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• The steady influx of women in the work force and the accelerating rate of increase
in the population aged 65 and over have encouraged government and work place
policies to help families resolve work-family conflicts. More than 57 percent of all
women with children under age 6 are currently in the labor force compared with
12 percent in 1950. Between 1980 and 1991, the percentage of the population over
age 65 increased by more than 24 percent, compared with an 11 percent increase
for the total population.

• Work disruptions are prevalent among parents employed outside the home. In a
Census Bureau study of the nearly 19 million employed women with children
under 15 years of age, 4.4 percent reported that they lost time from work in the
previous month because of a failure in their child care arrangement.

• Although the conflicts and complications between work and the demands of aging
relatives are similar to those associated with dependent children, the need for
elder care may be sudden and the costs less predictable than those for child care.

 • Employers are increasingly offering programs that address emergency child care
for workers whose regular arrangements have failed. Claims for a positive cost/
benefit from this type of support system are based on the avoidance of lost
productivity due to worker absence.

• The Earned Income Tax Credit (EITC) is available to workers with earned
incomes below $23,050 who have a qualified child and file a joint or head of
household income tax return. In an effort to offset the proposed new energy taxes,
President Clinton supports an expansion of the EITC.

• Under the 1993 Family and Medical Leave Act, effective August 5, 1993, private-
sector employers with 50 or more employees and most public-sector employers will
be required to grant an eligible employee up to 12 weeks of unpaid leave, with
guaranteed reemployment, for a serious medical condition of the employee or the
employee’s spouse, child, or parent, or to care for a newborn or newly adopted
child.

• A Department of Labor study of 452 collective bargaining agreements, each
covering 1,000 or more workers, that were in effect July 1, 1990 or later found that
slightly more than 50 percent contained one or more work and family provisions.

• While employers have been providing benefits for traditional families, societal
changes are challenging employers to provide benefits for nontraditional families.
These families include unmarried cohabiting heterosexual or homosexual couples
and their dependent children.

The Changing Environment
of Work and Family
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The steady influx of women
in the work force and the
accelerating rate of in-
crease in the very old
population have encour-
aged government and work
place policies to help
families resolve work-
family conflicts. At issue is
the form such policies should
take and who should pay.
President Bush twice vetoed a
family leave bill with the

rationale that leave policies should be negotiated be-
tween employers and employees rather than legislated.
Yet public opinion appears to support public policy that
involves employers in this emerging arena. For example,
77 percent of respondents to an October 1992 Employee
Benefit Research Institute (EBRI)/Gallup survey indi-
cated that employers should be required to provide an
unpaid leave of absence to employees upon the birth or
adoption of a child, with guaranteed reemployment. In
the same survey, 60 percent of all respondents and
72 percent of the respondents aged 18–34 said that
government should have some role in providing child
care assistance for families. Two-thirds of those surveyed
indicated they felt the employer should provide such
assistance (Employee Benefit Research Institute/The
Gallup Organization, Inc., 1992).1 Following nearly a
decade of debate at the federal level, the Family and
Medical Leave Act of 1993 was signed into law earlier
this year by President Clinton. In the meantime, a
number of states have legislated family leave, and a
number of employers have voluntarily established leave
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and other policies that support the dual roles of work
and family.

This Issue Brief reviews labor force and popula-
tion statistics and their implications for policies that
assist caregiving employees. It discusses government and
work place policies and benefits that are addressing the
needs of working families. In addition, it examines elder
care, child care, family and medical leave, flexible
benefits, and flexible work options. And finally, the
report explores the outlook for family-supportive ben-
efits, including those for nontraditional families.

By 1980, more than one-half
of all women aged 16 and
over were working or looking
for work.2 In June 1992,
58.5 percent were in the labor
force, and 45.3 percent of all
workers were women. An
even greater number of
women (75 percent) between
the ages of 25 and 54 were in
the labor force (U.S. Depart-
ment of Labor, 1991; 1992c).

By 1987, the labor force included the mothers of
60 percent of all school-age children and nearly
two-thirds of all mothers of children younger than
age 14. In addition, 57 percent of all women with
children under age 6 and more than one-half of
those with children under age 1 were in the labor
force. By contrast, in 1950, just 12 percent of women
with children under age six were in the labor force (U.S.
Department of Labor, 1988c, Hayghe, 1990). Employ-
ment during pregnancy also has risen, from 44 percent

1  A national public opinion survey to determine public attitudes on child care
and parental leave was commissioned by the Employee Benefit Research
Institute  and conducted by The Gallup Organization, Inc. in October 1992.
The sample included 1,000 randomly selected Americans aged 18 years and
over. The specific government action favored by the largest percentage of
respondents (83 percent) was “setting minimum standards for health/safety at
child care facilities of caregivers.”  Sixty-one percent of the respondents

favored the government allowing additional tax credits to families with
children in which both parents work. For a full discussion of public opinion
surveys that examine Americans’ attitudes toward employee benefits, see
Snider (1992).

2  Labor force participation rates are now computed for persons aged 16 and
over; prior to 1947, they were computed for persons aged 14 years and over.
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of the families. The
percentage of single
parent mothers in the
labor force increased
from 60 percent in 1985
to 67 percent in 1988.
In 1975, 15 percent of
the total families with
children were main-
tained by women. By
1988, the percentage
maintained by women
had risen to 21 percent.
In contrast, about the
same number were
maintained by single
fathers in 1988
(3 percent) as in 1975
(1 percent) (Hayghe,
1990).

In 1988, there
were 19.7 million
women in the labor
force who had children
under the age of 15. At
the same time, there
were 53.4 million
children under age 15
living with their
parents. Approximately
30.3 million had
mothers who were
employed outside the
home. Of these chil-
dren, 9.5 million were
under 5 years old (U.S.
Department of Com-
merce, 1992d).

Chart 1
Projections of the U.S. Population by Age, 2010

Source: U.S. Department of Commerce, Economics and Statistics
Administration, Bureau of the Census, Population Projections of the United
States, by Age, Sex, Race, and Hispanic Origin: 1992 to 2050, Current
Population Reports, Series P-25, no. 1092 (Washington, DC: U.S.
Government Printing Office, 1992).

Chart 2
Ratio of Children (Under Age 18) and Elderly (Aged 65

and Over) to Persons Aged 18–64, 1960–2050
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no. 1092 (Washington, DC: U.S. Government Printing Office, 1992).
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in 1961–1965 to 65
percent in 1981–1985
(U.S. Department of
Commerce, 1990).

Comprehensive
data on the living
arrangements of
children by the labor
force status of their
parents first became
available on a regular
basis in 1975. Since
that time there have
been profound changes
in both family structure
and work force pat-
terns. For example,
between 1975 and 1988,
the proportion of
married couples with
children declined from
84 percent of all
families with children
to 76 percent. And in
1975, in 53 percent of
the married-couple
families with children
only the father was in
the labor force; fewer
than one-half
(43 percent) of these
families were dual
worker. By 1988, the
percentage of families
in which only the father
was in the labor force
had dropped to
33 percent; both
parents were in the
labor force in 63 percent

Combined

Elderly (Persons 65 and older)

Children (Persons younger than 18)
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One of the most consequen-
tial trends occurring in
American society is the
aging of its population. The
1990 census counted
31.1 million people, or
12.5 percent of the total
population, aged 65 and
over (U.S. Department of
Commerce, 1992b). Between
1950 and 1980, the portion
of the population aged 65

and over increased 108 percent and that of the
population aged 85 and over increased 288 per-
cent, while the increase for the rest of the
population was 50 percent (U.S. Department of
Commerce, 1983). Between 1980 and 1991, the
percentage of the population over age 65 increased
by 24 percent, more than twice the 11 percent
increase for the total population (U.S. Department of
Commerce, 1992c). The growth of the elderly population
will be even more dramatic with the aging of the baby
boomers. This population, born during the baby boom
after World War II (1946 to 1964), will be 45 to 64 years
old by 2010 (chart 1).

The elderly dependency ratio, depicting
how many people over age 65 there are for every
100 people of working age (18 to 64 years) is ap-
proaching the size of the youthful dependency
ratio, depicting the number of people under age 18
for every 100 people of working age (chart 2).
Currently, it is less than one-half as large (U.S.
Department of Commerce, 1992a).

Longevity, encouraged by medical technology
and a rising standard of living, adds to the growth of the
elderly population and is not always accompanied by
good health and self-sufficiency. Nearly one-third
(32.0 percent in 1989) of the noninstitutionalized elderly
over 75 years old and more than one-fourth (26.3 per-
cent) aged 65 to 74 describe their health as fair or poor.
Among those aged 85 and over, 22 percent live in an
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institution (U.S. Department of Commerce, 1992b).
As they are for young children, families are the

primary caregivers of the elderly. The burden of
caregiving falls particularly to women, whether or not
they also are employed outside the home. In a study of
150 married daughters of widowed mothers, there was
little difference in the amount of care provided by the
daughters, regardless of their employment status.
Although the differences were not statistically significant,
employed daughters provided somewhat less personal
care and help with meal preparation than did the nonem-
ployed daughters. The employed and nonemployed
daughters provided equal amounts of help with shopping,
transportation, household maintenance, emotional
support, and service management (Brody and
Schoonover, 1986).

Child Care
The characteristic of a child
most likely to influence the
choice of care arrangement
is age (Leibowitz, Waite, and
Witsberger, 1988). Organized
child care facilities were used
for preschool-age children by
25.8 percent of employed
mothers in the fall of 1988. The
percentage using these facilities
increased with the age of the
child, making up 18.2 percent
of the care for children under

age 1, 20.2 percent for children between age 1 and 2, and
34.2 percent for 3 and 4 year old children. Most infants
and toddlers were cared for in their own home or in
someone else’s home. Nearly one-third (31.2 percent) of
the children under age 1 were cared for in their own
homes; 40.8 percent were cared for in another’s home
(table 1).

Utilization of relatives as child care providers in
either the child’s home or in the provider’s home has been
declining, particularly for children under age 5 (table 2).
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Table 1
Primary Child Care Arrangements Used by Employed Mothers for Children Under Age 5:  Fall 1988

All Children Younger Than 1 Year Aged 1 and 2 Aged 3 and 4

Type of Arrangement Number Percentage Number Percentage Number Percentage Number Percentage

Total 9,483 100.0% 1,523 100.0% 3,925 100.0% 4,035 100.0%

Care in Child’s Home 2,678 28.2 475 31.2 1,231 31.4 971 24.1
By father 1,433 15.1 249 16.4 596 15.2 587 14.6
By grandparent 539 5.7 108 7.1 290 7.4 141 3.5
By other relative 207 2.2 36 2.3 93 2.4 78 1.9
By nonrelative 500 5.3 82 5.4 253 6.4 164 4.1

Care in Another Home 3,491 36.8 621 40.8 1,621 41.3 1,249 30.9
By grandparent 778 8.2 160 10.5 363 9.2 255 6.3
By relative 476 5.0 69 4.5 230 5.8 178 4.4
By nonrelative 2,237 23.6 392 25.7 1,029 26.2 816 20.2

Organized Child Care Facilities 2,451 25.8 278 18.2 791 20.2 1,382 34.2
Day/group care center 1,575 16.6 246 16.2 595 15.2 734 18.2
Nursery school/preschool 875 9.2 32 2.1 196 5.0 648 16.1

School-Based Activity 15 0.2 a a 8 0.2 7 0.2
Kindergarten/Grade School 121 1.3 a a a a 121 3.0
Child Cares for Self 5 0.1 5 0.4 a a a a
Mother Cares for Child at Workb 723 7.6 144 9.4 273 7.0 306 7.6

Source:  U.S. Department of Commerce, Bureau of the Census, Who’s Minding the Kids?  Child Care Arrangements Fall 1988,  Current
Population Reports, Series P-70-30 (Washington, DC:  U.S. Government Printing Office, 1992).
aData not available
bIncludes mothers working at home or away from home.

From June 1977 to fall 1988, the usage of in-home care
dropped from 74.6 percent to 65 percent. This decline
was offset by increases in the proportion of children
cared for in organized child care facilities. In 1977,
13 percent of employed mothers used organized child
care facilities; in 1988, 25.8 percent used organized child
care for their children under 5 years of age. For older
preschool children, nursery schools and child care
centers may be preferred for their level of social interac-
tions and educational programs (Phillips, 1987; U.S.
Department of Health and Human Services, 1990).
Minimum age requirements established by providers or
licensing agencies are constraining factors for some
parents who would otherwise choose to place their very
young children in group care.

In addition to considering the child’s age,
families decide whether or not to use child care,
depending on its cost and convenience and the
perceived quality of the care. Family income and
the mother’s earnings have been shown to be
related to the specific choice of child care arrange-
ments (Lehrer, 1983). Labor market characteristics
have been found to predict the likelihood that
such benefits are available to an employed mother.
The mean hourly cost for child care for children of
employed mothers in the fall of 1988 was $2.87; when
fewer than 10 hours per week were used, the cost was
$6.06. The average weekly child care costs paid by
families was $53.40; for employed mothers with children

under 1 year, the average cost was $65.30 (U.S. Depart-
ment of Commerce, 1992d). The 1990 National Child
Care Survey found average weekly child care expendi-
tures of $63.21 for all children (Hofferth, 1991).3

High-quality child care has been defined as that which is
stable, has a low child-to-staff ratio, and has providers
who have training in child development and/or early
childhood education (Phillips, 1987).

Women often use three or four different arrange-
ments to provide care for their children while they work
or attend school, and care arrangements are apt to
change several times before children reach school age
(Floge, 1985). Changes are particularly prevalent for
very young children, as evidenced in a Census Bureau
survey of child care arrangements for fall 1988. Among
employed mothers of infants, 16.8 reported that they had
changed child care arrangements in the four months
prior to the interview. For employed mothers of children
aged 5 to 11, the percentage was 17.5 (table 3).

Work disruptions also are prevalent among
parents employed outside the home. Of the nearly
19 million employed women with children under
15 years of age, 4.4 percent reported that they lost

3 The National Child Care Survey, the first study of its kind in over a decade,
was administered between October 1989 and May 1990.  The survey collected
information from a nationally representative sample of U.S. households with
children under  age  13.  The survey was jointly sponsored by the National
Association for the Education of Young Children and the Head Start Bureau
of the Administration on Children, Youth, and Families in the U.S. Depart-
ment of Health and Human Services.
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Table 2
Primary Child Care Arrangements Used by Employed Mothers for Children Under Age 5:

Selected Periods, 1977–1988

Fall 1988 Fall 1987 Fall 1986 Winter 1984–85 June 1977a

Number of Children 9,483 9,124 8,849 8,168 4,370
Percentage 100.0% 100.0% 100.0% 100.0% 100.0%

Care in Child’s Home 28.2 29.9 28.7 31.0 33.9
By father 15.1 15.3 14.5 15.7 14.4
By grandparent 5.7 5.1 5.2 5.7 b
By other relative 2.2 3.3 3.4 3.7 12.6c

By nonrelative 5.3 6.2 5.5 5.9 7.0
Care in Another Home 36.8 35.6 40.7 37.0 40.7

By grandparent 8.2 8.7 10.2 10.2 b
By relative 5.0 4.6 6.5 4.5 18.3
By nonrelative 23.6 22.3 24.0 22.3 22.4

Organized Child Care Facilities 25.8 24.4 22.4 23.1 13.0
Day/group care center 16.6 16.1 14.9 14.0 b
Nursery school/preschool 9.2 8.3 7.5 9.1 b

School-Based Activity 0.2 b b b b
Child Cares for Self 0.1 0.3 b b 0.4
Mother Cares for Child at Workd 7.6 8.9 7.4 8.1 11.4
Other Arrangementse 1.3 1.0 0.8 0.8 0.6

Source:  U.S. Department of Commerce, Bureau of the Census, Who’s Minding the Kids?  Child Care Arrangements Fall
1988,  Current Population Reports, Series P-70-30 (Washington, DC:  U.S. Government Printing Office, 1992).
aData only for the two youngest children under 5 years of age.
bData not available.
cData for 1977 include grandparents.
dIncludes mothers working at home or away from home.
eIncludes children in kindergarten/grade school.

Table 3
Loss of Time from Work by Employed Mothers Because of Failures in Child Care Arrangements

and Frequency of Changes in Child Care Arrangements:  Fall 1988

Lost Time from Work Last Month Change in Arrangements in Last Four Months

All Mothers with All Mothers with
Mothers mothers one child mothers one child

All with One
Characteristics Mothers Child number percentage number percentage number percentage number percentage

(thousands) (thousands) (thousands) (thousands)

Total 18,902 9,210 823 4.4% 310 3.4% 2,960 15.7% 1,378 15.0%

Marital Status
Married, spouse

present 14,262 6,288 618 4.3 227 3.6 2,255 15.8 945 15.0
All othera 4,640 2,921 205 4.4 83 2.8 705 15.2 433 14.8

Age of Youngest Child
Under 1 1,456 650 87 6.0 38 5.9 244 16.8 92 14.2
1 and 2 3,759 1,654 285 7.6 88 5.3 608 16.2 238 14.4
3 and 4 2,889 1,169 113 3.9 45 3.9 482 16.7 191 16.3
5–11 7,935 3,219 302 3.8 102 3.2 1,391 17.5 639 19.9
12–14 2,864 2,517 36 1.3 36 1.4 235 8.2 217 8.6

Employment Status
Full time 12,551 6,440 568 4.5 244 3.8 2,019 16.1 980 15.2
Part time 6,350 2,770 255 4.0 66 2.4 941 14.8 398 14.4

Source:  U.S. Department of Commerce, Bureau of the Census, Who’s Minding the Kids?  Child Care Arrangements:  Fall 1988, Current
Population Reports, Series P-70-30 (Washington, DC:  Government Printing Office, 1992).
aIncludes married, husband absent (including separated), widowed, divorced, and never-married mothers.
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time from work in the previous
month because of a failure in their
child care arrangement. The inter-
viewer was instructed to include time
lost from work resulting from any
disruption that resulted in an alterna-
tive child care arrangement. For example, the provider
may have been ill, had an emergency, or had a prior
commitment. Disruption caused when the child’s illness
prevented care by the usual provider may also have been
included. Lost time from work was almost always the
mother’s responsibility. Among the women reporting lost
time, there was no significant difference between the
percentage of married and single mothers or between
those who worked full time and those who worked part
time (table 3). The percentage of women reporting lost
time was lowest when the child was             12 years of
age or older and highest when the child was under 2
years of age.

Elder Care
In 1960, women spent more years caring for chil-
dren under age 18 than they did caring for parents
over age 65. By 1980, the number of years devoted
to parents over age 65 exceeded the years with
children under age 18 (Watkins, Menken, Bongaarts,
1987). As working women delay childbearing into their
30s and 40s, while their parents live longer and longer,
increasing numbers of women will join the “sandwich
generation,” with simultaneous responsibilities for
children and dependent adults.

There is a wide range of estimates of the number
of employed caregivers of dependent adults. The Travel-
ers Companies (1987) in a survey of their workers found
that 20 percent of the respondents aged 30 and over
provided some form of care for an older person. The same
study found that 31 percent of their employees who
reported having elder care responsibilities also were
responsible for children. These caregivers were between
the ages of 30 and 40.

Estimates from the 1984
National Long-Term Care Survey
(Stone and Kemper, 1989) indicated
that only 2 percent of the general
population provided adult
caregiving. Higher estimates found

in industry-sponsored studies such as the one sponsored
by The Travelers may result from differing definitions of
the terms employed, elderly, caregivers, and help given.
In addition, low response rates from surveyed employees
may inflate study results (Stone and Kemper, 1989).
However, there is a consensus that the issues surround-
ing elder care cannot be overlooked; they are expected to
gain increasing attention in the coming years. There are
two possible reasons for such interest. One, the issue has
long-term implications for increasing numbers of employ-
ees, many of whom are providing care for two
generations. Two, corporate executives who are them-
selves caring for elderly parents identify with the needs
of their caregiving employees.

Although the conflicts and complications be-
tween work and the demands of aging relatives are
similar to those associated with dependent children, they
may surpass them. Several practical factors differentiate
elder care from child care.4 Unlike the birth of a child,
the need for elder care often comes suddenly, leaving
little time for planning by potential caregivers. Similarly,
costs for elder care may be much less predictable than
those for child care. And finally, parents of young
children are generally younger, with higher energy levels
and better health than are the caregivers of elderly
parents. Employees caring for elders may be more
established in their careers and have more flexible
schedules than employees caring for young children, but

In 1960, women spent
more years caring for
children under age 18

than they did caring for
parents over age 65. By

1980, the number of
years devoted to parents

over age 65 exceeded
the years with children

under age 18.

4  Elder care may be defined as any assistance given to an elderly person.
Cooking a meal, setting up medical appointments, and contributing to rent
payments can be forms of elder care (Bureau of National Affairs, 1991a).
Elder care involves activities such as calling or visiting older relatives or
friends to “cheer them up,” providing hands-on assistance with personal care,
handling legal problems and decisions, or providing assistance with shopping
and errands (The Coalition of Labor Union Women, 1991).  The term also may
apply specifically to employed caregivers who provide volunteer caregiving
support to an elderly relative or friend (Glynn, 1988).
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the emotional relationship and the emergence of role
reversals are often added burdens for adult caregivers and
recipients. Employees assisting an elderly person
and those caring for a young child reported ap-
proximately the same amount of interference
between job and family in a study of caregiving and
employment (Scharlach and Boyd, 1989). In both
instances, caregivers missed more than one and
one-half times the number of days missed by others.
More caregivers took time off during the work day and
interrupted their work day because of family responsibili-
ties.

Women are more likely to experience work and
caregiving conflict than men. One study, for example,
found that more women than men missed time from work
because of the demands of caring for a dependent adult
(Anastas, Gibeau, and Larson, 1990). Nonetheless, more
commonly than for child care, elder care appears to be a
concern of employed men. One report shows that men
made 10 percent of the child care calls and 40 percent of
the elder care calls to an employee counseling service.
Executives are as likely as blue-collar workers to have
responsibility for elder care (O’Reilly, 1992). In a 1989
Fortune magazine and John Hancock Financial Service
survey, 60 percent of corporate executives reported
employee problems as a result of elder care: 45 percent
cited worker stress; 38 percent, unscheduled leave;
37 percent, late arrivals and early departures; 32 percent,
above average use of telephones; and 30 percent, absentee-
ism (Bureau of National Affairs, 1991a).

A survey of 3,658 employees of Transamerica Life
Companies concluded that caregiver strain is defined not
simply by whether or not a caregiver is employed but
rather by the extent to which caregiving and work conflict
(Scharlach, Sobel, and Roberts, 1991). Work disruptions
related to caregiving were found to be associated with
caregiver strain and the likelihood of job turnover. Job
flexibility was associated with less personal life impact
and work interference. Employees who could receive
personal phone calls and adjust work routines, including
taking work home, reported fewer disruptions than did
those with more rigid work conditions.

Most child care assistance is
designed for parents who are
employed and is supported by
favorable tax policy. Tax
credits, including the Earned
Income Tax Credit (EITC)
targeted at low-income fami-
lies, are available for eligible
parents. At the work place,
employers are involved
primarily through the provi-
sion of dependent care
assistance programs (DCAPs).

Dependent Care Assistance Programs
The Economic Recovery Tax Act of 1981 (ERTA)
provided tax incentives for employees as well as
for employers for employer-sponsored programs
that provide assistance for child care and care for
other qualified dependents. Such efforts, known as
dependent care assistance programs (DCAPs), are
qualified by the Internal Revenue Service (IRS)
under Internal Revenue Code (IRC) sec. 129. If
provided by an employer, the benefits are excludable
from the employee’s gross income for tax purposes.
Neither the employee nor the employer pays taxes on the
value of the DCAPs. The costs are deductible by the
employer, provided that they constitute an ordinary and
necessary business expense. They are not subject to
FICA or other payroll taxes. Eligible expenses are
limited to dependents under age 13 and elderly or
disabled dependents.5 A DCAP may be, but is not
required to be, one of the benefits offered in a flexible
benefits plan, under the provisions of IRC sec. 125. To
qualify for tax-free status, an employer can provide:
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5  The Family Support Act of 1988 changed the age of eligibility for children
from “under 15” to “under 13,” effective January 1, 1989. Although assistance
is available for qualified elderly or handicapped dependents, few families who
care for aging parents can meet the Internal Revenue Code (IRC) criterion for
dependents, which requires the provision of more than 50 percent of the elderly
person’s financial support.
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information and referral services, an
on-site child care center, or financial
assistance through direct payment to a
child care provider or reimbursement to
an employee. If offered, the program
must be available to all employees and
cannot favor officers, owners, or highly
compensated employees.6  An employer
must prepare a written plan setting
forth eligibility requirements and
method of payment. Eligible employees
must be notified regarding the plan’s availability and
terms. On or before January 31, the employer must
provide each participant with a written statement indicat-
ing the amounts paid or expenses incurred by the
employer in providing dependent care assistance to the
employee during the previous calendar year.

Flexible spending accounts are a popular
method of funding DCAPs through employer contri-
butions, employee salary reductions, or both. (See
section on Employer Supports for data on flexible spend-
ing accounts.) The employee makes a pretax contribution
to the spending account, thus reducing the amount of
salary subject to income and Social Security tax. Employ-
ees must determine at the beginning of each year the
amount of salary reduction to contribute toward this
spending option and must forfeit any dollars unused at
year end. An employee, single or married, may exclude
from income up to $5,000 annually or $2,500 for a married
individual filing separately, but the amount of dependent
care assistance cannot exceed the income of the employee

or spouse, whichever is lower. A “use
it or lose it” provision prohibits the
carryover or refund to the employee
of money left in the plan account at
the end of the year.7

Tax Credits
The government uses two types of
income tax credits to support child
care. In the first, under IRC sec. 21,

tax credits are available to those with qualified child care
expenses that are not covered by or paid for by an em-
ployer-sponsored DCAP. An income tax credit is allowed
for eligible children when both spouses work full time or
when one spouse is a student and the other is employed.
A single parent must be employed or a student. Qualified
expenses are limited to $2,400 for one child and $4,800 for
two or more children and cannot exceed the earned
income of the individual, if single, or the income of the
lesser-earning spouse of a married couple. The tax credit
equals 30 percent of eligible expenses for individuals with
adjusted gross incomes of $10,000 or less, with the credit
reduced by one percentage point for each $2,000 of income
between $10,000 and $28,000. For individuals with
adjusted gross incomes above $28,000, the credit is
limited to 20 percent of qualified expenses.8

The Family Support Act of 1988, effective for
the 1989 tax year, reduced the amount of child care
expenses eligible for the tax credit by the dollar
value of child care provided through a dependent

The Family Support
Act of 1988, effective
for the 1989 tax year,
reduced the amount of

child care expenses
eligible for the tax
credit by the dollar
value of child care
provided through a

dependent care spend-
ing account and ex-

cluded from the
taxpayer’s income.

be used to reduce required premiums for the following year, returned to the
premium payers, or kept by the employer (William M. Mercer, 1990).

8  Prior to 1976, deductions from income were allowed for child care expenses:
$2,400 for one child, $3,600 for two, and $4,800 for three or more children.
Tax credits were first permitted with tax year 1976 returns, when a deduction
from income was allowed for child care expenses of $2,400 for one child,
$3,600 for two, and $4,800 for three or more children. The deduction was
phased out starting at adjusted gross income over $18,000 to zero at $27,600.
The 1976 credit equaled 20 percent of child care expenses, with expenses
limited to $2,000 for one qualifying individual and $4,000 for two or more.
There was no credit phaseout based on income. There were no major changes
in the law until tax year 1982, when the present criteria were established.

6  If, any time during the year or the preceding year, employees satisfy any of
the following conditions, they are highly compensated: was a 5 percent owner
of the company; received more than $96,368 (in 1993); received more than
$64,245 (in 1993) in annual compensation from the employer and was in the
top-paid group of employees for that year; or was an officer of the company
and received compensation greater than 50 percent of the limitations on the
amount of benefits payable for a defined benefit plan.  Dollar amounts are
indexed annually (IRC 401 (a) (4) and 414 (q)).

7  If a flexible spending account collects more in premiums, plus any interest
income, than it pays out in claim reimbursements and reasonable administra-
tive costs during the plan year, the plan has an “experience gain.”  A gain may
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Table 4
Comparison of Child Care Credits Claimed on Tax Year 1988 and 1989

Returns, by Adjusted Gross Income Levels

Tax Year Tax Year Amount Percentage
Income Level 1988 1989 Decreased Decreased

($ thousands)
Under $10,000

Returns $  154,977 $   64,468 $   90,509 58.4%
Dollars 23,175 8,754 14,421 62.2

$10,000–$19,999
Returns 1,913,657 1,126,964 786,693 41.1
Dollars 805,845 457,258 348,588 43.3

$20,000–$39,999
Returns 3,482,624 2,276,078 1,206,546 34.6
Dollars 1,461,686 902,181 559,502 38.3

$40,000–$74,999
Returns 2,662,304 2,073,336 588,968 22.1
Dollars 1,159,408 855,746 303,662 26.2

$75,000–$199,999
Returns 486,828 449,541 37,287 7.7
Dollars 238,537 208,722 29,815 12.5

$200,000–$499,999
Returns 31,194 25,930 5,264 16.9
Dollars 16,918 13,636 3,282 19.4

$500,000–$999,999
Returns 4,247 3,208 1,039 24.5
Dollars 2,471 1,841 630 25.5

$1,000,000 and Over
Returns 1,467 958 509 34.7
Dollars 883 581 302 34.2

Total
Returns 8,737,298 6,020,483 2,716,815 31.1
Dollars 3,708,922 2,448,719 1,260,203 34.0

Source:  John A. Szilagyi, “Whatever Happened to Child Care in 1989?”  IRS Research
Bulletin (September 1991): 33–37.

care spending account and excluded from the
taxpayer’s income. Taxpayers who claim the child care
tax credit are required to list the name, address, and
Social Security or other taxpayer-identification number
of the child care provider on their tax forms. Prior to
1988, taxpayers used one form of tax relief (either tax
credit or income exclusion) up to its maximum, then used
the other for any remaining expenses. The 1988 law
greatly reduced the possibility of using both a tax credit
and a DCAP.

Following steady increases since the 1976 tax
credit provision, the number and dollar value of child
care tax credits claimed on tax returns decreased signifi-
cantly after the enactment of the Family Support Act of
1988 (table 4). The number of returns claiming child care
credits dropped by 2.7 million, or 31 percent, in tax year
1989. There are two probable reasons for such a drop:
(1) the requirement that taxpayers include the care
provider’s name, address, and taxpayer identification
number, and (2) the change in the qualifying child’s age
from under 15 to under 13 (Szilagyi, 1991).

The second type, the Earned Income Tax
Credit (EITC), is a major program administered by 9  At press time, OBRA '93 was awaiting Senate action.

the IRS to provide assistance to the working poor.
A tax credit is available to workers with earned incomes
below $23,050 who have a qualified child and file a joint
or head of household income tax return. Families with
two or more children qualify for a 19.5 cent credit for
every dollar earned, up to an income of $7,750, and a
credit of $1,511. The credit remains constant for earn-
ings between $7,750 and $12,200. For every dollar of
earnings above $12,200, 13.93 cents is subtracted. At an
income of $23,050, the credit expires. If an eligible family
does not owe any tax, or owes less than the credit, the
tax is refundable.

Under the Omnibus Budget Reconciliation Act of
1993 (OBRA '93)9 passed by the U.S. House of Represen-
tatives on May 27, 1993, the EITC would be expanded.
The bill would raise the credit for a family with one child
from the current maximum of $1,434 to $2,062 in 1994
and approximately $2,120 in 1995. The credit would be
raised from $1,511 to $2,685 in 1994 and approximately
$3,460 in 1995 for a family with two or more children.
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Families with two or more qualifying children could
remain eligible until their income reaches $28,000, up
from the current maximum of $23,050. About one in three
American families now qualifies for the earned income tax
credit.10

Extended Leave
Prior to the passage of the Family and Medical Leave Act
of 1993, the United States had not required employers to
follow a standard employee leave policy. The focus of
federal legislation relative to employer-provided leave has
been on the prohibition of discrimination among employ-
ees in the provision of such benefits if they were offered.
Leave benefits have been a consequence of either state-
mandated disability insurance, collective bargaining
agreements, or voluntarily provided employee benefits.
The Pregnancy Discrimination Act (PDA) of 1978
requires that employers who choose to offer disabil-
ity insurance plans treat pregnancy and childbirth
as any other disability, with the same employee
benefit programs. PDA covers employers with 15 or
more employees. Employers usually pay for short-term
disability insurance plans; under these conditions, women
have the right to paid leave and insurance for pregnancy
and childbirth. If states mandate short-term disability
insurance laws, they also must include coverage for

10  Critics of the EITC believe that the program does not work well. For
example, one study shows that about one-quarter of the people eligible for the
tax credit did not file for it, and about two-fifths of the people who claimed the
credit should have been ineligible (Mufson, 1993). The Internal Revenue
Service estimated that for 1991, 2 million of the approximately 14 million
eligible failed to claim the credit (Crenshaw, 1992). Similarly, studies at the
Institute for Research on Poverty concluded that approximately 2.1 million
low-income families, or 76 percent of those who were entitled to the credit in
1988, failed to receive it (University of Wisconsin - Madison Institute for
Research on Poverty, 1991).

11  States’ rights to enact legislation addressing maternity leave were affirmed
in a 1987 landmark case, California Federal Savings and Loan v. Guerra. The
Supreme Court upheld a California law that requires employers with 15 or
more workers to offer up to four months’ unpaid leave for pregnant women,
with the promise of the same or a comparable job upon their return. The court
agreed that a state is permitted to require an employer to provide special job
protection for workers temporarily disabled by pregnancy. California Federal

had argued that the California law conflicted with the Pregnancy Discrimina-
tion Act, because it provided special benefits for women that were not available
to men. The court concluded that the leave did not discriminate against men but
provided equal employment opportunity by allowing women, as well as men, to
have families without losing their jobs. The statute does not compel employers to
treat pregnant workers better than other disabled employees; rather, it
establishes minimum benefits that employers must provide to pregnant workers.
Employers may give comparable benefits to other disabled employees.

12  The law does not apply to employers with work forces that are dispersed over
multiple work sites at least 75 miles apart, each of which has fewer than
50 employees.

13  For purposes of this act, highly compensated employees are salaried
employees in the highest paid 10 percent of an employer’s work force, employed
by the employer within 75 miles of the facility at which the employee is
employed. IRC code 414(q) does not apply as the definition for the purposes of
the Act.

pregnancy and childbirth under PDA.11

The 1993 Family and Medical Leave Act gener-
ally takes effect on August 5, 1993, six months after it
was signed into law by President Clinton on February 5,
1993. Medium and large private-sector employers with
50 or more employees12 and most public-sector employ-
ers will be required to grant an eligible employee up to
12 weeks of unpaid leave, with guaranteed reemploy-
ment, for a serious medical condition of the employee or
the employee’s spouse, child, or parent, or to care for a
newborn or newly adopted child. Where a husband and
wife are employed by the same employer, the aggregate
number of work weeks of leave to which both may be
entitled may be limited to 12 work weeks during any
12-month period.

With the exception of highly compensated
employees,13 who under certain circumstances are not
guaranteed reemployment, an employee shall be entitled
to be restored to the position of employment held when
the leave commenced or be restored to an equivalent
position with equivalent employment benefits, pay, and
other terms and conditions of employment. The taking of
leave cannot result in the loss of any employment benefit
accrued prior to the date on which the leave commenced.

Employees are eligible for family or medical
leave after working for the employer for 12 months or at
least 1,250 hours. Eligible employees are permitted 12
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weeks of family or medical leave in
each 12-month period. While on leave,
employees continue to receive the same
group health coverage that they had
while employed.

A number of states have
laws that mandate some type of
leave with guaranteed reemployment. The Family
and Medical Leave Act does not supersede state or
local laws that provide greater coverage. California,
Connecticut, Louisiana, New Jersey, Oregon, Rhode
Island, Tennessee, Vermont, Washington, and the
District of Columbia had previously passed legislation
that meets or exceeds the requirements of the federal
law (table 5). States where leave benefits cover both
private and public employees but are less favorable to
employees than benefits of the federal law are: Colorado,
Iowa, Kansas, Kentucky, Maine, Massachusetts, Minne-
sota, Montana, New Hampshire, New York, and
Wisconsin. Only public employees are covered by legisla-
tion in Alaska, Delaware, Florida, Hawaii, Illinois,
Maryland, Michigan, Missouri, Nebraska, North Caro-
lina, North Dakota, Oklahoma, Virginia, and West
Virginia.

Adoption
The Economic Recovery Tax Act of 1981 allowed
for a deduction of up to $1,500 for the adoption of
“special needs” children, including children who
are siblings, handicapped, or aged 5 and over. The
Tax Reform Act of 1986 eliminated this provision for tax
years beginning after 1986. As a substitute for the
deduction, the 1986 Act established a new outlay pro-
gram under the existing Title IV-E Adoption Assistance
Program to reimburse expenses associated with the
adoption of special needs children. One component of the
program requires states to reimburse certain costs
incurred for the adoption of special needs children.
Reimbursable expenses include those associated directly
with the adoption process, such as legal costs, social
service review, and transportation costs. The federal

government shares 50 percent of
these costs up to a maximum federal
share of $1,000 per child. Because
some states have not established an
adoption assistance program that
achieves the goal of the outlay
program, many concerned agencies

involved with the placement and care of children avail-
able for adoption, including children with special needs,
have called for the federal government to play a greater
role in adoption (U.S. Congress, 1991).

Flexible Benefits
Flexible benefits, flexible
compensation, and cafeteria
plans are terms used inter-
changeably to describe benefit
plans that permit employee
choice. In creating IRC
sec. 125, the Revenue Act of
1978 established the concept of
tax-qualified flexible benefits.
Flexible benefits entitle

employees to choose among benefit options paid for by
employer contributions, and/or purchased through pretax
salary reduction arrangements. As a result of this
legislation, eligible employees are permitted to choose
among two or more benefits consisting of cash and
qualified benefits, or among two or more qualified
benefits.14

Employees are permitted to choose among
benefit options paid for by employer contributions,
and/or purchased through pretax salary reduction
arrangements. In a typical flexible benefits plan the

A number of states
have laws that man-

date some type of leave
with guaranteed reem-
ployment. The Family
and Medical Leave Act
of 1993 does not super-
sede state or local laws

that provide greater
coverage.

14  A 1984 amendment to the IRC qualified the following benefits: medical
care, group term life insurance on an employee’s or dependent’s life, disability
benefits, group legal services, dependent care assistance programs, cash or
deferred plans under sec. 401(k), and vacation days. Sec. 125 protects
employees from being taxed on the cash that would have been received had one
or more qualified benefits not been chosen instead. (For a more complete
discussion of flexible benefits plans, see Foley, 1991).
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Table 5
Characteristics of the 1993 Family and Medical Leave Act and State Family Laws, February 1993

Family Maternity/ Maternity Temporary Covered Maximum Minimum Job
Adoption Illnessa Parentalb Disabilityc Disabilityd Employees Leave Firm Size Guarantee

Federal X X X all 12 weeks 50 Same or

equivalent

State

Alaskae X X X state 18 weeks 21 Same or

equivalent

California X X X Xf X all 4 months 50 Same or

equivalent

California X X state 1 year Same position

Colorado X X all reasonable period Same job class

Connecticute X X X X All g 75 Same or

equivalent

Delaware X state 6 weeks No explicit

provision

District of

   Columbiae X X X all 16 weeks 50 Same or

equivalent

Florida X X X X state 6 months Same or

equivalent

Georgia X X X 12 weeks Same or

equivalent

Hawaiih X X X X X state 4 weeks 100 Same or

equivalent

Illinois X X X state 1 year Same position

Iowa X all 8 weeks 4 Same provision as

other temporarily

disabiled workers

Kansas X all reasonable period 4 Same or

equivalent

Kentucky X all 6 weeks No explicit

provision

Louisiana X X all 4 months 26 No explicit

provision

Maine X X X all 10 weeks 25 Same or

equivalent

Maryland X X X state 12 weeks Same position

Massachusetts X X all 8 weeks 6 Same or

equivalent

Michigan X X X state 6 months Same position

Minnesota X X all 6 weeks 21 Same or

equivalent

Missourii X X state No guarantee

Montana X X X all reasonable period 1 Same or

equivalent

Nebraska X state 6 weeks Same position

New Hampshire X all 6 Same or

equivalent

New Jersey X X X X all 12 weeks 50 Same or

equivalent
(continued)
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Table 5 (continued)

Family Maternity/ Maternity Temporary Covered Maximum Minimum Job
Adoption Illnessa Parentalb Disabilityc Disabilityd Employees Leave Firm Size Guarantee

New Yorki X X X all same as biological No guarantee

North Carolina X state not addressed Same or

equivalent

North Dakota X X X state 4 months Same or

equivalent

Oklahoma X X X state 12 weeks Reinstatement to

original position

Oregon X X X X all 12 weeks j Same or

equivalent

Puerto Ricok X X X all 8 weeks Same position

Rhode Island X X X X all 13 weeks l Same or

equivalent

South Carolina X state 5 days No explicit

provision

Tennessee X X all 4 months 100 Same or

equivalent

Vermont X Xm X all 12 weeks 10 Same or

equivalent

Virginia X X state 6 weeks Same position

Washington X X X all 12 weeks 100 Same or

equvalent

West Virginia X X X state 12 weeks Same or

equivalent

Wisconsine X X X all n 50 Same or

equivalent

Source:  Employee Benefit Research Institute tabulations of data supplied by U.S. Department of Labor, Women’s Bureau,
Facts on  Working Women (Washington, DC: U.S. Government Printing Office, 1990); A. Foster Higgins & Co., Inc., Spotlight:
State Family Leave Laws at Year End  (Princeton, NJ: A. Foster Higgins & Co., Inc., 1992);  Women’s Legal Defense Fund,
State Laws and Regulations Guaranteeing Employees Their Jobs After Family and Medical Leaves  (Washington, DC:
Women’s Legal Defense Fund, 1990);  unpublished data from state legislatures.
aAlthough laws vary from state to state, generally family illness laws allow employees to take time off to care for a sick child,
spouse, or parent.  In addition, some states may allow the employee to take such leave for his or her own illness.

bMaternity leave allows time off if the mother is disabled or to care for the newborn.  Parental leave allows time off for the
mother or father to care for a newborn or newly adopted child.

cMaternity disability provides time off only if the mother becomes disabled due to the pregnancy.
dProvides for partial wage replacement for nonwork related disabilities. The Pregnancy Discrimination Act of 1978 requires that
employers who choose to offer short-term disability plans treat pregnancy and childbirth as any other disability.  Therefore, all
employers in states with mandated disability leave must also provide for pregnancy disability leave.

eThe law specifies leave time is to be granted for the worker’s own illness.
 fCalifornia’s maternity disability law, which became effect January 20, 1980, entitles a woman up to four months of leave if she
becomes disabled due to the pregnancy.  This law applies to firms with five or more employees.

gConnecticut state employees are entitled to 24 weeks of leave.  Private sector employees are entitled to 16 weeks of leave.
The state’s maternity disability leave law, effective since 1973, applies to firms of three or more employees.

hOn January 1, 1994 these provisions will apply to private firms of 100 or more employees.  Since November 15, 1982
employees in Hawaii have been entitled to disability leave due to pregnancy and/or childbirth.

iState prohibits discrimination in child care leave between biological and adopted children; it does not require employers provide
family leave.

jEmployees of 25 or more are entitled to adoption and maternity/parental leave.  Employees in firms of 50 or more employees
are entitled to family illness leave.

kIn Puerto Rico, partial payment for leave prior to and after a child’s arrival.
lThe law covers employees in private firms of 50 or more employees, city, town or municipal agencies of 30 or more employees,
and any state agency.

mThis leave applies to employees in firms of 15 or more employees.
nThe law provides six weeks of adoption and maternity/parental leave and two weeks of leave for family illness leave.
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Table 6
Percentage of Full-Time Employees in Medium and Large Private Establishments a and Small Private

Establishments b Eligible for  Flexible Benefits Plans (FBPs) and/or Flexible Spending Accounts (FSAs)

All Professional Technical Production
Employees and Adminstrative and Clerical and Service

Medium Medium Medium Medium
and large Small and large Small and large Smallc and Large Smalld

Coverage 1988 1989 1991 1990 1989 1989 1991 1990 1988 1989 1991 1990 1988 1989 1991 1990

Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%

Eligible for:
FBP and/or FSA 13 24 37 8 20 38 50 13 18 33 42 9 6 11 26 5
FBP with FSA 4 8 9 1 7 12 13 3 7 14 9 2 1 2 6 e
FSA total 12 23 36 7 20 36 48 14 17 31 40 9 5 11 26 4
FSA only 8 15 27 6 13 24 34 11 10 17 32 7 4 8 20 4

Source:  U.S. Department of Labor, Bureau of Labor Statistics, Employee Benefits in Medium and Large Private Establishments,
1988,1989, and 1991  (Washington, DC:  U.S. Government Printing Office, 1989, 1990, and 1993); Employee Benefits in Small
Private Establishments, 1990  (Washington, DC:  U.S. Government Printing, 1992).
aThese tabulations provide representative data for 32 million full-time employees in private nonagricultural establishments with 100
or more employees.

bThese tabulations provide representative data for 32 million full-time employees in private nonagricultural establishments with
fewer than 100 employees. The survey was comprised primarily of small independent businesses, although about 25 percent of
respondents were small establishments that were part of larger enterprises.

cCategory title used for small establishments is professional, technical, and related (includes professional, technical, executive,
and administrative occupations).

dCategory title used for small establishments is clerical and sales (includes clerical, administrative support, and sales occupations).
eLess than 0.5 percent.

employer provides a minimum level, or core, of certain
basic benefits. These generally include health insurance,
life insurance, disability income benefits, vacation, and
capital accumulation retirement plans. Other levels of
coverage may provide benefit credits for child care,
dental care, and/or legal services. To the extent possible,
all benefit packages represent equal value, but each is
designed to meet different needs.

Through a flexible spending, or reimbursement,
account certain medical (as well as child care) expenses
can be paid with pre-tax dollars. Covered expenses
include contributions to medical, dental, group life, and
disability plans, unreimbursed medical expenses such as
deductibles, co-insurance, and expenses not covered by
the medical or dental plans, and dependent care ex-
penses. A flexible spending account can be part of a full
blown flexible benefits program or it can be combined
with a traditional benefits package.

In recent years, flexible benefits plans have
enjoyed a rapid expansion. Contributing to the increase
are the changing needs of a work force with large
numbers of dual-earner families. In addition, flexible
benefits plans are viewed as a way to help control the
rising costs of health care, where duplicate coverage can
be avoided. The number of workers eligible for
flexible benefit plans and/or reimbursement

accounts rose from 5 percent in 1986, when these
plans were first reported, to 13 percent in 1988. In
1989, 24 percent were eligible, and by 1991 the
percentage had risen to 37 (table 6). In each of the
years reported, production and service workers were less
likely to have such plans than were technical and clerical
employees or professional and administrative employees.
Flexible benefits plans are less common in small estab-
lishments than in medium and large firms. In 1990, only
8 percent of full-time employees in establishments with
fewer than 100 employees were eligible.

Among the respondents to the 1990 National
Child Care Survey, 5.5 percent reported the availability
of cafeteria plans: 2.7 percent to mothers only,
1.8 percent to fathers only, and 1.0 percent to both
mothers and fathers (table 7). Of those who reported the
availability of cafeteria benefits, 6.3 percent said they
traded other benefits for child care.  The availability of
flexible spending accounts was reported by 8.3 percent of
the respondents to the survey. This percentage was
considerably lower than the percentage of employees in
medium and large firms reported by the U. S. Depart-
ment of Labor to be eligible for such benefits in 1991
(36 percent), (table 6).15 The 1990 National Child Care
Survey findings are closer to those found by the Depart-
ment of Labor for small firms in 1990  (7 percent),
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suggesting that this study may have
had a high concentration of parents in
small firms. Twenty-two percent of the
respondents to the National Child Care
Survey used flexible spending accounts
when they were available. Nearly one-
third (31.4 percent) of those who used
flexible spending accounts were families
with incomes of $50,000 or more.

Flexible Work Options
Flexible work schedules refer to any
adjustment in the hours worked that is
different from a traditional fixed daily
schedule for five days per week. Variations include
flextime, compressed work weeks, job sharing, and part-
time employment.

Flextime—Flextime allows employees to vary the
times their work days begin and end. Variations can
occur in the number of hours worked each day or the
total number of hours worked each week or pay period.
Flextime plans nearly always have a required core time
each day or specified days of the week and may range
from highly organized systems to informal arrangements
between a supervisor and employee. Flexible scheduling
sometimes involves alternating the length or timing of
the work day throughout the year. Such working hours
can take advantage of annual changes in daylight times.
Flextime can provide employed parents more scheduling
options to meet family obligations and can provide
commuting flexibility. Decreased incidence of employee
tardiness, absenteeism, and turnover may result, with
direct advantages for employers. Flextime was available
to 20.4 percent of the parents in the 1990 National Child
Care Survey (table 7).

Compressed Work Weeks—Another form of
flexible scheduling is a compressed work week in which

there are several long work days on a
fixed or rotating basis. Many federal
government agencies offer employees
the option of working nine hours a
day for eight days in a two-week
period, followed by one eight-hour
day, and then a day off. This sched-
ule provides a day off every other
week. Although compressed work
schedules may be intrusive into
family life and child care ar-
rangements, some employees
enjoy them because they provide
long weekends or periodic rest

days. The Bureau of Labor Statistics (BLS) re-
ported that  43.2 percent of the 1,202
establishments with 10 or more employees sur-
veyed in 1987 provided this benefit (table 8).

Job Sharing—Job sharing refers to a structured
arrangement that merges the efforts of two or more
(part-time) workers into one job. Employees involved in
the sharing are interchangeable. The incidence of
workers actually using this scheduling practice is low
relative to other types of flexible schedules. The BLS
reported that 15.5 percent of the 1,202 establishments
with 10 or more employees surveyed in 1987 provided
this benefit (table 8).

Part-Time—Part-time workers are those who
work on a temporary basis or who work part time on a
continuous or so-called permanent basis. Temporary
part-time work helps employers meet their peak-time or
seasonal needs but generally offers employees low wages,
low job status, and no company benefits. Except for the
loss of some traditional benefits and a somewhat lower
job status, permanent part-time employment may afford
the worker advantages similar to those offered by
flextime. Part-time jobs have greatly expanded during
the past decade as employers have sought ways to cut
labor costs. Until about 1970, the expansion was prima-
rily in voluntary part-time work as women and young

Although compressed
work schedules may be

intrusive into family life
and child care arrange-
ments, some employees
enjoy them because they
provide long weekends
or periodic rest days.
The Bureau of Labor

Statistics  reported that
43.2 percent of the

1,202 establishments
with 10 or more employ-

ees surveyed in 1987
provided this benefit.

15  The U.S. Department of Labor, Bureau of Labor Statistics defines private-
sector medium and large firms as those with 100 or more full-time employees.
Small establishments include those with fewer than 100 full-time employees.
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Table 7
Proportion of Parents Reporting Benefits Available Through Their Own or Spouse’s Employer,

by Household Income, 1990

Under $15,000– $25,000– $35,000–
Benefit Total $15,000 $24,999 $34,999 $49,999 $50,000 +

Child Care at Work Place
Sample size 3,591 488 584 621 787 864
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother only 6.5 6.0 6.8 7.6 6.2 6.6
Father only 2.3 3.4 2.5 1.9 2.1 2.2
Both 0.8 0.5 0.3 0.9 0.8 1.2
Neither 90.4 90.1 90.4 89.6 90.9 90.1

use work place
sample size 331 46 55 62 71 81
total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
yes 31.2 40.8 31.8 37.2 29.9 25.7
no 68.8 59.2 68.2 62.8 70.1 74.3

Flexible Spending Account (FSA)
Sample size 3,528 484 576 611 776 846
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother 4.9 2.4 3.4 4.9 5.6 6.9
Father 2.4 0.3 0.1 1.5 4.0 4.4
Both 1.0 0.4 0.4 0.1 1.0 2.5
Neither 91.7 96.9 96.1 93.5 89.5 86.2

use FSA
sample size 278 13 22 37 79 111
total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
yes 22.0 8.9 10.9 19.4 16.1 31.4
no 78.0 91.1 89.1 80.6 83.9 68.6

Cafeteria Plan
Sample size 3,515 485 573 613 767 845
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother only 2.7 2.8 2.5 2.5 2.4 3.3
Father only 1.8 0.6 0.7 1.0 1.8 3.9
Both 1.0 0.7 0.1 1.0 0.8 2.2
Neither 94.4 95.9 96.7 95.5 95.0 90.7

trade benefits
sample size 184 18 19 26 39 72
total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
yes 6.3 8. 9 8.7 3.2 8.2 6.1
no 93.7 91.1 91.3 96.8 91.8 93.9

Offer Money
Sample size 3,558 490 582 616 776 860
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother 0.9 1.5 0.7 1.4 0.6 0.7
Father 0.6 0.5 0.4 1.0 0.3 0.8
Both 0.1 0.0 0.0 0.0 0.1 0.1
Neither 98.4 98.0 98.9 97.6 98.9 98.4

Vouchers
Sample size 3,552 490 581 617 775 857
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother 0.4 0.0 0.2 0.1 0.9 0.4
Father 0.2 0.2 0.3 0.3 0.1 0.2
Both 0.2 0.4 0.0 0.5 0.3 0.1
Neither 99.2 99.4 99.5 99.1 98.7 99.3

Information and Referral
Sample size 3,496 483 568 611 762 842
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother only 4.9 3.3 4.8 4.3 5.4 5.9
Father only 3.0 2.3 3.0 2.5 2.5 3.9
Both 1.0 0.4 0.4 0.5 1.2 2.0
Neither 91.1 94.0 91.8 92.6 90.8 88.2

(continued)
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Table 7 (continued)

Under $15,000– $25,000– $35,000–
Benefit Total $15,000 $24,999 $34,999 $49,999 $50,000 +

Flextime
Sample size 3,531 486 578 617 769 852
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother only 10.9 9.2 12.0 10.1 11.8 11.5
Father only 6.5 2.7 6.1 5.3 7.4 8.7
Both 3.0 1.1 1.8 1.8 3.7 6.0
Neither 79.6 87.0 80.2 82.8 77.1 73.8

Unpaid Leave
Sample size 3,482 476 567 605 759 851
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother only 15.4 15.8 13.1 15.0 17.7 16.4
Father only 7.4 2.0 7.3 7.1 8.5 10.2
Both 4.8 1.7 3.3 3.6 6.7 7.4
Neither 72.4 80.5 76.3 74.3 67.1 66.0

Part-Time Work
Sample size 3,514 480 570 615 770 852
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother only 23.5 29.8 23.3 23.0 25.7 20.2
Father only 7.0 5.3 7.1 5.6 7.4 8.3
Both 4.8 2.3 4.4 4.0 6.1 7.1
Neither 64.6 62.6 65.2 67.5 60.8 64.3

Work at Home
Sample size 3,560 489 580 616 782 860
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother only 5.2 2.4 4.2 3.9 7.2 7.0
Father only 3.4 1.1 1.7 1.7 4.3 6.8
Both 1.0 0.6 0.5 0.5 0.8 2.2
Neither 90.4 95.9 93.5 93.9 87.8 84.0

Other Benefits
Sample size 3,545 489 579 615 775 856
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Mother only 0.6 1.0 0.8 0.5 0.3 0.6
Father only 0.4 0.2 0.2 0.6 0.4 0.8
Both 0.1 0.0 0.1 0.0 0.1 0.0
Neither 98.9 98.8 98.8 98.9 99.2 98.7

Any Benefits
Sample size 3,589 490 584 622 788 867
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
Yes 51.6 48.0 49.6 48.7 55.7 57.2
No 48.4 52.0 50.4 51.3 44.3 42.8

Source:  S.L. Hofferth, A. Brayfield, S. Deich, and P. Holcomb, National Child Care Survey, 1990  (Washington, DC:  Urban
Institute, 1991).

people entered the labor force. Since that time the
growth has been in involuntary part-time work. Between
1969 and 1989, 1.7 of the 2.6 percentage-point increase
in the rate of part-time employment was in involuntary
part-time work (Tilly, 1991).

An EBRI analysis of the March 1992 Cur-
rent Population Survey shows that there were
28.7 million part-time workers aged 16 and over in
1991. Nearly one-quarter (22.6 percent) were
involuntarily part time (table 9). The highest per-
centages of those who voluntarily worked part time were
teen-agers and senior citizens. Most of the workers aged
16–17   (82.6 percent), and aged 65 and over (81.4) were

voluntarily part time. More females (69.9 percent) than
males (57.8 percent) who worked part time did so
voluntarily (table 9).

Flexible work schedules and family illness
hours have been identified as the most helpful
benefits for employees with responsibilities for
elder care. In the Scharlach and Boyd (1989) study of
caregiving and employment, these programs were
utilized by 82 percent and 74 percent of the respondents,
respectively. Lunch time seminars were used by
39 percent of the respondents. While 36 percent used
employee assistance programs (EAPs), and 35 percent
used dependent care reimbursement accounts, greater
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Table 8
Employer-Sponsored Flexible Benefits Among Establishments with 10 or More Employees, 1987

Private Industry

Total Total Goods Producing Service Producing Government

Total Establishments 1,202 1,128 272 856 74
Flextime 43.2 43.6 31.3 47.5 37.5
Voluntary Part Time 34.8 35.3 22.4 39.4 26.7
Job Sharing 15.5 15.0 9.0 16.9 23.5
Work at Home 8.3 8.5 8.2 8.6 4.0
Flexible Leave 42.9 42.9 37.3 44.6 43.7
Other Leave or Work Schedule Policies 2.1 1.8 1.3 1.9 7.1

Source:  U.S. Department of Labor, Bureau of Labor Statistics,  “BLS Reports on Employer Child-Care Practices,”  news release USDL
88-7, 7 January 1988.

18  Wilmer, Cutler & Pickering, a Washington, DC law firm opened an
emergency center in 1986. Emergency Child Care Services, begun in
September 1989 as a collaboration among seven major New York City-based
companies, expanded by seven additional companies in 1990. Goldman, Sachs
& Company, Chase Manhattan, Time Warner, and Bankers Trust New York
have opened emergency centers within the past year (Lawson, 1993;
Schlosberg, 1991).

16  For an analysis of the distribution of child care benefits and flexible work
options, see Miller (1992). Data are from a subsample of 2,600 employed
women who participated in the 1990 National Child Care Study.

17  Production/service workers are often called blue collar workers, while
professional/administrative and technical/clerical workers are referred to as
white collar.

numbers (41 percent and 52 percent, respectively), found
them to be not at all useful. Since most elder caregivers do
not provide the level of financial support to take advan-
tage of DCAPs, it is not surprising that reimbursement
accounts were not useful for most employed caregivers.

The 1990 National Child Care Survey found
that flexible work options were more common than
were child care benefits. There was very little
difference in the availability of these options among
women living in different regions of the country,
but women in urban areas were more often eligible
for both flexible work options and child care ben-
efits than were women living in rural areas.
Although the option of working at home was only avail-
able to 5.2 percent of the employed mothers, 10.9 percent
could choose flextime. This was in contrast to the avail-
ability of child care at the work place (6.5 percent) and
information and referral services (4.9 percent) (table 7).
Women with higher wages, a college education, and high
status occupations were more likely to be offered child
care benefits than were lower wage, lower skilled women.
A higher proportion of high-income than low-income
parents had flextime available to them (Miller, 1992).16

Child Care
Surveys conducted by BLS indicate that the num-
ber of firms providing child care support of any
kind is a small proportion of the total number of
employers (table 10). The smaller the establishment,
the less likely it is to offer assistance with child
care. Nor are work-family benefits generally available for
hourly workers, because wages and other benefits are apt

to take priority at the bargaining table (Starrels, 1992).
Eight percent of the employees in medium and large
private-sector firms surveyed by BLS were eligible for
child care assistance in 1991. In 1990, 1 percent of
employees in establishments with fewer than
100 employees were eligible for support for child care.
Professional and administrative employees in both
medium and large and small firms were more likely to be
eligible for child care benefits than were production and
service workers (table 10).17

When child care was available at the work
place, a higher proportion of low-income workers
(with incomes under $15,000) than high-income
(with incomes of $50,000 and over) used this
benefit (table 7). In the 1990 National Child Care
Survey, 31.2 percent of the parents studied used
the available work place child care. Slightly more
than one-fourth (25.7 percent) were high income;
40.8 percent were low income. Support for child care in
the form of money or vouchers was offered to 2.4 percent
of the parents, while 8.9 percent reported receiving
information and referral (table 7).

Employers are increasingly interested in
programs that address emergency child care.18

Backup care refers to programs designed to provide care
for a child whose regular arrangements have failed.
Claims for a positive cost/benefit from this type of
support are based on the assumption that it prevents lost
productivity due to worker absence. Sick child care
programs, providing care for mildly ill children, are less
well used when offered. Nevertheless, there are strong
proponents of this type of support. The most common
models for sick child care are hospital-based centers that
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Table 9
Part-Time Workers Aged 16 and Over by Work Status,

Gender, and Age, 1991

Part-Time Workersa

Gender and Age Total Involuntary Voluntary Other

(millions)

Total 28.7 6.5 18.8 3.4
16–17 2.4 0.2 2.0 0.2
18–24 7.6 1.6 5.2 0.8
25–44 10.3 3.1 5.9 1.3
45–54 2.9 0.9 1.6 0.4
55–64 2.8 0.5 1.9 0.3
65 and over 2.7 0.2 2.2 0.3

Male 10.0 3.0 5.8 1.2
16–17 1.2 0.1 1.0 0.1
18–24 3.4 0.8 2.2 0.4
25–44 2.5 1.3 0.7 0.4
45–54 0.6 0.4 0.1 0.1
55–64 0.8 0.2 0.5 0.1
65 and over 1.4 0.1 1.1 0.2

Female 18.7 3.5 13.1 2.1
16–17 1.2 0.1 1.0 0.1
18–24 4.2 0.8 3.0 0.5
25–44 7.8 1.8 5.2 0.9
45–54 2.3 0.5 1.5 0.3
55–64 2.0 0.3 1.4 0.2
65 and over 1.2 0.1 1.0 0.1

(percentage within age and gender categories)

Total 100.0% 22.6% 65.7% 11.7%
16–17 100.0 7.9 82.6 9.5
18–24 100.0 20.9 68.4 10.7
25–44 100.0 30.0 57.5 12.6
45–54 100.0 30.1 55.7 14.3
55–64 100.0 18.5 69.5 12.0
65 and over 100.0 8.5 81.4 10.0

Male 100.0 29.8 57.8 12.4
16–17 100.0 9.1 81.4 9.5
18–24 100.0 24.3 65.4 10.3
25–44 100.0 52.7 30.0 17.3
45–54 100.0 61.9 23.5 14.7
55–64 100.0 26.6 61.8 11.6
65 and over 100.0 8.5 80.8 10.8

Female 100.0 18.8 69.9 11.3
16–17 100.0 6.7 83.8 9.5
18–24 100.0 18.1 71.0 10.9
25–44 100.0 22.7 66.3 11.0
45–54 100.0 21.6 64.2 14.1
55–64 100.0 15.1 72.7 12.1
65 and over 100.0 8.6 82.1 9.2

Source: Employee Benefit Research Institute analysis of the
March 1992 Current Population Survey.
aPart-time workers include those who worked fewer than 35 hours
per week in a majority of weeks in which they worked during
1991. Voluntary part-time workers worked part-time because
they wanted to, or were only able to, work part time.  Involuntary
part-time workers worked part-time because they could not find
full-time work or because of slack work or material shortage.

may serve the community
as well as corporate
sponsors, freestanding
centers designed prima-
rily for use by corporate
clients, a get-well room
affiliated with a regular
child care center,
employer-sponsored on-
site centers used by
hospitals, and programs
that provide in-home care
(Bureau of National
Affairs, 1992).

Some federal
agencies have established
child-care centers, and the
General Services Adminis-
tration (GSA) has
appointed an official with
the responsibility to assist
with the creation of
additional child-care
facilities (Hayghe, 1988).
The Office of Child Care
Development Programs,
established in 1987,
assists federal agencies
with the development of
child care facilities in
GSA-controlled space.
Since 1987, 92 of these
facilities have been
established nationwide,
and a number of others
are under various stages
of development. In April
1992, the Office of Person-
nel Management (OPM) submitted A Study of the Work
and Family Needs of the Federal Workforce to Congress
(U.S. Office of Personnel Management, 1992). Following

the release of this report,
OPM, in June 1992,
established a work and
family program center to
encourage federal agen-
cies to better meet the
dependent care needs of
their employees.

Adoption Benefits
Although rare, some
employers provide
direct financial assis-
tance for expenses
related to the adoption
of a child. Adoption
benefits are offered
through financial
assistance and/or paid
or unpaid leave. Adop-
tion plans may be
designed to provide a
single lump-sum payment
at the time of adoption or
as reimbursement of
adoption-related ex-
penses. Such expenses
may include legal, medi-
cal or adoption agency
fees; temporary foster
care; or transportation
costs for out-of-country
adoptions. The support
levels are usually from
$1,000 to $2,000.

   BLS surveys show
that 5 percent of full-

time employees in medium and large firms (1988;
1989) and 1 percent of employees in small firms
(1990) were eligible for adoption benefits (table 10).
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Table 10
Percentage of Full-Time Employees in Medium and Large Private Establishments a and Small Private

Establishments b Eligible for Child Care and Adoption Benefits

All Professional Technical Production
Employees and Administrative and Clerical and Service

Medium Medium Medium Medium
and large Small and large Small and large Smallc and large Smalld

Coverage 1988 1989 1991 1990 1989 1989 1991 1990 1988 1989 1991 1990 1988 1989 1991 1990

Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%

Eligible for Child Care 4 5 8 1 6 6 11 2 6 6 9 2 2 3 5 1

Eligible for Adoption 5 5 N/A 1 8 6 N/A 2 8 6 N/A 2 2 3 N/A e

19  State and local government employees fare somewhat better. In 1990,
51 percent had unpaid maternity leave and 33 percent had unpaid paternity
leave. Paid parental leave is rare; it was available to 1 percent of employees in
1990 (U.S. Department of Labor, 1992b).

Source:  U.S. Department of Labor, Bureau of Labor Statistics, Employee Benefits in Medium and Large Private Establishments, 1988
and 1989  (Washington, DC:  U.S. Government Printing Office, 1989, 1990); "BLS Reports on Employee Benefits in Medium and Large
Private Industry Establishments, 1991," News release,  USDL 92-76 (9 December 1992);  and Employee Benefits in Small Private
Establishments, 1990  (Washington, DC:  U.S. Government Printing Office, 1991).
aThese tabulations provide representatve data for 32 million full-time employees in private nonagricultural establishments with 100 or
more employees.

bThese tabulations provide representatve data for 32 million full-time employees in private nonagricultural establishments with fewer than
100 employees. The survey was comprised primarily of small independent businesses, although about 25 percent of respondents were
small establishments that were part of larger enterprises.

cCategory title used for small establishments is professional, technical, and related (includes professional, technical, executive and
adminstrative occupations).

dCategory title used for small establishments is clerical and sales (includes clerical, adminstrative support, and sales occupations).
eLess than 0.5 percent.

While just 12 percent of the 837 major U.S. employers in
a 1990 survey reported that they provided employees
with some type of adoption assistance, the prevalence of
such benefits is expected to increase (Hewitt Associates,
1991). Two of the most compelling reasons for doing so
are equity and fairness. And because few workers
actually utilize the benefits, the good will generated far
exceeds the costs. Employers often contract with consult-
ing firms to provide their employees with adoption
information, support, and referrals to licensed adoption
agencies and organizations. Among the major corpora-
tions that offer adoption benefits are Aetna, AT&T,
DuPont, Hewlett-Packard, IBM, Johnson and Johnson,
and Microsoft (Hochman and Prowler, 1993). Current
law requires that employees pay taxes on cash assistance
received for adoption unless the benefits are for medical
expenses covered under the employee’s health benefit
plan.

Parental Leave
The Family and Medical Leave Act of 1993 will
have an impact on employers with 50 or more
employees, standardizing terms and conditions. In
recent years, the term parental leave has been used to
describe the time away from work for either the mother
beyond the period of short-term disability following
childbirth or for the father as well as the mother of a
newly born or adopted child.

Three types of maternity leave have been used
by employers who offer such benefits: short-term disabil-
ity, paid leave beyond disability, and unpaid leave.
Short-term disability leave (for pregnancy) requires
certification of disability by a physician, is usually from
six to eight weeks, and includes some salary replace-
ment. Paid benefits range from partial to fully paid leave
for a designated period of time. Unpaid leave is the most
common type of maternity policy.

In 1988, for the first time, BLS studied
parental leave provisions in the private sector and
found that unpaid maternity leave was available
under plans covering 33 percent of the employees
in medium and large firms (table 11). In 1989,
35 percent were covered; in 1991, 37 percent were
covered. Paternity benefits were less common,
despite attention to the subject in the media.
Unpaid paternity leave was found to be available
for 16 percent of the employees in 1988, 18 percent
in 1989, and 26 percent in 1991.19  Where available
both maternity and paternity benefits averaged four
months in duration (U.S. Department of Labor, 1989b).
Neither maternity nor paternity leave was readily
available in small establishments; unpaid maternity
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Table 11
Percentage of Full-Time Employees in Medium and Large Private Establishments a and Small Private

Establishments b Participating in a Parental Leave Program c

All Professional Technical Production
Employees and Administrative and Clerical and Service

Medium Medium Medium Medium
and large Small and large     Small and large Smalld and large Smalle

Coverage 1988 1989 1991 1990 1989 1989 1991 1990 1988 1989 1991 1990 1988 1989 1991 1990

Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%

Eligible for
  Maternity leave

Paid days only 2 2 2 2 3 2 3 3 2 1 2 2 2 2 1 1
Unpaid days only 33 35 37 16 37 37 43 19 34 36 38 19 31 34 33 11

Eligible for
  Paternity leave

Paid days only 1 1 1 f 2 2 1 f 1 1 1 f 1 1 f f
Unpaid days only 16 18 26 7 19 20 31 13 17 17 26 8 13 17 23 5

Source:  U.S. Department of Labor, Bureau of Labor Statistics, Employee Benefits in Medium and Large Private Establishments, 1988
and 1989  (Washington, DC:  U.S. Government Printing Office, 1989, 1990); "BLS Reports on Employee Benefits in Medium and
Large Private Industry Establishments, 1991,"  News release, USDL 92-764 (9 December 1992);  Employee Benefits in Small Private
Establishments, 1990  (Washington, DC:  U.S. Government Printing Office, 1991).
aThese tabulations provide representatve data for 32 million full-time employees in private nonagricultural establishments with 100 or
more employees.

bThese tabulations provide representatve data for 32 million full-time employees in private nonagricultural establishments with fewer
than 100 employees. The survey was comprised primarily of small independent businesses, although about 25 percent of respon-
dents were small establishments that were part of larger enterprises.

cParental leave is time away from work for either the mother (maternity) of the father (paternity).
dCategory title used for small establishments is professional, technical, and related (includes professional, technical, executive and
adminstrative occupations).

eCategory title used for small establishments is clerical and sales (includes clerical, administrative support, and sales occupations).
fLess than 0.5 percent.

leave was available to 16 percent and unpaid paternity
leave to 7 percent of the workers in 1990.  Regardless of
establishment size or year, 2 percent were eligible for
paid maternity leave.

The 1990 National Child Care Survey showed
that unpaid parental leave was a benefit available to
15.4 percent of the employed mothers and to 7.4 percent
of fathers (table 7). As with most other family-supportive
benefits, the highest income parents were those most apt
to be offered the benefit.

Collective Bargaining Agreements
The U.S. Department of Labor examined 452 collective
bargaining agreements, each covering 1,000 or more
workers, that were in effect July 1, 1990 or later. The
study found that 227, just over 50 percent, contained one
or more work and family provisions, including maternity
and parental leave, adoptions, child care, leave for family
illness, employee assistance programs, elder care, and
prohibitions against discrimination because of a worker’s
or potential employee’s marital status (table 12). The
agreements covered 1.9 million workers—more than two-

thirds of the workers in the study. Maternity leave was
by far the most common provision provided in the
agreements.

Typically, employee benefits
have been provided for a
worker, a worker’s spouse, and
dependent children. Rising
divorce rates, late marriages,
and low fertility rates have
reduced the number of families
comprising a husband, wife,
and their biological children.
At the same time, cohabitation
among unmarried people has
increased (Bureau of National

Affairs, 1991b). In response to these societal changes,
today’s employers are being challenged to provide
benefits for members of nontraditional families,
including unmarried cohabiting heterosexual or
homosexual couples and their dependent children.

Some employers are extending selected benefits
to unmarried domestic partners and their dependents,
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either through a formal policy or on a
case-by-case basis. Because of the high
cost of health insurance, the issue of
health benefits for nontraditional family
members has created the most contro-
versy. In addition to the costs, some
employers are concerned about their public image if it
appears that they sanction lifestyles unacceptable to some
(Bureau of National Affairs, 1991b). To date, few employ-
ers have extended benefits to domestic partners. Those
that have are most often in the public sector. In 1985,
Berkeley, CA became the first municipality in the United
States to recognize domestic partnerships. Since then,
Seattle, WA; New York, NY; Minneapolis, MN; San
Francisco, CA; and Madison, WI are among other cities to
add such benefits (HR Magazine, 1991). Companies that
provide such benefits include the Lotus Development
Corporation, Cambridge, MA; Ben & Jerry’s Homemade

Inc., Waterbury, VT; and Levi
Strauss, San Francisco, CA (Gilbert,
1992; Laabs, 1991). Unions have won
health care coverage for nontradi-
tional family members in several
contract negotiations (Bureau of

National Affairs, 1991b). AT&T was one of the first
employers to be sued for not providing benefits in a
domestic partners case. In a suit filed in U.S. District
Court for the Southern District of New York, a lesbian
partner argued that AT&T discriminated against her by
not paying death benefits routinely paid to surviving
family members of the company’s employees (Schachner,
1990).

Today’s employers are
being challenged to
provide benefits for
members of non-

traditional families,
including unmarried

cohabiting heterosexual
or homosexual couples
and their dependent

children.

Table 12
Selected Work and Family Provisions by Type of Provision,

Major Collective Bargaining Agreements,
July 1, 1990

Type of Provision Agreements Workers

Total Studied 452 2,818,850

Total Having Selected Work
and Family Provisionsa 227 1,935,050

Maternity leave 164 902,300
Parental leave 35 517,950
Adoption 28 259,200
Child care 24 867,750
Leave for family illness 81 630,200
Employee assistance programs 25 692,900
Elder care 8 175,300
Nondiscrimination for marital status 30 346,600

No Reference to Selected Work and
Family Provisions 225 883,800

Source:  U.S. Department of Labor, Bureau of Labor Statistics, Bureau of Management
Relations and Corporate Programs, Work and Family Provisions in Major Collective Bargain-
ing Agreements (Washington, DC: U.S. Government Printing Office, 1992).
aNonadditive; individual agreements may have more than one selected work and family

provision.
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Questions frequently are posed
concerning the outlook for
employer-sponsored family-
supportive benefits,
particularly during
recessionary times. An issue
often raised is the cost/benefit
of these programs—specifi-
cally, their relationship to
recruitment and retention,
absenteeism, tardiness, and
productivity. Employers are

aware of the costs of high rates of turnover and reduced
productivity that may result as employees suffer the
stress of family demands. While conventional wisdom
suggests that the avoidance of these costs represents the
value of family-supported benefits, the paradox is in the
measurement. It is difficult to measure productivity and
even more complex to link it to other factors. Thus it is
not surprising that little empirical research on these
relationships has been completed. Many surveys involve
the collection of anecdotal evidence and case study
information about the experiences of one company or
small groups of employees with corporate-sponsored
child care. The implementation of the Family and
Medical Leave Act will provide opportunities to deter-
mine costs of a specific mandated benefit. This
experience should prove valuable as employers define
and redefine family-supportive policies for the future. In
the meantime, there is some evidence that many compa-
nies that offer work and family programs do so on
principle and take a leap of faith on their costs (Schacht,
et al., 1993). The Conference Board, in a fall 1992 survey
of   134 organizations found that only 5 percent of
employers have curtailed work-family programs more
than other programs; about one-third had enhanced
work-family initiatives more than other human resource
programs (The Conference Board, 1993). Another survey
of 200 large employers supported the evidence that
existing programs are not likely to be reduced but found
little evidence of planned expansion during the next
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couple of years (Barton, 1992). Other reports suggest
that the changing environment of work and family will
encourage the continuing evolution of policies and
benefits from those first designed for a male-supported
family to more flexible efforts to meet the differing needs
of working families.
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fellow, with assistance from the Institute’s research and
education staffs.
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