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1 Introduction
1.1. What can I find in the Guide to best practices with regard to work-Life Balance?
What does the Guide include?
This “Guide to Best Practices for Promoting Work-Life Balance through Training Centers, Local
Corporations & NGOs in Italy, Greece, Portugal, Romania and Spain” offers methods, measures
and guidelines for planning and implementing programmes, projects and initiatives which favor
balance, harmonisation and better time-management for those whom this guide is addressed
to.
Objectives
The ultimate goal of this publication is to ensure that work-life balance becomes part of the
fundamental objectives for Local Corporations, whilst also aiming at:
1. Demonstrate that it is feasible to successfully implement local policies which promote and
favour work-life balance. In a word, the Guide aims to show that Local Corporations and
Training Centers can support citizens in finding a new and more efficient manner of using and
managing their time.
2. The Guide also aims to serve as a
guiding instrument for Training Centers,
Local Corporations & NGOs and when
implementing initiatives which strive for
similar objectives or when attempting to
deal with problems related to work-life
balance.
Who is the guide addressed to?
This Guide is addressed to Training
Centers, Local Corporations & NGOs
but, also, to anyone interested in this
subject and/ or in how to implement
initiatives aimed at responding to
demands and needs linked to the worklife balance sphere.
How is information presented in this guide?
The information included in this Guide has been analysed and systematised so that is now
easily accessible. The contents are divided into four different sections.
I. The Guide begins with an introduction, in which volume, objectives and beneficiaries are
presented. The why and wherefore of the volume and contents’ structure are also discussed in
this section.
II. The following section contains a number of initiatives which have been validated as best
practice regarding work-life balance.
III. An appendix – in the form of summary-cards – has also been included. In this part, a
description of the previously analysed best practices is shown, videos, power points.
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1.2. In which context has this Guide come into being?
This Guide came into being in the context of the trans-national Project “Conciliation for equality
in the 21st Century” in the call Grundtvig. The Centre Tecnologic Forestal de Catalunya is
responsible for this project. The partners of the projects are:
⇒
⇒
⇒
⇒

Scarabeus (Associazione Culturale) – Italia
CASTIIS (Centro de Assistência Social à Terceira Idade e Infância de Sanguêdo) – Portugal
Asociatia Colegiuloui National ‘Nicolae Titulescu’ – Romania
Club for Unesco of the departament of Piraeus – Greece

The main goal will be to determine the level of conciliation among partners and identify new
actions that allow the improvement of this conciliation.
•

•
•
•

Promoting equal opportunities in employment and the access to it, with no distinction
between men and women; and access to employment for women who have been out
of the job market and have faced specific difficulties in it, through the conciliation of
family and professional lives.
Generating best training practices in conciliation
Partners to know other realities that may be applied to some extent in their territories.
Determining what services to support conciliation of family and professional lives are
most useful.

Topics to be discussed
1. To
analyze
legislation
and
regulations to be applied in each
territory
2. To study on the application of
conciliation regulations
3. Detection and analysis of training
activities
addressed
to
the
responsible person of applying
conciliation
measures
(HR,
direction,…)
4. Identify best practices in training to
provide tools for conciliation.
5. Identify Good Practices at a
business level to encourage
conciliation and the impact of these
measures on access to work.
Focus
It consists of a series of positive actions in order to facilitate collective reflexions about the
realities and experiences of the participating countries. It will be one of the evaluation
mechanisms of training and of the territories’ current status, as it will detect uncovered needs
and it will identify the needs for specific reinforcements that may occur. The collaborative work
between institutions will be addressed to training and awareness programmes for conciliation.

1.3. How did the Guide come into being? Methodology
The contents of the Guide are the outcome of a learning process and knowledge transfer, as
well as of analysis, reflection and discussion, which result from the following:
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⇒ The study, evaluation and analysis of a set of questionnaires received aimed to examine the
initiatives promoted and/or developed by all partners
⇒ Five technical seminar about Best Practices, which took place in Romania, Portugal, Italy,
Greece and Spain, Since the October of 2010 and the May of 2012
The methodology employed to identify and validate best practices was developed in two main
stages:
1. Collection of data, which was further
analysed and evaluated, in order to undertake
a preliminary identification of potential best
practices. With this purpose in mind, an intense
in-house study was conducted, during which
work-life balance initiatives were gauged and a
preliminary assessment completed based on
the following criteria: innovation, efficiency and
transferability.

In order to compile information, an ad hoc
questionnaire was prepared and distributed in
cooperation with all partners
2. Analysis and validation of the best practices,
taking into account the following criteria: innovation, efficiency and transferability. Potential
best practices were also assessed during this second phase with regard to the aforementioned
criteria. Best practices were validated both through desk-job as well as over the course of a
technical seminar.
1.4. What can be considered as a best practice?
With a view to this Guide composition, it became necessary to adopt a definition of best
practice in the local sphere, which would be suitable for the established objectives. In this
context, a best work-life balance practice has been defined as:
Any innovative initiative, measure, behaviour, methodology or tool which, after being promoted
and implemented by the Training Centers, Local Corporations & NGOs or by a private institution
or company in the local environment, has demonstrated its effectiveness in achieving the goal
of favoring work-life balance for citizens and is also suitable to be transferred to other contexts.
The criteria employed to identify an initiative as best practice can be inferred from the previous
definition.
They are, specifically, the following:
⇒ Innovation will be examined in a broad sense, taking into account the wide-ranging
spectrum of possibilities and aspects in which one can detect innovative elements. Among
other reasons, the initiative can be considered as innovative in relation to the target group;
with regard to the particular problem that is tackled; to the specific characteristics of the
procedure, through which it is implemented, be it the model of organisation, management
mechanisms, services being offered or methods/instruments employed in the
accomplishment of the different actions; or also because it offers pioneering solutions to a
given problem.
⇒ Efficiency: the initiative should be able to accomplish, with a proven record and consistency
over time, the objectives, which were established at a specific and global level.
⇒ Transferability: the initiative should be suitably transferred to other different contexts,
either in a geographical sense or with regard to the groups involved – namely beneficiaries
or involved agents – to confront similar problems related to work-life balance.
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1.5. ¿what does work-life balance stand for?
The notion of “work-life balance” has been analysed by several disciplines within Social Sciences
and assigned numerous meanings. From a sociological perspective, the concept of work-life
balance represents a process of change in an originally rigid social structure, founded on
traditional values and on fixed gender roles. This process of change, despite the conflict with
resistance mechanisms opposing change, leads to individual emancipation (and, particularly, to
female emancipation), specially with regard to decision-making capacity in relation to time and
effort invested in different aspects of personal and professional spheres.
On the other hand, within the realm of Economics, the process of work-life balance is
understood as the externalisation of costs associated with household tasks, in order to find out
a model of joint responsibility among the different economic agents (families, market, State)
that corresponds to the potential benefits and which – from “familial” care – are assigned to
each of those agents. Therefore, it is necessary to correctly assess the “invisible costs” of house
work, in order to equitably distribute household and work functions among family members.
From a more functional perspective, closer
to each individual context, work-life
balance corresponds to the individual
liberties’ sphere because it represents the
right to decide over the use of one’s own
time, within the limits imposed by work
and family obligations. The desire to
approach people’s reality should not be
mistaken with a merely individualistic or
individual understanding of work-life
balance. On the contrary, the commitment
and joint responsibility of all social actors
involved, as well as all family members and
the private and public sectors, are essential
to achieving an adequate balance between
the different spheres of private and
professional life.
In this context, the current climate makes
it not possible to refer to work-life balance
without mentioning the notion of joint responsibility, since they are closely related. Joint
responsibility stands for the equitable acceptance – both by men and women – of
responsibilities, rights, duties and opportunities which are related to the domestic sphere, family
and its care. In conclusion, it implies that all social and institutional agents (State, companies,
trade unions, associations…) need to assume their responsibilities with regard to personal,
familial and professional realities arrangements.1
In order to achieve balance and harmonisation among the three life-spheres – personal, familial
and professional – it is necessary to make joint responsibility, in all its different dimensions, our
philosophy and principle for life1:
⇒ Individual joint responsibility among women and men, to break down traditional gender
roles and sexualised uses of time.
⇒ Social joint responsibility among the different social and institutional agents, (State,
institutions, companies, trade unions, NGOs, etc.), in order to enhance the degree of
freedom, so that men and women can choose different ways of combining their personal,
professional and familial life and reach a state of balance.
⇒ Family joint responsibility throws an intergenerational agreement among all family members
to support the household financially and emotionally.
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Balance between the different spheres of life…

1.6. What benefits does work-life balance provide?
There are numerous advantages in the harmonisation of the different spheres of life. In general
terms and from a global perspective, work-life balance is a strategy which ensures balance,
both in the work market and in the family domain, and allows individuals to make use of their
own time, thereby providing the following benefits.
a) It improves quality of life and personal well-being:
⇒ Firstly because it introduces a different philosophy with regard to time-management: work
stops being the central axis around which our lives revolve and a space is reserved for
personal development and social and political participation, both for men and women.
⇒ Secondly, it encourages the creation of a new model for domestic life in which family
responsibilities are equitably assigned.
⇒ And, lastly, it reduces stress and work-related illnesses, allowing professional promotion
within the same company.
b) It creates an environment of equal opportunities for women and men because it contributes
to breaking down the barriers, which have prevented women and men from being able to
combine and develop their familial and professional lives on equal terms.
c) It encourages social participation for both women and men. Even though work-life balance is
by no means a matter exclusively related to women or even to the realm of the couple, but
rather a social problem, it, nevertheless, facilitates the incorporation of women into the job
market and the involvement of men in the domestic and familial domain.
d) It strengthens the democratic system by enabling both women and men to exercise their
rights entirely.
e) It improves the productive system by allowing all human resources to be developed in every
respect, due to the women and men incorporation and permanence in the job market, the
retention of talent and the improvement of the work climate. Moreover, it enhances the
external image of companies, which will subsequently attract new clientele.
f) It increases efficiency and productivity in companies, which, therefore, become more
competitive and flexible. Competition and flexibility are undeniable requirements in order to be
sustainable in an environment defined by constant changes, globalisation and
internationalisation.

Guide to best practices with regard to work-Life Balance
g) It improves the welfare social-system protection, which will then be able to count on the
contributions of all, women and men.
1.7 Analysis of the conciliation legislation
Gender equality in the European Union
The equal treatment of men and women has been a fundamental tenet of the European Union
since its inception and the principle of gender equality is central to all its activities.
The Charter of Fundamental Rights of the European Union
Article 23: Equality between women and men Equality between women and men
must be ensured in all areas, including employment, work and pay.
The principle of equality shall not prevent the maintenance or adoption of measures
providing for specific advantages in favour of the underrepresented sex.
⇒ The Treaty of Rome, signed by the six founding countries of the European Economic
Community (EEC) in 1957, committed Member States to the right of equal pay for equal
work for men and women.
⇒ The Treaty of Amsterdam (1997) stipulated that the promotion of equality between
women and men was one of the EU’s fundamental tasks. It also introduced the elimination
of inequalities and discrimination and the promotion of equality between women and men
in all activities.
⇒ The Charter of Fundamental Rights of the European Union (2000) states that
equality between men and women must be ensured in all areas, including employment,
work and pay (Article 23) and reaffirms the ban on discrimination on a wide number of
grounds, including sex (Article 21 ).
⇒ The Treaty of the European Union (2009) commits Member States to non-discrimination
and equality between women and men (Article 2 and 3).
⇒ The Treaty on the Functioning of the European Union provides that the Union will
aim to eliminate inequalities and promote equality between men and women (Article 8). It
also stipulates that the Union will aim to combat discrimination based on sex, racial or
ethnic origin, religion or belief, disability, age or sexual orientation (Article 10).
Greece

Concept: Paternity Leave
Law
Law 2001
Code for Civil Servants
Social benefits
Private sector: father has the right to a 2-day leave for each childbirth.
Observations

Concept: Permission for maternity
Law
Law 2000/01
Code for Civil Servants
Social benefits
Public Sector
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A pregnant woman has the right to leave with full wages for 2 months in advance
and 3 months after she gives birth to her child. In case she already has more than 3
children, the maternity leave increases by 2 months.
The public servant that adopts a child has the right to 3 months leave with full
wages, in the first half of the year after the completion of the adoption procedures,
provided the adopted child is younger than 6 months of age.
Private Sector
Working women have the right to a maternity leave of 17 weeks. The first 8 weeks
are compulsorily given before the predicted date of the childbirth and remaining
rest 9 weeks after, but employers often agree to adjustments of these periods
according to the mother’s wishes
Observations
In case of death of the mother another progenitor can use the totality or the part
that the mother could not have enjoyed.
The female worker has the right to a sum of money, in case of IVF (artificial
insemination) and for the childbirth (delivery)

Concept: Extended leave of absence for care of relatives and
children
Law
Law 1993
Code for Civil Servants
Social benefits
Public Sector
Civil servants have the right to extended leave without wages for a maximum of 2
years, when it comes to the upbringing of the child. The leave is compulsory for the
Service. The working timetable of the servant is reduced for 2 hours per working
day, provided he/she has children under 2 years of age and for 1 hour provided
he/she has children from 2 to 4 years of age. An alternative is a leave of 9 months
with full wages for upbringing of a child.
Private sector
After the employee has completed one year with a particular employer that employ
at least 50 persons and of the other parent is working, the employee has the right
to special leave for the upbringing of the child up to the age of 3.5 years of age. It
is a special leave without wages during which the holder retains his/her insurance
by paying by himself/herself the complete amount of the insurance contribution.
Observations

Concept: Voluntary extended leaves of absence
Law
Code for Civil Servants
Social benefits
For education purposes a voluntary extended leaves of absence can be given to
applicant for maximum four years
Observations

Concept: Vacations and permissions for maternity, lactation or
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paternity (or ilt for pregnancy)
Law
Law 1993
Social benefits
Private sector
For lactation up to 2 years mothers have the right to a pause in their work for 1
hour per day, or to go to work 1 hour later. The time reduction can be continued for
2 hours and for 1 year, after an agreement between the two parties. The father has
the right to this special leave in case the mother does not make use of it.
The reduced working time is fully paid as a working time. The above right applies to
both natural and step parents of children of up to 6 years of age.
Observations

Concept: Reduction of day for minors' care
Law
Law 1984
Code for Civil Servants
Social benefits
Public Sector
In case of illness of dependent children or other dependants, a special arrangement
for leave applies, without wages, up to 6 working days for each year, 8 days for 2
children and 12 for more children. Dependent persons are defined as:
a) children up to 16 years of age (natural or adopted),
b) children older than 16 provided they suffer from a heavy illness or disability,
c) husband or wife who is not able to take care of him/herself, and
d) parents or singles brothers/sisters who cannot take care of themselves.
Private Sector
Parents with disabled or problematic children, have the right to a reduced working
timetable for 1 hour per day, with a corresponding cut in the wages, under the
following conditions:
a) The holder is working in an enterprise with more than 50 employees and
b) has a child with reduced physical, mental or intellectual ability.
Observations

Concept: Permission paid by surgical intervention of relatives
without hospitalization
Law
Law 1984
Code for Civil Servants
Social benefits
Public Sector
The public servant that has a child with a disease that demands frequent blood
transfusion or needs frequent hospitalization, has the right for a special leave with
full wages up to 22 working days per year.
Private Sector
Parents with disabled or problematic children, have the right to a reduced working
timetable for 1 hour per day, with a corresponding cut in the wages, under the
following conditions:
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a) The holder is working in an enterprise with more than 50 employees and
b) has a child with reduced physical, mental or intellectual ability.
Observations

Concept: Permission to visit the school where the children
attend lessons
Law
Law 1984
Code for Civil Servants
Social benefits
Public Sector - Private Sector
A permission to visit the school where the children attend lessons: Four (4) days
per year with full wages for the employee with children up to 17 years of age that
attend lessons of the primary or secondary education
In case of single-parent family the permission applies for six (6) days and if there
are more than three children the permission rises to eight (8) days
Observations

Concept: Surrogate mother leave
Law
Code for Civil Servants
Social benefits
Public Sector
A public servant-pregnant-surrogate mother has the right to the foreseen leave by
the Public Servant Code, for 2 months in advance and 3 months after birth.
However, she does not have the right to the reduction of her working timetable or
the 9-months leave with full wages.
The legal mother-public servant has the right to a part of the maternity leave and
specifically 3 months with full wages after the surrogate mother gave birth to the
child. Also she has the right to the facilitation of the working time reduction for 2
hours per day, provided the child is less than 2 years of age, or for 1 hour per day
if the child is between 2 and 4 years of age, or alternatively 9 months with full
wages for upbringing of the child.
Observations

Italy

Concept: Paternity Leave
Law
Law 53-8/3/2000
Measures for the support of motherhood and fatherhood, the right to the care and training and
coordination times of the city.
Social benefits
The new fathers are allowed three days off work, generally paid at 100%
Observations
Fathers are paid at 100% by National health Consolidated worker's father has the
right to be absent from work for 3 months following the birth of the child, if: death
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or serious illness of the mother abandonment of the child by the mother sole
custody to the father

Concept: Permission for maternity
Law
Law 53 –8/3 (2000)
Measures for the support of motherhood and fatherhood, the right to the care and training and
coordination times of the city
Social benefits
The working mother employee is entitled to be absent from work two months
before the expected date of birth and 3 months alter childbirth.
Observations
The worker can choose to delay the start of maternity leave: one month before the
expected date of birth and 4 months postpartum. Mother receives 80% of her
salary or 100% depending from collective agreements. These laws can be extended
to adoptive or foster care workers during the first (father or mother)3 months after
entry of the child (not over 6) in the family unless it is an international preadoptive fostering adoption ( the child can be over 6).
And pre-adoptive fostering international adoptions. In this case the right (3
abstentions months) is recognized even if the child is older than 6 years of age and
up. The three months runs from the entrance of the child in the family as long as
the worker is found at that time proprietor of an employment relationship.

Concept: Voluntary extended leaves of absence
Law
As above
Social benefits
The possibility of extended leave is eight years
Observations
Not more than 11 months

Concept: Extended leave of absence for care of relatives and
children
Law
As above
Social benefits
For education purposes a voluntary extended leaves of absence can be given to
applicant for maximum four years
Observations
The law recognizes to both parents, the individual right to parental leave for the
birth and adoption of a child during the first 8 years of the child for a maximum
period of ten months; promotes the active role of father through reward
mechanisms; equalize the rights of birth parents, adoptive and foster parents, and
extends support to parents with disabled children / and , allows women the right to
distribute the entire period of compulsory maternity leave from work in a more
freely time, encourages the hiring of temporary workers for replacements during
periods of voluntary or compulsory leave from work; prohibits dismissal due to the
request or parental leave, and allows the grant of an advance on severance pay to
cover the expenses during the period of optional leave
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Concept: Vacations and permissions for maternity, lactation or
paternity (or ilt for pregnancy)
Law
Social benefits
Observations
Holidays are not lost even if they coincide with maternity, lactation, paternity leave

Concept: Reduction of day for minors' care
Law
As above
Social benefits
Children must not be more than eight years
Observations
They can enjoy five days in a year at 30% of their pay, but if the child is less than
three years parents can have a parental leave for all the lasting of child’s ilness.

Concept: Permission paid by surgical intervention of relatives
without hospitalization
Law
Social benefits
Paid permission of three days
Observations
This permission of three days per year must be documentated

Concept: Another benefit
Law
As above
Social benefits
The time of the cities
Observations
The Chapter VII of the law, creates - through the institution of the Territorial
Timetable Plan - one of the three aims of the constituent law: the timing for the
cities functioning and the promotion of the use of time for social solidarity aims.
The way in which the mayors are required to draw up the guidelines of the plan is
participated: in fact it is created the Conducting Table where there are all the social
actors.
The focus of the local administrators are the needs of citizens and towns, the
quality of life and even non-monetary trade, encouraged - by the time banks – by
the local authority
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Portugal

Concept: Paternity Leave
Law
Law 7/2009
Social benefits
Father can share parental leave with mother. Mandatory 10 days, consecutive or
interpolative, in the 30 days after birth, 5 of them consecutive after birth.
The father can enjoy 10 more days, consecutive or interpolative, provided that it is
enjoyed simultaneously with mother.
Observations
Both working parents have the right, per each child birth, of an initial 120 days
parental license or, as an alternative, of 150 days consecutive, which can be
enjoyed after the birth (respecting the rights of mother described below);
The father receives 100% of his salary for the 10 mandatory days and for the 10
days optional.

Concept: Permission for maternity
Law
Law 7/2009
Social benefits
Can choose between 120 days or 150 days, and can share the leave with the father;
Mother may have a 30 days license prior to the child’s birth and is obliged to take a
6-week license after birth.
Observations
Mother receives 100% of her salary if she chooses 120 days and 80% if 150
days.

Concept: Extended leave of absence for care of relatives and
children
Law
Law 7/2009
Social benefits
The possibility of extended leave of absence is 2 years; In case of disability or
chronic disease, is 4 years.
Observations
Only paid in case of disability or chronic disease (65%)

Concept: Voluntary extended leaves of absence
Law
Las 7/2009
Social benefits
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1. Father and mother can enjoy more 30 days after the 120 or 150, if each one takes a
consecutive period of 30 days after the mandatory period of mother.

2. Both parents have the right of more 3 months of parental leave.
Observations
1. If the total is 150 days, the 30 days are paid 100%; if the total is 180 days, the
30 days are paid 83%
2. It can be consecutive or in 3 interpolative periods; Receives 25% of the salary.

Concept: Vacations and permissions for maternity, lactation or
paternity (or ilt for pregnancy)
Law
Law 7/2009
Social benefits
The vacations do not get lost when it coincides with the suspension for maternity,
lactation, or paternity
Observations

Concept: Reduction of day for minors' care
Law
Law 7/2009
Social benefits
Reduction of 5 hours per week to care child with disability or chronic disease, aged
not more than one year.
Right to work part-time: child under 12 years old or, regardless of age, child with
disability or chronic disease
Observations
Salary is not affected

Concept: Permission paid by surgical intervention of relatives
without hospitalization
Law
Law 7/2009
Social benefits
1. Children up to 12 years old or more in case of chronic disease or disability;
2. Children with 12 years old or more
Observations
1. There´s no reduction of the salary up to 30 days per year
2. There´s no reduction of the salary up to 15 days per year

Romania

Concept: Paternity Leave
Law
Organic law 118/2010
Statute of workers' rights

Social benefits
Two years father can stay with child
Observations
Father receives 75% of income of the latest 12 months, in the first year.
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Concept: Permission for maternity
Law
Organic law 118/2010
Statute of workers' rights

Social benefits
40 days for maternity
Observations
Mother receives 85% of the latest salary

Concept: Extended leave of absence for care of relatives and
children
Law
Organic law 118/2010
Statute of workers' rights

Social benefits
The possibly of extended leave of absence is two years, and three for disabled child
Observations
First year mother/father receives 75% of income of the latest 12 months.
If the mother want can interrupt and she get an insertion indemnisation.
Two years for the disabled child

Concept: Voluntary extended leaves of absence
Law
Organic law 118/2010
Statute of workers' rights

Social benefits
Optional , second year mother can extended leave
Observations
Without payment. anyone of parents can have this option.
One year for disabled child.

Concept: Vacations and permissions for maternity, lactation or
paternity (or ilt for pregnancy)
Law
Organic law 118/2010
Statute of workers' rights

Social benefits
The vacations do not get lost when it coincides with the suspension for maternity,
lactation, or paternity
Observations

Concept: Reduction of day for minors' care
Law
Organic law 118/2010
Statute of workers' rights

Social benefits
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6 houres/ day until child get 2 years
Observations
Propotional reduction of salary

Concept: Permission paid by surgical intervention of relatives
without hospitalization
Law
Organic law 118/2010
Statute of workers' rights

Social benefits
Until child get seven years mother can have paid medical permission
Observations

Spain

Concept: Paternity Leave
Law
Organic law 3/2007, of March 22
Social benefits
13 days added to 2 existing days, which full-time or partial, previous agreement
will be able to exercise with the business community
Observations
The father receives 100% of his salary on the part of the National Health Service

Concept: Permission for maternity
Law
Organic law 3/2007, of March 22
Statute of workers' rights

Social benefits
16 interrupted weeks, 6 weeks have to be after the childbirth
Observations
Mother receives 100 % of her salary on the part of the National Health Service
⇒ In the case that the mother resigns to 10 weeks, the father can take them.
⇒ Fall of maternity can be enjoyed part-time if agreement exists with the business
community.
Extension of the period of 16 weeks in case of birth, adoption or welcome of a
disabled minor.
Not reduction of the period of 16 weeks in case of death of the son
In case of death of the mother another progenitor/a can use the totality or the part
that the mother could not have enjoyed
In case of premature childbirth the period is extended up to a maximum of 13
additional weeks

Concept: Extended leave of absence for care of relatives and
children
Law
Organic law 3/2007, of March 22
Statute of workers' rights
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Social benefits
The possibility of extended leave of absence is three years
Observations
Only the working place is reserved during the first year, extendable to 15 months if
it is a question of a large family of general category (three children) and to 18
months (more than 3 children) for large families of special category

Concept: Voluntary extended leaves of absence
Law
Organic law 3/2007, of March 22
Statute of workers' rights

Social benefits
Minimal time of 4 months and maximum of 5 years
Observations
The requirement is to have a minimal antiquity of 1 year

Concept: Vacations and permissions for maternity, lactation or
paternity (or ilt for pregnancy)
Law
Organic law 3/2007, of March 22
Statute of workers' rights

Social benefits
The vacations do not get lost when it coincides with the suspension for maternity,
lactation, or paternity
Observations

Concept: Reduction of day for minors' care
Law
Organic law 3/2007, of March 22
Statute of workers' rights

Social benefits
Reduction of day when 1/8 and maxim realize ½ day
Observations
Proportional reduction of the salary and providing that the minor has maximum 8
years

Concept: Permission paid by surgical intervention of relatives
without hospitalization
Law
Organic law 3/2007, of March 22
Statute of workers' rights

Social benefits
Permission paid of two days
Observations
When a displacement is necessary, the permission will be 4 days
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2 Best practices regarding work-life balance
The following pages bring together the analysis of the initiatives submitted by Greek, Italian,
Portuguese, Romanian and Spanish Training Centers, Local Corporations & NGOs and which
meet the criteria required to be considered best practices. The criteria were previously defined
in the methodological section of the Balance Project. Other initiatives will also be included, in
order to complete the analysis.
Best practices will be examined with a view to the following categories:
1. An Integrated Approach to Promote Work-Life Balance. Those initiatives which adopt an
integrated methodology in order to promote work-life balance locally will be examined under
this heading. Integrated methodology is based on the idea that work-life balance affects the
entire society: women and men, the active population and care-dependent individuals,
companies and employees, public authorities and also the different areas and sectors within the
local government (social services, employment, education, health, culture, etc.).
2. One Goal: Managing and Saving Time. The initiatives examined in this chapter have been
promoted by Local Corporations with the objective of ensuring better time management, either
through measures which intend to implement flexitime and make work places more flexible,
both within the private sector and in the realm of Local Corporations, or through direct
intervention, that is, by adapting times, services and spaces to comply with citizen demands.
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MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: CASTIIS
Country: Portugal
Name of the company: CICLO FAPRIL INDS. METALÚRGICAS SA

Flexibility
Flexi-time
Part-time work
Shared tasks
Compressed workweek
Reduced work schedule
Hours per year

Yes

No

In process

X
X
X
X
X
8

Leaves
Maternity leave longer than stipulated beyond the legal measures
Paternity leave longer than stipulated beyond the legal measures
Leave for child care
Leave for breastfeeding longer than stipulated beyond the legal
measures
Leave for care taking of ill or disabled parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid time off
Flexibility regarding days off and short holidays
Time off for personal matters or family
Time off for community activities
Abandonment of the workplace due to a family emergency

Flexibility regarding work area
Flexibility in the work area
Work from home
Videoconferences

Yes

Yes

No

In process

not applicable
not applicable
X
not applicable
X
not applicable
not applicable
not applicable
not applicable
not applicable
not applicable
not applicable
X

No

In process

X
X
X

Policies regarding services or how to facilitate life-work balance
beyond workplace
Information about day care centers
Day care centers within the company
External day care centers
Economic support for day care center costs
Provision or payment for day care or babysitting services during work

Yes

No

In
process

X
X
X
X
X
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related travel or overtime work
Information about homes for the elderly
Care for the elderly external to the company
Seats reserved in local schools
Other services (laundry, shopping, transportation, parking, restaurants,
sports facilities...)

Personal support and advice
Role as fathers/mothers and children education
Work-family conflict
Training on differences between men and women
Time management
Stress management
Conflict management
Pre-birth and nutrition courses
Services of counseling on professional career (explicitly regarding
work and family/personal life)
Psychological/family counseling
Financial/tax advice
Legal counseling
Counseling for immigrants

Social or non-legal counseling
Health insurance for spouse
Health insurance for children
Insurance for disability
Global medical insurance
Retirement plans
Life insurance
Medical funds in the company
Take-home vehicle
Reimbursement of transportation costs incurred off work
Allowances (tickets) for lunch
Entertainment activities
Non-monetary compensation options

Yes

X
X
X
X

No

In process

X
X
X
X
X
X
X
X
X
X
X
X

Yes

No

In process

X
X
X
X
X
X
X
X
X
X
X
X

Briefly explain (in approximately 15 lines) the process followed by the company to deal
with life-work balance and the economic solutions chosen.
The Ciclo Fapril enterprise has made several efforts to assist her employees to in finding a balance
between personal and professional life.
Whenever we are asked, we help the employees finding solutions to family problems.
There are several measures proposed in this questionnaire that doesn’t have the legal framework in
Portugal.
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Further, some measures are not applicable in our type of industry or they don’t correspond to
employees expectations.
For example, legal advice had never been asked, neither advice about the employees private issues.
It is also not possible to operate a machine from home.
However, we have always had the concern to implement measures that meet the real needs of the
employees.
Usually there is a great appreciation of social measures that are not simple to implement in an
industrial unit, with a general tendency not to praise the small steps that companies in the industry
area are making in areas such as conciliation.
We always look for new ideas on this topic, study them, analyze their applicability and the costs
involved and them we put the ideas into practice if they bring an added value for employees and for
us as an organization.

Characteristics of the company
Ownership

Private x

Public �

Sector

□ Telecommunications

□ Production or distribution of energy or water

□
□
□
□
□
□
□
□
□
□
□

□
x
□
□
□
□
□
□
□

Distribution and Logistics
Accommodation and catering
Transportation
Publicity and media
Assessment
Other services for businesses
Banking, financing, and insurances
Health
Central and local administration
Education
Leisure

Chemicals, petroleum, gas, cork and plastics
Metal
Electronics industry
Software industry
Automotive industry
Food, beverages, tobacco
Textile, shoes, clothing, leather
Wood, paper and graphic art
Construction

Others: .................................................

Number of employees in 170
Ratio of female workers in the staff
Less than 25% �

from 25 to 50%x

from 50 to 75% �

Percentage of workers on fixed-term contracts
Less than 10% x

from 10 to 20% �

More than 20% �

THANK YOU FOR YOUR COLLABORATION

More than 75% �
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MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: CASTIIS
Country: Portugal
Name of the company: Espaço t

Flexibility
Flexi-time
Part-time work
Shared tasks
Compressed workweek
Reduced work schedule
Hours per year

Yes

No

In process

x
x
x
x
x
x

Leaves
Maternity leave longer than stipulated beyond the legal measures
Paternity leave longer than stipulated beyond the legal measures
Leave for child care
Leave for breastfeeding longer than stipulated beyond the legal
measures
Leave for care taking of ill or disabled parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid time off
Flexibility regarding days off and short holidays
Time off for personal matters or family
Time off for community activities
Abandonment of the workplace due to a family emergency

Flexibility regarding work area
Flexibility in the work area
Work from home
Videoconferences

Yes

No

Yes

No

In process

x
X
X
X
X
X
X
X
X
X
X
X

In process

X
X
X

Policies regarding services or how to facilitate life-work balance
beyond workplace
Information about day care centers
Day care centers within the company
External day care centers
Economic support for day care center costs
Provision or payment for day care or babysitting services during work
related travel or overtime work

Yes

No

X
X
X
X
X

In
process
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Information about homes for the elderly
Care for the elderly external to the company
Seats reserved in local schools
Other services (laundry, shopping, transportation, parking, restaurants,
sports facilities...)

Personal support and advice
Role as fathers/mothers and children education
Work-family conflict
Training on differences between men and women
Time management
Stress management
Conflict management
Pre-birth and nutrition courses
Services of counseling on professional career (explicitly regarding
work and family/personal life)
Psychological/family counseling
Financial/tax advice
Legal counseling
Counseling for immigrants

Social or non-legal counseling
Health insurance for spouse
Health insurance for children
Insurance for disability
Global medical insurance
Retirement plans
Life insurance
Medical funds in the company
Take-home vehicle
Reimbursement of transportation costs incurred off work
Allowances (tickets) for lunch
Entertainment activities
Non-monetary compensation options

Yes

X
X
X
X

No

In process

X
X
X
x
X
X
X
X
X
X
X
X

Yes

No

In process

X
X
X
X
X
X
X
X
X
X
X
X

Briefly explain (in approximately 15 lines) the process followed by the company to deal
with life-work balance and the economic solutions chosen.
The employees are not penalized when they left to assist the family.
They have flexibility in working hours.
Payment of meal, regardless of compliance with working hours.
The employees are allowed to bring the sons or daughters to the office.
They may participate in the Espaço t workshops for free.
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Characteristics of the company
Ownership

Private X

Public �

Sector

□ Telecommunications

□ Production or distribution of energy or water

□
□
□
□
□
□
□
□
□
□
□

□
□
□
□
□
□
□
□
□

Distribution and Logistics
Accommodation and catering
Transportation
Publicity and media
Assessment
Other services for businesses
Banking, financing, and insurances
Health
Central and local administration
Education
Leisure

Chemicals, petroleum, gas, cork and plastics
Metal
Electronics industry
Software industry
Automotive industry
Food, beverages, tobacco
Textile, shoes, clothing, leather
Wood, paper and graphic art
Construction

Others: Association

Number of employees in 30
Ratio of female workers in the staff
Less than 25% �

from 25 to 50%�

from 50 to 75% X

Percentage of workers on fixed-term contracts
Less than 10% �

from 10 to 20% �

More than 20% X

THANK YOU FOR YOUR COLLABORATION

More than 75% �
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MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: Centro de Assistência Social à Terceira Idade e Infância de
Sanguêdo (CASTIIS)
Country: PORTUGAL
Name of the company: GEBALIS EEM – Social Housing Municipal Enterprise
(Lisboa)
Flexibility
Flexi-time
Part-time work
Shared tasks
Compressed workweek
Reduced work schedule
Hours per year

Yes

No

In process

X
X
X
X
X
X

110 hours (11months x
10hours/year)

Leaves
Maternity leave longer than stipulated beyond the legal measures
Paternity leave longer than stipulated beyond the legal measures
Leave for child care
Leave for breastfeeding longer than stipulated beyond the legal
measures
Leave for care taking of ill or disabled parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid time off
Flexibility regarding days off and short holidays
Time off for personal matters or family
Time off for community activities
Abandonment of the workplace due to a family emergency
Flexibility regarding work area
Flexibility in the work area
Work from home
Videoconferences

Yes

No

Yes

No

In process

X
X
X
X
X
X
X
X
X
X
X
X
X

10 hours montly

In process

X
X
X

Policies regarding services or how to facilitate life-work balance
beyond workplace
Information about day care centers
Day care centers within the company
External day care centers
Economic support for day care center costs
Provision or payment for day care or babysitting services during work
related travel or overtime work

Yes

No

In
process

X
X
X
X
X
1
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Information about homes for the elderly
Care for the elderly external to the company
Seats reserved in local schools
Other services (laundry, shopping, transportation, parking, restaurants,
sports facilities...)

X
X
X
X

Personal support and advice
Role as fathers/mothers and children education
Work-family conflict
Training on differences between men and women
Time management
Stress management
Conflict management
Pre-birth and nutrition courses
Services of counseling on professional career (explicitly regarding
work and family/personal life)
Psychological/family counseling
Financial/tax advice
Legal counseling
Counseling for immigrants

Yes

Social or non-legal counseling
Health insurance for spouse
Health insurance for children
Insurance for disability
Global medical insurance
Retirement plans
Life insurance
Medical funds in the company
Take-home vehicle
Reimbursement of transportation costs incurred off work
Allowances (tickets) for lunch

Yes

Entertainment activities
Non-monetary compensation options

No

Parking
only
In process

X
X
X
X
X
X
X
X
X
X
X
X
No

In process

X
X
X
X
X
X
X
X
X
X

Lunch
Allowance for
all employees
of €6.40
except for
Board of
Administration

X
X

Briefly explain (in approximately 15 lines) the process followed by the company to deal
with life-work balance and the economic solutions chosen.

Gebalis grants annually to each employee a day immediately before or after an holiday; each
employee is entitled to 10 hours annual waiver activity without necessarily having to provide
justification. Gebalis supports 80% of the payment of the first three days of absences due to
2
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illness, provided the employee does not receive this amount through another system of social
security or health insurance, or allowance; grants to the parent by the birth of each child, (whose
amount and timing of payment are set annually by the Board of Directors), The sum of € 500
(2011). Gebalis pays a grant monthly to parents of ,handiccated children allowance of € 100 for
each child with a disability; supports full 15 days of parental leave the employee enjoy the first
month of the birth of the child, plus the paternity leave, provided it is not paid by the social
security system; For each working student, the company provides an allowance of € 300 per year
(2011), this support being conditioned to success at school; it supports 80% of pay in case of
child-raising in the proportion of 5 year absence from queensize the worker does not receive this
amount through the Social Security system or a health insurance.

Characteristics of the company
Ownership

Private �

Public

x

Sector

□ Telecommunications

□ Production or distribution of energy or water

□
□
□
□
□
□
□
□
□
□
□

□
□
□
□
□
□
□
□
□

Distribution and Logistics
Accommodation and catering
Transportation
Publicity and media
Assessment
Other services for businesses
Banking, financing, and insurances
Health
Central and local administration
Education
Leisure

Chemicals, petroleum, gas, cork and plastics
Metal
Electronics industry
Software industry
Automotive industry
Food, beverages, tobacco
Textile, shoes, clothing, leather
Wood, paper and graphic art
Construction

Others: Municipal Social Housing

Number of employees in 31 August 2011: 233 (including Board of Administration – 3
members)
Ratio of female workers in the staff
Less than 25% �

from 25 to 50%�

from 50 to 75%

x

More than 75% �

Percentage of workers on fixed-term contracts
Less than 10%

x

from 10 to 20% �

More than 20% �

THANK YOU FOR YOUR COLLABORATION

Gebalis, 9th September 2011.
3
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MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: ACNNT Craiova
Country: ROMANIA
Name of the company: HELLA ROMANIA – Development centre Craiova

Flexibility
Flexi-time
Part-time work
Shared tasks
Compressed workweek
Reduced work schedule
Hours per year

Yes

No

In process

X
X
X
X
X
X

Leaves
Maternity leave longer than stipulated beyond the legal measures
Paternity leave longer than stipulated beyond the legal measures
Leave for child care
Leave for breastfeeding longer than stipulated beyond the legal
measures
Leave for care taking of ill or disabled parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid time off
Flexibility regarding days off and short holidays
Time off for personal matters or family
Time off for community activities
Abandonment of the workplace due to a family emergency

Flexibility regarding work area
Flexibility in the work area

Yes

No

In process

X
X
X
X
X
X
X
X
X
X
X
X
X

In process

X

Work from home
Videoconferences

No

Yes

X
X

Policies regarding services or how to facilitate life-work balance
beyond workplace
Information about day care centers
Day care centers within the company
External day care centers
Economic support for day care center costs
Provision or payment for day care or babysitting services during work

Yes

No

X
X
X
X
X

In
process
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related travel or overtime work
Information about homes for the elderly
Care for the elderly external to the company
Seats reserved in local schools
Other services (laundry, shopping, transportation, parking, restaurants,
sports facilities...)

Personal support and advice
Role as fathers/mothers and children education
Work-family conflict
Training on differences between men and women
Time management
Stress management
Conflict management
Pre-birth and nutrition courses
Services of counseling on professional career (explicitly regarding
work and family/personal life)
Psychological/family counseling
Financial/tax advice
Legal counseling
Counseling for immigrants

Social or non-legal counseling
Health insurance for spouse
Health insurance for children
Insurance for disability
Global medical insurance
Retirement plans
Life insurance
Medical funds in the company
Take-home vehicle
Reimbursement of transportation costs incurred off work
Allowances (tickets) for lunch
Entertainment activities
Non-monetary compensation options

Yes

X
X
X
X

No

In process

X
X
X
X
X
X
X
X
X
X
X
X

Yes

No

In process

X
X
X
X
X
X
X
X
X
X
X
X

Briefly explain (in approximately 15 lines) the process followed by the company to deal
with life-work balance and the economic solutions chosen.
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Characteristics of the company
Ownership

Private X

Public

Sector

□ Production or distribution of energy or water

□ Telecommunications
□
□
□
□
□
□
□
□
□
□
□

Distribution and Logistics
Accommodation and catering
Transportation
Publicity and media
Assessment
Other services for businesses
Banking, financing, and insurances
Health
Central and local administration
Education
Leisure

□ Chemicals, petroleum, gas, cork and plastics
□ Metal
□ Electronics industry
□ Software industry
X Automotive industry
□ Food, beverages, tobacco
□ Textile, shoes, clothing, leather
□ Wood, paper and graphic art
□ Construction
Others: .................................................

Number of employees in 87
Ratio of female workers in the staff
Less than 25%

from 25 to 50%X

from 50 to 75%

Percentage of workers on fixed-term contracts
Less than 10% X

from 10 to 20%

More than 20%

THANK YOU FOR YOUR COLLABORATION

More than 75%
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MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: ACNNT Craiova
Country: ROMANIA
Name of the company: COLEGIUL NATIONAL NICOLAE TITULESCU

Flexibility
Flexi-time
Part-time work
Shared tasks
Compressed workweek
Reduced work schedule
Hours per year

Yes

No

In process

X
X
X
X
X
X

Leaves
Maternity leave longer than stipulated beyond the legal measures
Paternity leave longer than stipulated beyond the legal measures
Leave for child care
Leave for breastfeeding longer than stipulated beyond the legal
measures
Leave for care taking of ill or disabled parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid time off
Flexibility regarding days off and short holidays
Time off for personal matters or family
Time off for community activities
Abandonment of the workplace due to a family emergency

Flexibility regarding work area
Flexibility in the work area
Work from home
Videoconferences

Yes

No

Yes

No

In process

X
X
X
X
X
X
X
X
X
X
X
X

In process

X
X
X

Policies regarding services or how to facilitate life-work balance
beyond workplace
Information about day care centers
Day care centers within the company
External day care centers
Economic support for day care center costs

Yes

No

X
X
X
X

In
process
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Provision or payment for day care or babysitting services during work
related travel or overtime work

X

Information about homes for the elderly
Care for the elderly external to the company
Seats reserved in local schools
Other services (laundry, shopping, transportation, parking, restaurants,
sports facilities...)

X
X
X
X

Personal support and advice
Role as fathers/mothers and children education
Work-family conflict
Training on differences between men and women
Time management
Stress management
Conflict management
Pre-birth and nutrition courses
Services of counseling on professional career (explicitly regarding
work and family/personal life)
Psychological/family counseling
Financial/tax advice
Legal counseling
Counseling for immigrants

Social or non-legal counseling
Health insurance for spouse
Health insurance for children
Insurance for disability
Global medical insurance
Retirement plans
Life insurance
Medical funds in the company
Take-home vehicle
Reimbursement of transportation costs incurred off work
Allowances (tickets) for lunch
Entertainment activities
Non-monetary compensation options

Yes

No

In process

X
X
X
X
X
X
X
X
X
X
X
X

Yes

No

In process

X
X
X
X
X
X
X
X
X
X
X
X

Briefly explain (in approximately 15 lines) the process followed by the company to deal
with life-work balance and the economic solutions chosen.
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Characteristics of the company
Ownership

Private

Public X

Sector

□ Telecommunications

□ Production or distribution of energy or water

□ Distribution and Logistics
□ Accommodation and catering
□ Transportation
□ Publicity and media
□ Assessment
□ Other services for businesses
□ Banking, financing, and insurances
□ Health
□ Central and local administration
X Education
□ Leisure

□
□
□
□
□
□
□
□
□

Chemicals, petroleum, gas, cork and plastics
Metal
Electronics industry
Software industry
Automotive industry
Food, beverages, tobacco
Textile, shoes, clothing, leather
Wood, paper and graphic art
Construction

Others: .................................................

Number of employees in 80
Ratio of female workers in the staff
Less than 25%

from 25 to 50%

from 50 to 75%

Percentage of workers on fixed-term contracts
Less than 10%

from 10 to 20%

More than 20% X

THANK YOU FOR YOUR COLLABORATION

More than 75% X
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MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: ACNNT Craiova
Country: ROMANIA
Name of the company: S.C. MIFADI EXIM S.R.L.

Flexibility
Flexi-time
Part-time work
Shared tasks
Compressed workweek
Reduced work schedule
Hours per year

Yes

No

In process

X
X
X
X
X
X

Leaves
Maternity leave longer than stipulated beyond the legal measures
Paternity leave longer than stipulated beyond the legal measures
Leave for child care
Leave for breastfeeding longer than stipulated beyond the legal
measures
Leave for care taking of ill or disabled parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid time off
Flexibility regarding days off and short holidays
Time off for personal matters or family
Time off for community activities
Abandonment of the workplace due to a family emergency

Flexibility regarding work area
Flexibility in the work area
Work from home
Videoconferences

Yes

No

Yes

No

In process

X
X
X
X
X
X
X
X
X
X
X
X
X

In process

X
X
X

Policies regarding services or how to facilitate life-work balance
beyond workplace
Information about day care centers
Day care centers within the company
External day care centers
Economic support for day care center costs
Provision or payment for day care or babysitting services during work

Yes

No

In
process

X
X
X
X
X
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related travel or overtime work
Information about homes for the elderly
Care for the elderly external to the company
Seats reserved in local schools
Other services (laundry, shopping, transportation, parking, restaurants,
sports facilities...)

Personal support and advice
Role as fathers/mothers and children education
Work-family conflict
Training on differences between men and women
Time management
Stress management
Conflict management
Pre-birth and nutrition courses
Services of counseling on professional career (explicitly regarding
work and family/personal life)
Psychological/family counseling
Financial/tax advice
Legal counseling
Counseling for immigrants

Social or non-legal counseling
Health insurance for spouse
Health insurance for children
Insurance for disability
Global medical insurance
Retirement plans
Life insurance
Medical funds in the company
Take-home vehicle
Reimbursement of transportation costs incurred off work
Allowances (tickets) for lunch
Entertainment activities
Non-monetary compensation options

Yes

X
X
X
X

No

In process

X
X
X
X
X
X
X
X
X
X
X
X

Yes

No

In process

X
X
X
X
X
X
X
X
X
X
X
X

Briefly explain (in approximately 15 lines) the process followed by the company to deal
with life-work balance and the economic solutions chosen.
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Characteristics of the company
Ownership

Private X

Public

Sector

□ Production or distribution of energy or water

□ Telecommunications
□
□
□
□
□
□
□
□
□
□
□

Distribution and Logistics
Accommodation and catering
Transportation
Publicity and media
Assessment
Other services for businesses
Banking, financing, and insurances
Health
Central and local administration
Education
Leisure

□ Chemicals, petroleum, gas, cork and plastics
□ Metal
□ Electronics industry
□ Software industry
□ Automotive industry
X Food, beverages, tobacco
□ Textile, shoes, clothing, leather
□ Wood, paper and graphic art
□ Construction
Others: .................................................

Number of employees in 25
Ratio of female workers in the staff
Less than 25%

from 25 to 50%

from 50 to 75%

Percentage of workers on fixed-term contracts
Less than 10%

from 10 to 20%

More than 20% X

THANK YOU FOR YOUR COLLABORATION

More than 75% X
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MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: Centre Tecnològic Forestal de Catalunya
Country: SPAIN
Name of the company: CTFC

Flexibility
Flexi-time
Part-time work
Shared tasks
Compressed workweek
Reduced work schedule
Hours per year

Yes

No

In process

x
x
x
x

Leaves
Maternity leave longer than stipulated beyond the legal measures
Paternity leave longer than stipulated beyond the legal measures
Leave for child care
Leave for breastfeeding longer than stipulated beyond the legal
measures
Leave for care taking of ill or disabled parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid time off
Flexibility regarding days off and short holidays
Time off for personal matters or family
Time off for community activities
Abandonment of the workplace due to a family emergency

Flexibility regarding work area
Flexibility in the work area
Work from home
Videoconferences

Yes

No

Yes

No

In process

x
x
x
x
x
x
x
x
x

In process

x

Policies regarding services or how to facilitate life-work balance
beyond workplace
Information about day care centers
Day care centers within the company
External day care centers
Economic support for day care center costs
Provision or payment for day care or babysitting services during work

Yes

No

In
process
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related travel or overtime work
Information about homes for the elderly
Care for the elderly external to the company
Seats reserved in local schools
Other services (laundry, shopping, transportation, parking, restaurants,
sports facilities...)

Personal support and advice
Role as fathers/mothers and children education
Work-family conflict
Training on differences between men and women
Time management
Stress management
Conflict management
Pre-birth and nutrition courses
Services of counseling on professional career (explicitly regarding
work and family/personal life)
Psychological/family counseling
Financial/tax advice
Legal counseling
Counseling for immigrants
Training on the profession

Social or non-legal counseling
Health insurance for spouse
Health insurance for children
Insurance for disability
Global medical insurance
Retirement plans
Life insurance
Medical funds in the company
Take-home vehicle
Reimbursement of transportation costs incurred off work
Allowances (tickets) for lunch
Entertainment activities
Non-monetary compensation options

Yes

x

No

In process

x
x
x
x

x

Yes

No

In process

x
x

x

Briefly explain (in approximately 15 lines) the process followed by the company to deal
with life-work balance and the economic solutions chosen.
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Characteristics of the company
Ownership

Private �

Public x �

Sector

□ Telecommunications

□ Production or distribution of energy or water

□ Distribution and Logistics
□ Accommodation and catering
□ Transportation
□ Publicity and media
□ Assessment
□ Other services for businesses
□ Banking, financing, and insurances
□ Health
□ Central and local administration
□ Education
□ Leisure

□
□
□
□
□
□
□
□
□

Chemicals, petroleum, gas, cork and plastics
Metal
Electronics industry
Software industry
Automotive industry
Food, beverages, tobacco
Textile, shoes, clothing, leather
Wood, paper and graphic art
Construction

Applied Research Centre, Training i transfer of
technology..................................................
Others:

Number of employees in 118 ………..
Ratio of female workers in the staff
Less than 25% �

from 25 to 50%�

from 50 to 75% X �

Percentage of workers on fixed-term contracts
Less than 10% x �

from 10 to 20% �

THANK YOU FOR YOUR COLLABORATION

More than 20% �

More than 75% �
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MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: Centre Tecnològic Forestal de Catalunya
Country: SPAIN
Name of the company: Hotel Sant Roc

Flexibility
Flexi-time
Part-time work
Shared tasks
Compressed workweek
Reduced work schedule
Hours per year

Yes

No

In process

x
x
x

Leaves
Maternity leave longer than stipulated beyond the legal measures
Paternity leave longer than stipulated beyond the legal measures
Leave for child care
Leave for breastfeeding longer than stipulated beyond the legal
measures
Leave for care taking of ill or disabled parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid time off
Flexibility regarding days off and short holidays
Time off for personal matters or family
Time off for community activities
Abandonment of the workplace due to a family emergency

Flexibility regarding work area
Flexibility in the work area
Work from home
Videoconferences

Yes

No

Yes

No

In process

x
x
x

In process

Policies regarding services or how to facilitate life-work balance
beyond workplace
Information about day care centers
Day care centers within the company
External day care centers
Economic support for day care center costs
Provision or payment for day care or babysitting services during work

Yes

No

In
process

GRUNDTVIG COFE
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related travel or overtime work
Information about homes for the elderly
Care for the elderly external to the company
Seats reserved in local schools
Other services (laundry, shopping, transportation, parking, restaurants,
sports facilities...)

Personal support and advice
Role as fathers/mothers and children education
Work-family conflict
Training on differences between men and women
Time management
Stress management
Conflict management
Pre-birth and nutrition courses
Services of counseling on professional career (explicitly regarding
work and family/personal life)
Psychological/family counseling
Financial/tax advice
Legal counseling
Counseling for immigrants
Training on the profession

Social or non-legal counseling
Health insurance for spouse
Health insurance for children
Insurance for disability
Global medical insurance
Retirement plans
Life insurance
Medical funds in the company
Take-home vehicle
Reimbursement of transportation costs incurred off work
Allowances (tickets) for lunch
Entertainment activities
Non-monetary compensation options

Yes

x

No

In process

x
x

Yes

No

In process

x
x

Briefly explain (in approximately 15 lines) the process followed by the company to deal
with life-work balance and the economic solutions chosen.

GRUNDTVIG COFE
2010-1-ES1-GRU06-20750
Conciliation for Equality in the XXI century

Characteristics of the company
Ownership

Private X�

Public �

Sector

□ Telecommunications

□ Production or distribution of energy or water

□ Distribution and Logistics
X Accommodation and catering
□ Transportation
□ Publicity and media
□ Assessment
□ Other services for businesses
□ Banking, financing, and insurances
□ Health
□ Central and local administration
□ Education
□ Leisure

□
□
□
□
□
□
□
□
□

Chemicals, petroleum, gas, cork and plastics
Metal
Electronics industry
Software industry
Automotive industry
Food, beverages, tobacco
Textile, shoes, clothing, leather
Wood, paper and graphic art
Construction

Others: .................................................

Number of employees in 20
Ratio of female workers in the staff
Less than 25% �

from 25 to 50%�

from 50 to 75% �

Percentage of workers on fixed-term contracts
Less than 10% �

from 10 to 20% �

More than 20%X �

THANK YOU FOR YOUR COLLABORATION

More than 75% X�

MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: SCARABEUS CULTURAL
ASSOCIATION………………………………………………………..
Country: …ITALY…………………………………..
Name of the company: …INPS ( NATIONAL INSTITUTE FOR NATIONAL
INSURANCE)………………………………………………………………..

Flexibility
Flexi-time
Part-time work
Shared tasks
Compressed
workweek
Reduced work
schedule
Hours per year

Leaves
Maternity leave
longer than stipulated
by law
Paternity leave longer
than stipulated by law
Leave for child care
Leave for
breastfeeding longer
than stipulated by law
Leave for care taking
of ill or disabled
parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid
time off
Flexibility regarding
days off and short
holidays
Time off for personal
matters or family
Time off for
community activities
Abandonment of the
workplace due to a
family emergency

Yes

No

In process

No

In process

x
x
x
x
x

Yes

x
x
x
x
x
x
x
x
x
x
x
x
x

Flexibility
regarding work
area
Flexibility in the work
area
Work from home
Teleworking
Videoconferences
Internet

Policies regarding
services or how to
facilitate life-work
balance beyond
workplace
Information about
day care centers
Day care centers
within the company
External day care
centers
Economic support for
day care center costs
Provision or payment
for day care or
babysitting services
during work related
travel or overtime
work
Information about
homes for the elderly
Care for the elderly
external to the
company
Seats reserved in
local schools
Other services
(laundry, shopping,
transportation,
parking, restaurants,
sports facilities...)

Work Adaptations
Work adaptations
Rotation of work area
Flexible workload

Personal support
and advice
Role as fathers/
mothers and children
education

Yes

No

In process

Yes

No

In process

No

In process

No

In process

x
x
x
x
x

x
x
x
x
x

x
x
x
x

Yes

x
x
x

Yes

x

Work-family conflict

x

Training on
differences between
men and women
Time management

x

Stress management

x
x
x

Conflict management
Pre-birth and
nutrition courses

x

Services of
counseling about
professional career
Services of counseling
on professional career
(explicitly regarding
work and family/
personal life)
Psychological/family
counseling
Financial/tax advice

Yes

Medical funds in the
company
Take-home vehicle

No

In process

x
x
x
x

Counseling for
immigrants

Life insurance

In process

x

Legal counseling

Social or non-legal
counseling
Health insurance for
spouse
Health insurance for
children
Insurance for
disability
Global medical
insurance
Retirement plans

No

Yes

x
x
x
x
x
x
x
x

Reimbursement of
x
transportation costs
incurred off work
Allowances (tickets)
x
for lunch
Entertainment
x
activities
Non-monetary
x
compensation options
Briefly explain (in approximately 15 lines) the process followed by the company to deal
with life-work balance and the economic solutions chosen.

For what it concerns the insurance for spouse, for children, for

disability the company have a global insurance health which covers
the insurances mentioned above.
They provide a strong application of flexible time, teleworking and
part-time in order to facilitate life-work balance.
The workers are getting older and older so the company will have
fewer workers in age to have children.
All workers have a fixed-term contract

Characteristics of the company
Ownership

Private !

Public X!

Sector

□ Telecommunications

□ Production or distribution of energy or water

□ Distribution and Logistics
□ Accommodation and catering
□ Transportation
□ Publicity and media
□ Assessment
□ Other services for businesses
□X Banking, financing, and insurances
□ Health
□ Central and local administration
□ Education
□ Leisure

□
□
□
□
□
□
□
□
□

Chemicals, petroleum, gas, cork and plastics
Metal
Electronics industry
Software industry
Automotive industry
Food, beverages, tobacco
Textile, shoes, clothing, leather
Wood, paper and graphic art
Construction

Others: OBLIGATORY NATIONAL
INSURANCE................................................
.

Number of employees in he company 110 ………..
Ratio of female workers in the staff
Less than 25% !

from 25 to 50%!

from 50 to 75% X!

Percentage of workers on fixed-term contracts
Less than 10% !

from 10 to 20% !

More than 20% X!

THANK YOU FOR YOUR COLLABORATION

More than 75% !

MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: SCARABEUS CULTURAL
ASSOCIATION………………………………………………………..
Country: …ITALY…………………………………..
Name of the company: COOPERATIVA 8
MARZO…………………………………………………………………..

Flexibility
Flexi-time
Part-time work
Shared tasks

Yes

Leave for
breastfeeding longer
than stipulated by law
Leave for care taking
of ill or disabled
parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid
time off
Flexibility regarding
days off and short
holidays
Time off for personal
matters or family
Time off for
community activities
Abandonment of the
workplace due to a
family emergency

In process

No

In process

x
x
x

Compressed
workweek
Reduced work
schedule
Hours per year

Leaves
Maternity leave
longer than stipulated
by law
Paternity leave longer
than stipulated by law
Leave for child care

No

x

Yes

x
x
x
x
x
x
x
x
x
x
x

x

Flexibility
regarding work
area
Flexibility in the work
area
Work from home

Yes

Videoconferences
Internet

Policies regarding
services or how to
facilitate life-work
balance beyond
workplace
Information about
day care centers
Day care centers
within the company
External day care
centers
Economic support for
day care center costs
Provision or payment
for day care or
babysitting services
during work related
travel or overtime
work
Information about
homes for the elderly
Care for the elderly
external to the
company
Seats reserved in
local schools
Other services
(laundry, shopping,
transportation,
parking, restaurants,
sports facilities...)

Yes

No

In process

No

In process

No

In process

x
x
x
x
x

x
x
x
x

Yes

x

Rotation of work area

x
x

Flexible workload

Personal support
and advice
Role as fathers/
mothers and children
education

In process

x
x
x
x

Teleworking

Work Adaptations
Work adaptations

No

x

Yes

x

Work-family conflict

x
x

Training on
differences between
men and women
Time management

x
x
x
x

Stress management
Conflict management
Pre-birth and
nutrition courses

Services of
counseling about
professional career
Services of counseling
on professional career
(explicitly regarding
work and family/
personal life)
Psychological/family
counseling
Financial/tax advice

Yes

In process

No

In process

x

x
x
x
x

Legal counseling
Counseling for
immigrants

Social or non-legal
counseling
Health insurance for
spouse
Health insurance for
children
Insurance for
disability
Global medical
insurance
Retirement plans

Yes

x
x
x
x
x
x
x

Life insurance
Medical funds in the
company
Take-home vehicle

No

x

Reimbursement of
x
transportation costs
incurred off work
Allowances (tickets)
x
for lunch
Entertainment
x
activities
Non-monetary
x
compensation options
Briefly explain (in approximately 15 lines) the process followed by the company to deal
with life-work balance and the economic solutions chosen.

We privileged to give all the paternity and maternity leaves that

Italian laws allow. We do our best, in the respect of the laws, we
also give flexible and part-time work to facilitate people with
children to work in a relaxed way.In fact the atmosphere in our
company is very friendly and relaxed because we try , if possible,
to solve the problems that people with children may have.

Characteristics of the company
Ownership

Private X!

Public !

Sector

□ Telecommunications

□ Production or distribution of energy or water

□ Distribution and Logistics
□X Accommodation and catering
□ Transportation
□ Publicity and media
□ Assessment
□ Other services for businesses
□ Banking, financing, and insurances
□ Health
□ Central and local administration
□ Education
□ Leisure

□
□
□
□
□
□
□
□
□

Chemicals, petroleum, gas, cork and plastics
Metal
Electronics industry
Software industry
Automotive industry
Food, beverages, tobacco
Textile, shoes, clothing, leather
Wood, paper and graphic art
Construction

Others: .................................................

Number of employees in the company 180………..
Ratio of female workers in the staff
Less than 25% !

from 25 to 50%!

from 50 to 75% !

Percentage of workers on fixed-term contracts
Less than 10% !

from 10 to 20% !

More than 20% X!

THANK YOU FOR YOUR COLLABORATION

More than 75% X!

MESURES FOR LIFE-WORK BALANCE IN COMPANIES
Partner: …SCARABEUS CULTURAL
ASSOCIATION……………………………………………………..
Country: …ITALY…………………………………..
Name of the company: ITIS GALILEO GALILEI LIVORNO…………………………………………………………………..

Flexibility
Flexi-time
Part-time work
Shared tasks
Compressed
workweek
Reduced work
schedule
Hours per year

Leaves
Maternity leave
longer than
stipulated by law
Paternity leave
longer than
stipulated by law
Leave for child care
Leave for
breastfeeding longer
than stipulated by
law
Leave for care taking
of ill or disabled
parents or children
Sabbatical leave
Professional rest
Unpaid holidays
Accumulated paid
time off
Flexibility regarding
days off and short
holidays
Time off for personal
matters or family
Time off for
community activities
Abandonment of the
workplace due to a
family emergency

Yes

No

In process

No

In process

x
x
x
x
x
x
Yes

x
x
x
x

x
x
x
x
x
x
x
x
x

Flexibility
regarding work
area
Flexibility in the work
area
Work from home
Teleworking
Videoconferences
Internet

Yes

In process

No

In process

No

In process

x
x
x
x
x

Policies regarding
services or how to
facilitate life-work
balance beyond
workplace
Information about
day care centers
Day care centers
within the company
External day care
centers
Economic support for
day care center
costs
Provision or payment
for day care or
babysitting services
during work related
travel or overtime
work

Yes

x
x
x
x

x

Information about
homes for the elderly
Care for the elderly
external to the
company
Seats reserved in
local schools
Other services
(laundry, shopping,
transportation,
parking, restaurants,
sports facilities...)

Work Adaptations
Work adaptations
Rotation of work area
Flexible workload

No

x
x
x

x

Yes

x
x
x

Personal support
and advice
Role as fathers/
mothers and children
education
Work-family conflict
Training on
differences between
men and women
Time management
Stress management
Conflict management
Pre-birth and
nutrition courses

Services of
counseling about
professional career
Services of
counseling on
professional career
(explicitly regarding
work and family/
personal life)

Yes

In process

No

In process

No

In process

x
x
x
x
x
x
x

Yes

x

Psychological/family
counseling
Financial/tax advice
Legal counseling
Counseling for
immigrants

Social or non-legal
counseling
Health insurance for
spouse
Health insurance for
children
Insurance for
disability
Global medical
insurance
Retirement plans
Life insurance
Medical funds in the
company
Take-home vehicle
Reimbursement of
transportation costs
incurred off work

No

x
x
x
x

Yes

x
x
x
x
x
x
x
x
x

Allowances (tickets)
for lunch
Entertainment
activities
Non-monetary
compensation
options

x
x
x

Briefly explain (in approximately 15 lines) the process followed by the
company to deal with life-work balance and the economic solutions
chosen.
We’d like to start by saying that, as we are a Scholastic
Institution, the Organization does not have a wide margin of
decision regarding the management of recruitment of staff, and
very little to the management of any kind of leave completely
regulated by law. The issue of balancing work-life and, more
specifically, the reconciliation of work and life, however, it is
a necessary moment of reflection to restore the centrality of the
family and its responsibilities. In this direction our
organization is committed to offer, when it is possible, flexible
schedules, availability in the execution of temporary teaching
job, even if they are too short, to reach the family needs which
provide the sudden staff lack.
Finally, our educational institution has embarked on a quality
accreditation course according to EGO, this has meant that
management and staff accomplished for a preliminary training and
prepared the implement of the organization analyses. This analysis
will be followed by a series of actions which will hopefully
facilitate the adoption of good practices, both in the
perspective of gender equality, and in the reconciliation.

Characteristics of the company
Ownership
Sector

Private !

Public X!

□ Production or distribution of energy or water

□ Telecommunications

□ Chemicals, petroleum, gas, cork and plastics
□ Metal
□ Electronics industry
□ Software industry
□ Automotive industry
□ Food, beverages, tobacco
□ Textile, shoes, clothing, leather
□ Wood, paper and graphic art
□ Construction

□ Distribution and Logistics
□ Accommodation and catering
□ Transportation
□ Publicity and media
□ Assessment
□ Other services for businesses
□ Banking, financing, and insurances
□ Health
□ Central and local administration
□X Education
□ Leisure

Others: .................................................

Number of employees in 214………..
Ratio of female workers in the staff
Less than 25% !

from 25 to 50%!

from 50 to 75% X!

Percentage of workers on fixed-term contracts
Less than 10% !

from 10 to 20% !

More than 20% X!

THANK YOU FOR YOUR COLLABORATION

More than 75% !

Guide to best practices with regard to work-Life Balance

3 Conclusions
Work-life balance is one of the challenges faced by society at the beginning of the 21st century.
The intense socio-demographic, economic and cultural changes which have taken place in
recent times in the developed world have given this question the highest priority in the political
agendas. Thus, work-life balance stands as one of the key-issues in Europe regarding policies
on employment or equal opportunities for men and women, because, since the Luxemburg
Summit in 1998, work-life balance has been related to protecting the European social model,
which to a great extent, depends on the increasing number of women partaking in the labour
market.
First of all
Not only women – who far from balancing, are merely accumulating tasks –, but also men, and
the entire society, is affected by the desire to achieve a balance between the different spheres
in life. Joint responsibility – understood in a holistic and multidimensional sense – proves to be
the solution to this conflict.
To put it briefly, in order to achieve work-life balance, society needs to assume joint
responsibility as a philosophy and norm for life, and social agents (companies, trade unions,
State, citizens, etc.) need to be committed to create a social structure which suits a more
balanced distribution of professional and familial duties, but at the same time, that leaves room
for personal needs and demands, allowing the individual self-construction.
In the second place
A dual notion of work-life balance overlooks the innate needs for personal development. For
this very reason, the recommendation should be to avoid a one-dimensional view of the family
sphere as a niche of responsibilities and duties, which need to be made compatible with work in
order to take into consideration other aspects related to the individual sphere (leisure,
education, social participation, etc.).
When the issue is considered carefully, the evolution from the term work-life balance to the
idea of harmonisation of the use of time, also conceived as a right for all citizens, becomes
selfevident. Lack of time and sparse, or nonexistent possibilities of distributing one’s own time
in a rational or harmonious manner, are then perceived as having a negative effect on the
quality of life of individuals.
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Appendixes

Partner

Host
https://vimeo.com/42448010

Greece
Italy
Good practice-1

http://youtu.be/jiHqPnVLOT0

Good practice-2

https://vimeo.com/39752256

Good practice-3

https://vimeo.com/39753024

Good practice-4

https://vimeo.com/39755310

Good practice-1

https://vimeo.com/42630344

Good practice-2

https://vimeo.com/43175401

Portugal

Romania

https://vimeo.com/42184612

Spain
Good practice-1

https://vimeo.com/38788479

Good practice-2

https://vimeo.com/39753657

http://prezi.com/ofrrpzl-bahw/video-good-practices-in-conciliation/

