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Executive Summary

The Government of Canada is committed to building strong social
foundations by providing supports to meet the needs of families and
to ensure that children receive the best possible start in life. One
approach to implement this commitment is to support working
parents so that they can build strong and cohesive families. The
Labour Program, Human Resources and Skills Development Canada
(HRSDC), encourages the development of workplace measures that
improve work-life balance and support working parents.

The Labour Program has published several research studies to
assist public policy development on work-life balance issues, and
to help organizations design and implement programs and policies
that facilitate work-life balance. This report is part of that body of
work and is intended to provide valuable information on work-life
balance issues to managers, unions, employees and human resource
professionals.

This report provides an overview of different types of work-life
balance initiatives that have been developed by industrial countries
around the world. It shows that these governments are increasingly
committed to reducing the social, health and business costs of
work-life conflict.

Data from the European Union, the United Kingdom, Australia and
the United States illustrate that work-life conflict is a growing issue
in these jurisdictions. Many workers report that they are
dissatisfied with their working hours, stressed from high levels of
work intensity, and suffer from health problems due to work
demands. To improve their work-life balance, many workers would
prefer to work reduced and more flexible hours.

Some countries, such as the U.K., New Zealand and Australia,
actively endorse work-life balance as an explicit policy goal. They
have launched work-life balance campaigns that focus on
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promotional activities and the voluntary
compliance of employers to develop and
implement work-life balance practices in their
organizations.

These three countries have all developed
websites on work-life balance that provide
newsletters, case studies, publications and
links to other relevant information and
legislation. Work-life balance is also promoted
through award programs. New Zealand and
Australia, for example, both offer award
programs to highlight organizations that
demonstrate best practices. In addition, some
governments have introduced legislation to
support work-life balance. The U.K.
legislation to give parents the right to request
flexible working arrangements is notable in
this regard.

These work-life balance campaigns include a
variety of resources to support employers. The
U.K. and Australia have published guides to
assist employers in evaluating whether work-
life balance policies are well integrated into
the organization's overall business plans and
whether the programs are actually being used
by employees. Guides are also aimed at making
the "business case" for work-life balance —
helping employers to understand that work-life
conflict has significant business costs
associated with absenteeism and turnover
rates. In addition, the U.K. has programs to
provide funding and consultancy services so
that employers can develop practices that
support work-life balance.

Other countries, such as the Netherlands,
Denmark and Sweden, focus less on promotional
activities and are more involved in developing
legislative and other measures that support
broad social policy goals to help workers
balance paid work with unpaid responsibilities.
They primarily seek to improve work-life

balance by redressing gender inequities in the
labour force and in the division of unpaid
work, particularly with respect to caregiving.

Paid parental leave benefits in these countries,
especially the parental leave schemes in
Denmark and Sweden, are designed to
encourage parents to take an active role in
caregiving while staying attached to the labour
force. For example, Denmark and Sweden both
allow parents to work part-time and prolong
their leave beyond the usual benefits period.
Sweden's leave program includes an
information campaign to emphasize the
importance of the father's involvement in
caregiving.

Initiatives to give workers more control over
their working time, such as the Netherlands'
Adjustment of Hours Law and Denmark's
amendments to the Act on Part-time Work,
also assist workers in improving their work-
life balance. Other initiatives, such as the
Netherlands' "leave savings" and Sweden's
sabbatical leave, allow workers more time to
devote to caregiving and to pursue other
interests outside of work.

In addition, Sweden has implemented an action
plan to reduce costs associated with sick leave
and to reduce the impact poor health has on
work-life balance. Gender inequities are also
addressed. Swedish research indicates that
women are more likely to be employed in
occupations with inferior working
environments and to have heavier workloads
than men, when both paid and unpaid work is
considered.

Finally, several countries have adopted
individual pieces of legislation or policies that
address some aspect of work-life balance.
These initiatives are not necessarily part of a
comprehensive program or policy approach to
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achieve work-life balance, but these measures
could be seen as one way to improve an
employee's balance between work and other
responsibilities. Examples include France's
reduction of hours in the statutory work week,
Belgium's introduction of time credits,

Ireland's "Work Life Balance Day" and the U.S.

resolution to proclaim "Work and Family
Month."

This report shows that there is not likely to be
any "one size fits all" answer to work-life
balance issues. A variety of approaches are
available to support work-life balance, ranging
from promotional programs that emphasize

the importance of balance and provide support
to employers to reduce the business costs
associated with work-life conflict, to
legislation that supports parents with
caregiving responsibilities.

It is clear that improving work-life balance is
an important component of the policy agenda
for many industrial countries, and the issue is
likely to become even more important in the
future. Canadians can learn from the initiatives
of other countries and determine whether
these approaches could be adopted to suit the
needs of Canada's workplace partners.
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Introduction

Research studies and media reports indicate that work-life conflict
IS an increasing problem for Canadians. But Canadians are not alone
in facing this issue. This report provides an overview of how other
industrial countries are addressing the business, health and social
costs of work-life conflict, with the aim of showing how innovative
initiatives can be developed to suit the work-life balance needs of
employees and the business demands of employers.

What is work-life conflict? Work-life conflict occurs when the
cumulative demands of work and non-work life roles are incom-
patible in some respect so that participation in one role is made
more difficult by participation in the other role.! A particularly
important element of work-life conflict is work-related stress.
Working conditions such as heavy workloads, lack of participation
in decision-making, health and safety hazards, job insecurity, and
tight deadlines are associated with work-related stress.

How significant is the problem? Work-life conflict erodes the
mental and physical well-being of workers, affects the quality of
their personal relationships outside of work, and increases costs to
businesses. Employees with high levels of work-life conflict are
more likely to experience poor health. Work-life conflict has
negative impacts on employees' relationships with their children
and their spouse.? Work-life conflict also has consequences for an
organization's bottom line. Employees experiencing high levels of
work-life conflict are likely to miss more work days per year, are
less committed to the organization, are less satisfied with their job,
and are more likely to intend to leave their job.?

While individual coping mechanisms, such as the use of Employee
Assistance Programs, may help some people feel less stressed and
overwhelmed, it is increasingly recognized that work-life conflict
needs to be dealt with at one of the sources of the problem — at the
workplace level. Workplace programs, policies, legislation and other
initiatives can provide workers with the support and security they
need to balance work with other interests and life responsibilities.
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Other countries are also concerned with the
negative effects that work-life conflict has on
productivity, employees' well-being and
employees' capacity to provide care for
children and others. This report first reviews
survey results and other data to give an
indication of the degree to which work-life
conflict is a concern in the European Union
(EV), the United Kingdom (U.K.), Australia
and the United States (U.S.). Then, the main
portion of this report highlights recent
initiatives of various national governments.

These initiatives reflect three different
approaches, depending on whether a
government: (1) actively endorses work-life
balance as an explicit policy goal by generally
relying on promotional activities and voluntary
compliance; (2) develops a broad range of
legislative and other measures to support the
same goals without promoting work-life
balance to the same degree; or (3) adopts
individual pieces of legislation or policies that
address some aspects of work-life balance.

First, this report discusses targeted promotion
of work-life balance through the implementation
of national programs and policies. The
governments of the United Kingdom, New
Zealand and Australia have strategically
implemented promotional programs that are
publicly endorsed by government leaders. These
governments are promoting the business and
health benefits of work-life balance and have
developed programs, policies, legislation and
resources to address the needs of workers, to
improve productivity, and to reduce the
business costs associated with work-life
conflict.

Second, this report examines the approach of
governments helping employees balance paid
work with unpaid work through a broad range

of measures. The Netherlands, Denmark and
Sweden have put in place legislation and have
developed initiatives aimed at improving
workers' ability to balance work with other
responsibilities including caregiving. Active
support for gender equality in paid and unpaid
work is emphasized in many of these
initiatives.

Finally, this report considers government
support for work-life balance through the
implementation of an individual policy or
isolated piece of legislation. France's
legislation to reduce working time and
Belgium's system of time credits are examples
of ways that governments can support work-
life balance. Ireland's introduction of a "Work
Life Balance Day" and the U.S. resolution to
proclaim "National Work and Family Month"
illustrate efforts to put work-life balance on
government policy agendas and could be seen
as one way to improve an employee's balance
between work and other responsibilities.

This report looks at government initiatives
only. In Canada and other industrial countries,
employers and unions play a key role in
developing policies and programs to improve
work-life balance. Employers are increasingly
adopting policies and practices to assist their
employees in reducing work-life conflict.
Through collective bargaining, unions promote
provisions that support employees' work-life
balance. However, the role of employers and
the role of industrial relations in the support
of work-life balance are beyond the scope of
this paper.* In addition, broader social and
economic policies that affect work-life
balance, such as government support for
childcare and child-related tax credits are not
included in this report but may be considered
in future research on this issue.
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Assessing Work-Life Conflict
Beyond the Canadian Experience

Observers have identified that heavy workloads, unsupportive
managers, and corporate cultures that stress hours of work are all
contributors to the prevalence of work-life conflict. Recent
research by Dr. Linda Duxbury and Dr. Chris Higgins, published by
Health Canada, indicates that the majority of Canadian employees
have difficulty balancing work and family life, and most of this
difficulty stems from these kinds of workplace problems.

According to this research, 65% of working Canadians reported
that they experienced a medium or high level of work to family
conflict in 2001, and 28% reported a high level of conflict.> The
Conference Board of Canada has made similar observations. In one
of its surveys, more than two-thirds (68%) of respondents said that
it was at least "somewhat" difficult to balance their work and family
life in 1999. Moreover, 28% noted that they found balancing work
and family life to be difficult or very difficult. Duxbury and Higgins
estimate that the costs of work-life conflict with respect to
absenteeism alone are very high — $3 to $5 billion a year in direct
costs and $4.5 to $10 billion when direct and indirect costs are
included.”

Concurrently, the number of employees reporting high job stress
increased markedly, from 13% in 1991 to 35% by 2001, almost a
threefold increase.® The direct annual business cost resulting from
job stress has been estimated in the range of $16 billion.°

Canadians, however, are not alone in the struggle to keep up with
the demands of work while balancing other responsibilities.
Workers in other industrial countries are also experiencing the
stress of work-life conflict.

It is important to note that research on the degree to which work-
life conflict affects workers in other countries is very limited.
There are few cross-national comparative surveys on work-life
balance. However, the data that are available paint a similar picture
about work-life balance across the world. Increases in work
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intensity and stress are having an impact on
workers' ability to balance work with other
responsibilities.

Many employees would prefer to work fewer
hours and have access to flexible work
arrangements. This is particularly true for
workers who have caring responsibilities, and
there is clearly a gender dimension to these
preferences. A lack of flexibility in the
workplace is especially taxing for women, who
tend to be more involved than men in unpaid
work related to domestic and caring
responsibilities.

This section highlights data from the European
Union, the United Kingdom, Australia and the

United States to show that work-life balance is
a growing concern for workers internationally.

The European Union
-

Many European workers are dissatisfied
with their working hours and high levels
of work intensity, which likely affects
their ability to balance work and other
life demands.

. J

A survey conducted by the European
Foundation for the Improvement of Living and
Working Conditions (1998) found that women
would prefer to work a 30-hour week and men
would prefer a 37-hour week. This translates
into an average reduction of four hours a week
for employed women, and six hours a week for
men. The survey also found that more than
80% of those working long hours (50 hours
and over) would prefer to work fewer hours.°

Women prefer to work fewer hours than men,
on average, because women are devoting more
time to childcare and unpaid domestic work. In

couple households where both adults are
employed full-time, and there is a child under
five years old, mothers on average spend over
twice as much time on childcare and other
domestic work as fathers.* In addition:

» 16% of women are involved in caring
for elderly or disabled relatives at least
once or twice a week, compared with
8% of men;

* 41% of women are involved in caring
and educating children for one hour or
more every day, compared with 24% of
men;

* 63% of women are involved in
housework for one hour or more every
day, compared with 12% of men; and

» 85% of women, compared with just
25% of men, take responsibility for
shopping and contributing to other
household duties.*?

Clearly, women's greater involvement in
unpaid work is related to their preference for a
shorter work week and a desire to balance
work with other life demands. This preference
is illustrated in recent research that found the
majority of women working part-time have
chosen to work part-time in order to look after
their children or other domestic
commitments. Of current part-time workers in
the EU, around two-thirds of the women and
one-third of the men report that they do not
want full-time jobs. Furthermore, 23% of full-
time employed women and 19% of full-time
employed men would prefer part-time work.™

The degree of flexibility of their working
hours also plays a key role in many workers'
struggle to balance work with other
responsibilities. In a 2000 survey on working
conditions, the European Foundation reports
that working-time autonomy is limited for
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many workers. Approximately one-third of
those employed in the current 15 EU member
countries consider that they have no influence
over their working hours or even when they
will take their annual leave.*

The same survey also finds that high work
intensity (the need to work fast and meet tight
deadlines) is strongly linked to reported health
problems and absence from work due to
accidents. Almost two-thirds of workers
reported that they worked at a very high speed
for at least a quarter of their time in 2000, and
one-quarter reported that they worked at high
speeds all of the time or most of the time.
Similarly, almost two-thirds of workers
reported that they had to meet tight deadlines
for at least one-quarter of their working time
in 2000, and over one-quarter reported that
they needed to meet tight deadlines all of the
time or all of their working time. In addition,
the health of almost three-quarters of these
respondents is affected by their work all of the
time or most of the time. A significant number
experience backaches (42%), stress (40%),
muscular pain in the shoulders and neck (31%)
and overall fatigue (31%)."

The United Kingdom

e N
Ina 2003 survey, 69% of respondents

agreed that work-life balance was an
important factor when assessing a
potential new job, including 77% of
parents with young children and 81% of
respondents with caring

responsibilities.®
N /

Full-time U.K. employees work an average of
44 hours per week, longer than most of their
European neighbours.'” Furthermore, they

work an average of six hours more per week
than the average normal full-time hours set by
collective agreements — a higher discrepancy
than in any other EU country.*®

According to other survey results, employers
cite a temporary increase in workload and a
backlog of work as the reasons U.K.
employees are working in excess of their
standard working hours. These results found
that full-time employees who worked in
excess of their contracted hours increased
their working week on average by 9.6 hours.
In many cases, overtime hours were not
compensated in any way. In around two-thirds
of workplaces where senior managers and
professionals worked additional hours, no
payment or time-off in-lieu was provided.
Those most likely to work long hours were
men in couple households with children —
more than 14% worked 60 or more hours a
week.'®

Survey findings published by the U.K.
Department of Trade and Industry (2003) show
that workers prefer flexible working hours as a
way to improve work-life balance. Many
workers believe that working flexible hours is
more important than earning a higher salary or
receiving other job perks. Almost half (46%)
of the respondents chose flexible hours as the
benefit they would most look for in their next
job. Over half of the female respondents
preferred flexibility, as did parents with
children under six years old. One in three
respondents said they would rather have the
opportunity to work flexible hours than

receive the equivalent of over $2,000 more in
pay each year.?°
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Australia

4 M

For 27% of Australian employees,
satisfaction with work-life balance
declined in the year preceding the
Australian Workplace Industrial
Relations Survey (1995).%

S J

An increase in weekly working hours in the
year prior to the 1995 Australian Workplace
Industrial Relations Survey was associated
with a decline in satisfaction with work-life
balance. Managers, professionals and
employees with caring responsibilities were
the most likely to report a drop in satisfaction.
Work intensity also rose — 28% of employees
experienced increased levels of work-related
stress, put more effort into their job, and
worked at a faster pace.?

Like workers in other countries who are
experiencing increased working hours and
work intensity, a significant percentage (26%)
of Australian workers would prefer to work
reduced hours. This is especially true for full-
time employed women, 43% of whom would
prefer working fewer hours, since they assume
more responsibility for unpaid domestic work
and caring responsibilities.?® Mothers in dual-
income households where both spouses work
full-time feel especially rushed: 70% of full-
time employed mothers always or often feel
rushed, compared with 56% of fathers and
52% of women with no dependent children.?

While many Australian women — especially
those with children under the age of 12 —
would prefer to work part-time, there is
evidence that managerial cultures are not
supportive of part-time work and that working
part-time inhibits career advancement.?

Despite unsupportive corporate cultures, over
half (57%) of employed mothers work part-
time, compared with only 5% of employed
fathers. Two-thirds of employees who took a
break from work of six months or more were
women. In addition, many Australian workers
have difficulty balancing work with caregiving
responsibilities. Of the women who took a six-
month break, 62% cited "family reasons" as
the main motive for the break, and more than
half have a child or children under 12 years of
age.?®

Nearly one-third of employed caregivers have
claimed that caregiving commitments caused
repeated work interruptions and resulted in
their having to work fewer hours. Almost 25%
of employees with caregiving responsibilities
have taken periods of unpaid leave, 16% have
taken jobs with fewer responsibilities, and
13% have refused promotions.?’

The United States

e N
The percentage of employed parents with

children under six who reported
significant work-family conflict increased

from 16% in 1992 to 34% in 1997.%
- Y

Workers in the United States tend to work
longer average annual actual hours than most
advanced industrial economies, according to
2002 data from the Organization for
Economic Cooperation and Development
(OECD).?® A survey by the Families and Work
Institute indicates that most American workers
would like to see a reduction in their working
hours. In 1997 almost two-thirds (63%)
expressed a preference to reduce their
working hours, compared with only 46% in a
similar survey of Americans in 1992. The
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1997 survey reported that on average
Americans would like to cut 11 hours of work
per week out of their schedule.®

Not only do the majority of working parents
report a preference for working shorter hours,
they also do not want to take on more
responsibility in their jobs. In 1997 only 41%
of employed mothers reported wanting greater
job responsibility, compared with 50% of
employed mothers in 1992. In 1997, 50% of
fathers wanted greater job responsibility,
compared with 63% of fathers in 1992.3!

As a result of long working hours, decreased
interest in more job responsibility and
increased work-life conflict, there has also
been growing demand for more flexible work
arrangements. In a 2002 poll, human resource
professionals ranked flexible schedules as the
top way to motivate employees. Of those

surveyed, 66% indicated they had seen a rise
in requests for flexible work schedules during
the last 12 months. The top two reasons were
general work-life balance issues (76% ranked
this as the primary reason) and the wish of
working mothers to spend more time with
their children.®

Employees who have no support to work
flexibly are more likely to feel overworked:
45% of those who say they cannot change
their work schedules to work their preferred
hours experience high levels of feeling
overworked, versus 33% of those who can
change their work schedules. Moreover,
almost half of employees experiencing high
levels of feeling overworked say that they are
somewhat or very likely to seek employment
elsewhere in the coming year, versus only
30% who report low levels of feeling
overworked.*
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Selected International Approaches
to Improve Work-Life Balance

The rest of this report focuses on three types of government
approaches to improve work-life balance. First, the targeted
campaigns of the United Kingdom, New Zealand and Australia to
promote work-life balance are discussed. Next, the Dutch, Danish
and Swedish support for workers' ability to balance work with other
responsibilities through a broad range of measures is examined.
Finally, some pieces of legislation and initiatives in France,
Belgium, Ireland and the United States are highlighted.

3.1 Targeted Campaigns to Improve
Work-Life Balance

p
A better balance between work and life is an issue for

everyone, not just those with caring responsibilities. Simple
changes can make all the difference to all employees trying to
balance their personal and working lives more successfully ...

Money is saved through reduced sickness absence, stress,
recruitment and training costs and productivity is raised
through better morale...it makes good business sense. It's a
win win situation for all concerned and we would like more
organisations to take up this issue in their workplace.

— Margaret Hodge, U.K. Minister for Employment and Equal Opportunities34
o

J

The United Kingdom, Australia and New Zealand have, to different
degrees, launched targeted campaigns to improve work-life balance.
The campaigns promote work-life balance as the main policy driver
to increase workers' ability to cope with the demands of work while
also managing unpaid work.

These governments have all developed websites to provide
information to policy analysts, employers, employees and unions
on the importance of improving work-life balance. Newsletters,
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publications, links to other websites, and
information on policies, relevant legislation
and programs endorse work-life balance as a
means through which businesses will save on
costs and improve productivity, while workers
will enjoy a better balance between work and
other life interests and responsibilities. Many
of the initiatives for workers are not restricted
to parents. In contrast to the situation in most
countries, these work-life balance campaigns
are generally intended to make flexible work
arrangements and other policies available to
workers regardless of their caring
responsibilities.

Included are initiatives such as integrating the
development of all work-life balance policies
and activities; publicly promoting work-life
balance through awards programs; supporting
employers; and developing projects to reduce
work-related stress.

The United Kingdom

In March 2000, Prime Minister Tony Blair and
Education and Employment Secretary of State
David Blunkett officially launched the British
government's work-life balance campaign. The
campaign is part of the government's agenda
for employment relations policy and is led by
the Department of Trade and Industry (DTI),
which also works on employment rights policy
and legislation. The focus is on tackling the
long-hours culture, targeting sectors with
acute work-life balance problems and
providing support and guidance.

A team within the DTI is responsible for
raising awareness among businesses of the
benefits of work-life balance policies and
practices. Case studies, guidelines on
implementation, research, information on best
practices and on how to apply for government
support are available on the DTI's work-life

balance website. The website also links to
organizations that provide information and
support to caregivers, persons with
disabilities, single parents, women, the self-
employed, and teleworkers. Other links
provide information on maternity rights and
childcare, employment agencies specializing
in part-time work or flexible working,
employer organizations and other government
departments and services.*

Partnership and Challenge Funds

As part of its campaign, the United Kingdom
has created two funds to provide assistance to
employers. The Partnership Fund, established
in 1999, provides up to $110,335 in matched
funding for projects that improve relationships
between employers and employees, improving
productivity and employee job satisfaction.
Projects that improve work-life balance are
encouraged, and projects that have identified
the causes of stress to reduce their impact
have been funded.*

The Challenge Fund, launched in 2000, is a
resource to help employers implement work-
life balance strategies that benefit business,
customers and employees. This fund pays
consultants to provide advice to private, public
and voluntary sector employers who want to
introduce innovative working practices that
benefit their business and improve their
employees' work-life balance. The consultants
help employers assess the business benefits of
flexible working arrangements, identify the
needs of employees, and find solutions that
meet the needs of employers, customers and
employees.

In addition, employers may receive a "Specific
Solution" package that provides materials to
support organizations in alleviating work-life
conflict. These packages include information
to help organizations find out what kind of
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working arrangements employees would like
and explore solutions that meet both individual
and business needs; develop work-life balance
policies; support the effective implementation
of existing work-life balance policies through
training of managers and staff; and support the
implementation of cultural change to increase
take-up of work-life balance opportunities.

Challenge Fund projects also measure
financial savings, reductions in staff turnover,
staff retention levels and take-up of work-life
balance options by employees. For example,
one company that grows, harvests and
packages mushrooms and then distributes
them to large supermarkets was having a major
problem with staff turnover, recruitment and
absenteeism. Within six months of receiving
support from the Challenge Fund, productivity
improved by 9%, overtime costs were reduced
by 26%, absence rates fell by 46%, staff
turnover decreased by 44%, sickness absences
fell by 51% and unauthorized absences
dropped by 70%.%’

Support for Employers

e N
Work-L.ife Balance isn't the soft option.

It's about employers and employees
working together to find out how they
can both gain from a more imaginative
approach to working practices...
Employers worldwide are recognising of
their own accord that it makes good
business sense to provide opportunities
for their workforce to achieve a better
balance — with a pay-back of increased
morale, better effectiveness and

productivity, and the ability to embrace
N /

change. The workplace has altered
dramatically over the last decade and old
methods are no longer appropriate as
employers accept that their most
valuable asset is their workforce... if
you as an employer are failing to address
these issues, you are placing your
business at a distinct disadvantage —and
keeping one foot firmly in the 20th
century while other players in your
sector develop their competitive edge

for the future.®®
_ Y,

A variety of supports are available to
employers who are interested in improving
work-life balance practices in their
organization. Among these supports are an
alliance of employers committed to the
improvement of work-life balance, a work-life
balance standard, and a range of publications.

At the official launch of the work-life balance
campaign, Prime Minister Tony Blair
announced the creation of Employers for
Work-Life Balance, an independent alliance of
leading work-life balance employers
committed to working in partnership with
government to promote good practice in the
business community.* The alliance is run by
The Work Foundation, an independent, not-for-
profit think tank and consultancy.

Employers for Work-Life Balance provides
resources geared to helping employers
implement work-life balance practices. A
website contains case studies and a "jargon
buster" dictionary to define terms such as
"annualized hours" and "career breaks." In
addition, a "debate" link allows employers to
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access press releases and research studies,
obtain information on how to contact experts,
and view a chronology of U.K. developments,
including legislation that employers should be
aware of.

The website also provides a benchmarking
tool. Using this tool, employers can determine
how well they understand the business case for
implementing work-life balance practices;
whether their work-life strategy is part of the
business plan or human resource plan; whether
work-life balance is implemented in the
organization's policy and practice; and how
well the organization monitors both the
qualitative and quantitative impacts of its
work-life strategy. A section on developing a
business case assists employers in
understanding why work-life balance is a
business issue. This section presents case
studies of employers who have increased
productivity and decreased business costs
associated with the effects of work-life
conflict.*

In addition to this support for employers, a
work-life balance standard was set up in 2000.
The standard provides employers with a
framework within which work-life balance
policies and practices can be developed; a
benchmark against which organizations can be
assessed; and a way to recognize good working
practices. The standard contains four
elements:

1. Commitment — Management and
policy decisions will commit the
organization to a systematic approach
to work-life balance.

2. Systems/Planning — Systems will be
in place to implement work-life
balance arrangements, and these will
be included in business plans, training
plans and project plans.

3. Action/Implementation — There will
be a clear and systematic approach to
the implementation and deployment
of work-life balance arrangements.

4. Review and Assessment — Systematic
review and assessment of the impact
of work-life balance arrangements
will be demonstrated, and managers'
performance related to the
achievement of work-life balance will
be regularly reviewed.

Each of these elements can be measured by
key indicators, and evidence is required to
show how the organization meets each
indicator. For example, in order for an
organization to show its commitment to work-
life balance, it must be able to prove that
work-life balance arrangements are available
to all its people. All managers must be able to
describe how work-life balance arrangements
are communicated throughout the
organization; information describing the
organization's work-life balance arrangements
has to be widely available; and employees
should be able to explain how the
organization's work-life balance arrangements
meet their specific needs.* If the organization
complies with the evidence requirements, it
obtains a license to use the work-life balance
standard logo on its letterhead and in its
advertising.*

The Right of Parents to Request
Flexible Working Arrangements

In April 2003, the U.K. government enacted
legislation to help parents cope with work
while caring for children. Parents with
children under six years old or disabled
children under 18 have the right to apply to
work flexibly, and employers have a statutory
duty to consider these requests seriously. To
be eligible, employees must have worked with
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their employer continuously for at least the
last 26 weeks, not be an agency worker or a
member of the armed forces, and not have
made another application to work flexibly
under the right during the past 12 months.
Eligible employees can make an application in
writing to request a change to the hours they
work and/or a change to the times they work.
They may also make a request to work from
home. These arrangements can include
working patterns such as annualized hours,
compressed hours, flextime, job-sharing, shift
working, unpaid leave during school holidays,
and staggered hours. If the application is
accepted, the employee's terms and conditions
of employment are permanently changed
unless otherwise agreed between both parties.

Within 28 days of receiving the request, the
employer must arrange to meet with the
employee to discuss how the proposed work
pattern can best be accommodated. Within

14 days of the meeting, the employer must
write to the employee to either agree to the
new work pattern and indicate a start date, or
to provide clear business grounds why the
request cannot be accepted. Business grounds
include the burden of additional costs;
detrimental effect on the organization's ability
to meet customer demand; inability to
reorganize work among existing staff; inability
to recruit additional staff; detrimental impact
on quality or performance; insufficiency of
work during the periods the employee
proposes to work; and planned structural
changes.

The employee also has the right to appeal a
decision within 14 days of being notified of it.
An appeal can take place through an informal
discussion, the employer's grievance

procedure, or third-party involvement with a
union representative or an Acas (Advisory,
Conciliation and Arbitration Service) official.
A decision based on incorrect facts would
provide an employee with a basis to make a
complaint to an employment tribunal or seek
Acas arbitration. A tribunal does not have the
power to question the employer's business
reasons for declining a request, but it will want
to see evidence of any facts relied upon to
reject the application and evidence that the
employer has provided the employee with
sufficient explanation as to why the business
grounds apply to the application. If an
employment tribunal or Acas binding
arbitration finds the appeal in favour of the
employee, the employer can be ordered to
reconsider the application and/or provide
financial compensation to the employee.*®

This legislation was promoted by the U.K.'s
Employment Opportunities Commission,
which launched a public campaign to promote
flexible working. Posters with the words |
Can't Carry On (for employees), and They
Can't Carry On (for employers) advertise the
legal rights of parents to flexible working. The
posters were distributed to health centres, and
advertisements in the legal and accountancy
press alerted solicitors and accountants to the
changing employment legislation. The
campaign has broad objectives: to give parents
the confidence to go to employers when they
need to change their work hours for family
reasons; to remind employers that a 9 to 5
work pattern no longer fits with the needs of
many employees and customers; and to let
parents and employers know about the
Commission and other sources of information
on flexible working.
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Development of Management
Standards to Reduce
Work-Related Stress

Work-related stress is recognized by the
Government of the U.K. as a growing and
costly problem. The U.K.'s Health and Safety
Executive (HSE) asserts that there is a clear
link between poor work organization and
subsequent ill health. The HSE's key messages
are that work-related stress is a serious
problem for organizations; but there are things
organizations can do to prevent and control it;
and the law requires organizations to take
action.*

The HSE interprets the legal duty of
employers to protect the health and safety of
their employees (under the Health and Safety
at Work Act 1974) and to conduct health and
safety risk assessments (under the
Management of Health and Safety at Work
Regulations 1999) to include the duty to
minimize and conduct risk assessments on the
work-related stress of their employees.

In an attempt to provide employers with
resources to assist them with this legal duty,
the HSE is in the process of drafting
management standards that may eventually
form the legal basis of a "Stress Code" to
regulate minimum standards regarding stress
levels. At this point, pilot testing is taking
place and organizations can voluntarily
implement these or other standards to assess
workplace stress. The current draft of these
standards states that at a minimum:

» 85% of employees need to indicate that
they are able to cope with the demands
of their jobs; that they are able to have a
say about the way they do their work;
and that they receive adequate
information and support from their
colleagues and supervisor; and

* 65% of employees need to indicate that
they are not subjected to unacceptable
behaviours (i.e. bullying) at work; that
they understand their role and
responsibilities; and that the
organization engages them frequently
when undergoing an organizational
change.®

New Zealand

e R
Government policy has a significant

influence on people's work-life balance.
Among other things, it sets the ground
rules for how workplaces operate, how
people receive income and help with
finding work, how people are educated
and how childcare is structured.
Government is also a major employer.
The Government is not about to tell
employers how to run their companies,
or employees how to run their lives.
Government has a major leadership role
in promoting work-life balance and
working in partnership with others to
find win-wins, not prescriptive

solutions.*
\_ Y,

New Zealand has promoted the importance of
work-life balance at the highest levels of
government. The government's position on
work-life balance was set out in the 2002
Speech from the Throne, which stated that
work is only one dimension of living and it
should not crowd out and distort family life,
recreation and personal development. The
Speech also stated that work-life balance
initiatives should seek to raise the profile of
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activities other than work and should
contribute to the government's goals of a
growing economy and an innovative and
inclusive society.

Resources on work-life balance are available
through the New Zealand Department of
Labour's Future of Work Programme. The
work-life balance portion of the program
includes a website that provides a wide range
of information on best practices, recent
research, examples of provisions in collective
agreements related to work-life balance, and
links to relevant government policies and
legislation.*” The program also provides
information on the changing economy, the
changing workplace, the changing workforce,
and skills, education and training.

The overall aim is to increase understanding of
future trends in work and their implications
for the workplace, the workforce and
employment opportunities in New Zealand.
This approach situates work-life balance goals
within a broad social and economic context.
Trends such as an increasing number of dual-
income families, an aging population, a higher
incidence of non-standard work arrangements,
and changing employment relationships are
recognized as factors that can contribute to
work-life conflict and high stress levels.*®

To take the development of work-life balance
efforts even further, in August 2003, Minister
of Labour Margaret Wilson announced an
integrated policy development program to
design family-friendly and other policies to
promote work-life balance. She indicated that
a number of different government agencies are
carrying out research and policy development
in this area, and the work needs to be better
coordinated. The announced plan includes the
establishment of a steering group led by the
Department of Labour, with representatives

from various agencies, who will work together
to develop policy options and engage in
extensive public consultations, with a focus on
low-income families, single parents, and
precarious non-standard workers.*

Since this announcement, a Work-Life Balance
Project has been established to notify the
public about the development of the steering
group, provide further information about
work-life balance, and announce related
events. The project includes a consultation
phase with organizations and an invitation to
all New Zealanders to inform the government
what they think are the major work-life
balance issues and possible solutions to
alleviate conflict. From March to May 2004,
the government will gather all of these
findings and consider how to support good
practices leading to work-life balance.*®

Awards Program

Work-life balance awards are administered
each year through New Zealand's Equal
Employment Opportunities Trust. The aim of
the awards is to champion and reward best
practices in work and life. The awards are
presented by the Prime Minister at a gala
dinner. All entrants are profiled in a
publication, New Zealand's Best Employers,
which describes their work life practices and
policies. There are five award categories,
including a unique "Walk the Talk" category
that recognizes chief executives or senior
managers who act as champions and enable
employees to improve their work-life balance.
The organizations must provide evidence that
the work-life balance policies are benefiting
employees. In large organizations work-life
balance initiatives must be integrated into the
organizational strategy, culture, practice,
senior management accountability and
measures of success.>
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Key Provisions in Current
Legislation - Parental Leave
and Work-Related Stress

As part of New Zealand's promotion of work-
life balance through its Future of Work
Programme the Government lists a number of
key provisions in current legislation that
support work-life balance. Under the Parental
Leave and Employment Protection (Paid
Parental Leave) Act 2002, pregnant women
are entitled to up to 10 days of unpaid special
leave to attend medical appointments; anyone
whose partner or spouse has recently had a
child is entitled to up to two weeks of unpaid
partner/paternity leave; up to 52 weeks of
extended unpaid leave can be shared between
partners after the birth or adoption of a child;
and up to 12 weeks of paid parental leave is
provided to employees who have worked for
their current employer for at least one year,
working 10 hours per week or more.>

In addition, the Future of Work Programme
cites the Health and Safety in Employment
Act 1992, which holds employers responsible
for controlling or eliminating hazards that may
cause injury or occupational illness, to
implicitly include work-related stress.
Although the Act does not specifically define
what workplace hazards are, it places a positive
obligation on the employer to have in place
systems to monitor the work environment to
ensure that hazards in that environment do not
cause employees unnecessary physical or
mental harm. The employer must also have
systems in place to deal with employee stress.
New Zealand's Occupational Safety and Health
Service (OSH) would consider prosecuting an
employer if there is clear evidence of:

* harm, supported by a reputable medical
diagnosis relating to standard medical
diagnostic criteria;

« the employer knowing about the
employee's problem;

» some significant hazard in the
workplace, without which the harm
would not have occurred (e.g. inherently
difficult work, an unmanaged and
unrealistic workload or persistent
bullying); and

* no significant voluntary employee
contribution to the harm (e.g. the
employee accepting more than their share
of work in spite of repeated instructions
from management not to do so).%®

To help employers comply with health and
safety regulations, OSH released the guide
Healthy Work — Managing Stress and
Fatigue in the Workplace in 2003. This guide
provides information to help employers to
implement healthy workplaces, identify
stresses that are potential workplace hazards,
and proactively prevent work-related stress.>

Australia

Within the Department of Employment and
Workplace Relations, a Work and Family Unit
provides information and advice to employers
and employees on how to improve the balance
between work and life, with a focus on flexible
working arrangements. The information is
designed to encourage organizations and
individuals to use the opportunities for
agreement making in the workplace relations
system and promote the adoption of best-
practice work and family policies.

Compared with New Zealand and the U.K.,
Australia's focus is couched more narrowly in
terms of work-family balance. Nevertheless, a
variety of resources are available on the Work
and Family Unit's website to assist workers in
improving their work-life balance. Fact sheets,
information on relevant legislation, an awards
program, and other tools have been developed
and integrated into one portal.*®
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Australia's National Work
and Family Awards

e N
[A]wards are very important because

they are about encouraging the
businesses and the enterprises of
Australia to acknowledge the humanity
of all the people who work there, to
accept that everyone who works in a
business or enterprise is a human being
first and foremost and then a worker and
that our working lives must
accommodate everything that is going on
in our ordinary human existence... We
don't believe in one size fits all
legislative or semi-legislative
prescriptions. What we believe in is
giving people freedom to come to the
best arrangements they can between
themselves.

- Tony Abbott, Australian Minister for Employment

and Workplace Relations®®
o %

In 1992, the Australian government
implemented the National Work and Family
Awards. The awards are administered by the
Australian Chamber of Commerce and
Industry and the Business Council of Australia,
and are sponsored by several federal
departments. Winners are announced annually
by the Minister for Employment and
Workplace Relations at a special presentation
event. The awards aim to:

 demonstrate and promote the business
benefits of flexible working
arrangements;

* recognize organizations that
accommodate employees' work-life
needs with productive outcomes;

* provide an opportunity for companies to
review and benchmark their working
arrangements; and

 provide case studies and model policies
and initiatives that will serve as useful
tools for other employers.

These awards are focused on the achievement
of work-life balance. Criteria such as
employees' awareness of work-life policies
and practices, whether they feel comfortable
using them, and the benefits to employers and
employees are key elements the judges look
for when assessing a nominated organization.

Evaluation Guide for Employers

The Government of Australia developed a
guide to help employers assess how well their
work-life balance strategies are working. The
evaluation guide helps employers:

* determine which initiatives are
contributing to the organization's
business objectives;

* identify the strengths and weaknesses in
their current work and family strategy,
or in their people management
strategies more generally;

 calculate the return on investment in
initiatives; and

o gather information to inform future
strategies or initiatives, or to make their
current strategy even more family-
friendly.

The evaluation guide is also aimed at helping
managers and human resource professionals
convince senior management of the benefits
of work-life strategies. The evaluation helps
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employers determine what should be
measured, how to collect data, how to identify
the key issues, how to cost the issues, and how
to realize goals and measure achievements.®’

Legislative Role in Enforcing
Work-Life Balance Practices

The Australian government's involvement in
developing national legislation to support
work-life balance is limited. Australia has a
complex system of industrial bargaining,
which results in workers being covered by
legal structures or contractual agreements
under various state and federal laws, industrial
awards, and collective enterprise and
individual agreements.

e ™
Industrial Relations Awards: Awards

are legally binding industrial relations
Instruments that cover multiple
employers and establish minimum
standards across substantial sections of
an occupation or industry. They regulate
terms and conditions of employment by
directly covering employees, and form
the basis for establishing "no
disadvantage" for employees entering
into agreements at the enterprise level.
The 1993 Reform Act decreased the
significance of awards by creating a
workplace bargaining regime with the
express purpose of encouraging unions
and employers to bargain and reach
agreements on an enterprise-by-
enterprise basis. A bargaining stream was
also created to allow non-union

employers to bargain directly with their
N J

employees. The award system was
relegated to the role of a safety net
(providing minimal employment
standards for each industry). The 1996
Workplace Relations Act reduced awards
to a set of 20 minimum conditions and
introduced Australian Workplace
Agreements, which are negotiated with
individual employers, as the "new"
contractual basis for labour relations.

-

Today, the government's role in workplace
practices is largely confined to setting up
legislative frameworks in which bargaining
takes place. The government, therefore,
primarily promotes work-life balance through
the non-legislative activities previously
discussed.%®

The Work and Family Unit within the
Australian Department of Employment and
Workplace Relations cites the Workplace
Relations Act 1996 (WR Act) as the
overarching framework legislation to assist
and encourage employees to balance their
work and family life. The WR Act provides a
framework for cooperative workplace
relations and contains provisions to assist
employees in balancing their work and family
responsibilities effectively through the
development of mutually beneficial work
practices with employers; and to prevent and
eliminate discrimination on a range of
grounds, including family responsibilities.>®

Under the WR Act, employees are entitled

to unpaid maternity and parental leave of

52 weeks. Except for one week at the time of
birth, parents of the same child cannot take
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leave simultaneously. Both parents' combined
unpaid leave cannot exceed 52 weeks. In most
circumstances the employee is entitled to
return to the same position he or she held
before the leave was taken, and the leave does
not break the employee's continuity of service.
This leave is also available to parents who
adopt a child.®®

Besides these minimum provisions, the WR Act
ensures that awards take family responsibilities
into consideration by providing that the
Australian Industrial Relations Commission
must perform award-making functions that
further the objectives of the Act. This includes
"the need to prevent and eliminate
discrimination because of or for reasons
including... family responsibilities."®*

While awards have lost some of their
relevance for Australian employees due to the
introduction of Australian Workplace
Agreements (AWAS) in 1996, awards still
regulate some matters related to balancing
work and family life. For example, awards
include a safety net of employment conditions
covering sick leave and parental, maternity and
adoption leave.%? Certified agreements (made
collectively between employers and
employees or unions) and AWAs (workplace
agreements made with an individual employee)
also provide provisions related to work-life
balance beyond the WR Act.

The Work and Family Unit has information on
best practices that can help employers and
employees negotiate agreements that include
family-friendly provisions.® In addition, a
database with family-friendly agreement
clauses is a helpful resource that allows the
user to access a range of provisions in federal
certified agreements. Its purpose is to provide
access to family-friendly clauses by industry,
by the size of the organization and by type of

clause. For example, the user can find
examples of paid family leave clauses in the
retail trade in medium-sized organizations.®

3.2 Supporting Work-Life
Balance through an
Overall Caregiving
Approach

The Netherlands, Denmark and Sweden have
developed policies and legislation to support
workers' ability to balance work with other
interests and responsibilities, primarily with
respect to caregiving. Even though these
countries have not developed a targeted
approach to work-life balance issues, they
have historically been involved in
implementing strategies and legislation that
help alleviate work-life conflict and support
workers' ability to provide care.

As members of the European Union (EU),
these countries are directed to provide
minimum standards to reconcile work with
family life. One of the four pillars of the
European Employment Strategy (2002)
consists of commitments to strengthen equal
opportunities policies for men and women,
reduce gender gaps in the labour market, and
reconcile work and family life. These
commitments coincide with ambitious targets
to raise labour market participation, in
particular to raise female employment rates in
the EU from 53% to 60% by 2010.% Currently,
the EU promotes work-life balance through
several directives such as the Pregnant
Workers Directive, the Parental Leave
Directive and the Equal Treatment in
Employment Directive.

Compared with other countries, gender gaps in
employment in the Netherlands, Denmark and
Sweden are relatively small. Each of these
countries already has female employment
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rates in excess of the 60% target. In 2002, at
least 76% of women in these countries
between the ages of 25 and 49, the main child-
bearing years, were employed. This is the
case despite the fact that women still bear the
responsibility for the majority of unpaid work.
The high female employment rates may be due
to generous policies and legislation, which
allow women and men to balance paid work
with unpaid responsibilities.

Recent initiatives such as extended parental
leave arrangements and adjustments to
working time will be highlighted in this
section.

The Netherlands

Dutch policy approaches include a right to
adjust working time, parental and other leave
to care for family members, and a policy
initiative to make it easier for people to
combine work and care and to help older
workers continue to work as long as possible.

Adjustment of Hours Law

The Adjustment of Hours Law (2000) gives
Dutch workers the right to request a
shortening or lengthening of their normal
working hours. As a rule, employers are
obliged to grant such a request unless a
substantive business reason to refuse it exists.
Moreover, employers are generally not
allowed to demand to know the reasons behind
the request.

In practice, this law enables Dutch workers to
work full-time in their early career years,
allows new parents to shift to a four-day
schedule when raising young children, allows
them to return to full-time work as children
get older and need less parental supervision,
and finally allows employees to shift down to
part-time work in the years leading to
retirement. In short, the law allows for a

voluntary reduction, or increase, in hours
without affecting the quality of one's job,
although pay and benefits are adjusted on a
pro-rated basis to reflect the change in hours
worked.

Since the implementation of this law, the rate
of part-time employment has increased and the
percentage of involuntary part-time workers
has decreased. In 1999, 39.8% of workers
worked part-time, while in 2001, 42.2% of
workers worked part-time. In 1999, 4.3% of
part-time workers were involuntary, while in
2001, only 2.5% of part-time workers were
involuntary.®” Furthermore, the Netherlands
has by far the highest rate of part-time workers
and the lowest rate of involuntary part-time
workers among EU countries.

Although it is not possible to make a direct
link between these changes and the Adjustment
of Hours Law, the numbers suggest that this
law and other legislative and policy approaches
are empowering workers to choose how they
balance their overall working time with other
responsibilities. Another Dutch law, the Equal
Treatment of Working Hours Act (1996),
protects part-time workers from discrimination
relating to equal access to training and
promotion opportunities.®® It would be
interesting to investigate longer-term trends to
try to assess the impact of these laws and
other initiatives on the incidence of voluntary
part-time work.

If the Adjustment of Hours Law is successful,
progress could be made toward achieving
official Dutch government objectives for a
more equitable distribution of time devoted to
paid work and unpaid domestic and caregiving
work. However, rather than an increase in dual-
earner households where the two partners
work similar hours and contribute equally to
unpaid work, the norm for many households in
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the Netherlands is a "one and a half dual-earner
model." This means that women, for the most
part, are working part-time to leave room for
caregiving and other domestic responsibilities.
While this may be a voluntary choice for many
women, it does not do anything to facilitate
greater participation of fathers in caregiving.

Also, part-time employment for long periods
of time does not facilitate career progress into
senior management positions.%® Therefore,
gender equity within the workforce will not
necessarily rise if the law increases women's
participation in part-time work and reinforces
the dependence on women for caregiving and
domestic responsibilities. The effects of this
law will need to be monitored over time to
determine whether it improves work-life
balance for both men and women.

Work and Care Act

The Work and Care Act, introduced in
December 2001, encompasses provisions for
different types of leave to care for children
and other relatives, spouses and partners. The
Act includes the right to paid maternity leave
(16 weeks with wage payments from the
government at a maximum rate slightly higher
than the average national wage rate), paid
paternity leave (two days paid in full by the
employer), unpaid parental leave over a six-
month period, and provisions for adoption and
multiple births.

In addition to child-related leave benefits,
other provisions include emergency leave for
a short duration to cover unforeseen emergency
situations, and short-term carers' leave (to a
maximum of 10 days per year) to care for sick
family members. Workers taking this type of
leave receive the minimum wage or 70% of
their wages, whichever is greater, for which
the employer receives compensation. Career
break leave (for a maximum of six months) at

70% of the minimum wage, paid from public
funding, is also available if the employer
replaces the person on leave with someone
who is unemployed or otherwise excluded
from the labour market. There is limited use
of the career break leave because of the low
rate of pay and relative lack of awareness of
this benefit.”

Long-term Care Leave

Amendments to another law, the Paid
Employment and Care Act, are being
considered in order to make a long-term care
leave possible. Long-term care leave could be
used in situations of terminal illness of a
child, partner or parent or a life-threatening
illness of a child. Its maximum duration would
be six times the weekly working hours, in
principle spread out over 12 weeks.
Alternatively, the employee could ask the
employer to grant six weeks of full-time leave.
During the leave, the employee would receive
70% of the minimum wage. It would be at the
discretion of the employer to grant this leave,
but the employer would need good reasons for
refusal.”

Flexible Use of Holiday
Entitlements and "Leave Saving"

Some employers offer "saved-up leave" to
their employees. Under this arrangement,
employees can accrue money or time to a
maximum of 10% of their annual salary or
10% of their annual working hours. For
example, the working week in the Netherlands
is now 36 hours. Employees who work 40
hours per week can be paid for 36 and save up
the extra hours. A maximum of 12 months of
leave can be saved up in this way. When the
leave is taken, the employee is paid with the
saved-up earnings.” If the employer does not
offer this "leave saving," employees can save
up unused holiday entitlements for a period of
five years to build up extended paid leave.”
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The Life-Course as a Central
Policy Focus

Dutch policy directions include a commitment
to develop a so called life-course savings
scheme. The government announced in the
2003 Speech from the Throne that such a
scheme will help make it easier for people to
combine work and care and will help older
workers continue to work as long as
possible.™

Among the policy options that could be
considered in the creation of this life-course
savings scheme are:

* replacing the various time-off
entitlements with a "time-off umbrella"
to grant a maximum number of general
leave days that individuals may use for
different purposes;

* using a proportion of pension
entitlements to finance leave
arrangements at an earlier phase of life,
allowing new combinations of work and
leave during the working life and
encouraging older workers to prolong
their working life; and

« providing financial incentives to hire
workers over 57 to reduce the number
of early exits from the workplace by
older workers.™

Denmark

Denmark’s policy approaches have supported
women's and men's participation in the labour
force through measures that accommodate
parents' need to care for their children and
workers' desire to take leave from work to
pursue educational goals and other interests.
An OECD study (2002) points out that as
Danish women entered the labour force and
faced increasing demands on their time, they

demanded support. Universal childcare
coverage, extensive leave rights and generous
individual benefits were implemented in
response.’” As a result, today there is a high
degree of equity in employment — Denmark
ranks third of all EU countries, with almost
equal participation rates between men and
women.’’

The recent implementation of longer
maternity leave, legislation to make it easier
to work part-time, the development of flexible
work arrangements, and discussions about
reconciling work and family life are some of
the main ways the Danish government supports
work-life balance.

Longer and More Flexible Paid
Maternity/Parental Leave

In 2002 paid maternity and parental leave
following childbirth was extended from

32 weeks to a total of 52 weeks. Four weeks
of leave before childbirth and 14 weeks of
leave after childbirth are available to the
mother. Two weeks of paternity leave after the
birth are available to the father. In addition,

32 weeks of parental leave are available to
either parent.™

The flexibility of this leave makes it a unique
means through which parents' work-life
balance can be improved. The 32 weeks may
be divided between the mother and father and
may be taken at the same time, as alternating
periods or as consecutive periods. A parent
may work part-time and prolong the leave
from 32 to 64 weeks. The benefits are pro-
rated during this entire period of leave.

The aim of this leave is to allow families to
combine a working life with a well-functioning
family life.” The flexible structure of the
leave gives fathers the opportunity to take a
more active role in caregiving and allows
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parents to stay connected to the labour market
by working part-time.

Amendments to the Act on
Part-time Work

In June 2002, legislation was enacted to make
access to part-time work easier. The new
provisions abolished restrictions on the use of
part-time work in collective agreements. The
right to part-time work now applies irrespective
of any provisions to the contrary laid out in
collective agreements, custom or practice
unless the collective agreement includes a
clause to the effect that the employee is
allowed to work for 15 hours or less per week.
Employees are also protected against
dismissal for refusing to agree to work part-
time or for making a request to work part-
time. The Danish government amended this
legislation in order to promote a more family-
friendly and inclusive labour market.®

Recent Discussions about
Work-Life Balance

The reconciliation of work and family life has
recently been on the agenda for the Ministry
of Gender Equality. In 2001, the Ministry
invited organizations to a hearing to discuss
how organizations can promote a culture
where fathers can spend as much time as
mothers caring for their children, and how
working time can be adapted to different life
phases. Participants at this hearing pointed out
that "family-friendliness" should not be
restricted to parents with small children. Older
employees and employees with no children or
with older children may also need flexibility.
The hearing also raised the question of how to
address the potential negative effects of
implementing family-friendly measures,
including how to avoid possible consequences
for women when flexible working arrangements
are introduced.®

There have also been recent discussions about
flexible working. A public sector committee is
drawing up proposals for more flexible
working time rules for employees in the state
sector and is expected to report by 2005.% In
addition, the Minister for Gender Equality and
the Minister for Employment have announced
that they will lead a joint initiative to examine
the options for introducing flexible working
time arrangements based on a person's entire
working life. For example, they will consider
the creation of a time bank that would make it
possible for individual employees to adapt
working time to their needs at different points
in their lives.®

Sweden

The Swedish government recently developed
proposals and legislation that may help to
reduce work-life conflict, especially for
women. Swedish research indicates that
women experience conflict to a greater degree
than men, and the government is trying to
correct the problem through a number of
initiatives to increase men's participation in
housework and in the health and social care of
children.8 Sweden has a highly developed and
flexible parental leave scheme, which has been
extended so parents can have more time to
care for their children. In addition, measures
to reduce the high incidence of sick leave,
proposals to provide employees with more
annual leave and more flexible use of leave,
and a trial measure to allow employees to take
sabbatical leave, have been introduced or are
under consideration.

Flexible and Extended
Parental Leave Benefits

The universality and flexibility of Sweden's
parental leave benefits promote fathers'
participation in caregiving and mothers' labour
market attachment. Over 90% of mothers return
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to employment once their parental leave has
expired. Parental leave for fathers, in effect
since 1974, is used today by about 70% of
fathers.®> Swedish family policy has developed
these benefits based on the principle of
encouraging work and making work possible
even when workers choose to have children.
Parental leave includes pregnancy benefits,
parental benefits in connection to childbirth
and temporary parental benefits.

Pregnancy benefits are payable to expectant
mothers who are unable to work because of
the physically demanding nature of their jobs.
These benefits are paid for a maximum of

50 days at 80% of the mother's qualifying
income.®

In 2002, parental leave was extended by 30 days
to a total of 480 days. The majority of these
days (390) are paid at 80% of the parent's
qualifying income, and the other 90 days are
paid at a universally applicable flat rate.
Parents are entitled to 240 days of leave each,
which encourages both parents to be active in
caregiving. A parent may transfer up to 180
days of leave to the other parent. In addition,
the father of a newborn is entitled to 10 days
of temporary parental benefit upon the birth
of the child. Parents with a low income or no
income at all are guaranteed a minimum
benefit per day. All potential parents are
invited to information meetings about parental
leave before having children.

Parental leave can be taken flexibly. The leave
can be used until children reach eight years of
age or complete their first year of school;
however, job protection expires when the child
is 18 months. Parental leave can also be used
part-time if a parent wishes to work while
caring for the child.

Parental benefits are also paid to parents who
are caring for a sick child up to the age of 12,
and in some cases up to 16 years old. Each
eligible employee is entitled to 120 benefit
days per year, and on average seven days per
child are taken every year. This benefit is used
widely by both parents. In 2001 fathers
accounted for around 41% of all days claimed,
enabling both parents to combine family
commitments with work outside the home.

Sweden's family policy actively promotes the
positive impact of fathers' involvement in
caring for their children. Over the years,
special advertising and information campaigns
have emphasized the importance of both
parents claiming the parental benefit. Written
materials are distributed to all fathers
highlighting the importance of early and close
contact between father and child.®’

Work-Life Balance and Sick Leave -
Action Plan for Better Health in
Working Life

The Swedish government recognizes that
work-life conflict, in addition to the quality of
the working environment, is contributing to
the rise in ill-health. In 2002, the number of
people on sick leave was more than twice that
of five years earlier. Findings show that a
considerably higher proportion of female than
male employees are on long-term sick leave.®
Swedish research indicates that women, more
than men, are employed in occupations with
inferior working environments, bear double
workloads combining paid employment with
unpaid housework, and are less able to
participate in leisure and recreational
activities.

In response to these findings, the Swedish
government presented a comprehensive action
plan for promoting better health in working
life in its Budget Bill for 2002. The primary
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objective of the Bill is to reduce the dramatic
rise in costs for sick leave. The cost of
sickness benefits more than doubled between
1998 and 2002, from $3.6 billion to

$9 billion.® The action plan also seeks to
reduce the impact poor health has on work-life
balance. Given women's high levels of sick
leave, the focus of the action plan is on
women's workplaces, working environments
and working conditions.

The action plan calls for cutting sick leave by
50% between 2002 and 2008, decreasing the
number of cases and reducing the amount
spent on sickness allowances. The measures
are aimed at improving working conditions and
good health in working life. The focus is on
the individual and on the employer's
responsibility for employee good health.

Measures that are being developed to improve
health in the workplace include:

e stronger economic incentives for
preventive action by employers;*

» compulsory reporting of sickness
absence rates in annual reports;

* partial sick leave to reduce an
employee's risk of losing contact with
working life;

» compulsory reporting of workers'
rehabilitation by the employer; and

* a stronger supervisory function for the
Swedish Work Environment Authority to
prevent ill health in working life,
particularly regarding the workplaces
that represent the greatest risks.*

While these measures may help to reduce sick
leave and facilitate better rehabilitation, it will
take time before it is known whether this plan

will help to improve work-life balance.®

Flexible Working Time

Flexible working time arrangements have been
considered by the Swedish government over
the past few years. In 2000, a committee was
set up to examine the entire system of
legislation on working time and make
proposals for reform. In 2002, the committee
issued its report, which included proposals to
strengthen employees' influence over their
own working time by scheduling hours to suit
their individual needs. For example, one of the
proposals recommends that workers could use
one week of the current statutory five weeks
of annual leave flexibly, in units of one or
more hours or days. The committee also
recommended that workers receive an
additional five days of leave per year. This
leave plus the five days of flexible leave would
be taken as time off rather than be converted
into cash, strengthening employees' influence
over their working time and unpaid time.

These proposals have yet to be developed and
implemented by the government. Private
sector employers have argued that the
proposals would be very costly in practice.
The committee chair has acknowledged that
flexible leave proposals will have a cost, but
pointed out that a choice needs to be made
between a cut in working time or continued
increases in sick leave, which will lead to
demands for improvements in sickness
insurance.®

Sabbatical Leave

Sabbatical leave was introduced by the
government on a trial basis from 2002 to
2004. Although not a proposal to help workers
balance working time with other
responsibilities on an ongoing basis, sabbatical
leave allows workers to take a period of time
off work to pursue other interests. An
employee is entitled to take up to a year off
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work to study or look after children.
Compensation is a state benefit equivalent to
85% of the unemployment benefit. In order to
grant a sabbatical leave, the employer must be
able to find an unemployed person who can fill
the employee's position while he or she is on
leave. The labour market effects and the health
effects of this trial will be evaluated during
this period.*

3.3 Other Work-Life
Balance Initiatives

This section focuses on initiatives that have
been implemented in countries that have a less
comprehensive approach to work-life balance
issues. These initiatives are either measures to
reduce or develop more flexible working time
(in the case of France and Belgium), or are a
recent development in a country where work-
life balance has not historically figured as a
major item on the policy agenda (in the case
of Ireland and the United States).

France: Reduction in Working Time

A law to reduce the statutory work week in
France from 39 hours to 35 hours was
introduced in 2000 for companies with more
than 20 employees, and in 2002 for companies
with 20 employees or fewer. Since this law
came into effect, a number of amendments
have been made. One amendment increases the
amount of overtime that can be worked
without special authorization from a labour
inspector from 130 to 180 hours per year.

Overtime rates were adjusted to unify and
simplify the system of overtime. Weekly
overtime starts to accrue with the 36th hour
worked. At this point, a supplementary rate is
paid by the employer. The supplementary rate,
set by agreement among the social partners in
the various sectors (representatives from
business, government and civil society

including labour), shall be not less than 10%
above basic pay. Failing agreement, the first
eight hours of overtime will be paid at time-
and-a-quarter and subsequent hours at time-
and-a-half. For businesses with 20 employees
or fewer, overtime pay will remain at 10%
above basic until December 31, 2005, at the
latest, to allow small businesses time to adapt.
Furthermore, employers can now decide to
pay for overtime instead of granting
employees time-off in-lieu, unless an
agreement with employees states otherwise.

In addition, a time savings account allows
employees who wish to accrue leave not only
to use the time accrued for leave but also to
switch to part-time work if desired. The time
savings account can be used to finance training
or education outside working hours. A new
option also allows employees to set up a time
savings account in cash.%

With respect to a reduction in working time,
one of the recommendations from France's
National Economic Planning Agency was that
working time should be in line with other
demands on time generated by people's social
and private lives.® In this regard, the 35-hour
work week appears to be having an impact. An
evaluation report submitted by the government
shows that the reduction in working time has
generally affected employees positively in
terms of their work and their home lives.
Around 60% of those surveyed report that they
feel the change in working time has led to an
overall improvement in their lives.*

Belgium: Introduction
of Time Credits

Belgium's Minister of Labour has been
working on modernizing the organization of
work for the past few years. One of the
Minister's two objectives for developing more
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flexible working time is to better coordinate
paid work with private and family life. In order
to improve work-life balance and increase
employment, especially amongst women and
workers over the age of 50, the Minister
introduced a system of "time credits" for
private sector employees in 2002. The time
credit allows employees:

* to interrupt their work for a maximum
of one year or reduce their hours of
work to part-time without breaking the
contract of employment and without
loss of social security rights. Depending
on the collective agreement, the time
credit can be extended to a maximum of
five years;

* to reduce their hours of work by one-
fifth of working time for a maximum of
five years. In practice, this generally
means changing from a five-day to a
four-day work week; and

* if they are at least 50 years old, to
reduce their working hours, over an
unlimited period of time, by one-fifth to
one-half.

In the public sector, an unemployed person
must take the place of the employee who has
taken a break.%®

Ireland: From Family-Friendly
Work Arrangements to Work-Life
Balance for All

The Irish government has recently been
promoting family-friendly policies to
employers. In March 2000, the Irish social
partners endorsed a new tripartite national
agreement, the Programme for Prosperity and
Fairness. One of its five objectives is the
development of equality and family-friendly
policies that "support childcare and family life
[as] a cornerstone of future social and
economic progress."*® A National Framework

Committee composed of representatives from
government, businesses and unions has since
been created to devise and promote the
practice of family-friendly policies that meet
the needs of employers and employees.

Since 2001 the Committee has organized an
annual "Family-Friendly Workplace Day,"
during which promotional activities help raise
awareness of work-life balance issues within
organizations, and priorities for the future are
discussed. In 2004, the name of this annual day
of promotion was changed to "Work Life
Balance Day." This change in name is
significant because it marks the government's
public recognition that even workers without
children need to balance work with other life
demands. A leaflet and website describe the
importance of work-life balance practices and
provide suggestions for how organizations can
celebrate this special day.'®

The United States: Resolution
to Proclaim "National Work and
Family Month"

The U.S. labour market tends to be
characterized by long work hours, short
vacations, limited availability of parental leave,
and restricted state or employer support for
childcare.!®* Besides the Family and Medical
Leave Act (1993), which gives working
families the right to take unpaid leave to meet
essential caregiving responsibilities without
the risk of losing their jobs or imposing undue
burdens on employers, the U.S. generally
leaves the implementation of work-life
balance practices up to the discretion of
individual employers.192

However, the movement to recognize the
importance of work-life balance and family-
friendly issues seems to have gained some
momentum recently, most notably through
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Resolution 210. In September 2003, the
Senate resolved that supporting a balance
between work and personal life is in the best
interest of national worker productivity, that
the President should issue a proclamation
designating October of 2003 as "National
Work and Family Month," and that reducing the
conflict between work and family life should
be a national priority.

Some of the key statements included in
Resolution 210 were:

» Work-family policies are linked to
lower absenteeism.

» Employees who feel overworked tend to
feel less successful in their relationships,
feel less healthy, and be more stressed.

 Children's health is affected negatively
when working parents lack job
flexibility.

» The more overworked employees feel,
the more likely they are to report
making mistakes, feel anger and
resentment toward employers and co-
workers, and look for a new job.

* More Americans are faced with the
challenge of caring for aging parents.1%

This submission was the result of a bipartisan
alliance, which suggests that work-life balance
is becoming an increasingly important issue
across the political spectrum in the United
States. The resolution was passed unanimously
in September 2003, and the first National
Work and Family Month was celebrated in
October 2003. The National Work-L.ife
Initiative, created in the fall of 2003, has
developed tools and resources to help
employers commemorate this annual event.1%*
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Conclusion

This report shows that work-life balance is an increasing concern in
several industrialized countries. Many workers in the European
Union, Australia and the United States are dissatisfied with their
working hours, experience high levels of work intensity, and suffer
health problems due to work demands. Many employees would
prefer to work reduced hours and to work flexible hours to improve
their work-life balance.

Governments around the world are beginning to recognize the
negative impacts of work-life conflict on workers' physical and
mental well-being, their ability to care for their children and others,
and their ability to carry out other unpaid responsibilities and
pursue personal interests outside of work. Governments are also
recognizing that work-life conflict increases business costs for
employers. These costs are associated with reduced productivity
levels, higher absenteeism rates and increased expenditures related
to sickness benefits and employee turnover.

This report reveals that governments are responding to the issue of
work-life conflict through a variety of policies and programs.
However, there is no "one size fits all" approach to improving work-
life balance. Societal values and the degree of the state's
involvement in policy of this nature will influence the types of
initiatives that are developed to improve work-life balance.

For example, in the United Kingdom there is a strong emphasis on
market forces, with relatively little intervention by the state in
matters related to family arrangements. The Government of the
U.K. primarily seeks to improve work-life balance through
promotional activities and workers' voluntary involvement in
programs. In contrast, Denmark and Sweden both have a strong
history of social and family policy focused on the well-being of
citizens, particularly children's welfare. They have well-developed
public systems, including relatively generous parental leave and
family leave benefits and laws that allow workers to change their
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working time to accommodate their
involvement in caregiving.'%

The governments of the U.K., New Zealand
and Australia have developed promotional
programs with the explicit policy goal of
improving work-life balance. Award programs,
funding and consultancy services for
employers, and websites with newsletters,
other publications, case studies and links to
other relevant information and legislation,
showcase the importance of work-life balance
and assist workers and employers in making
work-life balance practices a reality. Albeit on
a smaller scale, Ireland's proclamation of a
"Work Life Balance Day" and the U.S.
resolution to create a "Work and Family
Month" are also ways governments are raising
the importance of work-life balance at the
national level.

Legislation has been passed to improve the
work-life balance of employees. Leave
legislation, for example, is helpful for workers
with caregiving responsibilities. Noteworthy
examples include the Work and Care Act in
the Netherlands, which combines different
leave benefits so that workers can care for
children and other relatives. Denmark has
extended the application of parental leave and
the mother or the father can work part-time
and prolong the leave period. Sweden's
parental leave includes information campaigns
to encourage fathers to take parental leave and
increase their involvement in caregiving.

Legislation has also been enacted to enable
workers to have more control over their
working time. This is especially helpful for
those who prefer to work fewer hours and to
work more flexibly. For example, U.K.
legislation gives parents the right to request
flexible working arrangements, and Belgium's
system of time credits gives workers access to

more flexible working time. The Netherlands'
Adjustment of Hours Law, Denmark's
amendments to make it easier for employees
to request part-time work, and France's
statutory 35-hour work week all assist workers
in reducing their working time.

In addition, the health and safety legislation of
the U.K. and New Zealand contains broad
employer obligations. Both governments have
publicized the fact that they interpret health
and safety regulations to implicitly include
employers' legal duty to minimize work-
related stress. The U.K.'s "management
standards" and New Zealand's guide on "healthy
work™ are aimed at assisting employers with
this legal duty.

Possibilities for Future Research

New policies, programs and legislation that
have an impact on work-life balance continue
to be developed around the world. As a result,
research on this issue needs to be updated
frequently. Furthermore, work-life balance is a
relatively new research subject and there
remain many rich areas of inquiry to explore.

An examination of work-life balance
initiatives in industrialized countries not
included in this report would provide a more
comprehensive examination of international
work-life balance developments. In Finland,
for example, the reconciliation of work and
family life has been one of the main focuses
of family and equality policies for quite some
time. 1%

For countries that have a federal system, an
examination of work-life balance initiatives
should extend beyond the national level. For
example, in the United States, a state's role in
labour legislation can exceed the minimum
unpaid leave requirements of the Family and
Medical Leave Act. California is the first U.S.
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state to enact paid family and medical leave,
which is considered a ground-breaking
legislative development.’

A comparative analysis could also be
conducted to understand to what extent, and
why, Canadian policies, legislation and
programs resemble, or differ from, work-life
balance initiatives elsewhere.

Further research could include an examination
of policies developed by unions and
employers. Industrial relations play a
significant role in many countries, as noted in
the section on Australia, and there are probably
many collective agreement provisions that
support work-life balance. In addition, there is
evidence that some firms have developed
work-life balance policies that go beyond legal
minimum requirements.*%®

Another interesting issue is the impact that
work-life balance initiatives are having on
employees, employers and the workplace in
general. For example, this report noted that
work-life balance is often related to the
division of paid and unpaid work by gender. In
Denmark there is some concern among unions

that more women than men will use extended
parental leave and that women in their
childbearing years will be recruited less by
private sector employers.’® The concern is
that this could put even more responsibility on
women as the main caregivers and could
decrease their attachment to the labour force.
However, international comparative studies
show that women appear to increase their
attachment to the labour force when given the
opportunity to take paid leave.’ It is
important to assess this and other impacts of
work-life balance initiatives in order to further
develop of modify existing programs, policies
and legislation.

It is clear that work-life balance is an
increasingly important issue for many
industrialized countries. The recent initiatives
reviewed in this report demonstrate that
various governments are committed to
reducing work-life conflict and the effects of
this conflict on employees, employers and
families, and on social, economic and health
systems. Canadians can learn from these
initiatives and assess whether they are useful
strategies to develop in a Canadian context.
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http://www.dti.gov.uk/work-lifebalance/press_005_c.html

For more information, see the Department of Trade and Industry's Work-Life Balance
website:
http://www.dti.gov.uk/work-lifebalance/index.html
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36.

37.

38.

39.

40.

41.

42.

43.

44,

45.

46.

"The Partnership Fund,” Department of Trade and Industry.
http://www.dti.gov.uk/work-lifebalance/funding_partnership.htmi

"The Challenge Fund," Department of Trade and Industry.
http://www.dti.gov.uk/work-lifebalance/funding_challenge.htmi

"The Business Case," Department of Trade and Industry and the Scotland Office.
http://164.36.164.20/work-lifebalance/docs/case_report.pdf

In his foreword to the Employers for Work-Life Balance publication Getting the Balance
Right — UK Working Life in 2000, the Prime Minister said: "We look forward to working
with Employers for Work-Life Balance to promote approaches to work that result in more
competitive and profitable businesses and a better quality of life for those who work in
them. This is an exciting example of partnership between business and Government and a
significant move by employers to harness the diversity of our workforce."

"Employers for Work-Life Balance,” The Work Foundation.
http://www.employersforwork-lifebalance.org.uk

In order to receive more information on the indicators and evidence requirements for each
element, it is necessary to register a request through the Work-Life Standard website:
http://www.cix.co.uk/~optima/WLB_Standard/RequestForm1.htm

"Work-L.ife Balance Standard."
http://www.cix.co.uk/~optima/WLB_Standard

For more detailed information on the right to request flexible working, see Department of
Trade and Industry, "Flexible Working: The Right to Request and the Duty to Consider," 2003.
http://www.dti.gov.uk/er/individual/flexwork-pl520.pdf

A survey (1995) conducted by the U.K.'s Health and Safety Executive (HSE) indicates that
ill health stemming from work-related stress is the second most common type of
occupational ill health in Great Britain. Other research shows that work-related stress
costs the U.K. approximately $9.15 billion every year, and the HSE estimates that
approximately 13.4 million days are lost every year because of stress at work. Health and
Safety Executive, "Work Related Stress."

http://www.hse.gov.uk/stress

Health and Safety Executive, "Management Standards"
http://www.hse.gov.uk/stress/stresspilot/standards.htm

"What Is Work-Life Balance?" Work-Life Balance Project, Government of New Zealand.
http://www.dol.govt.nz/worklife/whatis.asp
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48.

49,

50.

51.

52.

53.

54.

55.

56.

S7.

For more information, see the Work-Life Balance website within the Future of Work
Programme:
http://www.dol.govt.nz/futureofwork/worklife.asp

"Future of work Overview," New Zealand Department of Labour.
http://www.dol.govt.nz/PDFs/Fow-stocktake.PDF

"Co-ordinated Approach to Work-Life Policy," August 19, 2003, website of the New
Zealand Government:
http://www.beehive.govt.nz/ViewDocument.cfm?DocumentID=17591

"The Work-Life Balance Project.”
http://www.dol.govt.nz/worklife/project.asp

The Equal Employment Opportunities Trust is funded jointly by government and
employers. It promotes equal opportunities policies to business, provides information, and
operates the annual Work and Life Awards program. For more information on the awards,
please see "EEO Trust Work & Life Awards."
http://www.eeotrust.org.nz/worklife/lifeawards.shtml

For more information on these provisions and others, please see the New Zealand Future
of Work website "Where We're At":
http://www.dol.govt.nz/futureofwork/worklife-whereweare.asp#government

New Zealand Work Info, "Fact Sheet: Stress," 2002
http://www.workinfo.govt.nz/documents/uploads/stress.pdf

For more details on the New Zealand OSH guide on stress at work, see
http://www.osh.dol.govt.nz/hazards/stress/detailed.shtml

Australian Workplace, Work and Family Unit.
http://www.workplace.gov.au/WorkFamily

Work and Family website, "Launch of the National Work and Family Awards 2003/2004,"
September 3, 2003.
http://www.workplace.gov.au/WorkFamily

"Evaluating Work and Family Strategies in Your Workplace: Have You Put in Place Work
and Family Strategies in Your Organization?" Australian Workplace.
http://www.workplace.gov.au/Workplace/WPDisplay/
0,1280,a3%253D5199%2526a0%253D0%2526a1%253D517%2526a2%253D530,00.html
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59.

60.

61.

62.

63.

64.

Historically, industrial bargaining and the development of awards through the Australian
Industrial Relations Commission (AIRC) played a huge role in setting employment
conditions. However, with the introduction of the Industrial Relations Reform Act (1993),
the AIRC's mandate was partly redefined from award-making and active regulation to the
role of facilitator in overseeing enterprise agreements. In 1996, the Workplace Relations
Act was enacted to minimize government intervention and increase the power of private
interests, excluding unions, to set conditions of employment, with some minimum
conditions and rights, as a means to establish a "more cooperative workplace culture." This
legislation introduced Australian Workplace Agreements (AWAS) as a new contractual
basis for labour relations. AWAs are individual agreements between an employer and an
employee about the employee's wages and conditions of employment.

Section 3(i) of the Workplace Relations Act.
http://www.workplace.gov.au/Workplace/WPDisplay/
0,1280,a3%253D6230%2526a0%253D0%2526a1%253D517%2526a2%253D530,00.html

While maternity leave is currently unpaid, the absence of a publicly paid maternity/parental
leave is recurrently under discussion within the Australian government. The Equal
Opportunity for Women in the Workplace Agency (EOWA) has made a submission to the
Human Rights and Equal Opportunity Commission (HREOC) on women's right to paid
maternity leave and the requirement of a universal, regulatory approach to paid maternity
leave. For more information, see "EOWA Submission to HREOC."
http://www.eowa.gov.au/About_Equal_Opportunity/Key Agenda_ltems/
Work_Life_Balance/Paid_Maternity Leave/EOWA_Submission_To HREOC.asp

Section 88B (3) of the Workplace Relations Act.
http://www.workplace.gov.au/Workplace/WPDisplay/
0,1280,a3%253D6230%2526a0%253D0%2526a1%253D517%2526a2%253D530,00.html

Awards vary considerably, and it is extremely difficult to summarize award provisions. For
examples, consult the Work and Family Unit's website:
http://www.workplace.gov.au/Workplace/WPDisplay/
0,1280,a3%253D5223%2526a0%253D0%2526a1%253D517%2526a2%253D530,00.html
For more information on awards, see Australia's Wage Net website:
http://www.wagenet.gov.au/\WageNet/templates/PageMaker.asp?
category=FactSheets&fileName=/Wagenet/FactSheets/DataFiles/General/Awards.html

Work and Family Unit, "Negotiating a Family-Friendly Agreement."
http://www.workplace.gov.au/Workplace/WPDisplay/
0,1280,a3%253D5197%2526a0%253D0%2526a1%253D517%2526a2%253D530,00.html

"Family-Friendly Agreement Clauses."
http://www.wagenet.gov.au/ffac/Main/Default.aspx
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66.

67.

68.
69.

70.
71.

72.

73.
74.

75.

76.
77.

Official Journal of the European Communities, "Council Decision of 18 February 2002 on
Guidelines for Member States' Employment Policies for the Year 2002."
http://www.eu-employment-observatory.net/resources/ees/empl_guides/2002/
eg2002_en.pdf

European Commission, European Social Statistics: Labour Force Survey Results 2002
(Luxembourg, 2003), pp. 80-81.

European Commission, Eurostat Yearbook 2003: The Statistical Guide to Europe Data
1991-2001.

Appelbaum et al., Shared Work Valued Care, p. 34.

OECD, Babies and Bosses: Reconciling Work and Family Life, Volume 1 (Paris, France,
2002), p. 28.

Ibid., p. 135.

National Alliance for Caregiving, "International Caregiving Legislation: Netherlands."
http://www.caregiving.org/intcaregiving/netherlands/netherlands2.htm

Ibid.
http://www.caregiving.org/intcaregiving/netherlands/netherlands2.htm

OECD, Babies and Bosses, p. 135.

Details about the development of this scheme are still being finalized and have yet to be
released on the Dutch government's English website. The Netherlands Speech from the
Throne, 2003, presented by Queen Juliana Bernhard.
http://www.minaz.nl/english/government_policy/speech_throne/index.htmi

Exploration of the Life-course (2002), as cited in European Foundation for the
Improvement of Living and Working Conditions, A New Organisation of Time over
Working Life (Dublin, Ireland, 2003), pp. 129-132.

http://www.eurofound.eu.int

OECD, Babies and Bosses, p. 23.

In 2002, Denmark's employment rate for men between the ages of 15 and 64 years was
80.2%, and the rate for women was 72.6%. Only Sweden and Finland have a smaller gender
gap in employment participation (3% difference in Sweden, and 4% difference in Finland).
European Commission, European Social Statistics: Labour Force Survey Results 2002
(Luxembourg, 2003), p. 81.
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79.

80.

81.

82.

83.

84.

85.

86.

87.

88.

This leave is paid by the Danish government at a maximum rate of approximately $680 per
week. This is often topped up to the full wage of the employee by the employer. Denmark
Ministry of Employment, "Maternity Leave."
http://www.bm.dk/english/publications/fact_sheets/maternity_leave.asp

Ibid.
http://www.bm.dk/english/publications/fact_sheets/maternity_leave.asp

European Industrial Relations Observatory On-line, "New Act on Part-time Work Adopted
after Lengthy Debate,” June 11, 2002, http://www.eiro.eurofound.ie/2002/06/inbrief/
dk0206102n.html; and "NAP 2003: The Government: Denmark's National Action Plan for
Employment 2003."
http://europa.eu.int/comm/employment_social/employment_strategy/nap 2003/
nap_da_en.pdf

"NAP 2002: The Government: Denmark’s National Action Plan for Employment 2002."
http://www.bm.dk/english/publications/napuk2002/NAP2002-eng.pdf

"NAP 2003."
http://europa.eu.int/comm/employment_social/employment_strategy/nap 2003/
nap_da_en.pdf

"NAP 2002."
http://www.bm.dk/english/publications/napuk2002/NAP2002-eng.pdf

"Sweden's Action Plan for Employment 2003," pp. 30-31 and 37.
http://www.finans.regeringen.se/propositionermm/rapportermm/pdf/nap03_eng.pdf

Elina Pylkkanen and Nina Smith, "Career Interruptions Due to Parental Leave: A
Comparative Study of Denmark and Sweden" (Paris, France: OECD, March 2003) p. 9.
http://www.oecd.org/dataoecd/61/7/2502336.pdf

The social partners emphasize that the achievement of work-life balance is very important.
Some collective bargaining sectors seeking to improve work-life balance extend the
pregnancy benefit to include men as well. "Sweden's Action Plan for Employment 2003," p. 36.
http://www.finans.regeringen.se/propositionermm/rapportermm/pdf/nap03_eng.pdf

Ministry of Health and Social Affairs, "Swedish Family Policy Fact Sheet,” No. 14,
September 2003.

Research from 2001 shows that 65,000 women and 36,000 men were on sick leave for a
period exceeding one year. About one-third of them (24,000 women and 13,000 men) have
been on sick leave for more than two years. "The Government's 11-Point Programme for
Better Health in Working Life."

48 — Endnotes



89.

90.

91.

92.

93.

94.

95.

96.

97.

98.

99.

Government of Sweden, "The Government's Programme for Better Health in Working
Life: Background."

For example, one proposal that has been publicly discussed is a special "work environment
fee" for employers. The fee could be returned to the employer as a bonus for successful
improvements in the work environment. European Industrial Relations Observatory On-
line, "Tripartite Talks Launched on Improving Health at Work," November 21, 2001.
http://www.eiro.eurofound.ie/2001/11/feature/se0111108f.html

"Budget Bill 2003: A Continuing Strategy for Better Health in Working Life."

For more information on the rise in long-term sickness in the 1990s, see Gunn Johansson,
"Work-Life Balance: The Case of Sweden in the 1990s," Social Science Information,
\ol. 21, No. 2 (2002), pp. 303-317.

European Industrial Relations Observatory On-line, "Committee Proposes Five More Days
of Leave," July 4, 2002.
http://www.eiro.eurofound.ie/2002/06/feature/se0206105f.html

"Sweden's Action Plan for Employment 2003," p. 20, http://www.finans.regeringen.se/
propositionermm/rapportermm/pdf/nap03_eng.pdf; and European Industrial Relations
Observatory On-line, "Experimental Sabbatical Leave Scheme Launched," February 5, 2002.
http://www.eiro.eurofound.ie/2002/02/inbrief/se0202102n.html

Government of France, "The Law on a Negotiated Shorter Working Week in France."
http://www.35h.travail.gouv.fr/index.htm

European Industrial Relations Observatory On-line, "Report Evaluates 35-Hour Week Law
at Half-way Stage," July 28, 2001.
http://www.eiro.eurofound.ie/2001/07/feature/fr0107170f.html

The response varies depending on the workers' qualifications and gender. Female and male
managerial staff are the most satisfied, while unskilled female workers are the least
satisfied. European Industrial Relations Observatory On-line, "Government Issues
Assessment of 35-Hour Week Legislation,” October 24, 2002.
http://www.eiro.eurofound.ie/2002/10/feature/fr0210106f.html

European Industrial Relations Observatory On-line, "Changeover from Career Breaks to
Time Credits Proves Complex," September 6, 2001.
http://www.eiro.eurofound.ie/2001/08/feature/be0108360f.html

European Industrial Relations Observatory On-line, "Irish Social Partners Endorse a New
National Agreement,” March 28, 2000.
http://www.eiro.eurofound.ie/2000/03/feature/ie0003149f.html
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100. National Framework Committee for Work Life Balance Policies, "Work Life Balance Day
2004" (http://www.familyfriendly.ie/wlbd.shtml); and "Work Life Balance Homepage"
(http://www.familyfriendly.ie/index.shtml). Links also provide guidelines, a newsletter,
information about events and case studies related to the importance of work-life balance.

101. Christopher Ruhm, "How Well Do Parents with Young Children Combine Work and Family
Life?" (Cambridge, MA: National Bureau of Economic Research, January 2004), p. 8.

102. For more information on the Family and Medical Leave Act (FMLA), please see U.S.
Department of Labor, "Compliance Assistance Family and Medical Leave Act (FMLA)."
http://www.dol.gov/esa/whd/fmla

103. 108th Congress, 1st Session.
http://www.theprogressfund.org/docs/bi_senateres210.pdf

104. The National Work-Life Initiative (NWLI) is a partnership of the Alliance for Work-L.ife
Progress (AWLP) and Fortune magazine. The initiative has an annual Corporate Chair,
which this year is occupied by the nine companies that make up the American Business
Collaboration for Quality Dependent Care (ABC). For more information on the tools and
resources the NWLI has developed to help employers celebrate National Work and Family
Month, see National Work Life Initiative, "The Speedy National Work and Family Month
Celebration Kit."
http://www.theprogressfund.org/speedy.htm

105. Fouquet et al.'s classification of countries (1999) as cited in John M. Evans, Firms'
Contribution to the Reconciliation Between Work and Family Life (OECD Labour
Market and Social Policy Occasional Papers No. 48, 2001), pp. 22-23.

106. Mina Salmi, Combining Work and Family: A Key Issue for Gender Equality (Ministry
for Foreign Affairs of Finland, 2002),
http://virtual.finland.fi/finfo/english/women/work_family.html#comp

107. U.S. Department of Labor, State Labor Legislation Enacted in 2002 (Monthly Labor
Review. Bureau of Labor Statistics, January 2003), p. 4.

108. For more information on firms' contribution to work-life balance practices, see John M.
Evans, Firms' Contribution to the Reconciliation Between Work and Family Life (OECD
Labour Market and Social Policy Occasional Papers No. 48, 2001).

109. European Industrial Relations Observatory On-Line, "Increased Flexibility for Families
‘May be a Setback for Gender Equality'," March 26, 2002,
http://www.eiro.eurofound.eu.int/2002/03/feature/dk0203102f.html

110. Elina Pylkkanen and Nina Smith, "Career Interruptions Due to Parental Leave: A
Comparative Study of Denmark and Sweden" (Paris, France: OECD, March 2003),
http://www.oecd.org/dataoecd/61/7/2502336.pdf
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