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Achieving a good balance between work and private 
life is a challenge for all workers. For parents and car-
ers, it is an even greater challenge. At any given time, 
any worker can be in the position of becoming a parent 
or having to take care of other family members or per-
sons in need. This personal situation can be planned; 
however, it can also happen overnight. Whatever the 
situation, one must find ways to accomplish work, 
while at the same time juggling family or care obliga-
tions: helping out a partner that has just given birth, 
picking up children from school, finding care solutions 
for a child that falls ill, or taking care of aging parents 
or other persons in need of care. 

Workers try to find individual solutions for their person-
al situation. However, this is not always easy, espe-
cially not when working in an organisation that is not 
prepared for these events and does not allow any form 
of flexibility. All too often, workers are confronted with 
negative reactions and see their rights being denied. 
This particularly disadvantages women who continue 
to take up most of the caring responsibilities. When 
they are faced with the impossibility of combining work 
and care, they reduce their work time or even leave the 
labour market. This not only negatively impacts wom-
en’s career, income, and pension, but also the labour 
market which is losing valuable labour force and com-
petent workers.

One of the solutions to more equality on the labour 
market, is to involve more men in caring roles. Many 
men, particularly the younger generations, want to be 
more involved, especially when it comes to the up-
bringing of their children. However, they too are con-
fronted with negative reactions as our societies and 
labour markets not always welcome men’s uptake of 
paternity, parental or carer’s leave. 

In response to this reality, the European Parliament 
passed the Directive on Work-Life Balance for par-
ents and carers in April 2019. This directive specifical-
ly aims to support work-life balance for parents and 

This guide wants to provide Equality Bodies with ideas and insights on how to engage employers and how 
to collect good practices. It therefore provides Equality Bodies with user-friendly and hands-on informa-
tion on the process of collecting good practices on work-life balance. The guide contains more than forty 
good practices collected in three different countries – Belgium, Estonia and Portugal – in the context of 
the European project Parents@Work. It includes a description of the methodology used, information on the 
dissemination of the practices, a short summary of the collected good practices, and finally the collected 
practices themselves. 

carers by improving employees’ access to parental, 
paternity and carer’s leave, and flexible work arrange-
ments. The initiative complements prior legal initiatives 
to improve the reconciliation of work, private and fam-
ily life for working parents and promote the equality of 
women and men with regard to labour market oppor-
tunities and treatment at work (Directive 2006/54/EU 
and Consideration 8, Directive 2010/18/EU). These 
legal initiatives include the Working Time Directive 
(2003/88/EC), the Pregnant Workers Directive (92/85/
EEC), the Self-Employed Directive (2010/41/EU) and 
the Parental Leave Direction (2010/18/EU). 

Additionally, employers are encouraged to implement 
more structural measures within their companies to 
improve their employees’ work-life balance. These 
measures should protect the rights of pregnant work-
ers, parents and carers. Overall, many employers are 
motivated to implement the necessary measures to 
support their employees. 

Employers, as research demonstrates, also have much 
to gain by paying attention to their employees’ work-life 
balance and by creating a family-friendly work environ-
ment. The well-being of workers improves, which in-
creases productivity and motivation, resulting in better 
decision-making and business results. Furthermore, 
adopting work-life balance policies and protecting the 
rights of parents and carers significantly strengthens 
the image of the company. This in turn makes it attrac-
tive for new and potential employees while at the same 
time ensuring that trained, experienced and motivated 
talents are retained within the company. The compa-
ny’s positive image will also attract more customers or 
users, increasing sales or services provided. Guaran-
teeing a good work-life balance is thus a win-win oper-
ation for both employers and employees. However, not 
all employers know where or how to start: What meas-
ures can be taken, what could work within their com-
pany’s context and how should this be implemented?

INTRODUCTION
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The Parents@Work project aims to address this issue 
and contribute to the enhancement of the work-life 
balance of pregnant employees and parent workers. 
The project is financed under the Rights, Equality and 
Citizenship Programme (2014-2020) of the European 
Union, and is carried out by four European Equality 
Bodies: the Institute for the equality of women and men 
(Belgium), the Commission for Protection against Dis-
crimination (Bulgaria), the Gender Equality and Equal 
Treatment Commissioner (Estonia), and the Commis-
sion for Equality in Labour and Employment (Portugal). 
The project’s general aim is to improve the protection 
of and combat discrimination against pregnant work-
ers, mothers, and fathers in the workplace.

Specifically, the Parents@Work project wants to help 
employers by collecting concrete good practices re-
garding work-life balance and the protection of parents 
and carers. By making this information available to em-
ployers, it aims to inspire and encourage employers to 
start implementing their own good practices. 

Moreover, the project, which is executed by Equality 
Bodies, equally wants to inform Equality Bodies on 
ways to engage (with) employers. Equality Bodies 
are mandated to combat gender discrimination in the 
labour market, collecting good practices and dissemi-
nating this information is a way of raising awareness 
among employers and encouraging them to develop 
better work-life balance policies.

This guide, which is produced under the project, is pri-
marily aimed at Equality Bodies or organisations want-
ing to collect good practices on work-life balance or 
gender equality in the workplace. It is based on the 
experience gained in the context of the Parents@Work 
project and foremost focuses on the process of collect-
ing good practices. The guide starts with an overview of 
the methodology used to collect good practices - What 
defines a good practice? How to identify them? And 
how to categorise them? Subsequently, it discusses 
the dissemination of the good practices: how to ensure 
that the information collected reaches the target audi-
ence and meets its goal of inspiring and encouraging 
employers to improve their work-life balance policies? 
Finally, the guide includes a summary of the collected 
good practices and lists the most common challenges 
and success factors  ̶  as reported by employers  ̶  in 
implementing these in the workplace. 

In the Annex, all the good practices collected for the 
Parents@Work project can be consulted. 

INTRODUCTION
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Each Equality Body within the Parents@Work project 
collected good practices in their own respective coun-
try. To ensure a harmonised and qualitative approach, 
each phase of the collection process was careful-
ly considered at the outset of the project. A common 
modus operandi was developed to identify and select 
good practices.
 
This first section presents the three phases in a con-
cise manner: defining, identifying, and categorising 
good practices. It gives an overview of the methodolo-
gy used to collect the practices and the questions that 
had to be tackled.

The agreed-upon approach foremost served as a 
guideline and directive to the collection process. Suc-
cessfully collecting good practices requires taking into 
account national contexts and legislative particularities 
while still maintaining a certain level of flexibility and 
adaptation. 

A. DEFINING GOOD PRACTICES

The first question to which attention must be paid, is: 
what, exactly, is understood by a ‘good’ practice? 
It is essential to determine a clear and common under-
standing of what a good practice entails at the start of 
the collection process. This is done by jointly identify-
ing a core set of criteria. 

Based on a consultation round and brainstorm session 
with all the partners, it was decided that a ‘good’ prac-
tice should:

1. Go beyond the law
 The practice should not be a mere implementation 

of the law but should be ambitious and forward-look-
ing by doing more than the minimum requirements 
set forth by the national legislation. 

2. Have proven to be effective
 It can be demonstrated that the practice has/is ad-

vancing equal treatment and participation of women 
and men on the labour market. An important ques-
tion in this regard, among others, is whether the 
practice is efficiently communicated and well-known 
amongst the employees. 

3. Be sustainable
 While one-off practices can prove valuable, the fo-

cus lies on practices that are continuous and the 
result(s) of which prove permanent. Attention is thus 
paid to practices that are well-integrated and an-
chored into the organisation’s policies and/or labour 
contracts and structures. 

4. Result in combating gender discrimination in 
the workplace

 This criterium is specifically linked to the project’s 
aim and entails that practices should specifically 
target pregnant and parent workers and advance 
gender equality in the workplace through the pro-
motion of work-life balance measures. This implies 
that the initial aim of the practice does not necessar-
ily have to be to combat gender discrimination; of 
importance is whether the practice results in doing 
so. Evidently, the practice itself cannot be discrimi-
natory in any way. 

5. Be evidence-based
 Information on the practice’s implementation and 

application as well as evidence of its (positive) ef-
fects is available (e.g. testimonies, process of mon-
itoring and/or evaluation, dissemination of informa-
tion of the practice, events).

6. Abide to general ethical standards

These six criteria typify a good practice in this guide. 
Overall, these criteria are standard for the collection 
of good practices; they do not differ substantially from 
criteria used in other good practice collections (e.g. 
EIGE). 

It is essential however, to discuss these at the start 
of the project and to reach an agreement on (1) the 
core criteria – what is regarded as essential? – versus 
optional or additional criteria, (2) the precise interpre-
tation and understanding of each criterium – what, for 
example, does it entail to be sustainable? – and (3) to 
agree on a way to assess whether these criteria are 
met or not. This helps avoiding misunderstandings lat-
er in the process. Moreover, a serious consideration of 
these criteria helps to define the scope of the project. 
Is the goal to collect practices that are foremost cheap 
to implement? Is it to find practices that are easily 
transferable across a whole range of sectors? Should 

METHODOLOGY
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these practices foremost promote gender equality in 
the labour market in general, or is the focus primarily 
to stimulate men’s uptake of different leave schemes? 
Or, equally legitimate, is the goal to identify practices 

that can be translated into effective policies? These 
questions arise during the identification of core and 
additional criteria and help in aligning the goal of the 
project and in giving direction to the collection process. 

CHALLENGES

The selected criteria might seem straightforward, however, not all practices presented in this guide check all 
the boxes. Most evidently – as can be noted from the ‘Results’ section of each good practice – providing ‘evi-
dence’ or demonstrating the effectiveness of the practice appears challenging. Most participating companies 
have not carried out an in-depth evaluation of the practice. To some extent, participation rates (e.g. number 
of children cared for in childcare) or the take-up of paternity or parental leave was measured. Generally, 
however, many of the companies focus on a broader evaluation of the well-being and work-life balance of 
their employees on a yearly basis, without measuring the specific impact of individual initiatives. This makes 
a quantitative assessment of the relevance and effectiveness of the practice in achieving its goal and, more 
broadly, in contributing to combating gender-based discrimination, challenging. Nevertheless, informal feed-
back, employee satisfaction polls or, for example, feedback received during annual career development 
discussions, are indicative of the impact and effectiveness of the practice. 

Attention must also be paid to the criterium to combat gender discrimination and the fact that the practice 
should not, under any circumstance, be discriminatory itself. This can be tricky: sometimes employers, in 
their willingness to offer extra-legal advantages such as a prolongation of a specific leave, can unconscious-
ly instore a discriminatory measure. One company, for example, wanted to grant parents additional paid 
leave. It therefore wanted to grant new mothers one week fully paid maternity leave on top of the existing 
leave, while fully paying the first four weeks of the fathers or co-parents’ parental leave. While well-meant, 
this would constitute direct gender discrimination against the mothers as they cannot claim the benefit be-
cause they have given birth to the child. That is, mothers, fathers and co-parents can claim parental leave. 
However, the additional benefit granted by the company here is only granted to men and some women. 
Women who have given birth do not receive this benefit although they are equally entitled to parental leave.

In addition to the above core criteria, two others were 
identified. These do not constitute required criteria of a 
good practice in this guide, but they were considered 
a plus. 

1. Transferability
 It is not essential – most important is that it is effec-

tive in its own company context – but it is a plus if a 
practice can be replicated elsewhere. Practices can 
be very specific to a company, sector or country, but 
in general, most practices will be of interest to oth-
ers and at least provide inspiration, regardless of 
the fact that a good practice is always custom work 
and needs to be tailored to the company’s work cul-
ture. 

2. Directed at fathers
 Practices that specifically focus on the engagement 

of fathers to use work-life balance measures, are 
extremely valuable. Generally, and despite public 
policies, there is still a significant imbalance be-
tween the time spent on unpaid work by women 
and by men. This is largely due to the persistence of 
structural stereotypes and traditional gender roles 
according to which unpaid work, including domes-
tic and care work, is mainly a woman’s duty. Con-
sequently, mothers’ take up of parental leave and 
other reconciliation mechanisms is higher than that 
of men. As such, these powerful stereotypes hinder 
equality between women and men and the full par-
ticipation of women in the labour market. Therefore, 

METHODOLOGY
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good practices which specifically target men (f.e. by 
encouraging them to take on (child)caring duties) 
are considered a plus.

While the identification of the criteria was a collective 
effort, it was the responsibility of each of the partners to 
assess whether the practices they collected met these 
criteria and should subsequently be selected. Several 
partners collected more than 15 good practices but re-
tained the 15 most relevant for this publication. 

B. IDENTIFYING GOOD PRACTICES

The second step following the definition of what good 
practices are, is to establish the scope of the field in 
which good practices will be collected and to identify 
good practices. 

The practices in this guide cover different kinds of sec-
tors. Yet, based on the respective national contexts 
and the aim to combat gender inequality, it was de-
cided to:

1. prioritise small to medium enterprises (SME’s);
2. pay attention to sectors generally known for their 

gender imbalance, i.e. sectors that are traditionally 
seen as typically ‘masculine’ or typically ‘feminine’.

The rationale for focusing on SME’s was twofold. 
Firstly, it stemmed from the economic realities of the 
project partners in which SME’s dominate the econo-
my. Secondly, in contrast to larger companies, SME’s 
might find it more challenging to implement good prac-
tices due to a lack of human and financial resources. 
Moreover, they cannot fall back on international parent 

companies which usually have relevant knowledge in 
the matter through shared experiences from their ba-
sis. By including good practices from SME’s, this guide 
wants to inspire SME’s to implement good practices 
and also demonstrate that low-cost measures can be 
just as effective. 

The focus on typically ‘male’ sectors is relevant in the 
sense that traditionally, male dominated sectors have 
not felt the urge to pay attention to work-life balance 
measures or family-friendly policies. Employers in this 
sector can feel less familiar with this type of measures 
and be confronted with more (subtle) resistance based 
on traditional gender stereotypes. If a certain ‘macho 
culture’ is present, this might prevent fathers, for exam-
ple, to feel comfortable taking up paternity or parental 
leave. Moreover, it might help those companies which 
aim to attract more women, to be more accommodat-
ing to them. Alternatively, for female-dominated sec-
tors, promoting measures that allow women to com-
bine a career with family life, can encourage women 
to remain in the labour market and stimulate them to 
further pursue their careers. 

Having established (1) what kind of good practices are 
sought for and (2) the field in which to collect them, the 
more challenging part concerns (3) how to find them? 
How do you locate good practices? How do you reach 
out to companies and engage them to share their good 
practice? 

There are several approaches that can be taken. The 
table below lists the approaches that were considered 
as possibly effective prior to the collection process. 

METHODOLOGY

APPROACHES TO FINDING GOOD PRACTICES
 

Very successful Labels/awards
Succesful Personal networks (‘little black book’)

Civil society organisations

Attend (award) events and networking sessions

Company networks
Limited success Employer organizations

Social media (linked-in & hr-magazines)
Not successful Chamber of commerce

Trade unions
Not used Non-governmental organizations

Academia
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The most successful approach to finding good practic-
es, was to contact companies selected for awards or 
companies that are applying for labels. These do not 
necessarily need to be awards or labels that promote 
gender equality but can also include, for example, ‘best 
employer of the year’-awards or awards that celebrate 
inclusive workplaces. Employer organisations, the 
chamber of commerce or also company networks were 
considered valuable as these would allow tapping into 
a broad, existing network. Social media, on the other 
hand, enables a combination of one’s own personal net-
work and already existing networks. Yet, as indicated, 
not all these approaches were used, nor did those that 
were used always prove to be successful. 

Not unsurprisingly, contacting companies that received 
a label or won an award for a measure or practice that 
promotes gender equality, proved most successful. 
Making use of personal networks or the networks of 
companies can also be fruitful. Some partners also ob-
tained information through anti-discrimination seminars 
during which participants would provide examples of 
good practices. 

C. CATEGORISING GOOD PRACTICES

The third step in the collection process entails the anal-
ysis of the good practices and finding a way to present 
or categorise them. 

Several options were considered – categorisation per 
sector, per country, per size of the company, etc. How-
ever, given the aim of the collection process, i.e. to in-
spire employers through offering them a variety of good 
practices, it was decided to organise the good practices 
by theme, according to the following four categories:

1. flexible working arrangements;
2. leave and renumeration;
3. family support services;
4. information and training. 

1. Flexible working arrangements
Flexible working arrangements entail a range of possi-
bilities for employees to schedule their working hours in 
a flexible way. Providing this flexibility to an employee 
can enhance her/his reconciliation of work and private 
life. An oft-chosen arrangement in this regard is part-

time work. For employers, this is not always easy to fa-
cilitate and organise, in which case it might be useful to 
introduce duo or trio jobs. In the case of a duo job, two 
part-time employees take up one full-time job and share 
the responsibilities. 

Other options include the ability to work from home 
(for one or several days a week), to work within flex-
ible hours (a working arrangement in which employ-
ees may flexibly choose their own start and end time of 
the working day. This usually does not fit the standard 
9-to-5 pattern), a 4-day workweek, decentral working 
(working from a different place than the office or home), 
or also self-rostering (employees can determine their 
own planning by consultation and mutual agreement). 

These arrangements are becoming increasingly popular 
– they account for one third of the collected good prac-
tices in this guide. The current COVID-19 crisis might 
contribute further to its normalisation, especially with 
regards to home-working arrangements. However, flex-
ible work does not automatically mean better work-life 
balance. As shown during the recent COVID-19 crisis 
in which working remotely became the norm for many 
employees, flexible working can also further penetrate 
work into personal life spheres and, equally troubling, 
reinforce gender imbalances.1 It is therefore crucial that 
the measures are evaluated in a timely and regular 
manner.  Crucial when applying such arrangements, is 
that attention is paid to employees’ right to disconnect 
(to completely ‘unplug’ and detach from work, and to not 
be available). 

For example:
Milcobel Kallo (BELGIUM): ‘self-rostering’: Employ-
ees can plan their monthly work schedule according 
to their individual work-life balance and considering 
the department’s occupancy requirement. 

2. Leave and remuneration
An equally popular measure concerns expanding the 
number of leave days beyond what is legally availa-
ble to new parents. This can include additional days of 
maternity, paternity or parental leave. 
The granting of extra leave days, especially to male 
employees, is a powerful mechanism to encourage an 
active caregiving role for fathers and, as such, to decon-

METHODOLOGY

1. See, for example, UN WOMEN (2020), From insights to action: Gender equality in the wake of COVID-19, & ILO (2020), ILO Monitor: COVID-19 
and the world of work. Fifth edition Updated estimates and analysis.

https://www.ilo.org/wcmsp5/groups/public/@dgreports/@dcomm/documents/briefingnote/wcms_749399.pdf
https://www.ilo.org/wcmsp5/groups/public/@dgreports/@dcomm/documents/briefingnote/wcms_749399.pdf
https://www.unwomen.org/en/digital-library/publications/2020/09/gender-equality-in-the-wake-of-covid-19
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struct gender stereotypes both at home as in the work-
place. Moreover, as research demonstrates, extending 
paternity leave or promoting parental leave among male 
employees has a profound and long-lasting impact on 
several aspects of men’s family and work life, including 
a lift of family’s relationship and finances to strength-
ening and securing father’s affective bond to their chil-
dren.2 This can particularly be witnessed in Portugal’s 
good practices in this category and the positive results 
with regards to fathers’ increased uptake of parental or 
paternity leave. 

In addition to expanding the number of leave days, em-
ployers can also opt to pay the employee their full 
wage during their maternity, paternity and parental leave 
(and/or the additional leave days that are granted). 

Some companies offer the option of a ‘flexible benefit 
plan’ or ‘flex income plan’ which entails that a part 
of the employee’s salary is filled in differently and per-
sonally. The employee can, for example, opt to receive 
extra benefits (extra leave days, financial support for 
childcare or other domestic services). The part of the 
wage that is filled in flexibly and personally can, for ex-
ample, be part of the gross wage, bonuses or the end-
of-year bonus.

For example:
Gebalis (PORTUGAL): The organisation gives fif-
teen days of fully paid leave to male workers during 
the first month of the child’s life. These days add 
to the days of the father’s exclusive parental leave 
provided for in Article No. 43 of the Labour Code.

3. Family support services
Combining a job, especially a full-time job, with a fam-
ily is no easy task. The burden of housework and care 
sometimes prevents employees from spending their 
private time as quality time for themselves or with their 
loved ones. Outsourcing care or household tasks can 
ease the pressure on workers. These services, howev-
er, are not always accessible to everyone. To enhance 
employees’ reconciliation of work and private life, em-
ployers can therefore set up different options to help with 
childcare or domestic services. This can include the 
provision of childcare in the company itself, the setting 
up of a cooperation between an employer and neighbor-
ing childcare facilities or providing ironing services. 

For example: 
Novadelta (PORTUGAL): Provision of an educa-
tional centre for the company workers’ children
The company set up an educational centre for 
the children of the workers, which also serves the 
children of the local community. The educational 
centre provides two types of services: kindergar-
ten for children between 3 and 6 years old and an 
after-school recreation centre (ATL) for children 
from 6 to 12 years old. The centre has longer 
opening hours - from 8 am to 7:30 pm - than the 
company does.

4. Information and training
Measures concerning information and training include 
ways of informing new parents on how to set up a 
good work-life balance or informing employees on the 
legal measures against discrimination of parents in the 
workplace. The employer can give information to the 
employees, but employees themselves can also in-
form each other and set up (in)formal networks.

These measures can further include professional 
counselling sessions for employees returning from 
parental leave, which aim to facilitate their profes-
sional reintegration. These sessions also provide 
information on parental rights and equality between 
women and men.

Companies also think about ways to keep includ-
ing employees on maternity, paternity or parental 
leave in the development of the company, for exam-
ple by inviting them to attend (if desired) professional 
trainings and events at the workplace, by continuing 
access to internal communication channels, and so on.

For example: 
DPD Eesti AS (ESTONIA): Employees on pa-
rental leave are invited to attend (if desired) all 
trainings and events held in the company. They 
retain full access to the internal communication 
environment ‘guavaHR’, through which they can 
obtain all the information of the company. More-
over, employees who return from parental leave 
are included in a re-familiarization programme.

METHODOLOGY 
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It is essential to reflect on the different possibilities to disseminate good practices in order to reach as 
many employers as possible and to allow a fruitful exchange of experiences and knowledge. An effective 
dissemination, moreover, offers opportunities for Equality Bodies to connect to employers and employer 
organisations and to reinforce their role as promotors of gender equality in the labour market. 

Good practices are often disseminated or made avail-
able to the public in two ways: either in publications 
such as this one, or they are made available online (of-
ten in the form of a database). While certainly effective, 
maintaining a database up to date is time-consuming 
and requires resources that Equality Bodies often do 
not have.

Another way to make the collected good practic-
es known is by organizing a national conference for 
employers and employer organisations during which 
(some of) the good practices can be presented by the 
employers themselves. Simultaneously, a press re-
lease can be made to reach a wider audience and to 
attract more participants to the event. 

One particularly successful way to disseminate good 
practices is through the organization of network ses-
sions. Network sessions are generally organized on a 
regular basis (for example, once every six months). As 
such, they guarantee that the dissemination happens 
in a sustainable way and is more than a one-off event. 
Moreover, they also offer the possibility to stay close to 

topical interests and current events as a way to attract 
employers’ interest. The format of these sessions, in 
which employers themselves present their good prac-
tice, encourages peer-to-peer learning which is often 
the most effective way to inspire employers. Overall, 
employers experience network sessions as very posi-
tive because, just as conferences, they: 

1. offer the possibility to learn from other compa-
nies by sharing experiences (including success-
es and challenges);

2. demonstrate the potential for an increase of pro-
ductivity and decrease of absenteeism (having 
statistics or anecdotal evidence about the eco-
nomic benefits from another company can be a 
strong and effective motivator for other compa-
nies to implement good practices!);

3. improve the contact between companies and 
Equality Bodies;

4. enable participants and the organising Equality 
Body to expand the network of contacts; and

5. provide an opportunity for free and positive pub-
licity for the companies (through validation by an 
Equality Body and public recognition).

DISSEMINATION OF GOOD PRACTICES
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A. A SUMMARY

Before proceeding to a detailed overview of each of the 
forty-five good practices, this section provides a sum-
mary of the characteristics of the collected practices 
(see Table 1). The aim of this summary is not to draw 
conclusions – the diverse legal and economic contexts 
as well as the limited number of good practices per 
country do not allow for general statements to be made 
–, but foremost to demonstrate the extent to which ex-
amples of good practices to support employees in com-
bining paid work with personal and family life can be 
found throughout the labour market. Additionally, this 
section serves to enhance the usability of this guide, 
and to provide the reader with an immediate idea of the 
kind of practices collected. 

Overall, the good practices cover a broad variety of 
companies, ranging from SME’s to larger companies, 
from the private to the public sector, and includes both 
international as well as national or local companies. 

There is a strong domination from the private sector 
(more than 80%) and a clear majority of the companies 
represented are national companies (more than 60%). 
Five sectors are represented (industry, construction, 
trade and catering, transport and services, quaternary 
sector) of which the industry and the quaternary sec-
tor stand out (respectively 33% and 26% of the good 
practices).

Furthermore, all types of practices are well-represent-
ed. Most popular are the flexible working arrange-
ments; measures which are often considered as the 
most budget-friendly and fastest to implement to im-
prove work-life balance. 

Second most popular were the practices related to leave 
and renumeration. Multiple companies made it possible 
for employees to take up extra leave when having a 
child and provided additional pay. 

In sum, good practices or measures to support employ-
ees’ work-life balance can be set up in all sorts of com-
panies; many employers are eager to support working 
mothers, fathers, and carers in a creative manner. 

GOOD PRACTICES



TABLE 1: TYPE OF MEASURES PER COUNTRY
BELGIUM ESTONIA PORTUGAL

Flexible 
working 
arrangements 

• Work-life balance for parents (Athlon)
• Flexibility to support sustainable deployment (DSM Genk)
• Individually negotiated solutions (Emmaüs vzw)
• Time- and place independent working (Everon Lighting Technol-

ogies)
• New work-life balance:  

organizing your own work time  
(FPS Finances)

• Disconnect (Lidl Belgium & Luxembourg)
• Self-rostering (Milcobel)
• Flexible planning  

(Sprint Transport)

• Enabling flexible working hours (i.e. part-time and shifting start 
and end times) and teleworking (ABB AS)

• Flexible organisation of work (AS Express Post) 
• Own work schedule (start and end times) for production workers 

(Estanc AS) 
• Flexible working time arrangements by position 

(Käo Tugikeskus)
• Wider implementation of flexible working time and better inform-

ing of the teams by the leaders (Swedbank AS) 
• Flexible work environment in terms of working time, place and 

way of working (Tartu Kutsehariduskeskus)

• Flexible timetables to accommodate medical appointments and 
the possibility of teleworking in case of a family member with a 
very demanding illness requiring care (Baía do Tejo)

Leave and 
remuneration

• Global Parent Policy (AXA)
• Happiness@work  

(Elan Languages)
• Flexible benefit plan  

(ManpowerGroup)

• ‘Battery charging day’ and agreements considering  
personal specifics (MDC Max Daetwyler Eesti) 

• Child and family related benefits for employees  
(Scania Eesti AS)

• Day off at the employer’s expense and backpack support to a 
child entering the first grade (Tammer OÜ)

• Two days of paid leave per month for workers during the child’s 
first year of life (Altice)

• Fifteen days fully paid leave for male workers during the first 
month of the child’s life (Gebalis)

• Two months of leave to workers with new-born children (IKEA)
• Two-day leave fully paid to male workers for each thirty days of 

parental leave taken exclusively (Infraestruturas de Portugal)
• Ten days of paid parental leave to male workers, only to those 

who do not share initial parental leave (Porto dos Açores)
• Incentive for male workers to take optional parental leave 

(Xerox)
• Supplement in the parental allowance received by the workers 

during the period of parental leave (Xerox)

Family 
support 
services

• Family support services: internal ironing service and discount for 
childcare (Lidl Belgium & Luxembourg)

• Kennedy-kids (childcare)  
(Voka West-Vlaanderen)

• The children’s corner and a place for the smaller children to take 
a nap (Iglu OÜ)

• The children’s room (Lennuliiklusteeninduse AS) 

• Provision of pre-schools for the company workers’ children (Au-
chan)

• Nursing / breastfeeding room (Nestlé)
• Provision of an educational centre for the company workers’ 

children (Novadelta)
• Greater logistic facility for pregnant workers and attribution of a 

vehicle during pregnancy (Randstad)

Information 
and training 

• Raising awareness, informing and encouraging (Domocura)
• Actively promoting paternity leave (ManpowerGroup)

• Invitation of employees’ families to company events (Boardic 
Eesti OÜ)

• Employees on parental leave can attend all trainings and events 
(DPD Eesti AS)

• Keeping a balance between work and family life, minimising time 
conflict and work stress  
(Eesti Filharmoonia SA)

• Keeping children’s guardians involved and informed  
(Swedbank AS) 

• Compilation and distribution of an informative guidebook on pa-
rental rights, available for consultation by all workers (Dianova)

• Offer of two professional counselling sessions to workers upon 
returning from parental leave (Redes Energéticas Nacionais 
(REN))

• Promotion and dissemination of an in-house video on equality 
between women and men with the participation of male and 
female workers (Redes Energéticas Nacionais (REN))

GOOD PRACTICES
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B. CHALLENGES AND FACILITATING FACTORS

Developing and implementing good practices is not al-
ways an easy process. Good practices are often the 
result of ‘trial-and-error’, of challenges faced and ad-
justments made in order to accommodate the needs of 
employees. These challenges, as well as the solutions 
offered, are particular to the initiative, the company 
culture, the national context and so on. Nevertheless, 
there are also commonalities. Gaining insights into 
challenges and facilitating factors is useful both for the 
Equality Bodies and for employers. 

Equality Bodies can take the challenges and facilitat-
ing factors into account when informing and inspiring 
employers to implement work-life balance measures. 
Moreover, they can discuss what, if any, can be their 
own role in helping overcome some of these challeng-
es (for example in terms of policy recommendations). 

For employers, on the other hand, gaining insights into 
potential challenges and success factors upfront, can 
help them to better prepare the development and im-
plementation of their good practice. By learning from 
other’s experiences, they can avoid pitfalls, save time 
and resources, and develop more effective initiatives. 
This section lists a few of the more common challeng-
es and solutions. 

1. Financial resources
Companies might initially be hesitant to invest in work-
life balance measures because they assume it requires 
substantial additional financial resources. As the good 
practices presented here demonstrate, a small budget 
can already suffice to implement effective measures. 
Some measures, such as planning meetings within 
family-friendly hours do not require any budget at all. 
Others, mostly family support measures, such as or-
ganizing childcare or providing preschools, demand a 
certain financial input. 
Some companies handle this by carefully studying the 
potential costs in advance and/or by contacting other 
organizations or institutions which can provide more 
detailed information or can even provide financial sup-
port (f.e. financial support from governmental agen-
cies). 

Overall, however, many employers point out that these 
investments are worth it, because they are recuperat-
ed in the long run through, amongst others, less ab-

senteeism and turnover rates, higher productivity and 
less time spent to attract new employees. 

2.  Communication
Communication, employers indicate, is key in success-
fully implementing a good practice. Foremost, it is es-
sential that, throughout every phase of the measure’s 
implementation (preparation, implementation, evalua-
tion and adjustment) employers provide effective com-
munication channels for employees to voice not only 
their difficulties to balance work and private life and 
to use the measure, but also to present and discuss 
potentially interesting ideas to solve them. Specifically, 
during the implementation phase, employees need to 
stay informed about the conditions and possibilities to 
use the measure and should be able to raise any con-
cern about potential (individual) bottlenecks. Effective 
communication also helps to keep the measure attrac-
tive and guarantee needed updates. Some employers 
notice that, if the measure is in place for a longer peri-
od, it loses its attractiveness and newness. To ensure 
that measures continue to be used, companies must 
keep communicating about them and remain open to 
feedback and evaluation. 

While this seems evident, practice shows that this is 
not always easy, especially in larger companies that 
have different branches. Additionally, problems can 
arise when there is a change in staff, for example in 
the HR department or within the top management, and 
communication is no longer monitored or comes to a 
halt. Companies should therefore pay particular atten-
tion to smooth communication flows and a continuous 
circulation of information to all (current and new) em-
ployees. This can be done, amongst others, by inform-
ing (new) employees during the onboarding process, 
or via the companies’ intranet or monthly meetings. 

3. Support from the (top) hierarchy 
It is essential that work-life balance measures are fully 
supported by the (top) hierarchy. Without ‘sponsorship’ 
from the absolute top of the company, measures will 
often remain one-off, ‘nice to have’, depending on the 
coincidental enthusiasm of a few staff at a particular 
time, or for example on a budget surplus. Mere tolera-
tion is thus not enough. If executives make clear com-
mitments themselves, measures will prove more sus-
tainable and effective and contribute more to changing 
the work culture. If everyone in the company’s hierar-
chy supports the measure (and makes use of it), this 
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will bring about the necessary ‘buy-in’ from across the 
organization. 

To enhance and communicate this support, an ‘ambas-
sador’ within the (top) management can be designat-
ed. Additionally, extra attention can be given to team 
managers. These play a crucial role in making the im-
plementation of a good practice successful. They are 
directly in contact with the employee and are therefore 
best placed to see the employee’s challenges. Howev-
er, measures to improve work-life balance often have 
an influence on work planning (due to, for example, 
additional leave or individual work schemes), or can 
require new ways of supervising (for example coach-
ing remotely) which directly effects supervisors or team 
managers). Some companies have therefore noticed 
a certain resistance from supervisors to support work-
life balance measures. Consequently, supporting team 
managers through training programs or coaching ses-
sions will not only avoid resistance to the measure but 
will also allow team managers to become staunch sup-
porters. 

4. Include the employees in setting up the meas-
ures

Almost all companies, in some way or another, include 
employees in setting up the measures. They do this in 
different ways:
› By setting up a survey or informally asking about the 

employees’ specific needs in order to improve their 
work-life balance.

› By asking some employees to volunteer in working 
groups to set up the measures.

› By allowing a few employees to take up a role in 
implementing the measures. 

› By regularly evaluating the measures and asking the 
employees if their needs have changed and if the 
measures are still fitting to these needs.

Involving employees contributes to broad support for 
the measures and facilitates their implementation as 
employees will be more informed about the measures. 
This, in turn, will contribute to the popularity and satis-
faction of the measures.

5. Dare to evaluate and adjust
Regularly monitoring identified target figures or partic-
ipation rates and reviewing whether the implemented 
good practices are being used effectively, is strongly 
recommended. Additionally, companies can evaluate 
improvements (or hindrances) at the level of the em-
ployees themselves, such as well-being and satisfac-
tion with the measure. 
If there is a visible improvement, companies can clearly 
communicate this, both internally and externally; there 
is no better advertisement for attracting new talent. 
However, if no positive results have been achieved, 
companies should be enterprising and dare to adjust 
the measure. 

6. Start with the right mindset and incorporate 
work-life balance in the company culture

Most employers indicate that committing to and attach-
ing importance to a good work-life balance is some-
thing that should be integrated in the work culture of 
the company. A certain ‘mindset’ should be present in 
which paying attention to work-life balance is regarded 
as logical, where there is space for employees to ask 
for flexible working arrangements or ways to improve 
work-life balance, and where listening and attending 
(to the extent possible) to the different individual situ-
ations of the employees is a given. This work culture 
requires and stimulates a certain trust between em-
ployers and employees. 

GOOD PRACTICES
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NAME OF THE ORGANISATION
ATHLON

SECTOR 
International provider of operational leasing and mobility 
solutions

Transport and services

NUMBER OF EMPLOYEES
51-250 employees

DESCRIPTION AND GOAL OF ACTION(S)
Athlon Belgium has been committed for several years to 
a culture of gender equality and trust. The central tenets 
of this are feeling good in yourself, empowerment, and 
people management. An optimum work-life balance is 
also a priority. Where the latter is concerned, employees 
with children are a particular focus. 

Among the actions taken are:
› Most departments operate a system of flexible hours. 

There is no time recording and employees are free to 
start later or leave earlier. Employees are personally 
responsible for planning their work.

› Special types of leave such as paternity and parental 
leave are encouraged, with a special focus on men.

› The start and end times of meetings are kept within 
certain limits as much as possible; ideally, meetings 
are only planned between 9.30 am and 4 pm. If pos-
sible, international meetings are not organised during 
school exam periods.

› A separate Intranet page has been created for par-
ents and parents-to-be, bringing together all the rel-
evant information. Employees can find all the latest 
administrative information on this page, from preg-
nancy and birth, to retuning to work. This includes in-
formation such as: how to notify your employer of your 
pregnancy, what about child benefits, as well as infor-
mation about all the relevant types of leave and an 
overview of initiatives which Athlon deploys to enable 
its employees to achieve the best balance between 
work and a young/prospective family.

TARGET AUDIENCE OF ACTION(S)
All employees

FLEXIBLE WORKING ARRANGEMENTS // BELGIUM
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IMPLEMENTATION PROCESS
Although many of the initiatives come from management, 
employees also put forward ideas, often prompted by 
their own experiences, and run these past management.

Initiatives are usually a case of trial and error. The pro-
poser elaborates upon the idea or brings together a few 
employees in a working group. An empirical approach is 
taken to the initiatives, learning as we go.

Since the initiatives are unofficial, actions can be tran-
sient, but this also means we can respond flexibly to 
business requirements.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
A budget has to be set aside for certain initiatives. How-
ever, we try to do most of the work internally, and limit the 
cost of external consultants. All actions are also publi-
cised via our own online channels. 

After introducing flexible hours, three groups quickly 
emerged: employees who made use of the flexibility in 
order to find a good work-life balance, employees who 
did overtime, and employees who exploited the system. 
To stop this escalating, we relied on visual management: 
each week, everyone gets together and runs through the 
tasks for the week and the schedule. This ensures that 
the whole team is responsible for achieving a balanced 
workload for team members.

RESULTS 
Since making optimum work-life balance a priority, we 
have seen an increase in both men and women taking 
up various types of leave (such as parental leave and 
paternity leave) and time credit.

On the other hand, short-term absenteeism has fallen 
from 4% in 2013 to 2.19% in 2019.
New employees are also attracted by Athlon’s commit-
ment to gender quality and work-life balance. This has 
reduced the spend on campaigns or headhunters to at-
tract new employees.

CONTACT 
https://www.athlon.com/be/bedrijf

ATHLON – WORK-LIFE BALANCE FOR PARENTS
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NAME OF THE ORGANISATION
DSM GENK

SECTOR 
Producer of high-quality plastic granules. These plastics 
have applications in electronics and electrical devices, the 
food industry and the automotive and construction industry.

Industry

NUMBER OF EMPLOYEES 
51-250 employees

DESCRIPTION AND GOAL OF ACTION(S) 
DSM Genk wants to guarantee the sustainable deploy-
ment of its employees and believes this is the joint re-
sponsibility of employer and employee. To this end, the 
employer provides support for the employee’s physical 
and mental fitness. 

To support the mental aspect, various measures are tak-
en involving flexible working, training and teamwork. The 
measures to improve work-life balance include:
› Job sharing: employees can opt for job sharing with 

one or two other employees, whereby one would take 
the morning shift and the other the night shift. This is 
mutually agreed and is discussed with the shift man-
ager.

› Flexible hours and homeworking: Employees can 
always choose to work from home or to work flexi-
ble hours in consultation with the shift manager. The 
latter measure is an option for both white-collar and 
blue-collar workers, who can decide, for instance, 
to always take Wednesday morning off, or to take a 
break from doing night shifts.

› No restriction on types of leave, time credit or other 
requests: Every request for time credit, parental leave 
or another type of leave is approved. The employer 
arranges cover for the absence.

TARGET AUDIENCE OF ACTION(S) 
All employees

IMPLEMENTATION PROCESS
In 2018, a working group was formed within the compa-
ny to explore and document the specifics of sustainable 
deployment measures and actions. This initiative was 
prompted by the need for employees to be able to stay 

in work longer, the disappearance of bridging pensions, 
and mounting work pressure.

The working group consists of employees who partici-
pate voluntarily, the management team and the social 
partners. Inspiration for the measures and actions was 
obtained from DSM’s international group, and from the 
External Occupational Health Service.

In 2019, the new collective bargaining agreement for 
more sustainable deployment was approved by all par-
ties involved and subsequently rolled out. More related 
actions will follow over the next few years.

SUCCESS FACTORS, CHALLENGES AND FACILI-
TATING FACTORS 
The new measures were communicated to employees 
internally during open sessions. These were organised 
four times per department and one for white-collar work-
ers. To ensure everyone’s presence, attendance at these 
sessions was paid as overtime.

The related measures require a budget, but DSM Genk 
is convinced that all these measures will, ultimately, be 
budget neutral. In the long term, these costs will be re-
couped when employees are able to remain in work for 
longer and stay healthy.

Open and constructive communication with the social 
partners was crucial to the success of the working group 
and the approval of the collective bargaining agreement.

RESULTS 
Uptake of the various measures (job sharing, flexible 
hours etc.) at DSM Genk is high. This is supported by 
colleagues at the workplace, the shift managers, and the 
social partners. Currently, 11 out of 180 male employees 
are taking parental leave.

Feedback is positive. Furthermore, employees now make 
their own suggestions, such as adjusting the start and 
end day of the night shift (starting on Sunday evening 
instead of Monday evening). These proposals are put to 
an internal vote and, if approved, introduced.

CONTACT 
https://www.dsm.com/markets/engineering-materi-
als/en.html
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NAME OF THE ORGANISATION 
Emmaüs vzw

SECTOR 
Healthcare and well-being network in the province of 
Antwerp, active in 5 sectors: general hospitals, mental 
healthcare, elderly care, support for people with disabil-
ities, and childcare/family support/youth support. 

Quaternary sector (public administration, education, so-
cial services etc.)

NUMBER OF EMPLOYEES
> 500 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Emmaüs’ approach to work-life balance questions is ‘in-
dividually negotiated solutions’, which seek to reconcile 
the expectations of the employee, the team’s capacity, 
and the organisation’s policy. This is just as likely to in-
volve requests by young parents as by employees aged 
55+ or other groups of staff.

The service provided to customers (patients, clients, 
residents) and the budgetary constraints determine the 
framework within with negotiated solutions are sought. 

A request by an employee in the paediatric depart-
ment who wants to take Wednesday afternoons off, 
for example, would be addressed through dialogue. As 
Wednesday afternoon is a busy time for consultations 
in the paediatric department, the availability of a posi-
tion in another department will be investigated to enable 
the young mother/father to carry on working but take 
Wednesday afternoons off.

TARGET AUDIENCE OF ACTION(S) 
All employees

IMPLEMENTATION PROCESS 
Bespoke working hours to suit employees and custom-
ers have always been in Emmaüs’ DNA. ‘Looking out 
for each other’ is one of the organisation’s fundamental 
values.
Since 2017, this approach has been enshrined in the vi-
sion statement ‘workable work at Emmaüs’. This vision 
statement was drawn up by a working group involving 
the chairman, the HR coordinator, HR staff, and trade 

unions. Based on the findings of a survey, a framework 
was developed which was ultimately approved by the 
Board of Directors.
The vision statement was publicised at several levels, 
from works councils to staff magazine. Each facility ap-
plies the new way of working at its own pace, depending 
on the capabilities of its HR department. Consultation 
meetings between HR employees at the various facili-
ties therefore include the sharing of good practices and 
local HR plans.

SUCCESS FACTORS, CHALLENGES AND FACILI-
TATING FACTORS 
Emmaüs no longer thinks ‘inside the box’. While one 
employee aged 55-plus might request less night work, 
another might ask for more. One young parent may want 
to be at home on Wednesday afternoons, while anoth-
er has a grandparent who can step in, and chooses a 
different day. Abandoning a one-size-fits all approach 
and precedents, or taking a looser approach to acquired 
rights, provides far more options to make the puzzle fit 
together without jeopardising the service provided.

There is a strong reliance on leadership training, such 
as “situational leadership” and “how your personal style 
impacts on your team”. The manager is seen as crucial 
to applying the principle “individually negotiated solu-
tions”.

However, managers must not be left shouldering all the 
pressure; the importance of shared responsibility must 
also be emphasised. Employees are always asked to 
come up with their own ideas about a specific arrange-
ment, based on their request.

RESULTS 
Emmaüs has been reporting HR indicators for the 
whole organisation since 2015. This monitoring high-
lights trends and areas in need of attention and serves 
as input/support for HR activities at the facilities. The 
aspects covered include the ratio of males to females, 
absenteeism and work arrangements. 

The figures reveal a rise in the number of men working 
part-time. However, this remains just a fraction of the 
number of female part-time employees. As the system 
is still in its infancy, the results for other indicators, such 
as absenteeism, are not yet apparent.

FLEXIBLE WORKING ARRANGEMENTS // BELGIUM
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Qualitative results are obtained from conversations 
with HR employees in the field. They mention that hav-
ing the vision statement as a framework helps them find 
solutions to employees’ requests. Moreover, employees 
themselves say they are pleased with the obvious willing-

ness to look for solutions and the flexibility to review the 
existing arrangements.

CONTACT 
https://www.emmaus.be/

NAME OF THE ORGANISATION 
Everon Lighting Technologies

SECTOR
Consultaning and production company that develops 
high-quality lighting tailored to professional clients (in-
dustry, wholesale, office complexes, etc.).

Industry

NUMBER OF EMPLOYEES 
1-10 employees

DESCRIPTION AND GOAL OF ACTION(S)
At the start of their contract, every employee can choose 
their own percentage of employment. The vacancies 
normally require a minimum employment of 70%, but 
the employee can increase this to 80, 90 or 100%. The 
remaining percentage can always be filled with parental 
leave, a scheme that is proactively offered to all employ-
ees, both male and female. 

The work schedules of these part-time contracts can be 
filled in flexibly. An employee on a 90% contract, for in-
stance, can choose to stop working a few hours earlier on 
Tuesday and Thursday. This arrangement can always be 
reconsidered if the needs or the family situation changes. 
Furthermore, employees can fill in their own working 
hours flexibly and always have the option of working from 
home.

At the request of employees, a collective day of leave is 
taken on 1 September to enable (grand)parents to be at 
home for their (grand)children.

TARGET AUDIENCE OF ACTION(S) 
All employees

IMPLEMENTATION PROCESS 
Flexibility and gender equality are inherent in Everon 
Lighting Technologies business practices. Rather than 
being an employer who keeps a tight rein on hours 
worked, Everon Lighting Technologies wants to focus 
on result-oriented working. 
The measures and actions are explained during re-
cruitment interviews. The monthly team meeting is an 
opportunity to discuss what is practicable and desira-
ble for the company and its employees.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
Not every employee copes equally well with a high de-
gree of flexibility, and the system is sometimes abused. 
The managers respond to such situations by focusing 
on results and sustained commitment. The regular 
1-on-1 conversations between managers and employ-
ees proves useful in this regard. 

For Everon Lighting Technologies, introducing these 
measures is foremost a matter of having the right 
mindset. The company’s motto is: trust, freedom, and 
responsibility.

RESULTS 
Working flexible hours is not mandatory; employees 
can also choose to work ‘9 to 5’. Nonetheless, all em-
ployees choose to work flexible hours.

The flexibility at the company is often cited as a reason 
for joining Everon Lighting Technologies.

CONTACT
https://www.everon-lighting.eu/nl
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NAME OF THE ORGANISATION 
FPS Finance

SECTOR 
Federal government (management and distribution of 
resources, collection of taxes, duties and levies)

Quarternary sector (public administration, education, 
social services etc.)

NUMBER OF EMPLOYEES 
> 500 employees

DESCRIPTION AND GOAL OF ACTION(S) 
The flexitime system enables every employee subject 
to the general scheme to alter their working hours to 
suit public transport timetables, specific family com-
mitments and their personal needs. This new flexible 
option has paved the way for other initiatives and oth-
er projects (such as teleworking and sports at work). 
However, this must always be consistent with the 
needs and goals of the team and be agreed with the 
team leader.

Employees can choose one of two systems in the flex-
itime approach offered by FPS Finance: 
› System 1 (with clocking-in) involves recording time, 

with partially fixed hours and the structured option of 
taking compensation leave (if overtime is worked). 
Core hours and variable hours are observed (with 
mandatory presence between 9.30 and 11.45 and 
between 14.00 and 15.30).

› System 2 (without clocking-in) does not involve re-
cording time and there are no core hours (although 
there is still a requirement to start work before 11.45 
and to finish no earlier than 14.00). There is no 
compensation leave system, but employees can re-
quest full or half-days of absence. These absences 
are granted according to the achievement of objec-
tives or sufficient progress. 

The system without clocking-in encourages employ-
ees to adapt working hours to their personal needs, 
to enable them to achieve a work-life balance. What 
matters is the target to be met, not the hours worked.

TARGET AUDIENCE OF ACTION(S) 
All employees who perform job roles and tasks which 
allow flexibility.

IMPLEMENTATION PROCESS 
Thanks to technological advances, it is often pos-
sible to work anywhere, at different times. Although 
you must, of course, be present for contact with col-
leagues, managers and members of the public, much 
of the work can, in many cases, be done away from the 
office. The new flexitime system is a key pillar of FPS 
Finance’s HR policy.

The project began in 2014, on the initiative of the man-
agement, as part of the TAW project (Travailler Autre-
ment - Anders Werken (Working Differently)).

In the future, and to the extent possible, FPS Finance 
wants to have a single working hours system for as 
many employees as possible, without core hours.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
The flexitime system, with and without clocking-in, is 
currently under review. Some improvements will be 
made during 2021, including for absences in order to 
meet targets in system 2. Virtual clocking-in is also 
planned for employees who want or who must clock-in.

One of the keys factors for success concerns the com-
munication with and the provision of information to all 
managers. This was a major change for managers, 
with potential repercussions for the way work is organ-
ised and for their specific role in it. More than before, 
they now have to be their team’s coach, and they in-
creasingly need to draw on their organisational skills. 
Efforts made in the area of leadership (training pro-
grammes, study days, contact points, e-learning etc.) 
actively support managers in this area.

RESULTS 
An initial evaluation in 2016 (2 years after its introduc-
tion) found that 62% of employees had already opted 
for the system without clocking-in. 84.2% of employees 
said they were satisfied with the flexibility of their work.

Flexitime has lowered short-term absenteeism (due to 
a rise in teleworking) and satisfaction surveys indicate 
higher productivity.

CONTACT 
https://finances.belgium.be/fr
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NAME OF THE ORGANISATION 
Lidl Belgium & Luxembourg

SECTOR
Food discounter 

Trade and catering

NUMBER OF EMPLOYEES 
> 500 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Lidl goes to great lengths to ensure that its staff enjoy 
work-life balance. The executive committee sees un-
plugging from work as crucial to this.

Therefore, in 2018 the executive committee and HR in-
troduced an embargo on emails: emails sent between 
Lidl email addresses after 6pm were not delivered to the 
recipient’s mailbox until 7am the following day. 

Due to COVID-19, the work situation has changed, and 
our economy has evolved into an environment in which 
flexible working is becoming ever more commonplace. 
Employees have the right to unplug completely during 
their leisure time, but they also want to decide them-
selves when to carry on or stop working. Because of 
this, the mail embargo has been lifted, and replaced 
with a framework in which expectations regarding un-
plugging are clear and employees bear greater respon-
sibility for planning their own work. 

Specifically, in the new framework employees have 
the freedom to flexibly plan their working day, adhering 
to core hours. If they wish, they can work after 6pm. 
However, there is no expectation that employees will be 
available after 6pm (unless, in exceptional cases, this 
is a necessary part of their job and is documented ac-
cordingly).

TARGET AUDIENCE OF ACTION(S) 
All employees at head office

IMPLEMENTATION PROCESS 
The New Way of Working project, which was launched 
in 2016, was a key milestone in early efforts to pro-
mote work-life balance. Offices were converted and 
open spaces were introduced, along with new meeting 

rooms and so on. In some offices, flexitime was intro-
duced, and work behaviour was reviewed. This identi-
fied emails as a particular area of concern, prompting a 
number of email-related initiatives. 

Gradually, over four years, a variety of measures were 
introduced to optimise work-life balance for employees.

Ideas for measures emanate from various channels, 
such as the executive committee, HR, and employees 
themselves. These are submitted to the executive com-
mittee for approval, after which a concept is prepared. 
Once this concept has been approved, it is referred to a 
project board comprising between 10 and 15 managers 
from different departments who give feedback based 
on their own role and the interests of their department. 
Once the feedback has been taken on board, the roll-
out of the project begins, focussing heavily on commu-
nication about the project. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
Whilst we always strive for a collective approach for 
all Lidl employees, we are aware of the need to allow 
scope for individual needs and preferences. With regard 
to unplugging, for instance, we found that the email em-
bargo did not work perfectly for everyone. Initially, the 
system was introduced by the executive committee and 
HR but, by listening to employees, pain points were 
identified, and the framework was adjusted.

At such a large company, communication is vital. An 
evaluation identified a need to step up communication 
for various reasons, such as ensuring that all the com-
munications reach the various branches. This led to the 
creation of the TeamLidl app, on which employees have 
direct access to communication and information from 
Lidl.

RESULTS 
Lidl goes to great lengths to ensure that its staff enjoy 
work-life balance. Generally, the work-life balance pol-
icy has positive results. 75% of employees work part-
time, including 57% of male employees, and more than 
three quarters of them are on permanent contracts.

CONTACT 
https://www.werkenbijlidl.be/nl/1973.htm
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NAME OF THE ORGANISATION 
Milcobel – Kallo branch

SECTOR 
Production of powdered milk for the food and choco-
late industry.

Industry

NUMBER OF EMPLOYEES
51-250 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Employees can plan their monthly work schedule to fit 
their work-life balance, with due consideration for the 
department’s staffing requirements. There are 3 stag-
es to the self-rostering process:
1. The preference stage: Employees individually com-

plete the hours they want to work for the month in 
question, using the planning tool which indicates 
staffing requirements and the time rules laid down 
in social legislation.

2. The adjustment stage: By mutual agreement, em-
ployees adjust their roster to the staffing require-
ments. The changes are registered so that it is sub-
sequently apparent who has adjusted their hours. 
This is also done by the employee, without the man-
ager’s involvement.

3. The finalisation stage: The planner resolves the 
remaining sticking points and finalises the roster, 
as per the arrangements made during the social 
dialogue process. The principle of equal treatment 
applies here: everyone has the right to do certain 
shifts (night, early, late, 2 weekends per month etc.). 
Account is taken of how frequently the person con-
cerned demonstrated flexibility during the second 
stage, as well as their time balance, i.e. whether this 
is negative (not enough hours worked) or positive 
(too many hours worked). For example, somebody 
who has already worked several night shifts is more 
likely to be removed from the night shift than some-
body who has a negative or zero balance for the 
night shift.

Self-rostering makes it far easier to flexibly plan part-
time working or parental leave. In a fixed shift system, 
this was harder and could only be done on a weekly 
basis; now, a regular Wednesday off can be entered in 

the system (as long as staffing requirements are met). 
Moreover, colleagues who want to attend additional 
training, for instance, can indicate that they want to 
keep certain hours free and attend the training without 
having to use up leave in order to do so.

Self-rostering increases flexibility; the employee is bet-
ter able to balance work and family and schedules are 
more predictable (there are fewer last-minute changes 
and very little overtime is worked).

TARGET AUDIENCE OF ACTION(S) 
Employees who work in continuous production

IMPLEMENTATION PROCESS 
Social dialogue was crucial when devising the system. 
All the ins and outs and the framework were ham-
mered out with the employer. Employees decide who 
works, when (as a team and individually).

An external agency that specialises in planning pro-
cesses was hired to explain the self-rostering system 
to all employees. They also provided the planning tool. 
In an initial referendum of employees, 71% agreed with 
trialling the system for 1 year. After one year, another 
referendum was held, in which 97% said they wanted 
to continue with self-rostering.

Training sessions were then organised, software pur-
chased, and a planner recruited. In addition, several 
company rules were drawn up, specifically applying to 
the operation of the system at Milcobel, which employ-
ees are required to follow. These cover aspects such 
as the influence of weekend days when taking leave, 
and the option of setting “veto” days and S days (spare 
days).

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
When it was first implemented, self-rostering was not 
widely used in Belgium, and had never been used in 
the food sector. Milcobel had to work everything out 
from the ground up, which was time-consuming and a 
big financial investment. They also had to find creative 
solutions to issues encountered. The changing rules 
during the start-up stage also hindered acceptance of 
the system among employees.

FLEXIBLE WORKING ARRANGEMENTS // BELGIUM
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Self-rostering is, in fact, a misleading term: ‘team ros-
tering’ is more accurate. Employees often have overly 
high expectations of being able to pick their own work-
ing hours entirely to suit them. Yet it is not just a case 
of responding to individual needs; it’s also about coor-
dinating hours as part of a team. Employees still need 
to consider each other. Good communication among 
employees remains essential.

RESULTS 
Two months after the system was introduced, round-ta-
ble discussions were held with employees to review it. 
The planning period was shortened. It was adjusted 
again following new round-table discussions in 2019. In 
this way, we keep track of employees’ experiences of 
the system and their needs.

Results are evident in requests for parental leave, be-
cause greater flexibility (1 day per week) is possible for 
employees who wish to make use of it.

In the first few years, absenteeism was monitored sep-
arately for the departments in Kallo with self-rostering, 
and departments which were using the conventional 
roster. Absenteeism was lower in the departments that 
introduced self-rostering.

After five years and regular satisfaction surveys, the 
system is still in place at the company. The positives 
still outweigh the negatives. Dissatisfaction is identified 
quickly and discussed with employees.

CONTACT 
https://milcobel.com/

NAME OF THE ORGANISATION 
Sprint Transport

SECTOR 
Goods transport for third parties (distribution, transport 
of hazardous substances and express transport, sale 
of waybills)

Transport and services

NUMBER OF EMPLOYEES 
11-50 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Consideration of everyone’s family situation at the plan-
ning stage can make working in a dynamic sector such 
as transport more ‘workable’. 

The ideal schedule is worked out for every individual, 
based on the information the employee provides. Ways 
of (temporarily) adjusting the planning are discussed 
with the employee to enable flexible working or resolve 
the issue of childcare for families with children. This 
might involve moving working hours from the day to the 
evening or night, allocating time in lieu on days when 
there is no childcare, or another solution such as work-
ing part-time, flexible hours, or parental leave. 

Employees often agree flexible hours among them-
selves, enabling one of them to start earlier and get 
home quicker, while another does later shifts. Alterna-
tively, they might swap shifts.

The 38-hour week is always strictly observed. Over-
time is immediately compensated with time off in lieu 
the following week. 

Employees with school-age children are given priority 
when planning holidays. They can indicate their prefer-
ences as early as January.

TARGET AUDIENCE OF ACTION(S) 
All employees

IMPLEMENTATION PROCESS 
Flexible planning was adopted when Spirit Transport 
first began operating. The first question for the manag-
er is always “Would I want to work for myself?”.

Open communication is the key success factor in 
Sprint Transport’s modus operandi. The manager al-
ways communicates openly about both successes and 
challenges within the company. This is clearly appre-
ciated by employees and it encourages them, in turn, 
to equally communicate openly. As a result, they are 
more likely to come up with solutions to problems.

FLEXIBLE WORKING ARRANGEMENTS // BELGIUM
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Applicants are told at the recruitment interview that 
they can say, and ask, anything. New employees are 
also assigned a mentor for a minimum of 1 week, to 
familiarise them with the workings of the company and 
to provide them with a safety net.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
Currently, communication is often informal, e.g. over a 
cup of coffee or a telephone call after work. Although 
open communication will remain a basic pillar at the 
company, a more formal structure will be necessary as 
the company continues to grow.

The law allows a lot of flexibility in the transport sector. 
Whilst this can make planning complex, Sprint Trans-
port is very much in favour if it means keeping hold of 
good people. The company is always open to requests 
for changes to job content or hours worked.

RESULTS 
Employees are clearly happy working at Sprint Trans-
port. The line of communication with the manager is 
very short, and problems with work-life balance can 
quickly be shared.
 
There is very low turnover and low absenteeism. Unlike 
other companies in the transport sector, Sprint Trans-
port has few issues with staffing shortages. Thanks in 
part to the focus on work-life balance, flexible planning 
and the vision that everyone deserves a chance, Sprint 
Transport is seen as an attractive employer.

CONTACT 
https://www.sprinttransport.be/

FLEXIBLE WORKING ARRANGEMENTS // BELGIUM
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FLEXIBLE WORKING ARRANGEMENTS // ESTONIA

NAME OF THE ORGANISATION 
ABB AS 

SECTOR 
Processing industry

Private sector

NUMBER OF EMPLOYEES 
> 500 employees

Currently nearly 1,400 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Enabling flexible working hours (i.e. part-time and 
shifting starting and ending times) and teleworking.

TARGET AUDIENCE OF ACTION(S) 
All employees where the nature of the work allows it. 

IMPLEMENTATION PROCESS 
The initiative came primarily from the employees them-
selves, who wanted to work part-time and remotely. In 
most cases, the target group involved mothers return-
ing from parental leave and increasingly also fathers. 
The company makes every effort to encourage fathers 
to take parental leave and announce their plans in 
good time.

The implementation of the new practices took a bit of 
time for the whole team at the beginning, as the de-
partment meetings started to largely take place in vir-
tual form (involving teleworkers). For part-time work, 
in most cases it is necessary to think more thoroughly 
about substitution and the performance of tasks for 
those periods when the part-time employee is away.

To a small extent, based on past needs, flexible solu-
tions are allowed. However, since 2020 working ex-
tensively in the form of telework has become the new 
standard in all teams with office units.

No specific budget has been established for the imple-
mentation of this measure. With regards to the home 
office and flexible working hours, many expenses will 
increase, but at the same time we will save on recruit-
ing expenses from hiring new employees with suitable 
competencies, therefore, the increase in expenses will 
not be significant.

The measure created is sustainable.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
In the past, most meeting took place in-person. We 
have now moved our stand-up meetings to virtual en-
vironments (we have implemented the format of Tier 
Meetings, Huddle-Boards, Scrum Meetings), mean-
ing that we have moved notes/graphs visuals/trend 
graphs, lists of goals and short-term agreements to vir-
tual environments. We have widely introduced the MS 
Teams tool, the functionality of which properly covers 
technical solutions.

RESULTS
The target group received the expected benefits, 
meaning that while working in a flexible manner, they 
have been able to continue their self-realisation more 
successfully both at home and at work. Labour turno-
ver has slowed down.

CONTACT 
https://new.abb.com/ee

ABB AS – ENABLING FLEXIBLE WORKING HOURS AND TELEWORKING

ESTONIA

https://new.abb.com/ee
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NAME OF THE ORGANISATION 
AS Express Post

SECTOR 
Transportation and storage, media publications home 
delivery

Private sector

NUMBER OF EMPLOYEES 
250-500 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Flexible organisation of work – the objective is to en-
sure flexible organisation of work for all employees, 
as far as the specifics of the job allow. Interim breaks 
during working days and their length can be adjusted 
to perform private duties within a working day. There 
are also options to work from home in case of milder 
symptoms or a child’s illness. Family obligations are 
considered when planning trainings, meetings, and 
other events. 

TARGET AUDIENCE OF ACTION(S)
All employees 

IMPLEMENTATION PROCESS 
Decisions about the measures involved all line manag-
ers. Detailed discussions were held about the condi-

NAME OF THE ORGANISATION 
Estanc AS 

SECTOR 
Processing industry, metal industry

Private sector

NUMBER OF EMPLOYEES 
51-250 employees

DESCRIPTION AND GOAL OF ACTION(S)
The main goal is to harmonise office and production 
staff and to develop the same conditions, benefits, flexi-

tions under which decisions can be taken and activities 
can be implemented.

There was no separate budget. Additional expenses 
were needed to fix computers and provide remote 
work licenses. 

The COVID-19 crisis furthered the implementation of 
the measures. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
Part-time work that was offered to paper carriers, al-
lowing them to work in the mornings. This requires a 
greater degree of planning and more work for regional 
managers. All activities were nicely resolved from the 
office side.

The adoption of measures primarily affected office 
workers. Everyone was provided with good options for 
remote work. Overall, the entire company’s approach 
changed and all employees gained from this.

RESULTS
The employees are satisfied with the implemented 
changes and feel that they are more involved.

CONTACT 
https://www.expresspost.ee/

bility and management quality in production as is found 
in the office. Production workers are able to agree on 
their own work schedule (start and end times) and 
work accordingly. Since production is project-based 
and does not depend on the line, employees’ break 
times are not so strictly enforced, and employees can 
take them a little bit sooner or later on their own. 

There is a day within the company where production 
workers can bring their families to work, to introduce 
them to working at Estanc. 

All employees are informed that they are free to invite 
their child’s school or nursery school to Estanc for an 

FLEXIBLE WORKING ARRANGEMENTS // ESTONIA
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excursion. The personnel manager must be informed in 
advance about the event and will help to coordinate it. 

TARGET AUDIENCE OF ACTION(S) 
All employees.

IMPLEMENTATION PROCESS 
The personnel manager is primarily responsible for im-
plementation in cooperation with the heads of depart-
ments. 

There is no specific budget but providing people with 
more than the law requires will see costs being incurred.

Flexible working-time arrangements are described in 
the work organisation rules and personnel manage-
ment principles. It is certainly a sustainable measure, 
as it helps to increase employee satisfaction and job 
engagement, thereby increasing productivity and re-
ducing employee turnover, all of which are very impor-

tant indicators in terms of a company’s financial sus-
tainability. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
It is important to know one’s employees and build a 
family-friendly organisation pursuant to the cultural 
and/or demographic nature of the organisation. It is not 
worth spending resources on activities or systems that 
the employee does not address or understand. 

RESULTS 
Job engagement and satisfaction rates remain very 
high. The company has an event package directed at 
all employees, a common diverse package of benefits, 
and the level of involvement of production employees 
has increased.

CONTACT 
https://estanc.ee/ 

NAME OF THE ORGANISATION 
Käo Tugikeskus (Käo Support Centre)

SECTOR 
Social work

Public sector

NUMBER OF EMPLOYEES 
251–500 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Flexible working time arrangements by position.

An employee has the right to be absent from work for 
one day in connection with the graduation ceremonies 
of children or grandchildren’s educational institutions 
(kindergarten, primary school, basic school, upper 
secondary school, university), a child’s 1st grade cer-
emony or own graduation from school, as well as a 
close person’s wedding or a close person’s funeral. 
On these days, the employee’s remuneration is main-
tained. Relevant amendments have been made to the 
work organisation rules, which have been introduced 
at staff and team meetings.

TARGET AUDIENCE OF ACTION(S)
All employees

IMPLEMENTATION PROCESS 
The work organisation rules and staff policies define flex-
ible working time arrangements, and employees have 
been informed of this possibility at staff meetings.
Employees have the opportunity to participate in brief-
ings/seminars/good practice days, where open discus-
sions take place on topics related to the protection of the 
interests of employees. 

Performance reviews are carried out – everyone has the 
opportunity to talk about their progress, how they feel 
in the organisation, how they perceive teamwork, and 
whether anything is missing.

Also, feedback is annually collected from the groups. 
Internal news channels cover topics related to family and 
employee friendliness at least once a quarter.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
Due to the specific nature of the support centre’s work, 
the implementation of flexible working hours required a 

FLEXIBLE WORKING ARRANGEMENTS // ESTONIA
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separate analysis and a clear breakdown by position. 

RESULTS 
Employee satisfaction over a year, where comparisons 
can be made between different periods. Satisfaction is 
assessed on various topics on an ongoing basis. 

Important topics are addressed during good practice 
days (internal evaluation), quality team meetings, as well 
as team collaboration evaluation meetings. 

The most effective and individual way to ask for employ-
ee feedback is at the end of the probationary period, at 
the end of the induction programme and during the per-
formance review, where it is possible to make individual 
and person-centred agreements for the future. 

The number of overtime hours (%) has decreased; the 
employees are satisfied (expressed in the satisfaction 
survey through the respective indicator).

CONTACT
http://www.kaokeskus.ee/

NAME OF THE ORGANISATION 
Swedbank AS 

SECTOR 
Finance and insurance

Private sector

NUMBER OF EMPLOYEES 
> 500 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Wider implementation of flexible working time and us-
ing the remote work option, and better informing of the 
teams by the leaders.

The employer allows the employees to use their work-
ing time to handle their personal obligations. This time 
is considered as a part of the working time. If possible, 
breaks in work should be planned for the beginning or 
end of the working day, so they would disrupt the organ-
isation of work as little as possible.

TARGET AUDIENCE OF ACTION(S) 
All employees

IMPLEMENTATION PROCESS 
The initiative came from the human resources depart-
ment. The heads of departments and management were 
included. 
There was no need for a specific budget. However, there 
was a need to agree on principles and communicate 

them to the leaders and change the way of thinking. 
To combine work and family life, the principles and good 
practices of flexible working time have been agreed 
upon. These have been communicated to all heads of 
departments and employees; these are also available 
in the intranet. An article was published in the employee 
newsletter. 

In units where the employee communicates directly 
with the customer and where the organisation of work 
is linked to specific opening times, the employee worked 
with the manager to map the options for implementing 
the principle of flexible working time 

In positions where the work allows it, employees can 
also work from home. 

Working remotely is gaining popularity – people work 
from offices in other towns. The popularity of this way of 
working has been supported by the project ‘expanding 
into regions’, within the framework of which we have cre-
ated 70 new jobs (back office) in different towns across 
Estonia within the last year and a half. Therefore, no one 
in Tallinn has lost their job; instead, we have opened the 
opportunity to apply for jobs in different towns. By doing 
so, employees have been given the opportunity to move 
back to their hometown or occasionally work from home.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
Employees whose job position require being in the of-
fice (working with client data) or units associated with 
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customer service, which are open at certain times, 
were at first slightly frustrated. It was explained to them 
that flexibility cannot be implemented there in such a 
way as elsewhere, due to the characteristics of the job. 
Nevertheless, some options were proposed and com-
municated with them from the perspective of their job 
position.

RESULTS  
Based on our assessment, introducing flexible work-
ing time has made us more efficient as an organisa-

tion and more attractive as an employer. Flexibility is 
very important to people. Flexible working time is one 
of the most valued motivators among our employees, 
immediately after good collegial atmosphere. Thanks 
to implementing this measure, we were ready to im-
mediately switch to remote work when the emergency 
situation was announced in 2020 and we were able to 
continue our work without any major failures.

CONTACT 
https://www.swedbank.ee/

NAME OF THE ORGANISATION 
Tartu Kutsehariduskeskus (Tartu Vocational Educa-
tion Centre)

SECTOR 
Education

Public sector

NUMBER OF EMPLOYEES 
251–500 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Flexible work environment in terms of working time, 
place, and way of working, and the provisionof longer 
annual holiday than required by law.

TARGET AUDIENCE OF ACTION(S) 
All employees. 

IMPLEMENTATION PROCESS 
The initiative came from the HR chief specialist, when 
teleworking was fixed in the rules of work organisation. 
All managers were involved in the decision-making pro-
cess. 

The implementation depends on the nature of the 
work: office workers for example can be rather flexible, 
while employees with a schedule can have a say in the 
scheduling process and, if necessary and agreed, they 
are entitled to free time during the working day (e.g. the 
superior will substitute T if T has to go to the doctor). 
Teachers follow the timetable, but there is quite a lot of 

flexibility in the use of time outside the timetable. Longer 
annual holiday applies to employees who are legally 
entitled to 28 days of annual holiday leave. They will 
receive 35 days of annual holiday.

The proposal to allow longer annual holiday than legally 
required came from the employees; the management and 
HR chief specialist made the corresponding decision.

All the measures created are sustainable.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
There was a problem with an employee who was dis-
satisfied due to the fact that there was an obligation 
to record activities of teleworking (in general). Today, 
this is likely no longer an issue, as teleworking is more 
favoured and often also mandatory (e.g. if a person is 
required to stay in isolation), and it seems to have in-
creased trust. 

Due to granting longer annual holiday, it has been more 
difficult to plan holiday periods, but the situations have 
been solved – communication was key in this.
 
RESULTS 
The benefits of these specific measures have not been 
examined, but it can be concluded that as the results of 
the annual employee satisfaction survey have improved 
year by year, these measures play a crucial role in this.

CONTACT 
https://khk.ee/

FLEXIBLE WORKING ARRANGEMENTS // ESTONIA

TARTU KUTSEHARIDUSKESKUS – FLEXIBLE WORK ENVIRONMENT IN TERMS 
OF WORKING TIME, PLACE AND WAY OF WORKING

https://www.swedbank.ee/
https://khk.ee/
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FLEXIBLE WORKING ARRANGEMENTS // PORTUGAL

NAME OF THE ORGANISATION 
Baía do Tejo, SA.

SECTOR 
Land management and business parks

Entrepreneurial Public Sector (Continental Portugal)

Branch of activity: Public administration activities – Eu-
ropean Code NACE O84.1.1

The sector managing the business parks is traditionally 
composed of more male employees although this com-
pany tends towards a balance, employing both sexes. 

NUMBER OF WORKERS
65employees
34 men (52%) and 31 women (48%) 

DESCRIPTION AND GOAL OF ACTION(S)  
Description: flexible timetables to accommodate doc-
tors’ appointments and the possibility of working re-
motely from home (in telework) in the event that a 
member of the family has a demanding illness that re-
quires constant caring. 

Conditions: 
› The measure makes allowances for doctor’s ap-

pointments for the worker him/herself, his/her 
spouse/partner and 1st degree ascendants and de-
scendants; 

› Justifiable proof is not needed when accompanying 
a member of the family to the doctor, given the fact 
that time off from work is not registered as an undue 
absence; 

› It is expected that time off from work to go to the 
doctor is made up for in a suitable alternative time-
table that is decided upon by the worker/beneficiary 
who has informed his/her respective superior and 
been given the go-ahead; 

› In the event of illness that requires constant caring 
where proof has to be presented, the worker may 
ask to work remotely from home so as to give assis-
tance to the family member for as long as is needed. 

Goals: 
› Set up a measure that promotes a work-family bal-

ance and that recognises the worker’s wish or need 
to be at home in certain more demanding family sit-
uations; 

› Ensure that people are more focussed and concen-
trated on their jobs, which impacts positively on their 
respective productivity; 

›  Establish a relationship based on confidence and 
partnership between the worker and the company, 
mutually recognising reciprocal needs and support. 

TARGET AUDIENCE OF ACTION(S) 
Workers of both sexes

IMPLEMENTATION PROCESS 
Framework
›  The company was founded in 2009 when two en-

terprises (SNESGES – Administração e Gestão 
de Imóveis e Prestação de Serviços, S.A., and 
URBINDÚSTRIA – Sociedade de Urbanização e In-
fraestruturação de Imóveis, S.A.) merged and were 
incoportated in Quimiparque. In honouring its com-
mitment to promoting equality between men and 
women, the company was one of the pioneers of 
iGen - Forum of Organisations for Equality when it 
started in 2013. In 2014, the company implemented 
its first Equality Plan. In 2019, when the Plan was 
drawn up, a group of indicated workers participat-
ed actively in its development. From the moment 
it was made (2014), the Plan underwent up-dating 
and recently, it laid down the aim to review it on an 
annual basis and include new legal dictates in it. 
The company’s current Equality Plan has 18 bene-
fits arranged in seven areas of action, one of which 
concerns the Balance in family, personal and pro-
fessional life, as well as Protecting Parenting with 
six and three measures respectively. 

Implementation
The measure had already been applied in a different 
format in the enterprises that lay at the origin of Baía 
do Tejo: it allowed the workers to take off a few hours 
during the course of the year in which they could attend 

BAÍA DO TEJO – FLEXIBLE TIMETABLES TO ACCOMMODATE MEDICAL APPOINTMENTS 
AND THE POSSIBILITY OF TELEWORKING IN CASE OF A FAMILY MEMBER WITH A VERY 
DEMANDING ILLNESS REQUIRING CARE 

PORTUGAL
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doctor’s appointments although in those days, there 
was no working remotely from home in telework. When 
Baía do Tejo was founded, the measure was carried 
over but adjusted: the possibility of working remote-
ly from home was added and limiting the hours taken 
off from work was done away with. Today, the worker 
may take time off to keep family medical appointments 
provided that the hours are compensated for, and s/he 
can work remotely from home if continuous care has 
to be provided. Recently, in the sphere of work-fami-
ly balance, the company also started granting up to 3 
days leave without any loss in salary to workers who 
had children under the age of 12, provided the reason 
involved a sick child or the school having closed. 

After it has been renewed, the Equality Plan is dissem-
inated among the workers in periodical e-mails. 

Budget and Resources 
There are no specific costs attached to this measure 
owing to the fact that taking time off from work is al-
ways compensated for at a later date. 

Consolidation and sustainability of the good practice 
Drawing up the Equality Plan paved the way to its for-
mal registration and the consolidation of already exist-
ing measures that were not monitored as this present 
version is. It also led to other measures being set up. 
The Plan is reviewed annually whereby measures may 
be reshaped or cancelled if they are not being used. 
 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
›  Company leadership has shown itself to be recep-

tive to awarding this benefit. 
› The company said that the challenge is transversal, 

affecting the way the entire benefits policy works: 
ensuring that the workers take advantage of the 
benefits in a disciplined responsible way, and that 
they make the best use of them when they are 
granted. 

RESULTS 
Results
There is no record, however, of the number of workers 
who have already benefitted from this measure. 

Assessment of satisfaction with the measure
The team heading the Equality Plan is busy working 
on organisational questionnaires in order to analyse 
to what extent the measures have been used and the 
workers’ satisfaction. This explains why no account 
has been made of the results yet. 

Adjustments planned
The measure was included in the Equality Plan with 
the aim of consolidating its attribution to the workers 
and monitoring its application to ensure its sustaina-
bility. 

CONTACT 

Dora Rego 
Manager of Human Resources and Legal Advisors
E-mail: d.rego@baiadotejo.pt 

Baía do Tejo (Main office )
Rua Industrial Alfredo da Silva, n.º12, 
CP 5001 2831-904 Barreiro
http://www.baiadotejo.pt/pt 

FLEXIBLE WORKING ARRANGEMENTS // PORTUGAL
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LEAVE AND REMUNERATION // BELGIUM

NAME OF THE ORGANISATION 
AXA

SECTOR 
Insurance activities and asset management

Transport and services

NUMBER OF EMPLOYEES 
> 500 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Every AXA employee is entitled to 16 weeks of mater-
nity leave on full pay. The co-parent (father, joint moth-
er) is eligible for 4 weeks of co-parental leave on full 
pay, which must be taken within the 1st year after the 
child’s birth.

A similar scheme has been created for adoptive par-
ents. Every employee who becomes an adoptive par-
ent is entitled to 16 weeks of adoption leave, retaining 
full pay. In case both parents work for AXA, one parent 
is entitled to 16 weeks while the other has right to 4 
weeks of parental leave, retaining full pay. This divi-
sion is mutually agreed upon by the adoptive parents 
themselves.

For Belgian employees, AXA’s Global Parent Policy 
goes beyond the statutory maternity, birth and adop-
tion leave allowances, and improves the financial situ-
ation of new parents. What is unique is that the same 
scheme is available for adoptive parents.

TARGET AUDIENCE OF ACTION(S) 
All employees who become parents.

IMPLEMENTATION PROCESS 
AXA prioritises the well-being and flexibility of its em-
ployees. The NWoW (New Way of Working) is a mod-
ern work environment which encourages trust, au-
tonomy and individual responsibility. Employees can 
telework for up to two days per week, have flexible 
hours and have 7 weeks of holiday, which can be taken 
whenever they wish. These elements are key drivers 
for results. 

Moreover, the AXA Group is fully committed to promot-
ing Diversity and Inclusion (D&I) by creating a work 
environment in which all employees are treated with 
dignity and respect and where individual differences 
are recognised, respected and valued. Therefore, all of 
AXA’s units have adopted the target of having 50% of 
management positions occupied by women by 2023.

The actions for Belgium are conceived and developed 
by the D&I Manager and a D&I Council, whose mem-
bers are from different departments and grades. The 
Global Parent Policy was agreed internationally, and a 
budget was set aside for it. The policy took effect on 1 
January 2017.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
A passion for Diversity and Inclusion is a key aspect. 
The employees responsible (D&I Manager and Coun-
cil) are driven and are committed to always give it their 
best.

When violations occur, or the policy is abused, an in-
ternal communication campaign is launched to focus 
attention on the positive aspects of the measures. 
Testimonies are often used to support this. The annual 
D&I week also provides an opportunity to discuss what 
is going well and what can be improved.

RESULTS 
95% of new fathers took paternity leave in 2019.

AXA regularly runs surveys of employee well-being. In 
the last survey, a score of 4 out of 5 was ascertained 
for mental well-being. 80% of employees indicated that 
the flexible working opportunities help them to achieve 
a better work-life balance.

CONTACT
https://www.axa.be/ab/NL/jobs/Pages/5-reasons-
to-switch.aspx 

https://www.axa.com/en/magazine/parent-poli-
cy-time-for-parents

AXA – GLOBAL PARENT POLICY

BELGIUM
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NAME OF THE ORGANISATION 
Elan Languages

SECTOR 
Specialised translations, customised language coach-
ing and interpretation

Transport and services

NUMBER OF EMPLOYEES 
11-50 employees

DESCRIPTION AND GOAL OF ACTION(S) 
The aim at Elan Languages is to create the best pos-
sible work situation in order to maximise employees’ 
happiness. Therefore, as a company and as employ-
ees, Elan Languages strives to cope with the major 
changes happening in society and the sector by being 
mindful of a good work-life balance.

Flexible working is standard procedure, in terms of 
hours worked, leave, and remuneration.
›  On 1 September, the first day of the new school 

year, employees can choose to start work later, or 
finish work early.

›  Time recording is not used; employees bear sole 
responsibility for scheduling their work. 

›  The company operates on a 39-hour week; employ-
ees thus have 6 extra days of leave per year.

›  All leave can be flexibly chosen; there are no set 
days on which the company is closed. Therefore, 
employees do not lose leave on ‘mandatory’ days.

›  The year-end bonus system is also flexible (Flex 
Income Plan), and the bonus can be exchanged 
for extra leave, repayment of pension savings, and 
hospitalisation insurance.

›  Employees who move abroad in order to reunify the 
family can work from their new home country.

›  There is the option of carrying over up to 3 days of 
unused leave to the following year.

TARGET AUDIENCE OF ACTION(S)
All employees

IMPLEMENTATION PROCESS 
The company has pursued a gender-friendly policy 
from the start. In the past, however, the actions were 
not necessarily taken consciously and were more frag-
mented. Now actions are better enshrined in an estab-
lished well-being policy. 

Ideas for new initiatives are always considered from 
the perspective of the employee: “What would I, as an 
employee, like?” New ideas are collected via social 
media or the company’s own network and their feasi-
bility and affordability are always assessed. Everything 
is done in consultation with, and with the close involve-
ment of, the management of each department.

The initiatives are then trialled and evaluated on a lim-
ited scale.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
In recent years, Elan Languages has focused more 
on communicating all the actions and measures to 
the employees. Previously, whilst there were plenty of 
measures in place, employees were not always aware 
of them.

All the measures taken require a budget; this is closely 
scrutinised beforehand. Whilst this is often an invest-
ment, the trade-off is a reduction in staff turnover.

The introduction of such a large number of flexible 
working options can reduce the focus on the customer. 
However, the customer must always come first, and 
this is communicated to the employees at a regular 
interval.

RESULTS 
We have seen a significant fall in absenteeism due to 
illness: 23% lower in 2019 than in 2018.

There is broad awareness of all the options. Everything 
is now clear to employees and, so far, no misunder-
standings have arisen. Moreover, take-up of all the in-
itiatives is high.

CONTACT 
https://www.elanlanguages.com/nl-BE

LEAVE AND REMUNERATION // BELGIUM
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NAME OF THE ORGANISATION 
ManpowerGroup

SECTOR 
Manpower creates and delivers innovative workforce 
solutions and services, including temporary agency 
work and talent management.

Transport and services

NUMBER OF EMPLOYEES 
251-500 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Since 2018, Manpower has been formally commit-
ted to improving work-life balance and has adopted 
a work-life balance charter. Whereas financial capital 
was once paramount at a company, nowadays the em-
ployees are the key asset. This must be reflected in an 
HR policy that prioritises employees in all their dimen-
sions, including their private lives.

Manpower seeks to strike a balance between the le-
gal requirements and internal projects that support its 
vision.

The introduction of a flexible benefit plan is one of the 
initiatives. Under this plan, employees can ‘buy’ extra 
leave by converting cash bonuses. In this way, they 
can acquire up to 5 extra days of leave per year.
The work-life balance charter also provides for oth-
er flexible working initiatives, such as flexible hours, 
working from home, and satellite working.

TARGET AUDIENCE OF ACTION(S) 
All employees

IMPLEMENTATION PROCESS 
Initiatives are developed by the HR department, then 
approved by the executive committee. 

They are communicated to employees via a number 
of channels.

Various HR employees
› Information sessions or a conference call for all em-

ployees
›  Publishing new initiatives on the Intranet
› Mention at various meetings
› For new employees, they are listed in the welcome 

pack

A monthly progress meeting is held, as well as perfor-
mance and development interviews at which employ-
ees discuss their expectations and wishes with regard 
to work-life balance. This makes it possible to respond 
individually to specific needs.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
A commitment to the optimum work-life balance is im-
portant to attracting and developing talent. It also re-
tains talent within the organisation.

Although a large company such as Manpower un-
doubtedly needs a fixed structure for the approval 
and implementation of initiatives, there is still plenty 
of scope for flexibility. Should problems or new needs 
arise, decisions can be made quickly thanks to the 
short link between HR and the executive committee.

RESULTS 
Thus far, 131 employees have bought extra leave un-
der the flexible benefit plan; 27 of them were men.

Manpower has a lot of employees who choose to work 
part-time. In 2019, nearly 20% of the workforce was 
part-time, due to parental leave, time credit, or a part-
time contract.

An annual survey is conducted on various HR matters, 
including work-life balance. Feedback on the available 
measures is very positive.

CONTACT 
https://manpower.be/node/45

LEAVE AND REMUNERATION // BELGIUM
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NAME OF THE ORGANISATION 
MDC Max Daetwyler Eesti AS

SECTOR 
Processing industry, manufacture of specialised ma-
chinery

Private sector

NUMBER OF EMPLOYEES 
51-250 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Changes in work organisation: 
› increased number of paid days off (including ‘bat-

tery charging day’); 
› possibility to work remotely; 
› shortening of night shifts 
› agreements considering personal specifics.
Employees can take a day off for charging their bat-
teries, for health or other reasons once each year. 
The day is paid for by the employer. In addition to the 
battery charging day, paid days are for when a child 
graduates from nursery school, basic school and up-
per secondary school. 

Agreements always take personal specifics into ac-
count: the company is flexible and employees’ various 
needs are accommodated as much as possible with 
regards to, for example, working hours, holidays, tele-
working (most workers are production workers). 

The work of parents who receive the parental benefit is 
adjusted in such a way as to avoid the parental benefit 
to decrease (i.e. the parental benefit limit is taken into 
account).

TARGET AUDIENCE OF ACTION(S) 
All employees 

IMPLEMENTATION PROCESS 
The initiative came from the human resources depart-
ment. A small group of employees, heads of depart-
ments and the head of the company were involved in 
the decision-making. Overall, human resources de-
partment took on the main role in the development and 
implementation of the measures, the initiative of the 
employees remained low.

Activities that require more investment were budgeted, 
but there is no separate budget for all activities.
Most measures are sustainable, some have changed 
or been adapted slightly over time.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
According to employee feedback, the activities rates 
highest are battery charging day and the possibility of 
teleworking (computer workplaces).

RESULTS 
The measures have been highly beneficial. Employees 
are more involved, the amount of information has in-
creased and the flow of information is betterand more 
emphasis is placed on health-promoting activities. It is 
also possible to support the development of employ-
ees to a greater extent. Furthermore, flexibility has sig-
nificantly increased, the possibilities to telework and to 
employ the Teams environment have been used more 
extensively. 

Studies show that the involvement of the employees in 
the company has increased and the image of the com-
pany has improved. Labour turnover and the number 
of sick leave has decreased.

CONTACT  
https://industries.daetwyler.com/et

MDC MAX DAETWYLER EESTI AS – ‘BATTERY CHARGING DAY’ AND AGREEMENTS 
CONSIDERING PERSONAL SPECIFICS

ESTONIA
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NAME OF THE ORGANISATION 
Scania Eesti AS 

SECTOR 
Sale and maintenance of vehicles

Private sector

NUMBER OF EMPLOYEES 
51-250

DESCRIPTION AND GOAL OF ACTION(S)
Child and family related benefits for employees:
› Exercise facilities for the whole family: an employ-

ee can visit the pool and gym, together with her/his 
children and spouse/partner, at the employer’s cost. 
Family time spent together is supported. 

›  Exercise is good for the body and the mind – some-
times employees do not want or feel like doing it alone 
and would be more interested if they could bring 
their family along. This results in well-rested, active, 
healthy employees; the family can exercise together 
more affordably while also spending time together. 

› Childbirth allowance: 1 week of paid leave is given 
which is paid in addition to the salary, if a child is born 
into the family. A parent can have an extra week of 
leave at the expense of the company immediately 
before/after the birth of a child in addition to national 
holidays. 

› A gift and paid benefit when a child is born. 
›  Permitting part-time working if a parent is on a pa-

rental leave and would like to continue working part-

time. This is very popular, especially among men. 
Many fathers have already taken advantage of this 
opportunity. 

TARGET AUDIENCE OF ACTION(S) 
Employees with children or elderly parents they need to 
take care of.

IMPLEMENTATION PROCESS 
The initiatives came from the human resources manager 
and management, and partially also from the employ-
ees. 
The measures fit well and there are plans to continue 
and develop them. 

SUCCESS FACTORS, CHALLENGES AND FACILI-
TATING FACTORS 
No problems faced. A specific budget is required for 
some measures, but not all measures need financing. 
The measures are sustainable and highly valued in the 
company and among the employees.

RESULTS 
The aim of the measures is to combine work and family, 
to enable more flexible employment relationships and 
have better motivated employees. 
Employees are regularly asked for feedback and it is 
clear that the company has benefitted from these meas-
ures.

CONTACT 
https://www.scania.com/ee

NAME OF THE ORGANISATION 
Tammer OÜ 

SECTOR
Processing industry, production of steel profile and 
flush metal doors and windows

Private sector

NUMBER OF EMPLOYEES 
51-250 employees 

DESCRIPTION AND GOAL OF ACTION(S) 
Parents of a child attending grades 1-4 or a child head-
ing to nursery school for the first time may have a day 
off at the employer’s expense on 1 September. 
The company also pays allowance so called ‘backpack 
support’ to a child entering the first grade. 

LEAVE AND REMUNERATION // ESTONIA

SCANIA EESTI AS – CHILD AND FAMILY RELATED BENEFITS FOR EMPLOYEES

TAMMER OÜ – DAY OFF AT THE EMPLOYER’S EXPENSE AND BACKPACK SUPPORT 
TO A CHILD ENTERING THE FIRST GRADE
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The company has a children’s play area.
During the year, many different events are held for the 
team, including events designed for the whole family.

TARGET AUDIENCE OF ACTION(S) 
Employees with children 

IMPLEMENTATION PROCESS 
Tammer is a family business. Since its establishment, 
the owners and management have set an objective to 
be family friendly.

The package is updated at the end of each year, ac-
cording to the needs and expectations of the coming 
year.

Between 2017 and 2020, a number of studies have 
been conducted over a long period of time, as a result 
of which the respective heads of departments exam-
ined the problems in their area of responsibility, trying 
to solve them as soon as possible. 

RESULTS 
Based on the satisfaction survey, Tammer’s value has 
been written down. The value for 2020 is DETERMI-
NATION, for 2021 it is FLEXIBILITY. Depending on the 
value of the year, they organise team events, trainings, 
plan gifts, etc.

CONTACT 
http://www.tammer.ee/

LEAVE AND REMUNERATION // ESTONIA
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LEAVE AND REMUNERATION // PORTUGAL

NAME OF THE ORGANISATION 
Altice Portugal

SECTOR 
Telecommunications and Multimedia

Private profit-making sector (Continental Portugal)

Branch of activity: Telecommunications – European 
Code NACE J61

Traditionally masculine sector with an under-rep-
resentation of the feminine labour force. 

NUMBER OF EMPLOYEES 
7,700 total employees 
4,820 men (62.6%) and 2,880 women (37.4%) 

DESCRIPTION AND GOAL OF ACTION(S) 
Description: 2 days a month off work for workers of 
both sexes during the child’s first year of life, without 
loss of rights, including remuneration. These days are 
added to the parental leave as laid down in the Labour 
Code, Article 39. 

Conditions: 
› Parental benefits are granted workers of both sex-

es;
›  Making use of the benefit does not entail any forfei-

ture by the employee;
›  Days off receive full pay; 
›  Requesting time off work does not require the em-

ployee to present a reason although any reason 
should be handed in the five preceding days, or as 
soon as possible in the event of unforeseen circum-
stances; 

› The measure has been written into the Instruments 
of Collective Labour Regulation in its chapter on 
Parenting – Collective Bargaining Agreement (Ch. 
IV, Clause 12, No. 2d).

Goals: 
•  Establishing a measure promoting the provision of 

childcare; 

•  Enabling support to workers of both sexes during 
the adaptation stage of coping with family life; 

›  Deconstructing gender stereotypes and promoting 
the image of a male child-carer. 

TARGET AUDIENCE OF ACTION(S) 
Workers of both sexes with children/ new-born infants. 
Implementation process 

IMPLEMENATION PROCESS
Framework
In 2015, the companies operating under PT Portu-
gal, S.A., were incorporated as an integral subsidiary 
of the Altice Group. In the transition, the leadership 
chose to continue collective bargaining between the 
workers and the trade union duly representing PT Por-
tugal workers, while also proposing that new material 
be introduced, namely in terms of finding a balance 
in work-family relations. Some measures benefitting 
the workers were therefore established that went be-
yond the conditions written into the law. The process 
began by gathering all points on the workers’ demands 
agenda, raised during the bargaining process with the 
unions. 

Implementation
The measure was implemented in the Company 
Agreement of PT Comunicações, S.A., and in 2013, 
the measure was inserted into the Collective Bar-
gaining Agreement, extending the application of the 
measure to the other companies working under the 
PT Portugal umbrella. However, when the enterprise 
was incorporated into Altice in 2015, a strategic plan 
was drawn up together with the trade unions to pro-
mote measures aimed at protecting parenthood and a 
work-family balance, mainly by improving the system 
of providing assistance to children, grandchildren and 
great-grandchildren. 

A fundamental step in the process entailed an improve-
ment in in-house communication by means of dissem-
inating the benefits in force offered by the enterprise. 
The fact that some measures were not taken advan-
tage of was due to the fact that the workers did not 

ALTICE PORTUGAL – TWO DAYS OF PAID LEAVE PER MONTH FOR WORKERS DURING 
THE CHILD’S FIRST YEAR OF LIFE 

PORTUGAL
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know enough about them. Therefore, a training course 
in e-learning was given, targeting the entire Altice 
Portugal labour force, and a Guide to Parenting was 
produced and made available on the intranet; it con-
tained information about the laws and conventions on 
Parenting, the Social Security allowances awarded in 
this sphere, and a Guide to Good Practices leading 
to Work-Family Balance. The Human Resources man-
agement considers that publicising this information 
had a direct impact on the absorption of these values 
in the company’s culture and many more workers have 
taken advantage of the measures. 

Budget and resources
The budget reserved for implementing the measure 
consists of the median cost, calculated on the ba-
sis of the general sum of remunerations paid by the 
company, owing to the fact that it is not possible to 
predict who will be receiving this benefit. The Human 
Resources management considers that, apart from the 
importance of evaluating the respective financial out-
lay, money questions are not decisive for upholding the 
measure. 

Consolidation and sustainability of this good practice
The measure is written into the Collective Bargaining 
Agreement (CBA) in force in the company. Following 
the long-time tradition of dealing with its social part-
ners, favouring bargaining and rulings in the CBA, the 
document has been widely diffused in the organisation 
and has become the means through which the com-
pany’s new systems are laid down and disseminated. 
At the same time, the company has sought to continu-
ously improve the rights of its workers thereby helping 
to make its policy around work-family balance more ro-
bust. It regards it to be of utmost importance that such 
a policy issues from the CBA, strengthening its commit-
ment to bargaining and dialoguing with its social part-
ners and improving its policy leading to a work-family 
balance which, so it believes, helps towards embod-
ying the principles of equality and non-discrimination 
between men and women in the company. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
› The company’s top management, as well as its mid-

dle management, showed themselves to be open to 
granting this benefit; 

› Consolidating respect for a work-family balance in 
the company’s culture has shown that it is a deci-
sive factor in making the measure successful.

RESULTS 
Ratios based on use 
Days off – ratio between the use that workers of both 
sexes make of the measure

2015 2016 2017 2018 2019 2020 Total
Women 25.9% 26.8% 18.1% 23.1% 20.1% 10.8% 22.4%
Men 74.1% 73.2% 81.9% 76.9% 79.9% 89.2% 77.6%
Days 552 665 502 632 701 139 3191

Among the five measures laid down in the Collective 
Bargaining Agreement, this measure is the one that is 
most often used. According to the data, mostly men, 
with an average of 77.6%, have taken days off. Where 
the group of people covered by this measure are con-
cerned, it may be seen that there is a parity of 30% 
between men and women who have had children in 
the last 12 months. 

Ratio of workers who have had days off among those 
who have had children

2015 2016 2017 2018 2019 2020 Total
Women 23.7% 29.2% 32.0% 39.7% 36.5% 11.4% 29.7%
Men 23.7% 28.2% 28.4% 33.3% 45.5% 19.8% 30.0%

Assessment of satisfaction with the measure
Surveys measuring the workers’ satisfaction are ap-
plied regularly. These contain a section related to the 
work-family balance. These measures usually receive 
positive feedback.

Adjustments planned
Human Resources management considers that the 
measure need not undergo any further change. 

CONTACT 
Catarina Vicente
Manager of the Department of Assessment,  
Labour Relations and Diversity  
E-mail: catarina-a-vicente@telecom.pt 

Altice Portugal (Main Office)
Av. Fontes Pereira de Melo 40, 4000-000 Lisbon
https://www.telecom.pt/pt-pt
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NAME OF THE ORGANISATION 
Gebalis

SECTOR 
Managing the Leasing of Municipal Housing in Lisbon 

Entrepreneurial Public Sector (Continental Portugal)
Branch of activity: Real Estate - National Economic 
Activity Code (CAE): 68321 (Property management 
mediation) - European Code NACE L68.3. 

Real Estate is a sector that traditionally relied more on 
the masculine labour force, but this municipal enter-
prise that manages municipal leasing reveals that is 
under-represented by the masculine labour force. Nev-
ertheless, in-house engineering and inspection sectors 
are under-represented by women. 

NUMBER OF WORKERS 
222 employees 
85 men (38.7 %) and 137 women (61.3 %) 

DESCRIPTION AND GOAL OF ACTION(S)  
Description: 15 days fully paid leave for male workers 
during the first month of the child’s life. These days 
are added to the days exclusively allowed to a father’s 
parental leave as laid down in the Labour Code, Arti-
cle 43. The benefit is also laid down in the Company 
Agreement No. 342/2017, Clause 82, No. 1. 

Conditions: 
› Benefit granted exclusively to male workers; 
› Days off work allowed for parental leave are fully 

paid by the company; 

Goals: 
› Providing a measure that will promote childcare and 

encourage the active role of fathers in caring for and 
educating their children; 

› Encouraging family life together and strengthening 
affective bonds; 

› Deconstructing gender stereotypes and promoting 
the masculine image of a child-carer; 

› Provide a wider policy covering benefits while being 
mindful of the company’s financial limitations, and 
at the same time, providing its workers with greater 

satisfaction. The benefit was activated on the basis 
of the workers’ profile in the company which, at the 
time, comprised many young adult males. 

TARGET AUDIENCE OF ACTION(S) 
Male workers with children / new-born infants.
 
IMPLEMENTATION PROCESS
Framework
The company was founded in 1995 by the Lisbon Mu-
nicipal Council but underwent changes in 2007/2008 
that almost resulted in its extinction. In the process 
of rehabilitating the company, one of the key points 
causing instability was the company’s discrepancy in 
salaries between the younger and the older employ-
ees. Given the fact that it was not possible to review 
salary scales, the Board of Directors proposed that 
some measures be put in place to mitigate the effects 
of salary restrictions. These measures were to provide 
the company’s workers with more benefits. At the time, 
most of the company’s workers were young men of 
about 30 years. One of the measures was the 15 days 
fully paid leave for male employees, which simultane-
ously helped to materialise other commitments made 
by the firm such as promoting equality between men 
and women. The measure is included in the company’s 
Equality Plan. 

Implementation
When the measure was implemented in 2007, it had 
a sundry nature: whenever a worker became a father, 
this and other measures connected with parenting 
were carried over by vote for higher approval. In 2007, 
the Labour System Regulation also came into effect 
that included this measure as well as other measures 
and benefits for all workers, later resulting in a better 
structured ‘Policy to Balance Professional, Personal 
and Family Life’ that is now in force in the company. 

When the system managing a work-family balance 
was applied and the certification under the Portuguese 
“Standard NP 4552:2016 – Work, family and person-
al life balance management system” subsequently 
obtained, the company’s intranet system launched 
its own file (“Work-Life Balance Management”) which 
is constantly being updated. The file includes all the 
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measures and may be consulted by the workers. Fur-
thermore, a note is sent to each worker with her/his 
monthly salary statement, reminding her/him of the 
measures in the relevant file. 

In terms of the measure awarding fathers 15 days 
parental leave besides what is stipulated in the law, 
whenever a company employer informs the Human 
Resources Office that he is going to be a father, the 
measure is activated. 

Budget and Resources 
The resources allotted to putting the measure into 
practice come from funds normally reserved for paying 
remunerations and the sums are included in the hu-
man resources budget. 

The company does not temporarily replace employees 
on parental leave because it considers the reorganisa-
tion of work during such absences feasible. 

Consolidation and sustainability of the good practice 
The measure comes within the Company Agreement 
No. 342/2017 (Clause 82, No. 1.). The company is 
working towards establishing new agreements and ob-
taining new certifications. In February 2020, it obtained 
the Certification under the Portuguese “Standard NP 
4552:2016 – Work, family and personal life balance 
management system”.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
› Lacking receptiveness on the part of some middle 

management heads during the initial stage of im-
plementation was one of the main challenges. Over 
time, the measure was gradually accepted. The 
Chairman of the Board of Directors considers that 
passing it was only possible owing to the large num-
ber of women holding senior posts; it was also due 
to advances made in the Portuguese government’s 
policies dealing with a work-family balance and pro-
tecting parenthood. 

› The representation of women holding senior posi-
tions in the company has helped towards decon-
structing gender stereotypes and changing mental-
ities, making it possible for male workers to enjoy 
paternity leave, and this is seen as increasingly 
more natural. 

› A certain amount of passive resistance owing to 
gender stereotypes could have existed initially 
among older male workers and some workers in 
the more traditional sectors of the company. Some 
workers might not have immediately understood the 
benefits of the measure, but this situation has gen-
erally been solved. 

RESULTS
Ratios based on use
Ever since the measure was implemented, all 37 male 
workers have enjoyed the benefit. In other words, the 
level of approval has been 100% since the measure 
came into effect. 

Assessment of satisfaction with the measure
With regard to the Company’s application for the Certi-
fication under the Portuguese Standard NP 4552:2016, 
several surveys were distributed among the workers 
that had a response rate of 64%. When looking at the 
outcomes, it may be seen that 70% of the workers 
agreed about the importance of measures to balance 
work-life. 

One of the surveys was aimed at the workers’ families 
and showed that 73% of respondents were satisfied 
with the balance of time available to her/his family 
member to pursue personal / family life. Nevertheless, 
61% considered that her/his family member’s working 
life at GEBALIS eroded the quality of time spent with 
the family. 

Adjustments planned
The measure was the object of bargaining and subject 
to regulations which led to its inclusion in the Company 
Agreement. 

The company foresees future adjustments because it 
considers that a benefits policy requires constant ad-
aptation to the realities and needs of the workers. 

CONTACT 
Pedro Pinto de Jesus 
Chairman of the Board of Directors 
E-mail: pedro.pinto@gebalis.pt 

Gebalis (Main Office )
Rua Costa Malheiro - Lt. B12, 1800 - 412 Lisbon
http://www.gebalis.pt/
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NAME OF THE ORGANISATION 
IKEA

SECTOR 
Furniture and home decoration retail

Private profit-making sector (Continental Portugal)

Branch of activity: Retail sale of household equipment 
– European Code NACE G47.5

Sector showing a balance between a labour force 
comprising both sexes. 

NUMBER OF WORKERS 
2,696 employees
1,242 men (46.1 %) and 1,454 women (53.9 %) 

DESCRIPTION AND GOAL OF ACTION(S)  
Description: awarding two months leave to the moth-
ers/fathers of new-born infants. These days are in ad-
dition to the days of initial parental leave laid down in 
the Labour Code, Article 40, Nos. 1, 2 and 3. 

Conditions: 
› Taking advantage of this benefit is optional;
› The benefit should be used immediately following 

initial parental leave; 
› The beneficiary is able to choose when she/he 

wants to take one or two-months’ leave;
› The company offers beneficiaries a monthly sub-

sistence allowance where its value is proportional 
to the number of hours the beneficiary has worked. 
The reference value based on a full working month 
is 360.60€;

› For couples working in the company, the policy is 
the same and they can choose to take parental 
leave together or separately over a total of four 
months (taken exclusively). 

Goals: 
› Help the worker during a demanding stage of her/

his life; 
› Acknowledge the company’s role in enhancing par-

enthood within families and socially; 
› Promote equal right between fathers and mothers in 

the support going to the family; 
› Encourage child birth;

› Show its workers that the company considers a bal-
ance in personal, family and professional life and 
time spent with the family, to be important;

› Provide supplementary support to public policies in 
this field. 

TARGET AUDIENCE OF ACTION(S) 
Workers with children/ new-born infants. 

IMPLEMENTATION PROCESS 
Framework
The measure is included in the commitment to promote 
and protect parenting which is a national aim and in-
dependent of other IKEA shops around the world. The 
measure was defined according to Portuguese de-
mographic profiles and the low birth rate in evidence, 
which led the company to promote equality between 
men and women. The measure has an impact owing to 
the fact that the workers’ age group is young and that 
between 2017 and 2020, there was an average of 84 
births a year. 

Implementation
The measure was applied in 2004, the year in which 
IKEA started operating in Portugal. It is still in its origi-
nal form which shows that even at the beginning, it was 
a benefit attributed equally to both men and women. 
The company received the award Equality is Quality 
((2008/2009 – 8th edition). All new-comers to the com-
pany are informed about the measure and it is dissemi-
nated on the company’s intranet. Moreover, the worker 
who is in the process of requesting parental leave is 
asked whether or not she/he wishes to take advantage 
of the benefit. 

Budget and Resources 
Resources funding the measure are used in contract-
ing a person on a temporary basis to fill in for the work-
er/beneficiary. However, the temporary replacement 
contract does not apply to all workers/absentees cov-
ered by this measure: decision-making depends upon 
the nature of the work done by the person and whether 
it is possible to share it out among the team members. 

Consolidation and sustainability of the good practice 
The measure is fully in place and is considered to be 
an integral part of the company’s benefits. In the event 
of the measure needing revising, this happens when 
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possible proposals for improving it are tabled, and nev-
er with its abolition in mind. The measure is based on 
enhancing a work-family balance and is inscribed into 
the company’s cultural policy. 

There were no reports of cases, whether coming 
from the management or from the workers, where the 
measure was met with resistance that could jeopardise 
its application.

SUCCESS FACTORS, CHALLENGES AND FACILI-
TATING FACTORS 
› Company’s managerial staff has given the benefit 

its full endorsement and is committed to upholding 
it. 

› Long-term challenges are how to continue keeping 
the measure attractive to workers and how to en-
sure a periodical adjustment of the amount of the 
allowance to help defray the beneficiary’s costs.

RESULTS 
Study of the workers’ profile taking advantage of the 
measure 

Total births (per year and according to men and wom-
en)

2017 2018 2019 2020 Total
Women 53.9% 56.7% 56.1% 54.4% 55.4%
Men 46.1% 43.3% 43.9% 45.6% 44.6%
Total 89 97 82 68 336

In relative terms, there is a slight increase of women 
over men among the workers who have had children 
since 2017. 

When analysing the gender of workers who have tak-
en advantage of this benefit during the last four years, 
women are in the large majority – 82.5% of the total.

Number of beneficiaries of the measure according to 
sex

2017 2018 2019 2020 Total

Women 87.3% 82.1% 77.8% 81.6% 82.5%
Men 12.7% 17.9% 22.2% 18.4% 17.6%
Total 55 56 45 38 194

Percentage of women and men resorting to the meas-
ure (% of eligible women and men)

2017 2018 2019 2020 Total
Women 100.0% 83.6% 76.1% 83.8% 86.0%
Men 17.1% 23.8% 27.8% 22.6% 22.7%

In the table immediately above, it may be seen that 
86% of all the female workers who were eligible to re-
ceive the benefit took advantage of it; where the men 
were concerned, only 27% took advantage of it in the 
previous four years. Therefore, despite the measure 
including both men and women, and the company 
achieving parity among male and female workers in 
offering this benefit, as well as in the number of births, 
parental leave is mostly taken by female workers. 

Workers who have enjoyed receiving this benefit have 
given positive feedback and in particular have stressed 
their appreciation about being able to spend more time 
at home, which makes it easier to integrate the child 
in a crèche. During this transition stage, the baby is a 
little older and the father or the mother has more time 
available to follow up the child’s adaptation from home 
rather than if she/he had gone back to work.
 
In the company, the number of children per family has 
risen in the last few years. Attributing this benefit is 
considered to be an indirect incentive as the company 
is seen be pro-maternity and pro-paternity. 

Assessment of satisfaction with the measure
The company has resorted to handing out several 
questionnaires but has not drawn up any statistical 
data about its workers satisfaction in terms of the ben-
efit. Its positive perception of the benefit derives from 
the way newly hired company workers view it with sat-
isfaction, and the way the measure is referred to as a 
differentiating factor by male and female workers. 

Adjustments planned
The measure is presently undergoing adjustment for 
the first time and focuses on three main points: 
reviewing the monetary value of the allowance – this 
proposal is made upon the company’s initiative in rec-
ognition of the importance of offering more monetary 
help, taking into account that the measure has been 
the same for the last 16 years; 
1. studying the possibility of the beneficiary taking the 

amount of parental leave s/he wishes although it 
has to be in the first year of the baby’s life (at pres-
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ent, leave has to be taken immediately after paren-
tal leave has been granted); 

2. exploring the likelihood of a more pro-active ap-
proach when dealing with male workers-fathers and 
encourage them to take advantage of this benefit 
aimed at all male and female workers; 

3. Moreover, there is a third point raised in the ques-
tionnaires although it is less often used, and that is 
taking two months off in interpolated sequences. 

CONTACT 
Elsa Cristão 
Co-worker Relations Manager 
E-mail: elsa.cristao@ingka.ikea.com 

IKEA (Main office)
EN250 Rua 28 de setembro, Frielas, 2660-001 
Loures
https://www.ikea.com/pt 

NAME OF THE ORGANISATION 
Infraestruturas de Portugal, SA (IP, SA)

SECTOR
Management of Portuguese road and railway infra-
structures 

Entrepreneurial Public Sector (Continental Portugal)

Branch of activity: National Economic Activity Code 
(CAE): 52211 – Management of land transport infra-
structures 

Traditionally masculine sector with an under-rep-
resentation of the feminine labour force.

NUMBER OF WORKERS
3,588 employees
2,722 men (75.9%) and 866 women (26.1%) 

DESCRIPTION AND GOAL OF ACTION(S) 
Description: two fully paid days leave allowed male 
workers for each 30 days of initial parental leave taken 
exclusively. These days are added to the initial paren-
tal leave as laid down in the Labour Code, Article 40, 
Nos. 1, 2 and 3. 

Conditions: 
› Benefit applied exclusively to male workers; 
› The worker has to take off a minimum of 30 con-

secutive days exclusively in terms of initial parental 
leave, in addition to the father’s compulsory exclu-
sive parental leave (Labour Code, Article 43); 

› Two days leave for each period of 30 days as de-
scribed above herein, with a maximum compensa-
tion of up to 4 days bonus; 

› Days off until the child’s first birthday may be previ-
ously agreed upon with the worker’s superiors;

Goals: 
› Encourage sharing parental responsibilities be-

tween father and mother; 
› Establish a measure to encourage newly-born 

child-caring and strengthen the father’s role in the 
family, urging the active role of fathers in caring for 
and educating their children; 

› Encourage family life together and strengthen affec-
tive bonds; 

› Deconstruct gender stereotypes and promote the 
image of a male child-carer. 

TARGET AUDIENCE OF ACTION(S)
Male workers with children /new-born infants. 

IMPLEMENTATION PROCESS
Framework
The company came into being in 2015 after the amal-
gamation of two distinct enterprises (Estradas de Por-
tugal - Roads of Portugal and Rede Ferroviária Na-
cional – National Railways Network). The company 
is a member of iGen - a Forum of Organisations for 
Equality, and has a Working Group for Equality to pro-
mote gender equality, protect parenting and obtain a 
balance in professional, family and personal life. Apart 
from this, the company also has an Equality Plan in 
force. 
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Implementation
The measure had previously existed in the Estradas 
de Portugal enterprise and the leadership of Infraestru-
turas de Portugal decided to keep it because it consid-
ered that it fitted in with the company’s values, mainly 
concerning its responsibility in encouraging a balance 
in professional, family and personal life. Since the 
amalgamation (2015), there has been a large increase 
in the number of workers applying for this benefit. This 
was due as much from having more workers employed 
in the company, as from a greater investment being 
made to disseminate the measure throughout the com-
pany’s internal communication network as well as on 
the official commemorative days. 

Budget and Resources 
Working Group for Equality considers that the funding 
going towards materialising the measure is not high 
enough to warrant the need to adapt or eventually sus-
pend the measure. Days off are paid as if they are hol-
idays (100% full pay, discounting the food allowance). 
The average age of the workers is 51 so that the num-
ber of potential beneficiaries of the measure is low. 

The company does not temporarily replace workers 
who are absent on parental leave because it considers 
that it is possible to reorganise work from within. 

Consolidation and sustainability of the good practice 
The benefit is included in the company’s Equality Plan 
and has been consistently upheld in its annual reviews 
owing to the fact that the measure is well accepted, 
widely used and its cost does not weigh on the com-
pany’s budget. 

There were no reports about any resistance that could 
jeopardise the measure whether on the part of the 
leadership - mainly because management believes 
that it is possible to intermesh the timing of the leave 
within a one-year period, or whether on the part of the 
workers. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
› Company leadership showed itself to be receptive 

to granting this benefit. 
› The effort made to consistently promote the use of 

the measure is considered to be a challenge; the 
target is set at 100% usage. 

RESULTS
Ratios based on use
2016: 55 paternity cases (62% adherence);
2017: 43 paternity cases (77% adherence);
2018: 28 paternity cases (75% adherence);
2019: 42 paternity cases (81% adherence).

The growing level of adherence to the measure shows 
that its goal has been reached in a satisfactory way, 
thereby encouraging fathers to become more involved 
in their relations with and care of their children. 

Assessment of satisfaction with the measure
The company has not undertaken any surveys or spe-
cific soundings of opinions, but receives the workers’ 
feedback through informal channels and what it hears 
is highly positive. In 2020, when the company applied 
for the certification under the Portuguese “Standard 
NP 4552:2016 – Work, family and personal life balance 
management system”, questionnaires were given out 
to the workers and it was possible to confirm their sat-
isfaction regarding the measure. 

Adjustments planned
The Working Group for Equality considers that the 
measure is well-designed and therefore does not war-
rant any changes. It only wishes to step up its dissem-
ination with the aim of encouraging the target group’s 
greater adherence. 

CONTACT 
Rita Valentim 
Head of the Recruitment and Career Management 
Unit
Joint head of the public enterprise’s Working 
Group for Equality 
E-mail: rita.valentim@infraestruturasdeportugal.pt 

Infraestruturas de Portugal (Main office )
Campus do Pragal, Praça da Portagem 2809-013, 
Almada - Portugal
https://www.infraestruturasdeportugal.pt/
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NAME OF THE ORGANISATION
Portos dos Açores, S.A. (PA)

SECTOR 
Port Management and Administration

Entrepreneurial Public Sector (Autonomous Region of 
the Azores)

Branch of activity: Water Transports and services - Eu-
ropean Code NACE H50

Traditionally seen as a masculine sector with an un-
der-representation of the feminine labour force.

NUMBER OF WORKERS 
275 employees 
235 men (85.5%) and 40 women (14.5%) 

DESCRIPTION AND GOAL OF ACTION(S)  
Description: grants ten days paid parental leave to male 
workers. These days are added to the exclusive pa-
rental leave allowed fathers as laid down in the Labour 
Code, Article 43, Point c), Nos. 1, 4 and 5.

Conditions: 
› This leave should be taken immediately following the 

exclusive parental leave allowed fathers. 
› It may only be taken when the worker does not share 

the initial parental leave as laid down in the law. 
› Exclusively targeting male workers. 

Goals: 
› set up positive measures seeking to promote caring 

for new-born infants and strengthening the father’s 
role in family life, encouraging the sharing of parental 
duties and the active role of fathers in caring for and 
educating their children; 

› encourage family life together and strengthen affec-
tive bonds; 

› deconstruct gender stereotypes in a traditionally 
male sphere, challenge traditionally male concepts 
and promote the masculine image of a child-carer. In 
this case, as the company is a relatively small com-
munity, which is fairly close-knit, this goal also has 
in mind the deconstruction of stereotypes in the sur-
rounding environment. 

TARGET AUDIENCE OF ACTION(S) 
Male workers with children /new-born infants

IMPLEMENTATION PROCESS 
Framework
This good practice comes within a wider commitment 
that seeks to promote equality between men and wom-
en. The company is now a member of iGen - a Forum 
of Organisations for Equality, and as such, has drawn 
up a “Manual of Good Practices leading to Equality 
and Work-life Balance”. Considering that the compa-
ny is mostly composed of male workers who very of-
ten have lower educational qualifications and mostly 
hold traditional values about gender, the head of the 
company’s Human Resources Department suggested 
a measure that would encourage paternity and male 
members of the family to take a greater share in fam-
ily life. The measure was interpreted as an important 
company innovation when it was introduced in 2016. 
No similar measure had ever been adopted before. 

Implementation
Bearing in mind that the measure was aimed at nur-
turing equality between men and women in the com-
pany, protecting parenthood involving both men and 
women and the right to a work-family balance, the way 
of achieving such aims has been through measures 
enhancing responsibility and awareness. When it is 
known that a worker is about to become a father, he 
and his superiors are given information about parental 
rights and the work-family balance as per the Law, as 
well as about this benefit attributed by the company. In 
2019, a training project was launched that included all 
the workers with the goal of reinforcing the above-men-
tioned values. 

Budget and Resources 
The Human Resources Department undertook a cost-
study where provisional costs were calculated accord-
ing to the unpredictable advent of fatherhood each 
year and the beneficiary’s voluntary adherence to the 
scheme. The financial impact is minimum so that in the 
view of the company’s management, it has become an 
attractive practice. The effective cost of the measure 
weighing on the company’s annual budget has been 
extremely low. 
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The company does not temporarily replace workers who 
are absent from work while enjoying this benefit be-
cause it considers that it is able to reorganise work while 
the worker is absent. 

Consolidation and sustainability of the good practice 
The benefit is included in the company’s Equality Plan. 

There were no reports about any resistance that could 
jeopardise the measure. Any cases found would have 
been solved. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
Company leadership has shown itself to be receptive to 
granting this benefit. 
Within this setting, it should be clear that the company is 
not merely giving time off, but rather allowing for closer 
affective bonds and more child-caring, which are very 
important for father-children relationships. 

RESULTS 
Ratios based on use
2016: 2 paternity cases (100% adhesion);
2017: 2 paternity cases (0% adhesion);
2018: 1 paternity case (0% adhesion);
2019: 4 paternity cases (25% adhesion);
2020: 4 paternity cases (0% adhesion).

Reasons given to explain why the benefit was not taken 
advantage of, are that these men/fathers chose shared 
parental leave. The lower level of adhesion shows that 

the measure’s goal has been achieved satisfactorily, 
having encouraged the greater involvement of fathers in 
their relations with and care of their children. 

Assessment of satisfaction with the measure
The company has not carried out any surveys or in-
house enquiries. There is only the workers’ informal 
feedback, which has been positive. As a result, the com-
pany believes that the measure has enhanced the social 
atmosphere within. 

On an informal level, some women in the company have 
contested the exclusive nature of the benefit because 
they think that they likewise deserve this time with the 
family. 

Adjustments planned
As from 2021, two updates of the measure are planned: 
offering the benefit regardless of the type of parental 
leave chosen by the father; extending the benefit to the 
women in the shape of a bonus awarded in situations 
where maternity and paternity arises. The only condition 
that will be applied, is that the benefit comes into effect 
immediately after the spouse/partner’s leave terminates. 

CONTACT 

Francisco Faria 
Head of the Department of Human Resources 
E-mail: ffaria@portosdosacores.pt 
Portos dos Açores (Main office)
Av. Gago Coutinho e Sacadura Cabral, n.º 7; 9900-
062 Horta, Azores 
https://portosdosacores.pt/

NAME OF THE ORGANISATION 
Xerox Portugal, Lda.

SECTOR 
Retail trade of office services and equipment 

Private profit-making sector (Portugal)
Branch of activity: Retail trade of office equipment – 
European Code NACE G47.4
Traditionally seen as a masculine sector with an un-
der-representation of the feminine labour force. 

NUMBER OF WORKERS 
110 employees 
72 men (65.5%) and 38 women (34.5%) 

DESCRIPTION AND GOAL OF ACTION(S) 
Description: the company encourages male workers to 
take optional parental leave following the compulsory 
parental leave (leave laid down in Labour Code, Ar-
ticles 40 and 43 respectively), by offering measures 
to enhance awareness and authorising time off work 
(hours-off bank) for a total period of six hours, thereby 
encouraging its use. 

LEAVE AND REMUNERATION // PORTUGAL
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Conditions: 
› The measure is aimed at male workers. 
› The possibility of authorised time off allows the work-

er to take time off from work up to a total of six hours 
during the first year of the child’s life. 

› The worker is not obliged to give any valid reason to 
take these hours off, and may use them as he wish-
es. 

› The number of authorised hours off is always equiv-
alent to six hours, regardless of how long extended 
parental leave is.

Goals: 
› put in place a pro-active measure to promote equal-

ity between men and women and make men more 
aware of their rights and duties towards their respec-
tive families, and in the domain of parenthood in par-
ticular; 

› promote child-care and encourage fathers to share 
parental duties, taking on an active father role in car-
ing for / educating his children; 

› encourage family life together and strengthen affec-
tive bonds; 

› deconstruct gender stereotypes in a traditionally 
masculine domain, and promote the image of a male 
child-carer. 

TARGET AUDIENCE OF ACTION(S)
Male workers with children /new-born infants

IMPLEMENTATION PROCESS 
Framework
The practice consists of a set of measures based on the 
company’s benefits policy; they are situated in a wider 
commitment, which seeks to promote equality between 
men and women. Given this panorama, a study was 
carried out on the company’s parental leave and it dis-
covered that: i) no male worker had ever taken optional 
parental leave, but only the compulsory leave; ii) in a 
disproportionally male working environment, the main 
reason for not doing so lay in cultural prejudices that 
went against the image of male child-minders. 

The measure is included in a set of measures aimed 
at the company’s workers, among which are the nine 
measures based on support going to parenting. Fur-
thermore, the measure is connected to another one that 
allows workers the possibility of taking their annual holi-
day immediately after parental leave; since the measure 
was implemented, it has had an adhesion of 100%. 

› The company was awarded the 2005/2006 – 6th 
edition of the Equality is Quality Prize. In 2013, the 
company received the prize for the “Best company 
to work for” (awarded by the IT magazine Exame) 
in the Sales and Retail sector. In 2018, it once again 
received 1st prize for the “Best company to work for” 
in the Information and Communication Technology 
sector.

Implementation
The proposal leading to the measure’s implementation 
came from the Human Resources Manager and be-
came effective in 2015. The process was only made 
possible upon the support given by the General Man-
ager and a strenuous effort to communicate with the 
company’s leadership. A suggestion was made to 
encourage workers’ acceptance of the measure that 
was based on hours off. Since the measure was im-
plemented, it has been widely taken up and today 
the male workers themselves put in requests for it. 
The measure is publicised annually together with the 
company’s entire benefits policy in force, and it is also 
available in the in-house communication network. 

Budget and Resources 
The measure’s implementation was not subject to 
budgeting approval or contracting outside services. 
The resources financing the measure are connected 
with the cost attributed to the worker’s absence. 

The company does not temporarily replace the workers 
absent on parental leave because it believes it is pos-
sible to reorganise work during the worker’s absence. 

Consolidation and sustainability of the good practice 
The Human Resources Department reviews its ben-
efits policy annually and thinks that the measure will 
be upheld so long as it receives the workers’ positive 
assessment. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
› Company leadership has shown itself to be recep-

tive to awarding this benefit. 
› Initially, middle management was unreceptive to the 

measure. It was suggested to observe a few cases 
as examples, particularly in the Sales sector, as a 
way forward. The cases went well and the outcome 
was the measure’s final implementation. 

LEAVE AND REMUNERATION // PORTUGAL
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RESULTS 
Ratios based on use
2015: 5 paternity cases (100% adhesion);
2017: 2 paternity cases (100% adhesion);
2019: 1 paternity case (100% adhesion). 

In 2019, the benefit gained prominence in the com-
pany when, for the first time, a male worker took full 
initial parental leave replacing the mother. The worker 
in question was publicly commended by the company. 

Together with several other heads of department, the 
Human Resources Department is aware that an in-
crease in motivation impacting on productivity arises 
when male workers take optional parental leave. How-
ever, this factor has not yet been measured. 

Assessment of satisfaction with the measure
The rate of the workers’ satisfaction with the compa-
ny’s benefits policy is scrutinised by regularly distrib-
uting in-house questionnaires. The questionnaires in-
clude a section about measures protecting parenthood 
and obtaining a work-life balance. 

In 2018, the company received 1st prize for the “Best 
company to work for” (awarded by the IT magazine Ex-
ame) where the selection is made on the basis of the 
workers’ information. Owing to the fact that the work-
ers’ participation in the process was 90%, the Human 
Resources Department considers that this example 
shows that the company has been working in the right 
direction.

Adjustments planned
The measure is reviewed annually, and no adjust-
ments are planned. 

CONTACT
Maria Alexandra Pires 
Manager of the Human Resources Department 
E-mail: maria.pires@xerox.com 
Xerox Portugal (Main office)
Edifício Xerox Avenida Infante Dom Henrique, Av. 
Mar. Gomes da Costa, 1800-001 Lisbon
https://www.xerox.com/pt-pt

NAME OF THE ORGANISATION 
Xerox Portugal, Lda

SECTOR 
Retail trade of office services and equipment 

Private profit-making sector (Portugal)
Branch of activity: Retail trade of office equipment – 
European Code NACE G47.4
Traditionally seen as a masculine sector with an un-
der-representation of the feminine labour force. 

NUMBER OF WORKERS 
110 employees 
72 men (65.5%) and 38 women (34.5%) 

DESCRIPTION AND GOAL OF ACTION(S) 
Description: the Company adds to the parental allow-
ance attributed to its workers of both sexes during their 
parental leave, until the total value of their gross salary 
reaches 90%. 

Conditions: 
› The measure is awarded to workers of both sexes;
› The benefit covers the same length of time as the 

parental leave and it always corresponds to the time 
the worker is absent from work. 

› The benefit is awarded in cases where shared pa-
rental leave lasts a total of 180 days (150+30) and 
the Social Security parental allowance amounts to 
83% of the referenced remuneration. 

› The benefit lasts until the 6th month of parental 
leave.

› In specific cases, the company awards extra mon-
ey to reach 100% of the gross salary. In order to 
receive this extra payment, proof of the worker’s 
vulnerable financial situation has to be presented 
for the Human Resources Department’s evaluation 
and eventual approval. 

Goals: 
› provide direct financial help to the worker, no matter 

what sex, at an important demanding stage in her/
his life; 
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› offer a measure that will help to increase the Social 
Security system’s assistance in order to complement 
the parental leave allowance being received.

TARGET AUDIENCE OF ACTION(S) 
Workers of both sexes taking parental leave. 

IMPLEMENTATION PROCESS
Framework
›	 This good practice is included in a wider commitment 

that seeks to promote equality between men and 
women and a work-life balance. The measure is part 
of a set of nine benefits in the field of parental assis-
tance attributed to the company workers. 

›	 The Human Resources Department undertakes to 
review the benefits policy on an annual basis by ana-
lysing the success rate of the measures and of the 
workers’ perception of them. 

›	 The company was awarded the 2005/2006 – 6th edi-
tion of the Equality is Quality Prize. In 2013 it received 
the prize for the “Best company to work for” (awarded 
by the IT magazine Exame) in the Sales and Retail 
sector. In 2018, it once again received 1st prize for 
the “Best company to work for” in the Information and 
Communication Technology sector. 

Implementation
At a time when a work-life balance and the protection of 
parenting were still little-known and relatively unexplored 
subjects not only among enterprises but also in society 
as a whole, Xerox Portugal was one of the trend-setters 
in having offered this measure for more than 15 years 
as a result of a proposal put forward by its top manage-
ment. Information of the measure is disseminated annu-
ally together with all the company’s benefits in force; it 
is also diffused on the in-house communication network. 

Budget and Resources 
Because the measure is solidly entrenched, the budget 
awarded to its implementation has been well-defined for 
a long time. According to the head of the Human Re-
sources Department, no hurdles or queries about it have 
been raised. 

The company does not temporarily replace the workers 
absent on parental leave because it believes it is possi-
ble to reorganise work within during their absence. 

Consolidation and sustainability of the good practice 
The measure is already a fixture in the system of com-
pany benefits and is considered to be an acquired right. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
›	 Company leadership has shown itself to be receptive 

to promoting this measure. 
›	 The fact that the benefit is attributed to the workers 

without any strings attached has helped towards its 
wide acceptance and consolidation. 

RESULTS
Ratios based on use
Since its implementation, the benefit has been granted 
to 100% of the workers who were either fathers or moth-
ers, owing to the fact that it is awarded in all different 
circumstances involving parental leave – including the 
compulsory use of it. 

Number of workers of both sexes benefitting from the 
measure after child birth / adoption

2015 2016 2017 2018 2019 2020 Total
Women 2 1 - - - 1 4
Men 2 - 2 - 1 - 5
Total 4 1 2 0 1 1 9

Assessment of satisfaction with the measure
The rate of workers’ satisfaction with the company’s ben-
efits policy is evaluated by regularly distributing in-house 
questionnaires. The questionnaires include a section 
about measures protecting parenthood and work-life 
balance. These subjects have been assessed positively. 

In 2018, it once again received the prize for the “Best 
company to work for” (awarded by the IT magazine 
Exame). The award selects the recipient based on the 
workers’ information. Owing to the fact that the workers’ 
participation in the process was 90%, the Human Re-
sources Department considers that this example shows 
that the company has been working in the right direction. 

Adjustments planned
The measure was adjusted to include the possibility of 
extending it to specific cases. At the moment, no further 
extensions are considered necessary. 

CONTACT 
Maria Alexandra Pires 
Manager of the Human Resources Department 
E-mail: maria.pires@xerox.com 
Xerox Portugal (Main office )
Edifício Xerox Avenida Infante Dom Henrique, Av. 
Mar. Gomes da Costa, 1800-001 Lisbon
https://www.xerox.com/pt-pt
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LIDL BELGIUM & LUXEMBOURG – FAMILY SUPPORT SERVICES: INTERNAL IRONING 
SERVICE AND DISCOUNT FOR CHILDCARE

NAME OF THE ORGANISATION 
Lidl Belgium & Luxembourg

SECTOR 
Food discounter

Trade and catering

NUMBER OF EMPLOYEES 
> 500 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Lidl goes to great lengths to ensure that its staff enjoy 
work-life balance. Providing support with domestic ser-
vices is one example.

Internal ironing service
An internal ironing service is made available to employees 
of the head office. Employees pay for this service them-
selves with service vouchers, but Lidl deals with the prac-
ticalities of organising the service. Employees can leave 
their basket of ironing at the reception desk on Tuesday or 
Thursday and collect it from there a few days later.

Discount for childcare
Additionally, employees are entitled to a discount of 
EUR 3 per day/per child (limited to EUR 600 per year) 
on childcare facilities recognised by the Kind en Gezin 
(Child and Family) agency.

TARGET AUDIENCE OF ACTION(S) 
All employees at head office

IMPLEMENTATION PROCESS 
Within the company, a high outflow of female employ-
ees was observed from a certain hierarchic level on. 
Career advancement and intake were stalling at these 
levels. Whilst 65% of employees are female, this per-
centage drops sharply higher up the hierarchy, with 46% 
of branch managers being female, 27% of district man-
agers, and 17% of the executive committee.

Following an analysis and survey, we found that the 
main reason for this was work-life balance. More senior 
positions come with greater responsibility, and it is hard-
er to combine the job with a family. Therefore, we asked 

female employees what they needed in order to facilitate 
this. A number of specific things were mentioned, such 
as an ironing service and teleworking. Gradually, over 
four years, a variety of measures were introduced to op-
timise work-life balance for employees.

Ideas for measures emanate from various channels, 
such as the executive committee, HR, as well as from 
employees themselves. These are submitted to the ex-
ecutive committee for approval, after which a concept 
is prepared. Once this concept has been approved, it 
is referred to a project board comprising between 10 
and 15 managers from different departments, who give 
feedback based on their own role and the interests of 
their department. Once the feedback has been taken 
on board, the roll-out of the project begins, focussing 
heavily on communication about the project. The iron-
ing service, childcare discount, and other measures 
are covered during the orientation day for new employ-
ees.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
At such a large company, communication is vital. An 
evaluation identified a need to step up communication 
for various reasons, such as ensuring that all the com-
munications reach the various branches. This led to the 
creation of the TeamLidl app, on which employees have 
direct access to communication and information from Lidl.

The initiatives must be integrated into the HR strategy, 
so that they are embraced by the upper echelons of the 
company. In a hierarchical company such as Lidl, it is very 
important for the executive levels to be on board. Hav-
ing an ambassador on the executive committee speeds 
things up greatly and ensures proper support for projects.

RESULTS
Lidl goes to great lengths to ensure that its staff enjoy 
work-life balance. Generally, the work-life balance policy 
has positive results. 75% of employees work part-time, 
including 57% of male employees, and more than 
three quarters of them are on permanent contracts.

CONTACT 
https://www.werkenbijlidl.be/nl/1973.htm

BELGIUM

https://www.werkenbijlidl.be/nl/1973.htm
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NAME OF THE ORGANISATION 
Voka Kamer-van-Koophandel 
West-Vlaanderen vzw

SECTOR 
One of the six regional Chambers of Commerce in 
Flanders, which revolves around on three pillars: net-
working, lobbying, and knowledge and advice

Quaternary sector (services to support the business 
community and the self-employed)

NUMBER OF EMPLOYEES 
51-250 employees

DESCRIPTION AND GOAL OF ACTION(S)
Working for a network organisation, a certain level of 
flexibility is expected from employees. To ease the 
strain on employees who need childcare during school 
holidays, the “bijspelen” initiative was set up. For this, 
Voka West-Vlaanderen partnered with Cokido, and 
joined forces with local organisation Intercommunale 
Leiedal.

The initiative provides childcare for employees at the 
workplace, during school holidays. Employees them-
selves, including the children’s parents, spend half a 
day caring for the children. The initiative started dur-
ing the 2020 February spring break and was dubbed 
Kennedy kids, after the street and the nearby business 
park where both the participating organisations are 
based.

Employees who help with childcare do not have to re-
quest holiday; they are given half a day off per holi-
day week, on full pay. Moreover, the parent does not 
have to pay a contribution for the childcare on that day. 
However, they do pay a small contribution towards the 
organisation and coordination of the project.

Employees’ families and acquaintances, such as 
grandparents or older children of employees, can also 
be involved. They give their time on a voluntary, unpaid 
basis.

“Bijspelen” is organised during each school holiday (for 
a few days/weeks), depending on actual demand from 
and concrete needs of employees.
TARGET AUDIENCE OF ACTION(S) 

VOKA WEST-VLAANDEREN VZW – KENNEDY KIDS (CHILDCARE)

All employees with children aged between 2.5 and 12 
years.

IMPLEMENTATION PROCESS 
At the end of 2018, an employee satisfaction survey 
was conducted on subjects including culture, working 
conditions, work-life balance and flexibility. The man-
agement and executive team devised an action plan 
based on the survey’s results.

The idea for the play scheme and Cokido was put for-
ward at one of the informal breakfast meetings with 
the general manager, at which colleagues can share 
issues relating to working at Voka West-Vlaanderen. 
This provided a tangible outlet for the action plan.

All employees were informed about the project at the 
monthly meeting. External members are equally in-
formed about the initiative and, internally, photos and 
stories are shared via WhatsApp groups.

A few weeks before the school holiday, employees in-
dicate whether they require childcare, or intend to look 
after their children themselves. This is then registered 
in an app. Toyboxes containing equipment can also be 
purchased from Cokido.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
Voka West-Vlaanderen was able to participate in a sub-
sidy project with VLAIO and HIVA and shares the costs 
with partner organisation Intercommunale Leiedal. The 
investment is certainly worthwhile when the initiative 
can be run every school holiday, with enough children.

However, the first time the initiative was organised 
(during the 2020 February spring break), it was very 
time-consuming for both organisations, particularly for 
the people in charge of the planning. Since the 2020 
summer holiday, Cokido has provided an app that can 
be used to draw up, and quickly check, the sched-
ule. This app is necessary to ease the administrative 
burden on the organisation. Moreover, too many col-
leagues were involved in setting up and planning child-
care for the first session. It works better when just a 
few employees are given final responsibility.

RESULTS 
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Out of a total of 42 eligible children, 20 were able to 
attend “bijspelen” during the 2020 February spring 
break. During the first week of July, there were just 10, 
because of the temporary absence of partner Inter-
communale Leiedal (due to working from home during 
the COVID-19 crisis).

Parents are very positive about the opportunity to be 
present while their children are being cared for and 
having colleagues who look after their children.

It also makes the atmosphere in the office particularly 

pleasant: seeing children play, sharing photos, and the 
nice atmosphere foster a greater sense of together-
ness among colleagues.

Plus, the children love it. This is partly because a lot 
of young colleagues are helping to provide childcare, 
drawing on their own experience of youth organisa-
tions.

CONTACT 
https://www.voka.be/west-vlaanderen

NAME OF THE ORGANISATION 

CESS F

https://www.voka.be/west-vlaanderen
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IGLU OÜ – THE CHILDREN’S CORNER AND A PLACE FOR THE SMALLER CHILDREN 
TO TAKE A NAP

Iglu OÜ 

SECTOR 
Info and communication, software development
Private sector

NUMBER OF EMPLOYEES 
11-50 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Partners and/or children are always welcome to attend 
different events; they are even encouraged to bring their 
partner and/or children. Usually, a description is provided 
about the event: for whom the event is suitable for, how 
children can participate in the event, etc. For example, 
partners and children have participated in a canoe trip, 
bike ride, disc golf event, learning to slackline, and even 
in a quiz (on that occasion, the children were off on their 
own). Once a year, a family day is organised for the fam-
ilies. When compiling the event schedule, it is planned in 
a way that is mainly interesting to the children. 

The children have their own corner in both cities (Tal-
linn and Tartu) with appropriate furniture and entertain-
ment (computer for bigger children, cartoons, books, 
puzzles, board games, drawing tools, colouring books, 
Lego blocks, dolls, cars, etc.) as well as a place for doing 
homework. In addition, a workstation for a parent has 
been set up right next to this corner. 
Both offices also have a place for the smaller children 
to take a nap.

TARGET AUDIENCE OF ACTION(S) 

All employees

IMPLEMENTATION PROCESS 
The measures were agreed in a working group consist-
ing of both employee and management representatives. 
Most of the measures are proposed by the HR manager; 
the children’s corner was strongly put forth by the staff.

Furnishing the children’s corner requires a budget (al-
though many tools are brought in by the employees 
themselves or consists of things used by the Iglu – for 
example computers for cartoons). There is also a sepa-
rate budget for the family day event. However, the meas-
ures outlined certainly need to be kept under review to 
ensure that they are up-to-date and adaptable to the 
overall situation.

Information to employees is given in blog posts, informa-
tion exchanges, and team meetings. The employees are 
encouraged to ask for information about their options.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
Keeping employees informed about the various opportu-
nities needs the most attention.

RESULTS 
Events that are also for partners and children have more 
participants. The participation of Family Day has been 
about 90%. The children’s corner actively finds users. 

The families of the employees know one another better.

CONTACT 
https://www.iglu.ee

NAME OF THE ORGANISATION 

ESTONIA

https://www.iglu.ee
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LENNULIIKLUSTEENINDUSE AS – THE CHILDREN’S ROOM

Lennuliiklusteeninduse AS

SECTOR 
Transportation and storage

Public Limited Company operating under the auspices 
of the Ministry of Economic Affairs and Communications 
of the Republic of Estonia

NUMBER OF EMPLOYEES 
51-250 employees 

DESCRIPTION AND GOAL OF ACTION(S)
Creation of the Event Management Team (EMT) and 
events organised that must be open to employees 
throughout the company. Quite a few of these activities 
see families participate. Some examples: a joint visit to 
the zoo at night, tea and coffee trainings, a lantern trip 
with canoes, quizzes and photo hunts. 

Creating and furnishing the children’s room
There is a glass wall between the children’s room and 
the workplace, allowing the parent to constantly monitor 
the child while working with ergonomic tools. The com-
pany also has dormitories with regularly changed bed 
linen. These rooms can be used for rest (mainly by the 
operating staff) but also by the children of the staff who 
still need a nap during daytime and are at work with their 
parents.

TARGET AUDIENCE OF ACTION(S) 
All employees
Employees with children

IMPLEMENTATION PROCESS 

Previously, most of the company’s events have been 
organised and initiated by the human resources depart-
ment. As the company has people with different inter-
ests, the Event Management Team (EMT) was created. 
The EMT consists of employees from different depart-
ments, approx. eight people. Each year, they are allocat-
ed certain funding for planning activities. The measure is 
sustainable and participation in activities remains high. 
When people can initiate and implement their own ideas, 
they take on more responsibility, and the activities are 
more interesting and inclusive as a larger target group is 
involved in the organisation and planning.

The staff was involved in furnishing the children’s room. 
The company created the conditions (the room and in-
ventory, also contributing through the ordering of books 
and the like, for example, making sure that everything 
needed was available), but the employees were involved 
so that they could offer and bring proper toys and items 
favouring children’s development that were no longer 
needed at home. The tidiness of the children’s room is 
the responsibility of the parent whose child is currently 
playing there. From time to time, employees have taken 
the initiative and conducted major cleaning (sorting of 
puzzles, etc.) and brought necessary things to the room.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
The coronavirus crisis temporarily became an obstacle 
for the implementation of the measures. At some point, 
various online initiatives (quiz, photo competition, etc.) 
were organized.

RESULTS 
›	 In the case of the EMT, the performance indicator is 

the relatively large number of participants and inter-
ested parties, currently for approx. two years. 

›	 As for the children’s room, it worked very well before 
the coronavirus crisis, with people bringing their chil-
dren to work. 

CONTACT 
http://www.eans.ee/

NAME OF THE ORGANISATION 

http://www.eans.ee/
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AUCHAN RETAIL PORTUGAL, S.A. – PROVISION OF PRE-SCHOOLS 
FOR THE COMPANY WORKERS’ CHILDREN 

Auchan Retail Portugal, S.A.

SECTOR
Food industry and retail

Private profit-making sector (Continental Portugal)
Branch of activity: Manufacture and retail sales of food 
stuffs and other products - European Code NACE C10 
and G47.2

A traditionally feminine sector with an under-representa-
tion of the masculine labour force

NUMBER OF WORKERS 
9,000 employees
3,240 men (36%) and 5,760 women (64%) 

DESCRIPTION AND GOAL OF ACTION(S)  
Description: two preschools (Colégios Rik&Rok) which 
opened in Amadora in 2010 and in Alfragide in 2012 are 
open to the workers’ children. The schools also enrol the 
children of workers at the Mulliez Family Association to 
which Auchan Retail Portugal belongs, as well as the 
children of workers employed in other companies or liv-
ing in the communities in which the Colégios operate. 
  
Description of the Rik&Rok pre-schools:
›	 Open from 7.00 am to 00.30 am every day, including 

weekends and holidays;
›	 They are located in close vicinity to the large Auchan 

supermarkets in Greater Lisbon; 
›	 The maximum stay of each child at school is set at: 11 

hours per day, 5 days a week, 11 months a year;
›	 Maximum number of children; 156 in Alfragide and 

149 children in Amadora; 
›	 Age of the children enrolled at the schools vary be-

tween three months and six years old. 

The schools’ administrative conditions and educational 
approach:
›	 The High Scope educational approach to learning is 

geared towards promoting the child’s autonomy and 
freedom apart from involving an active learning pro-
cess mainly achieved through experimentation;

›	 Each Rik&Rok school is aided by an Educational Psy-

chologist who follows up and counsels the children, 
their fathers/mothers and the teachers; 

›	 About one third of the available places are reserved 
for children coming from the local community or chil-
dren referred by the Social Security services; 

›	 Monthly fees are calculated according to the per cap-
ita income of the respective family and may vary be-
tween 18€ and 340€ (current maximum);

›	 The preschools are run by the Pão de Açúcar-Auchan 
Foundation and are self-supporting. 

Goals: 
›	 A balance in the workers’ professional life, family life 

and personal life by providing preschools at accessi-
ble prices in localities close to the Auchan supermar-
kets, and with adaptable timetables;

›	 Encourage workers working in the Auchan network to 
have more children; 

›	 Provide the community with high-quality specialised 
education.

TARGET AUDIENCE OF ACTION(S) 
Workers with children up to the age of six. 

IMPLEMENTATION PROCESS 
Framework
In Portugal, the company originally belonged to the Bra-
zilian Group Pão de Açúcar, until it was bought out by the 
workers themselves in 1992 and later sold to the Auchan 
network in 1996. During the transition period, part of the 
money received by upper management was set aside to 
found the Pão de Açúcar-Auchan Foundation (FPA-A) 
set up by the managerial staff with the aim of helping 
those who most needed it. The FPA-A is managed on a 
voluntary basis by company workers. 

After Auchan Portugal had bought out the company, it 
started providing the FPA-A with financial support by 
means of an annual donation (a % of the total net earn-
ings of its workers). The Foundation was aimed exclu-
sively at the Social sector – equipped with a technical 
team comprising psychologists, sociologists, and social 
assistants so as to ensure following up the workers with 
social, economic and health needs. The Pão de Açú-
car-Auchan Foundation awards worker’s children bene-

PORTUGAL
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fits such as: scholarships and school prizes, help in pur-
chasing school material, holiday camps and the payment 
of university fees. 

Implementation
The idea of opening the preschools came from the work-
ers themselves who complained of difficulties in balanc-
ing the support they gave their children with their pro-
fessional lives. They expressed the desire to enrol their 
children in preschools near their work places where the 
schools offered the same timetables as the Auchan su-
permarket working hours. The Human Resources man-
agement started receiving indications from the workers in 
the sense that these limitations sometimes had a nega-
tive impact on the family’s decision to have more children. 

In order to respond to the workers’ requests, in 2005, 
the FPA-A decided to set up a new sector – the pre-
schools and in doing so, take advantage of the PARES 
Programme. With this in mind, the Human Resources 
Manager successfully obtained funding from the Social 
Security for materialising the FPA-A’s proposals – which 
originally foresaw the opening of five preschools – three 
in Greater Lisbon and two in Greater Oporto. The first 
part of the project was built in 2010 in Amadora. The 
school was situated in the largest Shopping Centre in 
the Iberian Peninsula, in grounds conceded by Auchan 
and involved dismantling one of the Auchan supermarket 
warehouses and building the Rik&Rok preschool in its 
place; the second preschool situated next to the Alegro 
Shopping Centre in Alfragide was inaugurated in 2012 
and received the support of the Oeiras Municipal Council 
which conceded land adjoining the shopping centre. 

Budget and Resources 
The schools were built from their foundations up, using 
funding coming from the FPA-A and from the Social Se-
curity. The average building cost of each of the schools 
was 1.3 million euros, overtaking by almost 50% the ini-
tial planned outlay of the project. This meant that FPA-A 
funding originally earmarked for 5 schools, was depleted 
after having built these two schools owing, so it was re-
ported, to legal requirements that had come into force in 
the meantime. 

The schools are run by the FPA-A and have been self-suf-
ficient since 2018. Social Security support was obtained 
for running the crèche when the school opened, but it 
was only in 2018 that the Ministry of Education started to 
subsidise the preschool /kindergarten section. 

Consolidation and sustainability of the good practice 
The measure has been consolidated and the agreements 
about the use of the land stipulated an average duration 
of 30 years – with the possibility of renewal if the project 
is still ongoing. 

SUCCESS FACTORS, CHALLENGES AND FACILI-
TATING FACTORS 
›	 Funding received from the Portuguese State was de-

cisive in building the schools; 
›	 The schools are not running at full capacity although 

there are long waiting lists. This situation is due to 
current laws based on the traditional model of educa-
tion that demands a lower number of enrolments than 
what had initially been planned. 

RESULTS 
Results
30% of the total number of children enrolled in the 
Rik&Rok preschools are children whose parent/s is/are 
employed by the Auchan supermarkets and the Mulliez 
Group. 

Assessment of satisfaction with the measure
Concerning the FPA-A’s management, a survey is circu-
lated among the workers in order to measure their degree 
of satisfaction with the services supplied by the FPA-A. 
Feedback has been positive – and there has been addi-
tional, informal feedback from the workers to the effect 
that more preschools need to be built. 

Adjustments planned
The FPA-A plans to open new Rik&Rok Schools and is 
presently looking for existent buildings that can be adapt-
ed. It is likely that the next school will be inaugurated in 
Oporto.

CONTACT 
Jorge Filipe 
Manager of Human Resources 
E-mail: jorge.filipe@auchan.pt 

Auchan Retail Portugal, S.A. (Main Office)
Estrada de Paço de Arcos, Nº48-A 2770-129, 
Paço de Arcos
https://www.auchan.pt/

mailto:jorge.filipe@auchan.pt
https://www.auchan.pt/
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NESTLÉ PORTUGAL UNIPESSOAL, LDA – NURSING / BREASTFEEDING ROOM 

NAME OF THE ORGANISATION 
Nestlé Portugal Unipessoal, Lda

SECTOR 
Food stuffs industry 

Private profit-making sector (Continental Portugal and 
Archipelagos)

Branch of activity: Manufacturing and distributing food-
stuffs and drinks – European Code NACE C10

The sector has a balanced labour force of both sexes 

NUMBER OF WORKERS 
2,339 employees 
1,183 men (51%) and 1,156 women (49%) 

DESCRIPTION AND GOAL OF ACTION(S)  
Description: making available a nursing / breastfeeding 
room that may also be used to attend to babies. 

Conditions: 
›	 The room is designed to offer a peaceful, private at-

mosphere; its decoration is in pastel colours and free 
from publicity advertising the company’s products. 

›	 The room is equipped with sofas, a refrigerator, breast 
pumps and nappy-changing rack.

›	 Both male and female workers who are responsible 
for either breast or bottle feeding the baby and giving 
child-care, are allowed to use the room.

›	 The room is mainly used by female workers in order to 
extract their milk that can be stored in the refrigerator. 
For their part, when male workers bring their child to 
work, they can use the room to attend to their babies. 

›	 There is no need for the worker to book the room nor 
ask for permission to nurse the baby, as laid down in 
the labour Code, Article 47. 

Goals: 
›	 promote breastfeeding and allowing workers who 

have returned from parental leave to continue feeding 
their babies in the way they think suitable; 

›	 provide the workers with comfortable, suitable condi-
tions in which they may care for their infants; 

›	 help towards healthy child nutrition.

TARGET AUDIENCE OF ACTION(S) 
Workers of both sexes who wish to have facilities in 
which to nurse their babies after returning from parental 
leave, or workers with children/ babies. 

IMPLEMENTATION PROCESS 
Framework
One of the company’s missions is to help towards healthy 
child nutrition. Given this aim, it promotes breastfeeding 
as the healthiest alternative for babies – despite the 
fact that the company sells products replacing maternal 
milk. This validation, together with its policy to achieve a 
work-family balance and the protection of parenting, led 
the company to set up a nursing and baby-care room. 
Within the framework of this policy, it is foreseen that by 
2022, nursing rooms on the company’s premises will be 
built throughout the country provided there are more than 
50 workers employed in each plant. 

In 2015, the company launched a policy to protect par-
enting that focused on maternity; it was reviewed in 2019 
after taking into consideration the contribution made by 
iGen - Forum of Organisations for Equality. Taking this 
fact into account, the policy was adapted to cater to both 
the first carer and the second carer. The parental support 
benefits package included the offer of products during 
the child’s first year of life given upon a doctor’s indica-
tion and prescription, amenities adapted to children in the 
event that they needed their mother/father’s attention at 
the work place when this is located in the main plant (in 
Greater Lisbon), and the possibility of extending paid pa-
rental leave from 14 to 18 weeks. 

Implementation
The nursing room was inaugurated in 2013 in the com-
pany’s main plant where about 1,000 workers are pres-
ently employed. It was the outcome of the Nestlé Group’s 
worldwide movement aimed at promoting parenting and 
stressing the importance of maternal milk. The Child Nu-
trition sector was responsible for launching the initiative 
and received the backing of the Human Resources de-
partment and the Corporative Communication Depart-
ment. It took about two months to complete building the 
room where the project was overseen jointly by the Child 
Nutrition’s Medical Scientific Affairs officer and the per-
son in charge of the company’s infrastructures. When 
decorating the room, care was taken to see that it was 
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NESTLÉ PORTUGAL UNIPESSOAL, LDA - NURSING / BREASTFEEDING ROOM safe and comfortable and duly equipped to attend to the 
needs of the babies, and their mothers and fathers. 
At the beginning of 2021, the company will have built 
two more nursing rooms, one in the Avanca plant (which 
has about 400 workers) and the other in the Oporto plant 
(which has about 200 workers). 

The company was one of the first enterprises in the 
country to offer its workers this benefit; later, it was invit-
ed to give its account of the measure on television pro-
grammes and in hospitals. 

An in-house platform is used to disseminate the package 
of benefits and when the nursing room was opened, a 
publicity campaign was launched about it. When the next 
rooms are inaugurated, publicity campaigns will also be 
launched to inform the workers about this benefit. 

Budget and Resources 
A budget of about 2,000 euros was reserved for build-
ing and equipping the nursing room. The company was 
also able to receive a discount when buying furniture and 
equipment, owing to the large amount goods it normally 
acquires. 

Consolidation and sustainability of the good practice 
In the context of the sustainability of the company’s 
measures in effect for a work-family balance, the meas-
ure will be extended to cover more nursing rooms in oth-
er plants in the country. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
The company’s leadership was very receptive and the 
engagement of the sectors taking part in the scheme was 
a guarantee of the company’s support of and commit-
ment to the measure. 
Adapting the work area so that female workers who wish 
to continue nursing their babies after they return to work, 
ensures that maternity and nursing are not professionally 
prejudicial to women but rather lead to more equal work-
ing conditions between men and women; 
No resistance against the measure on the part of the 
workers’ superiors has been registered when women 
employees wanted to use the nursing room, and accord-
ing to the Employee Relations Manager, common sense 
prevails in the company when it comes to respecting the 
right to breastfeed as its importance is acknowledged. 
No challenges were reported upon implementing the 
room, but the Employee Relations Manager considers 

that the challenge and the serious concern about drawing 
up benefit policies that seek to promote equality between 
men and women and to encourage male workers to be-
come more involved are felt throughout the company.
 
RESULTS 
Ratios based on use
The average use of the room is one person a day. The 
Employee Relations Manager considers the company’s 
policy of flexible timetables makes it so that the room is 
not used by all the people who are eligible to do so. 

Assessment of satisfaction with the measure
The company distributes a questionnaire annually to the 
workers to check their level of satisfaction with the bene-
fits policy in effect in the company. The nursing room has 
been given a positive assessment in the questionnaires 
mainly because it allows female-workers returning to 
work after a period of parental leave to continue breast-
feeding their babies. 

Adjustments planned
The building is currently undergoing remodelling and, 
in this sphere, the room will be located near the medi-
cal centre. No changes will be made to its design, but 
it is planned to use materials that are easier to clean, 
therefore making the room more hygienic. The main ad-
justment planned is to extend the measure by building 
rooms in other plants belonging to the company located 
elsewhere. 

CONTACT 
Cristina Agostinho 
Employee Relations Manager 
E-mail: cristina.agostinho@pt.nestle.com 

Nestlé Portugal (Main office )
Rua Alexandre Herculano, 8, 
2799-554 Linda-a-Velha Portugal
https://empresa.nestle.pt/

mailto:cristina.agostinho@pt.nestle.com
https://empresa.nestle.pt/
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NOVADELTA - GRUPO NABEIRO – PROVISION OF AN EDUCATIONAL CENTRE FOR 
THE COMPANY WORKERS’ CHILDREN 

NAME OF THE ORGANISATION 
Novadelta - Grupo Nabeiro

SECTOR 
Roasting coffee and substitutes

Private profit-making sector (Continental Portugal)
Branch of activity: Processing and wholesale of tea and 
coffee – European Code NACE C10.8.3 and G46.3.7
Traditionally masculine sector with some under-rep-
resentation of female workers in the labour force. 

NUMBER OF WORKERS
523 employees 
298 men (57%) and 225 women (43%)

DESCRIPTION AND GOAL OF ACTION(S)  
Description: operates the Alice Nabeiro Education Cen-
tre (CEAN) for the children of company workers, as well 
as being open to children in the local community. 

Description of the Education Centre (CEAN):
›	 The CEAN provides two services: two pre-school 

rooms and a Leisure Time Activities Centre (CATL). 
›	 The ages of the children attending the pre-school 

CEAN section vary between three and six, while chil-
dren at the CATL centre are between six and twelve 
years old.

›	 The CEAN works to a wider timetable than the compa-
ny, and is open from 8.00 am to 7.30 pm. 

›	 The CATL and the Pre-school centre both have work-
shops – artwork, a library, experimental sciences, 
drama training, learning English, computer science, 
robotics, fine arts, Portuguese literature, tennis, phys-
ical and motor-response training and music that the 
children can take for three months. At the end of this 
period, each child undertakes to make a project of his/
her own choice so as to encourage the child’s entre-
preneurial skills. The aim is to promote the children’s 
values and skills in areas to do with citizenship, volun-
tary work, project work, solidarity and environmental 
education in club activities. 

›	 Until November 2020, the CEAN was working with 
180 children. 

 
The education centre’s administrative conditions: 
›	 The CEAN follows an education approach called 

“Having ideas to change the world” that seeks to pro-
mote creativeness, resilience and entrepreneurial 
skills. 

›	 Enrolment criteria at the CEAN are: firstly, children of 
least 3 years of age, and secondly, the date of enrol-
ment in chronological order. 

›	 The CEAN is managed by the Associação Coração 
Delta (Delta Heart Association), a Private Social Sol-
idarity Institution belonging to the Nabeiro Group and 
is open to children in the community: only 4% of the 
children enrolled in the Centre do not have mothers or 
fathers working for the company. 

›	 A cooperation agreement with the Social Security 
means that 67% of the total capacity of the CEAN is 
subsidised. 

›	 Monthly fees are set according to the per capital in-
come of each of the families, and are divided into nine 
scales. The average monthly fee is 30 euros. 

›	 The monthly fees cover the cost of all the available 
services including the children’s transport and light 
meals at tea-times. 

Goals: 
›	 promote the workers’ work-family balance by offering 

them the services of an education centre at affordable 
prices which can be attended by their children during 
their mother/father’s working day; 

›	 provide a specialised high-quality system of education 
to the local population, bearing in mind the profiles 
and challenges of the municipality in which the com-
pany operates: a municipality (Campo Maior) located 
in inland Portugal with a very young population and 
few educational alternatives – there is only the gov-
ernment school network available; 

›	 enable the children in diverse areas of learning, en-
couraging innovative, proactive and entrepreneurial 
skills. 

TARGET AUDIENCE OF ACTION(S) 
Workers with children up to age of 12. 

IMPLEMENTATION PROCESS 
Framework
The company has offered its workers and the communi-
ty measures and benefits enhancing social responsibili-
ty since the 1960s; ever since then, it has consolidated 
the application of different measures in this sphere. The 
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company considers itself to be a family business owing 
to the family always having taken part in its organisa-
tional make-up. The company was invited to integrate in 
the first group competing for the Work-Life Balance Pact, 
one of the axes in the 3 em Linha - Programme for a 
balance between Professional, Personal and Family 
Life, under the Portuguese Standard NP 4552:2016 
– Work, family and personal life balance manage-
ment system certificate, and became the first certified 
company in Portugal. The certification process led the 
company to organise all the measures it had in force, 
in order to receive formal recognition from a competent 
certification body. 

The Novadelta company, which is integrated into the 
Nabeiro Group, is composed of 22 enterprises employ-
ing about 4,000 workers. Its measures to promote a 
work-life balance are applicable throughout the compa-
nies comprising the Group, although it is worth stress-
ing that only Novadelta has the Portuguese Standard 
NP 4552:2016 certificate.

The company has close links with the local commu-
nity, which led the Nabeiro Group to set up a Private 
Social Solidarity Institution: the Associação Coração 
Delta was founded in 2005 with the aim of addressing 
the community’s social needs. The Association’s man-
aging body is run by the Nabeiro Group workers on 
a voluntary basis. The Association offers the workers 
transport, meals and access to health and education 
facilities that are lacking in the community. The town 
has a high birth rate and the CEAN, which is managed 
by the Associação Coração Delta, was also developed 
owing to the need to promote the socio-educational 
development of these children. 

Implementation
The CEAN was first planned in 2004 and the centre 
was inaugurated in 2007 thanks to the interest shown 
by Comendador Rui Nabeiro of the Nabeiro Group 
and the need to provide an amenity in which children 
could receive care and training while their parents 
were working. The teachers at the CEAN devise their 
own work tools in the approach called “Having ideas to 
change the world”, which, today, has been recognised 
by the EU and the ODCE. The CEAN does not only 
offer the children a spot in which they are temporarily 
entertained, but one in which their culture, citizenship 
and social responsibility is nurtured. 

Budget and Resources 
The CEAN has its own installations, built from the foun-
dations upon the Nabeiro Group’s financial resources. 
The Nabeiro Group makes an annual investment in the 
form of a donation to the CEAN (no data are available 
about the size of the donation) owing to the fact that 
the amount received from monthly fees together with 
the percentage covered by the cooperation agreement 
with the Social Security, are insufficient to cover all the 
annual costs of running the CEAN. 

Consolidation and sustainability of the good practice 
The measure has been consolidated. Constant stra-
tegic concern has been voiced about innovation: 
teachers are given training courses in the field of neu-
ro-education taking into account child development 
and the aim of stimulating physical and psycho-motor 
activities. In terms of methodological approaches, in-
formation was given about the concern to up-date ped-
agogical models and guidelines as well as improve the 
children’s skills /competences. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
›	 Top management’s endorsement was said to be es-

sential in developing this measure; 
›	 The main challenge today was said to involve adapt-

ing the work done at the CEAN to the COVID-19 pan-
demic, which has demanded that workers are trained 
to handle the tools needed in this adaptation. 

RESULTS 
Results
Since 2007, the CEAN has had a total of 2,145 chil-
dren enrolled in it, 650 pre-school children and 1,495 
in the leisure centre - CATL. 

Assessment of satisfaction with the measure
Considering the 13 years of the CEAN’s existence, 
evaluation studies of its impact are being drawn up 
where the socio-educational ability level of the children 
who were at the facility from the age of three until they 
were twelve years old will be analysed. These children 
are now terminating their upper-secondary schooling. 
The Association also regularly applies surveys in order 
to test the satisfaction of the workers whose children 
attend the CEARN, and so far, the results have been 
positive. 
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Adjustments planned
The CEARN has already undergone expansion and 
adaptation which has allowed it to increase its area of 
activity. It was first inaugurated as a leisure time centre 
(CATL) and in less than a year, owing to the local com-
munity’s insufficient pre-school offer, two rooms were 
set aside for this purpose. The capacity of the centre 
therefore doubled, going from 70 to 140 children. Lat-
er on, a pavilion reserved for workshop activities was 
built, catering to 25 more children from 4.00 pm to 7.30 
pm. 

The reason why educational services are not offered 
children over the age of 12 has to do with the regular 
school timetables for adolescents, which do not allow 
for extracurricular activities of this size. 

CONTACT 
Dionísia Gomes 
Coordinator of the Nabeiro Group Social Action  
E-mail: dionisia.gomes@gruponabeiro.com 

Maria João Cunha 
Manager of the Office for Integrated Management 
Systems and Certifications  
E-mail: mcunha@gruponabeiro.com 
Delta Cafés
Herdade das Argamassas, 7370-171 Campo Maior 
– Portugal
https://www.deltacafes.pt/ 

RANDSTAD – GREATER LOGISTIC FACILITY FOR PREGNANT WORKERS 
AND ATTRIBUTION OF A VEHICLE DURING PREGNANCY 

NAME OF THE ORGANISATION 
Randstad

SECTOR 
Human Resources Consultancy

Private profit-making sector (Continental Portugal and 
Archipelagos)

Branch of activity: Human Resources Consultancy – 
European Code NACE N78

Sector traditionally typified as feminine with an un-
der-representation of male workers in the labour force

NUMBER OF WORKERS 
400 employees 
100 men (25%) and 300 women (75%) 

DESCRIPTION AND GOAL OF ACTION(S)  
Description: greater logistic facility for pregnant work-
ers (in clinically delicate situations) by attributing them 
free parking space or a motor car during their preg-
nancy. 

Conditions: 
›	 The measure is offered to women with a high-risk 

pregnancy or on a doctor’s recommendation, in or-
der to adjust to their circumstances; 

›	 Receiving the benefit requires presenting a doctor’s 
certificate; 

›	 The measure is more relevant in larger cities where 
there are parking difficulties in public carparks, 
mainly in cities like Lisbon and Oporto; 

›	 The measure does not make an official part of the 
company’s benefits policy. 

Goals: 
›	 seek to ensure that pregnancy does not jeopardise 

a woman’s career trajectory or her visibility in the 
company; 

›	 protect the health of pregnant workers; 
›	 provide a family support system, protecting parent-

hood while promoting a balance in professional, 
family and personal life. 

TARGET AUDIENCE OF ACTION(S) 
Pregnant workers 

mailto:dionisia.gomes@gruponabeiro.com
mailto:mcunha@gruponabeiro.com
https://www.deltacafes.pt/
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IMPLEMENTATION PROCESS 
Framework
When it joined iGen - Forum of Organisations for 
Equality, the company established a wide range of 
commitments by promoting a balance and equality 
between men and women. Together with this process, 
a benefits policy was drawn up to include measures 
guided by these subjects. Among the main measures, 
we may single out are: i) granting financial support to 
the sum of 2,500 euros to be used in infertility / in vitro 
fertility treatment – whether to do with the worker’s own 
or her/his partner’s infertility; ii) awarding a 250 euros 
bonus to recent fathers/mothers among the company’s 
workers; iii) making an advance payment of the Social 
Security allowance in the event that a female worker 
has taken sick leave due to a high-risk pregnancy or 
when she is on maternity leave; and iv) allowing for the 
possibility of working away from the office for one day 
a week. The company’s membership in iGen - Forum 
of Organisations for Equality was said be an advan-
tage for the company in terms of its workers’ benefits 
policy because it makes it possible to exchange expe-
riences and discuss what has been learned. 

Implementation
The measure was implemented in 2017 upon the joint 
initiative of the Human Resources team and the Legal 
team. The measure is not included in the company’s 
official benefits policy, and is applied as each case aris-
es where pregnant workers are known to experience 
difficulty in travelling to work. Information obtained 
revealed that dialogue is encouraged so that people 
feel comfortable about requesting support when it is 
needed. 

The benefits policy is disseminated on the company’s 
intranet although the measure in question still needs 
publicity. The most sought-after measure in the ben-
efits policy is the bonus granted when a baby is born. 

Budget and Resources 
No feedback is available about the cost of this meas-
ure because it is managed in-house on already avail-
able resources. 

Consolidation and sustainability of the good prac-
tice 
The company’s benefits policy is reviewed on a regu-
lar basis, updating it when required, depending upon 
workers’ suggestions and/or the dialogue held within 

the iGen Forum sphere. The next review to be held will 
examine the feasibility of including the measure in the 
company’s present benefits policy. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
›	 Company leadership has shown itself to be receptive 

to awarding this benefit. 
›	 The fact that the company has a fleet of motor cars 

ensures the possibility of loaning a vehicle to pregnant 
workers in need; 

›	 Where promoting measures protecting pregnant 
workers are concerned, it was said that a challenge 
lies in drawing up measures that will not be open to 
the interpretation that the company treats pregnancy 
as a limitation or an incapacitation; 

›	 Despite the fact that the measure is directed at wom-
en with high-risk pregnancies, it is flexible / adaptable 
(see Results). 

›	 The most important challenge is in terms of widening 
the measure’s use. This measure clearly offers much 
more potential than what the present results obtained 
up to now show. The company is willing to integrate 
the measure into its benefits policy and offer it to all 
pregnant workers who need it, above all because it 
does not want the measure to be viewed in a distorted 
way. It does not want Randstad to be indirectly seen 
as putting pressure on pregnant workers, obliging 
them to work as long as possible on the pretext of 
offering them this benefit. 

RESULTS 
Ratios based on use (2017-2020)
The results fall short of the effective potentiality of this 
good practice, which the company would like to review 
(as described). 

The number of people benefiting from having a free 
parking space reserved for them: 1 pregnant worker in 
Lisbon. The number of people benefiting from having 
the use of a motor car: 1 male worker in Lisbon. 

The low ratio based on the pregnant workers’ use of 
this measure may be put down to the measure being 
connected with women with high-risk pregnancies who 
are still able to work. The measure is therefore viewed 
as one granted to special cases only, as since it was 
first offered in 2017, 36 female workers have fallen 
pregnant. 
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The case of the male worker who benefitted from the 
loan of a motor car, and therefore did not fall under 
the protection of pregnant workers, is an interesting 
example of how the measure may be adapted and in-
tegrated into the values promoting equality between 
men and women and encouraging a balance between 
work-family in the company’s culture. The male-work-
er, who had recently had a baby, broke his leg and was 
temporarily prevented from driving his own car. His 
manager exchanged his own car for the worker’s, as 
the former’s car was adapted to the temporary needs 
of the injured employee. 

Assessment of satisfaction with the measure
The company gives the workers a questionnaire on a 
very regular basis - during the COVID-19 pandemic, for 
example, there have been weekly surveys. Despite the 
fact that the surveys are made on a worldwide scale 
in the countries where the transnational network oper-
ates, the data are processed in Portugal. The benefits 
policy receives overall positive feedback. The Human 
Resources Manager analyses individual cases where 
the assessment has been negative. 

Adjustments planned
It was said that in 2020, Randstad did not feel that it 
had to hurry and make the measure official because 
the pandemic has obliged workers to work remotely 
from home (in telework). Indirectly, this fact has acted 
to the benefit of pregnant workers. The possibility is 
being studied of absorbing the measure in the compa-
ny’s benefits policy as from 2021. In spite of the fact 
that the measure is not expected to have a wide im-
pact, it is nevertheless a benefit available to all those 
who need it. The company is therefore willing to give 
its use added impetus. 

CONTACT 
Sónia Gonçalves 
Social Impact Manager 
E-mail: sonia.goncalves@randstad.pt 

Randstad (Main office )
Av. da República 26, 1069-228 Lisbon
https://www.randstad.pt/

mailto:sonia.goncalves@randstad.pt
https://www.randstad.pt/
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DOMOCURA – RAISING AWARENESS, INFORMING AND ENCOURAGING

TARGET AUDIENCE OF ACTION(S) 
All employees

IMPLEMENTATION PROCESS 
Information about statutory leave systems is provided by 
the professional federation Federgon. All the information 
is contained in the welcome brochure, which underscores 
that questions or concerns can be addressed at any time 
to the office managers or HR.

All office managers are kept up to date and communicate 
the measures and options to the domestic workers.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS 
Providing information about, and staying abreast of the 
statutory leave systems is time-consuming. It is a very 
wide-ranging administrative task.

Initially, all the required forms were completed by HR. To 
encourage self-reliance, employees are now asked to 
complete these themselves; HR still provides support.

A strength can also become a weakness. Employees tend 
to rely on one or the other system of leave to provide a 
solution to their needs. They can be incredulous when 
they realise that the complete leave period of a leave sys-
tem has been used. Because of this, employees are given 
plenty of advance warning.

RESULTS 
Staff turnover is very high (around 50%) across the do-
mestic help sector. At Domocura, this figure is 20 to 30%. 
Moreover, many employees return to Domocura after a 
while. The main reason for this is the better work-life bal-
ance at Domocura.

CONTACT 
https://www.domocura.be/

NAME OF THE ORGANISATION 
Domocura

SECTOR 
Professional domestic help with service vouchers and an 
ironing service

Transport and services

NUMBER OF EMPLOYEES 
51-250 employees

DESCRIPTION AND GOAL OF ACTION(S) 
Domocura wants to offer employees a framework within 
which they can achieve the best possible work-life bal-
ance. In a fast-changing sector and society, Domocu-
ra believes it is important to encourage its employees’ 
self-reliance by informing both men and women about 
the various legal options available for improving work-life 
balance. Achieving this balance is not always easy for 
employees who, because of certain hurdles (speaking a 
different language, alcohol or drug problem, vulnerable 
target group), are already in a weaker position in society. 

Employees who wish to take leave in order to provide 
care are informed about the different leave systems, such 
as time credit, parental leave, and so on.

In the same vein, Domocura wants to combat stereotypes 
by also entering into dialogue and encouraging domestic 
workers to make use of support and to not always provide 
care themselves.

BELGIUM

https://www.domocura.be/
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MANPOWERGROUP – ACTIVELY PROMOTING PATERNITY LEAVE

IMPLEMENTATION PROCESS
Initiatives are developed by the HR department, then 
approved by the executive committee. 

They are communicated to employees via a number of 
channels.
›	 Various HR employees
›	 Information sessions or a conference call for all em-

ployees
›	 Publishing new initiatives on the Intranet
›	 Mention at various meetings
›	 For new employees, they are listed in the welcome 

pack.

A monthly progress meeting is held, as well as perfor-
mance and development interviews at which employ-
ees discuss their expectations and wishes with regard 
to work-life balance. This makes it possible to respond 
individually to specific needs.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS
Admittedly, these initiatives have a cost for the compa-
ny. However, a commitment to the optimum work-life 
balance is important to attracting and developing talent. 
It also retains talent within the organisation.

Although a large company such as Manpower undoubt-
edly needs a fixed structure for the approval and im-
plementation of initiatives, there is still plenty of scope 
for flexibility. Should problems or new needs arise, de-
cisions can be made quickly thanks to the short link be-
tween HR and the executive committee.

RESULTS
Manpower has a lot of employees who choose to work 
part-time. In 2019, nearly 20% of the workforce was 
part-time, due to parental leave, time credit, or a part-
time contract.

An annual survey is conducted on various HR matters, 
including work-life balance. Feedback on the available 
measures is very positive.

CONTACT
https://manpower.be/node/45

NAME OF THE ORGANISATION
ManpowerGroup

SECTOR
Manpower creates and delivers innovative workforce 
solutions and services, including temporary agency 
work and talent management.

Transport and services

NUMBER OF EMPLOYEES
251-500 employees

DESCRIPTION AND GOAL OF ACTION(S)
Since 2018, Manpower has been formally committed to 
improving work-life balance and has adopted a work-
life balance charter. Whereas financial capital was once 
paramount at a company, nowadays the employees are 
the key asset. This must be reflected in an HR policy 
that prioritises employees in all their dimensions, includ-
ing their private lives.

Manpower seeks to strike a balance between the legal 
requirements and internal projects that support its vi-
sion.

One of the initiatives is the automatic awarding of pa-
ternity leave. As soon as an employee informs that they 
are to become a father, the 10 days of paternity leave 
to which they are entitled are added to the online leave 
system. This serves as an active reminder that the days 
are available to be taken and encourages fathers to 
take advantage of them.

TARGET AUDIENCE OF ACTION(S)
All employees who are entitled to paternity leave

https://manpower.be/node/45
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BOARDIC EESTI OÜ – INVITATION OF EMPLOYEES’ FAMILIES TO COMPANY EVENTS

DPD EESTI AS – TRAINING AND ATTENDANCE OF EVENTS FOR EMPLOYEES 
ON PARENTAL LEAVE

TARGET AUDIENCE OF ACTION(S)
All employees. 

The biggest benefit was perhaps for the factory workers 
who would feel more involved in the company’s activi-
ties. 

IMPLEMENTATION PROCESS
The initiative came from the management. All parties 
were involved in the decisionmaking process. Initial 
plans were set by the management and were later dis-
cussed with key personnel.

SUCCESS FACTORS, CHALLENGES AND FACILI-
TATING FACTORS
There were no problems with implementation.

RESULTS
Employees are more satisfied, employees’ families are 
more up to date with the company’s activities and em-
ployees are ill less often. It is beneficial in every way.

CONTACT
https://www.boardic.com/et/

NAME OF THE ORGANISATION
Boardic Eesti OÜ

SECTOR
Processing industry, timber industry

Private sector

NUMBER OF EMPLOYEES
11-50 employees

DESCRIPTION AND GOAL OF ACTION(S)
The company involves the families of its employees in 
the company’s events (summer party, winter party). 

Recognition - the company started a tradition where, at 
the end of each year at a winter party, humorous indica-
tors are found based on which various outstanding em-
ployees are rewarded. For example, ‘the biggest sleep-
er’ (the employee who arrived most often ‘last minute’ 
at work), Timber King (the employee who cut the most 
wood), etc.

NAME OF THE ORGANISATION
DPD Eesti AS 

SECTOR
Transportation and storage, parcel delivery services

Private sector

NUMBER OF EMPLOYEES
51-250 employees 

DESCRIPTION AND GOAL OF ACTION(S)
Employees on parental leave are invited to attend (ac-
cording to their wish, not obligatory) all trainings and 

events held in the company. They retain access to 
the internal communication environment “guavaHR”, 
through which they can be in touch with the information 
of the company. 

Employees who return from parental leave are provided 
a re-familiarisation programme, which is less detailed 
as the onboarding programme for new employees but 
covers reintroducing the work of all units.

TARGET AUDIENCE OF ACTION(S)
Employees with children 

ESTONIA

https://www.boardic.com/et/
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EESTI FILHARMOONIA KAMMERKOOR SA – KEEPING A BALANCE BETWEEN WORK 
AND FAMILY LIFE, MINIMISING TIME CONFLICT AND WORK STRESS

RESULTS
A part of annual interviews – twice a year – is the em-
ployee’s assessment of the balance between work and 
family life and discussion about what the employer 
could do about this.

During the annual satisfaction survey, employees’ sat-
isfaction with their work and family life is measured; in 
recent years, on a five-start scale this has scored 3.94-
3.99.

A broader benefit lies in an increase in unity, safety and 
well-being for all employees. All of us know that the em-
ployer is interested in the organization of our private lives 
and needs, and we know that a discussion is always pos-
sible, and that the employer can meet us halfway in find-
ing a solution on how to combine the needs of both the 
employee and the employer. This is not only about em-
ployees with children but also about people who study, 
train for competitions, move to another city, etc.

CONTACT
www.dpd.ee

IMPLEMENTATION PROCESS
Most measures have been valid for more than five 
years. 

As a rule, the initiatives come from the employees: be-
fore 2020, an annual spring meeting for employees was 
held. one part of which was reviewing current benefits, 
making amendment proposals, and assessing and im-
plementing them after the meeting. As such, the em-
ployees receive real-time feedback regarding proposals 
which cannot be implemented.

The company calculates the budgets of the proposals 
and plans if and when the initiatives can be implement-
ed. Thus, not all proposals are implemented immediate-
ly. The employees are told in which way and how the 
renewed measures shall become valid.

New measures have so far been accepted well and if 
the general meeting does not vote against them, they 
remain in place.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS
When implementing measures associated with parents, 
there were no issues; 

NAME OF THE ORGANISATION
Eesti Filharmoonia Kammerkoor SA (Foundation 
Estonian Philharmonic Chamber Choir (EPCC))

SECTOR
Culture, public sector

NUMBER OF EMPLOYEES
11-50 employees

DESCRIPTION AND GOAL OF ACTION(S)
The objective of EPCC’s ‘work and family life combin-
ing’-measures is to keep a balance between people’s 
work and family life and to minimise time conflict and 
work stress. As a person is a whole, then it is important 
that all members of the organisation would feel the joy of 
work. Therefore, relationships with family, children, and 
other close people should not suffer because of work.

It is important to keep staff close, also when they are 
away from work because of health or other conditions 
(e.g. parental leave). Staff’s mental and physical health 
should be maintained because, due to the peculiarities 
of choral singing, concert performances can only hap-
pen if all members of the choir are able to participate 
and each individual’s contribution plays a major role.

Depending on the projects, the children of the employ-
ees have also been involved in work (for example: con-
cert tour in Italy or the Aix-en-Provence festival, where 
the employer paid for the accommodation of the whole 
family, as staying abroad for a longer term was required. 
Often, the children have been listeners in the choir’s re-
hearsals and accompanied the employees in the office, 
if there has been no option to take the child to childcare)
Non-traditional working times (for regular singers 10:00-
14:30 and sometimes evening concerts or more intense 

http://www.dpd.ee
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SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS
Finding replacement singers for male voices has been 
somewhat complicated because of little mobility of la-
bour in the vocal music sector. This has also been im-
pacted by the recent amendment to parental leave leg-
islation, which gave fathers more options to stay home 
with the child.

RESULTS
So far, the measures have worked very well and have fit 
into the organisation’s working rhythm. 

The individual/employee, their closest people (family, 
children) as well as the organisation and the artistic 
collective win from measures that combine family and 
work, i.e. when the rhythm of work has been disrupted 
as little as possible. The result is EPCCs sustainable 
concert activity, and throughout our history, about 20 fe-
male employees have gradually returned to work from 
maternity leave, and not withdrawn from the choir.

CONTACT
https://www.epcc.ee/

rehearsal periods and business days off as a result) al-
low the parents to spend time with their children during 
daytime when the child is usually home alone.

TARGET AUDIENCE OF ACTION(S)
These measures have a direct impact on everyone who 
has been temporarily off-duty, but mainly on parents 
who are on parental leave.

IMPLEMENTATION PROCESS
Due to the specifics of the EPCC, all decisions about the 
organisation of work have been made organically, as a 
result of joint discussions. New measures are discussed 
with the representatives of different parties within the 
organisation, including the choir’s trustee, to be up to 
speed with the attitudes of the staff and understand their 
presets in the case of new decisions. 
There has no need for a separate budget for the meas-
ures, although some increased and additional costs 
need to be considered. 

These measures are very sustainable for our organisa-
tion.

SWEDBANK AS – KEEPING CHILDREN’S GUARDIANS INVOLVED AND INFORMED 

NAME OF THE ORGANISATION
Swedbank AS 

SECTOR
Finance and insurance

Private sector

NUMBER OF EMPLOYEES
> 500 employees

DESCRIPTION AND GOAL OF ACTION(S)
Keeping children’s guardians involved and informing 
them. 

The following information is shared with employees on 
parental leave: 
›	 a monthly employee newsletter
›	 a weekly career letter 
›	 The leaders conduct annual interviews

Moreover, 
›	 The salary of children’s guardians is reviewed with 

other employees during the annual salary review 
process.

›	 Children’s guardians are involved in events.
›	 Career seminars are organized for children’s guardi-

ans 
›	 In Tallinn, a childcare service is provided in the child-

care of the main office (for children between 18 and 
36 months of age).

›	 In larger offices, play and study rooms for children 
are provided

TARGET AUDIENCE OF ACTION(S)
Employees on parental leave

IMPLEMENTATION PROCESS
The initiative to keep employees who are on parental 
leave involved and up to date with work related news, 
came from the human resources department. The news 

https://www.epcc.ee/
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In many cases, they do give their contact details later 
to be informed.

RESULTS
The company finds that keeping children’s guardians in-
volved is an important process because it helps them to 
adjust better when they return to work. The percentage 
of employees returning from parental leave is very high.

CONTACT
https://www.swedbank.ee/

was forwarded to people who had given us their person-
al contacts and wanted to be kept up to date.

When Swedbank’s employees gained access to all 
LinkedIn Learning trainings, the option was also ex-
tended to children’s guardians, so they could learn and 
develop their competencies if they wanted.

SUCCESS FACTORS, CHALLENGES AND FACILI-
TATING FACTORS
As the information needs to be sent to private e-mails, 
those employees who do not share their e-mail ad-
dresses are left out.

https://www.swedbank.ee/
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DIANOVA – COMPILATION AND DISTRIBUTION OF AN INFORMATIVE GUIDEBOOK 
ON PARENTAL RIGHTS, AVAILABLE FOR CONSULTATION BY ALL WORKERS 

Goals: 
›	 inform the workers about all the benefits the Associa-

tion has activated; 
›	 ensure that the workers are well-informed and feel 

comfortable about taking advantage of the benefits 
available to them.

TARGET AUDIENCE OF ACTION(S)
Workers of both sexes 

IMPLEMENTATION PROCESS
Framework
The good practice is linked to the Association’s commit-
ment to promote equality between men and women. An 
Equality and Work-Life Balance Plan is in place and is 
reviewed periodically. The idea of the Plan arose with 
the commitment to devise activities aimed at eliminat-
ing all kinds of inequality and discrimination. Among its 
main goals is a concerted effort to attract more male rep-
resentation in the labour force, and break down barriers 
holding up the professional integration of women. The 
Association has received two Honourable Mentions in the 
“Equality is Quality” Prize, one in its 11th edition in 2014, 
and the other in its 12th edition in 2016/2017; it was also 
made a certified Family-Responsible Enterprise between 
2012 and 2016. 

Implementation
“The Good Practices Guide for promoting a Personal, 
Family and Professional Life balance at Dianova” was 
implemented in 2012 upon the initiative of the Committee 
for Equality and Work-Life Balance formed by the Chair-
person of the Board and the Head of Personnel Manage-
ment. The main reason for compiling the Guidebook was 
to inform the workers about the benefits policy in effect. 
After a survey was made about the in-house environment 
and degree of satisfaction, it became clear that a signifi-
cant number of workers did not know about the benefits 
available to them. 

The Guidebook contains 20 pages and describes 51 
measures grouped in the following way: 
›	 Quality at Work Axis: preventing harassment and en-

couraging anti-mobbing (2), financial help (1), support 

NAME OF THE ORGANISATION
Associação Dianova Portugal

SECTOR 
Substance-abuse Rehabilitation and Social Development
Non-profit-making private sector (Continental Portugal)

Branch of activity: Substance-abuse treatment-rehabilita-
tion, socio-professional reintegration and social inclusion 
– European Code NACE Q87.2

The care service sector in the field of health and sub-
stance abuse traditionally relies on women’s labour pow-
er. However, this organisation tends towards a balance, 
employing both men and women. 

NUMBER OF WORKERS
20 employees 
9 men (45%) and 11 women (55%) 

DESCRIPTION AND GOAL OF ACTION(S) 
Description: compiling and distributing an information 
Guidebook about parental rights available to the workers 
for consultation. It is called “The Good Practices Guide 
for promoting a Personal, Family and Professional Life 
Balance at Dianova”. 

Conditions: 
›	 The Guidebook contains 51 good practices in force in 

the Association. 
›	 For each measure introduced, there is its description, 

its area of application, the date on which it was intro-
duced, and a contact for queries. 

›	 In terms of the Time and Space Flexibility axis, six 
good practices are given that concern flexible timeta-
bles at work. 

›	 The Family Support axis has seven measures which 
include discounts on health service contracts, a social 
bundle going to workers who are facing proven hard-
ship, and the right to days off in order to attend to 1st 
degree family relatives and accompany her/his chil-
dren on their first day at school. 

›	 The booklet is given to all workers starting work at the 
Association. 

PORTUGAL
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RESULTS
Ratios based on use
In 2019, everyone took advantage of at least one of the 
measures relating to equality and work-life balance that 
are in effect in the Association. 

It is important to bear in mind that out of the nine male 
workers, only one of them is a father (11% of the total 
male workers) while out of the eleven female workers, 
three are mothers of minor children representing 27% of 
the women employees. 

Assessment of satisfaction with the measure
The Association distributes an annual survey to get feed-
back on the in-house environment and degree of satisfac-
tion. Information taken from the 2019 survey shows that 
there is a satisfaction rate of 85% in the field of Equal-
ity and Work-Life Balance – which means an increase 
of 14% compared to the rate of satisfaction in the 2018 
survey. Moreover, 80% of the workers acknowledged the 
Association’s concern about the balance between family 
life and professional life (62% in 2018); 84% of the re-
spondents said that they knew about the measures in 
place (75% in 2018), and 87% answered that Equality 
and a Work-Life Balance was part of the Association’s 
strategy (68% in 2018). This would seem to indicate 
that the Guidebook has achieved its aim of informing 
workers and encouraging them to take advantage of 
the benefits. 

Adjustments planned
The benefits policy is subject to annual review. If a 
measure has not been used for three consecutive 
years, it is taken out of the Guidebook. The workers 
are directly informed via e-mail by the Head of Per-
sonnel Management about any eventual adjustments 
in the benefits policy. 

CONTACT 
Marta Santos 
Head of Personnel Management 
E-mail: gestao.pessoas@dianova.pt 

Associação Dianova Portugal
Quinta das Lapas, 2565-517 Monte Redondo, Tor-
res Vedras – Portugal
https://dianova.pt/

in the event of losing a contract (3), available social 
benefits (7), extra income (2), culture and leisure (2), 
discounts and advantages (3), employment stability 
(2), flexicurity (2), health and well-being (4);

›	 Time and Space Flexibility Axis: efficiency (2), and 
flexible work timetables (4);

›	 Family assistance: 7 measures – among which the 
possibility to take time off from work at any time to pro-
vide assistance to 1st degree family members where it 
is enough to inform a superior; 

›	 Personal and Professional Development: 3 measures; 
›	 Equal Opportunities: 2 measures; 
›	 Leadership and managerial styles: 4 measures; 
›	 Gender issues: 1 measure – the Association follows 

the principle of equality in all its management proce-
dures and activities so as to ensure non-discrimination 
and stimulate diversity. It further proposes to interview 
all male applicants in order to obtain a balance in the 
male composition in a sector that traditionally relies 
more heavily on female workers. 

Budget and Resources 
There were no costs involved in compiling and imple-
menting the Guidebook. 

Consolidation and sustainability of the good practice 
The Guidebook is a fixture and is up-dated according to 
the revision of the benefits policy that is already in place. 

There have not been any reports about any resistance 
that could jeopardise the measure. Any cases found 
would have been solved.

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS
›	 The Association’s leadership has shown itself to be 

receptive to awarding this benefit. 
›	 The challenges faced are due to a shortage of financial 

resources that can be channelled to awarding these 
benefits to the workers. 

mailto:gestao.pessoas@dianova.pt
https://dianova.pt/


83

INFORMATION AND TRAINING // PORTUGAL

REDES ENERGÉTICAS NACIONAIS (REN) – OFFER OF TWO PROFESSIONAL 
COUNSELLING SESSIONS TO WORKERS UPON RETURNING FROM PARENTAL LEAVE 

Goals: 
›	 facilitates the transition between the end of parental 

leave and returning to work; 
›	 seeks to promote a measure protecting the worker’s 

mental health; 
›	 provides the worker with a support system when s/

he adapts to new schedules, facilitating a balance in 
professional, family and personal life.

TARGET AUDIENCE OF ACTION(S)
Workers of both sexes who have come back from pa-
rental leave. 

IMPLEMENTATION PROCESS
Framework
When it joined iGen - a Forum of Organisations for 
Equality, the company established a wide range of com-
mitments by promoting a balance and equality between 
men and women. Together with this process, the pro-
gramme called NÓS (meaning “US”) was set up with the 
aim of bringing all the measures offered by the company 
in this field into a single programme. The Programme 
rests upon three main axes: Balance, Equality and In-
clusion. The topic based on a work-family balance falls 
along the Balance axis and includes four sub-axes: citi-
zenship, work-life balance, family and health. 

Implementation
The measure is placed along the Balance axis, and 
follows the sub-axis in the company’s proposal to pro-
mote a balance in professional, family and personal life. 
It was implemented in 2014 under the name Maternity 
Coaching aimed exclusively at women employees. It 
acknowledges the fact that, in the same way as what 
happens in the world around, women in the company 
are absent from work for longer periods than their male 
colleagues who are fathers. In order to facilitate their re-
turn to work and pick up the reins of their professional 
activity where they face new challenges in handling their 
time and responsibilities, the Human Resources Man-
agement thought that it would be advantageous to set 
up a measure giving an individualised focus able to help 
in this situation if so wished. When the measure was 
implemented, it had an innovative nature owing to the 
fact that the iGen Forum did not have any other compa-
ny offering the same benefit. The measure was jointly 
developed with the coaching company that supplied the 

NAME OF THE ORGANISATION
Redes Energéticas Nacionais (REN), S.A.

SECTOR
Electric Power and Natural Gas transmission 

Private profit-making sector (Continental Portugal)

Branch of activity: Electric power transmission and Nat-
ural gas distribution - European Code NACE D35.1.2 
and D35.2.2

Traditionally seen as a masculine sector with an un-
der-representation of the feminine labour force.

NUMBER OF WORKERS
684 employees
518 men (75.7%) and 166 women (24.3%) 

DESCRIPTION AND GOAL OF ACTION(S) 
Description: two professional counselling or ‘coaching’ 
sessions are offered to all workers when they return 
from parental leave. 

It is an initiative that seeks to ease back into active 
working life all those workers who have interrupted their 
careers for family reasons. 

Conditions: 
›	 The measure is offered in the field of a partnership 

established with an enterprise that supplies coach-
ing. 

›	 A qualified psychologist-coach give the counselling. 
›	 Joining in the initiative is entirely voluntary and anon-

ymous. 
›	 The sessions are private and the topic is free, based 

on the individual needs of the workers; the sessions 
usually end up by proposing an action plan to over-
come difficulties raised.

›	 The company offers two sessions free of charge, and 
in the event of the worker wanting to pursue counsel-
ling with more sessions through an agreement with 
the partner enterprise, they may do so with a dis-
count made on their price.

›	 The company offers its amenities in which to hold the 
coaching sessions if need be and if the worker so 
wishes. 
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standable as the female workers are the ones to take 
the longest leave of absence away from the work 
place. 

›	 There have been no reports about the management’s 
resistance to the benefit, owing to the fact that it deals 
with personal affairs and does not interfere with the 
work timetable. 

RESULTS
Ratios based on use
Number of beneficiaries: 13 female workers and 0 males. 
Female beneficiaries correspond to 28% of the women 
employees who have become mothers since the meas-
ure was implanted in 2014. 

It was seen that workers of both sexes are more disposed 
to taking advantage of this measure when the first baby 
is born in comparison with children arriving thereafter. 

Assessment of satisfaction with the measure
The measure is assessed through questionnaires and 
has received approval. Owing to the sensitive nature of 
the topic, the questionnaire is in general terms and only 
aims at evaluating the level of satisfaction and the use of 
the measure, as well as receiving suggestions on how to 
improve it. The Human Resources Management consid-
ers that a positive assessment is the most relevant crite-
rion in deciding to continue offering the measure. 

Adjustments planned
The Human Resources Management considers that the 
measure is adequate in its present state: its aim is not to 
have an extensive impact but rather, it is a benefit availa-
ble to those who think it will be useful. The workers’ sug-
gestion that is most frequently made, is that the company 
should offer more sessions. The company is also study-
ing the possibility of pursuing a more pro-active approach 
targeting male workers who return to their professional 
duties after interruptions due to family matters. 

CONTACT
Vanessa Pereira 
Head of Culture and Human Resources Develop-
ment  
E-mail: vanessa.pereira@ren.pt 

Redes Energéticas Nacionais (Main office)
Av. dos Estados Unidos da América, 55, 1749-061 
LISBON - Portugal
https://www.ren.pt/

service. In 2016, upon the workers’ suggestion to extend 
the benefit to the male employees, the measure was re-
named Parental Coaching and now includes workers of 
both sexes. The company received the Equality is Qual-
ity prize (2016/2017 – 12th edition) with an Honourable 
Mention in Exemplary Policies in the field of Equality be-
tween Men and Women and a Work-Family Balance in 
the private sector. 

The NÓS Programme is broadcast on the company’s in-
tranet and the Human Resources Management sends a 
personalised e-mail to all the female workers upon their 
return to work after their parental leave, which details the 
measure and the contacts with the partner service. The 
e-mail is sent to women employees because they most-
ly spent longer periods of time absent on parental leave 
than male employees. 

Budget and Resources 
No costs arose when the measure was implemented and 
the budget reserved for it refers only to paying for the 
coaching sessions – the annual payment is variable ac-
cording to the number of people who wish to enrol in it. 
Funding the measure is included in the resources paying 
for the NÓS Programme and costs about 1% of the en-
tire Programme. Despite the benefit being extended to 
the men, the women are the main users. The number of 
potential beneficiaries is low as women are under-repre-
sented in the company work force and their average age 
group is 44. This fact accounts for the lower impact on 
the cost of the measure. 

Consolidation and sustainability of the good practice 
The benefit is a fixture in the company’s Equality Plan 
and has been consistently upheld in the annual reviews 
made of it due to the fact that is has been well-accepted 
and costs the company very little. The partnership with 
the coaching enterprise is stable: the business has been 
the same for several years and the psychologist-coach 
responsible for counselling has likewise remained the 
same. 

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS
›	 Company leadership has shown itself to be receptive 

to awarding this benefit. 
›	 The low numbers of male workers taking advantage of 

the measure has shown itself to be the biggest chal-
lenge as a result of the difficulty in encouraging the 
interest and the emotional acceptance of the workers 
of both sexes. Nevertheless, this outcome is under-

mailto:vanessa.pereira@ren.pt
https://www.ren.pt/
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TARGET AUDIENCE OF ACTION(S)
All the company’s workers

IMPLEMENTATION PROCESS
Framework
When it joined iGen - a Forum of Organisations for 
Equality, the company established a wide range of 
commitments by promoting a balance and equality 
between men and women. Together with this process, 
the programme called NÓS (meaning “US”) was set 
up with the aim of bringing all the measures offered 
by the company in this field into a single programme. 
The Programme rests upon three main axes: Balance, 
Equality and Inclusion. The topic based on a work-fam-
ily balance falls along the Balance axis and includes 
four sub-axes: citizenship, work-life balance, family 
and health.

Implementation
The video is the outcome of activity falling within the 
NÓS Programme and has the aim of promoting the 
subject of equality between men and women. It was 
decided to air the opinions of both the company’s male 
and female workers in order to make the viewing pub-
lic more aware of the topic of shared parenthood. The 
idea of making the video came from the Human Re-
sources Management and was filmed as one of the 
in-house initiatives seeking to promote the subject of 
Gender Equality. The video was launched 2015 and 
shown on the company’s own television sets. At pres-
ent, it is only available on the company’s internal com-
munication network. 

Budget and Resources 
No costs arose when the measure was implemented; 
the budget reserved for it was included in the resourc-
es paying for the NÓS Programme and cost about 
15% of the entire Programme budget.

Consolidation and sustainability of the good practice 
The video was given prime-time on the company’s in-
ternal TV channels for about one month. It is available 
for viewing on the company’s internal communication 
network. 

NAME OF THE ORGANISATION
Redes Energéticas Nacionais (REN), S.A.

SECTOR
Electric Power and Natural Gas transmission 
Private profit-making sector (Continental Portugal)
Branch of activity: Electric power transmission and Nat-
ural gas distribution– European Code NACE D35.1.2 e 
D35.2.2
Traditionally seen as a masculine sector with an un-
der-representation of the feminine labour force. 

NUMBER OF WORKERS
684 employees 
518 men (75.7%) and 166 women (24.3%) 

DESCRIPTION AND GOAL OF ACTION(S) 
Description: promotion and dissemination of an in-
house video about equality between men and women 
with the workers taking part in the film. 

Conditions: 
The video, which lasts four minutes and six seconds 
(4’06’’), is divided into four parts dealing with equality 
between men and women: 
1. the NÓS Programme framework and the topic fo-

cusing on Equality made by the Manager of Human 
Resources;

2. women doing jobs traditionally done by men: from 
the perspective of a woman who is a Building Pro-
ject Manager; 

3. feminine leadership: a male worker’s perspective of 
having a woman superior; 

4. shared parenting: from the perspectives of a male 
and a female worker about the importance of shar-
ing parental leave – video showing the family envi-
ronment. 

Goals: 
›	 encourage workers of both sexes to reflect upon 

equality between men and women; 
›	 publicise the perspective of the workers themselves 

so that their partners may also feel more inclined to 
take shared initial parental leave. 

REDES ENERGÉTICAS NACIONAIS (REN) – PROMOTION AND DISSEMINATION OF 
AN IN-HOUSE VIDEO ON EQUALITY BETWEEN WOMEN AND MEN WITH THE 
PARTICIPATION OF MALE AND FEMALE WORKERS
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Assessment of satisfaction with the measure
Relying on informal feedback, the video was assessed 
positively. The Human Resources Management be-
lieves that its success is linked to its visibility owing to 
the fact that the workers themselves speak about their 
own experiences in the video. 

Adjustments planned
The Human Resources Management does not foresee 
any adjustment to this measure. 

CONTACT
Vanessa Pereira 
Head of Culture and the Development of Human 
Resources 
E-mail: vanessa.pereira@ren.pt 
Redes Energéticas Nacionais (Main office) 
Av. dos Estados Unidos da América, 55, 1749-061 
Lisbon – Portugal
https://www.ren.pt/

SUCCESS FACTORS, CHALLENGES AND 
FACILITATING FACTORS
›	 Company leadership has shown itself to be receptive 

to promoting this measure. 
›	 Low cost of producing the video. 
›	 The possibility of workers of both sexes identifying 

with their partners. The Human Resources Manage-
ment believes that in this way, it is possible to obtain 
a greater impact on the workers’ awareness leading 
them to share parenting. 

RESULTS
Results – Number of times seen:
Number of times the video has been seen on the com-
pany’s internal communication network: 91

mailto:vanessa.pereira@ren.pt
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