also carried out higher proportions of their paid work at home, on average, than did other occupational groups.  Workers with higher levels of education tended to undertake a greater proportion of their work at home.  This difference was particularly notable in the late evening (pg 11).  The adverse consequences of working during evenings, nights or weekends are likely to be more severe for people who usually or always work at these times (pg 12).
Part time employment

Women are a majority of those who are in part-time employment.  According to Statistics New Zealand’s Quarterly Employment Survey, in the November quarter of 2001 71% of part-time paid employees were women compared with 41% of full-time paid employees.  Over 90% of people employed part time indicate they do not want a full time job (New Zealand Government, Workforce 2010, 2001).  If part-time hours are a source of flexibility for women employees with caregiving responsibilities, there are implications for their economic autonomy as part time employment is generally associated with low pay, less training and less tenure.  

Self employment

Self employment is another strategy that women use to assist with work and family balance.  Self employment as a share of total employment has been gradually increasing over the past thirteen years, from around 9% in the mid 1980s to around 13% by 2000.  For females there has been a disproportionate growth in self employment (New Zealand Government, Workforce 2010, 2001).

Distribution of paid work

Paid work is becoming increasingly concentrated in particular families.  Callister defines heterosexual couples as work rich (both partners in paid work), work poor (neither partner in paid work) or mixed work (where only one person in the couple is in paid work).  Work rich couples are divided into dual-career and dual-worker families.  Dual career high income families are likely to have sufficient resources to pay for services to reduce the double burden of paid and unpaid work.  There was an overall increase in work rich families between 1986 and 1996.  A greater number of work rich couples consist of dual job families, struggling under a double burden of paid and unpaid work, especially if they have dependent children (Callister, 1998).

There has been a rise in full-time employment among mothers, whether sole or partnered.  According to Goodger (2001) this reflects in part the ageing of the child population (as the large generation born in the early 1990s grows older) as well as improved labour market conditions and an increase in the age of the youngest child.  There is a substantial slowing in the growth of sole parent families.  An increase in the average age of sole mothers has also influenced their increased employment. 

· Unpaid work

Unpaid work continues to play a much greater role for women than for men.  Women, especially Mäori and Pacific women, are more likely to take part in unpaid work, with broad whanau and aiga responsibilities.  Time use survey results (Statistics New Zealand, 2001) show that across all productive time (paid work and unpaid work) activities males and females had very similar time commitments – on average women worked for 51.0 hours a week compared with 51.4 for men.  However, females were responsible for the majority of unpaid work – recording 35 hours a week compared to 20 hours for men.  

Statistics New Zealand and Ministry of Women’s Affairs (2001) reported that the sum of paid and unpaid work (total work) time for females and men aged 12 and over is very similar at seven hours a day.  However, 60% of men’s work is paid but almost 70% of women’s work is unpaid.  People aged 25-54 spend the greatest time on total work when many are both raising children and participating in paid work.  When simultaneous activities are included in the analysis, women’s total work time is considerably higher than men’s.  

Meanings of family

Families are systems of relationships where there is some level of interdependence. 

New Zealand families are:

· immensely varied in form and composition

· culturally defined

· not just about biological relationships

· changing and evolving in composition over time.

Whanau includes a wide range of relationships, which are not necessarily based on whakapapa (genealogy).  Although from a Mäori world view, whakapapa is of paramount importance.  Successive governments have had ways of viewing families which have led to policies which over-ride the ways in which people live together and care for each other.  A broad conception of family would encompass extended families, shared parenting, same sex relationships and a wide range of social and support networks and communities.  There are examples of legislation which have tackled broad conceptions of family.  For instance, family group conferences held under the Children, Young Persons and their Families Act can include anyone who is acceptable to the family.  

New Zealand legislation gives a mixed message about what the State counts as family. For example, same sex couples have the same legal status with regard to human rights protection, property law and paid parental leave as heterosexual couples.  However, the non-biological parent of the child of a same sex couple may not be given custodial rights on the death of the other parent or on the break-up of the relationship.  Another example is that only the male and one wife from a polygamous family are allowed to immigrate to New Zealand.  There is an increasing recognition of the need to avoid enshrining in legislation concepts of family which are exclusive.

Family is differently defined by the State and by people.  One lesbian writer describes ‘family by choice’.  “A family, to me, represents a group of people with whom I share my life and feel some connection to other than just friendship. These are the people with whom I celebrate special occasions and whom I turn to for support and comfort in times of need. They are family by choice and fulfil all the expectations one would have a blood relative, and sometimes often more” (Hartley, 1997).

Who work and family balance matters to

Work and family balance matters to employees with caregiving responsibilities, families, employers the community and government.

Perspective of women employees with caregiving responsibilities

Work and family balance impacts on job satisfaction and safety at work.  Women in paid work, or seeking paid work can, in theory, influence work/family balance through, for instance, their choice of job and hours of work.  In practice, needs for income, geographic location and skill levels place constraints on employees’ and potential employees’ ability to negotiate work practices which take account of their caregiving responsibilities.  Employees’ ability to negotiate the changes they need is strongly influenced by their ‘worth’ to their employer.  
Families’ perspective

New Zealand families cover a wide range of relationships and living arrangements including:  

· children who live with both parents

· children with parents who live separately

· multiple generations eg sole parents living in a household with parents

· children living in households with one adult.  Of ethnic groups, Mäori have the highest percentage of people (adults and children) living in this household type (at 25%).  Pacific people have the second largest percentage (at 19%) (1996 Census)

· same sex relationships.

Work and family balance impacts on family cohesiveness, time together, health and well-being.  An imbalance can impact negatively on families, whanau and communities.  It can lead to family violence, addictions and absenteeism.  

Pouwhare (1999) undertook a study looking at the relationship between work and home for women who experience family violence.  From interviews with fourteen women it was apparent that family violence affected employment in three main ways:

· it prevented or inhibited women from obtaining paid employment or furthering their careers through training and promotions

· it made retaining employment difficult

· it negatively affected women’s work performance.

Employers’ perspective

Reasons for employers to get involved in the work and family balance area include:

· good public relations e.g. being the ‘employer of choice’ or a ‘good employer’

· recruitment and retention

· responding to diversity in the workplace

· maintaining health and safety

· maintaining high morale and discretionary effort

· increasing productivity.

Currently employers can decide whether or not to address work and family balance.  Few employers will take action unless they perceive that there is something in it for the organisation and even fewer are likely to undertake a gender analysis of work and family balance issues.  Employers cannot impact on all the issues that people face when trying to balance their work and family needs. 

Emphasising a ‘business case’ for work and family balance may be influential in times of high employment and competition for labour, but may be less so in times of higher unemployment.  This type of discretionary approach leads to differential access to practices which help employees balance their work and family lives.  

Community perspective

The community benefits from work and family balance in that people whose lives are less tied up in paid work may, because of geographic proximity or time considerations, have more time to participate in their communities and provide the support that people need.

Government perspective

Governments whether explicitly or not, provide a work and family policy and practice framework within which the other players (e.g. employers, employees, unions, relevant advocacy organisations and individual men and women) can negotiate and operate (Bailyn, Drago and Kochan, 2001).  Any particular government’s perspective on why balancing work and family issues is important will have consequences for how proactive they want to be in influencing that framework.  There should be explicit articulation of the objectives of seeking to influence, through government policy, the work and family framework.  These objectives should be assessed for compatibility with other government policy objectives.  To not do this is to risk ad-hoc responses to specific problems that ignore the needs and potential contributions of women.  

A rights based approach to work and family balance could be based on achieving the following broad objectives:

· valuing women

· valuing families

· social and economic well-being

· an equitable society.

Valuing women

Work and family balance impacts on women and men differently, particularly in relation to responsibilities for extended family needs, whether childcare, care and support needed by older people, people with disabilities and people with health needs.  As a result of demographic trends there will be an increasing reliance on working age and older women to provide care for an increasing population of older people.  There are increasing numbers of women who combine paid work with providing care for children and for older adults.  Unless these issues are actively addressed by all appropriate government agencies, the benefits to society through increased participation and contribution of women will be lost (Ministry of Women’s Affairs, 2000).

Valuing families

Any consideration of the impact on family of policies and programmes needs to avoid either explicitly or implicitly, ascribing to a hierarchy of worth amongst different kinds of families.  In promoting family well-being, the message needs to be that all families matter and have an important role to play.  Family well-being is part of national wellbeing.  Valuing families should imply valuing the contribution of women within those families.

Balancing work and family contributes to family wellbeing, in that:

· children are kept safe

· family stress is reduced 

· families can participate in other aspects of society.

Social and economic wellbeing

Assisting families to balance work and family responsibilities contributes to social and economic wellbeing.  For example:

· there is less spill-over of stresses arising from work family imbalance onto schools, social service agencies, health services, police services and courts

· the talents of women are accessed

· there is a reduction of inequality in people’s ability to participate and receive income

· young people observe good models of work family balance in their families 

· families will be in a better position to support themselves through various life stages.

An equitable society

Enabling people to balance work and family should contribute to creating a more equitable society.  An equitable society, in this context, implies equity in society for all women (Mäori, Pacific Islands, Pakeha and other ethnic groups) taking into account their caregiving responsibilities.  This would include:

· barriers to participation and equitable rewards being acknowledged and effectively countered

· the extent and value of unpaid work and its gendered distribution being acknowledged in policy making

· the impact of the different values (including monetary) ascribed to different kinds of work being understood 

· ways to influence these differences being debated and actioned

· systematic and structural barriers to Mäori women’s participation in whanau, hapu (sub-tribes) and iwi (tribes) being removed. 

Government policy will have an interest in assisting all women employees with caregiving responsibilities and those wishing to access employment (not just those in a strong enough position to negotiate what they need with their employer).  It is important that the ability to achieve work family balance is secured through times of economic and social change.

How New Zealanders are combining their paid work and family lives

There is considerable New Zealand evidence regarding the childcare and paid work arrangements of employed parents from the New Zealand Childcare Survey (1998).  Over two thirds (68%) of all surveyed parents with children aged 0-13 years were employed.  European parents were more likely to be employed (74%) than Mäori parents (48%) or Pacific parents (54%).  Almost one in six (15%) parents stated that problems with accessing early childhood education or care had affected their ability to participate in employment. The effect was greater on mothers than fathers.  

There was a wide variation in parent’s paid work arrangements.  Commonly used arrangements were:

· working in the evenings





37%

· using flexible working hours




35%

· doing some work at home




30%

· working for at least three hours in the weekend

23%

Having their children with them while they were working was the most common arrangement parents used to help them manage their childcare responsibilities.  The use of these various work arrangements differed between mothers and fathers, between self employed and employed workers and by ethnicity.  About 6% of parents working for wages and salaries had their children with them at some time while they were working, with this being more likely for mothers (9%) than for fathers (3%).  Twenty nine percent of self employed parents had their children with them at work some time compared with 6% of employed parents.  Again this was more likely for mothers (44%) than for fathers (21%).

Differences by ethnicity in how work was arranged were largely influenced by differences in occupation.  European parents were more likely to have used flexible working hours (36%) or done some work at home (33%) than Mäori parents.  Mäori parents were more likely to have done shift work (13%) or worked mainly in the evenings (10%) than European parents.  

In the week about which parents were questioned about their care arrangements, a disruption of some kind caused one in ten families to change their regular early childhood education (ECE) and care arrangements.  The majority of families who made changes did so because a child was ill (66%).  For just over one third of the parents whose family’s ECE and care arrangements were changed, this change affected their participation in employment.  The most common impacts on employment were:

· taking paid time off work (38%)

· taking unpaid time off work (26%)

· making up time or working at home (24%).

Mothers were more likely to be affected (45%) than were fathers (28%).  

Around half (49%) of school aged children had care arrangements during the previous school holidays.  Care by relatives on an unpaid basis was used for a third of school aged children and school holiday programmes were used for 15% of school aged children.  During the school holidays, around a quarter of employed sole parents (24%) and parents from two parent families were both parents were employed (26%) and who had a school aged child, took time off work to look after a child or children.  Employed mothers with a school aged child were more likely to take time off work during the holidays (30%) than were employed fathers (21%).

Gendall (1999) examined some of the childcare survey findings in relation to parental employment and use of childcare arrangements by ethnic group.  Maori mothers were more likely to be working over 20 hours per week than European mothers (65% and 58% respectively).  Pacific mothers were even more likely to be working more than 20 hours (68%) and thus have great needs to balance work and family life (especially when it is considered that Mäori and Pacific women also spend a greater number of hours in paid work than Pakeha women).  Maori and Pacific fathers were much less likely (67%) to be employed than European fathers (91%).

Gendall further examined the use of various work arrangements by age of youngest child (whether under or over five years).  Mothers with younger children were more likely to work mainly at home and work mainly at night than mothers with a youngest child over five years.  Sole parents were slightly less likely to use flexible working hours (35% compared with 40% of partnered parents), although these differences were not statistically significant.  Mothers working one to ten hours were more likely than other mothers to use flexible working hours (54% and 36% respectively), and were more likely to work mainly at home (25% and 12% respectively).  

Hillcoat-Nalletamby and Dharmalingam (1999) made use of data from the childcare survey to examine factors associated with maternal employment status.  The following types of work arrangement (shiftshare, homeworking, weekend and evening work) were associated with a higher likelihood of full-time employment among partnered mothers.  For sole mothers these varied types of work arrangements had no significant relationship with full-time employment.  Flexible working hours were associated with a higher likelihood of working part time.  This was stronger for sole mothers than for partnered mothers.  The authors suggest this illustrates a need to link flexible working hours in a more structured way with full time employment.  

How New Zealand policies influence work and family balance

All governments influence their citizens’ ability to balance work and family commitments.  Governments may impact in conscious or unconscious ways.  When there is a ‘reluctance to recognise that the problems of work and family are societal [this] has relegated the responsibility for dealing with these issues to individuals and families to solve on their own.’(Bailyn et al, 2001).  Bailyn et al argue that governments need to make a conscious choice about their role and design their interventions accordingly to provide a positive framework for other players to work within.  Government policy influences the ability of families to balance their commitments (positively or negatively) through direct or indirect intervention. These interventions may occur in two ways:


· promotion and leadership

· legislating for particular conditions

The next section provides examples of both of these kinds of interventions in New Zealand, and their impact on women employees with caregiving responsibilities.  

Government policies and practices impacting on work and family balance
It is rare for the impact of policies on work and family balance, and any differential impact on men and women, to be considered explicitly.  Given the diversity of family structures, and the uneven distribution of unpaid work responsibilities, policies may impact on different families and men and women in different ways.

Promotion and leadership

New Zealand government policy has impacted on work and family balance by directly promoting the issue or by providing leadership.  Examples include:

Equal Employment Opportunities Trust

Government supports and part funds the Equal Employment Opportunities (EEO) Trust.  The EEO Trust is run by a joint private sector and public sector Board of Directors.  The primary role of the Trust is education and promotion of EEO/diversity.  The Trust has taken a leading role within New Zealand on work and family issues by:

· Initiating annual Work and Life awards.  Reflected in many of the entries for the 2000 awards (renamed from Work and Family Awards to Work and Life Awards) was a broadening of recognised responsibilities from caregiving for children to a wider range of dependents, particularly elderly relatives; also a widening of the concept of family to a much fuller range of close relationships.  A noticeable trend in the 1999 Awards entries was a commitment to Maori work and life values.  Literacy Aotearoa won the Manaki Tangata Innovation Award for its innovative interpretation of wellbeing, reflecting the importance of culture and identity to employee and organisational success.  They developed an inclusive model based on the Treaty of Waitangi to encompass work and life initiatives.  

· Promoting the issue through conference speeches, press releases publishing a Work and Life newsletter and co-sponsoring work and family projects

· Annually tracking progress on work and family initiatives within organisations.  The EEO Employers Group Survey Data (2001) compares Employers Group members with non-members.  EEO Employers Group members are two to three times more likely than other employers to be active in diversity and EEO activities on a range of benchmarks.  According to the survey data, EEO Employers Group members are more likely than non-members to:

· have a top management team that includes Mäori, women and people with a disability

· provide work and family services and support within their organisation

· provide paid parental leave.

· Establishing and distributing the EEO Contestable Fund ($300,000 per annum) to projects that will promote and develop EEO, including work and family initiatives.  There have been several successful applications for funding related to work and family issues.  

State Services Commission

EEO is required by legislation in the Public Service.  Many public sector organisations have approached work and family issues under the banner of EEO.  The State Services Commission monitors progress in EEO, including work and family initiatives, in the Public Service and some of the State Sector.  

The State Services Commission (2001) survey of departments reported that 

57% of public service employees are women compared with 46% of the employed labour force.  The public service age distribution varies from that of the employed labour force as a whole, with relatively fewer staff younger than 25 years or older than 54 years.  The median age for women was 39 years and for men was 43 years.  The pattern of the Public Service employing higher proportions of Mäori than the labour force as a whole was reflected across all occupation groups (17% compared with 9%).  The Public Service also employs higher proportions of staff who are Pacific peoples than does the employed labour force (6.6% compared with 4.0%).  Women filled 33% of senior management positions (including 23% of chief executive positions).  Mäori made up 8% of those for whom ethnicity was known in senior management, compared to 17% of the public service as a whole.  For Pacific peoples the proportions were 1.9% of senior managers compared to 6.6% of the Public Service.

Proportionately far fewer people work part-time (less than 30 hours a week) in the Public Service than in the employed labour force (5.9% compared with 23%).  Eight percent of public service employees have disabilities.  Many people are employed by the public service in a contracting capacity and are not included in the statistics the State Services Commission produce.  It is not known whether contracting arrangements make it easier or more difficult for people to balance their work and family lives.

The State Services Commission (1997) report on strategic human resource capability issues in the public service stated that difficulties with recruitment and retention of Maori staff were attributed to failure to recognise or give due attention to Maori values, beliefs and institutions.  Departments acknowledged the need to amend their organisational cultures further to make them safer and more attractive for Maori staff.  

Ministry of Women’s Affairs

Initiatives undertaken by the Ministry of Women’s Affairs (1994) include ‘Ringing the Changes’ carried out in 1993, which involved a national work family phone-in to collect information from employers and employees on their needs and on current practice.  Later that year the Ministry ran a series of seminars on making the workplace family friendly and employer assisted childcare.  In 1994 the Ministry surveyed participants to assess the effectiveness of the seminars in terms of subsequent initiatives within organisations.  Forty three percent of the 64 organisations involved had introduced new practices since the seminars.

In 1994 and 1995 the Ministry of Women’s Affairs, the New Zealand Employers’ Federation and the Equal Opportunities Trust (1995) undertook a joint nationwide project called Work and Family Directions.  It was sponsored by Telecom New Zealand Limited.  Fifty five employers participated in the project over a twelve month period.  The project was designed to assist employers who were prepared to make a commitment to enhance work and family policies within their organisation and to develop best practice family friendly strategies.

Impact of promotion and leadership initiatives

There have been several positive impacts of these leadership and promotion initiatives. These include:

· the profile of the issue has been raised 

· the importance of the issues for both men and women has been emphasised

· some New Zealand research has been undertaken

· resources to assist employers have been developed

· employment conditions to assist people balance work and family have been introduced in many organisations and in some sectors.  

However, less positive is the fact that:

· application has been patchy 

· some groups of women may have benefited more than others e.g. those whose skills are considered to be ‘valuable’ to an employer

· activity has largely been a result of the initiative of interested groups, organisations or individuals rather than as part of a co-ordinated programme

· funds committed to promotion have been insufficient.  The EEO Trust has been reviewed on at least two occasions.  Each concluded that the Trust was significantly under funded to achieve its objectives 
· funding has restricted the marketing and distribution of resource material.

The State Services Commission reports that almost all Public Service departments have a range of work and family policies and practices in place.  Early results of the Career Progression Survey currently being analysed by the Commission, indicate that difficulties with work/life balance are still an important issue for many public servants.  This would suggest that the current policies and practices may not be either appropriate or adequate.  

Promotion has had a greater effect with the public sector and larger organisations.  This is of particular concern in New Zealand, in which enterprises with less than 50 FTE employees contributed to over two thirds of employment growth over the period 1994 to 1999 (New Zealand Government, Workforce 2010, 2001).

Legislation impacting on work and family balance

The Minister of Women’s Affairs, Hon Laila Harre (2001) in speaking to the United Kingdom Work/Life Summit expressed the view that ‘as with all broad attacks on discrimination, regulatory action is essential as broad based equality measures, by their very nature, require government to act.’  New Zealand has been less proactive than some other countries in terms of legislating for work family balance issues.  For example some countries (particularly in Europe) have chosen to legislate to control or reduce working hours and increase annual leave entitlements.  New Zealand has however taken some legislative initiatives to assist people balance work and family responsibilities.  These include:

Special leave 
The Holidays Act 1981 states that every employee who works for one employer for more than six months is entitled to a minimum of 5 days special leave per year.  This can be taken to care for a dependent child or parent of the employee or their partner.  Five days special leave does not seem a lot for employees who have family members requiring care (likely to be women).  Thus their own sick leave is likely to still be used for these purposes, leaving little paid leave left for any illness of their own. Entitlement to special leave is limited.  Significant sections of the workforce including self-employed employees are excluded.

Parental Leave and Employment Protection Act 1987 

This Act has provided for parental leave without pay and the Government has recently announced the introduction of paid parental leave.  Employees who currently qualify for unpaid parental leave will now also qualify for 12 weeks paid leave funded through taxation.  Parents who have been in paid employment with a single employer for at least 10 hours a week on average for a full year before the due birth or adoption date of a child will receive $325 gross per week (equivalent to 53% of New Zealand’s male and female average weekly earnings) or 100% of their previous weekly earnings, whichever is lower.  This equates to $256.75 net based on a 21% tax rate.  

A review of paid parental leave will be undertaken in 2003.  Eligibility criteria will be revisited in this review.  Also to be reviewed will be an evaluation of the scheme’s longer term funding options and possible extensions to entitlements, including the period of leave and level of payment.  The New Zealand Employment Relations Service has planned investigation of the impact of the proposed provisions on different types of family structures e.g. sole parents and extended families. 

Access to quality childcare

A working group was recently set up to develop a strategic plan for the early childhood education sector (www.minedu.govt.nz, October 2001).  Changes for government’s role in the sector will involve:

· new funding and regulatory systems

· increased teacher registration requirements and reduced staff to child ratios

· an active Government role in planning, property provision, advice and support.

Other features of childcare policy include:

· tax rebates for childcare costs

· the Childcare subsidy provides financial assistance to low income families with dependent children under the age of five to obtain access to childcare services

· the Out Of School Care (OSCAR) subsidy helps low income families to pay for before and after school programmes and school holiday programmes for children aged 5 to 13 inclusive 

· provision of funding for the development of OSCAR programmes in low-income areas.

Research demonstrates that access to affordable and accessible childcare is a major issue for parents in paid work (Ministry of Social Development and Department of Labour, 2001).  The size and location of most New Zealand organisations means that it is not feasible for most employers to become directly involved in providing childcare for their employees.  Working parents must resort to the range of childcare options available in their community.  New Zealand lacks fully comprehensive programmes for providing childcare for working parents and has had limited development of ways of supporting families who are caring for older people.  

Despite the existence of a childcare subsidy, substantial amounts of fees still have to be paid by some parents.  Methods of increasing the extent to which costs of care are met by employers or the state need to be further developed (Easting and Fleming, 1994).  

An evaluation of the first year of the OSCAR subsidy (introduced in February 1999) and development assistance for out of school care services (Work and Income New Zealand, 2000) found that there was a low take up of the subsidy by eligible parents.  This reflected a range of difficulties including awareness of and access to the subsidy, lack of information about providers, administration of the payment system and low subsidy levels.  Steps have been taken to increase the take-up of the subsidy and sustainability of OSCAR programmes. 

Social Security (Working Towards Employment) Amendment Bill

This legislation is currently before parliament.  It removes worktesting for Domestic Purposes and Widows benefit recipients who are sole parents and former carers (women who have been out of the workforce for some time due to their family and caring responsibilities).  It also establishes enhanced case management and a planning process to facilitate the pathway from benefit to paid employment at a time that is right for the person receiving a benefit. These changes represent a shift from a work-first approach in which the age of the youngest child determines a person receiving a benefit’s work readiness to a facilitative approach which: 

· acknowledges the diversity of sole parent families and former carers

· provides choice to sole parents (most of whom are women) as to how they balance their family and work responsibilities

· enables sole parents to move into paid employment as their family responsibilities and individual circumstances allow.   

The New Employment Transition Grant

This grant was specifically designed to support sole parents moving off benefit into paid employment and has since been extended to include married people.  The grant provides support for some new workers not yet eligible for employer-paid leave when they are absent from work due to sickness (themselves, their partner or child) or because of a breakdown in childcare.

Provision of financial supports for low income families
In addition to basic benefit payments, there are the following four forms of financial assistance for low income families:

· Family Support – an amount of money paid to families on low to middle incomes for each child living at home up to the age of eighteen

· Family tax credit – an additional payment for families who do not have a large income.  To receive family tax credit, at least one parent must be working for salary or wages.  It is designed to bring the family income up to at least $18,368 a year

· Parental tax credit – financial assistance for the first 56 days after a baby is born for people on low and moderate incomes.

· Child tax credit – an extra payment for low to middle income families for each dependent child aged 18 years or under, who do not receive any other government assistance.  

Parental tax credit and child tax credit can only be received if the family’s income does not include an income tested benefit, New Zealand superannuation, Veteran’s Pension, student allowance or weekly Accident Compensation payments (unless they are for less than three months).

Employment Relations Act

The Employment Relations Act (ERA) has the potential to contribute to better arrangements regarding work and family balance through the re-introduction of unions into the workplace and its emphasis on the relationship between employer and employee.  Under the ERA employers and employees are required to negotiate in good faith, so if an employee wishes to propose a change to an employment agreement for reasons of work and family balance, this should be considered in good faith.
Occupational Safety and Health

The current Health and Safety in Employment Amendment Bill deals with stress and fatigue in the workplace.  This bill extends coverage to volunteers (a significant percentage of whom are women).  An Occupational Safety and Health Service booklet (1998) lists potentially demanding characteristics of the way work is organised, including conflicting demands of work and home life, low social or practical support at home and problems that may occur when both partners are in paid work.  This booklet which is designed to provide information to employees, also draws attention to the relationships between shift work, fatigue and health.  

Equal Pay Act

Based on Statistics New Zealand’s Income Survey, women’s average hourly earnings were 84% of men’s in June 2001.  This gender pay gap has improved 5% since 1984.  For Mäori women compared with Mäori men, the gap is 93% and for Pacific women compared with Pacific men the gap is 91%.  Taking all part-time and full-time wage and salary earners together, women’s weekly average earnings were only 60 percent of men’s (Ministry of Women’s Affairs, 2002).  Much of the difference in the weekly income is due to the fact that more women work part time.  It is not known to what extent this is because of the lack of other supports for work family balance.  It is difficult to assess this because of data deficiencies.  For instance respondents who work part-time are asked if they would like to be employed for more hours whereas people who work full-time are not asked if they would like to be able to work less.    

The Equal Pay Act has assisted in closing the pay gap between men and women and thus has had a significant impact on assisting families balance work and family responsibilities.  The provisions of the Equal Pay Act in New Zealand have not been applied to ensure equal pay for work of equal value.  

An issue yet to be considered is the impact of work family balance practices on the gender pay gap.  Impacts may arise through the extent to which these practices encourage people to enter the workforce or increase their participation in paid work; and also through differences in the extent to which men and women make use of flexible work practices to change their current work life (e.g. hours of work) whilst maintaining an attachment to the workforce with, particularly for women, beneficial effects on their future stream of income. 

Human Rights 

From July 2002, the position of Equal Employment Opportunties (EEO) Commissioner will be established within the Human Rights Commission.  The EEO Commissioner will have a range of functions including to evaluate, through the use of benchmarks developed by the Commissioner, the role that legislation, guidelines, and voluntary codes of practice play in facilitating and promoting best practice in equal employment opportunities; and, to monitor and analyse progress in improving equally employment opportunities in New Zealand, and to report to the Minister on the results of that monitoring and analysis.  

The Human Rights Act includes family status as one of the grounds for discrimination in areas of public life, including employment.  To date, this provision has not been significantly tested.  Its provisions have therefore not yet been interpreted as widely as those in Australian anti-discrimination legislation which has been interpreted as requiring employers to allow flexible work practices such as work to be done at home or on a part-time basis. 

Shop trading hours and location and opening hours of government services

The liberalisation of shop trading hours in New Zealand has impacted on work and family balance by:

· providing access to services for families outside of their normal working hours

· providing a range of alternative job structures which some people have found useful in helping them schedule caring responsibilities with other family members 

· requiring some people to be away from their families at times when they would rather be with them or when alternative care provisions are not always readily accessible.

The rationalisation of government services, such as health services, has led to people having to travel greater distances to access these services for themselves and their family members.  Opening hours for government services that are restricted to within the standard working day, make access difficult for people who have work responsibilities during this time.  The E-Government strategy has the potential to assist people to balance their work and family responsibilities, by making government services more accessible.  

School opening hours

School opening hours (9am – 3pm) and school terms, particularly for families with children under the age of 14, constrain the employment options and/or create difficulties for parents and caregivers (mainly women) who are in the paid workforce.

School suspension processes

The school suspension process, where a child can be sent home on short notice, relies on family members making themselves available to supervise the child at home.  

Urban and transport planning

Government decisions regarding the location of industry in relation to the location of housing and the level of provision of public transport, significantly impact on the amount of time and difficulty people may have in moving between their work and their family responsibilities.  New Zealand has as yet paid little attention to the ‘urban time policies’ (Boulin and Muckenberger, 2001) that some European countries have introduced.  These policies look to address aspects such as the opening hours of school and childcare facilities, working time policies and transport provisions in a co-ordinated manner rather than dealing with these individually and in an ad-hoc way, as has tended to happen in New Zealand.

Possible policy approaches to facilitate work and family balance

Not having an overarching policy goal in relation to work and family balance can lead to conflicting signals about government’s intentions.  The government will need to consider all of the possible approaches available to it.  These include: 

· developing a specific work and family balance strategy

· explicitly including work and family balance as a dimension of other broad government strategies

· making consideration of work and family balance part of the criteria for gender analysis of policy and programme development, implementation and evaluation processes

· becoming a signatory to relevant International Labour Organisation (ILO) conventions.

Developing a specific work and family balance strategy

One approach is to develop a specific work and family strategy to inform government policy and practice.  This would need to be based on a series of key work and family balance principles intended to inform the development and implementation of government policy (Skrpnek et al, 1996).  

This would involve: 

· employers, unions, professional associations and advocacy groups, government and communities in the debate and development of principles and effective approaches  

· establishment of a process by which all relevant government policy is examined for impact on the goal of achieving work and family balance and for impact on the full range of families, women, men and children

· monitoring outcomes for families, men, women and children.

Explicitly including work and family balance as a dimension of other broad government strategies 

Work and family balance is implicit in a number of government strategies. One option would be to make this focus a more explicit part of these strategies including: 

· Strengthening Families

· Employment strategy 

· Disability strategy

· Sustainable development.

Making consideration of work and family balance part of the criteria for gender analysis of policy and programme development, implementation and evaluation processes

This would involve making the active consideration of work and family balance issues an explicit expectation of all public sector organisations when they undertake gender analysis of policies and programmes.  

Becoming a signatory to relevant ILO conventions

The need for governments to be involved in promotion of equal opportunities between men and women in employment, of which work and family balance is a critical issue, is clearly stated in international instruments.  These include the International Convention on the Elimination of all forms of Discrimination against Women (CEDAW), ILO Convention 156, which concerns the rights of workers with family responsibilities and ILO convention No 103 which provides for paid breastfeeding breaks for women.  New Zealand is a signatory to CEDAW but not to these ILO Conventions.  Ratification of ILO 156 would commit the Government to promoting the public awareness of the principles of equal opportunity for men and women workers, in particular the problems faced by workers in balancing family responsibilities with the demands of the workplace.  Elder care issues are addressed in ILO 156.  

Key elements of all approaches

Whichever approach is taken by the New Zealand Government to the issues of work and family balance, it will need to be multi-stranded, and could involve:

· developing new policy and legislation

· leading by example

· promotion

· examining existing policies and programmes for impact

· identifying and filling information gaps.  
Regarding information gaps, the Department of Labour, as part of its Future of Work Project plans to promote research and develop information sources to increase understanding of work-life balance issues and to allow more analysis of the impact on women, men and different ethnic groups, of government interventions on people’s ability to balance work and life.  

Conclusion

As in many countries, much of the attention on work and family issues in New Zealand has focused on employers.  The result has been examples of very good practice in some industries, by some employers and for some members of the workforce.  At the same time, there are many employers who have given the issue little consideration.  The result for their employees, is that work and family balance is difficult and at times impossible.  Given that women still take the primary role in caring for family, this has a disproportionate impact on women, in particular women who do not have other support in these caring responsibilities.

Policy needs to be based on an agreed framework for thinking about the role of government in facilitating work and family balance, with a view to promoting positive outcomes for women, men and children, as employers, members of families and members of the community. 
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� This report has been prepared by the New Zealand Ministry of Women’s Affairs.  It is based on a report prepared for the Ministry of Women’s Affairs by Top Drawer Consultants.


� The percentage of those employed people wanting more hours of paid work has risen steeply, most noticeably for Mäori women (Ministry of Women’s Affairs, 2001).  


� Mäori word used to mean extended family.  This word also has other meanings including groups of people with a common bond.


� Aiga is a Samoan word meaning family (including extended family).  Other Pacific languages use other words to mean family.
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