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Introduction 
 
During the three decades after the Second World War, the economic, social and 
demographic circumstances were favourable to the development of post-war welfare 
states, such as full employment, male breadwinner family, high fertility rate, and 
standard life-course (Esping-Andersen, 1999). Under such a background, typical 
families consisted of two parents, children and elderly relative in some families. Men 
were supposed to be the main earner and women were assumed to stay home to 
provide care for children and elderly relatives. Hence, the labour force participation of 
women was low (Lewis, 2006; Jenson, 2004).  
 
However, the circumstances which bolstered post-war welfare systems have changed 
since 1970s. The employment structure shifted from manufacturing to service 
employment and the growth of productivity slowed down. Globalisation and 
technological advance hindered the growth of full-time, well-paid jobs which was the 
cornerstone of post-war welfare states. Moreover, the male breadwinner model and 
two-parent family have been replaced by diverse and changing family forms. The 
decline in fertility and aging population imply the financial burden in pension and 
health expenditures in the future. At the same time, growing social spending in past 
several decades has reached its limit and thus there is not much room left for further 
expansion (Noel, 2002; Pierson, 2001). 
 
Due to the changes in economic and social structure, the social risks that people face 
in their lifetime are accordingly transformed (Esping-Andersen, 1999). The social 
risks in post-industrial society are very different from those in post-war years and 
these post-industrial social risks are identified as ‘new social risks’ (Bonoli, 2005; 
Taylor-Gooby, 2004). Among these new social risks, inability to balance work and 
family life is identified as one important type (Bonoli, 2005; Taylor-Gooby, 2004). 
Although increasing labour market participation of women contributes to the growth 
of the economy and government revenues, it also brings the pressures of care to both 
families and states (Esping-Andersen, 1999; Pierson, 2001). Thus, a ‘care gap’ is 
generated and it is more difficult for families to provide care for children, the elderly, 
and disabled people (Jenson, 2004; Lewis, 2006).  
 
To tackle the difficulties in reconciling work and family life, work-family balance has 
become an important issue in many countries and numerous reforms have been 
implemented. Work-family reconciliation policies can help to achieve many policy 
goals. First, the balance between work and care responsibility can promote gender 
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equality. Second, increasing female labour market participation can increase the 
supply of labour and employment and thus national income and tax revenues might 
increase as well. Third, more earners in the family can help to secure the resources of 
the family and prevent children from falling into poverty. Fourth, better care can lead 
to better development of children and improve the competitiveness of the country. 
Finally, it could be a strategy to raise fertility rate and improve the dependency ratio 
(Dex, 2003; Lewis and Campbell, 2007; OECD, 2002; Sleebos, 2003).  
 
Although reconciliation of work and family life is a common goal for many countries, 
the ways to achieve this goal are very diverse. As social problems are recognised and 
tackled in different national contexts, institutions and political structure, similar 
changes do not necessarily translate into similar problems for welfare systems (Prior 
and Sykes, 2000; Sauders, 1996). Moreover, as work-family reconciliation policies 
could achieve many goals simultaneously and the priority of these goals might differ 
in diverse welfare systems, the policy development and policy outcomes are very 
different.  
 
To explore the work-family reconciliation issue in Taiwan, this paper aims to provide 
an overview of work-family balance difficulties in Taiwan and particularly focus on 
policies relevant to childcare. It will firstly show the pattern of employment and 
fertility in Taiwan. In the second part three policy domains will be discussed, 
including childcare services, leave facilities, and flexible working time arrangements. 
Finally, the concluding section will analyse the development and policy implication of 
these policies.  
 
Women Labour Market Participation and Fertility 
 
The overall labour market participation rate in Taiwan was very stable in the past 30 
years. The rate hovered around 58-60% and there was no obvious change between 
1982 and 2007 (Table 1). However, there was a dramatic change in terms of the 
composition of labour market participation. The labour market participation rate of 
female rose 10% from 39.30% in 1982 to 49.44% in 2007. Although the increase is 
fairly high, the labour market participation of women in Taiwan is still much lower 
than in many European countries (Plantenga and Remery, 2005). The gap of labour 
market participation between male and female workers is narrowing. It declined from 
37.17% in 1982 to 17.80% in 2007, mainly due to 10% decrease from male workers 
and 10% increase from female workers.  
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Table 1: Labour market participation rate in Taiwan (1982-2007) 
 

 Overall Female Male Gender gap 
2007 58.25 49.44 67.24 17.80 
2002 57.34 46.59 68.22 21.63 
1997 58.33 45.64 71.09 25.45 
1992 59.34 44.83 73.78 28.95 
1987 60.93 46.54 75.24 28.70 
1982 57.93 39.30 76.47 37.17 

Source: Directorate General of Budget, Accounting and Statistics (DGBAS) 
 
For married women in Taiwan, care responsibility has significant impacts on their 
labour market participation. In light of the findings from Women Marriage, Childbirth, 
and Employment Survey in 2006, 56.76% of married women between 15 and 64 years 
old reported the experiences of withdrawing from the labour market. Among these 
women, 28.95% were due to marriage and 15.39% were due to childbirth (Table 2). 
When asked more specific reasons why these married women resigned from their jobs, 
the findings in 2006 shows that among the women who quitted their jobs due to 
marriage, in fact about 67% of them quitted the job for preparing childbirth and 
2.32% of them resigned because of childcare. It shows that parenthood is a significant 
concern on women’s decision to leave the labour market in Taiwan. 
 

Table 2: Married women (aged 15-64) who have ever resigned from their jobs 
Percentages 

 Overall For marriage For childbirth For other reasons 
2006 56.76 28.95 15.39 13.23 
2003 54.72 28.73 15.49 11.30 
2000 53.53 29.52 16.27 8.42 
1993 47.88 25.61 15.18 7.41 
1986 38.54 22.13 8.68 7.74 
Source: DGBAS 
 

Table 3: Reasons why married women resigned from their jobs 
Percentages 

 Preparing 
childbirth 

childcare Care elder 
relatives 

The others 

For marriage 67.68 2.32 1.28 28.72 
Source: DGBAS 
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Table 4 shows the relation between childcare and labour market participation in 
Taiwan. In 2007, the labour market participation rate of married women without 
children is 70.09%. However, it decreases to 61.18% when women have children 
under 6 years old. The rate of women whose children are all above six years old is 
even lower at 45.90%. In 2007 among the women who have ever left their jobs due to 
childbirth, 56.37% re-entered the labour market whereas 43.63% of them never 
returned. It can be found that childcare is a major barrier for women to continue 
working.  
 

Table 4: Labour market participation rate of married women 
 

 Average Without  
children 

With children 
under 6 

All the children  
are above 6 

2007 49.57 70.09 61.18 45.90 
2006 48.38 71.31 58.14 44.67 
2002 47.30 63.94 53.57 44.39 
1997 46.98 62.42 48.16 45.48 
1992 43.23 58.24 42.30 42.49 
1987 43.74 56.75 42.95 43.18 

Source: DGBAS 
 
In addition to labour market participation, fertility rate also can be an indicator to 
understand the extent of work-family balance difficulties. Although the causes which 
affect fertility are very complicated, the level of difficulties in work-family balance 
has been confirmed as an important factor. According to the data of OECD countries, 
the female labour market participation and fertility rate have a positive correlation in 
recent years (Adsera, 2004). This can be partly explained by the influences of policies. 
Policies which support parents to combine work and family responsibilities may 
increase families’ incentives on fertility because they reduce the costs of children and 
improve the career prospects of women (Sleebos, 2003).  
 
The fertility rate in Taiwan is lower than in many European countries. In 2001, the 
fertility rate in Taiwan is 1.40, but it decreased to 1.12 in 2006 (Table 5). With the 
decline of fertility rate, the average number of children of married women also 
decreased from 3.42 in 1986 to 2.63 in 2006 (Table 6).   
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Table 5: Total Fertility Rate 
 

 2001 2002 2003 2004 2005 2006 
Taiwan 1.40 1.34 1.24 1.18 1.12 1.12 
Germany 1.35 1.34 1.34 1.36 1.34 1.32 

Spain 1.24 1.26 1.31 1.33 1.35 1.38 

France 1.90 1.88 1.89 1.92 1.94 2.00 

Sweden 1.57 1.65 1.71 1.75 1.77 1.85 

UK 1.63 1.64 1.71 1.77 1.78 1.84 

Source: Ministry of the Interior and Eurostat 
 

Table 6: The average number of children of marred women above 15 years old 
 
 1986 1993 2000 2003 2006 
Number of children 3.42 2.98 2.80 2.70 2.63 
Source: DGBAS 
 
The pattern of labour market participation and fertility rate shows that although the 
labour market participation of women in Taiwan is increasing, the rate is still low 
when compared with European countries. However, the low labour market 
participation of women does not mean that the demand for work-family balance 
policies is lower. Instead, low labour market participation of women could be the 
result of serious difficulties in work-family balance. In Taiwan, many women 
withdraw from the labour market due to childbirth and almost half of them do not 
return to the labour market. In addition to labour force participation, the low fertility 
rate could also partly reflect the level of work-family difficulties in Taiwan.  
 
In order to help parents alleviate the pressures of care responsibilities, the Taiwanese 
government introduced several new policies in recent years. These policies and their 
implementation will be reviewed in the following sections.  
 
 
Childcare services 
 
The childcare facilities for children under 6 years old in Taiwan consist of infant 
centres, day care centres, kindergartens, and childminders. These facilities provide 
childcare for children at different ages. Infant centres look after children under 2 years 
old. Day care centres care for children between 2 years old and compulsory school 
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age (6 years old). In addition, education facilities should be taken into account. The 
kindergartens in Taiwan provide education and care for children between 4 years old 
and compulsory school age. Therefore, in principle infant centres look after children 
under 2 years old while day care centres and kindergartens provide care for 2-6 year 
old children.  
 
Table 7 shows the coverage rate of infant centres, day care centres, and kindergartens. 
The coverage rate for children under 2 years old only represents a very limited 
percentage. The percentage is lower than 2.5% in recent 5 years and lower than 1% in 
2007. The coverage rate of 2-6 year old children is much higher. It is almost 50% in 
2003-2007. From this table, it can be found that most of the children under 6 years old 
in Taiwan are not cared for in these formal childcare facilities.  
 
Table 7: The coverage rate of infant centres, day care centres, and kindergartens 
 

 0-2 years old 2-6 years old 
2007 0.90 % 48.52 % 
2006 1.31 % 48.92 % 
2005 2.41 % 48.64 % 
2004 1.64 % 48.54 % 
2003 2.15 % 47.90 % 

Source: Ministry of Interior and Ministry of Education 
 
The pattern of childcare can also be shown from the findings of the Human Resource 
Deployment Survey. In this survey children are divided into two categories: 0-3 and 
3-6 years old. According to this survey, in most families the main carers of children 
under 3 years old in 2006 were parents (65.79%). The percentage shows a decrease 
after 2000 while the percentage of grandparents as the main carer grew from 19.90% 
to 24.99% in 2006. It appears part of the childcare responsibilities were shifted from 
parents to grandparents. In addition, the proportion of childminder as the main carer 
shows a slight increase (around 6.5-7.5%).  
 
With regard to children between 3-6 years old, most of these children are cared for in 
day care centres or kindergartens. However, parents are still important carers which 
represent 36.78%. The grandparents make up 10.27% of the main carers. It can be 
found that the family is still an important source of childcare for children aged 3-6 
years old.  
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Table 8: The percentage of main carer (children under 3 years old) 
 

 Parents Grandparents Childminder The others 
2006 65.79 24.99 7.48 1.74 
2003 69.65 21.27 7.41 1.67 
2000 72.33 19.90 6.53 1.24 

Source: DGBAS 
 

Table 9: The percentage of main carer (children between 3-6 years old) 
 

 Parents Grandparents Childminder Day care 
centre and 

kindergarten 

The others 

2006 36.78 10.27 1.26 51.17 0.52 
Source: DGBAS 
 
The strong reliance on the family to provide childcare could be attributed partly to the 
lack of public childcare facilities and high childcare costs for private childcare 
facilities. In 2007, the coverage rate of public day care centres and kindergartens is 
only 15.45%. Therefore, many parents who cannot look after their children by 
themselves have to send their children to private childcare facilities.  
 
The costs of childcare make up a large percentage of the disposable income of the 
families in Taiwan. According to the Taiwanese family income survey, the average 
annual disposable income in 2006 was 913,092 NTD, i.e. 76,091 NTD per month. 
However, the average childcare costs were 13,704 NTD per month for children under 
3 years old and 7,260 NTD per month for children between 3-6 years old. The costs of 
private facilities and childminders were even higher (Table 10).  
 
The average number of children of married women in 2006 was 2.63. According to 
these figures, the estimated average childcare costs (average childcare facilities costs 
multiplied by average number of children) for children under 6 years old could range 
from 19, 094 NTD (if children are all between 3-6 years old) to 36, 042 NTD (if 
children are all under 3). It means the childcare costs could occupy about 25.09% to 
47.37% of family disposable income. Therefore, if both the parents are working and 
send their children to childcare facilities, the childcare costs could reach almost half 
of their disposable income.  
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Table 10: Average childcare costs in 2006 (NTD) 
 

 Average childminder Private day 
care centre 

Public day 
care centre 

Under 3 years old 13,704 14,089 10,331 -- 
3-6 years old 7,260 13,529 7,879 3,549 

Source: DGBAS 
 
The burden of childcare costs is much heavier for low income families. The average 
disposable income for the lowest income families (the bottom 20%) is 304,274 per 
year, i.e. 25,356 NTD per month. Compared with the estimated average childcare 
costs for children under 6 years old (19, 094 NTD – 36, 042 NTD), it is very difficult 
for low income families to afford the average childcare costs.  
 
As the childcare costs are quite high, the costs could be an important disincentive for 
the second earner of the family to enter the labour market. The average annual 
disposable income of women in 2006 was 425,670 NTD, i.e. 35472.5 NTD per month. 
However, the average childcare costs range between 19,094 NTD and 36,042 NTD, 
i.e. 53.83% and 102.61% of women’s average disposable income. If a woman is the 
second earner of the family, this means the costs that families might need to pay when 
she enters the labour market without any other relatives to care for the children. 
Therefore, the incentive for the second earner to work will be dramatically reduced. It 
is not surprising that many women in Taiwan choose to resign from their jobs and stay 
home to look after their children.  
 
In order to relieve parents’ burden in childcare costs, the government has implemented 
a few new childcare subsidy programmes to cover the costs of childcare. Most of 
these subsidies are provided for disadvantaged groups such as low-income families, 
aboriginal children, women in disadvantage, and so on (Table 11).  
 
In general, the coverage of childcare subsidies is very limited. From Graph 1, it can be 
shown that although the coverage rate of childcare subsidies is increasing, it is less 
than 9% of the children under 6 years old. Moreover, the level of the subsidies is not 
sufficient. The amount of these subsidies ranges between 1,000 – 5,000 NTD per 
month. Compared to the average childcare costs each child per month, i.e. 13,704 
NTD for children under 3 years old and 7,260 NTD for children between 3-6 years 
old, the level of subsidies can only cover the childcare costs up to about 36.5%. 
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Table 11: Childcare subsidies in Taiwan 
 
Year Programme Amount (NTD) Age 

1998 Early education voucher 10,000 / year 5-6 
2000 Childcare subsidy for women in 

disadvantage 
1,500/month 0-6 

2004 5 year old child education support 
programme for the disadvantaged 

up to 20,000/year 5-6 

Childcare and early education subsidy 
for middle-low income families 

up to 6,000/semester 3-5 

Aboriginal childcare and education 
subsidy 

up to 10,000/ semester 3-6 

April 
2008 

Family day care subsidy  up to 5,000/month 0-2 
Temporary childcare subsidy up to 2,000 / month 0-2 

 
 

Graph 1: The coverage rate of childcare subsidies 
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Leave Facilities 
 
Apart from childcare services, the provision of leave facilities also affects the 
reconciliation of work and family responsibilities, particularly for families with 
children under 2 years old. Currently the leave arrangements in Taiwan include 
maternity leave, paternity leave, parental leave, and family leave.  
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Maternity leave/pay 
 
In light of Gender Equality in Employment Law, female employees have the rights to 
8 week maternity leave before and after childbirth. In the case of miscarriage, the 
period of leave depends on the period of pregnancy. In the case of a miscarriage after 
being pregnant for more than 3 months, the female employee shall be permitted a 
maternity leave for 4 weeks. In the case of a miscarriage after 2-3 month pregnancy, 
the maternity leave is 1 week. Finally, in the case of miscarriage after pregnancy for 
less than 2 months, the maternity leave is only 5 days. 
 
With regard to the pay of maternity leave, in the case of 8 weeks leave and 4 weeks 
leave, the female employee has the right to claim full pay during the course of leave 
from the employer if she has been in service for 6 months. Nevertheless, if she has not 
been in service for 6 months, the amount of maternity pay is only half of the pay. In 
the case of 1 week and 5 days leave, the female employee is not granted any pay 
according to current law.  
 

Table 12: Maternity Leave/pay 
 

 Length Amount of maternity pay 
Normal maternity leave 8 weeks Full pay ( after being in service 

for 6 months) 
Half pay ( less than 6 months) 

Miscarriage More than 3 months 4 weeks 

2-3 Months 1 week No statutory maternity pay 
Less than 2 months 5 days 

 
 
In 2008, 95.66% of workplaces provide maternity leave for female employees. The 
average length of maternity leave is 7.18 weeks (Table 13). Comparing the 
implementation of maternity leave in recent 4 years, the percentage of workplaces 
providing maternity leave has increased from 83.53% in 2005 to 95.66% in 2008. 
Although the percentage has been raised, there are still about 4 % of the workplaces 
not in compliance with the law. 
 
Regarding the maternity pay, in 2008 only 64.58% of the female employees who take 
the maternity leave can get full pay. 24.30% of them can get the base pay, and 2.23% 
of the employee cannot get any pay from the employer. Though there is a slight 
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increase in people who can get the full pay. The implementation of maternity pay 
needs to be further improved. 
 

Table 13: The percentage of workplaces providing maternity leave 
 

 Providing Not providing Length 
2008 95.66 4.34 7.18 
2007 96.64 3.36 7.15 
2006 95.07 4.93 7.08 
2005 83.53 16.47 7.49 

Source: Council of Labor Affair (CLA) 
 

Table 14: The level of maternity pay 
Percentages 

 Full pay Base pay Part pay No pay The others 
2008 64.58 24.30 3.03 2.23 1.52 
2007 63.59 26.82 3.62 1.60 1.01 
2006 62.50 27.29 3.85 1.43 -- 
2005 57.22 21.19 2.03 1.22 1.87 

Source: CLA 
 
Paternity leave/pay 
 
Current law grants 3 days paternity leave to the employee whose spouse is in 
childbirth. The course of paternity leave has been extended from 2 days to 3 days in 
line with the amendment of Gender Equality in Employment Law coming into force 
in 2008. Those who take paternity leave have the right to claim for full pay during the 
course of leave. 
 

Table 15: The provision of paternity leave/pay 
Percentages 

 Providing  Not 
providing 

Length With employees taking the leave 
Yes No Unknown 

2008 46.57 53.43 2.12 13.45 32.63 0.49 
2007 45.64 54.36 2.00 13.32 31.59 0.73 
2006 48.14 51.86 2.29 -- -- -- 
2005 42.77 57.23 2.30 12.20 30.57 -- 
Source: CLA 
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Regarding the implementation of paternity leave, only 46.57% of workplaces provide 
paternity leave in 2008. Among the 46.57% workplaces, 13.45% report that their 
employees take paternity leave in 2008. In general, the provision of paternity leave is 
increasing, but there is a slight decrease in the average course of paternity leave. 
 
Parental leave/pay 
 
Employees who have been in service for 1 year have the right to take 2 year parental 
leave before their children reach the age of 3. There are two important amendments in 
parental in 2008. Firstly, the coverage of parental leave has been expanded. In the past, 
parental leave only applied to workplaces with 30 employees or above and thus the 
coverage is limited. The amendment expanded the application to all workplaces. 
Secondly, the government is introducing the pay of parental leave. The parental leave 
was unpaid in the past, but the amendment proposal of Employment Insurance Act in 
September 2008 grants each parent who take the parental leave about 60% of monthly 
pay for 6 months. The exact amount will depend on the final result of this 
amendment. 
 

Table 16: The implementation of parental leave 
Percentages 

 Providing With employees  
Eligible 

With employees  
applying for parental leave 

Yes No Yes No Unknown 
2008 52.62 26.28 26.34 8.67 40.68 3.28 
2007 50.07 23.87 26.20 9.84 40.22 -- 
2006 54.20 -- -- -- -- -- 
2005 56.66 -- -- -- -- -- 

Source: CLA 
 
Among all of the workplaces with 30 employees or above, only about half of them 
provide parental leave for their employees. Moreover, the take-up rate is quite low. In 
2008, in the 52.62% workplaces which provide parental leave, 26.28% have 
employees who are eligible to take parental leave but only 8.67% of workplaces have 
employees applying for the parental leave. For this reason, in fact the influence of 
parental leave to help reconciliation between work and family life is very modest. 
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Family leave  
 
Employees may take family leave when they have the needs to care for a family 
member due to inoculation, sickness or any other major events. Employees are 
allowed to take unpaid family leave for a maximum of 7 days per year and their 
family leave should be incorporated into their normal leave. The maximum days of 
normal leave is 14 days. Family leave has two major differences from normal leave. 
First, the employer only can reject the request of family leave with a justifiable reason. 
Second, the employer cannot treat family leave as a non-attendance and take any 
negative actions against employee’s benefits such as bonus payment or personal 
evaluations. 
 
In the past, family leave only applied to workplaces with 30 employees or above but 
the coverage has been expanded in line with the amendment in 2008. The new 
threshold of workplaces applicable to family leave has been lowered to workplaces 
with 5 employees or above. Table 17 shows that in 2005-2008, only about 40% of 
workplaces with 30 employees or above provide family leave for their employees. 
The take-up rate is only about 12-13%.  
 

Table 17: The implementation of family leave 
Percentages 

 Providing Not 
providing 

Average 
days  With employees taking 

family leave 
Without 
employees 

he 
ave 

taking t
le

 With male 
employees taking 
the leave 

  Yes  No 
2008 43.05 12.24 6.01 6.23 30.81 56.95 7.00 
2007 41.05 13.22 6.62 6.61 27.83 58.95 7.10 
2006 34.59 -- -- -- -- 65.41 7.29 
2005 35.36 8.99 -- -- 26.37 64.64 9.68 

Source: CLA 
 
Based on the data above, it can be found that the implementation of leave 
arrangements in Taiwan currently does not really provide much help for employees to 
reconcile work and family responsibilities. The number of workplaces which provide 
leave facilities is quite limited. A large percentage of workplaces did not comply with 
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the laws. Moreover, in general the take-up rate is very low. In the case of parental 
leave, it might be partly because of the lack of pay during the course of leave. The 
insufficiency of leave arrangements could be an important factor that makes many 
parents have to withdraw from the labour market to look after their children.  
 
 
Flexible Working Time Arrangements 
 
Adjusting working time is also a way to reconcile work and family life. Workers 
might take part-time jobs or reduce their working time to fulfil their family 
responsibilities. Therefore, labour market participation rate is not enough to 
understand the real pattern of employment. In some countries even if the labour 
market participation of women is very high, it might mainly based on part-time 
employment (Brennan, 2007; Lewis and Campbell, 2007). 
 
Table 18 shows the working hours of female workers in Taiwan. In 2007, the average 
regular working hours per week of all the female workers were 44.01 hours. Only 
3.98% of female workers worked less than 35 hours per week. More than half of 
female workers (52.07%) worked 40-44 hours per week.  
 

Table 18: Female worker’s average working hours per week 
 

 Less 
than 35 

35-39 40-44 45-49 50-59 More 
than 60 

Average 

2007 3.98 3.04 52.07 25.47 9.63 5.81 44.01 
2006 3.78 0.62 55.39 26.14 8.90 5.17 44.06 

Source: DGBAS 
 
Comparing the working hours of women by different marriage status in 2007, the 
percentage of unmarried women working less than 35 hours is 3.78% and the 
percentage of married/cohabited women is 3.79%. There is no much difference 
between married and unmarried women. The proportion of women with children 
under 6 years old working less than 35 hours is even lower at 2.40%. It shows that 
reducing working hours seems not the main way of Taiwanese women to reconcile 
work and family responsibilities.  
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Table 19: Female workers’ average working hours per week 
by marriage status and age of children (2007) 

 
 Less 

than 35 
35-39 40-44 45-49 50-59 More 

than 60 
Average 

Unmarried 3.78 1.47 56.22 27.24 8.20 3.10 43.30 
Married/Cohabited 3.79 3.70 50.73 24.49 10.01 7.28 44.38 

Children are all 
above 6 4.36 4.39 48.50 24.29 10.80 7.66 44.42 

With children 
under 6 2.40 1.82 55.52 25.54 7.80 6.92 44.46 

Without children 1.74 1.78 60.58 23.60 8.04 4.27 43.67 
Source: DGBAS 
 
Yi and Chien (2001) pointed out that a prevalent way for women to reconcile work 
and family responsibilities in Taiwan is taking informal employment rather than 
taking part-time jobs or reducing working hours. Two types of employment are 
particularly reconcilable with care responsibilities because the work can be carried out 
in the family: self-employment and unpaid work in family business. Table 20 shows 
that 7.62% of female workers are self-employed and 11.37% of female workers are 
unpaid workers in family business. About one-fifth of female employees choose these 
types of work as the way to combine work and care. In Table 21, it can be found that 
when mothers are self-employed or unpaid workers in family business, the percentage 
of parents as the main carer (30.6% for self-employment and 51.6% for unpaid work 
in family business) is much higher than those mothers who are employees (9.7%).  
 

Table 20: Employment status of workers by gender (2007) 
Percentages 

 Employer Self- 
Employed 

Unpaid work 
in family 
business 

Employee 

Private 
sector 

Public 
sector 

Female 1.97 7.62 11.37 68.53 10.48 
Male 7.52 18.06 2.32 64.18 7.91 

Source: DGBAS 
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Table 21: The main carer of children under 3 years old  
by mother’s employment status  

Percentages 
 Parents Grandparents Childminder The others 

Employer 31.3 56.3 12.5 -- 
Self-employment 30.6 47.2 13.9 8.4 
Unpaid work in 
family business 

51.6 29.0 14.5 4.9 

Employee 9.7 67.8 18.9 3.6 
Source: DGBAS 
 
For those women working in formal employment sector, Gender Equality in 
Employment Law stipulate that employees working in workplaces with 30 employees 
or above may request to reduce working time one hour per day or adjust working time 
to raise their children under 3 years old, but the working hours reduced is unpaid. 
According to old law, the employer might refuse the request with justifiable reasons. 
Nevertheless, the new law in 2008 has revoked employer’s right to refuse employee’s 
request. This increases the possibility of workers to take flexible working time 
arrangements. 
 
However, the implementation so far is not very impressive. In 2005-2008, only about 
30% of workplaces with 30 employees or above allow employees to reduce or adjust 
working time to care for their children under 3 years old. Moreover, the take-up rate is 
very low. Only less than 5% of the workplaces have employees who request flexible 
working time arrangements.  
 

Table 22: The proportion of workplaces providing  
flexible working time arrangements 

Percentages 
 Providing With employees requesting 

flexible arrangements 
Not providing 

Yes No 
2008 30.84 3.43 27.41 69.16 
2007 33.49 4.26 29.24 66.51 
2006 27.42 -- -- 72.58 
2005 28.91 -- -- 71.09 

Source: CLA 
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In general, Taiwanese female workers do not reconcile care responsibilities by taking 
part-time jobs or adjusting working hours. Instead, some workers take informal 
employment such as self-employment or unpaid work in family business to have more 
time working in the family. With regard to the workers in formal employment sector, 
although the law gives the right to employees to request flexible working time 
arrangements, the take-up rate is very limited.  
 
 
The Development of Work-family Reconciliation Policies in Taiwan 
 
This paper examines three policy areas which address the difficulties in reconciling 
work and family responsibilities. The first set of policies is designed to increase the 
use of childcare facilities. The second set of policies is to provide leave arrangements 
and the third is on flexible working time arrangements. The development of these 
policies displays some characteristics of East Asian welfare systems.  
 
Firstly, the role of the government in these policies is a regulator rather than a welfare 
provider. It echoes the findings of many studies in East Asian welfare systems that the 
state plays an important role in regulating and enforcing welfare programmes 
(Aspalter, 2006; Goodman and Peng, 1996; Gough, 2004; Mkandawire, 2004).  
 
In childcare services, the Taiwanese government relies highly on the market to cover 
the demand of childcare services. The provision of childcare services from the public 
sector is much less than from the private sector. Therefore, to improve the 
affordability of families to use private childcare services, the government launched 
various subsidy programmes for parents between 1998 and 2008. In addition, the 
government makes efforts in improving the accessibility of childcare service 
information and the quality of childcare professionals. However, it does not provide 
many childcare services by itself. 
 
In terms of leave facilities and flexible working time arrangements, most of the 
responsibilities are put on employers. Again, the role of the government is in 
regulating whereas employers have to guarantee the leaves and pay their employees. 
Although the new amendment bill on paid parental leave adopts the insurance 
principle and request the government, the employers, and the employees share the 
costs of parental leave, the costs shared by the government are only 10%. Hence, the 
role of the government in the provision is still modest.  
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Secondly, due to the limited role of the government in providing services, most of the 
childcare responsibilities are taken by either the family or the market. It also 
reconfirms the observation that personal services and care for dependants rely on the 
support of the family in East Asian welfare systems (Croissant, 2004; Jones, 1993; 
Kwon, 1997; Lee and Ku, 2007). Moreover, enterprises also play an important role in 
providing welfare. Under the regulations of employment laws, a large proportion of 
welfare expenditures are in fact spent by enterprises (Hort and Kuhnle, 2000; Jacobs, 
1998). From the analysis in childcare services, it can be found that the care 
responsibilities for children under 3 years old rely mainly on the family (parents and 
grandparents). For children between 3 and 6 years old, the family and the private 
sector seems to equally provide childcare.  
 
However, it is still unclear how the care responsibilities will be allocated in the future. 
For the children under 3, the government seems to implement leave facilities and 
flexible working time arrangements to promote the family rather than the market to 
provide childcare. Nevertheless, the effects of these measures so far are very limited. 
Many women have to leave the labour market or take informal employment to 
combine work and care. For the children aged between 3 and 6 years old, the 
government provides various subsidies to cover the costs of childcare facilities. To 
some extent this can encourage the market to meet the demand for care but the level 
of subsidies is quite low. Therefore, a large percentage of parents still have to stay 
home to look after their children. The direction of policy development seems 
ambivalent currently and it will need more time to observe how the policies develop 
and allocate the care responsibilities between the state, the family, and the market.  
 
Thirdly, the provision of benefits and services is very limited and selective in Taiwan. 
To some extent it also shows the feature of East Asian welfare systems. As Walker and 
Wong (2005) pointed out, neo-liberal ideology dominates the development of social 
policy in East Asia. The Confucian values of self-reliance and family provide 
politicians legitimacy to escape from welfare responsibility. Under this context, the 
welfare provision from the government is insufficient to provide enough social 
protection against social risks. This feature reflects in the provision of childcare 
subsidies. Although the government provides some subsidies to alleviate the burden of 
parents in childcare costs, most of the subsidies are mean-tested. Moreover, some 
subsidies are only for disadvantaged groups like aboriginal children, disabled children, 
or women in disadvantage. Behind the policies is the logic that children are still seen 
as the responsibilities of parents rather than the state and the state only intervenes 
when necessary. For this reason, childcare benefits are more like social assistance 
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rather than universal benefits.  
 
Conclusion 
 
With increasing women labour market participation and changes in employment and 
family structure, the issue of work-family balance has become an important course for 
Taiwan. Although the labour market participation of women in Taiwan is low, it does 
not mean there is no demand for work-family reconciliation policies in Taiwan. In the 
contrast, the low labour market participation rate of women could result from the 
insufficiency of work-family reconciliation policies. 
 
This paper examines current work-family reconciliation policies and implementation 
in Taiwan in three specific policy areas: childcare services, leave facilities, and 
flexible working time arrangements. The data shows that the coverage of childcare 
facilities is limited and family members are still important carers for children. This is 
partly because the childcare costs are too high for parents to afford. Though the 
government provide some subsidies for disadvantaged groups, the coverage and the 
level of subsidies need to be improved. In terms of leave facilities and flexible 
working time arrangements, the provision is insufficient. Though the laws give 
employees some rights to request for leave and flexible working arrangements, the 
compliance from workplaces is weak and in practice the take-up rate is very low. 
Therefore, many women reconcile work and family responsibilities through 
withdrawing from the labour market or taking informal employment.  
 
The development of reconciliation policies in recent years in Taiwan display some 
features of East Asian welfare systems. The role of the government is a regulator 
rather than a service provider. Therefore, the provision of social care relies mainly on 
the family and the market. The benefits from the government are very limited and 
selective. In terms of policy patterns and principles, so far there is no clear 
transformation in work-family reconciliation policies. It would need further research 
to understand how work-family reconciliation policies develop and how the care 
responsibilities will be allocated in Taiwan.  
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