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Foreword

In June 1995, the Swedish Committee on the International

Year of the Family, in collaboration with  the Commission of
the European Communities,  organized , seminar . the theme
of Reconciling Work and Family Life.

The proceedings from the seminar were Ppublished in , first

editon in October  1995. At that time ,, did .o foresee the

wide interest that this publication raise. In order

was to to sa-
tisfy the o, demand, we have decided i, make a reprint  of
the proceedings and ¢, publish 55 5 supplement o the official
report on the Swedish activites with regard to the Internatio-
nal Year of the Family.

Stockholm 27 February 1996

Ann-Christin Tauberman Birgit Arve-Parés
President of the Swedish Secretary of the Swedish
Committee  ,, the International Committee 4, the International

Year of the Family Year of the Family
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Introduction

On 19-20 June 1995, the Swedish Committee on the International Year of the
Family and the Swedish Ministry of Health and Social Affairs, in cooperation

with the Directorate for Employment, Industrial Relations and Social Affairs
of the European Commission, held jseminar ,, Reconciling Work and Family
Life, in Saltsjobaden, Sweden.

Aims of the seminar

The seminar offered ., occasion for g5 100 experts from the fifteen oq,.
ber gtates Of the European Union o meet for 5, exchange of information  and
ideas 4, recent developments in the ;.o of family policy and working life.

For the Swedish participants 55 8IS0 5, OCCasion 1o get acquainted with the
European debate, and ¢, explain the aims and achievements of Swedish policies
with regard to the conditions for reconciling work and family life in Sweden.

At European Union level, family policy .omes Under the principle of subsi-
diarity. This a5ns that formally ot 5 matter ©f common concern to the
Union. At the ggme time, the connections between family life and labour
policies becoming increasingly evident in st countries. Moreover, in-
creased mobility of capital and human oqorces across National borders  bring

out the international  dimensions of national policies in these jo455 There ;.o

reasons to Pelieve that the interactions between work and family life will in-
creasingly become ,, issue of international  oncern.
In 1994, during the International Year of the Family, Sweden o well .o the

other member giates Of the Union had the opportunity 9 gg5sesdh® recent de-
velopments, and o exchange experiences o family issues, 5, g number of .
casions. There .5 however, ., major eyent focusing the specific interface
of work and family life.

Considerations g, the interrelationship  between work and family life have
long constituted  , core aspect Of Swedish family policy. When the Swedish
Committee o, the International  Year of the Family 55 approached by the
Commission, in December 1994, with 4 invitation g arrange g seminar o, the
topic of Reconciling Work and Family Life, the president of the Committee,
MsAmz-Christin ~ Tauberman, Deputy Under-Secretary of State of the Swedish
Ministry of Health and Social Affairs, therefore readily accepted the invitation,
even though the Year of the Family .o coming g g €nd.



The Network ‘Families and Work’
For the Commission, gpart from the interest of the seminar jqsuch,  also offe-
red 4, occasion g inform about the work of the recently established Euro-
pean Network ‘Families and Work’, directed by Frederique Déroure France.
The aim of this network to Stimulate the debate and i, promote and disse-
minate .,y ideas and incentives for development work.

The European Social Innovation Award

Finally, the seminar also turned ot to be 45, occasion for presenting the Euro-
pean Social Innovation Award, instituted by the Commission late 1994, and
to Celebrate the very first Award Ceremony.

The European Social Innovation Award 4 established in order {5 encoura-
geinnovative projects, and {q disseminate experiences of good practice. At this
first distribution ~ of the Award, prizes | o attributed 5 eight companies, di-
vided into three different categories. A first prize and , special prize |45 att-
ributed for each category. As the Award ¢ instituited before the Swedish
entry into the Union, Sweden did o take pary  the competition g, this first
occasion. Two special prizes, however, ... attributed 5 Swedish companies,
for examplary practice.

The present report

The programme of the seminar contained three core Sessions, structured around
three basic parameters 0" acommon framework ., developments in work and
family life  the European countries:

__the provision of services

_time and leave grrangements
delocalization  of work places

These themes offered ,, occasion yq confront experiences, sssessmentsand cri-
ticisms from different 51g of the Union, and o dwell , different scenarios
for the European countries. We have refrained from the ambition g summa-
rize the discussions following the interventions by different experts, in order
to be able {5 publish the proceedings without delay. In order , orient the
reader, o Will give 4 short presentation of the headlines of the
in this introductory  text.

programme

Opening session
The seminar 45 Opened by the welcome address of Ms Anna Hedborg, Swe-
dish Minister of Social Security and Family Affairs. |n her opening speech, she
stressed the responsibilities ;o all have for giving children , good gigrt in life
in oyr Societies and the importance of bringing the fathers in. Her interven-
tion g followed by . speech Mr Terence Stewart, Director in the Direc-
torate for Employment, Industrial Relations and Social Affairs, European
Commission, who introduced the overall framework 5t Union level, in tgrms

of aims and achievements of the European Commission. A rapid outlook



Swedish experiences 54 then given, oo backgrond for the subsequent discu-
ssions, by BirgitArve-Pares, Swedish Committee |, the International  Year of
the Family.

Session  Services

Families 4o sensitive to peyw developments and i policies that gep o their
arenas fOr private strategies to reconcile work and family life. They lead their
lives gt the interface of economic, social and political developments, and they
constitute  dynamic microcosms in constant interplay with these spheres.
Common trends ., European markets make for similar solutions and trends
with regard ¢ work organisation and social policies. therefore important

to look into these solutions and trends and {5 ggesstheir impact n peoples
lives and , the functioning of society.

Whenever parents ©f small children 44 1o work, gomeone €lSe has g be there
to look after them. They need t, feel ensured that their children ..o safely
taken .gpe Of, in conditions that ... appropriate Wwith regard o the needs of
the child.

Different families however have different needs. Countries and local ommu-
nities furthermore have different traditions and practical solutions 5 hand. The
provision of child .. services therefore shows greqt variations both with
regard g access @Nd kind of service delivered.

Children, however, have similar needs of love, confidence, stable social rela-
tions and commitments from others with whom , communicate. What les-
sons are there to be drawn from different experiences of child care Are there
new Solutions o consider for close {; home services Are there solutions g
avoid Are there .ommon €lements o seek ot for the different solutions ¢
hand These ,yqre the issues approached in session number o,

In this session, Peter Moss UK gave an overall picture of preschool child .5
in the member gates. jean-Francois Lebrun European Commission introdu-
ced the concept Of Service Vouchers, and the principles o, which based.
These principles \yere Subsequently examined from , critical point of view by
Dominique Decoux Belgium. In the last intervention of this section, Ulla
Bjomberg Sweden explained the logic and basic principles underlying the
Swedish approach g child 5. service.

Session3: Flexi-time
In monetary €conomies, the best insurance against poverty paid work. In
modern societies, paid work also constitutes the fundamental basis for fami-
planning for most young people. Family budgets in Europe g increasingly
being based 4, two incomes. Since o benefit scheme .5, eyer afford o re.
place the full income from paid work, 4, increasing number of employees in
the labour force ;.o not ONly workers but also parents, having small children

to care -



When parents are Working, there  however work 5 be done also in the fa-
mily, o matter how good the child ., services 5., There .. routine do-
mestic tasks, but there also the essential part Of beiNg 4 parent: beINg someone
who  there 4 listen, with whom {5 communicate ,, everyday experiences
and g install values about the way things gre to love and ¢ invest with feelings
of belonging and unlimited  ¢,st.

This takes time and accessibility, physical and psychological. Working life has
other demands ., time and accessibility, demands that easily gnter into con-
flict with those of the child, especially in ;,5egWhen no satisfactory child ;e
can be ensured. The .c.rance Of conflicting demands on time and accessi-
bility, reinforced by the absence of satisfactory child care Services, have made
way for 4 number of different work schedules and leave arrangements  that
were discussed in session three.

In this session, treating different models for time management, feemne Fagmz-
ni France discussed the shortcomings of existing leave arrangements Fran-
ce.o/mn oy Geuzendam European Commission gave an overview o, the
development of part—time work in the Union. His intervention Was accom—
panied by ;. exposé Catelerze Passe/aierNetherlands gy, the implications
of part-time Work, based ,, the situation in the Netherlands. Pam Walton
UK  presented the specific model of job—sharing in Great Britain. Elisabet
Ndsmam Sweden introduced the Scandinavian concept, Presenting time bud-
gets Of paid parental leave, ascribed ,q parental rights in the social security
system, and discussed the ge and guicomes Of these rights with regard g
recent Swedish experiences. The final word in this session a5 given to Yves
C/mssard European Commission, who discussed the issue of time management
and social rights in 4 lifetime perspective, calling special attention g the impact
of interrupting  work for family o 500  different social security systems.

Session Flexi-place
Technological ~ change has always commanded the development of producti-
ve Work, sgwell jgthe organisation of . everyday life. The rapid implemen-
tation of ., techniques for dealing with computerised information presently
transforming the organisation ~of workplaces, ,qwell asthe operations  of pri-
vate households. The impact of these changes |, the organisation of work has
not yet been fully assessed. The spatial organisation of work, however,
undergoing rapid change, not only when comes to Physical equipement, but
also with regard , human conditions and social environment.

These transformations  challenge existing solutions and frameworks for soci-
partnership, and need o be studied with greqt attention. In session four,
Kitty deBruin Netherlands gave an outline of the experiences from _ telework-
ing project in Holland, and the efforts made o develop jwork environment that
promotional  for the company asWell 5gfor the employees. Her interven-
tion yoq followed by ., analysis presented by fean-Claude KaufmamnFran-
ce on the inherent risks of ,, uncritical implementation of teleworking.



Closing session

The issues raised during the seminar do ot easily lend themselves , clear-

cut conclusions. To arrive gt conclusions a4 not, however, the aim of the oo
minar. For the closing session, . asked Agneta Stark, Associate Professor g
the Stockholm University School of Business, what she would consider o be
amajor challenge  Europe, regarding the interplay between work and family
life, from , Swedish point of view. We furthermore  asked Lucien Bouis, Pre-
sident of the Confederation of Family Organisations in the European Com-
munities COFACE, to give 4, outlook . possible strategies for future

action g, behalf of the European family organisations.

And finally, the very last intervention 5 Made by Michele 7IJozet~Teirlinc/e,
European Commission, who has been g the heart of these preoccupations
for many years, actively involved promoting and coordinating the exchange
of ideas and experiences in the Union, thereby creating pplatform for _. ,.
tive and lively, informal forum ., converging policies.

Appendix: Models for tomorrow
In the appendix to the proceedings from the seminar, o have included ,
presentation of the prize winners of the European Social Innovation Award.
The appendix gives g, account Of the work carried oy by the Network o
Families and Work and of the European Social Innovation Award, followed
by 4 short presentation of the prize winners and their companies.

The prize winners represent developments that have been made possible be-
cause there yag g Will o listen and , will 5 invest in human (agqirces at
management level. There \as acommon theme all through the accounts

ven at the Award Ceremony, by the prize winners, and that 5 that of dia-
logue. The aims and the ambitions of the managers all started gyt from 4 wish
to take the problems and needs of their employees into account and tg find

solutions, based ,, 5 genuine dialogue within the

new company.

Acknowledgements

By publishing the proceedings from the seminar, ye hope to stimulate , further
debate ,, the many issues, raised during two sunny days the Stockholm .
chipelago in the week of mid-summer 1995, These ,.q issuesdealing with futu-
re Strategies for managing human | ogoyrces in the European member gigtes,
issuesthat ooncern us @l Professionally and privately. We g therefore certain
that they will ot drop down shortly. They ;.0 agMs Anna Hedborg underli-
ned in her opening speech, issuesthat \yo want to bring high , the European
agenda, convinced about the challenges they hold for the future of Europe.

In publishing this report, we want to thank all the participants for their contri-
butions in making this seminar , g ccess. We particularly want to thank the
experts Who accepted ¢ take 5, active part in the programme, @nd who have
kindly delivered the written contributions  for the report.
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The report has been prepared by the secretariate of the Swedish Committee
on the International Year of the Family. Anne-Louise Nilsson, Nathalie Parés
and Lena Wikstrom all went into great efforts in order to honour the many
rich contributions that were presented at the seminar. They have the merit
of having finalized a report that hopefully will carry the discussions on work
and family life further.

Stockholm in October 1995
Birgit Arve-Parés

Secretary
Swedish Committee on the International Year of the Family









Managing Work and Family Life
a Matter of Social Partnership

Welcome address by Anna Hedborg,
Minister ~ for Social Security and Family Affairs

This conference about everyday life. about parents, about children, and

about all of ;5 since \ye all have parents among our €MPIOYEES or among our
companions g work. about social partnership.

Questions or partnership

When family life  brought into discussions g, working life, ., questions
are brought o the foreground. One of the st important issues for policies
in these j,aas  the question of how working life and family life combine
together. In many countries, they don’t. Historically, in ,, industrial socie-
ties, they used {5 be separated into o different spheres. In modern life,
however, the family sphere and the work sphere increasingly interfere with
each other and the interaction between them becoming more @A more
manifest.

That  why o gre @l here. The basic question o be dealt with all through
this seminar is: what impact does working life have ,, family life and how does
family life interfere with working life in fact allowable g let family life
interfere  with working life and why should this be the case Are there
models of social partnership

new

The case of lona mothers

The conference also about fathers and mothers, about social conditions for
parenthood, in modern societies. Let e take the situation of single mothers
as an €xample. One of the main trends in all ,,, European countries today

the increasing number of lone mothers. What rights do these mothers have,
together with their children, 5 be fully integrated into society Clearly, they
will - peyer be fully integrated, unless single mothers ;. allowed {5 be gt of
working life and ; be able g sypport themselves and their children by pro-
ductive work. In gome countries they have such opportunities.  In others this

seldom the oo

-Social welfare gysiems @nd the principles on which they .o based have 5,
important  part to Play in this. In those gystems Where social security — ¢qp.
ceived of in gyms Of means-tested benefits, targetted ¢ low-income
this will have 5 prohibitive effect

groups,

on lone mothers’ ability {5 work, refrain-

13
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ing them from seeking work that might have enabled them g support themsel-

ves, They thus ,, the risk of getting caught in poverty-traps @nd processes ©f
social exclusion, with heavy consequences for themselves and for their children.

The game true in the work place. The attitudes towards lone mothers and
the understanding they receive for their particular needs, make up an impor-
tant part in the rights of those mothers o be ¢ work. These ;¢ attitudes for
which o are all responsible in everyday life, ,5employers, and .4 collegues
and fellow employees.

A fathers’ Issue

Iwould  like to stress though, that the theme of the conference  also , fathers’
issue and ,, issue about the rights of children. Divorces e part Of modern
society. They constitute ,risk for children y, lose their fathers, for fathers g
lose their children and for grand-parents g lose their grand-children.

may not be necessary for 4 family life {5 function, that both parents take
an €qual share in the .o of their children. But equality and cooperation
surely 5 good investment for preventing divorces, ,qwell ;¢ for upholding
lasting relations with one’s children, should ,divorce .., Ifl look 4 myself,
| am the mother of ;444 | would feel very sorry he ere not to take g, active
part in his childrens’ life. | would surely feel that | 55 running , high risk of
losing my grand-children.

Being able {q take 5, active pgrt in their childrens’ everyday life  therefore
an issue of concan  not only for mothers, but for fathers jcwell. This — why

so important  that the involvement  of both fathers and mothers in family
life  supported and actively taken into gccount in the shaping of working
conditions.  Here again o have 5 matter Of attitudes: attitudes of employers,
attitudes of employees, attitudes of all of o

In search of pnew solutions

Attitudes 5, Shaped by tradition and culture and they vary between countries.
Each country therefore hasy develop it's g, Models and solutions com-
mon Problems. Wwe may not be able g copy models from .o country to
another. But e can €8 and be inspired by each other, and the exchange of
ideas gy help ygto find g, solutions 5 old habits.

This  why this conference important: 55 5 Meeting place for the exchange
of experiences and e, ideas. | personally take , greqt interest in the themes
of the seminar and ,, looking forward i, the discussions that  will engen-
der. As newcomers to the European Union ¢ feel g, honoured ; have
been given the opportunity o hold this seminar, in cooperation with the
Commission  of the European Communities, and o host the first celebration

of the European Social Innovation Award.



| particularly \want to thank Mr Terence Stewart, for the initiative o arrange

the Award Ceremony o the occasion of the seminar. Working life issues ;.o

asyou know, important o g here in Sweden, o only in relation o fami-
policy, but also in 4 wider perspective. As ,q,, Members of the European

family, \ye Will work g bringing these issues high , the European agendaand

we are l00king forward 4, continued cooperation, in the context ©f the Soci-
Innovation  Award and the Network . Families and Work.

During the International  Year of the Family, ,,. had the occasion i, work
with 5 number of central experts in the field of family policy in different
countries.Ve  have particularly appreciated ,, good relations with your unit,

thanks o Mrs Thozet-Teirlinck, and ,,o hope that this good cooperation  will
continue.
Mr Stewart, Mrs Thozet-Teirlinck, Dear Participants | 4, looking forward

to sharing with you, two exciting days. In wishing you all very welcome, |
hereby declare the seminar open.

Anna Hedborg, Minister for Social Security and Family Affairs
Ministry — of Health and Social Affairs

S-103 33 STOCKHOLM

Phone: 4 46-8-405 33 24

Fax: + 46-8-723 11 91
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Aims and Achievements of
the European Commission

by Terence Stewart

Let me say how pleased | 5 to be in Stockholm . the occasion of this o

minar. | bring greetings from Mr Allan Larsson who asked 4 o say how

sorry & not to be with you today, but he unfortunately detained in
Brussels.
Sweden has o, recently joined the European Union. a country Which

Promises many new and progressive perspectives o, social policy g Wwhole,
and ,, the family and ,, equal opportunities in particular.

| would like {5 thank Ms. Anna Hedborg, Minister for Social Security and
for Family Policy; Ms. Gun—-Britt Andersson, Under-Secretary of State, and
Ms. Ann-Christin  Tauberman, Deputy Under-Secretary of State and President
of the Swedish Committee |, the International  Year of the Family, who have
arranged for Sweden o host this seminar, g which e Will goqthe awarding
of the European Prize for Social Innovation.

| would also like {5 thank Ms. Birgit Arve-Parés for the central role that she
has played in setting up this seminar. She has done o much {5 onsyre that the
arrangements here in Sweden \yent smoothly, working in close collaboration
with the European Commission.

Europe faces many problems today which impact ., the family. we face:
__ an ageing population
rising structural unemployment
changing family gtryctures
major difficulties in the financing of social protection and the funding of
long-term 41
the rise of Information  Society

All of these impact o, the family and today _,,qe COnsiderable uncertainty
among our fellow citizens  uncertainty about the future, ot only for them-
selves but also for their families.

The European Union has been perceived ,4being helpless  dealing with many
of these problems and this haslead ; ,certain Euro Scepticism throughout the
Union. difficult {5 explain that, many of these issues,the Union hasllittle
or no competence to deal with the problems.
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Achievements and plans of the Commission

This Seminar takes place against 4 rich background of activity in the social field
to meet the preoccupations of EU citizens.  qmes JUSt gne year after former
President Jacques Delors and Commissioner Padraig Flynn published, respec-
tively, their White Papers o, Growth,  competitiveness and employment  and
European social policy _away forward for the Union. The Seminar .omes
six months after the end of the International Year of the Family and three
months after the adoption the Commission of its medium-term social action
programme for the years 1996 and 1997. other words, very timely.

| would like g start With jword . yyo on What has been done up until ow.

First of all, the Delors White Paper, gne ©Of his last and st Significant actions
as President of the Commission, has put forward recommendations, aimed g
strengthening measures for equal opportunities  for \oan  and men, notably

in terms Of employment. These recommendations involved offering \y,omen

improved .greer POSsibilities, but also sought g gnsyre that tax and social gq
curity  systems are @dapted gq a5to reflect the fact that \yomen and men ope-
rate asindividuals when looking for jobs and when trying o reconcile their

working and family lives.

These proposals \yere taken somewhat further by Commissioner Flynn in his
White Paper o the future of European social policy, published in July 1994.
This White Paper set out g framework for the development of European gq.
cial policy, gpe Which designed o help 5 adapt g 4 series of challenges.

1994 55 declared International  Year of the Family by the United Nations.
was a year which ¢, innovations  of all kinds: the Commission lent its
support  to alarge number of seminars, conferences, studies and publicity 5.
paigns, presented the member giates, Which brought with them  srong
European dimension. Sweden, under the auspices of its Committee of the
International ~ Year of the Family, ¢qme Of whose members ;.o here today, also
generated considerable activity. But this activity, With its ragonance at inter-
national and European level, must be kept going. More than this, o want to
snowball and to bring qore @nd more activity in its wake. This semi-

see
nar  very much in the spirit of this international Year, in that aims o build
on What has gone before and g go forward.

And what of the Commission ~ What 0 e Planning now On 12 April last,
the Commission adopted 5 medium-term social action programme for
1995-7. seeks g pyt into practice the principles of the White Paper g
social policy, which ;.o itself the result of ,long process of consultation,
while building , the achievements of the pagt notably the social action .
gramme of 1989, which replaces.  establishes , girategy Which will g5
ble 1o deal with the gqortg Of challenges of social policy that | have described.
There will be others; o live in 4 period of constant change. The program-
me therefore  flexible o, that intended {5 be ideas and
to adaptation.

o] open 10 new



In the field of equal opportunities between ;54 and men, we are currently

drawing up afourth action plan, due g e into force in January 1996. One
of the main themes of this programme will be the reconciliation  of family and
working life.

We ¢ Working o, the outline of , framework Directive. As you may be
aware. the original proposal of the Commission for parental leave and leave
for family | oasons goes back qver ten years to 1983. The Commission has made
repeated attempts to OPtain unanimous gypport in the Council, without ¢

cess, Finally, the Commission announced in September last year that  would
relaunch the initiative under the Agreement ., Social Policy, attached i, the

Maastricht  Treaty, o Which 14 of the 15 member states subscribe.

We gre now engaged in the formal consultation procedure with the social
partners on g broader theme, that or gygt Of parental leave but , the broa-
der issue of reconciling working and family life.

[o]

The Agreement ,, Social Policy provides for a two-stage consultation.  The
social pariners have already replied to the Commission's  first paper. In all,
17 replies \yere received from the 39 organizations consulted, both manage-
ment and labour. There ¢ 5strong current ©f agreement on the significance
of the reconciliation  issue gmongst Workers but opinions varied , how best

to pursue the policy. Certain organizations Wanted tg g 5 binding frame-
work  heasure agreed gt Community level. Others preferred voluntary arr-
angements, negotiated nationally . locally and backed by a Commission
Recommendation.

The Commission has .. gone back to the social partners for the second phase
of consultaton and confident of positive results ; the end of the process.
On the organization ofwor/eing time, j crucial agpect Of the idea of fitting
together family and working life, | would like {4 single gyt two themes, that
of atypical e. non—standard work and that of the adaptation  working time.

| will deal first with non—standard work. At the meeting of the Social Affairs
Council 5, 6 December last year, became clear that unanimous agreement
on the Commission proposal lodged in the Council o, this question could be
ruled o for the o5 future.

We in the Commission, however, remain convinced that . need g ensure
in particular that part-time work attractive and that part-time workers .o
properly treated. This essential o greto allow this type Of work 5 make
the substantial contribution {5 reducing unemployment for which has the
clear potential.

The Commission will therefore be seeking g initiate consultations with the
social partners, once again under the Agreement o, social policy. In the g co

19
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of these consultations . shall be examining what further action o might
take, including ,possible g, directive g part-ime Work ,q,first grgp This
afternoon, Mr. en Geuzendam will tell you more about this.

Regarding the adjustment of working time, discussions With the social part-
ners Will continue  this year on how best o bring ,, board the activites and
sectors €xcluded from the Council Directive of November 1993 regarding the
adaptation of working time.

These o merely brief references ¢, o large legislative programme. But | would
be remiss | failed {5 mention other initiatives, such zg5the Council Recom-
mendation of 1992 ., childcare and the Council Directive of 1992 4, the

protection  of pregnant women at work.

With reference g the childcare Recommendation, the Commission will be
following  this up very carefully indeed. we will be wanting g geehow  has
been implemented the member  gtates: we Will be studying the various \yays
in which e can tackle this question of gender stereotyping in society.
Network activities

On this question of reconciling family and working life, the Commission has
an important  role in stimulating legislation. Just 5qimportant our 'ole in
promoting cooperation and the exchange of experience gn, common Problems,
notably through the Network gygiem, By bringing together eyperts from the
different member gtates Of the Union ,, 5 given theme, making them Work
together gy, joint action which allows for the exchange of good practice, by
allowing each member giate to retain its o, Particular features, o cgn Make
g huge contribution {5 the building of Europe g, gday-to-day basis, and a
way that  obvious o g all-

The Commission hasp,;  place 5 number of Networks —which deal with the
theme of family and work. The first |\ 5q setyp 1986 and about the child-
care @nd other services which .. vital men @d women are to achieve g
balance between their work and family responsibilities. Its function to ad-
vise the Commission o, the preparation of policy recommendations  which
enable en @nd \yomen to be effective in their jobs and tg (g for children
and other family members. |ts scope covers mainly the quality of childcare
services, but also, secondly,  gives encouragement for men in developing their
role zgfathers who g for children and seeks the implementation  of the 1992
Council recommendation  ,, childcare.

The other network, get up in 1993 under the title Coordination Group gp
positive action  gperates accordance with the Council recommendation  of
December 1984, to further the Commission’s policies in the field of positive
action. The initiatives undertaken by this group cover all aspects Of compa-
ny and organizational procedure: recruitment, training, promotion,  organi-
zation of working time, supporting measures @9 so on.



The third network, and the st recent, setup only last year, goes the name
of Families and Work Network.  |ts main task o, analyse, stimulate and
disseminate model practice from within companies and organizations regar-
ding achieving , better balance between working life, private life and family
life, in particular where this involves .., types Of work organization.

This third network will do juseful job o the eyt three years. will - bring
to the fore , European and national debate ,, what  going o, in this field,
by setting up aSeries of meetings and different types Of activity. There  al-
ready early evidence of the achievements of this network, in that this 4.
ning, we will Seethe first awards of the European Prize for Social Innovation,
organized by the Families and Work Network in cooperation with the Com-
mission. ~ Organizations ~ which have p;; in place the pog innovative oo
sures in the field of reconciling family and working life will receive the
Award. "

Aims of the Seminar

At this Seminar, | hope that e can go beyond legislation and the networks.
With the cooperation of the Swedish Ministry of Health and Social Affairs,
we have assembled here today all the main gctors: governments, ~research
workers,  social pariners, family and women's organizations. What ., need
afull and searching debate ,, the theme of combining Work and family life,

with all that this involves our Modern societies.

In 5 recent interview g 5 French magazine’, Jacques Delors said of Europe,
comparing with other continents, that was the continent of balance.
Balance between the needs of society and those of the individual, balance
between certain sociability and the solitude which allows oo recharge
batteries. He said that Europe 45 @lso the continent of doubt, inhabited by
people who ask questions

precisely 5, example of this European balance that o e Seeking when
we attempt to reconcile the three things which make up life for each and
ryone of ,s: time with o . family, time with ourselves, time 4 work. Our
search for the right balance . qqsesthree main interfaces established largely by
government: What services 5. provided, how ., time organized, how .
move around.
We have g5 ask ourselves , series of vital questions. this balance between
family life and working life something which | .o, actually achieve or
more €lusive than that Do existing practices help ,, hinder the achieving of
that balance Aren't there certain inherent contradictions in those practices
For example, perhaps providing maternity leave, in the form in which
organized at present, Makes  hard for \yomen o get back o work afterwards.

TheDebateNo.83-Januaryebruat®95
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Part-time work o, also be 4 double-edged sword may help \women to
juggle their different private and public preoccupations life but may also
trap them unskilled and low-paid work. Moreover, this just about the
State and women, who until 4, have been the only g concerned with how
family and work responsibilites 5., combined, . might others go that they
have gome part to play Does the State do enough Haven't women, for their
part, had to carry too heavy ,burden for 55 long Can this burden be sha-
red With whom And how

A personal observation 551 \yag Preparing this speech, | reflected ,, some
of the things | gggaround o in society today. | have already referred g part-
time work . increasingly accepted pgr¢ of the labour market but with its
dangers  certainly allows e flexibility (o reconciling work, personal and
family life. But then, the pressures of competition goem to Pe Making life e
difficult  people .o expected o work longer and contribute 06 _and o
se euphemisms  like down-sizing, lean production. What ;o mean, however,
more With the o0 o with less. There 5., the financial pressures on the
household which often oo, that both partners must Work, particularly
they wish {5 buy ,house. There the pressure brought about by companies,
offering only short-term job contracts. All of these add ;, the problem facing

particularly young people today.

u

jacques Delors remarked in the g,o interview that Europe 55 above all
continent of diversity. In terms Of family policy, there .., almost .o many
approaches 1o that policy qthere ;. countries of the Union. But what
telling, said acques Delors,  the gxtent to which differences 5. linked g each
other and how very often they occupy the ggme sort Of ground.

a

Jacques Santer, the g, President of the Commission, said his speech of 9
May to the 8th European Trade Union Congress:

Europe a Project o which o work together. sometimes ;o
work gt g different pace, nevertheless .+ common &mMs remain .o,

stant. We must 00K o what o 4.0 trying o achieve together....

In Swedish family policy e gre fortunate enough o have 4 basic model g
which o cgqn Constantly refer in o, debates. This model reveals how di-
versity and commonality .5, combine together, how unity created ¢
of yegpect for differences and, 54 4 corollary, how the very preserving  of
this diversity and indeed its acceptance, can lead |5 to achieve g an grea-

ter unity.

| have described the legislative and institutional  oqources at our diSPosal. You
will  be talking the Seminar about what , . need {; do in the longer tgrm
and how o cgn @dd to these agqurces. Your discussions and the ecommen-
dations which will gng,e Will enable ;g Mmake substantial progress towards
answering the questions that | have raised.



With that, I conclude my remarks. I will now hand you over to the other
speakers and to the discussions which will, I am confident, be full of interest
and ideas. I wish you a most successful Seminar.

Thank you.

Terence Stewart, Director EEC
Directorate General V
European Commission
J27/1/214 Rue Joseph II
B-1049 BRUSSELS

Phone: +322299 11 11
Fax: +32 22953077






The Case of Sweden

by Birgit Arve-Parés

The objective of reconciling work and family life has been part of the insti-
tutional framework for family policy in Sweden for many years. MY inten-
tion here today o give g short outline of this framework, in order 4
present a background o the contributions  that will be given later by my
Swedish colleagues. | will do this by rapidly tracing the history of Swedish
family policy, hoping o bring oyt some ©f the logic that creates the cohe-

rence ©f this policy.

Basic features of Swedish family policy

| Will gtart, however, with , short presentation of 5o of the characteristics

of Swedish family policy. Swedish family policy thus

__ gpolicy for the c/aild, and ot 4 policy aiming to promote g Particular  family
model,

a Policy based g, equal rights, aiming o promote €dual opportunities for all
children, jqwell ggfor omen and men,

__ gPbragmatic policy, focusing pot on Numbers of children , be born, but
on taking good (5. Of those actually born, aiming o provide conditions
for childrearing that favour the individual development and social integra-
tion of each child, irrespective of family background,

__ g policy which closely linked o developments ., the labour market,

__ gbolicy tending for social prevention and integration, primarily g, the basis
of universal measures,

__ gholicy which g of 5, integrated programme fior economic and social de-
velopment, aiming to combat poyerty and social exclusion by coordinated
measures Within  social security, social protection and employment policy.

to put  shortly, policy where children yepresent assetsfor the future
and where parents gre CONsidered q be the prime but pot sole ggents for the
development of the child. g Policy that has ;long history. In tracing the
steps Of this history, 1 will gy to bring out some Of its consistency.

Stages of g long-term policy

The beginnings

The foundations of Swedish family policy in jmodern conception dates back
to the 1930’s, when they | .. firmly established within the framework of
vast programme  to combat unemployment and i, stimulate the restructuring
of society. Priority yas given o the objective of full employment and the right

a
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to Work. General measures, intended g create better living conditions,  whi-

at the ggme time stimulating  the economy, were proposed.

For financial (o550ns, most Of these reforms could ot be implemented  until

the period after the , .. The limited number of reforms that were adopted

before the war, however, already bore the mark of the family policy that

to follow in the post—war period.

was

Thus, in the 1930's, asystem Of servicesformatermal and clailcl laealtla gre \yas
established, designed , provide all mothers and pre-school children equal
accessto health services. These services qe to be free of charge and easily ..
cessible. This ., already . universal benefit, demonstrating clearly g politi-

cal will {5 invest children and coming generations.

The second important reform of this period .4 the introduction  of 4 main-
tenance allowance, giving every child of , single mother the guarantee 9f 5
maintenance allowance, in ;yqothe biological father |, ... absent, ,. neglected
his obligations with regard {5 the child. The importance of this reform was
first of all g protect children of divorced , separated parents from  ayireme
poverty. But also allowed single mothers ty gain 4 certain independence, in

case of conflicts with the father of the child.

Both the principle of universal benefits and the pragmatic oncern @bout the
needs of children oo thus already present in the early reforms of the 1930's,

for the conditions of

asWell asa concemn women.

The post-war Period
In the 1940's and 50's, there \yore two important reforms which introduced

new Principles, constituting  the basic elements of present programmes.

The first reform | .. the introduction  of ,general cloild allowance, which had the
form of , universal flat rate benefit. This benefit, attributed every child living
in Sweden, replaced the existing 5y allowances, which had earlier been attribu-
ted ¢ the father,  his capacity jghead of the family. Thus, instead of fiscal rights,
benefiting high-income families and sanctioning paternal authority, 4 Universal
benefit |, o5 introduced, , benefit that |, .4 to e attributed 4 all children on €qual
grounds. Another novelty was that the ..., benefit, instead of being attributed
to the father, | ... to be paid gyt to the mother, who was considered oo apt to
take the needs of the child into zccount  mManaging the family budget.

The second important reform of this period ,,q the adoption of asocial go
curity  system, 9iving all inhabitants  social security rights. These rights | are
linked {5 work and income, and , .., therefore , hold incentives 15 work,

applicable 1o \women asWell asto men.

Among the rights introduced in this period ;55 @lso g right o maternity lea-

e, accompanied by , cash benefit, which associated 1, the sickness insu-
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rance, and thus related o the work and salary of the mother. This leave, which
at the outset, in 1955, \yag Of three months, .5 in 1962, extended o six
months. The introduction  of this maternity scheme within the general social
security  system constituted first recognition  of , collective solidarity with
regard 1o parents, in the form of 4 public contribution o the general ¢qgsts for
child 4 This scheme .o subsequently ¢o be developed into 4 parental in-
surance, attributing  parental rights o both mothers and fathers.

A new 9generation reforms

The second giage in the development of Swedish family policy took off in the
1960's.  \yas linked o 5, employment policy, aiming g mobilise and pro-
mote the development of all human 50 rces e country, N response to
the demands of in full expansion.

an economy
From that time, Swedish family policy has been taking the conditions of .
men at Work actively into account, reflecting o, the modalities 4 propose N
order o facilitate the reconciliation of work and family life. Confronted with
g Situation  where \omen were bQINNING to play gz, important  part on the la-
bour market, policy makers acknowledged that the cogt Of 4child \yaq no lONG-
or restricted ¢4 the expenses of consumption , behalf of , ., member of the
family, but that they also contained the loss of ,, income from  parent, most
of the time the mother, who had g interrupt her professional work. Since then,
Swedish family policy has been actively pursuing the goal of providing measu-
res that help parents with young children o reconcile work and family life.

Since the beginning of the 1970's, these aasyres are COMained in 5 concept

that  based ,, the following elements:

__ gParental insurance scheme, attributing ~ for every child born, , paid paren-
tal leave, gt present amounting o 15 months for each child, o be disposed
of ggfull time leave, . to be used for reducing daily working hours, 5cces-
sible for both parents Within 5 period of eight yeqars, With pe month o be
used ,q g eXclusive right for each .o of the parents,

__the establishment of child ., fizcilities for pre-school . school children,

offering good quality are @nd educational o4 res Promoting  social inte-

gration, universally accessible and based , the obligation for local .y,

munities to provide such services g all children in demand, from the age

of 12 months,

work  regulations, ensuring equal rights to leave grrangements and to reduc-

tions of working hours for purposes related o the needs of children, for

both mothers and fathers,

5 iscal policy designed in order ot o prejudice female labour and low

income.

These measures are INtegrated in the general welfare gystem and make 5 parts

of the instruments ,, which Swedish welfare policy  based, i.e.

__an employment legislation, aiming a¢ working conditions  that take zccount
of parental responsibilities,



__ social security rig/yrs,protecting, within certain time limits, ., achieved standard
of living for parents mothers and fathers o, leave for (o o0 Of child care,
social services for 5. and social protection, aiming gt social integration and
prevention, by measures of universal access.

These instruments . all based ,, principles of equal rights, equal opportu-
nities between o, and \yomen —and respect for the child.

I will ot go into the modalities of the oasures currently in force. Present
achievements have, o the last decades, been extended and readjusted anum-
ber of times. We will, |, doubt, have the opportunity {5 come back g them
later in o, discussions. | will therefore restrict myself o just 5few remarks g,
the impact of these o55res With regard ¢ the central themes of the seminar.

Impact of the current policy

What do e know today about the impact of the .yrent PoOlicy Let me say
first of all that o do pot yet have a great amount of research assessing the
outcomes Of Swedish family policy. What shows up Quite clearly  existing
studies, however,  that the Swedish gygem Of social protection geemsto give
lone mothers and their children , better protection from being victims of o
treme poverty. They show that single mothers . doing better in Sweden than
elsewhere with regard to poverty risks. This has been shown by researchers
such jcUlla Bjornberg, Barbara Hobson and Irene Wennemo among others.
Wennemo has also shown, in comparing OECD-countries,  that the .qggtg Of
Swedish family policy 5.0 ot €xceedingly high, compared iy other countries.

We also know that Swedish birth ates are among the highest in Europe.
Sweden ranks second after Ireland, with  fertility (ate that |, recently still
above reproduction (5te. We have evidence showing that, although the increase
in birth rates in the 1980's tg gome extent seemsto P€ due o arecovery from
earlier postponements  Of first births, the ygcent increase in birth 54eg follows
very closely 4 parallel increase in the investments for parental insurance and
child .4 facilities, implemented during the last decade.

We know furthermore  that present POIICY measures are Well accepted and have
g high legitimacy among the public. They ;.o part Of 5 policy which inscri-
bed in the biographies of young people, the options and models that they
propose, and the framework they display. They ., therefore bound ; have
had ., impact , the behaviour of young couples, in their planning for , good
management Of work and family life. The gytent and shape of this impact ho-
wever NS not yet been fully explored.

At the ¢5me time  has ¢ be remembered that in order i, evaluate the ef-
fects of any policy, in the strict gonge Of the word, sccount must Pe taken
to the fact that this policy part Of glarger context, made up of economic,

social and cultural facts, where the overall effects of any historical  gyent are



difficult o measure N scientific  {orms. We can at the most advance more or
less probable hypotheses.

We muyst furthermore — be 5,5 Of the fact that 5., evaluation of the impact
of , complex social and economic development will be related (y the points
of reference, chosen the observer. | will therefore ot venture to state that
Swedish family policy has had specific, measurable and transposable effects.

This does pot mean, Nowever, that there . evidence o display.

Like most European countries Sweden has had 4, increase female labour
during the last twenty-five years. Sweden has today the highest (4t Of female
labour participation in Europe. The rate Of \yomen WhO 4o professionally

active in fact g high gqthat of o, Unlike the (oqt Of Europe, however,

Sweden has had , steep increase in the birth ateg since the middle of the 1980's
and still remains , rank o after Ireland, in spite of g recent drop. This in-
crease in the birth 44 has been almost parallel ; the development of policy
measures N the 1980's.  geemg Undeniable that the o phenomena e con-
nected. Everything gives g the right (o believe that the policy established since
the beginning of the 1970’ has helped women, asWell asmen, to realize their
desires 1o have both work and family life.

And tomorrow

To conclude, |would like g raise o number of questions appearing 5, the Swe-
dish horizon and which already present themselves ;g challenges for the future.

Sweden 4t present Struggling with  greqt financial problems. In the search for
possible ¢yt in the social security system, family policy has, for the first time,
been touched upon, Cuts have been made in general replacement levels, but
the basic principles, including those of universal heasures Nave pot been
touched upon. Social services have been affected, indirectly by the financial
difficulties  of local communities. At the g5pe time o have 5, unemployment
of unprecedented size since the 1930's. This raises questions. What will

ciling work and family life ,oan fOr women BY the year
mean to men Will there be differences

recon-
2000 What will

The present family policy in Sweden has been developed in 5 context Of full
employment.  Today e are no lOnger in that situation. How Wil young men
and \yomen Plan for reconciling work and family life in the future, facing ..
rent developments in employment What work conditions will the future de-
velopments of the labour market hold for them

In Sweden, women so & seem to have been less affected by unemployment

than en. This situation beginning {5 change. What will the consequences
be for \yomen Of different generations For their husbands For their child-
ren And what the overall impact of unemployment couples and
families with children

on young

29



And what, finally, will the .o, communicative ,aang ©f modern technology,
serving to gvercome distances space and time, speeding up information  and
inducing delocalization of work, signify for the management and the quality of
family life, 4, behalf of women, on behalf of ,on and o, behalf of children

There 4.e many questions o be asked, in the web of this seminar. The pro-
gramme Of the seminar  structured around three main parameters, referring
to the kind of arrangements that e available o parents Who want to combi-
ne Work and family life, i.e.

__the organisation of services

__the organisation of time

__the organisation of space.

We have invited gyperts from different European member giateg 1o tell about
their experiences. In doing g oy Wish has been, g learn from others, and g
find gyt things about ourselves. | feel confident that when ;. leave tgmorrow,
having spent these days together, o Will have in o, minds ,number of .,
questions, very few definite answers, and hopefully gyme 900d o, ideas.

Birgit Arve-Parés

Swedish Committee 5,

the International Year of the Family
Ministry  of Health and Social Affairs
S-103 33 STOCKHOLM

Phone: +46 8 405 34 64

Fax: +46 8 7231191









Child Care

by Peter Moss

In this paper, ! will draw 4, nearly 10 years work, undertaken the ¢4 cal-
led Child Care Network the EC Network . Child Care and Other Measu-
res to Reconcile Employment and Family Responsibilities. The Child Care

Network currently undertaking its third review of services for young child-
ren in the European Union EU; this will be completed the Autumn, and
will  be published all official EU languages. The Network has also produ-

ced, op  currently preparing, reports on arange ©f more SPecific subjects .o
cerning services for young children: needs of rural families, family day care and
information  needs already published; quality targets, costs and funding, ggr.
vices providing gy @nd recreation for school-age children, and men asWorkers
in services for young children jn preparation.

In this paper, | Shall concentrate on the ¢ape Of children under compulsory  school
age’which most EU countries  between ¢ and 7 years. The e Needsof older
children .o also important, and asaNetwork o ~oyer Children up to the age
of 10 years. However, time precludes covering the full agerange. And though

there ;e some iSSues specific o older children, there are S0 some common

issues covering the ;.o of children under and over School age.
One necessary condition for reconciling work and family life that arrange-
ments can P made for the safe and ggc 1 care Of children while their parents

are at Work. Often these arrangements  are informal,  for example parents sha-
ring the e between themselves . using social networks of relatives and
friends, in particular grandmothers. Using informal services often involves
‘juggling’ hours of work, g fit in with what ;.o arrangements  are available.
Informal  5rangements are most Significant for children under  and in post
countries  SUCh arrangements Provide ore care for these children than formal

services.

Care arrangements N€€d o be seen a5 part Of the wider girategy by which
parents manage the relationship between employment and family life. The

availability — of 5. options, and their acceptability, will influence the type Of
strategy adopted. However, we 100K 5t parental employment data for the
EU excluding the .., member states we can seethat these strategies depend
heavily 4p, women, father than men, adapting their work hours. In the for-
mer 12member giaieg data from the 1993 Labour Force Survey show that 90%
of en With children under 10_ are €mployed, compareq to 51°/00f \yomen,
but \women are ten imes mere likely o have g part-time job; put another way,
lessthan 3% of employed fathers work part-time, compared o 40°/00f employ-
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ed mothers. Even among fulltime employed parents, fathers work longer
hours than mothers 43 ,, 39.
Within this larger picture, formal services either publicly funded  private-
paid for play 4varying, but increasing role, in providing safe and gocyre
care for children while their parents are at WOrk.  But what should ., call these
services | find the grm ‘child .. services', in English, unsatisfactory. The
term  frequently used y refer to residential .o and other forms of social
work intervention  with distressed children. encourages the important  ‘care’
role of schools, in many countries for children from 3 ygqarg UpWards, o be
overlooked. can &lso distract attention from arange of other functions, apart
from care, that so-called ‘child e services’ eg. nurseries, family day care can
provide, for example education, socialisation and recreation for children,

as
well gsocial sypport for parents.

The tgrm therefore  ambiguous and pargy,  helps to perpetuate a fragmen-
ted way of conceptualising and providing services for young children. Instead

of treating the needs of all children and families in 4 broad and holistic way,

encourages Us to segregate and isolate particular needs and groups of fami-
lies, in particular the 5o Needs of families with employed parents.

For the moment, therefore, | shall oo the oy ‘services for young children’.
The Council of Ministers Recommendation ,, Child Care, adopted in March
1992, provides ,useful framework for looking g these services. This 5 cri-
tical document, representing the clearest statement ©f current EU policy in
this grea.  setsout g Series of objectives and principles o which  member giate
Governments have made , commitment. also provides, in Article for
member gtates to report to the Commission  gp what easures they have ig_
ken to implement these principles and objectives. That yeport back process

currently underway, and should provide g, important basis for reflection
about cyrrent @nd future policies.

The Recommendation recognizes that services for young children 4.0 4 neces-
sary but not sufficient condition for ., effective strategy to reconcile employ-

ment and the .4e and upbringing of children. They need {5 be part Of 5 wider
policy framework, also including leave grrangements, Workplace measyres @nd
measures to support increased participation bY men in the cgre Of children.

Not only 4 all four policy 5reas needed, but they will be closely inter-rela-

ted in 4, effective overall gyategy. For example, agwe can seefM e expe.
rience of the Nordic EU countries, paid and flexible Parental Leave arrangements
affect the demand for services for very young children, and may also affect the
hours of attendance for older children; workplace measures can support and
complement the ,gq Of statutory '€ave arrangements; While g current Child

Care Network project, involving nurseries in Italy and the UK, illustrates how
nurseries .4 promote increased participation by fathers in the 5. oOf child-
ren and the 5« general examination by fathers and mothers of gender roles
and identities.



Moving from this broad approach, i, Article 3 which deals specifically with
services for children, the Recommendation  ggtg gut g Number  of important
principles 5 underpin their development. Services should be accessible; this
includes being affordable, evenly spread geographically both urban and rural
areas, and open to children with special needs. Services should combine care
and education. There should be , close relationship with local communities,
and responsiveness g parents and their needs. There should be flexibility —and
diversity, but also coherence between different services. Last, but not least,
workers in services should receive basic and continuous training appropriate
to the social and educative value of their work.

I would like 5 review existing service provision in the EU against gy Of
these principles:  accessibility and coherence. Starting with accessibility,
provision frequently unevenly distributed, being less available for example
in rural than urban 5. This  particularly 4,e for services for children
under 3 years. Publicly funded services for this age group are at glow level
in most countries, covering 5°/0, less of children. Parents of very young

children st therefore depend heavily ., either informal arrangements, and

here important  to stress the critical role of grandmothers, . buying
private services. The situation compounded by the fact that Parental |eave
in most countries still gt gn €arly stage Of development, both in (grmg of

payment and flexibility.

For older children, . ., 3years the situation rather different. There
widespread trend g5 provide three years of publicly funded nursery schooling
or kindergarten for children from 3, However, in st countries this
not Matched by the provision of services providing care and recreation when
children ;0 ot at School. Schools may not fully recognize their ., role,
reflected for example in inadequate provision of meals and care during mid-
day breaks .. in the hours that schools

a

are open.

This general picture needs i be qualified in four ways. First, the Nordic
countries combine relatively well developed Parental Leave with high levels
of publicly funded services for children .. 12 months; all have commitments
to Provide publicly funded placesfor all children o, this age.These countries
have the least difference in levels of provision for children under and over
and in all ,qogpublicly funded formal provision provides far more Provisi-
on than either privately funded service , informal arrangements.

Second, France and Belgium have universal nursery schooling, extensive Outf-
school provision and above-average levels of provision for children under 3
around 20-25%, partly due {5 admitting 2year olds into nursery school.

Third, the UK, Netherlands and Ireland provide no full-time  Parental Leave
entittement  the Netherlands has ,, entilement , part—time leave, the other
two countries have . entittement of any sort, have very limited or no nur-
sery schooling and have large numbers of 4 and 5 year olds in ordinary pri-
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mary school. In short, they do po offer ,substantive gage Of nursery school
or kindergarten, geared o children from 35 6 yeqrs,

Finally, should be noted that 8 countries provide direct subsidies o parents
to reduce the costs they pay for using private services. The most common

system  some fOrm of {ax reduction, and in most casesSubsidies 4. availa-
ble ¢, all families. In Germany, Spain and UK however they . targeted gz
lower income families.

I want to turn now to the principle of coherence. What | 05, by this  best
illustrated by giving the example of the Nordic countries, which have deve-
loped 4 coherent and integrated gystem Of services for young children from 0
to School age at 6 or While there may be ggme diversity in type and mana-
gement Of services although this varies between countries, all services gpe.
rate Within  , singled unifying ~ framework. This framework encompasses the
law; administrative responsibility; funding and costs to parents; oPening hours;
multifunctional approach covering cgre, learning and social support; and
training, pay and other employment conditions for the workforce.

a
common

This coherent gystem Of services for young children in the Nordic countries
located within the welfare system. also well established. More recent-
Spain has opted for , coherent and integrated approach, but has decided

to locate all services for children from Otg 6 within the education system. This
major reform still being implemented, having only been introduced g the
result of major education legislation in 1990. Education authorities 5re now
responsible for all services for children from 0, 6 years, and Otp 6 recog-
nized ,gthe first stage of the education gystem, although 4. and education
are 'ecognized o be inseparable. The Oyg 6 service  further integrated th-
rough curriculum guidelines and the development of ,workforce of speciali-
sed early childhood teachers, who train 5 work with the Otg 6 age group.

Elsewhere in the EU however, services for young children ;.o split between
welfare and education gystems. N some Ccountries, such 44 Greece, lIreland,
Portugal and the UK there  considerable overlap between the gystems for
children 4\ er elsewhere, for example in the Netherlands . Italy, there

no overlap, o for example in France and Belgium, only ,small gmount Of
overlap for 2 year olds. This division of services between o systems creates
great incoherence _ unjustifiable  inconsistencies and inequalities between o,

vices.

Services in the welfare gysiem are traditionally ~ oriented 1y provide g foOr
children from families with employed parents or Social problems; nursery
schooling ~ oriented o providing education for all children, but only a3
years. In terms of law, administrative responsibility, funding, cost to parents,
opening hours, availability and staffing, there .o large differences between the
services in the welfare gygiem and those in the education gystem. A striking

example concerns the training,  status, pay and conditions  of workers, all of



which 4. invariably  better in services in the education system; as a con-
sequence, workers with children under ~ who 5. largely in services in the wel-
fare gystem, have the poorest training, pay and conditions and the lowest gia1ys.

A country Which does o fit easily into this dichotomy of coherent and g
regated services  Germany. All services for children under school age come
within  the welfare gystem, and there ;.. 5 number of similarities  between
services for children under and g,  Yet in many ways, despite having the
potential, there ot 4fully integrated gystem. Especially in the former west
Germany, there avery low level of provision for children under 3 years,
combined with long period of Parental Leave; while for children o, 3years,
there  widespread kindergarten provision, mest Of Which however open
for relatively short hours, and ot geared iy the needs of employed parents.
In effect, ¢ least in the former West Germany, there  _split within the g
tem Which divides services for children under and

0-

yS-
over 3 years.

These points of accessibility and coherence ,, be illustrated by briefly des-
cribing  gome Salient features of the services for young children in three
countries, which also illustrate of the wider differences in approach g
be found within the EU today.

some

Over , period of only 30 years Denmark has developed the o5t extensive
of services for children the EU. Publicly funded provision
system young p
available for about 50°/oof children under 3 and 80% of children aged 3 tg
A recent major reform and extension of Parental Leave has reduced the
demand for services for very young children, but this has been combined with
a Government  guarantee Of g publicly funded place for all children o 12
months by 1996. doubtful this target will be fully met not least becau-
of 4 recent increase in births; indeed  has been estimated that 60,000 peyy

se
places will be needed by the year 2000 to accommodate the growing child
population.  However, about two-thirds of all local authorities are able o

guarantee places, and the national waiting list for places has fallen from 35,000
in 1992 {o 12,500 1995.

In 1994, public expenditure ,, services for children under 6 yas about DKK
11 billion,  excluding capital ¢ogts and infrastructure  ¢ogtg Such g staff train-
ing. This .jmes to about 1.29% of GDP.

Denmark combines  coherent system with considerable diversity. All servi-

ces are I the welfare system, at national and local level, and all are covered

by the ¢gme laws. A 1990 Government Circular makes  clear that services
are Multi-functional,  with care, educational and social support functions. There

a common funding system, With 5 common @pproach g parent contribu-

tions geross @ll services; g average parents pay 21% of total running costs.

Finally, and particularly important, all staff ,..qq different services have ,

similar level of trair.1i.ng the basic training a35b year post—18course, pay and
employment  conditions.
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At the ggne time, the services themselves .o not uniform.  While o5t gre
provided by local authorities, . substantial minority 5. managed by private
non-profit organizations. There  considerable diversity in types of service,
including nurseries for children aged0-3, kindergartens 3-6, age-integrated
centres 0-6 and organized family day .5 Recently, there has been rapid
growth what ..o called ‘forest kindergartens’ where children and staff spend
their time, throughout € vear, the countryside. The system also gives great
autonomy to individual  cengres, With 5 minimum  of national regulation and
astrong reliance g, o highly professional workforce, active involvement by

parents N the management Of services and , sirong emphasis o listening g
children.

France has 4relatively high level of publicly funded provision, with places for
about aquarter of children under 3 and nearly all children from 34 6years.
However, contrast With Denmark, services for young children .o divided
between o systems. For children under  there are arange of services in the
welfare gystem, including various kinds of nurseries and organized family day
care. There also , potentially long period of Parental Leave
but this  paid 4 4low level and only where there

in the family; o, far, take-up has been low.

»up to 3years,

are two or more children

From the age of 2 years, children .0 move iNto nursery schools: about 5
third of 2 year olds attend and nearly all children from 3 Nursery
schools 4. provided through the education system. They g free of char-
e Whereas parents contribute o welfare system services, paying about 28%
of 'total costs, Welfare system Services o open for longer hours than .
sery schools. They 4 also differently — staffed, having higher staff ratios than
nursery schools but staff who mainly have lower levels of training than
nursery schools teachers. The orientation of the services in the o systems
also different. A government Circular in 1986 emphasises that services in
the welfare and education systems have different functions, and that schools
are not Providers of ...
Two other features of French services ;.o important. France the only EU
country where all employers contribute g the ot Of services. The Family
Allowance Funds, which .. financed by compulsory employer contributions,
contribute  about a quarter of the total ot Of services  the welfare system,
and play avery active role in stimulating the growth of , wide range of local
services, both for employed and non-employed parents.

France also combines relatively high public expenditure directly subsidising
services with the 05t comprehensive range of direct subsidies for parents. In
addition 5 5 general gy relief, grants e Provided for families using family
da){ carers, While the family allowance funds pay Parents’ social secur'lty contri-
butions jsemployers  the parents employ yfamily day chper or gPrivate caper
in their o, home. This reflects 4 cgneern that individual private 5arg Should
not be marginalised in the labour market.



My final example the UK. As already noted, the UK has ;5 number of dis-
tinctive features: , Parental Leave entitement; ,limited gygtem Of nursery
education, available 5 5 minority of 3and 4 year olds and only ., g part-time
shift system; an €arly ageof compulsory schooling ¢ and the admission of
many children 4t 4 into primary school. Unlike Denmark and France, UK
policy that public responsibility o provide services limited o children
‘in need’, identified and referred by social workers. Parents requiring gre for
their children while they 5. employed st rely o informal arrangements
or buying private services; reconciling employment and caring for children
regarded ,qgp €ssentially private magter, to Pe l€ft o parents.

This has created o distinctive features. First, st €mployed mothers with
young children work part-time, and many work very short hours. \Whereas
British fathers work the longest hours in the EU gn average of 47 hours , week
compared, for example, o 41 in Denmark, employed mothers work the
shortest hours except for the Netherlands 24 hours ,week compared o 34
in Denmark.  Moreover, half of all part-time employed mothers with child-
ren Under 5work evenings, nights o weekends. Care arrangements in the UK
therefore depend heavily o women tailoring their hours of work g fit in with
informal ;36 arrangements, asWell 55 4 high labour market demand for
en Willing o work short, ‘flexible’ hours.

WOo-
m

Second, there has been arapi(.j growth of private services in recent years, es-
peC|aII 7 asemP Xxment hasincreased 5,4, g women with  voun g children.

The number of prvate nurseries, for example, has quadrupled , lessthan 10
vears, This market rivate, formal services increasin g]Y used by more €du-
cated, higher earning parents, with mothers working longer hours, and who

resolve gome Of their care arran gements throu gh bu in g services. The net result

of grownf  Prifate providigh and low levels of <o ry education g that yost

youn g children in the UK who attend aservice are dependent on the parents

witlingness and ability o pay for that gopite.

Finally, like France, services in the UK o split between ity systems. The
welfare gystem Provides for , relatively small number of children defined ,4‘in
need’, ygwell ggregulating private services. The education gysiem Offers 5 mix
of mainly part-time nursery education and early admission i primary school.
Differences between services in the o systems are similar o those in France.

The conference theme  also concerned with contradictions and partnerships.
| want to conclude by raising gome questions about services which st be
satisfactory answered o achieve 4balance . partnership of needs and interests;
and which not resolved, produce tensions and contradictions:

What mix of services, leave grrangements, Workplace measyres @nd fathers
taking 4 greater share of caring will produce care arrangements that meet the
needs of children's welfare and development, gender equality, family functio-
ning and employer labour supply
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Can ), develop services that 0et the needs of employed parents asWell
asbroviding ,qe and better employment for workers the services Put gy,
other way, there , danger that ;o may expand the quantity of jobs  these
services without improving the quality, g the detriment of children and the
dominantly female workforce

pre-

What  the appropriate role of employers  relation q servicesfor small child-
ren, to ensure that their labour force needs 5 integrated with other needs such
aschildren’s Welfare and development, gender equality and family functioning

How should services for young children  be funded t5 gnsure accessand
coherence, and in particular what should be the division of responsibility bet-
ween Public authorities, employers and parents

possible ¢y coordinate Welfare and education systems to increase cq_
herence between services ., .4 COherence only be ensured through integra-
tion of all services into 5, multi-functional system

L will ot attempt Ul answers to any Of these questions, but leave them for
you to consider. My main conclusion however would be that \ o need tg move
away oM the narrow  concept ©Of ‘child 4o services for working parents’, to
the broader concept Of 5 multi-functional and flexible ‘early childhood 40
and education service’, that  able {5 meet 5 Wide range of needs for all child-
ren @nd parents, whether . o the parents are €Mployed _ needs that inclu-
de c4re, SOCialisation, learning opportunities  and social support. What | 5
advocating 5, integrated service that  comprehensive in coverage, coherent
in approach and viewed .q g, essential part of any society’s social and gcono-
mic infrastructure.  Features of the service, such 44funding and staffing, should
not Only be coherent ..o different ynes of provision, but reflect the im-
portance, Universality —and complexity of the needs that the early childhood

service seekstg meet; that would .., for example, that funding cgnnot be
determined the labour supply needs of individual employers and that the
training and employment conditions of staff working with children under 3
should ot be 4t 5 lower level than staff working with older children.

| believe that only through the development of a Comprehensive, integra-
ted and coherent early childhood service of this gy that e gy COMbine the
social and economic goals of child welfare and development, gender equality,
family functioning and 4, effective . of the labour force.

Peter MOSS

Thomas Coram Research Unit
27 Woburn  Square
UK-LONDON WCIH 0AA
Phone: +44 171 612 6957
Fax: +44 171 612 6927



Close-to-home Services:

New Sources of Employment

by Jean-Francois Lebrun

The basic demand, or Why g service voucher

The question of service vouchers .o oo first of all from

which ., be divided into three phases:
__ the recognition of needs;
_the recognition  of the necessity o stimulate ,solvent demand;

__ the establishment of assistance mechanisms.

an nitial - approach

The recognition of needs,
or Why call for the development of close-to-home services

Our action p,st be guided primarily by the highlighting and satisfaction of
new Needs and those needs that , . still unsatisfied. The observation simp-
le: many needs still remain unsatisfied today. They correspond i, the deve-
lopment in ways of life, o the transformation  of family syryctures, to the
increase in work done by \yomen, and g the ,q,, aspirations of 5, elderly
population.  They also correspond o the need 5 repair the damage caused g
the environment and t, rehabilitate the mogt disadvantaged urban ... We
therefore have t, reconcile individual and collective aspirations for  better
quality of life and Work with the demands of competitiveness.

The objective of fighting unemployment of course present in the debate
close—to-home services, but not What should be 4 the cepye Of the deve-
lopment of these activities. not g question of creating jobs for the sake of
creating jobs. the satisfaction of ., and old needsthat gt generate new
activities and thus be away to create jobs. a duestion of establishing ,

development policy, .. industrial policy for services.

The recognition of the necessity to help 5 solvent demand emerge,
or Why does g market  for these activiies have difficulties to develop

We have 5 ask 5, essential question .. voluntary policies necessary to pro-
mote the development of these initiatives not enough simply g recog-
nize the existing needs for _large number of activities such needs exist,
doesn't the market automatically have o provide for them

There are so many studies, more and more of them, which examine this pro-

blem, that observation of ., daily life shows that supply and demand for these
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activities encounter Major obstacles. As jreminder, | will mention g Of them:
The relative insolvency of the demand, which connected with the ¢ogtg
of the work. The problem of the ¢ggt Of the work, and oo Particularly
that of the non-salary cgsts Social security contributions  and zxes gn iN-
come from work still more present in these activities, than in others, in
View of the low gains  productivity —and the intensity of work found in
these activities, which, oreover the main point in the context Of com-
bating unemployment.

The lack of girycture in the supply because of the very non-existence of ,
solvent demand, but also because of , rationing of public assistance for cg.
tain activities of social . collective natyre due g the budgetary difficul-
ties also, with the administrations being organized separately, o dO not
always take proper account of the positive budgetary effects generated by
the active employment policies and the social policies.

The reticence about taking pari in such activities, gyen benefiting from such
services. We gy Still part Of 5y industrial way of thinking where o see
some Service jobs ;g degrading and where o geeCONSUMption of services
as a Superfluous  luxury compared with consumption  of durable goods.

The establishment of assistance mechanisms,
or Why a mechanism to support demand

In order tg remove Obstacles o satisfying needs and thus guarantee and offer
the adequate development conditions, actions e necessary.

These actions may encompass very many forms, affecting several political
spheres, and involve | merous Participants. The experiments implemented
in several States of the European Union themselves show the diversity of the
resources and the approaches used.

In this regpect, Often appears necessary to re-examine the traditional meth-
ods of intervention of employment policies, which favour targeting by cate-
gory of people, such g the young or the long-term unemployed. Several
member siates have already started thinking about this and have initiated oy
instruments,  geared o towards the development of .o, activities than
towards the social handling of unemployment.

The addition of targeting o, activities leads o working , several fronts. Both
demand and supply have {o be taken into account, Development  strategies do
indeed have {5 be discussed. To gpgyre itS syccess, tis strategy must be glo-
bal; anal sin the needs, markin g gy the obstacles, develo pin the ocagsay
qualifications, adapting the Judicial and fiscal framework, and giving structu-
re to Supply by aids g investment.

But to make demand solvent 4 Prerequisite, a necessary condition for the
development of these activities. This reduction the ¢ost can take place through

several channels, such subsidies for Production reductions in social

as or



contributions  for the service provider and subsidies for consumption or fis-
cal incentives for the beneficiary of the service.

Subsidising consumption  has the advantage of ot upsetting the structural

conditions of supply and thus highlighting that employment in these activities
normal.  Also, subsidising consumption allows the reduction prices o be

modified depending o, the beneficiary’s family . financial circumstances.

The service voucher, what in fact

First of all, what not A parallel currency or the result of ;. exchange. In
its basic concept, the service voucher constitutes 5 simplification  of the pro-
cess allowing  consumption  of certain activities o be subsidised. first of
all avoucher, like abank cheque, that apiece. of paper with which a corpo-
rate body o a person makes 5 payment to athird party. But, also, entitles
or Will entitle them 5 , reduction the gt Of the activity. This reduction

may come from the public authorities , other bodies such asacompany, an
insurance  company, g Mmutual society etcetera. A service voucher . ... from
a consumption-subsidising  easyre,  90€S not precede fit.

therefore  , method of payment Wwith three characteristics:
__an ability 5 target beneficiaries, accessible services and service providers;
__ g Ppossibility 5 reduce prices , increase purchasing power;
g Mechanism  for issue by private purchase ., organized distribution.

Distributing these three characteristics helps o design , family of service
vouchers. In Belgium, the ALE voucher .. member, the service job vouch-
er in France  another. In these tywo cases, the agpects Of reduction in
prices and targeting certain activites which .o favoured, ,othe purchase
of vouchers voluntary.  As for the egtaurant Voucher, provides 4 reduc-
tion the prices granted means Of benefits in kind, which helps increase
the purchasing power Y organized distribution intended for employees. The
same applies to the formula of service vouchers used in simulations carried o
in Belgium 5 the rgquest Of the Roi Baudouin  Foundation and by the Plan-
ning Office.

The need for g development strategy, or How to obtain quality jobs

The market  where service vouchers ., be used pyst not constitute o dual

market, strictly regulated and reserved for the unemployed. For the introduc-
tion of service vouchers does ot imply intervention , the service market.
The only requirement compliance with the accreditation conditions for
receiving the service vouchers ,qpayment for example compliance with the
limits 5 use ©f the service voucher, jobs with giarys and quality of the servi-
ce. Accreditation may favour the formation of service companies, of a non-
market and social market where the job will be carried oyt o, the

economy,
normal conditions of the employment market. The existence of these inter—
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mediary companies, the ggngethat they constitute 5, interface between the
consumer and the service provider, limits (.- rse to Various forms of domesti-
city. Competition st Stimulate creativity, quality and favourable prices for
the beneficiaries. Accompanying measyres, Particularly in grms of communi-

cation g the public 5t large, help g avoid confusion with minor jobs, ., adap-
ted professional training policy and jccessto g development fund 5.0 necessary
to ensure aSupply of quality services. The development of close-to-home servi-

cescannot come M one SiNGle meagyre but from , coherent gyrateqy,

To help develop the supply of services ,or g Wide base, thus responding g
the different demands and the aim of creating jobs, 5 pags €ffect, that 4 Si0-
nificant growth in demand, could be envisaged. would be , question of
developing ., issue of service vouchers both . ,voluntary purchase basis and
on the basis of organized distribution.  In this respect, the inclusion of , servi-
ce voucher distributed {, employees ,q 5 benefit in kind may constitute
interesting option both for the employee and for the collective group, as
becomes part of the wider debate ., the allocation of the profits of produc-
tivity in order tg create €mployment. The ;... applies o organized distribu-
tion {5 the elderly o families ,qpnat Of their social security benefits.

an

Since there large supply of moonlightin work in close-to-home servi-
a'arg pply ghting
ces, the qe of the service voucher may constitute 5, efficient method for ;..
bating informal work, and, consequently, , net benefit for employees from
the point of view of social for the from the point of view of
p cover, consumer p
guarantee and quality, and for the public authorities from the point of view

of taxation.

Taking account of the windfall effects, or Why favour targeting

Offerin reduction in price, whatever the mechanism used, involves bud-
ga P a
getary cost that myst be compared Watllthe benefits obtained.

The studies available ,, the question of the service voucher help, particu-
lar, o quantitatively —confirm the relation between targeting and effectiveness
of 2 measure Of economic policy . employment policy. Bad targeting or no
targeting revealed in windfall effects which correspond g the decisions, for
example 5, buying o, employing, which would have been decided anyway.
The absence of targeting , activities which 56 at present developed little .
not at all, not because of lack of need but because, in particular, of 4 cost
which prohibitive  for the .qnsymer, generates a net loss for public financ-
eg and social security and jlow gain  tgrmg Of jobs.

Thus, in the 50 0f proper targeting and, asan illustration  for Belgium, of an
allocation of 2.5 billion o, more o less half of which , be borne by the
public authorities 4 4 subsidy for demand, the estimates of the Planning
Office come to g 9ain of around 60,000 jobs and 500 million o, for the public



finances. In the absence of targeting, which corresponds , g, undifferentiated
stimulation  policy reduction in taxes, increase in available income, the gain
in employment limited o 15,000 jobs, and public finances record a gap
which has {; be made ., in the region of 1 billion which corresponds
overall , the fiscal and parafiscal benefit granted.

ecus,

Does targeting, for all that, aan the same agConstraint  The zngwer to this
guestion to be found in the needs. Needs for close-to-home services, which
include services for people, e large. We therefore have {; make , distinction

between lack of utility and lack of development.

This targeting g new activities, pe in the gopge that many needs still remain
unsatisfied today, also brings |5 some answers O the critics who, quite often,
accuse €mployment  assistance policies of being expensive. true that such
targeting . help reduce the effects of substitution —and windfall. Satisfaction
of these oy N€EUS creates new 1OPS, I the game way asany new satisfaction
which increases the level of production.

Current developments, or What are our neighbours doing

The necessity for the giateg Of the European Union o facilitate the develop-
ment Of such services, in order o satisfy the needs of their populations and
increase growth in employment, has been stressed in the conclusions of the
Essen European Board. As ,reminder, this importance given o these servi-
ces stems directly from the Commission’s  official repqr, Growth, competitive-
ness@Md employment. In this ygport, the Commission presented , series of ways
to help the development of o\ sources Of eémployment, which include people
services. Among these ways, the Commission mentioned service vouchers and
tax allowance mechanisms aiming to reduce the cqog¢ Of these services.

The governments ©f the Union who have decided o develop these services

have opted for such eagyres, thus:

the French government has established  system of service vouchers allo-

wing 550% tax allowance for expenses incurred individuals  who call 5,

family uses:

__the Belgian government has established another gystem of service vouch-
ers Which allows individuals , have domestic work carried oyt by the long-
term unemployed by benefiting from 5y allowance;

__the Danish goyernment has introduced  financial - assistance for households
which declare services carried g in their home.

Other  governments and local administrations 5. €xamining the possibility of
implementing  measures to support the development of these activities through
the service voucher.

not oNly governments Which e interested in the development of people
services. An increasing number of companies .o establishing services availa-
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ble {o their staff. And this ot only ,privilege of large companies. Thus,
vouchers for child-minding o also distributed {, employees of certain com-
panies, particularly in the United Kingdom, g allow them . cessto external
child-minding  services gt 4 reduced price. One also thinks of the companies
that subscribe 5 contracts for looking after sick children 4 home. The world
of associations  also present on the service voucher stage; we hear of wash-
ing vouchers, elderly people vouchers gtcetera.

The service voucher constitutes an instrument  of development for service
activities, which helps o increase the quality of life and create 4 Significant
number of jobs. involves , desire shared by the public authorities, the
employers, the workers and the whole of society. But, zgthe Commission's
report emphasises, Nothing ~ would be ., dangerous for ,, Europe than
to maintain  syructures and customs Which  gypport  resignation, | egerye. and
passivity. The awakening omes from ., active society by citizens aware ©f
their ,,, responsibilities and moved the spirit of solidarity towards tho-
seWith whom they form local and national communities, rich in their histo-
ry and their ., mon feeling of belonging.

Jean-Francois Lebnm
European Commission
27-6/ 69, 200 Rue de Loi
B-1049 BRUSSELS

Phone: +32 2299 22 74
Fax: +32 2 296 98 48



The Contradictions of
Service Vouchers

by Dominique Decoux

The context

Our society and the world general geem to Pe at 5 real turning-point his-

tory, Our post-industrial societies gre Said to b€ 4 process of change, 5

change which today geemsto pose questions, fundamental problems, for which

new and different  solutions need ;o be created:

__the increase  the number of unemployed, whether receiving benefit . ot
the weakening of social bonds;

__social needs, pot being met, particularly g regards services o people;

__the need to render democracy more dynamic democracy and truly parti-

cipatory, etcetera.

Although obvious that the lack of jobs in 4 society, myst be g central
concern @nd must mobilise the forces of dynamism and intelligence _ employ-
ment  so much 5 source of independence, of recognition and social bonds

the solutions proposed myst be linked 4 serious thought about the ty,e of
employment o be promoted and the type of society in which participates.

The question of employment associated with the question of instability, ¢4
lidarity, quality of life, participation, gccessto active citizenship and thus demo-
cracy. But the way in which the question of employment will be posed and in
which the solutions will be envisaged also based g, the idea that , have of
the division of tasks and work and family functions between on and omen.
This aspect of the question, which  4; the heart of reconciliation, today still
largely determined avision inherited from the pagt, according 1o which  yaq
exclusively the mans job to keep the pot boiling and the women's to serve
her lord and master and iy ¢4 tenderly for her offspring.

For all these  o4a50ns that make employment , burning question, e must
avoid rushing into ,, activism that aims tg create €Mployment, any old how,
with any old gtatys and gp this subject sanctimonious wishes 4.0 not €nough.

recognized employment, that has ,value and brings social gaqs allowing
people o take their firm and stable place in life by the pay and social protec-

tion that hasy be developed. this which allows workers g escapefrom
instability, o develop relatively long—termplans in life, g open themselves up
to the outside world releasing them from worries about tgmorrow @nd

dependency o, others their partner or Public assistance.
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Are e Merely stating the obvious here Perhaps, but these are Obvious facts
that agood idea 5 remember 4 this time when the employment market
being deregulated temporary work, fixed term contracts, Part-time work,
sub-contracting o outsiders, shorter hours etcetera and people are questio-
ning so-called passive aasures devoted simply o monetary  fedistribution
in this 550 unemployment  penefit which would o be part Of g, active
policy o combat unemployment professional training, courses for young
people, measures to help find ai0b etcetera.
So, all the ,55rammes for employment  implemented  today represent a
break away from the oy, of indefinite full-time employment, and bring
about  transformation in the idea of work.  Access o work for 5 fixed
period regarded .4 positive in itself and made possible by 4 reduction in
personnel expenses for the employer thanks , public financing lean-Louis
Laville, 1993.

We gre beginning o recognize that these aasures are having little tangible
impact ,, the real creation of employment, so important ¢y, the Windfall
and substitution effects replacing ,, older worker with ayoung One

So there  ;lot of improvisation the creation of jobs. g 9eneral pheno-
menon N Europe. And for o,..o months .. there has been anew idea _the
development of so—calledclose—to-home services which constitute real sources

of jobs.

We gy therefore going to make ) duty o promote employment in these
services.  already attracts oy attention g the prism which used straight
away to tackle the problem of these services. The fad for close-to-home servi-
s, collective - services, demonstrated certain groups of people geemsto stem

ce
only from the possibility they perceive of putting teng Of thousands of unqua-
lified unemployed back 5 work.

The service vouchers ... into this perspective. But 4 900d way of tack-

ling the question of close—to-home services

Service vouchers: An instrument for developing collective services

How DID THISIDEA EMERGE
From yo Observations:

__the massive creation of jobs in ggctors Subject 1 international  competition

highly improbable. More widely, investments in the secondary gector are
rather rationalisation investments which 5 ,large gyient damage employ-
ment;

sectors Shielded from international competition, there are many sources
of employment. Needs ggam to exist which .. ot satisfied, particularly
close-to-home services, defined ;o personal services which make daily life easier
and allow people o deal with arange of personal ,, family problems.



So, according o the promoters Of the service voucher, . have {4 ask oursel-
ves Why, in the face of these needs, ;, market has ot developed. Three factors
are Mentioned:

the problem of the gt Of such services for the individual that has g pay

salary to the service-provider, leading o the development of moon-

agross
lighting;

_ glack of grycture the supply;
the cultural habits and cultural connotations which slow down demand:
firstly, Europe, e Prefer o spend g get material goods rather than

to allocate part Of o resources to Services, confusion of such services with
domesticity.

The central problem would therefore be the creation of demand. In order g
get the citizens of ;. country out Of their bad habits necessary to indu-
ce forced  consumption, allowing g Of the services concerned iy be artifi-
cially stimulated and the creation of ., jobs.

The service voucher, according g its promoters, meets this objective becau-
se, by receiving gt of their pay In service vouchers, workers will ;qa ger.
vices to carry out part of their non-professional ~ work. They will share part
of their overall work with other people who will thus have ;..eq5t0 €mploy-

ment.

CRITICISMS

Cultural  resistance tg consuming  services

We feel 5 \ye are dreaming when . hear about this resistance that would slow
down the o0 Of services; hearing that o, many questions 4. Posed about the
existence of jdemand for services and about the need { stimulate for o
emerge. AS aWomen's movement, we are very Well aware Of the lack of 55
vision and collectively useful services facilities for looking after children of
all ages, care and assistance for people, training etcetera which 5o Much affects

the lives of women and families.

In Belgium, ,certainly other European countries, no longer gyen aioke
to say that  parents want a nursery place for their child after born they
should find one before conceived

A definition tecbnocmtic  yne needs

the ambition of the yromoters Of the service voucher 5 create €mploy-
ment by developing ,demand for services without additional qgtg for public
finances and social security.

The Planning Office in Belgium hasjust shown that in order 5 be 4 g ccess
on these yyo levels creation of employment and no additional gt for the
State, fiscal assistance that subsidy for consumption  ust not give rise g
windfall ~ effects. This implies that st avoid giving , public subsidy

households for services that they would have consumed in any case.
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In order 4 be efficient o, 5 macro-economic level, the services accessible with
the service vouchers should be the subject of j restrictive list, separate from
families’ present consumption  habits. This objective of macro-economic  effi-
ciency would then very largely contradict the objective of responding o the
needs in the place where they g located.

From this point of view, therefore ot 5 question of organizing a respon-
seto existing needs, the importance of which would have been measured, but
to IMpose ey N€eds g, g population ,, the basis of , theoretical study, foun-
ded ., debatable ,priori arguments.

The other strategies would ot lead g such good progpects. SO, the idea of sub-
sidising , resubsidising existing o future collective services geemg unsatisfac-
tory to the defenders of the service voucher, since this type Of measure puts the
main emphasis o, the creation of jobs and ot oy the development of , market.

A lack  strycture in the supply
Today e Often hear that the supply structured the existing subsidised

services inadequate g satisfy the demands which 5., made ,, them and ¢
respond o all the needs lean-Francois Lebrun, Lysiane de Selys, 1994 As 4
movement and co-ordinator  of services, e have for years been deploring the
fact that insufficient,  indeed g\ iNaccessible t, certain gyen very avera-
ge family incomes. This  the raaqon WhY e 90 not ceaseto demand better
subsidies for these services, in order iy allow all the demands o be better et
This would ggem to be perfectly coherent. In the report of the Roi Baudouin
Foundation, however, the development of subsidised services e recog-
nize this to be gne Of the possible royes _ regarded ggnot very efficient, g

does ot involve g sufficiently  gooyre increase in the demand |ean—Francois
Lebrun, Lysiane de Selys, 1994. What astonishing contradictions

In the light of all this, o think that the idea of developing and creating sub-
sidised , resubsidiased private and public collective services has been with-

drawn straight away without  prior in-depth studies. This ggemg linked 5 4
quasi—obsessionadbcus o, the necessity o stimulate . hesitating demand, and

on that of creating 5 market.

Developing close-to-home services g combat unemployment: the {rapg

As e said previously, the commitment ¢ty close-to-home services has deve-
loped in gq far gthey 4 perceived ,qsoyrces for job creation, accessible g
the unskilled unemployed.

In gyr Opinion, certainly ot ignominious o be 5, unskilled person out
of work and yet should be pronounced that this supposed lack of skill
questioned by certain number of researchers. What ignominious however,

that the tgne Of the debates gives the impression that they will remain g,
for oyer and that the only work accessible g them  _job that does pnot de-
mand ,lot of qualifications.



This mixture makes way for despair among the unemployed and for depreci-
ation of the workers in these ggctors and of the gector as a Whole.

We 4y faced here with , confusion, generated by public policies which, faced
with the urgency of dealing with social problems including the lack of jobs,
tend o regard close-to-home services ,qsimple tools for combating unemploy-
ment. Their specific napyre and their contributions 5o often . appreciated.
The presumptuous nature Of these proposals  revealed the nice combina-
tion of activities covered the studies , the service voucher: shopping, light
repairs, light gardening, washing cars, floors, clothes, ... work, tutoring and
child—minding. All these ., similar things which, for the promoters of the
service voucher, require but few qualifications; aptitudes often feminine
moreover rather than technical skills.

ones,

This omission o consider the gector Of the collective goctor reveals that clo-
se—to-home activities 4o still perceived as adjacent activities, synonymous
with  devotion, and only arousing sporadic interest for their possible  contri-
bution g the creation of jobs. In short, many decision-makers  continue g
think that real jobs, producing and creating wealth, are industrial  jobs, and,
noble services exist, they ..o the services {g companies, linked with indu-

stry 1

to be feared that in the gyent Of 5 towards , o lONg economic cycle,
bringing ey iNnovations  generating growth, people will become uninteres-
ted in the development of these services.

We gre Still waiting for the epistemological  revolution which  will  oe
when accepted that pat of the services obey , different logic ¢, that of
work in the sphere of industrial production.  While we Wait for this, personal
and collective services ,,q Still goopn ONly aspalliatives against unemployment
at the whim  of fluctuations growth |ean—Louid.aville, 1993, and not for
their specific and primordial ~ contributions  in society.

In this perspectiv, restricting oneself iy saying that we have do away with
the coloured view of minor jobs and promote a more POSitive  image of
service jobs,  another proof of ,virtuous intention. from reflections

on its social functions of solidarity and democratisation,  and 4 recognition

of the qualifications  of the workers engaged in these services, that the stig-
matisation  of this gector Will end. So, the development of close—to-home
services leads tq original ,nswers to the problems of employment, they are
not conceived solely with the aim of creating jobs gn employment market
for the unemployable, as some People cynically say. Their first raison
détre  based , the desire y, offer , structured response N the public sphere
to needs for personal, social . collective services, 4 Structured response
which st be accessible ;5 the whole population whatever their income.
The close—to-home services refer g directly y; the debate . the societal
options for the future.
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The service vouchers.’ aid for the development  close-to-home services

The injection of service vouchers into the market, whether in 5 compulso-
ry form o npot,  Unimaginable without , parallel increase in subsidising the
services. These subsidies will allow the services o demand only 4 partial
contribution  from the in proportion g their income. Without sub-

users,
sidies, either the services will make the pay the full price for each hour

user
worked, which profoundly  anti-democratic  and socially unjust. Or they
will demand 4 payment in proportion o the users’ income, and they have
5 deficit, . simply choose to respond o the needs of jwell-off clientele that
can pay the advertised prices.

The services need additional | ogoyrces. Service vouchers .o regarded ,q 5
contribution  going  this direction. And yet this type Of income  all the 50
hazardous because the competition between different types of services care
work, delivery of shopping, child-minding, ggwell jgwithing services of the
same type different minding . caring services will be encouraged the law
of the market. What will be the stable financial bases ,, which they 4. to
pursue and develop their activities Will they be able {y offer their workers

real indefinite full-time jobs.

What  also worrying the good conscience that the existence of the service
vouchers  risks to generate among the public decision—makers. The service
vouchers |, the risk of being regarded 55 5 major tool for developing servi-
ces Pecause, providing  resources, theY create g Mmarket.  They therefore
run the risk of stopping anecessary analysis in society about the role and the
visible development of collective services.

Why, then, should ., choose this policy of service vouchers which has g4
many disadvantages An ambitious policy for developing collective services

thus needed. They should be financed by , social economy  or non-market
fund, receiving resources fTOM new t@xation o, the financial capital and the
reorientation  of aids t5 employment, which .. today o, expensive and g in-
efficient.

We need i, diminish the .4t of work, way of reductions in fiscal and
parafiscal charges, for these ggcigrg Of collective utility.  These reductions
should be compensated for in full by alternative financing easures in the
social security system.

SERVICE/OQUCHERSEUXURY GADGET ORMEASURIPROMOTINGRECONCILIATION

AND IMPROVEMENTN THE QUALITY OF LIFE
What should , think of ,formula that would automatically allocate the equi-

valent of 67.5 gcys to g Worker who received g pet monthly income of 1050
ecus Whether this worker feels the need g ,go SEIViCES o not. What should
be done with 67.5 gcys  one N8Sto meet daily needs for child-minding, .5
for the handicapped , the sick, sometimes major needs for tutoring, conti-

nuous training



these 67.5 gcys are not @ccompanied by . ambitious policy of resubsidising
collective  services, 4. they going tg give gocessfor everyone depending 4,
their income, g quality services

In 5 compulsory  service voucher gygem Would vouchers go to those who need
these services the most Obviously, e Of o, Plan commissioners said, dist-
ribution  of these service vouchers in proportion {5 income will o satisfy the
requirements that need 5 be met.

Nothing  guarantees the fitness between needs, such
population, and the j..oqsto Services, to the way
household means ©f the service vouchers.

as th('ey _appear in the
the are distributed among

These considerations show how much the service voucher ameasure that
would respond o the need for services in avery hazardous and very margi-
nal way, needs which arise particularly from the growing demands associated
with the search for optimum reconciliation  of work and family life.

As 5women's movement, we are Mobilised for , society where | .., and
men take g, equal part in all spheres of society. For that, they myst have 5.
cess, not in competition,  but together, o their oo rces so that together they
contribute {5 the ~5mmon 900d, o social development. The problems of
reconciling family life and working life gt therefore | longer be, 5o  still
too often the ., .o regarded joWomen's problems. That  why the develop-
ment ©f services of a(:oIIective utility, close-to-home services, and 4 non-stigmati-

sing redistribution  of work essential elements for , radical transformation

are
of society towards o justice, solidarity, harmony and equality.

Towards g lasting development of close-to-home services

A STRICTDEFINITION
Initially, ~ close-to-home services .5, be defined ,gservices that cregte employ-

ment and bring social cohesion. Bringing employment, they contribute 5 the
creation of qualified jobs gr qualifying itineraries for the unemployed, ,qq-
ming gwork giays that ot marginal _both from the point of View of pay
and the type Of appointment and employment conditions _ and possibilities

for training and personal development. They reinforce social cohesion by
giving largely tg what the garg say and the social bonds between
vice-providers, ;5ers @Nd partners.

woven ser-

Contrary o What the model of the service vouchers tends i, induce, the field
where these services gro set up  not inordinately ~ extendable. limited,
we nave emphasised, o certain social services, in this ;.o personal social g
vices. They hold ,relational dimension which ., be induced by their desti-
nation in the 450 Of services o people r come froM 5 choice made by
the promoters in the 45 0f collective  services, like those associated with the

environment, for example, which aim o establish ¢ontacts between and

as

users
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partners. Rather than carrying oyt their activites in 5, impersonal way by
presenting themselves , specialised services, close-to-home services o er the
services for which the relational dimension demanded . 5, essential quali-
ty ingredient ean—Louislaville, 1993.

AN ORIGINALAPPROACH
Whereas the basis of intervention the social services g fill in an indivi-

dual and collective gap or deficiency, and o adapt the individual . the gro-
up to anormality defined ,qquasi-universal  and this, according to methods
defined by the professional competence ©f experts, located g, the outside in
relation o the people concerned social assistance relation 5 the excluded

_ close-to-home  services ,q located in 5 completely different approach ean-
Louis Laville, 1993.

They .o based j, the daily practices of the populations, the relationships and
exchanges which a5y the daily fabric of local life, the aspirations, the valu-
es'the desires of the people who ,.othem. They engender, ¢, doing, the joint
construction  of supply and demand.

The change in perspective compared with the traditional  concepy Of social
services does indeed reside the debates, through which the services o be
created ., defined. Social services dealt with s close-to-home services g
longer originate in the deficiencies presented certain  arget Publics and
identified in relation {5 4 supposed normality, but in collective questioning
about the daily life of those involved. We . therefore far from  technocra-
tic approach |ean-Louis Laville, 1993.

A POLITICALCHOICE
To develop close-to-home services g opt more for the quality of jobs than

for the quantity. But tg give the oqqurces to Close-to-home services o deve-
lop through 5 ey Connection between the spheres of the market, the ..

market and voluntary commitment, not only o facilitate the creation of
activities , real qualified jobs o, qualifying itineraries, also o promote
the appearance of hew Solidarities.

Faced with the exacerbation of , certain individualism, with the weakening
of the social bond, with the increasing distrust of politics, the consolidation
of new concrete Solidaritiesconstitutes an interest just 4 important ,qthe
creation of employment |ean-Louis Laville, 1993.

So, close-to-home  services cannot be reduced o marginal , palliative inno-
vations for _time of crisis. They pose essential questions for the future of
relations between the economic sphere and the social sphere. The development
of this ew area Of activity cannot be left in the hands of experts, Otherwise
we Wil be supporting 4 deficit in democracy which already worrying.

The movements and associations tuned into the local social realities should



thus be privileged partners in this debate. Movements, associations and clo-
se-to-home services are essential to a society because they are schools for citi-
zens, places where one has one’s apprenticeship for responsibilities, taking
decisions as a team, paying attention to others, without which there is no
society (Claude Julien, 1992).

Dominique Decoux

Vie Feminine
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Services for Social Integration
the Scandinavian Approach

by Ulla Bjiimberg

I will  gtart my Presentation by briefly referring {5 gome nNormative and sci-
entific ideas about social integration, ,, which today's social services .o
based.

In the 1930's, the ideal of providing equal opportitnitiesfor  all citizens tg parti-
cipate in society, Which creates a sense Of dignity and belonging, and thereby
social integration 4¢ first developed by the Myrdal couple. To them, social

integration connected g participation ~ within  the main spheres society

economic  production, family life and political life. Other ¢ ceg Of inspira-
tion \yere the ideas about social welfare and social citizenship Timuss and
Marshall, later developed ,gthe power resource approach Korpi.  According

to this approach, social citizenship refers {5 the rights and duties of individu-

als, and o the distribution resourcesWithin 5 given society. Thus, social inte-
gration  linked 4 the distribution  of \os5rces. asresources ENable participation

within the different spheres of society.

Social integration has been goop 554 90al in its o, fight. However, there
are &S0 more SPECIfic [oa50ns fOr striving for it. Social integration promo-
ting economic development Gunnar Myrdal. This idea has recently been de-
veloped .by. rgsegrchers on regional economy and developm'ent, suggesting
that social institutions  play ,substantial role for the economic development

of societies, and regions within societes. Robert Putnam in Italy and Amitai

Etzioni in the USA, for instance, refer 5 the importance of informal social
ties, such 45 common Peliefs and o for creativity, solidarity and
rage, needed for g ccegs in business. Looked

cou-
upon this way, social services

should be considered g investments, and pot primarily 54 costs, in the pu-
blic budget.

Opposite g social integration social exclusion, . social segregation, and gaps
between the citizens .. desintegrating forces in 4 society. Problems of social
integration the classic 4.on4 for sociological studies as 0ld 44 sociolo-
ay itself. For instance, Durkheim identified modern societies . societies ba-
sed ,, organic solidarity — societies with 4 high degree of differentiation  and
specialisation, where social integration has iy be created, i.e. deliberately plan-
ned. Thus, in ;5 modern society, social integration not Just happening by
itself, by advocating g, ideal of pluralism and free mobility. ~Social integration

has o be promoted in 5, active way.
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Social integration 5 not be ordered from above, though. Politicians .44 not
order people g integrate themselves. People do that when they feel motivated
to. My point  that there have 5 be links between the grass root level on one
hand, and the \oqqrces @Nd services provided for people 4, the other, in order
to promote good circles for social integration.

One of the basic ideas of Alva Myrdal was that families that do ,o; have

enough resources Of their gyp should have gccessto common  resources at
community  level. She primarily  referred 5 children with poor parents and
intended that public child ;. should play ,double role of giving these child-
ren aStimulating environment,  oys to Play with, and pedagogic guidance. At
the gyme time,  should reate possibilities for oo to work, and thus be
integrated into the economic sphere of society, gWell ,4contributing 5 the
household economy. This would also promote Women’s political participation.

The process of developing child day ¢ services, \ya5 gn important input for
children with particular needs of social gypport and stimulation, i.e children

with social problems, handicapped children, children with lone mothers, gt
cetera. One of the principles ,, which present child 5. facilites ;. based

the idea that these children should be integrated into the normal day care
activities, and ot be cared for separately. A general idea furthermore that
children should pgt be excluded from the day 4. groups to which they be-
long because of the unemployment of their parents, or When e, babies 5o
born into the families. In developing collective services for child day care, the
importance  of considering the individual needs of each child has been gyeg.
sed. Group sizes pot exceeding 15 children for three teachers ... therefore

recommended.

There  also 5 stress on the interaction between day e imitations and fami-
lies. Day care centers are SUPPOSed to sypport families in the socialisation  of
their children, and g promote  contacts between parents within  the local
neighbourhood.  One of the (o550ns O not developing day .4re centers at the
work—places, but in neighbourhoods, to allow children g remain in their
local setting, and o have local social networks already when starting school. The
idea of linking the day e centres to the local 4,04 has been developed in many
other ways, for instance by involving pensioners who visit the nursery homes
and read stories. Furthermore, parental participation in the day ., pre-school
or School activities has been made possible by the option {, give parents Paid
leave o days per year for that purpose. This idea of parental participation
has been stregthened in ecent years by the development of cooperative day
care centres. They build o, the principle that parents take g, active part in
running the day care centre _Cleaning, cooking, etcetera. These types of day
care centres have been expanding all ., the country these last years.

Another  innovation the gpen pre-school. This e of establishment .o
created for child minders and housewives, .o, place where they could go with
their children i, play and have pedagogical guidance. A pre-school teacher



working the open pre-school, but the children have 5 be accompanied by
aparent or g child-minder. in 50 local raag open Pre-schools play 4 signi-
ficant role for immigrant mothers and refugees, 444 place where they ., meet.
Many of them .. isolated and unemployed. A similar arangement are te go
called Miittercentra in the south of Germany, which have been created in o
der to give mothers , public place where they .5, develop skills, interests and
ideas, and bring their children. These kinds of institutions g of great impor-
tance for isolated mothers and children, and give them , network for support
in cage Of violence and abuse, which o know, by statistics, 4 problem in
particular for lone mothers with small children. Miittercentra  4re not meant
for just working mothers, but they indirectly promote Mothers g enter the
labour market, they gre inclined o do o4

A relatively e institution in Sweden the establishment of fatber centres,
where divorced fathers without custody 4, go with their children and learn
how 1o cope with their situation ,qdivorced fathers from the experiences of
others. These 5. also prevalent in France flieux d'accueilpourl’exercise du droit
de visite gt @"bebergement.

There 4 Public youtb centres, situated in local housing areas, Where young
people have , place o gather, and where associations |, activities like .
sic, theatre, games hobbies and gports, Many children also gather in public
libraries after shool, iy read books, listen 5 music, o play chess. These pu-
blic institutions, both youth centres and libraries, have played significant role
for the social integration of young people and children, particular those with
parents Working outside the home, and without ,.-essto after-school  services.
Another important institution  for public services made up by the Materni-
Health Care Centres and the Cbild Health Care Centres, that offer prophyl-

actic parental education, preparing both .. and \,omen together for the
delivery and for their future roles. Young parents to be gre thus given the opp-
ortunity  to meet Other parents in the g5 situation, and o receive special
training in different practical jqwell jopsychological matters. The Centres for
Preventive Child .o have been very important  also jqcouncelling institutions

for mothers when  .ymes to care Of Pabies and small children. Problems
be discovered g 5, €arly giage.

can

When explaining the ways in which 4, society has dealt with services for
social integration, | also find  important {5 mention how city planning 4
developed.  has been looked nqn a5 iNStrUMeNt  to create the necessary
structural  conditions for the services. In city planning, the planning of hous-
iNg areas, 90alS \yere set up in order 4 pave the way for the physical integra-
tion of social services in the housing 5egg Of different categories of people.
There have been different steering instruments g reach the goals. One 55 the
planning process in itself, where cooperation with institutions dealing with
social services t00k gt Steering y4g @S0 built into the giate loans for buil-

ding dwellings and housing 4,eag. Certain standard horms, among which ¢
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in particular took handicapp aspects into consideration, .o tied o giving
state loans with favourable interest (ates.

In the wake of public finance crisis, following the international and national
recession, many of the services mentioned have been exposed tg geyere cuts
and savings. Libraries, youth centres, open pre-schools and day .4re centres
have been closed down. We g, call aprocess Structural rationalisation
which, in many ways, contradicts the basic goals mentioned. On the 4, hand,
the law ,, provision of child .. in the municipalities gtates that all children
of the ages of 1,0—12yeqrs have thg right to child .5 On the other hand,
many municipalities  give but restricted . asqto Children of unemployed
parents, and for children who ge siblings. In both day ;e centres and schools,
the groups of children have been enlarged and the staff has been reduced. Many
teachers . very concerned about this, since they .5n not apply the work
methods for which they ,,qre trained, according o the above mentioned goals.
Reduction  of staff o5 greater Problems in integrating children with speci-
needs, such .4 handicapped children, socially disturbed children, among
which o find children of refugees and immigrants, and children who have
social problems in their families. The ambition still o protect these child-
ren, but there 5o great problems. The tendency g, to Seek special solu-

tions for them, i.e put them into separate groups or even institutions.

| shall ot prolong this long list of rationalisations, ,ts and savings. We still
have only sporadic knowledge about the .,nsequences Of therp. Some groups
suffer far e than oth.ers, in particular th.ose'wnh low education, and, among
those, lone mothers, single persons and immigrants. also appears that the
consequences in the big cities 4re more severe. Reports and scattered studies
also gyggest that pot all the changes neccessarily have implied less quality in
the services delivered, however. More systematic studies needed order
to Make solid evaluations of the local variations and their

are
consequences.

Ulla Bjiimberg
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Why Do Men not Make Use
of their Parental  Rights

by Jeanne Fagnani

In this brief o5 1 Will syggest afew ideas to explain the following problem:
in France, 4gin Germany, fathers hardly o, take advantage of the arrange-
ments concerning parental leave . the parental benefit for raising children,
the APE Erziebtmgsgeld in Germany. In France, for example, 95% of the
beneficiaries of the APE for the third child, and 99% of the beneficiaries of
parental leave, 5, mothers.

Parental leave and the APEIn France _pg incentives for Involving fathers

In France, contrary to other European countries, there 4 contradiction
between avery liberal model of 4 couple, which guite egalitarian, where
reversibility accepted, and j traditionalist  concept Of gender roles AIF
Report, Commaille, 1993. Although parental leave and the APE ., be
ven to fathers just o well 4o mothers, the legislator has pot get up the
mechanisms _ unlike in Sweden encourage fathers o take advantage of
them.

The explicit and implicit objectives of parental leave and the APE g

__to improve reconciliation  between work and family,

_to allow working parents to devote themselves entirely {5 bringing up the
young child, by compensating them, 5 least partially, for the loss of pay.

In the context Of increasing unemployment  these grrangements are, however,
often perceived a5 an encouragement to Working mothers o withdraw  from
the employment market.

The Parental Education Benefit APE

The Parental Education Benefit APE, established in 1985, and modified in
1986, under , policy aiming gt supporting g rise in bith rates 5 non-taxa-
ble benefit of the fixed g, of 2,964 Francs per month in 1995. paid, wit-
hout reference 5 income, until the last child has reached the age ©f three, o
either e Of the parents, following the birth of ;third child, ,, condition that
the beneficiary ot working gt all. To benefit from the parent the fat-
her o, the mother myst have worked ¢ least o years eight quarters in total
during the e years including maternity leave and periods of unemployment

when benefit | .o received preceding the birth of the third child. This be-

nefit .5, be added (o the family allowances. |n December 1993, 156,000
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people | ere receiving the APE, ie. only 33% of the families with three child-

ren or more, with the last being under the age of three.

Parental leave grrangements
The introduction, 1977, of parental leave for bringing up children, and its

extension 1984, opened the way to measures which _ implicitly ~_aimed
encourage working people o withdraw, 4 least temporarily, from the labour
market. This leave, which unpaid, o offers the opportunity 1o Work part-
time between 16 hours , week and 80% of full-time since 1991 | 4c now
granted, automatically, g any employee who could prove at least jne year's
service in the company, when g birth no matter the number of previous
children o 4 @doption took place.

Until 1994, companies with lessthan 4 hundred employees, the employer
could, however, refuse g grant this leave, 5, grounds related y, the operation
of the business. This leave ., be taken 4 any time during the child’'s first three
years, until the child has reached the ageOf three. In theory,' The e.mployee has
aguarantee that he copn return to WOrk to the g5me or g SiMilar job.  But the
very limited success of this heasure demonstrates the reticence of \;0man
themselves, with regard o 50y encouragement to stop WOrk- Only 95,000
persons 99% of them being women took advantage of this benefit in 1992.
This number very low compared with the ,.o million households where
the oy @nd the \yoman Work and have 4 least . child under the ageOf three
Renaudat, 1993. In gcontext Of increasing instability for female employment,
few \women can take the risk of interrupting their work . depriving the fa-
mily of ;. income which often essential {5 maintain its buying power.

Extended APE

Under the Family Law, voted ., 25 July 1994, the APE .4 extended o

parents after 5 second birth. Its gmount and its maximum  payment  Period 40

the ggme asfor the APE g births ranking three . above, but the ways which

granted 46 more restrictive:

. The parent must have worked 5 least o years' within the five years pre-
ceding the birth of the child ,, the date of application for the APE; they
must stop WOrk o have jjob that  reduced at least 20%; the gmount
of the benefit 1,960 Francs per month  they work for lessthan 20 hours
per week, and 1,482 Francs they work for between 20 and 32 hours per
week. A family .oy put two Partial—rate APE:s together with , maximum
of 2,964 Francs per month  both parents gre Working  part-ime  For the
APE gt third birth ranks, the condition regarding previous work remains,
but the rules concerning gocegsto Part-time work have been adjusted g
those for APE class yyy,

| That workentitlirthento ei hquartem‘oId—a?pensioﬁuthisworldoe$lothaveo havéeerconti-
n 0u@lsmertalperiodsucéghosfunempo maifiilgeceivif@nefdr paigprofessiotraining,
wﬁlnowbecountegsperio orik_iaisonsociald894.

Beneficiamépartial—AdRé grplsdeincludedfreenld-ageensiodependiggtheiincomendhe
numbeanchgefthechildren.



Lack  gypport for gender equality

The fact that parental leave unpaid, and the low gqount Of the APE, make
these benefits totally unattractive 5 men. Since fathers, in the majority of
couples, have g income that  higher than that of his parner, they e even
less encouraged i, take advantage of them.

There e Of ourse, financial | o450ns for the limits of the APE. However,

what  of greater importance in France the lack of political will 4, encou-
rage equality between the sexes, aNd 5 ore €galitarian  division of labour in
child-raising and domestic tasks between spouses. SUCh matters are no concerns
of the government or the social partners, involved in social . family policies.
These questions 4 almost absent from the political debates. The slight influ-
ence ©f the women’s  movements on the political process ~ t€S€ jraqg and
the major under-representation  of women N political bodies and in Parlia-
ment, are &lso factors that explain this situation.

In the sphere of work, for example, the Roudy Law on €quality between ..
and \yomen at Work 1983 had aVery limited effect. Equality g work o
experienced . proclaimed .. o value intended 4, change the sexual division

of work in the comnany, experienced 450ne measure among Others o face
the changesin progress Doniol-Shaw, 1989. In this political and cul-

up to g prog p

tural context, therefore ot surprising that the question of equality bet-

ween e gexes has had little impact.

Norms and values

The value gysiems underlying the behaviour of both .. and women, the
family o well ;o the world of work, also play an important  role for the o
qual distribution  of domestic and child-raising tasks and, o generally, to the
problem of gender relations. In France, the unequal distribution of domestic and
child-raising tasks between the ¢o,ocremains, despite the large number of Wo-
men now Participating in the labour force, and despite a Slightly increased par-
ticipation by fathers in domestic work since the 1980's C. Roy’s surveys on
budget-time. evident that the majority of 0o and men have absorbed
norms @and values which assign child-raising functions mainly to Mmothers.

In asurvey among young adults on the place and role of women In France
Bozon, 1995, 61% of the female ,ncers and 53% of the male answerghus
express the opinion that, for acouple, having ,child under three years of age,
the best solution that the \oman cuts down o, stops her work  temporari-

and that the ... continues {5 work full-time. Another survey CREDOC,
1994 shows that, o, of the French who think that, when the children are
young, one °f € two parents should either give up Work temporarily
reduce their working hours, 66°/0and 61°/00f working women think that

rather up to the mother 4, do so. Other studies have shown that mothers
devote much . time than fathers to keeping 5, eye on their children’s
homework  Héran, 1994, Kaufmann, 1993.
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Even when the o parents have similar incomes, the arrangements aNd com-
promises, following , birth, obey these nomg which make the \yoman. rat-
her than the 5, give yp her work g least temporarily. Most often, by tacit
agreement Within the couple, ygpn do therefore ot envisage giving ,p o
cutting down their work, 5, option Wwhich perceived g g threat o their
identity, and which may compromise their cgreer or their chances of promo-
tion. When achild ill, for example, ayen the father g, take special leave,
he giops Much less frequently than his wife, and she often justifies this by the
unequal importance Of the o jobs de Singly, 1993. Our hypothesis, howe-
ver, the following: Working \omen, more often than their husbands, have
jobs ranking low in prestige, which e not very gratifying, and which ;.o
monotonous  or WithoUt  career prospects. This reinforces their propensity g
opt for partial o total withdrawal ~from the world of work. A further rein-
forcement the frequent feeling of guilt they have when they give their young

child {5 g child-minder o tg a nursery for the whole day.

Consequences of Interrupting work: reasons for fathers not to take advantage
of parental leave or the APE

The results of asurvey among beneficiaries of the APE show that, for many
women. along interruption in their work has often been detrimental  from
o professional point of view, gyen When they had the advantage of 5 gyaran-
teed return to WOrk in accordance with the rules ,, parental leave Fagna—
ni, 1995.

On the other hand, during this leave, o Observe g return to the traditional

division of work within the couple. Interviews with beneficiaries, who | are
working just before their maternity leave, show that, during the period of the
APE, there  strong return of 5 unequal division of labour with regard o
child-raising and domestic tasks. The aaqon  that when the \onan  stops
work  work which used o give her the right {5 ask her husband y partici-
pate even occasional o, limited _ the relationship ~within the couple ayto-
matically changes. The \yoman aPpeared to have the feeling that she had .,
longer the right o demand for 4 ore €qual sharing of domestic duties. As gpe
woman says, NOW that | don’'t work any more, its normal for o to 0Ok
after the house and the children. Also, the loss of , salary, gyen Partially
compensated for by the APE, pyts them in g position of inferiority  compa-
red with their husband; 11°/00f yomen WhO \yere Working before having the
APE, thus complain that they 4. t0o dependent financially o, their husbands.
These results indirectly explain Why \yomen and men have pot wanted o
give up work and have renounced the APE.

Conclusion:  There an interaction of numerous factors _ orms and values,
different characteristics of female and male work, workforce management
policies, integrating gender differences in professional commitment, and pay
discrimination  of \yomen _ €Xplaining why almost exclusively mothers take
advantage of parental leave and the APE.



Men experience difficulties moulding themselves into fathers de Singly
1993, but .o have {o observe that the strongly genderised practices of paren-
tal leave .5, only reinforce this phenomenon. What can be the solutions 4
this problem  They have been widely discussed by Moss 1993. The example
of Sweden shows that paying the parents that take parental leave almost their
entire previous salary, gt enough in order i, make fathers take parental
leave ,qoften ;o mothers. In French family policy, the room O manoeuvre
in this field as a matter Of fact, limited. Increasing economic competitive-

ness Nas made employers push their staff t invest in their work 5 41 extent
that  uncompatible with ., increased participation of fathers the educa-
tion of their children. However, e cannot ignore the potentialites and the
desires for change among young couples; the desire and the need of an incre-
asing number of \,,men o remain g the labour market ., only lead (g an
extended role for fathers in family life assuming that mothers agree to give

up some of their prerogatives in the ;.. of bringing up children.

Jeanne Fagnani

CNAF

39 Rue d’Estienne d’Orves
F-92260 FONTENAY-AUX-ROSES
Phone: +33 145 65 57 00

Fax: +33 145 65 53 77
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Part-time Work:
The Situation in the Netherlands

by Gatelene Passchier

The Netherlands in 5 European context

seems appropriate o start With 5 reference , the 1993 White Paper g
growth, competitiveness and employment of the European Commission. On
the first pageageneralized reduction of working hours  rejected ,qleading
to economic disaster. In later chapters however, especially in chapter  the
Commission  -gmes back o, this subject by advocating the Dutch Wway,
bein deliberate labour market policy aimed redistribution  of work and

d a p at
g fall of working time, especially by promoting part-time work. As

average a
conclusion the Commission calls for specific actions the member gates,
including encouraging the national cyclical trends towards ,shorter working

week per employee, where appropriate. 30, what so Special about the
Netherlands

Some facts about the Netherlands

Before going into the 5 political and strategic questions first some facts

about part-time work in the Netherlands.

The participation  of Dutch \ o men on the labour market was for glong time
relatively small, compared , almost all other European countries. Especial-
the percentage Of working mothers | oo very low.

However, since 1980 the participation-rate  of \, 1o, has been growing fast:
in 1980 22% of the working population - female, 1990 36%, which | 0ans
an increase of 14°/o.Because of that increase we have become more ‘normal’

between ., neighbours, Belgium and Germany. But on looking closer .o
can see &/s0 the big difference: in the Netherlands 629 of the working women
have 4 part-time job. On the second place in Europe  Great-Britain, with 449,

followed Denmark and Sweden. Germany on the fifth place, with 3296,

Also among the European ngp the Dutch have special position:  16% of them
work part-time, compared , for instance Germany where only 2°/odo so. But
again, gne has g look closer into the details {5 gooWhat exactly  going on
here. Looking into the gmoune Of hours pan-timers  work, gna geesthat asWell
for men asfr women the largest gmount Of part-imers  has 4job for lessthan
15 hours 5 week. But looking into the age groups one can seethat not the
same groups of men and yomen that have such ,small job. Among the men
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especially the young adolescents, growing ups and students who work
part-time, besides going o School/ university for the yegt of their time. Among
the \women €spPecially those work part-time who .o the agewhen the .are
and education of young children an important  part of life: 76% But in this

age—groupthe men Stll do ot ‘care’ go much: only 10%.

in which professions do e Work part-time

Most part-time jobs 5., found the private and public services, education and
teaching and trading. There  , positive correlation between the gmount Of part-
time jobs and the percentage Of WOrking  women acertain gector, And where
in ,certain profession o sector POssibilities (o work parttime 5 lacking, e
will find only few yomen Working there. But that works also the other way
round: where \yomen start to enter aCemain sector or Profession almost ayto-
matically the discussion about possibilities to Work part-time emerge.

An example of this last phenomenon 4 Managerial positions and jobs in the
public service. Since 1980 the percentage Of part-timers Working for the local
or central government  haS grown, for instance from 5% o 18°/owith regard
to the central government, thanks o promotive measures which \yore aimed
at 9etting  more women iN-

But also gyer more Managerial positions e done part-time. According g
research of the Ministry of Labour o5t Managerial positions .5, be organi-
zed in 4 part-time job, aglong ggthe gmount ©f hours — not too small 32 in
o four-day  working week came out asideal. The research also showed that
most Objections against part-time working in those jobs have to do with the
culture of the organization and the traditional views in the heads of people,
and pot go Much with real obstacles.

A central conclusion of this research . every job gn be done part-time, but

not every form of parttime job  fit for gyeny, job.

Part-time work and social protection

The social protection of part-time workers in the Netherlands quite good,
compared g many other European countries. Though e d0 pot yet have 4
legal obligation for equal pay and equal treatment ©f part-timers in general they
are (reated equally mogt Of the time, thanks t, provisions collective  5gree-
ments, and trade unions 5. working hard o improve those provisions gee
below. The fact that . specific legislation for part-timers exists means further-

more that they have o be treated in the g5me way ag full-timers,  for instance
with regard o protection against dismissal. Three years ago our minimum-

wage-act Which until then excluded small part-timers working less than 13
hours , week, yaq Changed gq that there exists oy no threshold anymore.

In addition g this, o, government preparing g draft-law ,, the equal ¢e.



atment Of workers irrespective of the gmount Of hours they work’ ,qpart of
a Promotional  girategy towards further flexibilisation  and diversification  of
working  hours.

Also in g, social security-system in general there .. . thresholds for part-
timers: workers pay contributions  according g their salary, and get benefits
in the form of , percentage Of their salary. A ygcent law forbids the exclusion

of part-timers from private pension schemes.

Why do we have gg much part-time work

To be able 1 judge the Dutch way necessary to know certain basic data
of gyr Socio—economic history, especially with regard {q the division of labour
between men @nd women.

We come from g situation with aVery strong breadwinner—concept: for 4 long
time trade unions struggled for g situation which a workers wife would ¢
have to work, and therefore for , minimum-wage high enough o feed , family.

Until the seventies the breadwinner/ housewife division of labour was preva-
lent in the Netherlands, which made the Netherlands .o of the o5t back-
ward  countries in Europe gt the time, with regpect to the percentage Of
women in the paid labourmarket.

Because of the grong social and cultural pressure on women _ that , good
mother should be 5 home for her children  and because of the lack of arr-
angements to combine work and family duties, the women, Who entered the
labour market quite massively  the seventies and eighties, were more or !€SS
forced to chose 5 compromise gyrategy: they started {5 work part-time and

flexible call work etc.. One has gy realize that this

to accept contracts 0N to was
in 4 period of economic restructuring, with diminishing employment in the
industrial  ggctor, and growth of the service gector, Which both had the effect
that employers | qre very eager to reduce ogtg and risks recruiting part-
time, flexible and temporary workers.

As g result of these developments

case In Europe:

__ Dutch \yomen have the highest average age when getting their first child
29.5, apparently postponing the decision g start g family,

__child g facilities  5.q still g4 few, that |, almost fall o, of the European
statistics,

__ we have the highest percentage Of part-time employment: .o o four work-
ers has 5 part-time  job, that L aans one quarter Of gyr workforce. Of them
75% are women. N terms ©Of family income this has ynegnt that, coming from
a Situation in which there ;o very often only one Male income per fami-

there o aSituation which there often 1big male income and 1
small female income, leading to an average ©f 1.3 income o family.

we have become ,special, but also dubious,
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In the meantime there has grown 4 strong segregation ,, the labour 0.
ket between male full-time and female part-time  jobs, leading also {g 4
part-time-trap:  part-time work has been possible, and has grown enormou-

sly, in the traditonal female  ggetors and low skilled jobs, but ;oo not a-
lowed, and deemed impossible, in the traditonal male  ggctors @nd higher
skilled jobs.

The pext question could be: why does the trade union mgyement In the
Netherlands geem to Change emphasis from , further generalized reduction  of
working hours 5 5 promotion  of part-time employment

Some research has shown that in the past decades, between 1960-1990, there
has been |, real growth of employment: the volume of employment has stay-
ed almost the ¢yme even decreased  little.  But in the g5, time the work-

force hasgrown from 4o 6.5 million people. This aqng the average working

hours per employee have decreased with 30% This has been the joint effect
of extended holiday-rights, the above mentioned increase of part-time employ-
ment, but also of general reductions in working hours.

Our working time legislation, from the beginning of this centyry, Speaks about
amaximum working week of 48 hours. Since then 0 have succeeded, by way
of collective bargaining, 1o bring this back 5 5, average working week of 38
hours differing  from gector to sector I arange between 35 and 40.

This process of reduction stopped however in the eighties. Even though e
had apact on the national level in 1982 about the reduction of labour ggtg
in exchange for further working time reduction, workers got very disappoin-
ted about the result. Because of massive industrial restructuring, the increase
of productivity,  accelerated by the reduction of hours, and the fact that
employers rather recruited temporary and flexible workers 4 fill the holes,
in general o only succeeded in maintaining employment. There .5 o Vi-
sible effect of the creation of gyirg jObs. Therefore workers became reluctant
to Struggle for further reductions these would ot bring 5 guaranteed and

visible result in gyms Of job creation.

Lately however, with this in mind, g¢qmne Of oy Unions have started ¢ argue that
the (arget Of 5 four-day working week could bring g,y inspiration, and have
better results than the small steps N reduction which ..o realized in the eigh-
ties. The general opinion within the FNV Dutch Confederation of Trade
Unions that this  worth trying, but ot on anational scalein one big cam-
paign, but ,, ,sectoral level. In the last few years we have succeeded in several
sectoral collective agreements to introduce such , four-day working week.

FNV-policies gn working time

For the FNV working time  ,, important issue. We look 4  from four
different points of view:



__ reduction of working  hours, and the organization of working time, ggep
from the point of view of health and safety

__ reduction of working hours 554 means to redistribute work and ¢reate
employment
reduction of working hours, and , different organization of working time,
asameans to redistribute  paid and unpaid work caretasks and o challenge
the division of labour between o and women
reduction of working hours 4q means to increase individual - well-being and

o possibilities o participate in society

In the limited time | have today, | will ot be able ¢4 go N0 oy policies g,
all these issues. | have chosen o focus today o, o €fforts o develop g stra-
tegy In which there 5, be found , compromise between the flexibilisation—
demands , the employers’ side, and the needs for differentiation and variation
on the workers’ side, especially with regard {o the needs of workers 4 reconcile
work and family responsibilities.

In our own View in recent years we have chosen 4, offensive instead of adefen—
sive strategy With respect to the organization —of working time. We have done
some 'esearch in 1990 and 1993 ,, the wishes and needs that Dutch people,
employed and unemployed, have with regpect o Working time. The results
were Quite amazing. They show that the wish t, work shorter working hours
among full-timers, and the wish gy ong part-timers with o small contract to
work longer hours, increasing. Especially what ., call big part-time jobs
or g4-day working week of around 32 hours, and half time jobs of around
20 hours gre very popular. The research shows that people 4e oyen Willing
to go Pack in wages for shorter working hours. This willingness often link-
ed o the possibilities for their female partner to have jjob, and therefore
income, of her 5, The motives given g ggWell the wish 4 spend 50 time
with family and children, ,othe wish 4 have qre free time.

Some other research by ,, independent research institute shows that, all
voluntary ~ wishes 4 diminish . increase working hours would be e the
net result would be 4job increase of 100,000 jobs g Situation in which
registered unemployment almost 500,000.

These research g, icomes have strengthened ., views g, oy Working time
policies in the following genge:

There  need for ,renewed struggle for the reduction of working hours,
but ,, policies should ot be aimed 4t o generalized reduction of the o
king Week ,, the national level {5 say, 32 hours for everyone but rather
should take into account the various and diversified wishes and needs of
workers, and the different possibilities in the various gectors.

There  great POtential of unemployment reduction full-time  workers

are allowed , reduce their working hours, temporarily . permanently, and
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are able g do gq without  greqt loss of long grm employment  protection  and

social security. We will only be able {; e this potential we are able to
upgrade part-time employment , o fully valued and equally treated alterna-
tive, instead of, ;4 o Often the 550 derivative inferior kind of employ-
merit.

A dual gtrategy  therefore  pecessary:
__promotion  of part-time jobs in male dominated ggctors @nd higher jobs

__upgrading of part-time jobs, both in grmg Of working hours and employ-
ment Protection, in female dominated ggctors @nd jobs.

This strategy could also have several positive side-effects:
__ the opening up of possibilities for o men to enter Male dominated gactors
and jobs, thus challenging segregation

__ amore €qual division of labour, with respect to paid and unpaid work, be-

tween men a4 women.

no longer possible {o talk about ,standard employee, with standard

i.e. full-time  hours of work. A growing percentage of workers aso called
‘new worker’ described by the OECD in their rgcent report: Shaping struc-
tural change, the role‘ of women: ; growing percentage of workers confron-

ted with several roles  life, not only being , worker, but also 4 mother
father, and increasingly charged with the ., for sick . elderly parents. This
means Se€veral changes in the need for protection: variation of working hours
during jworking life should o be punished, 55 gy Often the 550 in social
security and pension schemes. And with regard to working time: putting stress
on Protection against over-time, irregular hours, disadvantageous schedules,
and especially o increasing the possibiliies of choice and gytonomy  for

workers  with regard {5 working hours and patterns,  more important than
rescuing for instance the free Saturday which for , increasing part of oy
workforce, i.e. 5 lot of part-timers and flexi-timers, has o,er Peen free any-
way

With these views in mind the 1993 congress of the FNV agreed upon the fol-

lowing policies with regard o working time:

__The increasing plural character of Dutch society and the working popula-
tion inevitably requires e diversity in working hours and .;reer opp-
ortunities. The FNV considers important  that employees obtain ..o
possibilities o harmonise their paid work with other gpects Of life, depen-
dent o their cyrrent stage Of life. Working lot and for many NOUrs in gome
periods, working lessin other periods because of care-duties ., because

sensible {5 work less hours in view of one’s age or health.

__ The ¢yrrent distribution  of work appears to match less and less with the
preferences and wishes of people. Therefore, redistribution  of work re-
quired. Redistribution  should be realized through ,combination of fully-
fledged part-time work, reduction of the average full-time  working week,
and extension of facilities for leave and partial retirement.



_ Emyp eegsShould have 0.0 possibilities to adpst the number of workin
hours j, thein individwal countracts to theit WISI16Sand needs, without o
gative effects 4, rights and position. Full-timers should have the right g
reduce their hours, part-timers especially those with small contracts should
have the right {o extend their working hours.

__ Variation in the gxgent Of the usual working hours per employee will o
place the ¢yrent division between . the o, hand the standard full-time
emP Vee a@nd g the other hand the deviatin g ‘a-typical’ part-timer.
new @d current employees _ within - the maximum working hours deter-

mined collective agreements _ can work the number of hours that best suits
their individual wishes and needs, then , ., ‘average employee’ will emerge
in the medium oy, working between 20 and 36 hours , week. The result in
the long tgrm Will be 4, average working week of around 32 hours. This oy
average working week will replace the o rent Standard full-time working
week ,opoint of reference for instance in social security schemes.

National agreement on part-time work

On the basis of these views and decisions , started also in 1993 negotiations
with the employers organizations , the national level the ¢, called Labour
Foundation,  which the bipartite bargaining institution  of trade unions and
employers organizations o, the promotion of voluntary part-time employ-
ment, and more generally spoken of differentiation  and diversification  of
working  hours patterns.

The negotiations \yere based 5, the recognition , both sides of industry of
along term perspective, in which workers have jvarying pattern ©Of working
hours. Dependent ,, the position  phase of life , worker in with o
without  children, partly invalidated, above , certain age etcetera he o she
wants to WOrk g varying amount ©Of hours. In the e Of g life time condi-
tions and needs will change, 55geasons N life, and there will be the need g
adapt working hours accordingly. This need for |, variety offers

tunities o both workers and employers.

oppor-

As gresult last gymmer we came to ahational agreement to Make the follo-

wing recommendations g collective bargaining parties gn the sectoral and
company level:

in principle should be possible 5 work part-time in every kind of job,

on every level, and in eyery sector,

in collective agreements  Should be regulated that an employer  obliged
to meet an €MPloyee’s yequest to Modify his . her hours of work, unless this
would be unreasonable in the light of substantial company interests.  The
wording ‘modify’ provides possibilities g well for employees wishing o redu-
ce their working  hours ,cfor small part-timers who \ant to extend their hours.
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collective ggreements Should not treat Workers differently only because of
gdifference  the gmount Of working hours . in working pattern; in other
words, in collective agreements there should in principle be equal yreatment
of full-timers and part—timers.

In the Netherlands this national agreement Welcomed ;g5 important  giep
forward {5 the normalisation of a-typical part-time  employment, , in
other words: g bridging the dangerous and growing gap between standard well
protected employment and a-typical non-protected employment.

Trade union campaign on part-time work

In the gutymn ©f 1993, following this agreement, the FNV started what o
called , ‘part-time campaign’, with o dual aim:

awakening the potential of freely chosen part-time work and reduction of
working hours especially among the full-time predominantly  male work-
force,

calling g, the existing part-time workforce mainly women to organize for
g better position with regard 5 working hours and equal treatment,

This campaign has stimulated , lot of discussion ,, both issues.

An evaluation of last years collective agreements showed the following results:
in the collective bargaining round of 1993/ 1994 there has been  significant
impulse in collective agreements towards regulating , so-called ‘right ¢
work part-time’, which o ns 5 Claim of the worker 4 change the gmount
of hours of his o her job. Though several of ., unions regport difficulties
for workers g realize such g claim in practice.
also many collective  5greements contain improvements  of labour condi-
tions and social protection for part—timers. But many unions report diffi-
culties  bargaining with employers about these improvements, and gress
the need of _ legislative basis for the equal yeatment ©f part—timers and full-
timers o give them gypnort in the bargaining process.

Conclusion

In the meantime ;o are Pressing o ¢ government and parliament ¢, follow o
on this tricky path. Because, in our View, there cannot be flexibilisation  and
diversification ~ without protection. In the fields of labour law legislation and
social security the ‘new workers’, male and female, will need ., forms of

protection and security.

will be 4, task for the ... future 4 convince employers and governments
that they cannot get their advanced and flexible workforce ‘for nothing: that
there should be negotiations, for instance in the social dialogue, ,, the .g,.
ditons; and that there will be needed legislative provisions both , the
national and the European level, to prevent social dumping, and g ap in-



dispensable basis for the developments in the direction of a more equal sha-
ring of work- and family responsibilities between men and women.

Catelene Passchier

Dutch Confederation of Trade Unions
Postbus 8456

NL-1005 AMSTERDAM

Phone: +31 20 581 6 300

Fax: +31 20 684 4 541






Regulating  Part-time Work
at European Union Level

by Johan ten Geuzendam

In my talk, there ¢ four different pang First jlittle bit of history; what the
Commission  has been trying o do for part-time workers. Then g4, facts
about the recent development of part-time working in the European Union.
| will also deal with the question how attractive part-time work and for
whom.  Finally, 1 will gyn0se some ©f the current issues g which the social

partners Will goon be consulted by the Commission.

What the Commission has been trying to do for part-time workers

First gome history. Already the early 80’s, the Commission made propos-
als concerning voluntary part-time work. They oo Presented in 1982 and
amended in 1983, but \yere Withdrawn in 1990, when the Commission sub-
mitted three o, Proposals, concerning g, called atypical work. These pro-
posals had , threefold objective:
improved operation of the internal market and greater transparency ©f the
labour market, in the framework of economic and social cohesion;
_ improved living and working conditions for workers; and
__protection  of the health and safety of workers 4 the place of work.

In the considerations g that time, there .. o direct reference {; employ-
ment concerns, Which understandable you know the background of this
initiative, 5t the end of the 80's, early 90's. Of these three proposals, ne pro-
posal \55 adopted rather easily. \y55 the gne on Safety and health of g
porary workers and workers with fixed duration contracts.  That not so
relevant today, in this discussion. The o other proposals 5, concerning
distortion ~ of competition, based ,, article 100A, and the other . working
conditions,  based , article 100 _that .4, also parttime workers, faced
major difficulties in the council. In the years 1991-1993, there o little pro-
gress made about them. At the end, ,,, had ¢ establish _although the German
presidency made tremendous efforts {5 work gyt gome kind of compromise, that
all twelve member gtateg could agree on _that 5 agreement was iMPossible
within  the foreseeable future. This .o avery unpleasant situation for the
Commission. At the Council meeting of the 6th of December 1994, {; which
also Mr Stewart referred earlier this morning, the Commissioner Mr Flynn
confirmed that he would initiate consultations with the social partners under
the agreement on social policy, ,ghad already been announced in the White
Paper o, European social policy, that , .o published earlier that year.
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Recent development of part-time working in the European Union

[ will qow give you some statistical information  about what  happening
the labour market, with regard {5 part-time work. | feel very embarassed,
being here in Sweden, , give you information  referring o the old twelve
member  gigtes, @nd | myst apologize, especially o the minister. The 4,50
for that  that the mgg; reliable statistical material that o have based g,
the Labour Force Surveys, that do ot include the three new member oo
tes yet. | gm auite gyre that, in , foreseeable future, this omission will be
corrected, but for the time being | ,,, only talking about the old twelve
member - gtates.

al

Talking about the increase part-time work, | will y o make gonq distine-
tion between the years 1987-1990, which .. - period of general employment

growth in the Community, and the following years, 1990-1993, which o0
years of general recession. | hope that information about 1994 will soon b€
available {5 the Commission, because ,, intend (o publish all of these figu-

res iN gMuch e detailed 5, the forthcoming  Employment in Europe
Report 1995, which will be published this ¢ 1 mer. This report Promises g
be very exciting with regard {g the (eatment O©f the problems of part-time

workers in particular. There will also be jlot of analysis about the problems

in that report.

During the entire period of 1987-1993, part-time employment . growing
faster than full-time work. And thereby, was accounting for . increasing-
greater Share of total employment. In 1987, 13°/oof all those in employment
worked part-time. By 1993, this |55 already o 15%. Moreover, much of
this increase occured between 1990 and 1993, when the number of full-time
workers ;o4 falling throughout the Community. Between 1987 and 1993,
fact, part-time working has been growing 5t 5 speed of almost 3"/0per year,
and qyer the ggme period, full-time  employment  \yant up by just 0.5%.  yoy
would extrapolate these tendencies, would  1agn that some future year,
there would be qre part-timers than full-timers. Of course, With extrapola-
tion, gpe hasto be extremely careful. By 1993, 31% of all female jobs the

Union yere Part-time, compared o 28% in 1987. Part—time working for

men
was Much lesssignificant, but nevertheless,  increased g much the g5me rate
as for women, o reach about 459% of the total male employment in 1993.

There 55 ONly e Member giaie  Greece, where the number of part-time
jobs, relative 4 full-time jobs, diminished.

In the period of general employment growth, 1987-1990, the strongest growth
in part-time working occured in Germany, where increased an average
rate f over 9% ayear. There yere @ISO significant increases in Ireland, Belgi-
um @and the Netherlands. In both Germany and the Netherlands, more part-
time jobs \ygre Created than full-time ..o and part-time jobs were "esponsible
for around 2/3 of the total increase in employment. In Germany, the num-
ber of ,omen Working part-time increased from under 30% of the total in 1987
to @lmost 36°/0in1993. Women filled 95% of the additional part-time jobs that



created the Union, and 1/3 of all the extrajobs for

were women were part-
time. That  ,big conrast to the situation for o 5598% of the . jobs
for men were full-time. Nevertheless, the importance of part-time working

rose Significantly  also among men in three countries: Germany, the Nether-
lands and Denmark.

During the years of general recession, 1990-1993, the total number of people
in employment  fell by about 2°/o,in the Union ,q,whole. In every member
state, With the exception of Germany, Luxemburg and the Netherlands, the
number of people working full-time declined. The number of part—time jobs
increased, though, adding 1.5% o total employment, and partly compensa-
ting for the decline in full-time jobs. The number of part-time workers dec-
reased only Denmark. The overall expansion of employment in Germany

and the Netherlands oo due mainly {5 the expansion of part-time working.

The provisional figures for the Netherlands in 1994 show ,, increase of about
70 000 people in part-time jobs. As there no 9growth in the total volume of
paid work,  oong that the share of part-time work continues g grow, There
are, of course, substantial differences between the growth figures for men and
for but | prefer o refer o the Employment  Report, where have

women, _ you
that in more detail.

| would also like {5 mention the changesin working time. Over the early 1990's,
there \yas some reduction in average hours worked per week, in the Commu-

nity asawhole. There are big differences from one member giate to another,

though, g55ome Member  giates have succeeded better than others transla-
ting 4 given volume of work into jobs, both by reducing normal working

hours and by increasing the number of part-time jobs.

In 1991, the average working time in the Netherlands was 33 hours o week not
including the unemployed. | 5, talking about average but significant,
because already very close g5 gne Of the official targets of the trade uni-
on, Which 32 hours, and you have g compare with the Community
erage of 39 hours , week. That 5 big difference.

av-

Also in Denmark, the figure 5 gt under 35 hours ,week, and | assume that
in Sweden, the average would also be c.Ioser to that figure, than , the Com-
munity average. In both coqeq these figures reflect the high proportion — of
people working part-time. Once again, looking ¢ the Community as g Who-

the reduction in working hours o the 1980's ot very substantial;

only about 3°/oin post countries _apart from the Netherlands, where the
reduction ... 13%. That  equivalent i, each person working g, average of
five hours less ; week in 1991 than only eight years earlier. Also in other
northern  member  gtates except for the UK, this development had ., effect
on the labour market . .. this period. The volume of work undertaken went
up with only around 2%, for example, in Denmark and Belgium, but becau-
se Of the reduction in average hours worked, the number of people in employ-
ment increased by 8%.
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This experience of the recent past very relevant for future job creation .
spects, and for the debate ,, the distribution  of work and income. What
happened in many Member states in the 1980's \yag g Slight redistribution  of
work, but g, Of the 12 member gtates, was ONIY in the Netherlands, and

perhaps o some extent in Denmark, that this \yaq a consequence of 5 delibe-
rate labour market policy.

The attractiveness of part-time work

The pext important issue the attractiveness of part-time work. The first
question o be raised is: Who \ants part-time work There again, the Labour
Force Survey gives g, insight into how volontary these forms of employment,

like part-time working, e The datal gy referring o have only been availa-
ble since 1992, go 4 '0Ng term COMparison not yet Possible, but they .o
interesting, and | would like tq give yoy an insight in these figures.

On average, 6 out of 10 part-time workers in the Community in 1993 stated
asthe primary reason for them o take ,part-time job, that they did ot want
afull—time job. There a5 aconsiderable difference between o and women,
though. Over 2/3 of yomen Working parttime did pot want g full-ime job
at all, but gmong part-time working en 0nly 1/ 3yere not seeking full-time
employment.

There 4re some differences between the member states. For example, in both
the Netherlands and the UK, where part-time working rather popular, the
percentages of both women 29 men are substantially  higher than in the
Community whole. The volontary patyre ©Of part-time working in those

countries important  than elsewhere.

asa
more

Another  question is: To whom would part-time work be acceptable In the
Community  4¢,Whole, gyer 90°/00f unemployed men are looking for  full-
time job, but almost 60% of these would, eventually, accept g Part-time job.
Among unemployed \yomen, about 75% e lOOKing for full-time jobs, and
this very important; e talk 4lot about part-time work  for \women, but 75%
of the unemployed \yomen are not l0oking for part-time jobs. They \ant full-
time jobs. But _and that  almost the game figure, in fact, ggfor men __about
60°/00f these \yomen Would also gecept g Part-time job.

A third important question the treatment Ofpart-time workers, which leads
me to the reasons for the Commission g deal with the problems of part-time
working ¢ the European level. There  considerable evidence that part-time
workers quite often . treated differently from permanent full-ime workers.
In particular with regard y, female part-time workers, who make 5 gyer 80°0
of all part-timers, the European Court of Justice has developed 4, extensive
jurisprudence. There e many cases that have qme before the European
Court, and they deal with issues like hourly pay of part-time Workers, .
pensation for the attendance of training cgyrses, over-time pay, entitlement



to Classification in  higher salary grade, sick pay entittement, <o erance grant
entitlements, old age pensions, calculation of income support, calculation of
disability ~allowance, otc. Many of these jqoqdate from the first half of the
1990's, and they have been very important  for the development of jurispru-
dence 4t the Court ofustice, with regard o the concept of indirect discrimi-
nation of . omen.

In addition {5 what  perhaps ot fully accepted and legal, there  also auth-
orized differential yeatment Of part-time workers. Whereas the official poli-
cy on part-time work often 4 Of non-discrimination, in practice, many

member gia1eg in the European Union still apply, in their social security sys-

tems, certain hourly wage limits, below which parttime workers .o ot
entitted , social security benefits. This hasavery important  effect . their
position ,, the labour market, and especially ., the position of female part-

time workers.

Indirect discrimination expressly outlawed by the Equal Treatment Direc-
tive from 1976, and j4there no explicit definition  of indirect discrimination
in that directive, the .ot has clarified its concept through its jurisprudence.
| would like {5 summarize that jurisprudence by saying that whenever  far
greater proportion  of \yomen than ., affected by , certain measure,

in principal unlawful, unless the employer ., provide an Objective justifica-
tion for the practice, unrelated ;y gender. This concept ©Of indirect discrimi-
nation therefore  of greqt importance, 55 allows complaints concerning
application of 4 policy . 5 practice that affects

a

women as a group.

Current issues

| move on to my final part: some issues g Which the social partners Will so0n
be consulted the Commission. ~ Although ., have this jurisprudence and

the possibility o protect female part-time workers through the concept  Of
indirect discrimination,  the question remains whether the European Union
needs additional legal instruments tg gnsure an €dUal treatment Of part-time
workers, irrespective of their .. o of the gender composition of the group
of employees that they happen g work in.

The Commission recognizes first of all that part-time work has been much
developed recent years, and that  fullfills  certain needs of both employ-
ers @nd employees. considers that |, need basic rules, which, while respec-
ting the contractual autonomy  Of management and labour, should seek g
achieve the following objectives: Firstly, these basic rules should prevent any
spread of insecurity and segmentation , the labour market, and promote
an improvement  of workers’ living and working conditions. Secondly, they
should help o reduce, (, eliminate, certain distortions of competition, cau-
sed by differences in social osts, Which depend , differences in national
rules, especially regarding social security and the cogtg cOnnected with seni-
ority and dismissals.
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In September 1994, e had avery interesting meeting of the Standing Com-
mittee o, Employment, in which  the Ministers of Social Affairs and Employ-
ment met With the social pariners at the highest European level. .o 5Special
meeting, devoted tg the problems of part-time work, where the governments
and the social pariners agreedthat part-time Working should be attractive, and
should therefore be freed from its unjustified second-rate image. When that
objective will be achieved,  will ot only enhance the contribution  of this
form of employment o reducing unemployment,  which now one ©f the
major Community  objectives, but  will also be of greqr importance for
working  women @nNd men Who try to reconcile work and family life.

Johan ten Geuzendam

European Commission

Bureau 4/12, 200 Rue de Loi
B—1049BRUSSELS

Phone: +32 2295 78 29

Fax: +32 2 295 9133



Job-sharing:
the British  Experience

by Pam Walton

Introduction

ob-sharing a way of working where o people voluntarily share the o
sponsibilities  of ;e full—time job, dividing the pay. holidays and other bene-
fits between them according o the number of hours worked; each person
holds , permanent Parttime post. In the UK has become ,, accepted way
of introducing ‘part-time’ hours into jobs which have traditionally only been
available ,, 4 full-ime basis, particularly 4t 4 senior and managerial level.
important o avoid confusion between the (g5 ‘job—sharing’ ;4 described
above, and ‘work-sharing’  used in the context Of attempts to alleviate the
impact of rising unemployment by spreading , reduced volume of work

among an existing workforce.

The problem

IN many ways job-sharing has developed because of oo Of the problems
associated with part-time working. The number of employees working part-
time in the UK has continued g grow throughout the 1980's, expanding tq
account for around aquarter of the workforce _ _ total of 5.7 million spring
1994, according iy the Government's Labour Force Survey Around

44°joof all \yomen Workers work part-time, compared with 6% of ,on. Cur-
rently, 86°/o0of all part-time Workers ..o \women.
Part time workers ... greatly over-represented in the ranks of the low paid.
Government  statistics reveal that, for each hour worked, | omen part-time

workers earned average only 74.3% of the average hourly earnings of female
full-time employees, and gy, qyen lOwWer proportion  just 58.5% _of the g
nings of full—time male employees. Women who take part-time work often
take 4 job which below their level of skill . qualification. Their pay and
job status may drop because part-time  work not available in the e and
level of job in which they 4. qualified and experienced. In general employ-
ers have been unwilling o allow many more Senior and professional jobs g
be worked ., 4 part-time basis. This has been the .., where job-sharing has
developed. Although job-sharers ;.o fundamentally people who ... working

on gaparttime basis, job-sharing offers away of increasing pccessto Professi-
onal and skilled work for those wanting o Work part-time.

In Spring 1993, the UK Labour Force Survey LFS included o, question
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asking employees whether they worked flexitime, annual hours, term time
working, job-sharing, 4nine day fortnight  5four and jhalf day week. The
fact that this question 5, included in the collection of Government statis-
tics indicates that in the UK arrangements SUCh gthese 4o beginning o be
acknowledged ,galternatives g traditional  patterns of work, where either the
job  full-time, part-time o, carried o from home low paid, of
low gtarys @nd with  qq, benefits. The g ey found that 193,000 3.6% of part-
time employees \yere jOb-sharing. Of these 11,000 5.7% \ere men.

How jobsharlng  works

There 4re now awide rangeof jobs which ;.o shared. These include librari-
ans. doctors, . rses hospital consultants, teachers, lecturers, personnel offi-
cers journalists, solicitors, secretaries, administrators and police officers.

Frances Wheat and Maggie Jones share 4job ,q district planning officer in
local authority. ~They have both ,managerial and ,, active professional role.

The managerial role  split equally between them ¢, that whoever in deals
with whatever arises , these days. They alternate less frequent tasks such 4
preparing and presenting casesto Monthly committees, chairing team meet-
ings etc, They work alternate days overlapping o, Wednesday mornings and
do not cover Wednesday afternoons unless required. They have ,‘day book’

system ©Of communicating ~ with each other. They e Wednesday mornings

or the telephone o discuss confidential . staff matters. They have been job-
sharing together for ten years and have received promotion  twice.

John Quail and Joe Callan share the post of Performance Audit Officer 4 the
Housing Corporation in Leeds. The job involves the audit of all activities of local
housing associations including financial and management Operations and the job
has divided very well because they each take particular housing associations ,q
projects. They also work o, 5 quarterly advance programme  so that  effect
they share ;three monthly timetable and .5, plan this far ahead. Both sharers
achieve high quality work and have {; work efficiently because their time

more limited than  full-timer.  However 4, advantage that they have .,
time o reflect g, their work in their time off. Reviewing the job-share, John
speaksfor them both: | think people dont think it's a proper job you only
work part-time. This macho style of thinking anonsense, our employers get
a000d deal gyt of ;g and \ye gre the better because of . other experience.

Growth In its use

In the early 1980’s job-shares ere largely negotiated o, g, individual —basis
employees. Local authorities pioneered the development of full job-share
schemes offering the option widely among employees. A number of civil o
vice departments also developed job-sharing policies during this period. Many
of the schemes drawn up local and central goyernment have been intro-
duced aspart of equal opportunities programmes, aiming, in particular, g g4



sist ywomen feturning o work after maternity leave. In the public ggctor jOb
advertisements  will often [, include the phrase ‘job-sharers welcome’. As
the business 40 for such policies has become ... widely accepted by pri-
vate sector companies, they have become .. widespread. However, the in-
itiatives have been mainly introduced into larger organizations and e
widely in the public rather than the private ggctor. In addition they have
mainly been used by \omen.

A recent survey of flexible working in local government, carried ot by New
Ways o Work, found that 62°/oof the 249 local authorities surveyed ., have
g formal job-share scheme. Of the 92 authorites who did pot have g formal
policy, 57% had informal  grrangements. This shows ,, increase from the 35%
of authorities who provided g4mpe jOb-sharing opportunities  in 1986.

In 1988 Boots Retail Division and British Telecom were the first private sec-
tor €mployers  to announce formal schemes.The Institute of Manpower —Stu-
dies IMS survey of 2,259 organizations 1990 found that 18% used
job—sharing. Over the last four years many more companies have developed
formal schemes. These include PowerGen, BP, Shell, Sainsbury’'s, the Rover

Group and all the major banks.

At Boots the Chemist interest 4 first shown by gtore managers who ere
concerned 4t the numbers  of staff with supervisory —capabilities who \ qra not
able o work part-time without dropping back tq 4 lower grade. Boots oy
has 30 job-shares 5+ managerial level.

Leicester City Council agreed gjob-share policy in 1983. They took very posi-
tive gteps to Publicise the scheme from the giar producing 4 guide for ono
gers, g leaflet for employees and , poster. There g currently 229 job-sharers.

The BBC laid down guidelines for introducing and operating job—sharingin
April  1986. Between 1986 and 1989 there ... about 35 individually negoti-
atied job-shares ranging from clerical jobs g television producers, production

assistants and solicitors. In 1991 o women Shared the job of editor of Ra-
dio 4s Woman's Hour.

Two North  London postmen become the first in Britain o share their job
under _ .y Post Office scheme in 1993. The arrangement, Suggested  the

sharers, involves each working alternate days g, , round.

Trade union involvement

Trade union responses to the issue of job-sharing have been variable. Initial-

very little attention 55 Paid to the idea and traditionally in the UK uni-
ons had little {5 do with organizing part-time Workers. However, since the mid
eighties this has changed. In 1986 NALGO now UNISON, the union for
local authority —workers published very clear negotiating guidelines , job-
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sharing. Since then anumber of other unions, such j the bank workers uni-
on BIFU  and the teachers union NUT, have done likewise. In 1988 the
Trades Union Congress TUC  published Job Sharing: A TUC guide. These
guidelines gtress the importance of trade union involvement in workplace
agreements; that job-sharing must be voluntary; and sharers st have indi-
vidual contracts Of employment.

Including men

Some mep, Particularly younger men, now WiSh to P& more involved in fami-
life. There evidence that younger men and yomen have changed values and

priorities regarding the relationship between life 5; home and 5 work. The shift

in men’'s attitudes will need 5 be taken into gccount employers, especially
the qen concermned .o well qualified and valuable y, the enterprise. Employ-

ers Will also have o recognize and take gecqunt Of the increasing number of male

workers who report work/ family conflict and gtress, because of the potential-
adverse effects ,,, performance and productivity.

Positive role models .5, play 5, important role in supporting change. In the
UK, National Westminster Bank recognize the importance of role models in
encouraging more men to take up the opportunities  provided by its flexible
work policies. They have sponsored New Ways o Work 5 undertake apro-
ject on Men and Flexibility ¢ Work. This work has included questionnaires
returned from G, or 100 men Working part-time/ job-sharing/ working partly
from home; 43% of whom o e Working flexibly for child .56 reasons. Twen-
ty eight of these \,on were JOP-sharing, three with their wives.

One of them, Tim Powell, has for the last four years shared 4job ,qassistant
solicitor, with his wife, Deidre Foster. When .o gt work, the other  loo-
king after their tyq children. They share , desk and ,full-time  gecretary, A
senior partner Of the firm commented that — works gn, well g certainly
benefit from having o minds instead of ,nq

National Westminster Bank o, have jnumber of ... working flexibly and
5 couple of male/ female job-shares. Clare Simmonds, their Equal Opportu-

nites Manager added: Male staff ;.o beginning (o change their attitudes and
many are now keen advocates of flexible working. We \ygre inundated by
enquiries following the appearance of g article in 4, Bank magazine about
our Male/ female job-share in Preston, demonstrating that o, o Job-share
successfully.

Employment rights and benefits

ob—sharers o treated ,qindividuals in (grms Of employment rights and be-
nefits. Each sharer has 5 permanent contract ©f employment — with proportio-

nal pay and benefits, according o the number of hours worked. Legislation
in the UK yery complex and oo detailed {5 get out here.



Nevertheless, there has recently been ¢ very significant change. From
February 1995 changes in the law .., that people working less than 16
hours per week 4.0 o lOnger treated less favourably in the UK regarding
building up 5 Qualification  for continuous service, affecting claims for redun-
dancy, maternity rights and unfair dismissal. This very positive change 55
long fought for and the result of ; . .o which the Equal Opportunities

Commission EOC took o the House of Lords, the highest .ot of appeal

in the UK.

Over recent years there have been oo significant improvements in the (ormg
and conditions offered g gome Part-time workers including job-sharers in
the UK. An Industrial Relations Services IRS Survey of 68 organizations in
1993 confirmed that employers o increasingly treating part-time workers .
an equallpro  (ata basis for 5 wide range of terms @nd conditions.  Just gyer
seven out Of ten employers (reat parttime workers in the g5pe way. Never-
theless they comment that, remains the .,qothat part-time workers in 4 sig-
nificant number of organizations continue g lose gyt o benefits compared
with their full-time CounterpartS. In particular, they found that one of the most
important ~ benefits from which part-time workers ;.o still excluded, . ge
treated less favourably than full-time workers, pensions. As g result of de-
cisions the European Court this o, improving.

On the issue of over-time pay some employers pay enhanced | gteg for any
hours worked in gycegg Of CONtracted hours, o that . job-sharer paid ¢
higher rates for hours worked o or  gqy 18 hOUrs o, week. In others, employ-

ers only pay enhanced [ates to jOb-sharers and other part-time staff when they
worked ore than the full-time hours. The European Court of Justice has
however, recently ruled that there no obligation under European Commu-

nity equal pay law g pay over-time rates to Part-time workers ... they have

worked longer than normal hours.

Although there  ,, statutory right o job—sharein the UK, under existing
discrimination  legislation , refusal o allow part-time working after .

sex
ternity leave 5, lead g claims of ‘indirect’ g, discrimination.  As _result of
this 4 number of \ ., have been successful in taking cases to industrial

tribunals  where they have been refused ,job—share.

Benefits and problems of job-sharing

The Industrial Society study Does Job Sharing Work  concluded o only that
job-sharing does work, but that  hasproved ,positive g,ccesgb0th from the
organization’s and the job-sharer’s point of view.

Many of the benefits 1o 5 employer of job-sharing g similar 1o those of part-
time work. However there ,number which . specific {o job-sharing. Tho-
se most frequently mentioned by employers gq.

_ that o people bring pyo sets Of skills and experience o 5 job;
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__they g also bring increased flexibility, ~ for instance by working  peak
periods together;

continuity off sick

) one person or on holiday ¢ least part of the job
gets done.

Employers o to the idea often acknowledge the benefits, but ;. worried
about the .ogts. Most employers have found that the gytz administrative  ogtg
minimal; in fact jqfar ;o National Insurance concerned there . . be g5

are -
vings when employing job-sharers. Extra costs cgn Nowever be incurred:
_in the 4peq Of training;
in providing extra accommodation o desks 4. needed not general-
the case;

by giving each sharer the lump ¢,y cgr @llowance.

An Industrial Relations Services survey 1989 of 37 organizations found that
most agreed with Boots the Chemist that any increases in costs were Margi-
nal and outweighed the benefits. Employers generally express the view that
any extra costs are more than compensated for higher productivity,  lower
absenteeism, and reduction in staff y,nover.

Some employers ¢qq problems which .. viewed ,cadvantages by others. In
one Study, some employers thought that having o doing 5 complex job made
‘disjointed’, for others provided variety and flexibility.

From the point of view of the individual, the specific advantages of job-sha-
rng, ouer @nd above part-time work generally mentioned by job-sharers
opens up the possibility of doing professional and skilled work
than full-time basis, which may not be otherwise possible,
can improve the quality of working life, allowing problems , be sha-
red with gomeone €ISe and encouraging creativity from g gets Of ideas.

are:
on a less

Problems mentioned by individuals ..

__ managers may be reluctant g agree to Certain types of job being shared,

__ there may be gome 10ss of job satisfaction sharing ‘your’ job with ¢yme.
one €lse,
sharers frequently Saythey put N extra unpaid work, ,gdo many full-time
employees.

Summary

There have been several positive features of the job-sharing model:
__ hasenabled senior, professional jobs g be carried gyt by two individu-
als working o, parttime basis.
__ For gome individuals  hasalso opened up avery supportive, co-operative way
of working, sharing responsibilities, ideasand problems with another person,
has also contributed {5 the general breaking down of the full-time work
model.



However, on its own it is a limited option. In the longer term other more
flexible reduced time options, such as voluntary reduced work time and flex-
ible working years will prove to offer more choices to more people. Never-
theless, in the UK, the job-share model continues to offer some people an
opportunity to work part-time, which they otherwise would not have at this
point in time.

Pam Walton

New Ways to Work
309, Upper Street
UK-London N1 2TY
Tel: +44 171 226 4026
Fax: +44 171 354 2978
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Time, Work and Family Life

by Elisabet  Niisman

Time management in family life

Time management N modern families amatter Of reconciling work and
parenting. involves public policies, workplace policies, and family strategies
for negotiating and organizing everyday life. In the latter, the children also ;.o
parties since, in gome countries, especially in Scandinavia, parents very Often
negotiate time usage with their children.

| will refer mainly o, Sweden. Other European countries share several of the
demographic trends of Sweden, but the changes in Sweden have often .qme
about earlier and gone further than similar trends in other countries. The
problems of reconciling work and family are, furthermore,  in Sweden, {5 5

large extent, treated qpublic rather than private issues Moen 1989.

Swedish public policies have the explicit. aim to enable \yomen to COmMbine
work and motherhood, g increase equality between on and women N eve-
ryday life, and {5 gupport children’s development. A focus ,, Sweden, in
dealing with these issues, may thus be motivated. | will, however, also refer
to the other Nordic countries, since | will make o Of results from my own
research in 5 Nordic comparative project, comparing the scope for parenting
in male and female dominated workplaces and occupations. | will also draw

on Other studies and ,, public statistics

Having children

The basic time management families oncerns timing family phases. Young
people get g Nousehold  of their ., earlier today than they used {o in the
1960's. Living together does ot necessarily qgn having children. Mostly,
finishing education and finding employment .qmeg first, for both .. and-
women Hornavist  1994. To ,large extent, Swedish \yomen and mep control
their childbearing, through easily available modern techniques of cgpira-
ception. The total fertility (41 declined in Sweden until the late 1970's, [oge

again during the mid-1980's, reaching replacement level in 1990, and has sin-
ce dropped. This fertility pattern  part Of g picture of postponement  Of the

Thestudjncludegsstudiesfivavorkplaceg policstatiogmetgblanghospitagidail h
textilplantyherelatgyer atheredinterviewsbservatimxironﬁocumemﬂdilesy‘aﬁ\égsrﬁg ues-
tionnaing g nation—vadmplef3,05@arentmerfNdyomen correspondawgupations.

B Onestudyncludegsetudies 198%ftheemploygshrentsfivevorkplacegiestionnatgsadaini-
ongancbmpone‘assog:latlommatlonwlmmpleﬁemgloyetmcb parents childreborn 1986.
Anothestudfronthemidi9805y agualitatisaalysestSfamilieepresentiogrkindsfworkplaces:
publladmln|stratighosp|taiproceégctoryndsmathetafactories.
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first birth 5 5 higher age, on average t0 about 27 years of age.There no sign
in Sweden of an increase in the choice of childlessness.

The fertility high among women in their thirties. Most \omen Who have
one child also have asecond one more than 80% and many of these about
40%, especially among the highly educated, oon have g third child Marti-
nelle 1992. The drop fertility in the 1970's had little effect . this. There
has been a strong two-child oy in Sweden, and ¢ome say has e been
strengthened since the late 1970’'s Hoem 1993. Families who have only .o
child are not PeCOMING more common.
The span of time between the births usually only afr:zw years Martinelle
1992. There has g o, been ,tendency of speeding , the childbearing. This
according t Hoem 1993, closely linked {5 the development of , speed
premium  in the parental insurance scheme. A parent may retain the level of
income compensation, paid after ;. birth, during parental leave, for the eyt

birth, the interval between the y,o births does ot exceed thirty months.

Since women in Sweden often reduce their working hours after _ birth they
face 45, economic motive o have the second child within these 4, and 4 half
years, order o qualify for , parental benefit, based ,, the former full-time

wage. This pattern ©f spacing ofbirtbs fits rather well with the step-wise deve-
lopment of the speed premium Hoem 1993. A consequence of this  that the
period when ,omen take leave of absence from their work {5 5. for their
children concentrated. Close spacing of births may even mean that the 4.

man uninterruptedly  stays qay for several yegpg In this yyay they may tem-
porarily be full-time housewives, but 4t the ¢, time keep their employment.

Swedish \yomen @lso participate in the labour market when they have young
children. Today, women make u almost half the labour force, and in 1994,
74.4% of the yomen, and 83.9% of the on  aged 20-64 years 01, yere
employed Statistics Sweden 1995. In order {5 reconcile work and parenting,

women Make |,g¢ Of the public support  system. There 4re two mMain govern-

mental options that . crucial here: public child ;. which heavily subsi-
dized by the gtate and the municipalities, and the parental insurance scheme,

which totally financed through {gxes.

Though child 50 @S0 o some extent, a matter Of time management in fa-
milies, | will ot develop that issue any more here, but rather concentrate on

the parental leave gygiem, since that involves the workplace g 4 larger gyient,

Parental leave

The parental leave  Sweden ... developed, and has higher benefit levels,
than in most Other countries. however 5 sypport system that  highly
related 5 employment, in grmg Of benefit levels, and thus produces incenti-
ves for employment, long working hours and .g.cer before childbearing. The



system includes , number of various options, usable in flexible . ¢ for go.
veral kinds of parenting reasons.

When looking gt how parents Make |;5q Of the parental insurance, and how

their strategies have changed since the introduction  of the gygiem in 1974,
important o bear in mind that the legislation itself has changed, mainly

involving increases in the number of benefit days, and changes and down

up
the benefit levels. The main gteps  this development .. the following:
Cash benefit for both o and \omen When g child born 55 introduced

in 1974, covering 90°/o of the wage for 180 days before the child was 8 years
old." The same year, temporary cash benefits oo introduced, also covering
90% of the wage for 10 days per child per year for children under 12 years old.

In 1980, 5 10-day benefit for the father in connection with childbirth -
introduced, the ¢, called daddy days. 90% of the lost income y5¢ compensa-
ted for. The cash benefit g; childbirth increased in stages to 450 days in 1989,
360 days with compensation for 90% of the loss of income, and j minimum
daily benefit of 60 SEK for 90 days.

The temporary —cash benefit g increased o 120 days per child per year i
1990. After , six—month period of other changes in the gystem, the present
system was established, starting this year. Fathers g.q entitled o compensa-
tion ot 90°/ofor 10 days after the birth of , child. This benefit may be drawn
at the ggme time, 5gthe mother on Parental leave, but hasy be drawn within

the first 60 days of the child's life. The parents gre entitled 5 ope month each,
out of the 450 days of parental leave, that o transferable , the other pa-
rent, taken gt 90% of salary. The benefit for the remaining 390 days that can
be shared pqthe parents please, reduced g 80% of the lost income, until the

last 90 days, which a Minimum  benefit of 60 SEK. Cash benefit

carry can,
furthermore, 4 longer be drawn during holidays. We have pq¢ yet seen the
impact of these changes , the division of parental leave between ., and
women.

The daddy days the option, within the parental leave scheme, that the pogt
often used amongst fathers. Out of the fathers of children born in 1991, 85°0
drew 4n average of 9.7 of these benefit days RFV 1992. The proportion  of
the long parental leave used by ., has steadily increased from the first year
of this option in 1974, and 55 1994 11.4%. ye 00K 4 the proportion

of fathers who make any use of these options, the figures become o1 M-
pressive. Of all those who, in 1994, drew this kind of cash benefit, 28.3% \yere
men, which asmall but steady increase g the years. To ggehow couples
share, ;o have g follow them . .. ,longer period of time than ayear, Out
of the couples with 5 child born in 1991, 50% shared the leave; the mother drew
all the days in 49% of the ;505 @nd the father all days in only 1°/oof the coup-

3 Thelos®fincome compensatedonlypto aceilindpat notvenhighThisneariatuite;numbest
welpaitgger&wﬁ|cfarefatherﬁ]oreo#gihannotherg,ehlosvg[laroporfclrgn?fcompgnsaﬂbanhe
generabyated.
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les. In the pgegWhere the father | . the only parent to draw cash benefit days,
he drew 198 days of leave g, average. The sharing fathers drew 4, months
of cash benefit days g, average during the child’s first 30 months. RFV 1994,
RFV 1995

The timing of these leave days also of interest. The fathers who take leave-
days early in the child's life tend {, take oo days off. Fathers . .. often
take the first leave days before the child  six months old. In 1990, almost .o
quarter of the fathers did S0, and zgmuch ,,13.8% took leave before the child
was three months old RFV 1994

Another timing issue when, during the year, to take the leave. Fathers 4.0
often draw benefit days during the g, nmer @nd in December 1995. Fathers
furthermore, often than mothers draw cash benefit days part-time Rock-
linger 1987.

more

Part-time heans Making 4 jig-saw puzzle of hours in the family. While .
draw part-time cash benefits, \yomen more Ofttn make .o of the option g
take part-time leave of absence, reducing the working hours o 75°/00f o
mal hours, without compensation for loss of income. This .5, be done until

the child 8 years old, o any later date, after the second year at school. In 4
survey, made in 1989, concermning parents with children born 1986, only 8°/o
of the fathers had made |,4¢ Of this option for oo period, and all of them had
also been , parental leave full—time Néisman 1992.

Another  option for the two-income family  temporary ~cash benefit 15 510
for ,sick . infectious child. In 1993, the proportion  of fathers among those
who used this option ;55 41°/0,and they drew 33% of all days used that year.

These proportions  have ¢ changed tq any greater extent over the years RFV
1990, Statistics Sweden 1994.

| will conclude that, . the years, Since the option for fathers i, take par-
ental leave .o introduced in 1974, fathers’ usage of some Options in the sys-
tem are very stable, but looking gt the long leave when ,child  born there
has been . steady increase in the proportion of days taken by fathers and in
the proportion  of fathers that take g least ¢, Of these benefit days. The
recession and increased unemployment in Sweden has o4 far not changed this
pattern. Fathers take g5 of this leave o during economic hard times,
though the proportion  of fathers who made ¢ Of their daddy days dropped
to 78°/0in 1994, still ; comparatively high proportion.

The fathers thus take the daddy days, quite 4 large proportion of fathers share
the long parental leave when the child  born, and they take quite jlarge ;m-
ber of days, ygre than yo months, average. They also, g 4 large extent,
make ;g Of the option o take temporary eave tg care for 5 sick child, and
use the opportunity o take leave 5 be with their child in the day 516 centre

or school.



In spite of this, the male and female patterns Of parental leave .o very diffe-
rent. Most women take parental leave g, , full-time basis for 4 long period,
followed by unpaid part-time leave and, occasionally, temporary leave when
the child  sick. Men rather take g short period of leave when the child very
young, and then ¢,y back o work full-time. Men tend o share the long full-
time leave for short periods, forming g peak during holiday time and Christ-
mas the family holiday and take part-ime leave 4 the end of gy, of the day
care or the school, and finally share the responsibility g stay at home when
the child becomes ill. While women’s parental leave becomes an everyday life
pattern for long periods, fathers' leave, tq many children, exceptional,
lated o peakperiods life and g temporary needs.

re-

The complex motives behind these patterns have been debated ; length, but
I will ot go further into that here. | will 'just mention . issue related i, time
usage. DO fathers really take ., Of their children when they draw cash be-
nefits This o ,er asked concerning women, but in fact of course hard
to answer this question in both . <. In interviews, others inform about

fathers who, for economic |e550ns, draw the cash benefit 5 the same time g
the mother at home, . fathers who draw cash benefit during the mothers’

holiday Nasman forthcoming 1996. Some fathers . said o plan 1o paint

the house, go on g holiday o, go hunting during the parental leave.

These kind of stories 4,e not supported the studies |, leave—takingathers them-
selves, who rather describe their leave ¢ , positive experience of child care.
hard o know 5 what eygent fathers actually do o take ., OF their children
during their days of leave. The suspicion  of course based 4 the presumption
that L an would ot want to t@ke cgpe Of their infants. The fact that half of the
fathers do ot share the parental leave may P€Uused o gypport that idea, butmay
just jgwell be explained anumber of other factors, ..o of the ,ost Obvious
being the mothers’ lacking interest in sharing, economic loss, and obstacles  the
workplace Nasman 1990. The variation in the leave of fathers during the year
does o necessarily indicate abuse of the law, but .o 5 question of what kind
of fathering activites the policy — aimed g support parental leave.

The parental insurance ot the whole story about parental leave however.

The Child Care Leave Act entitles parents to take leave of absence during the
first e and 4 half year of their child's life, and the right , cash benefit days
as a separate Mgt A parent may thus be ,, unpaid leave 4 first, and draw
the cash benefit days afterwards, ending up With gtotal period of g4t mgst 990
days leave of absence. The unpaid leave o registered on g hational level,
sowe 90 not Know the gyient to which the unpaid leave option used. Case
studies demonstrate however the intricate calculations parents Make, counting

income, taxes, Paid and unpaid leave days, holidays etcetera, in order i find
the best combination  of the various options Néisman forthcoming 1996.

In the workplace, parents may face obstacles , well .o ., options for
ental leave. Over and above the legislated rights, some employers offer

par-
more
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leave days, entitements when the children 5o older, and o flexibility —in
scheduling leave days g g full- and part-time basis Nasman 1992, Nasman
forthcoming ~ 1996. This  the positive side of workplaces. But they may also
cause difficulties  when parents try to make o Of parental leave options. In
one study Nasman 1992, 25% of the fathers faced obstacles when they asked
for parental leave. There 4 also discrimination against gome Of the men and
women Who took parental leave, although e did ot find any case Of illegal
dismissal due {, parental leave. Losses in terms Of eamings, promotion o on
site education \yere Mentioned 454 consequence of their parental leave by 20%
of the fathers and 299 of the mothers, who had been , full—time parental leave
for , period of 4 least gpe month. All of these parents had also used the g,
tion o reduce their working hours. For 5 majority of the hen @nd women
who used these rights,  seemed 4 work all right.

So not the majority's  problem o face discrimination,  due to the ygage of
these rights. Most employers gggthe Child Care Leave Act asalaw they will
abide. Compared 1o Other leaves, the parental leave  , minor problem in most
workplaces. Explicity negative and discriminative employers g0 few, but g4
also 4 employers who actively gypport and encourage parental leave.

Working mothers and fathers

The two-income family model  well—established in Sweden, compared o the
old complementary family model with , male breadwinner and , housewife.
The public policies have contributed {5 the financial incentives for \yomen to
take o, paid labour SundstrcSm 1987. Many women, however, give other
than economic reasons fOr their working life Nordenstam 1984.

When both parents have retumed ., work after the leave, family strategies

have o reconcile the temporal patterns ©f the various institutions: ~ work, child

care, School and family. The number of hours gt Work — one crucial issue. The
combination  of working hours that the father works full-

most common

time, and the mother part-time. Next in frequency comes that both work full-

time. But the expressed ideal amongst a Majority Of men asWell 450f omen

for both parents to work part-time.

Part-time \yas to many women the way to enter the labour market during the
1960's and 1970's. In the 1980's, the increase  part-time Work stopped, and full-
time work became more common. Short part-time rare, Which  means that
almost all part-timers have job security and social benefits Sundstrom 1987.
Many mothers make ¢ Of the option in the parental leave system, to take part-
time leave of absence from their full—time position until the child  eight yearg
old. They have the right tg retyrn full-ime with 4o months notice. In 1994,
26% Of the omen 2a9€d20-64 years old usually worked part-time, 20-23 hours
per week. Only 4% of the \yomen WOrked short part-time, i.e. lessthan 20 hours.
Altogether, only 7°/00f the an in the game age group worked part-time Statis-
tics Sweden 1995.



In the family, women's part-time work | oons 5 remaining unequal division
of domestic duties. Counting paid and unpaid work, we can seethat o, and
women have the oo work load, counted hours 4t work, but ofcourse the
women do the unpaid work g ,larger eytent @nd e d0 pore Of the paid
work Rydenstam  1992.

This pattern, thus, makes ;e loose economic independence and also o
aspect Of quality of life, since their spare time  split up in bits and pieces
to g larger extent than that of ., In many households, there  , heavy
work load ,, both parents and , shortage of time an often  mentioned

problem families with children. When the children grow up and do ¢
demand g, much . the parents increase their working hours in the labour
market instead. The total workload then heavy also in families with

schoolchildren  lacoby 8CNéisman 1989. Fathers do, however, increase their
hours in domestic work, when the workload of the mother heavier Ner-
mo 1994.

Parental leave and part-time work 5.0 not the only oans Of reconciliation.
Scheduling also 044 varying when during the day and night the parents
work. Irregular hours and shiftwork the traditional way T parents to
combine. a pattern found in families from the 1960's onwards. Later on,
flexitime became , .ommon Phenomenon, starting among White collar work-
ers, but ow found also in earlier impossible work  organizations, such .
among shift working op in factories and hospital staff in intensive care units.
The pnext step  this development an individualisation  of working hours
with  the help of computerized scheduling, |, the local units themselves.
On very short notice, 'workers can find oyt  they .4, shorten, increase
otherwise rearrange the.lr work  schedule, the eyt day o oyen during the same
day Néisman forthcoming 1996. This kind of working time organization
offers , wide scope for parenting issues the workplace.

Discussing reconciliation,  in tgymg Of leave and working hours, implies that
working  life and family life .o separate SPheres. Integrating these spheres
becoming , possible girategy to parents in Sweden, i.e. being available as pa-
rents although being in the workplace. That . ..ns fOr instance doing family
errands and communicating by telephone with your children, with the day
care Staff o, with the other parent at home, all during working hours.

A majority  of the employed Swedish fathers g Nordic  study o able o
communicate with their family during their working day, and about one third

of them regularly \ ore N contact With their children during working hours.

A workplace o ,Closed world. These options yere not formally stated as
such, but \ oo informally accepted  supervisors and  work hates. A more
flexible work organization was &!so applied in many of these workplaces. For
instance, became accepted g come in late o, leave early for child care rea-
sons, or to @K€ temporary leave of absence 4 short notice Niisman forth-

coming 1995.

99



100

Comparing male and female dominated workplaces and occupations in the
Nordic study, e can conclude that there \yare more OPtions specifically targe-
ted g child e NEEdSin the female dominated occupations and workplaces, and
that the ,on Working in these occupations and workplaces made o Of these
options. The male dominated workplaces and occupations, on the other hand,
offered opportunities  of general flexilibity in working hours, i.e. options
that t targeted to child 5 but available for 4 variety of o550n.

more
were NO

On the whole, . found that these options \yere more frequent and wides-
pread Sweden than in the other Nordic countries, and that the Swedish men
made pore use Of these options than the fathers in the other Nordic countries

Niisman forthcoming 1995. This surfaced, especially in the 5q0 Studies,
where o found , dramatic contrast between the Swedish metal plant and the
corresponding Norwegian and Danish 4ceq In the latter, the parenting gtra-
tegies of the fathers \y.q not to Make their fatherhood visible 4t all in their
every day life in the workplace. They did pot make ¢ Of the available gene-
ral options for flexibility, for family | ogqg0ns. The family and the workplace

were treated 5qseparate spheres. The few o, Who made o of, , asked for,
these options for family (es50ns, met negative sanctions from their manage-

ment and work  mates,

Most Of the fathers thus applied the traditional male model stheir gyateqy and
this |, 45 @lso the ideal worker 5 these workplaces: the j,, who works full-time,
all the time, gladly accepts Over-time and payer has any other committments g
consider than those to the workplace. Fatherhood became visible 5 the work-
place, but only ,¢ ., €xception, for instance gt the company Christmas  party.

In the Swedish metal plant, fathers ;e on le@ve during their top daddy days,
they shared the parental leave with their wife, and took gome temporary lea-
ve When the child ¢ ill. Some of them gyen did o more than their partners,
since this kind of leave 55 €asier g get at the metal plant than 5t the work-
places of their parners, They also used the flexitime options for 5.0 purpo-

ses, All this \yag accepted by management.

In this case, the employer gg,, his workplace policy pgt only as abiding the
law, or as a way of adhering o the demands and needs of the employees.
Representatives  of the employer o\ €xplicitely promoted fathers’ usage of
these options. Parenthood and fatherhood 44 pOsitively valued g the work-
place, jgtaking 4re Of ayoung child fostered flexibility —and 4, open mind,
and made the father maiyre. These characteristics in the fathers ..o posi-
tive for production, since they fitted into the demands when introducing 5
new Work organization. .The idea of the staff anager at the factory g that
paternal leave ¢ profitable for the company Magnusson 85 Granqvist
1993. was Written into the policy document of the workplace that e
as Vel a5 women, were to take parental leave, and this document further
stressed that there would o be any negative consequences for parents who

made ge Of these rights. This policy ag accepted g lower levels in the



organization  ggWwell, both amongst supervisors and work  pates. The poli-

cy also got support from the labour union.

Prospects for the future

How come Sweden goomsto Pe able to produce such beautiful examples of
reconciliation One yay of understanding the differences between the Nordic
countries, to see asamatter Of time, ie. development. Sweden has been
ahead in developing , family policy including labour market issues, especial-

o family policy targeted to fathers. We ¢ @lSO geg traces Of this story in
the data from the workplaces. In the other Nordic countries, e can find open
conflicts between generations, for instance older o, demanding flexibility
for their gyirq jobs, while the younger men try to get accessto flexibility ~ for
child .ore reasons. We also find older ., teasing and harassing younger men,
who ty 1o make ;50 Of these options. In the Swedish metal plant, there
arumour that there ... older metal workers who did ot think that
tal leave for fathers |55 5000d idea, but they kept quiet.

paren-

In another workplace, the police station, . also found old constables who
thought that the natural order that \y,men take .50 OF infants, but of g, ce
the voung policemen really wanted {y take leave, had {, be arranged for
them. The connection between these issues and the work organization also
pointing gt social change. The e management Philosophy —of flexibility,
individual  responsibility, ~ broader ¢ompetence aNd more demands of produc-
tivity gn gn individual level, produced  larger scope for parenting.
This may be the. development for the future. | have ot employers, who g an
in these economically hard times, try actively o develop ,workplace family
policy of this kind. On the other hand, | guq 5 risk the tendencies of the
labour market today, towards increased individual responsibility.  The de-
mands of productivity ean pressure for avery efficient and profitable work
organization, that makes heavy demands ., the employees.

At the game time, o have, in the Nordic countries, high demands g parents
to be successful g such. They end up in 4 classical cross-pressure situation.

Looking from  child’s perspective, let g hope that they will o suffer, when
working life, jgwell jsfamily life, becomes par of 4 family project, ,dual o5

reer for Poth  men and yomen.

Elisabet Nfisman
Dept. of Sociology
Uppsala University
Box 821

S-751 08 UPPSALA
Phone: +4618181191
Fax: +4618181170
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Family Responsibilities
and Social Welfare

by Yves Chassard

The European Commission, Wwhich every two years publishes 5 report entitled
Social Welfarein Europe, ¢ publish its second rgport ~ September. | have been
asked 5 ge this occasion g say afew words ., the subject of family responsi-
bilities and social welfare. In other words (g try to answer the guestion: What
happens with regard 5 the right o social welfare when , hergon stops Working,
either 19 cgre for ayoung child . to look after 5 invalid . elderly person

| am 90ing tg list 5 certain number of points. The first  the interruption work
to look after ayoung child; this what generally referred (o zgparental leave.

Parental leave

one defines parental leave in tgrms Of two elements, first , certain guaran-
tee Of reemployment 5 the end of the leave period, and secondly omunera-
tion, eight of the member giateg Of the European Union have parental leave.

As far 4o the others .o concerned, pyo member giates _ Ireland and Luxem-
bourg _ have ,, provisions coming close {5 this type of leave, while five
member giateg have parental leave which  unpaid, but with  certain guarantee
of reemployment. These ;. the United Kingdom, Portugal, Greece, Spain and
the Netherlands.

should be added immediately that in the United Kingdom, there

are very
restrictive  conditions for obtaining this unpaid leave;

_ _ necessary to have
worked for 5 least o years full-ime ), five years parttime for the ggme

employer. This the only member gigte Where this provision exists. The
Netherlands 4. a@lso  special and somewhat atypical case, to the gytent that,
in practice, the gregt majority of workers ;.o covered by collective 4greements,
giving them the right {5 be paid during parental leave. But there no legal
statutory ~ system.

Let ys return to the eight member giateg that have both paid leave and agua-
rantee Of reemployment.  We 5, wonder about the reality of the g,arantee
of reemployment in France; not certain that truly effective. In Italy,
there  however , guarantee Of reemployment and paid leave. This consists
of approximately three months, after the five months of maternity leave, with
remuneration 5t 30% of the previous salary.
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We find the ¢5me type of leave in Denmark, in far ., . advanced form,
thanks {, the reform of the labour market funds, which took place 1994.
Danish employees, and | believe oo, the unemployed, ;o able o benefit from
leave for ; maximum period of 4o year __asltraining leave, parental leave, or,
more generally, o sabbatical leave _ whilst being remunerated 4t 80°/00f the
unemployment  benefit, which corresponds o 72°/0 of their previous salary,

this being of .5, rge SUbject tg gn upper limit.

In the o other Nordic countries, Sweden and Finland, there 4. very soph-
isticated gystems Of parental leave. These countries have developed gystems that
provide the possibility of taking additional leave, in addition o the parental

leave the strict gense the gyent that the child ill.

Three other countries have gygrems Of parental leave. These 5. Belgium max-
imum  gpe year, with 5 lump-sum  benefit payment of 11,500 Belgian Francs,
i.e. g quite moderate amount, Germany maximum three yo,.g but only six
months  without 5 aans test and Austria g lump-sum benefit payment of 15
ecu g day for 2 years.

With regard ¢ rights o social welfare, these rights 4o more or l€Ssassured. That

means that, all member gtates except Ireland and Luxembourg, aperson who
stops Working o take parental leave keeps the rights to social insurance. In
the countries where there ., national health system, this also keeps

the rights o sickness insurance.

person

Things 5, lessadvanced ,qregards the other main type of leave, i.e. the leave
that  taken to cqre fOr an elderly o generally dependent pergon _probably
because this  oyer in the majority of member giates,

Leave to care for elderly persons or Invalids

There e two types Of Member giates, On the one hand, there ;. countries
that make , benefit _payment to the irwalid person, so that he o she able
pay the person providing the .50 This  the gqefor example in France, ltaly
and Greece. In these countries this e of benefit however subject g g,

upper limit  of resources, so that ultimately there relatively few benefi-

ciaries.

are

There 5. also countries in which  priority given o the development of social
services, i.e. the possibility of having ,ccessto g Social service. This  the oqe
in the Nordic countries, although in Sweden and Denmark employees have
the possibility of interrupting their professional work in order {q help elder-

persons or invalids, who .., often ill, and {5 remain with them for  limi-
ted period. The idea that the need g receive g from , third party a
medium-term  need, up to the social services social services subsidized by
the state or local authorities to provide these services, and pot up to mem-

bers of the family.



In Belgium ,somewhat novel experiment has been running since last year. This

anew Mechanism for providing e for aperson in the terminal phase, but,
paradoxically, this leave limited o 5 period Of o months. | do ot know
what happens  the ,orqqn has ot died by the end of these o months. | do
not exactly understand the logic of this type Of leave.

There .o several member giates that have developed j ore @ambitious system
of leave for caring for dependants. This includes in the first place the United
Kingdom, which has created the Invalid Care Allowance, and Ireland, that has
created benefit of the g5me type, SUbiECt to 4 means test, @d Of ¢qyrge there

the country that many people 4 lOOKiNg g gt this time: Germany, with
the o experiment known .. Pflegeversic/aerung.

This gystem enables ,, invalid requiring .4 from  third party to receive 5
benefit the (4t of which depends ., the type Of person providing the ..o
the .5e provided informally by members of the family there , reduced
rate;  the invalid requiring c5re turns to g firm of social workers that will
provide care on g COMMercial and mopetary basis, the benefit  higher.

still too €ary to assessthis type Of system, but clear that here \yo are at
the slightly delicate boundary between the formal ¢gcor and the informal

sector.

clear that the solution involving the granting of benefit ,, o the inva-
lid person, but {5 the gne providing the ... does provide , o effective
guarantee Of rights o social security for members of the family providing such
care to an €lderly person or invalid.
I shall ot elaborate , the reduction in continuous working time required
to provide the ., | shall simply remind you that remains the ;0 that
membership itself of the social security gysem — determined either a cer-
tain number of hours of work, . terms Of minimum  remuneration.  This
the ,qein Spain, Austria, Germany and the United Kingdom. These are the
four main member gggies  Which there  _ minimum  work condition for
registration ~ with the social security.

The impact of the interruption of work

With regard {5 the impact that the interruption  of work has ,,, the rights ¢
social welfare, o distinction 5t be drawn between short-term benefits and long-
term benefits. Short-term  benefits ., those that . received during , short
interruption  for oocqng OF sickness . unemployment, although unemployment
increasingly becoming , medium-term risk. Long-term benefits are essential-
old age and invalidity benefits.
With regard o short-term benefits, that  when work interrupted  for .
sons Of sickness . unemployment, there  ,tendency ; extend the period
of work that required ty receive the benefit.
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This  particularly e in the caqe Of Unemployment.  This extension of the
required period of work seen in many member gtates, and often consists of
minimum  of g months of work, Without which .. ., longer eligible for

a

unemployment  benefits. Finland avery atypical country from this point of

view, sufficient have worked for five days in Finland receive
' as to Y’ to

unemployment  benefit.

As regards long-term benefits, that say old-age pensions, avery interes-
ting discussion under way. clear that the problem arises in 4 different

Way depending gp the siructure Of the pension  system.

There o countries that have 4 basic pension granted o every citizen. These
are the three Nordic  countries: Denmark, Sweden but the gystem has recently
been reformed and Finland, asWeII asthe Netherlands. But in general, these
countries have 4 complementary ~earnings-related pension in addition o the
basic pension. Therefore the problem still arises in these countries, just 5qin
countries where the pension gysten  Organized o 5 Contributory  basis,
where clearer.

Many people g the last few years, and in particular \gomen, have reached
the legal age of retirement with ¢ called incomplete cgreers, due essentially
to the fact that they stopped Working for apart of their .5reer  Order to bring
up their children, o, eyen at the end of their cgreer to care fOr their ageing
parents. This problem will arise increasingly in the European countries. We
note avery clear tendency to move fTOM 4 system referred o ag defined  be-
nefits _ where the gmount Of the pension  calculated as a function  either of
the salary received during the final year, or of the salary of the last years, or
of the salary of the best years, let s say the five best years _to asystem Where
the pension calculated function of the total earnings throughout the

whole

asa
career.

The best example of this  found in ltaly, where , major reform of the pen-
sion  system, which goes entirely in this direction, currently under discus-
sion. We have also ggap 4 reform of this kind in the very different  gystem in
the United Kingdom. The rights i complementary pensions g no longer
calculated , the basis of the yyenty best years, but 5, all of the earnings

received throughout the .seer The game has occured in France since the

reforrT] of 1993, with aprogress.ive move from the 10 ¢ the 25 best years,
pending 5 move to asystem taKing into account the whole of the cypeqy,

Putting g value gn the interruption in work

clear that .o increasing question will be: How o value the years of in-
terruption;  what salary equivalent will be attributed {5 , period of interrup-
tion For example, in Germany, has just been decided that each child born
after the 1st of January 1992 will entitle o , credit of three years for the pa-
rent that has stopped working 1o look after the child, with remuneration get



at g Standard gte of 75% of the average salary. Therefore has been decided
to value them for the acquisition of pension rights gt 75% of average salary.

| believe that these questions of valuation and of the impact that interruptions
in work have g, the rights {5 social welfare, take ., , different complexion
when e seethe trend in 4 certain number of countries. Two countries that
are interesting  and specific from this point of view 4 the United Kingdom
and the Netherlands. They have just broken with ,long tradition of sociali-
zing the ot for the enterprise in the 40 Of interruption oo 4 result of sick-
ness. Now, the enterprise has the legal obligation o continue g pay an
employee Who getg ill, but he o she , longer reimbursed by the insuran-

ce system. This g encourage enterprises o take preventive heasures. We
may of course wonder about the potentially perverse character of this type
of mechanism, since an implicit  incitement ¢4 enterprises o select work-
ers Who have the least risk of falling ill.

To conclude, | would like tg comment on the important debate concerning
the future of o, pension systems. Last year the World Bank published .
port that |55 Widely distributed all . the world. based g, 7 critique
of oyr European contributory  gystems,  Particular the gygtem known ,qBis-
marckian, on the basis that these systems are anti-redistributive, because life
expectancy g drowing function  of (ovenue. Thal means that the higher one’s
salary  the longer ;o will receive 4 pension. This rgpory by the World  Bank
recommends something simple: not putting all one’s ggggin gne basket. In
other words: A pension system hasyyo Objectives: the fight against poverty

for the elderly, and the replacement of previous |eyenue. SO let g make tuo
different  systems
| believe that ;.. of the merits of the gygiems that do py; all their eggs N one

basket  that they lead o reflect ,, the following question: How does e
penalize, o not penalize, those who interrupt their .,eqr to 100k after , child
or adependent

Yves Chassard

European Commission
DG VIE/2

200 Rue de  Loi
B-1049 BRUSSELS
Phone: +32 2 299 0475
Fax: +32 2299 05 09
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The History of Teleworking
at Digital Equipment BV

by Kitty de Bruin

We do pot know when  started, and the unions and management were not
involved, but in the late seventies/ early eighties, ome technical specialist gtar.
ted with teleworking. The computer systems and applications had {y be main-
tained, and preferably ot during the working hours, between 9 5 ., and 5p.m.

Moreover, the persons responsible for maintenance did ot like {o sit alone
in the office late, after everybody 3¢ gone. They took ,terminal and j modem
with the low speed of 300 bps, and did the work from home. When they had
to do g difficult job during the clay, and wanted 5 work with concentration,
they also liked o work from home. At that time, o did pot realize that
was teleworking.

In 1985, the field engineers, who repair the computers, Started to work from
home, because they lived closer o the c,stomer Site, and all relevant informa-
tion a5 accessible in databases. They also used g terminal  and , modern of
1200 bps. Call logging, and gen remote diagnosis, 55 Possible that way, More
functionality, ~ such jqe-mail, bulletin boards and videotext, 55 added yo the
network, o, became quite easyfor other specialists, salespeople, consultants
and managers to accessthe information  from another location than the office.

First pilot 1988

In 1988, my function \\4q salesmanager for the chemical industry in Holland.
The corporation decided that each coyngry had g be split in several districts,
even the very small coyntry Of Holland.  The decision 55 made g split
Holland into Eastern and Western Holland.

The office for Eastern Holland ¢ located in Utrecht. As gome sales people
lived ore than 120 km from the office, | asked my group to consider tele-
working. | submitted , project plan, but before the final approval, e just
started. We measured the results during half ayear in 1989:

Oflice gpace

Office  space was reduced 12 pergons in gp Office for five persons. The account
managers, who used o have their g, offices, g, Used this office for the
whole  tggm, and 4 Used g5 kind of war-room, with all projects and their

results written 4, aboard.
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Social implications
This office -4 also used by heop from other functions, so the teams inte-
grated, and they also started {5 work from home. Some meetings were Plan-

ned in the homes and they met €ach others’ partners and children. Who say5
that teleworking brings social isolation

Flexibility/ relation work and home

For the employees, the timeframe shifted from 9 am.—5 p.m. to 4 diversed

working period. When they .o home, between 4 and 5p.m., they spent time
with the family, and made the reports after dinner.

Motivation
Because of the fact that they could influence their working hours, each member
of the pilot group mentioned quality of life ;qthe main advantage  this pilot.

Production

Customer  visits \ent up 25%, and ystomer Satisfaction increased. As the
customer Visits increased, , o also measured o kilometers. One cystomer
gave the team a room, where they had 5 PC and network connection , the
office, ¢, they could make proposals g, site.

Changes in work environment for the secretaries

We had expected o Changes, but what actually occurred |55 far pore than
we could have expected. The gecretary had g set the priorities, and she did ot
have instant help {5 make these decisions. She had {4 select the information 4
be forwarded i, the teleworkers, i getpriorities in proposal requests, etcetera.
During the holidays, when e had o involve temporary Personnel from , bureau,
we Nad major problems they did ot recognize what ,proposal request Was.

The secretary became the interface between the office and the teleworker, and
in gyr Situation, they experienced this 5q 5, upgrade of their function. What
they liked most was the more Quiet work environment, and the fact that they
could et their .- priorities, instead of having people claiming that their
work had o be done first.

Second pilot

Al people who involved still teleworkers, but took five

were are years to
start glarger cross functional pilot. The project plan .o made in 1992; in 1993
we Started. We had expected 50-60 volunteers, but . had o than 140
volunteers this large pilot. The functions involved ., sales, consultancy,
learning services. In addition 5 number of people telework . ., ad—hocba-
sis when suits their purposes.

Telewor/eers outside the pilot
We have ,, employee who lived
part of another

near the office, but with the integration of 4

company, Philips, his office location changed, and he had g



drive more than 50 km {5 the office. He  diabetic, and this caused g5me
problems. With g4, minor changes his work arrangements, N€ oy Works
four days per week 5t home, and .. day in the office. His manager told e
that she will consider this for the  oqt Of her group asWell. A number of
women Wanted o work part-time, and teleworking could be avery good al-
ternative in gome Situations.

Technology

The technology has changed. We oy use |aptops with 14.4 k bps speed and
aserver to guarantee automatic back-up, data integration, virus protection,
etcetera, All teleworkers in this pilot have 4 contract, With ,good arrangement
for the costs made 5 home. Desk sharing has been introduced, and we have
setup a helpdesk.

Learning process

Step  step
We introduced o, WOrk environment and o, technology, which delay-

ed the project three months. Involvement of all functions very important,
and \ye gre Still working ), this involvement awareness Sessions, publica-

tions  etcetera.

Focus o, exchange  experience
We had 4, meeting with all secretaries involved 5 learn how {, deal with telep-
hone calls, direct connections o the home, . via electronic mail, etcetera.

The internal selling process takes time; took g five years to have _ large
project established. A lot of managers are fesistant o change, and that resis-
tance increases when somebody else tells them that they could work more
efficiently. Thus, the right involvement very important.  Some managers,
who \,are first against this project started ;q telework themselves, and
very happy with the option.

are now

At Digital Equipment B.V., ;e had the major advantage that we have 4 world-
wide network, and that everybody used o electronic mail. Teleworking
networking, and brings , lot of advantages for both the employee and the
employer.

Kitty de Bruin

Digital Equipment
Postbus 9064

NI—3506 GB UTRECHT
Phone: +3130 83 3166
Fax: +3130 832161
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Space and Time
in Teleworking

by Jean-Claude  Kautmann

In discussions , teleworking, gne question in particular often arises: Just
how important not just 5 gimmick, unworthy of having oo much
importance  attributed 5 it Such j question shows that society 4 large  still
unaware Of the full-scale revolution in attitudes that taking place, and of
which teleworking apart. In order 4 understand we need o take , broa-
der view, and tg look pot just gt jobs which fit the conventional —definition of
teleworking, in the strict goge but rather 5t what  happening o, the labour
market ,q 5 whole.

What do , . see That the relationship between work and time, and between
work and space, changing. A little background information called for 4
this point. In previous centuries, , large portion of work was done in the
home. This ¢ particularly {rye of farmers, tradesmen and piece-workers. By
contrast, the 19th century and the early gt of the 20th cenpyry gqy the ad-
vent Of structured, collective labour and its concentration in large industrial
sites. Since the late 1970's, \ o have entered albeit without fully realizing
anew, radically different, phase, whose development pattern actually the
opposite. Work increasingly occurring outside the places explicitly desig-
nated for and companies 4o lessand less able , control the time factor. The
measurement Of time  being replaced by performance appraisal.

One key aspect that innovation developing agpart Of 5 chain effect, gpay.
ting from the o with the moge highly skilled professions and the 06 highly
educated circles, and percolating down finally meeting with resistance g the
bottom  of the social ladder, .41 will explain later on.

The central ggpect Of the o, model  the personalisation of work, the indi-
vidualised  nanagement Of the way Work organized, resulting for example
iN more relocation, and the blurring of spatial boundaries. Less and less,
workers  particularly they 5o management travel o work, 1o 4 particular
place, separated from the (egt Of society. Increasingly, they take their work
with them: they . becoming, in tgrms of both themselves and their environ-
ment, the mobile workspace.

As | ggo there . three levels. The first  the ,qqt Visible, namely the files
or portable  computers, that 54 be brought home . ., the train, and the
ubiquitous mobile phone. The second level |, . scattered, but probably
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far more extensive: namely, the work that 0 carry around in 4, heads in
the most diverse circumstances, o mental workload  that all the pore
onerous, Since, historically, ~work tending o become intellectualised.  The
third  level hard o, analyse: consists precisely of that which, official-

very
ly, not Classed aswork at all. Educational leisure, for instance: cinema, [qg.

ding, television. These activities, however, that you might think of 4 being
strictly personal, ¢4 in fact be regarded pgtraining activities. They may even
play ,vital role. A rgcent Study thus showed that the managers of high-per-
forming companies spent more tfiMe at home, that they read j,qre and watched
television. So you see, the most effective work ot always done where
you might think, and the boundaries between work and non-work have be-
come €xtraordinarily  fluid. Teleworking in the strict sense, apart from fitting
perfectly into the general trend | have just described,  also 4 gort Of spearhead
of  whith specific problems.

more

The major, widely recognized advantage of teleworking the flexibility  af-
forded by the personal patyre Of the getyp, Flexibility aprecious eang Of
reconciling professional life and family life, particularly for \yomen. That goes
without  saying. My job, rather, to underline the risks. And (5 point oyt
certain truths. Such ,gthe fact that the idea of being able 5 merge two activi-
ties into gpe _ alas _merely g illusion. On the contrary, the confusion  of
activity, the constant to-ing and fro—ingbetween work and family which cgn
sometimes happen in very short sequences lasting only . few seconds, such
asWhen you are trying o Work while 4 the ggme time looking after  child,
for instance cancels ¢ the advantages of flexibility: in seeking 5 do twice

much, end up doing half ;4 much.

as you

The notion of mental workload key 1o gur @nalysis here. Engaging in 5 work
activity demands , specific mental attitude. Taking gre Of the family  the
home requires , different e of intellectual investment intellectual being the
correct term, as'unning o family 5 5 matter of fact requires , considerable
mental effort. Too frequent shifts between .. and the other ., therefore
introduce disorganization, fatigue and loss of effectiveness  the pyg greas that
one ying o pursue in parallel. In addition, there ,third mental burden,
which  quite specific g working ¢ home, and may require 5 great €Xxpendit-
ure Of energy: the intellectual effort required g manage the shifts between
work and family, and vice \grg5. The counterpart ©f the advantages of flexi-
bility of organization in daily life  therefore clear: , considerable mental
burden, that .5, however be markedly reduced  gne very organized. The
external organizational constraints e iN 3 way overcome PY personal inter-
nal organizational skills that require  specific intellectual effort. this per-
sonal organizational skill lacking and not everyone has it, the result 5
confusion of activities, fatigue and inefficiency.

In the projects currently —under Way to promote teleworking, the house has

too Often been seen asan empty area that exerts no pressure on the individu-
particularly  on women. A typical example  that of the so-called school-



time formula, . what in French has been labelled formule télépendulaire, in
which \omen Cchoose school holidays 1o do partial teleworking, whilst keep-
ing the essential elements of their activity in line with the traditonal model.
From the point of view of flexibility —and reconciliation, the experience seems
absolutely perfect. But the result  only achieved with 4 doubling-up  of the
rate Of personal activity, with the work 4 home taking place just 4 the time
when the family burden heaviest. Many \yomen can manage this, and still
prefer flexibility oyen increases the  51e Of work and the mental burden.
But what harmful the invisible 5t re Of this effort,
infinitely  carry out @ll sorts Of activities the home.

as women could

Several studies have shown that teleworking increases productivity by elimi-

nating the time wasted in discussions with colleagues 5 work, chatting, teg-
breaks, gtcetera. But this o forget that these lulls .o part Of the structure

of work, that follows , irregular rhythm, and requires moments in which

to regain one’s breath. Such pgments exist in the ¢5me way at home for the
teleworker.  The difference  that they .. ot counted ;g wasted time, and that
one conducts any discussions o, one’s gun.

Space 5t home poses a problem for . The very factor that 5, make
reconciliation ~ between family life and professional life easier for them i.e.

proximity ~ and the possibility —of mixing the yyo spheres ., in fact also be a
source Of difficulty. ~ Working outside the home gives ,omen independence
in society, by virtue of financial independence. But also gives them ..o
thing else: social gntacts Other than those within the residential sphere. Te-
leworking .o, carry the risk of confining them within the world of the home.
In certain  .aseseven more so than others, like dynamic housewives who
have time for arange of activities. This risk — much less significant for .,

who traditionally  socialize o outside the home. For women, being closed
in  feared gyen more asthere  4confusion of activities, mental burden and
fatigue. Men and \omen are not edqual  teleworking. The o major risks
mental overload ., result of having o manage the reconciliation, and isola-
tion and confinement within the home are in fact predominantly  feminine

risks.

The configuration of the living space, in which teleworking takes place, plays
an important  role in avoiding confusion of activities: the quality of the set-up,
and the clearly separate character of the office, indeed make  possible 4
commit oneself effectively 15 the work. But pot everyone can afford this, and

rare fOr companies g meet the cost Of financing the workplace 5 home.

The third major risk in teleworking accentuating social inequalities, in 4
precise peq that today playing 5, increasingly significant role: isolation.

Understanding  this requires ggme notions of the contemporary ~ changes in
social bonding. Social cgntacts today represent g Capital that marks one's g4
cial position: the richest and the n gt cultured people have . .o and 0.0
of them, whilst the yoorest have less and less. At the top Of the social scale,
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contacts are increasingly individual, remote and virtual in character. They
develop in yast networks in which the individual ~becomes accustomed g
navigating. At the bottom of the scale, ,, the other hand, the need of , close
and stable circle of human g,pport remains essential. The role of teleworking
differs greatly between these yyo extreme POles. At the top  adds g,y bran-
ches o the network, and ., allow .o to become gyan more CoONNEcted, ¢4
KNow ayen more PeOple. At the bottom, ,, the other hand, a5 cut one ©ff
from the immediate work community, basic for giving work 5 meaning. This
especially go in the caqe 0f the most fragile. Evidence shows that handicap-
ped people have ¢qqp, their isolation made e by teleworking: they only
need {o look daily into the geq of Others g gegthe reality of their professio-

nal integration.

Admittedly,  such negative trends .o currently difficult o discern. This

because teleworking takes place predominantly in very highly qualified and
masculine professions. As teleworking jobs become less qualified, involving
mere €xecution, the three risks that | have indicated will become e visible.
Mental fatigue linked {5 5, insufficiency of personal skills of self-organization.
The confinement of \,omen in the domestic world. The isolation and exclu-

sion of the weakest.

These specific risks e not Without —solutions. But  the solutions 5. 1o be
found, the risks pust be borne in mind, without waiting for the problems g
appear. Growth in teleworking inevitable. Not only for o oo of internal
management ©Of enterprises, but because part Of 4vast historical  hrocess
of personalization. This 5, exciting and very positive movement, even

full of dangers, 5 movement Which 1eads g more @nd po 1€SSto men and
women taking charge of their ., lives.
In other words, | would ot want my very critical  comments to b€ misinter-
preted: lwould ot Wish {5 call into question the growth of teleworking, o
to understate its positive aspects, My role today has simply been o underli-
ne the risks _risks which 5.0 \gry Significant, but which do ot prevent tele-
working from being a very positive experience for 4 majority  of people.
Moreover, | myself have been ,teleworker for 15 years, and o happy gpe too

Jean-Claude Kaurmann
CNRS

12 Rue de République
F-22000 SAINT-BRIEUC
Phone: +33 96 61 20 61
Fax: +33 96 33 80 35
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On the Threshold of Europe
__ Comments and Reflections

by Agneta Stark

Sweden  ,, the threshold of Europe, and o 4 lOOking forward. The fu-
ture  uncertain . really | will concentrate on aféW things that ;.o
absolutely certain, but that we, as seems, prefer o forget and dismiss, o
would rather be talking about other things.

The caring society

The theme of this conference Work and Family Life. could also be label-

led Paid Work and Family Life 5 eyen Paid and Unpaid Work  Labour Mar-

ket and Family Life. g fact o be noted, that work .5, be both paid and

unpaid, and that payment itself does ot separate WOrk from leisure, o from

other non-work activities. Care work, for instance, work, oyen the cgrer
doing  without  payment.

The fast changes in the lives of Europeans today .. often expressed ,4the
characteristics of 5, time. There  technological change, economic change,
political ~change, etcetera. We are now ™Moving away from industrial society
into post-modern  society, o, information  society, just 5q,ye Moved from
agricultural  society into industrial society gt the beginning of this cengyry,

Or did we To characterize ,society, | think useful o look ot what — jne
tant _ and therefore often forgotten. So far, the labelling of societies has been
based ,, what o, have worked with for pay. Taking both men’s and women's

m
work into account, @nd both paid and unpaid work, gets very clear that the
largest gmount ©f work not that of industry, o was that of agriculture,
but that of .4 of nursing. that of helping the young the old, the sick, the

handicapped, the unstable, the fragile, the depressed,the dying and the new-born.
We live in the . and nursing age, aswe always did and always will.

Dimensions of development

Industrial  work now diminishing, since the worker has been replaced with

technology. One cgn see asaSad l0ss, o g4 liberation of o and yomen

from sometimes dangerous jobs. Unemployment  shows that , ., have shifted

the burden of this technological and economic change ,, to some P€OPlE,

while others enjoy the benefits of these changes. The oytcomes are not even-
distributed.
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Technological and medical development, endless patient work, research, and
large gmounts  ©f money, put into medical research, have bettered human life,
and have allowed people tg grow very old, good health, for Ior?ger periods
than oo before. And . continue the work: safety belts, . fibre and less
fat in food, vaccines, safety in the work-place, food hygiene, bans ,, tobacco
advertisements, hip replacements, gyrgery, etcetera. This  progress. This

success.

strange to hear how often ,, describe this success, this progress, as a
problem. We first preyent illness and death, and when . look upon the (e

sult, e say: O God, these people grow old Very old And ,, talk about
an 0ld-age explosion, and ;.50 burden o, everybody else. Our gyccess seen
asahuge problem. But this ot gproblem o everybody; ageing not gen-
der neutral.

Gender differences

On average, women live about 6 years longer than oq In 1990, there ..o
700,000 persons who \vere 75 years and older in Sweden 1990, Statistics

Sweden. Out of those people, 62% were women, and 38% men Which  just
about the g5 e quota as@verywhere elsein Western Europe. As mep gre Often
used pqthe unmentioned,  but evident, oy, also for \women, women are S@id
to survive. But let o shift the perspective, and get women ast"® norm for men.
We could then say that en are Sub-visuing _under-living.

There | ere 257,000 Swedes, aged 75 or more, who \are Married . cohabit-
mg, te. living @ 4 two-iftome, Priviliged, sfuation. Among them, the pro-
portions \ere feversed: 61 per cent of those married \yere men 39 per cent

women.

The non—cohabiting, either widows and widowers, . nayer Married, formed the
largest groyp; 433,000 people. Out of them, 3/4 \yere women @nd only 1/4 pep

This means that only 23 per cent of the women over 75 were Married, and 77

their while the majority of

per cent Of them ere on own, men over 75 were

married.

These old and non-cohabiting \yomen have the lowest income in society.

they have had paid jobs they have been less paid than o Women still 5.0
They have carried oyt much 5 Of the unpaid work. Women still do. They
nursed their husbands, they had ;e But when he and they, their

turn, need care _then what

gone,

There 4o some Swedish studies o, what 56 0ld 1oy @Nd yomen Wish g
have.  goemsthat e quite willingly  aecept even intimate help from  fami-

members, sthey will generally get from their wives. Women, however,
do not want to o€ helped by family members daughters and daughters-in-law

with intimate needs; they prefer professional helpers. That they pay. Why



that so Perhaps these \;omen have done ;. work themsglves,. and kn.ow
what means. They also express that they want to meet their children with-
out being ,burden . them. They \yant independence. And they need quali-

fied cqpe, qualified people. Love helps, but ot always.

Who ¢gres for the carers

Are these old \yomen on the threshold of Europe What will information
technology, teleworking , fast international travel do for them Changing
nappies, of babies . of the incontinent, .5, not be done g 4 distance, and ot
by high technology. But myst be done, and ,yst be done with dignity.
What ., the EU do

an 0ld needy \oman has children, they may belong o the g, mobile
work-force,  and work in another 5t of the European union _ mobility
a key to the future. her daughter working within  the services, may
be with long working days and low pay _the ey service jobs myst not have
too high wages since this would diminish  economic growth. | .., quoting
recent Proposals and ideas for the EU. may be the g that this \yoman
once Worked unpaid herself, thus diminishing public spending g cgre and
nursing e have EU criteria for the economy. Thus, with the o pensi-
on schemes, introduced in post EU countries, she will be entitled
little pension.

to very

This the hard truth, showing women’s economic conditions throughout

their lives. The disadvantages they encounter Show up with absolutely 4
mercy. LO.VY ay, thg new low p'aid'sgrvi.ce jobs, much unpaid work, work
force mobility, continued ., discrimination  of women, care work valued
less than work with machinery  all this  still going 5, We will have o,
actly the ggme situation in the future. We know that t/aefuture known.
Unless e change womens conditions profoundly, this situation Wwill pot
change.

The future of families

| will make avery short diversion here, into the interesting e report from
the Commission ,, the demography of Europe. On page 59, states: The
family g blan for happiness, but for balanced happiness.

Other parts give g picture that  less happy, though. On page 54 says that
the economic recession and the job crisis have peant that instrumental  valu-
es are €gaining 5 strong foothold the family. As solidarity in society

breaking down, the family appears to be the only safe haven for young,
unemployed people, handicapped parents, discouraged teenagers, and others.
Surprisingly enough,  concludes that this rediscovered function of uncondi-
tional solidarity would provide the family with g, vigour. To o that

sounds very surprising, after observing . breakdown of solidarity elsewhere.
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How gn these people, thrown g each other 44 last rggort, be expected tq
feel happy, solidaric, strong and equal

There  jlast comment | Wwould like o make about the difficulties of under-
standing the pe family patterns in Europe. On page 62, stated that the
situation of the Scandinavian countries, which 5. both the most emancipa-
ted and the ogt fertile, paradoxical. The agg0ns Why the fertility ae in
Germany close g the (ate in the Mediterranean countries also ggem hard
to Understand.

To me this  pot paradoxical gt all, but rather very easy to understand. |n
countries where \,omen have g choose between paid work and children, they
increasingly choose paid work. But | do o call that freedom of choice. | call

being forced {, choose, in g4situation which impossible. The countries that

have .ome glittle bit further ahead in this area, where people do ot have g
choose between work . children, show that when opportunities  for ..o,
ciling work and family life ;.o offered, o @and yomen have both work and

children.

Visions for g better share

Men have greater €CONOMIC resources _women have longer lives. Being ,

woman 9d0€s not pay  money, while o loose gy life years. Women have

lower material standards and higher poverty fisks. They gy, old,

worn,
wrinkly — and sick _and live. Men have 5o Material resources, feel more

healthy' _and die. Thgy pay with their lives. seemsto be like in .the old black
and white Western films: Your money or your life you €M% money __

be 5 man you enjoy life be jwoman But e d0 pot have that choice.

Ageing 1o zero-sum game PetwWeen en and \yomen, men were to V&

longer, would ot make \yomen live shorter.

men Mmarried \omen Of the game age, statistically speaking, \yomen Would
have 6 years on their .y at the end of their lives. There  this stupid tradi-
tion all 5 the world, though, that \yomen marry men who 5.a older than

themselves. In the Nordic countries, widowhood therefore about 9years

| will make 4 hopeless proposal, and that is: Make \;qmen marry men younger
than themselves would be cheap, would shift the burdens, and o, and
women Wwould be left alone about equally. When | tell my young university
students this, and gyggest the 20 year-old girls o go looking for 14 year-old
boys, you can well imagine the reaction, though.

But women have to take half the economic and political power, and hen Wil

have o take half the power at home. Power never given. taken. And
today’s decision makers have few ¢ .cessesin thiS greq to POast about.

Perhaps the key o equality between \yomen and o of all social classes, of



different ethnic origins, lies in the possibility that equality may mean progress
for both. My vision is a society in which women and men can grow old and,
once again in their lives, rely on help from others - with security and digni-
ty. We are not there today. Not in the Scandinavian countries, and even less
so in some other countries.

Agneta Stark

School of Business
Stockholm University
S-106 91 STOCKHOLM
Phone: +46 8 16 30 15
Fax: +46 8 643 19 42
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Strategies  for Future  Action
_ European Comments

by Lucien Bouis

| would like {5 thank the DG V and ,, Swedish hosts for inviting COFA-

CE o participate in this session of reflections. Reconciliation  between work

and family life ot 5simple paper Of research but g reality that  experienced
every day for each family and for each ;. of the 75 associations in , 15
countries, participating in the programme of the Union.

The notion of family policy

You have invited g to consider the question What gyategy should be adop-
ted for the families of Europe. First and foremost | would like {5 show
modesty in my assertions, since e must ShOW respect for the wishes of each
one Of the members being concerned in the family group, particularly  the
children. But \ye must /S0 show determination in making clear 4 all times,
that the family dimension |,,st be involved in all economic and social policies.

In this ggpge the notion of reconciliation  between work and family life
be considered ,q 5 structural element of family policy zgsuch, and ot gg4bY-
product of social policies. Family policy should thus be defined ,qthe family
dimension 5 be given tq all the policies of the Union and of the member gtates,
presuming that such ,policy gncemns @ll families, and ¢ only those facing
particular difficulties.

should, in other words, pot be confused with , policy of providing assis-
tance for families. Neither should  be confused with ,population policy. The
objective of family policy o improve the living conditions of families, ot
to promote an iNcrease in the birth 510

This distinction  between family policy and population policy important.

Indeed, , policy with strictly demographic objectives would |, the risk of
having aperverse effect ,, the dignity and independence of homes authen-
tic family policy o, the other hand could have , positive impact the de-
mographic trend.

" an
on

The diversity of family models

We know that the word Family  today . erg different notions, o, structu-
ral, economic, social and educational levels. We cannot, and moreover the
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family movement defends itself from having only e vision, designing aspe-
cific family model.

This holds for the giapys Of diverse forms of families. also holds for the di-
vision of labour between the family members within the family and should
therefore be respected.

Through the growing diversity of family models, ,,o feature persists: the
family 5 system Of relationships. A system g set Of interdependent ele-
ments, that define themselves by reference {5 each other, and in which any

modification ~ of o element entails , certain reorganization of the whole.

o
The family thus ot 5 Simple juxtaposition of individuals, that . totally
independent of each other. therefore the family group, in all its diversi-
ty, that should be the subject of family policy. must not favour .. family
model rather than another. On the contrary must tend g widen the sphe-
re Of independence of families, in order o provide them with gypport for their
own decision-making and for assuming their . responsibility.

Neither .5, be 5simple juxtaposition of policies targeting the child splen-
did isolation, o the 54 @nd \yoman treated exclusively terms Of equality,

or still, the grandparents 5q they \were @lone in the world, gcetera. must
take gccount Of the family as a system of relationships. And to be 4
system, this implies that the relationships gre not set, but that they evolve in
time and according g circumstances. Therefore, any family policy, while being
specific, must also be evolutionary  and flexible.

The dynamics of family relations

Today, \ye can OPServe yyo trends  each j,q of us, our families, our Socie-
ties, gy actions and within the Union that may appear to be contradictory.
They may therefore have g, impact , the implementation of policies, that could

be contradictory and that would then gcertain number of problems.

prove to pose

First of all, in any one of oyr countries, there  ,, increasing demand from
women in general, jowell jcfrom mothers, for ,.cagqto €Mployment, spite
of high unemployment and , static labour market. This demand urges us to
reconsider the pregent situation o, 5 political and economic level, owell o
on asocial and educational level. This reconsideration should be made in terms
of hew allocations of work throughout the life cycle.

evident that in the yregent Situation of economic crisis, the best insuran-
ce against poverty for 5 family, to double the chances of escape, and thus
to have two sources Of income.

Women Wwish g work, but, their choices
of families. Children and

are also those of , couple and g en

involved and participate in the deli-

are more more



berations 4, how , co-ordinate and harmonise time for work and time for
domestic tasks, jowell as for the responsibilities  that everyone able o take,
time allows, in social life and civil society, in the form of associative or
political commitments  for achieving life conditions of good quality, within
the family ,gwell ,qoutside. This o of the great challenges facing g at

the end of the twentieth century.

The dynamics of social investments

The second observation  that, for economic reasons, states are t€nding g limit
social expenditure, and yy offload, without hesitation, gn¢o families, and above
all onto women @nd mothers, the burdens that could and should be assumed
within 5 context ©f collective solidarity.

Whereas no doubt necessary to share existing work, above all
sary to create new jobs in ggctors Which have the capacity, and in particular
in sectors, such ,gthe social services, in the broad o0 Of the term, e.g. care
in the home, child ., and preventive services, but also in public services, such
astransport, Which 5.0 important 5, element for promoting  reconciliation
between work and family life.

The investment in job creation in these ggciors Will be profitable in the long
term, but goes without  saying that appropriate training st accompany
job-creation  policies.

The gystems Of education and vocational training st be revised and adap-
ted in order , respond better (5 the changing requirements of the market.
Young people myst be guaranteed job, activities o, training, that  of
for themselves ,qwell o for the society of which they . a part.

use

Alongside vocational qualifications, oriented towards the labour market, there

aneed o develop other qualifications, , various levels, in order , mobi-
lise people who .o unable g find 4 position in the labour market in the strict
sense, @nd o enable them 4, participate in other activities which
society.

are useful g

Exchanging hours of available time for hours of delivering useful services may
promote the social integration of , certain number of people. One should be
careful, however, g 1o offload unemployed people, ,, people , early reti-
rement, Without formal qualifications, onto the social service gector.

Aims for policy action

The drafting, development, application and evaluation of any family policy
should take jocount Of three elements, ensuring the autonomy Of each person
within the coherence of the group i.e. allowing dialogue, choice and responsi-

bility. The three elements are:

neces-
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__ benefits, purchasing power

__services, equipment

_ planning  of g6 Urban development ., important  greq in this context
and planning of time.

in this gapge that family organizations have been gmgngst the leading
advocates of , reallocation of work, ore compatible with the combination
of professional activity and responsibilities within the family, ,gwell ;g wit-
hin civil society, for both on and women.

The recommendation of March 1992 4, child .. gives member giates g Peri-
od of three ygqrg in which g inform the Commission of the follow-up easures
taken.

Today, COFACE requesting:
__that this assessment report should be produced during 1995
" that the draft directive envisaged by the white paper on European social
poI|cy should include 4 the very least the planned provisions relating g
parental leave and leave for family aaqons, i€ @ paid parental leave of
minimum duration of 3 months, for the father and for the mother, p with
5 guaranteed retymn to his op her job o 5 equivalent job, ¢ leave for o5
of force majeure of jfamily pature.

a

sons

In this greq asin others, particular attention  muyst be paid to ensuring that any
European measure 99€S not serve asapretext foF backtracking from national
policies that .., already in place.

The issue of individual rights

The medium term  programme of social action, that has just been presented
by the Commission, ~provides for ,study o be made ., the individualization

of rights. We g in favour of this. Such ,reform, however, mpyst be progres-
sive. You cannot SNOW contempt for the past and simply change, from .o
day o the npeyt, the social security gsystem as nothing had existed before.
Moreover, 5 great deal of research  pecessary: we must predict and avoid the
perverse effects that the individualization of rights could have in certain .
ses, N particular for single-parent families, whatever the origin of their situa-
tion, be death of the gny,qe divorce, separation o simply the decision pot
to get married. The situation of single parent families would clearly be better
protected by specific social rights, rather than by additional means-tested child

benefits, gicetera.

This cannot e achieved overnight, suddenly, Without consideration for the
situation  of people, particularly those who .. already 40 to 50 yeqrs Old,
and who 5, therefore . longer change their ;00 plans. Transitional

periods will be required, while heading for o, directions. We muyst try to
incorporate  into the o system, Periods deemed equivalent , periods of



work, which would of the demands of

fessional activity.

meet some women having 5 pro.

Parental leave and leave for family | oa5ong Should of ., e be taken into
account in the calculation of pension rights. A series of questions thus have
to be addressed before any move towards general individual rights can Pe ta-
ken. therefore  ocegsary that the European observatories  study these
questions thoroughly  before any implementation.

Intergenerational  solidarity ~within  the family group  nhot an empty term.
did ot exist, just imagine how the many dramas caused by unemploy-

ment, idleness, lack of .oy ceg isoOlation, loss of independence and de-

pendency would affect the harmony of social life and the life of

societies.

our

But this solidarity needs , be strengthened and extended by solidarity gt
community  level. therefore up to Society o create the conditions in fa-
vour Of this, g the basis of needs and proposals made by families themselves
through their organizations.

All this requires ,, enhanced social dialogue between the institutions of the
community  and partners society, including the NGOS.

Requests for g dialogue

COFACE requesting the implementation  of institutional resources, €hab-
ling enhanced mediation i, take place between civil society and the political
and economic institutions.  Although 5 in favour of increasing the number
of sector-based forums, COFACE demands the institutionalization of an
annual meeting of ;5 Council of Ministers responsible for overall family poli-
oy, and consultations ~ with representatives of family organizations, the game
asfor the social partners in the world of work, wherever the interests and rights
of families 5. concerned, and particularly , issues related ty the reconcilia-
tion of work and family life.

Finally, COFACE would like {5 restate its wish that 5, unquestionable legal
foundation  should be given {5 family policy in the Treaty of the Union when

revised in 1996. This family policy should, ., the .. hand, be closely
linked o the other policies of the Union, in the ;.44 0f economic, social and
cultural  affairs, and, ., the other hand, incorporate the diversity of family
models, while respecting national gntexts.

should also respect the foundations  of , real family grouping. Indeed, let
not forget that today, reconciliation between work and family life  still
mited. does ot go beyond spouses and children in certain 5505 In others,
workers, who e third-country  nationals, still have ., real possibility 4 live
Union territory together with their families.

us

on
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In conclusion then, with regard to reconciliation, it is necessary that the re-
quirements of a society undergoing change, and the diversity of family mo-
dels, are taken into account in the implementation of the instruments and
policies of the Union.

Lucien Bouis

COFACE

Rue de Londres, 17
B-1050 BRUSSELS
Phone: +322 5114179
Fax: +32251447 73



The European Commission
_ What Conclusions

by Michele Thozet-Teirlinck

Allow e to say 4 few words |, behalf of the Commission about the semi-
nar, during which o have gpen; these o days together.

In search of balance in diversity and partnership

In 5recent interview in 5 French magazine, Jacques Delors, former President
of the Commission, compared Europe g the other continents, and declared:
Europe the continent of balance; balance between the needs of society and
those of the individual, balance between , certain togetherness and the soli-
tude that helps g recharge ,, batteries.

indeed balance that ,y,, have been talking about during this seminar; a ba-
lance resulting from ,compromise between all the contradictions that ., have
talked about. Speaking , child care, Peter Mos.s told g about the necessary ba-
lance between the needs of the children, equality of opportunity, —and the pro-
per working of the family, and between the quantity and the quality of service.
With regard ¢o service vouchers, . have heard about the balance between the
public gector and the private gector, Speaking about parental leave, Jeanne Fag-
nani told g that, in order {5 create the conditions in which fathers would take
parental leave, there st be 4 balance between the established family policies, the
changesin the family sphere,and the relations between government and social part-
ners. Speaking about telework, Jean-Claude&kaufmann told 5 about the need for
a balance between this o, way of working, and the preservation of family and
personal space.

The danger for the European Union that  might lose this balance, which
part Of oyr European social model. We must try to preserve  Without
respite, o risk loosing , social cohesion, that precisely the balance be-
tween the group and the individual, the maintenance of the social bond and
the preservation of personal space.
| would like {5 add that this balance cannot be achieved without partnership.
Partnership with everyone. Men, ywomen, companies, trade unions, family and
feminist associations, and government. We heard the companies speak earlier,
and ,ag indeed cohesion within  each of their companies that they talked
about. They told  gthat all the participants e not involved, would

not be possible.

success
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In the gome interview, Jacques Delors remarked that Europe  the continent

of diversity. In terms of family policy, thgre are glmost as many approaches
as there 5. countries the European Union. | will quote, for example, the
search for individualism the countries of the North, and _search aimed oo
towards the group in the countries of the South. With regard ¢4 children, o
have heard about different approaches. Social integration, which Ulla Bjorn-

berg talked about when describing the Swedish and Scandinavian experiences,
equality of opportunity —being stressed  France and Belgium, and 4 more so-
cial approach, towards disadvantaged children, in the United Kingdom.

What  interesting to seethe way in which these differences relate 5 each

other, and how, finally, they .ome together in 5 .ommon Picture. | will say
more: interesting o geehow differences and unity combine, and how unity

created, while differences ;.o respected, and, thus, how preservation and
acceptance Of this diversity can eyen NeIP ys to create greater unity. the
role of the Commission o stimulate analysis of these differences, which finally,
through the comparative dimension, will encourage the convergence between
policies. This  where the National Observatory of Family Policies, and also
the Network ,, Families and Work, both dealing with family policy and ,q,
ways of organizing work, have important roles (o play. | have spoken great
deal about search; search for balance, search for unity in diversity. This search
goes on without  oage: never at an €nd. What would balance be ,,, found
ideas

it That's the point of seminars like this, where o -5 cOnfront . .

experiences, in the context Of 4 Project which common to us &l

»our

Thanks

Now it's time tq say our thank-yous. First of all, | would like {5 thank the Swe-
dish authorities, and particularly Birgit Arve-Pares, without whom this seminar
would ot have taken place. | still remember the morning in the middle of De-
cember 1994, when | called her {o ask she could receive 4 here, and organize
the seminar with ;o We have worked together non-stop for six months now.
With regard o the Awards, | particularly ant to thank the Network — eyperts,
who all, each in their o, country, have worked , make this Award
s. | also want to thank the members of the Jury.

a suc-
ces

Finally | want to thank Frédérique Deroure for the work that , . have done
together for many years creating together the Network, and establishing the
European Social Innovation —Award.

Michéle Thozet-Telrlinck

European Commission

27, Rue Joseph II, Bureau 0/240
B—1049BRUSSELS

Phone: +32 2299 22 79

Fax: +32 2 299 38 90
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The Network Families Work

and the European Social Innovation  Award

by Michele Thozet-Teirlinck

| gm delighted that |, 5.0 all here together in Stockholm today the Com-
mission, the Network Families 85Work, and the winners of the Social Inno-
vation Award.

First of all, | would like {5 remind you of the fundamental objectives of the

Network, — which ;.. s follows:

__to identify, analyse, stimulate and distribute, o, three years, aPackage of
model experiences from companies and organisations, relating g ways of
achieving , better balance between family life and work;

__to create and activate , European and national ovement fOr study and
action, given concrete form by several initiatives, , Social Innovation
Award, o reward organisations that have implemented good practices, in
order ¢ better reconcile work and family life; ; Newsletter, published twice
ayear, and the production of various documents reports, audio-visual do-
cuments, etcetera;
to build up aresource centre with information  and advice for organisations,
both ,, 5 European and , national level.

The fifteen national gyperts thus have 5 multiple role ,qobservers, activators
and proliferators.  They ., establishing, with privileged national partners SO-
cial partners, Personnel directors’ associations, media specialised in human
resources management, and researchers, ., active and independent national
Network, g the 50 time enhancing  with , European dimension.

This Social Innovation Award for reconciling work and family life was Origi-

nally inspired the French award of the (o0 kind. Thanks 5 the Network,
has been possible o establish ;- Union level.

The Award comprises pyo Sections:

__ measures to create g Petter balance between work and family life arrange-
ment Of working time, distance work, .j.eor breaks, sabbatical leave g
cetera

__ measures to assist mobile families gpn  national and trans-national level,
assistance for the mobile partner, €ducation of children, material support.

Within  these o sections, there .., four categories:
the multinationals  and large companies;
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the small and medium—sized companies;

the organisations public services, public administrations, local authoriti-
es, associations etcetera,

help for mobility.

The first three 4. found in the first section balance between family life and
work, and the fourth found in the second section assisting mobile fami-
lies.

The selection of the winning candidates ,,,5 Mmade in several stages:

__ first of all, , candidacy file in nine languages 455 Widely distributed in the
member states through  Network — experts;
then, the Network experts Made , pre-selection of the candidacies;

_ the final selection 55 Made by the Award Jury.

This Jury made up of multiple representatives:
of the Commission DG V: Employment, Industrial Relations and Social
Affairs, and DG X: Information, Communication, Culture and Audiovisual,

of social partners on a EUropean level UNICE, CEEP, CES;

__of the Confederation of Family Organisations of the European Commu-
nity COFACE, and
of the Network Families 85 Work.

Awards , are Made in the first three categories. No Award oo Made in the
fourth category help for mobility,  though, sgthe Jury thought that the 4.
didacies who \ygre SUbmitted 5 5 were too Weak. This 5 do with the
general context in Which companies at present find themselves; faced with the
economic recession, they e not able to offer , package {o the employee and
his family for ,long-term mission. Instead, companies give priority o short
missions, o Prefer o appoint personnel g, g local level.

Added g the three main Awards, there .., also three special Awards, g,q in
each of the first three categories. Two Awards o also made y Swedish
companies outside the competition, ,qthey \ere not Members g the time of
the selection.

I now hand guer to the winners o explain what makes their contributions
innovative and exemplary.



CcC

category Multinationalandlarge companies

Dragerwerk  AG Germany

__the flexi-time company

Ms Carola Mentrup, member of the subsidiary

board, responsible for technical  further training,

and organizing measures for better compati-
bility between work and family life:

Everyone has, be present  the company between 10
am. and 1.30 pm ~ but gpa from that, the employees
have flexible working hours between 7 am. and 7p.m.,
both in the administration  department and in the produc-
tion greq. Thus, Dragerwerk AG has more than 250 .
rieties of individually arranged working hours, part-time

and full-time, including the possibility of teleworking.

In 1994, | invited all male employees who took parental
leave, ,, worked part-time, for 5 breakfast my flat.
Our aim ,4q to inform  this group about different -
sures for better compatibility —~between work and family

life, and {5 sanction their position.

There a Kindergarten . the company grounds.
open between 7 , ., and 5p.m., and welcomes 60 child-
ren between the agesOf 1and was Started by agro-
up of Dragerwerk AG employees, but the children also
belong (o employees from other companies.
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Category Multinationalandlarge companies

Type  Company:
Industrial  ggetor With technical products for underwater-, air- and space-craft
technology, for medical laboratories, and for safety technology.

Stajf

5,300 employees in Germany, 8,000 world-wide
Female employees: 30%

Women in management Positions:  2°/o

Innovations:
The employees have been offered flexi—time schemes for 4 than 20 years.
At the moment, 230 employees 10% men take benefit of them. Dragerwerk
AG has 50 different  paterns  Of flexi-time  measures, made o fit individual
conditions  of working—time, such .
flexible hours from 7 53m to 7 p.m. all the employees have tg be present
in the company between 10 5. and 1.30 p.m.
__ half-day pagern 20 hours 5 week

32 hours _ week 2 afternoons off

— a

__ 25 hours jweek 19 hours gt the company site, 6 hours 5 home
__1ghours 4 week 3 days 4 week, 6 hours 4 clay

20 hours 4 week job-sharing pattern in administration  department

__long-term  time-account  for managers longer holidays, for example

Other good measures:

Dréigerwerk  famous for its equal opportunities approach: integrating  promo.-

tion of yyomen in daily work life instead of taking isolated 1 easures for them.
provides:

__ g Company-owned créche of 60 places full- ,, half-day child care. Parents
and children 5, have lunch together gzt the canteen;
g parental leave scheme for parents with  children up to 7 years;

__ 4 campaign, encouraging male employees to change their working-time
from full- 5 part-time;

__regular meetings With parents during the period of upbringing, to commu-
nicate peyws from the company;

__ reintegration women Wanting o return after g break of 10 yeqys;

__support Of the circle  femalesemployees, called Arbeitwelt  bei Drager im
Wandel, 4 consulting group, working ,, the reconciliation  of work and
family life;

. co-operative management: self-directed groups of 6-8 people, and jOb-rOta—
tion, in the production sector.

Dréigerwerk \,on the Award of the Most Family-Friendly =~ Company, organised
by the Federal Ministry of Family and Women 1993.

Carola Mentrup
Dragerwerk Ag
Moislinger Allee 53
D-23558 LUBECK
Phone: +49 451 882 30 86

140 Fax: +49 451 882 40 73
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Category 1: Multinational and large companies

DuPont de Nemours

Italiana S.p.A. (Italy)
- teleworking and equal opportunities

Special award

Mr Silvano Riva, manager human resources :

DuPont is aware that its success depends on the compe-
tence and commitment of its personnel. DuPont has
introduced, well in advance, working ways and procedu-
res, able to help its people to cope with their personal
responsibilities, and, in the meantime, to give a great
competitive advantage to the company.

We are developing a broad, long-range understanding of
social dynamics, to achieve our business goals, and we are
taking many initiatives to promote equal opportunities.

...we set the objective to triple the rate of women in
managerial and professional positions by the year 2000.
In 1994 and 1995, all managers and employees were en-
rolled in a programme consisting of seminars and exer-
cises to understand the relationship between men and
women in both working and social invironment.

A sexual harassment prevention programme has been
implemented throughout the company, significantly in-
creasing the awareness among the employeees of both
male and female behaviour that presents barriers to
women.

)
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Category Multinationalandlarge companles

Type  Company:

DuPont 5 research- and technology—based chemical and energy company,
serving worldwide markets in the aerospace, apparel, automotive, agricultu-
re, construction, packaging, refining and transportation industries.

Staff:

512 employees 135 \,omen and 377 men

Innovations.*

__ Since 1982, flexi-time organized with , monthly ~compensation of maxi-
mum 8 hours without time limit. The ., time  9.30 yo 12.30 and 13.30
to 16.30. The flexi-time spread from 8.00 g 9.30 and from 16.30 ¢ 18.30.
The company does pot control the employees’ time; they mnanage their

working hours themselves.

Since 1986, part-time  provided gt all 4 eer lEVElS. At the moment, 16 gm-

ployees 4 involved part-time 15 \yomen and gne Man, specially for

childcare and in gome case fOr €ldercare.

Since 1991, tele-working ~ organized.  involves 250 employees, who main-
perform sales and technical tasks. Most of them 150 . linked 5 Du-

Pont International ~ Network by computer, and yse Portable phones.

Other good practices:

Equal opportunities became ,, issue gt DuPont ltaliana in 1993, when .,
internal survey showed ,, unbalanced proportion of male and female jobs. In
order o improve this situation, DPI leadership getthe objective {5 triple the
in managerial and professional positions by the year 2000, and

to reach that target.

rate °f women
launch 5 programme

In early 1994, all anagers @nd employees ygpe €nrolled in 5 programme

consisting of seminars and exercises o understand the relationship between
men @4 women in both working and social environment. ~The DPI  Equal
Opportunity Programme 45 SUbmitted for review (g the Italian Ministry

of Labour, receiving avery positive judgement, mainly for its innovative ap-
proach and the participation o various initiatives of the entire workforce, and
last March 1995, the Ministry ~of Labour awarded DPI with , financial grant,

which will be used {, finance equal opportunity initiatives.

At present, e company working o Sign agreements With local créches
help women In salesdepartment. There .. five \ygmen Working in this field,

but 40 4e planned for the vy 2000.

Silvano Riva

Du Pont de Nemours ltaliana S.p.A.
Via A. Volta 16

1-20093 COLOGNO MONZESE Ml
Phone: +39 2 253 02 315

Fax: +39 2254 1279
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category Smallandmediunrsizecompanies

Danvalve Denmark

__individualization of responses

Mr Simon Palm, shop steward:

The demands for efficiency and flexibility ~facing today’s
industrial workers carry with them another requirement:
g satisfactory family life, since this offers good criteria for
high quality work for the the part of the

individual.

company on

A satisfactory family life also presupposes 5 Satisfactory
working life. we therefore endeavour i, place the indi-
vidual in the cenyre, We try to give oy employees o
sponsibility  and contributory influence in the daily
work, and consequently motivation that both the
gement and the employee benefit from.

mana-

We have drawn up what e call ‘negative lists’ of situa-
tions that .. always 4 problem in the company, and to
which o would like tq find solutions. We also work
with  self-governing groups N the company. The indivi-
dual worker able o plan his 4, working day. This
means that people find satisfaction in going to work and
therefore .o home with , feeling of satisfaction.

Danvalve ;. equal work place  which all work func-
tions e equally important and equally necessary, from
the administrative director 5 the 5, Wwho hammers the
last nail into the o 5te before  leavesthe building. the
collected, individual efforts that produce the final result.

We gre not gSocial experiment. We gra part of agroup and
aProducing company that myst survive tough competition.

However, ¢, conclusion that responsibility and motiva-
tion enable people tg create 5 900d product and thus

pre-
serve the work  placesthat ;.. oo important

to us.

99
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Category Smallandmediumsizecompanies

Type  Company:
Iron metal industry

Staff
90 employees g majority of men

Innovations.*

Danvalve not the only Danish company providing flexi-time, but Danvalve
tries o find ,flexi—timethat  suitable for the individual. Each employee  given
the opportunity 1 find the flexi-time that matches work and family life the best.

There , different work shifts; g shift industry:
teamshift day, evening, night
" fixed nightshift ~ week-days
fixed nightshift :weekend
fixed dayshift
flexi-shift

Individual  needs:

The management and the middle management accept individual flexibility, —and
that the employees exchange duties and shift hours; the employees ., take
care Of €ach others machines. The cooperation culture so strong that the
employees ¢ always get help they need that way.

FOCUSgroups:
lvan Thaulow worked with 1 focus group of 6 employees. 5 5, 6 members

came from the production, working  different shifts. The group had 5, 6
meetings, discussing the possibility of flexibility. ~The representative from the
organisation participated in the meetings. The employees \ygre so Satisfied with
the flexibility  system, that they did pot feel any need for 5, action plan. The

cooperation  culture a5 go strong, that they did pot think \yaq necessary to

take formal initiatives. A lot of the flexibility organised by the employees
themselves. But the management and the middle management &S0 support the
flexibility. an €mployee needs g come two hours late, he .5, call 4 colleague,

who ., do his job and his 4, at the game time.

The trade unions:

The trade unions in the .o any have accepted that there ;.o o demarcations
between the skilled and the unskilled workers, o, there . extended flexi-
bility pot only  the working hours, but also  the job content. The employ-
eescan work with each other’s machines. However, there still ., differences
between the wages of the skilled and the unskilled workers.

Simon Palm and Kresten Pii
Danvalve A/ S
Engtoften 3

DK-8260 VIBY
Phone: +45 86 14 12 00
Fax: +45 86 28 08 01
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category smallandmediunsizecompanies

Steuerberater Zoll Germany

flexi-time and flexi-place

Special award

Mr. Klaus Zoll, manager:

All my employees .o completely free  choosing their
working—hours. | have created , system Of flexible work-
ing-hours, based,,, the wishes of my employees. As | ¢op-
clude individual work contracts, the work-time ., easily
be adapted , personal wishes and needs. This 5, the
employees o working without the feeling that their fa-
mily  being neglected. This leads avery good social cli-
mate and 4 high staff retention in the company.
I promote Working gt home, o enable female employ-
eesto keep in touch with the company during materni-
ty leave, and then ey, ggfull- o part-timers. needed,
Iprovide furniture, ~personal computers, Printers, faxes,
calculators and lap-tops.

Professional further education necessary.A training pro-
gram for each employee therefore developed every year,
and the o,y experiences g.q transmitted internal discus-
sions. This further education payed by the company.

Al of my employees have acompany  car, that they .gn
use also for private purposes. Child benefits, travel al-
lowances, and financial aid in .54 Of marriage o, child-
birth 5, also financed the company. | have suggested
4 Shopping and ironing service. My team has pot deci-
ded whether that will be organised yet,

99
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Category smallandmediunsizecompanies

Type ofcompany:
Tax Consultant in Friedrichshafen, Lake of Constance, Baden—X/iirttemberg

Stafl
37 employees more than 2/3 5,0 women
3 women N management Positions

Innovations:
__ g high share of part-timers 17 of 37 employees
_ promotion  of \y5men: 3 female managers

the possibility of Working either in the office . 5t home
" home office equipmer.n supplied. b'y'the company
time gccounts according g the individual working contract
_ further professional education and training paid by the company
_ the company car can also be used for private purposes
__child .4e and transportation  fees paid the company
__financial aid from the company in case Of marriage o, birth
__ aShopping and ironing service  suggested the manager

Social Aspects:
g g0od social climate and high staff retention with little fluctuation

__high flexibility in space and time for working mothers

Philosophy:
__ we must Strive for , good compatibility ~between Work and family life
__the best data processing equipment necessary for optimal results

__ gProgressive staff-planning o, long-term  basis ;¢ reg g high flexibility
in working hours

Steuerberater  Zoll received , Certificate in the Family friendly —companies
Competition  in Baden—Wiirttemberg 1993.

Klaus Zoll

Steuerberater  Zoll
Georgstr. 5

D-88046 Friedrichshafen
Phone: +49 7541 92 24 0
Fax: +49 754192 24 -12



CcC

category Organisations

Saint-Camille Hospital France
_ services for employees and
local service jobs

Mr Francois Lelievre, personnel manager.

What exactly  , hospital g hundred different  jobs,
from avery broad socio-professional  gpectrym, Pperfor-
med in the g5, place, with the . o, aim of caring
for the patients. The staff .50t bring their personal
problems o work, because they did, they could ,qt
look after the patients properly.

In this particular context, absolutely necessary to con-
sider the quality of the staff's working conditions. One
general problem encountered the staff |, oo that of g
ciling their personal life with their professional life. Hence
the idea of creating 5, association offering the staff family

services, o help them reconcile work and family life.

This association, which encompasses 10 employees,

the hospital employees, g g joint-management and
joint—authority  basis with the participation of union and
management. Roughly half of the goqighave been reserved

for the latter. The trade union members of the main asso-

ciation 4o thus in charge of the smaller association.

The organisation strictly self-financing. In other Words,
we did not want charity. we wanted the funding o come
exclusively from the hospital employees. So 5 Closed-
shop association. By paying dues, the employee ot only
saying  want to b€ part of community life’ but also 5,
jointly responsible for the smooth running, ¢q | do ot
have the g5 attitude ;o | \yere 90ING to the cleaner’s
drop off my laundry. | may agree, or disagree, but | take
part, | give my opinion, | provide ideas, | ygte. All this
creates avery important internal dynamic for the life of
the community.

93
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Category organisations

Type  grgan isation:

The Saint—Camille Hospital g brivate, non-profit-making hospital, ,, by
an @ssociation, situated in the Paris region gt Bry-sur-Marne. has 300 beds.
Staff’

700 employees, 80% of whom ..o women. WoOrk schedules include nights,
Sundays and public holidays

Innovations:
Draft contract With the Health and Social Affairs Directorate, designed g
improve the staff's working conditions.
A questionnaire distributed {, the staff showed that they had problems
_reconciling work and family life.
The idea of relieving the staff of household chores resulted in the establish-
ment, in 1992, of the local service association E.V.T. Equiliore Vie _Tra-
vail. Members of the hospital staff join the association in order g benefit
from its modestly priced services. Today, 250 of the 700 hospital employ-
ees are Members of the association. Four types Of services 5o offered:
ironing, Wwhich done . the day;
sewing, darning, sewing o, buttons, etcetera;
precoo/zedmeals ;.. prepared, different each day;
housework 5, be provided a Cleaning lady.

C

Conclusion _ , progressive social policy:

__With the help of the National Employment Agency, 10 people from among
the long-term unemployed e recruited for the service association.

__ The E.V.T. association controlled by the staff, who g, e that the servi-

ces provided . of good quality.

Other projects:

__ help with school work for children of staff to be reexamined
o child-minding scheme to be explored with outside partners
__gardening and odd jobs

The Saint-Camille Hospital has been awarded several Prizes in France:
__ the Creativity Prize in 1993 Ministry  of Health,
the Social Innovation Prize in 1993 Ministry  of Labour,

__ the Région lle de France Prize, and the
__ national trophy of the Fondation du Crédit Coopératif in 1994.

Francois Leliévre

Hopital St. Camille

2 Rue des peresCamiIIiens
F-94360 BRY SUR MARNE
Phone: +33 149 83 12 87
Fax: +33149 8310 92
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Category Organisations

Post Danmark Denmark

_the cultural  change

Special award

Ms Grethe Muller, manager and chairperson
for the Equal Opportunities’ Committee:

There 4o two Kinds of company culture: There the
official, written, culture, concerning the organisation of
the work. We g, also call  the official personnel poli-
cy. There also 5, unofficial corporate culture, i.e. g,
unwritten  law . values and att|.tu.des among the gmploy-
ees, based ,, tradition, and shining through their beha-
viour towards each other.

This unofficial corporate  Culture very powerful. can
delay, or even stop, the implementation  of 5 q, offici-

policy. According o the personnel policy of Post
Danmark, work and training st be organised with
great attention o the patterns of family life and gender
roles  society. However, before trying o implement
official policy aiming gt creating ,ore family benevolent
work  places, necessary to change the unofficial g,
porate culture, i.e. g change the attitudes of many seni-
or employees, who do ot gecept that colleagues with
young children may need flexible working conditions.
Therefore, e want to have adiscussion among the em-
ployees. We have made , debate paper for all the employ-
ees IN Post Danmark. We have also published , small
book of 12 pages, with questions like Do you feel envy
towards the .o generations because of their improved
working conditions.  The issue of gorporate culture  will
be discussed everybody in the company, both mana-
gement and employees.
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category organisations

Type organ isation:
Mail and post services

Stafl
35,000 employees 39.4% women, and 29 local sites

Innovations:

Post Danmark has been working with equal opportunities and family policies
for the last 5 years. The following  heasures are cOMing from the Equal Opp-
ortunities  Board:

Flexi-time and part-time have been introduced. There 5. alsO aitempts
made o introduce individual ~schemes.

A child-minding  project \yas set yp N 1990, to influence the opening hours
of child e centers. This hasled o 5 extension of the opening hours in
about tgn Major touwns, With evening-care and night-care of children in five
towns, and the establishment of three 24-hour 56 centres N two towns.
The National Institute of Social Research conducted aresearch 1993-1994
on so calledfamily friendly companies. One workplace of Post Danmark took
part of the project, and employees worked in focus groups to identify elements
of the corporate Culture that could be troublesome g employees with
young children, and discussed methods of improving their working g,.
ditions.

In the gymmer Of 1994, 5 consultancy firm studied the workplace culture

of Post Danmark, tg gee the corporate Culture \yaq an Obstacle o harmony

between work and family life. The results showed that the attitude of go_
nior employees restricted the possibilities of offering oy flexible working

conditions ¢, employees with young children.

Plans:
To increase the acceptance of the needs of employees with young children,
nation-wide campaign will be launched during gne year and  half. The aim
to create adebate o, corporate culture among the employees. An action plan
set yp, to involve employees gt all levels: A number of employees will .,
duct the implementation of the plan gt the various pogt Offices. A summary
will be distributed 5 all committees representing management and employ-
ees at the operational units. Then, all employees will get 5 discussion paper
and , letter, signed  the local postmaster. Finally, there will be meetings with
the people  charge of the implementation, o discuss present culture and the
implementation ~ of the plan, and follow-up meetings e year later, with the
same People, o exchange experiences and discuss plans for the future work.
Grethe Moller
Post Danmark
Tietgensgade 37
DK-1566 COPENHAGEN
Phone: +45 33 75 64 70
Fax: +45 33 75 44 74
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SpeciaMentionsSwedisltompanies

Folksam Sweden

__sharing responsibilities

Special award

Mr Gunnar  Siiderberg, personnel manager:

Our employees have , significant influence o, the de-
cision-making  process through  representation in o
nagement groups at all decision levels, throughout the
whole organisation, from the board of directors g repre-
sentation in group-executive management.

At Folksam, o have always maintained job security; We
have o, er Made people redundant due {4 lack of work.
Instead, e retrain staff for future vacancies, and arrange

retirement conracts. There 4 special oqge fOr prepa-
ring active employees for life after retirement.

Our employees have flexible working hours between 7
am. and 5 p.m., in order o make  easier {o combine
work and family life, especially for families with small
children.

Finally, | would like {5 mention that Folksam's research
center hasproduced  considerable number of recognized
books in the j.o4 Of family and work.
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SpeciaMentionsSwedisttompanies

Type  company:
Corporate  insurance company

Staff:
3,700 employees 53,4°/0 women

Innovations:

The working week only 37.5 hours;

To encourage fathers g stay at home with their children, Folksam offers pa-
rents, Mothers and fathers alike, 1.5 months axirgq Salary when they take par-
ental leave ,ore than three months following the bixth/ adoption of _ child;
Full-time employees have the right o shorten their work-time 5 75% until
their children have reached the age of 12:

Folksam has offered , broad educational and competence developing acti-
vity for several years, with subjects such ;4. Women and Leadership, Pro-
fessional Development, and Coming Years;

The company has 5 policy document , equal opportunity, based g,
Swedens Equal Opportunity ~ Act. Each year, the goals g clarified in 5 ¢4
called Equal Opportunity ~ Plan, that  closely followed Folksam’'s  oya.
cutive groyp, Folksam's  managers are responsible for integrating equal o
portunity  concepts N day-to-day activities, with  sypport  ©f 4n equal
opportunity All groups of employees include both \;4nen and

manager.
who therefore share influence and responsibility. ~ There

men, power, _ a
course to promote female leadership, training \women to cope with  the
situation of having both .j.ae, and family life.

In 1992, Folksam received ,, Award from the Swedish business magazine

al

Vec/leam@fl2zrer and the Equal Opportunities Ombudsman  because of various
activities favouring equality.

Gunnar Soderberg
Folksam
5-106 60 STOCKHOLM
Phone: +46 8772 66 73
Fax: +46 8 772 66 19



specialMentionsSwedisltompanies

Gargnéis Elteknik  Syweden

__responsibility of the collaborators

Special award

Mr Anders  Grundstriim, managing  director".

At Gargnas Elteknik . believe that , harmonious work
place ;e Of the conditions for , harmonious — family
life. They 4 linked.

We have worked a great deal with  communication  and
information.  We have lots of meetings where we all sit
together and plan the future. The company has o secrets
from its employees; they get to know all about . sira-
tegies and ,,, financial results.

| prefer o call myself the person with ultimate responsi-
bility rather than the managing director.

I have nothing whatever against working from home, but
| geethat many of qur employees find the social side and
comradeship 4t work very stimulating.

a question of learning all the time, together, the
organisation. We all learn from each other and from
customers, Ssuppliers and authorities.

The Leason for our competitiveness not that . have
better machines and equipment.  Anyone can Purchase
the same equipment ¢y have. Instead, o, competiti-
veness must lie in o, having , better work force.

Self confidence and intrinsic  value are among e most
important  qualities in g, company and ye aim g incre-
asing the level constantly. Achieve that, and have

you a
very successful company. 99
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Type of company:

Industrial sector with electrotechnical products and manufacturing of custo-
mer adapted cables. Gargnis Elteknik is a small company, situated in a small
village with 200 inhabitants in the north of Sweden. The company is one of
the largest in the rural district. It is a subcontractor for industries in Northern
Sweden, and makes customer adapted cables and strain gauges (load cell for-
ce, -pressure, -displacement, -transducer).

Staff:

About 50% women

Innovations:

The company has changed its work organization totally. From being an en-
terprise completely run by a managing director who made all decisions one-
sided, it has developed into a company where the responsibility is spread
among all the employees. This has made the company more beneficial to the
staff, and all the employees take responsibility and a great deal of interest in
the business.

The responsibility is spread among all collaborators in the company, which
results in the employees’ taking decisions in questions as follows:

— flexible hours (the employees decide themselves how to locate work-time)
- overtime

- appointments of new staff

-~ economy (reports and budget check off)

- needs of training

- contacts with customers

Anders Grundstrom
Gargnis Elteknik AB
5-920 73 GARGNAS

Phone: +46 952 212 23

Fax: +46 952 212 61
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09.30-09.45

09.45-10.05

10.05-10.25

11.00-11.20

11.20-11.40

1140-1200

12.00-12.20

12.20-13.00

Reconciling ~ Work and Family Life
Contradictions and Partnerships

Monday, 19 June 1995

Opening  session
Chairperson: Ms Gun-Britt Andersson,
Under-Secretary of State for Social Security 5

Welcome address
Ms Anna Hedborg, Minister of Social Security and Family Affairs 8

Developing policies  for reconciling
work and family life

Aims and achievements of the
European Commission

Mr Terence Stewart,
Commission for the European Communities DG V

The Case of Sweden

Ms Birgit Arve-Parés, Swedish National Committee on the
International Year of the Family 3

Policy  measures and

means of implementation

Services
Chairperson: Ms Marina Mauro Piazza,
Network Families Work |

Child care

Mr Peter Moss, Network gn childcare and other measures to
reconcile employment and family responsibilities of men and women

Close-to-home services:

new sources Of employment
Mr Jean-Francois Lebrun, Commission of the European Communities

The Contradictions of Service Vouchers
Ms Dominique Decoux, Vie Féminine B

Services for social integration
__the Scandinavian  approach
Ms Ulla Bjornberg, European Observatory on National Family Policies S

Discussion



14.30-14.50

14.50-15.10

15.40-16.00

16.00-16.20

16.20-16.40

16.40-18.00

18.00

19.00-19.15

19.15-19.30

19.30-20.00

Flexi-time

Chairperson: Mr Miguel Yéguez,
Network Families Work E

Parental Leave: Why dont men make yge of their rights
Ms Jeanne Fagnani, CNRS F

Part—time work:

__The Situation the Netheriands
Ms Catelene Passchier,
Dutch Confederation of Trade Unions FNV

_ Regulating part-time work at European Union level.
Mr Johan ten Geuzendam,
Commission of the European Communities

Job-sharing _ the British experience
Ms Pam Walton, New Ways to Work UK

Timebudgets ~_ Scandinavian  experiences
with regard to time policies
Ms Elisabet Nasman, University of Uppsala S

Family Responsibilities and Social Welfare
Mr Yves Chassard, Commission of the European Communities

Discussion

End of first day

Evening:  the European Social
Innovation Award ceremony

The Network Families Work
and the Social Innovation Award

Ms Michele Thozet-Teirlinck,
Commission of the European Communities DG V

Distribution  of prizes

Mr Terence Stewart,
Commission of the European Communities DG V

Press conference

Coordinator: Ms Cecilia Modig,
Ministry of Health and Social Affairs S
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09.00-09.20

09.20-09.40

09.40-10.30

11.00-12.00

12.00-12.15

12.15-12.35

12.35-12.50

12.50-13.00

Tuesday, 20 June 1995

Continuation of
Policy measures and
means of implementation

Flexi-place
Chairperson: Professor Loukia Moussourou,
Observatory on family policies (G)

Experience with teleworking
Ms C. C. de Bruin, Digital Equipment (NL)

Preserving family and personal space
Mr Jean-Claude Kaufmann, CNRS (F)

Discussion

Models for tomorrow?

Chairperson: Ms Frédérique Deroure,
Network “Families & Work” (DG V)

Presentation of initiatives by the prize-winners of
the European Social Innovation Prize

Questions from the floor

Conclusions and recommendations
Chairperson: Ms Anna Hedborg
Minister of Social Security and Family Affairs (S)

On the treshold of Europe — comments and reflections
Ms Agneta Stark, University of Stockholm (S)

Strategies for future action — European comments
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