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Executive Summary

This report presents the findings of the Pensions Technical Working Group relating to Family-friendly
Measures and Pension Incentives. In accordance with the terms of reference a review of EU policy on
the area, a review of family-friendly measures in other European jurisdictions and OECD countries and
a review of the family-friendly incentives available to employees in Malta were carried out. The
following is a synthesis of the findings.

Section 1 of the report contains a brief overview of the Terms of Reference, the methodology used
and the acknowledgements.

Section 2 of the report contains an analysis of the participation in the labour force in the foreign
jurisdictions followed up by the participation in Malta. This section identifies the main traits and
motions in the labour force attributing reasons developed over a research base. This mainly relates to
unemployed, idle workers, women in society and older-age workers. The following core documents
were used in parity with the research:

1. The National Action Plan on Poverty and Social Exclusion, issued by the Ministry for Family
and Social Solidarity (MFSS).

2. The National Action Plan on Employment, issued by the Ministry for Education Youth and
Employment (MEYE).

3. Family-Friendly Measures in the Public Sector — Phasel, an internal report issued to the Office
of the Prime Minister (OPM).

In this regard Malta’s existing programmes were reviewed, however their effectiveness was not gauged
as no empirical data exists to date. It could be argued that this is due to a lack of co-ordination and
streamlining of strategy.

Section 3 seeks to define methods to increasing the employment rate through family-friendly policy
and pension incentives. This section starts by reviewing foreign and local employment legislation that
seeks to regulate the labour market while promoting family-friendly measures. EU directives relating to
the main policy in the area was also observed, leading the project team to conclude that most policy
relates to guidelines for Member States in setting their own policy with the objective of reaching the
targets set by the EU. However there are also a number of Directives, which contain certain
obligations for Member States.

This section details the main findings in relation to the family-friendly policies in foreign jurisdictions.
Family-friendly measures have become an important issue in most countries, since such measures are
considered as important in reconciling work and family life. A review of related literature shows that
whereas some countries are leading the way, others are still developing their policies. Most of the
family-friendly measures implemented in OECD countries were related to part-time work, childcare
services, leave entitlement and tax incentives.

In the last part of Section 3, a review of pension incentives with the aim of increasing employment
participation and ensure an adequate and sustainable pensions system is discussed. While family-
friendly measures on their own may increase employment participation, with a direct positive impact on
the sustainability of pensions - such measures can be also directly related to pensions such as by
taking into account the take up of leave for family reasons when calculating pension payouts.

Section 4 presents the conclusions of the report discussed in specific issues such as:
- the importance of and the implementation of family-friendly measures; and

- pension incentives.

The way forward is presented in a series of recommendations and incentives that are specifically
applicable to Malta, of which a number can be moulded around the pensions reform.
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The report also contains three (3) Appendices, which provide supplementary information to the main
text. Appendix 1 presents a table with data on the number of employed persons between 2002 and
2004 by economic activity. Appendix 2 consists of a review of EU directives that are related to family-
friendly measures. Appendix 3 focuses on the best practice in relation to family-friendly measures in
three countries: Sweden (Nordic region), Austria (Europe) and Ireland.
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01 Introduction

Further to a request from the Pensions Working Group, the Pensions Technical Working Group carried
out a review of policies and measures geared towards introducing family-friendly pension incentives
aimed at increasing employment participation with a view to develop an operating framework in line
with EU policy. The results of this assessment will be forwarded as a recommendation to the Cabinet
of Ministers as a subsidiary document to the proposed Pensions Reform.

01.1 Terms of Reference

The Terms of Reference established for this project were to:

o] review participation in the labour force in the foreign jurisdictions followed up by the
participation in Malta;

o] undertake a review of EU policy direction in place now and planned for the future;

o] review Maltese legislation related to employment and family-friendly measures;

o] review studies on the increase in employment participation by EU, OECD and ISSA;

o] review pension incentives in a mix of governments including Ireland, Italy, France, Germany,
Austria and the UK;

o] discuss issues related to increasing employment participation in relation to pensions; and

o] develop a series of recommendations to address such issues for adoption by the Government

in the public and private sector.

012 Methodology

In undertaking this assignment, the project team:

o] carried out a review of OECD and EU policy documents relating to family-friendly
measures/incentives as well as any other relevant documentation;

o] carried out research to identify best practice in the area in other regimes; and

0 held interviews and discussions with:

- members of the Pensions Technical Working Group (PTWG);

- Malta Confederation of Women's Organisation (MCW O);

- National Council of Women (NCW);

- National Commission for the Promotion of Equality of Men and Women (NCPE); and

contacted the Employment and Training Corporation (ETC) for feedback.

01.3 Acknowledgements

The preparation of this report was greatly facilitated by the co-operation offered by all the persons
interviewed by the project team.
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02  Participation in the Labour Force

It is felt that an overview of the behaviour of people in relation to employment is essential before
proposing family-friendly pension initiatives as to ensure the proposed measures are to be a success.
Failing to observe the behaviour in the labour market may lead to proposing measures that do not
address the real issues or to measures that are targeted to the wrong group of people. This section
looks into the participation in the labour force in foreign jurisdictions and in Malta drawing up a number
of conclusions, which are summarised throughout the section.

02.1 Participation in the Labour Force in thegRalarisdictions

In OECD countries projections of the labour force growth, as shown in Figure 1, indicate that the
labour force growth will stop or even fall in the G7 countries. Such change in the labour force growth,
mainly the result of a decrease in fertility rates, together with an increase in the life expectancy is
leading to population ageing.

Figure 1: The size of the labour force

Labour force growth, under the assumption of constart participation rafes”
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a) The projections of labour force growth over the period 2000-2050 assume that participation rates by five
years age-groups and gender remain constant at their 2000 levels.
Sowrce: OECD database on Labour Foree Statistics and OECD estimates.

Lower employment participation impacts the sustainability of pensions, resulting from fewer employees
in relation to the number of persons reaching retirement age and thus getting a pension. This effect is
further aggravated by the increase in life expectancy. People are living longer and consequently are
receiving pensions for a longer number of years. Besides the impact on the sustainability of pensions,
lower employer participation has a direct impact on economic growth because of lower labour output.
One way of minimising the effect of an ageing population, including the effect on the sustainability of
pensions, is by raising the employment rates.

! OECD Secretariat. 10-11 March 2005. Ageing populations: High time for Action. London: Meeting of G8 Employment and

Labour Ministers.
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As shown in Figure 2 France, Italy and Germany can even increase their employment participation
further than other countries as these countries have a lower employment rate than the other countries,
the EU average and the OECD average. Figure 2 also indicates that the female employment rates are
lower than the male employment rates in all countries. In fact, statistics in the OECD countries indicate
that the most 3 under-represented groups in employment are prime-age women (25-54), older workers
(55-64) and youths (15-24) (refer to Figure 3). Focusing employment participation policies towards
these sectors of society may lead to an increase in the employment participation. It is however
important to take into consideration that not all persons who are out of employment are ready to work.
For some inactive persons it is a deliberate choice. Inactive persons may not be willing to participate in
the labour market for a number of reasons including family reasons such as those mothers who prefer
to take care of their young children or elderly relatives and other personal reasons such as those young
people who postpone their entry in the labour market to pursue further studies.

Figure 2: Employment rate for persons aged 15-64,2 003
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Figure 3: Employment rates divided into groups
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Conclusive Remark 01

Projections indicate that the growth in the labour force will slow down and even stop as countries are
experiencing lower birth rates. The lack of growth in the labour force and lower death rates impact
directly the sustainability of the pension system. Therefore increasing employment participation is
essential in ensuring the sustainability of pensions.

Another OECD document2, which analyses the participation of females in the labour market, also
highlighted that participation in the labour market is essential to ensure the sustainability of social
protection systems. This document further confirmed that the two largest groups of unemployed
persons are the prime age women (25-54) and the older workers (55-64). Therefore, raising the
female participation rate in the labour market is of utmost importance. As can be seen from Figure 4,
the employment rate of prime age women is below men’s employment rates in all countries. In fact,
more than 60% of the non-employed persons aged 25-54 are women.

Figure 4: Non-employment composition by sex, 2001 ( persons aged 25-54)

Non-employment composition by sex, 2001 (persons aged 25-54)
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Source: Women in Employment, OECD

Conclusive Remark 02

The largest group of unemployed persons is that of prime age women (25-54). This is followed by the
older workers (55-64) group and the youths group (15-24). Policies aimed at increasing employment
participation are to be targeted towards the female sector of society, whilst being considerate of other
groups of unemployed people.

When analysing in detail the non-employed women it was found out, that 80% or more of the women in
actual fact are inactive and only the rest are unemployed. While more than 17% of nonactive women
aged 25-54 in 2001 stated that they would like to have a job, 80% or more of the women stated that
they are not looking for a job (inactive) as can be seen from Figure 5.

2 OECD, Paul Swaim. Women in employment (Microsoft PowerPoint). [Internet] Available from:
http://www.oecd.org/datacecd/53/52/31457987.pdf.
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Figure 5: Women'’s non-employment composition, 2001 (persons aged 25-54)

Women's non-employment composition, 2001 (persons aged 25-54)
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Source: Women in Employment, OECD

What reasons are there behind women’s non-employment? According to the above-mentioned OECD
study, low educational attainment increases the probability of being non-employed for both men and
women and it lowers the chances for women of returning to work after having child. Moreover, women
with children have higher unemployment rates than women without children (refer to Figure 6). It was
also found out that more than 50%, on average over 19 European countries, of non-active women
aged 25-54 in 2001 were not looking for a job because of personal and family reasons. The 50%
increases to nearly 60% for women aged 25-44.

Figure 6: Women'’s (aged 25-54) employment rates, de  pending on the number of children, 2000
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The decision of whether or not to participate in the labour force can be determined by a number of
factors. These factors can be related to economic and social resources, to work arrangements and to
the availability and possibility of use of childcare services. Participation in the labour force can also be
related to culture in general. For example, the way welfare states and society look at the women'’s role,
and thus the values towards child rearing, have an impact on the decision of females to participate or
otherwise in the labour market.
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A document issued by the International Social Security Association (ISSA) presented Table 1 from the
Luxembourg Income Study® with the mothers’ number of working hours per week together with their
number of children and the age of the youngest child. The data of each country is divided into two
groups:

o] lone parent family with at least one child under 18 years of age (1A+C); and
o] two parent family with at least one child under 18 years of age (2A+C).

Table 01 clearly indicates that in the majority of the countries lone mothers work more than mothers in
two parent families. Furthermore, this study found out that the age of the youngest child and the age of
the mother correlate positively to the working hours. When the age of the mother or the age of the
youngest child increases the working hours also get higher.

Table 01: Mothers’ working hours per week in differ ~ ent countries

The ISSA report concluded that

Women seem to have adopted different working patterns in different countries. In Scandinavian
women'’s labour force participation rates are high and mothers in both family types are working
equal hours. In the Nordic countries, mothers in both family types have it easier to combine work
and family than in other countries. This is clearly the Scandinavian working pattern. The liberal
welfare states do not cluster as clearly as the Nordic countries. In Australia and the UK women in
both family types are working short hours, but in the USA lone mothers are working more than
mothers in two parent families. These differences could be partly explained by different family
policy styles.

(ISSA, September 2000, pp 9-10)

% ISSA. September 2000. Family policy, work incentives and employment of mothers: Findings from the Luxembourg Income
Study. [Internet] Available from: http://www.issa.int/pdf/helsinki2000/topic2/2forssen.pdf.
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Conclusive Remark 03

Detailed analysis of non-employed women indicated that 80% or more of the women in actual fact are
inactive and only the rest are unemployed. Reasons for inactivity and unemployment include the
following:

0 low educational attainment;

o] personal and family reasons;

o} having children;

(o] work and childcare arrangements; and
(o] culture in general.

Working patterns in different countries have shown that the age of the youngest child and the age of
the mother correlate positively to the working hors. However, differences in working patterns in
different countries can be partly explained by different family policy styles.

02.2  Participation in the Labour Force in Malta

The following employment targets were set for the EU Member States at the European Councils of
Lisbon and Stockholm:

o] overall employment rate to 67% by January 2005 and 70% by 2010;
o] employment rate for women to 57% by January 2005 and 60% by 2010; and
o] employment rate for those aged between 55 and 64 to 50% by 2010.

In addition to the 3 overarching objectives of the European Employment Strategy, the Commission
made a number of common recommendations. As a result, Malta introduced or accelerated the
following actions™:

o] increasing adaptability of workers and enterprises;

o] attracting more people to enter and remain on the labour market: making work a real option for
all;

o] investing more and more effectively in human capital and lifelong learning; and

o] ensuring effective implementation of reform through better governance.

The overall employment rate in Malta stood at 53.7% in the NSO Labour Force Survey of December
2003. This is largely attributable to the gender difference in employment rates, which, for the same
period, were 73.3% for men, 33.7% for women, and 32.6% for those aged 55 to 64. However, the
female employment rate has risen in the past four years, while that for men has decreased. The
average exit age from the Labour Force, in September 2003, was 57.7 years (58.5 for men and 54.8
for women).

Figure 7 below captures the overall employment rates and the female and 55-64 age group
employment rates for 2003 in relation to the 2010 EU targets and the EU15 averages for December
2002. Malta’s overall employment rate for the two other mentioned groups are lower than the EU15
averages and than the 2010 EU targets.

4 Employment and Training Corporation. National Action Plan for Employment 2004 (Malta). (28 September 2004). [Internet]
Available from: www.etc.gov.mt.
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Figure 7: Employment rates

Source: National Action Plan for Employment 2004 (Malta), Employment and Training Corporation

Raising the employment rate, particularly that of women and older workers, is considered to be a
priority to promote equality of opportunity, to secure economic growth and ensure the funding base for
social security. However, the employment forecasts portrayed above indicate that the EU targets are
unlikely to be met by 2010.

Conclusive Remark 04

Malta has a low employment rate when compared to the EU15 average and to 2010 EU target. This is
attributable to the low employment rate for women (33.7%), and for those aged 55 to 64 (32.6%). As a
matter of fact, employment forecasts indicate that the EU targets are unlikely to be met by 2010.
Therefore, raising the employment rate for women and older workers is important to ensure the
funding base for social security.

A gendered division of labour with a male breadwinner and female homemaker has historically been
strongly entrenched in the Maltese social life. Proof of this is the way that the female employment rate
in Malta is relatively high up to childbearing age, and decreases thereafter. Figure 8 indicates that
whilst the 25-34 age group has the highest female employment rate, the employment rate for men
remains constant for the 25-34, 35-44 and 45-54 age groups.

Figure 8: Employment rates by age group

Source: National Action Plan for Employment 2004 (Malta), Employment and Training Corporation

The rise in female employment has occurred only gradually over the years, accelerating during the
more prosperous hineties and slowing down after 2000. This has happened in lieu of the rapid
changes in the working patterns of smaller families triggered by the desire for greater material well
being.
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It is Government’s policy to level the playing field in terms of access to and retention of employment,
and empower both men and women to reconcile work and family life. The Gender Equality Act 2003
defines and prohibits all forms of discrimination in relation to work and training. The Employment and
Industrial Relations Act 2002 extends the rights of part-time and fixed-term workers. Incentives for the
provision of childcare are currently underway.

Conclusive Remark 05

The low female employment rate can be attributed to a number of factors including:
0 cultural perceptions of gender roles;

o having children; and

o the ability to reconcile work and family life.

Implementing policies that promote gender equality and introducing family-friendly measures helps
promote female participation in the labour market.

The low female employment rate over the years also explains a large part of the low rate of older
workers. Another reason for the latter is the fact that pensionable age in Malta is currently 61 for men
and 60 for women. Furthermore, a rise in the uptake of invalidity benefits over past years, as well as
the temporary use of early retirement provisions for purposes of restructuring, have somewhat lowered
the employment rate of older workers.

In this respect, the pensions reform encourages active ageing and particularly the retention of
employment for as long as possible, in conjunction with the raising and equalising of the pensionable
age for both men and women. Potential abuse is to be controlled with respect to access to invalidity
benefits, and early retirement schemes are utilised only as a transitional measure in the restructuring of
the public sector. The need has been identified to address, in a mainstream fashion, not only women
and older workers but also persons with disability.

Government’s policy is to increase labour force participation with a view to establish a more inclusive
labour market, increased productivity and a sustainable dependency ratio. This also applies to older
workers. Hence, both National Action Plans on Poverty and Social Inclusion and Employment focus on
the design and implement measures to:

o] make work pay;

o] take a life course approach to improving quality of work;

o] ensure that lifelong learning opportunities are accessible and relevant to older learners; and

o] implement pension reforms whereby the retirement age of men and women will be raised in a

phased manner.
02.2.1 Temporary Work, Self-Employment and/kdeemplo

In Malta, women tend to get employment on a temporary basis or under fixed-term contracts more
frequently than men, with figures of 5.0 per cent and 3.2 per cent for female and male employment
respectively as of June 2003.

Women in Malta are less often self-employed than men, reaching 6.5 per cent (January-March 2004)
of all employed women (8.0 per cent in December 2003), an increase from 5.4 per cent as of
December 2002. The share of self-employed men is twice and half as much that of women, hovering
around 17.8 per cent in January-March 2004 (17.1 per cent in December 2003) °.

Ministry for the Family and Social Solidarity. 2004. Malta national action plan on poverty and social exclusion: 2004-2006.
[Internet] Available from: www.msp.gov.mt/documents/msp/nap incl mt 20040703.pdf.
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Figure 9: Unemployment by age and gender, December 2003

The total unemployment rate stood at 8.2 per cent in 2003, an increase from 7.5 per cent in 2002
(EU15, 8.1 per cent and EU25, 9.1 per cent in 2003). The 15-24 age group had the highest
unemployment rate, with 63.4% of this group being women. In the first quarter this year, female
unemployment averaged 8.0 per cent; a drop from the increasing trend of 9.6 per cent and 11.3 per
cent registered in 2002 and 2003 respectively (EU15, 8.9 per cent and EU25, 10.0 per cent). The male
unemployment rate has been increasing from 6.5 per cent in 2002 to 6.8 per cent in 2003 (EU15, 7.4
per cent and EU25, 8.3 per cent) and 6.9 per cent in the first quarter of 2004°.

Conclusive Remark 06

Women (5.0%) are more likely to become employed on a temporary basis or under fixed-term
contracts than men (3.2%). Moreover, women are less likely to be self-employed than men.

02.2.2 Initiatives currently underway

The “Empowerment Skills Programme” provided by Employment and Training Corporation (ETC) helps
women who wish to return to the labour market acquire those skills that are necessary to re-enter the
world of work.

The “Part-time Employment Register” provides assistance to those individuals, women in particular,
who wish to take up part-time employment.

The “Gender Equality Action Plan”, drawn up by ETC, outlines initiatives that target female employment
in a comprehensive way. It must be noted that this plan requires full collaboration from other entities,
which at times is minimal and could be considered as its major weakness.

“Increasing Female Participation through Childcare Services at the Workplace” is a project aimed as
an accompanying measure for all Structural Fund projects in order to prevent the loss of human
potential and undue family stress as well as unemployment especially that of women with young
children.

The ETC is organising courses, which are all open to persons who are 55 years and over and it, also
focuses particularly on persons who are 40 years of age and over. These courses aim to offer
incentives to both employers and inactive older persons.

“Foundation Training Programme for Adults”, “Retraining and Reskilling of Workers for the Building
and Construction Industry”, “Preservation of traditional Maltese crafts” and “Retraining and Reskilling of
Engineering and Electronics Workers” are five more projects submitted by MCAST for funding from the
European Social Fund (ESF). These projects are all aimed at vocational training for youths and adults
in several areas designed to match candidates to a trade/skills for which he or she is best suited,
leading to a recognised qualification in a specific area of specialisation.

6 Ministry for the Family and Social Solidarity. 2004. Malta national action plan on poverty and social exclusion: 2004-2006.
[Internet] Available from: www.msp.gov.mt/documents/msp/nap incl mt 20040703.pdf.
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Conclusive Remark 07

Government is determined to increase the employment participation rate of women and older workers
through legislation and through other policy measures such as measures in the pensions reform and in
the National Action Plans on Poverty and Social Inclusion and Employment. A number of initiatives
aimed at increasing the employment participation of women and older workers taken by ETC are
currently under way. All initiatives underway are to be centrally monitored to ensure they are meeting
the required effectiveness and altered if not.

02.2.3 Family-friendly Policy

One of the actions / objectives recommended by the EU Commission was to attract more people to
join and remain in the labour market. Two main priorities were identified for Malta for this objective:

o] to raise the female employment rate in the formal economy, through inter alia, increasing
childcare facilities; and

o] reform the tax-benefit system such that the gap between minimum wage and benefit levels is
less of a disincentive to work and that undeclared work is transformed into regular
employment’.

The NAP for Employment states that work-life balance is essential for the well being of the workers
and their families and also to promote and retain the female participation in the labour force. On a
national level, the EU acquis on maternity and parental rights have been transposed into national
legislation. On a lower level, the Plan indicates that particular attention will be given to increasing
awareness for work-life balance at the level of the enterprise, to the promotion of telework and to the
provision of childcare services. In Section A of the Plan, it is stated that Malta will be pursuing a six-
pronged employment strategy between 2004 and 2010. It is envisaged that the following targets will be
attained by 2010, if the public and private sector respond positively to the proposed measures:

o] raising the employment female rate by 7%; and
o) increase the formal provision of childcare to 1,800 places, ie. 300 per annum, for children
under 3.

In the past two years, the issue of balancing work and private life has achieved much greater
prominence in Malta. Various seminars and campaigns have been conducted on this issue by a range
of stakeholders, including the ETC, the National Council of Women, and the Foundation for Human
Resources Development in collaboration with the mental-health NGO the Richmond Foundation. The
ETC has launched a campaign in all media on the sharing of family and professional responsibilities, in
close collaboration with the National Commission for the Family and the Malta Employers’ Association.

The ETC is developing a manual on organisational good practices in the field of gender equality. It will
consist of a number of themes that employers should consider in ensuring that their organisation is
gender friendly, together with a checklist of organisational practices as well as resources that the
employer may utilise in this regard. Guidelines to ensure equal pay for work of equal value will feature
prominently in this manual. The ETC will provide consultancy on the issue to any employer requesting
assistance. After its dissemination to all private sector employers in early 2005, organisations will be
invited to submit details of their best practices, which will be disseminated, and a high-level award
ceremony will be held in autumn 2005.

In May 2004, the ETC launched a study on teleworking, which will identify the prerequisites for such
practice to be effective in the local context. This study will address regulatory, organisational and
social issues and will make recommendations for any changes necessary for teleworking to be feasible
in Malta. This study is expected to be complete by June 2005.

" Employment and Training Corporation. National Action Plan for Employment 2004 (Malta). (28 September 2004). [Internet]
Available from: www.etc.gov.mt.
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Furthermore, back in May 2002, a Technical Committee on Child Day Care (TCCDC) was established
within the then Ministry for Social Policy to study the development of quality, affordable childcare in
Malta and to draw up suitable national standards with which to regulate service delivery. Childcare
standards were developed and have been finalised.

The Minister responsible for the Family and Social Solidarity in collaboration with the Minister
responsible for Education, Youth and Employment launched a consultation document in July 2004
entitled “Early Childhood Development And Care”. This document proposes the establishment and
regulation of standards related to the provision of childcare services for children up to three years of
age.

In 2004, the Permanent Secretary at the Ministry for the Family and Social Solidarity through the
Management Efficiency Unit (MEU) carried out a Financial Impact Study of the proposed standards.
The aim of this study was to assess the compliance requirements and the related costs of the
childcare centres and to put forward recommendations.

One of the measures® being proposed in the National Action Plan for Employment (NAP) is the
introduction of childcare regulations and fee subsidy scheme. This measure provides for the
promulgation of the childcare standards in the timeframe of the NAP and for the granting of capped
assistance as, for the provision of childcare services. This measure, which is to be adopted in June
2005, is intended to reconcile the work and life balance. The criteria established to obtain this grant
are as follows:

o] the parents must be employed;
o] children must be aged below 3 years; and
o] childcare services must be obtained from a registered service provider.

In 2004, the Prime Minister’'s Secretariat, through the MEU, carried out an assessment of the policies
and measures geared towards reconciling work and family life. The Family-Friendly Measures in the
Public Sector report for phase 1 identified the main family-friendly provisions contained in OPM
circulars that are above the statutory requirements, which are presented in Table 02. Although, the
same measures are present throughout the Maltese public service, the implementation of family-
friendly measures in the Maltese public sector is not streamlined.

Table 02: Work-life balance and family-friendlyuresain the Maltese public service

Measures Public Service

The Public Service has a policy on part time employees. Both female and male employees

Part-time are entitled to part-time work.

Public Service has a policy on reduced working-hours. Public officers who have been
serving for at least 1 year in the public service and are entitled to parental leave may work
20/30 hour week to look after their children below 8 years of age. Also employees who
qualify for responsibility leave may also work on a reduced hour basis instead of taking
responsibility leave. Salary and leave are entitled on a pro-rata basis. Both male and
females can make use of this measure. Contract employees are not entitled.

Reduced Hours

Both male and female employees may avail themselves from 1 year parental leave per child
to look after children below 4 years. Public officers may also avail themselves from a once
only 3 year career break for without pay to take care of children under 5 years of age.
Contract employees are not entitled.

Parental Leave

This measure allows both males and females to avail themselves from unpaid leave to
enable them to take care of dependent parents, disabled sons and daughters and
Responsibility Leave dependent disabled spouse. This has to be approved by the Head of Department. Minimum
of 12 months must be taken but may resume duties if no longer applicable. Contract
employees are not entitled.

8 ETC. 2004. National Action Plan for Employment 2004 (Malta). [Internet] Available from: www.etc.org.mt.
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Measures Public Service

Female full time employees entitled to 5 weeks paid adoption leave and unpaid leave for a
period not exceeding 1 year. Male employees entitled to 2 days. Adoptive parents of a
foreign child entitled to special leave without pay to go abroad and period should not exceed
three months.

Adoption Leave

A maximum of 30 days special leave without pay may be approved for special

Special Circumstances Leave . : .
circumstances in any 1 year. Leave may also be used to look for alternative employment.

Study leave is provided in accordance to SDO regulations. In general, unpaid study leave
may only be granted to an officer who has completed at least one year's service and may be
required to sign a Service Obligation (if courses of study involved the expenditure of public
funds) binding themselves to serve their Ministry/Department for a specific term as indicated
at Appendix Ill to the SDO manual. Special unpaid leave for a maximum of 1 year (approved
by MPO) may be provided to an employee to accompany spouse studying abroad.

Study Leave

Special unpaid leave for a period not exceeding 1 year may be availed of. Employees must
provide documentary evidence (of fostering and having been certified to be able to act as a
Fostering Leave foster parent). Should occasion arise, additional unpaid leave may be allowed provided that
a total not exceeding 1 year is availed of in every period of 4 years. Fostering of more than
1 child simultaneously is considered as a single event.

Urgent family leave is granted when the immediate family of an employee is involved in an
accident or has suddenly fallen sick or is suffering from a sickness requiring assistance and
for the employee's presence during births or death. F/T Employees - 4 of the half-days
leave allowed in line with 4.2.6.1 and 4.2.6.5 of Management Code. If such leave is already
exhausted an additional maximum of 4 half days is allowed. Casual/part-time employees
may be allowed 4 days vacation leave. Leave is deducted from employees' annual vacation
leave entitlement. Unless possible, no advance notice is needed but have to inform superior
of absence before leaving premises. Evidence may be demanded.

Urgent Family Leave

Up to 5 officers may at any one time be granted special leave with pay to perform voluntary
work in Albania. A maximum of 1 year unpaid leave may be availed of to carry out
missionary / voluntary work. A maximum of 1 year vocational leave without pay may be
granted to officers wishing to test their vocation of joining a religious order. Up to 10 public
officers below Salary Scale 5 may at any one time be released for a period of 1 year
(renewable) on special leave with pay to work with a recognised NGO.

Career Breaks

Conclusive Remark 08

The importance of increasing the female employment rates through balancing work and family life has
been consistently increased in OECD and EU countries. Increasing the female employment
participation by introducing family-friendly measures such as the provision of childcare is also one of
the priorities for Malta set by the EU.

In the past two years, the issue of balancing work and private life has achieved much greater
prominence in Malta. A number of seminars and educational campaigns were organised by different
stakeholders. ETC intends to develop a manual on organisational good practices in the field of gender
equality and launched a study on teleworking. The Ministry for Family and Social Solidarity in
collaboration with the Ministry for Education, Youth and Employment is working towards regularising
the provision of childcare services to children aged 0-3 years.
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03 Increasing the Employment Rate through Faemigly Measures

03.1 Sustainable Pensions and the Importanceeds$img the Employment Rate

The main issue of the sustainability of pensions concerns the economic dependency ratio, which
means the number of pensioners in relation to the number of people who are actually in employment.
Above all, this is important in Pay As You Go (PAYG) pension systems whereby those who are
currently employed pay for the pensions of those currently receiving pension benefits.

More emphasis is to be placed in encouraging employment participation focusing on an increase in the
female participation in the labour market. This will serve at counterbalancing the increasing issue of a
reduction in the replacement rates. As noted in the former section, women are the largest group of
unemployed — and thus failure to attract this segment to the workforce could aggravate the
sustainability of the pensions system. Furthermore, if more women join the labour market hence
contributing to their own pension, it is likely that more women will have adequate pensions as opposed
to the current situation which tilts toward a dependence on external sources, such as the husband’s
pension in case of married women.

In relation, the French Government conducted estimations on the impact of higher employment rates
on pensions expenditure and found out that “a 1-percentage point rise in employment rates would
lower the share of pension expenditure in GDP by between 0.2 and 0.4 percentage points by 2040".
In an OECD study it was estimated that a 5 percent increase in employment would, on average, reduce
the rise in the ration of pension expenditure to GDP by about 0.5 percentage points with respect to the

baseline scenario of no reform.

The reason for decreasing or containing the dependency ratio between those who are economically
active and the unemployed is important for both the pension reform and other sectors sustaining the
pension schemes, health care systems and social protection. As indicated above this requires a
change in employment policy with a view of increasing employment participation by enabling people to
work longer, ensuring private and public investment in the qualification and re-qualification of workers
in the labour market; providing incentives, encouraging a change culture in order to recognise
changing family patterns and allowing for greater compatibility between family life and work™.

It must be pointed out that if such reforms are to take place within the pension reform other
government reforms need to take place. This is pertinent in the case of taxation, to make work pay
particularly for the second earner who generally is a female. This holistic approach ensures a higher
success rate in increasing the female employment rates.

03.2 Review of Foreign and Local Employment ltiegisla

Employment legislation, both foreign and local legislation, apart from regulating employment it has
started to encourage more gender equality and at times encouraging family-friendly measures as well.
In 2004, the MEU under request of the Prime Minister's Secretariat carried out an assessment of the
policies and measures geared towards reconciling work and family life. The Family-Friendly measures
in the Public Sector report reviews EU policy together with Maltese law related to work-life balance and
family-friendly measures. This section of the report highlights the main points of the said review.

o European Commission. September 2003. Adequate and sustainable pensions: Joint report by the Commission and the

Council. [Internet] Available from: http://europa.eu.int/comm/employment_social/publications/2004/ke5303483_en.pdf.
2 council of Europe, Parliamentary Assembly. January 2003. Challenges of social policy in Europe’s ageing societies.
[Internet] Available from: http://assembly.coe.int/Documents/AdoptedText/ TAO3/EREC1591.htm.
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03.2.1 EU Policies

A number of EU directives related to family-friendly measures were reviewed. The aim of Council
Directive 92/85/EEC is the implementation of measures that encourage improvements in the safety
and health at work of pregnant workers and workers who have recently given birth or who are
breastfeeding. Among the mentioned measures, there is one that stipulates that pregnant workers are
entitled to time off without loss of pay in order to attend antenatal examinations. Directive 96/34/EC
puts into effect the Framework Agreement on Parental Leave, whereby men and women workers have
the right to at least three months, until a given age up to a 8 years. The latter mentioned Directive also
states that workers should be entitled to time off from work for urgent family reasons.

Council Directive 97/81/EC aims at implementing the Framework Agreement on Part-time Work.
Part-time Work can be considered as a family-friendly measure as those persons who cannot work for
a 40-hour week due to family reasons will still have the possibility of participating in the labour force.
Temporary employment is another type of atypical employment, which the Commission is trying to
regularise. In March 2002, the Commission has adopted the proposed Directive of the European
Parliament and the Council on Temporary Work , which was then amended in November 2002.

Council Recommendation 92/241/EEC  encourages Member States to develop and/or encourage
measures to enable women and men to reconcile family obligations from the care of children and their
own employment, education and training. In this recommendation a number of issues related to the
provision and the quality of childcare services are outlined.

Another measure that can facilitate the reconciliation of work and family life is telework. The
Framework Agreement on Telework is a voluntary agreement, which aims at establishing a general
framework at the European level. The Framework outlines a number of obligations the employer has
to honour in order to protect the teleworker.

Table 03 provides an outline of the main EU provisions that are related to family-friendly measures.
More detailed information on the above mentioned EU Directives, other EU Directives and other EU
policies can be found in the Appendix 2 . Details on the transposition of the above mentioned EU
Directives are listed in Table 05.

Table 03: Summary of main EU provisions

Area Obligation
Leave
Maternity Leave Continuous period of maternity leave of at least 14 weeks allocated before and / or after

confinement, including compulsory maternity leave of at least two weeks allocated before and /
or after confinement.

Time off without loss of pay in order to attend antenatal examinations, if such examinations have
to take place during working hours.

Parental Leave Non-transferable parental leave when a child is born or adopted, for at least 3 months, until a
given age up to 8 years.

Force Majeure Time off from work for urgent family reasons in cases of sickness or accident (entitlement not
specified).

Time/Organisation of Work

Working time Various (see Appendix 2 )

Part-time work Part-time workers are not to be treated in a less favourable manner than comparable full-time
workers.

Fixed-term work Fixed-term workers shall have the same employment conditions of comparable permanent

workers and shall be informed about vacancies in permanent positions.

Temporary work™ Temporary workers should receive the same basic working and employment conditions as if they
had been recruited directly by that enterprise to occupy the same job and should be informed of
any vacant positions for permanent employment.

™ The Directive on temporary work is still a proposed directive thus presently there are no obligations for Member States.
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03.2.2 International Labour Organisation

The International Labour Organisation (ILO), a specialised United Nations agency, formulates
international labour standards in the form of Conventions and Recommendations. An ILO Convention
is a legal instrument, and signatory states are obliged to bring their national law and practice in
conformity with its provisions and to report periodically to the ILO on the issue. ILO Recommendations
do not have to be ratified, but lay down guidelines that member states should follow.

ILO has a number of conventions and recommendations that are related to family-friendly measures.
Mainly there are 4 Conventions and their corresponding Recommendations related to the
implementation of family-friendly measures. The Convention and the Recommendation Workers with
Family Responsibilities 1981 present a number of measures directed towards those workers that
have family responsibilities associated with the caring of their children or immediate family members
that need care. Such measures would enable the workers to reconcile family and work life and
promote equal opportunities for men and women workers.

There are also another two conventions and their corresponding recommendations, which are related
to the organisation of work. The Part-time Work Convention and Recommendation 1994 ensure that
part-time workers get the same employment conditions of comparable full-time workers including
leave, collective bargaining and social security and that they have access to full-time employment. The
Home Work Convention and Recommendation 1996 specify that homeworkers are to be treated in the
same way and have the same employment conditions as their fellow colleagues that work from the
work place.

The Maternity Protection Convention and Recommendation 2000 deal with the conditions of
employment of pregnant and breastfeeding women and applies to all employed women including those
in atypical forms of dependent work. The Convention and Recommendation ensure that pregnant and
breastfeeding women have good conditions of employment and that they are not discriminated
because of their pregnancy or the birth of a child. While the Convention states that women should be
entitled to a period of not less than 14 weeks maternity leave, the Recommendation suggests that such
period should be extended to 18 weeks.

The Maternity Protection Recommendation in addition to the provisions on maternity leave and benefits
also states that following the expiry of maternity leave the employed mother or father of the child
should be entitled to parental leave.

As stated in the introduction, signatory states of the conventions are obliged to bring their national law
and practice in conformity with the provisions of the convention. As it can be seen from Table 04,
Malta has not ratified the above-mentioned Conventions. Therefore, Malta is not obliged to implement
the provisions of the Conventions.

However, it is salient to point out that the European Commission Recommendation of 27 May 1998
recommends that Member States of the European Union that have not yet ratified the ILO Home Work
Convention 1996 ratify such Convention.

Table 04: Ratification of Conventions

Convention Ratification
Convention 156 - Family Responsibilities Yes
Convention 175 - Part-time Work Yes
Convention 177 - Home Work Yes
Convention 183 - Maternity Protection Yes
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03.2.3 Maltese Legislation

The legislation in relation to work-life balance and family-friendly measures is provided under the
Employment and Industrial Relations Act (Cap. 452), the Equality for Men and Women Act (Cap.456),
and the subsidiary legislation thereto. A review of the main provisions of this legislation is being
provided hereunder.

Employment and Industrial Relations Act (CAPad&&ubsidiary Legislation thereto

The Employment and Industrial Relations Act (EIRA), which came into force in 2003, brought Maltese
legislation in line with the 'acquis communautaire' taking into consideration the changing social and
economic realities of Malta. However, it must be pointed that the public service is exempt from all
employment legislation and therefore, the EIRA applies to the public sector only.

The EIRA is intended to enhance the general quality of life by balancing work and non-work
obligations, and addresses both the gender gap and the skills gap in the Maltese labour market. More
specifically, it seeks to: introduce 'family-friendly' measures at the workplace; eliminate discrimination;
introduce gender mainstreaming policies; increase the protection of workers on fixed-term and part-
time contracts; and provide protection to workers in the event of collective redundancies and transfers
of business. Table 05 provides an overview of the provisions, which are related to family-friendly
measures.

Table 05: Main provisions of the EIRA and cormisgosubsidiary legislation

EIRA Statutory Requirements

Article 4 Minister (after consultation with Board) has right to establish, by legal notice, national standards
or sectoral regulations.

Article 5 Recognised conditions of employment are either those specified in the national standard, or in a
sectoral regulation or in a collective agreement or established by voluntary settlement or award.

Article 6 Minister (after consultation with Board) may prescribe maximum weekly working hours including
overtime; minimum periods of daily and weekly rest; annual leave for different employees or
sectors.

Article 8 Cost of living increases announced by Government must be provided to all workers (pro-rata for
part-time etc.).

Article 9 OHSA regulations form part of work conditions.

Article 10 Minister (after consultation with Board) may prescribe minimum periods of maternity leave,

parental leave and leave for urgent family matters and conditions regulating these.

Article 16 It is prohibited to enter into subordinate contracts providing for the payment to the employee for
holidays defined in a service contract that are over-and-above minimum national requirements.

Article 17 Full-time employees will be entitled to an additional day vacation leave for any public holiday
falling on a weekly day of rest.

Article 23 All workers are entitled to bonuses or income supplements as the Minister responsible for
finance may establish.

Article 24 Whole-time employees working on reduced hours shall be paid not less than pro-rata and shall
be entitled pro-rata to public holidays with pay and annual leave (Art. 10), benefits, entitement to
injury leave, and entitlement to bonuses.

Article 25 Part-time employees are to be treated in an equal manner and Minister (after consultation with
Board) may issue regulations stating conditions (including minimum hours to be worked) for pro-
rata entitlement.

Article 26 Protects gender equality at the place of work.

Article 27 Equal pay for equal work.

Article 29. Protects against harassment (including physical, mental or sexual).
PART V Concerns termination of employment.

L.N. 38/89 (452.64) — Whole-time employees:

Weekly day of rest and

annual vacation leave o 1 day rest every week;

o all public holidays (full pay); and

0  vacation leave: 4 working weeks + 4 days.
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EIRA Statutory Requirements

L.N. 225/03 (452.78) —
Parental leave entitlement

Transposes Directive
96/34/EC (Parental
Leave)

Male / female entitled to unpaid parental leave on grounds of birth, adoption or legal custody of a
child for a period of three months until child has reached the age of 8 years but this is non-
transferable and shall be availed of in minimum periods of 1 month.

May be provided on a full-time / part-time, in a piece-meal / form of time-credit system basis if
agreed between employer and employee / representative.

Adoptive parents - Entitlement to commence when employee provides employer with evidence.
Conditions

o  Employee must give a minimum notice (in writing) of 3 weeks specifying beginning and
end of parental leave.

o  Employer may postpone granting of leave on justified grounds.
o  Employee has right to return to same job.

o Employee is entitled to all rights and benefits.

o  Employee returning to work not entitled to use additional leave.

o  Employer does not have right (unless employee agrees) to suspend parental leave
before date of resumption of duties.

o Dismissal on grounds that employee has taken / applied for parental leave shall be
considered as unfair.

o  Employer must keep record of all parental leave taken and deliver this to employee
upon his / her request.

o Part-timers entitled at a pro-rata.

o Minimum levels apply unless a shorter period has been accepted in a service contract
or collective agreement. Regulation not to compromise better agreements.

L.N. 427/02 (452.79) —
Part-time Employees

Transposes Directive
97/81/EC (Part-Time
Employment)

If working for not less than 20 hours per week and this is their main employment — pro rata
entitlement to the minimum entitlement of all public holidays and annual vacation leave, sick
leave, birth leave, bereavement leave, marriage leave and injury leave.

L.N. 247/03 (452.87) —
Organisation of Working
Time

Transposes Directive
2003/88/EC (Working-
Time)

Daily rest — 11 consecutive hours per-work day.

Rest breaks — for works days of more than 6 hours of not less than 15 consecutive minutes.

Weekly rest period — Minimum of 24 uninterrupted hours for each 7-day period (with some
exceptions — Regulation 6).

Maximum average weekly working time — Not more than 48-hours per week including overtime
(with exceptions — Regulation 7).

Annual leave — Minimum of the equivalent in hours to 4 weeks and 4 days calculated on the
basis of a 40-hour week and 8-hour workday to be availed of as whole days with the exception of
urgent leave. 50% may be carried over to next year on mutual consent. Entitlement to all
national holidays with full pay. (Some conditions or exceptions — Regulation 8).

Night and Shift work — Not to exceed 8-hours in 24-hour period. Health assessment needed
before transfer to night work.

Special provisions / exceptions — refer to Regulations 13 to 19.

L.N. 296/03 (452.88) —
Urgent Family Leave

Transposes Directive
96/34/EC (Parental
Leave)

All employees entitled to time off from work on grounds of force majeure for family reasons in
cases of sickness or accident or births or death to members of the immediate family making the
immediate presence of an employee indispensable.

Conditions

o  No advance notice required unless it is possible to give a 24-hour notice.

o  Employer bound to give a minimum of 15 hours with pay per annum and hours availed
shall be deducted from the annual leave entitlement.
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EIRA Statutory Requirements

o  Employer may establish maximum hours of absence for an event.
o  Employer has right to require evidence of event.

o  Part-timers entitled pro rata.

L.N. 439/03 (452.91) —
Protection of Maternity

Employment (and same work) and equal wages ensured (to pregnant / recently gave birth /
breastfeeding employee), when employer takes measures to protect the health & safety of

(Employment) employee. Measures include:
Transposes Directive o temporary adjustment of work hours;
92/85/EEC (Women who 0 temporary adjustment of working environment;
are pregnant, o temporary assignment to suitable alterative work; and
g_rt:ﬁ;stfeedlng orgave 0  prevent exposure to potentially hazardous material.
i

Employer must give special maternity leave if he cannot comply with conditions to safeguard
health of this employee and for a period of 8-weeks shall pay a special allowance equivalent to
the rate of sickness benefit paid under the Social Security Act.

Employee may provide a medical certificate indicating that she cannot work at night. Above
applies in these cases.

Maternity leave — pregnant employee may apply for 14 weeks [1 to 13 paid, 14" unpaid]
(uninterrupted) of maternity leave by providing a written notice to employer at least 4 weeks
before leave begins.

Ante-natal examinations — employee is entitled to paid time-off to attend to these exams during
work hours. Proof may be requested.

Also apply to fixed-term contracts.

During maternity / special maternity leave period, employee shall be deemed to have been in
employment, is entitled to same rights & benefits and has right to return to same job.

VARIOUS SECTORS -
Wages Council Wage
Regulation Order

These Regulations define the minimum statutory rights or entittement of an employee working in
the sector in respect of (albeit variations in the content of different Regulation Orders exists):

hours of work;

minimum wages (whole-time, part-time employees);
minimum daily rest;

minimum weekly rest;

minimum overtime rates;

shift allowances / premium (night, etc.);
sick leave;

bereavement leave;

special leave;

leave for jury service;

injury leave;

retiring age;

birth leave;

marriage leave; and

vacation leave.

O OO0 OO0 0O O0OO0OO0OOoOOoOOoO OO Oo

Equality for Men and Women Act (Cap.456)

The Act transposes EU legislation on gender equality. It defines discrimination on the basis of sex

(Article 2) as:

o the giving of different treatment to men and women on the basis of their sex;
o treating a female differently for reasons of actual or potential pregnancy or childbirth; and
o treating men and women differently on the basis of parenthood, family responsibility or for

some other reason related to sex.

This is qualified by what is stated in sub-article (5), namely that in employment matters (not only
employment), a different treatment which is based on a characteristic related to sex shall not constitute
discrimination where this is a genuine occupational requirement.
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Sub-article 3(d) of article 2 introduces the concept of indirect discrimination. Indirect discrimination
occurs “where an apparently neutral provision, criterion or practice disadvantages a substantially
higher proportion of the members of one sex unless that provision, criterion or practice is appropriate
and necessary and can be justified by objective factors unrelated to sex.”

Sub-article (4) of this article states that special protection to women during pregnancy or childbirth
does not constitute discrimination. Measures aimed at achieving substantive equality between men
and women are also allowed in virtue of this sub-article. This is consonant with article 45 (11) of our
Constitution, which states that “any law or anything done under the authority of a law, or any procedure
or arrangement, in so far as such law, thing done, procedure or arrangement provides for the taking of
special measures aimed at accelerating de facto equality between men and women, and in so far only
as such measures, taking into account the social fabric of Malta, are shown to be reasonably justifiable
in a democratic society.”

The Act also provides for the setting up of the National Commission for the Promotion of Equality
(NCPE).

03.3 Foreign Studies on the Increase in Emplofagidipation (EU, OECD, ISSA)
03.3.1 EU

The first comprehensive analysis of the national strategies in the area of pensions was submitted to
the European Council in March 2003. This report'? was based on national reports submitted by the
then fifteen Member States in which the national strategies for securing adequate and sustainable
pensions were highlighted. One of the objectives (objective 4) in ensuring adequate pensions dealt
with raising employment levels. Following are the 4 main policy measures that were adopted by
Sweden, which summarise the main policy measures adopted by other Member States, with the aim of
increasing labour participation while the variations of other Member States are listed under each
relevant point:

o] strengthening the work incentives in tax benefit systems (Sweden);
- incentives targeted towards the unemployed, older workers and immigrants
(Denmark);
o] active labour-market policies and efficient job-matching (Sweden);

- rehabilitation programmes (Finland);

- an environment favourable to entrepreneurship and business start-up (Finland) ;

- anti-discrimination and equal opportunity legislation (France);
o] quality in work and better health in working life (Sweden);

- occupational safety and healthcare services (Finland);
o] education and lifelong learning (Sweden);

- lifelong learning measures (Finland).
In relation to female participation rates the report states that countries with low female participation
rates emphasise cultural changes in gender roles, expansion of care facilities for children and other
dependant family members and measures to improve the reconciliation of work and family life. On the

other hand, countries with moderate female participation consider that gender equality in pay and
working conditions is also necessary.

12 European Commission. September 2003. Adequate and sustainable pensions: Joint report by the Commission and the
Council. [Internet] Available from: http://europa.eu.int/comm/employment social/publications/2004/ke5303483 en.pdf.
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Other measures being taken in several Member States to improve female participation include the
following:

o] social protection contribution rebates to employers hiring women to create and reinforce
demand side incentives; and

o] adaptations to personal income tax systems (e.g. individualised tax treatment and tax credits)
to improve labour supply incentives.

Differences in employment, such as differences in pay and in the working history, will ultimately be
reflected in differences in pension entitlements. For example, women are more likely to work part-
time, to have career breaks, to work in companies that do not offer supplementary pensions and to
earn less then men. Moreover, Member States reported that the pension gap (the difference between
men’s and women'’s pensions) could be larger than the pay gap (the differences between men’s and
women’s work pay) mainly due to lower occupational pension benefits for women. Maintaining and
improving pension levels for women will require higher participation on the labour market.

03.3.2 OECD

OECD" also highlighted that participation in the labour market is essential to ensure the sustainability
of social protection systems. While people are living longer, fertility rates have gone down thus leading
to a situation in the future where while there is a increase in the number of elderly number there is a
decrease in the number of people of working age*. This means that there will be an increase in the
dependency ratio, which augments the importance of increasing the labour participation particularly for
those groups that are more likely to be inactive.

Figure 10: The rise in old-age dependency ratios

OECD points out that tax / benefit reform can help in increasing labour market participation. Non-
employed people receiving unemployment benefits may be disincentivised to enter the labour market if
there is no significant difference between work pay and the benefits received. OECD also proposes a
“mutual obligations” approach to help improve employment chances of the non-employed. While
governments help the non-employment through effective re-employment services, counselling, training

13 OECD, Paul Swaim. Women in  employment (Microsoft PowerPoint). [Internet] Available from:
http://www.oecd.org/datacecd/53/52/31457987.pdf.

1% OECD Secretariat. 10-11 March 2005. Ageing populations: High time for Action. London: Meeting of G8 Employment and
Labour Ministers.
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and financial incentives — the “rights”, in turn those benefiting from such measures should take active
steps to find work or improve their employability — the “obligations”.

In addition to the above proposals, OECD highlights the importance of family-friendly measures in
reconciling work and family life. The provision of maternity leave and the availability of childcare
services, together with the expansion of part-time employment, lead to increase in labour participation
especially in the case of mothers with young children.

Policies that stimulated female participation in the labour force can be divided between those that
stimulate full-time participation and those that stimulate part-time participation™. Full-time participation
can be increased through policies that focus on:

o] tax neutrality between single and second earners; and
o] upward convergence of public spending on childcare.
On the other hand, part-time participation can be stimulated by focusing on:
o] upward convergence of tax treatment in favour of part-time working.

Finally, the labour participation can be further improved by reforming employment regulations, reducing
labour taxes, ensuring that wage formation systems reflect changing economic circumstances and
emphasising policies that help workers move up career ladders.

03.3.3 ISSA

As family structures and employment changed, welfare states’ family policies have also changed.
ISSA have conducted a study® with the aim of studying how the different family policy models effect on
parents (especially mothers) incentive to participate in labour market. As there are similarities between
the family policies adopted in one country and another, there are also differences. The family policies
that are offered are likely to be determined by the attitude of governments towards to population and
family issues together with the determination of whether is it governmental responsibility to offer such
type of policies or not.

In this study, ISSA compared the work incentive and home care incentive indicators of family policies in
fourteen countries in the late 1980s and early 1990s and presented them in Table 6. The study
focused on direct cash transfers, taxation and social services that enable mothers to be active in the
labour market. A number of policies were chosen as Home Incentive and Work Incentive indicators,
which were then assigned points that reflect the level of state intervention and calculated for each
country. The Home Incentive Index consisted of 3 indicators:

o] paid maternity leave;
0 extended leave; and
o] money support during extended leave.

Another 3 indicators were included as Work Incentive Index:

o] separate taxation;
0 leave to care for sick children; and
o] coverage of day care.

While the home incentives encourage women to stay at home, the work incentives encourage women
to participate in the labour force. Support is given to mothers while they are still in employment. It was
concluded that Scandinavian countries together with France, Belgium, Italy and Spain are the countries

% Jean-Marc Burniaux, OECD. Prospects for female participation in an ageing world. Paris: Economics Department.

Available from: http://www.oecd.org/dataocecd/53/47/31458376.pdf.
6 1SSA. September 2000. Family policy, work incentives and employment of mothers: Findings from the Luxembourg Income
Study. [Internet] Available from: http://www.issa.int/pdf/helsinki2000/topic2/2forssen.pdf.
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that have most family policy legislation that includes both home and work incentives. Nordic states
tend to reject special protection for women as mothers in the labour market on the ground of the
equality objectives. Generous state provision of childcare, paid parental leave for both men and
women and favourable working time arrangements have to be understood as a measures supporting
women’s access to the labour market.

France and Belgium emphasise the support to parents in reconciling their work with their family
responsibilities. The latter mentioned companies have improved the quality of life for working people,
protected the standard of living of families and achieved greater equality between men and women in
the labour market.

US, UK and Australia have low scores in the family policy index as such countries deliberately avoid
the implementation of family-friendly measures as they consider them as an interference in the private
lives of people. The employment of women is seen as a private matter and paid parental leave is not
considered as a right but an area of negotiation between employees and employers. Public childcare
is only provided in those cases where children need protection and is not provided as a measure that
enables women to participate in the labour market.

Table 06: Work incentive and home care incerdicators of family policies

Conclusive Remark 09

Higher female participation in the labour force is important for securing adequate and sustainable
pensions particularly due to the projected increase in the dependency ration. While higher female
participation leads to a higher amount of paid contributions, it also decreases the current differences
between men and women in pension entitlements. Foreign jurisdictions have adopted different
approaches in attempting to increase female participation in the labour market such as through:

o0 work incentives;
- taxincentives;
- social protection contribution rebates;
o0 labour-market policies;
- active labour-market policies and efficient job-matching;
- reforming unemployment benefits;
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- equality in pay and working conditions;
o introducing and/or expanding existing family-friendly measures;
- provision of maternity leave;
- extended leave;
- leave to care for sick children;
- expanding the provision of childcare services;
0 education and lifelong learning; and
o0 cultural changes;

- changes in gender roles.

03.4 Labour Related Improvements to increase tileylament Rate

The increase in birth rates and in employment rates, are both important in ensuring the sustainability
and the adequacy of pensions. Research based on EU and OECD countries indicates that the
implementation for family-friendly measures is of utmost importance in increasing the employment
rates, while at the same time ensuring a more sustainable pensions system, as it enables families,
especially women, to have children and maintain their employment at the same time. In fact, in
Switzerland"’ it was found that 40% of university-educated women are still childless at age 40. Since it
is difficult to combine work and motherhood, families are either having less children or else postponing
childbirths.

Family-friendly measures can be divided into four main types™®. These are:

0 leave from work for family reasons;

o] changes to work arrangements for family reasons;
o] practical help with child-care and eldercare; and

o] provision for training and information.

Leave from work for family reasons: This includes extra statutory arrangements — maternity leave,
paternity and parental leave, career breaks, carer's leave, and emergency leave to deal with sick
children or problems dealing with childcare.

Changes to work arrangements for family reasons: This includes reduction in working hours (for
example from full time to part-time or a reduction in the number of daily/weekly working hours), term
time only working contracts, wo