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The main research questions

• What role do work-place characteristics play in leave taking
behaviour among mothers and fathers?

• Are there any observable differences in the role of workplace
characteristics between mothers and fathers?

• How is parental leave up-take of a parent associated with their
partner’s workplace characteristics?
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Context – general description of parental 
leave

• Parental leave is an employee benefit that provides time off from work to
care for a child. (Not to be confused with maternity leave).

• Parental leave schemes belong to the family of welfare policies facilitating
reconciliation of family and work life.

• Parental leave represents a temporal career break that allows parents to
dedicate some time to childcare, and at the same time, keep the right to
re-enter their original job. As a consequence, men are encouraged to be
more involved in child care and women to be in the labour market.
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Context – existing research 

Parental leave-taking depends, among other things, on the characteristics of the
workplace, in particular on the type of company (size and feminization level), its
organizational culture, and the sector of the economy.

In general, parents working in the public sector (Gornick & Jacobs, 1998), large
organizations, and female-dominated jobs and organizations (Anxo et al., 2007;
Lapuerta et al., 2011) are more likely to benefit from the policy. Moreover,
bargaining position at work may play a role, with seniority and stability of
employment facilitating the use of leave (Lapuerta et al., 2011).

Male leave-taking rates are especially responsive to organizational culture (Anxo
et al., 2007; KPMG, 2002).

Some authors argued that more attention should be paid to the work
environment and employees’ perception of management’s opinions about leave
take-up (Tremblay and Genin 2011). Within this scope, subjective characteristics
of employers such as organisational and managerial culture have also been
studied. Fathers are more likely to use their parental leave in “father-friendly
companies” (Haas et Hwang 1995; Haas et al. 2002) and family-friendly
companies (Escot et al. 2012). These findings are supported by Chung (2018) and
Romero-Balsas et al. (2013) where they provide evidence that subjective
insecurity perceptions (the fear to lose their job) are more relevant than
objective contract status for the access to family-friendly arrangements at work.
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Gaps in the existing research –
motivation for present paper

There is an extensive literature dealing with individual determinants of
parental leave uptake among mothers and fathers, including individual
workplace characteristics of mothers and fathers separately (see, Haas
1993; Haas and Hwang 1995; Brandth and Kvande 2002; Haas et al. 2002;
Bygren and Duvander 2006; Hobson et al. 2006; Naz 2010; Escot et al.
2012; Romero-Balsas 2013; Trembeley and Dodeler 2015).

However, only little has been done on the relationship between relative
partners’’ characteristics and parental leave up-take. Studies regarding
the effect of workplace characteristics on leave take-up among women
are scarce (Anxo et al. 2007; Lapuerta et al. 2011).
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Context – Luxembourg - policy properties
• Parental leave was introduced in 1999 (following the European Directive

of 96/34/EC of 3 June 1996). It was a pass breaking policy effort because
the remaining family policy arrangements back then were predominantly
pro-familialistic.

• Parents are guaranteed the right to return to the same or an equivalent
working position at the end of the leave.

• Either a block of six months full-time parental leave or a block of twelve
months part-time leave.

• The leave can be used up to the 5th birthday of the child and is an
individual entitlement: both parents have the right to leave (if they meet
the eligibility conditions), they cannot transfer it.

• The first leave in a two-parent family must be taken immediately after the
maternity leave. If the first parental leave is not taken immediately after
the maternity leave the right to the leave is forfeited.
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Context – Luxembourg - policy properties

• Flat rate parental leave benefit = paid parental leave.

• In 1999 the rate of compensation started at 1496.11 EUR for the full-time
leave and half of the amount for the part-time leave. The rate was
adjusted for inflation in 2007 and increased to 1778.31 EUR. In 1
December 2016 it was reformed.

• The eligibility requirements for the leave are a minimum of one-year
employment with the same employer before the start of the leave and a
reduction of at least 50% of working hours in the case of taking the leave
part-time.

• Single parents are entitled to only one parental leave. However, they do
not have to take it immediately after the maternity leave necessarily.

• Self-employed persons are eligible for parental leave if they have been
self-employed for at least one year for at least 20 hours per week.
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Context – Luxembourg – background on 
take-up
The parental leave take-up rate is higher among mothers than among
fathers.

On average, the take-up rate between 1999 and 2007 among eligible
women was 46.3 per cent compared to 10.6 per cent among eligible fathers.

The parental leave take-up has had an increasing tendency over the years,
particularly among fathers.

The lowest take-up rates were reported in 1999 and 2000, i.e. immediately
after the introduction of the policy.

On average, 34 per cent of fathers who took parental leave opted for the
part-time mode, compared to 19 per cent of mothers.

Only about 1.5 per cent of mothers of a single child who took parental leave
took the second parental leave, whereas among fathers it was 35 per cent.
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Data
• Extract from the administrative social security records (L’ Inspection générale de la

sécurité sociale -IGSS) covering the population of parents of a single child that was
born between 1999 and 2007 in Luxembourg.

• Only eligible parents (i.e. those who comply with the conditions stipulated by law to
benefit from the parental leave policy, i.e. those individuals who are legally entitled
to obtain parental leave) were kept in the analysis as this is the base population for
defining our main variable of interest, i.e. take up variable.

• The observation period: As the parental leave policy was introduced in 1999, this is
the logical starting point of observation of the parental leave policy. Since eligible
parents may take up parental leave until their child reaches five years of age, we
could not include in our analysis children who were born after 2007. This is because
we would not be able to observe whether their parents took parental leave or not
within five years after childbirth and, thus, our results could be biased. Hence, the
upper-limit year was 2007, because we could obtain information about the
characteristics of their parents covering five years after childbirth (i.e. up to the year
2012)

• Sample: 9002 mothers and 9002 fathers. Among 9002 of mothers, there are 7208 of
those who comply with our crude eligibility rule, i.e. who are eligible for parental
leave (80.1% of all analyzed mothers). Out of 9002 fathers, 8209 (91.2 % of all
fathers) are defined as eligible for parental leave.
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Method
Given the above definition of the parental leave take up (i.e. the number of beneficiaries
divided by the number of eligible individuals (Bruning and Plantenga, 1999), we constructed
an individual variable on parental leave-up. This variable was constructed separately for
mothers and for fathers .

To answer the question on the determinants of mothers and fathers parental leave-taking,
we estimate binary logit regression models, where the dependent variable (parental leave
take-up) is a dummy variable, where value 1 is attributed to individual who took parental
leave and 0 otherwise. It is estimated how the employers characteristics affect the odds of
people’s parental leave taking while controlling all other relevant observed characteristics.

We report the result of our analysis separately for mothers and fathers. In the presentation of
the results we focus only on findings that are important and worth of noting.

Independent variables: Characteristics of the analyzed parent (mother or father): nationality,
age of mother at the time of childbirth, self-employed or not, sector (private/public),
economy sector – NACE 2, size of the firm (identifying self employed as a distinct category),
number of hours worked per month, categorized monthly salary (wage + employers bonuses).

Partner’s characteristics: nationality, age of father at the time of childbirth, self-employed or
not, sector (private/public), economy sector – NACE 2, size of the firm, number of hours
worked per month, categorized monthly income of the months before the childbirth (wage +
employers bonuses), eligibility to parental leave, take-up of parental leave during 5 years
following the childbirth.

Couple characteristics: being married or not, living with the father or mother of a child in the
same household at the time of childbirth, difference between categorized salary of mother
and father (subtractions of father’s categorized monthly income from mother’s categorized
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Descriptive analysis – leave taking 
behaviour
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Modes of parental leave Mothers Fathers  

Full -time parental leave  37,2% 7,0% 

Part-time parental leave  9,1% 3,6% 

Non-take up  53,6% 89,4% 

Total (%) 100,0% 100,0% 

Total (N)  7208 8209 
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Conclusions – individual work-place
characteristics
Mothers

• Lower take-up when working in the public sector, the effect of firm size is
relatively small (effect increases when working at the firms of 10-100
employees), higher odds of take-up among those who work in finance and
insurance sector

• Partners’ sector has a negligible effect. Lower odds of take-up if the partner
works at construction or information and communication sectors. Notably
higher odds of leave take-up if the partner is self-employed.

Fathers

• Lower odds of take-up when working in the public sector, in manufacturing,
construction, real estate, finance and insurance sectors. Notably high odds of
take-up if working in agriculture.

• Odds of leave take-up of fathers are higher if their partner is working in public
sector or self-employed.

Similarities

The following factors increased the probability of both analyzed mothers as well 
fathers to take parental leave: working in the private sector and partner being 
self-employedSlide 14_total
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Further research using Multilevel
approach

How do these characteristics relate to strategies employed by couples
taking parental leave jointly?

We will use the administrative data linking information about a child,
parents and companies where parents have been employed. This data
will have employer household- employee multi-level structure, where
employed parents will be nested under employers
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THANK YOU

Corresponding author: Marie Valentova, contact at 
marie.valentova@liser.lu
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