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1. Introduction

The International Network on Leave Policies and Research has been producing an
annual review of leave policies and related research since 2005 (for earlier reviews, go to
the network’s website:http://www.leavenetwork.org/archive 2005 2009/annual reviews/).
The review covers Maternity, Paternity and Parental leaves; leave to care for sick children
and other employment-related measures to support working parents; and early childhood
education and care policy. As well as policies, it provides information on publications and
research.

The review is based on country notes from each participating country, prepared by
members of the network and edited by one of the network’s coordinators. Each country note
follows a standard format: details of different types of leave; the relationship between leave
policy and early childhood education and care policy; recent policy developments;
information on take-up of leave; recent publications and current research projects.

The review also includes definitions of the main types of leave policies; and cross-
country comparisons. These comparative overviews cover: each main type of leave; total
leave available; the relationship between leave and ECEC entitlements; policy changes and
developments since the previous review; and a summary of take-up of leave across
countries.

The 2016 review includes 2 new countries: Korea and Romania. Altogether, it covers 40
countries. Including the new countries, these are: Australia, Austria, Belgium, Brazil,
Canada, Croatia, Czech Republic, Denmark, Estonia, Finland, France, Germany, Greece,
Hungary, Iceland, Israel, Ireland, Italy, Japan, Korea, Lithuania, Luxembourg, Malta, Mexico,
Netherlands, New Zealand, Norway, Poland, Portugal, Romania, Russian Federation,
Slovak Republic, Slovenia, South Africa, Spain, Sweden, Switzerland, United Kingdom,
United States of America, and Uruguay.

N.B. It was not possible to update and revise the country note for South Africa for the 2016
review; the country note for this country therefore, refers to April 2015.

The review is available online either as one complete document; or, for ease of downloading,
divided into its constituent parts.

If citing the complete review, please do so as:

Koslowski A., Blum S., and Moss P. (2016) International Review of Leave Policies
and Research 2016. Available at: http://www.leavenetwork.org/lp_and r reports/

If citing an individual country note, please use the citation given as a footnote on the first
page of that country note.



2. Defining leave policies

This report is about leave entitlements, mainly for workers with dependent children. As the
review shows, working parents today in more affluent countries are often entitled to a range
of different types of leave, the most common being:

a. Maternity leave

Leave generally available to mothers only (except in a few cases where part of the leave can
be transferred to other carers under certain circumstances). It is usually understood to be a
health and welfare measure, intended to protect the health of the mother and new-born child,
to be taken just before, during and immediately after childbirth.

b. Paternity leave

Leave generally available to fathers only, usually to be taken soon after the birth of a child,
and intended to enable the father to spend time with his partner, new child and older
children.

c. Parental leave

Leave available equally to mothers and fathers (and increasingly same-sex partners), either
as: (i) a non-transferable individual right (i.e. both parents have an entitlement to an equal
amount of leave); or (ii) an individual right that can be transferred to the other parent; or (iii) a
family right that parents can divide between themselves as they choose. In some countries,
Parental leave consists only of non-transferable individual entitlements; in other countries, it
is an entirely family right; while in other countries, part of Parental leave is an individual right,
the remainder a family right. It is generally understood to be a care measure, intended to
give parents the opportunity to spend time caring for a young child; it usually can only be
taken after the end of Maternity leave. In some cases, parents can choose to take all or part
of their Parental leave on a part-time basis.

In some countries, Parental leave is supplemented by a further period of leave intended also
as a care measure, and given various names, such as ‘Childcare leave’ or ‘Home Care
leave’. This leave is for parents following the end of Parental leave, and may not in practice
be very different to Parental leave (although the conditions attached to the two types of leave
may vary, see for example Finland or Norway).

d. Leave to care for children who are ill

This entitlement varies considerably between countries in terms of length, age of children
included and payment. In some cases it may be extended to include certain adult relatives.

Although the rest of this introduction and the individual country notes differentiate between
Maternity, Paternity and Parental leave, the distinction between these types of leave is
beginning to blur in some countries, leading to the emergence of a single, generic Parental
leave entitlement. For example, Iceland, Norway and Sweden already have a single period
of post-natal leave that does not distinguish between the three different kinds of leave;
however, one part of this generic post-natal leave can only be taken by mothers and another
part only by fathers.



In other countries (e.g. New Zealand, Portugal), although different types of leave with distinct
conditions are discernible, all leave comes under a common umbrella term of ‘Parental
leave’. A further variant that is blurring distinctions is the possibility that part of Maternity
leave can be transferred to the father, making it, in effect, a variant of Parental leave (for
example, currently in Croatia, Czech Republic, Poland, Portugal, Spain, and the UK).



3. Overview: cross-country
comparisons

Sources used

The main sources used in this review of leave polices and research are the country notes
prepared by the members of the International Network on Leave Policies and Research,
following a common format. Two countries that have not been included in previous reviews —
Korea and Romania — have had a new country note prepared. For countries that have
appeared in previous reviews, country notes are reviewed and revised each year by authors.
For 2016, all country notes have been edited by three of the network’s coordinators: Alison
Koslowski, Sonja Blum and Peter Moss, who also record their thanks to Alexandra Macht for
her invaluable editorial assistance.

The expertise and work of the country note authors is gratefully acknowledged.

In addition, the ‘Background data on countries’ table and pages and the ‘Relationship
between leave and ECEC entitlements table and pages draw upon four comparative
sources of demographic, economic and social data: the United Nations Development
Programme’s annual Human Development Report, the OECD Family Database,
TransMonee, and World Bank Data. Full details are given at the end of the table on each

page.

General note: in the comparative tables which follow, a month is calculated to be 4.3 weeks;
while 4 weeks would be 0.9 months.



Background data on countries: 2016

The 40 countries covered in this review include 11 federal states, in some of which provinces or states have their own leave policies (e.g.
Canada, Switzerland, United States). Twenty-five are member states of the EU, and 32 are member states of the OECD.

Populations vary from less than half a million (Iceland, Luxembourg, Malta) to 320 million (United States). Most countries have a total period
fertility rate that is below replacement level (at 2.1); only Israel, Mexico and South Africa reach or surpass this level, though several others are
close; 16 countries have a rate of 1.5 or lower.

Per capita GDP varies from under $20,000 (Brazil, Mexico, Romania, South Africa, Uruguay) to more than $45,000 in four countries
(Luxembourg, Norway, Switzerland, United States), though this is no guide to the generosity of leave benefits (Switzerland and the United
States have very modest or no leave entitlements). Income inequality is particularly high in Brazil, Israel, Mexico, Russian Federation, South
Africa, United States and Uruguay, and lowest in the Nordic countries, Czech Republic, Romania and Slovakia.

Countries rank from 1%t (Slovenia) to 97" (Brazil) on the UN's Gender Inequality index (1' meaning low inequality), while women in
parliament range from 9 per cent in Brazil to 40 per cent or over in Belgium, Finland, Iceland, South Africa and Sweden.

Highest levels of employment among women with pre-school children are found in Denmark, Lithuania, Luxembourg, the Netherlands,
Portugal and Slovenia; while the lowest rates are in the Czech Republic, Estonia, Hungary and Slovakia.

Population | Total Income and equality Gender Maternal employment rate (2013)

(2014) fertility | GDP/capita  Gini co- inequality(2014) per cent with

millions rate (2011PPS$) efficient Gender % of Youngest child Youngest child

(2013) | (2013) (2005-13)" | Inequality women in aged 0-2 years aged 3-5 years
Index(rank) parliament

Australia F 23.6 1.9 42,831 34.0 19 30.5 51 72
Austria F 8.5 1.4 44,376 30.0 5th 30.3 67 74
Belgium F 11.1 1.8 40,607 31.7 g 42.4 63 71
Brazil F 202.0 1.8 14,555 52.7 97" 9.6 NI NI
Canada F 355 1.6 41,894 33.7 25" 28.2 67 71
Croatia 4.3 1.5 20,063 33.6 30" 25.8 NI NI

! Data refer to the most recent year available during the period specified.



Czech Rep 10.7 1.5 27,959 26.4 15 18.9 20 70
Denmark 5.6 1.7 41,991 26.9 4th 38 75 80
Estonia 1.3 1.6 25,132 32.7 33 19.8 24 79
Finland 5.4 1.8 38,846 27.8 11t 42.5 51 78
France 64.6 2.0 36,154 31.7 13t 25.7 61 73
Germany F 82.7 1.4 43,207 30.6 31 36.9 51 70
Greece 11.1 1.3 24,540 34.7 291 21 49 47
Hungary 9.9 1.3 22,914 28.9 42nd 10.1 11 63
Iceland 0.3 2.0 41,250 26.3 12t 41.3 NI NI
Ireland 4.7 2.0 44,931 32.1 21 19.9 60 54
Israel 7.8 3.0 30,927 42.8 18t 22.5 64 71
Italy 61.1 1.4 34,167 35.5 10 30.1 52 54
Japan 127.0 1.4 35,614 32.1 26" 11.6 NI NI
Korea 49.5 1.2 32,708 NI 23 16.3 NI NI
Lithuania 3.0 1.6 24,483 32.6 23 23.4 76 65
Luxembourg 0.5 1.6 87,737 NI 17t 28.3 70 71
Malta 0.4 1.4 28,828 NI 46" 13 NI NI
Mexico F 123.8 2.2 16,291 48.1 74" 37.1 34 42
Netherlands 16.8 1.7 44,945 28.9 7" 36.9 74 75
N. Zealand 4.6 2.0 32,808 NI 32nd 31.4 49 57
Norway 5.1 1.9 62,448 26.8 gt 39.6 NI NI
Poland 38.2 1.3 22,877 32.8 28" 22.1 54 64
Portugal 10.6 1.3 25,596 NI 20" 31.3 70 73
Romania 21.6 1.5 18,200 27.3 64" 12 55 59
Russian F F 142.5 1.7 23,564 39.7 54t 14.5 63 85
Slovakia 5.5 1.3 26, 263 26.6 33 18.7 14 55
Slovenia 2.1 1.6 25,576 24.9 1st 27.7 73 80
S. Africa F 53.1 2.4 12,106 65.0 83 40.7 NI NI
Spain 471 1.3 31,596 35.8 16" 38 54 57
Sweden 9.6 1.9 43,741 26.1 B! 43.6 NI NI
Switzerld. F 8.2 1.5 54,697 32.4 2nd 28.5 NI NI
U. Kingdom 63.5 1.9 37,017 38.0 39 23.5 58 62
USA F 322.6 1.9 51,340 41.1 55t 19.4 55 61
Uruguay 3.4 2.0 18,966 41.3 61°t 11.5 NI NI




T OEGDaverage | 53 66 |

Sources: Population, income, inequality: Human Development Statistical Tables, 2015 Human Development Report, UN Development
Programme, Tables 3, 5, 8, 11, available at: http://hdr.undp.org/en/2015-report. Fertility: World Bank, Data, Fertility rate (total), births per
woman, available at: http:/data.worldbank.org/indicator/SP.DYN.TFRT.IN/countries/1W ?display=default. Employment. OECD Family
Database, Tables LMF1.2.C, available at: http://www.oecd.org/els/family/database.htm

Key:

F: federal state. GDP per capita: Gross Domestic Product in a particular period divided by the total population in the same period. Gini
coefficient: a numerical measure of income inequality. A value of 0 represents absolute equality; a value of 100 absolute inequality. Gender
Inequality Index: a composite measure developed by the United Nations Development Programme to reflect inequality in achievements
between women and men in three dimensions: reproductive health, empowerment and the labour market. The health dimension is measured
by two indicators: maternal mortality ratio and the adolescent fertility rate. The empowerment dimension is also measured by two indicators: the
share of parliamentary seats held by each sex and by secondary and higher education attainment levels. The labour dimension is measured by
women’s participation in the work force. The figure given here is a country’s ranking on the Index, in relation to all other countries in the world.
Employment rate, women with a child: In principle, all women on maternity or on statutory paid maternity or parental leave (legal or
contractual) are counted as employed. EU guidelines stipulate counting parents on parental leave as employees absent for other reasons: they
should be counted as employed if the period of absence is less than 3 months, or if they continue to receive a significant portion of previous
earnings (at least 50 per cent). However, national treatment of long or unpaid parental leave varies widely. For example, according to the
OECD Family Database, ‘many parents on parental leave in Austria (up to 2 years) are counted as inactive, while leave is technically unpaid
(there is an income support benefit for all parents with a child not yet 30 months-old). By contrast, many of the parents in Finland on home-care
leave (which is often taken when the child is 1 to 3 years of age) are often included in the employment statistics. NI: No information
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Statutory Maternity Leave: April 2016

Thirty-three countries have a statutory and designated Maternity leave entitlement. Leave is paid in all these cases and mostly at a high
earnings-related level (see ‘Key’ below for definition) for most or all of the duration of leave — though it should be noted that with this and other
forms of leave, a ceiling may be set on earnings-related payments, so that higher paid workers receive proportionately less of their earnings.
The main exceptions are Canada (excluding Quebec), Ireland, Slovakia, and South Africa where no period of leave is paid at a high earnings-
related level; and Greece (private sector) and the UK, where less than half the leave period is paid at a high earnings-related level.

Of the seven countries that do not have a statutory, designated and paid Maternity leave entitlement, one — the United States — makes no
provision nationally for paid leave for women at the time of pregnancy and childbirth, though the possibility of unpaid ‘family and medical leave’
exists for mothers working for employers with 50 or more employees. The other six countries without designated Maternity Leave — Australia,
Iceland, New Zealand, Norway, Portugal and Sweden — provide paid leave that women may take at and around childbirth, but this leave has a
generic designation, such as ‘Parental leave’ and can in certain circumstances be taken by fathers.

In Brazil, Greece and Uruguay, the period of post-natal Maternity leave differs for the public and private sectors; while in Canada, the
province of Québec has a substantially different system to the remainder of the country. In the remaining 29 countries, the average (mean)
period of post-natal leave is 3.9 months. Five countries (plus the private sector in Greece and the public sector in Brazil) have particularly long
periods of leave, six months or more. The longest period of leave, 12 months, is found in the UK; much of this period is either unpaid or paid at
a low flat rate. At the other extreme, four countries have less than two months of post-natal maternity leave.

There is not much flexibility in Maternity leave, and taking all or part of the leave is obligatory in most countries. Flexibility in use mainly takes
the form of some choice about when women can start to take leave and how much of the leave period they can take before and after birth. In
some countries, women can take more leave if they have a multiple birth or a higher order birth or a medical complication. Belgian mothers may
take two weeks of Maternity leave as ‘free days’, spread over a period of time.

The Czech Republic, Croatia, Israel, Poland, Spain and the UK, however, have introduced another dimension of flexibility: mothers may
transfer part of the Maternity leave period to fathers as a matter of course, i.e. without exceptional circumstances such as serious illness
applying. Maternity leave can be transferred to fathers in some other countries, but only in certain extreme circumstances (such as death or
severe illness).

Two approaches to leave policy are emerging:

1. Most widespread is the traditional concept of a ‘Maternity leave’ intended only for women, linked to pregnancy, childbirth and the first
months of motherhood and treated as a health and welfare measure; the obligatory nature of at least part of Maternity leave in many
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countries reflects this orientation. Other leave available to women, mainly Parental leave, is additional and available equally to women
and men. So under this approach, women are entitled to more leave overall than men.

2. Emerging more recently is a move away from the idea of a ‘Maternity leave’, either towards a birth-related leave for women, which can
be transferred, at least in part, to fathers under normal circumstances; or towards dropping ‘Maternity leave’ altogether in favour of a
generic ‘Parental leave’, usually with periods designated for ‘mothers only’ and ‘fathers only’. Thus, Iceland offers nine months Parental
leave, three months each for the mother and father and a further three months for the parents to divide as they choose; the only
recognition of childbirth is the obligation for women to take two weeks leave after birth, with the possibility of an extended leave if a
woman has suffered complications at or after giving birth.

Country Summary of Maximum length of post-natal leave Flexibility
leave (months)
Total Paid Well paid

Austria 000 OB [1.9 1.9 1.9 1
Australia’ O ]
Belgium 000 OB |3.3 3.3 3.3% 1
Brazil® 00 40r6 4 or 6 4 or 6 None
Canada L 1 ] 3.5t04.2 3.5 %3 None

Québec 000 4.2 4.2 4.2% 2
Croatia ®@O@O®TR OB |6 6 6 3; 4
Czech Rep ®@O0OTR OB | 5.1 5.1 5.1% 1;3
Denmark 000 OB |3.3 3.3 3.3% None
Estonia 000 OB | 3.7 3.7 3.7 None
Finland 000 OB |29 2.9 2.94 None
France 000 OB | 3.3 3.3 3.3% 1
Germany 000 OB [1.9 1.9 1.9 1
Greece

Private sector | @@ OB | 8.1 8.1 2.1 None

Public sector | 00 ® OB |3 3 3 1

' Australia: The law only refers to ‘Parental leave’.

2 Brazil: 6 months for some public and private sector employers; 4 months for others.

3 Canada: Low-income families can qualify for a higher benefit rate, up to 80 per cent of average insured earnings.
4 Finland: The proportion of earnings paid is reduced beyond a specified level.
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Hungary® 000 OB |5.6 5.6 5.6 None
Iceland® [m] OB

Ireland o0 9.3 6.0 x None
Israel 000TR OB 6.0 3.3 3.3% 1;3
Italy (X X} OB 3.7 3.7 3.7 1
Japan 000 OB 1.9 1.9 1.9 1
Korea 000 3.0 3.0 3.0%(30 days) | 1
Lithuania 000 1.9 1.9 1.9% 1
Luxembourg 000 OB 1.9 1.9 1.9% 1
Malta 000 OB 4.2 4.2 3.3 None
Mexico 00 OB 1.4 1.4 1.4 1
Netherlands 000 OB 2.8 2.8 2.8% None
New Zealand’ O

Norway?® [m] OB

Poland® ®00TR OB

Portugal'® [m]

Romania 00 OB | 2.1 2.1 2.1 1
Russian Fed. 000 2.3 2.3 2.3% 1
Slovakia o0 OB |6t06.5 6to6.5% % 1
Slovenia 000 OB |26 2.6 2.6% 1

5 Hungary: In addition to 24 weeks of Maternity leave, the period of high paid Parental leave (GYED) until 12 months after the birth can only be taken by the
mother.

6 Iceland: The law does not distinguish separate Maternity, Paternity and Parental leaves, referring only to ‘birth leave’, part of which is for mothers, part for
fathers, and part for parents to divide as they choose. 3 months of ‘birth leave’ is reserved for women to take after birth, of which 2 weeks is obligatory.

7 New Zealand: The law does not refer to Maternity leave, only ‘paid Parental leave’, which mothers can transfer to their partners. This leave is included under
Parental leave, along with ‘extended leave’, which can be taken after ‘paid Parental leave’.

8 Norway: The law does not distinguish separate Maternity and Parental leaves, referring only to ‘birth leave’, part of which is for mothers, part for fathers, and
part for parents to divide as they choose. 6 weeks of Parental leave is reserved for women to take after birth, and this is obligatory. This leave is included
under Parental leave.

® Poland: Women have the option to take the first 6 weeks paid at 100 per cent and the remaining 26 weeks paid at 60 per cent. The rest of the leave, after
the first 14 weeks that are obligatory, is transferable to the father. Although the second 26 week period in the lower paid option is referred to as ‘Parental
leave’, it is included under Maternity leave since it is an entitlement for the mother, who may choose to transfer some or all of it to the father.

10 Portugal: The law does not refer to Maternity leave, only to ‘Initial Parental leave’, part of which is reserved for mothers (6 weeks for women to take after
birth) with the remainder for parents to divide as they choose. This leave is included under Parental leave.
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South Africa o0 4 4 x None
(2015)
Spain ®00TR OB 3.7 3.7 3.7% 1;3;4
Sweden'" (m] OB
Switzerland 000 OB | 3.7 3.3 3.3% None
U. Kingdom ®® TR OB 12 9 1.4 3
USA'™ X
Uruguay
Private sector | @0 ® 3.3 3.3 3.3 1
Public sector 000 OB |3 3 3 1

Key:

Summary of leave: %: no statutory entitlement. O: there is only a parental leave provision. @: statutory entitlement but unpaid; ® @: statutory
entitlement, some period paid, but either at a flat rate or (if income-related) at less than 66 per cent of earnings for all or most of period; @@ @®:
statutory entitlement, paid for all or most of period at 66 per cent of earnings or more, the latter being an indicator used by the European
Commission in monitoring member states’ progress in meeting Employment Guidelines (European Commission (2010) Indicators for monitoring
the Employment Guidelines including indicators for additional employment analysis, 2010 compendium, Table 18.M3. Available at:
http://www.nbbmuseum.be/doc/seminar2010/fr/bibliographie/risque/compendiumjul2010.pdf . TR: part of Maternity leave is transferable to the
father in ordinary conditions. OB: part or all of the Maternity leave period is obligatory. Maximum length of post-natal leave: Paid: payment
may be flat rate and/or earnings-related. The generosity of flat rate payments relative to individual earnings varies across and sometimes within
countries. See country notes for more detailed information. Well paid: earnings-related payment at 66 per cent of earnings or above; ¥: none
well paid; %: ceiling on earnings-related payment. Flexibility: 1 — additional time for multiple births, higher order births or medical
complications; 2 — leave can be taken for a shorter period with a higher benefit paid or for a longer period with a lower benefit; 3 — in all cases
part of Maternity leave may be transferred to the father (this does not include cases where transfer is only permitted in the case of maternal
death or incapacity); 4 — part of the Maternity leave period can be taken part time, and the length of leave extended. Does not include flexibility
in using part of Maternity leave before or after birth.

1 Sweden: it is obligatory for women to take 2 weeks leave either before or after birth; to receive benefit, they must draw on their Parental leave entitlement.
2 USA: there is no separate Maternity leave, but parents may take up to 12 weeks unpaid leave for childbirth or for the care of a child up to 12 months as part
of the federal Family and Medical Leave Act; employers with less than 50 employees are exempt. Five states and Puerto Rica provide some benefit payments
to parents missing work at around the time of childbirth.

14



Statutory Paternity Leave: April 2016

Just as ‘Maternity leave’ is gender-specific, so too is the usual definition of Paternity leave, being an entitlement for fathers only that enables
them to take a short period of leave immediately following the birth of a child, often associated with providing help and support to the mother.

However, as Parental leave in a number of countries includes a period of time that only fathers can take (sometimes referred to as a ‘father’s
quota’), the distinction between Paternity leave and father-only Parental leave can be unclear and confusing. A comparison of Iceland,
Norway and Sweden provides an example of this complexity. Iceland offers nine months leave after birth, three months for mothers, three
months for fathers and three months as a family entitlement to be divided between parents as they choose; there is, therefore, no Paternity
leave per se, but three months of leave are available for the use of fathers only, to take as and when they choose (to add to the confusion,
although the law covers all nine months with the same name — ‘birth leave’ — the three months for fathers is commonly referred to as ‘Paternity
leave’). Norway, by contrast, has two weeks Paternity leave (i.e. to be used at the time of birth) plus a further ten weeks father’s quota, a part of
the Parental leave that only the father can use; most of the Parental leave is a family entitlement. Sweden also has Paternity leave (ten days)
and a fathers’ quota (60 days) as part of Parental leave.

In this review, Paternity leave is narrowly defined as a short period immediately after the birth that is only available to fathers and is in addition
to Parental leave, e.g. it is the ten days leave for men in Sweden, not the 60 days ‘fathers’ quota’. On this basis, 23 countries have a statutory
and designated Paternity leave, plus the province of Québec in Canada; in two other countries, Luxembourg and South Africa, fathers can
use another type of leave (‘leave due to extraordinary circumstances’ or ‘family responsibility’ leave) at the time of the birth of a child, but a
separate Paternity leave does not exist. In two countries (Belgium and ltaly), it is obligatory to take a (very) short period of Paternity leave.
Paternity leave is generally paid, with the exception of New Zealand and Norway, and mostly at a high earnings-related level (see ‘Key’ below
for definition) for the duration of leave — though it should be noted that with this and other forms of leave, a ceiling may be set on earnings-
related payments, so that higher paid workers receive proportionately less of their earnings. However, most of the 13 weeks of leave in
Slovenia is unpaid, while leave in the UK, like most of Maternity leave, is paid at a low flat rate.

The most common period of leave is two weeks. In four countries it is just one or two days. Four cases, however, have longer periods:
Québec (but not the rest of Canada), which offers three to five weeks of leave, depending on the level of benefit taken; Finland, nine weeks;
Lithuania, four weeks; and Slovenia, 70 days. Slovenia has, however, decided to replace the current 70 days of Paternity leave, with 30 days
paid at a high earnings-related level, by 2018.

Twelve countries plus Québec offer some form of flexibility in the taking of leave, usually allowing the leave to be taken at any time during a
defined period of time after childbirth.
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Italy allows fathers 12 weeks post-natal ‘optional leave’, mainly in circumstances where the father is the sole or main carer (e.g. if the mother is
dead or severely incapacitated). It is unclear whether this should be considered Paternity leave or a variant of schemes where Maternity leave
can be transferred to fathers in certain conditions.

Country Summary of Length of post-natal leave (weeks) Flexibility
leave Total Paid Well paid

Austria

Private sec | ¥

Public sec ® 4 None None None
Australia’ x ]
Belgium 000 OB |2 2 2% 2;3
Brazil? 000 10r2 1or2 1o0r2 None
Canada x

Québec 000 5 5 5% 1

Czech Rep X
Denmark 000 2 2 2% 3
Estonia 000 2 2 2% 2:3
Finland 00 9 9 93 2;3
France 000 2 2 2% 3
Germany X
Greece

Private sec | 00® 2 days 2 days 2 days None

Publicsec | ®0® 2 days 2 days 2 days None
Hungary i 1 1 1 3,4
Iceland x4
Ireland bl
Israel x5

1 Australia: 2 week payment for fathers taking Parental leave (‘Dad and Partner Pay’); included under Parental leave.

2 Brazil: Longer in public sector; less in private sector.

3 Finland: Paid at 70 per cent of earnings, but proportion is reduced beyond a specified level.

4 lceland: The law does not distinguish separate Maternity, Paternity and Parental leaves, referring only to ‘birth leave’, part of which is for mothers, part for
fathers, and part for parents to divide as they choose.

5 Israel: Fathers may take time off work from the start of their spouse's labour until 24 hours after childbirth, but this is treated as sickness leave.
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ltaly 000 OB |2 dais6 2 dais 2 dais 3,5
Japan bd
Korea 000 3 to 5 days 3 days 3 days 3
Lithuania 000 4 4 4% None
Luxembourg | [0 ©®] [2 days] [2 days] [2 days] None
Malta
Private sec | 00® 1 day 1 day 1 day 4
Publicsec | ®0® 2 days 2 days 2 days 3
Mexico 000 5 days 5 days 5 days 5
Netherlands | @©®® 2 days 2 days 2 days 3
New Zealand | @ 3
Norway ® N
Poland 000 2;
Portugal® X
Romania i
Russian Fed. | ¥
Slovakia X
Slovenia o0 10 100 2.8% 2;3
South Africa [00®] [0.7] [0.7] [0.7] None
(2015)
Spain 000 2.1 2.1 2.1% 3;4
Sweden 000 10 days 10 days 10 days¥ 3;4
Switzerland X
U. Kingdom i
USA' X

6 ltaly: a further 2 days Paternity leave can be taken if the mother agrees to transfer these days from her Maternity leave. In addition fathers may take 3

months paid leave in exceptional circumstances, e.g. the death or severe illness of the mother.
7 New Zealand: the mother may transfer part of her leave payment to her partner on Paternity leave.

8 Portugal: The law does not refer to Paternity leave, referring only ‘Father’s-only Parental leave’. This leave is included under Parental leave.

9 Romania: Additional time is granted if the father works in the military (by 2 days) and/or has completed and infant-care course (by 5 days).

10 Slovenia: 2.8 weeks paid at 90 per cent of earnings; for the remaining period, social security contributions based on the minimum wage are paid for the
hours not worked.

" There is no separate Paternity leave, but fathers may take up to 12 weeks unpaid leave for childbirth or for the care of a child up to 12 months as part of
the federal Family and Medical Leave Act; employers with less than 50 employees are exempt.
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| Uruguay | 000 [ 1 1 1 | None |

Key:

Summary of leave:%: no statutory entitlement. @: statutory entitlement but unpaid; ® @: statutory entitlement, some period paid, but either at
a flat rate or (if income-related) at less than 66 per cent of earnings for all or most of period; ® ® @: statutory entitlement, paid for all or most of
period at 66 per cent of earnings or more, the latter being an indicator used by the European Commission in monitoring member states’
progress in meeting Employment Guidelines (European Commission (2010) Indicators for monitoring the Employment Guidelines including
indicators for additional employment analysis, 2010 compendium, Table 18.M3. Available at:
http://www.nbbmuseum.be/doc/seminar2010/fr/bibliographie/risque/compendiumjul2010.pdf . OB: part or all of the Paternity leave period is
obligatory. Maximum length of post-natal leave: Paid: payment may be flat rate and/or earnings-related. The generosity of flat rate
payments relative to individual earnings varies across and sometimes within countries. See country notes for more detailed information. Well
paid: earnings-related payment at 66 per cent of earnings or above; ¥: none well paid; %: ceiling on earnings-related payment. Square
brackets [ ] fathers may use another type of leave at the time of the birth of a child, but a separate Paternity leave does not exist. Flexibility: 1
— leave can be taken for a shorter period with a higher benefit paid or for a longer period with a lower benefit; 2 — leave can be taken in one
block of time or several blocks; 3 — can be taken at any time during a defined period after birth; 4 — additional time for multiple births and large
families; 5 — can be extended in case of maternal incapacity or death.
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Statutory Parental Leave (not including additional Childcare Leave: April 2016

All EU member states must provide at least four months Parental leave per parent, under the terms of Directive 2010/18/EU. The directive
defines this leave as enabling men and women “to take care of (a) child until a given age”, so distinguishing this leave from Maternity leave,
where the directive setting minimum standards was adopted as a health and welfare measure. No payment or flexibility requirements are
specified in Directive 2010/18/EU, but Parental leave is defined as “an individual right and in principle non-transferable”, though the directive
goes on to add that “Member States are allowed to make it transferable.”

Nine of the 15 non-EU countries in this review also provide Parental leave. The exceptions are Brazil, Mexico, South Africa, Switzerland (the
only European country included in this review not to provide Parental leave), United States (which has a generic and unpaid ‘family and medical
leave’ that is not applicable to private employers with less than 50 employees) and Uruguay.

Six countries (Australia, Iceland, New Zealand, Norway, Portugal and Sweden) have Parental leave that subsumes either Maternity leave or
Maternity and Paternity leave, though periods of Parental leave may be for mothers or for fathers only.

Parental leave varies on four main dimensions: length; whether it is an individual or family entitlement; payment; flexibility.

Broadly, countries divide into those where the total length of Parental leave available is less than 15 months; and those where continuous
leave is available for up to three years or more. The former include Belgium, Canada, Croatia, Denmark, Finland, Iceland, Ireland, Israel, Italy,
Japan, Luxembourg, Malta, Netherlands, New Zealand, Norway, Poland, Portugal, Slovenia and the UK; the latter ‘long leave’ countries
includes the Czech Republic, Estonia, France, Germany, Hungary, Lithuania, Russia, Slovakia and Spain. Sweden falls in between: paid leave
is expressed in days (to emphasise that it can be taken very flexibly), roughly equivalent to 18 months if taken continuously, while each parent
is also entitled to take unpaid leave until a child is 18 months. So, too, do Australia, Austria, Korea and Romania with leave lasting potentially
until a child’s second birthday. Greece is also exceptional, with eight months in the private sector and 60 months per parent in the public sector.
Note, too, that some countries supplement Parental leave with Childcare leave, so extending the period available (see below).

Parental leave is a family entitlement in 10 countries, to be divided between parents as they choose (Austria, Canada, Estonia, Finland,
Hungary, Israel, Lithuania, Poland, Russia and Slovakia); an individual entitlement in 18 countries (Australia, Belgium, Croatia, Czech
Republic, Denmark, France, Germany, Greece, Ireland, ltaly, Japan, Korea, Luxembourg, Netherlands, Portugal, Slovenia, Spain and the
United Kingdom); a mixed entitlement (part family, part individual) in five countries (Iceland, New Zealand, Norway, Romania and Sweden);
while in Malta it is a family entitlement for workers in the public sector and an individual entitlement for private sector workers. In most cases,
individual entitlements are non-transferable, so if not used by a parent are foregone (the ‘use it or lose it’ principle); but in the case of Croatia,
Czech Republic, New Zealand, Slovenia and Sweden, some amount of unused entitlements can be transferred to a partner.
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A majority of countries (28) provide some element of payment; only Greece, Ireland, Israel, Malta, Spain and the UK make no payment.
Payment policy varies considerably. In 13 cases (Australia, Belgium, Canada excluding Québec, France, Italy, Korea, Netherlands, Russia and
Slovakia) payment is either: flat-rate or set at a low earnings-related rate; not universal (e.g. means-tested); or paid at a high earnings-related
rate but for less than six months. A similar number of countries + Québec pay an earnings-related benefit of more than two-thirds of normal
earnings for six months or more; however, all except Finland impose a ceiling on benefit payments.

Flexibility takes a number of forms, including:

the possibility to use all or part of leave when parents choose until their child reaches a certain age;

the possibility of taking leave in one continuous block or several shorter blocks;

the possibility to take leave on a full-time or part-time basis (i.e. so parents can combine part-time employment with part-time leave);
the option to take longer periods of leave with lower benefits or shorter periods with higher benefits;

additional leave in the case of multiple births or, in a few cases, other circumstances;

the possibility to transfer leave entitlements to carers who are not parents.

the possibility for both parents to take all or some leave at the same time.

@~oo0oT

Of these flexibility options, all except (d) and (f) are reported by 14 or more countries; (d) and (f) are relatively uncommon.

Various measures have been introduced to encourage fathers to use Parental leave. Mostly these are wholly or partly individualised
entitlements, so that fathers not using their ‘quota’ lose it, as unused leave cannot be transferred to a partner; however, experience has shown
that such ‘fathers’ quotas’ need to be well paid if to be widely used. Another approach is to offer some form of bonus (e.g. additional leave) if
both parents take some Parental leave. Eight countries offer such a bonus. For example, Sweden has a ‘gender equality bonus’ that provides
an economic incentive for families to divide Parental leave more equally; Germany extends paid leave by two months if fathers take at least two
months of leave; Japan has a rather similar system, in which an extra two months of leave may be taken if both parents use some of their leave
entitlement; and Portugal offers a bonus to families where the father shares part of the Initial Parental leave, formerly Maternity leave (it is also
unique in making it obligatory for fathers to take two weeks of leave). Other countries with incentives for fathers to take leave are Austria,
Croatia, France and Italy.

Childcare leave can usually be taken immediately after Parental leave, creating a continuous longer period of leave, even if the conditions
(such as benefit paid) may not be the same. It is, however, much less common than Parental leave, being available in ten countries (Belgium;
Croatia; Finland; Greece; Hungary; Iceland, New Zealand; Norway, Poland and Portugal), plus in the public sector in Malta. In most cases
childcare leave is unpaid or low paid; Finland is exceptional in that its ‘home care’ leave is both available to all parents and paid, albeit with a
relatively low flat-rate allowance (so blurring the distinction with Parental leave). Childcare leave is captured in the table “Total Statutory Leave’.
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In addition to these countries, two other countries offer either a very limited period of leave for all families or an extended leave for certain types
of family or else. Estonia offers two weeks of unpaid leave per year per parent until a child is 14 years; while parents with three or more children
in Hungary can take leave until their youngest child is eight years old, with a flat-rate benefit.

In addition to Parental and Childcare leave, a third type of leave is an entitlement to a break from employment for any reason, including (but not
confined to) childcare: a ‘career break’. A statutory entitlement of this kind is found in only one country, Belgium, with one year’s leave that can
be extended up to five years by collective agreement negotiated at sectoral or company level; this is in addition to Parental leave. For further
information on this innovative and unique entitlement, see the articles about Belgium in the 2009 review.

Country Summary Total amount of post-natal parental leave Type of leave Incentive for Flexibility
of leave available to family excluding childcare leave entitlement father to take
(months)
Total Paid Well paid
Australia’ o0 24.0 4.7 x Individual; non- 3 7b
transferable
Austria® 000 »24.0 (»14.0inc. (»14.0inc. 2 Family x 5; 7b
2 bonus to bonus)
36 inc. 6 bonus)
Belgium L + | 8.0 8.0 x Individual; non- x 1:2;5;6;7a
transferable
Brazil x - 0 [ ]
Canada?® L] 8.1t08.4 8.1 x Family x 7a
Québec 000 7.4 7.4 5.8% Family x 3;5;7a

1 Australia: An individual can take a second 12 months of Parental leave subject to employer agreement, but the maximum period of leave is 24 months per
family. The leave period of 12 months is an individual entittement; but the payment is a family entitlement. Fathers entitled to additional 2 weeks flat-rate
payment if they take leave.

2 Austria: There are various payment options available, which link payment level to length of payment and provide a bonus payment if both parents share
some paid leave; one option available to some parents is payment at 80 per cent of earnings for 12 to 14 months. The maximum duration of payment is 36
months (if both parents take up), while statutory parental leave is limited to 24 months.

3 Canada: A supplement is payable to low income families taking Parental leave that increases payment to 80 per cent of insurable earnings. There are
significant regional variances in leave between the jurisdictions.
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Croatia* 000 8.0 8.0t0 16.0 6.0 Individual; partly Higher payment for | 1; 2; 5; 6; 7a
transferable additional 2
months if both
parents use
Czech Rep® 000 »36.0 [24.0t0 48.0] [24.0%] Individual; X 3;7a
transferable
Denmark® 000 11.1 7.41014.7 7.4% Individual; non- x 1:3;5;7a
transferable
Estonia 000 »36.0 [»36.0] [14.5%] Family x 2,4
Finland” 00 6.1 6.1-12.2 6.1 Family X 1:2;6
France® o0 »36.0 [»36.0] x Individual; non- Increased financial | 1; 6; 7a
transferable payments if both
parents take some
leave
Germany 000 W72 24 12 Individual; non- 1:2;3;5;7a
(inc. 2bonus)  (inc. 2 bonus*)° | transferable
Greece'
Private sec 8.0 % % Individual; non- x 2;5;6
transferable
Public sec 120 (5years % x Individual; non- x 5
per parent) transferable

4 Croatia: In the case of twins or other multiple births or for the third and every subsequent child, parents are entitled to leave until the child(ren) is 36 months
old at 100 per cent of earnings; the ceiling for the period from 12 to 36 months is lower than for the first 6 months of Parental leave.

5 Czech Republic: Each parent can take leave until their child is 36 months but only one parent can receive Parental benefit, which is paid to all families
whether or not leave is taken and until their child is 48 months. Benefit can be paid for the full period at a lower rate or for a shorter period at 70 per cent of
earnings, though with a low ceiling.

6 Denmark: Parents can opt for shorter, higher paid Parental leave or longer, lower paid leave; each parent is entitled to 32-46 weeks of Parental leave, but
the total period cannot exceed 32-46 weeks per family.

7 Finland: Paid at 70-75 per cent of earnings, but proportion is reduced beyond a specified level.

8 France: If one child in family, payment made until child is 12 months old, if both parents share leave period; if two or more children, payment made until
youngest child is 36 months old, if both parents share leave period.

9 Germany: Earnings-related payment varies between 65 and 67 per cent.

10 Greece: In addition to Parental leave shown here, parents can consolidate right to work reduced hours into fully-paid full-time leave of 3% months (private
sector) or nine months (public sector); also 3 months of leave is paid in the public sector in the case of a third or higher order child.
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Hungary' 000 + | »36.0 »36.0 24.0% Family X 1,4,6
Iceland 000 + | 9.0 9.0 9.0% Family & x 1;2;5;6;7a
individual; non-
transferable
Ireland ® 8.4 x x Individual; non- X 2;5;6,7a
transferable
Israel ® »12.0 % X Family X 2:7a
ltaly o0 11 (inc. 1 11 (inc. 1 x Individual; non- 1;2;5;6;7a
bonus) bonus) transferable
Japan 000 »14([inc. 2 W14 (inc.2  14% Individual; non- 2 (fathers);
bonus) bonus) transferable 7a
Korea o0 24.0 24.0% X (but see Individual; non- 3 months at 100% | 1;2;5;7a
‘incentive for transferable earnings if second
father to take’) parent takes leave
Lithuania'? o »36.0 »24.0 »12.0% Family X 6
Luxembourg 000 12.0 12.0 x Individual; non- x 1;5
transferable
Malta Individual; non-
Private sec | @ 8.0 x x transferable x 2;5
Publicsec | @ + 12,0 x x Family x 2;5
Mexico X
Netherlands™ | @@ 12.0 12.0 % Individual; non- x (2); (3); 5; 6;
transferable 7a
New Zealand | ©©® + | 4.2 4.2 4.2% Family & X 7a

" Hungary: Post-natal leave includes two types of Parental leave, one with a flat-rate payment (up to 3 years), the other with a higher earnings-related
payment (up to 2 years, followed by flat-rate payment for 3 year). In the latter case, only the mother may take leave up to a child’s 1st birthday. In families
with three or more children, a parent can take low paid leave until the youngest child is 8 years; this is not included in ‘length of post-natal leave’ column.
Parents can work after the child is six months of age and still receive benefit payments.
12 ] jthuania: 12 months of leave at full earnings up to a ceiling; or 24 months at a lower earnings-related level (70 percent for year 1, 40 per cent for year 2).
3 Netherlands: No direct payment but parents taking leave are eligible to tax relief. Both parents are entitled to the equivalent of 6 months full-time leave, but
full-time workers must take their leave part time, unless they get the agreement of their employer to full-time leave; so in the case of full-time workers taking
part-time leave, the duration of leave will be longer than 6 months.
4 New Zealand: 18 weeks of paid leave are an individual entitlement for either parent, who may transfer all or part of the leave payment to their partner.
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individual;
transferable

Norway 000 + | 129 12.9 12.9% Family & 1;2;3;5;6;
individual; non- 7b
transferable

Poland 00 + | 74 7.4 7.415 Family X 1;2;7a

Portugal'® 000 + | 6.0 (inc. 1 6.0 (inc. 1 x Individual; non- 3 1; 3; 5.

bonus) bonus) transferable

Romania 000 12 or 24 12 or 24 12 or 24" Family & 5; 6; 7b.
individual; non-
transferable

Russian Fed i »36.0 » 18.0% % Family X 1;4

Slovakia o »36.0 [»36.0] x Family X 6

Slovenia 000 8.6 8.6 8.6% Individual; 3 1;2;4;5;6;
transferable 7a

(2015)

Spain'® ® » 36 % % Individual; non- x 2;6;7a
transferable

Sweden'® 000 36 15.8 12.8% Family & Bonus - tax system | 1;2; 5; 6; 7b
individual; partly
transferable

Switzerland X

U. Kingdom?® [ & 8.3 x x Individual; non- X 2:5;6;7a

5 Poland: The level of payment during Parental leave can be 80 per cent or 60 per cent of earnings, depending on choices made by the mother during
Maternity leave; if a mother opts for 100 per cent payment during Maternity leave, Parental leave payment is 60 per cent; but if she opts for 80 per cent
payment during Maternity leave, then Parental leave payment is also 80 per cent. Access to Parental leave also depends on the full six months of Maternity

leave being taken.

6 Portugal: As ‘Father-only Parental leave’ runs concurrently with ‘Initial Parental leave’, the 12 months of Parental leave only runs, per family, to 11 months

after birth.

7 Romania: Parents (usually mothers) can choose either a period of 12 or 24 months of parental leave, both paid at 85% of earnings; for a child with a
disability this extends to 36 months.
18 Spain: Each parent is entitled to take leave until a child’s third birthday.
9 Sweden: Paid Parental leave is for 480 days, the denomination in days intended to indicate and encourage flexible use (e.g. a parent can take 5 paid days
of leave for every one calendar week). In addition, each parent is entitled to take unpaid leave until a child is 18 months.

24



transferable
USA %22
Uruguay X
Key:

Summary of leave: X: no statutory entitlement; 4: period of additional ‘childcare’ or other leave available after end of Parental leave; this
leave is not included in subsequent columns but is included in later table on ‘total statutory leave’; @: statutory entitlement but unpaid; @ ®:
statutory entitlement, some period paid, but either at a flat rate or (if income-related) at less than 66 per cent of earnings for all or most of
period; @ @ @: statutory entitlement, paid for all or most of period at 66 per cent of earnings or more, the latter being an indicator used by the
European Commission in monitoring member states’ progress in meeting Employment Guidelines (European Commission (2010) /ndicators for
monitoring the Employment Guidelines including indicators for additional employment analysis, 2010 compendium, Table 18.M3. Available at:

http://www.nbbmuseum.be/doc/seminar2010/fr/bibliographie/risque/compendiumjul2010.pdf Total amount of post-natal parental leave
available to family: leave may be awarded as either (i) a period of time (e.g. 12 months) or (ii) until a child reaches a certain age (e.g. until a
child’s third birthday). In the ‘total amount’ column, » indicates (ii), e.g. in Austria leave is until a child reaches 24 months; in these cases,
where the entitlement is ‘individual’, then each parent may take leave until the child reaches this age. Where there is no » indicated, then leave
is (i) and the total amount of leave available to both parents is given. Paid: payment may be flat rate and/or earnings-related. The generosity
of flat rate payments relative to individual earnings varies across and sometimes within countries. See country notes for more detailed
information. Well paid: earnings-related payment at 66 per cent of earnings or above. ¥: not paid or not well paid. %: ceiling on earnings-
related payment. Square brackets — [ ] indicates all parents with a young child get a payment whether on leave or not. Type of leave: there
are two dimensions here. First, leave can be a ‘family’ or an ‘individual’ entitlement; and an ‘individual’ entitlement can be non-transferable (i.e.
if the individual does not use her/his entitlement, it is lost) or ‘transferable’ (i.e. the individual can transfer part or all of his or her entitlement to
someone else, usually the other parent). Incentive for father to take: ‘Father's quota’ indicates a basic individual entitlement that only fathers
can use (i.e. non-transferable) and which is ‘well paid’ (see above for definition). ‘Bonus months’ indicates a period of paid leave additional to
the basic paid entitlement, and which becomes available if the basic paid leave is shared by both parents (i.e. if each parent takes at least
some of the basic paid leave); %: no incentive. Flexibility: 1 — leave can be taken full time or part time (i.e. option to work part-time or other
reduced hours); 2 — leave can be taken in one block of time or several blocks; 3 — leave can be taken for a shorter period with a higher benefit

20 United Kingdom: This does not include the recently introduced ‘Shared Parental leave’, which is actually a form of transferable maternity leave, whereby the
mother can transfer most of her Maternity leave to a partner, if she so chooses. Only actual Parental leave is included, i.e. leave that is an individual and non-
transferable right for each parent.

21 United Kingdom: Leave entitlement is 13 weeks per parent, but only 4 weeks of leave can be taken per year, i.e. to take the full 13 weeks means taking 4
weeks leave per year for 3 years. The newly introduced ‘Shared parental Leave’ is not included here as it is actually Maternity leave that the mother can
choose to transfer to the father; it is included as such in the comparative table on Maternity leave.

22 USA: There is no separate Parental leave, but parents may take up to 12 weeks unpaid leave for childbirth or for the care of a child up to 12 months as part
of the federal Family and Medical Leave Act; employers with less than 50 employees are exempt. Five states and Puerto Rica provide some benefit payments
to parents missing work at around the time of childbirth.
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paid or for a longer period with a lower benefit; 4 — leave can be transferred to a non-parent; 5 — all or part of leave can be taken at any time
until a child reaches a certain age; 6 — other, including additional leave in case of multiple births or serious illness/disability; 7a — both parents
can take all leave at the same time; 7b — both parents can take some leave at same time. Brackets indicate option requires employer
agreement. Bracketed numbers indicate an option that can be taken with the employer’s agreement.
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In most countries, adoptive parents have similar leave entitlements to other parents.

With three exceptions, countries include some provision to take leave in case of the illness of a child. The EU Parental leave directive gives
all workers an entitlement to ‘time off from work on grounds of force majeure for urgent family reasons in cases of sickness or accident making
their immediate presence indispensable’, without specifying minimum requirements for length of time or payment. Among EU member states
reviewed here, 16 (Austria, Belgium, Croatia, Estonia, Germany, Greece, Hungary, ltaly, Lithuania, the Netherlands, Poland, Portugal,
Romania, Slovakia, Slovenia and Sweden) specify an entitlement to leave of ten days or more per year to care for sick children, though the age
range of children covered varies; for all of these countries, except Belgium, Greece, ltaly and Lithuania, leave is paid and often at a high level of
income replacement. In some cases, the length of leave decreases as children get older: for example, from being unlimited for a child under 12
months to 14 days a year for children from six to 12 years old in Hungary; or being without limit for a child under three years in Italy but five
days a year per parent for a child aged three to eight years. Leave is shorter or unspecified and unpaid in the other member states.

Of the non-EU countries, Australia, Korea, Norway and the Russian Federation have an entitlement to paid leave of ten days or more per year
specifically to care for a sick child. In the other countries, there is either no leave available (lceland, Mexico, Uruguay); or leave is confined to
seriously ill children and employees in smaller organisations are excluded (United States); or is confined to public sector employees (Brazil) or
is for less than ten days and/or unpaid (Canada, Israel, New Zealand, South Africa and Switzerland). In Japan, leave for ordinary illness is five
days for a child under compulsory school age (or ten if there are two children of this age); but is considerably longer in the case of a child
needing constant care for more than two weeks. Along with length, payment varies considerably.

Twenty four of the countries in this review for whom information is available offer additional leave entitlements for other family members,
plus Brazil and Malta but for public sector employees only. Conditions for taking leave vary, from countries where leave is available in the case
of ordinary illness through to countries where it is confined to serious or terminal iliness or care of a very dependent relative. Length, payment
and other dimensions of leave also vary considerably.

Twenty countries (Austria, Belgium, Brazil, Croatia, Estonia, Finland, Germany, Hungary, Ireland, Israel, Italy, Japan, Mexico, Netherlands,
Norway, Portugal, Russia, Slovenia, Spain and Switzerland) permit women to reduce working hours specifically during their child’s early
months. In most cases this is to permit breastfeeding; but in several cases it has become a general right that can be taken for any reason
and/or by the father (e.g. Japan, Portugal, Spain). Women reducing their hours in this way are entitled to earnings compensation, except in
Austria, Japan, Norway, Netherlands and Switzerland. In Spain, reduced daily hours can be consolidated into full-time leave, thus in practice
extending Maternity leave between two to four weeks. If authors did not mention reduced hours in their country notes this may have been
wrongly coded as no statutory entitlement. We will address this in the 2017 review. In the meantime, please contact country authors directly if
this is of particular interest to you.
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Finally, in Australia, Iceland, Ireland, ltaly, Netherlands, New Zealand and the UK, parents have a legal right to request flexible working
hours from their employers, who must consider their request and may only refuse it if there is a clear business case for doing so. Portugal is
the only country with an entitlement to flexible working; parents with children below 12 years (no age limit in the case of a child who is
chronically ill or disabled living in the same household) are entitled to ‘flexible working’, which means that the employee may choose, within
certain limits, when to start and finish daily work. In Iceland, employers are required to make the necessary arrangements to enable men and
women to balance family life and work, including the arrangement of work in a flexible manner.

Country Leave to care for sick dependents Reduced hours' Right to request
Children Others Breast-feeding Other flexible work
Austria @00 2 weeks per ®®® 1 week per worker 90 minutes ® to 7 years x
employee per year or ® 9 | per year or ® 6 months for | breastfeeding time | (larger employers)
months for seriously ill terminally ill relative off per working day
child
Australia ®®® 10 days per worker | @ @® 10 days per year for | ¥ x @® until child is 18;
per year immediate family also all with caring
responsibilities
Belgium ® 10 days per worker per | @ 10 days per year or ®@® | a 30 min. break if X X
year 1 to12 months for severely | they work up to 7.5
ill family member or ®® 2 | hours and 1 hour if
months for palliative care they work more
than 7.5 hours
Brazil ®®® up to 60 days per ®®® up to 60 days per 000 X X
illness + 30 days unpaid illness for spouse or family
(public sector only) member + 30 days unpaid
(public sector only)
Canada ® 3to10daysin3 @®® 3 to 28 weeks if x X X
provinces? ‘significant risk of death’ for
family member
Québec @® 10 days per worker per | @ 10 days per worker per | ¥ X X

U If authors did not mention reduced hours in their country notes this may have been wrongly coded as no statutory entitlement. We will address this in the
2017 review. In the meantime, please contact country authors directly if this is of particular interest to you
2 Canada: A federal benefit lasting up to 35 weeks is available for parents with a critically ill child under 18 years of age; so far, only a few provinces have
legislated for a matching leave period.
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year year
Croatia @00 20 to 60 days per @0 ® 20 days forillness of | O ® @®® to3or8years | ¥
illness per family spouse +7 days per year for child needing
for serious illness of extra care/develop-
immediate family member mental problem
Czech Rep @@ 09 days per illness @®@® 09 days per serious x x x
illness for relative at home
Denmark?® @00 1 to 2 days per x x x x
illness
Estonia ®®® 14 days per illness X 000 ®up to 16 days x
per family additional unpaid
annual leave
Finland @0 (®)" 4 days perillness | ¥ x @@ o0 end of x
for a child up to 10 years second year at
school
France ® 3 days per year or @@ @®® up to 3 years for care | ¥ ® @ child with x
up to 3 years for serious of terminally ill relative with disability
disability or illness, with up | up to 310 days paid
to 310 days paid
Germany ®®® up to a maximum of | @ 10 days periliness + 6 | There is aright for | ¥ x
25 days per year per months long-term care for | breastfeeding
worker ‘care-dependent’ relative breaks
Greece
Private sector | @ 6 to 14 days per year ® 6 to 14 days per year for | ¥ ®00io2'2years | X
per parent dependent family members
Public sector | @ @ ® 22 days for certain ©®® 022 days for spouse x ® 0010 4 years x
medical conditions with certain medical
conditions
Hungary @ ® Unlimited to 14 days % 000 @®®to 8 yearsif 3+ | X
per family per year children
(according to age of child)
Iceland X X X X @®employers

3 Denmark: No statutory entitlement to childcare leave or career breaks, dependent on collective agreement or individual contract.
4 Finland: Length of leave is defined by law; level of payment is determined by collective agreements.
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required to support
family/work balance

Ireland ® @0 3 days per year per | @@ up to 104 weeks for 000 x ®on return from
parent dependent Parental leave
Israel ® ®® 3 days per parent ® @0 6 days per year for | 0@ X X
per year spouse or parents
Italy ® Unlimited to 3 years; 5 ®0®® Up to 2 years over ®0®® can be used | ¥ @until child is 6 or
days per year for 3to 8 working life at 3 days/ by father in some disabled child is 18
year olds month for serious need in | circumstances
family
Japan ® 5 days per parent per ®® Up to 93 days over ® (NB.reduced ® to 3 years X
year for child under CSA; the lifetime of a family hours can be used
10 days if two or more member with a serious for any purpose)
children illness or disability needing
constant care for 2 weeks
or more
Korea ® 90 days per parentper | ® x x x
year
Lithuania ® 2 weeks per year per x x x x
worker with a child under
14 years
Luxembourg | @ @® 2 days per child per | ¥ x x x
year or 4 days to 52 weeks
if child disabled or
seriously ill
Malta 000 20t0 35 @00 tcleworking
Public sector | @ up to 1 year per parent | ® upto 1 year per parent | ¥ hours per week for 12 months
for care of disabled child for care of spouse or until child is 16 (renewable each
parents years old; year)
Private sector | ¥ X X X X
Mexico x x @00 2 fully-paid x x
30 min. breaks per
day until the child
is six months old
Netherlands ®0®10 days peryearor | @@®10 days per year for | ¥ @ all employees @ right to work from
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® 6 times working hours/

a partner or parent or @ 6

(employer can

home

illness per parent; 3to 5
days public sector or
©® 0 ® unlimited for

illness per worker or ®® 2
years to care for a
seriously ill relative

day for 9 months or
12 months (public
sect.); can be

eighth and a half to
12 years or longer
if child with

week for life threatening times working hours/ week refuse)
illness for life threatening illness
of parent or partner
New Zealand | @ @ ® 5 days per year ®®0® 5 days per year X X ® any worker
Norway ®®®10 to 15 days per x ®° ® to 10 years x
parent per child per year
Poland ®0®® 14 days per year @00 14 days per year X X X
per worker. 60 days if child | per worker for family
< 8 years member
Portugal @®® 30 days per family ® 15 days per year for @00 2 hoursper | ®to 12 years @ entitlement to
per year if child < 12 years | close relative + 15 days for | day for 1 year; can work flexible hours
+ 15 days if child >12 severely disabled or be taken by either until child 12 years
years chronically ill spouse parent
Romania ®®® 45 days per year for | ® between 1to 5 days for | ¥ X x
one child until the child is 7 | personal circumstances
years old (or 18 if disabled) | concerning relatives.
Russian Fed. | @@ ® 45 to 60 days per X @®®® once every 3 | @ extra unpaid X
child per year hours for 30 min. leave for some
parents
Slovakia ®® 10 days per episode ®® 10 days per episode X X X
for a relative living at home
Slovenia @00 7/ to 15 days per @00 7to 15 days per ®® 1 hour a day ®® to 3 years or 3
illness, longer in illness for a spouse, longer | until child is 18 longer if child with
exceptional cases in exceptional cases months disability®
South Africa | ®@@® 3 to 5 days a year X X X X
(2015)
Spain @00 210 4 days per ®®® 21io0 4 days per ®®® 1 hour per @® between an x

5 Norway: This leave is paid by the employer.
6 Slovenia: Social security contributions based on the minimum wage are paid for the hours not worked.

31




seriously ill child in hospital transferred to disability
or needing treatment at father”
home

Sweden @®®® 120 days per child X X ® reduced by 25% | ¥

up to 12 years per year up to 8 years.

Switzerland ® 3 days per iliness x @® hours allowed x x

episode per family depend on work.

U. Kingdom ® ‘Reasonable time’ ® ‘Reasonable time’ X ® paid time-off for | @ to 16 years and
both parents for any carer
ante-natal care

USA ®12 weeks for a seriously | ®12 weeks for a seriously | ¥ X X

ill child (medium or large ill spouse or parent
employers only) (medium or large
employers only)
Uruguay
Private x x X @00 io 5 months | ¥
Public x x x @00 if breast- x
feeding
Key:

%: no statutory entitlement. @: statutory entitlement but unpaid, including EU member states covered by force majeure measure in Parental
leave directive; @ @: statutory entitlement, paid but either at low flat-rate (less than €1,000/month) or earnings-related at less than 66 per cent
of earnings or not universal; ® @ @: statutory entitlement, paid for all or part of duration to all parents at an earnings-related level or 66 per cent
of earnings or more, the latter being an indicator used by the European Commission in monitoring member states’ progress in meeting
Employment Guidelines (European Commission (2010) Indicators for monitoring the Employment Guidelines including indicators for additional

employment analysis, 2010 compendium, Table 18.M3. Available at:

http://www.nbbmuseum.be/doc/seminar2010/fr/bibliographie/risque/compendiumjul2010.pdf; (4): indicates some leave available to care for

adult relatives. Right to request flexible work: employer is not required to grant the request.

7 Spain: Reduced hours until child is 9 to 12 months may be consolidated as two to four weeks of full-time leave.
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Total statutory leave (including additional childcare leaves): April 2016

The table summarises (i) the total amount of post-natal statutory leave (Maternity, Paternity, Parental, Childcare) available in each country per
family, as well as (ii) the total amount paid in any way, and (iii) the number of months of well paid leave, i.e. paid for all or part of duration to all
parents at high flat rate (€1,000/month or more) or 66 per cent of earnings or more, the latter being an indicator used by the European
Commission in monitoring member states’ progress in meeting Employment Guidelines (European Commission (2010) Indicators for monitoring
the Employment Guidelines including indicators for additional employment analysis, 2010 compendium, Table 18.M3. Available at:
http://www.nbbmuseum.be/doc/seminar2010/fr/bibliographie/risque/compendiumjul2010.pdf

It is important to note that the total leave available per family does not always equate to the period of time after the birth of a child that parents
in a family can take leave. For example, paternity leave is usually taken by fathers at the same time that mothers are on Maternity leave, i.e.
concurrently and not consecutively. While in some cases, both parents are entitled to a period of Parental leave but may only take that leave
until their child reaches a certain age, e.g. in the Czech Republic and Spain both mother and father can take leave until their child is 36 months
old — so that the total leave available to the family is 72 months (36+36 months), but that leave can only be taken until a child’s third birthday.

The total amount of leave (counting Canada and Québec, and the public and private sectors in Brazil and Greece separately) ranges from
none to 72.5 months, while total paid leave ranges from none to 38 months. Applying the two-thirds earnings standard the median length
reduces, with four countries offering nothing and only nine countries, plus the Greek public sector, offering 12 months or more.

On the basis of this indicator, countries can be divided into three groups:

a. Countries providing earnings-related post-natal leave (at two-thirds or more replacement rate) of nine months or over. Austria,
Québec in Canada, Czech Republic, Denmark, Estonia, Finland, Germany, Hungary, Iceland, Japan, Lithuania, Norway, Poland, and
Romania. In all of these cases, the earnings-related leave includes a period of Parental leave. In most cases, too, the earnings-related
payment is subject to a ceiling, above which no payment is made.

b. Countries providing four to six months of earnings-related post-natal leave, in all cases confined to Maternity leave: includes a
number of Continental Western European countries, New Zealand and Brazil.

c. Countries providing less than four months of earnings-related post-natal leave: includes five of the mainly English-speaking countries
(Australia, Canada, Ireland, United Kingdom, United States), plus Belgium, France, Israel, ltaly, Korea, Luxembourg, Malta, Mexico,
Netherlands, the Russian Federation, Slovakia, Slovenia, South Africa and Switzerland. It should be noted that Québec, which now has
responsibility for its own leave policy, is on a par with the top group of countries; the rest of Canada offers up to 50 weeks of earnings-
related leave, but at 55 per cent of earnings it falls just below the EC indicator criterion; it also has a rather low ceiling. The United States is

33



the only country to provide no period of paid statutory leave of any kind; while Ireland is the only country with statutory leave that does not
include any period of high income-related payment.

Previous analysis has indicated a relationship between fathers’ use of leave entitlements and the availability of well-paid ‘father-only’ leave —
the more such leave there is, the more leave fathers take. The Table, therefore, includes (i) the total period of ‘fathers-only’ leave provided by
each country, and (ii) the period of ‘fathers-only’ leave paid at two-thirds or more of earnings (though the qualification about ceilings on
payments needs again to be borne in mind). As above, it counts Canada and Québec and the public and private sectors of Brazil, Greece,
Malta and Uruguay separately. Six countries (Austria, Canada excluding Québec, Russia, Slovakia, Switzerland and the USA) have no ‘father-
only’ leave. Of the 32 countries that do provide such leave, eight provide less than one month of father-only leave, while 12 (plus the public
sector in Greece) offer six months or more. For the most important indicator - length of leave paid at two-thirds of earnings — the numbers are
much lower, only six countries offering more than two months (the Nordic states, plus Japan).

Emphasis is placed here on payment for leave-takers, justified by the clear relationship between take-up and payment. How are these
payments funded? Generally statutory leave payments come from some form of contributory insurance fund, financed by contributions from
employers and, often, employees, and sometimes with contributions from general taxation; the costs are pooled or collectivised, rather than
individual employers paying their own workers. In some cases employers may make ‘top up’ payments, adding to the statutory benefits
received by their employees, as a result either of collective agreements or individual company policies. The main exception to this picture is
when parents on leave receive a general ‘childrearing’ benefit that is paid to all parents with young children, not just confined to those taking
leave; in such cases, payments usually come from general taxation. An exception is France, where such payments are funded by the family
allowance fund, financed by contributions from employers and employees.

Note on Table: the ‘total amount’ column sums the maximum leave available to mothers and fathers in a two parent family from Maternity,
Paternity, Parental and Childcare/Time Credit, including any Parental leave bonus, leaves but excluding leave to care for sick children. As
parents may take some of this leave concurrently (e.g. Paternity leave at the same time as Maternity leave), it does not indicate the child’s age
when all leave ends.
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Country Total amount of post-natal leave available Period of ‘father-only’ leave
to two-parent family (months) (months)
Total Paid Well paid Total Well paid
Australia 24.0 4.7 X 12.0 X
Austria 24.0 24.0 14.0 (inc. bonus 2 for x x
Parental leave)'
Belgium? 11.3 plus 11.3 plus 3.3% 4.5 0.5%
Career break | Career break
Brazil® 4.2t06.5 4.2t06.5 4.2t06.5 0.2t0 0.5 0.21t0 0.5
Canada 12.0 11.6 x X x
Québec* 12.8 12.8 11.2 1.2 1.2
Croatia® 46.0 14.0 6.0 4.0 X
Czech Rep® 72.0 36.0 24.0% 36.0 X
Denmark’ 14.4 14.4 11.2% 7.9 7.9%
Estonia 36.5 36.5 18.5% 0.5 0.5%
Finland® 38.1 38.1 11.1% 2.1 2.1%
France® 72.5 9.8 to 36.5 3.8% 36.5 0.5%
Germany 72.0 28 (inc.4 14 (inc.2 bonus) % 36.0 x
bonus)

' Austria: There are various payment options available, one option available to some parents is payment at 80 per cent of earnings for 12-14 months; in this
case, the total length of well-paid leave would increase to 15.8 months. Payment periods are extended if both parents use some of the benefit period.

2 Belgium: In addition to Parental leave, men and women are entitled to at least one year of time credit/career break (per working life) paid at a low flat rate.

3 Brazil: Longer for some public and private sector employers; less for remainder.

4 Québec: Parents can opt for shorter, higher paid leave or longer, lower paid leave.

5 Croatia: In the case of twins or other multiple births or for the third and every subsequent child, parents are entitled to improved leave, 36 months at 100 per
cent of earnings, with no ceiling for six months of Maternity leave but with a ceiling for the subsequent period of leave, the ceiling reducing after six months.

6 Czech Republic: Parents can choose to receive Parental benefit at 70 per cent of earnings until their child is 24 months, though with a low ceiling; or at a
lower rate for a longer period.

7 Denmark: Parents can opt for shorter, higher paid Parental leave or longer, lower paid leave; each parent is entitled to 32-46 weeks of Parental leave, but
the total period cannot exceed 32-46 weeks per family.

8 Finland: Total post-natal leave includes period of low paid Childcare (‘Home care’) leave. Maternity, Paternity and Parental leave paid at 70-75 per cent of
earnings, but proportion is lower for higher earnings.

9 France: Payment is made for six months to parents with one child or 12 months if both parents take a period of leave; or for 24 months to parents with two or
more children or 36 months if both parents take a period of leave.
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Greece'

Private sec | 19.9 12.1 6.1 4.1 (2 days)

Public sec 132.1 12.1 12.1 60.1 (2 days)
Hungary'" 36.2 36.2 24.2% (1 week) (1 week)
Iceland? 17.0 9.0 9.0% 7.0 3.0
Ireland 17.7 6.0 X 4.3 X
Israel 12.0 3.3 3.3 12.0 X
ltaly 14.8 14.8 3.8 7.1 0.1

(inc.bonus 1) | (inc. bonus 1) (inc.bonus 1)
Japan'® 26.0 26.0 13.9% 12.0 6
(inc.bonus 2) | (inc.bonus 2)
Korea 27 1 27 1 3.0% 12.1 0.1
(or 6.0 if second parent (or 3.1 if takes
takes Parental leave) Parental leave after
partner)

Lithuania 36.9 24.9 12.9% 0.9 0.9
Luxembourg | 13.9 13.9 X 6.0 X
Malta

Private sec | 12.2 4.2 3.3 (1 day) (1 day)

Public sec 76.3 4.3 3.3 4.2 (2 days)
Mexico 1.6 1.6 1.6 (5 days) (5 days)
Netherlands 14.8 14.8 2.8 (5 days) (2 days)
New Zealand | 12.5 4.2 4.2 1 or 2 weeks X
Norway'* 37.5 13.0 13.0% 2.8 2.3
Poland 48.5 36.5'° 12.5 1.5 0.5
Portugal® 37.0 13.0 7.0 4.0 0.9

10 Greece: Total post-natal leave includes possibility of taking reduced hours working entitlement as a period of additional full-time leave. Total includes one
period of Maternity leave; two periods (for mother and father) of Parental leave; and one period of flexible working entitlement taken as full-time leave.

" Hungary: A parent with three or more children may take leave paid at a low flat rate until the 8t birthday of the youngest child.

12 |celand: Includes period of unpaid Childcare Leave after Parental leave.

13 Japan: Each parent can take leave until a child is 12 months old, but this can be extended by two months if the leave is shared. The 26 months given here
include the extra two months if leave has been shared.

4 Norway: Parents can opt for shorter, higher paid leave or longer, lower paid leave.

15 Poland: 48.5 months paid if two or more children.
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(inc.bonus 1)

(inc. bonus 1)

(inc. bonus 1)

Romania 24. 24.0 24.0 1.25 1.25

Russian Fed. | 36.0 18.0 2.3% X X

Slovakia 36.0 36.0 X X X

Slovenia 13.5 13.5 3.7 2.3 0.6

South Africa 4.2 4.2 0.2 (3 to 5 days) (3 to 5 days)
(2015)

Spain'’ 72.0 4.7 t0 5.1 4.71t05.1% 36.0 0.5%
Sweden'® 36.5 16 13 3.3 3.3
Switzerland 3.7 3.3 3.3% X X

U. Kingdom 20.8 9.5 1.4 4.5 X

USA x x x 3 3

Uruguay

Public 3.1 3.1 3.1 (7 to 10 days) (7 to 10 days)
Private 3.5 3.5 3.5 (7 to 10 days) (7 to 10 days)

Total amount of post-natal leave available to two-parent family. Paid: payment may be flat rate and/or earnings-related. The generosity of
flat rate payments relative to individual earnings varies across and sometimes within countries. See country notes for more detailed information.
Well paid: earnings-related payment at 66 per cent of earnings or above; % : not paid or not well paid; %: ceiling on earnings-related payment.
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6 Portugal: Mothers can opt for shorter, higher paid Maternity leave or longer, lower paid leave. Fathers are entitled to four weeks ‘Father’s-only Parental
leave’, two weeks of which must be taken immediately after birth; to receive payment, parents must take ‘Additional Parental leave’ immediately after ‘Initial
Parental leave’. This means that the ‘Father’s-only Parental leave’ will be taken at the same time as ‘Initial Parental leave’.
17 Spain: Includes period of reduced working hours after Maternity leave, which can be consolidated to add two to four weeks of full-time leave.

8 Sweden: Paid Parental leave is for 480 days, the denomination in days intended to indicate and encourage flexible use (e.g. a parent can take five paid
days of leave for every one calendar week). In addition, each parent is entitled to take unpaid leave until a child is 18 months.




Relationship between leave and ECEC entitlements: April 2016

Most discussions of policy frameworks to support employed parents with young children highlight two key policies: parental leave and early
childhood education and care (ECEC). The table below looks at the relationship between these two policy areas, and in particular at whether
they are coordinated in the sense that an entitlement to leave leads immediately into, or coincides with, an entitlement to ECEC.

Great variations exist between countries in both leave policies and ECEC. The table shows two dimensions of variation for ECEC: attendance
rates at formal services and entitlement to ECEC. Attendance rates for children under three years vary from less than ten per cent (Czech
Republic, Hungary, Poland, Romania, Russia, Slovakia), to over 50 per cent in Denmark, Iceland, Luxembourg, Malta, Netherlands and
Norway, with a median rate among the 29 countries for which there is information of just under a third (30 per cent). Attendance rates for
children over three years are uniformly much higher, but vary from under 60 per cent (Canada, Greece, Switzerland) to over 90 per cent
(Belgium, Denmark, France, Germany, Iceland, Israel, ltaly, Malta, Netherlands, New Zealand, Norway, Spain, Sweden and the UK), with a
median rate among the 32 countries for which there is information of just over 82 per cent. What these figures do not reveal is the opening
hours of services and how far they are suited to the needs of working parents; in many cases they will not be.

Twenty-five countries have an entitlement to an ECEC service, but in most cases - 18 countries - this is only from three years of age or later
(this includes Estonia, Germany, Hungary and Russia, which have a legal entitlement at an earlier age, but shortage of places means the
entitlement is not operational until around three years); entitlement in this group is often limited to a part-time place. Only seven countries have
entitlement before three years: at 22 years in Belgium, and at 12 months or younger or at the end of Parental leave in seven countries:
Denmark, Finland, Malta, Norway, Slovenia and Sweden, with full-time places available in all cases except Finland, where this entitlement is
not necessarily full-time. It is only in these countries that policies are designed to ensure no gap between the end of well-paid leave and the
start of an ECEC entitlement. Elsewhere, the gap is from 12 to 66 months, which if combined with countries that have no ECEC entitlement
emphasises the extensive lack of coordination between these two policy areas.

Attendance rates (%) at Child’s age (months) at: Gap between
formal ECEC services end of leave end of well- start of ECEC (c)-(a) (c)-(b)
0-2 yrs (2013) 3-5 yrs (2012) (total) (a) paid leave(b) entitlement(c) months months

Australia NI 64 24 x x - No ECEC entitlement -
Austria 19 84 24 14 @5 years PT; OB 36 46
Belgium 49 98 11.3 3.3 @02 years 18.7 26.7
Brazil NI NI 42t06.5 4.2t06.5 x - No ECEC entitlement -
Canada NI 46 12 % % - No ECEC entitlement -
Québec NI NI 12.8 11.2 x
Croatia 18 61 46 6 @6 years PT; OB 26 66
Czech Rep. 4 76 72 24 @5 years No gap 36
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Denmark 67 97 14.4 11.2 ® @6 months No gap No gap
Estonia 32 87 36.5 18.5 ®18 months[%3 No gap No gap
years]
Finland 27 74 38.1 11.1 @®@®cnd of Leave PT | No gap No gap
France 50 100 72.5 3.8 @3 years No gap 32.2
Germany 29 95 72 14 @1 year [%'] No gap No gap
Greece 17 48 20 to 132 61to 12 ®5 years PT 40 to 48 to 54
no gap
Hungary 16 88 36.2 24.2 ®birth[%3 years]; No gap 12
OB from 3 years
Iceland 58 97 17 9 x - No ECEC entitlement -
Israel NI 92 24 3.3 % - No ECEC entitlement -
Ireland 30 79 17.7 X @3 years PT 21 %
Iltaly 23 95 14.8 3.8 x - No ECEC entitlement -
Japan 26 89 26 13.9 x - No ECEC entitlement -
Korea 34 87 27 3 x - No ECEC entitlement -
Lithuania 12 74 36.9 12.9 x - No ECEC entitlement -
Luxembourg 53 89 14 X ®3 years PT 22 X
Malta 57 100 1210 76 3.3 @ @3 months? No gap No gap
Mexico NI NI 1.6 1.6 @4 years; OB 46.4 46.4
Netherlands 54 94 14.8 2.8 @4 years PT 33.2 45.2
New Zealand 40 93 12.5 4.2 @3 years PT 23.5 33.2
Norway 54 96 375 13.0 ®®12 months No gap No gap
Poland 9 69 48.5 12.5 @6 years PT 23.5 59.5
Portugal 45 89 37 7 @5 years 23 53
Romania 3 84 24 24 x - No ECEC entitlement -
Russian Fed 7 79 36 2.3 @2 months* No gap No gap

' Germany: Since May 2013, there is an entitlement to ECEC from 12 months of age, but the entitlement does not specify hours per day or per week; many
services in Western Germany still offer only part-time hours, though full-time opening has remained the norm in Eastern Germany.

2 Malta: Entitlement for children with parents in full-time employment or education

3 Romania is represented in both the TransMonee and the OECD databases — the percentages shown above refer to the latest data available from the
TransMonnee (2015) for 2013/2014.

4 There is no information available to confirm whether the entitiement to an ECEC place from two months of age can be met.
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Slovakia 3 72 36 x x - No ECEC entitlement -
Slovenia 45 88 13.5 3.7 @®®cnd Par. leave No gap No gap
S.Africa (2015) NI NI 4 x % - No ECEC entitlement -
Spain 35 96 72 5 @3 years No gap 31

Sweden 47 94 36.5 13 ®®12 months No gap No gap
Switzerland 38 46 3.7 3.3 x - No ECEC entitlement -
U. Kingdom 35 96 20.8 1.4 @3 years PT 15.2 34.6

USA NI 65 x X X - No ECEC or leave -
Uruguay NI NI 3 3 X - No ECEC entitlement -
OECD average |32 82 ]

Source:  Attendance rates at formal ECEC services: OECD Family Database, Table PF3.2.A, available at:
http://www.oecd.org/els/family/database.htm. Except for Croatia, Estonia and Russian Federation which are: TransMonee Database 2015,
Table 5.1, available at: http://www.transmonee.org.

Key:

Well-paid leave: earnings-related payment at 66 per cent of earnings or above, an indicator used by the European Commission in monitoring
member states’ progress in meeting Employment Guidelines (European Commission (2010) Indicators for monitoring the Employment
Guidelines including indicators for additional employment analysis, 2010 compendium, Table 18.M3. Available at:
http://www.nbbmuseum.be/doc/seminar2010/fr/bibliographie/risque/compendiumjul2010.pdf %: no well paid leave or no entitlement to ECEC;
@®: entitlement, but only from 3 years or older; ®®: entitlement from below 3 years of age. PT: entitlement is for 20 hours a week or less; OB:
attendance obligatory; %: There is an obligation to provide a place, but this obligation cannot be met due to shortages of provision. This
shortage usually applies to children under 3 years, and the bracketed figure indicates when the entitlement can usually be met in practice. The
gap in the next column refers to the later age, i.e. when the entitlement in practice is implemented; NI: no information.
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Changes and developments since April 2015

In Australia, the government announced in December 2015 that it would reduce the potential duration of the existing Parental Leave Pay
Scheme by reducing the number of weeks of government pay a parent could receive. The plan is to reduce it by the number of weeks of
employer-paid parental leave where that is available. The ‘Fairer Paid Parental Leave Bill’ includes these changes plus a previously proposed
amendment to remove the requirement that employers administer the delivery of Parental Leave Pay to their long-term employees. The
changes are due to commence on 1t July 2016. From that date, also both Parental Leave Pay and Dad and Partner Pay will be counted in the
definition of income for Commonwealth income support payments.

In Austria, an important change of the Parental leave payment scheme is under way. The government’s reform draft of January 2016 foresees
the replacement of the existing four flat-rate payment options by a new flexible payment scheme, where parents can distribute an overall sum
of about €15,450 over a specific time span. If only one parent uses the leave, s/he shall be able to consume the overall sum within a time span
of 365 to 851 days; if both parents take some leave, it shall be 456 to 1063 days. The income-replacement payment option of 14 months (if
both parents take some leave), however, shall stay in place. Furthermore, the reform foresees a bonus payment of €1,000 if parents share their
leave equally or 60:40. Also, an additional payment of €700 shall be paid if the father stays at home for exactly 32 days in the two months
following the birth of a child (however, not combined with a job protection).

In Belgium, a series of reforms entered into force in 2015, including significant changes to the Time Credit system. In the new system, it is no
longer possible to take a one-year paid time credit for reasons other than care (for children, disabled children, severely ill relatives or palliative
care) and training. In addition, the total duration of paid time credit (as negotiated in sectoral or workplace agreements) is now limited to 36
months (48 months if leave is taken to care for disabled or seriously ill children). The minimum age to become eligible for the ‘end of career’
time-credit scheme is progressively raised to 60 years (instead of 55).

In Estonia, the formula for calculating Parental benefit while employed was changed in 2014. The new formula is more beneficial to working
parents and may encourage more parents to take up work when receiving Parental benefit.

In Finland, the level of benefits during Parental and Paternity leave has been cut to some degree since the beginning of 2016. The index-
related minimum benefits, also Maternity benefit and Homecare allowance, are slightly lower than in the previous year due to negative inflation.
More importantly, the raised benefit level at 75 per cent of earnings during the first 30 days of Parental leave as well as during the first 30 days
of Paternity leave taken after Maternity and Parental leave was abolished, and the benefits are paid at 70 per cent level during the whole
benefit period. These changes are part of the government’s austerity policy. As further austerity measure, the government has restricted the
universal right to ECEC to 20 hours a week. Parents have to prove that they work or study full-time to get full-time services for their child/ren.
The government also introduced a new measure, namely a €2,500 lump sum compensation of leave expenses to be paid to employers of
leave-taking mothers after the mother returns to her job. The idea is to even out leave expenses between employers and thus improve
women’s position in the labour market.
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In Germany, the German Constitutional Court declared the Betreuungsgeld (cash-for-care) legislation incompatible with federal law and since
then Betreuungsgeld applications are no longer accepted. In some federal states of Germany, cash allowances are still granted (called
‘Landeserziehungsgeld’), though this benefit was ended in Thuringia in July 2015. (see section 1d). Since July 2015, 24 of the overall 36
months of Parental leave can be taken up to the child’s eighth birthday; before only 12 months could be used in this way, though this needs the
employer’s approval if taken between the child’s third and eighth birthday. Parents with children born since July 2015 can choose between
Elterngeld and ElterngeldPlus. The latter allows parents to spread their leave to 24 (+4) months, in which case the monthly leave benefit is
halved but due to the longer leave period overall benefit levels remain equal.

In Hungary, flexibility in Parental leave (both GYES and GYED) has been changed, to give parents the opportunity now to return to work when
the child becomes six months old, while still receiving the same amount of payment for the duration of the leave period.

In Iceland, plans to restore the economic compensation and an extension to 12 months leave (with five for the mother, five for the father and two
to be shared) will be fully implemented in 2022. The second one suggests that all children from 12 months old should be offered a place in
preschools.

In Ireland, it was announced in January 2016 that a new statutory Paternity leave of two weeks, with a new Paternity Benefit paid at a similar
rate to Maternity leave (currently €230 a week) - which was first announced in October 2015 and due to be introduced in September 2016 — will
be covered under the Family Leave Bill. This Bill is also intended to consolidate current provisions regarding Maternity, Adoptive, Parental and
Carer’s leave into one piece of legislation. It was due to be published in 2015 but is still unpublished. The government that made this
announcement was not re-elected in the February 2016 general election, and a new government has yet to be agreed.

In Israel, a new ‘paternity leave’ provision was proposed, allowing fathers to take 8 days of sickness leave and 3 days of vacation in one period
immediately after childbirth.

In Italy, Parental leave can be taken on a part-time basis, for a few hours per day, up to a maximum of half the average daily hours worked in
the year immediately preceding the start of Parental leave.

In Japan, there are increased deductions in childcare fees for low income, single parent families and those with more than one child.

In Korea, in October 2014, the ‘daddy month’ was introduced as was the option to take leave on a part-time basis at an increased payment rate
(both options are discussed above, see section 1c¢). In January 2016, the ‘daddy’s month’ was extended from one month to three months. From
July 2015, the lump sum Parental leave payment made to employees returning to the same employer and remaining at work for six months
increased from 15 per cent to 25 per cent when (s)he returns to work upon taking leave to encourage women to return to work. On 25 March
2016, all female workers who are within the first 12 weeks or beyond the 36th week of their pregnancies can reduce their working hours by two
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hours a day without reduction in pay. This rule on shorter work hours for pregnant workers, previously applied only to companies with more
than 300 employees, was extended to all businesses.

In Luxembourg, the Child-raising Allowance has been discontinued for children born after 15t June 2015; this decision was taken in 2014. The
document explaining the reasons for the decision that this is part of the wider framework of the modernization of family policies. It is the first
element of a set of legislative and regulatory changes to come, designed to achieve the following objectives: the promotion of employment
including female employment, job retention and contribution, and through this, achieving even greater financial independence of parents and
especially single mothers.

In Malta, as of January 2015, payment for the remaining four weeks was introduced, at the level of the national minimum wage. As of August
2015, Maternity leave is to be treated as vacation leave and paid accordingly for all educators working in schools and/or under school-work
conditions.

In The Netherlands, the law on Modernizing Leave Arrangements and Working Times introduced from 1%t January 2015 includes: the
extension of Paternity leave by three days; the possibility to take up short-term and long-term care leave arrangements for household members
other than a child or partner; and the possibility to take up long-term care leave not only in case of a life-threatening illness, but in all cases
where long-term care is needed. In addition, The Flexible Working Act from 1%t January 2016, enables employees not only to submit a request
to work more or fewer hours, but it also entitles employees to ask for a change in working hours or to work from home.

In New Zealand, from 1! April 2016, the duration of paid Parental leave has been extended from 16 to 18 weeks. Further changes include:
removing reference to ‘Maternity leave’ — this is now termed ‘Primary Carer leave’; extending Parental leave payments to non-standard workers
(such as casual, seasonal, and employees with more than one employer) and those who have recently changed jobs; providing the right to
negotiate leave, where an employee is eligible for payment but has no entitlement to leave, during the period of the Parental leave payments;
extending entitlements to ‘primary carers’ such as Home for Life parents, whangai, grandparents raising grandchildren in place of the parents,
and others with permanent primary care arrangements; enabling employees to take their leave more flexibly, by mutual agreement with their
employer (e.g. to take extended leave in more than one continuous period); extending unpaid leave to workers who have been with their
employer for between 6 to 12 months; allowing a worker to resign and still receive Parental leave payments; introducing up to 40 hours
working-time while on paid leave as ‘keeping in touch’ days; providing a new ‘preterm baby’ payment for eligible employees/self-employed who
have had preterm babies and additional ‘keeping in touch’ days for eligible employees.

In Norway, following the election of a conservative government, from 1t July 2014 the mother’s quota and the father's quota were reduced

from 14 to 10 weeks, while the shared period was extended to 26/36 weeks. The rationale for this change in Parental leave design was to
achieve more freedom of choice for parents.
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In Poland, the introduction in 2016 of paid Parental benefit for students, unemployed, farmers and people working on contract for commission
was announced by the government. The new allowance is paid on flat-rate and amounts to PLN1000 [€ 240] per month, paid for 12 months (i.e.
the Maternity and Parental leave period) after the birth. The people entitled to the leave and allowance have the right to be employed part-time
and in this case the allowance is reduced by half. Furthermore, from January 1st 2016, Maternity leave is now 20 weeks long and Parental
leave is 32 weeks long, but the total period of leave after birth has not changed and remains at 52 weeks. Other changes in leave regulations
include: paternity leave can be taken more in two parts during the first 24 instead of 12 months after birth; childcare leave can be taken until the
end of calendar year in which the child turns 6 years old (instead of the period before the child’s 5th birthday); parental leave can be used until
the end of calendar year in which the child turns 6 years old; if parents chose to work during the leave, the leave is proportionally extended to
for up to 64 weeks.

In Romania, a legislation adopted in March 2016 by the Senate has extended the paternity leave entitlement for fathers who have undergone
an infant care course, to 15 days from the previous 10 that were available. In addition, this can be taken in the child’s first 2 months of life, from
the previous limit of 8 weeks.

In Slovenia, The Act Amending the Exercise of Rights to Public Funds Act, adopted in November 2015 and implemented from 1%t January
2016, has partially annulled the financial consolidation measures, but has also introduced an additional condition for the abolishment of the rest
of them. In 2016, paid Paternity leave lasts 20 days and will be extended by five days in the following two years, while the unpaid Paternity
leave is reduced by 25 days a year. Consequently, there are 20 paid days and 50 unpaid days of Paternity leave in 2016.

In Spain, since January 1%t 2016, all new retirement, widowhood and permanent disability pensions are increased by 5% for mothers of two
children (biological, adopted and/or foster), 10% for those with three children and 15% for those with four or more children. All pensions are
subject to a ceiling of €2,567 per month, but this ceiling can be increased by 50 per cent of this supplement. These increases do not apply in
case of voluntary early retirement.

In Sweden, effective from 1! January 2016 the number of reserved paid leave months for each parent was increased from two to three. This
change did not extend the length of existing leave. The parental leave benefit at the flat rate for parents not eligible to wage-related benefit has
also been increased to SEK250 [€27].

In Switzerland, since January 2016, the Ordinance to the Loss of Earnings Compensation Act (LECO) has been modified for maternity leave.
The rate of wage contributions for the financing of the fund, which covers Maternity insurance expenses as well as military, civil defence and
civilian service allowances was reduced from 0.5% to 0.45%. This new rate applies until December 2020; it should ensure that the fund
amounts to at least half of annual expenses, as prescribed by law. The rate will be reassessed at the end of this period.

In Uruguay, in January 2016, Maternity leave has been extended from five months to six months.
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NB. Australia is a federal state.

For comparisons with other countries in this review — on demographic, economic,
employment and gender equality indicators and on leave provision and early childhood
education and care services - go to cross-country comparisons page on website. To contact
authors of country notes, go to membership-list of members page on website.

Note on federal and state industrial relations systems and awards:

In Australia, the employment conditions of most employees are set by commonwealth
legislation in combination with awards, collectively negotiated enterprise agreements and
employer or company policies. Commonwealth legislation and modern awards (which are
prescriptive documents determined by the national industrial tribunal) form a safety net of
terms and conditions of work. In addition, unions and individual employees may negotiate
conditions above this safety net, and companies may also provide employment conditions
above the safety net. Terms and conditions for employees of the public service in each of
the states of Australia (with the exception of Victoria) are set by the relevant state
legislatures and relevant state awards and agreements.

The Fair Work Act 2009 (Commonwealth) provides ten National Employment Standards that
prescribe the minimum set of entitlements for employees. One of these standards relates to
unpaid Parental leave (which has been an entitlement under federal industrial relations
legislation since 1994). Another standard is the right to request flexible working
arrangements (see below).

Since 1990, leave entitlements in relation to the birth or adoption of a child under Australian
labour regulation have been written in gender-neutral terms and the generic term Parental
leave is used in preference to Maternity or Paternity leave. Gender neutrality also applies in
relation to the entitlement to pay while on Parental leave (available since January 2011),
although not for the payment (available since January 2013) specifically for fathers or
mothers’ partners (called Dad and Partner Pay).

1. Current leave and other employment-related policies to support
parents

a. Maternity leave

e |n Australia there is no statutory entitlement to leave that is specially designated
‘Maternity’ leave. Maternity (and Paternity) leave both fall under the definition of

! Please cite as: Whitehouse, G., Baird, M., Brennan, D. and Baxter, J.A. (2016) ‘Australia country
note’, in: Koslowski A., Blum S. and Moss P. (eds.) International Review of Leave Policies and
Research 2016. Available at: hitp://www.leavenetwork.org/lp _and r reports/
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Parental leave (see 1c for details of the unpaid Parental leave entitlement under the
Fair Work Act). The Fair Work Act provides up to 12 months unpaid leave (and a job
guarantee) for each eligible working parent with responsibility for care of a child at the
time of a birth or adoption. That is, each parent is entitled to 12 months of unpaid
parental leave per child. If one parent does not use part or all of the 12 months unpaid
parental leave then the other parent has the right to request up to an additional 12
months. There is a limit of 24 months unpaid parental leave per child per couple. In
terms of requesting the additional 12 months leave (or part thereof), the employer has
the right to refuse if the leave does not fit with the operational requirements of the
business.

e Women may take up to six weeks of this leave prior to the expected date of birth, or
earlier if agreed with the employer. As explained in 1c, eligible mothers (or their
partners) may also receive payment (Parental Leave Pay) for up to 18 weeks within
the first year following the birth at a rate based on the national minimum wage under
the current Paid Parental Leave scheme.

e Specific entitlements to Maternity leave payments may, however, be provided by
employers. Access to employer-paid Maternity leave has been available to many
female employees through industrial instruments, company policies or legislation
covering public sector employees in Australia’s federal, state or territory jurisdictions.
The incidence and duration of these provisions have generally increased in recent
years?, although there is no evidence of significant change in access to employer-
funded arrangements since commencement of the Government-funded Paid Parental
Leave scheme in 2011. Data from the 2010 Baseline Mothers survey and the first
wave (in 2012) of the Family and Work Cohort survey, both conducted as part of the
evaluation of the Paid Parental Leave scheme, indicate that just under half of
respondents (mothers eligible for payment under the Paid Parental Leave scheme, or
who would have been if it had been in place at the time of the survey) reported access
to employer-paid Parental leave in 2010 and 20123,

e Data from employers complements this picture. The Employers Impact Analysis
survey, a 2012 survey of 441 employers who had been involved in delivering payment
under the Paid Parental Leave scheme to at least one employee in July or August of
2012, provides an overview of the prevalence and distribution of employer-paid leave
arrangements in Australia. Also conducted as part of the Paid Parental Leave scheme
evaluation, this survey showed that 28 per cent of organisations in the sample had
employer-paid Maternity leave entitlements in place, with provision varying
considerably by sector (public vs private), organisational size and industry*. For
example, while 87 per cent of public sector employers provided paid Maternity leave,
this was the case for a little over one-half (54 per cent) of large private sector
employers (those with 200 or more employees) and only 7 per cent of small private
sector employers (those with fewer than 20 employees). Differences were also
marked across industries, with  Accommodation/Food Services, Construction and
Wholesale Trade among those in which fewer than ten per cent of organisations
provided paid Maternity leave.

e This survey also highlighted differences in access to employer-paid Maternity leave
depending on employment contract, with organisations consistently less likely to make
these provisions available to non-permanent (fixed-term or casual), compared with

2 For an overview of increases from 2005 to 2010 see Whitehouse et al. (2013) ‘Employer-paid
Maternity Leave in Australia: a Comparison of Uptake and Duration in 2005 and 2010’ Australian
Journal of Labour Economics, Vol.16 (3): 311-327, pp.314-5.

3 Martin, B. et al. (2015a) Paid Parental Leave Evaluation: Phase 3 Report. Canberra: Department of
Social Services, p.68, Table 3.4. Available at: https://www.dss.gov.au/our-responsibilities/families-
and-children/programmes-services/paid-parental-leave-scheme/paid-parental-leave-evaluation-

phase-3-report
4ibid., pp.17-19.
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permanent, staff: 27 per cent of organisations in the public sector had paid Maternity
leave provisions that were available to casual staff, while this proportion ranged from
22 per cent (for large organisations) to nil (for small organisations) in the private
sector®. There was less variation in leave duration and pay rates: the average duration
of employer-paid Maternity leave for permanent employees ranged from 13 weeks in
the public sector to around 11 weeks in large and medium private sector
organisations (numbers were too small to estimate duration in small private sector
organisations), and in the vast majority of organisations employer-paid Maternity
leave was provided at normal rates of pay.®

b. Paternity leave

As outlined in 1c below, the unpaid Parental leave entitlement provided in the Fair
Work Act enables men to take up to 12 months unpaid Parental leave following the
birth or adoption of a child for an unbroken period during which they take a ‘primary
carer’ role. Fathers may also take up to eight weeks of this leave concurrently with
their partner, within 12 months of the birth or adoption, with any concurrent leave
taken deducted from their total 12 month entitlement to unpaid leave. Under the Paid
Parental Leave scheme, partners taking a primary carer role may also be the recipient
of all or part of the Parental Leave Pay entitlement.

In addition, a specific entitlement to ‘Dad and Partner Pay’ was introduced in 2013.
For births or adoptions after 1 January 2013, a father (or the mother’s partner) may be
entitled to up to two weeks’ Dad and Partner Pay paid at a rate based on the national
minimum wage (currently AU$17.29 per hour or $656.90 per 38 hour week
[€11/4387]). This payment must be taken while on unpaid leave (available under the
Fair Work Act unpaid Parental leave standard) and is non-transferrable.
Employer-paid Paternity leave may also be available to some fathers and partners
through company policies, industrial instruments or legislation covering public sector
employees in Australia’s various jurisdictions. Recent estimates of employers’
provision of employer-paid Paternity leave were provided by the Employers Impact
Analysis survey conducted in 2012. Overall 22 per cent of employers responding to
this survey provided employer-paid Paternity leave, although — as with employer-paid
Maternity leave — provision varied markedly by sector, organisational size and
industry®. For example, while 77 per cent of employers in the public sector provided
paid Paternity leave, this was the case for only 45 per cent of large private sector
employers (those with 200 or more employees), and it was extremely rare (present in
only four per cent of cases) among small private sector employers (those with fewer
than 20 employees). As with employer-paid Maternity leave, provision was particularly
low in some industries, below ten per cent of organisations in Accommodation/Food
Services, Construction, Wholesale Trade and Retail Trade. Differences in access to
employer-paid Paternity leave similarly varied by employment contract, with
organisations consistently less likely to provide these benefits for non-permanent —
especially casual — staff®. The average duration of employer-paid Paternity leave for
permanent employees was considerably shorter than that for employer-paid maternity
leave at around 2.5 weeks in public sector and large private sector organisations, with
payment predominantly at normal wage rates'.

5ibid., p.23.

6 ibid., pp.23, 26.

“Conversion of currency undertaken on 23 June 2016, using http:/finance.yahoo.com/currency-
converter

8 Martin et al. (2015a), pp.17-19.

9 ibid., p.23.

10 ibid., pp.23, 26.
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c. Parental leave

Length of leave

Under the relevant National Employment Standard in the Fair Work Act, each parent
who meets the eligibility requirements is entitled to 12 months unpaid Parental leave.
This is an individual entitlement. The period can be extended by a further 12 months
if the employer agrees, with the limitation that a couple cannot exceed a total of 24
months between the two working parents per birth. The leave must be taken within 24
months of the child’s birth. For the mother, the leave can start from the birth date or
adoption of the child, or from up to 6 weeks before the expected date of birth of the
child, or earlier if their employer agrees. When both members of a couple are entitled
to unpaid Parental leave under the National Employment Standard, they can take
eight weeks of this leave at the same time; this leave has to be taken within 12
months of the birth or adoption, and can be taken by the partner who is not the
primary carer in separate periods, provided that each period is no shorter than two
weeks (a stipulation that can be waived if the employer agrees).

Unpaid Parental leave can be taken sequentially with paid leave entitlements, such as
employer-provided Maternity/Parental leave if it is available to the employee through
their employment conditions. Other forms of paid leave such as annual leave and long
service leave can also be used. However, for each period of paid leave used, the
unpaid Parental leave entitlement is reduced by the same amount so that the
maximum time available for Parental leave per family is still two years. The
government-funded 18 weeks Parental Leave Pay may be paid during the unpaid
Parental leave entitlement period: it does not reduce or extend the duration of unpaid
Parental leave available as it is an entitlement to pay rather than to leave.

Payment and funding

Parental Leave Pay (provided under the Paid Parental Leave Act (2010)) is paid to
eligible mothers at a rate based on the national minimum wage (currently AU$17.29
per hour or $656.90 per week [€11/438]) for up to 18 weeks following the birth or
adoption of a child. In some circumstances it can be transferred to the father or other
primary carer; the 18 weeks’ pay is, therefore, a family entitlement that initially goes to
the mother. It represents 49.5 per cent of average full-time adult ordinary time female
earnings as at November 2015."" For mothers, Parental Leave Pay can be received
during unpaid leave or while on paid leave, such as employer-paid Maternity leave or
annual leave. Payment is funded from general revenue, with the majority of mothers
(or designated primary carers) receiving it via their employer'? and others receiving it
directly from the Government. In the 2014-15 financial year, 70 per cent of Parental
Leave Pay recipients received this Government-funded payment via their employer.'?
This was a slight decline on the previous year.

Dad and Partner Pay is paid to eligible fathers/partners at the same rate as Parental
Leave Pay (i.e. based on the national minimum wage). Unlike Parental Leave Pay,
the two weeks’ Dad and Partner Pay cannot be taken concurrently with other paid
leave, it must be taken while on unpaid leave. Employers can top up Dad and Partner

" Australian Bureau of Statistics (2016) Average Weekly Earnings, Australia, November 2015, Cat.
No. 6302.0. Available at: http://abs.gov.au

2 Employers are required to deliver the payment when it is for Australian-based employees who have
worked with them for 12 months before the expected date of birth or adoption, who will be with them
for their Parental Leave Pay period and who are expected to receive at least eight weeks of Parental
Leave Pay.

13 Australian Government Department of Social Services (2015) 2014-15. Annual Report, p.70:
https://www.dss.gov.au/sites/default/files/documents/10 2015/dss annual report print version.pdf
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Pay (for example, to employees' normal wage), and this does not affect eligibility to
the payment.

As noted in 1a and 1b, some employees also have access to employer provided paid
leave. In some cases this is specifically designated ‘Primary Carer’ or ‘Parental’ leave
rather than Maternity or Paternity leave. Paid Primary Carer leave was provided by 17
per cent of employers responding to the 2012 Employers Impact Analysis survey.' Its
incidence was thus considerably lower than employer-paid Maternity leave and
somewhat lower than employer-paid Paternity leave (see 1a and 1b). As with these
forms of employer-paid leave, it was more common in large organisations and in the
public sector, although duration and payment were similar to employer-paid Paternity
leave entitlements: the average duration of employer-paid Primary Carer leave for
permanent employees was around 2.5 weeks in the public sector and in large private
sector organisations, and payment in almost all cases was at normal rates of pay.'®

In Australia retirement benefits are based on superannuation (paid by a mix of
employee and employer contributions) and a publicly funded Age Pension. It is
compulsory for employers to make contributions to eligible employees'
superannuation funds; and additional voluntary contributions are encouraged through
tax concessions. This applies when employees take most forms of paid leave.
However, no superannuation contributions are made by the government while parents
are on paid parental leave; and employers are not required to make superannuation
contributions for parents on unpaid leave, unless those parents are making voluntary
contributions to superannuation during this time.

Flexibility in use

Under the National Employment Standard in the Fair Work Act, only one parent is
entitled to access unpaid Parental leave at any particular time. The exception allowing
some flexibility is that the parent who is not in the primary carer role can take
concurrent unpaid leave for up to eight weeks during the 12 months following the birth
or adoption, and this leave may be taken in separate periods at any time during the
12 months.

Parental Leave Pay can also be transferred from one parent to the other where the
primary carer for the child (i.e. the parent on leave) also changes and the recipient
meets the eligibility criteria. This includes, in the case of separated parents, being
able to transfer an unused portion of the parental leave pay to the child's other legal
parent or the partner of that other parent, should they also meet the eligibility criteria.
Unpaid Parental leave and Parental Leave Pay must be taken in one continuous
period; starting from the birth date or later in the case of Parental Leave Pay,
although the full Parental Leave Pay period must be completed by 12 months after
the birth.

Flexibility is sometimes available with employer-paid Maternity, Paternity and Primary
Carer or Parental leave: while this is usually paid at the employee’s normal pay rate,
in some cases there are provisions to double the duration by taking the leave at half
pay. This is most common for employer-paid Maternity leave. Among employers
responding to the 2012 Employers Impact Analysis survey, more than three-quarters
of those in the public sector offered ‘half pay’ arrangements to permanent employees
eligible for employer-paid Maternity leave, while this was the case for eligible
permanent employees in 61 per cent of large private sector organisations and 57 per
cent of small private sector organisations'®. The survey indicated that such
arrangements were less prevalent for employer-paid Paternity and Primary Carer
leave.

4 Martin et al. (2015a), p.17.
15 |bid., pp.23, 26.
16 ibid., p.26.
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Eligibility (e.g. related to employment or family circumstances)

Employees in permanent positions (full- or part-time) are eligible for the unpaid
statutory leave provisions under the Fair Work Act 2009, provided they have 12
months continuous service with the same employer immediately before the date or
expected date of birth, or the date of placement in the case of adoption.

Casual employees are also eligible for the above entitlements provided that they have
been engaged on a regular and systematic basis for at least 12 months and have a
reasonable expectation of continuing regular employment.

Twelve months unpaid Parental leave is not available to self-employed workers.

An employer can refuse the request for an extension of unpaid Parental leave for a
further period of up to 12 months on ‘reasonable business grounds’. Any agreement
for an additional period of leave beyond the first 12 months will reduce the other parent
or partner’s entitlement by an equivalent amount.

To be eligible for the government-funded 18-week Parental Leave Pay, the primary
carer (usually the mother) must be in paid work (this includes self-employment) and
have been engaged in work continuously, with no more than an eight-week gap
between any two consecutive working days, for at least ten of the 13 months prior to
the expected birth or adoption of the child and undertaken at least 330 hours of paid
work in the ten-month period. Eligibility for the government-funded two weeks’ Dad and
Partner Pay is based on the same employment requirements as Parental Leave Pay,
and is similarly available to those in self-employment. For children born or adopted
after 1 March 2014, claimants can count any Paid Parental Leave or Dad and Partner
Pay periods taken in the 13 months prior to the birth or adoption towards this work test.
Government-funded Parental Leave Pay is restricted to those individuals earning less
than AU$150,000 (€199.38) per year or around 2.2 times average female full-time
adult ordinary time earnings in November 20157,

The government funded Parental Leave Pay can be taken in conjunction with other
forms of paid leave to which the employee may be eligible (annual leave, long service
leave, employer-funded Maternity or Parental leave) but must be taken before the
employee returns to work and before the child’s first birthday.

Any unused portion of the Parental Leave Pay can be transferred to another primary
caregiver (usually the father, but potentially a partner, including a same-sex partner) if
they also meet the eligibility criteria; or in exceptional circumstances (such as a sole
parent mother being unable to care for a child) the payment could be transferred to
another primary carer such as a grandparent. The unused portion can also be
transferred to the child's other parent or their partner, if they meet eligibility
requirements, in the case of separated families.

Where employees are covered by an existing industrial instrument that includes
employer-paid Maternity, Paternity or Parental leave, that entittement cannot be
withdrawn during the life of the agreement; the government-funded Parental leave
scheme is in addition to any existing employment conditions.

Parents who are not eligible for Parental Leave Pay may be eligible for the Newborn
Upfront Payment and Newborn supplement. This replaced the Baby Bonus, which was
previously available to those not eligible for Parental Leave Pay. Eligibility is tied to
eligibility for family payments, which are paid to low to middle income families in
Australia.

17 Australian Bureau of Statistics (2016) Average Weekly Earnings, Australia, November 2015, Cat.
No. 6302.0. Available at: http://abs.gov.au
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Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent); or delegation of leave to person other
than the parents

e Special unpaid Maternity leave may be taken in cases of pregnancy-related illness or
miscarriage within 28 weeks of the expected date of delivery. Mothers who use
special Maternity leave (for example, due to a pregnancy related illness) are still
entitled to the full 12 months unpaid Parental leave under the Fair Work Act.

Additional note (e.qg. if leave payments are often supplemented by collective agreements;
employer exclusions or rights to postpone)

¢ Paid Parental leave, sometimes specified as paid Maternity, Paternity or Primary Carer
leave, is available in some industrial instruments and/or company policies. As
explained earlier, these provisions are usually at full replacement salary and on this
measure exceed statutory entitlements.

d. Statutory childcare leave or career breaks

¢ No statutory entitlement.
e. Other statutory employment-related measures
Adoption leave and pay

e The same statutory rights to unpaid Parental leave and Parental Leave Pay apply
when a child under 16 years old is adopted, however Parental Leave Pay may not be
available in cases where a child has been living with the adoptive parents prior to the
adoption (for example with the formal adoption of a step-child).

Time off for the care of dependants

e Under the National Employment Standards of the Fair Work Act 2009 all employees
(except casuals) have access to ten days of paid personal/carer’s leave per year of
service. In addition, all employees (including casuals) can access up to two days
unpaid carer’s leave for each ‘permissible occasion’ provided paid personal leave has
not been exhausted. Paid personal/carer’s leave includes ‘sick’ leave and may be
taken because of a personal illness, or to provide care or support to a member of the
employee’s immediate family or household who is ill or injured, or in the case of an
unexpected family emergency. Similarly, unpaid carer’s leave may be taken to
provide care for an immediate family or household member due to illness, injury or an
unexpected emergency.

Flexible work arrangements

e One of the 10 National Employment Standards contained in the Fair Work Act 2009
provides eligible parents with a statutory right to request flexible working
arrangements. The range of employees entitled to request such arrangements
currently includes employees with caring responsibilities, parents or guardians of
children who are school age or younger, employees with a disability, employees aged
55 years or over and employees experiencing family violence or caring for a family or
household member who is experiencing family violence. An employer must respond
to a request within 21 days and may refuse the request only on ‘reasonable business
grounds’. While examples of ‘reasonable business grounds’ are provided in the
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legislation these do not limit what might be included. The request is ultimately not
enforceable by any third-party body.

e Modern awards and enterprise agreements are required to include provisions for
employers to consult with employees over any proposed changes to rosters and
ordinary working hours, and to consult genuinely with employees about the impact of
changes on their family and caring responsibilities.

Transfer to safe job

e All pregnant employees, regardless of period of service, have the entitlement to be
transferred to a safe job. If no safe job is available, an entitlement to ‘paid no safe job
leave’ is available for those eligible for unpaid Parental leave, while those not eligible
for unpaid Parental leave are entitled to ‘unpaid no safe job leave’.

2. Relationship between leave policy and early childhood education
and care policy

The maximum period of post-natal leave available for mothers and fathers/partners
combined in Australia is 24 months, including up to 20 weeks paid by the Government at a
flat-rate based on the national minimum wage (this is made up of the 18 weeks' Paid
Parental Leave entitlement and the two weeks’ Dad and Partner Pay entitlement). There is
no entitlement to ECEC, although all Australian governments'® agreed to work towards 15
hours a week of nursery education for one year before compulsory schooling (i.e. from
around age five years) by mid-2013. While substantial progress has been made towards this
goal it has not yet been achieved uniformly. Levels of attendance at formal services for
children under three are around the average for the countries included in this review and for
OECD countries; but well below average for children over three years. For attendance
levels, see ‘relationship between leave and ECEC entitlements’ on cross-country

comparisons page.

3. Changes in policy since April 2015 (including proposals currently
under discussion)

A change in the Government Paid Parental Leave scheme is expected following the
Government’s announcement that it would reduce the number of weeks the Government
pays by the number of weeks of employer-paid parental leave where that is available. The
‘Fairer Paid Parental Leave Bill', which includes these changes and a previously proposed
amendment to remove the requirement that employers administer the delivery of Parental
Leave Pay to their long-term employees, is currently before Parliament, with the changes
due to commence on 1 July 2016. The rationale, according to the Government, is that
mothers were ‘double dipping’ by receiving both government and employer parental leave
pay. It is also claimed that the savings from the changes to the Paid Parental Leave Scheme
would be used to offset changes in the child care scheme, but the introduction of those
changes (see below) have now been delayed until 2018.

From 1 July 2016, both Parental Leave Pay and Dad and Partner Pay will also be counted in
the definition of income for Commonwealth income support payments. That is, the amount
that parents receive in income support payments will take into account their income from
these payments, as well as any income they receive from other sources such as

'8 National Partnership Agreement on Early Childhood Education, Council of Australian Governments,
29 November 2008. Available at:

http://www.aph.gov.au/About Parliament/Parliamentary Departments/Parliamentary Library/pubs/rp/
rp1314/QG/ChildhoodEducatAccess
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employment. This change will reduce overall the money families receive from the
government.

Proposed changes to ECEC subsidies, due to be implemented in July 2018, will introduce a
new Child Care Subsidy (CCS), subject to a family income and activity test. With some
exceptions, both parents (or a single parent) will be required to work at least eight hours per
fortnight in order to be eligible for CCS. As well as paid work, other approved activities
include unpaid work in a family business, being self-employed, looking for work, volunteering
or studying.!” While most families are expected to benefit from this package, there is
concern that the activity requirements may preclude some families’ access to the subsidy,
especially given that mothers in Australia often return to part-time work after a period of
leave.2°

4. Take-up of leave

Recent sources of data on access to and take-up of various types of leave for parenting
purposes in Australia include the Baseline Mothers survey (2010), the Family and Work
Cohort survey (first wave conducted in 2012) and two online surveys of fathers (conducted in
2013) — all of which were undertaken as part of the evaluation of the Paid Parental Leave
and Dad and Partner Pay schemes. These sources, complemented with information from a
recent Government report and a journal article that also utilises data from the 2005 Parental
Leave in Australia survey, are drawn on for the following overview of leave take-up.

a. Maternity leave

As explained earlier (1a), the term ‘Maternity leave’ is used in Australia primarily for
employer-paid provisions. As a recent comparison of 2005 and 2010 survey data
demonstrates, the take-up of these provisions increased markedly during this period?'.
However comparisons between the 2010 Baseline Mothers survey and the first wave of the
Family and Work Cohort survey (2012) indicate that take-up and average duration of
employer-paid Maternity leave did not change significantly over this two year period: in both
years 46 per cent of mothers eligible for payments under the Paid Parental Leave scheme
who reported they had access to at least one form of leave took some employer-paid
Maternity leave, for an average duration of 3.7 months.?2 Employer-paid parental leave (as
distinct from the government paid parental leave) is available to approximately 50 per cent of
employed mothers and the duration available varies widely according to industry and
employer size.

b. Paternity leave
As noted in 1b, Australian fathers may have access to employer-paid Paternity leave as well

as the Government-funded Dad and Partner Pay scheme which commenced in January
2013. Information on take-up of the former is available from an online survey of employed

% The Government has indicated that exemptions to the activity test will be available for parents who
‘legitimately cannot meet the activity requirements’. Australian Government Department of Education
and Training (2016) Jobs for Families Child Care Package information sheet, p.2. Available at:
https://docs.education.gov.au/system/files/doc/other/key changes for families.pdf

20 See, for example, Baxter, J.A. (2013) Employment characteristics and transitions of mothers in the
Longitudinal Study of Australian Children. DSS Occasional Paper No. 50, DSS: Canberra.

21 Whitehouse et al. (2013), p.319, Table 1.

22 Martin et al. (2015a), p.70. Note that differences between figures presented here and take-up rates
reported in the 2014 country note are primarily due to differences in population bases; for example the
46 per cent figure cited here is of those who reported they had access to at least one form of leave at
the time.
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fathers whose babies were born in September 2012 (prior to the introduction of the Dad and
Partner Pay scheme). This survey, conducted as part of the evaluation of the Paid Parental
Leave and Dad and Partner Pay schemes, showed that among the 1,115 respondents
around 25 per cent reported taking some employer-paid Parental leave in the first six months
after the birth; a figure that represents 81 per cent of those who reported having access to
this form of leave.??

Turning to the Dad and Partner Pay scheme, the Australian Government has reported that in
the 2014-15 financial year 70,785 fathers or partners received payment under this scheme,
with the vast majority (96 per cent) taking the full two weeks’ payment.2* Data from an online
survey of employed fathers with a baby born in April 2013 (after commencement of the Dad
and Partner Pay scheme), also conducted as part of the evaluation of the Paid Parental
Leave and Dad and Partner Pay schemes, shows that 36 per cent of the 1,208 respondents
took Dad and Partner Pay in the first six months of their baby’s life, with take-up of this
Government-funded payment highest among those least likely to have access to other
sources of leave payment (for example, the take-up rate was around 50 per cent among
employees on casual contracts and self-employed workers).2° This survey also showed that
around one-quarter of working fathers had not heard of the Dad and Partner Pay scheme
and that the overall take-up rate among those aware of the scheme was around 50 per cent.

c. Parental leave

The entitlement to 12 months’ unpaid Parental leave in the National Employment Standard
under the Fair Work Act is available to and utilised by most working mothers: among
respondents to the first wave of the Family and Work Cohort survey in 2012, 63 per cent of
mothers eligible for payment under the Paid Parental Leave scheme took some unpaid
Parental leave for an average period of 5.6 months. This was a slight increase since the
Baseline Mothers survey in 2010, in which 60 per cent of respondents reported using this
kind of leave for an average period of 5.8 months®. Take-up of unpaid Parental leave
among fathers appears to be considerably lower. Among respondents to the online survey of
employed fathers with a child born in September 2012 prior to the introduction of the Dad
and Partner Pay scheme, only 6.4 per cent reported taking unpaid Parental leave in the first
six months?’. Fathers’ use of unpaid Parental leave is likely to have increased following the
introduction of the Dad and Partner Pay scheme as this payment is only accessible while on
unpaid leave: preliminary evidence for this, based on matched survey data and in-depth
interviews, is presented in the Final Report of the Paid Parental Leave scheme evaluation.?®

Surveys conducted as part of the evaluation of the Paid Parental Leave and Dad and
Partner Pay schemes also showed that the majority of mothers utilised more than one form
of leave, with non-parental forms of leave accessed including paid annual leave, personal
sick leave and long service leave: in both 2010 and 2012 around half of mothers eligible for
payment under the Paid Parental Leave scheme took two or three forms of leave®. The
online survey of fathers with a child born in September 2012 (prior to the introduction of the

23 Estimates from Martin et al. (2015b) PPL Evaluation: Phase 4 Report. Canberra: Department of
Social Services, pp.106-109, Tables 7.1 and 7.2. Available at: https://www.dss.gov.au/our-
responsibilities/families-and-children/programmes-services/paid-parental-leave-scheme/paid-parental-
leave-evaluation-phase-4-report

24 Australian Government Department of Social Services (2015) Annual Report 2014-15, pp.69, 71:
https://www.dss.gov.au/sites/default/files/documents/10 2015/dss annual report print version.pdf
25 Martin et al. (2015b), p.123.

26 Martin et al. (2015a), p.70.

27 Martin et al. (2015b), p.109, Table 7.2.

28 ibid., pp.126-7. Note that the figures in Table 7.5 are based on samples used for propensity scoring
and thus are not strictly equivalent to population estimates.

29 Martin et al. (2015a), p.69, Table 3.5.

54



Dad and Partner Pay scheme) showed that around 50 per cent of these respondents
reported using paid annual leave in the first six months after the birth of their child, although
there is some evidence that the use of annual leave decreased somewhat after the
introduction of Dad and Partner Pay®.

Since the introduction of Parental Leave Pay (under the Paid Parental Leave scheme)
figures on the take-up of this entitlement indicate that it is accessible to a high proportion of
working parents, although it is particularly targeted at mothers, who are the main users of the
scheme. The 2012 Family and Work Cohort survey showed that among mothers eligible for
payment under the Paid Parental Leave scheme, 84 per cent took some Parental Leave
Pay, and that — of these — 97 per cent took the full 18 weeks, with the small group who did
not take the full entitlement taking an average of 13 weeks®'. Government figures add to this
picture, indicating that in the 2014-15 financial year 50.4 per cent of all women who gave
birth to or adopted a child during that period (158,145 mothers) received some Parental
Leave Pay, and 97 per cent of families who accessed Parental Leave Pay took the full 18
weeks®2,

d. Other employment-related measures

The 2012 Family and Work Cohort survey also provides some information on the take-up of
a range of other employment-related measures by mothers. Among respondents to this
survey (mothers eligible to receive payment under the Paid Parental Leave scheme) who
had returned to work by the time their child was 12 months old, and whose job conditions
had changed on their return to work, similar proportions (around 60 per cent) reported
having used permanent part-time arrangements and flexible hours, while around one third
reported using work from home arrangements.3?

5.Research and publications on leave and other employment-
related policies since April 2015

a. Selected publications since April 2015

Baird, M. and Constantin, A. (2015) Analysis of the impact of the government’'s MYEFO cuts
to paid parental leave. Available at:

http://sydney.edu.au/business/ _data/assets/pdf file/0007/253258/Analysis of impact of n
ew PPL cuts W And WRG 12.01.2016.pdf

This report assesses the impact of the Government’s proposed amendments to the Paid
Parental Leave Act if passed into legislation. The effect would be to reduce the number of
weeks parental leave pay parents are eligible to claim if their employer also provides paid
parental leave.

Baxter, J.A. & J.Renda (2015), Review of government initiatives for reconciling work and
family life. AIFS Research Report No.34. Australian Institute of Family Studies, Melbourne.

This report presents a review of government initiatives that help families balance their work
and family responsibilities, highlighting innovative ideas and including a discussion of
international trends and themes. This review particularly focuses on government policies and
approaches that address work and family issues for people with caring responsibilities for

30 Martin et al. (2015b), p.109, Table 7.2; p.127, Table 7.5.

31 Martin et al. (2015a), pp.73, 75.

32 Australian Government Department of Social Services (2015), p.70.

33 Martin et al. (2015b), p.78, Table 4.6. Note that these figures are based on samples used for
propensity scoring hence the estimates are not strictly equivalent to population estimates. Also the
high proportions reported reflect the population base which is mothers whose job conditions changed
on return to work.
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children or the elderly. The report outlines some of the broader aims, approaches and
considerations of governments in the area of work and family, and then reviews policies
related to leave and return-to-work policies; child care, child payments and early childhood
education; working hours and other aspects of employment; and governance, support and
promotion of work—family initiatives.

Baxter. J.A. (2015). Child care and early childhood education in Australia. AIFS Facts Sheet.
The report presents information about the types of child care used by children in Australia,
highlighting how arrangements change as children grow, and how they vary for families of
different characteristics. Different forms of child care are covered. These include formal child
care, which is provided predominantly through long day care and outside-school-hours care,
as well as early childhood education. It also includes informal child care, in which families
rely on grandparents or other relatives, friends, neighbours or nannies to care for their
children.

Baxter, J.A. & K. Hand (2016). Flexible child care: Key findings from AIFS Evaluation of the
Child Care Flexibility Trials

There has been a recent policy focus in Australia on meeting the needs of parents who work
non-standard or variable work hours and who may have difficulties finding care that supports
such work hours. Interest in the extent to which child care is flexible enough to meet the
needs of parents who work non-standard or variable hours led to the development of the
Child Care Flexibility Trials, a project conducted by the Australian Government in 2013 and
2014. The Australian Institute of Family Studies (AIFS) was commissioned to undertake an
evaluation of the trials and this paper provides a summary of the key findings from this
evaluation.

b. Ongoing research

Millennium Mums (2013-2016). Belinda Hewitt, Bill Martin, Gillian Whitehouse, Lyndall
Strazdins, Marian Baird, Janeen Baxter, Mara Yerkes, Jane Dickenson and Sarah Hinde.
Funded by the Australian Research Council.

The Millennium Mums project is a national cohort study of working mothers who had babies
in October and November 2011. The project examines their experiences with leave from
their employer and decisions about paid employment, as well as family life, health and
wellbeing around the birth of their baby. The study began in 2012, as part of an evaluation
of the introduction of the Australian Paid Parental leave scheme. Through additional funding
from the Australian Research Council and co-funding from the Department of Social
Services the additional survey waves will be conducted on an annual basis until 2015 with
the project continuing to the end of 2016. The goal of the extension of the Millennium Mums
project is to study changes in mother’'s work and family lives during their child’s preschool
years. Contact: Belinda Hewitt: belinda.hewitt@unimelb.edu.au
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Austria’

Christiane Rille-Pfeiffer (Osterreichisches Institut fiir Familienforschung /

Austrian Institute for Family Studies) and Helene Dearing (Wirtschaftsuniversitat
Wien / Vienna University of Economics and Business)

April 2016

NB. Austria is a federal state

For comparisons with other countries in this review — on demographic, economic,
employment and gender equality indicators and on leave provision and early childhood
education and care services - go to cross-country comparisons page on website. To contact
authors of country notes, go to membership-list of members page on website.

1. Current leave and other employment-related policies to support
parents

a. Maternity leave (Mutterschutz) (responsibility of Federal Ministry of Labour,
Social Affairs and Consumer Protection)

Length of leave (before and after birth)

e Sixteen weeks, eight weeks before the birth and eight weeks after the birth. It is
obligatory to take leave.

Payment and funding

e One hundred per cent of average income for the last three months of employment
before taking leave for employees, with no ceiling. Freelance workers receive income-
based maternity benefit; marginally employed self-insured women receive a flat-rate
payment of €8.91 a day; while self-employed women who pursue a trade and farmers
are eligible for ‘operational support’ (i.e. financial or other support to maintain their
business) as a form of maternity benefits, but if no operational support is granted, they
can claim a flat-rate payment of €52.69 a day. Eligible unemployed women or women
receiving Childcare benefit are entitled to 180 per cent of previous unemployment
benefit.

e Funded partly (70 per cent) from Familienlastenausgleichsfond (FLAF — Family Burdens
Equalisation Fund), financed by contributions from employers (4.5 per cent of each
employee’s salary bill) and from general taxes; and partly (30 per cent) from public
health insurance. The total expenditure on Maternity leave (i.e. maternity pay and the
payment for operational support) in 2014 was €461 million.

Flexibility in use

e None.

' Please cite as: Rille-Pfeiffer, C. and Dearing, H. (2016) ‘Austria country note’, in: Koslowski A., Blum
S. and Moss P. (eds.) International Review of Leave Policies and Research 2016. Available at:
http://www.leavenetwork.org/lp _and r reports/
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Regional or local variations in leave policy
e None.

Eligibility (e.g. related to employment or family circumstances)

e All employed women are entitled to 16 weeks Maternity leave with 16 weeks payment
(100 per cent of average income), except for short-time employed women and self-
employed workers who are eligible for Maternity leave only if they are voluntarily
health-insured.

e Unemployed women are eligible for maternity payment only if they have completed
three months continuous employment or have been compulsorily health-insured for
12 months within the last three years.

Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent) or delegation of leave to person other than
the mother.

e In case of danger to the health of the mother or unborn child, women are eligible to
take leave earlier than eight weeks before delivery; in case of premature or multiple
births or births by Caesarean section, women are eligible for 12 weeks after birth (in
exceptional cases even 16 weeks).

b. Paternity leave (responsibility of Federal Ministry of Labour, Social Affairs
and Consumer Protection)

e There is no statutory entitlement. Public sector workers are entitled to a month of
leave, which is unpaid. Other collective agreements may provide a few days of leave
for fathers immediately after the birth of a child, during which time fathers receive full
earnings replacement.

c. Parental leave (Elternkarenz) (responsibility of Federal Ministry of Labour,
Social Affairs and Consumer Protection and Federal Ministry of Families
and Youth)

Length of leave (before and after birth)
e Until the child reaches two years. This entitlement is per family.
Payment and funding

e A Childcare benefit is available to all families who meet the eligibility conditions,
whether or not parents take Parental leave. Parents can choose between five
payment options: four flat-rate and one income-related:

o €436 a month for 30 months or for 36 months if both parents apply for the
payment (30+6 bonus months’ option);
o €624 a month for 20 months or 24 months (20+4 bonus months’ option);

€800 a month for 15 months or 18 months (15+3 bonus months’ option),

o €1,000 a month for 12 months or 14 months for those earning less than €1,000
income a month (12+2 bonus months’ option);

o 80 per cent of the last net income for 12 months or 14 months for those earning
between €1,000 and €2,000 a month (12+2 bonus months’ income-related
option).

o
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e On any of the four flat-rate Childcare benefit options, a parent may additionally earn
60 per cent of the income they earned in the calendar year prior to the child‘s birth or
at least €16,200 a year. For the earnings-related option, additional earnings may not
exceed €6,400 a year.

e Childcare benefit is funded from the FLAF; see 1a for more details. Total expenditure
on this benefit in 2014 was €1.099 million.

Flexibility in use

e Leave may be taken by one parent only (mother or father) or by both parents on an
alternating basis (the whole period can be divided into a maximum of three parts
alternating between parents, with each part at least two months).

e Each parent has the possibility to postpone three months of Parental leave, to use up
to the child’s seventh birthday (or school entry at a later date).

e Both parents cannot take leave at the same time except for one month the first time
they alternate leave; during this month only one of the two parents can receive the
Childcare benefit; in that case Parental leave ends one month earlier (i.e. one month
before the child’s second birthday).

Regional or local variations in leave policy

e None.
Eligibility (e.g. related to employment or family circumstances)

e All employees are entitled to take Parental leave.

e There is no entitlement to take Parental leave for self-employed workers; however,

they can claim Childcare benefit under the same conditions as applied to employees.

Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent; or delegation of leave to person other than
parent)

e None.
Additional note (e.g. employer exclusions or rights to postpone)

e None.

d. Childcare leave or career breaks

e Employees have the possibility to take between two and 12 months time off for private
reasons (e.g. further education, family reasons). It is based on labour legislation and
on a mutual agreement between employer and employee and is unpaid; it is not,
therefore, a statutory entitlement. The leave period is unpaid, though if leave is taken
for educational reasons, it is possible to receive a further training allowance from
unemployment insurance funds (though the employee also has to meet the eligibility
criteria for unemployment benefit and the employer has to recruit a substitute for the
period of leave).

e. Other employment-related measures

Adoption leave and pay
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e For adoptive parents the same regulations for Parental leave apply as for other
parents.

Time off for the care of dependants

e Two weeks leave a year per employee to care for sick children under the age of 12
years, and one week for other dependants/family members needing care, with full
earnings replacement.

e Employees may take at maximum six months family hospice leave for the purpose of
nursing terminally ill family members or very seriously ill children. If the leave is taken
for ill children, it can be extended to nine months. This leave is unpaid, but low-income
families may claim subsidies, if such care leave causes financial distress.

Flexible working

e Parents with children born after 1 July 2004 are entitled to work part time until the
child’s seventh birthday (or school entry at a later date) if they are working in
companies with more than 20 employees and if they have been continuously
employed with their present employer for at least three years. The reduction of
working time must amount to at least 20% of previous working time. It is not possible
to work part-time below 12 hours per week. The regulations also include the right to
change working hours within the day (e.g. from morning to afternoon) without
reducing the number of working hours and the right to return to full-time employment.
Parents working in companies with less than 20 employees may enter into an
agreement on part-time work with the employer to the child’s fourth birthday (see
above Parental leave).

e Parents are protected against dismissal until their child’s fourth birthday. During the
remaining period of part-time work (i.e. until the child’s seventh birthday or school
entry at a later date) protection against dismissal without grounds is provided.

2. Relationship between leave policy and early childhood education
and care policy

The maximum period of post-natal leave available in Austria is 24 months. As there are five
payment options available, this is mostly paid at a low flat rate. However, there is one option
available which is paid at 80 per cent of earnings over a 12-14 months period (high paid
earnings-related Maternity leave runs until 8 weeks after birth). There is an entitlement to
ECEC from 5 years of age, though only for part-time kindergarten (16 hours per week);
attendance is obligatory. So there is a gap of 3 years between the end of leave and an
ECEC entitlement, and a gap of 46 months between the end of well-paid leave (if this option
is chosen) and an ECEC entitlement. Levels of attendance at formal services for children
under 3 years are below the average for the countries included in this review and for OECD
countries; but are close to the average for children over 3 years. For actual attendance
levels, see ‘relationship between leave and ECEC entitlements’ on cross-country

comparisons page.

3. Changes in policy since April 2015 (including proposals currently
under discussion)

In April 2016, the Austrian government presented a reform for the parental leave payment
scheme. The reform foresees the replacement of the existing four flat-tax payment options
with a new flexible payment scheme, where parents can distribute an overall sum of about
€15,449 over a specific time span. If only one parent uses the leave, he or she might
consume the overall sum within a time span of 365 to 851 days. If both parents take some
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leave, the money is to be used within 456 and 1063 days. The income replacement option,
however, will stay in place. Parents will have the right to change the chosen duration of
payment once. The aim of the measure is to make parental leave payments more flexible.
Another part of the reform wants to strengthen gender equality in the division of leave. The
reform will introduce a bonus payment of €1,000 if parents share their leave in equal parts or
60:40. At the same time, the reform-paper proposes the introduction of a so-called
~Familienbonusgesetz®, which foresees an additional payment of €700 if the father stays at
home for 28 to 31 days within the two months after birth. However, this measure implies a
payment only and it is not combined with job protection.

4. Take-up of leave

a. Maternity leave

It is obligatory for employees to take Maternity leave and almost all mothers are eligible; the
take-up of leave, therefore, corresponds to the number of births.

b. Paternity leave
No statutory entitlement.
c. Parental leave

Data provide evidence that almost all eligible (i.e. formerly employed) mothers — between 93
and 96 per cent — took up Parental leave in the last years of the previous scheme. Since the
replacement of the Parental leave benefit by the new Childcare benefit in 2002, there is only
information on the number of women and men taking Childcare benefit, which is different to
the number of persons taking up Parental leave (i.e. parents not on leave receive Childcare
benefit as well as those who are taking leave). There is no way of telling from these figures
what proportion of parents take Parental leave and it is doubtful whether data on the take-up
of Parental leave will be available in the future.

Parental leave for fathers was introduced in 1990, and the proportion taking it was always
very low (between 0.6 and 2 per cent). As there are no official statistics on the take up of
Parental Leave, it is difficult to know how many fathers currently take Parental Leave. Some
studies address this issue but the percentages vary significantly depending on the
population under study.

The monthly official statistics (cross sectional data at one point in time) on Childcare benefit
indicate a very low percentage of participating fathers. This is due to the fact that fathers
mainly take shorter periods than mothers - they choose the shorter option more often than
women, as the payment is higher than for the longer options - and therefore appear less
often in the statistics. Looking at fathers who have taken any period of Childcare benefit, the
percentage is much higher, varying between the different options from 11.20 per cent to
28.56 per cent (March 2015).

The official website of the Ministry of Families and Youth no longer reports on the use of the
five Childcare benefit options separately for mothers and fathers. Therefore recent data for
January 2014 refer to all parents during their first year of using the benefit: around 40 per
cent opted for the long model (30+6 months), 26 per cent for the second model (20+4), 6 per
cent for the model 15+3, 5 per cent for the flat rate 12+2 and around 21 per cent for the
income related model 12+2.

d. Other employment-related measures
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Contrary to the government’s expectations, the take-up of the family hospice leave has been
very low: 1,159 people took this leave from July 2002 until the end of 2004 (no current
information available). There is no information available on take-up of care leave for sick
children as well as for other dependants.

5.Research and publications on leave and other employment-
related policies since April 2015

a. General overview

Research on Maternity leave is rare because the entitlement is so well established and
widely accepted; research on Parental leave is often linked on the one hand to the broader
issue of work-life balance and flexible working schemes for parents with young children; and
on the other hand to the issue of gender equality and gender-specific division of paid and
unpaid labour. In general there have been a lot of evaluation studies on leave-related policy
measures — especially on the Childcare benefit — in the last few years. This is due to the
recently introduced legal obligation to evaluate the effects of new regulations within two
years. Particular attention in these evaluation studies (but also as an issue for research in
general) has been paid to the role of fathers and their participation in childcare. Recently,
too, there are several evaluation studies on part-time work for parents.

b. Selected publications since April 2015

Dearing, H. (2016) ‘Parental leave policies and the gender division of housework. Studying
the association between different leave indicator and the unexplained gender gap in
housework.” Working Paper No 1/2016. Vienna: Institute for Social Policy, Vienna University
of Economics and Business. Available at:
https://www.wu.ac.at/fileadmin/wu/d/i/sozialpolitik/ WP_01 2016.pdf

This article relates parental leave policies in 21 European countries to the gender division of
housework. As there are many ways of aggregating a set of leave policies, | study three one-
dimensional indicators that refer to the total, well-paid and “fathers’-only” duration of leave,
and three multidimensional indicators that combine these characteristics and account for the
non-linear relation between the duration of leave and gender equality. With regard to the
measure of housework, | draw on the European Social Survey for 2010 focusing on parents
living with at least one child under the age of seven years. In order to account for the
previous finding that housework is determined by individual characteristics, the paper
exploits the so-called Blinder-Oaxaca decomposition. This method allows the partitioning of
the mean differences in an outcome variable between two groups into a part that is
“explained” by group differences in individual characteristics and an “unexplained” part. As it
has been argued that this “unexplained” part can be a proxy for “other” determinants of the
gap in housework, such as the institutional setting, | relate it to the leave policy of each
country. The results depict a systematic relation between leave measures and the
unexplained gender gap in housework. However, the nature of this relation depends largely
on the specific indicator that is used. Whereas there is no relation, or even a positive one,
between the duration of leave and the gender gap in housework, | find a negative relation for
the multidimensional indicators and the duration of leave reserved for fathers. This suggests
that it is in countries with more gender-egalitarian leave schemes — which reserve a
considerable share of leave for fathers — that the unexplained gender gap in housework is
smallest.

Dearing, H. (2016) ‘Designing gender-equalizing parental leave schemes - what can we
learn from recent empirical evidence from Europe?’ Journal of Family Research (Zeitschrift
fir Familienforschung) (1) 2016.
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The article relates parental leave policies in 21 European countries to the gender division of
housework. As there are many ways of aggregating a set of leave policies, | study three one-
dimensional indicators that refer to the total, well-paid and “fathers’-only” duration of leave,
and three multidimensional indicators that combine these characteristics and account for the
non-linear relation between the duration of leave and gender equality. With regard to the
measure of housework, | draw on the European Social Survey for 2010 focusing on parents
living with at least one child under the age of seven years. In order to account for the
previous finding that housework is determined by individual characteristics, the paper
exploits the so-called Blinder-Oaxaca decomposition. This method allows the partitioning of
the mean differences in an outcome variable between two groups into a part that is
“explained” by group differences in individual characteristics and an “unexplained” part. As it
has been argued that this “unexplained” part can be a proxy for “other” determinants of the
gap in housework, such as the institutional setting, | relate it to the leave policy of each
country. The results depict a systematic relation between leave measures and the
unexplained gender gap in housework. However, the nature of this relation depends largely
on the specific indicator that is used. Whereas there is no relation, or even a positive one,
between the duration of leave and the gender gap in housework, | find a negative relation for
the multidimensional indicators and the duration of leave reserved for fathers. This suggests
that it is in countries with more gender-egalitarian leave schemes — which reserve a
considerable share of leave for fathers — that the unexplained gender gap in housework is
smallest.

Schmidt, E. M., Rieder, |, Zartler, U, Schadler, C. and R. Richter (2015) Parental
constructions of masculinity at the transition to parenthood: the division of parental leave
among Austrian couples, International Review of Sociology, 25:3, 373-386.

Men and masculinity are considered a key factor in changing gender inequality at the
transition to parenthood. Prior research on gendered division of parental leave concentrated
on fathers’ perspectives. This paper includes perspectives of fathers and mothers who make
use of parental leave in different ways and asks how masculinity is jointly constructed, how
these constructions are linked to the use of parental leave, and if and how they are oriented
towards hegemonic masculinity. The analysis is based on 44 qualitative interviews with 11
Austrian couples before and after birth when decisions concerning parental leave were
made. Our case reconstructions reveal that parents considered parental leave a central
element of masculinity as long as it suited fathers’ needs and circumstances permitted. The
decisions for sharing parental leave were father-centred as both partners valued father’s
leave higher than mother’s.

Goneng, R., Guérard, B., Hassler, I., Worgotter A. (2015), “Austria’'s separate gender roles
model was popular in the past, but is becoming a constraint for comprehensive wellbeing”,
OECD Economics Department Working Papers, No. 1272, OECD Publishing, Paris.
http://dx.doi.org/10.1787/5jrp2s53tglp-en

Austria has a model of “separate gender roles” in work, family and life arrangements which
persists despite efforts to better balance these roles. Irrespective of their education level -
which is higher for new generations than men’s - the majority of women with children
withdraw fully or partly from the labour force until their children reach school age, and
beyond. This pattern has provided the Austrian population with generally high quality family
services, but buttressed gender inequalities, and deprived society from the activation of
existing talent, and therefore from additional household incomes, fiscal revenues and
potential output. Gender differences in life-time career and income paths, well-being, and
participation patterns in public life generate increasing dissatisfaction in growing segments of
society, among both women and men.

c. Ongoing research
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Wirkungsanalyse familienpolitischer Bundesleistungen in Osterreich [Impact analysis of
Austrian family policies] (2012 — 2015). Austrian Institute for Family Studies.

This project is carried out for the Federal Ministry of Economics, Family and Youth
(BMWFJ). Following the recommendation of the Austrian Audit Court, the impact analysis
attempts to evaluate the effectiveness and feasibility of policies and programs aiming to
support and empower families in Austria. To cover this broad research question the project
consists of different modules (such as a “policy survey” carried out among the Austrian
population or a module on the development of childcare facilities etc.) focusing on different
types of policy measures. The synopsis of the results of the individual modules and the
derived conclusion will be presented in a final report at the beginning of 2016. Contact:
Christiane Rille-Pfeiffer at christiane-rille-pfeiffer@oif.ac.at

Changing Families and Sustainable Societies: Policy Contexts and Diversity over the Life
Course and Across Generations (FamiliesAndSocieties) (2013-2017). Funded by the
European Union. Austrian partner: Department of Sociology, University of Vienna.

The main objectives of this project are to investigate the diversity of family forms,
relationships, and life courses in Europe; to assess the compatibility of existing policies with
these changes; and to contribute to evidence-based policy-making. The project intends to
extend the knowledge on how policies promote well-being, inclusion and sustainable societal
development among families. See: http://www.soz.univie.ac.at/forschung/drittmittelprojekte/
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Belgium

Laura Merla (Université Catholique de Louvain) and Fred Deven (Independent
expert on family policies and social cohesion)

April 2016

NB. Belgium is a federal state.

For comparisons with other countries in this review — on demographic, economic,
employment and gender equality indicators and on leave provision and early childhood
education and care services - go to cross-country comparisons page on website. To contact
authors of country notes, go to membership-list of members page on website.

1. Current leave and other employment-related policies to support
parents

a. Maternity leave (Moederschapsverlof / Congé de maternité) (responsibility
of the Federal Department of Employment)

Length of leave (before and after birth)

e Fifteen weeks for employees. A woman can start to take her leave six weeks before
her baby is due; one week before the due date and nine weeks after delivery are
obligatory.

e Eight weeks for self-employed mothers.

¢ Unemployed mothers have the same rights as employees.

Payment and funding

e Employees in the private sector: first month at 82 per cent of earnings plus 75 per
cent for the remaining weeks with a ceiling of €133 per day. Statutory civil servants
receive full salary; contractual civil servants, as for private sector.

e Self-employed mothers receive €440.50 per week.

e Unemployed mothers: first month receive unemployment benefits + 19 per cent of
previous earnings with a ceiling of €133 per day, then unemployment benefits + 15
per cent of previous earnings with a ceiling of €133 per day

e Funded from Federal Health Insurance, financed by employer and employee
contributions and general taxation.

Flexibility in use

e The start of Maternity leave can be delayed until one week before birth.

e Up to two weeks of post-natal leave can be taken as ‘free days’ thereby spreading
Maternity leave over a longer period and facilitating a more gradual re-entry into paid
employment.

' Please cite as: Merla, L. and Deven, F. (2016) ‘Belgium country note’, in: Koslowski A., Blum S. and
Moss P. (eds.) International Review of Leave Policies and Research 2016. Available at:
http://www.leavenetwork.org/lp _and r reports/
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Eligibility (e.g. related to employment or family circumstances)

e All women employees or women benefiting from unemployment benefits are entitled
to leave with earnings-related benefit. Self-employed workers can take Maternity
leave but have a separate system, which is less advantageous compared with
employees (e.g. eight weeks of paid leave). Attempts have been made to
compensate for this to some extent; for example, self-employed mothers can request
105 service vouchers to pay for household help (equivalent to about €900). But
monitoring data have revealed that some self-employed mothers do not want to use
this possibility, and that about one-fifth simply omit to request these service vouchers
(within the deadline of fifteen weeks after giving birth).

Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent); or delegation of leave to person other
than the mother

e Mothers needing the full six weeks of pre-natal leave for health reasons can take an
extra week of post-natal leave, i.e. their Maternity leave is extended to 16 weeks. The
rest of pre-natal leave is not added to post-natal leave if they fall sick.

¢ |n the case of multiple births, the length of leave increases by two weeks. Maternity
leave can also be extended if the baby is hospitalised following birth.

e ‘Social’ parental leave. In the case of the death of the mother, or if the mother
remains in hospital (after the first week after delivery) for more than a week and if the
baby is at home, the father is granted the remaining weeks of the Maternity leave
period. He is paid 60 per cent of his earnings in addition to the payment of the
mother’s maternity leave income.

b. Paternity leave (Vaderschapsverlof / Congé de paternité) (responsibility of
the Federal Department of Employment)

Length of leave
e Ten working days; three days are obligatory.
Payment and funding
e One hundred per cent of earnings for three days paid by the employer; 82 per cent of
earnings for the remaining period paid by Health Insurance up to a ceiling of €109.26
per day.
e Funded as Maternity leave.

Flexibility in use

e Fathers and co-parents (that is, same-sex partners) can take these two weeks during
the first four months following the birth of their child.

Regional or local variations in leave policy

e Civil servants in the Walloon region receive 15 days, on the basis of their Collective
Agreement.

Eligibility (e.g. related to employment or family circumstances)

e All male employees. Unemployed and self-employed fathers are not eligible.
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Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent) or delegation of leave to person other than
the mother

e None.

c. Parental leave (Ouderschapsverlof / Congé parental) (responsibility of the
Federal Department of Employment and Social Affairs)

Length of leave (before and after birth)
e Four months per parent. Leave is an individual entitlement.
Payment and funding

e €707.08 per month net of taxes (€786.78 before taxes).
e Funded as Maternity leave.

Flexibility in use

e Leave may be taken full time, half-time over eight months, or one day a week over
20 months.

e For half-time leave, the total duration of eight months can be split into blocks of time,
with a minimum of two months. For one-fifth leave, the total duration of 20 months
can also be split into blocks, with a minimum of five months.

e Leave can also be combined as follows: one month at full time + two months at half-
time + five months at one-fifth.

e Leave may be taken up to the child’s 12" birthday.

e Both parents can take leave at the same time.

Regional or local variations in leave policy

e The Flemish Community (i.e. the government in the Flanders area) pays an
additional benefit bonus for a maximum of one year for Parental leave or Time Credit
(see section 1d). The amount of this additional payment depends on the sector of
employment (e.g. private, social profit or public) and the reduction of employment
while taking leave. This additional benefit is largest for employees in the social profit
sector, namely an additional €475.20 net per month for employees taking a full-time
break (for Parental leave or, in the case of Time Credit, for care reasons); while for
employees in the private sector it is €169.30 net per month (for Parental leave or, in
the case of Time Credit, for any the reason for taking leave).

Eligibility (e.g. related to employment or family circumstances)

e All employees who have completed one year's employment with their present
employer (during the last 15 months) and who have, or expect to have, parental
responsibility for a child. Otherwise, the employer can grant this benefit by
agreement with the employee. All employees in the public sector are eligible,
regardless of the length of service.

e Self-employed workers are not eligible.
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Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent); or delegation of leave to person other
than the parents

As the leave is per child, length of leave is increased for multiple births, e.g. each
parent of twins gets eight months of leave.

Parents of disabled children can take leave until their child’s 21%! birthday.

The benefit is higher for lone parents who reduce their employment by a fifth
(approximately €169 instead of €125 per month in all other cases).

Additional note (e.qg. if leave payments are often supplemented by collective agreements;
employer exclusions or rights to postpone)

Employers may postpone granting leave for up to six months ‘where business cannot
cope’. In addition, the request for leave must be addressed to the employer a
minimum of two months and a maximum of three months in advance.

d. Childcare leave or career breaks

There is a Time Credit system (Tijdskrediet / Crédit temps), which applies to
employees in the private sector; a rather similar scheme — ‘career breaks’ — applies in
the public sector. All eligible workers have a basic right over their working lives to one
year of this type of leave, taken full time, or 24 months taken half time or 60 months
taken at one-fifth time.

Leave taken under the Time Credit/career break system is only paid if taken to care
for a child younger than eight years (or for a disabled child up to 21 years), to provide
palliative care, to care for a severely ill relative and/or to do a training course.
Payment varies according to age, civil status and years of employment (e.g. it is
higher for those employed for five years or more). The maximum for a full-time break
is approximately €641 per month. The bonus for residents of the Flemish Community
taking Parental leave also applies to this type of leave.

Employees need two years of previous employment with the same employer to be
granted payment. There is a guarantee in principle to return to the workplace
following a career break or time credit period.

For each company, there is a five per cent threshold of employees who can use the
Time Credit system at any one time; priorities are settled within the company
according to certain rules (e.g. priority in the case of care for a severely ill family
member).

Payments to Time Credit users are funded by the Federal social security system,
which is financed by contributions from employers and employees, and by the federal
government.

Collective agreements negotiated at sectoral or company level are permitted to
extend the Time Credit period up to 36 months for care and/or training purposes, e.g.
a worker can take 24 months to care and 12 months for training or 36 months for care
or 36 months for training, and even up to 48 months for care provided to a disabled or
seriously ill child. This maximum length of leave is applicable regardless of the leave
being taken full or part-time.

e. Other employment-related measures

Adoption leave and pay

The same regulations as for parents having their own children, except Parental leave
may be taken until a child’s twelfth birthday.
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Time off for the care of dependants

e Employees may take up to ten days of leave a year ‘for urgent reasons’ (force
majeure) to deal with unexpected or sudden circumstances. The legislation defines
‘urgent’ as making it ‘obligatory and necessary’ to be present at home instead of
being at work (e.g. such as illness, accident or hospitalisation of a member of the
household). There is no entitlement to payment.

e For a severely ill family member, an employee can take full-time leave ranging from
one to twelve months (and up to 24 months in the case of part-time leave). It must,
however, be taken in blocks of one to three months. Benefits paid are under the
same conditions as for Parental leave.

e Employees may also take up to two months of leave, full time or part time, for
palliative care (to be taken in blocks of one month). Benefits paid are the same as for
Parental leave.

e Foster parents may take six days of leave to allow them to fulfil administrative and
legal requirements, paid as for Parental leave.

Flexible working

e None.

2. Relationship between leave policy and early childhood education
and care policy

The maximum period of paid post-natal leave available in Belgium is 36 months (including
full use of the basic entitlement to Time Credit), but most of this is low paid; leave paid at a
high rate ends after Maternity and Paternity leave at around four months after birth. There is
an entitlement to ECEC from 2.5 years of age: from this age, children can attend nursery
school for 31.5 hours per week during term time. So there is no gap between the end of
Parental leave/time credit and an ECEC entitlement, but a substantial gap of more than two
years between the end of well-paid leave and an ECEC entitlement. Levels of attendance at
formal services are above EU and OECD averages, with universal coverage for children
over three years of age.

3.Changes in policy since April 2015 (including proposals currently
under discussion)

In 2015 a series of reforms decided by the federal government (2011-2014) entered into
force. These reforms include significant changes to the Time Credit system. In the new
system it is no longer possible to take a one-year paid time credit for reasons other than care
(for children, disabled children, severely ill relatives or palliative care) and training. In
addition, the total duration of paid time credit (as negotiated in sectoral or workplace
agreements) is now limited to 36 months (48 months if leave is taken to care for disabled or
seriously ill children). In addition, the minimum age to become eligible for the ‘end of career’
time-credit scheme is progressively raised to 60 years (instead of 55).

For the first time in Belgian political history, the current federal government is based on a
coalition of two liberal parties (Open VLD and MR), one Christian-democrat party (CD&V)
and one dominant Flemish nationalist party (N-VA), with only one French-speaking party, the
MR, included - though the Prime minister comes from the latter party.
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The Agreement of the Federal Government included number of intentions for reform related
to:

e The progressive harmonisation of the time credit and career break systems in the
private, public and non-profit sectors

e Increased control on the reasons for, and conditions of, the use of thematic leave,
including Parental leave

e An action plan for gender equality in work-life balance, consisting of a policy to
combat stereotypes, and the ‘possibility’ to encourage a more equitable use of leave
schemes by mothers and fathers

Finally, this federal government also planned to examine the possibility of a ‘career account’
that will allow workers to cumulate ‘vacation time’ and or ‘remuneration’, and use them for a
temporary interruption of his/her career, to facilitate the transition between two jobs, or to
top-up one’s pension benefits. Existing schemes such as time-credit and ‘similar systems’
would be integrated into this account.

Till now, no substantial changes or innovations were implemented. It seems that the federal
Government in Belgium was more preoccupied with the poor socio-economic climate and
budget deficits, as well as with terrorist threats. But at present a number of measures and
changes are on the desk of members of the federal government. For example, the Minister
for Employment drafted a law proposal to make work more ‘workable’ and flexible. It includes
the option for employers to develop a ‘career account’ were employees could park holidays
and extra hours over the years to be used at a later stage in their career. Employers could
also extend the time credit with an extra three months for reasons of care. The concern for
self-employed mothers to use their maternity leave has been acted upon by extending the
optional weeks from five to nine weeks and extending the period for the take-up of maternity
leave to 39 weeks.

4. Take-up of leave

Viewing the ongoing extension of flexibility of numerous types of leave, with some
differences in remuneration and even duration according to various sectors of employment
(private, public, education, etc.) it becomes increasingly difficult to provide accurate data of
take-up rates in Belgium. Available statistics are mostly administrative and developed to fit
the monthly payments of the users. The main source of information is the federal agency in
charge of this RVA / ONEM?, but for a more detailed account see ‘Studies/Etudes’.

The actual number of users according to the type of leave is especially blurred by the
variations in the duration of leave. An increasing number of employees opts for a 1/5" a
week leave, especially among older workers taking time credit / career break to facilitate the
final years of their formal career. This also holds to a lesser extent for the take-up of parental
leave, especially among fathers who continue to work but who ‘soften’ their involvement via
this 1/5"" a week leave. Such fathers are registered as leave takers for twenty months
(instead of 4). The drawback of this flexibility is that it keeps users much longer in the annual
statistics. We therefore invite readers to be very careful in their interpretation of the statistics
we provide in this CN.

a. Maternity leave

2 Available at: www.rva/onem.be
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A period of Maternity leave is obligatory for employees. There is no systematic information
on what proportion of women do not take the full amount of Maternity leave, an issue
especially relevant among the self-employed.

b. Paternity leave

Following the extension to ten days, in 2002, a large majority of men used Paternity leave,
up from 17,045 fathers in 2002 to 61,246 in 2008 (RIZIV/INAMI data); a comparative study
estimated the take-up rate of Paternity leave in 2008 was approximately 68 per cent. Only
about five per cent of fathers continue to use only the three days of leave that was the
previous entitlement.

c. Parental leave

There is no information on what proportion of employees are not eligible for Parental leave.
In 2014, almost 57,300 employees used Parental leave, an increase of 26.4 per cent
compared to 2007; 69 per cent were in the Flemish region, 23 per cent in the Walloon region
and 8 per cent in the Brussels region. These figures suggest use of this leave is higher in the
Flemish region. Part-time leave options are the most popular, especially among men. Almost
three-quarters of leave takers use the one-fifth time option, suggesting that it is
predominantly used as a flexibility measure. But the possibility of combining two or more
types of leave (e.g. mixing some full-time and some part-time leave) is rarely used, on
average by about 1 per cent of men and 4 per cent of women.

Most of the users of Parental leave are women, although the proportion of fathers among all
leave-takers is slowly growing. In early 2014, the Study Unit of RVA / ONEM (the agency in
charge of payments for employees taking some type of leave or Time Credit break) issued a
more detailed account of developments over the decade from 2002 to 2012. The proportion
of men taking Parental leave increased from 8.3 to 25.7 per cent, with some levelling-off by
the end of the period (RVA/ONEM, 2014).

Relating the number of men using Parental leave to the total number of employees again
suggests there are regional differences. In 2012, 1.8 per cent male workers in the Flemish
region took Parental leave, compared to 0.9 per cent in the Walloon region and 0.8 per cent
in the Brussels region.

d. Other employment-related measures

In 2014, almost 69,000 public civil servants used the Career Break system, more than half
on a part-time basis and about 30,000 on the basis of one day a week. The latter is
increasingly used, up 29 per cent compared to 2007; while use of the full-time career break
continues to fall.

In 2014, about 135,000 employees in the private sector made use of the Time Credit system,
mostly via the one fifth formula (71 per cent). Overall, use increased by 20 per cent
compared to 2007. Men take about a quarter of the total use of leaves, but mainly use the
limited time reduction formula (reducing hours by a fifth a week) implying that they spread
their use of leave over several years.

Employees aged 50 and over represent the majority of users of the Time Credit/Career
break system, accounting for 67 per cent of expenditure, mostly using the scheme to adapt
their working time by taking part-time leave. Time Credit users in this age group are
predominantly male, suggesting that men tend to use the system as a form of flexible early
retirement (under the new rules, this will in future only be possible fort workers over 55 years
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of age). By contrast, women tend to use it more to balance paid work and (child) care. In
2010, 61 per cent of all users were women.

5.Research and publications on leave and other employment-
related policies since April 2015

a. General overview

There is no research on statutory leave entitlements, and only limited official information on
take-up. At best, large-scale comparative information is provided on the basis of
administrative statistics (see above) by the federal agency — RVA / ONEM - in charge of the
regulation and monitoring of the various types of leave in Belgium. There have been a
number of publications documenting the use of these entitlements based on these
administrative records, showing an overall increase in use, mostly by women to maintain
continuous employment when having children.

Research has been focused on how parents have managed to take time off work or work
more flexibly without recourse to legal entitlements, including the contribution of workplace
policies and practices. Some work has been initiated or commissioned by NGOs and
stakeholders, such as the Flemish Family League (‘Gezinsbond’) or the socialist women’s
movement (‘Femmes Prévoyantes) often aiming to promote a larger share of care by
fathers. In 2013, for example, 364 fathers and 440 mothers having at least one child were
questioned online. This sample was representative for sex, age, and educational level of the
respondents (Vrints, 2014). With some focus on fathers, both were asked how they perceive
their work-life balance, what kind of practical arrangements they developed and which
changes they would still like to make.

b. Selected publications since April 2015

Degavre F. and Merla L. (forthcoming 2016) ‘Defamilialisation of whom? Re-thinking
defamilialisation in the light of global care chains and the transnational circulation of care’, in:
M. Kilkey and E. Palenga-Méllenbeck (eds.) Family Life in an Age of Migration and Mobility:
Global Perspectives through the Life Course. London: Palgrave Macmillan.

The purpose of this chapter is to raise two blind spots of the defamilialisation concept that
need to be addressed in future research. Both relate to the twice paradoxical experience of
female migrant workers engaged in transnational flows of care that include caregiving both in
the North and in the South. First, while defamilialisation in the North partly relies on
important flows of migrant care workers, defamilialisation is not fully accessible to migrant
care workers themselves. And second, defamilialisation, usually defined as a universal
women’s issue and conceived within the borders of Nation States, does not sufficiently take
into account the specific situation of migrant workers who continue to assume care
responsibilities for relatives in the South, whose care needs are shaped within highly
familialistic regimes.

RVA / ONEM (2016) Jaarverslag 2015 — Volume 2 Indicatoren van de arbeidsmarkt en
evolutietrend uitkeringen. Brussels: RVA/ONEM.

Annual report 2015 of the federal agency in charge of payments for the various leave
arrangements and for the Career Break/Time Credit system. Chapter 6 provides the take-up
rates and other data for 2015, as well as a comparison with the situation in 2007.

Fusulier B. and Nicole-Drancourt C. (2015) « Retour sur limpossible conciliation
Travail/Famille », Revue Interventions économiques [En ligne], 53 | 2015. Available at:
http://interventionseconomiques.revues.org/2643
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In spite of institutional answers and public efforts to develop domestic services and support
for working parents, no global and durable solution has emerged. In this paper the authors
argue that this is because work-family balance measures do not sufficiently address the key
question of the way productive and reproductive functions are organized in our societies.
They show that the ‘labour society’ is structured around a certain conception of work-family
balance that is currently destabilized by contemporary transformations.

c. Ongoing research

Among Belgian universities, three research units in particular work on work-life balance
issues and occasionally provide relevant information related to leave policies:

University of Antwerp, unit CELLO (Dutch acronym for Research Center for Longitudinal &
Lifecourse Studies (https:/www.uantwerpen.be/en/rg/cello). Contact: Professor D.
Mortelmans at dimitri.mortelmans@uantwerpen.be

Free University of Brussels, unit TOR (Tempus Omnia Revelat). Contact: Professor |.
Glorieux, https:/www.vub.ac.be/TOR

Catholic University of Louvain, Interdisciplinary Research Centre on Families and Sexualities
(CIRFASE). Contact: Prof. Bernard Fusulier and Prof. Laura Merla http://uclouvain.be/cirfase
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Brazil’

Bila Sorj (Federal University of Rio de Janeiro)

April 2016

NB. Brazil is a federal state

For comparisons with other countries in this review — on demographic, economic,
employment and gender equality indicators and on leave provision and early childhood
education and care services - go to cross-country comparisons page on website. To contact
authors of country notes, go to membership-list of members page on website.

Note on coverage of leave entitlements

Leave entitlements in Brazil are primarily governed by the Labour Law (Consolidagdo das
Leis do Trabalho - CLT), which applies to the whole country, but only to employees with
regular work contracts or those that contribute to the Social Security Institute (INSS). Only
half of the Brazilian labour force works in formal jobs and are thus entitled to such benefits.
The conventions and collective agreements negotiated by trade unions may eventually
extend such rights.

1. Current leave and other employment-related policies to support
parents

a. Maternity leave (Licenca Maternidade) (responsibility of the National
Institute for Social Security/INSS, Ministry of Social Security)

Length of leave (before and after birth)

¢ One hundred and twenty calendar days in the private sector, which can be extended
to six months if the employer voluntarily adheres to the Company-Citizen Programme
(Programa Empresa Cidada). It may be taken from the eighth month of pregnancy.

e Six months in the federal public sector. At state and municipal levels, entitlement to
the additional months depends on the approval of the authorities; most state
authorities approve this extended leave, but only a minority of municipalities.

Payment and funding

e One hundred per cent of earnings, with no ceiling. In the case of a variable salary
(i.e. because of commission, gratuity, overtime, bonus pay), the payment is
equivalent to the average of the last six months of work.

e |f leave in the private sector is extended to six months, benefit is paid by the
employer with the costs covered by fiscal rebates.

¢ |n case of miscarriage or legal abortion (on the grounds of rape, risk to the mother's
life or a fetus with anencephaly), the maternity benefit payment is paid for two weeks.

' Please cite as: Sorj, B. (2016) ‘Brazil country note’, in: Koslowski A., Blum S. and Moss P. (eds.)
International  Review  of Leave Policies and  Research 2016. Available at:
http://www.leavenetwork.org/lp _and r reports/
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Funded for employees from contributions into a social security fund paid by
employers and employees: employers pay 20 per cent of their salary bill; and
employees pay on a sliding scale according to salary: eight per cent if under
BRL1,317.08 [€345]; nine per cent between BRL1,317.08 and BRL2,195.12 [€576];
and 11 per cent between BRL2,195.13 and BRL4,390.24 [€1,152?], which is the
upper limit for social security payments. Funded entirely by own contributions for self-
employed workers and business owners.

It does not affect pensions, contributions are paid by the state.

Flexibility in use

Women may continue with paid work until birth if they explicitly declare that it is their
personal decision to do so.

Eligibility (e.g. related to employment or family circumstances)

e Women may continue with paid work until birth if they explicitly declare that it is their

personal decision to do so.

e All women who work and contribute to Social Security, whether this be through

employment with a signed work card, as a temporary employee or self-employed.

e Housewives or students who do not earn a salary, but who pay monthly optional

Social Security contributions to retain coverage, can enjoy the same benefit after
contributing for at least ten months. In this case, the amount of the maternity benefit
is that of the reference salary contribution (e.g. if she contributes on the basis of one
minimum salary, she receives a minimum salary per month while on leave).

Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent); or delegation of leave to person other
than the mother

The mother has the right to another 15 days in some specific situations, such as
when her or the baby's life is at risk.

b. Paternity leave (Licenca Paternidade)

Length of leave (before and after birth)

Five consecutive days in the private sector for birth or adoption of a child; ten days in
the public sector. In the private sector it can be extended to twenty days if the
employer voluntarily adheres to the Company-Citizen Programme (Programa
Empresa Cidada).

Payment and funding

Full earnings are paid by the employer under the provisions of labour legislation.
It does not affect pensions

c. Parental leave

No statutory entitlement.

2 Conversion of currency undertaken on 23 June 2016, using http:/finance.yahoo.com/currency-
converter
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d. Childcare leave or career breaks

¢ No statutory entitlement.
e. Other employment-related measures
Adoption leave and pay

e |n case of adoption of a child of up to one year old, Maternity leave is 120 days. For
adoption in the age range one to four years, the leave is 60 days. From four to eight
years, the period is 30 days. There is Paternity leave of five days after adoption,
paid by the employer.

Time off for the care of dependants

e Paid leave up to two consecutive days is granted in the case of the death of a
spouse, ascendant, descendant, sibling or a person declared in his/her work card and
for the purposes of Social Security as financially dependent.

¢ |n the public sector, leave is granted to care for a sick spouse or companion, parent,
child, stepfather/stepmother, stepchild or dependent, subject to approval by an official
medical board which must decide that the employee’s direct assistance to the sick
person is essential and must be during working hours.

e |eave may be granted for up to 60 days at 100 per cent of earnings; after which a
further 90 days of leave is possible, but with no payment. For the private sector, leave
to care for a sick dependent can be part of a collective agreement, but not a labour
law or regulation.

Flexible working

e The Labour Law provides for two 30-minute breaks for breast-feeding during the
working day, until a child reaches six months.

3. Relationship between leave policy and early childhood education
and care policy

The maximum period of post-natal leave available in Brazil (for federal public sector workers)
is six months, paid at full earnings replacement. There is no entitlement to ECEC. However,
Labour Law (CLT) states that every company with a workplace employing at least 30 women
aged over 16 years must maintain a suitable place, in which, up to the sixth month of the
breastfeeding phase, female employees can leave their babies under supervision and with
adequate care. As a substitute for this requirement, the company can adopt the system of
creche assistance, an amount the company passes on directly to female employees so as
not to be obliged to maintain a creche. In this case, the benefits must be granted to every
employee with a young child, regardless of the number of female employees in the
establishment, and they must be the object of collective negotiation. Levels of attendance at
formal services for children under three are around the average for the countries included in
this review and for OECD countries; but well below average for children over three years.
For attendance levels, see ‘relationship between leave and ECEC entitlements’ on cross-
country comparisons page.

3.Changes in policy since April 2015 (including proposals currently
under discussion)
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The Project Legal Framework for Early Childhood was approved in 2016 (Law 13.257 /
2016). It determines a set of actions for the beginning of life, between zero and six years old.
One of the innovations is the increase of paternity leave from 5 to 20 days for employees of
companies that adhere to the Programa Empresa-Cidada. (Company-Citizen Programme)
The values of these 15 days more are paid by the company - and not by the Social Security
Institute (INSS) as with mandatory paternity leave - and then are returned in the form of
discount on income tax to be paid the following year.

4. Take-up of leave
a. Maternity leave

There is no information available, but 100 per cent take-up is likely as leave is a legal
entittement and payment is made from the social security fund and not by the employer.

b. Paternity leave
There is no information available (we can suppose that the take-up is very high).
c. Parental leave and Parental benefit

No statutory leave entitlement.

5.Research and publications on leave and other employment-
related policies since April 2014

a. General overview

There is little research in this area because the issue of reconciling work and family has not
been properly recognized as a social problem. The support provided by members of
extended families (notably grandmothers), by networks of solidarity and by a large
contingent of domestic workers (18 per cent of the female labour force) shape the social
understanding that the reconciliation of work and family responsibilities is a private issue.
However, some recent changes in the labour market (e.g. a significant increase in labour
force participation by mothers with dependent children) and family structure (e.g. an increase
in female lone-parent families) indicate that this question should gain importance as a social
policy issue in the coming years.

b. Selected publications since April 2014
None reported.
c. Ongoing research

None reported.
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Canada’

Andrea Doucet (Brock University), Donna S. Lero (University of Guelph),

Lindsey McKay (Brock University) and Diane-Gabrielle Tremblay
(University of Québec-Téluq)

April 2016

NB. Canada is a federal state.

For comparisons with other countries in this review — on demographic, economic,
employment and gender equality indicators and on leave provision and early childhood
education and care services - go to cross-country comparisons page on website. To contact
authors of country notes, go to membership-list of members page on website.

Note on federal and provincial/territorial responsibility: In Canada the federal
government provides maternity and parental leave benefits to parents residing outside
Québec through the Employment Insurance (El) programme, funded by employers and
employees and administered by the Department of Employment and Social Development
Canada. Entitlement to job-protected leave from employment is granted in Labour
laws that fall under the jurisdiction of the ten provinces and three territories (referred to
below as ‘jurisdictions’) and the Canada Labour Code for employees in federally regulated
industries, resulting in 14 different legislated leave entitlements. Variations between
jurisdictions hold implications for accessing and using (unpaid) entitled leave and therefore
the two benefit programmes. Overall, the federal wage-compensation benefit programme
and provincial/territorial/federal entitlements to job-protected leave are two separate sets of
rules. In 2011 self-employed parents outside Québec became eligible for federal benefits on
an opt-in basis. In January 2006, the province of Québec launched a separate
maternity, paternity and parental leave benefit programme for employed and self-
employed workers called the Québec Parental Insurance Plan (QPIP). Details of the
programme are given below under ‘regional or local variations in leave policy’. The
information below refers, by default, to the two benefit programmes. Details regarding
jurisdictional-based entitlement to unpaid, job-protected leave is at the end of the parental

laave corctinn

1. Current leave and other employment-related policies to support
parents

a. Maternity leave (congé de maternité)
Length of leave (before and after birth)

e Fifteen to 18 weeks depending on the jurisdiction. Leave normally may not start
earlier than 11 to 17 weeks before the expected date of birth, depending on the
jurisdiction.

' Please cite as: Doucet, A., Lero, D.S., McKay, L. and Tremblay, D.-G. (2016) ‘Canada
country note’, in: Koslowski A., Blum S. and Moss P. (eds.) International Review of Leave Policies
and Research 2016. Available at: http://www.leavenetwork.org/lp _and r_reports/
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Payment and funding

Fifteen weeks of benefits at 55 per cent of average insured earnings up to an
earnings ceiling of C$50,800 [€35,073]? (i.e., a benefit payment ceiling of C$537
[€370] per week)®. Low-income families can qualify for a higher benefit rate, to a
maximum of 80 per cent of average insured earnings.

There is no payment for the first two weeks, which is treated as a ‘waiting period’; this
means that payment is available for 15 weeks out of 17-18 weeks leave.

Administered under the federal El fund, Maternity and Parental leave benefits are
funded by premiums paid by employers and employees, based on a premium rate
that applies to every C$100 [€69] of insurable earnings, up to the maximum insurable
earnings threshold (MIE) which is $50,800 in 2016. The rates are set by the
Employment Insurance Financing Board each year. Employers pay premiums that
are 1.4 times those of employees. Employee premiums were set at C$1.88 per
C$100 (Québec residents at C$1.52) of insurable earnings in 2016; employer
premiums were set at C$2.63 per C$100 of insurable earnings (Québec Employers at
C$2.13)*. Self-employed individuals outside of Québec who opt in to the El program
in order to be eligible for special benefits pay the same as employees: C$1.88 per
C$100 of insurable earnings up to a maximum of $50,800 of earnings, or C$955.04
[€659]. See ‘regional or local variations’ for additional contributions paid in Québec.
Maternity and Parental leave benefits are taxable.

Flexibility in use

None. Women may continue with paid work until birth if they explicitly declare that it is
their personal decision to do so.

Normally, Maternity benefits must end by 17 weeks after the week in which the
mother was expected to give birth or actually gave birth. Maternity benefit receipt can
be delayed/extended by the amount of time a new-born is hospitalized, but maternity
benefits must be received within 52 weeks of the birth.

Regional or local variations in leave policy

There is no payment for the first two weeks, which is treated as a ‘waiting period’; this
means that payment is available for 15 weeks out of 17-18 weeks leave.

Length of leave and entitlement vary across provinces and territories (see below)

Québec offers benefits of 70 per cent of average weekly income up to an
earnings ceiling of C$71,500 [€49,365] per year for 2016 for 18 weeks of Maternity
leave; there is also no two-week waiting period.® There is some flexibility in use of
Maternity leave. It is possible to have a higher income replacement rate but for a
shorter period, or lower income for a longer period. Under the ‘special’ plan,
Maternity leave benefits are paid at 75 per cent of weekly income for 15 weeks,

2 Conversion of currency undertaken on 239 June 2016, using http:/finance.yahoo.com/currency-
converter

3 Government of Canada (2015) Employment Insurance Maternity and Parental Leave Benefits.
Available at: http://www.esdc.gc.ca/en/ei/maternity parental/index.page

4 Government of Canada (2015). 2015 Employment Insurance Premium Rate: Summary of the
Actuarial Report on the Employment Insurance  Premium  Rate. Available at:
http://www.esdc.gc.ca/en/reports/ei/premium/rates2015.page

5 Government of Québec (Emploi et Solidarité Social) (2013). Available at:
http://www.rgap.gouv.qc.ca/lndex en.asp
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while under the ‘basic’ plan they are 70 per cent of weekly income for 18 weeks.

e Benefits in Québec are financed by contributions from employers and employees and
self-employed, who pay the standard contribution to El, less a reduction but with a
supplementary contribution to cover the higher benefits offered in the province. In
2016 contributions are 0.548 per cent for employees, 0.767 per cent for employers
and 0.973% per cent for self-employed, up to a maximum insurable income of
C$71,500 [€49,365],” compared with 0.36 per cent of insurable income (up to a
maximum of C$50,800 [€35,073] as an El premium in other parts of Canada.

Eligibility (e.g. related to employment or family circumstances)

e Eligibility for job-protected unpaid leave varies between Canada’s 14 employment
jurisdictions and is separate from the eligibility for payment of benefits under the two
(federal and Québec) programs (see below).

e Eligibility requirements for wage-compensation benefits under the federal
programme are 600 hours of continuous employment in the last 52 weeks. Many
part-time and non-standard (contract) workers do not have enough hours to qualify.
For the Québec QPIP programme, workers are eligible if they earned at least
$2,000 in the 52 preceding weeks.

e In 2006, self-employed workers in Québec became eligible for maternity, paternity,
parental and adoption benefits. Outside Québec, in 2010 EI special benefits
(maternity, parental, sickness and compassionate care leave benefits) were
extended to the self-employed on a voluntary ‘opt-in’ basis. Until implemented in
2011, most self-employed parents (outside Québec), especially women, were not
eligible for benefits since they typically work under business or service contracts
and therefore are not considered to have insurable employment. In order to receive
maternity/parental benefits self-employed mothers/fathers outside of Québec must
have registered one year previously, and qualify if they have reduced the amount of
time devoted to their business by more than 40 per cent because of childbirth/caring,
paid contributions to the regime, and earned at least C$6,820 [€4,708] (in 2015)
C$2,000 [€1,468] from self-employment in the reference period of the previous 52
weeks8.

Variation in leave due to child or family reasons (e.g., multiple or premature births;
poor health or disability of child or mother; lone parent), or delegation of leave to
person other than the mother

e Maternity leave can be extended in some jurisdictions if the child or the mother
has health-related complications (in British Columbia this applies to the child if they
have a physical, psychological or emotional condition that requires additional
care). This extension can be for up to six weeks.

Additional note (e.g., if leave payments are supplemented by collective agreements;
employer exclusions or rights to postpone)

e Some employers provide a supplemental benefit plan that partially or wholly makes
up the difference between the federal maternity benefit and the worker’s salary.

6 http://www.rqap.gouv.qgc.ca/quoi-de-neuf.asp?idDoc=140429

7 http://www.csst.gc.ca/glossaire/Pages/salaire_ maximum annuel assurable.aspx
8 Government of Canada (2013) Qualifying for El. Available at:
http://www.servicecanada.gc.ca/eng/sc/ei/sew/eligibility.shtml
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b. Paternity leave (congé de paternité) (in Québec, the responsibility of the
Ministry of Travel, Work and Social Solidarity)

Length of leave (before and after birth)

¢ No statutory leave, except in Québec (see ‘regional or local variations’).

Regional or local variations in leave policy

e Québec offers up to five weeks after the birth. Paternity leave may be taken for three
weeks at 75 per cent of average weekly earnings or for five weeks at 70 per cent up
to an earnings ceiling of C$71,500 [€49,365] per year. Funding as for Maternity leave.

e Fathers in Québec (including self-employed workers) are eligible if they have earned
at least C$2,000 [€1,380] in the 52 preceding weeks.

c. Parental leave (congé parental)

Length of leave (before and after birth)

e Thirty-five to 37 weeks in most jurisdictions for one parent or shared between
two parents but not exceeding a combined maximum of 35 weeks in jurisdictions
where leave is an entitlement per family, as is the case in Alberta (not the case in
Ontario, see below). In all jurisdictions except the Yukon parents can take leave at
the same time. All jurisdictions require that Maternity leave and Parental leave be
consecutive if both are taken by the mother and the maximum number of weeks
of leave that are allowed — including post-natal Maternity leave and Parental leave
— for one person in almost all jurisdictions is 52.

Payment and funding

e Up to 35 weeks per family at the same rate as Maternity leave (55 per cent of
average insured earnings up to an earnings ceiling of C$50,800 [€35,073] (i.e.,
a benefit payment ceiling of C$537 [€370] per week. Funding as for Maternity leave.

¢ Low-income families (for families with a net income of C$25,921 [€17,896] or less
per annum) are eligible for a family supplement up to a maximum of 80 per
cent of average insurable earnings. In Québec, this supplement averaged
C$36.82 [€25] per family and 5.2 per cent of beneficiaries using Parental leave
received this supplement.

Flexibility in use

e Fathers in Québec (including self-employed workers) are eligible if they have earned
at least C$2,000 [€1,380] in the 52 preceding weeks.

e Benefit payments can be claimed by either parent or shared if both parents qualify
for up to a total of 35 weeks of benefits. Leave benefits are limited to use within 52
weeks after the birth. While on leave, a parent may earn C$50 [€34] a week or 25
per cent of the weekly benefit, whichever is higher.

e Each of the 14 labour laws establishes rules regarding flexibility in use. See the notes
under the table in the “Regional or local variations in leave policy” section below for
details.

e Parents of a new-born or newly adopted child who is hospitalized for an
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extended period have a window or up to two years to claim parental benefits.

e Parental leave benefits can be combined with El-covered sickness or
compassionate care benefits.

e Canadian Forces members who are ordered to return to duty while on Parental
leave or whose Parental leave is deferred as a result of military requirements may
receive benefits for an extended window of up to two years following their
child’s birth or adoption.

Regional or local variations in leave policy

e In terms of benefits, the Québec Parental Insurance Plan offers a basic entitlement
of seven weeks at 70 per cent of average insured income plus 25 weeks at 55 per
cent, up to an earnings ceiling of C$71,500 [€49,365] a year. There is also a
‘special plan’, which applies also to Maternity and Paternity leave, offering a
shorter period of leave, 25 weeks, with higher benefits, 75 per cent of earnings.
Leave can be taken at any time in the 70 weeks that follow birth, but for benefits it is
during the 52 weeks following birth.

e To qualify for (unpaid) maternity or Parental leave, an employee must normally have
completed a specific period of continuous employment. However, some provinces -
British Columbia, New Brunswick and Québec - do not require a specific length of
service. Ontario requires 13 weeks of service; Newfoundland and Labrador and
Prince Edward Island require 20 continuous weeks; and Saskatchewan requires 20
weeks in the 52 weeks preceding the requested leave. The federal jurisdiction
permits an employee to take the leave after six months of continuous service, and
Manitoba after seven months. Alberta, Nova Scotia and the three territories require
12 months of service. In addition, in all jurisdictions, a medical certificate must be
provided or may be requested by the employer, and an employee must notify the
employer, usually two to four weeks in advance (six weeks in Alberta), of his/her
intent to take maternity or parental leave.

¢ Length of leave, flexibility of use, eligibility, and employment entitlements during leave
(e.g., accrual of work benefits such as pensions) varies for unpaid leave between
jurisdictions and is also different from the eligibility for payment Dbenefits.
Differences for unpaid leave entitlement under 14 jurisdictional employment
standards legislation (federal, 10 provincial, and 3 territorial) are as follows®.

Maximum Duration of Unpaid Leave by Employment Jurisdiction

Jurisdiction Maternity Parental Adoption
Leave(1) Leave(1) Leave(1)
(weeks) (weeks) (weeks)

Federal 17 37(4) 37(4)

° Sources, and for more information: Human Resources and Skills Development Canada (2006)
Labour Law Analysis, International and Intergovernmental Labour Affairs, Labour Program, accessed
Oct 29, 2009. Legislative references: Federal, Canada Labour Code: sections 206, 206.1(1) and
206.2; Alberta, Employment Standards Code: sections 46(1) and 50; British Columbia, Employment
Standards Act: sections 50(1) and 51(1); Manitoba, Employment Standards Code: sections 54(1) and
58(1); New Brunswick, Employment Standards Act: sections 43(1) and 44.02(2) and (12.2);
Newfoundland and Labrador, Labour Standards Act: sections 42, 43.2 and 43.5; Northwest
Territories, Labour Standards Act: sections 31(2), 34(1) and 35.1; Nova Scotia, Labour Standards
Code: sections 59(1) and 59B(1), (2) and (4); Nunavut, Labour Standards Act: sections 31(2), 34(1)
and 35.1; Ontario, Employment Standards Act, 2000: sections 47(1) and 49(1); Prince Edward Island,
Employment Standards Act: sections 20(1) and 22(1), (2) and (2.1); Quebec, An Act respecting labour
standards: sections 81.2, 81.4 and 81.10; Saskatchewan, Labour Standards Act: sections 23(3),
29.1(2.1) and 29.2(2); Yukon, Employment Standards Act: sections 36(2) and 38(1) and (6).
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Alberta 15 37(4) 37(4)
British Columbia 17 37(3),(5) 37(5)
Manitoba 17(2) 37(2),(5) 37(5)
New Brunswick 17 37(4) 37(4)
Newfoundland and 17 35(5) 52(5),(8)
Labrador

Northwest Territories 17 37(5) 37(5)
Nova Scotia 17 52(3),(5) 52(5)
Nunavut 17 37(5) 37(5)
Ontario 17 37(3),(5) 37(5)
Prince Edward Island 17 35(4) 52(4)
Quebec 18(2),(6) 52(2),(5),(6) 52(5)
Saskatchewan 18 37(5),(7) 52(8)
Yukon 17(2) 37(2),(4) 37(4)

Notes for table:

1) A number of jurisdictions allow Maternity and/or Parental leave (for natural or
adoptive parents) to be extended under certain circumstances, such as late births
or health problems of the mother or child.

2) In all Canadian jurisdictions except Manitoba, Québec, Ontario and the Yukon,
the combined duration of Maternity and Parental leave cannot exceed 52 weeks.

3) In the case of an employee who has taken maternity leave, the maximum
parental leave is 35 weeks.

4) The Alberta legislation stipulates that there is no requirement to grant Parental
leave to more than one parent at a time if both parents of a child work for the
same employer. In the Yukon, parents who share a parental leave cannot
normally take their leave at the same time, whether or not they work for the same
employer. In the Federal jurisdiction, Alberta, New Brunswick and Yukon,
parental leave may be taken by one parent or shared between two parents, but
the total combined parental or adoption leave cannot exceed 37 weeks. In Prince
Edward Island, parental or adoption leave may be taken by one parent or shared
between two parents but in either case the combined leave cannot exceed 35
weeks of parental leave or 52 weeks of adoption leave.

5) A majority of jurisdictions, namely British Columbia, Manitoba, Newfoundland and
Labrador, Northwest Territories, Nova Scotia, Nunavut, Ontario, Québec and
Saskatchewan (with respect to Parental leave) permit both parents to take the full
Parental or adoption leave. In the other jurisdictions, Parental leave can normally
be shared between parents.

6) Effective January 1, 2006, in Québec an employee is entitled to a Paternity leave
of not more than five uninterrupted weeks without pay at the time of the birth of
his child. This leave must be taken at the earliest in the week in which the child is
born and end no later than 52 weeks after the birth.

7) In Saskatchewan, an employee who is entitled to maternity or adoption leave
may not take more than 34 weeks of parental leave.

8) In Newfoundland and Labrador, an eligible employee is entitled to 17 weeks of
adoption leave, to which can be added 35 weeks of parental leave. In
Saskatchewan, the primary caregiver of an adopted child is entitled to 18 weeks
of adoption leave and 34 weeks of parental leave. The other parent may take up
to 37 weeks of parental leave. In both provinces, an eligible adoptive parent may
therefore take up to 52 weeks of cumulative leave.

Eligibility (e.g., related to employment or family circumstances)
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e To qualify for (unpaid) maternity or Parental leave, an employee must normally have
completed a specific period of continuous employment. However, some provinces -
British Columbia, New Brunswick and Québec - do not require a specific length of
service. Ontario requires 13 weeks of service; Newfoundland and Labrador and
Prince Edward Island require 20 continuous weeks; and Saskatchewan requires 20
weeks in the 52 weeks preceding the requested leave. The federal jurisdiction
permits an employee to take the leave after six months of continuous service, and
Manitoba after seven months. Alberta, Nova Scotia and the three territories require
12 months of service. In addition, in all jurisdictions, a medical certificate must be
provided or may be requested by the employer, and an employee must notify the
employer, usually two to four weeks in advance (six weeks in Alberta), of his/her
intent to take maternity or parental leave.

e See above for unpaid leave entitlement.

e To be eligible for payment benefits, a parent must have worked for 600 hours in
the last 52 weeks or since their last Employment Insurance claim. Self-employed
individuals are eligible if they registered for the El Special Benefit program, have
paid premiums for at least one year, and earned a minimum of $6,820 [€4,708] in
2015 for claims filed in 2016. Self-employed workers in Québec are eligible for 25 or
32 weeks if they have earned at least C$2,000 [€1,380] in the 52 preceding weeks.

e Eligibility is offered per birth, not per child under federal El and in Québec. Parents
of multiple-birth infants follow the same benefit programme as parents of singletons.
Québec has less demanding eligibility conditions that allow more parents,
including self-employed workers and students, to receive benefits; it no longer
requires individuals to have worked 600 hours over the previous 52 weeks, but
simply to have earned an insurable income of C$2,000 [€1,380]. Although nearly
80 per cent of full- time Canadian students are in the labour force, they are unlikely
to work enough hours to qualify for federal El leave benefits in Canada; by
comparison, under QPIP, earning C$2,000 [€1,380] over the previous year
enables more students to access Parental leave benefits.

Variation in leave due to child or family reasons (e.g., multiple or premature births;
poor health or disability of child or mother; lone parent), or delegation of leave to
person other than the parents

¢ In Nova Scotia, if the child for whom leave is taken is hospitalized for more than
one week, an employee can return to work and take the unused portion of the
leave when the child is released (this can only be taken once per leave).

¢ In cases where a birth mother is ill during or after pregnancy, up to 15 weeks of
federal sickness benefits can be received, resulting in a maximum of 65 weeks of
benefits (15 weeks sickness, 15 weeks maternity and 35 weeks parental benefits).

e No additional benefits are provided in the case of multiple births; a court case
challenging this policy was turned down in 2011.

Additional note (e.g., if leave payments are supplemented by collective agreements;
employer exclusions or rights to postpone)

e Some employers have a supplemental benefit plan that partially makes up the
difference between federal El parental benefits and the worker's salary; some
also offer additional periods of leave. A survey of private companies in Québec
in 2003 found that 36 per cent of union representatives and 46 per cent of HR
managers said their companies offered supplementary leave or payments
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(Tremblay, 2012)."® A 2010 survey of mothers who gave birth in 2008 and received
El or QPIP benefits reported that one in five mothers received an additional
top-up to their benefits from their employer (Marshall, 2010)."" Such
supplementary payment options are more commonly found among employers in the
public or quasi-public sector and among larger private sector employers.

d. Childcare leave or career breaks

e None at national or provincial levels. In some collective agreements in the Québec
public service, for example in education, but also other sectors, it is possible to
adopt a programme of deferred income, working four years at 80 per cent of
earnings, followed by a one-year career break, again at 80 per cent of
earnings. This is, however, part of a collective agreement, and not a labour law or
regulation.

e. Other employment-related measures
Adoption leave and pay

e For adoptive parents the same regulations for unpaid, parental leave apply as for
other parents except in four jurisdictions (see table above). In three cases, adoptive
parents are eligible for adoption leave that can be added to Parental leave: in Prince
Edward Island parents are eligible for 52 weeks adoption leave instead of the 35
weeks Parental leave for birth parents. In Newfoundland and Labrador and
Saskatchewan adoptive parents can take 17 or 18 weeks (respectively) that can be
added to Parental leave, though in Saskatchewan only the primary caregiver is
eligible for the adoption leave. The El programme offers parental leave benefits, but
not maternity leave benefits for parents of newly adopted children. In Québec,
adoption leave benefits can be shared by both parents and provides for 12 weeks at
70 per cent and 25 weeks at 55 per cent.

Time off for the care of dependents

British Columbia and New Brunswick allow three to five days of unpaid leave a year
to care for immediate family members.

In Québec, employees are allowed ten days of unpaid leave per year, which can
be used for a sick child or other family member by the Loi sur les normes du
travail. (Minimum employment standards law).

In Ontario, employees are eligible for a maximum of 10 days of unpaid
Personal Emergency leave per year, which can be used for a sick child or other
family member. Employers that regularly employ 50 or fewer employees are
exempt from this requirement.

All jurisdictions have compassionate care leave provisions, which allow employees
to take time off to care for or arrange care for a family member who “is at
significant risk of death within a 26 week period”. The length of leave is commonly
eight weeks within a 26-week period. On Jan 3, 2016, federal EI Compassionate
Care benefits were extended from a maximum of six weeks in a 26-week period to a
maximum of 26 weeks within a 52-week benefit period. The Canada Labour Code
was also amended to provide a maximum duration of 28 weeks of compassionate

0 Tremblay, D.-G. (2012) Conciliation emploi-famille et temps sociaux. Québec: Presses de
université du Québec.

" Marshall, K. (2010) ‘Employer top-ups’, Perspectives on Labour and Income. Vol.11, No. 2.
February: 5-12. Statistics Canada Catalogue no. 75-001-XPE.
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care leave within a 52 week period. (As yet, no provincial/territorial jurisdiction has
amended its legislation to allow for this longer period of compassionate care leave.)
To qualify for benefits, an employee must have worked 600 hours in the last 52
weeks and weekly earnings must decrease by 40 per cent. This leave, inter alia,
allows parents to take time off to care for a sick child even after 52 weeks have
passed since the birth or if leave periods have been exhausted.

e |n 2014, Ontario passed legislation allowing for ‘Family Caregiver Leave’ — up to
eight weeks of unpaid, job-protected leave to provide care or support to a family
member with a serious medical condition (but is not life threatening). To date,
workers are not eligible for benefits under any government scheme while taking this
leave.

e In December 2012 a new type of El benefit was introduced, called, ‘El special
benefits for Parents of Critically Il Children’. It was created for parents of critically
ill or injured children, and became available in June 2013. Under this provision, up
to 35 weeks of El benefits are available, and can be shared by parents to provide
care or support to one or more critically ill children under the age of 18. The
benefits are available to those who meet the existing eligibility requirements for El
special benefits, requiring 600 insurable hours during the qualifying period, and
are also available to eligible self-employed individuals who have contributed to El.
Claimants must provide a medical certificate, attesting that the child is critically ill.
Only a few provinces have amended their legislation so far to provide for a
matching period of unpaid leave.

Flexible working

¢ In the federal and Québec jurisdictions, a pregnant woman or nursing mother may
ask her employer to temporarily modify her duties or to assign her to another
position, if continuation of her present duties puts her health or that of her unborn
child or nursing infant at risk.

4. Relationship between leave policy and early childhood education and care
policy

The maximum period of post-natal leave available in Canada is 43 weeks; this is paid at 55
per cent of earnings (or in Québec, 11 months can be paid at 75 per cent of earnings), up to
a ceiling. There is no entitlement to ECEC at any age. Levels of attendance at formal
services for children over three years are below the average for the countries included in this
review and for OECD countries. For actual attendance levels, see ‘relationship between
leave and ECEC entitlements’ on cross-country comparisons page.

Since 2006, the federal government has provided a taxable direct payment to parents, called
the Universal Child Care Benefit (increased in 2015 from C$100 [€73} to C$160 [€117] per
child under six years, per month and adding C$60 [€44] per child aged 6-17 years per
month), and a tax benefit, the Canada Child Tax Benefit, for children under 18. Following a
change in government in the fall of 2015, the federal budget introduced in 2016 will replace
these benefits with a single, enhanced, non-taxable Canada Child Benefit. The Canada
Child Benefit will provide a maximum annual benefit of up to $6,400 per child under the age
of 6 and up to $5,400 per child for those aged 6 through 17.12.

Across the country, outside Québec, all other jurisdictions have provincially/territorially/
municipally funded, municipally delivered, childcare subsidy programmes. These
programmes subsidize childcare for young children, aged 0-4, as well as older children,

2 hitp://www.budget.gc.ca/2016/docs/plan/budget2016-en.pdf
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before and after school. Under this programme, childcare must be provided by a school
board or regulated childcare provider. Eligibility criteria are income-based and social, and,
there are minimal fees and surcharges in some provinces. Levels of funding (and therefore
access and wait list times) vary by municipality. Notably, the vast majority of parents do not
qualify for municipal childcare subsidies and, among those who do, there are long waiting
lists, the length of which and prioritization varies by municipality’®. Most provinces start
publicly funded kindergarten when the child is 5 years old. In Ontario, since 2014, full-day
kindergarten for children 3.8 - 6.0 years of age became universally available. It is not a
compulsory programme.

In Québec, there is a public day care programme, financed largely by the State, which
initially offered day-care at 5 $ a day. The February 20th 2014 budget increased the amount
parents pay for childcare, up from C$7 [€5..1] a day to C$8 [€5.9] a day starting September
2014, The price is now linked to parental income, so there can be a variation of price up to
11 $ a day.

3. Changes in policy since April 2015 (including proposals currently
under discussion)

The 2015 federal budget extended Compassionate Care benefits to care for a gravely ill
family member at risk of dying from 6 weeks to 26 weeks (see section 1e). The newly
elected Liberal government has announced plans to bring in changes to parental leave
benefits in order to provide more flexibility to new parents, possibly extend duration of
benefits to 18 months, and potentially include a designated period of paternity leave. As well,
the Liberal government has announced plans to work collaboratively with the provinces and
territories to develop a joint approach to expanding child care provision, based on a national
framework and shared funding.

4. Take-up of leave

There is no source of information on unpaid leave-taking. For receipt of leave benefits, there
are three sources of information: a Statistics Canada national survey (the Employment
Insurance Coverage Survey, EICS), Québec administrative data, and El administrative data
collected by The Employment Insurance Monitoring Commission. The EICS excludes 3
territories and parents living on First Nation reserves. It also asks mothers about leave
directly and asks mothers about fathers use of leave. Fathers are not asked directly. Both
the EICS and ESDC sources sometimes report national figures which obscure program
differences. ESDC provides annual information on EI maternity and parental benefits, with
some disaggregation (see below for mothers’ use of benefits). In the most recent report, for
2014/15, of the 189,740 biological parental claims, 86 per cent were established by women,
while 14 per cent come from men. Correspondingly, women received 92 per cent of the total
amount of benefits and men received 8 per cent. When mothers and fathers share leave, the
average weeks of parental leave used in 2014/15 was 22.6 for mothers and 10.6 for fathers.
When they chose not to share, mothers took, on average 32.7 weeks of parental leave and
fathers took 28.9 weeks.14 In Québec, parents share and each takes part of the parental
leave in 16 per cent of cases.

Using weeks and amounts of benefits claimed expressed per child (rather than per
claim), analysis for 2014/15 indicates that, as in previous fiscal years, parents used almost all

3 Macdonald, D. and Friendly, M. (2014) The Parent Trap: Child Care Fees in Canada’s Big Cities.
Ottawa: Canadian Centre for Policy Alternatives.

4 Employment and Social Development Canada (2016) 2014/15 El Monitoring and Assessment
Report. Available at: http://www.esdc.gc.ca/en/reports/ei/monitoring2015/index.page
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of the El maternity and parental weeks to which they were entitled. So the vast majority of
mothers in receipt of maternity benefits had an average duration of around 14.6 out of
15 weeks permitted. In 2014-15, the average duration of combined biological parental
benefit claims per child was 3 2.5 weeks for parents who decided to share the parental
benefits, and 32.1 weeks when parents did not share benefits. Mothers who received both
Maternity and Parental benefits used 47.1 of the 50 weeks of combined benefits
available, approximately 94 .2 per cent of the full entitement.®

In 2014/15 the number of Parental claims made by adopting parents was 1,580, a slight
decrease over the previous year. The average duration of El adoptive parental claims
was 25 weeks per family, a decrease of 6.7 per cent from the previous year.'® Because
some of the information available combines Maternity and Parental leave and benefits,
the section below is organized under two headings: ‘mothers’ and ‘fathers’. Readers
should note that statistics are kept separately for those who claim El benefits under the
federal plan and individuals in Québec who receive maternity, paternity or parental
benefits under the QPIP.

Mothers

In 2014/15, 169,080 Canadian mothers (excluding those from Québec) claimed El Maternity
benefits, an increase of only 0.3 per cent from the previous year. EICS (survey data) are
used to report national numbers (not by program) as follows. In 2014, 74.7 per cent of recent
mothers (those with a child aged 12 months or less) had insurable employment; of these,
89.0 per cent received Maternal or Parental leave benefits. This means that approximately
64 per cent of all mothers, nationally, regardless of employment status, receive benefits and
36 per cent are excluded. According to EICS survey data, Québec had the third highest
share of recent mothers with insurable employment, at 81.1 per cent, and the highest share
of insured recent mothers who received maternity or parental leave benefits (94.5 per
cent)'”. The vast majority of mothers who receive maternity benefits (95.6 per cent) go on to
receive Parental leave benefits.

As noted above, under El, women comprised 86.4 per cent of those receiving biological
Parental leave claims in 2014/2015, and 68.4 per cent of those who received Parental leave
benefits following adoption. Women tend to receive parental benefits for longer periods than
men. In 2014/15, the average duration of parental benefits following a birth was 32.1 weeks
for women compared to 16.7 weeks for men. The average weekly Parental benefit for
mothers was C$429 [€296] compared to C$480 [€331] per week for fathers following a
birth'8,

Fathers

The most recent ESDC Employment Insurance Monitoring and Assessment report indicates
that in 2014/15 fathers accounted for less than 14 per cent of those who claimed biological
Parental leave benefits, a figure that has been fairly stable since 2010/11. In contrast, the
proportion of fathers who claim Parental benefits following an adoption has increased from

5 Employment and Social Development Canada (2016) 2014/15 El Monitoring and Assessment
Report. Available at: http://www.esdc.gc.ca/en/reports/ei/monitoring2015/index.page

6, Employment and Social Development Canada (2016) 2014/15 EIl Monitoring and Assessment
Report. Available at: http://www.esdc.gc.ca/en/reports/ei/monitoring2015/index.page

17 Statistics Canada. Employment Insurance Coverage Survey, 2014. Reported in The Daily, Nov 23,
2015.

18 Statistics Canada. Employment Insurance Coverage Survey, 2014. Reported in The Daily, Nov 23,
2015.
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23.4 per cent in 2010/2011 to 31.6 per cent in 2014/15."° Previous years had shown a
steady increase in the take-up rate of parental leave benefits among eligible fathers in
Canada (excluding Québec), from 9 per cent in 2004 to 11 per cent in 2011, suggesting that
more couples were sharing benefits. But this trend did not continue after 2011; outside
Québec the percentage of fathers who claimed or intended to claim® Parental leave
decreased from 11.0 per cent in 2011 to 9.4 per cent in 2012. In 2014, for all provinces
combined (i.e. including Québec), there was a decrease in the proportion of fathers who
claimed or intended to claim Parental leave: from 30.9 per cent in 2013 to 27.1 per cent in
20142'. These data obscure major differences in the take-up of Parental leave by fathers in
and outside of Québec. Specifically, outside of Québec only 9.4 per cent of recent fathers
took or intended to claim parental leave in 2014, a further decrease from 12.2 per cent in the
preceding year.

Unfortunately, current data do not provide an accurate picture of the circumstances under
which couples share parental leave and benefits. What data do exist suggest that fathers
who share parental leave benefits with their spouse tend to receive 10.6 weeks of benefits
while those who do not share benefits take on average 28.9 weeks of benefits??.

The introduction of the QPIP (Québec Parental Insurance Plan), which includes leave that is
exclusively for fathers, has had a huge impact on the number of fathers claiming or intending
to claim leave in Québec, almost tripling in number since the introduction of the plan: from
27.8 per cent in 2005 to 78.3 per cent in 2014.23

On average, fathers who receive benefits following a birth take significantly fewer weeks
than women who receive benefits. According to Statistics Canada, in 2010 those Canadian
fathers taking leave, including Québec, took an average of nine weeks of paid Parental leave
compared to 28 weeks for women?*. The trend has been for fathers to take fewer weeks
each year (i.e., the average was 11 weeks in 2009, but only eight weeks in 2011); excluding
Québec, fathers took an average of 18 weeks Parental leave benefits in 2009, 14 weeks in
2010 and 13 weeks in 2011. The most recent report indicates that biological fathers received
an average of 16.7 weeks of parental benefits compared to 32.1 weeks for mothers in
2014/15. Adopting fathers received an average of 22 weeks of benefits compared to 26.7
weeks of benefits for adopting mothers in the same period.?®> The difference in numbers
between data sources can be partly explained by the fact that Statistics Canada data include
both biological and adoptive parents and are collected per calendar year rather than fiscal
year.

In Québec, take-up of leave by fathers was already higher in 2004, with 22 per cent of
fathers using some leave compared with nine per cent elsewhere in Canada. The Paternity
and Parental leave scheme, introduced in 2006, has had a substantial impact on fathers’
participation: in 2006, 69 per cent of eligible fathers in Québec took a period of Paternity

' Employment and Social Development Canada (2016) 2014/15 El Monitoring and Assessment
Report. Available at: http://www.esdc.gc.ca/en/reports/ei/monitoring2015/index.page

20 The Employment Insurance Coverage Survey asks only mothers to report on “how many weeks of
leave their partner intends to claim,” Statistics Canada (2012) Employment Insurance Coverage
Survey.

21 Statistics Canada (2013) Employment Insurance Coverage Survey 2012. Reported in The Daily,
November 15, 2013; Statistics Canada (2015) Employment Insurance Coverage Survey 2013. The
Daily. January 19, 2015.

22 Employment and Social Development Canada (2016) 2014/15 El Monitoring and Assessment
Report. Available at: http://www.esdc.gc.ca/en/reports/ei/monitoring2015/index.page

23 Statistics Canada. Employment Insurance Coverage Survey, 2014. Reported in The Daily, Nov 23,
2015

24 Unpublished data from Statistics Canada Special Surveys Division.

25 Employment and Social Development Canada (2016). 2014/15 El Monitoring and Assessment
Report. Available at http://www.esdc.gc.ca/en/reports/ei/monitoring2015/index.page

89




and/or Parental leave, rising in 2013 to 79 per cent®®. Some 60,000 fathers use the regime
each year and of this number, two-thirds take the whole of the Paternity leave (three or five
weeks, depending on the option chosen), while a third also take some Parental leave weeks.
In 2013 fathers receiving QPIP benefits took, in general, an average of 9 weeks of benefits.
Fathers who take paternity and parental benefits receive 13 weeks on average. The overall
participation rate for fathers in the QPIP is 68 per cent and there is a 79 per cent presence of
fathers in all birth or adoption files, according to QPIP data®”’.

5.Research and publications on leave and other employment-
related policies since April 2015

a. General overview

Most Canadian research providing information on leave policies is embedded in more
general research on paid work and care work, the links between Parental leave and
maternal health, and fathers and work-family balance. There is a growing body of literature
that examines these issues in Canada and how workplace practices and cultures might
provide more support and flexibility to parents and ensure optimal development in children.
Within this research, there is some emphasis being given to fathers, including some recent
research in Québec that addresses the use of Paternity leave and the impact of Parental
leave on careers and organizations. For example, the Board of the Québec Parental leave
regime published in 2014 a new survey on paternity and parental leave use (see Conseil de
gestion) and the CURA (Community-University Research Alliance) on Work-life Articulation
over the Lifecourse (or ARUC sur la gestion des ages et des temps sociaux-
www.telug.ca/aruc-gats) have produced a report (Tremblay and Lazzari Dodeler, 2014).
Finally, a forthcoming book on fathers on parental leave alone includes Canadian research
(see Doucet, in press, 2016; Tremblay and Lazzari Dodeler, in press, 2016). The Québec
government is preparing a report to celebrate the ten-year anniversary of the Québec
Parental Insurance Plan in 2016 with contributions from Doucet, McKay and Tremblay.

b. Selected publications since April 2015

Doucet, A. and McKay, L. (In press, 2016) “Parental Leave, Class Inequalities, and ‘Caring
With’: An Ethics of Care Approach to Canadian Parental Leave Policy,” in: R. Langford, S.
Prentice, and P. Albanese (eds.) Caring for Children: Social Movements and Public Policy in
Canada. Vancouver: UBC Press.

Doucet, A. (in press, 2016) ‘The ethics of care as practice, relational ontology, and social
justice: The radical potential of fathers “home alone on leave™, in: M. O’Brien and K.Wall
(eds.) Fathers on Leave Alone: Work-life Balance and Gender Equality in Comparative
Perspective. Dordrecht: Springer.

Doucet, A. (2016). “The choice was made for us”: SAHDs and relationalities of work and
care. In |. Crespi and E. Ruspini (Eds.), Balancing Work and Family in a Changing Society:
The Fathers' Perspective. London: Macmillan.

Doucet, A. (2016) Is the stay-at-home dad (SAHD) a feminist concept? A genealogical,
relational, and feminist critique. Sex Roles (Special issue on Feminism and Families). Online
first, Feb, 2016.

26 Note that there is a minor discrepancy among sources; Statistics Canada (2015) Employment
Insurance Coverage Survey 2013 reports 83 per cent.
27 Data obtained directly from the statistical services of the QPIP in April 2016.
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Mansour, Sari, & Diane-Gabrielle Tremblay (2015). Workload, generic and work—family
specific social supports, family support and job stress: the mediating role of work-family and
family-work conflict. Article accepté par la revue International Journal of Contemporary
Hospitality Management. vol 28, no 7.

McKay, L., Mathieu, S. and Doucet, A. (in press, 2016) Parental-leave rich and parental-
leave poor: Inequality in Canadian Labour Market Based Leave Policies” Journal of Industrial
Relations, 58(4), September 2016, special issue on Care Work.

Tremblay, D.-G. & I. I. llama (2015). Work-Life Integration and Workplace Rights for
Domestic Workers in Support to Elderly Persons; a Real Challenge in a Complex Working
Environment. Journal of Workplace Rights. Sage Open.

Available at: http://sgo.sagepub.com/content/5/2/2158244015584236.full-text.pdf+html

Tremblay, D.-G. & N. Lazzari Dodeler (in press, 2016). Fathers on leave alone in Québec
(Canada): the Case of Innovative, Subversive and Activist Fathers in: M. O’Brien and K.Wall
(eds.) Fathers on Leave Alone: Work-life Balance and Gender Equality in Comparative
Perspective. Dordrecht: Springer.

Tremblay, D.-G. & E. Mascova. (2015) « Conflict between professional engagement and
temporal regimes of lawyers: the challenge of work-life permeability », Revue Interventions
économiques [En ligne], 53 | 2015.

Available at: http:/interventionseconomiques.revues.org/2559

Tremblay, D.-G. (2015). Conciliation emploi-famille et porosité des temps sociaux chez les
avocats et les avocates : des stratégies de report et d’intensification pour arriver a concilier ?
Revue canadienne Femme et droit/Woman and the Law Vol. 26 (2).

Tremblay, D.-G. (2015). Work-family balance for women lawyers today: a reality or still a
dream? in Connerley, M. L. and Wu, J. (eds). (2016). Handbook on Well-Being of Working
Women. The Netherlands: Springer and the International Society for Quality-of-Life Studies
(ISQOLS). p. 345-359.

Tremblay, D.-G. and Lazzari Dodeler, N. (2015) Les péres et la prise du congé de paternité/
parental : une nouvelle réalité. Québec: PUQ.

c. Ongoing Research

Employers’ practices related to maternity, parental, paternity and compassionate care leave
(2013-2016). Donna Lero, University of Guelph; Janet Fast, University of Alberta; and Diane-
Gabrielle Tremblay, University of Québec-Télug. Funded by the Centre for Families, Work
and Well-Being, University of Guelph.

This research compares data from a cross-section of 300 Canadian employers in the public,
private and non-profit sectors and identifies factors associated with the provision of flexible
work practices and paid and unpaid leave provisions for employees with a range of
caregiving responsibilities. Contact: Donna Lero at dlero@uoguelph.ca

Vulnerable work and work-life challenges in Québec (2013-2018). Diane-Gabrielle Tremblay,
University of Québec-Télug. Funded by Social Sciences and Humanities Research Council
of Canada.

This research analyses the work-life challenges for vulnerable workers such as those in the
hospitality and restaurant industry, as well as airline stewards. Contact: Diane-Gabrielle
Tremblay at dgtrembl@telug.ca; website: www.telug.ugam.ca/aruc-gats

91



A Longitudinal Study of the Impact of Fathers’ use of leave provisions to care for infants
(2016-2017). Andrea Doucet and Lindsey McKay. Brock University.

This research project is a follow-up study of couples in Ontario and Québec, in two different
parental leave regimes, where fathers' took parental or paternity leave. Initially interviewed
around the time of leave-taking, the second round of interviews investigates potential
impacts of leave close to a decade later as well as conceptual and methodological issues
with researching and assessing equality and care across time. Funded by the Canada
Research Chairs program. Contact: adoucet@brocku.ca

Fathers alone on parental/paternity leave in Québec (2015-2017) Diane-Gabrielle Tremblay,
University of Québec-Télug. Funded by Social Sciences and Humanities Research Council
of Canada.

This research analyses the impact on fathers and on family division of labour of fathers
taking Parental/Paternity leave and being alone with the child at home. Contact: Diane-
Gabrielle Tremblay at dgtrembl@teluqg.ca; website: www.telug.ugam.ca/aruc-gats.

Socioeconomic In/equalities in Parental Leave and Childcare Support for Families: Canada’s
Two Policy Regimes and the Care of Children (2015-2018) Lindsey McKay (Brock
University), Sophie Mathieu (Université de Montréal) and Andrea Doucet. (Brock

University).

This research project analyses available data to examine socioeconomic in/equality in the
receipt of financial support for the care of children. The first phase examines parental leave
benefits and entitlements to care for children within and between Canada’s two leave
benefits programs (Quebec and a federal program), as well as under 14 different sub-
national labour laws. International comparative work isalso in  process
and collaborative opportunities from international colleagues are welcomed. Funded by the
Canada Research Chairs programme. Contact: Lindsey McKay at lindseymck@gmail.com
(Imckay@brocku.ca) or Andrea Doucet at adoucet@brocku.ca
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Croatia®

Ivana Dobroti¢ (University of Zagreb)

April 2016

For comparisons with other countries in this review — on demographic, economic,
employment and gender equality indicators and on leave provision and early childhood
education and care services - go to cross-country comparisons page on website. To contact
authors of country notes, go to membership-list of members page on website.

1. Current leave and other employment-related policies to support
parents

a. Maternity leave (rodiljini dopust); maternity exemption from work (rodiljna
posteda od rada); maternity care for the child (rodilina briga o
novorodenom djetetu) (responsibility of the Ministry of Social Policy and
Youth)

Length of leave (before and after birth)

e Maternity leave: 28 days before the expected day of birth, then until the child turns six
months of age. It is obligatory for mother to take 98 days (28 days before the
expected date of delivery and 70 days after the birth), without interruption. In
exceptional circumstances, based on a medical assessment, leave can start 45 days
before the expected date of delivery.

e Maternity exemption from work/maternity care for the child: from the day of birth until
the child turns six months of age.

Payment and funding

e Maternity leave: 100 per cent of average earnings, calculated on the average
earnings on which health care contributions were paid during the 6 months prior to the
leave, with no ceiling on payments.

e A parent who does not meet the condition of at least 12 months of continual insurance
or 18 months of insurance with interruptions in the last two years receives 50 per cent
of the ‘budgetary base rate’ of HRK3,326 per month [€4422]; gross average earnings
in 2015 were HRK 8,055 [€1,070].

e Maternity exemption from work/maternity care for the child: 50 per cent of the
budgetary base rate per month

e Funded from general taxation.

e Pension rights: employed parents on maternity leave maintain their pension insurance
and the contributions are paid by the state on the level of maternity benefit;

! Please cite as: Dobroti¢, I. (2016) ‘Croatia country note’, in: Koslowski A., Blum S. and Moss P.
(eds.) International Review of Leave Policies and Research 2016. Available at:
http://www.leavenetwork.org/lp and r reports/

2 Conversion of currency undertaken on 23 June 2016, using http:/finance.yahoo.com/currency-
converter
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unemployed and inactive parents entitled to maternity exemption from work/maternity
care for the child have the right on pension insurance paid by the state until the child
turns one year of age (if there is the second child born within this first year, the
pension insurance based on the birth of the first child stops, and one-year pension
insurance based on the birth of the second child begins)

Flexibility in use

Maternity leave: after the compulsory Maternity leave period, the father of the child has
the right to use the remaining period of Maternity leave, if the mother agrees.

After the compulsory Maternity leave, a parent can use the remaining period of leave
on a part-time basis, in which case the duration is doubled with compensation at half
the level of full-time leave. The period of part-time leave taken after a child is six
months cannot exceed the period of part-time leave taken before the child reaches this
age; the maximum period of part-time leave is until nine months after birth.

Maternity exemption from work/maternity care for the child: from the 71%t day and in the
case of the mother starting employment, the mother can terminate the use of maternity
exemption from work/maternity care for the child, in which case the father of the child
has the right to use the remaining share of the unused leave, if the mother agrees.

Eligibility (e.g. related to employment or family circumstances)

Maternity leave: all employed and self-employed persons.

Maternity exemption from work: parents employed on a different employment basis
(e.g. parents who are earning a second income on which contributions have been
paid), farmers and unemployed parents.

Maternity care for the child: parents outside the labour system, due for example to
retirement, incapacity or studying.

Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent); or delegation of leave to person other
than the mother

In cases of poor health or health risks for the mother and child, the pregnant mother
is entitled to sick leave before birth for the duration of the risk (‘sick leave due to
illness and complications related to pregnancy’), in addition to Maternity leave. The
mother is paid 100 per cent with a ceiling of HRK4,257 [€565] a month.

Leave is extended in the case of premature births.

If the parent taking leave dies or is for any other justified reason unable to exercise
the right, leave can be transferred to the other parent.

b. Paternity leave

No statutory entitlement.

c. Parental leave (roditeljski dopust) / parental exemption from work
(roditeljska posSteda od rada) / parental care for the child (roditeljska briga o
novorodenom djetetu) (responsibility of the Ministry of Social Policy and
Youth)

Length of leave
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Parental leave: four months (120 calendar days) per parent per child for the first and
second born child; see ‘variation in leave’ below for third or higher order births. Leave
is an individual entitlement, but two months can be transferred from one parent to the
other.

Parental exemption from work/parental care for the child: from six months of age until
the child turns one year of age, for the first and second born child; or until the child
turns three years of age for twins, the third and every subsequent child

Payment and funding

Parental leave: 100 per cent of average earnings for the first six months, with a
ceiling of 80 per cent of the budgetary base rate or eight months if both parents use
Parental leave; 50 per cent of the budgetary base rate after the first six (or eight)
months or if parents do not fulfil the condition of at least 12 months of continual
insurance period or 18 months of insurance with interruptions in the last 2 years.
Parental exemption from work/parental care for the child: 50 per cent of the
budgetary base rate.

Funded from general taxation.

Pension rights: employed parents on parental leave maintain their pension insurance
and the contributions are paid by the state on the level of parental benefit (as there is
a low ceiling for parental benefit, parents with higher salaries are left without an
important part of their contributions); unemployed and inactive parents entitled to
parental exemption from work/parental care for the child have the right on pension
insurance paid by the state until the child turns one year of age (if there is the second
child born within this first year, the pension insurance based on the birth of the first
child stops, and one-year pension insurance based on the birth of the second child
begins)

Flexibility in use

Parental leave:

o Leave is a personal right of both parents but one parent can transfer two months
of their entittement to the other, if they are both employed and if both parents
agree and with written consent.

o Parents can use their entitlement at the same time or consecutively. (Although
this possibility was deleted in the new legislation, legal opinion holds that parents
can still use leave that way as long as not explicitly forbidden by law).

o Leave can be taken in the following ways: a) fully (in one period); b) partially (no
more than two times per year, each time for no less than 30 days); c) part-time
(duration is doubled and compensation is 50 per cent of the compensation for
full-time leave).

o Leave can be taken until the child turns eight years of age.

Parental exemption from work/parental care for the child: if a parent terminates their
leave due to employment/self-employment, the other parent has the right to use the
unused share of the first parent’s leave with that parent’s consent.

Eligibility (e.g. related to employment or family circumstances)

Parental leave: all employed and self-employed persons.

Parental exemption from work: parents employed on a different employment basis
(e.g. parents who are earning a second income on which contributions have been
paid), farmers and unemployed parents.
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Parental care for the child: parents outside the labour system, due for example to
retirement, incapacity or studying.

Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent); or delegation of leave to person other
than the parents

Fifteen months (450 days) per parent for twins, other multiple births and the third and
every subsequent child. This leave is transferable from one parent to another and
paid at 50 per cent of the budgetary base rate.

If the parent taking leave dies or is for any other justified reason unable to exercise the
right, leave can be transferred to the other parent.

d. Childcare leave or career breaks

If parents have fully used Maternity and Parental leave, one of the employed parents
has the right not to work until the child turns three years of age. During that time, the
parent’s rights and obligations regarding his/her employment are suspended, and the
rights to compulsory health insurance and retirement insurance are maintained. This
is unpaid, and contributions for pensions and healthcare are not paid during that
period.

e. Other employment-related measures

Adoption leave and pay

Employed/self-employed adoptive parents can take adoption leave (providing the
spouse of the adoptive parent is not the parent of the child) of six months per family for
an adopted child under 18 years of age, paid as for Maternity leave. Adoption leave is
extended for 60 days in the case of the adoption of twins or a child that is the third
child or any subsequent child in the family, or of a child with developmental difficulties.
After this period of leave, the adoptive parents of a child under eight years of age have
the right to Parental leave of six months until the child turns eight years of age and all
other rights of employed/self-employed parents.

In the case of other adoptive parents (i.e. not employed or self-employed), one
adoptive parent has the right to adoption leave (providing the spouse of the adoptive
parent is not the parent of the child) of 12 months (regardless of the child's age).
Adoption leave is extended for 60 days in the case of the adoption of twins, two or
more children or a child that is the third child or any subsequent child in the family, or
of a child with developmental difficulties. Unused leave can be transferred to the other
adoptive parent on resumption of employment/self-employment under the same
condition as parental exemption from work/parental care for the child. Payment is at 50
per cent of the budgetary base rate.

Time off for the care of dependants

There is an entitlement to leave if a co-resident spouse or child is ill, with length and
payment depending on the child’s age: for a child under three years, up to 60 days
per family for each illness at 100 per cent of average earnings; for a child aged three
to seven years, 70 per cent of average earnings (minimum of 25 per cent of
budgetary base rate); for a child aged seven to 18 years, up to 40 days for each
illness at 70 per cent of average earnings (minimum of 25 per cent of budgetary base
rate); older child and co-resident spouse, up to 20 days for each iliness at 70 per cent
of average earnings, but only for serious medical conditions defined by regulation
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(minimum of 25 per cent of budgetary base rate). Leave for children under the 18
years of age can be extended on the basis of medical committee decision, and can
be used only if the other co-resident parent is in employment or if a parent lives alone
with a child (e.g. single parents, divorced parents). All payments subject to a ceiling of
HRK4,257 [€565] per month. It can be used on part-time basis.

e A worker has the right to seven days fully paid leave per year for important personal
needs, including those related to marriage, childbirth, or the serious illness of a
member of the immediate family.

Flexible working

e During the first 12 months after the child’s birth, mothers employed full time and who
are breastfeeding are entitled to two hours absence from work (once a day for two
hours or two times a day for one hour), paid at 100 per cent of the budgetary base
rate, recalculated to the hourly rate. If an employed pregnant woman or mother
breastfeeding her child works on a job that is harmful to her health and the health of a
child she is breastfeeding, and if the employer has not provided for her another
position within the company, she has the right to leave, at full earnings to be paid by
the employer.

e After Parental leave, one of the employed/self-employed parents has the right to work
shorter hours until a child turns three years of age if the child requires increased care
due to its health and development, and only if Parental leave was fully used; paid at 50
per cent of the budgetary base rate (recalculated to the hourly rate, only for the hours
outside the work).

e Employed or self-employed parents of a child with a serious developmental problem,
including physical disability, have the right to take leave to care for the child or to work
shorter hours until the child is eight years old. Parents can then work shorter hours,
until the child finishes regular education. Payment during this period is: a) during leave,
65 per cent of the budgetary base rate if beneficiary has 12 months of continual
insurance period or 18 months of insurance with interruptions in the last 2 years,
otherwise 50 per cent of the budgetary base rate; b) during shorter working hours, the
difference in salary if the beneficiary has 12 months of continual insurance period or 18
months of insurance with interruptions in the last 2 years, otherwise 50 per cent of the
budgetary base rate recalculated to the hourly rate.

Prenatal examinations (slobodan radni dan za prenatalni pregled)

e Pregnant workers have a right to use a number of hours - equivalent to one working
day off per month - in order to attend prenatal examinations. Pregnant worker is
obliged to announce to the employer the intention to use this right (in a written form,
two days in advance)

5. Relationship between leave policy and early childhood
education
and care policy

The maximum period of post-natal leave available in Croatia is 12 or 14 months (depending
on whether both parents use leave entitlements) for the first and second born child, or three
years for twins, other multiple births and the third and every subsequent child; this is paid at
100 per cent of previous average earnings up to a low ceiling for Parental leave. There is an
entittement to ECEC a year before entering a primary school, for at least 250 hours as
preparation for school; attendance is obligatory. Levels of attendance at formal services are
well below the average for the countries included in this review. Croatia is not included in the
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comparative data on ECEC attendance in the OECD Family Database. It does, however,
appear in the TransMonEE Database covering countries in Central and Eastern Europe and
the Commonwealth of Individual States; according to this Database, levels of attendance at
formal services in Croatia for children under and over 3 years are below the average for the
countries included in this review and OECD countries (for more details see Table
‘Relationship between leave and ECEC entitlements’).

3.Changes in policy since April 2015 (including proposals currently
under discussion)

None reported.

4. Take-up of leave

a. Maternity leave

There is no official information on what proportion of women and men take Maternity leave.
Although there is the possibility for fathers to use part of Maternity leave (if mothers agree),
official data show that Maternity leave is predominantly used by mothers. According to the
latest information, for 2014, fathers used the transferred right in 0.4 per cent of cases.
Maternity exemption from work is predominantly used by mothers, i.e. only 0.05 per cent of
fathers exercised this right in 2014.

b. Paternity leave
No statutory entitlement.
c. Parental leave

There is no official information on take-up rates. Parental leave is also predominantly used
by mothers. According to the latest official data, for 2014, fathers account for 4.88 per cent of
all Parental leave taken.

5.Research and publications on leave and other employment-
related policies since April 2015

a. General overview

Studies have addressed leave policies, family policy and parenting support as well as child
poverty.

b. Selected publications since April 2015

Dobroti¢, I. (2015). Work-Family Policies and the Position of Parents on the Labour Market,
Revija za socijalnu politku / Croatian Journal of Social Policy, 22 (3): 353-374 (in Croatian).

The paper discusses variations in work-family policies and economic activity, particularly the
parents’ participation at the labour market in European countries. Discussion is centred on
the question which schemes of work-family policies contribute to larger employment rates of
parents and their better outcomes at the labour market. After a brief insight into the position
of parents at the labour market in EU countries, particularly focusing on the gender
differences and the differences between parents and childless individuals, the paper
presents a detailed review of the results of the research dealing with the effects of different

98



institutional context, i.e. work-family policies, on the outcomes of the parents at the labour
market. The final part of the paper contains a brief discussion about the implications of the
presented results of comparative studies on the situation and the development of measures
in the area of work-family policies in Croatia, which clearly indicate the need for reforms.

Dobroti¢, I., Peénik N., Baran J. (2015). Parental needs and provision of support services to
parents raising children in difficult circumstances. Zagreb: Roda.

The book gives an overview of international and national policy framework in the area of
family and parenting support, with specific focus on the position of parents who are raising
children in difficult circumstances. It also gives an overview of evaluation studies of family
and parenting support programs aimed at adolescent parents, parents from single-parent
families, parents with disabilities, parents of children with developmental difficulties and
lower socioeconomic status parents. It also presents results of research on the needs
and support services for parents who are raising children in difficult circumstances in
Croatia. The field research was conducted in 2015 using focus groups. Participants were
parents of children with developmental difficulties, parents with disabilities, low
socioeconomic status parents, parents from single-parent families, adolescent parents,
and professionals.

Dobroti¢, 1. (2016). Crisis and Croatian welfare state: a new opportunity for welfare state
retrenchment? In K. Schubert, V. de Paloma and J. Kuhlmann (Eds), Challenges to
European Welfare Systems, pp. 301-324. New York: Springer.

This chapter identifies the main challenges of Croatian welfare state related to changing
socio-demographic trends, low employment and activity rates, high poverty rates and scarce
public resources, as well as the reforms aimed to address them in the crisis period. Among
other areas of social policy, the chapter discusses reforms in the area of family policies.
Focus is put on the character of the reforms and arguments behind the reforms, including
the way the welfare programs were (re)balanced and (re)orientated in the crisis period. The
chapter focuses mainly on the developments between 2008 and 2013, however, in order to
better capture ongoing trends and understand the reforms, a previous developments are
briefly discussed.

Matancevic, J.; BeZzovan, G. (2015). Private Initiatives, Governance and Service Delivery at
Local Levels — New Developments within the Childcare Services in Zagreb. In M. Freise,
Paulsen, W. Friedrich (eds) Civil Society and Innovative Public Administration285-301
Baden-Baden Nomos

The paper discusses recent developments in ECEC governance in Zagreb, in particular the
changing role of the nonprofits in policy making and provision of childcare services, as well
as the emerging active role of parents and other relevant CSOs as new policy actors at local
levels. It highlights the strengthened role of some prominent CSOs, most notably parents’
associations, which serve as one of the rare example of mobilization of service users in
advocacy regarding local welfare policies. Child care services was one of the first areas
where welfare mix emerged and developed. Alongside with the growth of private non-profit
initiative, there has also been a visible growth in the subsidies to private kindergartens from
the local government. The new mix in providers that emerged posed new challenges to local
welfare systems in terms of re-framing financial and regulatory frameworks of childcare
policy, but also accentuating the need for the new culture of governance and for opening
towards citizens and nonprofits in policy making.

Suéur, Z.; Klete¢ki Radovié, M.; Druzi¢ Ljubotina, O.; Babié, Z. (2015) Poverty and well-
being of preschool children in Croatia, Zagreb: UNICEF (in Croatian).

The research results on poverty and well-being of preschool children in Croatia are
presented and discussed. Different aspect of child poverty are addressed such as living
conditions and their health, the role of social transfers, informal and formal support. Among
others the accessibility and affordability of ECEC for children living in at-risk-of-poverty is
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discussed. The data showed that majority of children living in poverty do not have access to
ECEC services, either as there is no ECEC programs in their area, either as these programs
are not affordable to them. Moreover, many of them does not attend a mandatory pre-school
program of 250 hours, a year before the entrance in primary school.

Vuckovi¢ Juros, T. (2015). Social Exclusion of Sexual Minorities in Croatia Revija za
socijalnu politku / Croatian Journal of Social Policy, 22 (2): 195-218 (in Croatian).

The paper discusses conflicted trends of Croatian society in the status of sexual minorities.
On one hand, improvements in the status of sexual minorities could have been noted as
early as in 1970s and 1980s. After a break in these positive trends in the 1990s, the status of
sexual minorities was particularly improved in the 2000s. Nevertheless, many of these
positive changes were not accompanied by changes in the hetero-normative and
homophobic practices of the Croatian society. This becomes evident in the overview of
selected aspects of social exclusion of sexual minorities in all four systems of social
exclusion (the democratic and legal system, the labour market, the welfare system, and the
family and community system) that is, in this paper, primarily based on the results of the
2012 EU LGBT study, and complemented with the results of recent Croatian LGBT-related
studies.

c. Ongoing research

Women in the Labour Market - Gender Impact Assessment (GIA), NGO B.a.B.e — Be active. Be
emancipated and the Faculty of Political Sciences, University of Zagreb, EU funded -IPA

The research aims to address the position of women in the labour market, particularly the
problems inherent to work-family balance (e.g. the magnitude and determinants of work-
family conflict and work-life conflict; accessibility, affordability and quality of ECEC and other
services). Design of the study is based on combination of qualitative and quantitative
methods including interviews with national policy actors, document analyses, analyses of
existing statistical data, online/phone surveys with local governments, survey of households
on representative national sample and interviews with service providers at local level. Along
with scientific purpose the study also aims to provide both CSOs and public administration
involved in gender and family policy-making the evidence needed for effective advocacy and
policy-making. An important innovative part of the study is that it captures for the first time a
huge regional differences in ECEC and other services availability, affordability and quality in
Croatia.
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Czech Republic!

Jirina Kocourkova (Charles University)

April 2016

For comparisons with other countries in this review — on demographic, economic,
employment and gender equality indicators and on leave provision and early childhood
education and care services - go to cross-country comparisons page on website. To contact
authors of country notes, go to membership-list of members page on website.

1. Current leave and other employment-related policies to support
parents

a. Maternity leave (materska dovolena) (responsibility of the Social Security
system)

Length of leave (before and after birth)

e Twenty-eight weeks: six to eight weeks before the birth and 20 to 22 weeks following
birth. It is obligatory to take 14 weeks, including at least six weeks after the birth.

Payment (applied for the whole period of Maternity leave) and funding

e Seventy per cent of daily earnings up to a maximum payment of CZK31,740 [€1,1712]
per month.

e Payment is financed from sickness insurance contributions by employers, paying 2.3
per cent of earnings.

Flexibility in use

e Leave can be started six to eight weeks before birth.

e From the start of the seventh week after childbirth, either parent may use the leave, i.e.
the mother may alternate with the father of the child, with no restriction on the frequency
of alternation. If the father uses the leave, he must do so for at least seven days.

Eligibility (e.g. related to employment or family circumstances)

e To be eligible for maternity benefit, an employee must have contributed to sickness
insurance for at least 270 days during the last two years.

e A self-employed worker must meet the same condition as an employee, and in
addition have contributed to sickness insurance for at least 180 days during the last
year.

' Please cite as: Kocourkova, J. (2016) ‘Czech Republic country note’, in: Koslowski A., Blum S. and
Moss P. (eds.) International Review of Leave Policies and Research 2016. Available at:
http://www.leavenetwork.org/lp and r reports/

2 Conversion of currency undertaken on 23 June 2016, using http:/finance.yahoo.com/currency-
converter
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e Students are entitled to the benefit.

Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent); or delegation of leave to person other
than the mother

¢ In the case of multiple births, the length of leave is increased by nine weeks.
e When the child is stillborn, the mother is granted 14 weeks of Maternity leave.

b. Paternity leave
¢ No statutory entitlement.

c. Parental leave (rodicovska dovolena) (responsibility of the Ministry of Work
and Social Affairs)

Length of leave

e Both parents can take leave until the child’s third birthday. Leave is an individual
entitiement, but only one parent at a time is entitled to the benefit.

Payment and funding

e A Parental benefit - rodicovsky prispevek - is available to all families who meet the
eligibility condition whether or not they take Parental leave. It can be considered as a
home-care benefit for at-home parents, as well as — partly — a benefit to subsidise
care costs, since parents can work full-time or part-time while receiving parental
benefit (but access to publicly-funded childcare is then limited, see below).

e The period and amount of Parental benefit can be chosen from a number of options;
the longest option is until the child is 48 months old and the shortest option is until the
child is 24 months old. For example, the maximum amount if taking the 24 month
option is 70 per cent of previous monthly earnings, with a ceiling of CZK11,500 [€424]
per month; while taking benefit until a child is three years has a ceiling of CZK7,000
[€258]. The maximum amount payable for the whole period is CZK220,000 [€8,122].

e While Parental leave can only be taken up to the child’s third birthday, the Parental
benefit is paid until the child’s fourth birthday.

e Parental benefit is funded from general taxation.

Flexibility in use

e The selected Parental benefit option may be changed after three months.

e Parents on leave can work, but not on the same job from which he/she is taking leave.

e Both parents can take Parental leave at the same time, but only one of them is entitled
to parental benefit. They can alternate in receiving benefit as often they want.

Eligibility (e.g. related to employment or family circumstances)

e There are no special requirements for leave; however, each parent has to ask for
formal approval of the employer.

e Parents can choose the period and amount of Parental benefit on condition that at
least one parent in a family is a person participating in sickness insurance.

e Payment of Parental benefit is conditional, where there is a child under two years, on
parents not using a publicly-funded ECEC service for more than 45 hours a month.
There is no limitation on service use for older children.
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Variation in leave due to child or family reasons (e.g. multiple or premature births; poor
health or disability of child or mother; lone parent); or delegation of leave to person other
than the parents

¢ In the case of a disabled child, a parent is entitled to Parental benefit at the basic rate
of CZK7,600 [€280] per month until the child is seven years of age. If the child is
diagnosed as suffering from a long-term disability the parent is entitled to Parental
benefit at the lower rate of CZK3,000 [€110] from seven to 15 years of child” age.

e Parental benefit can be taken by grandparents or other persons where they provide
day care for the child and the parents agree to transfer their entitlement.

d. Childcare leave or career breaks
¢ No statutory entitlement.

e. Other employment-related measures
Adoption leave and pay

e For adoptive parents the same regulations for Parental leave apply as for other
parents.

Time off for the care of dependants

e Employees can take leave to care for a sick relative at home (in all cases of illness
for a child under ten years; otherwise, only in case of a serious illness). Leave is paid
at 60 per cent of earnings up to a ceiling of CZK855 [€31] per day. A parent can take
no more than nine days in one block of time, but there is no limit regarding the
frequency of taking leave; parents are allowed to alternate with each other during the
course of taking leave to care for a sick child.

Flexible working

None.

e Pensions: Currently pensions are treated according to Act No. 306/2008 Coll. that is
effective from January 1, 2010. The Act introduced, in particular, measures
implementing parametric changes of the basic pension insurance system. Compared
to the legislation in effect prior to the adoption of the above Act, among the important
approved changes is ,a step-by-step extension of the insurance period needed to
establish a right to an old-age pension from 25 to 35 years®, including non-
contributory periods, or to 30 years without non-contributory periods. Non-contributory
insurance periods include also the period of care of a child below four years of age,
i.e. the whole period of take up Maternity leave and Parental leave.

6. Relationship between leave policy and early childhood education
and care policy

The maximum period of paid post-natal leave available in the Czech Republic is three years,
but most of this is low paid; leave paid at a high earnings-related rate runs for only five
months. There is an entitlement to ECEC for a child aged five (the only one year before the
basic school attendance) for the whole day. Levels of attendance at formal services for
children under 3 years are very low, well below the average for the countries included in this
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review and for OECD countries; levels of attendance for children over 3 years are much
higher, around both averages. For actual attendance levels, see ‘relationship between leave
and ECEC entitlements’ on cross-country comparisons page.

3.Changes in policy since April 2015 (including proposals currently
under discussion)

An expert committee on family policy was established by the Ministry of Labour and Social
Affairs in 2015 to propose new policies including leave arrangements and forms of childcare.
This is part of the political programme of the new government established in 2014. In
contrast to her conservative predecessors, the Social Democrat Minister of Labour and
Social Affairs aims to develop the Czech family policy in line with EU recommendations. The
proposal of the expert committee includes the following items. First, to increase flexibility in
the use of Parental benefit by enabling the take up of Parental benefit for shorter period than
up to the child’s second birthday. Second, to introduce one-week Paternity leave that can be
taken within six weeks after the childbirth. Third, to introduce a “three-month” bonus to
motivate fathers to take Parental leave.

4. Take-up of leave

a. Maternity leave

Nearly all mothers take Maternity leave.
b. Paternity leave

There is no statutory leave entitlement.
c. Parental leave

Legislation on Parental leave, so that fathers could take leave, was introduced in 1990, but
truly equal conditions for both parents were not introduced until January 2001. However, the
number of men receiving Parental benefit in comparison to women has remained negligible.
In 2001, men accounted for 0.77 per cent of recipients of this benefit; since then, there has
been a slight increase, but only to 0.99 per cent in 2003, 1.4 per cent in 2006, and 1.5 per
cent in 2008 when 5,724 men received Parental benefit compared with 375,876 women.
Since 2008, there has been no further increase; in 2010 4,986 men received Parental
benefit compared with 328,777 women, i.e.1.5 per cent of recipients were men, the same
proportion as 2008. In 2015 5,100 men received Parental benefit, i.e. 1.8 per cent of all
recipients. There is no information about how long women or men take Parental leave. It is
assumed that most parents taking leave stay on leave only until their child’s third birthday
(when entitlement to leave, though not benefit, ends) as they prefer not to lose their jobs.

5.Research and publications on leave and other employment-
related policies since April 2014

a. General overview
Recently research on work-life balance has been undertaken in particular by the Department
of Demography and Geodemography at Charles University, by the Department of Gender

Studies at the Sociological Institute of the Academy of Science, and by the working group on
family policy in the Research Institute for Labour and Social Affairs.
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b. Selected publications since April 2015

Marhankova, J. Hasmanové, Stipkova, M. (2015) Women as Care Managers: The Effect of
Gender and Partnership Status on Grandparent Care for Grandchildren, Sociologicky
¢asopis / Czech Sociological Review. 51 (6): 929-958.

Grandparental care of grandchildren is a highly gendered institution, with women being more
likely to participate in it than men. This article studies whether and why care by
grandmothers and grandfathers is influenced by their family arrangement. Following
previous research, the authors focus on the mediating role of grandmothers in the
involvement of men in caring for their grandchildren. The combination of quantitative and
qualitative data about grandparents with small grandchildren (under ten years of age) was
used. The analysis revealed a strong positive impact of the presence of a partner on the
engagement of men (but not women) in grandparental care. The qualitative analysis showed
that the involvement of grandparents is shaped by the gender-specific notions of care
competence and grandparental roles held by the participants and also by the kin-keeping
activities of women. Grandmothers, compared to their male counterparts, are perceived as
more capable of satisfying the needs of a small child. They also do more work on
maintaining intergenerational family relationships and arranging care. They actively
(sometimes in very sophisticated ways) involve their partners in the care of grandchildren.

Nedporova, O. 2015. “Flexibilni ¢erpani rodi€ovského pfispévku a sladovani rodi€ovstvi s
placenou praci.” (Flexible use of Parental benefit and harmonisation of parenthood with
paied work.) Forum sociélni politiky 6/2015, pp.10-18.

The paper analyses two separate family measures in the Czech Republic: Parental leave
and Parental benefit. All changes between 2006 and 2014 are presented with the particular
focus on the main reform in 2008 when the flexibility in take up of Parental benefit was
established. It was confirmed that the possibility of choice in the period and amount of
Parental benefit motivates women to return to paid work earlier.

Kyzlinkova, R., Stastna, A. 2015. “Planovani rodiovstvi — prechod k otcovstvi u muzd v
Ceské republice.” (Planned Parenthood — transition to farthernood in the Czech Republic).
RELIK 2015: Reprodukce lidského kapitalu — vzajemné vazby a souvislosti (Reproduction of
Human Capital - mutual links and connections), November 12-13, 2015. Conference
Proceedings.

In the paper circumstances of male transition between childlessness and the first child are
discussed. Given that birth data from official statistics on men are considered to be
incomplete and inaccurate in the Czech Republic, the extensive sample size survey carried
out in the country — Zivotni a pracovni drahy 2010 (Life courses and work trajectories 2010)
was used. The analysis consists of two main approaches: 1) the descriptive one shows via
basic statistical methods main differences between childless men who want to be fathers
and those who don’t plan children in their future, and 2) the exploratory one uses
multivariate statistical models to find out characteristics of men that increase prospects to
have children. Main variables entering the analysis in our study are level of education,
economical status, partner relationships‘ history, family of origin background, experience
with own housing, experience with cohabitation with children.

c. Ongoing research

None reported.
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Denmark’

Lotte Bloksgaard and Tine Rostgaard (Aalborg University)

April 2016

For comparisons with other countries in this review — on demographic, economic,
employment and gender equality indicators and on leave provision and early childhood
education and care services - go to cross-country comparisons page on website. To contact
authors of country notes, go to membership-list of members page on website.

Note on terminology: Graviditetsorlov is the leave to be taken by the mother before birth,
Barselsorlov the leave reserved for the mother after birth, Faedreorlov the leave reserved for
the father after birth, and Foraeldreorlov the leave available for both parents after birth.
However, in the law the four leave schemes bear the same name Barselsorlov, or literally
Childbirth Leave, because they technically all originate from the same law on leave.

1. Current leave and other employment-related policies to support
parents

a. Maternity leave (Graviditets and Barselsorlov: see ‘note on terminology’)
(responsibility of the Ministry of Labour)

Length of leave (before and after birth)

e Eighteen weeks: four weeks before the birth and 14 weeks following birth. The first
two weeks after birth are compulsory.

Payment and funding

e All employees and self-employed persons are entitled to a daily cash benefit based on
100 per cent of former earnings up to a ceiling of DKK4,180 (€5612) per week before
taxes for full-time employees and self-employed.

e The cash benefit scheme is funded by the state