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Preface

Finding appropriate childcare for their children while they work is a problem
faced by working parents around the world. Access to childcare is sometimes
thought to be an issue mainly in industrialized countries, but parents in devel-
oping countries are facing similar problems as family structures change and more
women join the labour market either through choice or necessity. The repercus-
sions of childcare difficulties for the workplace, the economy, gender equality, the
education of children and society in general have yet to be well integrated into
national policies in many countries, both developed and developing.

Almost 30 years ago, in 1981, the International Labour Organization (ILO)
adopted the Workers with Family Responsibilities Convention (No. 156), which
secks to promote policies to reduce work—family conflict and combat the labour
market discrimination resulting from family responsibilities. The Convention
calls for measures “to develop or promote community services, public or private,
such as childcare ...”. Today, while far from meeting demand, many examples
exist from around the world of governments, trade unions and employers’ organ-
izations actively working at policy level to promote and improve workers’ access
to childcare. Many examples also exist of actors taking action at the workplace,
adopting programmes to help workers cope with their childcare responsibilities.

This book was conceived because it was felt that not enough was known
about how workplace actors are working to promote childcare for working par-
ents and what they are doing, particularly in developing countries where there
has been less documentation. Why have employers as well as trade unions become
involved in the childcare problems of workers? What sorts of solutions have been
found? What is the link to government policies for childcare? To help answer

Xi
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these questions, this book not only reviews the existing literature but also provides
overviews of childcare policies and programmes in ten countries (four industrial-
ized and six developing countries) as well as case studies of workplace initiatives
for childcare support in these countries.

It is hoped that the practical approach of this book with its many concrete
workplace examples will provide governments, employers and workers’ organ-
izations with useful ideas that they might be able to adapt in their own con-
texts in order to reduce the impact of childcare problems on workers and on the
workplace.

I would like to congratulate the two authors, Catherine Hein and Naomi
Cassirer, for this excellent work, and thank the chapter authors for their rich
contributions to the book. I am grateful to the International Organization of
Employers, particularly Brent Wilton and Bérbara Ledn, and to the International
Trade Union Confederation, particularly P. Kamalam, for their assistance in
mobilizing their networks to find the interesting workplace examples featured in
the book, and for their encouragement of the project. I would also like to thank
Eric Boulte and Nathalie Renaudin for their ideas and support for this work.
Many ILO colleagues provided valuable assistance or inputs, in particular Anna
Biondi, Adrienne Cruz, Can Dogan, Raphacla Egg, Deborah France-Massin,
Nelien Haspels, Judica Makhetha, Sipho Ndlovu, Pedro Américo Furtado De
Oliveira, Solange Sanches, Amrita Sietaram, Reiko Tsushima, Petra Ulshoefer
and Maria Elena Valenzuela. Laura Addati provided expert research assistance and
inputs throughout the book in addition to the chapters she authored. Charlotte
Beauchamp, Kris Falciola, Jos¢ Garcia and Claire Piper provided invaluable sup-
port on the administrative and production aspects of the book.

MANUELA TOMEI
Chief
Conditions of Work and Employment Programme

Xii



Part |






Introduction

For parents who work for income or would like to work, childcare is a concern
that is almost universal. One way that workers have been receiving various
kinds of assistance with childcare is through support that they can access through
their workplace. Workplace programmes are not the only, nor even the primary,
means of accessing assistance with childcare. However, they are nevertheless
helping many working parents and are attracting increasing interest as a way of
meeting the overall societal challenge of finding mechanisms for making childcare
more accessible and available to working parents.

1.1 Objectives

This book seeks to explore why the workplace has become involved in childcare
support and what programmes have been implemented, based on concrete ex-
amples of childcare support that can be found in workplaces around the world.
Even a quick look at the Internet reveals that there are a number of enterprises,
government departments, parastatals, universities and other organizations that
have adopted measures to help their workers with childcare. These measures
include not only the traditional workplace nursery but many other innovative
ways of helping workers access care for their children.

While the role of the employer is often important, other partners such as
trade unions, non-governmental organizations (NGOs) and organizations special-
izing in childcare, as well as government departments, are increasingly becoming
involved in workplace-related programmes. Unions are providing advice to their
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affiliates on collective bargaining for childcare support and, in some cases, are
involved directly in childcare provision. Governments in a number of countries
(such as Australia, Singapore, the United Kingdom) specifically encourage and
help employers to provide some form of childcare support, in some cases backed
by incentives. National reports have been prepared in a number of countries, such
as Australia, Canada, Singapore, the United Kingdom and the United States,
giving examples of companies which are providing some childcare assistance.
Despite all the documentation and information available on web sites con-
cerning industrialized countries, relatively little is known about workplace initiatives
for childcare in the developing world. Also, awareness of the possibilities for work-
place support and of the variety of ways that have been found for helping workers with
childcare problems is not widespread globally. The present book thus tries to fill this
gap by providing a review of how various partners have become involved and of the
types of solutions they have found in both industrialized and developing countries.
The book draws heavily on concrete examples. Many such examples are derived
from secondary sources, which tend to relate to industrialized countries. In add-
ition, a number of case studies were prepared specifically for this publication with
particular emphasis on the developing countries for which there is less information
already available. The case studies were taken from a limited number of countries in
order to allow for a more detailed assessment of national policies and programmes
for childcare and to be able to situate the workplace initiatives within this context.
Part II of this publication consists of country chapters which provide a
national overview followed by workplace examples. Six developing countries
are included (Brazil, Chile, India, Kenya, South Africa and Thailand) and four
industrialized countries (France, Hungary, the United Kingdom and the United
States). The workplace case studies provide considerable detail on why the child-
care support was started, how it is funded and managed, how various partners are
involved, and the limitations and benefits of the support provided. In this way,
the reader can better understand why and how the childcare solution was put in
place and how it is working,
By providing and analysing examples of workplace solutions for childcare,
the present book aims at:

® increasing awareness of the possibilities for workplace programmes as well as
their benefits and limitations;

® providing insight into the reasons why various actors, in particular employers
and trade unions, have become involved; and

® offering greater understanding on how support for childcare has been organ-
ized and funded in a variety of workplaces.



1. Introduction

1.2 What is childcare?

At any particular time, a child can be in the care of (i) a family member, (ii)
someone from outside the family or (iii) no one. This simple schema is represented
in figure 1.1.

Figure 1.1 Childcare schema

Care situation
of a child
1
| | |
Family care Non-family care No care
|
I . ] I
Parents Nanny N
Grandparents, Childminder School su grsir;ien
aunts, siblings Childcare centre . &

Family care

Families are the main providers of care for their children. At birth, usually the
round-the-clock care needed is provided by the family and a baby is not normally
left with no one responsible. Someone has to ensure their basic needs are met (fed,
washed, clothed, housed and so on) as well as to provide a loving and stimulating
environment that will foster their social and psychological development. Much of
this is done by the parents themselves. Many countries facilitate parental care by
providing paid entitlements for working parents to temporarily leave their jobs
to care for young children. Most countries have legislated maternity leave for
working mothers and some also provide for a short paternity leave for fathers and/
or more extended parental leaves for either father or mother after maternity leave.!

From the end of maternity leave (the ILO norm is 14 weeks)” until the age at
which a child can go to school, working parents need someone to look after their
child during the time they are working. In virtually all countries, some working
parents receive help from grandparents or other family members who may be able

! See Oun and Trujillo, 2005, for a review of national legislation.
* For more information on the Maternity Protection Convention, 2000 (No. 183), and
Recommendation, 2000 (No. 191), see http://www.ilo.org/public/english/standards [11 June 2009].
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to cover at least part of their childcare needs. This solution usually has the advan-
tage of being without financial cost. Depending on the circumstances (such as
where the grandparents reside, their health) this may or may not be a good solu-
tion. When the family member is a young child removed from school to look after
a baby, this is clearly not the ideal solution from the point of view of society.

Once children attend school, working parents still have to make care arrange-
ments for before or after school, lunch breaks and the school holidays. Family
members may be able to cover at least a portion of this time. Also, as children get
older, there may be less need for a care arrangement and they can be left to look
after themselves with no one responsible for their care. Local contexts and norms
influence perceptions of the age at which children do not need out-of-school care.
However, leaving them in “no care”, as “latchkey” children without supervision,
may be problematic even for adolescents.

Non-family childcare

Non-family care is needed to look after children during the working hours of par-
ents when there is no family member available. Evidence suggests that traditional
family supports are weakening, particularly with the rise of nuclear and single-
parent houscholds, and with migration to cities and overseas such that many
working parents in both industrialized and developing countries need non-family
care for both preschool and school-age children. This non-family childcare is the
focus of this book and the term “childcare” henceforth refers to non-family care.

School can be seen as a form of childcare but is usually perceived rather as
“education” and so is shown separately in figure 1.1. As children get older, most
societies agree that they should go out of the family to school, and in virtually all
countries, attendance at primary school is obligatory as from the age of 5 or 6.

Box 1.1 describes in more detail the three main types of childcare arrange-
ments proposed in figure 1.1: “nannies”, “childminders” and childcare centres. The
category “childcare centres” includes pre-primary schools (kindergartens, early
childhood education) which might be categorized as schools, but since they are
not part of compulsory schooling, are usually considered as part of childcare. For
children of preschool age, it is difficult to make the distinction between childcare
and education and, in fact, both care and education are needed and often occur
simultaneously, as reflected in the use of the term “early childhood care and edu-
cation” (ECCE).

For school-age children, childcare may be needed before or after school, during
alunch break or during school holidays. The types of childcare in box 1.1 also apply

6
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Box 1.1 Main types of childcare

In the child’s home. Someone who cares for children in their own home, in
some cases living in the child’s home, is variously called a “nanny”, babysitter
or au pair. This person is usually an employee of the parents. Care can be for
children of any age.

In the home of a childminder. A childminder (day mother, family daycare) offers
private care for children of all ages, usually in her own home. Childminders are
normally self-employed and may have children of their own at home so that
childminding provides a way for them to earn income while looking after their
own child. The number of children that can be looked after by a childminder is in
some countries limited by legislation.

Childcare centres. The terms used to refer to childcare centres differ consider-
ably from country to country, as well as the age groups of the children attending.
Centres that take very young children are sometimes called daycare centres,
nurseries, creches. Some centres may focus on pre-primary education for
children aged 3 to 5 years and are variously called kindergarten, pre-primary
school, nursery school, école maternelle or early childhood education centre.
Sometimes, particularly in developing countries, childcare centres may take chil-
dren from 3 months to school age.

to this age group, with nannies and childminders being possible providers, as well
as various types of group arrangements, from summer camps to school canteens.

Childcare provision needs to balance the needs of children and the needs
of working parents. At one extreme, leaving young children in non-parental care
for 14 hours per day because of the work of parents is clearly not the ideal for the
child or the parents. At the other extreme, providing preschool education for two
hours a day may complicate considerably the lives of working parents.

1.3 Why childcare for working parents is important

In most countries, looking after children was traditionally considered to be a
responsibility of families alone — mainly the women. It was not an issue of concern
to trade unions or employers. As for governments, childcare was often regarded as
mainly a matter of providing welfare assistance for poor families. The assumption
was that most families can look after their children, which was perceived as “their
responsibility anyhow”.
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Apart from a few welfare cases, childcare usually has to be paid for by
the parents, so that it is mainly well-off parents who can find arrangements for
ensuring that their children are well looked after while they work. Paying a reli-
able nanny or childminder or putting a toddler into quality daycare can be quite
expensive and often out of the reach of low-income and even middle-income par-
ents. So they are faced with a no-win choice. They can use parental time to fill in
the childcare gap by, for example, working at different times in the case of dual-
parent households or reducing their work activity (typically that of the mother)
and consequently their income. Or they can leave the child with poor-quality care
or no care at all. Whatever their choice, the child will probably suffer, as will the
parents.

The consequences of lack of access to affordable, good-quality childcare go
beyond the welfare of individual children and their families and affect the social
and economic development of the whole society. For society, benefits of childcare
include the following.’

Promoting gender equality

As women are often the parent with major responsibility for children, lack of
access to affordable, reliable childcare can be a major factor in gender inequality,
undermining women’s ability to work and their opportunities for employment.
In the European Union, childcare is recognized as a critical factor in meeting its
goal of full employment and a concrete way of eliminating barriers to women’s
participation in the labour market. As a result, at the Barcelona summit in 2002,
EU governments set childcare targets for the year 2010: 33 per cent coverage for
children under 3 and 90 per cent coverage for children between 3 years and com-
pulsory school age.

Evidence from Europe suggests that where governments support the costs
of widely available childcare, these countries tend to have higher rates of women’s
labour force participation and fertility and lower gender inequality, as is particu-
larly the case in Nordic countries.*

Childcare can help parents, particularly mothers, ensure continuity in their
careers. If they are compelled to resign for lack of affordable, quality childcare and
do not work at all for a long period, they tend to have difliculty re-entering work,
particularly at the same level as they were when they left.

* For more details on how society benefits from childcare see htep://www.ilo.org/travail.
* Del Boca and Locatelli, 2007; Den Dulk and Van Doorne-Huiskes, 2007.
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In countries where girls continue to be removed from school to look after
younger siblings, lack of childcare can be a factor in the lower educational level
of girls.

While childcare is particularly useful for women, this does not mean that it
is basically a women’s issue: the whole family benefits if women have a fairer deal
on the labour market. Men also benefit from childcare support and, as will be seen
in the cases in this book, they also use and appreciate it when available.

Promoting the rights and development of children

The UN Convention on the Rights of the Child explicitly recognizes the need for
parents to receive assistance in their childcare responsibilities as well as the rights
of children to benefit from childcare facilities. Stories of harm coming to young
children who have been left on their own while parents work have made headlines
in a number of countries. In the Republic of Korea, for example, the grassroots
movement for childcare was reinforced by an incident in 1990 when two children
died in a fire, locked in the house while their parents worked.”

Improving the access of vulnerable and disadvantaged groups to quality care
for preschoolers can provide opportunities for these children to begin primary
education on a more equal footing with more privileged children. In the United
Kingdom, for example, disadvantaged children already lag behind their middle-
class contemporaries in terms of cognitive development at the age of 3, so the
provision of high-quality early years education is clearly one very important way
to counter this.” In developing countries, it is likely that a similar or even greater

deficit might be found for disadvantaged children.

Contributing to the national economy

Well-structured childcare support policies can pay for themselves, according to
a report from the Organisation for Economic Co-operation and Development
(OECD): without support, parents can face a more difficult time participating in
the labour force, which can lead to “higher welfare expenditure, lost tax revenues,
inhibited growth and wasted human capital”’

* Kim and Kim, 2004.
¢ Daycare Trust/National Centre for Social Research, 2007.
7 Immervoll and Barber, 2005, p. 48.
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Childcare not only increases women’s access to employment, but also
increases employment opportunities in childcare, and contributes to job cre-
ation in the service sector to replace some of the unpaid household work such
as cleaning and food preparation. One estimate of the job creation effects of
women’s employment is that ten jobs are created for every hundred additional
women in work.? Indeed, in most industrialized countries, there has been an
increase in employment in childcare. In the Netherlands, for example, the child-
care sector has evolved since 1990 from a small sector with 8,000 employees into
a mature sector employing over 60,000 employees in 2003.” Similarly in France,
the number of childminders (assistantes maternelles) more than tripled during the
1990s: the number approved and directly employed by parents increased from
about 70,000 in 1990 to 232,000 in 2000, reaching 264,000 in 2005."

Helping to break the vicious circle
of inter-generational poverty

For disadvantaged families, access to childcare can help prevent the perpetuation
of social disadvantage by:

® increasing the family income, often through women’s labour force partici-
pation; and

® fostering the physical, social and cognitive development of children, and
improving their life chances.

Often as a result of research and political pressure from civil society, govern-
ments are increasingly realizing that many families are having difficulties
ensuring that their children are well looked after while the parents work, and
that lack of childcare is leading to the inefhcient functioning of labour markets,
under-utilization of public investments in human resources and insufhicient care
of the next generation. Thus it is increasingly accepted that it is in the public
interest for governments to support and facilitate access to childcare. As will be
seen in Chapter 2, the actual extent of government support for childcare varies
considerably from country to country, as do government policies concerning
workplace solutions.

* Esping-Andersen, quoted in Party of European Socialists, 2006.
* Statistics Netherlands, 2001, 2005, quoted in Platinga, 2006.
1% Blanpain and Momic, 2007.
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1.4 International guidance:
Conventions and labour standards

A number of international conventions recognize the fact that working parents
need outside support in coping with childcare and call for the provision of child-
care facilities.

The Convention on the Elimination of All Forms of Discrimination against
Women (CEDAW), adopted in 1979 by the UN General Assembly, sets out an
agenda for national action to end discrimination against women. Among the
measures foreseen to prevent discrimination and ensure women’s effective right
to work is Article 11 2(c):

States Parties shall take appropriate measures to encourage the provision of the
necessary supporting social services to enable parents to combine family obligations
with work responsibilities and participation in public life, iz particular through
promoting the establishment and development of a network of child-care facilities.
(authors’ italics)

Similarly, with a view to creating effective equality of opportunity and treatment
for men and women workers, the ILO Convention on Workers with Family
Responsibilities, 1981 (No. 156),'" also calls for childcare measures:

All measures compatible with national conditions and possibilities shall further be
taken to develop or promote community services, public or private, such as child-
care and family services and facilities. (Article 5(b))

Both these Conventions indicate that the public authorities should “promote”
childcare facilities, but there is no compulsion for the government itself to pro-
vide. The ILO Convention No. 156 specifically mentions the possibility of public
or private provision. Nevertheless both conventions recognize the key role of
government in promoting and encouraging the development of family or social
services and specifically mention the need for childcare for working parents.

It is important to note that both these instruments call for childcare for
working parents and not just working mzothers, implicitly recognizing the family
responsibilities of men as well as women.

" For the text and ratifications of ILO Convention No. 156 and the text of Recommendation
No. 165, see http://www.ilo.org/public/english/standards [11 June 2009].
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As discussed above, the issue of childcare concerns not only the well-being
of working parents but also of their children and how they are cared for. The UN
Convention on the Rights of the Child (CRC), which has been ratified by 191

countries, specifies:

2. For the purpose of guaranteeing and promoting the rights set forth in the present
Convention, States Parties shall render appropriate assistance to parents and legal
guardians in the performance of their child-rearing responsibilities and shall ezsure
the development of institutions, facilities and services for the care of children.

3. States Parties shall take all appropriate measures to ensure that children of
working parents have the right to benefit from child-care services and facilities for
which they are cligible. (Article 18) (authors’ italics)

The CRC thus also recognizes the need for parents to receive assistance in their
childcare responsibilities and specifically asserts the rights of the children of
working parents to benefit from childcare facilities. The responsibility lies with
“States Parties” to ensure the development of services; however, this does not
mean they necessarily provide these services themselves.

1.5 What are “workplace solutions”?

The present book focuses on childcare supports that working parents can access
through their employment. Workplace solutions may be contrasted with the more
common source of childcare support — community services — which have no link
to any particular workplace. Municipalities may run childcare centres or have a
service providing information on existing private and public centres and approved
childminders in the locality. Religious organizations may run after-school clubs.
Private daycare centres and childminders who look after children in their homes
exist in many communities. In these cases, the access to childcare support is pro-
vided, irrespective of where the parent works, or indeed, in some cases, irrespective
of whether one or both parents work for income at all. These existing community
programmes (unrelated to the workplace) and their availability are not the focus
of this book. However, they are covered indirectly, mainly as an important part of
the context for “workplace solutions”.

The workplaces covered in this book are those where there is an employer.
The many workers who do not work in formal workplaces, particularly in devel-
oping countries, where the majority are often found in informal employment

12
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(self-employment and employment in small informal businesses), are thus not
covered. The childcare problems of workers in informal settings, who are usu-
ally among the poorest, are even more acute and the childcare solutions found
in these types of workplaces have been examined elsewhere." It is nevertheless
interesting to note that some of the childcare programmes initiated in formal
workplaces which are documented in this book are open to other workers from
the informal economy (sce the case studies of Medley, Brazil, and the Phra
Pradaeng Industrial Zone and Network of Nawanakhon Labour Unions in

Thailand).

Types of measures

At the level of the workplace, there are basically two types of measures which can
help employed parents cope with their childcare responsibilities:"’

® measures which concern the working conditions of parents so that they can
themselves look after their children when they need attention; and

® measures which help parents access care by others.

Box 1.2 presents some of the main measures of the first type which can help
working parents themselves to care for their children. Working time and leave
measures are not covered in this book but are often part of “family-friendly” pol-
icies and can be an important complement to childcare assistance as they help
working parents to find time to be with their children."

The second category — measures that help workers access non-family child-
care — is the focus of this book. These measures can be very diverse and innova-
tive, ranging from an on-site creche for babies to financial subsidies to discounts
negotiated with holiday camps for the schoolchildren of workers. In some cases,
a relatively cheap solution can make an enormous difference to working parents,
for example providing a room where schoolchildren can do their homework while
waiting for their parent to finish work.

' See, for example, Cassirer and Addati, 2007.

"> These same types of measures can help workers to cope with care of elderly dependants. In some
workplaces, measures that help with childcare are also available for those with responsibility for elderly
dependants. For more information on elderly care see Hein, 2005.

* More information can be found on working time measures in Hein, 2005, and at hetp:/www.ilo.
org/public/english/protection/condtrav [11 June 2009].
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Box 1.2 Measures facilitating parental care

Measures related to working conditions that can help working parents have time
to look after their children include:

® maternity leave, paternity leave, parental leave (often included in labour legis-
lation but the employer can go beyond statutory provisions);

® emergency leave or sick leave which can be used to care for sick children (or
other relative);

reduction of long working hours and overtime for all workers;

flexitime options which give some choice on arrival and departure times;
the possibility of temporary switch to part-time or reduced hours;
compressed working week;

the possibility of shift switching; and

® teleworking.

See http://www.ilo.org/travail for fact sheets on leave policies and family-friendly working time
arrangements.

Childcare needs and types of solutions

The care services needed by workers depend on the ages of their children and also
on the ages covered by the school system as well as school hours and holidays in
the country or region concerned. The childcare needs of parents also depend on
their working conditions. For parents who work nights, on shifts or at unusual
times, the difficulties in finding childcare can be even greater. Parents who work
long hours and have little vacation have more time away from the family that
needs to be covered by childcare.

Three main types of childcare needs are identified in figure 1.2. The first is
care for young children until the start of formal schooling, which is probably the
most obvious need. Workplace assistance for this age group is the most common.
Nevertheless, the second need — out-of-school care for children of school age — can
be a major problem for parents, and some workplaces provide help for this age group.

The need for emergency, back-up care can occur for children of all ages, as
even the best arrangements can go wrong when a carer doesn’t show up, a grand-
mother is sick or there is a special school holiday. Help at the workplace so parents
can access emergency “back-up” care is becoming increasingly common.

Various types of arrangements can help workers find affordable childcare at
the times they need and of the quality they want. As shown in figure 1.2, work-
place solutions may be categorized into four main types:
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a childcare centre of the company (companies) or on-site;

a facility in the community which is linked to the workplace (through arrange-
ments such as negotiated discounts, reserved places, subsidized places);

some form of financial support (childcare vouchers, funds or subsidies); and

advice and referral services.

Each type of solution can, in principle, be used for any of the three basic childcare
needs, namely care for preschool children, out-of-school care for schoolchildren and
back-up care. Advice and referral services, for example, can help parents to find care
for babies, for children after school or for a child whose usual carer is sick. Similarly,
workplace arrangements with community facilities can help workers access daycare
for babies, holiday camps for schoolchildren or babysitters for back-up care. In
some workplaces, these solutions are also available to help workers access care for
clderly dependants, particularly advice and referral and some financial support.

The four types of solutions in figure 1.2 are not mutually exclusive: for
example, an on-site facility often involves some financial subsidy from the
employer. Advice and referral services to help find a childcare provider may also
be accompanied by some form of financial help to pay the provider.

Figure 1.2 Childcare needs of workers and types of workplace assistance

Workers’ childcare needs Types of solutions
® Care for young children until found through workplace
the start of formal schooling ® Company or on-site childcare centre
e Qut-of-school care for children ® Facility in the community
of school age (before and after which is linked to the workplace
school, lunch breaks, holidays) I§> ® Some form of financial support
® Back-up care for emergencies (childcare vouchers, funds or subsidies)
(child of any age) e Advice and referral services

The role of partnerships

The fact that this book deals with formal workplaces does not mean that employers
alone are providing or completely funding childcare solutions. On the contrary,
workplace solutions typically involve innovative partnerships, often, but not
always, including employers.

In most situations, ways are being found to share the costs and responsi-
bilities among various partners such as workers’ organizations, employers” organ-
izations, local and national governments, organizations specializing in providing
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childcare, religious organizations and other NGOs as well as, of course, the par-
ents themselves. Parents are typically major partners since they often pay a high
proportion of the costs, in some cases receiving some financial help from govern-
ments and their employers. Diverse systems for sharing the costs, including, in
some cases, government grants or tax exemptions, mean that the actual costs of
childcare to parents and employers are highly variable.

Partnership is a key theme of this book since it is mainly through combining
resources and capabilities that effective programmes for childcare support have
emerged in workplace settings. In order to obtain details on how partnerships
for childcare have developed and worked in different workplaces and countries,
the case studies have been designed to collect information on the partnerships
involved: who provides what resources and who is responsible for organizing or
operating the different programmes.

1.6 Case studies and examples

As already indicated in section 1.1 above, Part II of this book presents country
reviews and workplace case studies from ten different countries. In each country
chapter, there is first a review of government policies and the national situation
concerning childcare, followed by the case studies, so that workplace solutions are
situated within their national context.

Countries selected for the case studies

In the few industrialized countries where there is extensive public provision of
childcare for children of all ages, there is little need for workplace involvement
and indeed it is practically non-existent in countries like Sweden or Denmark."
Such countries were not considered for inclusion in the current study.

Countries were chosen in an effort to show a variety of public approaches to
childcare and to the role of the workplace in childcare. They were also chosen to
ensure some representation from the major regions.

The industrialized countries chosen are France, Hungary, the United
Kingdom and the United States. Each of these countries has very different his-
tories and approaches to childcare. Two countries, France and Hungary, have

¥ Plantenga and Remery, 2005, p. 72.
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relatively long histories of public concern with childcare provision, although for
different reasons and with different types of measures. The United Kingdom is
interesting since the Government’s efforts to improve access to childcare are rela-
tively recent — starting in 1999 and including a role for the workplace. The case of
the United States, where a low level of government involvement has left childcare
to a large extent to the private sector, provides examples of the active roles played
by trade unions, employers” groups, individual companies, academics, research
organizations, childcare NGOs and the childcare business.

The developing countries selected tend to be larger countries with a relatively
high proportion of their populations in urban areas and a significant number of
workers in formal employment — Brazil and Chile from Latin America, India
and Thailand from Asia and Kenya and South Africa from Africa. Urbanization
is important, since for Workplacc programmes to exist, there must be some sort
of workplace with a certain concentration of workers, which is most likely in
urban areas — although plantations are a major exception in rural areas. For most
of these countries, preliminary investigations suggested that interesting innova-
tions were taking place at some workplaces which could provide ideas for others
in similar circumstances.

Selection of examples within the case study countries

In the countries selected, there were many examples of childcare programmes.
For the purposes of this book, only workplace examples were selected: that is, the
childcare assistance had to be available to parents by virtue of where they worked.
The many instances where childcare services are used by working parents, but had
no link to their workplace, were excluded.

The examples tend to be successful programmes as these are easier to find
than those which collapsed. Nevertheless, the case studies do try to bring out
problems and practical lessons learned from the experience and are not necessarily
examples of “best practice”.

In order to find the examples in each country, trade unions and employer
organizations were contacted for their suggestions and any information they
could provide on the national situation.

In selecting the workplace examples to be documented for the book, the
classification system presented in figure 1.2 was used to try to ensure that all
the childcare needs of workers were represented and that different types of solu-
tions for helping with each need were included. It was not always easy to find a
variety of examples, particularly in developing countries, where those that were
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best known were typically nurseries for preschoolers in large corporations such as
banks and telecommunication and I'T companies.

Examples of programmes for school-age children or for back-up care in
developing countries were harder to find — perhaps because there aren’t very many.
Similarly, it was more difhicult to find solutions other than setting up an on-site
facility. The table in the Annex lists the cases presented in the book, indicating
the types of childcare support they are providing

A special effort has also been made to identify programmes which help more
vulnerable, lower-income workers who do not have the same capacity to pay for
childcare as highly skilled, highly paid workers working for large corporations.
Workplace programmes may tend to favour these fortunate few. Understanding
why and how workplace programmes have been set up for lower-wage workers,
who are the ones most in need of help, may be useful for encouraging others to
initiate programmes for such workers.

1.7 Organization of the book

Part I provides a broad overview of workplace solutions for childcare, drawing on
the relevant literature and providing numerous examples available from secondary
sources as well as from the country case studies in Part IL. It has four chapters,

dealing with the following:
® national childcare issues and government approaches (Chapter 2);

® the perspectives and motivations of various partners that have been involved
in workplace programmes (Chapter 3);

® the diverse types of solutions that have been found at workplaces to help par-
ents to meet their different childcare needs, including their advantages and

disadvantages (Chapter 4); and

® some conclusions and lessons learned regarding workplace initiatives for
childcare from the point of view of policy-makers, of enterprises and sectoral
and enterprise trade unions, and of regional and national-level workers” and
employers’ organizations (Chapter 5).

Part IT presents the detailed case studies of existing workplace programmes by
country (Chapters 6 to 15). In each country chapter, there is first a review of gov-
ernment policies and the national situation concerning childcare, followed by the
case studies of specific workplaces in the country.
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of workplace solutions

Workplacc programmes for childcare are situated in and adapted to the
national and local contexts in which they are located. In an ideal world,
there would be free public childcare of quality for all children needing it and so
little need for workplace programmes. However, this ideal is far from reality in
many countries. To some extent, workplace programmes for childcare are helping
to fill in the gaps not covered by public programmes.

As a background to understanding how and why workplace programmes have
developed, this chapter begins by reviewing the concerns which arise with respect to
care for children at different ages and the childcare needs of working parents. It goes
on to consider childcare options in various countries and the different approaches
of governments to childcare provision and their strategies for funding and organ-
izing childcare. Challenges in funding childcare are nearly universal and the final
section addresses the tensions that arise between minimizing costs and ensuring
the quality of childcare, including ensuring decent working conditions for child-
care workers, who are at the centre of the struggle between affordability and quality.

2.1 Ages of children and issues

The needs of children at different ages are to some extent similar in all countries,
but perceptions of childcare needs are affected by local norms and conditions.
Children’s needs are very different from one age to another and raise different
concerns about the types of care that are most appropriate.
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Children under 3: What is best for the child?

The need for care facilities for children under age 3 depends to some extent on
the duration of maternity leave and other parental leaves (particularly those
which are paid). In the European countries, paid maternity leave is much longer
(in France 16 weeks for first child and 26 for others, in Hungary 24 weeks and in
the United Kingdom 26 weeks) compared to many developing countries or the
United States (12 weeks, unpaid). Where maternity and parental leaves are more
generous, the need for non-parental care during the baby’s first year or two would
be less frequent.

In some European countries, policy has been to facilitate parental (mainly
maternal) care through long parental leaves after maternity leave. In Hungary, for
example, concerns about low fertility coupled with traditional views regarding
women’s roles as mothers' have led to leaves which can last until the child is
3 years old, while the childcare services of the socialist era for children under age 3
have rapidly diminished. Similarly in Austria and Germany, the ideal of mother-
care for young children has also resulted in policies for lengthy leaves and little
development of childcare services for young children.” Such policies have been
criticized as a trap for women, whose workforce participation is disrupted and
who find re-entry after leave very difficult’

In some countries, there has been considerable debate about whether very
young children are best cared for by their mothers and whether putting chil-
dren in childcare at an early age is harmful. For children age 2 or more, most
evidence suggests that good-quality childcare can contribute to child develop-
ment." However, for very young children, the effects of non-parental care are less
clear and depend on many intervening factors related to the cultural context, the
quality of the substitute care, the duration of the care, the nature of the mother’s
work and her control over the use of the income earned. There is some evidence
from industrialized countries that maternal fu/l-time employment during the
frst year after birth is harmful to children’s health, thus pointing to the need for
more flexible schedules and longer maternity leaves.”

As concerns physical growth and nutrition, studies in developing countries
have tended to find that, for children over 2 years, those with working mothers

! See Chapter 9 and Open Society Institute, 2002, pp. 284-285.
* Morgan and Zippel, 2003, p. 49.

* See Morgan and Zippel, 2003, and Chapter 9 on Hungary.

* Adema, 2007, p. 118.

> Immervoll and Barber, 2005, p. 10.
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have a better nutritional status than similar children whose mothers do not work.
But for children under one year, their nutritional status may be less good. The
negative effect of mothers’ work on the growth of children under 1 year may be
related to the challenges that many women, in developing and developed coun-
tries, face in continuing to breastfeed after returning to work in view of a lack of
support and facilities. In contrast, for children aged 2 to 5 years, purchased foods
(and parental income to buy them) would be relatively more important to nutri-
tional status.®

Much also depends on the quality of the substitute care. Evidence from
developing countries consistently shows, for example, that when children are used
as substitute caregivers, the association of maternal work and child nutrition is
cither negative or less favourable than when the care is provided by another adult.”
A study in the United States which followed children over a long period found
that children who received higher-quality childcare before kindergarten scored
better on vocabulary tests in the fifth grade than children who received poor-
quality care.’

The results of the same US study underlined the importance of the quality
of parenting, which was found to be a much more important predictor of child
development than was the type, quantity or quality, of childcare. So the results on
the effects of non-parental care of young children are complex, but the key issue is
the quality of the care, whether it be by parents or by someone else.

Given the importance of the quality of the care, there is also some con-
cern that childcare for under-3s may be seen mainly as a service for looking after
children while parents work, and thus the overriding priority is to keep them
safe and clean, while the needs of the child for stimulation and affection may be
overlooked. The OECD notes, “Services for children under 3 have often been
seen as an adjunct to labour market policies, with infants and toddlers assigned
to services with weak developmental agendas.” Ensuring that children have
the necessary interaction and stimulation needed for their development is an
important aspect of these services which depends greatly on the availability of
trained and motivated staff.

There is some consensus among those who have studied the effects of care
arrangements on very young children that, for the period immediately following
birth, the most effective policies are those that provide flexibility and choice

S Glick, 2002, p. 10.

7 Glick, 2002, p. 11.

* United States Department of Health and Human Services, 2007.
> OECD, 2006b, p. 207.
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offering a combination of maternity/paternity leaves and part-time jobs/flexible
work arrangements and childcare facilities for the following years. Such a combin-
ation is actually provided in Denmark, France, Norway and Sweden.'® However,
most countries would be unable or unwilling to finance such extensive provisions.

Age 3 to school age: The role of pre-primary education

For children from age 3 years until the start of compulsory primary schooling
(usually at age 5/6 years), both parents and governments are increasingly aware of
the benefits of preschool education. Early childhood is well known to be a crit-
ical period for physical, cognitive and socio-emotional development. Numerous
studies have assessed the effects of early childhood education (ECE) interven-
tions from about age 3 years on the development and future outcomes of children.
Results show that such interventions have positive results on school readiness,
retention and success in primary school. Effective programmes enhance children’s
physical well-being, cognitive and language skills, and social and emotional devel-
opment.'! Even parents who do not need childcare often put their children into
pre-primary education, given the benefits for the child.

For children from disadvantaged backgrounds, attending preschool edu-
cation is particularly significant. Early education programmes are important for
providing young children, especially those from low-income and second-language
groups, with a strong foundation for their growth and development.™

The evidence of the significant benefits to children of early childhood edu-
cation, as well as pressures from citizens, have led many governments to expand
access to pre-primary education (for details concerning the countries in this book
see section 2.5 below). The World Bank and UNICEF both have extensive pro-
grammes to support this process in a number of developing countries.

For working parents with children of this age group, the situation can be
rather complicated, as in many countries the opening hours of public pre-primary
schools are limited, such as half a day in the United States or 12.5 hours per week
in the United Kingdom. UNESCO notes that, in many countries, preschool pro-
grammes run for even less than 10 hours per week."”” When public programmes
cover very few hours, working parents must find additional ways of caring for

'° Chapter 8 and Da Roit and Sabatinelli, 2007.
' UNESCO, 2006.

> OECD, 2006b, p. 12.

¥ UNESCO, 2006, p. 131.
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children in order to cover their working hours, or may alter their working arrange-
ments, working part time or in flexible or informal economy jobs.14 For poorer
workers, taking advantage of public preschool programmes which run for few
hours may be difficult (even though they are free or relatively low cost), given
the logistical problems of dropping oft and picking up children and arranging

additional care to cover their working hours.

School-age children

Public concern about childcare tends to focus on preschool children, often over-
looking the major problems which working parents may have in finding care
for school-age children before and after school, during lunch breaks and during
school holidays. Normal school hours can be more-or-less problematic for working
parents. For example, in France, there is no school on Wednesdays. In Brazil,
primary school operates on half-day shifts.

In the EU, childcare policy was initially developed for children of preschool
age. However, over the past decade, Member States have been addressing the
need for childcare for school-age children through the development of a range
of strategies and programmes. Nevertheless, a report in 2006 notes that only a
few Member States are addressing the need for childcare services for school-age
children.”

In developing countries, out-of-school care for children seems rarely to be
perceived as a public concern. In those countries covered in this book, public pro-
grammes to look after children after school or during school holidays are virtually
non-existent. And parents do not seem to expect governments to provide any help
in coping with out-of-school care for children.

Government initiatives for out-of-school programmes are often driven by
concerns about children in disadvantaged areas who are more likely to be left to
their own devices than those of better-off families. The long hours of unsuper-
vised time for children between the end of school hours and the time parents
get home from work has been linked to anti-social youth behaviour,'® and out-
of-school programmes can be effective ways of addressing the needs of working
parents, the needs of youths and public safety concerns.

* See, for example, Cassirer and Addati, 2007.
' Reid and White, 2007, p. 13.
' For example, see WHO, 2002, p. 44.
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The age at which children can be left on their own after school or during
summer holidays is highly debatable and parents are often worried even about
adolescent children who are left on their own. Recognizing that childcare prob-
lems persist even when children are teenagers, some government supports for
childcare expenses can be used for this age group. For example, in the United
Kingdom, tax-free childcare vouchers can be used for children up to age 15 years.
There has been a growing trend in the United Kingdom towards providing out-of-
school care to older children aged 12 and above, recognizing that their needs and
aspirations are different and that care needs to be provided in a different format
(and with a different name)."”

In theory, the cost of providing out-of-school care is much lower for older
children than for younger children as child-to-staff ratios for this older age group
are relatively high and no new capital investment is necessary if existing school

buildings can be used.

2.2 Concerns of working parents

The childcare solutions available within their locality can facilitate parents’
(mainly mothers’) employment or act as a barrier to employment. For parents, the
critical aspects of childcare which influence whether they use it are:

® affordability in relation to their earnings;
® convenience in terms of opening hours and location; and

® the quality of care the child will receive.

Even when childcare is available in theory, its cost to parents can be a major bar-
rier to paid work for many families, leaving little option but parental care. As one
new mother working in the UK National Health Service put it: “What's the point
in going back to work when you're paying out more for your childcare than what
you're actually earning?”**

Similarly, a study in Kenya found that high costs of childcare discourage
houscholds from using formal childcare and have a negative effect on the level

of mothers’ participation in market work."” A study by the OECD suggests that

7 Reid and White, 2007, p. 19.
% Frew, 2004.
¥ Lokshin et al., 2000.
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childcare costs particularly affect the employment rates of low-skilled women or
low-income families, mothers of younger children and lone parents.*® The cost
problem for parents is particularly acute in countries where most childcare is
provided privately, as in the United States (see box 2.1).

Box 2.1 Cost of childcare in the United States

In the United States, childcare can be very expensive with the average annual
cost of childcare for a 4-year-old child ranging from $3,016 to $9,628. In 2001,
40 per cent of poor, single working mothers who paid for childcare spent at least
half of their cash income for childcare; an additional 25 per cent of these families
paid 40 to 50 per cent of their cash income for childcare.

Source: Matthews, 2006.

In some countries, publicly subsidized childcare centres do exist for low-income
families but the number of places is insufficient. In Rio de Janeiro, for example,
long waiting lists for public daycare centres in slum areas testify to the insufficient
number of places compared to the needs of parents. As a result, for-profit centres,
whose quality cannot be guaranteed, have sprung up (see Chapter 6 on Brazil).

Convenience is another factor affecting whether parents use childcare.
Parents need childcare which is not too far from either their work or their home
and which is available to cover the hours during which they are working. In a
study of 30 European countries, a problem identified by the majority of countries
was the incompatibility of the childcare services on offer with the working hours
of parents. Even those that provide care over the course of a day from 9 a.m. until
S p.m. no longer fit the flexibility firms are requiring from working parents.*’
Similarly in Thailand, the Women Workers Unity Group feels that the opening
hours of existing childcare centres do not cater to the needs of workers and it has
been advocating for childcare centres to be set up in industrial communities (see
Chapter 13). When parents need to juggle a multiplicity of care arrangements for
children in order to be able to cover their working hours, this can discourage the
use of childcare.

For working parents who may have unexpected meetings or need to work
overtime, the flexibility of childcare arrangements is an important aspect of

* Immervoll and Barber, 2005, p. 32.
' Fagan and Hebson, 2006, p. 109.
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convenience. The rigid hours of childcare centres can be problematic when par-
ents’ working times are variable.

Apart from cost and convenience, a major childcare concern of parents is
that their child is being well cared for while they work. The poor quality of avail-
able non-parental care is often cited as a major reason why women with young
children who would like to work are not able to do so. For example, a report by
the European Commission found that parents will be less likely to use childcare
if they feel that there are problems with its quality — as is the case with childcare
in the United Kingdom, where staff recruitment and retention are issues.’* In
Thailand, a report suggests that the low quality of a number of daycare centres
and newspaper reports of accidents or mistreatment of children discourage the
use of daycare by parents.”

There is an inherent conflict between the affordability and quality of child-
care. Parents are looking for affordable childcare of quality, but quality has a
cost. When there is little public financial support for childcare, finding a child-
care arrangement that is affordable often means sacrificing on the quality by, for
example, using an overcrowded childcare centre or hiring a young, inexperienced
girl as a nanny, as many workers did on the Red Lands Roses plantation in Kenya,
prior to the establishment of the workplace centre.

Workplace programmes have been helping employed parents by addressing
these key aspects of childcare: mitigating the costs; making it more convenient;
and/or helping ensure that childcare arrangements are providing adequate care
for workers’ children. In some cases, particularly in rural areas where there are
no childcare facilities, workplace programmes have established a much-needed
service.

2.3 Childcare options

As noted in the Introduction, there are basically three main categories of child-
care which parents can use: care in the child’s home (a nanny); care in a child-
minder’s home; and centre-based care. Childcare centres tend to cater for specific
age groups whereas nannies and childminders can be used for children of any age.
This section looks at the use of these three types of arrangements.

** European Commission, 2006b, p. 110.
* Kusakabe, 2006, p. 56.
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Employing nannies

Employing a nanny has been a popular childcare solution in both developed and
developing countries for those families that can afford the cost. The actual num-
bers involved are difficult to determine since nannies are usually assimilated to
domestic workers whose duties may involve more or less childcare. In countries
where income disparities are great and there are large pools of unemployed or
under-employed women, the employment of domestic workers is frequent, as
in the cases of Latin America and South Africa in box 2.2. In other countries,
migrant workers have been a major source of domestic workers, as in the cases of
Singapore and Spain (box 2.2).

Children of all ages can be looked after by a nanny and this solution can be
advantageous when there are a number of children to be cared for. Government pol-
icies concerning nannies usually relate to their conditions of work under the labour
laws that apply to them, often being classified as domestic workers. Legislation
concerning child labour may also be relevant when there is a tendency to hire very
young girls as nannies, as can be seen in the case examples from Kenya. Immigration
policies may also affect the availability of migrant women for this kind of work.

An ILO review of legislation related to domestic workers in 60 countries
found that they are often afforded lower protection than other workers and

Box 2.2 Employment of domestic workers

Latin America. 13.5 per cent of employed women in urban areas and 10.7 per
cent in rural areas work as domestic workers.

Singapore. Approximately 170,000 migrant women are currently employed in
Singapore as domestic workers and one in six Singapore families currently hire one.

South Africa. 16 per cent of working women are employed in households as
domestic workers, many of whom provide childcare among other services.

Spain. The 2005 Survey of the Active Population shows that more than half of
the women who work in domestic services are non-Spanish citizens, mainly from
South America. The greater demand for domestic services, along with the legali-
zation of immigrants in domestic services, explain the increase in the number of
non-national domestic workers.

Sources: For Latin America, Comisiéon Econémica para América Latina y el Caribe, 2007. For
Singapore, “UNIFEM Singapore, HOME and TWC2 launch national campaign ‘day off’”, Press Release
April 2008, available at http://www.unifem.org.sg [17 June 2009]. For South Africa, Statistics South

Africa, Labour Force Survey September 2007, table 3.4.1, at http://www.statssa.gov.za/PublicationsHTML/
P0210September2007/html/P0210September2007_7.html [17 June 2009]. For Spain, Artiles, 2006.
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tend by law to have longer hours and sometimes fewer holidays.** A major issue
is the registration of domestic workers so they can benefit from social security.
In some developing countries, legislative efforts have been made to improve
the legal rights of domestic workers. In South Africa, for example, since 2002,
domestic workers have had the right to minimum wages, paid leave, overtime
payments and severance pay and employers are required to register them with the
Unemployment Insurance Fund and pay contributions, thus making them eligible
for unemployment and maternity benefits.”

While in some countries salaries of domestic workers are subject to min-
imum wages, the isolation of domestic workers in houscholds makes it difficult to
ensure that legislation related to wages and also working hours is respected. Wages
depend basically on supply and demand and what the worker can negotiate with
the employing houschold.

Using a childminder

Paying a person, almost always a woman (variously called childminder, family
daycare, day mother), to look after a child in her home is often an informal
arrangement that parents make with neighbours, in which case it is impossible
to know the numbers involved. In the United States, where there is more specific
information on childcare workers, the total number of jobs was estimated at about
1.4 million in 2006, of which about 35 per cent were self-employed; mostly as
family childcare providers.*

Increasingly governments are secking to formalize this type of care by reg-
istering childminders and setting standards. In a number of countries (such as
France, Singapore and the United Kingdom), there is a system for their regis-
tration and some minimum of training required, as well as local (often munic-
ipal) information services which can help parents to find local childminders. In
Hungary, there is now the possibility for licensed family daycare services but they
have been slow to develop, perhaps because they are less subsidized than nurseries
and thus much more expensive for parents.

For children under the age of 3 who require childcare, there seems to be
a preference in some countries for care that is in homes rather than centres. In
France, for example, 18 per cent of this age group were cared for by childminders

** See Ramirez-Machado, 2003, for details.
* Hertz, 2004.
26 United States Bureau of Labor Statistics, 2008a.
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(“assistantes maternelles”) while 8 per cent attended créches (see table 2.1).
Research results suggest that working parents appreciate the convenience of a
childminder whose hours are often more flexible than those of a centre.”’

In Singapore, family daycare has been promoted by government as being
particularly suitable for children from 2 to 18 months since they need more indi-
vidual care and there is felt to be less risk of catching infectious diseases than in a
centre with many children.*®

For parents with atypical working schedules who need childcare when cen-
tres are closed, some form of home-based care may be the only solution (although
finding childminders willing to work evenings or weekends may not always be
casy; see Chapter 14 on the United Kingdom for an example).

In some countries of Latin America, government programmes for the care
of poor children have also used an approach which is home based. In Colombia,
the Government set up the Hogares Comunitarios programme in the mid-1980s
for poor children from birth to age 6 years. The programme now serves more than
one million children. Households eligible for the programme form parent associ-
ations that elect a “community mother”, who must meet minimal requirements
set by the authorities. The community mother opens her home (hogar) to as many
as 15 children. She gives them three meals a day.”’ (See also the Bolivian case in
box 2.6.)

A major disadvantage of using childminders is that they often have little
training and may not provide the stimulation and educational opportunities that
children are more likely to receive in centre-based care.

The earnings of childminders depend on the number of children in their
care and the hours worked. In France, for example, a collective agreement fixes
the minimum hourly salary to be paid by parents. In 2005, it was estimated that a
full-time childminder earned 815 euro per month, which amounts to only 56 per
cent of the average salary of full-time women workers in the private sector.”® The
OECD estimates that unless family day carers operate in a market with weak
supply and high demand, compensation in this field is considerably less than an
average family wage and tends to be considered by the woman as a supplement to
the main salary earned by a working spouse.™

¥ Leprince, 2003.
** Singapore, Ministry of Community Development and Sports, 2004.

# Attanasio and Vera-Hernandez, 2004, quoted in UNESCO, 2006, p. 157.
*® Blanpain and Momic, 2007.

* OECD, 2006b, p. 169.
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Using a childcare centre

This section considers available national information on childcare centres for
children of different age groups. Table 2.1 summarizes available information on
the ten countries in Part II relating to the care of preschool children, including
the coverage and opening hours of existing facilities, who provides them and how
they are paid for. Given the different methods of collection, the figures cannot be
compared across countries.

Children under age 3
UNESCO estimates suggest that government programmes for the care of babies
and toddlers are not available in many countries; just 53 per cent of countries have
at least one formal early childhood programme before pre-primary education,
accepting very young children (from birth or age 1). These programmes typically
provide organized custodial care and, in some cases, health services and educa-
tional activities.”” They often have limited coverage, targeting a small proportion
of very poor families, with most families left to pay for whatever private facilities
they can find and afford. In countries with no government programmes, any avail-
able services would be private.

As can be seen in table 2.1, figures on the proportion of children under age 3
that use a childcare facility do not seem to be available for a number of the devel-
oping countries, the exceptions being Brazil (15.5 per cent) and Chile (4 per cent).
In Chile, about two-thirds of the children attending centres are in free public
centres. The Chilean Government is currently working aggressively to expand the
number of childcare places for children under 3 (see Chapter 7).

Among the industrialized countries, the proportion is particularly low
(7 per cent) in Hungary where maternity leave combined with parental leave
can last until the child turns 3 (see Chapter 9). Estimates for France, the United
Kingdom and the United States are much higher (27 per cent, 26 per cent and
30 per cent respectively), although it should be noted that these figures include
childminders as well as childcare centres.”

A review of childcare provision in 30 countries of Europe notes the poor
level of provision for under-3s and the insufficient availability in all countries.*

2 UNESCO, 2006, p. 126.

** The total number of children involved is difficult to estimate and estimates are not necessarily
comparable among countries. In France, for example, one young child may go to the créche but also spend
regular time with a childminder so it is difficult to know the percentage using some kind of care.

** Fagan and Hebson, 2006.
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In Hungary, the case studies in this volume reflect the pressure on childcare cen-
tres to accept children under age 3, given the lack of facilities officially accepting
younger children. In France, about one-third of 2-year-olds are already enrolled in
the free “maternelle” schools, which officially start at age 3.

Table 2.1 also provides some information on who is providing the child-
care and how it is being financed. In France and Hungary, there is greater public
subsidization of childcare for under-3s compared to the United Kingdom and
the United States, where most facilities are private, with parents, except for some
poor parents, paying the full cost, although they may be able to claim some tax
exemptions.

Childcare centres for children under age 3 are expensive to provide since this
age group needs much more attention and each carer can look after fewer children
at a time than is the case with older children. Fees often reflect the higher cost for
younger children as seen in the workplace case studies. In countries where there is
little government support for daycare centres, the costs for working parents can be
particularly high between the end of maternity leave and the start of pre-primary
school. In the United Kingdom, for example, a full-time private nursery school
costs over £8,000 a year, more than double the fees for university (see Chapter 14).

Staff in childcare centres tend to include a few professionals (often trained
nurses) managing the majority of auxiliary staff who care for and interact with
the children. The hiring of a high proportion of unskilled, low-paid women is
common in childcare perhaps because the work is seen as being primarily a ques-
tion of physical care which can be carried out by women without training.””

Children from age 3 to primary school
According to UNESCO, all countries have one or more programmes at pre-
primary level (from age 3 to the age of primary school enrolment) to prepare
children for primary school.*® For each country covered in Part II, table 2.1 pro-
vides information on the age group targeted for pre-primary education as well as
estimates of the proportion attending, how it is financed and the typical opening
hours.

If one considers the coverage of 3—5-year-olds, the champion in our group of
countries is France with 100 per cent of each age group. For other countries, enrol-
ment rates in preschool increase with age, with more than 90 per cent of 5-year-

** OECD, 2006b, p. 163.
*¢ UNESCO, 2006, p. 129.
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old children enrolled in preschool in Chile, Hungary and the United Kingdom.
In the other industrialized country, the United States, coverage is much lower:
42 per cent of 3-year-olds and 77 per cent of 5-year-olds are in preschool. In the
other developing countries in table 2.1, coverage is highest in Thailand, where by
age 4, 74 per cent of children are already in pre-primary school. Coverage seems to
be particularly low in South Africa (21 per cent of 5-year-olds) and India (30 per
cent of 3-5-year-olds), while in Brazil, more than 50 per cent of 5-year-olds are in
preschool programmes.

As can be seen in the country chapters, India, Kenya, South Africa, the
United Kingdom and some US states have all been extending the number of chil-
dren attending pre-primary school. South Africa is aiming by 2010 to provide uni-
versal access of 6-year-olds to Grade R, which prepares children for primary school.

It is interesting to note that in countries with a higher government com-
mitment to childcare (such as France, Hungary and Thailand), pre-primary
schooling tends to have longer hours covering the full day, and thus is more useful
to working parents. In Kenya, programmes run a full nine hours a day, although
they are closed for three months of the year, posing problems for working parents
in arranging care during the break (see Chapter 11).

Pre-primary education is much more likely to receive some public support
than care for younger children. In France, Hungary and the United Kingdom,
more than 90 per cent of all funding comes from public sources. In Brazil, 71.5 per
cent of children in pre-primary are in free public schools. In Chile, private sources
account for one-third of expenditures on pre-primary education, almost all of
which comes from households.” Reliance on private funds is much greater in the
United States, where two-thirds of expenditure on pre-primary school for chil-
dren aged 3 to 6 comes from private sources, half of which comes from house-
holds.”® When considering childcare (rather than early childhood education),
public expenditure tends to be much lower, with parents assuming a much greater
share of the costs.”

Governments may provide classes directly through the Ministry of Education
or through local authorities or by voluntary or private organizations that receive
some funding from government and have agreed to run services according to gov-
ernment regulations or specific contractual obligations.” In most countries, some

7 OECD, 2006a, p. 219, table B3.2.
* OECD, 2006b, p. 431, Annex E.
* OECD, 2006b, p. 110.

* OECD, 2006b.
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government provision exists alongside private pre-primary schools, which may
have the advantage of longer opening hours.

In countries such as the United States and India, public provision of
pre-primary education is not general but rather targeted at disadvantaged
groups, in the States through the Head Start programme (although there is
free pre-kindergarten for 4-year-olds in some localities) and, in India, through
the Integrated Child Development Services (ICDS) programme, which targets
children in rural and tribal areas and urban slums.

Staff in pre-primary schools, particularly when they are government
employees, are more likely to be qualified as teachers and earning higher sala-
ries than those in childcare for younger children. Earnings for teachers in pre-
primary and primary education are usually not high but are more than those of
childcare workers, who are often near minimum wages. In the United Kingdom,
for example, the full-time weekly income of workers in childcare services and
nurseries in 2004 was about 378 curo, less than half of the 842 euro of profes-
sionals working in primary and nursery education.” In Kenya, although the
ECD centres are public, many teachers are actually employed by the Parent—
Teacher Association using funds from parental fees, which results in low and
sometimes irregular pay (see Chapter 11).

Out-of-school care for schoolchildren
Out-of-school care or supervision can be needed for school-age children before
and after school, during the holidays and during lunch breaks. Out-of-school
programmes can take a variety of forms and involve various types of activities
including education, play, sports or physical supervision.

After-school care is a traditional public service in both France and Hungary,
usually provided at the same school that the child attends. In Hungary, the after-
school daycare service is open from the end of the teaching hours to 5.30 p.m.
with no charge except for snacks. About 42 per cent of the primary school popu-
lation attends after-school care. In Portugal, there has been a dramatic increase
in after-school care due to new legislation passed in 2006, making it compul-
sory for all primary schools to deliver after-school activities between the hours of
3.00 p.m. and 5.30 p.m.*

* European Foundation, 2006, table 2.
* Reid and White, 2007, p. 19.
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In the United Kingdom and the United States, the need for after-school
care is well recognized but services are relatively rare and often at the cost of par-
ents. In the United Kingdom, evidence shows that only 16 per cent of children
in primary schools and 6 per cent of 12—14-year-olds use after-school clubs.”’ In
the United States, a survey of parents with children of primary school age found

1** In South Africa, where primary

that 13 per cent were in “self care” after schoo
school finishes at 2.30 p.m., there have been some recent efforts by government to
extend extracurricular activities for children without adult supervision but these
appear to be limited (see Chapter 12).

Canteens for children who cannot return home during lunch breaks also
offer important supports for working parents. In France, care facilities and meals
are provided at lunchtime for primary school students, and more than half of pri-
mary school students use this service, for which fees are means-tested. Even if the
child has to bring a meal from home, a service for supervision during the lunch
break can greatly help working parents.

Summer camps offering activities for children during school holidays also
receive some public support in certain industrialized countries. Daily activities
during school holidays are typically organized at primary schools or municipal
centres. In Hungary, for example, daycare summer camps are often offered by
public schools and local municipalities, at much lower rates than private camps
(see Chapter 9). In the United Kingdom, “holiday clubs” are organized in sports
centres, youth clubs and churches but some can be quite expensive. The cost may
be reduced somewhat in countries where expenses on holiday camps can be tax
exempt as in the United Kingdom and United States (see section 3.1).

In developing countries, out-of-school programmes tend to be rare and are
mainly NGO activities for disadvantaged youth or private facilities unaffordable
for most. Little information is available on how the vast majority of working par-
ents are coping with the care needs of school-age children. In Thailand, Petrat
suggests that, for school holidays, most children stay at home or are sent back to
rural areas (see Chapter 13). One interesting type of service provider for workers
is found in Brazil, where industries are legally bound to contribute 1.5 per cent
of payroll to the Servico Social da Industria (SESI) which has a wide variety of
programmes for workers, including activities for their children after school and

during school holidays (sece Chapter 6).

* Daycare Trust/National Centre for Social Research, 2007.
** Kleiner et al., 2004.

38



2. National contexts of workplace solutions

2.4 Government approaches to childcare

Government policies and involvement in childcare tend to reflect the prevailing
ideologies in society about who is responsible for childcare and about the labour
force participation of women. This section looks at differences in the extent to
which childcare is seen as a public responsibility and at the reasons motivating
government programmes for childcare.

Perceptions of government responsibility

There are big differences among countries in how much governments and their
citizens consider that supporting childcare for working parents is a public respon-
sibility. At one extreme, childcare may be considered to be the responsibility of
families, in which case government involvement should be minimal and laissez-
faire, leaving it to parents to pay for non-family care bought on the market from
a private provider if they need it.

At the other extreme are countries that view childcare as a public entitlement
and a responsibility of government. Most countries are in between, with very dif-
ferent approaches to the questions of whether and how to finance childcare and how
to provide it. National policies can, of course, change depending on the political
party which is in power, as witnessed by the cases of Chile and the United Kingdom,
where childcare has recently moved up the political agenda. Childcare and other
work—family policies have moved higher on the policy agendas of many countries
in response to major social changes, such as the increasing entry of women into the
labour force and changes in family structure, resulting in a lack of family support for
childcare. Economic concerns to increase the labour force participation of women are
also driving governments to improve access to childcare, as in the EU (sce section 1.3).

Among the countries in the current study, France and Hungary are the
closest to considering childcare as a public entitlement and both provide consid-
erable public services, as seen in the previous section. In such countries, the child-
care “gaps” left by public services and the resulting problems for working parents
and their employers tend to be less than in countries where there is less govern-
ment intervention. In France and Hungary, estimated public expenditure on
carly childhood care and education constitutes a much larger proportion of GDP
(1.0 per cent and 0.8 per cent respectively) than in the United Kingdom and the
United States (0.5 and 0.48 per cent).”

 OECD, 2006b, p. 246.
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In some of the developing countries in this study, there is also a declared
government commitment to universal childcare provision for children before
they start school. India and Thailand have declared a strong government role
in childcare along the lines of children’s rights and children’s development (see
box 2.3). Chile and Thailand have made considerable progress in extending the
number of public preschool facilities. In India, criticisms have been levelled at the
Government for failing to move beyond the rhetoric;** however, there has been
considerable expansion of public programmes for early childhood education for
the disadvantaged in recent years (see Chapter 10).

Box 2.3 Government commitments to childcare

India. The Constitution states that the “State shall endeavour to provide early
childhood care and education to all children until they complete the age of
six years” (Article 45 under the Directive Principles of State Policies).

Thailand. The 1997 Constitution states that government must provide basic ser-
vices, including care and development for young children and families.

Sources: For India, see Chapter 10. For Thailand, see UNESCO, IBE, 2006c.

Even in countries where there has been little government interest in child-
care, pre-primary education is increasingly being seen as a government responsi-
bility to be provided, often free, as an extension of the educational system in order
to prepare children for school — as seen in section 2.3.

Government objectives

In many countries, government does not have “a” childcare policy but a multitude
of policies with each involved ministry having its own objectives, plans and pro-
grammes related to children or childcare. In the country reviews, the number of
different ministries mentioned as having some responsibility in relation to child-
care is impressive: for example, Ministries of Education for the development of
preschool education, Ministries of Social Welfare for support to NGOs providing
childcare to the disadvantaged, or Ministries of Youth and Sports for after-school
activities for children.

* For example, see Wazir, 2001.
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The various government services involved in childcare often tend to be
focusing on the well-being of children in terms of health, nutrition, education
and safety and may overlook the needs of working parents. In some countries,
carly childhood education programmes have grown dramatically in recent years,
but the primary preoccupation is to prepare children for primary school, with
little consideration for the needs of working parents in terms of the hours and
duration of programmes. In other countries such as France, Hungary, Kenya and
Thailand, full-day programmes at pre-primary level are more helpful to working
parents (as seen in section 2.3 and table 2.1). Where public policy stems from
concerns regarding employment growth, women’s labour force participation and
gender equality, public supports for childcare tend to be more closely aligned to
the needs of working parents.

Ministries of Labour in some countries recognize the problems of working
parents but often have many other priorities that take precedence. Moreover, they
do not usually have any expertise or mandate concerning childcare, the exception
being where créches are required by labour law (as in Brazil, Chile or India) and
can be subject to labour inspections. Nevertheless, these ministries can and some-
times do play decisive roles in inserting the care needs of working parents into the
policy agenda for childcare and education.

The case of Brazil is interesting since there is an ongoing effort to pro-
vide integrated services and coordinate efforts for childcare. But in recent con-
sultations, there was no participation of the labour sector (Ministry of Labour,
employers or trade unions) in discussions despite legislation requiring workplace
support (see Chapter 6). Therefore the needs of working parents and of employers
concerning childcare provision would not seem to be represented in decisions
about childcare reform.

2.5 Government funding strategies

Basically, there are two main strategies for government funding of childcare:

® funding the supply of childcare by giving subsidies to facilities or supplying

services directly; and

® funding the demand for childcare by providing subsidies to parents.

These strategies are not mutually exclusive and can be combined. For example,
the UK Government does both. On the demand side, it supports parents through
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tax exemptions and the childcare element of the Working Tax Credit for low-
income parents. On the supply side, it has a system of grants to providers, as well
as directly setting up children’s centres in poor areas.

Financing facilities

By financing childcare facilities, government helps to ensure that there is a supply
of childcare available. Direct government funding and provision of facilities is
most common for early childhood education for children over age 3, although
hours may be short and the coverage far from complete as seen in section 2.3.
Providing or subsidizing childcare for children under age 3 is more rare.

Responsibility for childcare provision is often decentralized, with funds
going to local governments, which have the major task of ensuring childcare pro-
vision (which sometimes but not always includes pre-primary education) within a
framework of government standards, regulations and oversight. Thus municipali-
ties can have a major role in organizing childcare (as can be seen in table 2.1 in the
cases of Brazil, France, Hungary, Kenya, Thailand and the United Kingdom) and
may also contribute some of the funding.

Decentralizing the funding and provision of childcare to the local
level has the potential advantage of making services more responsive to local
needs — including those of local workplaces. The roles of municipalities as partners
for workplace programmes are discussed in section 3.4.

Apart from direct public provision of services, government funding to
facilities may be in the form of subcontracts to childcare service organizations or
grants. These contracts or grants may be the responsibility of municipalities or of
aline ministry. Grants to providers can sometimes be used for capital expenditure
to encourage start-ups, and at other times may apply to recurrent expenditures
such as staff salaries, rent or meals.

In some countries (such as Hungary, Singapore or Thailand), workplace
childcare centres can benefit from public grants to providers. In Thailand, the
creches organized by the trade unions (see Chapter 13) were receiving some sup-
port from the municipalities in terms of milk subsidies which, given their limited
budgets, was a welcome assistance. Singapore provides grants to licensed centres
for children of working mothers (see box 2.4).

To conserve resources and target those most in need, governments may con-
centrate on creating or subsidizing facilities in specific disadvantaged regions, so
that the poor in that area may benefit. However, such programmes may fail to
benefit the equally poor in other regions that have no facility. This has been a
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criticism of the children’s centres in the United Kingdom, where fully one-half
of atrisk children live outside the disadvantaged areas designated for setting up
these centres.”” Another problem of targeted facilities is the potential segregation
of low-income children.

Governments sometimes provide subsidies to registered facilities based on
the income of parents — the subsidy being only for low-income parents or more for
them. Box 2.4 provides examples from Singapore and South Africa of regular sub-
sidies paid to providers on this basis. In South Africa, the subsidy for low-income
families has been a problem for some centres since these parents cannot always pay
their part of the fee and so the centres are not receiving the full fees and quality
is suffering (see Chapter 12).

Box 2.4 Subsidies to providers for low-income parents

Singapore. A centre-based childcare subsidy of up to $150 or $75 per month
per child (depending on residency status) is available for children below 7 years
of age attending licensed childcare centres whose mothers are working. A higher
amount is given for infants aged 2 to 18 months. An additional subsidy is available
for low-income families.

South Africa. The government pays a fixed daily subsidy to providers for each
child that is eligible for support as a result of low family income.

Sources: For Singapore, see http://www.childcarelink.gov.sg/ccls/uploads/HIH-Issue-04_2008.pdf
[17 June 2009]. For South Africa, see Chapter 12.

Funding parents

In countries with a more market-based approach to childcare, governments tend
to prefer to give funding support for childcare to parents, who can then decide
what facility they want to use. Financing demand for childcare rather than pro-
viding public facilities or public support to facilities has been viewed as a means
to rapidly stimulate the creation of childcare services (mainly private), allowing
greater sensitivity to parents’ needs, bringing innovation and efficiency to the
sector, and reducing government expenditures. An additional advantage of pro-
grammes providing subsidies to parents is that they can offer governments a way
of targeting support to those most in need and can make support contingent
on certain factors such as income, ages of children, employment and number

¥ PricewaterhouseCoopers, 2004.
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of hours worked, like the childcare element of the Working Tax Credit in the
United Kingdom.

A common form of government subsidy to parents is through tax systems
whereby working parents can claim reductions based on childcare expenses. In
the United States, this is one of the main ways the federal government provides
support to working parents for childcare (as well as elder care). However, the poor
who do not pay tax do not benefit and those in higher tax brackets would benefit
more than those in lower ones. Other governments have systems for financial
transfers to parents using registered childcare — the amount being greater for
lower-income parents (sce the examples of Australia and France in box 2.5).

Box 2.5 Government financial transfers to parents

Australia. Fee support (the Child Care Benefit) is available to 98 per cent of
parents who use childcare and low-income parents receive a higher benefit.
This means that approximately 60 per cent of expenditure on all early childhood
services is public, with parents contributing in total about 38 per cent of costs.

France. The National Family Allowance Fund provides a payment for working
parents to help offset the costs of home-based childcare (mainly childminders) for
children up to 6 years (Complement de Libre Choix du Mode de Garde, CMG). The
amount varies from 160 euro to 370 euro monthly depending on family income.

Sources: For Australia, see OECD, 2006b, p. 270. For France, see Chapter 8.

However, parental subsidies also have their shortcomings. The amount of the
subsidies is often low compared to the cost of good-quality care and so recipients
may tend to choose cheaper, poorer-quality care options. In the United States,
where some states provide vouchers for poor families, programmes have been criti-
cized because the value of the vouchers is so small that receiving families cannot
pay for high-quality care.* The OECD suggests that funding childcare through
parental subsidies weakens the steering capacity of government services and tends
to lead to the proliferation of family daycare, characterized by lower standards and
quality than professional childcare centres.”

A further problem with providing subsidies to parents is that they may have
difficulty in judging the quality of the services proposed, particularly in countries

** Folbre, 2001, p- 189.

* For a full discussion of private market versus public provisioning models, see OECD, 2006b,
pp. 115-119.
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where there is a weak or non-existent official system for registering or licensing
childminders. In addition, when low-income parents must cope with bureaucratic
difficulties to make their claim for the subsidy, many who are eligible may not
actually profit. In the United Kingdom the recent experience with the Working
Tax Credit shows that low-income families often have difficulty claiming their
due and take-up has, so far, been low (sece Chapter 14).

Whether through support to parents or to facilities, there seems to be general
agreement that substantial government funding and interventions are needed in
order for parents — particularly less afluent ones — to have access to childcare they
can afford that is of a reasonable quality. The OECD has concluded from a review
of experience in 20 countries that sustained public investment is needed in childcare
(either directly to services or indirectly through parent subsidies) in order to ensure
both affordability to parents and quality of services.”” But even among OECD
countries, it is considered that investment by many governments is inadequate.

2.6 Balancing quality and cost

Those who pay for childcare, whether they be parents, national governments,
municipalities, NGOs, employers, private providers or some other entity, are
caught in the inherent conflict between ensuring the quality of the care as well as
its affordability. Cutting costs tends to mean reducing the quality while ensuring
quality increases the cost. This dilemma raises important policy questions about
the setting of quality standards and the conditions of work of childcare workers.

Setting quality standards

In order to ensure that childcare environments are safe and healthy and that
practices promote children’s development and learning, most governments have
regulations or standards that relate to childcare centres (including those that
are employer sponsored). In some countries, regulations or standards relating to
childminders also exist. Childcare quality is usually assessed by indicators such as:

® staff-to-child ratios;

® group size;
* OECD, 2006b, p. 118.
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® premises and space;

® age-appropriate curricula and settings;
® hygiene and safety standards;

® stafl qualifications and training; and

® staff salaries and turnover.

Each indicator has major implications for the cost of providing childcare which
will be greater when there are fewer children per staff member, smaller groups,
more spacious and better equipped facilities, and highly qualified and well-paid
staff.

Concern about quality raises major issues for poorer countries and loca-
tions where resources are scarce. What are the key elements of “high-quality”
care? As an Indian writer remarks: “If high quality is defined as the use of highly
trained and motivated teachers or care-givers, a scientifically tested curriculum,
a rich variety of educational and other stimulation materials and a stress on
staffing ratios and good physical structures, then what does this imply for poor
countries?”!

Importing standards from developed countries may be unrealistic for many
developing country settings where facilities that do not meet standards of “high
quality” may nevertheless improve the situation for children at risk. Experience
from developing countries suggests that low-cost community-based initiatives
can have a positive impact on child development indicators, as shown in the case
of Bolivia in box 2.6. The example also shows how childminding can provide job
opportunities for local women who are given very basic training.

Similarly, some of the workplace examples in this book also suggest that
relatively low-cost childcare centres can still bring an improvement to the well-
being of workers’ children compared to the care they would otherwise receive.
The case of Mobile Creches in India (see Chapter 10) illustrates how even a rela-
tively low-cost créche can be a vast improvement in the situation of the children
of construction workers who would otherwise be left to their own devices on the
construction site. In Thailand, workers appreciated the workplace créche run by
the Network of Nawanakhon Labour Unions and, despite its shortcomings, felt
that their children were developing better than those who were sent back to the
countryside to stay with grandparents (sece Chapter 13).

> Wazir, 2001, p. 94.
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Box 2.6 Positive effects of home-based daycare
for poor children in Bolivia

Bolivia has undertaken a large-scale home-based early childhood development
and nutrition programme, PIDI (Proyecto Integral de Desarrollo Infantil), that
provides daycare, nutrition and educational services to children who live in poor,
predominantly urban areas. Under the programme, children from 6 months to
6 years of age are cared for in groups of 15 in homes in their own neighbourhood.
The community selects local women to become home daycare mothers. These
non-formal, home-based daycare centres, with two or three caregivers, provide
integrated child development services (play, nutrition, growth screening and
health referrals). The women receive child development training prior to becoming
educators but are usually not highly trained.

When children participating in the programme were compared with others on
bulk motor skills, fine motor skills, language skills and psychosacial skills, par-
ticipation in PIDI had a positive impact on all test scores for children age 37-54
months. Impacts were almost always positive for children who had participated in
the programme for at least 13 months.

Source: World Bank ECD Program Evaluations in the Developing Countries; see: http://go.worldbank.
org/S2GDFFHOBO [3 November 2008].

For those making standards in contexts where resources are limited, an alter-
native approach could be to establish and strictly enforce minimums below which
the children’s development may be compromised rather than ideals which few can
reach, which make childcare unaffordable for many and which may discourage
the establishment of childcare centres.

Nevertheless, ensuring standards while maintaining affordability for parents
is difficult in all contexts and, for low-income parents, some form of government
financial support is inevitably needed.

Conditions of work of childcare workers
In efforts to provide childcare which is affordable and also of high quality, it is often
the childcare workers who are “squeezed” by low salaries or high numbers of children
per worker, or both. As noted by the UK trade union UNISON, “It is important
that affordable childcare is not provided at the expense of childcare workers.”**

* UNISON, 2004, p. 7.
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An interesting finding about the quality of childcare is that the well-being
of the children is particularly related to the nature of the interaction between the
staff and the children. One of the key aspects of quality is a consistent and warm
childcarer.”> UNESCO notes that the importance of the relationship between
the adult caregiver and the child is encouraging for those working in resource-
poor situations where physical features are hard to address.”* But this finding
also underlines the importance of careful selection of childcare workers, adequate
levels of stafling (staff-to-child ratios), and working conditions that permit this
kind of interaction and promote continuity of their employment.

Although childcare workers and their relationship with the children are
at the heart of childcare quality, evidence shows that they are often very poorly
paid and over-stretched by their work.” In interviews collected for this book,
a number of teachers indicated that while they are very motivated about their
work with children, they are not very satisfied with their working conditions,
in particular their salary. One respondent, a head teacher at a nursery in Kenya,
reported earning a lower salary than that of some unskilled public officials at the
government level (see Chapter 11). A number of workers also noted that insufhi-
cient staffing and very long working hours were important sources of stress. Low
salaries, inadequate staffing and poor working conditions may reduce the cost
of childcare, but they make it very difficult to attract and retain the trained and
motivated staff needed for the well-being of the children.

In virtually all countries, turnover of childcare staff is high. In Kenya, the
annual turnover rate of 40 per cent of trained ECD teachers is attributed to the
poor remuneration and lack of supports.*® A 2004 survey of the childcare work-
force in Australia reported a turnover rate of 32 per cent and suggested that pri-
orities for retention should be better pay, status, paid in-service training and more
time for preparation. As the US Department of Labor notes in its career guide
concerning future opportunities in child daycare services:

Job openings should be numerous because dissatisfaction with benefits, pay, and
stressful working conditions causes many to leave the industry. Replacement needs
are substantial, reflecting the low wages and relatively meagre benefits provided to

most workers.”’

** Daycare Trust/National Centre for Social Research, 2007.
** UNESCO, 2006, p. 178.

> See Wallet, 2006, for a global overview.

*¢ Kenya, MOEST, 2005, p. 13.

*7 United States Bureau of Labor Statistics, 2008b.
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Since most workers in childcare for preschool children are women, it is not
really seen as a profession and the skills involved tend to be undervalued. Looking
after children is perceived as a capacity possessed by all women and training is not
really necessary — ‘any woman can watch children’ is the assumption. The OECD
notes the need for a new vision recognizing the requirements for well-trained pro-
fessionals who can support the language and social development of young chil-
dren and the child-rearing skills of parents.”® If parents and society in general were
more aware of the skills needed, they might be more willing to pay better wages
for the service.

2.7 Conclusions

In most countries, both industrialized and developing, parents who work or
would like to work have difficulty finding childcare that is affordable, convenient
and of a quality such that they feel their child is well looked after. Difficulties are
particularly great in countries where there is little public provision of childcare or
financial support for costs. When parents have to pay most of the costs of child-
care, the resulting differences in quality of care received by children reinforce
existing inequalities into the next generation.

Government support in both developing and developed countries has
focused mainly on preschool education for children about to start school, but
coverage is highly variable and hours are not always convenient for working par-
ents. Facilities for children under age 3 are much more rare and more likely to be
privately run. Out-of-school care for children of school age (such as after-school
clubs, summer camps) is increasingly a concern in some industrialized countries
but provision remains limited and the needs of school-age children continue to
be unrecognized in many countries despite the problems experienced by parents.

The shortfall of public support for childcare, even in many industrialized
countries, means that the childcare gaps and difhiculties for working parents are
considerable, with implications for their ability to work and to work productively.
However, the willingness of employers to help fill in the gaps is highly variable.
It would be wrong to expect that in countries where little is done by government
(and thus the childcare gaps are greater), more is done by employers. In some
countries where there is very little government support for childcare, there is also

** OECD, 2006b.
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very little employer support if childcare is generally perceived within the society
as the responsibility of the family, apart from welfare cases.

In order to increase the resources available for childcare, governments in
both industrialized and developing countries have been searching for ways to
leverage existing resources and to mobilize additional resources, both internally
(through partnerships with NGOs, employers and the private sector) and, in
the case of developing countries, externally through aid programmes — although
UNESCO notes that donor support for early childhood care and education has
been limited and that increased support is essential.””

Given the repercussions for the workplace, some governments in both devel-
oping and industrialized countries have been trying to extend the resources avail-
able for childcare through measures to increase the involvement of employers.
Chapter 3 considers government policies which target employers and looks at the
roles and motivations of various partners who have been involved in promoting
and providing workplace programmes — whether in response to government
measures or as independent initiatives.

Details on the different types of workplace programmes and how they are
functioning are provided in Chapter 4.

¥ UNESCO, 2006, pp. 185-187.
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Key points

Childcare needs of children and parents
For children under age 2, the effects of non-parental care are complex
and depend on many intervening factors, including the cultural context
and the quality and duration of the substitute care.
Effective preschool programmes enhance children’s physical well-being,
cognitive and language skills, and social and emotional development.
Public concern about childcare often overlooks the major problems of
working parents in finding care for school-age children.
For parents, the critical aspects of childcare which influence whether
they use it are:
— affordability in relation to their earnings;
— convenience in terms of opening hours and location; and

— quality concerning the well-being of the child.

Facilities for different ages, and costs,
often fall short of workers’ needs

For working parents with children under age 3, there is a serious lack of
affordable, quality childcare facilities in most countries.

Employing a nanny is a popular childcare solution among the better off
in both developed and, particularly, developing countries, where income

differentials are high.

Paying a woman to look after a child in her home (variously called child-
minder, family daycare, day mother) is often an informal arrangement
that parents make with neighbours but is increasingly being formalized.

Pre-primary schooling (3-5-year-olds) is becoming more common in most
countries but hours are often limited and coverage far from complete.

Out-of-school care for school-age children is not well developed except in
the few countries where childcare is seen as a public responsibility.

Childcare is often expensive and full-time care of a young child can cost
more than university.
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Government approaches to childcare differ greatly

A few countries view childcare as a public entitlement and a responsi-
bility of government (France and Hungary being the closest examples in

this study).

Many governments leave parents to pay for non-family care bought on
the market from a private provider.

Various government systems exist for subsidizing parents and/or subsi-
dizing facilities, particularly targeted at low-income parents.

Many childcare programmes focus on the needs of children and neglect
those of working parents.

Balancing quality and affordability is difficult
In efforts to provide affordable childcare of high quality, it is often the

childcare workers who are “squeezed” by low salaries or high numbers of
children per worker, or both.

The quality of interaction between staff and children is the most im-
portant factor affecting the well-being of children.

Childcare workers are among the lowest paid in all countries and turn-
over is notoriously high.

Importing ideal standards from developed countries may be unrealistic
for many developing country settings where facilities that do not meet
standards of “high quality” may nevertheless improve the situation for
children at risk.

For low-income parents, some form of government financial support is

needed.



Perspectives 3
of workplace partners

Drawing on the case studies in this book as well as secondary sources, this
chapter looks at the points of view of the various partners who have been
involved in putting in place workplace measures to help workers with child-
care — their motivations and how they have been involved. The chapter starts by
looking at government measures which seek to increase employer involvement in
childcare and their results. It then goes on to consider the motivations and roles
of the various partners who have been helping to find workplace solutions for
childcare, including:

employers and their organizations;
trade unions;

municipalities and local governments;

[ ]
[ ]
[
® specialized childcare providers;
® childcare workers; and

[ ]

international donors.

3.1 Government measures targeting employers
In countries with more market-based approaches and less public provision of
childcare, public authorities are more likely to look to employers as a source

of childcare support for employees. This section focuses on the main types of
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measures which governments have taken to try to increase the involvement of
employers in childcare: legislation, financial incentives, and advocacy and tech-
nical support.

Legal dispositions for employer childcare support

In some developing countries, as a way of ensuring childcare facilities for at least
some working women, governments have legislated that employers must provide
childcare once they have a certain number of women employees. There are three
such countries covered in this book — Brazil, Chile and India, for which legis-
lation is described in box 3.1.

Legislation providing childcare for women workers in Brazil is linked specif-
ically to the breastfeeding period so that women can return to work and continue
to breastfeed. Breastfeeding was historically the motivating reason for Chile’s le-
gislation as well. In more recent years, there has been more attention to the need
for childcare, and in that context it is noteworthy that some unions in Brazil have
succeeded in extending the right to childcare to include fathers as well. Similarly
in India, some companies allow men as well as women employees to use the child-
care centre. In the case of BHEL, which falls under the legislation requiring a
créche for women workers, both men and women can use it and some men are,
in fact, using it.

Box 3.1 Legislation requiring employer childcare provision

Brazil. Establishments employing at least 30 women over the age of 16 should
provide an appropriate place where they can leave their children during the
breastfeeding period. The company can make agreements for provision by public
or private creches or operate a créche reimbursement system, granting payment
of expenses on a creche chosen freely by the mother-employee, at least for the
first six months of the child’s life.

Chile. The law requires employers with more than 20 women workers aged at
least 18 years to provide childcare facilities for children under the age of 2 by
creating their own nursery, sharing a nursery with other employers in their loca-
tion or paying for an approved nursery.

India. Various sectoral labour acts stipulate that a creche must be provided once
the number of women workers exceeds a certain number — 30 in the case of fac-
tories, and 50 for plantations and beedi and cigar workers.

Source: See country chapters.
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Compared to India, the systems in Brazil and Chile provide more flexibility
by allowing employers the possibility of reimbursement of payment for a commu-
nity facility rather than having their own créche.

In Brazil, companies often opt for a system of reimbursement, as in the
case example of FURNAS. However, in other companies, the creche reimburse-
ment may be a minimal amount (the equivalent of around US$50 per month)
that is not enough to ensure quality daycare. The fact that many women are not
represented by trade unions and that trade unions may not be strong enough to
negotiate for their full rights means that many women potentially covered by this
provision do not fully benefit. The benefit of a creche is more common in large
enterprises and where the trade union is more active. As well as including men,
some agreements also increase the minimum benefit period to cover older pre-
school children, as in the case of the Oswaldo Cruz Foundation.

In Chile, only 5.1 per cent of the companies obliged to provide childcare
support actually operate their own facility: most subcontract childcare provision
or provide vouchers (69.2 per cent) and 14.5 per cent provide direct payment,
although the latter is not strictly in compliance with the law. A number of com-
panies have also exceeded legal requirements, introducing back-up childcare when
regular arrangements fall through, and after-school and holiday care support.

In her chapter on India, Hamsa notes that, despite the legislation, there are
few enterprise creches. “Employers either refrain from employing women if it is
mandatory for them to provide daycare for their children or they avoid the obli-
gation by failing to show the employment of women in their ofhcial records.”
This legislation, which puts a penalty on employers who hire women, seems to be
hindering women’s employment opportunities in India.

Similarly in Chile, Kremerman Strajilevich reports that just 5.4 per cent of
working women with children under the age of 2 have access to childcare through
their workplace, since most do not work in companies with more than 20 female
employees, and suggests that the law may be discouraging employers from hiring
women. However, in Brazil, Linhales Barker does not indicate a similar effect.

It is questionable whether legislation providing the créche benefit for
women workers in companies employing a certain number of women is pro-
moting equality in the labour market since it increases the cost of hiring young
women. The position of the ILO Committee of Experts, which reviews legis-
lation related to the Workers with Family Responsibilities Convention, is that
“measures designed to promote harmonization of work and family responsi-
bilities, such as childcare services, should not be specific to women”.! As the

' ILO, 1999, paragraph 3.
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Committee has noted, legislation on workplace provisions for childcare that
excludes fathers” access perpetuates the idea that women alone are responsible
for their children’s care, and raises the possibility that employers will discrimi-
nate against women in order to avoid legal obligations linked to the numbers of
female workers in their employ.”

One country with specific legislation on workplace childcare which does
not limit the scope only to women workers is the Netherlands. Here, parents,
employers and the Government jointly bear the costs of formal childcare for
preschool and primary school-age children. An employer contribution was,
in fact, often included in collective agreements even before the Childcare Act
which took effect in 2005. Since then, employers are supposed, but not obliged,
to pay one-third of the childcare bill (the employer of each parent paying one-
sixth).” As of January 2007, the employer contribution has become mandatory.4
The government contribution is related to income, being higher for low-income
families. Parents buy the amount of childcare they need and are reimbursed
through the tax system. To receive the benefit, both parents must be in work
or education.

For parents, both fathers and mothers, the Dutch system has the advan-
tage of covering care of children up to age 13 and allows them to choose the
registered provider they want. This is a much more flexible arrangement than
workplace facilities, which tend to cover limited age groups and provide no
alternatives if the facility is not convenient to the parents. Also, working par-
ents are paying only about one-third of childcare costs, making childcare more
accessible to all income groups.

France provides another interesting model of a compulsory employer con-
tribution to childcare support, in this case through the social security system.
The family branch of social security (Caisse Nationale des Allocations Familiales,
CNAF) is the major national provider of childcare financial support and almost
60 per cent of its funds come from employer contributions.” This system has the
major advantage that the employer payment is not based on the sex composition
of the company personnel nor their specific childcare needs and thus there is no
possibility of inducing bias against the hiring of women or parents.

* 1LO, 2000, paragraph 3.
* heep://www.pes.org/downloads/Campaign_Childcare_Discussion_Paper.pdf [11 June 2009].

* http://www.cbs.nl/en-GB/menu/methoden/toelichtingen/alfabet/r/revised-childcare-legislation.
htm [11 June 2009].

> Sénat, rapport 3384, tome 3: cited in Daune-Richard et al., 2008, p. 62.
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Financial incentives for workplace initiatives

A number of industrialized countries have schemes that are meant to encourage
employers to provide childcare support using grants or direct subsidies and/or
fiscal incentives. In developing countries, such incentives are rare and none of
the employers with workplace nurseries in such countries in the present study
reported any financial support from governments. The nature of the incentives
offered by governments has a major impact on whether employers offer any sup-

port and the type of support which they offer.

Grants and subsidies
In some countries, there are government grants to encourage employers to set up
a childcare facility. Often the grants are to help with the capital expenditure to
set up the childcare centre. Support for capital expenses does not seem to be very
attractive for employers. In Canada, for example, the provinces of Manitoba,
New Brunswick and Saskatchewan had a grant programme in place in the
1990s. The grants ranged from $5,000 per childcare centre in New Brunswick
to $75,000 in Manitoba. Childcare advocates indicate that there was little take-
up from employers and the programmes were discontinued.® One of the reasons
for the low take-up may be the fact that once the facility is set up, funding must
be found to run it. Also the grants may be insufficient compared to the expenses
involved.

In France, since 2004, there has been a major effort to encourage employers
to set up an enterprise creche or a multi-enterprise creche (créche inter-entreprise)
given the need for more places for children under age 3. The CNAF (mentioned
above) offers subsidies for both the investment costs and the operational costs,
available through its local branches, which have “enterprise units” to advise and
support companies interested in childcare projects. Depending on the project,
some 50 to 70 per cent of the total costs for a new creche place are subsidized. In
particular, under the ‘childhood-youth contracts’ (contrats enfance-jeunesse), which
encourage local partnerships between local branches of the CNAF, local author-
ities, public institutions and/or companies, 55 per cent of the operational costs for
anew creche place are subsidized by social security under a renewable cost-sharing
agreement of 3 to 5 years.” As shown in the case example of SNPE, companies are
expected to contribute around 15 per cent of the cost of a new childcare place.

¢ Code Blue for Child Care, 2007.
7 Caisse Nationale des Allocations Familiales, 2006.
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In a few countries, there is a government subsidy for the operation of child-
care centres which is paid to licensed providers, often according to the number
of eligible children attending. In these countries, workplace créches that are reg-
istered can sometimes also receive the subsidy. In Hungary, for example, a pri-
vate company which sets up a workplace kindergarten is entitled to 30 per cent
of the subsidy the state normally pays for a community kindergarten. In the case
of Gedeon Richter Plc in Chapter 9, the state subsidy represents approximately
5 per cent of the kindergarten’s yearly costs. In Singapore, a state subsidy is paid
for children under 7 in a licensed childcare centre, so an enterprise centre would
presumably be able to receive this subsidy.

Tax exemptions
In some countries, governments have been using fiscal incentives specifically for
encouraging employers to set up their own childcare centres. In Malaysia, expen-
ditures on the provision and maintenance of a childcare centre for employees are
allowable expenses for the employer and, for employees, the benefit is treated as
tax exempt. For other types of childcare support, no tax benefits are provided.
The response from employers, especially those in the private sector, has appar-
ently been very slow. Of the 166 childcare centres that have been established at the
workplace, 140 are in public and statutory bodies and 26 in private organizations.
The Malaysian Employers’ Federation explains the low take-up by the high cost of
setting up and operating a childcare centre and the difficulties in finding suitable
space, particularly in urban areas.

In Australia, similar legislation making employer-sponsored childcare
exempt from fringe benefits tax only when it is provided on business premises
has been the cause of considerable controversy since any other form of employer
support for childcare would be taxed as a fringe benefit. A report of a parliamen-
tary inquiry criticizes the current system, noting that on-site facilities are rare and
affordable mainly for large employers, such as the major banks, that are able to
build or lease childcare centres. And even in the few enterprises that offer on-site
facilities, only parents who can actually use them benefit from the tax exemption.
The committee found that employers were interested in helping employees with
childcare and noted: “It is contradictory to the best interests of government, busi-
ness and workers that employers continue to decide against childcare assistance
due to tax penalties.”

* Australia, House Standing Committee on Family and Human Services, 2006, p. 252.
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Three of the industrialized countries in the present study (France, the United
Kingdom and the United States) provide that a certain amount of salary can be set
aside for childcare expenses and thus be exempted from tax or social security pay-
ments for both employers and employees. The systems can be rather complicated
and are embedded in the overall fiscal and social security systems of the country.
Table 3.1 provides some details and more are available in the country chapters.

Basically the systems make childcare expenses exempt from social security
and tax payments for employers and employees up to a certain limit. The system
is implemented mainly through vouchers in the case of France and the United
Kingdom and special accounts set up by the employer in the United States. In the
United Kingdom, the system is only for childcare expenses whereas, in the United
States, elderly care is also included. In France, the vouchers (Chéques d’Emploi
Service Universel, CESU) can be used by employees for any kind of registered
childcare as well as many kinds of houschold services, including for the elderly. In
all systems, the financial contribution of the employer to the tax sheltered funds
of the employee can vary from nothing to 100 per cent.

When the legislation making employer-sponsored childcare a non-taxable
benefit was passed in 1981 in the United States, it had been expected that
employers would provide some of the funds in addition to the worker’s salary.
But the main trend has been to offer funds coming out of salary.” Similarly in
the United Kingdom, an employer survey in 2006 found that childcare vouchers
were primarily offered to employees through salary sacrifice and only a minority
of organizations offered them as additional salary."’ In France, an employer add-
ition seems to be more likely (as in the case of the Caisse d’Epargne Auvergne
Limousin, which contributes one-third - see box 4.6), perhaps because employers
benefit from a 25 per cent tax credit on their contribution.

In the United States, where the possibility of tax-exempt reimbursement
accounts has existed since the mid-1980s, about 45 per cent of employers with
more than 50 employees have such a system in place."" In the United Kingdom,
the system was started by government in 2005 and a study in early 2006 found
that take-up was relatively good among large organizations (almost 50 per cent of
those with over 1,000 employees) but less in small ones (about 20 per cent of those
with 175-249 employees)."” In France, take-up of the CESU by employers since it
was initiated in mid-2005 seems, so far, to be low (see Chapter 8).

> Kelly, 2003.

% Kazimirski et al., 2006.

" Bond et al., 2005, table 9.

' Kazimirski et al., 2006, table 3.5.
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A major advantage of these systems is that they go beyond workplace nurs-
eries for preschool children as the focus for employer incentives and provide much
more choice for working parents. The systems also cover school-age children. In
France and the United States, the schemes have the further advantage of covering
care for elderly dependants.

While these systems have the advantage of flexibility in terms of the choice
of childcare, the parents are still paying a high proportion of the cost. The savings
for employees using “salary sacrifice” in the United Kingdom could amount to
about £1,000 per year, which is a small proportion of the cost of full-time daycare,
which is about £8,000 per year (see Chapter 14). Also it can be quite difficult for
employees to understand how they can gain and how to cope with the bureau-
cratic procedures required.

From the government point of view, there is considerable debate about
tax incentives for employers and employees. While the arguments in favour
include the flexibility of choice for parents and the coverage of various types of
care expenses, the argument against is basically that those who profit tend to be
workers who are already better off and employees of large enterprises.'” The person
in the highest tax bracket will benefit the most from a tax-deductible benefit while
the low-income worker who needs it most derives little benefit. Workers earning
near-minimum salary cannot even set aside tax-free money for care expenses
because their salary would go below the legal minimum. Schemes available to
employers tend to be used mainly by larger companies, those whose employees
are already in a higher pay bracket, while those working for smaller employers or
in self-employment are left out. It could be felt that government money (or loss
in tax earnings) would be better spent being targeted to low-income workers who
need it most.

France, the United Kingdom and the United States have other schemes
to help low-income workers pay for childcare. The UK system provides a direct
tax credit to low-income parents based on their childcare arrangement, hours
worked and income. In France, the non-parental childcare supplement (CMG;
see box 2.5) is an allowance intended to support low- and middle-income working
parents purchase care for their children, although in practice it is primarily
higher-income families that use it, as the cost of childcare remains too high for
lower-income families, even after the benefit (see Chapter 8).

1 See for example, Masters and Pilkauskas, 2004, p. 39.

62



3. Perspectives of workplace partners

Advocacy

With or without financial incentives, governments have been trying to encourage
employers to support childcare for employees, and in general to become more
family-friendly.

When government incentives for childcare support exist, making employers
aware of their existence is a major task for government, often at the local as well
as national level. Enterprises, particularly small ones, do not necessarily follow
the latest government policies. In a UK survey of employers in early 2006, only
around half of medium-sized employers and a minority of smaller employers even
knew about the new exemption rules."*

In the United Kingdom, the Government has web sites that explain the
system and encourage employers to support the childcare needs of their employ-
ees.”” In France, a proactive approach by the local branch of social security
responsible, the regional authorities and the municipalities has been found to be
a key factor in the use of the new incentives for enterprise and inter-enterprise
créches.

Government advocacy toward employers often promotes work-life balance
more generally, of which childcare is one component, as for example in Singapore."”
Some governments provide legislative information, research, tools and advocacy
materials to assist enterprises in understanding legal obligations and encourage
voluntary initiatives regarding work—family balance, including childcare, as in
the case of Australia’s Workplace Relations service and Saskatchewan’s Work
and Family Unit under the Ministry of Advanced Education, Employment and
Labour."®

One advocacy strategy tried by governments to encourage employers is
offering awards for work/family policies (see box 3.2). To the extent that these
awards are well researched and then publicized, they give good publicity to firms
that are making efforts and provide examples for others.

* Kazimirski et al., 2006.

¥ See, for example, the brochure Sure Start, 2006.

' Daune-Richard et al., 2008, p. 67.

17 See, for example, the web site of the Singapore Ministry of Manpower: http://www.mom.gov.sg

[11 June 2009].

'® For Australia, see htep://www.workplace.gov.au; for Saskatchewan, Canada, see: htep://www.
workandfamilybalance.com [6 November 2008].
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Box 3.2 Government awards for work—family programmes

Hungary. A Family-Friendly Employer competition was launched in 2000 by the
Ministry of Labour. Each year, award-winning companies are identified in small,
medium and large company categories. The awards ceremony is accompanied
by high media coverage.

Singapore. The Work-Life Excellence Award is organized biennially by the
Tripartite Committee on Work-Life Strategy (chaired by the Ministry of Manpower).
The award pays tribute to employers that are committed to helping employees
harmonize work and personal commitments. The Award serves to encourage
other employers to implement Work-Life Strategies for the benefit of their
organizations and employees.

Thailand. The Ministry of Labour has included having a childcare centre among
the criteria for the prizes given to enterprises that provide good conditions for
workers.

Sources: For Hungary and Thailand, see country chapters. For Singapore, see Ministry of Manpower:

http://www.mom.gov.sg/publish/momportal/en/communities/workplace_standards/work-life_harmony/
Work-Life_Excellence_Award.html [17 June 2009].

3.2 Employers and their organizations

The involvement of employers in workplace programmes varies considerably from
country to country and among organizations within countries. This section first
looks at information about the frequency of workplace programmes and which
employers tend to be involved. It then looks at why some employers have been
reticent and why other employers have been providing childcare support and the
benefits they have experienced. Finally the roles of employers’ organizations and
employer partnerships are considered.

How common are workplace programmes for childcare?

It is difficult to have a precise idea of what proportion of work organizations pro-
vide childcare benefits and what proportion of workers would have access. Even
in countries where there are surveys, these are often restricted to certain types of
enterprises and the questions asked are not the same. So data are not comparable
from one survey to another nor from one country to another. Nevertheless, this
section takes a brief look at some survey results.
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For the European Union, a study of establishments with ten or more
employees in 2004-05 found that, on average, only 3 per cent of all establish-
ments offer an own-company childcare centre; a further 2 per cent offer, partly
in addition to a company facility, other forms of childcare help such as a babysit-
ting service organized and/or paid for by the company."” Establishments pro-
viding childcare facilities are most frequent in the Netherlands, with 12 per cent
having their own childcare facility and 17 per cent offering other forms of child-
care assistance. The frequency of company childcare facilities is also above the EU
average in Ireland (6 per cent) and the United Kingdom (7 per cent).

The authors note that in Ireland, the Netherlands and the United Kingdom
the supply of public childcare facilities is relatively weak, especially for children
aged 3 years or under. Nevertheless, in other countries such as Germany, the
relatively poor public supply of childcare facilities for this age group is not sup-
plemented to a comparable degree by services from the employer’s side. So even
within Europe, countries differ in respect to whether employers are likely to take
childcare measures in the face of a weak public supply.

In developing countries, very little information seems to have been collected
about workplace support for childcare. Even in countries where there is legislation
requiring certain employers to provide a créche, there is little information on com-
pliance and the number of enterprises falling under the law. In Brazil, a survey by
the human resources consulting firm Hewitt reported that, in 2007, only 2 per
cent of 120 companies with industrial plants had a creche or childcare centre in
their workplace (see Chapter 6).

As seen in section 3.1, government programmes for payment of childcare are
available through the workplace in France, the United Kingdom and the United
States. Thus this type of financial support tends to predominate in these countries.
In France, the proportion of organizations with 20 or more cmployees offering
creche facilities was a low 2 per cent according to a study in 2005. However, 18 per
cent of organizations were offering some financial help to cover childcare expenses,
meaning that this benefit was potentially available to 29 per cent of employees.”

In the United Kingdom, there is some indication that the 2005 reforms
providing tax exemptions may mean that more parents are receiving some finan-
cial help from employers. Among parents paying for childcare, the percentage
receiving help from their employer more than tripled between 2004 and 2007
from 1 per cent to 3.4 per cent.”

¥ Riedmann et al., 2006, p. 40.
* Lefevre et al.,, 2008, table 1.
* Calculated from Kazimirski et al., 2008, pp. 78-79.
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In the United States, the results of a nationally representative sample of
employers with 50 or more employees indicated that by far the most frequent type
of childcare support is putting aside pre-tax salary for care expenses (which has no
cost for the employer; 45 per cent provide this). The next most frequent type of
support is access to information about childcare in the community (34 per cent).
About 7 per cent of employers have a facility at or near the workplace, about the
same as in the United Kingdom. About 7 per cent contribute financial support,
and 6 per cent offer back-up care support.”*

Various studies indicate that the employers who provide support for child-
care tend to be large establishments in the services sector and the public sector.
The EU survey found that establishments offering their own childcare facility
were more than twice as frequent in the services sector as in industry and also
more likely to be in the public sector than in the private sector. Such services were
also far more common in larger establishments than in smaller ones, with 13 per
cent of companies with more than 500 employees having their own childcare
facility compared to 3 per cent overall. Similarly in the US study, large companies
were much more likely to provide childcare at or near the worksite, reaching
17 per cent of companies with more than 1,000 workers.

Reasons for employer reticence

For some employers, childcare is not seen as their responsibility but that of indi-
vidual workers or government and so no childcare support is envisaged. In a
UK employer survey, about half of those not offering any support gave this as a
reason.”?

Another major reason why employers are reticent to help with childcare is
the perceived cost of creating and operating a workplace facility, which is seen
as the only option. It is clear that even partially financing a workplace childcare
facility is not realistic for many employers. Also, as will be seen in Chapter 4, a
workplace childcare facility is often not the best solution for helping employees
with their childcare needs. There are other ways that employers can help, such as
resource and referral services, negotiating discounts with community facilities or
providing some form of financial help, and these may even meet employees’ needs
better than a workplace childcare centre. Such possibilities tend to be overlooked.
Chapter 4 presents these options in detail.

2 Bond et al., 2005, table 9.
** Kazimirski et al., 2006.
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Employers often feel that they are not in the childcare business and that pro-
viding any support for childcare would distract company staff from their main
work. As noted by an official of the Irish Business and Employers’ Confederation
(IBEC): “For many businesses childcare is not their core competence and there is
genuine concern that involvement in such projects will become time and resource
consuming taking the focus away from business priorities.”** For employers,
finding effective ways of supporting without unduly increasing the administrative
work of their staff would make childcare support more attractive.

Employers sometimes hesitate to provide childcare support since the limited
number of employees who benefit may cause resentment among those employees
who do not. Indeed, only a small proportion of an organization’s staff is likely
to need childcare at any particular point in time. In box 3.3, this is estimated at
about 5 per cent at Ford. So providing a benefit for this minority would not seem
to be fair to the rest of the workers, who might feel they were not getting their
share. In the cases of Ford and CIBC (box 3.3) management was somewhat wor-
ried about this reaction, but finally found there was not a problem. In firms that
have a cafeteria system of benefits whereby workers can choose the benefits that
they prefer (as in the case of Magyar Telekom), there would be no issue of parents
of young children getting preferential treatment.

Small employers are particularly hesitant to offer childcare support. Since
so few employees would be potentially interested, they do not feel it would be

Box 3.3 What about those who don’t need childcare?

Heather McAllister, Senior Director of Strategic Initiatives, CIBC. The message
that everyone benefits is the one that CIBC consistently gave when it rolled out
the new (childcare) service. “If your colleague isn’t able to show up for the day,
someone else has to fill the void. That has resonated very well with our employees.”

Richard Freeman, Ford Director, Family Service and Learning Center. “We
expected a disconnect between the older workforce who are finished with child
rearing and those who have young children. Only about 5 per cent or less of
the workforce need to use the childcare centers at any one time. Despite this,
we have not seen a rise in demand for direct wage increases, instead of these
services. This may be because a lot of our members understand what collective
bargaining is all about — negotiating things for the future. It means opening doors
for future generations.”

Sources: For CIBC, see Lowe, 2007. For Ford, see Corey and Freeman, 2003.

** Cronin, n.d.
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worthwhile putting any system in place. In the UK employer survey, many
employers not providing support felt that they had too few employees who wanted
a childcare scheme or had too few employees in the organization in general”

Yet keeping trained staff and reducing absenteeism are concerns of small as
well as large enterprises. For small businesses, every employee is often a key worker
and so absences or loss of employees because of childcare problems can be even
more disruptive and costly. When smaller organizations were offering some sup-
port, the UK survey found that the reason was often that there had been requests
from employees. In cases where a worksite facility would be appropriate, some
small employers can pool resources but often it is an outside organization such
as a mall or industrial zone administration which takes the initiative from which
smaller companies can benefit (see section 4.1).

Benefits of childcare support

Among the employers who are helping employees with childcare, motivations are
varied. For some it is seen as a charitable gesture; a gift to help employees. For
others, helping employees with childcare may be seen as a way of improving their
image in the community and showing that they are socially responsible. But for
most employers who provide help, it is part of a business strategy. For IBM, one of
the pioneers in providing childcare support, this is considered “a strategic business
initiative, not charitable dollars”*

Childcare support is often, although not always, part of a more general
strategy for work-life balance as can be seen in the examples of the British
National Health Service (NHS) and of IBM in box 3.4. Other measures for
work-life balance include leave policies and working hours, such as flexible work
schedules, pay during childcare leave and a general effort by management to
develop a culture that accepts that workers have responsibilities and a life beyond
the workplace.”” Since childcare is part of a package, it is sometimes difficult to
say whether any positive changes were the result of the childcare assistance or of
the whole package.

Childcare is considered a strategic initiative for organizations because of the
benefits which have been perceived in relation to:

¥ Kazimirski et al., 2006.
*¢ Shapiro, 2005.
*7 See Hein, 2005, for more details on other types of measures.
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® reducing turnover and retaining employees, including women who go on
maternity leave;
® attracting new employees;
® reducing absenteeism and lateness;
® increasing productivity and focus; and

® cnhancing employees” morale, commitment, motivation and job satisfaction,
while reducing stress and stress-related disorders in the workplace.

Box 3.4 Childcare as part of a package of measures

An HR Director, National Health Service (NHS), UK. “Childcare forms part of
a whole package of measures that help to retain people. It is not the only thing in
the package, but we can't have the package without it.”

Ted Childs, Vice President of Workforce Diversity, IBM. “Our centers comple-
ment IBM’s other business practices that come under the concept of work/life, for
example, our workplace flexibility programs, where employees can arrive to work
two hours earlier and leave earlier in the day. Or our telework programs that allow
employees to work at home, a customer site or other non-IBM locations.”

Sources: For the NHS, see Frew, 2004, p. 20. For IBM, see Bright Horizons Family Solutions. December

2002. “Executive spotlight on Ted Childs, Vice President of Workforce Diversity, IBM.” Available at
http://www.brighthorizons.com/SolutionsAtWork/article.aspx?articleid=143 [16 June 2009].

Reducing turnover
One of the major reasons why employers provide childcare help is to retain their
employees. Losing employees can be expensive considering the costs of replacing
an employee in terms of recruitment, advertising, selection and training. As can
be seen in box 3.6, HSBC in the United Kingdom estimates that replacing an
experienced employee costs the equivalent of about one year’s salary.

When employees need extensive training, it becomes even more important
for the company to retain them. There is nothing more frustrating for a company
than to see its employees, trained at high expense, being attracted to the compet-
itor next door for a small salary increase, as noted in the case of Pranda Jewelry in
box 3.5. In the case of Wipro in Bangalore, the management attributes a higher
rate of employee retention to the fact that the company creche services have been
very well received by those of its employees who have young children.
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Box 3.5 Childcare for reducing turnover

Pranda Jewelry, Thailand. The childcare centre at Pranda Jewelry in Bangkok
opened over 15 years ago. “In the jewelry business, artisans are the king. We need
to do everything for them to stay with us,” says Mr. Pramote Tiasuwan, vice presi-
dent of Pranda Jewelry. It requires three years of training for artisans to become
skilled enough to work on their own. In Thailand, companies need to be competitive
in terms of design and quality so experienced artisans are a must. Earlier, artisans
would leave the company if another company gave them 500 baht more as salary.
Given the other benefits that Pranda provides, if another company does not provide
their artisans with salaries at least 2,000 baht higher than Pranda’s, there will be no
additional gain. Due to this, Pranda enjoys a very low turnover rate —only 2 per cent.

Red Lands Roses, Kenya. The Director notes that childcare has an impact on
employees’ loyalty and commitment. “If they feel that we take care of them and
their children, they would not leave the company after investment in their training.”

Infosys, India. Management believes that many employees who have completed
their technical training on the job and accumulated sufficient work experience to
move on to other jobs decide not to leave because of the creche. They see the
creche service as one of the major contributors to the company’s relatively low
attrition rate.

NCR Corporation’s Retail Solutions Group, Duluth, US. “The daycare program
helps the company hold on to ‘high-potential’ female employees, especially dif-
ficult to find female engineers,” said Martin Healiss, human resources strategic
partner with the Retail Solutions Division of NCR. “Many of these women have
said that they are staying with the company primarily because of its childcare
center,” he added.

Sources: For Pranda Jewelry, see Kusakabe, 2006. For Red Lands Roses and Infosys, see Chapters

11 and 10 respectively. For NCR, see “Company daycare gets high marks.” August 2003. Available at
http://www.wikigwinnett.com/content.cfm?Action=wiki&WikilD=2668 [16 June 2009].

For some organizations, such as those in box 3.6, a major concern is the
loss of valuable women workers who do not return after maternity leave: for
these firms, increasing the proportion of women who return is a key concern.
Childcare support is often a key component of efforts to encourage women to
return. For HSBC, childcare support is felt to have had a marked impact on
reducing the number of women leaving after the birth of a baby. Research in the
United Kingdom indicates that women are twice as likely to return to work for
an employer who gives some help with their childcare than one who gives none.”*

** Forth et al.,, 1997. Family friendly working arrangements in Britain 1997, DfEE Research Report
No. 16, cited in UNISON, 2004.
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Other measures, complementary to childcare, also are taken to encourage
the return of employees after childbirth. At Magyar Telekom in Hungary there
is a reorientation programme for women on maternity leave and the possibility
of flexible working hours. At IBM Hungary, there is also a maternity leave and
return programme, including a “maternity buddy system” whereby mothers-to-
be are matched with a mother who has already gone through the experience of
maternity leave and returned to IBM (see Chapter 9).

Box 3.6 Childcare to encourage the return of new mothers

HSBC, UK. A childcare programme has been operating since 1989 and provides
some 850 nursery places, 300 of them on the bank’s premises. The Group Head
of Diversity notes: “Providing a childcare programme has contributed consider-
ably to reducing the number of women who leave after having a baby, from 70 per
cent to 15 per cent in 13 years. This represents a massive budget saving — the
average service of a maternity leaver is 11 years and the cost to the bank of
replacing each one is estimated at around a year’s salary.”

Alston & Bird LLP, Atlanta. “Anecdotally, we know that we have retained associ-
ates who would have left if not for the support that the childcare facility has given
them in trying to balance a legal career and a family.”

Areva, France. This French energy giant opened its first creche in 2002. It has
been noticed that the creche means that women can return sooner to work after
maternity leave as they are reassured that they are near the child.

Sources: For HSBC, see UK Department for Education and Skills, 2006a, p. 5. For Alston & Bird, see
Bright Horizons family solutions, 2006. “An interview with Ben Johnson, Managing Partner, Alston

& Bird LLP.” Available at http://www.brighthorizons.com/SolutionsAtWork/article.aspx?articleid=14
[16 June 2009]. For Areva, see Platat, 2007.

Attracting staff
For companies that are competing to recruit highly trained staff, childcare sup-
port can help improve their competitive position, helping them become “an
employer of choice”. The Canadian Imperial Bank of Commerce (CIBC), for
example, cites the very competitive labour market as one of the primary reasons
for creating programmes like back-up childcare. “We are very aware that for the
younger generation whom we are trying to recruit, we are all going after the same
people,” says the Senior Director of Strategic Initiatives at CIBC. “These are savvy
young people here who look very carefully at what is offered. It doesn’t take long
if youre a parent, once you've had one childcare crisis, to intuitively recognize
that if your employer has something to help you out in this area, it would be a big
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benefit.””” For similar reasons of attracting and retaining highly qualified staff,
in South Africa, financial groups are major leaders for the creation of childcare
facilities in a country where such facilities are relatively rare (see cases of FNB and
Old Mutual in Chapter 12).

At the NHS in the United Kingdom, the childcare strategy was also seen
as a way of improving the retention of staff as well as attracting personnel (see
Chapter 14). The general perception is that the childcare strategy has made a
bigger impact on the retention of staff than on their initial recruitment. This was
partly because it was much easier for parents who were in the service to know
about the programme, while for potential recruits the programme was, in fact, not
well publicized in recruitment notices.’® Even the best programme will not help
in attracting staff if it is not well publicized.

Absenteeism
More than half of employers in the United Kingdom think that childcare prob-
lems result in late attendance and leaving work early.’ Childcare problems can
also be a reason for not coming to work at all. An Australian consulting firm
notes that the reasons for absenteeism among nurses, teachers and police officers
are often linked to difficulties with childcare and that the costs to the state can
be considerable when replacements have to be found.’® In the United States,
employed mothers of children under 6 miss an average of 8.5 days and fathers an
average of 5 days per year due to family-related issues.”

It is not surprising, therefore, that childcare support has been found to reduce
absenteeism and loss of work time (see box 3.7). This is sometimes because the
support means that employees have more reliable arrangements for childcare. For
example, since the opening of the creche at Red Lands Roses in Kenya in 2006,
unplanned leave has declined by 25 per cent (see Chapter 11). Previously, workers
had tended to leave their children in the care of rather unreliable teenage maids.

Reducing the absenteeism resulting from childcare problems is the main
objective of emergency back-up care, which is sometimes the main type of sup-
port offered by the employer. This type of childcare is considered in detail in
section 4.4.

* Lowe, 2007.

* Frew, 2004, p. 19.

*! Daycare Trust, 2002.

Australia, House Standing Committee on Family and Human Services, 2006, p. 249.
** Shore, 1998.
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Box 3.7 Effects of childcare support on absenteeism

Gokaldas Images Private Ltd, India. The management reported that their child-
care facility has translated into better productivity and greater regularity at work,
as seen in part by a decrease in the number of days that employees are taking off.

SOCFINAF, Kenya. The general manager notes: “Childcare is an inexpensive but
at the same time a pivotal part of SOCFINAF workers’ welfare policy. Thanks to
the creches and the related health care service that SOCFINAF provides free of
charge to its employees, absences or leaves related to family responsibilities are
virtually non-existent in our company.”

Ford Motor Company, US. Ford provides extensive childcare services for chil-
dren of all ages. A director notes that “the programme could end up paying for
itself in terms of lower absenteeism and retention, but this is difficult to track.
Among the people who participate, the only group that we have been able to
measure is the group with young dependents. The absenteeism among that
group has dropped.”

Sources: For Gokaldas and SOCFINAF, see Chapters 10 and 11 respectively. For Ford Motor Company,
see Corey and Freeman, 2003, p. 9.

Productivity
In addition to reducing absentecism, childcare support has also been found to
improve productivity in various ways. Some employers talk about better relations
with the staff and about increased loyalty and commitment, which make for better
performance on the job. Others mention the reduction in stress and better ability
to concentrate on the job, as in the examples in box 3.8. The SOCFINAF man-
ager links the better ability to concentrate with the reduction of workplace injuries.

For some organizations, childcare problems of workers affect productivity
very directly because the children actually come to work. They may come regularly
after school to wait for their parents or when there is a problem with the usual
childcare arrangement. The presence of children can have a disruptive effect on the
work of parents. If the presence of children is infrequent, many employers tolerate
the problem since otherwise the employee might be absent. The childcare centre
at Telecom Union TOT Corporation Plc (currently TOT Plc) in Bangkok origi-
nated from the needs of employees who took their children to their work during
the school break because there was no one to take care of them at home.*

** Kusakabe, 2006.
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Box 3.8 Childcare and the ability to concentrate on work

Aguas Andinas, Chile. Management noted the benefits of providing childcare
support, saying “Mothers who are at ease are more productive”, a sentiment
clearly shared by the workers in their statement that “This [childcare support]
clearly has implications on labour productivity, thus decreasing the stress that this
situation [of lacking childcare] causes. One knows that the children are safe and
sound in the kindergarten so | don't have to worry about my son all day.”

Nong Nooch Tropical Botanical Garden, Thailand. The Human Resources
section notes that before the daycare was established, some workers left their
children at home. This is not safe and so they were worried and could not con-
centrate on their work. Since they have the daycare centre, parents have become
more disciplined, there is less absenteeism and tardiness and both fathers and
mothers can concentrate on their work.

National Centre for Biological Sciences, India. Management notes: “If the kids
are happy the parents will automatically be happy and the parents can devote
more time to the research work.”

SOCFINAF coffee plantations, Kenya. A manager notes: “Mental comfort is key
to workers’ safety at work, but also to employers, enabling them to reduce costs
coming from workplace injuries and health claims.”

Sources: See country chapters.

Employers’ organizations

Many employers” organizations bring recognition and guidance for their mem-
bers on the issue of childcare and other family-friendly policies. The International
Organisation of Employers’ (IOE) 2008 survey of workplace trends calls atten-
tion to the need for family-friendly policies, including childcare, to facilitate
female labour force participation.”® National employer organizations can provide
guidance and services to their members, and can lobby for stronger government
interventions. The Swiss employers” organization (Union Patronale Suisse), for
example, has provided its members with information on laws and on workplace
work—family initiatives, has promoted collective bargaining as an effective means
for addressing the work—family needs of workers and employers, and has called on
government to take steps to meet workers” and employers” needs related to family

* International Organisation of Employers, 2008.
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services, for example by making school hours more compatible with working par-
ents’ hours and providing after-school programmes.*

In some countries, there have been organizations set up by employers to pro-
mote work-life balance. In the cases of Singapore and the United Kingdom, the
role of the employer group is basically promotional, creating awareness of work—
life balance issues among employers (see box 3.9). In New Zealand, the Equal
Employment Opportunities (EEO) Trust, claiming more than 400 organizations
as members, provides information and training tools for businesses to encourage
workplace diversity and equality, including work-life initiatives.

Box 3.9 Employer groups responding
to needs for work-life balance

New Zealand. The EEO Trust Employers’ Group provides its membership of more
than 400 organizations with a wide range of research and resources to assist
businesses to achieve success through managing workplace diversity. It offers
tools, research and recognition for workplace practices and initiatives on work-life
balance, including its annual Work & Life best practice awards. It is funded by
membership fees and government contributions.

Singapore. The Employer Alliance is a network of corporations committed to
create an enabling work environment to enhance work-life integration. The
Employer Alliance exists to help and support organizations committed to work—
life strategies. Their vision is for corporations to be aware of the contribution of
work-life balancing to their business outcomes.

United Kingdom. Employers for Work-Life Balance was set up by an alliance of
employers, big and small, who believed that work—life balance was a relevant and
valuable business concept. Having achieved its objective of awareness raising,
its web site, which provides resources for employers, has been taken over by the
Work Foundation.

United States. Corporate Voices for Working Families is a leading national organ-
ization of 50 partner companies providing a private sector voice in the dialogue
on public policy issues involving working families. A non-profit, non-partisan
organization, Corporate Voices aims to improve the lives of all working families
and the competitiveness of American businesses by developing and advancing
policies that have bipartisan support built through collaboration among the private
sector, government and other stakeholders.

Sources: For New Zealand, see http://www.eeotrust.org.nz; for Singapore, http://www.employeralli-
ance.sg/ea_mission.html; for the UK, http://www.employersforwork-lifebalance.org.uk; for the US,
http://www.cvworkingfamilies.org/about-us [all 16 June 2009].

*¢ See htep://www.arbeitgeber.ch/f/webexplorer.cfm?ddid=6C2EAS91-FS9C-408C-9C037F11
F360292B&id=31&tlid=1 [10 November 2008].
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In contrast, the US organization Corporate Voices for Working Families
secks to provide a private sector voice in discussions of public policy that affect
working families including childcare (see box 3.9). Corporate Voices has linked up
with another employer group, the American Business Collaboration (see below),
for a campaign to lobby government for an increase in the amount of pre-tax
salary which employees can put aside for care expenses and its indexing to infla-
tion.”” Similarly in Australia, Deloitte and 37 other corporate partners lodged a
submission with the Federal Treasurer appealing for reform of the fringe benefits
tax treatment of childcare.”®

A somewhat different type of employer group is the American Business
Collaboration (ABC) for Quality Dependent Care, in which a few large US
companies (champions) partner to ensure that their employees have access to
quality care services. Current ABC Champion companies are: Deloitte & Touche,
Exxon Mobil Corporation, IBM Corporation, Johnson & Johnson and Texas
Instruments. Working in about 65 communities throughout the country, more
than 1,500 childcare and eldercare projects have been funded through ABC’s
efforts.”® In general, the initiatives of ABC have been based on the belief that,
through collaboration, companies can accomplish more to improve and expand
dependent care resources for employees and make a positive contribution in local
communities. Another example of an employer group helping upgrade the quali-
fications of staff in local childcare centres used by employees is the Employers’
Child Care Alliance in Alabama (see box 4.4).

Given that employers in many countries are increasingly affected by the dif-
ficulties of working parents in accessing childcare, it may be that, in the future,
more examples will emerge like these of employers’ organizations and groups
taking action and putting pressure on governments to improve childcare services
and make them more affordable for workers.

3.3 Trade unions

Trade unions are also concerned about the childcare options available for working
parents who are their members or potential members. As increasing numbers
of women are joining the workforce, work and family issues have become more

*7 hetp://www.cvworkingfamilies.org/our-work/family-economic-stability [19 June 2009].
** Australia, House Standing Committee on Family and Human Services, 2006, p. 235.
" See htep://www.abcdependentcare.com [11 June 2009].
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important not only for women but also for the increasing numbers of men who
are part of a dual-earner couple. Parents who are working atypical hours have par-
ticular difficulties. In the case of the inter-enterprise créche at Rennes Atalante
Park (France), which serves low-income parents with atypical working hours, a
CFDT delegate explains the trade union’s involvement:

It was the difficulty of working parents in finding a childcare arrangement that
pushed our trade union to support this project. When a worker starts at 5.00 or fin-
ishes at 22.00 nobody will accept to take care of his/her baby. So a lot of women, in
particular, were in trouble and often the only solution was to take sick leave, which

had an impact on absenteeism.

Responding to the evolving needs of workers helps unions to show their rele-
vance in a changing world and their ability to make gains to improve the lives of
workers. Childcare for working parents is one of a number of work—family issues
such as maternity and paternity leaves that have been on the agendas of trade
unions.

Trade unions have found various ways of helping working parents access
quality childcare:

advocacy and participation in policy dialogue on childcare;
negotiation of collective bargaining agreements that include childcare support;
collaboration with an employer to help set up childcare support;

setting up childcare facilities for workers; and

organization of childcare workers to improve their conditions of work and
training opportunities.

Policy dialogue and advocacy

In some countries, trade unions have been a major voice in promoting government
measures that will improve the availability of childcare support for working par-
ents (see box 3.10). These actions help not only their members but all workers and
can give considerable visibility to the unions.

Sometimes unions join with other organizations to put pressure on govern-
ments, as in the case of SEIU Kids First, which partnered with parents, advo-
cates, educators, elected officials and business leaders to stop state cuts in childcare
budgets in the US states of California, Illinois, Rhode Island and Washington.
In Illinois, they succeeded in obtaining $315 million over four years to expand
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Box 3.10 Unions campaigning for improving
workers’ access to childcare

Thailand. The Women Workers’ Unity Group (WWUG), founded in 1992 by
women workers from various industries and several trade unions, has been
demanding that government set up childcare centres in industrial communities
and also that state-run daycare centres prolong their opening hours in order to
accommodate the needs of workers. The WWUG's pressures for greater coordi-
nation among ministries with responsibilities linked to childcare were instrumental
in the signing of a Memorandum of Understanding among five ministries.

United States. In Oregon, SEIU Kids First providers won an agreement that gives
thousands more families access to affordable childcare by reducing parent co-
payments by 20 per cent and raising the eligibility ceiling for state support from
150 per cent to 185 per cent of the federal poverty level.

Sources: For WWUG, see Chapter 13. For SEIU, see http://www.seiu.org/a/publicservices/
seiu-kids-first.php [19 June 2009].

preschool provision and secured a commitment to universal preschool for all
3- and 4-year-old children.*

In other instances, unions may be called upon by governments to participate
in policy consultations. In Ireland, for example, SIPTU has participated actively
in the work of a group set up under Sustaining Progress to examine, among other
things, the potential and possibilities for further development of workplace child-
care. SIPTU has published its own view of the directions which it thinks child-
care policy should be taking, noting that the first trade union submission to
government on this issue was made in the mid-1970s, and it has been raised in
negotiations on every national agreement since 1987.

Providing voice and collective bargaining

A major way in which unions have been involved in improving childcare access for
workers is by making the request to the employer, sometimes as part of a collective
bargaining process.

In Brazil, legislation concerning the provision of childcare for women workers
(see section 3.1) has given considerable importance to collective bargaining since

" See hetp://www.sein.org/a/publicservices/seiu-kids-firse.php [19 June 2009].
* Services, Industrial, Professional and Technical Union (SIPTU), 2005.
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provisions have to be included in collective agreements in order to be effective.
Indeed, all of the case studies in Brazil feature a prominent role of trade unions in
collective bargaining agreements with employers on the availability and design of
childcare benefits for workers. As described in Chapter 6, in Brazil the reliance on
collective bargaining to give effect to the law has the tendency to favour workers
in companies with strong unions which can negotiate good conditions.

In other developing countries as well, requests from the trade union have
been a critical factor in initiating a workplace programme. In a number of the
case studies in Part II, including BOWT in Thailand, BMW South Africa and, in
Chile, Aguas Andinas and the Childcare Centres for Seasonal Working Mothers,
the union played a key role in articulating a request for childcare which individual
workers might have been too shy to make individually and which made an impact
on the employer.

In the Netherlands, employer contributions to the cost of childcare have
long been incorporated into collective bargaining agreements. To illustrate, in
2002, three-quarters of Dutch employees were covered by collective agreements
that included childcare provision as a fringe benefit. New legislation has formal-
ized the practice of employer co-funding by directing that the cost of childcare
should be shared on an equal basis between parents, employers and government
(see section 3.2 for details).

Collective bargaining has played a key role in gains for workers in the United
States, the case of the Child Care Fund negotiated by Local 1199 of the Service
Employees International Union (SEIU) in New York City in Chapter 15 being
just one example. In this case, a sectoral union negotiating with many health-care
providers in the region was able to put together the combined contributions of a
number of employers to create the childcare fund and the number of contributing
employers continued to grow subsequently.

In industrialized countries, many large trade union federations provide
support for their member unions on collective bargaining, including collective
bargaining for childcare. Bargaining for childcare has been the focus of various
publications, which provide detailed advice on how to develop the case for child-
care and examples of what provisions have been included in existing agreements.
In the United Kingdom, for example, both the TUC and UNISON have pro-
duced documents with extensive advice and explanations concerning childcare
needs and options.*

In the United States, the labour unions have set up a special unit, the Labor
Project for Working Families, which provides support for bargaining on measures

* TUC, 2006; UNISON, 2004.
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to improve work and family balance. Started by California unions in 1992 to
address the issue of childcare, it has since grown to become a national resource and
advocacy organization thanks to funding by various foundations as well as contri-
butions by many unions and individuals, including the Institute of Research on
Labor and Employment of Berkeley University, which provides in-kind support by
housing the project. The project encourages unions to include work—family benefits
in their agreements and has produced a comprehensive guide on organizing and
bargaining for work and family issues.” Box 3.11 presents an example showing how
it has helped a local trade union.

Box 3.11 Improving work—family balance for bus drivers

In the US state of California, the Amalgamated Transit Union Local 192 (whose
2,000 members are mainly bus drivers) and the Alameda-Contra Costa Transit
District ratified in 2000 a collective bargaining agreement that, inter alia, estab-
lished a trust fund to help support dependent care.

The new contract was the result of many factors including judicious use of
research. After the results of an earlier survey on the impact of family respon-
sibilities on bus drivers were presented to AC Transit’s joint labour-management
committee by the Labor Project for Working Families, the committee established
a dependant care subcommittee and a new childcare needs assessment survey
was undertaken. The survey identified the problems employees were facing and
how these problems were being resolved by taking time off, arriving late or leaving
early — with high cost implications for the company.

Source: Dones, 2001.

Collaboration at the workplace

Union leaders have joined with employers at the workplace to help find childcare
solutions. Most cases are no doubt undocumented. Box 3.12 presents one case
where the trade union helped management find an appropriate solution to the
childcare needs of employees.

In Thailand, also, two of the cases in this book (AEROTHAI and BOWT,
the Secretariat Office of the Teachers” Council of Thailand) provide examples

* The guide called A job and a life was published in 2005. In 2009, an online database of language
used in contracts will be launched. More information is available at hetp://www.working-families.org/
about/index.html [11 June 2009].
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Box 3.12 UNISON in the UK helps address
recruitment and retention

Graham Cuffley, secretary of Cambridge Branch, tells his story. “The UNISON
branch was first approached from the personnel department of Cambridge City
Council in 1990 in relation to staffing problems. We were offered £100,000 by
the local authority for initiatives to address recruitment and retention issues.
Childcare was quickly identified as a key barrier to staff.

“A meeting of women activists decided to convene two lunchtime meetings.
These created great interest and around 100 women attended to discuss how to
address the childcare issue. Since 60 per cent of those with children were com-
muters, a creche at the main council offices was going to be no use. Instead, they
decided to use the money for a childcare allowance, so parents could arrange
childcare closer to home. The whole campaign was extremely successful and
greatly strengthened the branch organization.”

Source: UNISON, 2004, p. 19.

where the trade union is helping with childcare solutions and is on the manage-
ment committee for the childcare centre. In the latter case, the idea of the child-
care centre originated with the trade union. Similarly, at BMW in South Africa,
it was the National Union of Metalworkers of South Africa (NUMSA) that first
approached the company regarding on-site childcare facilities. It continues to be
consulted on any changes or problems at the facility.

In France, the trade union representatives on the Works Council at SNPE
raised the problems in finding childcare in the company’s rural setting as a pri-
ority for use of the welfare funds available to it. It was through the trade union’s
initial efforts that the employer, municipalities and workers came together to
develop a full range of childcare services to serve the diverse needs of children
from 3 months to 14 years which has now become one of the models for private—
public partnerships for childcare in France.

Union childcare facilities

It is rare that trade unions set up their own childcare facilities. In this book,
there are two examples from Thailand where unions active in an industrial zone
took the initiative to set up a childcare centre. In both Nawanakhon and Phra
Pradaeng industrial areas, the unions took the initiative, mainly because of the
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difficulties being experienced by the many working parents who were migrants
with no family support nearby for childcare. In the case of Nawanakhon, the fact
that the Network of Nawanakhon Labour Unions, composed of about 30 labour
unions, already existed facilitated cooperation among trade unions.

A well-known example of a trade union which has become heavily involved
in childcare provision is the National Trade Union Confederation (NTUC) of
Singapore. NTUC has been involved in childcare since 1977, when the Ministry of
Social Affairs asked it to take over two creches that it was running. NTUC Childcare
has been a cooperative since 1992. Today, it is a large provider of childcare in
Singapore with 39 centres and a total intake of almost 4,000 children**In Singapore,
part of the finance for childcare comes from a state subsidy to children under age 7
whose mothers are working; this is paid through the registered childcare provider.

Organizing childcare workers

Trade unions in a few countries have been organizing childcare workers in an
effort to improve the quality of childcare and the conditions of work of child-
care workers. “The quality or, too often, lack of quality of services offered to our
children is directly related to staff-to-child ratios and training and wages of early
childhood workers,” notes the National Secretary of the Liquor, Hospitality and
Miscellaneous Union (LHMU) in Australia. “Quality of childcare cannot and
will not improve without improving training and career structures for early child-
hood workers and without appropriate pay for their work.”*

The LHMU, which represents early childhood workers, launched its childcare
campaign, BIG STEPS, in June 2008 to push for a strategy that develops the skills
of the entire early childhood workforce and creates the career paths needed to stop
massive rates of turnover in the sector. It is fighting for better ratios and working
conditions, for recognition of childcare professionals’ skills and for financial sup-
port for training.“ Similarly, in the United Kingdom, UNISON works to promote
improvements in the pay, status, training and development of childcare workers, in
order to attract and retain them as the cornerstone of quality childcare provision.”

In the United States, the Service Employees International Union (SEIU) has
developed a new model for organizing home-based care workers which has recently

Information found at hetp://www.ntuc-childcare.com [11 June 2009].
* LHMU, 2007.

46

See hetp://www.lhmu.org.au/campaigns/big-steps-in-childcare [7 November 2008].

47

See http://www.unison.org.uk/women/pages_view.asp?did=102 [31 October 2008].
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been extended to include home childcare providers. Since these workers are self-
employed and do not have an employer, this model uses their relationship with the
state — receipt of payment from the state under a programme administered by the
state — as the nexus to find an “employer of record” with whom to bargain. In 2005,
Ilinois was the first state to allow subsidized childcare providers to organize and
require the state to engage in “collective negotiations” with their representative.*®
Negotiations between SEIU and the State of Illinois resulted in childcare pro-
viders receiving four subsidy rate increases in base rates totalling 35 per cent over
three years, and a state contribution to health-care premiums. Providers who meet
certain training or quality standards receive an additional 5-20 per cent increase
on top of the base rate under a new tiered reimbursement programme. These
training incentives are expected to encourage more providers to become regulated.”

3.4 Municipalities or local government

As seen in Chapter 2, many national governments have decentralized responsibility
for providing childcare services to the local or municipal levels, and in some cases
responsibility for funding as well. Childcare initiatives are often at the local level and
coordinating facilities at this level is most likely to make them relevant to workers’
needs. Most childcare programmes in municipalities are not linked to any par-
ticular workplace but do provide a useful service to workers within the community.

Workplace partnerships with local authorities can take many forms
depending on the attributions of the local authority concerning childcare as well
as the dynamism of its personnel. In Thailand, for example, municipalities are
providing a milk allowance per child to the two childcare centres run by trade
unions (see Chapter 13). Although not very much, it was still an important help
for keeping these centres operational in tight financial circumstances.

In the United Kingdom, municipalities can be a key partner for employers (as
seen in the case of the Royal Marsden) since they have a legal duty to ensure that
there is suflicient childcare in their area and are responsible for commissioning and
supporting the delivery of early years education, childcare and play. In addition,
every local authority is required to have a Children’s Information Service which
can provide parents with details of local providers of registered childcare.

* At least six other states have authorized similar arrangements. See Chalfie et al., 2007, for details
on the organizing strategy.
* Chalfie et al,, 2007, p. 14.
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In France, municipalities, together with the family branch of social se-
curity (CNAF), play a key role in funding and managing childcare services.
Municipalities cover around 30 per cent of France’s annual spending on childcare
and are the main national providers of these services. Today, more than 60 per
cent of centre-based childcare services are managed by municipalities and inter-
municipality institutions, although the share of creches run by associations, and
more recently by creche companies, has consistently increased over the last years.
A recent study reports that municipalities are also playing a key role in mobilizing
and facilitating the setting up of company creches and multi-enterprise créches.™

However, the French experience also shows that partnerships for the creation
of créches between municipalities and enterprises are not always easy. In one case,
a multi-enterprise creche ran into financial difficulties when the municipality
decided to stop its subsidy for the creche because, although the children’s parents
worked in the town, they did not live there. In another case, tension arose because
an enterprise was constrained by an agreement with the municipality to provide
places in the creche for the local community, while there was a lack of places for its
own personnel. It is difficult to establish partnership agreements that have some
flexibility, encourage employers and also ensure the sustainability of the créche.™

Similarly in the United Kingdom, joint funding of childcare schemes can be
complicated. In the case of the NHS, difficulties arose in some cases because each
source of funding had its own criteria and rules. There were also issues around
who employed the staff, took ownership of the project and assumed the risks.”
These experiences point to the need for careful design of partnerships between
municipalities and employers to ensure clear responsibilities and shared benefits.

3.5 Specialized childcare providers

Specialized childcare providers, be they for-profit companies or NGOs that are
not working for profit, are frequent partners for workplace support to childcare.
NGOs have in some cases been the actual originators of workplace childcare such
as Mobile Creches in India (see Chapter 10) but this is rare. Typically, these spe-
cialized organizations are already running childcare centres and have extended
their services to workplace clients. They sometimes help with setting up and/or

** OECD, 2004a.
*' Daune-Richard et al., 2008, p. 68.
>? Frew, 2004, p. 16.
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managing a company childcare centre or their centres may be used by employees
of companies that make special arrangements with them, such as reserving places
or negotiating discounts.

In the examples in this book, there are a number of establishments which
have used the services of childcare specialist organizations to help set up a work-
place childcare centre. These childcare organizations have played various roles
from advising on spatial set-up and equipment to helping with the recruitment of
staff and providing training. This professional advice helps ensure the quality of
the centre and that government standards are met in countries where registration
or approval is required. In France, since 2007, creche enterprises can be mandated
by companies to undertake the administrative procedures necessary for obtaining
subsidies for an inter-enterprise or enterprise créche. This is expected to encourage
greater participation of small and medium enterprises who might otherwise be
discouraged by the bureaucratic process.”

In some cases, a professional childcare organization has been given the
responsibility for actually managing a company or on-site childcare centre (see
box 3.13). For-profit childcare companies may be more common in industrialized
countries and they have been extending their services (as in the case of Dédy-sitter
in Hungary in box 3.13) in order to respond to enterprise needs. In developing
countries as well, there are examples of childcare organizations that manage work-
place facilities for companies (see the examples of Brazil and India in box 3.13).

Box 3.13 Childcare organizations managing
company childcare centres

Brazil. The Centre for Professional Training and Education runs various childcare
centres, including centres for a number of companies including Natura.

France. The services of the creche company Les Petits Chaperons Rouges were
used for the creation and management of the inter-company creche of Aix-les-
Milles, which involves 18 private and public partners from the worksite.

Hungary. Dédy-sitter & Baby-sitter is a nanny agency which was selected by IBM
Hungary to provide a babysitting service for staff who have childcare emergen-
cies. It is building up a database of childcare centres and childminders that offer
back-up care for those employees who prefer out-of-home care.

India. The specialized NGO Nirale helped to design the childcare programme at
Wipro in Bangalore and is also running it.

Sources: See country chapters.

> Daune-Richard et al., 2008.
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Another possible type of partnership with specialized providers (be they
for-profit or NGOs) is for enterprises to make arrangements to use the providers’
existing facilities in the community. As will be seen in more detail in section 4.2,
these types of arrangements can be useful not only for preschool children, but
also for care of school-age children after school or during holidays. For providers,
arrangements with companies may be more secure and long term than their usual
arrangements with parents. When companies check out the quality of the pro-
viders used by their employees (as in the case of FURNAS in Brazil), this can be
an incentive for providers to improve their services.

Childcare NGOs tend to work in the community rather than being work-
place focused but their services are still a considerable help to workers. Often they
are located in poor areas to serve disadvantaged children. In such cases, the links
of NGOs with employers may be more related to requesting charitable donations.
The case of Mobile Creches, which specifically targeted a workplace for childcare
provision, is rare and it took considerable effort to convince the employers of con-
struction workers to contribute to the creches. Nevertheless, for NGOs that are
running créches, if the children’s parents work in enterprises, these would be a
logical source of support given the benefits to the employer.

3.6 Childcare workers

Workplace support for childcare does not always involve any direct relation with
childcare workers, as in the case of vouchers or of arrangements with commu-
nity facilities. Direct partnerships and involvement with childcare workers occur
mainly in the case of an on-site facility or one that is operated by the employer,
rather than being outsourced as in a number of the examples in this book.

The childcare workers in the cases in Part II vary enormously from those
with little education and no training who are working for barely minimum wages
in the Nong Nooch Garden in Thailand to the highly trained and well-paid
workers in state-of-the-art facilities such as BM'W South Africa or the Oswaldo
Cruz Foundation in Brazil.

But whatever the level of qualifications of the childcare workers, the suc-
cess of a facility depends highly on their motivation and skills. A number of case
studies emphasized the need not only for qualifications related to childcare but
also a real motivation for working with children if the person is going to be able to
enjoy their work and give good care to the children. In the case of Melsetter Farm
in South Africa, a major lesson learned is that “despite educational limitations
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in resource-limited settings, childcare workers should be carefully selected to
ensure that they are genuinely passionate about children and hence their jobs”
(see Chapter 12).

Some of the examples in this book are clearly only continuing to operate
because of the devotion of poorly paid workers (such as in Thailand, with the
childcare centres at Phra Pradacng and Nawanakhon industrial zones). As noted
in the case of the Zuid-Afrikaans Hospital, “[t]he success of such a facility lies in
employing qualified, experienced but most importantly passionate employees to
take care of children. It is important that those taking care of children love what
they do and do not just sce it as a job” (sece Chapter 12).

Careful selection of staff was seen in some cases. At BMW South Africa,
for example, the company first recruited a well-qualified manager to guide the
selection of the other staff. In other cases, the company has taken a childcare con-
sultant to assist or called on the services of an outside specialist organization, as
in the case of BHEL in India, which has partnered with the Indian Council for
Child Welfare to engage competent staff.

In contrast, in other cases, women with no particular childcare qualification
have been taken on as childcare workers: agricultural workers at SOCFINAF in
Kenya and trade union committee members at Phra Pradaeng and Nawanakhon
industrial zones in Thailand. However, it seems that in these cases the women
had at least some secondary education (this was a criterion in Kenya) and received
some in-service training. In another case, a number of care workers with low edu-
cational levels had refused to attend training (BOWT in Thailand) and parents
were complaining about their low level of qualification and also motivation.

In-service training is not only a way of upgrading the skills of the workers
but also a source of satisfaction for them as they feel that the company appreci-
ates the importance of their job and they feel themselves better equipped. At
the Hungarian Academy of Sciences, a staff member of the creche expressed her
appreciation for the emphasis of management on self-development and contin-
uous learning. An employee at the Phra Pradaeng Metal and Steel Workers Centre
in Thailand noted, “Getting to train helps to give me skills I can apply personally
and in my work.”

Workers who do not receive in-service training feel the need for it. At the
Nawanakhon Centre in Thailand, workers with no background in childcare
were anxious to improve since they received only one short training session at
the beginning. Most of them acquired knowledge through reading and asking
teachers in other schools, then applied the knowledge in their teaching. Similarly,
at the Nong Nooch Botanical Garden Centre, low-qualified employees who had

received no training expressed interest in receiving some.
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In cases where in-service training was given, the provider was usually an
outside agency. The examples in box 3.14 illustrate the variety of organizations,
both public and often NGOs, that are providing this technical assistance to
workplace centres. Bringing in a specialist for on-the-job training is another
alternative adopted by the Melsetter Farm in South Africa, where workers were
being trained by a childcare consultant who visited the facility weekly and was
very involved with the day-to-day decisions and training and support for the
childcare workers.

Box 3.14 Partnerships for training childcare workers
of workplace créches

Gokaldas, India. At Gokaldas, the training of the workers was undertaken by the
NGO, the Indian Council for Child Welfare, and the Karnataka State Council for
Child Welfare.

SOCFINAF, Kenya. With company support, caregivers participate in training
schemes, such as the national Occupational Safety and Health Environment
Programme (OSHEP), or other internal training organized by the SOCFINAF human
resources department in collaboration with external facilitators, such as courses on
nursing care and ECD programmes, first aid, health and safety at the workplace,
social equality and HIV/AIDS at work. In addition, ECD teachers receive support
from the company to attend short courses (five weeks) at the District Centres for
Early Childhood Education (DICECES), the decentralized institutions created by the
Ministry of Education of Kenya to develop ECD training programmes at the local level.

Zuid-Afrikaans Hospital, South Africa. The principal reports that ongoing devel-
opment and training of staff is a priority. Teachers belong to the Nursery School
Association and attend up to two courses a year to stay abreast with developments.

Phra Pradaeng Metal and Steel Workers Childcare Centre, Thailand. One to
three times per year, each member of the teaching staff gets the chance to attend
training organized by the Ministry of Social Development and Human Security;
once a year, they attend training on nutrition and child development.

Sources: See country chapters.

3.7 International donors

In some of the cases documented in this book, there has been an international
partner who has provided some form of support for the childcare initiative.
Initiatives by NGOs and trade unions have been more likely to attract outside
support than those by employers.
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In Thailand, the efforts of the trade unions to set up childcare facilities in
industrial areas were supported by outside trade union organizations. In both
Nawanakhon and Phra Pradaeng industrial areas, the American trade union fed-
eration AFL-CIO provided an interest-free loan to help establish the early child-
hood centres. The centre in Phra Pradaeng also received some help from Terre des
Hommes for initial operating costs.

The example of Red Lands Roses in Kenya is particularly interesting since
an employer with relatively low-paid staff on an agricultural plantation producing
roses for export, in partnership with another local company, was able to access
funds from a German development bank (DEG) to help set up the childcare
centre (see box 3.15).

Box 3.15 Donor partnership for enterprise childcare in Kenya

The Gitothua Children & Community Centre was built and run by Red Lands
Roses and Pollen Syngenta in the framework of a partnership initiative co-funded
by DEG, a German development bank, under its Public Private Partnership (PPP)
programme. Its co-funding mechanism provided an initial investment (150,000
euro in this case) to build a community-run project and the companies involved
committed to finance the corresponding amount of the initial investment to run the
project. The project is managed by a steering committee composed of workers’
representatives from the community, Red Lands Roses, Pollen Syngenta and the
Max Havelaar Foundation, which awards a fair trade label to the companies.

Source: See Chapter 11.

3.8 Conclusions

This chapter has covered the many partners that are engaged in workplace part-
nerships for childcare solutions, and has shared examples showing a range of ways
that partners engage and work with each other. In both industrialized and devel-
oping countries, the involvement of the partners is partly shaped by the frame-
work set by government: whether it legally obliges childcare support on the part
of the employer as in the cases of Brazil, Chile and India, or offers fiscal incen-
tives for employers to undertake initiatives as in the cases of France, the United
Kingdom and the United States, or has other ways of subsidizing either facilities
or parents.

Beyond that context, however, there is considerable scope for the partners to
better leverage their unique positions and constituencies for childcare solutions
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that meet the needs of employers and workers. Relatively few examples were found
of trade union or employer action at the national level to shape laws, policies and
programmes related to childcare and early education. And while a number of
employers, trade unions, municipalities and childcare providers are experimenting
with innovative ways of solving workers” needs for childcare, for the most part
these are not yet widespread.

Partners in childcare solutions often come to the table with very different
objectives and contributions: this can be a great source of strength but can also
pose some challenges. For example, municipalities come with funds and a man-
date for providing community services that can complement well employers’
efforts to provide childcare supports for workers. But municipalities using tax
dollars need to serve their residents while enterprises often hire from broader geo-
graphical pools, and the logistics of meeting all needs can become complicated.
As another example, all partners aim for quality care, but employers and working
parents wish to keep costs reasonable, while childcare workers require adequate
pay and training opportunities, and these needs must be balanced.

Successful partnerships often bring together actors that offer complementary
financial, human and technical contributions, but the sustainability of the entire
initiative can be threatened when one partner must withdraw. Finding ways to
nurture partnerships and strengthen their sustainability is an important project
that would benefit from strong policy frameworks and clear agreements among
partnering organizations. In the words of a trade union representative involved in
the SNPE partnership in France:

A key lesson learned is that difficulties [in partnering] should not discourage
action, especially if the project is solid. It is important to accurately identify the
actual needs and put together all partners’ competences and strengths in order to

provide high-quality services to both children and parents.
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Key points

A number of actors are involved in childcare, bringing different motivations,
needs and resources:

Governments

® In countries with more market-based approaches to childcare, public
authorities are more likely to look to employers as a source of childcare
support.

® It is questionable whether legislation providing a créche benefit for
women workers in companies employing a certain number of women (as
exists in some countries) is promoting equality in the labour market.

® Employer contributions to childcare through social security systems are
less likely to lead to discrimination against women or parents.

® A number of governments in developed countries offer subsidies or tax
exemptions to encourage workplace support to childcare with varying
degrees of success.

® Systems whereby a part of workers’ salary which is used for care expenses
can be tax exempted have relatively high take-up among large companies
since there is no cost to the employer.

Employers and their organizations

® Employers provide childcare support often for reasons of business strategy
because they recognize benefits in attracting and retaining staff, reducing
absenteeism and generally improving productivity.

® Employers are sometimes reticent about childcare because they perceive
workplace facilities as costly while overlooking other alternatives.

® Employer organizations and groups in some countries have engaged in
policy advocacy to improve government measures for workers’ childcare.

Trade unions

® Some trade unions have played a major role in raising the issue of child-
care and obtaining childcare benefits, through collective bargaining and
also directly with individual employers.
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Some trade union federations have publications providing guidance on
bargaining for childcare.

Trade unions have been involved in policy dialogue and have helped
improve childcare accessibility for all workers.

Trade unions have been organizing childcare workers in an effort to
improve their conditions of work as well as the quality of childcare.

Although rare, a few trade unions have set up their own childcare facilities.

Municipalities
In many countries, responsibility for childcare provision has been decen-

tralized to municipalities, thus making them useful partners for work-
place initiatives.

Professional childcare organizations

Organizations specializing in childcare provision are increasingly pro-
viding professional support to the establishment and/or operation of
workplace facilities.

In some cases, employers negotiate with childcare providers so staff can
use existing facilities under advantageous conditions.

Childcare workers

The success of a workplace centre depends not only on the qualifications
of its staff but their motivation and love of their job.

Careful recruitment, decent wages and working conditions and opportu-
nities for training are critical factors for retaining childcare workers and
improving childcare quality.

International donors

The support of international donors for workplace-linked childcare
seems to be rare but there are some examples in the book.
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his chapter reviews how workplaces are responding to the various childcare

needs of working parents using numerous examples from secondary sources
and also the chapters in Part II. The types of assistance are presented according to
the categories given in the Introduction:

® company or on-site facility;

facility in the community which is linked to the workplace;

® monetary support through allowances, reimbursements, vouchers or tax sav-
ings; and

advice and referral services.

These types of assistance typically help parents access regular childcare for chil-
dren of different ages. However, they can also be used to help parents access
back-up care when their child is sick or their regular arrangement breaks down.
However, since back-up care requires different measures from regular childcare, a
final separate section on back-up care is included.

For each type of childcare assistance, examples are given for children of both
preschool and school age and its advantages and disadvantages are discussed from
the points of view of employers and workers. At the end of the chapter, table 4.2
summarizes the advantages and disadvantages of the different types of workplace
support, indicating when they are most appropriate.
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4.1 Company or on-site facilities

This section starts by looking at company childcare facilities, at or near the work-
place. It continues by considering workplace facilities for older children, since
company facilities at the workplace are not always limited to preschool children.
And finally, because on-site facilities for workers’ children are not always at the
initiative of their employer, initiatives being taken by other partners (trade unions,
municipalities, zone authorities, NGOs) to provide on-site childcare for workers
are considered.

Facilities for preschoolers

A company facility at or near the workplace for the care of workers’ preschool
children (variously called créche, nursery, daycare, kindergarten or childcare
centre) is probably the best-known form of workplace support. In the search for
cases for this book, workplace centres provided by a company were the easiest
examples to find, particularly in the developing countries where other types of
arrangements seemed to be rare.

The age of the children covered by company childcare centres is highly vari-
able. In Brazil, France, India, Kenya, South Africa and Thailand, for example,
a number of the facilities documented take babies. This can be particularly im-
portant for women workers to be able to return to work and continue breast-
feeding after maternity leave. In France, the maximum age accepted is often 4,
perhaps because full-day public pre-primary schooling is freely available at this
age. In contrast, BM'W South Africa provides an early learning centre for children
age 3-5 as a way of helping employees with the education and school preparation
of their children.

Apart from regular care for enrolled children, some workplace centres can
also be used for emergency back-up care, although this service seems to be rela-
tively rare and mainly informal when it exists. The créches being set up recently
in France seem to be the most flexible in terms of offering regular, occasional
and part-time care. Most workplace centres run on a fixed full-day basis to fit the
working hours of parents. Nevertheless, in a number of cases, staff of the centre
complained of problems of parents coming late to pick up their children.
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Which companies?

Company childcare centres, either on-site or close to the workplace, tend to be
found in companies that have a large number of workers concentrated at one site.
Some of the examples in this book are large businesses which have located the
créche at or near their headquarters where many workers are employed, such as
Infosys in India and the First National Bank headquarters in South Africa.

When organizations with large numbers of workers are located in relatively
isolated rural areas where there are few services, the benefits of a creche can be
considerable. In this book, there is the SNPE case in a rural area of France where
residential growth has outpaced growth in services, including childcare. Also
there are cases of on-site creches for agricultural workers on two plantations in
Kenya, Melsetter Wine Farm in South Africa and Nong Nooch Botanical Garden
in Thailand.

Companies where many workers are working atypical hours which do not
correspond to the opening hours of community facilities are also more likely to set
up their own créche. In the case of the inter-enterprise creche at Rennes Atalante,
the needs of low-income workers with irregular and atypical hours such as office
cleaners, nurses and bus drivers were a major driving factor for the initiative. In
the United States, for example, hospitals have been the pioneers for workplace
facilities given the need to ensure continuous 24-hour services. That a high pro-
portion of staff are women is also a likely factor." Two hospitals are among the
cases for South Africa and the United Kingdom.

Employer partnerships

In some cases, a number of employers in the same locality have shared a child-
care centre in order to achieve economies of scale, given that none of them would
have enough demand to justify a company nursery. In countries where govern-
ments encourage enterprise initiatives, employers in partnerships can usually
benefit from the same incentives or tax exemptions as a company on its own. In
the United Kingdom, for example, employers who join with other employers and
help to finance and run a shared nursery get the same tax rebates as for a com-
pany creche.

In France, recent legislative measures have sought to encourage enterprise
creches as well as “inter-enterprise” créches where different employers in a locality

' Friedman, n.d.
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reserve places. According to a French specialist in creche management, even large
enterprises often prefer to be part of a group as this is more reassuring for sus-
tainability.” He notes that, for an inter-enterprise project, it is good to have one
or two large enterprises which drive the project, reserve a substantial number of
places and motivate smaller enterprises in the locality to join. The case study at
Rennes Atalante in France provides an example of a group of enterprises in the
transportation, health and information and communication technology (ICT)
sectors that established a creche together with local authorities.

While the benefits of employers joining together to create a créche are evident,
in practice examples of joint employer initiatives seem to be rare both in the litera-
ture and in our case studies. The only examples in this book are in France, where
inter-entreprise creches are a recent phenomenon encouraged by government meas-
ures but are still quite rare. These are interesting experiences but it is too soon to
assess the extent to which enterprises are willing to participate in inter-enterprise
creches and the sustainability of the partnerships on which they are based. In other
countries, where a number of employers are using the same creche, it is often an out-
side organization that has set up the créche such as a zone authority, a trade union
or an employers’ organization rather than being a partnership of employers (see the
examples below under On-site childcare organized by others).

Financing

In financial terms, workplace centres require space and can be expensive to set
up and run. The cost for the employer depends on the public assistance avail-
able for the capital investment and operating expenses, the amount of fees paid
by employees and the requirements of the national standards for such facilities.
Operating costs can be high and careful analysis of the initial and operating costs,
worker needs and demand, income and benefits is necessary.

The country in this study with the most advantageous government incen-
tives for creating workplace centres (creches) is France, where measures are recent,
dating from 2004. Taking the case of the enterprises that have reserved places in
the Calais créche at Rennes Atalante Science and Technology Park (Beaulieu), the
gross annual employer contribution for each childcare place is 5,000 euro, about
one-third of total cost. Parents” contributions cover about 20 per cent while the
remainder is covered mainly by the family branch of social security (CAF, to which

* Interview with Jean-Emmanuel Rodocanachi, Directeur General, Les Petits Chaperons Rouges,
in CE Actualités, No. 59, July 2006.
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all employers contribute) as well as contributions from local authorities. Since the
employers benefit from a tax credit on their contribution and from other subsidies,
the actual annual cost to them is 2,200 euro, only 14 per cent of the actual cost.

Workers tend to pay somewhat lower fees for an enterprise creche than for
similar facilities available in the community because there is usually some enter-
prise subsidy. However, for workers on low salaries, this may still be too much of
their earnings and they will not use it. In countries such as the United Kingdom
and the United States, government subsidies for low-income workers operate side-
by-side with tax exemptions for better-paid workers, extending public support for
both groups. Some employers establish fees on a sliding scale that sets lower fees
for low-income workers. Barts and the London NHS Trust, for example, use the
employer savings resulting from the salary sacrifice system (see Chapter 14) to
subsidize fees for low earners.” The rules governing subsidized enterprise créches
in France also provide for sliding fee scales.

In some cases, almost all of the cost of the childcare centre is assumed by the
employer, with employees paying little or no fee, such as the SOCFINAF coffee
plantations in Kenya. When there is a legal obligation for employers to provide a
créche, it is usually free for workers. In Brazil, for example, workers do not usu-
ally contribute financially to the creche, as in the cases of Natura Company and
the Oswaldo Cruz Foundation. Similarly at Gokaldas Images and Bharat Heavy
Electricals Led (BHEL) in India, both of which come under the legal requirement
to provide a creche, workers pay virtually no fee.

Some companies increase the income of their nursery by allowing chil-
dren from the community to attend if there is excess space, as in the case of the
Hungarian Academy of Sciences which charges a higher fee to outsiders.

Management

For the management of workplace creches, some employers run the facilities
themselves while others outsource the management to a specialized organization.

In industrialized countries such as France, the United Kingdom and the
United States, there are increasing numbers of professional providers of childcare,
both for-profit and not-for-profit, offering management services to employers.
Outsourcing relieves the company of the responsibility for managing the créche,
an undertaking that they typically know little about and which is not related

* UNISON, 2004.
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to their core business. Nevertheless, there still has to be some mechanism for over-
sight of the provider.

The cases from developing countries suggest that outsourcing the manage-
ment of a workplace nursery is less common — perhaps because there are fewer
organizations proposing this service. Nevertheless, examples do exist, such as
Natura in Brazil, the University of Concepcién in Chile and Wipro in India in
this book. Similarly, Johnson & Johnson in the Philippines, which provides a full-
time daycare centre on its premises, delegates the management to a private service
provider.*

Among the examples of company childcare facilities in this book, the
company is managing the childcare facility itself in the majority of cases. Some
employers, like hospitals, may feel they have the internal resources and services
to cope. Where a company or organization runs its own childcare centre, it can
use its own staff and resources on an ongoing basis to support the childcare
centre. In a number of cases, existing canteen and medical facilities at the com-
pany were used by the nursery. Companies also have services that can help set up,
operate and maintain the nursery, such as purchasing, maintenance, gardening,
accounting/auditing, counselling, hiring, training, legal services and engineering.

Such establishments (the Royal Marsden Hospital, United Kingdom, for
example) prefer to run the nursery themselves, concerned that outsourcing would
lead to lower-quality care and higher costs for the workers. In contrast, others may
see outsourcing to professionals as a way of improving quality. An intermediate
model, as seen in the cases of the Melsetter Farm in South Africa and Infosys in
India, is to have a childcare consultant who monitors and advises on the facility
which is run by the company.

In the cases in this book, it is usually the human resources department
(HRD) which is responsible for the operation of the childcare centre whether it is
outsourced or internally run. In some cases the HRD relies on advisory boards for
direction and input. This is the case at the Oswaldo Cruz Foundation in Brazil,
where HRD consults with a Parents” Advisory Council on discussions and deci-
sions for the créche, and at Melsetter Farm in South Africa, where HR consults
a board comprised of parents and management. At Infosys in India, a committee
including management, parents, a childcare consultant and the creche director
meets weekly.

In some cases, the actual management of the creche is by a committee. At
AEROTHAI in Thailand, the creche is managed by the Welfare Management
Committee, composed of managers, union nominees and members elected by

* Caparas, 2008, p. 40.
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employees. At the National Centre for Biological Sciences in Bangalore, a com-
mittee made up of creche users and management oversees the budget of the
facility, including the employment of staff.

Another management formula is to create a separate legal entity which is
responsible for the creche and its operation. A study of work-related childcare
centres in Canada found that the sponsoring employer was rarely the legal entity
running the centre and most were independent organizations with their own
board of directors.” Such cases are rare in the examples in this book, one being the
University of Concepcién in Chile, which relies on an independent unit to provide
the childcare services for its staff through coordination with its HR department.

Advantages of company nursery

For an overview of the advantages and disadvantages of each type of childcare
assistance, see table 4.2 at the end of this chapter. Working parents appreciate
workplace childcare for a number of reasons (see box 4.1). They can be close to
their children and can come quickly in the case of emergency. They are able to
spend more time with their children and avoid the time lost in dropping them
somewhere before work and picking them up after work. Workplace nurseries
are particularly helpful for mothers who are breastfeeding and want to continue
to do so after their return to work. In communities where childcare is difficult
to find, a workplace nursery makes it much easier for parents to find a childcare
solution. Indeed, in some of the case studies, workers indicated that they or their
spouses would have had to quit their jobs had there not been the workplace créeche
(Gokaldas and Infosys, India; Nong Nooch, Thailand). In Thailand, the créche at
the Nawanakhon industrial area made it possible for workers to keep their chil-
dren with them rather than sending them back to grandparents in the provinces.

Workers were also appreciative of the effects of the childcare facility on their
children’s development. In Thailand, workers using the Metal and Steel Workers
Union’s daycare in the Phra Pradaeng Industrial Zone noted that they felt that
the children’s development was better than when they were left with grandpar-
ents. At Wipro in India, employees felt that, in addition to being looked after, the
children benefited from all-round development due to the educational activities
organized at the creche. Teachers and parents of children enrolled in the Melsetter
Wine Farm in South Africa found that the children were well prepared once they
started primary education and progressed faster than other students.

* Barbeau, 2001, p. 17.
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Box 4.1 Parents’ reasons for appreciating on-site care

National Health Service, UK. In a study of parents working in the NHS, many
parents said that they preferred to have childcare provided at their place of work,
particularly because if there was an emergency or their child was sick they could
get there quickly.

NCR Corporation Retail Solutions Group, Georgia, US. For most parents, the
convenience and security of having their children play in the same building are
the most popular reasons that employees use the on-site daycare centre. The
centre has workstations for mothers with newborns, so that they can work just
steps away from their baby and nurse them throughout the day. It is felt that the
centre has improved NCR'’s return rate among mothers out on maternity leave.

Gedeon Richter, Hungary. A parent notes that the creche helps communication
at work as parents get to know each other. The parents also note that they feel
secure knowing their children are nearby.

Sources: For NHS, see Frew, 2004, p. 13. For NCR, see “Company daycare gets high marks.” August

2003. Available at http://www.wikigwinnett.com/content.cfm?Action=wiki&WikilD=2668 [16 June
20091. For Gedeon Richter, see Chapter 9.

When a significant number of staff work shifts or atypical hours during
which it is difficult to find childcare in the community, a company creche can
make a big difference to them. Billie, a single mother of a 6-year-old, used to work
the early shift on Toyota’s assembly line in the United States, but when she was
promoted, she had to work nights. Toyota’s 24-hour childcare centre enabled her
to accept the position as no other childcare in the area covered these hours.* The
Rennes Atalante Science and Technology Park inter-enterprise creche example
from Chapter 8 was a response to the needs of working parents whose atypical
working hours posed serious challenges for finding care.

From the point of view of managers, the main benefits of on-site nurseries
include decreased stress and better concentration on the part of workers, improved
loyalty and commitment, lower turnover and less absenteeism. Managers also see
benefits from a positive image, better industrial relations and a positive workplace
environment and culture.

Few employers with childcare centres seem to have actually made a cost-
benefit analysis. Possible benefits like less stress and greater commitment to the
firm are understandably difficult to estimate. However, absenteeism is easier to

¢ Public Broadcasting Service, n.d. Corporate Childcare on Zhat Money Show at htep://www.pbs.
org/wnet/moneyshow/cover/011201.html [11 June 2009].
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measure. In the case of Red Lands Roses in Kenya, for example, since the créeche
opened in May 2006, unplanned leave had decreased by 25 per cent in the year
following its opening in 2006, and was continuing to decrease. While managers at
Nong Nooch Botanical Garden in Thailand did not have specific estimates, they
also reported a strong link between the childcare facility and lower absentee rates
and less tardiness. Managers in other companies in the current study reported
that the childcare facility was playing a role in attracting and retaining staff, as in
the cases of Infosys in India and Old Mutual Bank in South Africa.

In order to compare the effects of an on-site creche with other types of child-
care support, a survey of human resource professionals in the United States asked
what impact they thought various types of childcare support had on the attraction
and retention of employees. As can be seen in table 4.1, 41 per cent of those whose
company had on-site childcare thought it had a high impact on attraction of staff
compared to only 5 per cent of those with referral and resource services and 9 per
cent of those with emergency back-up care services. For retention of employees,
the result was similar. This result suggests that although the on-site facility can
be expensive, it can also have more impact on turnover and on attracting new
employees than other less expensive options.

Table 4.1 Perceived impact of care support on the attraction and retention
of employees: US survey of human resource professionals

Degree of impact (per cent of those with programme)

None Low Moderate High
Ons-site childcare Attraction 7 16 37 41
Retention 5 19 33 43
Dependent care referral ~ Attraction 28 52 16 5
and resource services Retention 29 47 20 4
Emergency back-up Attraction 16 42 33 9
dependent care services  Retention 17 3] 39 12

Source: World at Work, 2007, p. 2.

In some cases, the management feels that a workplace childcare facility creates a
good atmosphere at the workplace. One CEO remarks: “It’s nice to see groups of
children walking around outside the building on sunny days and in the cafeteria
having lunch with their parents. It’s surprising how much good feeling this creates.””

7 Bright Horizons, 2003. Ron Sargent, President and CEO of Staples, Inc. Found at http://www.
brighthorizons.com/SolutionsAtWork /article.aspx?articleid=140 [10 August 2008].
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Some companies seem to be less concerned about financial benefits, seeing
the créche as part of fulfilling their corporate social responsibility. For example,
BMW in South Africa feels it is providing the children of its workers with better
educational opportunities than they would otherwise have.

Disadvantages

For workers, possible disadvantages of a workplace childcare centre include the
logistics of commuting with children to work, pressures to stay at work longer and
being tied to the employer when other alternatives are lacking,

Commuting to work with children can be difhcult when the commute is
long, unsafe or uncomfortable, for example taking a number of hot and dusty
buses, walking long distances or going through polluted or unsafe arecas. Many
parents prefer care that is close to home. The experience of the Royal Marsden in
England, for example, suggests that, compared to a suburban context, there is less
demand for workplace nurseries in large cities like London where many workers
have long commuting times and it is more difficult to travel to work with the
child. Also when parents work at night, they sometimes prefer home care rather
than bringing the child to a centre.

Another possible disadvantage is that when employers have helped finance a
créche near the workplace which closes late, employees with young children may
face direct or indirect pressure from managers to stay beyond normal working
hours, to the detriment of the child who spends too long in the créeche away from
parents. Also, for parents using a workplace nursery, it may be difficult to change
jobs if alternative care arrangements are not easily available, with the result that
they become tied to the employer.

For employers, on-site care is usually (though not always) expensive and it is dif-
ficult to predict demand as the demographic profile of the workforce changes. In a
few of our case studies, nursery facilities were under capacity, either because workers’
needs and demographics had changed, or because other alternatives were emerging
that were more attractive (for example, Gokaldas and BHEL, India; BM'W, South
Africa; BOWT, Thailand). Nurseries that do not have sufficient places for all the eli-
gible children of staff may end up with long waiting lists, resulting in frustration for
those whose children do not get in. Or if demand from staff is far below capacity, the
financial sustainability may be in question. One of the advantages of sharing with
other employers can be to have some flexibility on the number of places that each
company subsidizes in any particular year. All these considerations point to the need
for careful needs and impact assessments, an issue discussed further in Chapter 5.
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For companies with a workforce spread over several sites, a nursery may
be conveniently located only for a limited number of staff and this could create
internal feelings of injustice since some get assistance while others do not. At Wipro
in India as well as the First National Bank in Johannesburg, pressure was being
put on the company to provide facilities in more locations, given that existing fa-
cilities were not accessible for many staff. Some companies with on-site facilities
make provision for those who cannot use it by reserving places in other nurseries
(see, for example, Magyar Telekom), providing daycare stipends (Oswaldo Cruz
Foundation, Brazil) or having some sort of voucher system (NHS, United Kingdom).

For employers, setting up their own centre may be seen as too complicated
because of legal issues, insurance matters or standards. An employer study in the
United Kingdom found that among the most common reasons for not offering
direct provision of childcare was reluctance to take responsibility for a childcare
provider.8 In Australia, Deloitte has asserted:

The cost of an [on-site childcare facility] and the associated administration costs
will usually outweigh the benefits for most employers. ... The administration and
risks associated with government regulations and industry accreditations in oper-

ating and managing a child care facility are significant.”

Outsourcing may be a way of avoiding this risk depending on the legal provisions
in each country.

In countries with strong regulations for nursery facilities, it can be quite
complicated to find and set up appropriate premises near the workplace. In
Vancouver, Canada, there was considerable controversy when Syscon Justice
Systems, a software company, was permitted to set up an on-site créche which did
not have an outside play area as required by regulations." In the United Kingdom,
the Brighton and Sussex University Hospitals NHS Trust found that setting up a
nursery was complicated due to tight regulations around the quality of buildings,
the range of activities provided, training the staff, and regulated staff-to-child
ratios.'” And a study of workplace childcare centres in Canada found that, in
the majority of the cases studied, childcare centres took between 18 months and
three years to complete.'” Magyar Telekom in Hungary has circumvented this
problem by buying an already operational nursery.

* Kazimirski et al., 2006.

* Australia, House Standing Committee on Family and Human Services, 2006, p. 240.
1% Woolley, 2007.

' UNISON, 2004.

2 Barbeau, 2001, p. 14.
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Company facilities for school-age children

On-site facilities for schoolchildren are less common than for preschoolers but
do exist, particularly for after-school hours or for covering emergencies. In some
cases, it is the on-site nursery facility itself that looks after young schoolchildren
after school or in emergencies. At Wipro in India, for example, the after-school
scheme has proved to be quite popular as parents find it difficult to find reliable
caregivers to look after their children at home and the company is thinking of
expanding activities to include school vacation times. However, in some cases,
providing care for school-age children using nursery facilities may not be effective.
For example, BMW South Africa found that allowing older children to come to
the childcare centre after school was too disruptive for the younger children and
the practice was stopped.

In countries where after-school care is not readily available, children may
turn up at work to wait for parents or parents may leave work early to look after
their children. To help solve such problems and show some understanding for the
predicament of employees, some companies have set aside a room where children
can go after school while they wait for their parents (see box 4.2).

Saturday work by parents may also pose a childcare problem. In Mumbai,
the bank ICICI started a Saturday Kids Club at its Bandra Kurla office to attend
to the children of employees who come to work on Saturdays. Average attendance
in 2002 was over 25 children.”

Some companies open their childcare centres to schoolchildren during
school holidays. In Thailand, few workers seem to use this possibility, perhaps
because there is a fee, and thus they prefer to leave children in the care of older sib-
lings. The créche at the National Centre for Biological Sciences in India organizes
activities for the school-age children of workers during summer holidays, which
are very popular with employees. In the Philippines, Johnson & Johnson offers a
summer programme on company premises for children of employees, in which
children participate in art lessons, dance and other activities."

A few companies actually run camps for the children of employees during
school holidays, as in the cases of Hungarian Post and IBM in Hungary. As
described in the IBM Hungary case study, this large multinational even has inter-
national camps for children of employees from different countries. In the case
of Hungarian Post, the idea of having a camp is inherited from the socialist era,
but the camp has been kept while trying to put it on a more sustainable financial

¥ Chakravorty, 2002.
* Caparas, 2008, p. 41.
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Box 4.2 A children’s room at the workplace

Computer Associates, Denmark. This company has a special room available
where children can play computer games and do other activities. By having this
room available, the company aims to signal to its employees that it is legitimate to
bring their children to work if there is a problem with childcare.

SP Consulting International Pte Ltd, Singapore. Following an informal discus-
sion, SP Consulting, which has eight employees, chose to convert office space
into a family room, allowing staff to bring their young children to the office when
home care is not available. Older children can also use the room for before- or
after-school activities, where parents can supervise their homework. Employees
feel good that senior management show keen interest in the well-being of their
children. SP Consulting saw a 12 per cent improvement in their quota-based rev-
enue generation in 2005.

Sources: Denmark, Family and Work Commission, 2007; Singapore, Ministry of Manpower, 2006, p. 81.

footing. The company tendered to find a hotel to house the camp and has a special
relationship with a local school for finding staff among teachers.

Companies are more likely, however, to link up with community facilities
and camps to provide support during school holidays than to run their own
programmes. Establishing summer programmes can be challenging, as found
by childcare coordinators in the NHS, United Kingdom, who tried to set up
in-house play schemes for the holidays: recruiting staff, getting official registration
and other official requirements proved hard work."

On-site childcare organized by others

Childcare facilities at or near the workplace are not always the responsibility of
the employer. A number of examples have been found of workplace childcare cen-
tres initiated by trade unions, employers’ organizations or NGOs. These examples
tend to be located where there is a concentration of enterprises, like industrial
zones, business parks, airports or shopping malls.

Among the cases in this book are two trade union initiatives from Thailand
to open childcare centres in the industrial zones with heavy concentrations of
factories and workers’ residences. In both Nawanakhon and Phra Pradaeng

" Frew, 2004.
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industrial areas in Thailand, the unions mobilized considerable funds from the
workers as well as from local and international organizations. Currently, these
centres are filled beyond capacity. A considerable portion of operating expenses
comes from parents’ fees, so there is a tendency to accept a high number of chil-
dren. Funding the centres primarily on the basis of parental fees is difficult in
any context, and in these cases, the devotion of poorly paid staff has been a major
factor sustaining these centres.

Employers’ organizations have also organized childcare in industrial zones:
an example in this book comes from the Peenya Industries Association of the
Peenya industrial complex in India. In this case, the créche was constructed as
part of a large project to improve the infrastructure in the complex, with funding
from the national and state governments as well as a contribution from the zone
employers.

In some cases, it is the promoter or the authority responsible for the zone
which has taken the lead in providing childcare facilities. In Ireland, for example,
the IDA, which develops business and technological parks, has incorporated a
creche in the plans of some sites, as a way of enhancing the sites’ attraction for
companies (see box 4.3). Similarly, the company which owns the Business Park
near Orly airport in Paris considers the créche to be a basic facility which com-
panies would expect to find in such a zone (see box 4.3).

Airports are a very special kind of area where there are workers from a
number of companies or administrations, many working on shifts with atypical
hours. On-site childcare for workers’ children is increasingly being made available
at airports: the example of the childcare centre organized by the Civil Aviation
Authority of Singapore is given in box 4.3.

Commercial centres and malls also may incorporate creches for those
working in the shops. In the Canadian example in box 4.3, the nursery is a
somewhat philanthropic project of the owner of the commercial centre. Despite
contributions by the owner and the childcare NGO, the centre has had dif-
ficulty surviving financially on the fees the parents can pay. In Chile, the law
requiring employers of 20 or more women to provide childcare for children under
age 2 years was extended to include shopping malls in 1995. One of the Chile
examples is the Plaza Vespucio Mall facility, set up to comply with this law.

There are also cases of non-profit organizations that have developed child-
care facilities near to the workplace so low-income parents can work while being
assured that their children are in a safe, healthy environment. Usually the workers
involved are low paid and in informal activities such as street vending or market
selling. Their children are suffering from poor care while their parents work and,
in some cases, become child labourers once they are old enough to help their
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Box 4.3 On-site créches in zones and centres

The Industrial Development Agency (IDA), Ireland. As part of the basic infra-
structure of some of its more recent Business and Technological Parks, the
IDA has built on-site creches, one in each park. The créches are run by private
provider companies that liaise with employers and workers. The existence of an
operational creche is advertised as one of the advantages for businesses to locate
in the parks.

Business Park, Orly-Rungis, France. M. Vene, regional director of SILIC, the
company which owns the business park next to Orly airport, notes in an inter-
view that the creche is part of the facilities required to attract new businesses
to the park and satisfy the needs of the current clients. The creche is run by
a professional organization, Les Petits Chaperons Rouges, in a locale owned
by SILIC, for which the installation costs were subsidized by the CAF and the
regional government. The creche is used by Aeroports de Paris, Corsair and the
Préfecture (regional administration) of Val-de-Marne.

The Civil Aviation Authority of Singapore (CAAS). The authority has a child-
care centre located within the airport to cater for the airport community, which
includes about 30,000 workers. The centre, which is operated by the private com-
pany Learning Vision, provides comprehensive services ranging from toddler pro-
grammes, nursery, kindergarten and enrichment programmes. While the centre
operates on a typical pattern of 7.00 a.m.—7.00 p.m. (Mondays to Fridays) and
7.00 a.m.—1.00 p.m. (Saturdays), it also operates on extended hours as it provides
back-up care services for parents who may need such a quality childcare service.

Owner of 401 Richmond Inc., Toronto, Canada. When the owner of this ware-
house in downtown Toronto converted it into a leased cultural and commercial
centre, she included a childcare centre. Most of the 130 tenants were self-
employed women, mainly in the arts and culture fields, who did not qualify for
Employment Insurance when they took maternity leave and faced the challenge
of having to return to work within a few months after childbirth. The centre was
set up and run by an NGO, the Canadian Mothercraft Society (CMS).

Sources: For Ireland, see http://www.idaireland.com/locations/business-technology-parks/athlone

[29 June 2009]. For SILIC Orly, see http://www.planetefacility.com/index.php?id=676 [16 June 2009].
For Singapore, see Sharif, 2007. For Toronto, see Barbeau, 2001.

parents. An NGO childcare programme for workers with an employer is that
of Mobile Creches in India, which has created on-site childcare for the children
of construction workers, of which about 30 per cent are women (see box 10.2 in
Chapter 10). Strong and persistent fund-raising, both locally and internationally,
has been a major factor in the survival of Mobile Creches.

On-site childcare centres in industrial zones, business parks or malls provide
access to childcare for workers in companies that would not normally provide any
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on-site childcare on their own. The enterprises or organizations in the zone benefit
from childcare facilities without the risks and hassles of organizing a facility. Their
financial contribution may be more-or-less voluntary depending on the modalities
set up by the organizer. This type of joint on-site childcare can be a key way for
small and medium enterprises to help support workers with childcare needs. As
with company on-site childcare, the interest of workers will depend on their travel
arrangements for bringing children to work as well as the cost, convenience, suit-
ability and quality of the care compared to any other options available to them.

4.2 Linking with facilities in the community

Rather than childcare at or near the workplace, workers often prefer to use child-
care that is close to home. There are many different ways that enterprises can help
workers access the childcare they need in the community.

Preschool children

Negotiating discounts for their workers with local providers is a common strategy
used by employers in many industrialized countries (see the example of the Royal
Marsden Hospital, United Kingdom, in Chapter 14). Just as some companies may
negotiate discounts for employees for health facilities or restaurants, discounts can
also be negotiated with childcare providers. Discounts tend to be in the range of
10 to 15 per cent. Companies with many employees are likely to be in a stronger
bargaining position but this could still be feasible for smaller companies.
Reserving or buying places with a nursery in the locality is another option
for employers. For example, a childcare centre in Dearborn, Michigan, receives
seed money from Ford Motor Co. for staff, educational materials, extended oper-
ating hours and preferential enrolment for Ford families. Six open slots are also
reserved for Ford-salaried employees for back-up childcare in emergencies.'® In
the Philippines, Indo Phil Textile Manufacturing arranged with a local childcare
centre for employees, particularly those on the night shift, to drop off children
and provided fee subsidies.” Among the cases in this book, Magyar Telekom
in Hungary has signed an agreement with four private kindergartens to reserve

!¢ Information found at htep://www.mycareer.ford.com [20 August 2008].
7" Employers’ Confederation of the Philippines (ECOP), 2004.
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places for Telekom children who are not able to use its main nursery. Employees
are required to make official applications for childcare places well in advance in an
effort to avoid reserving (or having to pay for) places that are not used.

Improving the availability and quality of facilities in the community seems
an unlikely concern of employers, but a number of companies have taken such
initiatives (seec box 4.4). The Employers’ Child Care Alliance of 17 employers in
the US state of Alabama has developed programmes to upgrade the qualifications
of staff in childcare centres used by employees and helped centres progress towards
accreditation. Apart from the contributions of member employers, the Alliance
has also been able to attract grants and support from the State of Alabama
and from private foundations.”® In Brazil, FURNAS, which provides childcare
subsidies, has a system of accreditation for créches to be eligible and assesses the
quality of services provided. Since workers must use accredited créches to be
cligible for daycare reimbursement, the quality of childcare centres in the region
has improved.

Box 4.4 Employers’ efforts to improve the quality of childcare

Employers’ Child Care Alliance, Alabama, US. Based on a needs assessment
survey and with the assistance of the local Child Care Resource Center, the
Alliance has worked to develop programmes to enhance the quality of childcare
options in the local community. The Quality Enhancement Partnership (QEP)
matches a local business/employer sponsor with a childcare programme where
employees’ children spend the day. The programme consists of child develop-
ment training for teachers and staff and an innovative STEPS to Accreditation
programme that provides support and assistance to help them advance towards
national accreditation.

Ford Motor Co., Michigan, US. To improve the quality of family daycare homes in
south-eastern Michigan, Ford has a programme which loans educational materials,
toys and games to daycare homes and centres providing childcare for Ford families.
Sources: For the Employers’ Child Care Alliance, information found at http://www.auburnalabama.org/

childsurvey/ChildCareTaskForceReport.pdf [29 June 2009]. For Ford, information found at http://www.
mycareer.ford.com [20 August 2008].

Texas Instruments in the United States also decided to invest its childcare sup-
port funds to improve the quality of existing centres by underwriting health and
safety training programmes and offering free management consulting expertise.
Since its 11,000 workers were spread among three separate areas, the company

'* Valdejao and Purvinni, 2008.
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felt more workers would profit from support to community childcare than from
a company centre that wouldn’t be conveniently located for everyone. The com-
pany also worked with local community colleges to recruit students to alleviate
the chronic shortage of daycare workers."

In the United Kingdom, organizations and companies such as NHS trusts
and police authorities have linked with local authorities to improve the quality
of care provided by childminders. For organizations with many staff on shifts,
childminders can be a useful childcare option. These organizations have been
developing networks of childminders which are managed by a coordinator who
gives advice and training to build skills and monitors regularly their work. Some
NHS trusts provide short training programmes for childminder networks on
health concerns.”

Thus, employers have been linking to care facilities in the community in a
great variety of ways, both to improve access for their employees and to improve
the quality of the care that is locally available. The next section looks at links to
help with the care of school-age children.

School-age children

To help with care during school holidays and before- and after-school care,
linking up with community facilities can be a cost-effective strategy for work-
place support.

School holiday camps

For school holidays, one of the most common types of community facilities is
camps, with some being residential and others being on a daily basis, often based
in schools. Employers have sometimes negotiated with camps to make special
arrangements for the children of their staff; often negotiating discounts as in the
case of Magyar Telekom in box 4.5. In Bangalore, BHEL made arrangements
with the Sports Authority of India for employees’ children to attend activ-
ities during the school holidays and provided transport to and from the créche.
Similarly, the Royal Marsden has made arrangements with a local holiday play
scheme (box 4.5).

' Kiger, 2004, pp. 34-40.
*% Sure Start/National Childminding Association, 2005.
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Box 4.5 Linking with existing camps

Magyar Telekom, Hungary. The company looked for good-quality operating
camps and signed a general contract with selected camps on the level of dis-
count for its employees in relation to regular prices. The average discount was
about 10-15 per cent. It then provided information about camps to employees.
Parents decided on the camp and made their own payments. A system to provide
a subsidy is currently being put in place.

Royal Marsden Hospital, UK. For school holidays, the childcare coordinator has
a special arrangement with a holiday play scheme run at a school near the hos-
pital by Kensington and Chelsea Community Play, a service of the borough. In
addition, discounts at various summer camps are available to staff.

Sources: See country chapters.

Before- and after-school programmes
Lack of before- and after-school care is a difficult problem to address directly
through workplace strategies. In the case of the NHS, United Kingdom, lack of
after-school care was acknowledged as a reason why some parents were forced to
change their working hours or to rely on informal support. But it was difficult to
envisage any particular NHS facility which would meet this need since staff tend
to be from a wide geographical area and any service would need to be near the
child’s home or school rather than the workplace.*

Poor families are particularly affected as they cannot afford the multiple
coping strategies used by middle-income families, such as child-sitters before
school and after school, extra-curricular activities or vacation camps. An inter-
esting example of an employer promoting after-school care in a poor community
is the case of BHP Billiton in Trinidad and Tobago. The company established a
homework centre in a rural area, Toco, as part of its community outreach pro-
gramme. The centre employs five people, three of whom are teachers. It is available
to children of the community, from all school levels, from 3.30 p.m. to 6.00 p.m.
on school days.”

In Brazil, it is interesting that Servigo Social da Industria (SESI), a worker
welfare organization funded by obligatory contributions from industries, has rec-
ognized the need for after-school care and summer camps and provides these ser-
vices to workers employed by businesses that contribute. The electricity company

! Frew, 2004.
** Reddock and Bobb-Smith, 2008, p. 54.
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FURNAS, for example, holds a contract with SESI to provide its workers with
after-school activities and they can also attend its summer holiday camps.

For individual employers, it may be difficult to link up with community
services such as schools to start or improve after-school care. According to the
American Business Collaboration, one of the key lessons learned in addressing the
need for out-of-school programmes is that solutions get the most leverage when
coordinated within the community. No single entity can do it all, and the entire
community benefits when schools can establish collaborative relationships with
other community agencies and providers to deliver care.””

Advantages and disadvantages

In general, while some examples were found of employers’ linking with the com-
munity, this appears to be a fairly limited type of childcare support. Nevertheless,
partnering with community facilities holds considerable promise and potential
for addressing the childcare needs of workers and employers. The actual cost to
the employer is highly variable — from nothing in the case of a discount negoti-
ated for employees to considerable in the case of a reserved place in a local créche
which is not used.

For employers, linking with community services can be a way of supporting
employees that, unlike a company childcare centre, does not require a large
capital investment nor a major management effort to run it. Also many work-
places are not in locations suitable for childcare facilities for health and safety
reasons and may be located in areas where real estate costs are particularly high.
Arrangements with community facilities provide greater flexibility to adapt to
changing needs of staff and to the varying numbers needing different types of
care for their children. Usually all who are eligible can take advantage of the care
support, unlike a company facility, which typically has a fixed number of places.
The local community may also benefit from improvements in the quality and
quantity of childcare available, leading to an enhanced reputation of the com-
pany in its locality.

For employers, a major disadvantage of the community approach is the staff
time that may be needed to negotiate agreements with different providers. It may

also be time-consuming to try to ensure the quality, if the company feels it needs
to do this, as in the case of FURNAS in Brazil.

# See http://www.abcdependentcare.com/docs/communities.sheml [4 December 2008].
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For employees, using childcare that is available in the community may be
a more convenient and flexible solution than bringing children to a workplace
centre. Depending on their nature, arrangements with community facilities may
give parents some choice on childcare provider. Even when most of the cost is paid
by employees, they appreciate any efforts by employers, however minimal, which
help make childcare more affordable or of better quality, or more convenient with
respect to their working hours.

4.3 Financial support

Rather than being directly involved in providing childcare or dealing with child-
care providers, another option for employers is to provide some sort of financial
support for employees so they can choose their own provider. A great variety of
systems has been found for financial support for childcare needs — so much so that
it is difficult to make a simple classification.

The actual financial contribution of the employer can be virtually nothing
as in the case of tax sheltering of care expenses or can be considerable when a
proportion of payroll is paid to a fund. In some cases, the financial support is an
additional benefit only for those with care expenses, whereas in other cases it may
be part of a “cafeteria” benefits system whereby workers with no care expenses can
choose other benefits.

Most systems have built-in methods to ensure that the support is in fact
used for childcare rather than just giving an allowance to employees with young
children, for example by using vouchers or reimbursing a proportion based on
receipts. The financial support often covers a proportion of the costs not only for
the care of preschool children but also school-age children. And in the United
States, dependent savings accounts and some of the funds set up with employer
contributions can be used for care expenses for elderly dependants as well.

Tax sheltering of care expenses

Tax sheltering of care expenses is only an alternative for employers in countries
where national law permits employees to put aside some of their salary for this
purpose — France, the United Kingdom and the United States being examples in
this book (see section 3.1 on government incentives for details). Income used for
care expenses (up to a certain limit) is not considered to be part of the employee’s
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salary (which is officially less as a result) and so the employee does not pay the
income tax or social security contributions on these earnings and the employer
does not pay social security contributions.

For employees to be able to benefit, their company or organization must have
in place the appropriate system: in the United States, the company must create a
dependent care spending account system so that workers’ childcare expenses can
be paid by the employer from this account. In France and the United Kingdom,
the company must have instituted a voucher system (see below for more on
vouchers).

In some cases, employers may provide additional funds for dependent care
expenses rather than just utilizing the part of employees’ salary which has been
put aside for care expenses. For example, when Providian Financial in the United
States was looking for ways to help employee parents access care, of the different
options considered, offering company-matching funds through a Dependent Care
Spending Account was chosen as the preferred solution. Employees who contrib-
uted pre-tax dollars to such an account were matched dollar for dollar by the com-
pany up to $2,000 (the maximum amount which can be tax-free being $5,000).*
In France, an employer contribution seems to be more likely, as in the case of the
Caisse d’Epargne Auvergne Limousin, perhaps because employers can claim a tax
credit of 25 per cent on their contribution (see box 4.6).

Box 4.6 Employer contributions
to the cost of care vouchers

Caisse d’Epargne Auvergne Limousin, France. The bank started participating
in the CESU voucher scheme in 2007 following a request presented by the com-
pany’s trade unions at the annual collective bargaining session. CESU vouchers
are given to any of the Caisse’s 1,450 employees who submit an order.

For each 15 euro CESU voucher, the employee pays two-thirds of the cost
(10.50 euro), with the remainder funded by the employer (4.50 euro). Each of its
1,450 workers is entitled to up to 600 euro per year in CESU vouchers to offset
the purchase of personal services. Workers with dependants who are disabled or
under age 6 are entitled to up to an additional 300 euro.

Source: Based on a telephone interview with the Caisse’s human resources department, June 2008.

** Litchfield et al., 2004.
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Advantages and disadvantages
Government systems that allow part of the salary to be used tax-free for care
expenses give employers a flexible way of providing some support to employees, as
the amount which is from salary and the amount which is in addition is at their
discretion. When the entire amount is from the employee’s salary there is no cost
to the employer. In fact, since their payroll officially becomes less, they actually
save money on whatever charges are normally applied to the payroll. Any costs of
administering the tax sheltering programme (such as paying a voucher provider)
are usually more than covered by these savings.

Although the tax savings that employees make in tax sheltered programmes
may not cover a high proportion of the actual cost of childcare, employees gener-
ally appreciate any help provided. In the case of the NHS in England, an assess-
ment > found that parents were mainly positive about voucher schemes operated
on a salary sacrifice basis. A parent is quoted as saying: “I have a bit more income
now and I feel a bit more appreciated.”

However, it is not always easy for employees to understand how the tax
reduction scheme works and its potential benefits. Even when a scheme exists in
an enterprise, it may be underutilized by eligible employees. Communication and
explanation are required on the part of employers using the system to explain
to staff how it works and how they might benefit. In the case of vouchers, the
voucher providers often help with communication (see below).

A major disadvantage of systems based on tax sheltering of care expenses
is that they are of no help to employees whose earnings are close to the min-
imum wage and cannot be legally reduced. In all three countries, there are
other possible arrangements for low-income workers, for example tax credits in
the United Kingdom, which provide considerably more support than the salary
sacrifice system. Nevertheless, this means that there are sometimes problems
effectively coordinating different types of support, which can be confusing for
parents.

Funds
Ways of generating a “pot of money” which can be used to help employees pay
for the costs of childcare have been particularly common in the United States,
often as a result of collective bargaining. Chapter 15 describes an example of the
1199 SEIU/Employer Child Care Fund in New York City which was created as

» Frew, 2004, p. 20.
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a result of a collective agreement between the 1199 New York City chapter of the
Service Employees International Union (SEIU) and health-care employers (hos-
pitals, nursing homes).

These funds created for dependent care are usually based on an employer
contribution which permits the fund, typically an independent organization, to
subsidize the care used by the union members and employees of participating
employers. The amount of the contribution has been based on total payroll, as in
the case of the 1199 SEIU/Employer Child Care Fund, or on hours worked, as
in the case of AC Transit in box 4.7. Employees using care services typically pay a
certain proportion of the expenses with a subsidy from the fund. As can be seen in
the case study of the 1199/Employer Child Care Fund, the fund manages the care
provision, from finding childcare providers and negotiating discounts to operating
the subsidy system.

In some countries, there are general funds for workers’ welfare that have
been used to help finance childcare. The Servi¢o Social da Industria (SESI) in
Brazil, noted above for its after-school programmes, is a worker welfare system
funded by industry payroll and run by the National Confederation of Industry
with representation from government and trade unions.

In Mauritius, there is a tripartite fund created by government to finance
social services for workers in the Export Processing Zone (EPZ Labour Welfare
Fund). Around 1998, for example, employees contributed 1 rupee and employers
contributed 3 rupees per employee per month and, annually, the Government

Box 4.7 Care funds for bus drivers and hotel workers

Child and Elder Care Fund, Alameda County (AC) Transit, California, US. In 2000,
AC Transit and ATU Local 192 negotiated that AC Transit would contribute to the
fund 3 cents for every hour worked, including overtime. This amounts to a min-
imum of $125,000 per year for 2,000 employees, most of whom are bus drivers. A
Dependent Care Committee was formed to decide how the money would be spent.

Hotel Employees and Restaurant Employees (HERE) Union Local 2 and the
San Francisco Union Hotels, US. HERE Local 2 negotiated for a Child and Elder
Care Fund with the San Francisco Union Hotels, thus providing a unique benefit
to hotel workers. The employers contribute 15 cents per qualified employee-hour
worked. Since 1994, a labour-management committee has worked cooperatively
to design a programme that best suits the needs of Local 2 hotel workers.

Sources: For Alameda County, see “Family benefits for bus drivers”, in Labor Family News, Vol. IX,

No. 2, Spring 2001. For HERE Local 2, see http://www.working-families.org/contractlanguage/
childcare.html [16 June 2009].
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contributed 2 million rupees. One of the fund’s programmes involves giving start-
up and operating grants to non-governmental organizations to create and run day-
care centres in areas with many factory workers and subsidizing preschool fees for
the children of EPZ workers.*

Financial help for care expenses may also be part of a cafeteria of benefits
from which employees can choose those which best meet their needs. For example,
“perk” accounts at Microsoft Singapore can be used to cover costs related to health
club membership, childcare, maid levy and holidays.*” In the case of Magyar
Telekom in Hungary, one way found for subsidizing childcare was to include the
childcare subsidy in the cafeteria of benefits offered by the Dimenzié Insurance
and Self-Supporting Association, to which employee members contribute 1 per
cent of salary and the employer 2.3 per cent.

Advantages and disadvantages
The fact that most funds cover a variety of care needs means that they are useful
for a wider group of employees than just, for example, workers with young chil-
dren. For workers, flexibility concerning the type of care for which they can use
the funds can be a major advantage of financial support as compared to an on-
site creche. Funds can give more options to the worker to choose the kind of care
they need to fit their specific needs. For example, a housekeeper at the Marriott
Hotel in San Francisco who had no one to look after her 90-year-old mother-in-
law during the early morning shift received help from the hotel employees’ fund
(described in box 4.7) which paid for a caregiver.”*

For employers, most fund arrangements have the advantage that they
require little administrative work related to the childcare benefit, as the fund is a
separate entity which sets out the rules for eligibility and benefits, deals with pro-
viders, communicates with staff and keeps accounts in relation to staff, providers
and tax requirements. When a number of employers are contributing to a fund, it
is possible to achieve economies of scale for service provision. On the other hand,
employers may feel they have insufficient control over how the funds are used and
get little credit from employees for the contribution they are making.

It is important that the use of the funds is seen as fair and that support is
spread over all workers whose employers are contributing, rather than focusing

*¢ Information found at http://www.webofmauritius.com/epzlwf/about.htm and heep://
siteresources.worldbank.org/INTECD/Resources/mauritiuscasestudy2.htm [11 June 2009].

%7 Singapore, Ministry of Manpower, 2006, p. 45.
** Johnson, 2008.
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on a specific site or benefiting only a very small proportion of those with child-
care needs. The budget of the fund may not be able to cover all eligible workers,
so clear and fair rules on who has priority and their transparent implementation
is important.

Vouchers

Childcare vouchers are a way for employers to help workers pay for childcare, just
like meal vouchers have been a well-known way for companies to subsidize the
meals of employees.”” In some cases, the employer or a fund might issue its own
vouchers to workers, who then use them towards the cost of childcare. To redeem
the vouchers, the childcare provider would have to present them to the company
or fund that issued them. Since issuing vouchers involves considerable work (such
as printing vouchers, negotiating with providers to take them, reimbursing pro-
viders) companies typically use an outside specialized company to administer the
voucher system.

Figure 4.1 illustrates the basic operation of a voucher scheme. The employer
pays the voucher company, which then provides the vouchers to eligible employees.
Employees use the vouchers to pay a childcare provider, who then redeems them
from the voucher company. Since voucher schemes are usually part of government
social benefits and involve tax exemptions, government sets the legal framework,
specifying the tax exemptions, who is eligible, which dependants they can be used
for and which types of childcare providers can be used. In this way, government
tries to ensure that the voucher scheme is serving its objectives.

Of the countries covered in the current study, three have some form of
voucher system in place for childcare needs: Chile, France and the United
Kingdom. In France and the United Kingdom, the systems are linked to legis-
lation exempting certain expenses from social security and income tax (see sec-
tion on tax sheltering above and in section 3.1). In Chile, childcare vouchers
are only used as a way for companies employing 20 or more women but with no
nursery to fulfil their legal obligation to provide childcare to mothers with chil-
dren under age 2.

The widest coverage of expenses is probably in France, where the service
employment voucher called Cheque Emploi Service Universel (CESU) can be
used for childcare in and outside the home, as well as for elder care, care for the
disabled, and domestic services (see also box 4.6 on the use of the voucher system

¥ See Wanjek, 2005, for information on food vouchers.
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Figure 4.1 Operation of a voucher scheme

Source: Adapted from Accor Services at http://www.ticket-cesu.fr

in a bank). In both France and the United Kingdom, vouchers are being used as
a means of pushing childcare providers out of the “grey” economy since child-
minders must be registered in order to be paid by vouchers.

In the United Kingdom, employers can offer the benefit of up to £55 per
week, either on the basis of salary sacrifice, in addition to salary, or as part of a
wider flexible benefits scheme. On-line systems set up by the voucher provider
facilitate the payment process and mean that childcare providers can be paid
automatically. A senior finance manager at Airedale NHS Trust in the United
Kingdom explains how it works for her:

I have registered to receive Accor vouchers, through my employer, and I have taken
the maximum value available. I have found the process easy to set up and the Accor
website easy to use. I send the total voucher value automatically to my childcare
provider each month, which means that I don’t need to remember to do this after
the initial set up. The voucher value is deducted from my total invoice to be paid
to my childcare provider. Because the vouchers are deducted from my salary before
I pay tax, I have seen a significant saving in my total tax deducted, which is in the
region of £80.%°

3 Childcare Summer, 2006, p. 3: Staff newsletter of the Childcare Support Service NHS Bradford
and Airedale Trust.
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Advantages and disadvantages
Vouchers can be a convenient way for employers to help employees with child-
care costs as long as childcare facilities are in fact available in the community.
For employers, vouchers for childcare clearly do not involve the same investment
costs as a company facility nor the risks related to predicting the eventual usage
of a company facility by employees. Staff time needed for the administration of
a voucher system does not seem to be high, particularly when there is an outside
provider organization. Voucher systems may also give employers some flexibility
to decide on how much support will be given for various kinds of childcare needs
within the rules set by government.

For employees, vouchers provide financial support which makes childcare
more affordable. In France and the United Kingdom, the ability to use vouchers
for various kinds of childcare, including care of school-age children, makes them
more useful to a larger group of parents and provides greater flexibility than some
other types of support, such as a workplace nursery.

Vouchers are not useful if there is no care available to pay for. For some
parents, finding and accessing a childcare place of the quality they want may be
a problem. It has been suggested that if more and more employers offer vouchers
instead of workplace nurseries, there might be a danger that more parents will face
difficulties in finding childcare.®* However, vouchers may stimulate the supply of
childcare, encouraging the establishment of more places and the registration of
more providers when registration is required to be able to accept vouchers.

For childcare providers, a major concern with vouchers is to be able to redeem
them quickly and with a minimum of problems. On-line services are streamlining
the payment systems in industrialized countries. Providers may prefer to deal with
only a few voucher companies in order to simplify this process. Knowing that the
parents of children receive vouchers has been reported as reassuring for the child-
care provider, who consequently has less worry about the client being able to pay.

Subsidy schemes
Subsidy schemes seem to be rare, perhaps because in a number of countries
childcare subsidies would be taxable benefits for employees. Among our case
studies, the only example is FURNAS in Brazil, which provides a daycare reim-
bursement valued at US$750 a month for women employees with children aged

*' TUC, 2006.
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0 to 7 years. Employees can only receive the reimbursement for childcare centres
accredited by the company.

Most systems which provide financial support for childcare costs also offer
a referral service which helps parents to find the childcare they need. The next
section looks at how this is done.

4.4 Advice and referral services

Often employees are not familiar with the childcare services that exist in their
locality and it can be quite useful to provide some basic information on options and
help them link up with existing services. Also, in countries like France, the United
Kingdom and the United States where workers may be eligible for various govern-
ment benefits or tax exemptions, advice can be very useful to help them benefit
from these provisions. Many workers who are eligible for government benefits do
not profit because they are unaware or do not know how to apply. Thus referral ser-
vices can usually also give advice on various questions related to paying for childcare.

In industrialized countries, advice and referral services linked to the work-
place have become quite common and are often the only type of assistance pro-
vided at the workplace, often covering care for elderly as well as children. In
the United States, a survey of employers found that 34 per cent offered referral
services.*? Providing referrals can be relatively low cost, particularly if employees
can be referred to reliable information services in the community. In the United
Kingdom, every local authority has to have a Children’s Information Service to
provide parents with details of local providers of registered childcare, including
day nurseries, childminders, play schemes and after-school provision. In Australia,
there is a federal government information service on childcare options and loca-
tion of services.”

In the developing countries, this study found no examples of employers pro-
viding workers with advice and referral services and there are none in the case
studies. The reason is not clear. Perhaps larger firms with HR departments are
providing referrals on childcare but this is done very informally and not really
known. Or perhaps there are just too few childcare facilities available and/or most
are nannies or childminders working in informal employment.

*> Bond et al., 2005, table 9.
* heep://www.mychild.gov.au [20 October 2009].
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Some companies provide referral services in-house, often by someone in
the HR department. In the case of the NHS in the United Kingdom, internal
childcare coordinators are responsible for advising staff on care options (see
Chapter 14). Having someone within the organization to advise and help staff has
the advantage that this person knows the working environment and understands
the needs of employees better than an outsider. In the case of childcare coordina-
tors in the NHS, a study found that parents emphasized the value of their advice
on issues such as leave entitlements and the coordinator’s ability to act as an advo-
cate where the parent was having difficulties with the line manager over a child-
care issue.”*

Many companies choose to contract outside providers of referral and advi-
sory services. In the United States, the recent growth in private companies which
offer referral services would seem to indicate that employers are interested in con-
tracting this type of service. Employees can call the service free of charge in order
to get advice and find out about childcare options in their area (see the cases of
the US Postal Service and IBM Philippines in box 4.8). In the United Kingdom,
voucher providers sometimes offer advice and referral services as part of the
package: Accor, for example, has a free childcare helpline, which provides help on
everything from finding emergency childcare to advice on returning to work after
maternity leave.””

Box 4.8 Helping employees find childcare

IBM Philippines. The company subscribes to a global online resource and
referral centre through http://www.worklifeessentials.com, which serves over
30 countries. IBM workers in the Philippines can use the online resource centre
to access location maps of local daycare centres and preschools.

US Postal Service. Under the terms of a memorandum of understanding with
the American Postal Workers Union (APWU), the Postal Service maintains a con-
tract with a vendor to provide a dependent care resource and referral service to
management and APWU-represented employees. The service allows employees
to get assistance in locating dependent and elder care resources, as well as
offering a variety of options to help balance work and home life.

Source: For IBM Philippines, see Caparas, 2008, p. 25. For US Postal Service, see 2006

Comprehensive Statement on Postal Operations, http:/www.usps.com/strategicplanning/
cs06/chpl_011.html [16 June 2009].

** Frew, 2004.
> Accor Services, n.d.
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Advantages and disadvantages

For employees, finding childcare that fits their needs can be a major difhiculty
and, if there are various choices in the community, a referral service could be very
helpful and save considerable time. An example of the advantages is an employee
looking for elder care at Pfizer UK, which subscribes to the Employee Advisory
Resource providing workers with online and personal support for a range of
needs, including child and elder care:

I now have dossiers of information on elder care accommodation and have nar-
rowed my search considerably. The saving to my time has been incalculable as I
would never have been able to compile such a comprehensive pack of information
for myself.*

For employers, providing an advice and referral service can reduce the time
employees need to spend looking for childcare and help them find viable options.
It shows that the employer recognizes that they have family problems and is trying
to help. To justify the expense, the service needs to be used, and to be used it must
demonstrate its usefulness in addressing the problems of workers.

4.5 Back-up emergency care

Even the best childcare arrangements can break down and those that are less reli-
able are even more likely to break down. In the United States, for example, it
is estimated that the average parent-employee misses five to eight days of work
due to childcare arrangement breakdowns.”” Companies and organizations are
increasingly putting in place ways for parents to find a quick solution in order to
avoid unnecessary absences. According to a US survey by the Society for Human
Resource Management, 14 per cent of 373 employers offered emergency or sick-
child care services in 2006, up 6 per cent from the previous year.”® In this book, the
main example of a company providing back-up childcare services is IBM Hungary.

A referral service is often a key component of the back-up support since a
major problem for parents is knowing where to turn to find someone to look

*¢ htep://www.ear.co.uk/eaps_case.asp [4 December 2008].
*” Durham-Vichr, 2000.
** Hope, 2008.
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after their child when there is a problem. This can be provided cither as part of
a general referral service or as a specific service for emergency care. The service
is sometimes provided in-house. Employers can maintain a register of child-
minders who work locally and have offered care to employees of the company.
This practice helps to ensure the quality of the service provided. The Hereford
and Worcester Ambulance Service NHS Trust (United Kingdom), for example,
has a list of registered childminders who will take children at short notice and
at unsocial hours in an emergency.”

Other companies prefer to outsource. There has been a considerable growth in
some industrialized countries in the number of private companies which specialize
in providing services to find emergency childcare for employees.*” These agencies
have a local or sometimes national network of childminder agencies and daycare
providers through which they find an emergency care solution for the employees of
their client companies. The service often includes a round-the-clock phone service
and the hiring of the carer for the employee as in the case of IBM Hungary.

Many firms that provide employees with help in finding emergency child-
care also include some financial support for the payment. Usually there is a yearly
ceiling on the payments by the company in terms of the number of days or the
amount paid. For example, the Royal Marsden (Chapter 14) covers the cost of
staff’s use of an emergency baby-sitting service on up to three occasions in a
12-month period, an occasion being for up to two consecutive days. In the case
of IBM Hungary, the company reimburses 30 per cent of the cost. Box 4.9 gives
some other examples of company policies for providing financial support.

Like other kinds of childcare, emergency care can be at the child’s home, at
a childminder’s home or in a centre. Having a carer come to the house can be a
convenient solution in an emergency, such as when a child is not well but parents
may understandably be hesitant to allow strangers into their house to look after
their child. Careful checking of the backgrounds of carers and monitoring their
work can be an important function of the agency providing the service.

Often in an emergency, parents prefer to call on help from relatives or
friends. Recognizing this, Citigroup in New York City felt it should support these
arrangements and asked its provider of back-up care services to include the option
of payment to a relative or friend. People find it easier to ask a neighbour or even
their own family members to help them if they can tell them that their company
will pay them for their services."

* UNISON, 2004.
** For details concerning some companies in the United States, see Harty, 2005.
* Harty, 2005.
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Box 4.9 Financial support for back-up care

SEIU Locals 535, 616 and 790 and the County of Alameda, California, US. These
SEIU Locals negotiated a fund with Alameda County to provide reimbursement for
parents whose children are mildly sick or who, for some other emergency reason, are
unable to use their regular provider. Employees receive reimbursement for 90 per
cent or up to $80 a day, to a maximum of $350 a year. The employer also pro-
vides resource and referral services for families who need sick or emergency care.

Trafford Healthcare NHS Trust, UK. The Trust has retained places with reg-
istered childminders for parents where care arrangements have broken down.
These can be accessed for up to three days a year. The Trust pays half of the fees.

Ford Motor Company, Detroit, US. “Safe-At-Home” provides up to 80 per cent
of the cost of a trained caregiver, for up to 24 hours a day, for dependent chil-
dren of full-time salaried employees when the child is too sick to attend school or
daycare, when regular childcare arrangements fail or for other unexpected busi-
ness-related reasons such as travel or overtime on short notice. The programme
subsidizes costs for up to 80 hours per year per Ford family with one child and
120 hours for families with more than one child.

Source: For Alameda, California, see http://www.working-families.org/contractlanguage/childcare.htmi

[16 June 2009]. For Trafford NHS, see UNISON, 2004. For Ford, see http://www.mycareer.ford.com
[16 June 2009]

In addition to back-up care in the home, places in daycare centres or with
childminders are sometimes available for back-up care. In some cases, a company
pays a yearly fee for reserving a place. Some daycare centres in the United States
now only provide back-up care with various employers buying in for reserved
places.”” Similarly in Ottawa, Canada, the Short Term Child Care Program,
run by Andrew Fleck Child Care Services, provides an example of a consortium
model where a number of companies finance the facility. At one time, it had been
a government subsidized programme, but when that money ran out, area com-
panies and unions, ranging from Canada Post to the Ottawa-Carleton District
School Board, developed a consortium.”

Few employers would have sufficient need to justify having their own back-up
care centre. Some exceptions found include the Brigham and Women’s Hospital, a
teaching affiliate of Harvard medical school, and the Canadian Imperial Bank of
Commerce (CIBC) in Toronto (see box 4.11).

* Durham-Vichr, 2000.

* Information found at the web site of the Short Term Child Care Program, http:/www.afchildcare.
on.ca/STCC/program.html [20 December 2008].
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In most back-up care schemes, parents must have registered their children in
advance so all the information on the child is available immediately for the child-
care provider and the employer knows how many children are potential users of
the back-up care.

Advantages and disadvantages

For employees, back-up care for children in an emergency can be difficult to find,
and stressful and expensive when they can find it. Knowing that they will be able
to find a quick solution that is not too expensive can be one less source of worry
for parents. This benefit can be so important to parents that they may feel tied
to their job and hesitate to change (see box 4.10). Similarly, the testimony of an
employee at IBM Hungary in box 4.10 reflects the appreciation of employees for
rapid help in providing emergency care.

Parents often worry about how their children will react to the back-up care
situation and need to feel confident that the carer or the daycare centre used is
properly screened for quality. In the case of IBM Hungary, an employee noted
his appreciation of the fact that a reliable company had been chosen and that the
carer coped well with the children.

Compared to other regular forms of childcare support, the benefits of back-
up care are more directly obvious for employers since it can make the difference
between an employee being absent or at work. Absenteeism can be expensive
when the employee is a surgeon scheduled for an operation that has to be can-
celled or the operator of an expensive machine that goes unused. Even with the

Box 4.10 The value of back-up care to employees

Journalist in New York, US. “When | left my previous job for this one, | was
excited about the new work, but there was one corporate perk | was leaving
behind that made me think twice: a free, on-site back-up childcare centre that
employees could use up to 20 days per year. It was perfect for unexpected day-
care closures and odd school holidays. Colleagues cited the centre as a reason
for staying with the company.”

Employee at IBM Hungary. “On one occasion we were in real trouble. What | really
liked was that the babysitter company was ready to respond to urgent needs, as |
telephoned in the evening and the babysitter was there in the morning on time.”

Sources: Merritt, 2008, and Chapter 9.
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large investment made for an on-site childcare centre as in the case of CIBC, the
company still estimates that the investment is paying off (see box 4.11). Similarly
KPMG, which uses an external service to organize the care and offers it free of
charge, calculates that it is profitable.

Also, back-up care benefits more staff than the traditional on-site centre.
“You can cover a far greater number of people than with conventional on-site
care because they’re not going to be using the center every day,” says Kathie
Lingle, the former work/life director for KPFG Insurance. At KPFG, the return
on investing in back-up care is high, calculated at $5.50 in saved productivity for
each $1 spent.**

Box 4.11 Back-up care pays off for employers

Canadian Imperial Bank of Commerce, Toronto. To offer back-up care for
employees’ children, CIBC paid a well-known childcare provider company to set
up a purpose-built childcare centre centrally located in downtown Toronto in
one of CIBC's office towers. There are no full-time spaces and children cannot
attend if they are sick. The Centre can accommodate a maximum of 40 children
aged from 3 months up to the 13th birthday. There is a limit of 20 days per child
per year. The benefit is taxable for employees that use it. CIBC estimates that,
since it opened, the Children’s Centre has saved CIBC about CAN$1.5 million
in productivity costs. These are the direct savings from the parent being at work
when the service is used.

KPMG, US. Every KPMG partner and employee is eligible for 20 days of 100 per
cent subsidized back-up care per year for child and elderly dependants. KPMG
estimates that its back-up care initiative saves the company approximately $3.36
million annually. The programme has grown so popular with some workers that
KPMG began offering what it calls “back-up sharing”, allowing employees to
donate unused back-up “usages” to others who had exceeded their 20-day limit.

Sources: For CIBC, see Lowe, 2007. For KPMG, see Hope, 2008.

Managing the provision of emergency back-up care can be difficult as the demand
is by definition unpredictable and often with little notice. Companies that have
a specific number of emergency childcare places reserved may find they are some-
times underused while, at other times, high demand means there are not sufficient
places for all those who need them which can be a source of annoyance and stress
for those who must search elsewhere.

+* Kiger, 2004.
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Take-up of emergency care may be less than originally expected. For example,
in the case of some NHS areas, surveys had identified the provision of emergency
childcare as a priority, but in practice the take-up was often low. In one area, four
emergency places were set aside and these were used only twice in one year.”” The
reason may be that, in an emergency, parents often preferred to take carer’s leave,
particularly when their child was sick. There was also a reluctance to leave a child
with a childminder that the child did not know.

For employers, it is important to ensure that the benefit is well publicized
and that parents are well informed about how to use the system, how to register a
child in advance and the guarantees concerning the quality.

4.6 Conclusions

This chapter has sought to illustrate the many ways that workplaces have found
to provide concrete support for the childcare needs of workers. Each situation
requires a careful assessment of workers’ needs and the local possibilities in order
to determine what kinds of solutions would be appropriate. Table 4.2 summarizes
the specific advantages and disadvantages of various types of workplace support
and the sorts of circumstances in which they may be appropriate.

* Frew, 2004.
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Table 4.2 Evaluation of different types of workplace support

4. Workplace solutions

Type of support When appropriate Advantages Disadvantages
1. Company or e many workers at For workers: For workers:
on-site facilities thesamelocation ¢ appreciate having  « may be difficult to
o feasible for most children nearby bring the child to
workers to bring « opening hours work

children to work
lack of daycare
facilities in
community

atypical hours

or shifts so
community
facilities are
inadequate

focus on the
breastfeeding needs
of new mothers

are often more
convenient in
relation to working
hours

solves often
difficult problem of
finding childcare

can save on travel
time to childcare

o facilitates

breastfeeding

For employers:

e can be useful for
attracting staff

o helps retain staff
and the return
of women after
maternity leave

o little choice of
provider

e can be waiting lists
in order to access

e may mean the
employer can put
pressure for more
hours of work

For employers:

e can be expensive

e may be difficult to
manage

e number of places
is fixed so may be
too many or not
enough

2. Linking with
facilities in the
community
(reserving or buying
places, discounts)

e when workforce is
scattered

when it is difficult
to bring children to
work

when the workplace
and surroundings
are not a good
environment for

children
when facilities exist
in community

often useful for
school-age children
(camps, play

schemes)

For workers:

e may offer more
choice of provider
than on-site and be
more convenient

e any discounts are
always welcome

For employers:

e avoids investment
in own site

e gives more
flexibility to adapt
to the changing
needs of staff

ensures all eligible
staff have access

For workers:

e choices are often
limited to specific
providers

o financial advantage
may be less than
with a company
facility

For employers:

e may be time
consuming to
negotiate with
different providers

e may be difficult to
ensure the quality
of partner facilities
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Type of support

When appropriate

Advantages

Disadvantages

3. Financial

support (income tax

¢ when a company
is small, with

For workers:

o allows choice

For workers:

o financial gain may

sheltering, funds, insufficient staff of childcare be limited when
vouchers) to justify more arrangement based on salary
complex system, o often includes reduction
avoucher-type school-age children o still must find an
system c‘ould be e not limited by appropriate care
appropriate waiting facilic
. g lists y
e in contrast, funds .
. (available to all who
as established are cligible)
in some US g For employers:
companies require o have less control on
significant number For employers: how money is spent
of employees of one o less administrative
employer or of a effort is needed
group of employers o can modulate the
e possibilities and amount of support
advantages are and cover all who
influenced by are cligible
national fiscal e can actually gain
policies affecting when on salary
the employer and reduction basis
employee
4. Advice e when different For workers: For workers:

and referral
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types of facilities
are available in the
community

when workers

may be eligible

for government
benefits but do not
profit

when workers are
having difficulty
finding facilities

and wasting time
looking

e can help when it is
difficult to find or
choose childcare

o useful when they
may need advice
on government
benefits

For employers:
o can be low cost

o less work time lost
finding solutions

e may not help with
the cost of care nor
with ensuring that
care facilities are
available

For employers:

¢ may not be useful
for employees
and therefore
underused and
an unnecessary
expense
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Type of support When appropriate Advantages Disadvantages

5. Emergency e when absenteeism  For workers: For workers:
back-up care due to childcare e avoids considerable e may prefer to stay
(proportion of cost breakdowns is high worry and with the child
paid by employee e when children are hassle in finding rather than bring
varies considerably)  often brought to arrangements astranger to the

office because of
problems

o when employee
absence can lead to
extensive costs to
the organization

e when homecare is
available, it can also
help when the child

is sick

For employers:

e quick solutions
can be found to
avoid lateness,
absenteeism

house

child may be upset
by an unknown
carer

For employers:

e depends on the cost
of care in relation to
the cost of absence
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Conclusions and
lessons learned

Access to quality, affordable childcare is an important determinant of parents’
employment opportunities and workplace productivity. Poor access to work,
lower earnings, lower productivity and higher absenteeism are just a few of the
consequences of the lack of suitable childcare, all of which jeopardize families’
income security and company success. Existing public policies, programmes and
services are rarely adequate to meet workers’ and employers’ needs for childcare
even in many industrialized countries; in developing countries, the problem is
greater yet. To help fill the gaps, workplace initiatives to find suitable childcare
solutions have been taken by employers, trade unions, NGOs and workers in
countries around the world, in some countries with government encouragement
and in others with little or no government involvement.

This book has reviewed national policy frameworks and case examples of
workplace partnerships with particular emphasis on the ten countries covered in
Part II, in an effort to understand when, why and how different partners have
come together to develop workplace solutions for childcare and with what effect.
Although each national and workplace situation has its own opportunities and
constraints, this chapter summarizes some of the insights and considerations that
can guide policy-makers and workplace partners in making decisions appropriate
to their own contexts.
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5.1 Lessons for governments and public policy

This section considers how public policy affects the emergence of workplace ini-
tiatives. It discusses the potential benefits that can be gained by public support
for workplace initiatives and it raises several issues from a societal point of view
about the role and design of workplace initiatives within the broader public policy
framework.

How does public policy affect workplace initiatives?

The broad framework of public support to childcare services is a major determi-
nant of working parents’ needs and thus of the potential role for workplace pro-
grammes. Workplace initiatives for childcare are particularly rare in countries
where public policy ensures that parents’ needs are well met by leave policies and
extensive publicly provided childcare, as in Denmark and Sweden. Nevertheless,
even in countries where there is considerable government provision for childcare,
workplace initiatives can still be found in an effort to fill in the remaining gaps,
such as creches for children under age 3 in France (where government incen-
tives for workplace measures also exist) and summer camps and back-up care in
Hungary. The same social ideology which is driving government programmes for
childcare is also influencing some workplace actors.

However, while extensive public support for childcare might reduce the
need for the workplace to get involved, the reverse — that /ow public support may
lead to more workplace involvement — is not necessarily true. Where low govern-
ment involvement in childcare stems from cultural norms and a prevailing social
premise that the family should look after its own children, it follows that work-
place involvement in childcare may also be low. In fact, workplace programmes
seem to be rare in countries where there are very few public childcare services
and, at the same time, where cultural norms or economic circumstances mean
that there is little pressure on employers or trade unions to facilitate the formal
employment of women.

Spontaneous workplace initiatives for childcare seem to occur more often in
countries where government services are patchy and where, in addition, employers
and trade unions perceive a need for greater labour force participation of women
and/or are under some pressure to find ways to improve work—family balance
such as in Thailand, the United Kingdom and the United States. The reasons
why some employers have taken initiatives, as well as the benefits they report,
are reviewed in section 3.2. As seen in a number of examples in this book, trade
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unions have also played a key role in pushing for childcare support at some work-
places by providing voice for expressing workers” need for childcare and having it
included in collective bargaining agreements (see section 3.3).

Governments in some countries have taken childcare measures targeted specif-
ically at workplaces and these have a major influence on the frequency and nature of
workplace programmes, as seen in section 3.1. Government measures that have little
or no cost to the employer, such as tax sheltering of childcare expenses in the United
Kingdom and the United States, are understandably the most popular type of
childcare support in those countries and tend to increase the number of companies
which are providing some form of childcare support (see section 3.2). In countries
such as Brazil, Chile and India, where legislation requires that employers of a certain
number of women must provide childcare, the legislation is more-or-less followed.
Typically, however, very few employed women are actually in establishments covered
by such legislation and such legislation itself has raised concerns about the willing-
ness of employers to officially hire women, and the implications for gender equality.

Evidence from industrialized countries where there have been surveys (see
section 3.2) suggests that workplace initiatives for childcare are limited. In the
United Kingdom, a survey of establishments with ten or more employees in
2004-05 found that, on average, 7 per cent of establishments offered an own-
company childcare centre, which is much higher than the 3 per cent average for
European countries. In the United States, a similar 7 per cent of employers with
50 or more employees provided a childcare facility while 45 per cent offered the
possibility of putting aside pre-tax salary for care expenses. Organizations which
provide childcare support for employees tend to be large organizations, often in
services (banks, hospitals), and are more likely to be public than private.

Some general considerations for designing public support for workplace ini-
tiatives from a societal point of view can help frame national and local discussions
of the role of workplace initiatives.

Potential benefits of public support for workplace initiatives

If well designed and targeted, public measures supporting workplace initiatives
can achieve the following:

® Increase resources available for childcare. In an ideal world, governments
would have the resources to provide free community facilities for childcare
for all children that need it. In a world of financial constraints and limited
resources, leveraging employer resources may help expand the availability of the
childcare needed by working parents (see section 3.1 on government measures).
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In France, employers contribute to public childcare through their contribu-
tion to social security, the National Family Allowance Fund (Caisse National
des Allocations Familiales, CNAF), which provides childcare allowances to par-
ents and subsidies to providers. In this way, all employers are contributing, not
just those whose staff need childcare or are women. A more common approach
is for governments to put in place incentives to encourage workplace initiatives
and greater private investment in childcare services. This is the case, for example,
in the United Kingdom, where the full cost of a nursery place provided by the
employer is exempt from national insurance contributions (and income tax for
the employee) as compared to a limit of £55 per week if vouchers are given.

However, the overall resources devoted to childcare will increase only if
policy measures provide sufficient incentives for raising contributions: in the
United Kingdom and the United States, for example, tax incentive systems
through the workplace have somewhat decreased the amount that parents pay
on childcare by shifting some of the costs to government, but few employers
have themselves stepped up contributions. Similarly, take-up of grants and
subsidies for childcare services has been low when the grant offered is small
compared to the additional investment required.

® Encourage partnership and innovation. Appropriately designed public
incentive programmes can do much to encourage organizations to work
together, bringing together diverse perspectives, resources and expertise, or
simply pooling financial resources to bolster financial stability. In France and
the United Kingdom, recent legislative measures provide financial incentives
for groups of employers to collaborate on childcare, putting the establish-
ment of creches within the financial reach of smaller companies who work
together. Similarly for malls in Chile which are required to provide childcare,
it has become part of the common services which are paid by all enterprises,
spreading the costs over all companies and not just those whose employees are
using it at a particular time.

® Help ensure that provision is responsive to needs of working parents.
Even where public services are readily available, workplace initiatives can help
fill gaps in responding to the needs of working parents. Workers in rural areas
and workers with atypical shifts or long hours have needs that are not often me
even where public services are relatively good. Workplace initiatives in some
countries are helping address these gaps, although the needs remain far greater
than existing solutions.

® Encourage greater labour force participation of women. Since it is mainly
women who are responsible for childcare, childcare services impact directly on
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the labour force participation of women and can be a key factor in promoting
gender equality. The availability of childcare and its cost, convenience and
quality are major factors influencing whether mothers can be economically
active, as discussed in section 2.2. Various forms of workplace support have
been affecting the ability of companies to attract and retain women workers
and the ability of mothers to take employment or return to the same employer
after the birth of a child. Even when it is the father who is accessing childcare
support at his workplace, this can free the mother for employment, as reported
in the case of SOCFINAF in Kenya.

Issues in designing public policy

Despite the potential benefits of workplace initiatives, possible disadvantages or
limitations can also arise. From a societal perspective, some considerations in
designing workplace initiatives and in defining their role within a broader public
policy framework include the following:

® Workplace initiatives alone are unlikely to contribute to societal goals
of poverty reduction and social equity. Workplace initiatives can supple-
ment but cannot substitute for efforts to improve the availability, quality and
affordability of community services for all families. As seen in section 3.2,
most workplace initiatives for childcare can be found in large companies, often
in financial or business services, and thus tend to reach workers in middle or
upper levels of occupational skills and income ladders. This book contains
some examples of workplaces where many of the workers have relatively low
qualifications and incomes, but these tend to be less common and were more
difficult to find. Workplace initiatives are less likely to reach lower-income
employees and also do not cover the many women and men who work in the
informal economy, often self-employed. For lower-income families for whom
the costs of childcare are usually high compared to their earnings, access to
some form of public support is necessary for childcare to be affordable. Rather
than workplace initiatives, public support for childcare may be better invested
in programmes targeting low-income and other vulnerable groups for whom
access to childcare can make enormous differences in access to paid work,

family income, child development and child health.

® DPublic measures obliging employers to provide childcare support can
have negative consequences for workers and employers. In the face of
overwhelming demand, tight public budgets or assumptions that childcare
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is an isolated need not requiring broad public responses, the temptation
to relegate solutions entirely to employers and the workplace can be high.
Placing the financial responsibilities for childcare, which is a public good,
on employers can undermine their key objectives of profitability and
competitiveness.

In a number of countries, employers are required to provide nursery sup-
ports on the basis of the number of women they employ. In the current book,
there are examples of three countries — Brazil, Chile and India — where laws
require certain employers to provide childcare for their female employees once
they have a certain number of female employees. These laws reflect a very legiti-
mate concern for enabling working mothers to breastfeed their babies, a major
issue when maternity leaves are short. However, once children have passed
the breastfeeding stage, the reason for excluding men no longer exists and
there is a real concern that such provisions can lead to discrimination against
hiring women. Public policies for workplace childcare that are based on sex-
stereotyped assumptions that women alone are responsible for childcare tend
to perpetuate gender biases in society and may limit women’s employment
opportunities.

® Workplace initiatives should be linked to broader childcare strategies.
Workplace initiatives are most useful when they fit within a broader public
strategy for the provision of childcare services and follow national standards
related to the qualifications of the staff and the content of the programmes.
Workplace initiatives for childcare that are linked to general measures pro-
moting child education and development help to ensure that workplace child-
care is more than just childminding and contributes to the development of
children. Several cases in this book highlight the benefits in terms of quality of
care that result from linkages and partnerships between workplace initiatives
and national and local government agencies responsible for the registration
and standards of childcare and education provision.

® The design of workplace initiatives should take into account the working
conditions of caregivers. Problems of labour market shortages in experienced
and qualified caregivers, high rates of staff turnover and the quality of care for
children are all interrelated. A number of countries are experimenting with
systems to monitor and regulate the qualifications, training and working con-
ditions of caregivers, and this includes efforts to design workplace supports for
childcare in ways that encourage decent working conditions for caregivers. For
example, vouchers that can be used only to purchase the services of registered
childminders can bring childminders into the formal economy and provide
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possibilities for improving their qualifications, training opportunities, pay
and other working conditions. Case examples in this book also suggest that
opportunities to participate in training and qualification programmes offered
by relevant national agencies are highly appreciated by caregivers at corporate
childcare centres.

Public financial incentives for workplace initiatives are mainly found in some
industrialized countries. Other non-financial types of government support can
however be found, mainly in the form of technical assistance for setting up and
running on-site childcare centres and for providing training for caregivers. Public
oversight and support for the quality and content of workplace centres can help
avoid some of their disadvantages. In the case studies in Part II, a number of
workplace childcare centres were benefiting from some government services to
improve their quality, such as centre registration and inspection, staff training,
health checkups and vaccinations of children.

5.2 Lessons for workplace partners

The examples of workplace initiatives reported in this book are those that still
exist. Several workplaces known to have programmes were contacted only to
find that they had collapsed, whether because of corporate takeovers, mergers,
financial problems, shifting management priorities or withdrawals of key part-
ners. Even among those that still exist, some face uncertain futures and struggle
to continue.

A number of lessons concerning practical steps that can greatly affect the
success of an initiative (including its financial stability and how well it is used)
have emerged from the experiences in this book and are shared below. More
details concerning specific types of measures can be found in Chapter 4.

Linking to business plans

Whether childcare assistance for employees might help an organization reach
its objectives is a question that cannot be answered without investigation. As
noted by the human relations manager in the Grant Medical Center in Ohio,
“Sometimes people put programmes in to get publicized and it serves no stra-
tegic need. It may look good for Working Mother magazine, but if it doesn’t
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meet employees’ needs, deliver return on investment, and fit into the strategic
plan, then don’t do it. Be thoughtful.”1 A representative of the Irish Business and
Employers Confederation advises that childcare “needs to be a strategic initiative,
in line with your business strategy”.

Assessing the needs

In order to decide on a workplace solution that will be effective, a key first step
is to find out the needs and preferences of workers: the ages and numbers of
workers’ children, the distance and modes of transport between work and where
workers live, current childcare arrangements and the availability of alternatives,
costs and quality of childcare and so on. Initiatives can fail if they do not ade-
quately take into account and accommodate the needs and constraints of workers
that will affect the extent to which they use any services. Many of the cases in
the book involved surveys of workers before deciding on the childcare initiative.
Companies like Wipro in India and the Rennes Atalante Park in France under-
took careful preparatory consultations and research to design solutions that were
responsive to workers’ needs and have become very popular. Magyar Telekom
in Hungary scrapped its original plans to subcontract kindergarten care during
summer holidays when a needs assessment survey indicated that workers pre-
ferred holiday activities for school-age children. The willingness of the company
to change direction led to a highly successful programme for summer camp.

Good assessments and consultations explore not only needs and current
arrangements but also preferences for various options with respect to fees, loca-
tion, opening hours, registration options and services.> Not only can consultation
and research ensure that solutions will be used, they can also lay the groundwork
for positive relations and productive partnerships.

Partnering for success

The case studies in this book offer a number of innovative examples of maxi-
mizing resources and expertise through partnerships. Partnerships can achieve
the following:

! Friedman, n.d.
* Cronin, n.d.
* An example of a questionnaire for a childcare survey can be found at UNISON, 2004, p. 26.
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® Bring together diverse capabilities and resources. In the example of the
childcare centres for seasonal agricultural workers (CAHMT) in Chile, the
unions raised the idea and continue to monitor the programme, the employers
provide voluntary financial contributions, the parents contribute fees, the
national government administers the programme, the municipalities provide
the facilities and manage the programme, and different government agencies
provide staffing and food; the end result is a rich and integrated programme
that has run for 15 years.

® Take advantage of existing facilities and services. A range of services and
facilities are already available in many communities, and workplace initia-
tives have found different ways of taking advantage of what already exists.
For example, FURNAS in Brazil, IBM in Hungary, the Royal Marsden in
the United Kingdom and BHEL in India were able to offer needed holiday
activities for workers’ children by identifying and entering into agreements
with existing community programmes. The staff of some workplace centres
have been able to improve their skills by attending training courses offered by
various government services and NGOs. To enrich the educational component
of the childcare programme at the Phra Pradaeng childcare centre in Thailand,
staff regularly attend government courses on child development.

® DPool resources. In a number of cases, enterprises and trade unions in zones
or geographical areas are coming together to work out collective solutions for
childcare and pool resources. The Peenya Industrial Area in India and the
Network of Nawanakhon Labour Unions in Thailand are key examples. In
France, the Aix-la-Duranne creche highlights how, in the context of govern-
ment incentives, partnership between small, medium and large enterprises
operating in an area brings mutual benefits, enabling small and large enter-
prises alike to benefit from economies of scale and to share the costs and risks.

Ensuring quality

Throughout the case studies, a common theme in the reactions of parents to the
childcare programme is their concern about the quality of the care that their chil-
dren are receiving. Their appreciation tends to be linked to how the programme
has affected their children’s development (for example, in childcare centres in the
Thailand cases and BMW South Africa) or how well their children have reacted (for
example, to emergency care at IBM Hungary or to summer camps at Hungarian
Post). Criticisms and lack of use of facilities are also often linked to quality issues
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such as training of staff or insufficient space. Attention to ensuring the quality of
any facilities offered to employees seems to pay off by encouraging use by employees.

The strategies used to ensure quality vary depending on the type of programme
involved. In the cases of support provided for use of community facilities, the facil-
ities may be pre-selected as in the case of FURNAS in Brazil, or the use of finan-
cial support may be restricted for use only with those providers that are registered,
as in France or the United Kingdom where there is a public registration system.

For on-site childcare centres, public institutions can help improve the quality
of workplace facilities through establishing national guidelines, providing cur-
ricula, undertaking inspections and providing training opportunities for staff.
Box 3.14 in section 3.6 provides some examples of how outside partners are
helping with training of staft of workplace childcare centres.

For workplace facilities, efforts to ensure quality have included:

® registering the centre with the appropriate national body;
® carcful selection of staff, in particular the director;

® appointment of childcare consultants to help with the design of the space,
recruitment of staff, monitoring of operations and linking to registering or
accrediting bodies;

® in-service training for staff;

® attention to stafl’s working conditions, including hours, wages, needs for pre-
dictable schedules and time off for their own family responsibilities; and

® cstablishing mechanisms for feedback from parents.

Monitoring the results and measuring the benefits

Monitoring the use of workplace measures by employees with children is im-
portant in order to be able to deal with shortcomings that discourage use and to
anticipate future use. For childcare centres where capacity tends to be fixed over a
long period, monitoring can be particularly important to ensure that the capacity
available is utilized and to understand any reasons for underutilization which can
threaten the financial sustainability of the facility.

Several of the workplace initiatives documented in Part II have builtin for-
malized mechanisms to monitor the use of programmes and encourage feedback.
Sometimes these are welfare committees or works councils as in France, which allow
partners to discuss concerns related to benefits or welfare programmes, but more often
they are advisory committees formed specifically to be consulted on the running of
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an on-site childcare centre (as at Melsetter Farm in South Africa, the Oswaldo
Cruz Foundation in Brazil and Infosys in India). Surveys of parents to get feedback
from users or find out why they are not using a workplace programme were rare.

Sometimes general worker satisfaction surveys can help situate the role of
the childcare programme within the range of benefits proposed by a company. For
example, at Natura in Brazil, where almost two-thirds of the workers are women,
surveys carried out by external auditors have regularly identified the company
créche as one of the best benefits offered by the company, partly because of the
quality of the centre.

Initiatives for childcare solutions are often started by a few motivated per-
sons, including typically a human resource manager or CEO, as noted in the case
of South Africa. When these people leave, the new managers may be less con-
vinced about the benefits of investing in childcare. Thus for the sustainability of
a programme, documenting the benefits can help to convince management of the
usefulness of a childcare programme. Such documentation would seem to be rare,
leaving programmes with little defence when faced with sceptical managers.

Communicating about the programme

Involvement of employee representatives in the development of the programme
not only helps ensure its usefulness but also facilitates later communication to
employees. If employees are going to use the facility, they must know it exists,
who is eligible and how it works. Rules need to be clear, and their implementation
transparent. Information related to guarantees concerning quality is also crucial
for parents in making their decisions. If the programme is meant to attract new
staff, it is important to mention it in recruitment notices and also provide details
in information for new recruits.

Moreover, many workplace initiatives can have complex rules and require-
ments, which may not be well understood, and therefore not fully used by workers.
In some cases, service providers, such as those providing vouchers or establishing
workplace creches, offer support in providing information for clients’ workers.

Meeting the costs
Quality childcare can be expensive. In workplace programmes, there are basically
three main contributors to paying costs: the parents, the employer and govern-

ment. The many examples throughout the book have illustrated diverse types of
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arrangements in different countries for sharing the cost of childcare among these
three actors.

In the many countries where parents must pay most of the cost of childcare
themselves, they are generally appreciative of any financial help from employers
through subsidies, negotiated discounts, tax-sheltered care expenses and so on.
In these types of programmes, the employer can decide on the amount of the
contribution, which may be little or considerable.

For workplace childcare centres, parents usually pay some part of the cost
(and sometimes most of the cost) and find this normal. Even the poor workers at
Red Lands Roses in Kenya, for example, seem to be quite willing to pay a small
fee for the company nursery, noting that it is much less than the cost of a young
maid, who may not be reliable.

Where the employer is required by legislation to provide childcare, eli-
gible parents (usually only mothers) typically do not pay fees. Also in some
cases, employers with workers on very low wages are charging no fee, such as
SOCFINAF in Kenya, while others prefer to charge at least a token amount.

Among the countries of focus in this book, any public support for work-
place childcare centres is a very small proportion of the cost (except for the inter-
enterprise créches in France). It should be noted however that public childcare
support paid directly to workers can also help subsidize the use of workplace pro-
grammes. But basically, it is the parents and the employer who pay most of the costs.

The cost of childcare is a major barrier to employer initiatives and also to use
by employees. For low-wage workers who cannot contribute much to the costs,
employers may be particularly reluctant to shoulder a cost which may be a sig-
nificant proportion of the worker’s salary. Making childcare more affordable may
often involve sacrifices on the quality. In the cases in Part II, most of the facilities
for low-wage workers are not of the same standard as those for highly skilled pro-
fessionals. Yet they seem to be useful for workers, and imposing high public stand-
ards concerning workplace facilities may not be in the interest of these workers.
At the same time, a certain minimum needs to be ensured. As discussed in sec-
tion 2.6, finding a reasonable balance between affordability and quality is a major
challenge, especially in contexts where resources are limited.

Expanding the possibilities
The search for examples of workplace programmes supporting childcare under-
taken for this book suggests that the range of examples is fairly limited. It was not

casy to find programmes other than the traditional workplace childcare centre
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nor was it easy to find examples that reached lower-income workers. Workplace
partners could be more innovative and expand the possibilities considered in the
search for workplace solutions to help with childcare.

® Beyond regular care for preschool children: Most workplace initiatives focus
primarily on regular care for children of preschool age. Preschool care is indeed
a pressing problem for workers in virtually every country. But care for school-
age children before and after school hours and during holidays can also pose
considerable logistic and financial problems for parents, as can back-up care for
emergencies. These other types of care needs tend to be overlooked despite the
difficulties they can pose for parents trying to focus on work priorities. IBM in
Hungary, for example, found that summer care during school holidays was the
top stressor that working parents wanted support for and the after-school care
available at Wipro in Bangalore is quite popular with parent employees.

Some initiatives, such as the childcare centre at the SNPE Le Bouchet in
France, provide supports that can be used for a wide range of childcare needs,
including preschool care, care during school holidays, and reserved places for
care in the case of emergencies. Other workplaces have partnered with com-
munity services to help workers find out-of-school care such as summer camps.
Chapter 4 provides details on programmes that are helping parents with out-
of-school care and emergency care.

® Beyond the workplace childcare centres: Most workplace initiatives fall
into one category — on-site childcare centres. Workplace centres are extremely
useful when workers need services for young children during their working
hours. But they are not the best solution in every situation (see table 4.2 at the
end of Chapter 4).

Other options for support may be better for addressing the needs of a
wider range of workers, providing workers with more flexibility or a greater
range of care services while being less costly and risky for the employer.
Beyond direct provision, many possibilities exist to provide childcare support
through linking to existing community facilities, providing financial sup-
ports (including taking advantage of existing government incentive schemes)
and assisting workers with information and resources on care options in the
community. By considering a wider range of solutions and “thinking out of
the box”, workplace partners may be able to better leverage the opportunities
and resources that already exist. The result could be a more cost-effective way
of providing workplace assistance for childcare to all employees who need it.

® Beyond high-income workers: Childcare support at the workplace is
more common in organizations such as banks, I'T companies or academic
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institutions that are concerned with retaining highly skilled employees than in
those where most workers are in lower-paid, less-skilled jobs. Yet the examples
of programmes for low-income workers in this book suggest that employer
gains can be considerable.

The experiences of the coffee and rose exporters in Kenya and the Nong
Nooch Botanical Garden in Thailand suggest tremendous returns on their
investments in childcare centres for rural agricultural workers in terms of
goodwill, productivity and lower absenteeism; workers would otherwise have
few desirable alternatives for childcare. Hungarian Post, where many workers
have low incomes, finds that workers greatly appreciate the good summer
camp programmes for their children (which they otherwise could not afford)
and views the camp benefit as an important means for bringing greater job
satisfaction to this group of workers. Similarly at BMW in South Africa, the
Early Learning Centres are seen as a means to help workers’ children have
a better start in life and part of fulfilling the company’s corporate social
responsibility.

To encourage workplace initiatives that benefit low-income workers, public
policies might specifically target employer incentives (tax credits or exemp-
tions, subsidies) at employees on low or minimum wages.

Within organizations, greater financial support is sometimes provided
to those workers with lower incomes, sometimes involving sliding scales for
a workplace centre as in the case of the inter-enterprise créeches in France.
Similarly, the Royal Marsden in the United Kingdom provides greater child-
care subsidies to its lower-income workers. And in Chile, the University of
Concepcidn provides kindergarten scholarships for the children of lower-paid
workers.

® Beyond mothers: Childcare benefits are sometimes reserved for female
employees — this seems to be particularly the case in countries where laws
require employers to provide childcare for their female employees. However,
even in these countries, some workplaces offer childcare benefits to fathers,
for example at the University of Concepcion in Chile, the Oswaldo Cruz
Foundation in Brazil, and in India, Bharat Heavy Electricals and Gokaldas
Images (which fall under the law) as well as Wipro, Infosys and the National
Centre for Biological Sciences. These companies thus explicitly recognize that
men also have childcare responsibilities and fathers interviewed for the case
studies expressed appreciation for these benefits. In all the other countries,
none of the workplace examples of childcare support was restricted to women
workers: both fathers and mothers were eligible and used the benefit.
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5.3 Lessons for employers’ and workers’ organizations

For the most part, the workplace examples in Part IT of this book involve individual
employers and show how they have taken measures for improving employees’
access to childcare. In a number of workplace examples, trade unions at enterprise
or sectoral levels were also instrumental in pushing for workplace support, often
through collective bargaining, or in some cases even providing childcare directly.
These examples show that efforts by workplace actors can make an important dif-
ference for working parents who are often struggling with their childcare needs.

At the national level, workers” and employers’ organizations could do more to
encourage and facilitate childcare initiatives, by influencing government policies
and programmes. This book has presented a number of examples to show the dif-
ferent ways that regional and national level employers’ and workers” organizations
have been promoting policies to help workers cope with their family responsibil-
ities and improve their access to childcare (see Chapter 3). Some of the ways that
workers’ and employers’ organizations (or sometimes associations or coalitions)
have been promoting childcare at regional and national levels include:

® cngaging in national policy debates;
mounting or supporting campaigns for policy changes;
setting up enterprise awards;

compiling good practices; and

providing tools, services, information.

The general impression is that in many countries, employers” and workers’
organizations could play a much stronger role, particularly through advocacy for
the improvement of public policies, including measures to improve community
childcare services and to encourage workplace assistance. Advocacy efforts seem
to be rare despite the fact that lack of childcare that is affordable, convenient and
of good quality is a problem that negatively affects both workers and employers
around the world. The workplace disruptions and the worker stress caused by
childcare inadequacies are too often perceived as resulting from personal prob-
lems of workers rather than from the organization of society and a lack of child-
care services.

Since childcare services have major implications for the welfare of workers
and of businesses, trade unions and employers’ organizations have every interest in
participating in policy debates and government consultations related to childcare
policy and provision, yet this is far from being the case in a number of countries.
With greater engagement of the social partners, public policies would be more
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realistic and take into account not only the needs of children but also those of
working parents and employers. By participating in national policy discussions,
workers’ and employers” organizations could stress the relevance of the childcare
issue not only for their members but more generally for the economy and the wel-
fare of workers.

While it is clear that access to childcare is a major problem for many working
parents, the answers to the problem are complex and constitute a major challenge
for governments, employers and workers. As this book shows, workplace initia-
tives have been very helpful in addressing the problems of some workers. However,
governments need to take the lead by integrating workers’ needs into childcare
policies and programmes and also by providing the enabling framework for col-
laboration with and technical support of workplace initiatives. The very existence
of workplace solutions for childcare points to the urgent need for more action and
better policies and measures that take greater account of the needs of working
parents.
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Brazil 6

Suyanna Linhales Barker!

National overview

As a result of social movements for women’s and workers’ rights, the provision of
childcare for working mothers during the breastfeeding period has been guaran-
teed in Brazilian law since 1988. Many of the companies falling under the legis-
lation prefer the option of providing a childcare subsidy rather than a workplace
creche, but the amount is often less than needed for quality childcare. There has
also been considerable public effort to provide preschool education for children
aged 4 to 6 years, although this operates on a half-day basis. Nevertheless, few
public facilities are available for children under age 3 or for primary schoolchildren,
whose school hours are just four hours per day, a situation that particularly poses
problems for poor families.

! Suyanna Linhales Barker is a psychologist and researcher specializing in the health effects of child
labour and in youth development and adolescent health policy. She holds a doctorate in public health. She
would like to thank Silvia Lacouth and Yvone Souza of Oswaldo Cruz Foundation, Ricardo Furlan of
Natura and Alcenir Portela of FURNAS for their collaboration. She would also like to express her apprecia-
tion to Marianna Olinger of Promundo and to Denise Maria Cesario and Tatiana Pardo of the Foundation
of the Toy Manufacturers’ Association—Abring for their important cooperation.
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Childcare and workers’ rights

The first workplace-based créche in Brazil was inaugurated in 1899 by the
Spinning and Fabrics Corcovado Company in Rio de Janeiro. Despite indus-
trialization in twentieth-century Brazil, which brought a considerable increase
in women’s labour force participation, the care of workers™ children was mostly
neglected. Often it was delegated to philanthropic entities whose main function
was to mitigate the poverty of the working classes. Only in the 1960s and 1970s
did creches come to be seen as a right for all, as a result of the women’s rights and
workers’ movements. However, given the political repression in the country, it was
only at the end of the 1980s, with the return of democracy, that legislation pro-
vided for childcare for working mothers during the breastfeeding period as part
of workers’ 1rights.2 Also since the 1980s, there has been a considerable increase
in the labour market participation of women aged 24 to 54 — the age group with
most young children — from 44 per cent in 1982 to almost 66 per cent in 2004.

Workers’ rights in Brazil are set out in the Consolidation of Labour Laws'

which affirm:
1) maternity leave of 120 days for women;
2) five days of paternity leave for men after the birth of a child;

3) that any company with 30 or more women over 16 years of age must have an
appropriate place for employees to place their children during the period of
breastfeeding. The text does not specify the duration of this period, and states
that the firm itself can offer this space or can provide it via subcontracted

nurseries;

4) that creches available to companies through such an agreement should be close
to the workplace;

5) that until a child is 6 months old, female workers are entitled to two paid breast-
feeding periods of half an hour each during the working day. When the health

of the child necessitates it, the period can be extended beyond six months; and

6) a company that has no daycare or other arrangement can adopt the system of
daycare reimbursement for payment of institutional or other forms of child-
care, chosen by the worker. Periods and values are stipulated in collective bar-
gaining agreements.

* Joia, 2008.
> De Mello et al., 2006, table 1.
* Carrion, 1997.
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It is important to note that workplace initiatives serve only a small number of
relatively privileged families in Brazil. In 2007, only 2 per cent of 120 companies
with industrial plants had a créche or childcare centre in their workplace.” The
same survey also found that most employers prefer to provide daycare vouchers,
which normally cover only part of the cost spent on childcare by workers. The
solution for many workers in the formal labour market is to pay private créches or
to employ domestic servants in their homes to care for their children while they
are at work.

The payment of daycare reimbursement has been the most recurrent means
used by Brazilian companies to comply with labour laws, which require every com-
pany without an on-site créche to adopt a system of reimbursement for the pay-
ment of private daycare or another method of providing for childcare for workers.
The amount of this reimbursement is a non-taxable benefit for employees; its dur-
ation and amount are set by a collective agreement between the employer and the
trade unions. Some companies with workplace creches also provide reimburse-
ment if there is no room for an employee’s child.

Legislation initially focused on the need for working mothers to breastfeed
babies and to have creches in or near the workplace for this purpose. However,
some companies are going well beyond the legal requirements by agreeing to pro-
visions for children well beyond the breastfeeding stage and by offering the benefit
to male as well as female employees, as seen in the first case which follows. Unions
have played an important role in ensuring these additional rights.

In some settings, agreements may ensure childcare reimbursement for
children up to 6 years of age, while in other settings they provide daycare only
for children up to 2 years of age. However, in many cases, this benefit is provided
without a careful planning process and in many collective agreements this benefit
is more a matter of form — for example, employers may pay only a minimal amount
(around US$50 per month), which is not enough to secure quality daycare. A
review of collective bargaining agreements in Brazil between 1996 and 2000
found that childcare is relatively low on the list of agreements; only 11 per cent of
the clauses in collective agreements included childcare.’

The institution responsible for ensuring the implementation of childcare
agreements is the Ministry of Labour and Employment, through its Inspection
Sector. In the case of non-compliance, the company is given a warning and a time-
frame to achieve compliance.

® Hewitt Associates, 2007. Survey of worker benefits. See htep://www.hewittassociates.com
(16 June 2009].
¢ Brazil, Departamento Intersindical de Estatistica e Estudos Socioeconémico, 2003.
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Many workers do not benefit from the childcare legislation. Changes in the
structure of the labour force have led to diminishing benefits for workers who, in
their collective agreements, are not able to negotiate for their full rights, including
créches in the workplace, as was seen above.” Brazil is currently facing a consider-
able loss of jobs in manufacturing and is also seeing a growth in women’s labour
force participation in the service sector. Women now represent approximately
45 per cent of the total labour force in the country.’

Given that manufacturing jobs were mostly men’s employment, this loss of
jobs in manufacturing has in some cases meant that men are more likely to be
unemployed, or see wage losses. As a result, there has been an increase in house-
holds where women are the primary or sole providers.

About half of the active workforce in the country is in informal employ-
ment, where social security and legislated benefits do not extend.’ Employment
figures confirm that, in recent years, there has been a considerable increase in
the proportion of men and women working in the informal economy, as a result
of the restructuring of production processes caused by the neoliberal economic
organization in the country (and worldwide). Thus work is taking forms that are
not protected by labour laws, and collective agreements are applied only to the
category of workers who negotiated the agreement, leaving behind the majority
of workers.

In some countries, the legal provision of creches for women workers has
meant that employers sometimes avoid hiring the number of women which would
require providing a creche; however, in Brazil, this has not been the case. Because
the cost in Brazil of providing daycare has been minimal (compared with the cost
of other benefits), having childcare benefits does not seem to have had a negative
impact on the hiring of women.

Public policies and provision of childcare

Increasingly, the creche is being seen as more than a question of women’s rights
and workers’ rights to have care for their children but also as part of children’s
rights to quality early childhood education. This combination of the labour
rights and children’s rights movements has pressured policy-makers to assume

7 Sorj, 2004.

* Instituto de Pesquisa Econdmica Aplicada (IPEA), http://www.ipea.gov.br/sites/000/2/boletim_
mercado_de_trabalho/mt32/03_anexo_Populacao.pdf [11 June 2009].

* De Mello et al., 2006.
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responsibility for providing healthy spaces and quality education for all children
up to 6 years old in Brazil. Children’s rights legislation passed in 1990 states that
all children under the age of 6 should have access to publicly funded (but not nec-
essarily publicly provided) daycare. The implementation of this law has been the
focus of much advocacy in early childhood education - that is, secking to ensure
that, in fact, children under 6 have such services.'

In Brazil, daycare centres serve children from 0 to 3 years old and preschool
children from 4 to 6 years old (although in 2007, the primary school age was low-
ered to age 6). Some private centres may take older children. In 2006, 15.5 per
cent of children up to 3 years of age were attending créches or daycare around the
country." It is important to keep in mind that most of these daycare centres are
not workplace based, and that this number includes both children from middle-
and upper-income families who pay for private daycare, as well as community-
based or public daycare centres, which primarily service lower-income families. In
total, Brazil has 28,055 daycare centres; 48 per cent of them are private. A report
of a UNESCO visit to a public daycare centre in a slum of Rio de Janeiro notes
that there is a long waiting list of children for whom there is no place. “In response
to poor working parents’ desperate need for childcare, a number of small for-profit
centres have sprung up, whose quality cannot be warranted.”"*

Access to kindergartens and preschools is higher, and although still lim-
ited, reflects a considerable public effort. In 2002/2003, national data confirmed
that 26 per cent of 4-year-olds, 54 per cent of 5-year-olds and 67.1 per cent of
6-year-olds were enrolled in preschool.” It is estimated that 72 per cent of pre-
schools are public."* Public preschools are free of charge for parents and operate
for three hours per day.

For children who are not enrolled in daycare centres or are in preschool with
hours that do not cover parents’ working time, families have three possible strategies:

1) Employing a domestic worker: Many better-off families employ domestic
workers whose work includes childcare. In Brazil, according to data for 2005,
there are about 6.6 million people in domestic work, of whom 93.4 per cent are

'® Public education in Brazil is decentralized. It is funded by a mixture of federal, municipal and state
government funds, with municipalities responsible for implementing preschool and primary education, and
state and federal governments running secondary schools.

! Instituto Brasileiro de Geografia e Estatistica (IBGE), Pesquisa National por Amostra de Domicilios
2006, Table 2.4. ftp://ftp.ibge.gov.br/Indicadores_Sociais/Sintese_de_Indicadores_Sociais_2007/Tabelas
(select Educacao.zip) [9 June 2009].

> UNESCO and OECD, 2007.

* UNESCO, IBE, 2006a.

* Ibid.
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girls or women. Of these, 55 per cent are black. Of all the women who work
in the country, 17 per cent are domestic workers.”> There is also a problem of
child domestic workers. Brazil has an estimated 500,000 children and adoles-
cents between the ages of 5 and 17 who work as domestic workers in family
homes; the majority are girls, most of whom are Afro-Brazilian."®

2) Relying on the extended family or older children: In low-income families,
as has been confirmed in child labour studies in Brazil, daughters may provide
childcare along with other domestic work in their own homes, replacing their
parents during the work day.

3) Paying a mde-crecheira: These are women who take children into their
home, sometimes caring for several children at a time. There is no quantitative
research on this group and their number is not known.

Even when children start school at age 6, the childcare problems of parents do
not end. Public and private schooling in Brazil is only four hours per day (cither
8.00 to 12.00 in the morning or 1.00 to 5.00 in the afternoon); thus working
parents also have to consider before- or after-school alternatives for their children
over the age of 6. Since few public schools offer a full day of activities, children
either have to be picked up by someone at 12.00 or taken to school at around
1.00 by someone. The vast majority of low-income parents rely on informal care
and informal activities for their school-age children before or after school hours.

Workers in formal employment in commerce and industry may have access
to after-school or holiday activities for their school-age children through social
service organizations for workers and their families. Since 1966, industries are
legally bound to contribute 1.5 per cent of their payroll to SESI (Servigo Social
da Industria), which runs a wide variety of programmes in health, education