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Foreword

Malta's membership in the European Union has browgh it a number of challenges to the

country particularly those related to the labourket The European Union has set itself the
target to raise its employment rate to 70% by 281@ that of women to 60%. Malta too has
committed itself to raise its employment rate t&&%Tvhich currently stands at a low 53.7%.

It has also bound itself to raise the female emplent rate to 41%. This is considered by
many as a major challenge for Malta since for ldegades the employment participation of
women has been low. In Malta, women's role has lpginarily tied to the home and the

care of children. This is also reflected in theyvgacial institutions, until recently, used to

view women's position in the family. Women werasidered to be solely dependent on their
husbands and were required to leave employment oaoriage to take care of the home and
children.

The above challenges have led the Employment anidiigaCorporation to involve itself
directly in the issue of facilitating women's eninyo the labour market. As Malta's public
employment service, ETC is responsible of helpihgphseekers, including women, to obtain
a job and be able to retain it even if this entiits provision of adequate training.

As a result the ETC took the initiative to launchesies of gender equality plans in order to
help it obtain better results in the field of gendguality in employment. The action plans
comprised various initiatives from information camgns to training sessions covering
gender issues. The principal aim of all measustsd in the plans was to raise awareness on
gender equality in employment and to encouragevéi®us stakeholders to provide more
and better work opportunities to females.

The results obtained so far are quite encouragimpre individuals are aware about the

importance of increasing female participation ia thorkforce. Moreover a series of policies

and measures were introduced by government sutchoas covering childcare, taxes and

national insurance contributions in order to enagar more women to eventually take up

employment. Initiatives have also been launchegrijate agencies such as the setting up of
childcare centres by private firms and entities.

ETC was also directly involved in the drafting ofetHirst National Action Plan for
Employment 2004. The ETC ensured that the Plan windidide a series of actions that
target the raising of the female employment rafeeasures comprised changes in tax rates, a
tax holiday for inactive women who decided to retuo the labour market and the
introduction of childcare regulations and a childcaubsidy. It is to ETC's satisfaction to
note that government has introduced all three measu

This scenario has led the Corporation to condustudy among women to study women's

motivation towards work and what conditions woulitteurage them to start or continue

working. The results of this study show that angigant number of women are interested to

take up work, however a number of conditions nedoktaddressed if women are to enter and
remain in the labour force.

ETC hopes that the findings of this study will aspalicy makers and all those interested in
the subject to obtain a better picture of Maltesmemen's work aspirations and to devise
relevant and effective policies and strategies.

Michael Balzan
Chairman
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Executive Summary

Women's labour market participation is charactdrisy a number of features. The
percentage of women workers tends to be lower thah of men. In certain European
countries including Malta women's employment rateds to be significantly low. This

difference tends to be more marked with age whaoe ¢they reach childbearing age, women
start leaving the labour market.

In order to be able to combine work and family mspbilities a significant number of

women tend to opt for part-time employment. Indéetimajority of workers who have part-
time work as their primary employment are women.turn studies show that part-time work
is characterised by unfavourable working condititarsworkers including low prospects for

career advancement.

Meanwhile apart from low labour market participatiowvomen's employment is also
characterised by a certain degree of segrega#osignificant number of women tend to be
employed in the public sector, they tend to be eygd in stereotypically female occupations
such as clerks, nurses and teachers while few imdrigh ranking jobs.

When faced with such a situation countries tenddopt different policies and programmes
with respect to the labour market participatiorfeshales. Four such mechanisms as outlined
by Hakim (2004) would be ideological reform; legisbn; fiscal policy; and institutional
change. Lewis (1992) outlines three main statecidlj the 'strong’, 'modified' and 'weak'
male breadwinner policy frameworks which can eithehibit or encourage female
participation. However, as explained by Fagan {306espite these models a great deal of
variation exists between countries and there isclear cut solution as to which policies
correlate positively with higher labour market papation by women.

The European Union has tried to increase femaleulatmarket participation among European
countries by introducing legislation that promogesider equality at the workplace followed
by gender equality strategies. It has also sgetarto raise female employment. The present
target establishes the attainment of 60% employmagatfor females. Other targets include
the provision of childcare which by 2010 should @90% of children between three years
old and the mandatory school age and at least 33%ildren under three years of age.

In Malta female labour market participation islsiilw when compared to other European
countries. Women’s employment rate in Malta culgestands at a low 32.8%. Policies in
Malta in this regard are relatively recent. Lediska pertaining to gender equality at the
workplace and the provision of family-friendly pisions has been enacted in 2002 and 2003.
Policies that attract more women workers to thelmbmarket as suggested in the National
Action Plan for Employment 2004 such as tax ina@#tiand the introduction of childcare
regulations have been enacted these past two yddmsse initiatives were accompanied by
various strategies adopted by bodies such as th@odgment and Training Corporation and
the National Commission for the Promotion for Edyab encourage more women to take up
employment. It is still early to assess whethethsinitiatives had a positive impact on
women's participation in the labour market.

The above considerations have led the EmploymemtTaaining Corporation to investigate

women’s motivation to work as well as the condiidhat would encourage them to obtain a
job or remain working. The study comprised thaultssof three surveys conducted among
employed, registered unemployed and inactive wom8amples of employed and inactive
women were derived from the Labour Force Survey st random sample of registered
unemployed women was derived from administratieergs held by the ETC.



Findings of this study suggest that a significanmmber of Maltese women hold positive
views in relation to working. The absolute majoritl employed women and unemployed
women wish to continue working in the future orstart working respectively. On the other
hand almost half of the inactive women were intex@$o take up a job. The latter result may
be attributed to the inactive women's age sincigi@ifeant number were older women who
stated that they were not interested in joiningvtioekforce.

When presented with a number of conditions thatldvemcourage them to start working or
retain their job, women tended to prefer a comlmabf family-friendly measures, fiscal
arrangements as well as good working conditionemé of the arrangements preferred by
women include family-friendly hours of work, theopision of parental leave and the
possibility to work from home. They also wished # good pay and the possibility for
promotion. Unemployed women mentioned specifictilt they prefer work that is different
from their previous job. As regards fiscal measwe@men gave high ratings to the lowering
of national insurance contributions and a systemewke tax rate of their husband is not
affected once they decide to start working.

An analysis of women's characteristics tended toficn patterns outlined above where
employed and unemployed women who participatech@n durveys tended to be younger,
mostly single, had fewer children and had corredpan higher levels of education than

inactive women. Most employed women worked in demstereotyped jobs as clerks
followed by professionals and associate professsoaad then plant and machine operators.
They mostly worked in the education, health and ufesturing sectors. A significant

number of non-employed women used to work as ptam machine operators in the
manufacturing sector reflecting women's vulnerablaployment situation in times of

restructuring.

The most significant reason apart from redundapncyéving a career break as mentioned by
women participating in this study is that tied tarmmiage and childbirth. Maltese women are
still considered as the principal home carers and they feel obliged to stop their careers in
order to take care of their children and home fabit few women mentioned using childcare
in the past. However, more women (particularlyygones) mentioned that they intended to
use childcare in the future. This figure could dre the increase, especially in light of
subsequent studies such as the one conducted BTthén 2007 where higher figures were
reported of individuals considering making use lufdcare facilities.

A number of factors need to be addressed in oaleohtinue raising female labour market
participation in Malta. As outlined by the womdmeinselves, a holistic approach is required
that takes into account the various factors thay mmapinge on women's labour market
participation.  Policy recommendations outlined tys study include the provision,
monitoring and extension of current family-friendheasures together with the monitoring of
childcare regulations and standards. It also sstggbe improvement of working conditions
of part-time workers, better vocational guidancgdang females, better working conditions
to female employees in terms of career advanceagewell as fiscal measures that encourage
both parents with young children to take up emplegtn



Chapter 1: Introduction

Maltese women'’s participation in the labour markas been at the forefront for quite some
time now. Women’'s employment rate in Malta staatisa low 32.8%, the lowest when
compared to the rates of other European countiiéss situation has remained stable for the
past few years.

Women's full participation in the labour marketiisportant for a number of reasons. Their
participation could help them attain better qualitfy life both for themselves and their
families. This is particularly relevant to lone thers who are the sole breadwinners.
Women who work become more independent and fuffill®y having a job women would
acquire both financial independence as well asm®htheir skills and personal development.
The skills of women are also of great benefit @ khaltese economy in general particularly at
this stage when the Maltese working population lsvly shrinking and the number of
persons of pension age is increasing drasticalfywomen decide not to work their skills
would be wasted. In this respect one also hasmasider the lost returns of education. For
the past few years the number of Maltese womenugited has been on the increase.
However, if a large majority of women graduates ot to continue with their careers and
leave the labour market entirely, the degree oftevésr the economy in general would be
greater.

The above considerations have led the EmploymemtTaaining Corporation to investigate
women’s motivation to work as well as the conditidhat would encourage them to obtain a
job or remain working. This study seeks to analybether women wish to work or remain
in employment and whether they have the same défittowards work. Once a clear picture
of women’s work aspirations is obtained, the stadgesses, from the point of view of the
women themselves, what would be the best policiesnaeasures that would encourage them
to take up work or continue working in the futur&/omen were presented with a set of
measures covering both fiscal and other policiet s those falling under work-life balance
to state which would be the most helpful for thelrew deciding to opt for employment.

As outlined in ETC's first Gender Equality Actionanl 2003-2004, the Corporation is
committed at enabling more female labour marketigpation. ETC believes that women
should have equal access to employment opportanige men, be provided with decent
working conditions, enjoy rewards for work of equalue and be able to balance one’s work
with one’s family responsibilities. ETC believdsat policies and measures in favour of
women’s employment would somewhat encourage thosmem who wish to stay in
employment. Measures such as flexible working esdliced hours timetables, parental
leave, high quality childcare services and fiscalentives to name a few may provide the
right amount of flexibility to parents when trying find a balance between work and family
life.

This report is mainly divided into three main cheapt The following chapter provides

information on the employment situation of womennadl as policy responses by European
countries including Malta in favour of women'’s lalvanarket participation. The chapter also
outlines the scope and methodology used in thisareb study. Chapter Three presents
findings of the research conducted by the Corpon&iResearch and Development Division
among employed, unemployed and inactive women. diff@$ cover issues such as the
similarities and differences between the persorwracteristics of the three groups of
women, their motivation to work, their preferrednddions that would help them start

working or retain their job as well as their useabildcare services. In Chapter Four a
number of possible recommendations based on tlinfje of the study are presented for



discussion. The recommendations are intended  itrgdrove policies and strategies that
target women'’s employment situation.

10



Chapter 2: Women and Work

The aim of this study is to explore the aspiratimfsMaltese women with regard to
employment. The issue is believed to require atieriioth in terms of equal opportunities to
the labour market as well as the need to raiseethployment rate and to ensure a full
utilisation of the potential of the Maltese labsuipply. While there has been a great increase
in the uptake of post-secondary and tertiary edoicaty women over recent decades, the
female employment rate currently stands at 32.88hich is the lowest rate in the European
Union. While this is explicable in terms of sociahd historical factors, it is believed
important to make it easier for women wishing torkya@o be able to access, retain and
progress within employment.

The employment situation of women in Europe

Women'’s labour market participation in the Europ&lmion has been on the increase. Data
for the period 1997 to 2004 reveals that in the Beam Union the employment rates of
women increased more than men’s (refer to chartAL}.6% increase was registered in the
women’s employment rate whereas the rate for mereased by a mere 0.7% during the
period in question.

Chart 1: EU employment rates by gender, 1997-2004

—e— Total —m— Men Women
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Source: Employment in Europe 2005, European Commission

With respect to Malta, data collected by the Lalfeorce Survey registered a decrease in the
employment rates of both men and women. Despite dbntraction, the rate for women
contracted at a slightly lower rate than that ohm&/omen’s employment rate in December
2000 stood at 33.1% while in December 2005 thestated at 32.8% or 0.3 percentage points
lower. On the other hand the rate for men decrkhygel.7% from 75.8% in 2000 to 74.1%
in 2005.

The gap between the employment rates of women adiswvery high when compared to
that of other European Union countries. In 2004 difeerence for Malta stood at 42.4
percentage points while for all EU Member Statewvals much lower and stood at 15.2
percentage points (European Commission 2005a).
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This difference becomes more marked with age. #tdvifemale participation in the labour
market decreases with age particularly when wortan eaching childbearing age (refer to
chart 1). In other EU countries women tend totopemain in the labour market much more
than Maltese women. However, gaps in employmetdsratill exist even in other EU
countries particularly in the 20 to 40 age grouBesearch by the European Foundation
reveals (2002) that there is a significant gaghaseémployment rates of women and men who
are in this age bracket compared to that registenedther age groups. As a result as middle
age approaches almost all men are in paid work {¥0%oover a third of women are not.

Chart 2: Age distribution of total employed personsby gender in Malta, 2005
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Source: Labour Force Survey December 2005, NatiBtaistics Office, Malta

The most common reason cited by women for leavitgglébour market is usually tied to

domestic responsibilities. Greater involvementhe tare of children and elderly relatives,
and domestic responsibilities, result in lower féar@articipation rates in most EU countries.
As outlined by Fagan (2001) when couples have digrgrchildren the woman is less likely
to work or work on a full-time basis. Various dies reveal that women with younger
children tend to dedicate more hours to childcar@ @omestic work than men and women
with older children or none at all (Hakim 2004; OQB@001). Countries with strong support
infrastructures (such as care services and moreahutsponsibility for care and domestic
work in the home) have lower employment rate défdials. In 2003, for example, in

Sweden the employment rate of women aged betweem@%4 years of age stood at 80.9%
or 12.4 percentage points higher than the EU aeerafys to the overall difference in the

employment rates of men and women in Sweden tluiedstt a low 3.1% (European

Commission 2005a).

The need for women to achieve a balance betweekingplife and home life may be partly
reflected in the high proportion of women who aptwork on a part-time basis. In the EU
the rate of women working on a part-time basis pigysignificantly higher than that of men
(refer to chart 3). Similarly in Malta 19.3% of played women work on a part-time basis
compared to only 4.1% of men (European Commissiod52). The figure for Malta is
relatively low when compared to the EU standard, éx@w it is in line with that of other
Mediterranean countries such as Italy and Spain.

An analysis of women'’s total employment rates aad-fime rates across all EU countries

shows that in countries with high female employmeates there is not always a high
incidence of part-time work (refer to chart 4). éwtlined previously, women'’s participation

12
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in the labour market is the result of a combinatidrfactors and not only the provision of
part-time work arrangements. Figure 1 referslistaf factors outlined by Fagan (2001) that
may act as disincentives or deterrents to womearSgipation. Fagan argues, “state policies
play a major role in explaining international difaces in women’s employment patterns”
(p.63).

Chart 3: Part-time employment (% of total employmert) in the EU and Malta, 2004
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Chart 4: Total and part-time women employment ratesby country, 2004
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Figure 1: Main factors that influence societal elifinces in the labour supply of mothers

Childcare availability as an alternative to mothersproviding childcare
e The extent of state provision or subsidies
*  The availability and price of childcare servicesha market
*  The availability of family members and informal wetks to help with childcare

The compatibility of the organisation of working time with care responsibilities
* Regulations on the length of full-time hours (staty and collective agreements)
*  Entitlements to work reduced full-time or part-tifmeurs (statutory and collective agreements)
*  The amount and type of part-time jobs in the econ@megulations and employers’ policies)
* The amount and type of other working time patt¢ragulations and employers’ policies)

The financial feasibility (or necessity) of a ‘maléreadwinner’ arrangement
* Financial transfers through state fiscal policied aocial protection systems to ‘male breadwinniers’
support non-employed partners, and/or to non-engglayothers (including lone parents)
Marginal tax rates on earnings (including earnialgiied loss of social benefits)
Men’s wage levels in the case of couple households
Women’s wage levels
Unemployment levels

Social norms concerning maternal employment
*  Whether or not it is common practice for women wittung children to be employed, and whether full
time or part-time employment is acceptable.

Source: Fagan, 2001

Another statistic of interest related to the isefidomestic and childcare responsibilities and
women’s employment rates, is the number of birtes thousand full time female workers
(National Statistics Office 2004). As may be seertable 1, in Malta, over the past eight
years this figure has fallen from 0.15 in 1994 td00in 2002. Similarly the fertility rate for
Malta has also been on the decrease. Wherea®ihthe rate stood at 2.06 in 2005 the rate
went down to 1.37. Whether and to what extentiasion to have children is influenced by
the degree to which conditions enable a work-ld&hce is a much-debated question.

A recent study by the European Foundation for thprawvement of Living and Working
Conditions (Fahey and Speder 2004) based on thepEan Commission’s Eurobarometer
Survey looks at the family size ideals of womenddferent ages across Europe (EU15,
AC10, CC3). The data for Malta indicate that thealdnumber of children that Maltese
women under 35 would like is 1.85, the lowest lart Romania (1.85) and Austria (1.75).
Also, the discrepancy between the ideal numbehidflien among women aged 55 and over,
and those aged under 35, is high in Malta (onlpassed by Ireland, Cyprus and Greece).
This difference indicates a relatively rapid charigethe fertility aspirations of Maltese
women. Table 2 reproduces data for a few Europeantdes as well as the averages.

While fertility behaviour is freely chosen and bagathe scope of government intervention,
in a number of countries it appears to be the ttaethe growth of initiatives to assist women
and men to balance work and family life is posiiveorrelated to a rise in fertility. The
study by the European Foundation suggests “in aafsedatively high total fertility rate there
is support for ‘flexible working hours’ and to soraetent, ‘childcare arrangements™ (p. 77).

14



Table 1: Births per 1000 female workers

Year Births per thousand female
workers ratio
1994 0.15
1995 0.13
1996 0.14
1997 0.13
1998 0.12
1999 0.11
2000 0.11
2001 0.10
2002 0.10

Source: National Statistics Office, 2004

Table 2: Fertility ideals, women below 35 and wonoger 55

Country Under 35 55 and over Difference
Austria 1.72 241 -0.69
Belgium 2.19 2.42 -0.23
Cyprus 2.52 3.77 -1.25
France 2.56 2.46 -0.10
Greece 2.28 3.03 -0.75
Ireland 2.58 3.68 -1.1
Italy 2.12 2.63 -0.51
Malta 1.85 2.58 -0.73
Poland 2.14 2.63 -0.49
Romania 1.85 2.33 -0.48
Spain 2.07 2.6 -0.53
Sweden 2.44 2.51 -0.07
UK 2.44 2.67 -0.23
Averages: EU15+AC10+CC3 2.14 2.47 -0.33

Source: Fahey and Speder, 2004

Differences in the labour market position of wonaem men also exist by occupation, sector
and position held. First, a significant proportmiwomen tend to be employed in the public
sector. While less true than of Scandinavian aies)tthe Labour Force Survey of December
2005 shows that in Malta 26.5% of employed womemewangaged with the public sector
compared to 17.9% of employed men A similar situaexists in the EU where 32% of
women work in the public sector (European Founda®002). The percentage for men
stands at 19%.

Second, more women than men tend to be employdtinvifie service sector, particularly in
those areas that are care-related. These inclugsgoh, health and social work as well as
other service-related activities such as salesopat and service activities. Men predominate
more in sectors such as construction, electrigag and water supply and transport (refer to
table 3).

Third, women tend to be employed in stereotypicédiynale occupations such as clerks and
secretaries, medical doctors, teachers and nurdesDecember 2004 the proportion of

Maltese employed women was highest in the followaagegories: clerks, professionals,

technicians and associate professionals followedabgs and service workers (refer to table
4). Fewer women were employed in the armed forasslegislators, managers or senior
officials, skilled agricultural workers or craftsowkers. Since the education and health
sectors are those that employ a significant nurnbaromen, one can easily assume that most

15



women professionals, technicians and associateegsioials refer to women teachers,

medical doctors and nurses.

Table 3: Economic activity of total employed persbggender

Economic activity Males Males % | Females | Females % Total Total %
Agriculture, hunting and forestry 2804 96.2 111 3.8 2,915 100.0
Fishing 533 100.0 0 0.0 533 100.0
Mining and quarrying 491 100.0 0 0.0 491 100.p
Manufacturing 21,730 79.6 5,565 20.4 27,294 1000
Electricity, gas and water supply 2,985 90.6 309 4 9. 3,294 100.0
Construction 12,456 97.8 283 2.2 12,739 100}0
\Wholesale and retail trade, repairs 14,368 68.p 69%,7 32.0 21,133 100.0
Hotels and restaurants 7,906 60.7 5,111 39.3 13,017 100.0
Transport, storage and communication 9,986 83,3 9961, 16.7 11,982 100.0
Financial intermediation 3,122 514 2953 48.6 6,073 100.0
Real estate, renting and business activities 5901 71.3 2,375 28.7 8,276 100.0
Public admin. and defence: compulsory

social security 8,771 76.9 2,634 23.1 11,401 100{0
Education 3,854 34.8 7,225 65.2 11,079 100J0
Health and social work 4,954 46.8 5,625 53.2 10,579 100.0
Other community, social and personal

service activities 3,651 50.5 3579 49.5 7,230 100.4
Private households with employed persons 0 0. 0 0 0, 0 0.0
Extra-territorial organisations and bodies 186 @00 0 0.0 186 100.0
Total 103,698 70.0 44,531 30.0 148,229 100.p
Source: Labour Force Survey December 2005

Y - under-represented

Table 4: Main occupation of total employed persongender

Occupation Males Males % | Females | Females % Total Total %
Armed forces 1,173" 100.0 0 0.0 1,173" 100.0
Legislators, senior officials and managels 10,199 6.97 3,068 23.1 13,267 100.0
Professionals 9,448 58.4 6,739 41.6 16,187 100}0
Technicians and associate professionals 14,723 67,0 7,252 33.0 21,975 100.0
Clerks 6,934 40.9 10,031 59.1 16,965 100.p
Service workers and shop and sales workeis3,088 56.7 9,976 43.3 23,064 100.(
Skilled agricultural and fishery workers 2,914 100. 0 0.0 2,914 100.0
Craft and related trades workers 19,81 98.7 263" 1.3 20,080 100.0
Plant and machine operators and assemblet4,234 77.0 3,363 23.0 14,597 100.(
Elementary occupations 14,168 78.7 3,839 21.8 0r8,0 100.0
Total 103,698 70.0 44,531 30.0 148,229 100.9

Source: Labour Force Survey December 2005

Y - under-represented

Apart from showing a certain degree of occupaticsegregation among the sexes, these
figures also reveal that despite the rise in thenber of women professionals registered
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during the past years, few women are managing tairolhigh status and managerial posts.
Despite the increasing number of women who contiteér studies at post-secondary and
tertiary levels, women are still finding it diffituto break the ‘glass ceiling’. As shown in
table 3 only 23.1% of Maltese women are working legislators, senior officials and
managers. This pattern is very similar to thanfbin other EU countries where vertical and
horizontal segregation by gender in occupations sewalors is still one of the factors that
characterises women’s employment in Europe (Euro@sanmission 2004a).

Moreover differences also tend to exist in waged fawomen and men. Women tend to be
paid lower wages than men working in similar ocdigres. Currently the average gender pay
gap for all EU countries stands at 16% (European i@ission 2004a). In 2005 the pay gap
in Malta stood much lower — at 4.4% (National Stats Office 2005). Various factors have
been identified to explain differences in wageshede include: age, family situation and
number of children, educational attainment and llegareer interruptions, job security,

contract type, working time and contract statusf@s (in particular, the private and public
sector), occupation, firm size and gender concgatréEuropean Commission 2002).

Finally, women’s vulnerable employment situation asso reflected in differences in
unemployment and activity rates. Women tend tecegepce higher unemployment rates than
men in general. In the EU in 2004 the gap stood.htpercentage points. The figure for
Malta for the same period stood at 1.4% (Europeami@ission 2005). Women seem to be
more vulnerable to unemployment and economic iadgtparticularly women with a low
level of education and older women.

The differences highlighted above in the employngation of women and men have led
countries, particularly EU Member States, to pramiirther the need for equality between
men and women in employment. Targets and policee tbeen set to encourage more
women to remain working and achieve better woritilance.

Policy responses to the employment of women

Women'’s participation in the labour market is cdesed important for many reasons. There
is the social argument for equal opportunitiesulilfing work, a return on one’s educational
investment and to financial independence. Thesadsis the economic argument for a greater
labour supply and higher employment rates in viefwtilee need to raise productivity.
Furthermore, demographic change such as the agéitige population and the challenge to
the sustainability of welfare requires that thga of workers to pensioners be increased.

Countries differ in the policy approaches, and paaogne instruments, which affect female
employment. A range of programme instruments hlagen introduced to raise female
employment rates. Hakim (2004) describes four smelchanisms: ideological reform and
moral exhortation; legislation; fiscal policy; aimstitutional change. These are not mutually
exclusive.

Ideological reformand moral exhortationusually involve government campaigns that
influence citizens’ behaviour including women’s &an to take up work. Hakim cites the
example of government campaigns during the SecooddWVar that encouraged women to
take up work previously done by men and then tleelagy of domesticity that was revived
after the war. Another example of effective idgital reform is China’s one child per
couple policy. Hakim states that by 1993, fouthif of men and women in Beijing accepted
to have only one child.

Legislation is another method by which states introduce psdidhat influence citizens’
behaviour in particular women’s entry in the laboarket. This method is particularly used
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by the European Union where legislation prohibitisgx discrimination and promoting
equality between men and women is common for allNEtinber States. Gender equality
legislation would usually cover areas such as ttmmption of equality at the workplace,
health and safety regulations and minimum standamdemployment contracts. After
introducing such legislation, countries would haweset up systems that implement and
enforce the laws. Usually bodies such as Equal o@ppity Commissions and
ombudspersons are put in place to check that laesadhered to. However, as noted by
Hakim, in the European Union for example, therenigch variation across countries when it
comes to the implementation of legislation. Ndt @untries have bodies charged with
enforcing equal opportunities laws. Moreover e blso tends to be interpreted differently
due to the broad nature of equality laws in general

States also tend to opt for a numbefis€al policiesin order to encourage more women to
enter the labour market. Fiscal policies wouldalisuinvolve the alteration of tax and benefit
rules that influence the net income earned by arigoth partners in a couple. For example
couples may be taxed separately or jointly whilediiégs and allowances may be transferable
or not from one partner to another. As outlinedHBakim some countries such as Britain
require that a person has a certain work recordtlaatdhe/she has a number of contributions
for him/her to be eligible for a pension while athas in Japan allow wives to benefit from
their husband’s work record. It is unclear whetfiscal policies have a direct impact on
women’s employment rates and other decisions swucHedility and family formation.
Moreover some fiscal policies such as homecaravalhoes tend to be controversial due to
spill over effects such as the reduction of yourmgn&n’s employment rates.

Studies carried out by OECD (2001) reveal thatdhleas been a general trend towards
separate taxation across OECD countries. By 1989afew countries, such as the United
States, Portugal, Poland, Ireland, Germany andayiplovided the option for joint taxation.
Generally separate taxation systems tend to imgseater incentive for partners of already-
employed people to work than family-based taxatiblowever, the existence of family-based
tax reliefs and benefits for families with childratso influence partners’ decision to take up
work irrespective of the type of taxation systeno@ed in the country. Given that these
benefits target low-income households particulabpse with children, parents in these
households are less likely to take up work thareottarents (OECD 2005). On a cross-
country level OECD (2001) studies found out thatdpean countries tend to provide far less
incentives for both couples to work than countgash as USA, Canada and Australia (refer
to table 5).

Social institutionstoo can have a direct impact on women'’s decisorerter the labour
market (Hakim 2004). Social institutions would eothe provision of childcare services or
other arrangements such as flexi-time or home wgrkiffered by firms. The presence and
design of such institutions may vary across coastdepending on the kind of state policies
adopted.
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Table 5: Relative incomes of two-earner couple$ different employment patterns, 1997

Type of taxation

Earned income levels, relative to APW level, by emgyment pattern of

household®

Full-time employed/non

Full-time employed/part:

Full-time employed/fulf
time employed

Country system 1999 employed (100/0) time employed (100/40 (100/100)
North America

Canada Separate 100 145 177
Mexico Separate 100

United States Optional/Joint 100 143 199
Asia

Japan Separate 100 140 197
Korea Separate 100

Europe

Denmark Separate 100 130 172
Finland Separate 100 142 186
Iceland Separate 100 117 154
Norway Optional 100 127 163
Sweden Separate 100 131 183
Greece Separate 100 133 183
Italy Separate 100 137 183
Portugal Joint 100 139 188
Spain Separate (Joint) 100 137 188
Czech Republic Separate 100 142 187
Hungary Separate 100 140 180
Poland Optional 100 136 189
Ireland Optional/Joint 100 135 179
United Kingdom Separate 100 141 192
Austria Separate 100 135 178
Germany Joint 100 126 163
Netherlands Separate 100 132 179
Switzerland Joint 100 132 176
Belgium Separate 100 120 154
France Joint 100 127 179
Luxembourg Joint 100 135 172
Turkey Separate/Joint 100

Oceania

Australia Separate 100 140 183
New Zealan Separate 100

Source: OECD (2001)
.. Data not available.

APW: OECD average production worker (APW) earnings.
a) 100/0 refers to a situation where one membéretouple works full-time and the other couplesdnet work at all; 100/40
implies that one member works full time hours amel dther 40% of full-time hours and so on.
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Lewis (1992) outlines three types of state polidiest can inhibit or encourage women to
seek and take up work, namely the ‘strong’, ‘miedifand ‘weak’ male breadwinner policy
frameworks. A ‘strong’ breadwinner state emphasisemen’s position as dependent on a
working partner. In this case financial benefitsud generally be distributed through the
male partner and the provision of childcare aneiogupport for working women by the state
is generally low. Countries that fall within th&ategory would include the former West
Germany, Austria and Southern European countriels as Italy, Greece, Portugal and Spain.
On the other hand the ‘weak’ breadwinner state si@wmen as individual labour market
participants rather than dependents of male breavws. This type of state is especially
present in Nordic countries that provide compretvengublic childcare services and
statutory family leave provisions. Finally the ‘dified’ breadwinner state falls between
these two models and incorporates some supponwvéoking mothers but also a general
notion of the male breadwinner model. Countrieg thll within this category would include
France and Belgium. Generally countries pertairiimghe ‘weak’ model state tend to have
high female employment rates followed by the ‘midif and ‘strong’ models with lower
rates.

Although such models offer a useful explanatiorihef kind of policies that may help bring
about higher female employment rates, as explalmedragan (2001), there still exist a
number of variations among countries within the eamodel. For example countries
pertaining to the ‘strong’ male breadwinner modavén different policies concerning social
protection and fiscal transfers for families. Mawer they also vary in the amount of working
time options available to women, and the extent aumality of part-time work in general.
Moreover Smith (2003) argues that countries suctSweden classified as ‘weak’ male
breadwinner states have faced a number of repéoossas a result of policies that promote
work-life balance. The promotion of part-time wasknong women resulted into a high
degree of segregation between the jobs occupiednby and women. Additionally
restrictions in the times of available childcares ltaeated some problems for families with
young children while economic pressures have lagstrictions in the coverage or financial
support for policies that help women and men wihecesponsibilities. On a more general
level Hakim (2004) argues that changes in instingido not always lead to social change.
She cites the example of countries such as Brieamugal and the USA, which despite the
relative absence of public childcare services andhildcare services in general, still have
relatively high female employment rates. She aaie$ that “the choices made by
individuals and couples can change much faster soaral institutions, and thus need to be
explained by other factors.” (Hakim 2004:187)

Despite the above contention, other studies adhatt greater flexibility in employment
patterns and a myriad of incentives available thviduals to attain a better work-life balance
can still have positive effects on women’s emplogineates (OECD 2001; Fagan 2001).
Incentives would include both statutory benefitehsas childcare coverage by the state,
maternity and childcare leave entitlement as welpeovisions by firms such as leave from
work for family reasons; flexible working hours;luatary part-time working; practical help
with child-care and eldercare; and the provisiontraining and information. Organisational
practices are also considered as important in imgildn environment that encourages more
women to enter the labour market. However, eviddrmm OECD studies reveals that firms
in countries with high state provision rely almestirely on that provision while in countries
where state provision is low, firms add little teasures provided by the state. Table 6
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Table 6: Indicators of work/family reconciliationolicies and relevant flexible work

arrangements.
Indicators *
Total | Voluntary [Flexi-time Voluntary| Composit¢
Child-care | Child-carg maternity| family | working | part-time| index? |Employment ratej
coverage | coverage|Maternity pay child-care leave working for women aged 3

for under-3sfor over-3s entittemenf | leave | in firms® -34
Countries (1) @ 3) @) ©) (6) ) (8) ©)
North America
Canada 1.1 -1.2 -0.7 -0.8 -0.5 0.2 0.2 71.8
United States 1.6 -0.1 -1.4 -1.6 -0.8 24 -0p 1.2 72.0
Asia
Japan -0.6 21 | 0.7 0.6 | 2.1 | -0.54 0.4 2.9 | 52.6
Europe
Denmark 2.1 1.0 1.3 -0.1 -0.4 -0.3 -0 29 78.8
Finland -0.1 -0.3 1.9 1.6 -0.6 -0.6 -1.20  -0.3 70.7
Sweden 1.3 0.4 2.3 0.0 -1.9 0.6 0.2 3.3 76.7
Greece -11 -14 -0.7 -0.9 1.1 -0.5 -1.6 -34 57.1
Italy -1.0 1.2 0.2 -0.5 1.2 -0.9 -0.7 -1.9 52.6
Portugal -0.7 0.1 0.8 0.9 -0.1 -0.9 1.3 2.2 75.7
Spain -1.0 0.6 0.0 1.6 0.6 -0.8 -1.0  -25 49.3
Ireland 0.7 -0.9 -0.5 -0.9 -0.5 -0.9 -0.20 -1.1 69.1
United
Kingdom 0.5 -0.7 -0.7 -0.9 -0.2 0.5 1.1 1.3 69.4
Austria -1.1 -0.2 0.0 0.5 1.5 -0.6 0.3 -0.6 72.6
Germany -0.8 0.3 -0.1 1.6 15 0.7 0.8 1.3 68.6
Netherland -1.0 1.3 0.0 -0.4 0.3 1.0 25 2.7 715
Belgium 0.3 1.3 -0.4 -0.4 0.4 -0.1 0.2 0.2 70.8
France 0.3 14 0.0 1.6 0.2 -0.2 -0.3 -01 65.6
Oceania
Australia -0.5 0.7 | -1.4 | 0.7 | 0.1 | 26 | 1.3| 1.9 | 64.2
Correlation with
the employmentt
rate of women
aged 30-34 0.59 0.20 0.36 -0.04 -0.1 0.26 0.25 0.68

Source: OECD (2001)
. Data not available.
a) All indicators scaled so as to have a mean aedostandard deviation unity, across the counimedaded. This is designed to
put the indicators onto a common scale. A valueeod implies that the country concerned is atlerage value for the

countries in the table.
b) Calculated as the product of the duration ofemmaty leave and the earnings replacement rate.
c) Average of data for sick child leave, matertéigve and parental leave offered by firms aparhfstatutory family leave.

d) Calculated as the sum of the indicators in calsifl), (3), (6) and (7), plus half of that in aoi (5).

Indicator (4) had to be

left out since it does not cover educational priovisvhile the take-up rate of the total periodrdicator (4) is unknown.
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produced by OECD in its study on balancing work #&maily (OECD 2001) shows the
provision of a number of measures offered by théestind firms in various OECD countries
as well as the employment rates of women aged 3@ toAlthough it is difficult to infer the
degree of causality between such policies and tmglayment rates of women, in countries
with relatively well-developed work/family reconigtion policies, women tend to have
higher employment rates as in the case of North rigae countries and Nordic countries.
On a more general level the composite index presemt the table, which stands at 0.7,
seems to suggest a fairly high correlation with ¢émeployment rate. OECD suggests that
measures of this type are important in order toeiase female employment rates. Moreover
it is also important to include a range of suchqie$ since the correlation is higher than that
with any of the individual indicators.

Policy responses in the European Union

The European Union considers female employment agiadr in attaining the full
participation of its citizens. As outlined in i@ommunication of June 2000 ‘Towards a
Community Framework Strategy on Gender Equalitiyg participation of all citizens both
men and women in the economy, decision-making anik cultural and civil life, helps the
Union in realising democracy, a fundamental valae dll European Member States and
applicant countries. These principles are embedddtie Union’s European Community
Treaty where the promotion of equality between rmed women is recognised as one of the
Community’s essential tasks. Article 3(2) aimscifieally at eliminating inequalities and
promote equality between women and men in all thetJs activities. Other articles such as
article 13, 137, and 141 also cover the subjeceadal treatment of men and women
especially at the place of work. The Union ha® @&ssured that equality between men and
women is also included in the Treaty establishimgmstitution for Europe where all Member
States, in accordance with their constitutionaksulinclude equal treatment of men and
women.

A series of measures have been introduced by thenUn order to ensure that the articles
mentioned in the Treaty are adhered to and implesdentall EU Member States. Directives
cover issues such as equal pay (Directive 75/117JEEGual access to employment,
vocational training and promotion and working cdiutdis (Directives 2002/73/EC and

76/207/EEC), better protection to employees suffefiom sexual harassment (Directive
97/80/EC), equal treatment in self-employment (Divec86/613/EEC) and social security

systems (Directives 79/7/EEC and 86/378/EEC). It aB® issued directives in areas
covering health and safety and specific workingditbtons such as the protection of pregnant
workers and workers who have recently given birtid aare breastfeeding (Directive

92/85/EEC), parental leave provision (Directive 9832)), and the removal of discrimination

against part-time workers (Directive 97/81/EC).

Meanwhile in 1996 the European Commission in itn@wnication entitled ‘Incorporating
equal opportunities for women and men into all camity policies and activities’ adopted a
gender mainstreaming approach in all its policied measures that may have a direct and
indirect impact on the lives of men and women. Teenmunity Framework Strategy of June
2000 referred to above is intended to operate am$atidate such an approach across all
Member States. The five main principal areas of gtrategy cover gender equality in
economic life, participation and representatiorgiaorights, civil life and gender roles and
stereotypes. Each area incorporates a seriegaftoies and actions, which the Commission,
Member States and key actors need to take intauatemd implement as appropriate. Under
economic life the strategy makes direct refereocthé European Employment Strategy and
how it should strengthen the gender dimension.
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The European Employment Strategy was officially thed at the Amsterdam European
Council of 1997 where in article 125 it was deatateat employment should be a matter of
common concern and that a co-ordinated employntesttegy is developed at EU level. At
the Luxembourg Summit the same year a new set pfagment guidelines was developed
with the aim of combating the high levels of uneayshent across the European Union
Member States. The guidelines included a pill&c#jrally dedicated to equal opportunities
in employment making the latter a central part e strategy. The pillar called for an
increase in women’s employment rate and the resluaif gender segregation in economic
sectors and occupations. It stressed the neaddog reconciliation policies such as parental
leave and childcare services and the regular mamitmf such policies. Finally the pillar
also emphasised the need to facilitate the integraif women and men wishing to return to
the labour market. Meanwhile Member States hasutumit on a yearly basis action plans
which present policies that fall directly under leguideline and methods of implementation.
The Commission could revise guidelines on a ydaalis.

Following the launch of the strategy, at the Lislmropean Council of 2000, the European
Union continued to emphasise the need to strengihbour market functioning by
introducing a set of quantified targets. The t&rgmcluded the attainment of a 70%
employment rate by 2010 covering all persons ofkingr age, and complementary targets of
60% for females and 50% for older workers. The igigdtion of women in the labour
market was considered as crucial by the Union iinolmg higher employment rates since
they are the largest potential source of labourit8@003). Further targets were introduced
in 2003 concerning childcare provision. Targetschuildcare state that by 2010 the provision
of childcare should cover 90% of children betwemeé years old and the mandatory school
age and at least 33% of children under three y&aage.

These targets have been retained in the employquedélines of 2005. In 2005 the Lisbon
strategy has been re-launched with a growing enipbashe need for an integrated approach
to growth and employment. To this end a new sattefyrated guidelines were produced that
cover both economic and employment issues. Theeraployment guidelines cover three
main objectives mainly full employment, improvingiaity and productivity at work and
strengthening social and territorial cohesion (pean Commission 2005). Despite the fact
that no single objective refers directly to genaguality in employment, the guidelines
emphasise the need for gender mainstreaming angrtimotion for gender equality in all
action taken.

The above pan-European gender policies do not utlgariations across EU Member States.
As described by Smith (2003) and Hakim (2004) gendeinstreaming is very much a
political issue and Member States have their owrrpnetations of what it entails. The
influence of national systems can be seen in tfierdnt policies and measures adopted in the
various countries. For example, certain countsigsh as Belgium, Sweden and France have
taken an active part in trying to reduce the germbgr gap through greater use of wage
statistics, job evaluation systems and the paet@p of the social partners. On the other
hand other countries that tend to have the highass, such as Denmark and Portugal, have
piece-meal actions to reduce the gender pay gapimiar situation exists on reconciliation
policies. Some countries have tried to improvet-pare employment opportunities and
flexible work arrangements such as Greece, Italystda and the UK, some emphasised the
role of men in care and family responsibilities dnycouraging the take-up of paternity leave
such as Sweden but others still consider recotioitiaof family life as a women’s issue
(European Commission 2004b).

Meanwhile Hakim (2004) also makes reference to dinerse application of gender

discrimination laws in EU countries. She stated ttourts at national level tend to interpret
gender discrimination laws differently resultingdndifferent employment practices across
EU countries. Moreover when it comes to gendercpareas emphasised by the EU, both
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Smith and Hakim describe how EU legislation has gdamuch emphasis on areas such as
work and employment, leaving out other importarttesps such as sexual division of labour
in the household. These areas, particularly thes&ining to the private sphere, also have a
great impact on the employment behaviour of indigld, particularly that of women. As a
result the current strategy adopted by the EU mapbaarrow to be able to achieve greater
gender equality in employment.

However, as outlined by both authors in their déston of EU gender policies, notable
positive achievements have been attained in tid & gender equality in the EU. The
strong emphasis and rigorous application of gerdaality rules and measures has led social
partners to re-think ordinary practices and trghange them for more gender friendly ones.
This method has encouraged countries, particultrbse with low histories of gender
equality, to introduce new measures and practitelse area. Smith identifies 6 main policy
areas where measures have been introduced by s&fiducountries during the past years
mainly: (1) labour market integration of women tigh active labour market policies; (2) tax
and benefit reforms; (3) working time and recortitin policies; (4) gender segregation in
employment; (5) gender pay gap; and (6) care sesvicAs outlined in the 2005 report on
gender equality by the European Commission more snéecbe done to attain equality
between men and women (European Commission 20050). this end the European
Commission continues to urge all Member States usye their efforts to integrate the
gender dimension across all policy areas with & t@achieving gender equality particularly
in the field of employment.

Policy responses in Malta

Malta’s commitment towards gender equality has haehe forefront since 1989 when, in a
circular from the Office of the Prime Minister, ggmment had declared its policy towards
the promotion of gender equality and the elimimatid gender discrimination. Subsequently
the Constitution of Malta was amended in 1991 telude the prohibition of sex
discrimination. The Constitution refers specifigab the protection of women workers and
that they enjoy equal rights as men. It states tha

The State shall promote the equal right of men andhen to enjoy all economic, social,
cultural, civil and political rights and for this pose shall take appropriate measures to
eliminate all forms of discrimination between the sekgsany person, organisation or
enterprise; the State shall in particular aim at Bnguihat women workers enjoy equal rights
and the same wages for the same work as men. (Maltesst@ans Article 14, 1991)

Following this initial step, a number of legislaiamendments were introduced in order to
ensure that gender equality is present acrosspaléres of life including employment.
Malta’s accession to the European Union accelertitedntroduction of these amendments.
The Employment and Industrial Relations Act of 2@@2tains articles on the prohibition of
gender discrimination in employment. Articles 26 32 state that it is unlawful to
discriminate on the basis of gender in all areasnmployment including recruitment, training
and conditions of work. Articles 27 and 29 refpedfically to the right of all workers to be
entitled to the same rate of remuneration for wofkequal value and the protection of
employees against sexual harassment at work. @ahetifie Regulations of 2002 protect
part-time employees against discrimination while2003 other regulations were introduced
covering the provision of urgent family leave, pdeg leave, and the protection of pregnant
workers and workers who have recently given binld are breastfeeding. Moreover the
Equality of Men and Women Act of 2003 outlines et the protection against
discrimination in employment on the grounds of sexluding areas such as work
management, promotions, and task distribution. eOttlauses refer to protection against
neglect and suppression of sexual harassmentigthis of spouses of self-employed workers
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working in company activities, discrimination inetlissuing of business start-up grants, and
the right to access equally educational and trginourses.

The main body responsible for gender equality issnéalta is the National Commission for
the Promotion of Equality for Men and Women. Themnission was officially set up in
2003 by law and replaced the existing Commissionttie Advancement of Women. The
latter acted as an advisory body to governmentamed at promoting and disseminating
information on equal opportunities for women anchm&ince 1989 the Commission for the
Advancement of Women together with its executiven dhe Department for Women in
Society had influenced government to introduce anlmer of measures such as gender
equality legislation, family-friendly practices agdnder equality provisions within the public
service as well as gender disaggregated statetimsg other issues. The new Commission
now acts as an independent and autonomous auttawitgquired by the EU and has the
power to investigate whether the provisions of Bwuality for Men and Women Act are
being adhered to and take action accordingly. #fsam monitoring the provisions of the
Equality for Men and Women Act, the Commission Isoaresponsible of identifying,
establishing and monitoring policies in the fiefdgender equality. It also has to co-ordinate
all the measures launched by government departragitggencies in the field among other
responsibilities.

Since its setting up in 2003 the Commission isstgedtrategic policy directions covering the

period 2004-2006. The main policy areas coverethbystrategy include gender equality in

economic life, representation and civil life. Tharher covers directly employment issues
and states that gender equality in the labour nbaske priority issue for Malta. Measures

listed under this policy direction include: the ess to affordable and reliable childcare
facilities; encouraging employers to provide waifk-balance provisions for their employees;

reviews of income tax and social security benefitsj the promotion of entrepreneurship and
self-employment opportunities for women.

Apart from the strategy outlined by the Commissidghe Employment and Training
Corporation, Malta’s public employment service,usd its own strategy on gender and
employment with the aim of increasing further worselabour market participation. The
first ‘Gender Equality Action Plan’ covering the rjmel 2003-2004 contained a series of
measures aimed at increasing the participationash@n in the labour market. The first set of
measures targeted the ETC directly. Measures wasedoon the need to mainstream gender
issues throughout ETC services. They consistedtbhgeaip a unit within the Corporation
responsible of gender issues, drafting of gendgraoh assessment guidelines and setting
targets that measure results by gender. It alswacwed other initiatives which did not
concern ETC services directly but sought to enagairgomen’s participation in general such
as media campaigns, assistance on gender equaditgs to employers and women alike,
studies on gender equality, and training opporiesion gender issues. Measures covered
three areas of interest mainly: equal access tdogment, work retention and progression at
work. Following its first Gender Equality Actionld® the ETC launched two other plans
covering 2005-2006 and 2007-2008 respectively. gdlaas provide for the consolidation of
the measures set in the first plan but includerotleev measures such as projects promoting
childcare centres at the workplace, new trainingi @mployment schemes for women as well
as seminars on gender issues.

Malta’s membership in the European Union broughthwi a new set of guidelines and
targets in the field of gender and employment. tMdias started to abide by the EU
employment guidelines, which as noted above empbatie need to increase the overall
employment rate particularly that of women. In 20¢he year in which Malta officially

became a member of the European Union, the Majfegernment drew up a National Action
Plan on Employment (NAP), wherein government coredititself to a set of national

guantified targets that are in line with those lo¢ tEU but which take into consideration
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Malta’s context. The targets included raising therall employment rate by 3.3% from
53.7% in 2003 to 57% in 2010 and that of women B ffom 33.7% to 41% as well as
increasing the formal provision of childcare todQ&laces for children under three years of
age (refer to table 7). As described in the Please targets are below those projected by the
EU for all Member States, due to Malta’'s differestarting place and the historical and
cultural reality of low female employment rates. Te@me targets were retained in the
National Reform Programme (NRP) of 2005.

Table 7: EU and Maltese employment target for 2010.

Situation
Target December 2003 | Malta target 2010 EU target 2010
Raising the overall employment rate by 3% 53.7% 57% 70%
Raising the female employment rate by 7% 33.7% 41% 60%
Increase the formal provision of childcare t
1,800 places, i.e. 300 per annum, for children
under 3 Not available 15% 33%

Source: National Action Plan for Employment 2004 |tsla

In view of the above targets, government committeelf to introduce a set of measures to
encourage more women to take up work. Measuregllien the NAP of 2004 and NRP of
2005 cover fiscal measures, training courses, caitel provision as well as studies on gender
equality. The three principal measures concermiogen are: (1) changes in the tax system
where spouses working on a full-time basis canionoatto pay married tax rates even if their
spouse starts working on a part-time basis. Therlatould have to pay 15% of tax on
earnings earned from his/her part-time job; (2) warwho were inactive for a period of at
least five years and return to employment haver tingiome tax credited to a maximum
amount of Lm700 over a period of two consecutivarge (3) and the introduction of
childcare regulations and childcare subsidy schetoesvorking parents making use of
childcare. The latter initiative is to be accomjpdnby a European Social Fund project
covering assistance to employers who are interestegpen childcare centres as well as
training to prospective child carers. All measuhese already been launched since the
compilation of this report.

The introduction of work and family reconciliatiqgrolicies such as parental leave, career
breaks and reduced hours timetables is relativetent particularly for individuals working
within the private sector. Prior to the legislatiamendments of 2003, it was left to the
discretion of the employer whether to provide measuhat enable staff to reconcile work
and family responsibilities.

At present, Maltese workers wishing to avail thelwese of family reconciliation policies may
do so for a minimum period of three months unpaiceptal leave on the birth of a child until
he/she is eight years of age. Mothers are aldtieshto an uninterrupted maternity leave of
14 weeks on the birth of a child. Full wages asédpfor 13 weeks of maternity leave.
Employees can also avail themselves of 15 paidshper year of urgent family leave in case
of accidents, sickness, births and deaths of imatedamily members. Employees working
in the public sector tend to benefit from recomtin measures that are above statutory
requirements. Employees are provided with a ora-ympaid parental leave per child to
look after children below four years and they aisay avail themselves of a career break of
five years without pay to take care of childrerslésan 6 years of age. They can work on a
reduced hours timetable (20/25/30 hours per wezk)dk after their children below twelve
years of age and they are also entitled to spésdale depending on family circumstances.

26



However, employees on contract basis are not edtit most measures. Studies on whether
similar or other work reconciliation measures agef adopted by private firms in Malta are
lacking. A small qualitative study commissioned the National Commission for the
Promotion of Equality among five firms and its emygles concluded that the availability of
family friendly measures among private firms in Mais limited. Among the firms studied
only part-time work was offered across firms. Motfirms offered reduced hours, flexitime
parental leave and career breaks among other nesasiesearchers recommended that the
legal obligations of employers regarding familyefrdly measures at the workplace need to be
enforced better (NCPE 2006). On the other hand nméoemation is needed on the kinds of
measures offered by firms and whether the minimenuirements set by law are being
adhered to.

Meanwhile the provision of childcare in Malta idlish its early stages. Public childcare
provision is very limited and childcare allowancesre introduced only recently. In 2006
Government published a set of childcare standaritls the aim of improving childhood
services. The document proposes the basic standaatl are essential for the delivery of
quality day care to children. Standards cover ijoalions of child carers, the physical
environment of childcare centres and home-basee, chealth and safety, and child
development issues among others. Government alsmuaced that parents will be allowed
to deduct Lm400 from the taxable amount to makeaddoo part of the expenses incurred in
licensed childcare services. Moreover expensegectlto childcare services by employers
and payments received by employees to cover chiddempenses will be considered as non-
taxable income

In addition to childcare benefits, parents will Bble to continue availing themselves of
children’s allowance. Children’s allowance is p&adparents of children under sixteen. At
present couples who jointly earn a maximum of LBZO0, are entitled to such allowance.
The rate of allowance is worked out as a percentgéhe difference between annual
reckonable income and Lm10,270. Couples with fduldren or more benefit from children
allowance if their income does not exceed Lm13,2T@ble 8 describes rates of children’s
allowance paid per child. Although children’s allence maybe considered as an important
financial aid to couples raising children, it mdgcaact as a disincentive to couples wishing to
increase their income through a secondary wagehédatter case the secondary wage needs
to be substantial enough to make good for thecliddren’s allowance.

Table 8: Children’s allowance rates 2006

Number of children in household under 16 years of Percentage rate on difference obtained between
age annual reckonable income and Lm10,270
1 6%
2 9%
3 12%
4 14%
5" and other subsequent child 3% for each such child
Over 16years of age but under 21 years and sfilllin
time education, training or is registering unempidy 2% for each such child

Source: Social Security Act, Chapter 318

As regards the taxation system, the one currerdlypeed in Malta provides dual-earner
couples with the option to choose between singld married taxation rates. The former
provides couples with the option to have their meg taxed separately using single rates
while the latter requires couples to sum their mes and compute tax using the married rate
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on their joint income. If couples do not indicateeir preference, the Inland Revenue
Department chooses the option that is most favéerreds the couple. On the other hand
couples with a sole breadwinner have their taxraatally computed using the married rate.

Table 9: Income tax rates 2007

Single Rates Married Rates
Chargeable Income Tax Rate Chargeable Income Tax Rate
Lm (multiplied by income) Lm (multiplied by income)
0-3250 0 0 —4500 0
3251 — 5500 0.15 4501 — 8000 0.15
5501 — 6750 0.25 8001 — 10,000 0.25
> 6751 0.35 > 10,001 0.35

Usually single rates tend to be more advantagemudual-earner couples than married rates.
However, the system of retaining the preferentiarmed rate in case of couples with one
dependent spouse may act as a disincentive fondaop earners to enter the labour market
or declare their employment. The latter's decismopt for work would usually have a direct
affect on the rate of taxation of the primary earnén order to minimise such a disincentive
government introduced a third option for dual eartmuples where the primary earner can
retain the married rate of taxation while the seleoy earner working on a part-time basis is
taxed at a flat rate of 15% on his/her income. &doer Government has also announced new
tax bands in order to encourage more individualsvéok (refer to table 9). Through this
reform a number of bands have been extended. @bkamgre introduced to both the single
and joint declarations. Government envisages thase reforms will encourage more
individuals to work. It is too early to assess thiee such incentives will encourage more
couples to opt for a secondary income.

Malta’s national insurance contribution system nadgo have a direct impact on mothers’
incentive to work. Malta's current system is usualefined as a ‘pay as you go’ system
where employees have to pay national insuranceribations on a regular basis while at
work. Payment of national insurance contributiensitles workers for a retirement pension
as well as other benefits such as sickness beaefitsinemployment benefits. The amount of
retirement pension received depends on the amduwtntributions paid. Until recently no
credit system existed for those individuals whopptr working because of family
responsibilities which could eventually affect #mount of retirement pension received On a
positive note by the time of publishing this stuggyernment introduced a new measure that
credits social security contributions to parentshing to leave work for a period of time to
rear their children. As from January 2007 paremay benefit from a maximum of two years
accredited social security contributions for eabliidcor four years credits in the case of
children suffering from serious disability. Mearnighother benefits such as unemployment
benefits are not earnings related and are paidiged rate. This final arrangement tends to
influence the way contributions are calculated meog individuals to pay a minimum
amount per contribution irrespective of amount @fits worked.

To date, anyone in formal employment has had to gayinimum of ten percent of the
minimum wage by way of weekly national insurancentdbutions. This has been a
disincentive for secondary workers to do (or tolaex) part-time work. Moreover these
workers would have their children’s allowance deddavhile their husband may be taxed at
higher rates. In addition, as stipulated in thg-FPane Employees Regulations of 2002 those
part-time workers who worked less than 20 hoursweek were not entitled to pro-rata
public holidays, vacation, sick, birth, bereavememarriage, injury leave and bonuses.
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While having to pay high rates of national insuggontributions, part-time employees were
not entitled to workplace benefits as other worketsowever, in the Budget of 2007 this
situation has been partly addressed as workersngabelow the minimum wage can pay a
rate of ten percent on their actual earnings rathen on the minimum wage. Moreover the
publishing of the Legal Notice 140 of 2007 has aneendhe Part-time Employees
Regulations of 2003 by giving all part-time emplegavorking eight hours or more per week,
a pro-rata entitlement to annual vacation leavek &ave, birth leave, bereavement leave,
marriage leave and injury leave as well as to giaglbonuses and other income supplements
offered to comparable whole-time employees on sinduties with the same employer. On a
related note government is also giving the oppdtuto family workers, both men and
women, to register themselves as employees foalfisarposes. This measure will ensure
that such workers are entitled to all social beséficluding a retirement pension on payment
of social security benefits.

Research scope and methodology

The scope of this study was to take a closer lbdkeawork aspirations of women. The study
sought to answer two main research questions. if$tegliestion was whether women wish
to work or intend to continue working and wheth#fetlences between categories of women
can be identified. The second question relatethéoconditions that respondents believe
would most facilitate their entry into the labouanrket or their decision to remain at work.
This study is one in a series of research studiaducted by the Research and Development
Division of the Employment and Training Corporatiooncerning labour market issues
particularly job search experience and labour masketicipation of certain client groups.

The study comprised three separate telephone suc@yducted among inactive, employed
and unemployed women.

The target population of the first survey consistédall women who participated in the
Labour Force Survey of September 2003 and who csttitat they were not in full-time

studies, searching for work or in regular employmeh sample of 913 women was randomly
selected for the survey. The survey was adminigtareApril and May 2004 and had a
response rate of 89.8% or 820 women.

The second survey targeted all employed women whre wess than 65 years of age and
participated in the Labour Force Surveys of Marchl dune 2003. The reason behind
choosing two surveys was to have an adequate sgrapldation since the total population of
employed women was much lower than that of inactieenen. Moreover for the second and
third surveys it was decided that only women of kirtg age were to be included in the target
population. A sample of 1380 women was randoselected for the survey. The survey
was administered in August and September 2004 addahresponse rate of 57.4% or 792
women.

The target population of the third survey consisidll unemployed women registering with
the Employment and Training Corporation. The papoh of unemployed women
participating in the Labour Force Surveys was aber&id as too low to ensure adequate
representation of unemployed women. Moreover egdistering unemployed women were
included in the population targeted by the surviegesthere were no women who were 65
years and over. Thus a random sample of 767 wonasnchosen from the list of registering
women as at October 2004. The survey was admiaedsia November and December 2004
and had a response rate of 86.7% or 665 women.

Survey respondents were asked whether they wigshtaké up work or intended to continue
working. They were also asked to state their l@¥elgreement to a list of conditions related
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to this decision. A Likert scale was adopted far purpose. Women were also given the
opportunity to express their views on the subjectha end of the survey. Surveys for
employed and unemployed women also contained qumsstin the use of childcare services.
A profile of inactive and employed women was ohgdirusing data already captured by the

Labour Force Survey while a profile of unemployeahven was gathered by asking questions
directly to respondents.

The National Statistics Office was commissioneddaduct the telephone surveys and input
the data. All data was analysed by ETC’s ReseandhCevelopment Division using SPSS
software. Respondents aged 65 and over were anfiitien the inactive women’s sample in
order to better compare results with those of ttheerotwo surveys. Table 10 shows the
sampling distribution of women participating in tiheee surveys by age.

Table 10: Sample distribution

Inactive women survey Employed women survey Unempjed women survey

Age Frequency Percent Age Frequenc Percent Age| Frequency | Percent
15-24 19 23 15-24 240 304 15-24 370 55.p
25-34 106 12.9 25-34 192 24.3 25-34 93 14
35-44 186 22.7 35-44 169 214 35-44 70 10p
45-54 240 29.3 45-54 143 18.1 45-54 101 15p
55-64 217 26.5 55-64 46 5.8 55-64 31 4.7

65+ 52 6.3 65+ 0 0.0 65+ 0 0.0
Total 820 100.0 Total 790 100.0 Total 665 100.4
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Chapter 3: Research Findings

Age, civil status and children

A profile of inactive and employed women was gaghdethrough data captured by the Labour
Force Surveys while information on unemployed womeas gathered directly from
respondents. The data confirm general trends abaumen’s behaviour in relation to
employment. Maltese women tend to leave the lalboarket on marriage and as soon as
they have children. Most are unlikely to returclbto work.

When comparing the age, civil status, and numbeathdfiren of the three groups of women
participating in the surveys, inactive women tentete the eldest, mostly married and have
children more than employed and unemployed womspeaively.

More specifically the mean age of inactive womesodtat 48.7 (median = 49) followed by
that of employed respondents, which stood at 34r2d{an = 32) and unemployed
respondents with a mean age of 29.0 years (medg®).=

A strong correlation exists with civil status, witlactive women most likely to be married of
the three groups of women. Nine in ten inactivpoeslents were married (88.4%), followed
by 5.3% who were single, 3.8% widowed and 2.5%omgér married. On the other hand less
employed respondents were married (50.6%), wido{tetPo) or no longer married (1.9%)
while more were single (46.1%) than the inactiveugr. Similarly the rate of single
unemployed respondents stood at a high 71.9% felfolwy married (23.2%), no longer
married (4.8%) and widowed (0.2%).

Directly related to marriage is childrearing wittora inactive women stating that they have
children than employed and unemployed women. 92f¥active respondents stated that
they had children with the mean number of childstanding at 2.3 (median = 2). Less
employed (49.1%) and unemployed (24.5%) women ittt they had children. The mean
number of children recorded for both groups waghsly less than that recorded for the
inactive group standing at 1.99 (median = 2) ariB {median = 2) respectively. These
differences between groups in age, civil statusdmildicare responsibilities tend to reflect the
overall general notion that in Malta childcare til sonsidered as the primary responsibility
of women. For most Maltese women the onset of iag&rand childbearing means that they
have to leave the labour market.

Similar findings have been recorded by other swidiewomen’s labour market participation.
Thewlis et al (2004) note that while the gap betwemle and female activity rates in the EU
is small in the 15-19 age band, the divergence dé@tvthe two sexes increases after this age
and never converges. They remark that family camsgonsibilities are likely to be the main
reason for differences between male and femaleigctates and that women are less likely
to return to the labour market once family carimg\éties have ended. Thewlis et al also
note differences in the employment rates of maraied single individuals. In their analysis
of labour market statistics for the year 2001 theye the difference in the activity rates of
married men and married women which is consideraigier than the difference between
those for single men and single women. Married ewmre more likely to stop working and
actively seek work while married men are more kel work and search for a job than single
women and men respectively. Marriage impacts erettonomic activity rates of both sexes,
albeit differently, across the EU.

Rubery and Fagan (1998) contend that despite thetaot rise in women’s labour market
involvement that has been registered in the pastykears, the participation of women with
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dependent children is lower than of those with mpehdent children. They state that
motherhood is still associated with a marked radaocin employment in many, but not all,
countries. Employment rates for mothers in coestsuch as Austria, Denmark, Finland, and
Portugal exceed 65% but fall below 50% in Spairge@e, and Italy. Most of the countries
that manage to obtain high maternal employmentrated to offer more measures that help
work and family reconciliation such as parentavea Rubery and Fagan also note that the
sharp drop in women’s employment rates is alsmgtyoassociated in certain countries with
strong shifts to part-time work. In countries sushthe Netherlands and the UK the strong
shifts to part-time work by women has resulted iot® women full-time employment rates.

Education

Differences among the three groups of women wese abtained by education. Education
has a strong influence on women'’s decision to tgkevork and continue working. Women
with higher levels of education are more likelyctmtinue working than other women. In this
study lower levels of education were more charatieramong inactive women than

employed and unemployed women. Inactive women \aér®st equally divided between

those who had obtained primary level of educatiom® schooling (46.3%) and secondary
education or higher (53.7%). On the other handtnemsployed women had obtained
secondary level of schooling (47.7%) followed bystesecondary level (23.1%) and tertiary
level (19.5%) with the least number stating thalythad obtained primary level of education
(9.6%). Similarly unemployed women had higher Isvef schooling with 65.6% having

obtained secondary level followed by post-secondiewgl (14.7%), primary level or lower

(14.3%) and tertiary level of schooling (5.5%).

The increase in levels of education obtained by wmrm general tends to have a direct
positive effect on women’s employment rates. Thewtial (2004) remark that the influence
of education on employment participation is patady strong for women. In 2001 the
activity rates of women with 0-2 level of educat&inod at 52.0% rising to 75.8% for women
with level 3 education and 86.4% to those with Bvel. The difference in activity rates
between women with tertiary education and lowepsdary education across the EU stood at
34.4% while that for men was 23.7% points lowendiag at 10.7%. Studies by OECD
(2001) also attribute the closure in the employngats of men and women to higher growth
in the high and medium education groups. Whendimguon the labour market participation
of mothers, the OECD study reveals that the employmates of mothers in the highest
education group had reached 70% by 1999 but tetwdsihgnate at a low 40% for the lowest

group.

However, Rubery and Fagan (1998) note cross-couwattiations in the level of participation
of mothers by education level. They contend thatauntries such as Spain, Italy and the
Netherlands graduate mothers have lower participatates when compared to those of
graduate mothers in other countries. The extenwlkich education affects women’s
employment rates differs across countries. In ®8@xample employment rates of graduate
mothers across most EU countries (no data for Swedeged from 66-92% (Rubery and
Fagan 1998).

Occupations and sectors

Despite the rise in women’s employment rates, tlstiteexists strong gender segregation
between the jobs occupied by men and women. Geselgmegation refers to the pattern
whereby women are under-represented in some jotboeer-represented in others (Fagan
and Burchell 2002). This feature tends to be pensisicross countries around the world.
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Occupational segregation by sex may be of two typedzontal and vertical. The former
refers to women’s concentration in particular jobsctors and employment status while the
latter emphasises women'’s under-representatiornios positions and well-paid jobs. This
situation results into people working in jobs that done mainly or almost entirely by their
own sex with occupations being labelled as ‘female’ ‘male’ dominated (Fagan and
Burchell 2002).

An analysis of Europe’s labour market situationgaais that gender segregation is still an
important issue. In 2000 most women worked in plblic sector, occupied jobs in the
services sector or more specifically the care-eelatector such as health, education, sales,
hotels and catering (European Foundation 2002). eFewomen worked in construction,
manufacture, transport, agriculture and financiatvises. Moreover they worked in
occupations that mostly involve caring, nurturingdaervice activities such as life science
and health related occupations, teaching, clema,cezcupations related to service work and
sales.

Results of this study reveal that Maltese womeml tienconform to this pattern whereby a
significant number occupy care and service-relgtds and work in the services sector.
Table 11 shows how most women participating in stigly worked or used to be employed
as clerks, service and sales workers, plant anchimaoperators or worked in elementary
jobs. Fewer women worked as senior officials,|stiagriculture and fishery workers or craft
and related trades workers. An analysis of respotsdby sector (refer to table 12) reveals
that the five most important sectors mentionedespondents were manufacturing, wholesale
and retall trade, education, health and social wankl hotels and restaurants. Fewer women
mentioned working in sectors such as transport aachmunications, construction or
agriculture and fisheries.

Table 11: Respondents by survey and occupation

Inactive women Employed women Unemployed women
Occupation Frequency | Percent | Frequency| Percenf Frequenc Pence
Senior officials, managers,
professionals and associate
professionals 60 11.0 288 36.5 43 8.6
Clerks, service and sales workers 151 27.6 332 42.0 217 43.2
Skilled agriculture and fishery
workers and craft and related
trades workers 4 0.7 12 1.5 12 2.4
Plant and machine operators and
elementary occupations 333 60.8 158 20.0 230 45.8
Total 548 100.0 790 100.0 502 100.0

Interesting differences tend to emerge by sub-samphe data suggests that women working
in high-level occupations tend to retain their jobsre than women who work in low-paid or
manual jobs. The latter are more vulnerable to yl@yment and inactivity.

Rubery and Fagan (1998) relate the differenceshée @mployment status of women to
restructuring in the labour market. They explaiattthe restructuring that took place in the
manufacturing sector these last few years hastegsinto a significant number of job losses
both for men and women. Malta experienced a sirsitaation where in the past few years
manufacturing companies, particularly those opegatn the textiles sector, closed down or
reduced their number of employees. Rubery andri-egatend that this situation may slowly
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lead to a significant gap between the employmeniason of highly qualified and lesser
qualified women. They cite the example of cleriwakk and how this is also expanding at a
lower pace than the previous years in favour ofariechnical and middle level jobs. This is
especially the case with the public sector andesurreforms that are taking place to reduce
public expenditure. The public sector has providedsignificant number of women
employees with stable employment and reasonablipaéd jobs. This situation may alter if
fewer employees are engaged with the public serviRestructuring in general may lead to
workers with low qualifications and skills findingjfficulties in the future to retain or find
alternative jobs.

While women’s presence in particular sectors andsjonay be directly related to
restructuring, it can also be attributed to jobditans. Indeed an analysis by sector reveals
that most employed women participating in this gtudorked in the education sector
followed by manufacturing, health and social woektsrs. One may fairly assume that most
professionals identified in the employed sample kedr as teachers or nurses. These
occupations tend to provide more flexible workimgditions to women since they can adjust
their working hours to family responsibilities. ®elassical theories on occupational
segregation retain that women tend to choose tueinpations on a rational basis, choosing
those which are flexible in terms of entry and wogkhours (Anker 2001) and which enable
them to undertake housework and childcare.

Table 12: Respondents by survey and sector

Three most important
Sample areas of economic activity %
Manufacturing 52.8
Inactive women Wholesale and retail trade 11.2
Hotels and restaurants 8.6
Education 19.6
Employed women Manufacturing 16.6
Health and social work 11.8
Manufacturing 34.1
Unemployed women Hotels and restaurants 18.9
Wholesale and retail trade 18.1

Gender differences also appear in employment stattere more women tend to be
employed in part-time jobs and definite contract§omen tend to take up self-employment
to a lesser degree than men. Indeed the absohjtgity of respondents participating in this

study worked as employees, and only a small pesigentdf respondents mentioned working
as self-employed in their current or previous oetigm (4.2% inactive women, 5.9%

employed women and 1.4% unemployed women). A figgmit number of employed women

stated that they worked on reduced hours (18.1%)oana part-time basis (5.6%). The most
common reasons why women opted to work part-timerna reduced hours timetable were
because they did not want a full-time job (39%)/andhey had to care for children and/or
disabled persons (21.9%).

Part-time work has been on the increase thesefgastears and has been largely associated
with women’s work. The growth in part-time workshalso been directly attributed to the
growth in the services sector. During the post-pexiod areas such as retail, banking, public
administration and other forms of clerical and &@rwvork required more personnel thus

34



women’s share in white-collar work increased sigaifitly. While providing more work
opportunities for women in general, the sector gsee workers the opportunity to work on a
part-time basis (Yeandle 1984; Fagan and Burch@efi2l Overall in 2004 31.4% of
employed women and only 7.0% of employed men in painoere part-timers (Employment
in Europe 2005). Women tend to work fewer hoursvpeek than men usually less than 20
hours per week (Fagan and Burchell 2002).

While providing a certain amount of flexibility tworkers, part-time work may also result in a
trap. Part-time workers may very often be at adiifsntage in comparison with colleagues
who do equivalent full-time work (Bolle 2001; Walland Olsen 2002). Part-time workers
are very often paid lower hourly rates, are inéligifor certain social benefits; they are rarely
offered training and their career prospects are emimited. Certain labour market
segmentation theories have even associated patwionk to secondary markets, which are
characterised by precarious and poorly paid jobgyémeral (Bolle 2001). Employers
operating in secondary sectors usually retort to-frmae work in order to cope with fierce
competition. Other ILO studies however reveal tigg association is not always true and
that part-time work is not always associated with jnsecurity or unemployment. On the
other hand they still confirm that part-time wortwers the employment prospects of
employees in terms of pay and lifetime career protp This situation is especially relevant
to women since a significant number of them optglart-time work and work shorter number
of hours (Bolle 2001:228).

As regards vertical segregation, Fagan and Bur(2€l02) note that there has been an
increase in the number of women managers in thefpasyears. Reasons for this increase
could be the growing proportion of women that aighly educated and who have started to
occupy a number of professional occupations. $t&lao been associated to the creation of
new jobs that are usually associated with womeh siscthose related to customer service or
men shifting to better paid jobs in sectors suclTand other activities in the private sector.

Despite these positive trends, women in high-stggbs still occupy jobs that are mostly
female-oriented. Women tend to occupy jobs rel&techre such as doctors and nurses; less
are engineers or architects. Moreover few womed t® occupy senior positions within
organisations and they are mostly under-representadnior grades. Results of this study
tend to confirm this trend. When analysing emptbyeomen’s occupations by economic
sector the results showed that those women emplayedgh status jobs were mostly
employed in the education (45.8%) and health asthbwork sectors (17.4%). Most women
working in high status jobs who participated insthstudy were largely professionals
employed in female occupations such as doctorsesuand teachers.

Career interruptions

Women's labour market experience tends to be shame characterised by a series of
breaks. Women tend to leave and re-enter the war&fmore than men. This behaviour is
usually attributed to care and family responsilesit Almost half of employed women
participating in this study stated that they hagegienced a career break (49.7%). When
asked about the number of career breaks taken%rdfSemployed women participating in
this study stated that they had experienced oneecdireak followed by two career breaks
(15.3%), three career breaks (7.4%) and 2.9% gtdtiat they experienced more than three
career breaks.

Women were also asked, either through informatiathered by the Labour Force Survey
(employed and inactive women) or directly (unempkbyvomen), the reasons why they have
left their employment or the labour market entirel significant number of inactive women
stated that they left their last employment dugeosonal or family responsibilities (81%)
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followed by ‘other reasons’ (5.5%), illness or didity (4.4%), retirement (4.2%) and
redundancy or dismissal (3.3%). Similarly most &yed women stated that they had
experienced a career break due to childcare oriaggatr The four most common reasons for
experiencing a career break were related to carehdfiren (54.6%), marriage (20%),
temporary job (8%) and redundancy or dismissal%j.3 On the other hand unemployed
women mentioned dismissal or redundancy as the owaton reason why they left their
last job (44.6%) followed by termination of a temmy job (12.6%). The latter can be
attributed to the fact that during the time of tevey a number of manufacturing companies
had made redundant a significant number of empkye8ince most of the unemployed
respondents worked in the manufacturing sector oray assume that most of these
respondents had experienced redundancy. A secesmsbm could be attributed to the
unemployed women’s personal characteristics. Wopairticipating in the unemployed
survey were younger, mostly single and with feweitdcen than their counterparts. Thus
these women were less likely to state childcarmarriage as the principal reason why they
left their last job.

Similar findings were reported in the OECD studytba labour market behaviour of women
(2002). The study revealed that childbirth is ljkeo effect women’s decision to remain in
employment. In countries such as Germany and thieet) Kingdom, one in four women

who have a child withdraw from employment the yéaliowing birth, whereas in the

Netherlands a higher share of women, almost 30%ssociated with shifts to part-time
employment. In France, Greece and Spain the sthatgdldbirths that are followed by an exit
from employment is also quite high standing at 26fbmore. The shifts to part-time
employment are also high in countries such as Geymeeland and the United Kingdom.

Apart from shifts in type of employment and amoohhours worked, Elias (1994) also notes
shifts to ‘simple’ occupations by women. Theseftshare usually the result of family
formation and childbirth. Elias defines ‘compleccupations as a group of occupations that
entail a certain amount of skill and knowledge. cl8wccupations would include skilled
manual occupations, non-manual occupations thag¢ lasgignificant amount of training or
qualification requirement, professional, technieadgd managerial jobs. ‘Simple’ occupations
are all remaining occupations with a minimum amouwfit associated skills, training,
qualification, or work experience. Elias stated tiraldbirth has little impact upon the men'’s
movement from complex to simple occupations. Fomen, however, the evidence indicates
different trends. Women are more likely to shift¢imple’ occupations with childbirth more
particularly with the presence of young childrentlie household. This effect tends to be
cumulative with number of children. Elias also rsotieat these shifts are increasing over time
and that the contrast between women’s employmefardeand after family formation is
becoming more marked.

While experiencing a number of career breaks aiftsgb alternative types of employment,
women also tend to spend longer amounts of timgideitvork than men. A study conducted
by the European Foundation (1998) found that 30%arhen who were currently not in paid
work but once had been employed stated that thdyreaks of five years or more compared
to less than half this proportion among men.

Women respondents participating in this study aégmrted long periods outside the labour
market. 38.4% of employed women stated that glpliaky spent more than 3 years on a
career break, followed by 23.3% between four andnidhths followed by 20.9% three
months or less and 17.6% between more than oneayehthree years. More specifically
those women who mentioned experiencing career brbakause of children or marriage
mentioned taking long career breaks of more thareethyears (48.6% and 75.6%
respectively). Childcare and marriage tend touirfice Maltese women to take long career
breaks lasting a number of years.
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The length in career breaks may be directly reladefdmily-friendly policies in the country.
For example in Malta the public service offers wonthe possibility to opt for one year
unpaid parental leave as well as a one-time, faar xareer break. A marriage bar was also
in place in the public sector until the early eight On the other hand women employed in
the private sector may avail themselves of threath®parental leave. The length in career
breaks of employed women participating in this gtuday be attributed in part to these
policies. Since most employed women worked ingtlecation and health and social work
sectors which mostly fall under the public sectmte may assume that young women had
availed themselves of the family-friendly policipovided by the public sector while older
women had experienced the marriage bar. Others simgly have withdrawn from the
labour market for their childrearing years.

While institutions may have a direct impact on warsetake up of career breaks, cultural
influences also act as important contributors taneo’s labour market behaviour. Camilleri
Cassar describes how in Malta, women’s labour mapeeticipation has always been
influenced by the cultural assumptions entrenchredlaltese society that define women'’s
primary role as home and family carer. The findiofder study among graduate women
suggest that woman’s primary role in Maltese sgcigtstill seen to be that of care for her
children and home, while that of the father is aofnterrupted work patterns and financial
provision for his family. These cultural assumpsadnfluence women’s decision to opt for
career breaks on childbirth or to terminate thenpyment, in order to better fulfil their

roles of mother and wife.

Another factor influencing the take up and lengtlcareer breaks is education. Women with
a low education level tend to opt for a career bm@re than women with higher levels of
education. Moreover they are less likely to refaiittime employment and more likely to
exit the labour market entirely. Findings by thE@D (2002) maintain that children have a
negative impact on the probability of staying coatiusly in employment for low-educated
women, while women with higher levels of educattend to combine work and family by
reducing their working time rather than exiting éoyment entirely.

Educational level also had a direct impact on tipleyment status of women participating
in this study. As outlined in the previous sectipst inactive women who decided to exit
the labour market entirely had lower levels of eiom than unemployed and employed
women. Higher levels of education seem to haymsitive impact on Maltese women’s
decision to remain or return to the labour markiebw-educated women are more likely to
stop working and remain inactive.

These shifts in women'’s labour market participatiend to portray an intermittent kind of
employment characterised by a series of breakscaadges in occupations. The labour
market history of a considerable number of womemddeto be very different from the
continuous full-time employment typical of men. Wen tend to enter and exit the labour
market more frequently with the direct consequerfckaving to change most of the time to
occupations that involve less knowledge and shilhtthose they had occupied before leaving
the labour market.

These shifts have been classified by Hakim (1994) ithree types of career profiles
portraying women’s labour market behaviour. Thestfitype consists oftontinuous
employmentwhich is the male stereotypical male employmenfilesoconsisting of full-time
employment throughout adult life, from time of l@ay full-time education to retirement.
Almost all men in Britain tend to fall in this cagiery while only one quarter of women are
found working in continuous employment. Hakim @nds that there has been continuous
decline of women working in continuous employmdmbtighout the years. The second type
of career profile is thbomemaker careewhich is typically the female employment profile
consisting of a single period of employment exaetfter full-time education which ends in
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early adult life and is never resumed. This catgpe has been significantly considered as
the ideal type of career for one-third to two-tsiaf women in modern societies. This type of
career emphasises a high degree of household aivii labour where wives are solely
responsible of family and household responsibditiwhile husbands act as the sole
breadwinners of the family. Similar to the contns employment profile however, Hakim
contends that women were choosing less the homentakeer profile in recent decades.
The last type of career profile and the one thatdseasingly being opted for by women is the
discontinuous or intermittent employmemrtofile. This third category consists of work
histories with periods of employment broken by detizebreaks or other periods of voluntary
non-work periods. According to Hakim this is thendnant trend in women’s employment
patterns. She states that ‘there is an expandiokfarce of women with increasingly
numerous breaks in employment, shorter periodsngfl@/ment and more numerous jobs
changes, often associated with part-time work.’kjra2004:135)

Discontinuous and intermittent kind of employmerashgenerally been associated with
negative effects on women’s careers (Hakim 2004nizi Cassar 2005; Walby and Olsen
2002). Women tend to accumulate shorter job tenarel less total work experience than
men, which in turn have a direct consequence oregjachance for promotion and pension
rights.

Women'’s fragmented work histories tend to explam pay gap that exists between men and
women. Employers in general tend to reward em@sy@ho remain working with their
company and gain a significant amount of experiefiteugh regular annual increments.
Also individuals who have total years of experiemteghe same sector tend to enjoy high
salaries (Hakim 2004). Studies in Britain revdwlttthe longer the gaps the less the wages
earned when compared to wages earned in the fgobgiWalby and Olsen 2002). These
effects tend to be higher for females than mal##omen who spend one year out of the
labour market tend to receive 16.1% less than @igevthey had before. Males’ wage penalty
for the same period is half the amount. In gdngoeamen who manage to maintain their job
while having children tend to receive higher wathes women who do not.

Apart from higher wages, experience and job temse lead to promotions with the same
employer or with a change of job. Women who detalept for a career break reduce their
chances for promotion especially if they changesjabd start working in an entirely new job
after the career break. As noted by Camilleri @a$2005) in her study of graduate women,
the possibility to take parental leave and careeals on childbirth may have detrimental
effects on women’s careers. Two professional wonmarviewed by Camilleri Cassar
explained how leaving their job for four years hesmof childbirth was going to reduce their
chance for promotion. Moreover they felt it wadainto leave their job at the beginning of
their career. This was the time when they had dssipility to advance in their job and make
full use of what they studied. To leave their gitirely and start afresh was even worse
because they would have had to start all over again

Women may also experience financial hardship dudacger breaks. For example the
provision of unpaid parental leave and career [wéakMalta may put families in a weaker
financial position. Unpaid parental leave may eafisancial hardship to those who cannot
afford to live on a single wage (Camilleri Cass@®0%). Moreover women would feel

dependent on men since they would have no finacoalpensation while on career breaks
and would have to rely solely on their husband’'geva

Until recently national insurance contributions gmehsion rights were also affected when
women decided to opt for career breaks. In Mailtaekample women working in the public
sector who opted to take the four year parentaleleareer break on childbirth lost their right
to national insurance contributions (Camilleri Gas8005). This had a direct effect on the
stipulated number of contributions required for #hitlement of a retirement pension. In
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2007 government enacted a new measure that acctlditsocial security contributions of

parents who decide to avail themselves of pareetle or career breaks to rear their
children. Parents may avail themselves up to airmam of two year national insurance

credits, rising to four years in the case of clitdwith serious disability. This measure is
similar to that adopted in other European countiibere women who spend time out of the
labour market performing care duties have contidimst made on their behalf. The Pensions
Working Group set up by government to review retie@t pensions in Malta had recognised
this fact and proposed to credit a period betweem and three years per child to enable
mothers and fathers to take care of their childuetil they start attending childcare or

education (Pensions Working Group 2005).

Motivation to work

Women'’s overall labour market participation in Mals significantly lower when compared
to that of other countries. Questions arise whetiemen wish to work in the first place or
whether they are facing a number of constraintshgir decision to take up work. Are
Maltese women interested in following a career® istitutions helping women to enter the
labour market? This study sought to answer suchktmgues by investigating women’s work
intentions and identify those conditions, which namcourage women to remain working or
take up work.

Women participating in this study were asked whethey wish to take up work (inactive
and unemployed) or remain working (employed). FKigd reveal that Maltese women in
general tend to hold positive work aspirations significant number stated their intention to
remain working or taking up a job. However, iirigportant to note that differences emerged
among surveys. Employed and unemployed were mdliagmo remain working or find a
job than inactive women. Most employed (94.1%) andmployed (98.2%) women stated
that they wished to remain working or to start wogkrespectively. On the other hand less
inactive women stated that they wanted to take ogkw Almost half (47.5%) of inactive
women showed an interest in finding a job.

Other studies have recorded a similar widespreatedéo work among women in general.
Fagan (2001) in her analysis of the Employment @hystiof the Future Survey conducted by
the European Foundation reports that a significampgrtion of non-employed women were
ready to take up a job immediately or in the nesd ffears. Survey results reveal that 51% of
women respondents were in employment, 3% had beeamployment the previous week,
26% wanted to start working in the short or medigrm while 20% were not interested to
find a job.

As regards employed women Fagan (2001) notes tegt were generally in favour of
continuing to work irrespective of childbirth. fact some 90% of employed women who
expected to have a first child in the next fivengaganted to remain working. The proportion
was also high for those women who were already @aimdp work with raising children and
who expected to have another child in the neardéutu

However, despite these positive results, Faganesrtiuat women's wish to take up work is
still hampered by a number of difficulties. Shatse$ that 70% of non-employed women
compared to 6% of non-employed men mentioned famamilg home as the primary reason
why they were not in employment. Home and familgrevstill considered as the primary
responsibility of women. They were one of the mdgmtors why women had to opt out of
employment and delay their entry into the labourkea She further explains how:

The boundary between being ‘unemployed’ and notisge&mployment due to ‘domestic
responsibilities’ is blurred for women. Many womentlre latter category are the ‘hidden
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unemployed’, who have domestic responsibilities bub al@ant employment when it is
available. (P. 7)

On the other hand she also notes differences byagidow older non-employed women had
the lowest inclination to work. She explains hdweit lower expectation to work can be
associated with both their age and their generat@luler generations of women used to have
a lower degree of labour market attachment in thy@iunger years than more recent
generations. Moreover ageism and lack of recemk wrperience could also act as deterrents
for older women to seek a job. Similarly Cromptmd Harris (1998) argue that women'’s
orientations to work may vary along the life-cycl&/ork commitment may depend directly
on one’s life cycle stage as well as the realitied possibilities for employment available to
the individual at that particular stage in life.

Similar findings were reported by this study. Thye factor was the most significant factor in
influencing inactive women’s willingness to starorking. The older the women, the less
they were interested in taking up a job. Theselt®stere obtained after performing a series
of significance tests (relationships were examiigd Chi-square tests and association
measures by phi and Cramér’s V) on variables sschoaisehold size, number of children,
age of youngest child, whether respondents hadrehi] district, highest educational level of
women and marital status. Other variables includddther respondents ever worked,
economic sector of last job, occupation of last, jpartner’s labour status, partner’s annual
income, and whether partner has second job.

Although initially a series of variables provedrsficant, when controlling for age, only three
variables remained namely age, age of youngedt elnitl whether partner has a second job.
Age stood as the most significant variable inflirgavomen’s willingness to take up a job.
Inactive women’s willingness to work decreased frisvo-thirds of women in the 15-24 age
bracket, to just over one fifth of the 55 to 64 yekl bracket (refer to chart 5). Also women
whose youngest child had 16 years and over wesewdbng to take up a job than women
who had younger children (refer to chart 6). Tiaistor may be directly attributed to the
women’s age and the fact that the children wouldehabtained a certain degree of
independence. The latter required less help arahfial assistance from their mothers. On
the contrary most women with younger children wetling to take up a job. The other
independently significant variable is whether tkspondent’s partner holds a second job.
The data indicates that the fact that the partoesd second job is associated with a greater
willingness to work on the part of the respondenitsfact, 80.8% of those respondents whose
partner has a second job wish to work compare®18% of those respondents whose partner
does not have a second job.

Chart 5: Inactive women and their willingness to waok by age
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Chart 6: Inactive women and their willingness to wok by age of youngest child
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Those inactive respondents who expressed a wiskote were asked how strongly they
would rate the following reasons for working: firan learning and socialising (refer to table
13). Women rated finance most highly (72.6%) falal by opportunity to socialise (30.1%)
and opportunity to learn (24.7%). It is interegtio note the high rating that inactive women
gave to financial reasons and subsequently thetivella lower ratings they gave to
socialisation and learning. It seems that inactimenen’s wish to contribute financially to
their families is quite strong. Moreover this find may also be interpreted as a strong wish
by inactive women to change their present staf;mahcial dependency.

Similar questions were posed to employed and urgyepl respondents who wished to
continue working or to start work. Almost similasults were obtained in both surveys. (In
the latter surveys the list of options availablewtomen was modified in order to include
elements related to experience gained through otk personal development issues. Also
the Likert scale was changed from a five point fowa point scale.) The absolute majority of
unemployed women gave a high rating to the findredeement in work (94.6%) followed by
the opportunity to gain more experience (69.8%) andopportunity to socialise (67.2%).
These preferences may be tied directly to the utegrad women’s characteristics as well as
their employment status since most were relatieélg young age and thus seeking new work
opportunities to further enhance their work expese& Moreover they also gave a high rating
to the socialisation aspect and the fact that weak going to give them the opportunity to
meet other people.

While giving financial reasons (79.1%) as high &ng as the other groups of women,

employed women tended to value next the opportupityevelop one’s capabilities (45.2%)

followed by the opportunity to socialise (42.0%)nce in employment women seem to value
other elements more highly than non-working wonmsrth as personal development and an
opportunity to develop one’s knowledge and skilBeing in employment may mean more

financial stability for women and thus their evdiaa of work is extended beyond the purely

instrumental
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Table 13: Women'’s work orientations by survey

Inactive women
Important Not
Very and not important at Non
important Important important Not all respondents
% % % important % % %
Financial reasons 72.6 23.8 1.4 1.6 0.3 0.3
Meet other people 30.1 51.8 0.5 12.6 4.9 0.0
Opportunity to learn 24.7 65.5 1.6 7.1 0.8 0.3
Unemployed women
Non
Very important Important Not important Don’t know respondents
% % % % %
Financial 94.6 35 1.8 0.0 0.0
Meet other people 67.2 19.1 10.9 0.2 2.6
Opportunity to learn 66.8 17.2 13.9 0.0 2.1
Gain more
experience 69.8 15.9 12.1 0.0 2.1
Personal
development 61.1 17.8 17.8 0.0 34
Employed women
Very important Important Not important | Don’t know | Non respondent
% % % % %

Financial reasons 79.1 6.5 2.6 0.0 11.8
Meet other people 42.0 30.1 15.7 0.7 114
Opportunity to learn 36.9 29.7 21.3 0.5 11.6
Gain more
experience 41.2 29.5 17.5 0.5 11.3
Personal
development 45.2 27.2 15.6 0.3 11.7

This overall instrumental orientation to work halsoabeen recorded by other studies
conducted in Europe. Both employed and non-emplagspondents of the Employment
Options of the Future survey run by the EuropeamBation stated that earning a living was
a major reason why they wanted to work (Fagan 20(ince the survey was conducted
among men and women it permitted an analysis ofitittngs by gender. Interestingly the
results of the survey suggest a gender differem¢kea work orientations of men and women.
Men tend to have a higher instrumental orientatidrnle women tend to value more the
socialisation aspect and the fact that they lilg@rtjob. Gallie, White, Cheng and Tomlinson
(2004) also record such differences in the worlerddation of men and women. While
valuing highly the financial aspect of work, mendeto give a higher instrumental value to
work then women. The most plausible explanatiantties finding would be the importance
given to traditional gender conceptions and how renstill considered as the main family
breadwinners. Despite these findings Fagan alsesrthat while men and women may have
different orientations to work, motivations alsmdeto be affected by types of work and
occupation positions not only by gender. When pational positions are taken into account
gender differences are reduced. She gives the mgaof men and women with high
gualifications and better jobs who are least datisiwith their occupations than other
individuals due to the juxtaposition of higher esfations with relatively better employment
conditions.
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This element of heterogeneity in work motivatiorss lalso been highlighted by other studies
which emphasise differences among the work oriemtstof women themselves. Women'’s
knowledge, background and experiences may dirécflyence their work orientation. A
study of women returners conducted by Doorewaarghdrckx and Verschuren (2004)
found that the personal, financial and family comists of women tend to influence their
work orientations in a significant way. Femaleuraers with a lower education level and
who have financial difficulties tend to re-entericoéabour for money reasons while older
women, women with a higher education and women argofinancially well off tend to re-
enter the labour force because they are interéstidn job they wish to acquire. On the other
hand those women who wish to enter the labour markerder to meet people are more
likely to be older and less educated. The authogse that distinct background factors tend
to account for the job orientation of different gatups of women returners.

The above findings may help to explain the way woemespondents participating in this
study rated reasons why they wished to work. Imaavomen participating in this study had
significantly lower levels of education and usedvark in manual jobs with a low financial
return more than other women. These charactevistiiry explain why their wish to re-enter
the labour market was highly instrumental. Theinsic returns of work were considered as
less important by these women due to their backgt@nd the work opportunities available
to them. A similar explanation may be attributedhat of unemployed women. The latter
were significantly younger than their counterpanmsl thus were in a stage in their life-cycle
which required more financial stability. They neddnoney to buy or rent new homes and
also start a family. On the other hand since tlveye actively seeking work and wished to
change their unemployment situation they highlyuedl the intrinsic rewards of work. On
the other hand most employed women worked in psifeal jobs that gave them more
financial stability and higher intrinsic gains. Asresult they rated different orientations
towards work more equally than their counterpaittowever, the fact that they gave lower
ratings to the intrinsic rewards of work than unéypd women may also be a reflection of
their work experience and the high expectationg giaced on their jobs in general.

Preferred conditions

Apart from examining their wish to work and theiomk orientations, study participants were
also asked about the conditions they thought waelg them to start working or retain their
job. Non-employed respondents who stated that theyld like to work as well as those

employed women who wanted to continue working vaeskeed to rate a number of conditions
in terms of their importance (refer to tables 14 &B).

The lists of conditions presented to respondentthefthree surveys were almost similar.
Since surveys were done in different periods tlsearscher had the possibility to improve the
original list of conditions presented to inactivemen. Thus the ‘good working conditions’
option was further subdivided into ‘good pay’, ‘clge in job’, and ‘possibility for
promotion’. This was done to test whether employel unemployed women rated
differently the various aspects of working condigo The option on ‘retirement pension’ was
removed and changed to ‘parental leave’ sincedtterlwas not included in the original list
of conditions and was considered as more impoftarthe purpose of this research than the
former option. The option ‘enough job opportunitiegas removed from the employed
women'’s list.
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Table 14: Preferred conditions by survey

Inactive women

Important Not Non
Very Important and not Not important at | respondents
important % % important % | important % all % %
Family-friendly hours 42.2 49.3 0.5 5.2 2.2 0.5
Work at home 414 28.8 2.7 17.5 9.6 0.0
Husband'’s tax is not effected 40.0 38.9 0.5 8.8 1.9 9.9
National insurance
contributions were to be lower 38.4 47.7 11 8.5 1.6 2.7
Good working conditions 37.8 56.2 1.9 3.0 1.1 0.0
Partner agrees to my working 32.6 44.7 1.6 10.4 3.8 6.8
Work part-time/reduced hours 31.2 47.9 3.6 11.0 6.3 0.0
More education and training 30.1 55.3 1.6 9.3 3.3 30
Enough job opportunities 29.6 63.0 1.1 5.2 1.1 0.0
Benefits are not lost/reduced 26.6 27.9 1.1 6.0 1.9 36.5
Help with domestic work 20.8 38.9 1.1 20.8 18.1 0.3
Childcare 17.3 29.9 16 9.9 5.8 35.6
Aid to open one’s business 104 26.6 4.1 21.4 29.3 8.2
Retirement pension is not lost 7.9 104 0.5 1.4 0.5 79.2
Care of disabled/sick relatives 3.6 11.5 0.3 9.9 8 6. 67.9
Alimony is not lost 1.6 3.6 0.0 0.5 0.3 94.0
Unemployed women
Very Non
important Important Not important | Don’t know respondents
% % % % %
Good pay 52.5 25.9 21.3 0.3 0.0
Enough job opportunities 49.5 20.8 14.2 0.5 15.0
Job different from last job 24.8 6.0 44.9 0.2 24.2
Family-friendly hours 23.0 8.7 68.1 0.2 0.0
Possibility for promotion 19.8 19.3 60.0 0.9 0.0
Work part-time/reduced hours 18.2 8.3 72.9 0.6 0.0
National insurance contribution werg
to be lower 14.9 12.6 69.8 2.8 0.0
More education and training 14.7 14.9 69.5 0.9 0.0
Parental leave 13.6 3.4 23.3 0.8 59.0
Partner agrees to my working 11.3 2.6 9.0 0.2 76.9
Work at home 9.5 6.4 83.6 0.5 0.0
Aid to open one’s business 7.2 1.1 91.4 0.3 0.0
Husband's tax is not effected 6.6 2.9 10.9 0.6 79.0
Childcare 4.3 0.8 8.7 0.2 86.1
Care of disabled/sick relatives 4.1 2.0 5.7 0.0 288.
Benefits are not lost/reduced 3.7 14 6.9 0.0 88.1
Help with domestic work 2.9 2.8 37.4 0.0 57.0
Place of work accessible to persons
with disability 1.5 0.3 1.2 0.0 96.9
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Table 14: Preferred conditions by survey continued.

Employed women
Very Not Non
important Important important Don’t know respondents
% % % % %

Good pay 74.2 13.7 8.5 0.9 2.7
National insurance contribution were to be
lower 65.0 16.3 14.4 11 3.2
Possibility for promotion 55.7 19.9 17.1 0.7 6.6
Family-friendly hours 54.5 16.3 20.1 0.9 8.2
Parental leave 51.4 4.7 74 2.0 34.5
Partner agrees to my working 48.7 2.3 14.9 1.3 32.7
More education and training 48.3 21.9 20.9 1.6 7.3
Work part-time/reduced hours 45.1 13.2 28.1 1.3 212.
Benefits are not lost/reduced 40.9 5.0 3.2 0.8 50.1
Work at home 40.0 11.2 345 1.5 12.9
Husband'’s tax is not effected 38.2 94 7.7 1.3 43.3
Help with domestic work 35.4 9.4 20.2 0.7 34.3
Childcare 314 3.0 4.0 0.9 60.7
Aid to open one’s business 25.2 5.9 17.4 2.2 49.4
Different job 22.5 9.7 45.8 12.2 9.8
Care of disabled/sick relatives 16.3 2.2 3.6 0.9 .077
Place of work accessible to persons with
disability 7.3 0.3 0.7 0.0 91.8

Meanwhile the Likert scale used in the survey amioagtive women included five ratings
ranging from ‘very important’ to ‘not important ali’ while the second two surveys provided
women with three options ranging from ‘very impaoittato ‘not important’ as well as a ‘don’t
know’ option. This change was introduced to haxaeraccurate results as well as keep the
overall time taken by the telephone survey as Is\wassible.

Table 14 indicates the percentage of respondentating while table 15 provides a break
down of respondents who answered very importarthéolist of conditions by age. An
analysis of the first five conditions ranked asyvenportant reveals that women wish most
for more family-friendly’ work arrangements, good working conditionsas well adiscal
policiesthat encourage women to enter the labour market.

The provision of family-friendly hours together tvithe possibility to work from home and to
take parental leave were considered as very impiokp a significant number of women
participating in this study. 54.5% of employed wanconsidered family friendly hours as
very important followed by 42.2% of inactive womand 23.0% of unemployed women.
Inactive women also gave a lot of importance togbssibility to work from home (41.4%)
while employed women rated highly the provisionpaiental leave (51.4%). Interestingly
women gave a lower rating to the possibility to kvon part-time/reduced hours or to have
access to childcare. From these findings it sethaisMaltese women value the need to take
care of their children themselves and want the ipiisg to better combine their work and
family life.

Women'’s need to reconcile work and family has beilely reported by other studies (Fagan
and Burchell 2002; Fagan 2001; Rizzo 2004). Inshigly on work-life balance Rizzo (2004)
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found that employed women tend to feel the lackwoik-life balance more than men.

Almost half of women participating in his study (8%) stated that they felt squeezed
between work and family life when compared to 27.8%amen. This feeling was more

pronounced among workers who worked longer houas tither workers. Rizzo also notes
that the higher the level of education of workdrs more they tended to be dissatisfied with
the amount of time that they had available to dediavith their children. Rizzo states that
“more than half of the workers with a post secopd&?%) and tertiary education (57.1%)

stated that they either found no time or did natl fenough time to spend with their children”
(Rizzo 2004:15).

The provision of policies that help women reconuilerk and family life may have long term
positive effects on women’s employment rates. Aghlighted by OECD (2003), countries
that have introduced measures such as flexible mgtikme arrangements and paid maternity
leave tend to have higher rates of employment tther countries. OECD suggests that
those countries in which young women'’s participatiates is low are also those countries in
which there is a relatively wide agreement that wols employment is detrimental to family
life and to young children. The provision of polimeasures that help women achieve more
work life balance may help them enter the laboucdownhile continuing to take care of their
family and children. For example OECD mentions élxample of paid maternity leave and
explains how this measure may give women a jobaguae while ensuring them a certain
amount of financial security while on leave. Tkadth of paid maternity leave is debatable
and OECD recommends that a ‘reasonable’ length of peternity and/or parental leave
should be found. Too long leave may be detrimetatdhe women'’s career prospects and
labour market participation since women would fisss inclined to return to the labour
market outright. On the other hand if the leavéois short women would be denied their
wish to care for their children themselves and mhagide not to continue working.

The option of working on a part-time basis needdeoconsidered in its entirety. While
valuing the positive outcomes of working on a gare basis, women also tend to regret the
fact that working on part-time basis may also mleaser benefits than those enjoyed by full-
time workers such as sick leave and vacation le&@amilleri (1997) in her study of women
working on a part-time basis in the banking sedtamd that most participants felt that
working part-time gave them the possibility to cdoe their children themselves. They
thought that full-time work would take away timettiee spent with their children. They
considered raising their children as their primesle and that they should constantly make
themselves available to them. Women felt that @thable burden of work and family would
be impossible to cope with under the stress oftimle employment” (Camilleri 1997:185).
Similar findings were reported in a study condudigdhe European Foundation on part-time
work in Europe (2003). The study confirmed thatighhpercentage of women part-time
workers reported that the main reason for workiag-pime was child and adult care. Despite
these positive benefits attributed to part-timekvoy respondents participating in Camilleri’s
study, as well as those in a study conducted byiR$gy Duxbury and Lee Johnson (2000)
respondents also described a number of shortcomingsey mentioned certain negative
attributes tied to part-time work such as havingdpe with heavy and demanding workloads
and the lack of sick and vacation leave availablpart-timers. Women felt that working on a
part-time basis meant that they were tied to theeloechelons of the work organisation and
their possibility of advancing in their careers vias despite their high productivity at work.
These findings seem to suggest that part-time waak result in a trap for employed women.
The recent changes made by the Maltese governméiné part-time work regulations which
state that all part-time workers working in exces®ight hours per week will be entitled to
vacation leave, sick leave and other benefits bekure that part-time workers enjoy good
working conditions as other workers.
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Table 15: Preferred conditions considered as vapoitant by survey and age.

Inactive women

15-24 25-34 35-44 45-54 55-64
% % % % %
Aid to open one’s business 154 (12 9.6 (13 3 9.8 (11) 2.1(11)
Alimony is not lost 15.4 (13) 1.4 (15) 1.7 (16) 01%) 0.0 (16)
Benefits are not lost/reduced 38.5(9) 53.4(2) 34.5(6) 6.3 (14) 10.4 (15)
Care of disabled/sick relatives 15.4 (14 1.4(16) 3.4(15) 4.5 (15) 2.1 (13)
Childcare 46.2 (6) 27.4 (11) 21.8 (12) 8.9 (12) 2.1(12
Enough job opportunities 53.8 (2 30.1 (10) 31.1(9) 28.6 (8) 20.8 (10
Family-friendly hours 61.5 (1) 53.4 (1) 45.4 (1) 35.7 (5) 27.1 (4
Good working conditions 53.8(3) 43.8 (4) 37.8 (4 3754 25.0 (7)
Help with domestic work 23.1(11) 16.4 (12 22.1Y1| 23.2(10) 16.7 (14)
Husband'’s tax is not effected 38.5(10) 43.8(5) 42.9 (2) 37.5(2) 33.3(3)
More education and training 53.8 (4) 315(9) 28.6 (10) 30.4 (7) 25.0(8)
National insurance contribution were to be lower| .24@) 37.0(7) 38.7(3) 3753 39.6 (2
Partner agrees to my working 15.4 (15| 35.6 (8 5%4) 33.0 (6) 27.1 (5)
Retirement pension is not lost 0.0 (16) 4.1 (14 4 (34) 8.0 (13) 27.1 (6)
Work at home 53.8 (5) 38.4 (6) 37.0(5) 46.4 (1) 41.7 (1)
Work part-time/reduced hours 46.2(8)] 45.2(3) 31.9(8) 23.2(9) 22.9(9)
Unemployed women
15-24 25-34 35-44 45-54 55-64
% % % % %

Aid to open one’s business 8.4 (10) 8.8 (14 13 (1 5.3 (14) 6.7 (13)
Benefits are not lost/reduced 0.5 (15) 154 (12) 7 (84) 2.1(18) 0.0 (18)
Care of disabled/sick relatives 1.6 (12) 3.3 (16] .2 (15) 7.4 (12) 20.0 (7)
Childcare 0.3 (17) 17.6 (9) 11.6 (12) 2.1(17) 3.3 (16
Enough job opportunities 47.6 (2) 52.7 (2 55.1 (2) 49.5 (2) 50.0 (2
Family-friendly hours 15.2 (7) 24.2 (4) 39.1(3) 36.8 (3) 33.3(3)
Good pay 48.1 (1) 62.6 (1) 60.9 (1) 51.6 (1) 60.0 (1
Help with domestic work 1.4 (13) 2.2(17) 7.2(16) 7.4(13) 0.0 (17)
Husband'’s tax is not effected 0.3(18) 15.4 (13) .818) 12.6 (11) 10.0 (9)
Job different from last job 19.0 4 38.5(3) 33.3(4) 28.4 (5) 23.3(5
More education and training 17.1 (5) 6.6 (15) 17.4 (10) 13.7.(8) 6.7 (11)
National insurance contribution were to be lower| .21(3) 23.1 (6) 24.6 (7) 12.6 (9) 6.7 (12)
Parental leave 16.3 (6) 19.8 (V) 8.7 (13) 4.2 (15) 3.3(14
Partner agrees to my working 0.5 (16) 19.8 (8 36)4 28.4 (6) 20.0 (6)
Place of work accessible to persons with disability 0.8 (14) 2.2 (18) 1.4 (18) 3.2(16) 3.3(15
Possibility for promotion 2393 16.5 (10) 14.5 (11) 14.7 (7) 6.7 (10)
Work part-time/reduced hours 10.3(9)] 24.2(5 33.3(5) 29.5 (4 26.7 (4
Work at home 5.2 (11) 16.5 (11) 18.8 (8) 12.6 (10 10.0 (8
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Table 15: Preferred conditions considered as wvapoitant by survey and age continued.

Employed women
15-24 25-34 35-44 45-54 55-64
% % % % %
Aid to open one’s business 30.5(9) 26.5 (14) 254 17.4 (14) 17.5 (14)
Benefits are not lost/reduced 27.7 (10 43.8 (12) 2.5%9) 46.4 (4) 35.0(8)
Care of disabled/sick relatives 11.8 (16 18.4 (16) 23.1(16) 13.8 (16) 12.5 (16)
Childcare 19.1 (15) 50.3 (9) 41.3 (12) 19.6 (13 12.5 (1Y)
Different job 24.1 (12) 22.2 (14) 25.0 (15) 17.4 (15 22.5(13)
Family-friendly hours 55.9 (4) 56.8 (4) 60.6 (4) 44.2 (5) 47.5 (3
Good pay 78.6 (1) 73.0 (1) 78.8 (1) 68.8 (1) 55.0 (1
Help with domestic work 21.8 (13) 38.4 (13 50.6)(1 35.5(9) 35.0 (9)
Husband's tax is not effected 19.5 (14 443 (11) 5.6%6) 44.2 (6) 22.5 (11)
More education and training 50.0 (6) 50.3 (8 538 38.4 (8) 42.5 (5)
National insurance contribution were to be lower|  67.7 (2) 65.9 (3) 72.5(2) 57.2(2) 425 (4
Parental leave 55.0 (5) 67.6 (2) 53.8 (7) 29.0 (11) 25.0 (10)
Partner agrees to my working 27.7 (11 55.1(6) 66.9(3) 52.9 (3) 475 (2)
Place of work accessible to persons with disability 7.3 (17) 4.3 (17) 10.6 (17) 8.0 (17) 5.0 (17
Possibility for promotion 63.6 (3) 54.6 (7) 60.6 (5) 43.5 (7) 40.0 (6)
Work part-time/reduced hours 45.0 (7)| 55.1(5) 46.9 (11) 31.9 (10) 37.5(7)
Work at home 45.0 (8) 48.1 (10) 41.3 (13) 26.1 (12 17.5 (19)

In this study, apart from the need to achieve &beiork-life balance, women also took into
consideration the working conditions available. flct 74.2% of employed women
considered receiving a good pay as very importafibvied by 52.5% of unemployed
women. 37.8% of inactive women considered goodkimgr conditions in general as
important in their decision to start working. Mower a significant number of employed
(55.7%) and unemployed (19.8%) respondents ratedptissibility for promotion as an
important condition in their work experience. e tother hand 24.8% of unemployed
women wished that they could work in a differerti foom their previous one. Unemployed
women’s negative experience of having their jolnieated may have influenced their wish
to find a job with better prospects. On a relatete unemployed women (49.5%) also rated
highly the fact of having enough job opportuniti@gailable to them to be able to start
working. Unemployed women seemed to have a qessimistic view of their possibility to
find a job.

Consequently the availability of good quality jadeems to be an indispensable factor if one
wants to raise the level of women’'s employmentsatéds highlighted by the European
Commission (2003) persons with care responsilsliie well as low-skilled people and the
young tend to experience changes in their labourketahistory between long-term
unemployment, inactivity and temporary jobs witlnigh risk of exiting the labour market
entirely. In order to limit such risks it is impgant to make work more attractive by offering
suitable working time arrangements, possibilitesdaconcile work and family life as well as
opportunities for skills upgrading and career ademnent. Apart from flexibility, career
advancement and job security are for many peoplactive policies to take up work and stay
in the labour market. While flexibility measuresaynprovide greater opportunities for
employees to achieve better work-life balance amgbleyers to achieve higher rates of
productivity at a lower cost, it is important thiaese arrangements take into consideration the
demands for quality at work.
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The issue of having fiscal policies that encourtgam to work was also highlighted as an
important factor by women participating in this &tu Both employed and unemployed
respondents stated that the lowering of nationslirgnce contributions was an important
condition for them to start working or remain in nko 65.0% of employed women and
38.4% of inactive women rated this issue as vemoirtant. Inactive women also considered
as important the fact that their husband’s tax vaiald not be affected if they decided to start
working (40.0%).

The provision of adequate fiscal policies is alsaraportant factor in attracting more women
towards the labour market. As highlighted by OE@D01) and Rubery and Fagan (1998)
taxation systems together with the provision of takefs and benefits may influence
women’s employment rates. Joint taxation systdraeefits for low-earning families as well
as tax reliefs for families with children and siedireadwinners may act as disincentives for
secondary earners to enter the labour market. olmtdes which emphasise the single
breadwinner model, secondary earners may be syaligincentivised to enter the labour
market due to the high tax rates that have to kg#e in employment.

In fact as highlighted by Baldacchino (2003) in $tisdy of Maltese women'’s patrticipation in
the labour market, Maltese women’s employment ratey even rise by eight to nine

percentage points if one was to consider those wowigo participate in some form of

undeclared work. Women found to work informallyually did care and service work for

others such as maids, shop assistants, cleanetsaamdessers or work within the household
unit such as assisting in shops or businesses obynéte family. Baldacchino states that the
taxation and national insurance contribution systemay be one of the main factors why
women in Malta decide not to enter the formal labowarket and continue to work

informally. He concludes that lower levels of thaa and or/lower time thresholds for the
payment of social security contributions would eatke incentive for Maltese women to
declare income and enter into the formal labourketar

Meanwhile when analysing responses by age somereliffes emerged. Young respondents
were more likely to give higher rates to familyefndly policies such as ‘family-friendly
hours’, ‘parental leave’ or ‘reduced hours’ thamlesl respondents. Inactive women aged
between 15 and 44 years of age considered ‘famigydly hours’ as the most important
condition while employed women aged 25 to 34 yedirage had ‘parental leave’, ‘family-
friendly hours’ and ‘reduced hours’ among the figt five conditions. Young respondents’
childcare responsibilities tend to influence thgarticipation in the labour market and thus
they wished to have policy measures that would tte@m raise their children while retaining
their job. These factors were given less importdnycelder women.

On the other hand older women gave slightly difiénatings. Older inactive women for
example considered working at home as a betteorgbr them and gave it the highest
rating. A possible explanation may be these wosdow educational background and
marketable skills coupled with the fact that theyénbeen out of the labour market for quite a
long period of time, and would prefer out-work. tdover both older inactive and
unemployed women were more likely to rate theitqen's support to their decision to start
or continue working as important as very importa®tder women seem to value the position
taken by their husband when deciding to continueking or to start working in the first
place. Finally older employed women aged 55 yearsnore also valued education and
learning and the need to keep abreast with new latge and skills.
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Childcare

This study also sought to gather information ortipigants’ use of childcare services and
whether they would consider using childcare sesvinethe futuré. While the survey carried
out by ETC suggested that childcare services mayamdt very highly in women'’s decision
whether to start or retain a job, subsequent rekdas indicated an apparent shift in opinion.

A sense of ambivalence in the use of childcareoisumusual in similar studies of working
women (Camilleri 1997, Camilleri Cassar 2005 anddBechino and Camilleri 1992).
Camilleri (1997) in her qualitative study of womesorking part-time in the banking sector
found that most study participants were againdtichre centres and wanted to take care of
their children themselves. Some stated that theyldvonly trust their children with people
they know particularly their own mother. Motheremioned that they were afraid of
negative influences on their children while othemnsidered it as egoistic to continue
working while raising small children. Similarly itheir study of women factory workers
Baldacchino and Camilleri (1992) found that despite overall positive outlook held by
factory workers towards childcare centres (91%estdhat they were in favour of childcare
centres), half of the respondents affirmed thay tlveuld terminate their employment with
marriage or child birth. In her recent study oadyrate women Camilleri (2005) also found
out a degree of uncertainty among women when degiti opt for childcare facilities. Some
mothers preferred to stop working or shift to jabat would help them reconcile work and
family life such as teaching rather than usingdiddre facilities. This arrangement helped
them to take care of their children themselves ouththe need to send them to childcare
centres.

The above findings seem to confirm Hakim’s thesiat ta significant number of women

prefer raising their children themselves and wantmain at home full-time with their young

children (Hakim 2004). Hakim cites the significanptake by mothers of homecare
allowances in countries such as Finland and Fratespite the availability of childcare

centres. Hakim states that in these countries mvoshen tend to prefer staying at home
taking care of their children and receiving a hoarecallowance instead of using public or
private nurseries. She concludes that, if affolelalvomen would prefer to stay at home with
their young children rather then opting for altd¢iveachildcare possibilities.

Although the above contention may be true for éemaothers, it is not true of all. Camilleri
(2005) in her qualitative study on graduate Maltegemen describes how some study
participants were in favour of childcare servicee/omen argued that childcare services
would help them retain their jobs and eventualliwenap the career ladder. However, they
also pointed out that the lack of childcare sewicegeneral and the high costs related to such
services has pushed them to choose other altegsatiwch as seeking help from their relatives
especially their mother to take care of their at@fdor stop working in order to take care of
their children themselves. Some mothers mentidhecheed for public childcare as well as
tax rebates on childcare that would help them &tevsuch costs.

Cost and the availability of childcare services &®ve important considerations that parents
take into account before opting to use childcamlifes. OECD contends that the net
childcare costs are high in many OECD countrie0%20 OECD states that even after
deducting all relevant types of government suppaatents with two pre-school children may
even end up paying around 20% or more out of fataily budgets for childcare. In another
study OECD states that women at the lower end ofwthge scale and women with lower
education levels tend to be more sensitive to Higildcare costs and in turn find it more

! The Division took the decision to include questionshidcare after it was approached by the

National Commission for the Promotion of Equality Kéen and Women. These questions were
included in the employed and unemployed women sgreely since the survey among inactive

women had already been completed.
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difficult to enter the labour market. OECD alsotands that unemployed women may find it

even harder to opt for childcare whilst searchiogé job since they are in a less favourable
financial situation. Moreover Thewlis et al (20@®ntend that when making decisions about
childcare parents tend to calculate the costs dficdre against potential earnings of the

mother rather than the total joint income or thihdal's wage. Parents have to see that work
pays and that a reasonable amount will remain fiteermother’s earnings after paying costs

of childcare.

Apart from costs, availability of childcare faddis and their quality is also a major
consideration by parents. The lack of quality dtdlre systems may influence the parents’
decision to rely on family members and in turn shif reduced hours or part-time basis.
Parents would take this decision in order not tk tir relatives to help full-time with
childcare. Walby and Olsen (2002) state that izeee childcare provision particularly
publicly funded childcare has a substantial positimpact on female labour supply in the
UK. When comparing these results with countrieshsas France and Sweden they conclude
that the provision of quality childcare by the stabrrelates with higher levels of women in
the labour market when their children are young tke other hand OECD (2003) tends to
take a more cautious stance when describing thel lefs causality between child-care
arrangements and women’s participation rates sitler factors other than childcare may
impinge on female employment rates. However, OB notes that surveys conducted in
the United States and the United Kingdom reved tthe primary reason why a significant
number of young mothers remain outside the laboarket is directly related to lack of
access to a satisfactory childcare system. Theskes reveal that an extension of childcare
support may increase women's labour force particpa

Moreover parents would also wish to consider thilcare arrangements that are available
both in terms of opening hours as well as the plalsere childcare takes place. As outlined
by Thewlis et al (2004) location and opening houes @so important considerations when
deciding whether to opt for childcare. The diffiguto combine childcare arrangements with
women’s work schedules is a key factor in allowingthers to organise childcare. Moreover
as outlined by OECD (2003) hours of childcare haved compatible to working hours. In
Italy for example childcare arrangements are nfarefl on a full-time basis and thus they do
not allow mothers to work full-time. This situationay push mothers to work part-time
despite the fact that part-time work arrangementtaiy are limited. On the other hand in the
Netherlands, although childcare arrangements aedadfered on a part-time basis as in Italy,
the number of part-time jobs available in the labooarket is considerably high thus
influencing women'’s overall high labour market papation rate.

To return to the findings of the ETC 2004 surveysutes suggested that women prefer to care
for their own children or to rely on relatives. @r5.7% and 1.4% of all employed and
unemployed women participating in the surveys noswetil that they had used childcare
services. Figures for mothers stood at 11.1% &adbemployed and unemployed mothers
respectively. More positive results were obtainden respondents were asked whether they
considered using childcare in the future. 20.499 28.3% of employed and unemployed
respondents stated that they would consider difidcare; .

The above results were analysed by age in ordexamine whether young women held a
more positive perception of childcare services tludser women and whether a higher
percentage would be willing to use childcare sawin the future. The results show that
although young women are more inclined to consigiéng childcare services in the future
than older women, more than half do not wish to cisiédcare services at all or are still
undecided whether to use these services in thesftefer to table 16).
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Table 16: Respondents by survey, age and whetbgntbre willing to use childcare services
in the future.

Employed women Unemployed women
Do not Do not
Age Yes No know Total Yes No know Total
15-24 34.6 33.8 31.7 100.0 41.4 28.4 30.3 100)0
25-34 33.9 41.7 24.5 100.0 33.3 39.8 26.9 100)0
35-44 6.5 78.7 14.8 100.0 8.6 78.6 12.9 100.p
45-54 0.7 95.8 3.5 100.0 4.0 91.1 5.0 100.9
55-64 2.2 97.8 0.0 100.0 3.2 90.3 6.5 100.9
Total 20.4 60.3 19.4 100.0 29.3 47.7 23.0 100.9

An analysis of respondents’ willingness to usedddte by education level reveals that those
women with higher levels of education were mordimglto use childcare facilities than other
women. 32.8% and 27.3% of employed women with-pesbndary and tertiary levels of
education were willing to use childcare facilitiesien compared to 15.1% and 2.6% of
women with secondary level of education or belowosdary level. Similarly 61.1% and
48.0% of unemployed women with tertiary or postesetary levels of education were willing
to use childcare facilities while 22.4% of womenthwsecondary level and 12.6% with
education lower than secondary level were williogise childcare facilities.

Employed respondents who did not make use of dhikdservices in the past were asked why
they did not use such services (refer to table IIf)e most common reasons mentioned by
respondents were that they either did not havedhuigren (52.2%) or that they preferred
asking their relatives to take care of their cldtli(24.8%). The rest stated that they wanted
to take care of their children themselves (13.788pWved by those who preferred not to leave
their children with unfamiliar persons (7.4%).

Table 17: Employed respondents by survey and redeomot using childcare services in the
past

Employed women

Reasons Frequency| Percent
Do not have children 389 52.2
My relatives took care of

my children 185 24.8
Too expensive 3 0.4
Did not know enough abou

the services 1 0.1
Did not want to leave my

children with strangers 55 7.4
| took care of my children 102 13.7
Work permitted me to take

care of my children and

continue working 5 0.7
Other 5 0.7
Total 745 100.0

On the other hand unemployed respondents were agkgthey did not wish to make use of
childcare services in the future (refer to tablg. 1&Imost similar results were obtained as
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those obtained in the employed women’s survey. tMespondents stated that they do not
have children (59.8%) so they were not in a pasitiorespond followed by those who stated
that their children are too old to be sent at d&dchre centre (13.2%). Most of the remaining
respondents either wished to leave their childréh their relatives (10.9%), refused to state
their main reasons why they did not want to usédchre (8.5%) or did not want to leave

their children with outsiders (5.1%). The abovsults show that most women participating
in this study either prefer to use different optidio childcare centres or are still unsure
whether to use these centres in the future. Relgmis seem to prefer asking their relatives
to take care of their children or taking care d@itlchildren themselves.

Table 18: Unemployed respondents by reasons fausiog childcare services in the future

Unemployed women

Reasons Frequency Percent
Do not have children 281 59.8
My relatives will take care

of my children 51 10.9
Too expensive 1 0.2

Don’t know enough about
the services being

provided 1 0.2
Don’t want to leave my

children with strangers 24 5.1

| want to take care of my

children 8 1.7
My children are grown

ups 62 13.2
Refused 40 8.5
Other 2 04
Total 470 100.0

Similar results were obtained by the Ministry farct&l Policy in a survey conducted among
266 respondents both males and females. The sfdpe study was to investigate childcare
demand and perceptions held by the Maltese popualain childcare services. Despite a
higher overall registered rate of respondentsabasidered using childcare facilities, still less
than half or 41% of respondents considered chiklcas an option. The majority of

respondents who did not consider using childcac#itias either stated that they did not need
such a service or were not interested in consigetims option or had available alternative
childcare facilities.

However, in the meanwhile, a more recent studylhalicare use in Malta commissioned by
the ETC reported higher figures of Maltese who woetdisider making use of childcare
services in the future (ETC 2007). This study wasmissioned by the ETC to evaluate
changes in Maltese people’s perception of childdaeilities resulting from a quality
childcare information media campaign run during blegginning of 2007. The survey was
conducted among all the Maltese population of wagkdge (including men and women) and
reported that 28% of all the Maltese populationsidered using childcare or was already
making use of it while 44% of respondents aged betw21 and 40 considered making use of
such facilities.
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The majority of respondents (63% of the total syrgepulation) claimed that they perceive
childcare facilities to be adequate or highly adgquand that childcare can improve the work-
life balance of working parents (81%). These rasshiow that if quality standards are
established and promoted, more prospective parsaysconsider using childcare as one of
the possibilities that helps them combine childcari¢gh work. In view of the high
percentages of young women and parents who considking use of childcare facilities in
the future it is important to sustain such serviaed provide adequate facilities. Equally
important is the need to continue to educate afafrmabout what constitutes high-quality
childcare, to ensure a continuous improvement afddards and serving to reassure those
parents wishing to use such services, that thely toenefit their children’s social and
psychological development.

This study also sought to get information on worsepteferred childcare arrangements.
These questions were mostly posed to employed waonhenstated that they were willing to
use childcare services. Questions covered typewice preferred as well as availability in
terms of hours, days and months during the weekyaad Unemployed women were only
asked about the type of service they preferred rdast to restrictions in the amount of
questions that could be asked to respondents. e$upsults reveal that the most preferred
childcare option by both groups of women was thailakility of childcare at the workplace
(refer to table 19). A considerable number of wonparticipating in this study seem to
prefer the arrangement that gives them the po#gibil be near their children. On the other
hand around 20% of respondents tended to preftdceine at the locality where they live.
Some women may still prefer this arrangement stheg may have their relatives close to
their children while at work and also can help thienbeave and pick their children up from
the nurseries. Moreover children would remairhi@ tcommunity and have the chance to mix
with the same children especially if the parentange jobs or are transferred from one
workplace to another. These results tend to bélasirto the ones obtained by the study
conducted by the Ministry for Social Policy on duhre demand and perceptions. Most
respondents participating in this survey preferchidcare facilities to be located in the
vicinity of their home. Childcare preferences sdenmbe quite varied and thus the provision
of alternative childcare arrangements would proyadesnts with a choice when choosing the
best possible option.

Table 19: Respondents by survey and type of chiédfzilities

Employed women Unemployed women
Types of childcare facilities Number Frequency Number Frequency
Babysitter at home 10 6.2 15 7.7
Take the child to a babysitter 6 3.7 8 4.1
Childcare at the place of work 79 49.1 70 35.9
Childcare at the locality where | live 37 23.0 39 0.2
Childcare at the locality where | work * 15 9.3 0 .00
Playschool 13 8.1 0 0.0
Other 1 0.6 0 0.0
Non respondents 0 0.0 63 32.3
Total 161 100.0 195 100.0

* This option was not included in the list of chilite options presented to unemployed women

Meanwhile when asked about the number of days teguired childcare, most employed
respondents answered that they required childéaeedbys a week (75%) followed by those
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who required childcare more than five days (16% those who required it for less than five
days per week (9%).

Respondents were almost equally divided betweesgetlneho required the service between
seven in the morning and six in the afternoon 4§.@&nd those who required childcare
between seven and one in the afternoon (39.1%#. rd@st stated that they required the service
either between seven in the morning and aftenstke afternoon (11.8%) or mentioned some
other time arrangement (3%). Indeed the most camamount of hours per day stated by
respondents amounted to eight hours per day (37A&¥)ved by six hours (26.7%) and five
hours per day (11.2%) respectively.

Most respondents stated that they mostly requiieladre during the October to December
(85.1%) and January to June (84.5%) periods. gh8li lower percentage of women
mentioned that they require childcare during theeJand October period (77.0%). The latter
may be directly related to the fact that a consiler number of employed women
participating in the survey worked in the educats®etor mostly as teachers and thus could
spend their school holidays with their children.

The above results suggest that childcare faciliteed to be mostly available during the week
and should be able to cater for women having diffework schedules. Childcare facilities

should be available both for women working shomtilsger day as well as those working on
a full-time basis. They also have to be open thhowt the year.

On a more general note the provision of childcardlifies can be considered as imperative to
a number of women who have no other alternativeegixchildcare arrangements. On the
other hand when one considers the degree of untgrthat exists among women when it
comes to the use of childcare centres, other agrargts may be equally important to help
parents, especially women, to join the labour fayceontinue working. Women should be
provided with a variety of options from were to ose in order to help them find the best
possible arrangement for their families. This ipeegally true if most women wish to raise
their children themselves at least when they alleo$ta very young age. Some women may
find arrangements such as flexible timetables, eeduhours and/or parental leave more
appropriate than childcare centres. Moreover fiormore economic point of view, one
should not isolate childcare facilities from otlsecial and fiscal policies. As outlined by the
OECD (2005) whether or not parents can afford tokvelwres not hinge on childcare policies
alone. One should also take into account the kacid fiscal policies that affect family
incomes. While childcare costs may be highly alibed, high subsidies do not necessarily
mean higher female employment rates since theydvealve parents with little financial gain
from employment if high taxes or generous benatis give rise to adverse work incentives.
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Chapter 4: Conclusion

Findings from this study suggest that a significaninber of Maltese women hold positive
views in relation to working. The absolute majonfyemployed women expressed their wish
to continue working in the future. The same appii@she majority of unemployed women

who stated that they wish to start working. On tlleer hand almost half of the inactive
women would consider working under certain condgio

Conditions most preferred by women included a comon of family-friendly measures,
fiscal arrangements as well as good working comati Some of the arrangements preferred
by women include family-friendly hours of work, thmovision of parental leave and the
possibility to work from home. They also wish fardecent wage and the possibility for
promotion. Unemployed women mentioned specifictilt they prefer work that is different
from their previous job. As regards fiscal measwemen gave high ratings to the lowering
of national insurance contributions and to notétffey their husband’s tax rate once they start
working.

On the other hand a significant number of inactiamen did not show interest in working
and stated that they are not interested in takmg job. Most women in this category were
older women. This may be due to the fact that tivesmen have been detached from the
world of work for a long time. They may also haeached a stage in their life when work
for them is no longer a priority and their possilas for employment are limited.

An analysis of the main characteristics of the éhgeoups of women reveals that employed
and unemployed women tend to be younger, mostlglesirhave fewer children and have

higher levels of education than inactive women.sMeomen are employed in stereotypically

female jobs, such as education, health and the faetoing sector. Most are employed as

clerks followed by professionals and associate gggibnals and then plant and machine
operators. Most unemployed and inactive women prsly worked as plant and machine

operators in the manufacturing sector. Many o$¢heited redundancy as the reason for their
career break. However, overall, the majority efpondents cited marriage and childbirth as
the principal reason for leaving work.

These findings are supported by the results obdaore childcare use and whether women
intend to use childcare services in the future.lyGnsmall percentage of employed and
unemployed mothers mentioned using childcare sesvic the past. Furthermore less than
half of young women younger than 35 years of age afe employed or searching for work
were willing to use childcare services in the feturThis ambivalence among women on
whether to use childcare services or not may bdébateéd to the fact that most Maltese
women still wish to take care of their childrenriselves or prefer persons whom they know
personally to take care of their children.

This study has provided a modest insight on Malteseen’s work aspirations. It has shown
that most women wish to join or remain in the labfmuce. However, some conditions need
to change if women are to find employment and He &bretain it. Government has already
introduced a number of important changes to fatditvomen’s entry into the labour market.
The recent changes in the national insurance @anions paid by part-time workers, changes
in the tax bands as well as the provision of clatdcallowances are steps in the right
direction. On the other hand other issues nedxt ttaken into consideration. Following are
some recommendations based on the findings ofttldy.s Recommendations mainly deal
with changes to current legislation, policy measurad fiscal policies.
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There is need to monitor and check whether cutegyiglation on family-friendly measures is
being enforced particularly in the private secto€Current legislation sets the minimum
thresholds when it comes to family-friendly polgieAt the moment there is no information
which specifies whether private firms are lettifgeit workers avail themselves of such
measures. Public sector employees tend to enjogrges family-friendly policies that are
above the minimum thresholds set by the law, howthare is little or no information on the
situation in the private sector.

Apart from monitoring the provision of family-frigly policies to Maltese workers,
government could also consider whether to revige rtfinimum length of parental leave
available to parents as stipulated by law. Culyevieltese parents in the private sector may
avail themselves of a minimum of three months patdeave on the birth of a child. As
confirmed by respondents of this study parentaldda considered as one of the most useful
options for parents who wish to combine work amdifa life. On the other hand a minimum
period of three months may be too short for partmtake care of their children in their early
years without losing their job. On a related nibe amount of urgent family leave available
to individuals could also be increased since antbenent it currently stands at a minimum of
15 hours per year.

Parents could also benefit from other work arrarg@sito be able to combine work and
family life. Measures such as family-friendly wor hours, the possibility to work on a
reduced hours timetable as well as change fromtiful to part-time work are all positive
measures that would help parents take care of ¢hdoiren while retaining their job. Such
practices are available for public service emplgyeeTC has produced a manual intended to
assist and encourage private sector employers t@® m@re use of such family-friendly
arrangements which may be obtained from the Cotjpora

The continuous monitoring of the recently publishekildcare standards should also
indirectly contribute to enabling female employmePRarents who decide to avail themselves
of childcare centres instead of taking career Iwediould feel confident that their children
are in safe hands and that they are receiving goadity childcare. As confirmed by other
studies such as the one conducted by the ETC ethleeyear (ETC 2007), a significant
amount of the Maltese population is not yet awdrhe childcare quality standards that have
been introduced in this regard by government. Mawareness among the general public is
required about the kind of services that are beifigred at childcare centres which could
encourage them to consider childcare as an option.

Moreover apart from monitoring the current childcaervices that are on offer, the need for
care after school hours and during summer holidagéso a pressing one for many parents.,
and may explain why many working women prefer takwvan a part- rather than a full-time
basis.

Evaluation of the current fiscal arrangements drar timpact upon women'’s motivation to
work is also necessary. A preferential marrie@ rfar families with a sole breadwinner —
together with the loss of means-tested childreiisvance when a second breadwinner has
an income — may not be an incentive for married @ono work. For lone parents, too, the
reduction in children’s allowance and the lossh# tsafety net’ of social benefits (at least
when their benefits plus any income exceed minimuage) may hold them back from
entering the labour market, particularly for a mous job, for fear of losing their safety-net.

For those women who do wish to work on a part-tibeesis, and for those employers
requiring such employees, it is important to introe a part-time register to enable matching
between the demand for and supply of part-timeuabo Currently individuals searching for
work with the Employment and Training Corporatioreddo be available for full-time work.
Individuals wishing to work solely on a part-timadis are not considered as eligible to
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register on Part 1 of the unemployment registedividuals wishing to work on a part-time
basis need to be given assistance too.

In respect of career options, young women neee tericouraged to consider a wider range of
careers beyond the gender stereotype, and to engdidelong learning to maintain their
employability. The strengthening of vocational gande would surely help in this respect.
Ongoing training to the teaching professions ontensitof gender equality and transcending
gender stereotypes would be very useful.

The above are some of the possibilities which maytaken up in the future in order to

increase women's labour market participation. Mwa®earch and evaluation is needed to
establish the kind of policies that attract moremen to enter and remain in the labour
market. The Corporation will continue to work kit its remit to encourage and enable
women who wish to work, to do so.
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