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Czech Republici Linda Sokal ov8, Gender Studi es,

Work/Life Balance and Parental Leave in the Czech Republic

The Czech system of maternity and parental leave igienoA woman goes on maternity

leave six to eight weeks before her official due date and it lasts &&\W@&7 weeks at the

birth of more children). The father may go on paternity leave after the elapse of the first 6
weeks after the birth of the child and when he does he has the same rights and responsibilities
aswomerdo(hi s o6paterni ayl lye & e alipevd.Ddripgete matdrnity

leave period, the parent gets maternity benefit, which is a kind of sickness benefit and its rate
is calculated based on the level of the previous salary. If the parent comes back to work after
the perod of the maternity leave, he/she is entitled to the same post he/she had before leaving
for maternity leave. After maternity leave the parental leave follows, which lasts until the

c h i thidddighday. The person taking care of the child may aftersvasé his/her

employer for a grant of unpaid leave until thénr i fouttb lsirthday. The child caregiver gets

a parental allowance, which is currently offered based on the smohice in three basic

rates: fast until the childs second birthday, daic - until the childs third birthday and

slowi until the childs fourth birthday. After return from the parental leave (when the child
reades his/her third yeathe parent is entitled to a post in accordance with his/her working
contract. Pregnantamen are under special protectiofor example, they cannot be made
redundant by the employer etc.

The biggest problems concerning maternity/ parental leave and harmonizing them:

- Non-compliance with statutory provisions on the side of employerdfomen as
well as men returning from parental leave encounter problems. Their employers
suppose that women/mothers leave the company when they go on maternity leave and
afterwards they do not count on them after their return from the parental leave, even
though acording to the law they should offer them a post in accordance with the work
contract. One of the reasons is the length of the parentalilegvéo the childs third
or fourth birthday, but also the fact that employers do not communicate with parents
on parental leave, they do not offer flexible working hours etc. It is especially
employees from private companies who encounter this problem. Public institutions
and organizations generally compWth the statutory provisiorsnd parents
employed in these ganizations do not have such concerns.

- A lack of posts with flexible working hours in the job market: There is currently a
lack of posts with flexible working hours or the possibility to work from home. If
these posts are in the interest of employersedlsas employees, part time jobs or the
possibility to combine work from home and office, may contribute to harmonizing the
work-family balance. However, when implementing these kofdsorking
arrangements is necessary to avoid experience from Gernmamolland where
parttime jobs are becoming vicious circles for working mothers and workindgu
is very complicated for them. Pdntne jobs etc. should be an option, not the only
choice. It is best to perceive pdirne jobs as a tool for solvingpecific life-situations
(coming back to work from parental leave, care for a dependent person etc.) Parents of
children under 15 years old are entitled to a-paré job unless serious operational
conflicts do not prevent the employer from providindNibwadays however, this
statutory provision is abused and is a very frequent and common reason for denying
applications for paftime jobs.



The employer does not specify the reasons that led to the denial of the application,
which are supposed to be vital theoperation of the company.

Systemic problems with parental leaveparental leave lasts up to the chsldhird

birthdayin the Czech Republic. It is also possible to ask the employer for unpaid leave

up to the chilé fourth birthday. Even though thabor Code contains many

provisions designed to protect parents (usually mothers) returning from parental leave

to work, employer$ mainly in the private sectdérdo not comply with these

provisions and it is not in their interest that parents do rétuwork. Unfortunately, it

is not customary to keep in touch with parents on parental leave (usually women, who
constitute the majority of persons on parental leave) in the Czech Republic. Therefore,
women come back to work after three or four years afammunication with their

employer, which causes problems for both sides. Moreover, it is fairly complicated to
work while being on parental leave because the woman/man on parental leave cannot
work at the same post but he/she has to sign a new contraafiféerent kind of job

with the employer. It is a problem to find a completely different position for many
employers (for example in public and state administrationsgovernmental, non

profit organizations etc. However, the Ministry of Labor and Sd¥fifairs is alleged

to be preparing some changes in this area). There are still very fetvajob

offers, jobs with flexible working hours or jobs that can be carried out from home, all

of which make it easier to harmonize the famvilgrk life balarce. The lack of

accessible chiktare services for children under three years old and the low capacity

of nursery schoolffrom the age of thrgecaused by the increased birth rate of the

past few years, make participation in the working process of msosimel fathers who

take care of their children more difficult.

A lack of good-quality facilities providing care for children: The backbone of the
systemofnonpar ent all care is currently focused
may be attendeldy children from the age of twim theory, however, due to

insufficient capacitytte reality is from the age of thredf)is their regional

accessibility and capacity which currently present the main problems. There were

29 632 applications which were denied hetschool year 2009/10 in the Czech

Republic, which is more thanathffeo | d i ncrease since the s
Only in 58% of towns are nursaries avail
fundamental lack of services and facilities providing ¢arehildren under the age of
three There are currently about 30 public ezares in the Czech Republic (the

number is in constant flux because someckgs seize to exist etc.) There are also
privatedayc ar es and ssac hoall Isedd wiahodonichilrereunderp e
the age othree However, the problem is that they are rattwstly.

Gender stereotypes:there arestill strong gender stereotypes related to motherhood

and fatherhood in the Czech environment. The most appropriate careiikeoethso

be when the woman stays at home with the chilil be/she reaches the age of three
About 1% of fathers are on paternity leave. Paternity leave is not enacted in the Czech
Republic and it is not being planned in the near future either. Tleostpes related

to the idea that women are more suitable for care of small children often spills over
into discrimination of women in the job market. Employ@aastly hold the view that

a woma i mothes (above all of preschool childrenarenot as effeeve employees

as men or people without children. Nevertheless, women who are expected to become
mothers in the near future also experience discrimination.

c
a

T Non-parental care is defined as thdaeilities and servicethatprovide care for children odte their own family
T day-cares, nurseries, babysitting.



] Information of the Institute for Information and Education,-Bechool education: B3.1 Rezhool educatioin
children in preschool, population proportion of8yearold children in the schoolears 2003/04 2009/10.

http://www.uiv.cz/clanek/729/2009

i Kuc ha$Sa 2@9) Care for Breschadl and Primarschool Childre(P ® | e o d Nt i pSedgkol n?
ran®ho ¢k)oPrague h & D\ IS N A7880-34R6041-7.


http://www.uiv.cz/clanek/729/2009

Slovak Republici Sy | vi a P olmstitdte’onLabor&and Family

Research

The Challenges of Balancing Work, Family and Personal Life in Slovakia

Shifts in the job market, demographic transitions and changég value systems and norms

held by men and women as well as concerns about preserving social cohesion have all
brought increased attention to issues of wldekbalance, namely of balancing work, family

and personal lifePotential and real dilemmasd struggles associated with these competing
priorities make these issues all the more real.

Genuine and effective efforts to promote wdif& balance are a new phenomenon in
Slovakia and they have only become visible thanks to European agendas aweciput
work-life balance at their forefrontn contrast with the past, the human fagsoof growing
importance and companies are being encouraged to better meet the needs of their workers and
their families.

In a number of official documents, the Shiwgovernment has recommended that employers
offer a range of flexible work options including ptirhe and temporary contracts, work from
home and others. The legislative framework for equal opportunities and their implementation
in Slovakia were outlinedh the Strategy for Equal Opportunities for Women and Nien

2001 This policy was the first to explicitly mentiofithe duty of the employer to create
working conditions that will facilitate thewotlk f e b al ance o &aswellagther e mpl
need o fprovide employers with incentives to create diverse forihesrployment for women

and mrenally, dthe 2006Draft Policy to PromoteWorkLife Balancewas another

pr ovi s stimuate termployability, to raise the employment rates among people with
family obligations and to reduce the risk of their being discriminated on these grounds; to
prevent them from having to choose either work or family; to expand the range of support and
relief services for families so that a space to mitigate undesirablegdaphic trends in
Slovakia is created.

Work-life balance issues ipresertday Slovakia:

Awomen are typically in a worse situation than men. The position of women is more difficult
(women carry the burden of care for all the family members as well &otisehold) so they
(choose to)use all their individual resources, willpower, and other strategies to meet the
expectations of both their employers and their families.

Aln line with tradit on a | gender S $ eolee ast potherss and prvimane n 6
caregivers in the family are seen as barriers to their top performance at work. This notion
reinforces the traditional perception of motherhood and career as contradictions.

Alittle interest and awareness about wbii balance policies among relevant sbeietors

Alack ofrecen  r epr esent at $ attitudes ta fleaibleovork qptoosmhdeod the
demand for fanty care services, for instance

Alack of information on the reality of work organization and time management in Slovakia
and other EU couries



Experience from abroad suggests that good organization and coordination of work between
men and women is important. For example, enabling people to choose their working hours
improves their sense of balance drappines®f their families.In Slovaka, women continue

to carry the main burden of care for all family dependents. Traditional views on the gendered
division of labor are not the only reason, however. There is a lack of accessible social services
for mothers and families. In some regioithee is also a shortage b opportunities which
impacts womemnlisproportionately

Unfortunately, social partners and local councils show little interest in policies that would
enable women and men better balance their work and family obligations. G jaolitical

will creates another obstacle in implementing wiifek balance policies, particularly as strong
partnerships and cooperation among all the actors involved is repeatedly emphasized in
international recommendations and experience, accoringpformaton from European
institutions. These actors include governments, regional and local councils, employers,
unions, NGOs and individuals.

Barriers and stereotypes are not common only in the public sector. In the sphere of commerce,
equal opportuy measures are not put to practice. In general, employers ignore the
differences among the work and family situations of their employees. Companies tend to
prefer traditional models of work organization, based on following established processes and
pattens before assessing the results, and view any changes to theses Eterviations

from the norm.This lack of flexibility among employers may be related to their low
awareness about the advantagé$lexible work arrangementg\nother reason for holdg

back is their concerns about possible complications to their current operational or
administrative procedures. In this context, women are expected to accommodate the patterns
of work which have been established by men according to their priorities eaudbs.n
Unfortunately, these patterns are not veelited for women mothers who end up being
forced to choose between having children or having a career.

In an environment where the traditional division of labor and family roles is the norm, the
need to hlance work, family and personal life is felt almost exclusively by women. This
stuggl e i s t hus svssue no¢ahly layshe publiscvanantberemployers, but also
by women themselves. Most women strive to balance work and family through nmgpilizi
their own internal resources and to satisfy all the competing demands entirely on their own.
Other reasons behind the lack of support for equal opportunities include the traditionalist
Slovak culture, a lack of services for familiggh small childrenf h e  wsbnrden 6f care

and the insufficient attention devoted to resolving the wWiekbalance problem. Traditional
customs, little appei at i o n sadntribatmm @nd ow setfonfidence among women

all play a role in the workife dilemma.

Finally, women might underutilizélexible forms of employment for other than merely
objective reasons they cannot control. They might be afraid of secondary discrimination on
the job, for example that hourly wage of ptante employees is lower than thdtfall -time
employees or that their chances to find a-fiatle job are reduced because of temporary- part
time employment.

Summary:
Factors preventing better work-life balance of women and men in Slovakia include:

9 traditional views on the family, gendexdies and the division of labor



1 unemployment (regional differences)
1 little interest in supporting workfe balance policies among decistamakers
1 little interest of social partners

Factors preventing greater use of flexible forms of employment:

1 financialneed to have two fulime earners per family

1 lack of awareness about available legal regulations of different types of employment
(employers and employees)

1 little willingness on the part of employers to offer flexible work arrangements, concerns
about addional operational and administrative burden

1 lack of representaterand ugto-d at e d at & atitudes pnel preférences in regard
to alternative and flexible forms of work organization

Gender barriers:

1 women are expected to conform to establiskerk organization patterns
1 wo mes mol@s as mothers in the family are seen as a barrier to top performance on the job
i family and motherhood are perceived as contradictions
1 the conflict between work and family iscomse r ed t o be exgisuesi velyy
(@and not only at the | evel of Apublic opini
1 women are afraid of secondary discrimination in the job market, for instance of lowering
their chances to find a fulime employment or of unequal salaries for fiamters
9 cultural customs, lack of apmiation of women, low sel€onfidence and lack of
assertiveness among women

Various competitions for employers represent a successful new trend in promoting equal
opportunities. Competitions take place in the form of awards and audits which seek to raise
the visibility of family-friendly employers. This means employers who openly support their
work-life balance and who treat their employees as individuals with respect to their different
family, social and personal needs.

On the International Day of the méy, May 15, 2000, the Ministry of Lalsp Family and
Social Affairs launched a competition for"Bamily-Friendly Employer”in Slovakia. The
primary goal of the competition was to motivate employers to create témeihydly working
conditions. Employerswho pay systematic attention to wdie balance and equal
opportunities are publicly recognized and receive media attention.

To highlight a comprehensive approach to equal opportunities, the 10th anniversary run of the
competition is going to be innative in both form and content. For three years already, the
title has been modified to match its new expanded f6Eusployers Friendly to Family,
Gender Equality and Equal Opportunities.”

According to the new rules, there is only one category faraatipanies all submit the same
guestionnairé which need to be interested in a thorough assessment of their practices. In this
way, the competition process better reflects the European agenda of gender equality as a
crosscutting and integrated policynd accounts for other potential grounds for discrimination
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(age, ethnicity, race, health limitations). In addition, the committee awards a special prize
every year, each year according to different evaluation criteria. This adds an element of
surprise tolte competitiori the winner does not learn about their award until the last minute,
neither does he know about which aspect of theirkworh a s earneds t he c
appreciation.

In the Slovak reality today, shortcomings and a sensaswyinmetryare to beexpected in

respect to the situation in the job market. The needs and expectations of employers do not
necessarily meet the needs of their employees. Trends common elsewhere, such as corporate
responsibility, cooperation and networking among differentracty a level of equality
between men andomenare not an integral part of Slovak practice. This situation prompted

the competitiororganizergo explicitly include the following categories in the competition:

- father leave and shared parental leavesupporting active fathers amongmeloyees,
respondi ngneddsin gaaning thexr pedsonal development programs, adjustment of
working hours to family responsibilities and so on

- companies observing principles of social responsibditer friendly working conditions,
support diversity, invest in their human capital, contribute to or undertake projects aimed at
improving their local environment or run philanthropic programs

- networking and cooperatioamong organizations and institutions at tegel of state,
region, municipality or sector who support gemily and equal opportunity policies, NGOs
and other organizations serving families; sharing of good practices in respect ttifevork
balance among groups from different cities and abroad

- challenges and goals of famifyiendly and equal opportunity measuiiethis category
includes ideas and policies which are seen as important or interesting although they have not
been implemented

The goal of these competitions is to motivate employersréate and implement policies,
provisions and benefits that enable their employees better balance their family and work
obligations. It is assumed that employer support leads to greater satisfaction and loyalty of
employees and contributes to the ldegn sustainability and prosperity of the company.

Emphasis has been added on supporting social groups which are usually discriminated against
in Slovakia (people with disabilities or Roma people from marginalized comesinand on

areas where multiplaiscrimination takes place. This new development demonstrates a
gradual shift of the evaluation and monitoring focus from faifnigndly policies andoro-
gendemeasure$o other aspects of potential discrimination.

A major challenge in this country conties to be a lack of genuine political interest. Neither
experts nor employers or politicians are interested in addressing discrimination, particularly
discrimination against other social groups (migrants, lesbians and gays, older employees).
True diversitydemands that representatives of these demographic groups fully participate and
enjoy respect in the workplace just like theirworkers.

The economic crisis faced European and national deeisakers with unprecedented
challenges, which seem much gexathan any other problems in the recent decades. In these
circumstances, some equal ogparni ty experts wbequalty agenmaasit t he
saying we might expect a slowdown or stagnation in the implementation of equal
opportunities. One of the acts of the crisis is going to be further loss of jobs and a



potential lack of motivation to create equal opportunities and faimégdly benefits on the
part of employers (including wotlife balance).

At the time of various cuts and savings it is plalssthat the equal opportunity issues formerly
addressed are goingtobevtii al i zed and aterpd greathpottaocé.®h her A
the other hand, optimists suggest that the crisis might serve as a catalyst for a transformation
of the job marketind if equal opportunity agendas are upheld, future employment structures

are going to incorporate it.

In line with this development, equal opportunities would become not onlintagrated
agenda but astrategy fa inviespremtsairitol newch@ologies or infrastructure.

High quality, sensitive analysis would be necessary, however, to turn these visions into
meaningful and effective practice. We may thus conclude that the recession represents an
unexpected opportunity to-set worklife balarce policies and measures and to rethink equal
opportunities in general.
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Poland - Julia Kubisa

Work/Life Balance in Poland

Analysis of the subjective and objective barriers that prevent Polish parents from returning to
the labor market may be seen in several different dimensions. The individual, subjective
decisionsand choices are influenced liye labor market, social policy, cultural and social
factors.

The activity rate of mothers at thebor market is a significarimension. While the actiwit

of mothers of children under three years of @&eimilar tothe OECD averageQECD
counties- 45,1% Poland- 49,3%), there is a differencetine case of mothers of children33

years ofl. The OECD average is over 60&d in countries likelceland, Finland, Sweden,
Slovenia, Denmark, Netherlands, Estonia, Cyprus, France, Portugal over 70% of mothers
enterthe labor marketwhereas in Poland it is ongbout 55% of mothers (Kurowska 2010,
data for 2007).

What isalso ineresting and importamire the changes in fertility rate duritigelast 20 years.
While in the beginning othe 906, the average number of children was 2, in 1997 it was 1,5
and in 2005 1,2. The patterns of motherhood decisions chaingelden in the edy 903, the
largest group of mothers witthe first child was between 20 and 24 years old, now it is
between 289 (GUS 2006)The probable reasons may be foundh@family policy system,
cultural attitudes and social demands as wellrmamployment 1.

The family policy system has besuabjected to increasing limitatisfrom the early 96. The
maternity leave that lasted from 8,to0 6 months was fuyll paid. However after many
political decisions focused on cuts in social policy (due to thetactthe Polish state budged
had to be relevant to International Monetary Fariteria), the parental leave (which lasts up
to 3 yeas and is available faxmother orafather witha job contract) is paid only the very
poorest (Heinen, Wator 2006). @lsame changes that limited parental leave, led to closing
most of the nurseries and kindergartens in Poland. Currastiprding to the Eurostat (2009)
only 2% of children €@ attend nurseries and according to Polish Ministry of Education, only
59% of chidren 35 attend kindergartens. Therefpottee procreation ded@ns are made in the
light of losing half of the family incoméor almost 3 years or seeking for private care for
children which is usually paifiunder the table Regarding the fact that wan 5559 years

old are the smallest group active at thbor marketone may assue that it is them to offer
private childcare, whether tieir own grandchildren (usually unpaid) tor other children
(paid withoutac ont r act ) . The tpddléerécaltueb ssoe cftoorr cohfifledrrse n
year and private kindergarternsowever their prices are relatively high, above half of the
medium wage in Poland.

The unemployment rate isvedys an important factor f@rocreation decisions. In the years
just before the EU accession, the unemployment rate reached 20%, then deire®seith

2008 and now it i43% (GUS 2011). The decrease in unemployment was connected to the
phenomenon of massive migrationtibe UK and Ireland as both countries opened tredot
market for Polish citizens in 2004. The relatively high unemployment rate strengthens the
precarious sttation of young women and men at the labor market and farmerious
obstacle for decisions about having children and then about coming lthekaioor market.

11



All the labor market and economy factors are supported by traditional expectations about the
role of the mother andhe father. Traditionally the father is supposed to support his family
financially and the mother is responsible fdnoushold duties and care of children. This
approach is mirrored in the family policy system which for years was preventing women from
returning tothelabor market through very low provision of childcare institutionbut due to

the costcutting approaclalso led to the establishment of unpaid parental leave. The family
policy system did not questianhighly gendered division of care duties and household duties
(Titkow, Budrowska, DuctKrzystoszek 2004, Woycicka 2009). Women are supposed to be
responsible dr care duties and most of the household duties. Therefanmen are the
majority in case of parental leaves. At tlador marketthey are perceived as more occupied
with domestic duties and Amot her asthegemdri t yo t
model for women and job model for men, describedrélglberg and Nakano (1979). Polish
trade unions and woméntNGOs admit that dicrimination of young mothers at thebor

market is a common phenomenon. They hagese access to promotions and tragsintheir

job positions are changed for worse or lower paid (which is argued as an effect of
restructuring).

Work-life balance programs in Poland are stillthe process of development. First of,aH

the younger generatipthe cultural change is vide i youngerpeople more often declare
that they are willig to follow a truerpartneship pattern in their relationgTitkow,
Budrowska, DuctKrzystoszek 2004). Young mothers are willing to enter the labor marke
despite the traditional expectations dalow number of nurseriespecause of their both
material and dé&development needs. Therefprihere is more space for the initiatives
supporting workife balance.

Young mothes who face difficulties whereturning tothe labor market may create th@wn
companies with financial support frothe European Social Fund and Polish labor offices.
Selfemployment is perceived as a solution for combining maternity duties with work as it
offers flexible time and no hostile workplace environment. Howatvés worth mentioning

that selfemployed mothers may face financial difficulties when they decide todseeond

child, as they have to cover their sick leave, they have to pay social insurance on maternity
leave (while not earning) and they cannot takeptl leave.

Empl oyers participate in AMot heragoedpraeticed| vy C
campaign to show that combining work and family duties may be satisfying for employees

and effective foemployers. Companies offer pdirhe jobs with god financialconditions,
flexible work timeand el ewor k. Initiatives | i ke AMother
createa different vision of mothers at thabor market, as dutiful employees whom employers

may trust (if both sides respect partnertretss).

Parttimes for mothers wih children under 3 years old arew facilitated by the novelization
of the Labor Codelt means that mothers may use part of theiempial leave while working
parttime. Telework was also introduced asiastrument fo balancing work duties and care
duties.

However the most interesting and challengitogold cultural patterns was the introduction of
paternity leave in 2010 full paid 2 weeks. It is not much regardittte time needed for a
newborn oratoddler, butit is a sociecultural novelty. When the debate about paternity leave
begana couple of years agat was perceived asnaadditional holidayas fathes were not
perceived as willing to participate in care and responsibility for their children (apartifeom
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financial support). Aftethe first year it is visible that the access to paternity leave is not
equalto all, which is a result of lack of information campaign frortihe Ministry of Labor

and Social Policy. Fathers employedie public sector tak@aternity leave more often than

in the private sector. Employees and employers are not aware about this solution and
sometimes treatitas somekindegt pr i vi  egedo and not a right.

The second change the family policy which was introduced recentlyQ?1) isa secalled

Anur sery bi | | tbebuwdinga hew public nurseriesafinansed partially by the

state and partially by local governmgntfacilitates legal employment of nannies (the state
paysapart of their wages) and introducegeth iday care per soagmalwho ma
group of children ira private apartment, working amcontract withalocal government (day

care person must have some kind of professional experience and education).

Those two legislative initiatives mdye interpreted as a result tife EU influence.The

European Commission presents countries with high rates of participation in nurseries and
kindergartens as a good practice enabling women to combine work and family/private life.

This kind of argumentatiois better understood in Poland now. Howeverwo me n6s act i \
thel abor mar ket mu st b e b dhedomestcdndwareg domaime n 6 s
introduction of paternity leaves was only the first step. Both women and men need stability to
plan a family andthe Polish labor market is offering more precarious conditions with higher

rate of fixed term contracts or even civil contracts instead of job contracts (regulatesl by

Labor Codg
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Germany i Monika Goldmann, Maresa Feldmann, sfs TU Dortmund

An analyss of the situation concerning work/ife balance in Germany

1 Materials concerning Work/Life Balance in Germany

Compendium of literature which dsawith the following topics as they are "lived" in
Germany:

1. maternal/parental leave,

2. work/life balance problematic (especially in the case of the target group of parents on
parental leave),

3. childcare facilities situation,

4, offers of flexible working aangements

1.1 Maternal / parental / childcare leaves

Working mothers andexpectant mothers are protected against dismissal and (partly) against
loss of income. This affects all employed women in Germany, includingdipertvorkers

and women in vocational irang, but not selemployed women, students in an obligatory
Internship, etc. Female employees cannot be dismissed during pregnancy or within four
months after birth. ThBlaternity protection period takes at least 14 weekét starts six

weeks before thehild is due, and usually ends eight weeks after birth (twelve weeks after
multiple births and preterm births). For preterm births, the period is extended for the number
of days that the child was born earlier. Maternity protection period and employamedtie

to pregnancy are stated as working time and cannot be subtracted from holiday time.
Employers must allow expectant mothers to go to screenings during their winkefy

During the maternity protection period, employees gaaternity benefit from their health

insurance, which is half of the average salary received during the last three months, and a
maximum of 13 Euro a day. When the average salary was higher than 390 Euro, the employer
pays an employero6s contr®ibution up to the av

Empgoyees can claim parental leave for 36 months. The period can be extended up to the time
when the child is eight years old (if the employer agrees). Both mother and father can be on
leave simultaneously. They have the right to return to their former vamdgtegarding

function, benefits, etc.). During parental leave, employees can worlrparfup to 30 hours

per week)!

About three quarters of all families which are entitled actusby parental leaveThere are
two models that families usually follo Model 1: The mother is on leave and does not work

! bmfsfj: Mutterschutzgesetatitp://www.bmfsfi.de/BMFSFJ/gesetze,did=3264.ht8.02.2011
2Bundesministerium f¢r Justiz: Gesetz zum Schutz der
http://bundesrecht.juris.de/muschg/index.ht#d.02.2011

® bmfsfj: Das Mutterschaftsgeltittp://www.bmfsfj.de/bmfsfj/geerator/BMFSFJ/aktuelles,did=33804.hfml

28.02.2011

* bmfsfj: Die Elternzeit, http://www.bmfsfj.de/BMFSFJ/Service/rechner,did=16318.html, 28.02.2011
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while the father works fultime (60% of these families). For 0,2% of the families the situation
is reverse. Model 2: The mother is on leave and workstipaet(two to 30 hours a week)
while the fathemworks full-time (32%)>

If parents take care for their child at home, and work maximum 30 hours a week, they can
gainparental benefitwhich is 67% of the average former income (300 Euro minimum, and
1.800 Euro maximum a month). If one parent is not engalpkie or she receives 300 Euro

per month, in addition to the family income. Parents can share the period during which
parental benefit is paid. The benefit it paid up to 14 months, if both mother and father use part
of it. In case only one parent usesqudal leave, the benefit is paid for 12 months only. Single
parents6 get the benefit for 14 months. In 2007, almost all parents made use of the paternity
benefit.

Each employed parent is allowed to stay off for ten dagare for a sick child(single

parents 20 days). For more than two children, parents can stay off a maximum of 25 days.
Some enterprises pay the salary for 5 days but in most cases, parents have to turn to their
health insurance. The public health insurance usually pays 70% of the dmog$osdive
dayabsence from the workplace because of a sick child. In 2007, about 9% of those using
this benefit were fathers.

Employees (in a company with more than 15 employees)fantily members in need of

care are allowed to stay off for ten g&iin cases of emergency (unpaid leave). They can
extend the period of an unpaid leave up to six months to care for a family member at home
(full-time or paritime). After this period, they have the right to return to their formef job.

Returning from par ental leave

The economic activity of mothers in the former West Germany has been rising for several
decades now; in the former East Germany, mot
and more mothers are returning to employment after taking shortargarlleaves to raise

their children.®

The biggest change can be seen in the terms of returning to work after parental leave. In
contrast to several decades ago, the number of mothers who come back to work after taking a
parental leave is higher and theyd to come back sooner than they uséd to.

® bmfsfj: Gender Datenrepottitp://www.bmfsfi.de/Publikationen/genderreposV/Breinbarkeitvon-familie-
und-beruf/57-elternzeitfamilienfreundlichemassnahmein-betrieberund-deren
inanspruchnahme,seite=2.h{réB.02.2011

® bmfsfj: Das Elterngeldhttp://www.bmfsfj.de/bmfsfi/generator/BMFSFJ/familie,did=76746.ht28.02.2011
" bmfsfj: Familienwegweisehttp://www.familier
wegweiser.de/wegweiser/stichwortverzeichnis,did=40872,12&102.2011 and

Brigitte.de: Was tun, wenn das Kindakk ist? http://www.brigitte.de/jobgeld/karriere/berufstaetikind-krank
545374/ 28.02.2011

8 DGB Bundesvorstand: Vereinbarkeit von Beruf und Pflédge,//www.berufund-
familie.de/system/cms/data/dl_data/cedced0e031107096390158b19d8017a/2008 Beruf_und_Pflegeiefuer Be
bsraete.pdf28.02.2011

? Institut demoskopie Allensbach: Monitor Familienleben 2010,
http://www.bmfsfj.de/RedaktionBMFSFJ/Abteilung2/Pahlagen/familienmonitor
2010,property=pdf,bereich=bmfsfj,sprache=de,rwb=true.pdf, page 19

1% nstitut demoskopie Kensbach: Monitor Familienleben 2010, page 19
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http://www.familien-wegweiser.de/wegweiser/stichwortverzeichnis,did=40872.html
http://www.brigitte.de/job-geld/karriere/berufstaetig-kind-krank-545374/
http://www.brigitte.de/job-geld/karriere/berufstaetig-kind-krank-545374/
http://www.beruf-und-familie.de/system/cms/data/dl_data/cedced0e031107096390158b19d8017a/2008_Beruf_und_Pflege_fuer_Betriebsraete.pdf
http://www.beruf-und-familie.de/system/cms/data/dl_data/cedced0e031107096390158b19d8017a/2008_Beruf_und_Pflege_fuer_Betriebsraete.pdf
http://www.beruf-und-familie.de/system/cms/data/dl_data/cedced0e031107096390158b19d8017a/2008_Beruf_und_Pflege_fuer_Betriebsraete.pdf

| Miitter, die nach Unterbrechnung in einen Beruf Il\/lothers who have returned to work after
eave

Length of parental zuriickgekehrt sind
leave unter 40 bis 59 60 Jahre
40 Jahren Jahre und dlter
Dauer der Elternzeit % % %
1 year max.
langstens ein Jahr 44 36 25 less than 40 469 60 and older
More than 1 year Gber 1 Jahr bis ldngstens 2 Jahre 43 40 27
l&nger als 3 Jahre 13 24 48
2 years max. 100 100 100

Basis: B 1, Mlfter, die Ihre Berufstatigkeit nach der Geburt eines Kindes unterbrochen haben und Mafter, die nach einer
hrt sind
mfrage 10053, April 2010 IiD-Allensbach

Chart 1: Shorter maternity leave periods for mothers™

In the older generation, only 25% of the mothers who returned to work had requested a short
maternity leave period less tha one year. 27% of older mothers took their leave for an
average length of time (up to three years) and 48% interrupted their employment for a period
longer than three years. Amongthe3® year ol ds who are approa
d e mo g r 8@ hHave@lready taken a leave from employment for a period shorter than

one year. Unlike the mothers of the older generation, only about a half of younger mothers
have interrupted their career for longer than three y&ars.

Fathers-to-be show strong inteest in taking parental leave

The number of fathers who have interrupted their employment in order to look after their
children has multiplied in the context of parental leave policies. Currently, 20% of fathers
claim parental leave benefitPdrental Benefits Statistics, first quarter of 2010; Federal
Statistical Office of GermaiyPublic surveys suggest these trends as well. According to a
survey of family life (Monitor Familienleben 2010), 10% of fathers younger than 45 have
already taken at leashe leave from their employment for the purposes of childcare. Among
fathers over 60, only 2% have taken parental leave in their'fives.

The fathers who consider taking parental leave and claim parental leave benefits indicate their
motivations as followsalmost all of them (92%) believe taking parental leave will facilitate a
closer bond with their child. 79% also believe that their children will benefit from spending a
lot of time with their father. The third most common reason for fathers to take pdeant

is that they hope to ease the burden of care for mothers (65%). Every tenth father (11%) sees
parental leave as a form of extended holitfay.

Many people are of the opinion, however, that fathers who show faneihdly attitudes still

face barries in the society. 56% of all population and 64% of fathers of children younger than
18 years of age believe that companies are not pleased with fathers claiming parental leave,
while 51% of fathers worry about the negative consequences taking a leavehaoeeldn

their professional lives. The company size seems to play a role in these perceptions. 67% of
fathers and mothers who work in companies with fewer than 10 employees expect taking a

™ nstitut demoskopie Allensbach: Monitor Familienleben 2010, page 20, 28.02.2011
2nstitut demoskopie Allensbach: Monitor Familienleben 2010, page 20

13 nstitut demoskopie Allensbach: Monitor Familienleb@&1@, page 27

4 nstitut demoskopie Allensbach: Monitor Familienleben 2010, page 27
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leave would hurt their career prospects. On the other hand, oftyo4350% of parents

employed in miesize and large companies feel the same ray.

In addition, given the primary breadwinning role of most fathers, there is also often a concern
about the financial impact on the family if the father takes parental led%e obfathers feel

that if they do so, their families would really struggle financidly.

Wahrnehmung der Elternzeit von Vatern
Elfern mit Kindern

Das trifft auf die Elternzeit von Vétern zu - unter 18 Janren
Bevolkerung Vérter Mdtter
Insgesamt

Die Elternzeit hilft Vatern, eine engere 63 — ® 50 72

Beziehung zu ihrem Kind zu bekommen

Mdénner bekommen einen besseren Einblick,

wie viel Arbeit im Haushalt und bei der 58 ® 51 68

Kinderbetreuung anfallt

Viele Betriebe sehen es nicht gern, wenn

Viter Elternzeit nehmen 56 _ b 64 60

Kinder profitieren von der Elternzeit, well

sle mehr Zelt mit ihren Vatern verbringen 55 _ L] 50 61

kénnen

Wenn Vdter Elternzeit nehmen, muss sich die

Familie in dieser Zeit meist finanziell stark ein- 46 e 54 53

schrénken

Die Elternzeit fir Vater fragt zu mehr Gleich-

berechtigung zwischen Mdannern und 45 _ [ ] 32 52

Frauen bei

Wenn Vater Elfernzeit nehmen, entlastet

Wenn Véater ihre Berufstatigkeit unterbrechen

und Elfernzeit nehmen, entstehen ihnen 45 _.0 51 47

dadurch haufig berufliche Nachteile

Die Elternzeit ermaoglicht es Véatern, viele

Erfahrungen zu sammeln, die sie im Beruf 40 - [ 34 46

nicht sammeln kénnen

Viele M&nner nehmen keine Elfernzeif, weil 34 29 32

sie sich die Kindererziehung nicht zutrauen

Viter, die Elternzeit nehmen, finden bei

Kollegen nur selten Verstandnis 2 - ¢ 2% 34

Vater, die Elternzeit nehmen, gelfen oftals  og 24 27

unmannlich

Véter kdbnnen heutzutage Elternzeit

nehmen, ohne schief angesehen zu 27 - 24 23

werden

Fur viele Vater bedeutet Elternzeit vor n 7 12

allem Urlaub zu Hause

Basis: Bundesrepublik Deutschland, Bevolkerung ab 16 Jahre

Quelle: Alensbacher Archiv, IfD-Umfrage 10053 @© IfD-Allensbach

Chart22 Fatherso6 perception of p

15 |nstitut demoskopie Allensbach: Monitor Familienleben 2010, pag&827
18 |nstitut demoskopie Allensbach: Monitor Familienleben 2010, page 28
YInstitut f ¢ enstiaehnMositer &gmilienieb&n 2010, page 29

Fathers' views on parental leave

Parents with children younger than
18

Fathers Mothers
Population in Total

Regarding parental leave taken by
fathers

1) Parental leave strengthens the bond
between child and father

2) Men better understand the burden of
housework and childcare

3) Companies do not like fathers taking
parental leave

4) Children benefit from parental leave as
they can spend more time with their father

5) Fathers' parental leave means strong
financial limitations for the family

6) Fathers' parental leave promotes gende
equality

7) Fathers on maternity leave alleviate
burden @ mothers

8) Taking a leave from paid employment fc
purposes of parental leave typically has
negative consequences on professional life

9) Parental leave offers fathers unique
experience they would not have otherwise

10) Many men do not opt for parenteai/e
due to a lack of selfonfidence in child
raising

11) Fathers who take parental leavelsare
feel supported by colleagues

12) Fathers on parental leave are seen as
non-masculine

13) There is no longer any prejudice again
fathers taking parental leav

14) Many fathers view parental leave as a
kind of holiday at home

Base: Germany, population over 16

Source: Archiv Allensbach, survey 10053
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1.2 Work/Life balance problematic*®

About a half of the population of Germany believe thatebevorklife balance is necessary

for the future of the country. This perspective is particularly common among mothers who

have returned to employment (70% of the respondents who share this opinion).

69% of all population and 78% of young parents thihkttworklife balance should

constitute the main priority of family policiéS.

Only 21% of the population think that familyork balance is easy to achieve in Germany
think th

today. 63% of
goodo.

peopl e

Especially younger

at t he

parents

wh o

pfossi bi
have

and who see similar challenges among their friends and relatives share this view. 49% of the
respondents also believe that wdifle balance is harder to establishGermany than in other

countries??

Wahrnehmung: Die Vereinbarkeit von Familie

und Beruf ist nicht leicht

Perceptions: Work-life balance is not

Frage: "Zur Vereinbarkeit von Familie und Beruf: Wie ist Ihr Eindruck: Lassen sich bei uns in Deutschland
Familie und Beruf alles in allem gut miteinander vereinbaren, oder nicht so guf?”

Lassen sich nicht
50 gut vereinbaren

63 % Bevdlkerung insgesamt

Vater von Kindern

o8 unter 18 Jahren

72 Miitter von Kindern
unter 18 Jahren

Basis: Bundesrepublik Deutschland, Bevalkerung ab 16 Jahre, auf 100 fehlende Prozent: Unentschieden

Quelle: Allensbacher Archiv, IID-Umfrage 10053

Chart 3: Perceptions of worklife balance?

Bl nstitut fe¢r Demoskopie

21

23

Al

easy

Question:
Do you think it that lancing work and
family in Germany today is easy or not tha

easy?

Lassen sich gut
vereinbaren

fD-Allensbach

ensbach:

9 nstitut demoskopie Allensbach: Monitor Familienleben 2010, page 6
2 |nstitut demoskopie Allensbach: Monitor Familienleben 2010egg

2 |nstitut demoskopie Allensbach: Monitor Familienleben 2010, page 33
2 nstitut demoskopie Allensbach: Monitor Familienleben 2010, page 33

It is not that easy

Population Total

Itis easy

Fathers of children under 18

Mothers of children under 18

Al 4ife alangea r

Base: Germany, Population over 16, oshe
within the 100% undecided

Source: Archiv Allensbach, survey 10053

Mo n i
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Fa mi
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On the other hand, even though many respondents believe it is hard to achieddgework
balance, they are not struggling with these problems themselves at this timeajohy raf

working parents experience difficulties with balancing work and family from time to time,

such as when their children are ill, for example. Only 30% of parents with children under 18
report that worlife balance is very difficult to achieve. @) of parents in this category
experience a f#ffidier Ibyal poracko amar KL0O% are not s
to play a significant role in their views: 47% of parents with children under three years
indicate they are currently struggling wittork-life balance; among parents with children

older than three years only 29% of parents report similar challéhges.

According to the survey, these parents felt that if more childcare services that meet their real
needs were available, it would be moslphd in respect to workife balance. 54% of them

would also like to see more kindergartens and schools providing their services throughout the
day. 41% of parents call for more childcare provision for children under three years of age.

56% parents believ t hat more flexibility is in regard
they match their own working hours.

In addition, 53% of these parents believe that greater financial benefits would help them
balance work and family as well. In-depth intervews, respondents indicated that greater
financial assistance would alleviate the pressure they feel to make money and allow them to
work fewer hours and spend more time with their children. This view is especially common
among single parents. Finally, 4386respondents would appreciate more assistance with the
process of returning to wofK.

Helping parents achieve worklife balance

Was Eltern mit Vereinbarkeitsproblemen AThi's would hedm us
helfenwurde balance the most i

(excerpt$
"Das wirde uns die Vereinbarkeit am meisten erleichtern”
(Auszug aus den Angaben) ° ° Parents Total
Eltern insgesamt Vater Mitter
Wenn sich Kindergarten und Schulen in inren Betreuungszeiten Fathers Mothers

56 % @44 63
_ @ &2 1) If the operation hoursf &indergartens and
schools better matched our working hours
OO e -
2) If kindergartens and schools provided car

stérker nach den Arbeitszeiten der Eltern richten wirden

Wenn Kindergdrten und Schulen verstérkt Ganztagsbetreuung
anbieten wirden

Wenn Familien mit Kindern vom Staat finanziell stérker unterstutzt
wurden

Wenn die Kinder im Kindergarten bzw. in der Schule Mittagessen
bekommen wlrden

Wenn der Staat daflr sorgen wlrde, dass es leichfer wird, nach

der Familienphase wieder in den Betrieb einzusteigen 41 44 3)lfthe state offered families more support
Wenn mein Betrieb bzw. der Betrieb meines Partners flexible ) o
Arbeifszeiten und Arbeltszeitkonten anbleten wirde 4 4 4) If children in kindergartens (or schools)

Wenn es mehr Betreuungseinrichtungen far Kinder unter 3 Jahren were given lunches

geben wirde 34 44
Wenn mein Betrieb bzw. der Betrieb meines Partners Kinder- _ 42 19 5 Ifthe SFate ensured easieturn to work
betreuungsmaoglichkeiten anbieten wirde after family leave
Wenn wir uns weniger darum kdmmern missten, wie die Kinder _ 3 39
zur Schule bzw. nach Hause kommen 6) If my (or my partner's) employer offered
Wenn es in der Stadt, Gemeinde ausreichend Kindergartenplatze _ % 30 me flexible working hours and working hours
und Kinderhorte geben wirde accounts (accumulation of hours worked)
Wenn ich berufiich nicht so stark eingespannt ware, 2.8. durch ° 39 16
Uberstunden 7) If there were more childcare services for
children under three
Basis: Bundesrepublik Deutschland, Eltern, die Probleme mit der Vereinbarkeit von Familie und Beruf haben
Quelle: Allensbacher Archiv, IfD-Umnfrage 10053, April 2010 @ IfD-Allensbach

8) If my (or my partnes) employer offered
. . childcare options

Chart 4: Helping parents balance work and family?

9) If we didn't have to worry about havur

children get to/from school

23 . . . . . 10) If there were enough places in the
Institut demoskopie Allensbach: Monitor Familienleben 2010, page 34 kindergarten and afteschool programs in my

2 |nstitut demoskopie Allensbach: Moniteamilienleben 2010, page 35 town

% |nstitut demoskopie Allensbach: Monitor Familienleben 2010, page 36
11) If | were not so busy (e.g. overtime)

Base: Germay, Parents experiencing
diffi culties with worklife balance

Source: Archiv Allensbach, survey 10053,
April 2010



Institutional childcare services

In Germany children at the age of 3 until school age have a legal claim for a jtaece
kindergarten (four hours a day). Opening times and costs for the services vary in the German
Laender (states). There are still strong differences in coverage rates between West and East
Germany. Thecentle a s ed cr ¢ harailable forvl4% ef €hildaen aged up to 3

years in Western Germany and 46% in Eastern Germany. The kindergarten services are
available for about 92% of children from the age of 3 to 6 in the West (22,78&yall
services) and 95,1% in the East (65,3%daly services). fie afterschoolservices are
available for 5,3 % of children aged 6 to 10 in Western Germany and 42,1% in Eastern
Germany.There is an urgent need for more places, especially for children under the age of 3,
and fullday services in Western Germany. Thecgs for public childcare differ between
communities and regions and ar®% massively su

The operation hours of childcare providers serving children younger than three years old
range from haka-day (up to five hours) to atlay (nore than seven hours). Gradually, kealf

day services are being replaced bydall services across all Germany. In the former Eastern
Germany, over two thirds of the children who are younger than three and who attend
childcare stay there for the entireyd&Vhile the demand for atlay childcare is growing in

the former Western Germany as well, the proportion of children receividgyakervices out

of all the children in childcare is only a half of the proportion of children in the former
Eastern German A third of all children receiving childcare services spend five to seven
hours per day with the provider, either in a kindergarten or with a female or male babysitter
(Tagesmutter or Tagesvater = a registered child mifder).

1.3  Flexible working-time arrangements

In Germany the employees have a legal claim for work time arrangements and other basic
conditions that allow them to reconcile work and family life. Employees in a company with
more than 15 people have the right to demand atipagtjob, when theyrave been working

for the company at least for six months. The employer may reject this demand, when it
clashes with the work organisation. After the change intpag a worker has no entitlement

to return to fulitime work?® More than one quarter of aimployed persons in Germany
worked on partime basis in 2008 The most of them (80%) were women. 46% of all
employed women work patime (and only 10% of men). In most cases, the reason for
working parttime is the care for children or elderly peopieneed of care.

Germany is one of the countries with the highest proportion of enterprises (more than 70
percent) providing flexible working time arrangemefitsMany enterprises offer their
employees the use of accumulated hours for longer periods of (&E«g or for single days

off (17%). Some offer the possibility to vary start and end of daily work but no accumulation

% pmfsfj: Gender Datenrepottitp://www.bmfsfi.de/Publikationen/genderrepos¥/Breinbarkeitvon-familie-
und-beruf/58-kinderbetreuungsangebetied-erwerbstaetigkeit.ntmp8.02.2011

bmfsfj: Bericht der Bundesr egboeanKimdgrtagesbdtreuurfge, r ei n bed
http://www.bmfsfi.de/RedaktionBMFSFJ/Abteilung5/PAlfilagen/kifoed
bericht,propertypdf,bereich=bmfsfj,sprache=de,rwb=true.pstfana 15, 28.02.2011
BBundesministgerium f ¢r-alfeswasredhtisund Soziales: Teilzeit
http://www.bmas.de/portal/1426/property=pdf/a263__teilzeit _alles__was__recht ,i2Bpaiz.2011

29 OECD: ALFS Summary tablesttp://stats.oecd.org/index.aspx?queryid=4%3.02.2011

30 European Fouration for the Improvement of Living and Working Conditions: Rime work in European
companieshttp://www.eurofound.europa.eu/pubdocs/2006/102/en/1/ef06102e2&0P.2011

20


http://www.bmfsfj.de/Publikationen/genderreport/5-Vereinbarkeit-von-familie-und-beruf/5-8-kinderbetreuungsangebote-und-erwerbstaetigkeit.html
http://www.bmfsfj.de/Publikationen/genderreport/5-Vereinbarkeit-von-familie-und-beruf/5-8-kinderbetreuungsangebote-und-erwerbstaetigkeit.html
http://www.bmfsfj.de/RedaktionBMFSFJ/Abteilung5/Pdf-Anlagen/kifoeg-bericht,property=pdf,bereich=bmfsfj,sprache=de,rwb=true.pdf
http://www.bmfsfj.de/RedaktionBMFSFJ/Abteilung5/Pdf-Anlagen/kifoeg-bericht,property=pdf,bereich=bmfsfj,sprache=de,rwb=true.pdf
http://www.bmas.de/portal/1426/property=pdf/a263__teilzeit__alles__was__recht__ist.pdf
http://stats.oecd.org/index.aspx?queryid=451
http://www.eurofound.europa.eu/pubdocs/2006/102/en/1/ef06102en.pdf

of hours (6% In 2009, 22% of the enterprises offered their employees telework. There are
rarely gender differences in this workingrfo®?

2 Principal objective and subjective barriers German parents face when returning
to work

53% of mothers returning to work (statistical base: mothers of children under 18 who have
returned to work) report that they have been able to adjust their wdrkimg according to

their family needs. 58% were able to return to their previous job, 17% work in a new position
with their previous employer and 19% had to find a new job. A return to work was
significantly less common among mothers of older generatidns.was partly due to socio
political circumstancesmot her s who were on maternity | eav
policy of the #fFrangpatly because they stayed at home fardonderdhan
three years. 37% of the mothers wiave returned to work mentioned challenges related to
the double shift (working both in and outside of home) whil82% felt support and help on

the part of their employers and colleagues (stat. base: mothers of children under 18 years of
age who have tarned to work). In the process of this transition these mothers had to cope
with a variety of issues, ranging from inflexible working hours (28%) or trouble with
arranging childcare (17%) to finding a job (14%).

68% of mothers who have returned to woebarted at least one significant challenge in the
course of their return. This means that this transition entails problems for the majority of
parents3*

31 CESifo DICE Report 3/2009: Flexible Working Arrangemehts://www.cesife
group.de/prtal/page/portal/DocBase_Content/ZS/ZESifo_ DICE_Report/zsice-2009/zsdice-2009
3/CESifoDICEreport309.pdpage 7374, 28.02.2011

32 hmfsfj: Unternehmensmonitor Familienfreundlichkeit 2009;
http://www.bmfsfj.de/RedaktionBMFSFJ/Broschuerenstelle/Rafgen/unternehmensmonitor
2010,property=pdf,bereich=bmfsfj,sprache=de,rwb=true jpaife 7, 282.2011

33 |nstitut demoskopie Allensbach: Monitor Familienleben 2010, pages23

3 Institut demoskopie Allensbach: Monitor Familienleben 2010, page 26
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http://www.cesifo-group.de/portal/page/portal/DocBase_Content/ZS/ZS-CESifo_DICE_Report/zs-dice-2009/zs-dice-2009-3/CESifoDICEreport309.pdf
http://www.cesifo-group.de/portal/page/portal/DocBase_Content/ZS/ZS-CESifo_DICE_Report/zs-dice-2009/zs-dice-2009-3/CESifoDICEreport309.pdf
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Experience with returning to work

68% had to cope with at least one serious
challenge

Mothers of children under 18 who resumed
employment after maternity leave

1) I was able to return to my former workplace

2) | was able to adjust my working hours to the
needs of the family

3) | had problems getting used to the double sk

4) My employer was very helpful in balancing
work and life

5) My colleagues and supervisors showed
understanding for my family situation

6) | would like to make my working hours more
flexible

7) I had to find a new job
8) | worked more hours than | wanted

9) I am working for my previous employer but ii
a new psition

10) It was hard to find suitable childcare
11) It was hard to find a new job

12) There were issues between me and my
employer

13) | had an opportunity to work from home

14) It was hard to get back on track
professionally

15) My new job did nomatch my qualifications

Chart 5: Experience with returning to work *°

Base: Germany, Mothers who resumed
employment after parental leave

Source: Archiv Allensbach, survey 10053, April
2010
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