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Abstract

Austria is categorized in welfare policy literature as a conservative welfare state that
perpetuates the gendered roles of male breadwinner and female caregiver. Using this as a contextual
basis, this thesis is the first research to employ an intersectional feminist critical framework to
analyze Austria’s parental leave and childcare allowance systems. I explore the ways in which these
policies perpetuate inequalities based on gender, class, sexuality, and nationality by adopting two
different methods of analysis. The first is a policy document analysis in which I examine the details
of the policies and the presentation of the information to ascertain whether parents may face
barriers in taking protected leave or receiving allowance benefits. The second is a qualitative
analysis of 11 interviews with parents who had experience with the system, ensuring a diverse
sample pool facilitated an intersectional feminist analysis to determine how the policies supported
or prevented parents from taking leave and achieving their ideal division of paid and care labor.

Through the policy document analysis, I found the policies to perpetuate inequalities in all
aspects I explored. Through their deep complexity and the confusing presentation of information,
the lack of languages outside German and English, the poor quality of information in English, the
way the policies are both gendered and gendering, as well as the use of gender-neutral and gender-
restrictive language, Austria’s parental leave and childcare allowance systems present barriers to
parents understanding and utilizing all the available options. My interview analysis reflects similar
findings, parents spoke of the complexity of the policies resulting in the adoption of the traditional
model of male breadwinner and female caregiver since this was the easiest and most well-known
option. Furthermore, while the policies offer individualization to a certain extent, many
interviewees expressed a desire for greater flexibility to be able to achieve their ideal division of
childcare and paid labor between both parents. Finally, I ascertain that cultural expectations in
Austria reinforce a traditionally gendered division and, in combination with the effects of the
policy, parents found themselves in stereotypical roles despite their desire for greater equality in

their relationship.



CEU eTD Collection

Declaration

I hereby declare that this thesis is the result of original research; it contains no materials accepted
for any other degree in any other institution and no materials previously written and/or published
by another person, except where appropriate acknowledgement is made in the form of

bibliographical reference.

I further declare that the following word counts for this thesis are accurate:

Body of thesis (all chapters excluding notes, references, appendices, etc.): 25,370 words

Entire manuscript: 32,098 words

Signed: Michelle Farrand



CEU eTD Collection

Acknowledgements

I would like to thank the following people for their unwavering support throughout my
thesis process and master’s degree:

Dorottya, for your intelligent and kind support as my supervisor throughout our numerous
consultations. You provided me with invaluable insight into policies and constructive suggestions
for improving my thesis. Eva, for your helpful advice and recommendations as second reader.

Mum and Dad, for the copious rounds of proofreading and revising of my thesis and
papers. You are a constant rock in my life and without your unwavering support and love I would
not be where I am today.

Jakub, for being my life partner and friend. Your encouragement and love throughout the
master’s and thesis have meant the world to me, and I can’t wait to see where we end up next. And
let’s not forget Iggy, who provides an infinite source of love and snuggles.

Julye, for the many revisions of my chapters and advice on content through the whole
thesis process and the entire master’s degree. Your constant support not only academically, but
also as a true friend kept me motivated and sane even at the hardest times.

Dagmar, Jo, and Sofia, for your continual support and love throughout not only the
thesis-writing process, but also the whole master’s. From shoulders to cry on to friends to laugh
with, I look forward to many years of friendship to come.

My interview participants, for taking the time and energy to share your experiences and
opinions with me, this thesis is what it is because of your thoughtful responses.

Eylem, for being the greatest thesis buddy, keeping me motivated, and being incredibly
kind and supportive.

Finally, all my incredible peers and awe-inspiring professors at CEU — thank you for

sharing this experience with me and for making me a better scholar, activist, and person.

1ii



CEU eTD Collection

Table of Contents

A D SEIACT et eenineeiueeeeeieetieeteeeereeeetnceraesncaesscsnsacescaesscsssscessacssssssscsssnessensssssssscnssnessenssnennsncenn i
DIECIALALION .uieeriiniieiiiiiiieiieiiiiiieitietnernerasetessrasstassrnsssnssrnssrnssrnsssnsssnsssnsssnsssnsssnsssnsssnsssnss ii
AcCKNOWIEdGEMENTS ceeuuuuuiiiiiiiiiiiiiiiiiieiiniiee e eeres e s e e e e e ers s s e e e s s sa s s e s eeees iii
TADIE Of CONTENTS cuuituiirniirueieueetuerenereneeeserrseresersserssssssssssssssesssesssssssssssssssesssessssssssssnssnsesnne iv
LSt Of TADLES cetvuuiiiuniiiuiiriieiiruerteeirtenesrenerrasesssssssensesssssssssssssasessssssssassssnsssssassssassssnssssanss vi
Part It INtroOdUCHION ..iveiieeiiiiiieiiieiierinrtnienetnsernssenssrnssrnssrnssrnssenssensssasssnsssssssnssenssenssssssnses 1
Chapter 1.1: Topic Introduction and Author Positionality..................vcvcunenivcninicincnicincnnns 1
Chapter 1.2: Theoretical FFamemorf...........iciviuviciniiiiciiniicinisissicssssissssss s ssssssssssanns 3
1.2.1 Feminist Critical POICY ANALYSIS ....c.oviiuiriiiiiiiiiiiiiiciiciiciceeeeeeee e 3

1.2.2 INterSECtiONANILY ..eviuiiiieieieieiciricec ettt 4

1.2.3 The Intersectionality of Parental Leave POLCIES......coeevieueririeriniiinicinicinicciccnieceicen 5
ChHAPLET L3: MOIDOMS ..o 8
1.3.1 POLCY ANALYSIS ..veuiviiiiiiiieieieicinieteietstee ettt 8

1.3.2 INterVIEW ANALYSIS cueuviviuieriirieinieiirietrt ettt ettt sttt sttt 9
Chapter 1.4: Parental 1 eave Studies in Austria and EUrgpe ..., 11
1.4.1 Parental LLeave LItEIature ooiiiiirieeieeereereeie et eereereesveeereeveesteereestsesseesssesseesseesssasssessesses 11

1.4.2 Austria: A Conservative Welfare State with a Male Breadwinner Model....................... 14

1.4.3 Comparative Study of European Parental Leave Policies.......cocoeeivinivieicininniccininnnen 17

1.4.4 Intersectionality in Parental Leave Research........cccooovviviviiiiiiiiiiniiiccce, 19
Part II: Austria’s Parental Leave and Childcare Allowance SyStems ......ccoceeeeeieieieienennnen. 20
Chapter I1.1: Qvervienw of 106 POLCIES ..........covucuiecuvieiviniciriiisinicinicisicsisieisisisiss e 20
I1.1.1 Maternity ProteCtion......cccciiiiiiiiiiiiiiiiiiicicc s 20
T1.1.2 Daddy MONth...c.ccoiiiiiiiiiciicicinee ettt 21
TL1.3 Patental LEAVE c.eecveeeiee ettt ettt ettt et s e e te e e ba e e teeetae e saeesareeeaseeeseeeseeenes 22
TL1.1.4 Parental Patt-TIMIE . ..coeioiiieieeeie ettt et eeeeeeve e et eeeteeeeteeeetveeeaveeeareeenseeenseeenseeenns 24
TL1.1.5 Childcate ALIOWANCE ....c.vvieeuveeeeeeeeeeeeeteeeeee et et e eereeeeteeereeeeteeeeteeeesseeeareeenseeesesenseeenns 24
Chapter 11.2: Relevant Austrian Statistics and 1.eave IMPacts............ceeevecconeeveeconenecrnernesenennenn. 28
I1.2.1 Employment and Leave Statistics In AUSEIIA ..c.ccvvveveuiirireeieeirireecereeeeeeseneeeeenee 28
11.2.2 Child and Motherthood Penalties and Fatherhood Premiums ........ccccceevevveecvieecneeeennnnn. 32
Chapter I1.3: An Intersectional ANALYSLS ............eeececinieviviniiviiciiciiicisiiciicisice e 34
I1.3.1 Complexity and Presentation of Policy Information.........ccccveveeerrencrcennerercennnenens 34
11.3.2 Incentivization Of Fathers .....oouiiiiiiiiicecce ettt e 37
I1.3.3 (Non-)Inclusive Language..........ccccviiiiiiniiiiiiiiiiiiiceesssse s 39
T1.3.4 COMNCIUSION. ..ecitttieiiectee ettt ettt et e et e et e eeteeeeteeeetaeeeabeeebeeeabaeeteeeeseseesseensseessseesseeeseeenss 42

Part I1I: Lived Experiences of Parents in Leave and Allowance Uptake...........ccceeeeeeee. 43
Chapter 111.1: Interview Methodology and Participant Sample ................uveceievieconeuvicrncrnesencnnnn. 43
Chapter 111.2: An Intersectional Analysis of Parents’ FEXDEIIENCES ......uueneeceeeceriiieiicirisiciniaenns 46

v



CEU eTD Collection

II1.2.1 Father’s Leave Usage and Ideal DIvision ........cccccoceiviviviiiiiniiiiiiiiccces 47

II1.2.2 Cultural Expectations and Societal Influence.........cccovviicinniiiiinniiinniciien, 51
I11.2.3 System Complexity and COnfuSION.......ccuvuvueuiiiiriiieiiiiniiciciieecceeeeee e 57
111.2.4 Flexibility or Lack Thereof........cccoiiiiiiiiiiiiiiiiiiiie 62
Chapter 111.3: Conclusion of the Interview Findings and AnNGLYSLs ...........cevweceeeviecicevicincnvinicnne, 71
Part IV: Conclusion.....ccuuuiiiiiiiiiiiiiiitt e 73
Chapter IV .1: Policy Recommenaations.................viciveiviusicincsieisiisisinsisisissssssssssssssssssnns 73
Chapter IV .2: Fintal REmMATRS ........oveevieciviiiiiiciiiiiiiiicisicisisisissessisissss s sssssssssssssns 76
Appendix 1: Interview QUESHIONS....cceiiiiiiiiitiiiiiiiiiiiiiiiiineeerniie e eeeerrra e e eerasaaaaes 79
Appendix 2: Overview of INtervieWeesS. ...cuuuuuiiiiiiiiiiiiiiiiiiiiiiiiiiiiceeerreee e 81
BibliOGIaphy ..ccoviiiiiiiiiiiiiiiiiiiiiiiiiiiieriii e e s e e s e s b e e s e eees 85



CEU eTD Collection

List of Tables

Table 1: Childcare Allowance Lengths and AMOUNES .....c.cueiviriiieiiiriniiieiineccereeeceeeeeees
Table 2: General 2019 Employment Statistics in Austria vs. the EU Average........ccccevviiiinnnns

Table 3: Approximate Parental Leave Statistics in 2019 and 2020.......c.ccccvvvveivinnecinnneiinnnns

vi



CEU eTD Collection

Part I: Introduction

Chapter 1.1: Topic Introduction and Author Positionality

In the summer of 2015, I moved to Vienna after completing my Bachelor of Arts in Music
Administration and German at a liberal arts university in the United States, and started work in an
office with mostly Austrian colleagues. Subsequently I have worked in companies with a
significantly more international framework, both in terms of employees and in terms of the work
being done. Over these past six years living and working in Vienna, I have heard many times how
generous Austria’s parental leave policies are — from both people living in Austria and from
international friends and family who had heard about the policies, comparing them with those
offered in their own countries. Nevertheless, I began to notice the impact having children has on
women’s careers, and conversely the (non-)impact on men’s careers. Granted, this is just a small
snapshot of the larger Austrian society, but herein lies my motivation for exploring the topic of
Austria’s parental leave policies. Furthermore, it is interesting to explore the contradictions and, as
I found in my interviews, similarities between people’s views and the literature, which categorizes
Austria as a conservative welfare state that perpetuates the traditionally gendered roles of male
breadwinner and female caregiver (see Chapter 1.4). Finally, I am aware of the influence my
positionality may have had on my interview results and research outcomes.

My desire to explore the policies through an intersectional lens stems from a variety of
sources. First, having lived in five countries, attended several international schools and universities,
and with friends and colleagues from a variety of backgrounds, I have always appreciated the
richness of diversity and the importance of not only respecting cultural differences, but also
understanding how these differences translate to disparities in experiences, access, and treatment
in a variety of different realms and situations. Second, in the last five to six years I have become
more and more aware of just how pervasive oppressions are within the society around me and how
cycles of inequalities are so deeply engrained in our daily lives and societal structures. Finally, the

year in this master’s program at CEU has provided me with a greater theoretical and social
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understanding to underscore the importance of intersectionality, I can no longer imagine analyzing
something without taking into account the intersections of peoples’ identities. Thus, it is not
enough to analyze Austria’s parental leave only through a gendered lens, ignoring the discrepancies
between groups of women and of men, and the varied effects based on class, nationality, and
sexuality, and how the intersections of these result in even more significant barriers to equal access
to the system’s benefits. My thesis thus represents the first intersectional study of Austria’s parental
leave system, and demonstrates the ways in which these policies are perpetuating inequalities and
reinforcing stereotypical roles so that policy makers can improve the services and benefits to
provide equal access for all parents.

My thesis will be divided into four main parts: (I) Introduction, (II) Austria’s parental leave
and childcare allowance systems, (III) Lived experiences of parents in leave and allowance uptake,
and (IV) Conclusion. In Part I, I outline the theoretical framework and methods I used in my
research, present an overview of the relevant literature on parental leave in Europe, and
contextualize Austria as a conservative welfare state. Part II provides a detailed overview of the
current parental leave and childcare allowance systems in Austria, as well as relevant employment
and leave statistics. Both these chapters provide a basis for the analysis chapter in which I examine
Austria’s policies through an intersectional feminist critical analysis framework to ascertain how
they may be perpetuating inequalities and reinforcing traditional gendered roles. In Part III, I turn
to the lived experiences of the parents I interviewed, exploring their personal experiences with the
system. Finally, Part IV ties together my findings by presenting a set of policy recommendations
for reducing inequality and improving accessibility of Austria’s system to all parents, before

concluding the thesis with some final remarks on the research results and importance.
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Chapter 1.2: Theoretical Framework

Within this chapter I outline the theoretical framework for my thesis, namely: feminist
critical policy analysis and intersectionality. These approaches guided me in exploring the
implications and complexities of Austria’s current parental leave and childcare allowance systems
for parents and families in terms of gender, sexuality, nationality, and class. In the following
sections, I highlicht why a feminist critical framework is needed when analyzing policies, the
importance of intersectionality as a key element of this theoretical framework, as well as the

relevance of employing this approach in my own research on Austria’s parental leave scheme.

1.2.1 Feminist Critical Policy Analysis

Beginning with an overview of feminist analysis frameworks, I highlight why it is vital to
analyze policy using this approach. As Orloff (1993) outlines, welfare policies affect different
groups of people in a variety of ways. One clear example of this is the category of gender and the
ways in which policies impact women and men differently. Hence, scholars have outlined the
importance of taking a feminist critical approach to highlight the ways that policies tend to
disadvantage women, both those with an explicit gender aspect and those which may appear to be
gender neutral (Bensimon & Marshall, 2003; Kanenberg et al., 2019; Lombardo et al., 2017
Marshall, 1999; McPhail, 2003; Paterson & Scala, 2015). As public policy is a field traditionally
dominated by men (McPhail, 2003, p. 41), it is important to expose the gender elements of policy
and make women visible in society. In 2003, Beverly McPhail laid out a set of questions, forming
what she called a Feminist Policy Analysis Framework. These questions draw upon areas of
feminist thought relevant to policy making and analysis, and aim to uncover forms of structural
marginalization (McPhail, 2003, pp. 55-58). In 2019, Kanenberg et al. updated and expanded upon
McPhail’s framework to account for a more significant focus on “privilege, oppression, and

intersectionality” (Kanenberg et al., 2019, abstract). Naming it the Intersectional Feminist Policy



CEU eTD Collection

Analysis Framework (p. 9), they deemed this new approach necessary given the current polarized
political discourse surrounding racial discrimination not only in the United States, but also globally.

Feminist analysis is thus a fundamental tool for revealing the gendered and intersectional
aspects of policies. Similar to McPhail (2003) and Kanenberg et al. (2019), other scholars have
adopted a feminist critical policy analysis, arguing for its use in analyzing all policies, even those
that do not obviously relate to gender. Bensimon and Marshall (2003), for example, use this
approach to discuss higher education policies, while Paterson and Scala (2015) apply it in analyzing
anti-smoking policy. These scholars have used the approach to evaluate the policies’ broader
impacts on society, verify that desired results are reaching the people intended, and ensure existing
oppressions are not further perpetuated. In particular, Paterson and Scala (2015) highlight the
importance of recognizing the “issues of hierarchy, power differentials and domination” as a key
aspect of taking a feminist critical policy perspective (p. 481). Thus, it is inaccurate to claim gender
neutrality within policies, as neutrality does not exist within a gender oppressive system that has
clear power differentials between men and women.

The feminist frameworks and approaches to policy analysis I outlined in this section make
clear that it is vital to recognize: (1) the ways in which policies can discriminate against and
marginalize certain identities; and (2) how policies are both influenced by and can perpetuate the
patriarchy, oppression, and power structures within the broader society. Feminist frameworks
additionally emphasize the importance in policy analysis of accounting for women in a variety of

different situations, in many instances calling for the inclusion of intersectionality.

1.2.2 Intersectionality

Intersectionality, a term coined by black feminist and American legal expert Kimberlé
Crenshaw in 1989, refers to the exploration of interactions between a person’s various identities,
as prescribed by society, examining the intermingled effects of oppression on an individual.

Feminist scholars have thus called for the use of an intersectional theoretical framework in
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conducting research to prevent the “experiences and struggles” of certain people from “[falling]
between the cracks” (Davis, 2008, p. 68; Collins & Chepp, 2013; Hankivsky, 2012; Lombardo et
al., 2017; Taylor, 2009). Taylor (2009) highlights the importance of viewing intersectionality as an
“experience” rather than a representational concept (p. 41). Approaching intersectionality as a lived
experience can be witnessed within both the feminist policy analysis framework and feminist critical
policy analysis outlined above. Similarly, Bensimon and Marshall (2003) argue that using an
intersectional framework in analyzing policy can expose the various forms of discrimination and
bias which are embedded in any given policy (p. 339). It enables an examination of how power
structures within society may determine the development and impact of policies, as well as how
these policies perpetuate social hierarchies, oppression, and inequalities (Hankivsky, 2012; Paterson
& Scala, 2015). I argue that these differentials of power and domination within society are relevant
and extend to a multitude of related areas, such as employment opportunities, family life, and social
relations, which in turn affect the reach and impact of the policies. Therefore, intersectionality is a
vital analytical framework that highlights these issues in order for them to be resolved within policy

and for tackling existing inequalities.

1.2.3 The Intersectionality of Parental Leave Policies

Parental leave is a policy area which has clear gender implications and is often viewed
through a feminist lens. Nevertheless, literature on the topic demonstrates that the various
identities of women and associated power differentials are often not taken into account, with
studies largely focused on the gendered dimensions, and at most the intersections with class. In my
thesis, I explore Austria’s parental leave scheme from multiple angles utilizing an intersectional
framework, specifically how the policies affect parents differently based on gender, class, sexuality,
or nationality. To do this, I employ a feminist critical perspective with an emphasis on

intersectionality as my theoretical framework.
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Writing from a Canadian context, Hankivsky (2012) highlights the increasing importance
of utilizing an intersectionality based analysis (IBA) rather than gender based analysis (GBA) or
gender and diversity analysis (GDA). IBA entails “mov]ing] beyond single or typically favoured
categories of analysis (for example gender, race, and class) to consider simultaneous interactions
between different aspects of social identity...as well as the impact of systems and processes of
oppression and domination” (Hankivsky, 2012, p. 177). As she highlights, “gender inequalities
thrive where there is a lack of awareness of the interaction of the impacts of the multiple identities
and diversities of men and women” (Equality Commission of Northern Ireland, 2008:9, as cited in
Hankivsky, 2012, p. 179). An intersectional approach is therefore vital to sufficiently analyze the
impacts of parental leave policies and their associated financial benefits and the ways in which they
may be perpetuating inequalities among women and men of all identities.

I assert that by not taking all categories of identity into account, one is paying attention
only to dominant groups. In the case of parental leave in Austria, this generally means Austrian,
employed, upper- to middle-class, heterosexual couples. If policies do not account for all groups
and for the intersecting structural power differentials at play, inequalities will continue to be
perpetuated and the experiences of oppressed groups only further marginalized (Ackerly & True,
2013). Taking an intersectional approach in policy-making, however, could result in “more
inclusive and better quality policies” (Lombardo & Verloo, 2009, as cited in Hankivsky, 2012, p.
178). Similarly, feminist critical policy analysis aims to employ intersectionality as a way to “expose
complex structures of penalty and privilege” beyond the gender binary of men versus women
within policies in order to effectively achieve gender equality (Paterson & Scala,' 2015, p. 483). As
Crenshaw (1989) asserts, “the goal of this activity [intersectionality] should be to facilitate the
inclusion of marginalized groups for whom it can be said: “When they enter, we all enter.” (p. 139).

In Chapter 1.4, I outline the relevant literature on parental leave policies in both Austria

and FEurope. In doing so I point out the ways this research has mainly focused on one aspect, such

! Citing Manuel, 2006 and Hankivsky, 2012a as examples (Paterson & Scala, 2015, p. 483).
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as gender or class or sexuality, and thus situate my own thesis as an intersectional analysis of how

the policies affect people based on a variety of lived circumstances. Prior to that, I outline the

methods I employed in my research in the next chapter.
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Chapter 1.3: Methods

Following my theoretical chapter, I now outline the two specific methods used in my
research: policy analysis and qualitative interview analysis. I conducted an investigation into
Austria’s current parental leave policies through a document analysis. My interviews utilized a
qualitative approach to analyze lived experiences within the parental leave system. In the next
sections, I explain these two methods in greater detail and highlight the role that feminist critical

policy analysis and intersectionality played in applying the methods.

1.3.1 Policy Analysis

In order to sufficiently explore the various ways in which Austrian parental leave policies
may discriminate upon or not take into account certain groups or identities, I performed a feminist
critical document analysis. As previously mentioned (Chapter 1.2), this method is fundamental to
uncovering persistent inequalities within policies. My analysis included a thorough reading of
official governmental websites, brochures, and other documents which present information on the
available leave schemes and allowance benefits. I found these informational overviews of the
current legislation on the Federal Ministry of Labor website and by clicking on links to further
information on relevant topics. This led me to other governmental departments such as the Federal
Chancellery, the Federal Ministry of Finances, and the Federal Ministry of Labor, Family, and
Youth. I also looked at the Chamber of Labour website, as this is one of the most common places
for employees to find information on their rights. Finally, I checked the International Network on
Leave Policies & Research for Austria’s country note, which gave an overview of the policies
(Schmidt & Schmidt, 2020). This research provided me with the policy detail, and an understanding
of what parents have to go through when trying to find options available to them. The critical
feminist document analysis helped me determine which benefits are available, for whom, and on

which bases.
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I analyzed the policy itself using both feminist critical policy analysis and intersectionality
to discover in which ways the policies may not be reaching all groups of people equally, if the policy
formulation predetermines which partner will take leave, and whether the policies are perpetuating
inequalities within Austrian society. To support my analysis, I additionally conducted a brief
quantitative exploration of official statistics available on employment, salaries, and parental leave
to contextualize my research and outline existing inequalities. This data was collected from the
official websites Statistics Austria and Eurostat. An overview of the policies, my findings and

analysis, and the policy impacts are all presented in Part II of the thesis.

1.3.2 Interview Analysis

As a form of qualitative research, I conducted 11 interviews with parents who had in some
form utilized Austria’s parental leave or childcare allowance schemes.” Participants were found
through snowball sampling: via mutual contacts with friends and colleagues, as well as by
contacting LGBTQ+ and family organizations to reach their membership bases. In order to
facilitate an intersectional analysis, I tried to ensure a stratified participant sample representing a
diversity in cultural background, socio-economic status, and sexuality. Following Taylor’s (2009)
classification of intersectionality as an ‘experience’ (p. 41), I chose to use it as a method within my
interviews, to both support my intersectional analysis of the policies and understand the lived
experiences of these parents. Only by doing this could I offer comprehensive and effective changes
to the parental leave scheme and recommendations regarding further cultural efforts to prevent
discrimination and its impact. In Chapter IIL.1, I provide further details on interviewee
demographics.

My interview questions (see Appendix 1) were semi-structured and varied in scope, from

background questions, such as participants’ employment situation before and after leave, to more

21 spoke with parents from 10 couples, but since for one couple I interviewed the mother and father separately, it
resulted in 11 interviews.
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detailed questions concerning the factors they considered when deciding who would take leave and
for how long, and whether they faced any barriers in taking leave. This approach enabled me to
form a picture of each interviewee with regard to their leave decisions and experiences, as well as
what impacts their final decision may have had. I also asked each participant about their own
opinions of the available parental leave options, as well as what their ideal leave division would be.
Finally, I strictly followed the CEU Ethical Research Policy throughout the entire interview and
research process.

Further information on my interview sample, as well as my findings and analysis, can be
found in Part III of the thesis. Prior to that, Part I concludes with a chapter on scholarly literature
on parental leave and on Austria as a conservative welfare state, and Part II outlines and analyzes

Austria’s parental leave and childcare allowance systems.

10
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Chapter 1.4: Parental Leave Studies in Austria and Europe

The following literature review outlines the relevant scholarship that has been written on
parental leave policies and the issues that are often distinguished as the most important factors in
forming and analyzing these policies. I begin with a general overview of these concepts in Europe
before exploring the specific example of Austria as a conservative welfare state, which perpetuates
the male breadwinner model within its policies. Following this, I provide two comparative
examples of policies within Europe, first looking at three conservative countries and their path
towards gender equality, and then highlighting the Nordic Countries as those which are closest to
the ideal model of paid and unpaid labor division. Finally, I categorize whether literature written
has covered gender, class, or sexuality aspects of the policies and indicate the lack of
intersectionality present within these studies, thus situating my own thesis within this field as an

intersectional study.

1.4.1 Parental Leave Literature
Opver the years, the intention of family policies has evolved. Knijn et al. (2018) outline this
history and break it down into the initial goals of:
fertility, child mortality and family restoration (after World War II)..., equity and social
redistribution issues (during the 1970s and 1980s)..., [and] employment issues during the
1990s and the beginning of the twenty-first century, under the heading of both labour

market flexibilization and work-life balance. (Lewis et al., 2008, as cited in Knijn et al., 2018,
p. 154)

Parental leave policies, as an important part of family policies, were paid and protected leaves from
employment for the purpose of childcare. They were first introduced in Western Europe in the
form of “limited maternity leaves” in the 1970s and later expanded to provide longer periods, to
open up leave entitlements to men, and to increase the financial benefits (Morgan & Zippel, 2003,
pp. 51-52). In addition, parental leave policies focused on “the best interest for the child; the roles
of mothers and fathers in raising children and in supporting child health, physical, cognitive and

emotional development; parental labour market behaviour; attitudes towards gender equality;

11
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employer attitudes” (Thévenon, 2018, p. 124), as well as the impact on fertility (Gauthier & Koops,
2018, p. 17), demographic development (Lohmann & Zagel, 2018, p. 49), and a reduction of child
poverty (Bradshaw, 2018, p. 84). Austria, specifically, falls into a political structure in which there
are two sides vying for family policies for very different reasons. This refers to the conservative
politicians who value fertility and reproduction as an important part of the nation’s work, and the
left-wing politicians who believe family policy is a question of reducing inequalities and wealth gaps
(Meier et al., 2007, pp. 114-115).

My thesis focuses on the balance between work and family, the gendered impacts and
effects of leave, as well as the perpetuation of inequalities; while gender and employment are the
main topics covered in current literature on parental leave policies. The hope is that a reconciliation
of care work and paid labor will lead to a suitable length for parental leave so as to “increase female
labour force participation” and “reduce the interruption of women’s work associated with
childbirth” (Gauthier & Koops, 2018, p. 17). In taking parental leave, parents have formed very
gendered habits of the woman taking a long leave and the man taking either very short or no leave.
Many scholars cite financial reasons, since male partners on average earn more, and career
prospects as the main causes of these gendered leave-taking habits (Bygren & Duvander, 20006;
Evertsson & Boye, 2016; Mauerer, 2018; Morgan & Zippel, 2003; Olah et al., 2018; Schmidt et al.,
2015; Schmidt & Rieder, 2016; Thévenon, 2018).

The reconciliation of paid and unpaid work between parents is a gendered issue that
depends upon access to the labor market, equal pay, more generous paid leave, and a more evenly
divided share of childcare and domestic labor. Thus, to achieve greater gender equality in the realm
of parental leave, childcare, and employment, many European countries have started to promote
paternity leaves, or leave periods that are specifically reserved for the father. In doing so, it is
important to recognize the kind of benefits and regulations that will incentivize fathers to take this
paternity leave. Millar (2018) notes that “men will be more likely to take leave if there is no option

to transfer it to their partner” (p. 39), and Young Kang and Meyers (2018) highlight that “men are
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expected to be more likely to use available leave if the replacement rate for lost wages is higher”
(p- 73). These are significant factors that need to be considered when creating policies, as well as
when analyzing and reforming them.

Another factor outlined in literature is the societal expectations around parenthood in many
countries, specifically the need to conform to gendered roles of female caregiver and male
breadwinner (Ciccia & Vetloo, 2012; Evertsson & Boye, 2016; Geisler & Kreyenfeld, 2011;
Leibetseder, 2013; Mauerer, 2018; Morgan & Zippel, 2003; Schmidt et al., 2015; Valarino et al,,
2018). As Evertsson and Boye (2016) note, “motherthood comes with an expectation of self-
sacrifice that tends to be associated with feelings of guilt” (p. 5). Thus, to be considered a ‘good’
mother, women often feel pressure to stay at home until their children go to kindergarten, or even
longer (Brandth & Kvande, 2012; Evertsson & Boye, 2016; Morgan & Zippel, 2003; Valarino et
al,, 2018). Conversely, fathers are influenced by expectations that they should “spend sufficient
time and energy on paid work to economically provide for the family” (Evertsson & Boye, 2016,
p. 5). These gendered roles that have become embedded within much of European society continue
to have a significant impact on the formation of policies and on how parents choose to utilize
them.

Two studies explore the impact of factors besides gender on parents’ leave-taking habits,
namely class and education. Morgan and Zippel (2003) draw attention to the relation between
gender and class in determining choices around parental leave, given the usually low wage
replacement rate of benefits and the likelihood that lower class women are earning significantly less
than their partners (p. 51). Evertsson & Boye (2016) note differences among women’s likelihood
to take leave, specifically that “higher educated women return to paid work faster after a parental
leave than lower educated women” (p. 2). Nevertheless, these women still face difficulties in
pursuing a career as the main caregiver of the child, no matter their level of education (p. 2). This
shows the importance of exploring the intersection of gender with other categories of identity to

sufficiently determine the effects leave has on parents.
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The impact of gender, class, and education on parental leave habits are important to keep
in mind when analyzing the policies, who has access to them, how they are used, and what effects
they may have. Thus, these are concepts that will return consistently throughout the rest of this

thesis, along with nationality and sexuality.

1.4.2 Austria: A Conservative Welfare State with a Male Breadwinner Model

Within this section, I provide context for the societal basis for the cultural expectations
embedded within welfare policies in Austria. Specifically, I explore the concepts of the conservative
welfare state and the male breadwinner/female caregiver model and how Austrian society
perpetuates these traditionally gendered ideals. These elements serve as a basis for my policy and
interview analyses in later chapters (Chapters I1.3 & III.2). Following the introduction of these
concepts, I provide examples of two qualitative research studies based in Austria which prove the
presence and perpetuation of these gendered ideals and their impact on parental leave decisions.

In 1990, Esping-Andersen introduced a typology of Western welfare states, dividing
countries into three groups: conservative, liberal, and social democratic (Esping-Andersen, 1990a,
p- 3). Young Kang and Meyers (2018) define conservative welfare state countries as those with
“generous family policies that perpetuate traditional gender roles...[and] have been structured by
traditional family and gender values that prioritize women’s work in the home” (p. 69). Linked to
this, conservative welfare states perpetuate the existence of the male breadwinner model, which
Ciccia and Verloo (2012) recognize as very common in Europe, specifically citing Austria as one
example. This model supports policies “based on a traditional division of gender roles” (Ciccia &
Verloo, 2012, p. 522), correlating with a father who “provides for his family and may help out
occasionally but is not expected to take direct responsibility in childcare” (p. 511). Furthermore, it
relies on a female caregiver who takes on the primary responsibility of childcare and domestic

labor, and remains financially dependent upon her male partner.
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Numerous scholars have categorized Austria as a conservative welfare state that
perpetuates the male breadwinner model (Esping-Andersen, 1990b; Leibetseder, 2013; Mauerer,
2018; Morgan & Zippel, 2003; Olah et al., 2018; Pfau-Effinger, 2018; Sainsbury, 1999; Sardadvar
& Mairhuber, 2018; Valarino et al.; 2018; Young Kang & Meyers, 2018). This is reflected in the
prevalence and strong uptake of its longer leave periods with flat-rate benefits and little incentive
for fathers to share leave (Ciccia & Vetloo, 2012; Sainsbury, 1999), most often resulting in mothers
staying at home for long periods with consequent impact on their careers, and men continuing
with full-time employment with little to no leave. Furthermore, Schmidt and Rieder (20106)
highlight the lack of a well-paid, non-transferable leave period of several months reserved for
fathers, as a key factor in the limited number of men who take leave in Austria (p. 492). Further
evidence of these discrepancies is presented in Chapter I1.2, where I provide recent statistical data
on leave uptake and employment opportunities in Austria. These conservative characteristics
naturally have a significant gendered impact on the formation of families, the division of household
labor and childcare, and on access to the formal labor market. According to Mauerer (2018),
“hidden challenges in sharing parenthood persist, caused mainly by the effects of a long tradition
of a male breadwinner model” (Berghammer, 2014, as cited in Mauerer, 2018, p. 3). This applies
not just to parental leave policies and to the parents making decisions, but also to employers and
their own expectations with regard to parents, specifically men, taking leave. Mauerer (2018) notes
that in Austria many employers have “conceptions of a work-family balance [in which] women
function as primary caregivers in a family” (pp. 1-2), only perpetuating the ideals workers are
surrounded by and expected to follow. The implications of these conservative beliefs are further
discussed in Chapters I1.2, I1.3, and IIL.2.

Along these lines, Schmidt and Rieder (20106) interviewed 11 heterosexual couples from
different socioeconomic backgrounds to determine how they justify their parental leave decisions
(p- 495). They were found to be largely affected by individual jobs and financial situations, but also

on the basis of gendered expectations around responsibilities and skills of each parent and what is
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best for the baby’s nurturing and development (p. 494). Thus, Schmidt and Rieder outline the
following four main justifications for the division of parental leave: “economic, employment-
centered, child-centered and parental role-specific” (Schmidt & Rieder, 2016, abstract). While there
has been an increase in the number of parents who shared leave in Austria in the years prior to
their research, there was nevertheless a tendency to follow traditional roles and only 4.2% of paid
leave days in 2011 were taken by fathers (pp. 491-492).

In another study, Schmidt et al. (2015) explore the ways in which masculinity was
constructed within relationships in the transition to parenthood, and how it affected the way 11
heterosexual Austrian couples divided parental leave. This study exposes the highly gendered
division of paid and family work within Austria, despite increasing numbers of women in the labor
market (p. 373). Utilizing interviews as a method, they found that even in cases when the couple
shared parental leave, the decision remained “father-centred” (p. 374). The interviews showed that
fatherhood is perceived as an “individual choice” and motherhood as a “social duty” (p. 375), thus
“men did it only as an additional bonus when external circumstances and conditions were
adequate” (p. 382). Similarly, when the father did not take leave, the couple “repeatedly attribut|ed]
his impossibility to take leave to external circumstances and structural factors,” refuting any
personal responsibility for the decisions they made (p. 379). This further shows the impact of the
conservative Austrian society and the implications its gendered cultural expectations can have on
parents’ leave choices. Their results additionally show that fathers were more likely to share leave
in the shorter model available, taking leave for just 2-3 months themselves, but nevertheless it was
the longest option that was utilized most often by parents (p. 377). Finally, a discrepancy in salary,
whether the man or woman earned more, was always used to justify the man continuing with his
job and the woman taking leave (p. 379).

Similar findings can be found in an earlier study by Morgan and Zippel (2003), citing several
scholars in arguing that in Austria there is a common belief that “mothers should not be employed

outside the house but should stay home and raise their children, at least up to the age of three” (p.
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64).> While there is movement towards a fairer share of care responsibilities, as I discuss in the next
section, the conservative welfare state of Austria continues to foster the male breadwinner model.
In Part II of the thesis, I outline how Austria’s parental leave policies in many ways predetermine
which parent takes leave and the ways class and nationality may further perpetuate gendered
inequalities. In Part III, I provide qualitative evidence from my interviews of how Austrian society
and cultural expectations perpetuate the male breadwinner model when it comes to parental leave

and childcare responsibilities, whether that was the parents’ intention or not.

1.4.3 Comparative Study of European Parental Leave Policies

Given the context of Austria as a conservative welfare state, I will now highlight Pfau-
Effinger’s (2018) research in which she argues for the possibility of conservative welfare states’
evolution towards a model of greater gender equality. She refers specifically to Austria and
Germany as two examples of conservative countries that have begun to adapt “towards a more
gender-egalitarian family policy,” and Switzerland as a country that “has remained conservative”
(p- 168). She notes that between the early 1990s and 2015, Austria and Germany have “started to
support women’s employment and gender equality” rather than a female caregiver role by
improving public childcare services and extending their reach, providing more comprehensive and
generous paid parental leave, and by promoting a more equal share of childcare between parents
(pp. 171-173). Switzerland, however, continues to provide little support for parents in terms of
cither public childcare services or paid leave and has made few adaptations to its policies since the
1960s (pp. 172-173), thus solidifying its categorization as a conservative welfare state. She
acknowledges that even though the role of the EU may have contributed to this distinction between
Switzerland versus Austria and Germany, there is evidence that the EU policies actually had little

effect on reforms in the latter two countries (p. 179). Furthermore, Pfau-Effinger highlights the

3 Citing Winkler et al., 1995 and Nebenfiihr, 1995 (Morgan & Zippel, 2003, p. 64).
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emergence of the ‘male breadwinner/female part-time carer’ family model within Austria and
Germany (p. 175). Similar to the model I introduced in the last section on Austria, this one
highlights the tendency of mothers to remain employed, but only part-time to be able to continue
childcare responsibilities (p. 175). Nevertheless, despite the positive changes in policy towards
greater gender equality, the Austrian gender culture remains “more conservative towards gender
equality and the employment of mothers of young children” than either Germany or Switzerland
(p- 177).

Comparing conservative welfare states like Austria to the Nordic countries may also be
useful, as they are often deemed as the most advanced in terms of gender equality within parental
leave policies (Ciccia & Verloo, 2012; Esping-Andersen, 2009; Eydal et al., 2018; Mauerer, 2018;
Olah et al., 2018; Sainsbury, 1999; Thévenon, 2018; Valarino et al, 2018; Young Kang & Meyers,
2018). In contrast to Austria’s ‘male breadwinner’ model, Sainsbury (1999) highlights the ‘universal
caregiver’ model as the ideal division of labor that parental leave policies should be designed to
foster. Accomplishing this entails on the one hand encouraging men to take the role of primary
caregiver in an equal manner with women rather than simply supporting women in care tasks, and
on the other hand involving employers and the state in supporting this division (Ciccia & Verloo,
2012, p. 511). Within a ‘universal caregiver’ model, the gendered roles are eliminated and both men
and women are equally involved in family/home life and paid work, which are then “considered
equally valuable activities” (Ciccia & Verloo, 2012, p. 511). While this ideal model does not yet
exist, in 2012 Sweden was the country which came closest, with 16 months of leave and significant
efforts towards promoting gender equality, including the second longest father’s quota in Europe
(Ciccia & Verloo, 2012, pp. 520 & 525). All the Nordic countries have been successful in
implementing father quotas, which increased the take-up rates of men when it comes to the division
of parental leave (Thévenon, 2018, p. 124; Eydal et al., 2018). In 2017, “the father’s quota was three
months in Iceland and Sweden, ten weeks in Norway and nine weeks in Finland” (Eydal et al.,

2018, p. 199). These countries have proven that fathers take a bigger portion of the leave when the
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part reserved for them is higher (Eydal et al., 2018, p. 199), and this has resulted in father’s higher
participation in childcare after leave as well (p. 202). Thus, the Nordic countries have become the
model towards which other European countries strive and with which they are compared in terms
of gender equality.

While parental leave policies vary greatly within European countries, I have briefly outlined
in this section two contrasting models: the conservative policies found in Austria, Germany, and
Switzerland and the more gender-equal policies found in Scandinavian countries. The aspects of
each model presented here form the basis of arguments in the coming chapters, as I aim to explore
the ways in which Austria’s policies perpetuate inequalities based on class, gender, sexuality, and
nationality. In the next section, I briefly cover the importance of this intersectional research and

how it is lacking within the current literature.

1.4.4 Intersectionality in Parental Leave Research

Thus far, Austrian and European parental leave studies have explored the effects of gender
(Brandth & Kvande, 2012; Ciccia & Vetloo, 2012; Esping-Andersen, 2009; Mauerer, 2018; Morgan
& Zippel, 2003; Schmidt et al., 2015; Schmidt & Rieder, 2016; and many more — almost all parental
leave studies consider gender), class (Esping-Andersen, 2009; Morgan & Zippel, 2003), and
sexuality (Wong et al., 2020) as individual characteristics, with the occasional overlap of gender and
class. In my research, I further explore the intersections of these categories but with the additional
consideration of nationality, specifically with regard to Austria’s parental leave scheme. As outlined
in my theoretical framework (Chapter 1.2), I consider it vital to employ intersectionality in the
analysis of policies in order to sufficiently determine the oppression and inequalities that are being
perpetuated by the policies and the effects of the power differentials in Austrian society that
ultimately affect people’s access to these policies. By only paying attention to one category, gender,
the numerous effects of intersecting categories are lost and thus barriers to equal access remain in

place.
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Part II: Austria’s Parental Leave and Childcare Allowance Systems

Chapter II.1: Overview of the Policies

This chapter provides an overview of Austria’s parental leave options, including maternity
protection, daddy month, parental leave, and parental part-time. During these leave periods, the
parent’s current employer (where applicable) no longer pays a regular monthly salary, but rather a
variety of financial benefits provided by the state are available to parents. I additionally outline
these benefits, such as the ‘weekly money’, ‘family time bonus’, and childcare allowance; as well as
options for additional earning potential while receiving these benefits. All information on Austria’s
various leave and allowance benefits and eligibility criteria has been collected from websites and
brochures produced by the following governmental departments or institutions: Chamber of
Labor; Federal Chancellery; Federal Ministry of Labour; Federal Ministry of Labour, Family, and
Youth; Federal Ministry of Labour, Social Affairs, and Consumer Protection; and Federal Ministry

of Finances.*

11.1.1 Maternity Protection

Birthing mothers are required to take a leave from employment entitled ‘maternity
protection’ (‘Mutterschutz’), defined as the period eight weeks prior to and eight weeks after the
birth when they are not legally permitted to work. This may begin earlier due to medical reasons
or extend longer after birth, on average to 12 weeks, in the case of a premature birth, multiple
births, or a C-section. The birthing mother is afforded job protection starting at the point at which
she informs her employer of the pregnancy and ending four months after the birth.

During this 16-week obligatory leave period around birth, birthing mothers are provided

with a financial benefit called ‘weekly money’” ("Wochengeld’). For employed birthing mothers, the

# For specific sources, refer to the following bibliography entries: AK, n.d.-a; AK, n.d.-b; AK| n.d.-c; AK, n.d.-d; AK,
n.d.-e; AK, n.d.-f; AK, 2021; Bundeskanzleramt, n.d.-a; Bundeskanzleramt, n.d.-c; Bundeskanzleramt, n.d.-d;
Bundeskanzleramt, n.d.-e; Bundeskanzerlamt, 2019; Bundeskanzleramt, 2021; BMA, 2019a; BMA, 2019b; BMA,
2020a; BMA, 2020b; BMA; 2020c; BMA, 2021; BMAF], 2020a; BMAF], 2020b; BMASK, 2017; BMF, 2021,
BMSGPK, 2021; Schmidt & Schmidt, 2020.
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amount is calculated at 100 percent of the net income for the three calendar months prior to the
start of the maternity protection, with no limitations. Those who were working ‘geringfiigio’ receive
a flat rate of €9.51 per day,” amounting to approximately €288.30 per month.® Those who were
unemployed directly before the birth receive 180 percent of the unemployment benefit they were

receiving.

11.1.2 Daddy Month

For all births since December 1, 2019, fathers or non-birthing mothers have the right to
one month of protected leave from their employment to support the birthing mother and the child
post-birth — this is called a ‘daddy month’ (‘Papamonat’). This leave can begin starting the day after
the birth and must be used in full before the end of the maternity protection period. The parent
taking this leave must live in the same household as the child and the birthing partner and must
inform their employer at the latest three months prior to the expected delivery date when they plan
to begin their daddy month. As with maternity protection, the job protection for the daddy month
begins at the point of notifying the employer, but at the earliest four months in advance of the
delivery date, and ends four weeks after the daddy month finishes. Following the daddy month,
the father must return to his previous workplace.

The financial benefit associated with daddy month is called the ‘family time bonus’
(‘Familienzeitbonus’) and amounts to approximately €700 for the month. The amount of the family
time bonus received is taken away from the childcare allowance (covered in a later section) that
they are later eligible for, but it does not affect the length of the allowance or of a possible parental
leave. Additionally, the same person is not allowed to receive the family time bonus and childcare
allowance simultaneously. Proof of residency or asylum status in Austria must be provided for both

parents and the child.

5 ‘Geringfiigig’ is a special employment contract with a maximum monthly income of €475.86 a month.
¢ Thus, those working ‘geringfiigie’ at the maximum salary receive only 60 percent of their regular earnings.
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11.1.3 Parental Leave

Following the end of the maternity protection period, employed parents have the right to
take protected parental leave (‘Elternkarenz’) from their employment up until the day before the
child’s second birthday, provided they live in the same household as the child. During this leave
time, parents do not receive salary from their employer, but are eligible for a childcare allowance
(covered in 11.1.5) from the state. This leave entitlement is available to both heterosexual and same-
sex couples; however, since the parental leave is directly connected to a protected absence from a
contract with a company, it is not available to those parents who are self-employed, unemployed,
studying, stay-at-home, or seeking asylum. The leave allowance can be shared between both parents
and can be changed twice, provided each leave period lasts at least two months. Although parents
are not allowed to be on leave at the same time, it is possible during the first change that the
parents’ leaves overlap by one month, however this then reduces the total leave allowance by one
month, thus until the end of the child’s 23* month. The length of each leave period is up to the
parents to decide, as long as it falls within the above-mentioned conditions; however, in the case
that the parents wish to receive childcare allowance (covered in 11.1.5) during this time, they must
pay attention to the specific criteria regarding lengths for this allowance to avoid losing out on
potential benefits (see Table 1).

Employers must be informed of the leave three months in advance, but it is a legal right of
the parents, so the employer cannot deny a request for leave. Should a parent wish to extend their
leave, they must inform their employer at least three months before the end of the registered leave
ot, in the case that the original leave was less than three months, at least two months before. The
job protection associated with the leave begins when the employer is informed and at the earliest
four months prior to the start of the leave, therefore it is advised to inform an employer no earlier
than these four months prior. The protection ends four weeks after the respective period of leave

finishes.
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During leave, it is permitted for parents to take on what is called ‘geringfiigig” employment,
a form of part-time work in which one can earn up to €475.86 per month. This employment can
be either with the parent’s own employer, from which they are taking leave, or with another
company. Another option available to parents is to exceed the ‘geringfiigio’ limit within the
company from which they are taking leave, but only for a maximum of 13 weeks per calendar year.
This enables them, for example, to fill in for colleagues on holiday or on sick leave. This
arrangement of working over the ‘geringfiigig’ restrictions can also be arranged with another
company but requires the agreement of the parent’s employer. Furthermore, it is permitted for
both parents to postpone three months of their leave, but without job protection or entitlement to
childcare allowance during this time. The delayed leave must be taken prior to the child’s 7*
birthday or, at the latest, at the point when the child starts school.

If a birthing mother returns to work while breastfeeding, she may request from her
employer a certain amount of time for breastfeeding during working hours, which the employer
must then provide. If she works more than 4.5 hours per day, she is entitled to a breastfeeding time
of 45 minutes. If she works 8 hours or more a day, she is entitled to two breaks of 45 minutes or
one of 90 minutes for breastfeeding. These breaks cannot result in reduced salary for the
breastfeeding mother and she shall not be expected to make up the time during other hours, nor
do these breaks count as part of the legal rest periods for employees throughout the day, for
example lunch break.

Adoptive and foster parents are eligible for many of the same parental leave benefits as
biological parents. Nevertheless, there are a few discrepancies in conditions. The leave may begin
on the day of the adoption. In the case that the child is 18 months or younger at the time of
adoption, the leave can only last until the day before the second birthday. In the case that the
adoption takes place after the 18-month mark but prior to the child’s seventh birthday, each parent
is entitled to six months leave. As with biological parents’ leave, each leave period must last a

minimum of two months.
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11.1.4 Parental Part-Time

Up until the child’s seventh birthday, both parents (including adoptive and foster parents)
have the right to be on ‘parental part-time’ (‘Elternteilzeit’), which allows them to reduce their
hours and/or organize them to fit better with family life. The following eligibility criteria must be
met: the parent must have worked for their company for at least three years including any leaves
and this company must have a minimum of 21 employees, they must live in the same household
as their child, and the other parent is not allowed to be on parental leave for the same child during
this time. Nevertheless, both parents may utilize parental part-time simultaneously, but each parent
can only use it once per child and it must last for a minimum of two months. In case the above
criteria regarding company size and employment duration cannot be met, the employee and
employer can come to an agreement for parental part time, but only until the child’s fourth
birthday.

During parental part time, the weekly working hours must be reduced by atleast 20 percent,
but a minimum of twelve hours per week must still be worked. Similar to parental leave, parental
part-time provides job protection beginning with the notification to the employer that the parent
shall take this leave, but at the earliest four months prior to the start of the change in hours. The
protection ends four weeks after the finish of the parental part-time. Following the parental part-

time period, parents have the legal right to return to their original employment contract.

II.1.5 Childcare Allowance
‘Family allowance’ (‘Familienbeihilfe’) is a monthly payment per child (€114 per month

during the petiod in which childcare allowance is available).” It is outside the scope of this thesis,

7'The family allowance (‘Familienbeihilfe’) is available until the tespective child’s 24t birthday. There ate no
additional requirements outside of those for the childcare allowance that must be fulfilled for the family allowance.
For further details on the requirements, length, and amounts of the family allowance, see bibliography entries BMA,
2020c¢ and Bundeskanzleramt, n.d.-d.
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suffice to say that receiving the family allowance is one eligibility requirement for the childcare
allowance.”

The childcare allowance (‘Kinderbetreuungsgeld’) is a financial benefit with two different
systems dictating the length and amount of the allowance: the flat-rate model and the income-
based model. It is important to note that the use and length of the childcare allowance do not
necessarily need to correlate with the use or length of parental leave. Thus, parents who are not
eligible for parental leave are still eligible for the flat-rate childcare allowance options,” but not for
the income-based allowance. Parents must fulfill the following requirements to be eligible for the
childcare allowance: collection of the family allowance; living in the same household as the
respective child and having one’s life centered in Austria;"’ completing the mother-child-passport
check-ups (‘Mutter-Kind-Pass-Untersuchungen’);'" keeping to the limits set on additional earnings
(covered later in this section); proof of residency in Austria or fulfillment of asylum requirements;
and, for parents who are separated, the receiving parent must have legal custody of the given child.

As mentioned above, parents can choose between two systems of childcare allowance: flat-
rate or income-based. Table 1, below, exemplifies the two systems and, within the flat-rate model
the shortest and the longest options. In the flat-rate system childcare allowance can be withdrawn
for any number of months within these upper and lower limits, in which case the daily amount
received will be altered accordingly.”” All models can be shared between both parents and, in the
case that they are, the total amount of time possible increases. For example, in the shortest flat-

rate model, if one parent takes childcare allowance, they receive €33.88 per day for 12 months. If

8 It is also a requirement for receiving other financial support such as the ‘family time bonus’ during the ‘daddy
month’.

 As mentioned in I1.1.3, this may include: self-employed, unemployed, studying, stay-at-home, or asylum-seeking
parents.

10 The Federal Chancellory brochure states that having one’s life centered in Austria means it is not enough to have a
registered home in Austria or an Austrian or EU citizenship (Bundeskanzleramt, 2019). Nevertheless, there are
exceptions in which parents working outside Austria or owning property outside Austria are still eligible for childcare
allowance (Bundeskanzleramt, 2019).

1"The mother-child-passport (‘Mutter-Kind-Pass’) requires five check-ups with a doctor for the pregnant mother
and five check-ups with the baby once it is born. If this is not completed, €1,300 will be taken off the childcare
allowance.

12'The general idea is that the total amount of the flat-rate childcare allowance received is the same, but since it is
divided by a different number of days, the daily amount changes accordingly.
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both parents share the allowance, they can receive €33.88 per day for 15 months total. During these
15 months, 3 months of this are reserved exclusively for the ‘second’ parent, but this parent can
still take more than 3 months if they wish to. The income-based model is available to parents who
were either employed or self-employed in the 182 calendar days (approximately 6 months) prior to
the birth of the child, paid Austrian health and pension insurance, and did not receive any
unemployment benefits during this time. This is the shortest model and the allowance amount is
calculated at 80 percent of the weekly salary previously earned, with a minimum of €33.88 and a
maximum of €66 per day.

Table 1: Childcare Allowance Lengths and Amounts

Option Possible length | Daily amount grfl l())rlfrft' monthly ::‘rl; 1()) 1:); total
Ei;jtte model = | ¢ /35 months | €14.53 €436 E}?ﬁgé -
Eéitrfjstf model = | 15 /15 months™® | €33.88 €1,016 2?32 -
Eggge'based 12/14 months' | €33.88 - €66 €1,016 - €2,000 gé,zo’é? -

Sources: Bundeskanzleramt, n.d.-¢; Bundeskanzleramt, n.d.-e; and own calenlations.

As can be seen in Table 1, parents can choose to receive the income-based model for 12
or 14 months shared and the flat-rate model for between 12 and 35 months, with varying amounts
of daily payment. The desired system and length must be chosen at the point of application. If they
choose the flat-rate system, the specific length chosen can, under certain circumstances, be changed
once, resulting in a recalculation of the daily amount, applied retrospectively. It is important to
note that while it is possible to receive childcare allowance for up to 35 months, parents are only
entitled to job-protected parental leave until the child’s second birthday, up to 24 months.

In certain circumstances, additional support is available. For births after March 1, 2017,

parents receive a one-time ‘partnership bonus’ (‘Partnerschaftsbonus’) of €1000 (€500 per parent)

13 While it is possible to receive the childcare allowance for less than 12/15 months, the daily amount will
nevertheless remain at €33.88 as this is the maximum amount one can receive (Bundeskanzleramt, n.d.-e).

14 In the income-based model, this length represents the maximum amount of time for which parents can received
childcare allowance. It is possible to receive the money for less time.
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if there is a more or less equal consumption (50:50 to 60:40) with a minimum of 124 days of
childcare allowance. Single parents are eligible for an additional three months of childcare
allowance over the maximum number of months that one parent can take. An additional daily
allowance of €6.06 for a maximum of 365 days (amounting to a maximum of €2,211.90 altogether)
is available to low-income families, as long as restrictions on additional earnings, which will be
explained in the next paragraph, are not exceeded. Parents who receive the family allowance can
additionally apply for the ‘family bonus plus’ (‘Familienbonus Plus’), which is a form of tax credit
and equals €125 per month (€1,500 per year) until the child’s 18" birthday."

It is possible to earn additional money while receiving childcare allowance, within certain
limits. For those on the flat-rate model, there is a limit of €16,200 yeatrly. In the case of employed
parents whose salary in the calendar year prior to the birth of the child (when no childcare
allowance was claimed) exceeded this limit, their limit is increased to 60 percent of this previous
yearly salary. For those on the income-based model, there is a limit of €7,300 on additional yearly
earnings while on the childcare allowance.' It is important to note that these limits differ from the
restrictions on working while on parental leave, which are outlined in the parental leave section.
Thus, if parents combine parental leave and childcare allowance then they must comply with the
‘geringfiigig’ limit of €475.86 per month.

In the next chapter, I present relevant Austrian statistics on employment, salaries, and
parental leave as a basis for the following chapter, in which I analyze the leave systems and financial
benefits outlined within this chapter. I do so in order to determine ways in which the policies foster
equality as well as how they may perpetuate certain inequalities based on gender, sexuality, class,
and nationality. I additionally determine whether the formulation of the available models pre-

determines which partner takes leave and for how long,.

15 Between the child’s 18th birthday and the end of the family allowance (24® birthday), it decreases to €41.68
monthly, or €500.16 per year).
16 Until 2019, this limit was €6,800 (Bundeskanzleramt, 2019, p. 12).
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Chapter II.2: Relevant Austrian Statistics and Leave Impacts

This chapter provides a general overview of employment trends in Austria as related to
gender-based inequalities. Following a summary of some insightful statistical data on Austria’s
employment, parental leave, and gender pay gaps, I briefly discuss child and motherhood penalties
and fatherhood premiums as significant gendered impacts of childcare responsibilities. These
statistics and concepts provide a framework for my policy and interview analyses, providing
evidence of the inequalities that both significantly affect, and are affected by, the parental leave

system in Austria.

11.2.1 Employment and Leave Statistics in Austria

I have selected a few key statistics to illustrate the gendered differences that either affect,
or are affected by, parental leave in Austria. There were no statistics based on class, sexuality, or
nationality, and thus the statistics in this chapter represent differences based on binary gender: men
versus women. The lack of this data makes it difficult, not just for researchers but also for policy
makers, to determine the stratified effects of their policies and analyze inequalities. Lohmann and
Zagel (2018) highlight the importance of comprehensive and comparable data produced by
countries and how this is needed to sufficiently “evaluat[e] whether family policy meets its aims”
(p. 48), noting this as a research area that has suffered from distinct data limitations.

Austrian employment for both men and women compares favorably with the EU, as can

be seen in Table 2 below.
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7

Table 2: General 2019 Employment Statistics in Austria vs. the EU Average'

Statistics Gender Austria EU
Women 72.4% 68.2%
Employment Rate
Men 81.2% 79%
Women 31.1% 31.8%
Tertiary Education
Men 31.1% 27.3%
Women 4.4% 6.5%
Unemployment Rate
Men 4.6% 6.1%

Sources: Eurostat, 2021a; Eurostat, 2021 ¢; Eurostat, 2021d.

The gender difference in Austria is most notable when considering part-time work: the
percentage of women working part time in 2020 was 47.3%," ¢ 10.7% men (Statistik Austria,
2021a). In 2021, 68% of mothers and 91% of fathers with children under 15 years old were
employed and of these parents, 72% of the mothers, but only 7% of the fathers, worked part time
(Statistik Austria, 2021d). From data for 25-49-year-olds, the percentage of women with children
under 15 years who worked part time increased from 39.9% in 1994 to 74.3% in 2019; the
comparable increase for men was 2.2% to 5.6% (Statistik Austria, 2020c). Finally, in 2019 there
were 757,600 couples with children under the age of 18 in Austria and in 45.8% of the cases the
man was working full time and the woman was working part time, while in only 1.1% of the cases
was the woman working full time and the man part time (Statistik Austria, 2020e). When comparing
these part-time statistics with the number of men and women employed in Austria, it is clear there
are significant motherhood penalties and fatherhood premiums, as is covered in the next section.
In Chapter II1.2, I discuss the implications of these statistics in relation to parental leave and gender
equality. The gender differences seen in part-time work may be a factor in that, despite the

comparatively high percentages of female employment and education (see Table 2), Austria had

17'The EU average included here refers to the EU 28 in 2019, i.e. including the United Kingdom.
18 This statistic refers to the percentage of women working part-time out of the total number of women employed in
Austria; and refers to those between the age of 15 and 64.
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the third highest gender pay gap at 19.9% in the EU in 2019 and the fourth highest gender pension
gap at 38.7% in 2015 (Eurostat, 2021b; Mayrhuber & Mairhuber, 2020, p. 4).

Among several factors that contribute to these high gender gaps in Austria is the high
percentage of women in low-earning jobs versus men, with percentages of 23.1% versus 8.7%
respectively in 2014 (Geisberger & Glaser, 2017, p. 464). These discrepancies in income levels then
play a role in decisions around which parent takes leave and for how long. As discussed in Chapter
1.4, financial reasons are a big factor in choosing the mother as the main caregiver and thus the one
who takes longer leave, while the father takes either none or just a short leave. Furthermore, the
fact that employers know women are more likely to take leave results in them “compensat|ing] for
this risk ... [by] pay[ing] women less than men” (Esping-Andersen, 2009, p. 102). In fulfilling the
caregiver role, women in Austria often return to part-time work for the first years of their child’s
life. These factors perpetuate the gendered inequality cycle of the male breadwinner and female
part-time caregiver model (see Chapter 1.4).

The quarterly labor market statistics, published by Statistik Austria,"” analyze the number
of employed 15+ year olds, and provide a breakdown by gender. It is noteworthy that the number
of employed people currently on parental leave is not provided for males - “due to the low number
of men in parental leave, a separation of men does not make sense due to the high sampling error”
(Klapfer, 2021, p. 11). Between 2013 and 2020, of those who took parental leave, the percentage
of women ranged between 95.76% and 99.74% (Fasching & Klapfer, 2019; Moser & Fasching,
2017).*’ The numbers changed little despite reforms in 2017 and 2019 designed to encourage men
to take leave (e.g. adjusting the models and introducing the daddy month). Outside of these
quarterly reports there is very limited data available on parental leave on the Statistik Austria

website. However, it is possible to approximate the number of men and women who were on

19 See: Fasching & Klapfer, 2019; Klapfer, 2021; Knittler & Fasching, 2018; Moser & Fasching, 2015a, 2015b, 2015c,
2016, 2017.

20 These percentages were calculated by the author by comparing the number of women employed versus the
number of all employed on parental leave during each quarter of the years 2013-2020 (Fasching & Klapfer, 2019;
Klapfer, 2021; Knittler & Fasching, 2018; Moser & Fasching, 2015a, 2015b, 2015¢, 2016, 2017).
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parental leave in the prior year using the labor participation data of 15- to 64-year-olds. The findings

of these calculations are presented in Table 3.

Table 3: Approximate Parental Leave Statistics in 2019 and 2020

Gender Statistics 2019 2020
Number on leave 1,800 2,600
Men
Percentage of total 2.46% 3.27%
Number on leave 71,400 76,900*
Women
Percentage of total 97.54% 96.73%
Total on leave 73,200 79,500

Sources: Statistik Austria, 20204d; Statistik Austria, 2021 b; and own caleulations.

Buber-Ennser (2015) noted that the longest model of parental leave is the one most
commonly used in Austria (p. 17). Although the number of parents choosing the shorter one is
increasing, “they are disproportionately used by mothers with a high income, and fathers engage
most frequently in them” (Buber-Ennser, 2015, p. 17). Considering the fact that long leaves have
proven to have significant negative effects on future employment and earnings, particularly for
mothers (Ciccia & Verloo, 2012; Evertsson & Boye, 2016; Gauthier & Koops, 2018; Mauerer,
2018; Millar, 2018; Morgan & Zippel, 2003; Sainsbury, 1999), the fact that mainly middle- to upper-
class women and men are utilizing the shorter leave option highlights a gender and class division
in access to this more favorable model, which has fewer negative impacts on employment and
income.

I have noted the lack of statistics on parental leave and childcare allowance on
governmental websites. Specifically, there are no statistics available on the uptake of the daddy
month, which has been in effect since 2019, thus it is impossible to determine whether this reform

is having the desired impact.

21 Out of these 76,900 women on leave in 2020, 3,500 or 4.55% ate single parents. In comparison, none of the
fathers on leave are single parents.
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11.2.2 Child and Motherhood Penalties and Fatherhood Premiums

Within this section, I introduce the concepts of child and motherhood penalties, and
fatherhood premiums as pervasive results of gendered expectations around childcare
responsibilities and the division of paid and unpaid work in Europe and elsewhere. These are very
relevant for discussions on parental leave and will be referred to in my interview analysis chapter
(Chapter I11.2).

Kleven et al. (2019) define child penalties as “the impact of children on the labor market
outcomes of women relative to men” (p. 122), and estimated these penalties in six European
countries, including Austria. Their findings were significant, showing that although women’s and
men’s earnings followed a similar path prior to children, they “diverge sharply after parenthood”
in all six countries (p. 123). These penalties, i.e. loss of earnings, were still evident ten years after
becoming a mother. While there was no correlation between parental leave policies and long-term
penalties, there was evidence that “increasing the duration of paid and job-protected leave implies
larger short-run child penalties” (p. 125). Interestingly, they found that the countries with greater
child penalties were those “characterized by much more gender conservative views” (p. 125), such
as Austria.

Similar to child penalties is the concept of motherhood penalties and, in contrast,
fatherhood premiums (several scholars,” as cited in Evertsson & Boye, 2016, p. 6). The
motherhood penalty refers to the lower wages and lack of career opportunities that mothers suffer
in comparison to women without children (Evertsson & Boye, 2016, p. 6). The fatherhood
premium indicates the opposite effect, i.e. higher wages and increased career prospects for fathers
compared to men without children (Evertsson & Boye, 2016, p. 6). Parental leave benefits and the
length of that leave have been shown to have significant effects on the size of the motherhood

penalties. For example, “in countries where the job-protected parental leave is long, women have

22 Bygtren & Gihler, 2012; Cooke, 2014; Gangle & Ziefle, 2009; Hodges & Budig, 2010; Sigle-Rushton & Waldfogel,
2007 (as cited in Evertsson & Boye, 2016, p. 0).
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difficulties returning to paid work after the leave period is over” (Evertsson & Boye, 2016, p. 7),
thus resulting in a greater motherhood penalty. Motherhood penalties and fatherhood premiums
are directly related to employers’ expectations of their employees and the associated roles of a
mother and of a father, expecting the man to be more committed to paid work and the woman
more committed to care work (Evertsson & Boye, 2016, pp. 7-8). This can result in “the
implication...that fathers are more deserving of status than are men without children” (Ridgeway
& Correll, 2004, as cited in Evertsson & Boye, 2016, p. 8). Evertsson & Boye (2016) argue for the
need to change these gender norms and rethink expectations of mothers and fathers, noting that:
If fathers take a greater share of the leaves to care for small children, then any statistical

discrimination against women in the labor market should decrease and the benefits to
employers of using parental leave as a signal of work commitment should diminish. (p. 9)

These income and employment outcomes clearly show the impact of parental leave, not
just statistically but also with regard to cultural expectations and gendered decisions on behalf of
the employer. It is thus vital to incentivize fathers to utilize leave and to take on childcare
responsibilities in order to hinder these gender norms and strive for greater equality. These
concepts are referred to in the two analyses chapters of this thesis (Chapters 1.3 and IIL.2) as

evidence of the effects of leave-taking decisions and cultural pressure.
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Chapter II.3: An Intersectional Analysis

Having outlined Austria’s parental leave and childcare allowance systems, as well as
evidence of the take-up of these systems, I now provide an analysis of the policies. I examine the
ways in which these policies create barriers to equal access to the system and, thus, how they
perpetuate inequalities present within society. In order to do this, the policy analysis is divided into
three sections: complexity and presentation of policy information, father incentivization, and
(non-)inclusive language.”

As Leibetseder (2013) highlights, “a feminist perspective also includes a freedom of choice
— either work or care, either two-parent family or single parenthood — an optional familialised
model, where both the right to care and not to care are valued” (Leitner, 2010, as cited in
Leibetseder, 2013, p. 544). Therefore, it is important to keep in mind, while discussing potential
changes needed to parental leave policies, that some parents have a strong wish to stay home for a
long time with their children, and this should also be supported, respected, and valued.
Nevertheless, there are currently significant inequalities in Austria due to a lack of opportunity for
women to combine unpaid and paid work and a lack of incentives for fathers to share leave and
care responsibilities. My thesis recommends changes which can work towards eliminating these
inequalities, while still maintaining options for those parents who wish to take longer leaves and
preserving a sense of value and respect for all decisions parents make with regard to length and

sharing of leave.

11.3.1 Complexity and Presentation of Policy Information
Within this section, I argue that the complexity of these policies, the confusing presentation
of the available options, and the availability of information in languages other than German present

barriers to equal access based on class, gender, and nationality.

23 While I noted numerous other forms of unequal access within the details of the policies, due to length limitations I
only cover these three dimensions within my analysis.
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The policies and systems are very complicated with numerous requirements, stipulations,
regulations, and exceptions, even when compared with other European countries. For example,
there are descriptions of the two different systems of childcare allowance (flat-rate or income-
based), but it is not always clearly explained how this can relate to the length of leave periods and
to what extent sharing is possible. Thus, the ability to determine available options and the best
decisions for one’s family is dependent upon the parents’ German language skills, education level,
and determination to find alternative options. This complexity of the decision-making process
makes it more likely that parents will resort to choosing the most common model that they see
their colleagues, friends, and families choose. As outlined in previous chapters, this model tends to
be the flat-rate model in which the mother takes a long leave and the father takes either a very
short or no leave. I argue that in order to make the system more accessible to all parents, it is vital
to create more clarity regarding the benefits and requirements, improve the manner in which the
policy is presented online, and increase uniformity between websites and sources of information.
The Chamber of Labour is taking steps towards this with a series of short videos that explain the
different aspects of the leave and allowance systems, outlining the most important points and the
steps that need to be taken. This should be continued and expanded upon, and the written
information updated to match the clarity of the videos.

When compiling the policy overview for this thesis (Chapter I1.1), it was clear that different
websites present information in their own style, and that these differences lead to confusion about
what is available and the requirements. I was unable to find a single website that covered all the
options and provided all the relevant information for parents. If parents use only one source of
information, they will likely be misinformed; this was evident in my interviews, all parents
mentioned aspects of the policies and benefits that were inaccurate. The confusing presentation of
policies and options is itself a barrier to equal access to the benefits, especially posing problems
related to class and education level, since not all parents will have the capacity to decipher the

complicated German legal phrasing.
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Finally, language represents a significant barrier to the accessibility of these policies. In
2018, 16.1% of the Austrian population were not Austrian citizens and 19.4% were born outside
Austria (Statistik Austria, 2020a). While these numbers do not necessarily correlate with language
skills, they indicate an international demographic of Austria and therefore the likelihood that
significant portions of the population do not understand German sufficiently well to decipher the
complex legal policy explanations. Even those who do speak German fluently may not be able to
understand the complicated language used. There were only two websites where I found parental
leave information in English, and even these linked to German-only brochures or webpages for
further information. The first was the governmental migration page (Migration.gv.at, n.d.), but it
had extremely limited and outdated information on just maternity leave and parental leave, with
only a brief mention of childcare allowance. The governmental help website also provided limited
information (Oesterreich.gv.at, 2021a), and in this case only on options for the mother, there was
not a single mention of the father taking leave. This website was updated as recently as January 13,
2021, yet still provides limited and very gendered information. Whilst another part of the same
website provides fairly extensive information on the childcare allowance system (Oesterreich.gv.at,
2020), numerous sections remain available only in German and the layout is user-unfriendly and
the options appear very overwhelming. The 2018 population data showed that of Austrian
residents born in non-German speaking countries, the majority were from Bosnia and
Herzegovina, Turkey, Serbia, and Romania (Statistik Austria, 2020b), and yet no information is
available in these languages. Even the new Chamber of Labour videos, mentioned above, are only
available in German.

Overall, the complexity of the policies, the confusing way in which the information is
presented, plus the unavailability of other languages are substantial impediments to equal parental
access. Access is therefore strongly based on factors such as class and nationality, thereby
perpetuating these inequalities in Austrian society. Furthermore, an inability to understand all

available options may push parents towards choosing the most traditional model, which in Austria
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means the male breadwinner/female caregiver ideal of a long leave for mothers and little or no
leave for fathers, thus perpetuating gender inequality. From an intersectional point of view, this
will have the greatest impact on lower-class, non-Austrian women, who face multiple barriers in
attaining accurate and sufficient information on the possible options and are therefore more likely
to end up in traditionally gendered, unequal roles. This topic of complexity and traditional models

is discussed further in the interview analysis, Chapter 111.2.

11.3.2 Incentivization of Fathers

Olah et al. (2018) highlight how “more and more scholars indicate that a redefinition of
men’s role within the family is crucial for progressing in transformation of gender roles™... Along
with empowering mothers as economic providers, the new role of fathers should be strengthened”
(p- 55). In this section, I discuss whether Austria’s leave options for fathers provide sufficient
incentives for men to utilize them. Since these reserved leaves are so vital to improving gender
equality in terms of childcare and employment (Brandth & Kvande, 2012; Ciccia & Verloo, 2012;
Sainsbury, 1999), men must use them for the desired results to be achieved, and therefore the
policies must incentivize men to do so. I argue that neither Austria’s new ‘daddy month’ nor the
sharing options of parental leave are (a) promoted enough and (b) very incentivizing for fathers,
and in Chapters IIL.2 and IV.1, I provide recommendations for remedying this problem.

Austria’s ‘daddy month’ has been in effect since September 1, 2019 and is available for
births after December 1, 2019. It is an optional, month-long, protected leave following the birth
of the child and provides approximately €700. It does not represent a wage replacement for most
and thus is not much of an incentive. To make matters worse, if this paternity leave is taken then
the €700 of benefits is subtracted from any childcare allowance received later if the parental leave

is shared. Sainsbury (1999) argues, “to dismantle a gender differentiation in claiming parental

24 See: Esping-Andersen and Billari, 2015; Goldscheider at al., 2015 (as cited in Olah et al., 2018, p. 55).
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benefits, it is essential that benefits compensate the parent for the loss of his or her income” (p.
19). Numerous scholars have provided evidence that fathers are much more likely to share leave
with their partner if the financial compensation replaces their monthly wage (Ciccia & Verloo,
2012; Schmidt & Rieder, 2016; Thévenon, 2018; Young Kang & Meyers, 2018). Therefore, a leave
that pays so little in comparison with average monthly earnings provides little to no incentive for
fathers to claim this benefit.”® Furthermore, this low compensation is a significant barrier to lower
class families with few savings and in which the father’s income may be the main source of money
each month.

Looking beyond the financial side, as discussed in previous chapters there is a certain stigma
in the workplace, allied to cultural expectations of a male breadwinner role, that pressures men into
not taking leave from employment. The fact that the daddy month is optional and poorly paid
means that it is not worth the risk of facing potential repercussions at work. Similarly, Thévenon
(2018) found that “granting benefit to replace loss of earnings is an important determinant of the
father’s use of leave rights...so that the opportunity costs of fathers taking care of a child is
reduced” (p. 136). The same can be said for the shared parental leave. As Ciccia and Verloo (2012)
cite, “even though the sharing-bonus can be interpreted as a special support to paternal care, it
lacks the force of obligatory paternal quotas, and implies that parental leave is still expected to be
taken mainly by the mother” (Leira, 1992, as cited in Ciccia & Verloo, 2012, p. 522). I argue that
enforcing a mandatory, fully paid leave on birthing mothers (maternity protection period, see
Chapter II.1), but then offering only optional, poorly paid leave for fathers reinforces a male
breadwinner/female caregiver model in which the woman takes on the primary role in childcare
and domestic responsibilities while the father is seen as a secondary support to this role, with his
focus being on career and earning money for the family. Finally, a mandatory daddy month would

eliminate the possibility for employers or workplace culture to pressure fathers into not making

% The average monthly net income for 2019 in Austria was approx. €1,579: €1,302 for women and €1,853 for men.
(Statistik Austria, 2021c).
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use of this leave, “circumvent[ing] workplace constraints by obligating employers to accommodate
their leave-taking requests” (Ciccia & Verloo,* 2012, p. 519).

Several governmental information sources about the parental leave and childcare allowance
systems do not sufficiently promote the idea of fathers taking leave or even mention it at all. While
I will expand more upon specific language in the next section, I would like to briefly point out here
that some of the websites still contain nothing about the daddy month, even though it came into
effect two years ago. At the most, these websites might provide links at the bottom to further
information about paternity leave (‘Viterkarenz’). Therefore, depending on where they look, men
may not even be aware of this father-specific leave option. More efforts are required to promote
the idea that men can and do take leave in order to change the stereotypical view of childcare as a
woman’s role. The minimum requirement should be making the information about paternity leave
options clear and accessible, but efforts should go further, such as including men in the examples

provided or in the pictures within brochures more frequently.

11.3.3 (Non-)Inclusive Language

Within this section I outline how the language used in the policy information can be either
inclusive or non-inclusive and how it can be “both gendered and gendering.” (Paterson & Scala,
2015, p. 487), to determine the ways that may perpetuate gender and sexuality inequalities. The first
part explores the inclusivity of the policies for same-sex couples, the second part examines how
the presentation of information petpetuates the male breadwinner/female caregiver model.

Wong et al. (2020) categorize policies into gender-inclusive, gender-neutral, and gender-
restrictive to determine how inclusive they are of same-sex couples (p. 529). Gender-inclusive refers
to policies in which “same-sex partnerships were legally recognized and...sources specified that

leave can be taken or shared with ‘partners,” ‘cohabitating partners,” ‘civil partners,” ‘registered

26 Citing Brandth and Kvande, 2001 and Leira, 2002 (Ciccia & Verloo, 2012, p. 519).

39



CEU eTD Collection

22

partners,” ‘co-mothers,” or ‘co-fathers™ (p. 529). Gender-neutral refers to cases when “same-sex
partnerships were legally recognized and legislation referred only to ‘a parent’ or ‘parents,” without
specifying sex or gender” (p. 529). Gender-restrictive means “same-sex partnerships were not
legally recognized [and] policies us|ed] the term ‘parents’....[or] gendered terminology such as
‘mother’ and ‘father” (p. 529).

In general, the policy information for Austria’s parental leave and childcare allowance
systems fits into the categories of either gender-restrictive or gender-neutral. It very often refers to
the ‘mother’ and ‘father’ and occasionally mentions ‘partner.” It nevertheless does recognize same-
sex partnerships as legal and in many cases adds a sentence or section stipulating that the benefits
and regulations are also applicable to foster, adoptive, and same-sex parents. As a specific example,
the daddy month page on the Ministry of Labour website does use inclusive language such as ‘the
other parent’ throughout (BMA, 2019b), but still continues to speak only of fathers taking the
daddy month. In order to be truly inclusive, it should refer to both the father and the non-birthing
parent as eligible for leave” It is clear that the government is attempting to include same-sex
parents in the policies by referring to ‘partner,” but the binary of men and women within
heterosexual relationships is still clearly stated as the norm. Thus, Austria’s parental leave policies
currently represent a mix between gender-restrictive and gender-neutral.

The inclusion of adoptive, foster, and same-sex parents into the policy benefits and
regulations is often done by adding a small section somewhere stating how the information listed
previously also applies to these situations. This formulation of ‘adding on’ is discouraged by
standpoint feminist epistemology, which “urges us to move away from the idea of simply adding
the ‘other’ to preexisting frameworks” (Lorde, 1984, p. 144, as cited in Bensimon & Marshall, 2003,

p- 342), because doing so lessens the value of adoptive, foster, and same-sex parents and creates a

27 It is important to include gender in some form when it comes to leave entitlements available to fathers, as Morgan
and Zippel (2003) found that “though eligibility criteria for care allowances are gender-neutral, long leaves are taken
almost entirely by mothers” (p. 66). Thus, by not mentioning men ever, it could reinforce people’s expectations that
women are the ones to take leave from paid employment and care for the children.
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stigma that it is less likely for same-sex couples to have children or take leave, thus forming
potential barriers when they do. Therefore, same-sex couples should be incorporated into the
policy information more inclusively by utilizing the words suggested above by the gender-inclusive
category, such as ‘civil partners,” ‘co-mothers,” ‘co-fathers,” etc. The way it is currently written not
only perpetuates stereotypes and inequalities, but also makes it sound as if the leave policies are
made for parents in heterosexual relationships, specifically mothers, and all other parents or non-
traditional family formations only apply as an after-thought. While some websites and brochures
are currently better than others at doing this, all governmental institutions should be ensuring their
policies are promoted in a fair and inclusive manner.

Similarly, on several websites the leave options available to fathers and the ability to share
parental leave are simply added on in a small section. This gendered presentation already formulates,
prior to decisions being made, expectations regarding who will take leave, thus gendering the
policies by implying that women will most likely take a long leave and, if the father takes any at all,
it will simply be to briefly support the mother.”® The most significant example is a page from the
Austrian Economic Chamber website entitled “Mutterschaftskarenz” or “maternity leave” (WKO,
2021), the majority of information refers only to the leave options available to women, with only a
small section on fathers. Thus, the idea that taking leave is a woman’s responsibility, and the father
can share some leave in order to support the mother, is perpetuated. Furthermore, since it is the
website that most employers will refer to for information on the policies, it also reinforces employer
expectations around gendered leave-taking habits, thus further perpetuating employment
inequalities and pay gaps outlined in Chapter I1.2. Rather than presenting the policies in a way that
perpetuates one form of traditional parental roles and goes against the incentivization of fathers to
take leave, the institutions should create uniformity and inclusivity within their promotion of

parental leave and childcare allowance.

28 The concepts of gendered and gendering come from Paterson & Scala, 2015.
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11.3.4 Conclusion

Austria’s parental leave and childcare allowance systems may be most beneficial for and
accessible to heterosexual, middle- to upper-class, Austrian families, but they act to perpetuate
inequalities based on class, nationality, sexuality, and gender. They are not presented in a manner
that facilitates accessibility to all parents, rather they demand a certain level of education,
determination, and language skills that inhibits accessibility and reinforces the traditional male
breadwinner/female caregiver model. The issue of complexity begetting traditional is covered in
more detail through lived experiences in the interview analysis (Chapter I11.2).

Finally, the lack of incentives for fathers to take leave further perpetuates gender and class
inequalities. Not only is the idea of men taking leave not promoted, but the leave options are such
that lower-class parents do not have the same ability to utilize them. Benefits with low financial
compensation rely on a high regular income outside the leave period and on a certain threshold of
savings for the father to be able to take leave at such low compensation rates. As Morgan and
Zippel (2003) outline, “the choices of parents in work and family matters remain deeply constrained
by gender and class” (p. 606), given the expectations around gendered roles in paid and care work
as well as low benefit levels that favor families with higher income and more savings. In Chapter
IV.1, T outline several recommendations for Austria’s parental leave and childcare allowance

policies based on the findings in this policy analysis and in the interview analysis (Chapter 111.2).
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Part I1I: Lived Experiences of Parents in Leave and Allowance Uptake

Chapter II1.1: Interview Methodology and Participant Sample

In this chapter I turn to the interviews conducted. As Paterson and Scala (2015) highlight
in their research, it is vital to look at the “ways in which policies structure lived experience and
(re)produce or transform social hierarchies” (p. 487). Thus, by conducting interviews and
performing a qualitative analysis of the findings, I intend to determine how the policies translated
into parents’ experiences and how they may impact existing inequalities and maintain certain social
oppression.

All eleven interviews were conducted in April 2021 online via Zoom,” and ranged from 20
to 90 minutes. Ten interviews took place in English and one was conducted in German.” The
interviews were recorded on Zoom and initially transcribed using the Otter Al software.”’ 1
tinalized the transcripts using the Zoom recording and utilized the finished transcriptions for my
qualitative interview analysis in which I identified consistent themes throughout the interviews and
grouped examples and quotes for each theme. Upon completing this in-depth analysis of the
findings, I categorized the similar themes into three overarching dimensions that were present
throughout the interviews and that related to major findings, which are the focus of my next
chapter: cultural expectations, system complexity, and flexibility.

In order to perform an intersectional analysis, I ensured as much as possible a diverse
interview sample in terms of age, nationality, sexuality, and class. My interviews included both men
and women — sometimes as a couple, sometimes separately, and sometimes just one partner; while
two couples had separated, none were single parents. My interviewees originated from Austria,
Bangladesh, Costa Rica, France, Germany, Honduras, Poland, UK, and USA; and at the time of
their leave in Austria, six couples were living in Vienna, three in Salzburg, and one experienced

leave in both cities. The total leave and allowance periods per couple per child ranged from 12 to

2 Due to the COVID-19 pandemic and related lockdowns, in-person interviews were not possible.
30 Any quotes from the German interview were translated by myself.

31 https://otter.ai
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27 months and took place between 2005 and 2021. Nine of the interviews were with heterosexual
couples, while two interviews were with same-sex partners, one male and one female couple.
Professions include private tutor, international development officer, project manager, lecturer,
customer setvice representative, and senior executive, among others. One parentis currently a stay-
at-home mother, but with aspirations to begin a career once the children are settled in kindergarten
and school. Numerous parents who had worked full-time prior to having children are still in part-
time work following their leave and many of these planned to remain in part-time positions at least
until their child(ren) begin school. The interview questions can be found in Appendix 1 and a full
overview of the interviewees and their answers can be found in Appendix 2.

There were several limitations in finding participants for my research. The first was access
to certain groups of people, for example non-heterosexual couples or non-European/non-US
participants. Most of the same-sex couples I know do not have children and I had very little
response through organizations that I contacted. Furthermore, most of my friends and their
acquaintances with children are from either Europe or the US. Secondly, due to the COVID-19
pandemic and school closutes, I had to cancel one interview with a Serbian/Austrian couple who
unexpectedly needed to homeschool all three of their children during my interview phase. I feel
the response rate from parents within the organizations I contacted would have been higher had
there not been the added burden of homeschooling children and the psychological stress that
COVID-19 brought with it during this time. Finally, due to the method of finding interview
participants, this research has been very urban-focused, there were clear differences between
Vienna and Salzburg, and there may have been larger differences in rural settings.

Finally, I would like to note three important points that should be kept in mind when

reading the next chapter.
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1. My interviewees took parental leave between 2005 and 2021, a period in which there were
many changes in leave policy. The time constraints of this research did not allow a detailed
analysis of these changes.”

2. Any discrepancies in policy and services between regions of Austria are beyond the remit
of this thesis. The policy overview in Chapter II.1, which I based my analyses on, refers to
the national policy information.

3. 1 am aware that my positionality may have impacted the interviewees’ responses. My
interviewees were aware of my thesis topic and it is possible that their strong inclinations
towards favoring equally shared leave were influenced by this knowledge. This in turn may
have affected my interpretation of the interview results.

In the next chapter, I present the interview findings and my analysis of them with regard
to inequalities present in Austrian society by highlighting parents’ decisions and opinions, as well
as barriers faced. As support for this chapter, Appendix 2 offers an overview of the interview
results per parent/couple. In order to maintain anonymity of the participants, pseudonyms have

been used and no specific companies or job titles have been reported.

32 See Pfau-Effinger (2018) for a brief overview of major changes in parental leave policies and childcate services in
Austria between the early 1990s and 2015.
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Chapter II1.2: An Intersectional Analysis of Parents’ Experiences

Following Part II that considered Austria’s parent leave and childcare allowance policies
themselves, Part III is focused on the real-life experiences of parents in Vienna and Salzburg. As
Sainsbury (1999) highlights, “the notion of equality is not limited to equal opportunities but also
encompasses equality of outcomes” (p. 15), thus in this chapter I focus on the real-world outcomes
of these policies and how societal expectations and realities may come into play. I highlight the
main points that need to be addressed by current policies to achieve greater equality in terms of
parental leave access, experiences, and outcomes.

As discussed in Chapter I1.3, Austrian parental leave and childcare allowance policies are,
in many ways, established and presented in a gender-neutral way that affords mothers and fathers
more or less the same rights. I argue, however, that these gender-neutral policies do not take into
account the complexity of circumstances that intertwine to create distinct barriers to taking leave
and reduce the reach of certain benefits. As Brandth and Kvande (2012) claim, “the shareable and,
in principle, gender-neutral parental leave in practice is gendered traditionally” (p. 64), considering
the power differentials with regard to the roles and expectations of mothers versus fathers. I use
an intersectional critical feminist framework in this chapter to argue that the policies in their current
form perpetuate cycles of inequality and very often result in the traditional model of male
breadwinner/female (part-time) caregiver. In order to prevent this, the policies should account for
the myriad situations which couples may be in, so as not to reinforce gender stereotypes.
Additionally, I will highlight some of the positive impacts these policies can have on certain families
and the ways in which they have been successful. Should this thesis be used for further analysis or
for reforming the policies, it is important to highlight what works well so that these aspects remain
available to those who need them and can be used as a basis for evaluating what works.

Throughout my interviews, it became clear that the decisions made by parents regarding
the length and division (or not) of leave were more or less in line with Schmidt and Rieder’s (2016)

distinction of four major justifications: finances, employment, childcare, and parental roles
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(Schmidt & Rieder, 2016, abstract; see Chapter I1.4). Nevertheless, through my interviews I noticed
the deep complexity of decision-making around leave and how each of the above justifications is
impacted by a variety of factors, including gender, class, nationality, and sexuality. Additionally,
each of these factors has implicit effects on the short- and long-term consequences of taking leave.
Employing an intersectional feminist critical analysis, I outline a variety of findings from my
interviews regarding these complexities and highlight how the policies could be adjusted to
eliminate barriers. Following an introductory section outlining the usage of the father’s leave and
opinions on the ideal division, my interview analysis is grouped into three main dimensions: (1)
cultural expectations and societal influence, (2) system complexity and confusion, and (3) flexibility
or lack thereof. I explore how each of these dimensions relates to the policies’ perpetuation of
inequalities and of the male breadwinner/female (patt-time) caregiver roles, irtespective of the
parents’ intentions. Following this analysis, in Part IV I provide concrete recommendations for
how the policies might be improved so as to alleviate many of the problems and restrictions that

parents have faced in their experiences.

IIT.2.1 Father’s Leave Usage and Ideal Division

Chapter IIL1 outlined the demographics of my interviewees and provided a general
overview of their parental leave usage, and Appendix 2 presents detailed information on each
couple. In this section, in order to highlight the gendered discrepancies in leave-taking habits and
couples’ attitudes, I explore the parents’ usage of the daddy month and of the father’s share of
parental leave, as well as their opinions on the ideal division.

None of the eight heterosexual fathers I interviewed took the daddy month, in six cases
the birth of their children pre-dated the introduction of daddy month. In one case, the father had
not previously been employed in Austria (Abdul) and in the other case, he misunderstood the
system and believed taking the daddy month made him ineligible for sharing parental leave and

receiving childcare allowance (Tobias). Nevertheless, four fathers did take several weeks off
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following the birth by using their holiday entitlement or unpaid leave (Will, Tobias, Diego, Abdul).
The majority of mothers and fathers I spoke with found it very important to have both parents at
home following the birth and were in support of a daddy month. Rosa claimed, “you’re getting to
know a little stranger, so being with it for a month is a minimum requirement for parents.” Lukas
and Jakob (same-sex foster parents of one) conversely felt that the first few months were the easiest
part and having two parents at home during the later months would have been most useful, but it
should be noted that as foster parents they did not have to physically recover after birth; several
mothers noted that they were very glad to have their partners home during the first few weeks to
take care of the baby, so they could recover from the birth (Lena, Julia, Rosa).

The eight heterosexual fathers all asserted that, had it been available to them, they would
have taken the daddy month entitlement. Even though it would result in low income for the month,
several stated they were in the fortunate position to have enough savings to cover this.
Nevertheless, all the parents agreed that the daddy month should provide 100% of the partner’s
earnings, in the same way that the maternity protection period does for the birthing mother. Most
parents agreed that this month should be mandatory, but several noted concerns and suggested
that instead it should be made harder to opt out of (Oliver, Liam, Abdul, Will); nevertheless, they
did not express this apprehension about the mandatory 8-12 weeks maternity protection period.”
In two interviews the parents were very supportive of a mandatory, fully paid daddy month. Julia
(took 12 months leave, father was at home and on unpaid leave for the first few months) argued:

It’s mandatory that someone take care of your child, so I always find it funny that people

are saying ‘oh, you shouldn’t obligate a man go on leave’...[but] by not obligating it then it
becomes the default pattern, which is that the female has to do it.

This is in line with the argument in my policy analysis (Chapter II.3), that by making the maternity
leave mandatory but leaving the paternity leave optional, a gendered division of male breadwinner
and female caregiver is reinforced within the policy and the culture. Additionally, Max (father of

two, took 18 months leave for each child) felt it needs to be taken even further:

3 Only one suggested this should also be possible to opt out off or shorten in certain circumstances (Oliver).
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It would be a first step, but I really think it doesn’t nearly go far enough. All those little
symbolic gestures are not going to solve the problem...In those cases ’'m more a friend of
clear cut, more radical solutions because we can go about this another 30 years before we
get to equality and why not just be done with it.

These two examples as well as the overall support from all interviewees for a fully paid and more
widely used daddy month, show that there is a desire for more fatherly involvement in childcare,
but certain outside limitations are inhibiting this.

Five of the eight heterosexual couples I interviewed divided the parental leave entitlement
between them. Four of the couples divided the leave in a very gendered way, with the women
taking between 12 and 24 months and the men only 2-3. Only for one couple, Max and Sarah
(Austrian, took leaves between 2011-2014), did the father take the majority of the leave (18 versus
6 months). Furthermore, of these five couples, two organized the father’s leave so that it coincided
with the mother being either unemployed or on unpaid leave and used the leave time to travel
(Liam and Sophie, Maja and Antoni); note that one of the couples who did not share leave had
intended to do the same, but had misunderstood the system and could not do so, but were
fortunate that his company granted him 2-3 weeks leave, which he timed to coincide with the
children’s summer holidays (Oliver and Louise). The fact that these three couples utilized the
father’s parental leave for time as a family to travel is in line with Mauerer’s (2018) research:

Current analyses of strategies on claiming paternal leave reveal that there is a tendency to

treat men’s short-term childcare allowance claims as extended vacations or summer

holidays with the family, ‘when the workload in the company is less and more people are
off.” (Bergmann & Schiffbinker, 2016, p. 120, as cited in Mauerer, 2018, p. 14)

While it is relevant that these three couples are non-Austrian and thus wished to combine a family
holiday with visiting their families, the gendered implications of organizing leave in this manner
remain. Furthermore, it perpetuates stereotypes that parental leave is some form of vacation rather
than a very busy and tiring time that should be valued as work.

Moreover, the fact that both parents were on leave and fulfilling childcare responsibilities
at the same time eradicates the aim of shared leaves to facilitate the role of father as primary

caregiver and to enable the woman to return to paid employment. Ciccia and Verloo (2012) argue
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that “non-simultaneous entitlements represent a step forward towards the norm that fathers can
and should be carers on their own” (p. 519), an opportunity that these parents missed. Likewise,
evidence shows that when men take leave this has “long-lasting effects on their subsequent
involvement in childcare” (Haas & Hwang, 2008, as cited in Ciccia & Verloo, 2012, p. 510), but
that this relies on the father being the only parent during the leave:
Fathers’ paid leaves are an important base in family policies triggering men’s ability to take
care of a child on their own for at least one month, which is a crucial factor contributing

to the positive effect on the amount of time fathers spend on childcare. (O’Brien & Wall,
2017, as cited in Mauerer, 2018, p. 14)

Thus, by utilizing the father’s leave as a joint childcare period and a time for travel, there are
potential implications down the road for greater gender inequality in terms of parental roles and
paid work division. This is already somewhat evident in these three couples, two mothers remain
in part-time work and one remains at home (Sophie, Maja, and Louise, respectively). While two of
these mothers have done so by choice and a desire to care for their children for longer, the question
remains to what extent these gendered expectations and decisions around sharing leave played a
part in their current roles.

There was consensus in many of the interviews that the daddy month and the option to
share leave are good first steps but are not enough, and that more needs to be done, not just to
allow or incentivize father’s taking leave, but also to truly enable it. When asked about their ideal
division of leave, almost all of the parents agreed that a much more equal division would be their
preferred option. Their arguments came from the points of greater gender equality, care for the
children, and improving the connection between the child and father. Tobias (on parental part-
time, took three months leave and one month holiday) felt that it would be beneficial for the whole
family: “50/50 would be a big effect of learning for everyone, for mothers, for fathers, for the kid.
And also, that you respect more the part of being at home, because this is a 24-hour job.” Diego
(took 3 weeks holiday) was very disappointed that he was unable to take leave due to financial

constraints, as he would have liked to spend a significant amount of time at home with his daughter.
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His wife, Rosa (took 20 months leave), was also in support of a more divided leave: “for us it would
have worked, because we do everything 50/50 and he’s as much a parent as I am to our baby.”
Finally, Max (took 18 months leave) was in favor of a more radical approach in order to reach
gender equality and mitigate the risks a man faces in taking leave:
There should be a law that the man has to take the same amount of parental leave as the
woman, because that’s the only way that this will no longer be a problem...If it’s just

whatever you take both have to take it and there’s no discussion, then it cannot endanger
the career of a man because the law says he has to take it and that’s that.

In her research, Pfau-Effinger (2018) found that “in both Germany and Austria, cultural change
has been ahead of change in family policies” (p. 176). From my interviews it appears as though this
may be the case currently in Austria. In the next sections I explore how, even though parents
idealize a more equal division and support a leave time for fathers, most of them ended up in very

traditionally gendered roles.

II1.2.2 Cultural Expectations and Societal Influence

Pfau-Effinger (2018) defines culture as “a potentially contradictory and dynamic system of
collective ideas relating to the ‘good’ society and the ‘ideal’ way of living and (morally) ‘good’
behavior...compris[ing] cultural values, cultural models or ‘ideals’, and world views” (p. 170). She
argues that the way families organize their home and working lives and division of labor rests on
these cultural values and the gendered models they sustain. Furthermore, she claims “welfare state
policies are embedded in the societal context of the welfare culture (the relevant values and ideas
in a given society surrounding the welfare state)” (Pfau-Effinger, 2005, pp. 4-5). Throughout my
interviews it became clear that, whether explicitly mentioned or implicitly recognizable, the
conservative culture of Austria (see Chapter 1.4) significantly influenced parents’ leave-taking habits
and thus the roles they took on as caregivers and workers. These expectations and influences
stemmed not just from the larger society, but also from geographical location, the years in which

they took leave, workplace culture, and comparison points from other countries. Within the
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following subsections, I explore these aspects and how they affected my interviewees’ decisions

and experiences.

IT1.2.2.a Traditionally Gendered Roles and Family Care versus a more Equal Division

One of the most surprising findings in my interviews was that location (Salzburg or Vienna)
and the years (i.e. whether the leave was between 2005-2015 or 2016-2021) appeared to have more
impact on leave-taking habits than did cultural background (e.g. nationality or religion). This was
evident in the longer parental leave and childcare allowance periods for those living in Salzburg,
and both Salzburg and Vienna for those who took leave prior to 2015, as well as in their
employment choices and the gendered division of unpaid and paid work. All four couples who
took leave in Salzburg assumed the traditional roles of a female caregiver (i.e. stay at home or part-
time work organized around the children’s needs) and a male breadwinner (i.e. works full-time and
supports childcare only when his work schedule allows). While these fathers were sometimes quite
involved in childcare or household responsibilities due to the flexibility of their working hours,
these tasks remained the primary responsibility of the mother. Interview participants identified the
expectation in Salzburg as one which values a parent, specifically the mother, staying at home for
a longer period with the children and only starting with childcare or kindergarten at a later age.
These kinds of expectations penetrate the beliefs of not just parents but also employers, further
perpetuating gendered roles and thus the forms of employment that are open to mothers. As
Sophie (employed part-time, US-American/German) expressed:

When we started talking about and thinking about having kids, for me, I definitely had this

expectation for myself and for us as a couple that I would at least initially be the one to be

the primary caretaker of the kids....the culture that we were living in made that seem like

the ‘normal’ choice....Having that model all around definitely influenced our decision

making.
Sophie later pointed out the very gendered division of tasks within their relationship and the

stereotypical roles they have fallen into, explaining them as “a direct product of the way in which

we have split up our working careers” in connection with parental leave. Being surrounded by the
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conservative models of female caregiver and male breadwinner instills this as the correct division
of labor and forms certain gendered expectations around male and female roles.

Similarly, those who took leave in Vienna prior to 2015 placed a significant emphasis on
spending time with their children, the child’s development at home, and a later start to kindergarten
at the age of three as the main criteria for their leave decisions, thus resulting in utilizing the full
length of parental leave available. In comparison, parents who took leave in Vienna after 2016
expressed different views and showed different habits with respect to taking leave. They valued the
carlier educational development and social opportunities of a child in childcare (play group,
nursery, or kindergarten) starting as early as 5 months and at the latest 18 months. Additionally,
they were more interested in trying to combine paid work and childcare as individuals and, even
though certain barriers made it difficult sometimes, placed an emphasis on sharing parental leave
more equally between partners. These couples tended more towards shorter leaves at higher pay

and returning earlier to a job with increased hours.

ITL.2.2.b Impact of the Employer — For Better or Worse

Workplace culture was a common theme that came up in interviews as playing a significant
role in leave decisions and experiences, resulting in a perpetuation of gender inequalities. As Maja
(employed part-time, took 15 and 24 months leave) claimed, “parental leave is great in terms of the
money that it gives you but the support that you get from your employer...is actually much more
important,” both in terms of positive and negative impacts. This is a gendered aspect that fits very
closely with expected roles of mothers and fathers and results in a motherhood penalty and
fatherhood premium (see Chapter 11.2).

To begin with, expectations within the company can play a large part in whether parents
feel comfortable taking time away from work for childcare. Whilst there is an established model
for the mother taking a significant leave, it is much less normalized for fathers taking leave. This
may lead to pressure from the employer on the father to not take leave. While Lena and Will

(Austrian and US-American, working in the field of non-profit management) cited several other
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criteria for the mother taking a long leave and the father not taking any, one aspect they brought
up was a lack of precedent in the company for fathers taking leave, and knowledge of a male
colleague who had been encouraged not to take leave. This kind of culture creates significant
pressure to stick to the male breadwinner role rather than follow their desire to be involved in
raising their children, and they may be unwilling to risk negative repercussions. It additionally
provides an excuse for fathers who do not wish to share the care, leaving their partners fully
responsible. In contrast, positive examples of fathers making use of the leave system can encourage
others to do the same. Liam (employed full-time, US-American, senior executive of a non-profit)
was the first man in his company to take parental leave and he noticed that “other colleagues
then... felt more comfortable to take parental leave as well.” This is evidence of the fatherhood
premiums, as discussed in Chapter I1.2, and fits with Bygren and Duvander’s (2006) findings that
“fathers considering parental leave may be influenced not only by colleagues in the closest work
environment but also by superiors in influential positions” (p. 371). Since Liam was in a leadership
role, his example of taking parental leave had a significant impact on other fathers within the
company. Similarly, Lukas and Jakob (Austrian and German foster parents, employed at a
university and in a city agency) noted that they both work in a field in which it is normal for men
to go on parental leave, and thus they did not face any problems or negative consequences for
doing so.

Additionally, there is the factor of reconciling professional work and care following the
leave period. Several mothers, who had previously worked full time, experienced difficulties
returning to part-time work after taking leave. Lena (Austrian, program manager in a non-profit
organization, took leave 2010-2014) shared frustrations about her colleagues’ comments:

Till today it’s tough working 20 hours....A lot of people say, ‘oh, you can go home again’

and ‘you can go home and relax the whole day.”...I didn’t get the understanding that I

sometimes would have wished for. People just thought, ‘she has such an easy life because
she only works the 20 hours.” That was really, really tough for me and that made me angry.
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Maja (Polish, at the time a project manager in a non-profit organization) had a similar experience,
but with more subtle comments from her colleagues: “It was always done in a very lovely way like,
‘oh, you have the kids so you’re very tired,” but actually I constantly felt like it’s not okay to have
them.” She spoke of being categorized as a “mother who only looks after her children,” and thus
no longer felt valued by the company she had previously enjoyed working for. These findings fit
with Mauerer’s (2018) assertion that “returning mothers sometimes had to insist on further
acceptance as responsible and loyal workers at the workplace, who still identified with the company
or organization after having become a parent” (p. 10), representing effects of the motherhood
penalty. On the contrary, Liam, Lukas, Jakob, and Max drew attention to the praise they received
as fathers who were taking leave and involved in childcare, evidence of the fatherhood premium
in effect. As Max (took 18 months leave for both children, worked part time in sales at the time)
exclaimed, “it’s of course a bit unfair, everything a mother does, if you do it as a man you get twice
the compliments and the praise for how great it is that you do that.” While the mothers faced their
careers being negatively affected by taking leave, Liam (US-American, took 3 months leave) actually
received a promotion while he was on leave, returning to a senior executive position in the

company. This is further evidence of the fatherhood premium and motherhood penalty.

IT1.2.2.c Expectations of a Good Mother

It was clear in my interviews that mothers were largely conforming with the societal
expectations of what it means to be a ‘good mother’ within Austria. Two examples exemplify the
ways in which this can influence women’s decision making. Firstly, the idea that putting your child
in kindergarten or childcare too early makes you a bad mother abandoning her child (Sophie,
US/German, took 15 months leave). Rosa (Honduran, took 20 months leave) remembered her
family questioning the decision to take their daughter to kindergarten so early: “Their exact words
were, ‘you’re brave to leave your kids with a stranger.”” While Rosa and Diego did not let this affect
their plans, the expectations of what it means to be a ‘good mothet’ can be a very persuasive factor

in women’s decisions about length of leave. On the contrary, when Lukas and Jakob (same-sex
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foster parents) told a female friend that their daughter was going to start kindergarten at the age of
one, she replied, “of course...you have to work.” Lukas said it was clear from her response that
she felt this way because they are men, and therefore there was no question that they would return
to work.

Balancing the earnings of working part time with the costs of the required childcare to be
able to do so has become a common justification for women’s employment choices after childbirth.
They feel that, if all the money earned goes towards childcare, then what is the point in working.
Lena (part-time employed, Austrian) confirmed this in talking about her decision to take two years
leave rather than returning earlier to part-time work: “If you work half time, you pay so much for
[childcare] that you ask yourself, ‘why do I even go to work, because I spend so much money [on
childcare]’.” Similarly, her husband Will (full-time employed, US-American) claimed:

In fher] case, she wasn’t making that much money, that coming back 20 hours a week,

probably if you were to really look at it, it didn’t make sense. The amount she actually ended

up keeping after childcare was deducted wasn’t really that much to probably make it
worthwhile.

I argue this kind of rhetoric is a result of the gendered expectations that are so much a part of
Austrian society. It is interesting, however, that these childcare costs are always balanced against
the woman’s salary, not the man’s. According to Pfau-Effinger’s (2018) research, only 2.0 percent
of people in Austria “think that women with children under school age should work full time” (p.
176), and about half of the population think they should stay at home (p. 177). As Morgan & Zippel
(2003) claim, “the decision of whether or not to leave paid employment rests overwhelmingly with
mothers” and “as long as men earn more than women do, it is logical...for women to sacrifice
their earnings” (p. 72). The prevalence of these cultural ideals and gendered expectations of
mothers and fathers plays a significant role in decision making. Furthermore, the outcome results
in a perpetual cycle of gender inequality, as the female is then stuck in the role of caregiver, reducing
employment opportunities and, in the case that the couple has another child, is then in a cycle of

longer leave and lower payments due to being ineligible for the income-based model and likely
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earning less during the maternal protection period. Thus, systemic inequality perpetuates the

gendered division and lack of opportunities for people based on gender and class.

IT1.2.2.d Family Examples

Two interviewees cited their extended family’s arrangements as either an influence on their
own division of responsibilities or as a factor that impacted the perception of this division. Liam
(US-American, took three months leave), for example, spoke about his brother’s arrangement in
which he works part time and takes care of the children while his wife works full time. This
precedent within the family meant that there was familial support of sharing care and, if anything,
Liam felt his extended family wished he had taken a longer leave. Similarly, Maja (Polish, took 15
and 24 months leave) spoke about the inevitable influence of her father’s, and her husband’s
father’s, involvement in childcare. Describing them as “invested fathers,” she noted that her dad
spent more time with her due to her mother’s employment. Maja felt these experiences:

Formed us as people who do share responsibilities because that’s how it was done in our

house.... The professional arrangements made both our fathers very active and that made
me expect my partner to be active and [made] him [be] active.

These examples show the impact that role models have, especially when they are friends and family.

IIT.2.3 System Complexity and Confusion
As discussed in the policy analysis chapter (Chapter 11.3), the Austrian parental leave and

childcare allowance systems are extremely complicated and presented in such a way that easily
causes confusion and misunderstanding. This analysis was consistent in my interview findings, as
it was clear that the options available had not always been evident to my interviewees, and several
of them raised complexity as a barrier to free choice that perpetuated inequalities. While analyzing
my interviews, I identified three areas of concern resulting from this complexity:

1. Inability to access the policies as intended,

2. Tendency to direct towards more traditional models rather than allow for freedom of

choice,

57



CEU eTD Collection

3. Despite complexity, the policies still do not fully address the complex variety of parental

situations and circumstances.

ITI.2.3.a Accessibility and Presentation of Information

Numerous interviewees cited problems with accessing information on the options available
to them. These accessibility issues can be broken down into two factors: language and complexity.
Not being able to understand the system for oneself, it is more likely that people will choose the
same model as their friends and colleagues, which, in Austria, tends to be the traditionally gendered
male breadwinner/female (part-time) caregiver roles (see Chapter 1.4). I therefore argue that
improved accessibility of the policies through clarity of presentation and a more diverse range of
languages is crucial to promoting equal access to benefits irrespective of nationality, class, sexuality,
and gender, and the intersections of these.

The availability of parental leave and childcare allowance information in other languages,
as well as the complexity of the system and formulation of the options are covered in more detail
in Chapter I1.3. Nevertheless, I would like to highlight here a few examples from my interviews in
which participants spoke of their own experiences with language and complexity and expressed
their opinion on how this could be limiting to certain groups of people. Interviewees cited having
to go to outside organizations for advice.” Oliver’s (British, had 2-3 weeks leave granted by his
employer) company organized a meeting in English for him and his wife, Louise (French, stay-at-
home mother), with an advisor from the Chamber of Labour, however they misunderstood the
option to share childcare allowance and as a result Oliver was unable to take the two months of
state-funded, protected leave as intended. While Oliver made it clear they viewed this as their own
fault for (a) not knowing German well enough and (b) not asking the right questions, I argue it is

still the responsibility of the government to provide full and accurate information and ensure

3 One example was Aktion Leben Osterreich (https://www.aktionleben.at/), which describes itself as an
“independent, non-profit, and state-recognized association which is financed primarily through donations.” Despite
the fact that Rosa highlighted how willing the staff there were to offer consultations in a number of languages, their
website is only available in German and shows no signs of other languages being possible for communication. Thus,
not all parents may realize that this is actually an optional source of information and advice for them.
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people understand their options. Julia and Abdul (Austrian/US American and Bangladeshi
respectively) also highlighted problems with language, even as a native German-speaker Julia found
the information very confusing. Abdul noted, “it was very complicated...if you don’t speak
German natively, I would say it would be impossible to figure it out.” Furthermore, the fact that
English is the only second language available, if at all, does not fit with the fact that most non-
Austrian residents were born in non-English speaking countries.” As Julia pointed out, this caters
to the migrants who are considered ‘expats,” bringing with it a certain favoritism of more privileged
nationalities from higher classes, further perpetuating class and nationality inequalities.

Sophie considered the impact this might have on people from different classes and with
different levels of education. For her, with a PhD and native German skills, “the process of
navigating this system and thinking through these decisions is relatively complicated, and so 1
wonder the extent to which people who maybe have less education are sort of not able to make as
well-informed decisions.” Similarly, Lukas and Jakob indicated that even though they are both
native German speakers, both well educated, and both used to working in bureaucratic systems,
they nevertheless faced difficulties and stress with the system. Connected to a complex bureaucracy
was a delay in receiving the childcare allowance, an issue also cited by other interviewees. This delay
has a disproportionate adverse impact on lower-income workers. The combination of language
accessibility, complex options, complicated formulation of information, and a confusing and
stressful process presents problems and barriers for all, but the effects of which are intensified for
those who fit within the intersecting identities of non-German speakers, lower-income classes, and
less educated. The content and equality of the policies themselves becomes irrelevant if they are

not reaching all groups in an equal manner.

% In 2018, the highest number of non-Austrian residents were born in Germany, Bosnia and Herzegovina, Turkey,
Serbia, and Romania (Statistik Austria, 2020b).
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IT1.2.3.b Complexity begets Traditional

Many interviewees praised the number of options the Austrian system presents and thus
the opportunity, to a certain extent, to individualize a parental leave model that fits with their own
circumstances. 1 discuss this, and whether or not it is indeed successful, in the next subsection.
Firstly, however, I highlicht an unintended consequence of these options that was commented
upon in many interviews. By creating several options, Austria has created a complex system that is
hard to understand, and several of my interviewees mentioned that this complexity can increase
the likelithood that conservative models will be adopted. Lukas (Austrian, same-sex foster parent)
made the following statement:

When you break out of the conventional models, it means that you constantly need to

discuss and agree on your rules. And that is extremely demanding and...we both found

that very, very tiring....I must say that, being a parent, I have much more understanding

for people who choose the traditional model, because the traditional model is very efficient
in...that you need not discuss and bargain your rules in the relationship.

Noting the effect these discussions and negotiations had on their relationship, Lukas highlighted
that becoming parents, especially for the first time, is an overwhelming and significant change to
life and to a couple’s relationship, adding another dimension of decision making and organization
to the mix has the potential of being too much for many couples. Lacking energy and time to assess
all of the available options often results in simply choosing the male breadwinner/female caregiver
model that they already see in much of Austrian society and among their colleagues and friends.
Additional factors such as class, nationality differences, and flexibility of employment can intersect
and add to the likelihood of choosing this traditionally gendered model, thus further perpetuating
the cycle of inequality.

Similatly, Julia (Austrian/US-American, job-searching, 12 months leave) observed that this
complicated system, with a number of different options and stipulations, “ends up really
discouraging women from working and from pursuing opportunities, the fact that there are so
many conditions upon it.”” The less conservative the family is in terms of how it wants to divide

leave, the more discussion there needs to be and the more eligibility requirements there are to be
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met; thus, the more strain it places on the parents both individually and as a couple. Ironically, it
appears that the complexity involved with offering progressive parental leave options may in fact
result in a default to the traditional setting. Thus, the policies need to be formed and presented in
such a manner that does not reinforce the male breadwinner/female caregiver role or perpetuate

gender and class inequalities.

II1.2.3.c Complex and Customizable or Just Confusing?

I now turn to the question of whether the complexity of the parental leave and childcare
allowance systems allows for individualization and thus to the fulfillment of parents’ ideal situations
in terms of leave, or whether it just leads to confusion and reinforces a conservative model, as
suggested in the last subsection. Having completed all the interviews, there were a few couples that
were very satisfied with their decisions and with the ensuing outcomes. The majority, however, felt
that they made the best decisions they could in their situations, but that the outcome was different
from what they desired or anticipated. Diego, who would have liked to take parental leave for one
year but was unable due to financial constraints, noted, “unfortunately, in the end, it worked out
that way, but it was not because we wanted it that way...rather that the circumstances drove us to
that scenario.” While the couples did not want to fulfill the gendered roles of male breadwinner
and female caregiver, in the end they did. Liam asserted that he and Sophie “never wanted to fall
into the sort of stereotypical gender stereotypes of me working full time and her dealing with the
kids and all the rest, but that is in large part how things have worked out for us.” Two interviewees,
Julia and Oliver, pointed out the connection between the policies and the fulfillment of these
gendered roles. Julia, a self-identified feminist who previously worked on gender issues, identified
how to her friends “it might be slightly surprising that we've fallen into what's a really
traditional...division of who's working and who isn't....[it] fits into this Austrian model.” Oliver
argued:

In many ways we have behaved in a very gender typical or stereotypical manner around
this, that I've been at work and [she’s]been a stay-at-home mum. In that way we kind of fit
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within the kind of model that the system is designed to support or the kind of challenges
that it’s designed to perpetuate.

These examples show two key points: (1) the couples faced barriers, whether obviously
recognizable or not, in achieving their desire for more equitable sharing of leave and childcare
responsibilities, and (2) they deemed the roles they have fallen into to be fitting with the
conservative Austrian model that they feel the policies aim to achieve. While there was a strong
desite from most of the men I interviewed to be involved in their children’s lives, and several of
them expressed a wish to have been able to take more leave, several circumstances were cited as
reasons why this was not possible. These circumstances included finances, employment, recent
moves, uncertainty about future employment or moves, and bad timing. While it is obviously not
feasible for the policies to take into account every potential situation, there are certain core issues
that are commonly encountered, and the policies should be structured to cater for these. In the
next section on flexibility, I outline some of these issues and the desires my interviewees had for
an improved parental leave system which, had it been available when they took leave, would have

created greater equality in their roles and potentially improved career opportunities for the mothers.

II1.2.4 Flexibility or Lack Thereof

Many interviewees expressed appreciation for the system and the way it offers
opportunities for support and financial backing during the first few years of child raising.
Nevertheless, it was a very common theme that despite the potential for individualization provided
by the options, it is still not enough and the lack of flexibility in a number of areas prevented these
parents from sharing leave or holding employment in the ways they would have wished. In the
following subsections I outline the positive results of the flexibility that the system does currently
provide, as well as highlight the areas where greater flexibility and individualization is required. This
topic is divided into flexibility with regard to the system options, parents’ decisions, childcare, and

employment. All four of these realms affect how parents do or do not benefit, and should work
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together to form a supportive system of valued childcare and equal labor opportunities. As Diego
(Costa Rican, financial constraints on taking leave) asserted, Austria does have a good system,

nevertheless there is a lot of improvement necessary “in order to make it fair and human.”

I11.2.4.a Flexibility within Parental Leave and Childcare Allowance Options

Several interviewees praised the Austrian system for the possibility to individualize the
length and division of parental leave or childcare allowance. Maja (Polish, employed part time, took
15 and 24 months leave), for example, explained how she “used the system twice being in very
different life phases and also financial positions, and it worked really well for me both times.” Rosa
(Honduran, took 20 months leave) was grateful she “didn’t have that pressure and stress [of
returning to work quickly]. It’s hard enough being a new mom. Having to go back to work would
have been very stressful.” Despite the ability for certain parents to benefit and have positive
experiences through the parental leave system, this is not true for all parents. Additionally, all my
interviewees, even those that were satisfied with their options and decisions, still believed there
were improvements that could be made, most of which referred to increased customizability.

One factor that was identified as a barrier to fathers taking leave was the option to change
who takes the leave only twice. Since the first leave is generally taken by the birthing mother, this
means that when shared the leave periods for heterosexual couples are taken by the mother, then
the father, and then the mother again, allowing only one leave period for the father. Liam, however,
did not feel comfortable taking six months consecutive leave from work, he suggested that allowing
him to take two periods of three months would have enabled him to take a more equal share of
the leave. Having fallen into distinct gendered roles, with a significant stalling of the mother’s career
following leave, Oliver (British, employed full time, unable to take state leave) argued:

The more flexibility there can be within it, the better the system and hopefully the more

progressive and the fewer the ways in which what is supposed to be a kind of state support
system inadvertently ends up perpetuating long-term inequalities.

By allowing more flexibility in sharing leave, each partner will be taking less consecutive time away

from their jobs, resulting in a closer connection to the job and the office and thus alleviating
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concerns about too much distance and losing control over their tasks. As Ciccia and Verloo (2012)
highlight,” “flexibility in uptake is another feature of parental leave that can potentially raise fathers’
leave use by contrasting fears of being disconnected from the workplace and negative attitudes of
employers” (p. 519). Removing this risk will, therefore, hopefully in turn mitigate barriers to the
father taking leave and reduce the normalization of a male breadwinner and female caregiver model.

Two interviewees suggested further possibilities to combine leave with work, allowing both
parents to take leave and claim childcare allowance at the same time. Lukas (Austrian, employed
full time, took 4 months leave) argued, “the fact that [leave] can only be taken for one person, and
that means that the other person has to work full time, is a very political position from the Austrian
state.” Diego (Costa Rican, employed full-time, took no state leave) supported the idea of an
“option for both parents to stay a certain amount of time at the same time at home...raising a kid
is not the job of one person.... It takes a village to raise a child.”” I argue allowing both of these
benefits in combination — both parents working part time and at the same time both parents
receiving childcare allowance — would alleviate discrepancies in access based on class and gender.”
Thévenon (2018) confirmed, “for parents who may be unwilling or unable to stop work completely,
flexible or part-time leave arrangements may also provide a solution...Employers may benefit too
if they don’t have to go to the expense of finding and hiring a replacement worker when the
employee is on part-time leave” (p. 136). From the gender perspective, it would provide greater
opportunities for parents to share leave and for both parents to continue pursuing some kind of
employment. Szikra and Gy6ry (2014) note that “reforms of family policies that would allow for
more flexibility and choice for parents of small children would help overcome obstacles of maternal
employment” (p. 37), therefore contributing to breaking the perpetual cycles of inequality around

women’s jobs and income. Furthermore, if it were normalized for both fathers and mothers to take

3% Citing Brandth and Kvande, 2001 and Leira, 2002 (Ciccia & Verloo, 2012, p. 519).

37 Portugal, for example, has seen significant improvements since its 2009 reform in which it “offered substantial
incentives to share leave (one bonus month) and to choose part-time over full-time leave (12 part-time or 3 full-time
months)” and enhanced flexibility (Ciccia & Verloo, 2012, p. 522).
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leave and reduce their hours, this would lessen the motherhood penalties that women currently
face in the labor market (see Chapter 11.2). From a class perspective, this would support parents
who rely on both parents’ salaries for monthly costs. They would still be paid by their employer
for part time, and the amount for the missing hours would come from the childcare allowance
system. At the same time, they would have the capacity to look after their children themselves at
home rather than having to pay for childcare outside the state-funded hours, as will be discussed
in an upcoming subsection. This is a privilege that only parents with higher income can afford
currently. As Maja (Polish) claimed:

I think it should be as flexible as possible because it’s always a different story in different

families, with different support systems and different arrangements between partners, and
different career paths.

It is vital to take into account all groups of people when creating such policies and the best way to
do so is by making them as flexible and customizable as possible while still maintaining some sense
of criteria and process for governance. Furthermore, the policy makers should ensure that flexibility
within the policies is followed through to implementation; otherwise, they risk “a lack of plausible

positive development in the actual outcomes” (Szikra & Gyo6ry, 2014, p. 38).

ITI.2.4.b Flexibility after Initial Decisions

As outlined in Chapter IL.1, parents must decide in the initial application which system of
childcare allowance they will choose: income-based or flat-rate. Following this, within the flat-rate
system they may change the length of their leave or allowance claims once. Several interviewees
argued that they found this pressure to choose in the beginning stressful and that it is not conducive
to the reality of having a baby. It takes a certain amount of time with the baby to see what it requires
in terms of parents’ attention and time and to see how the parents feel about the situation. Anna
(Austrian, took 24 months leave with one child and her partner, Marie, took 24 months with the
other child), for example, highlighted how “the one child needs more support, the other less,” and
therefore it is impossible to tell in the beginning whether the system or the length chosen will be

enough or too much. Similarly, Lukas and Jakob (Austrian and German, foster parents) pointed
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out how much children change within the first year and therefore it is impossible to tell what they
may need or want in the future. Specifically with regard to foster parents, they often do not know
anything about the child, including even their age until very late in the process (Jakob). Thus, it is
even harder to make a decision at the beginning in terms of how long the child might need parental
care for.

Furthermore, Sophie (German/US-American, employed part time, took 15 months leave)
noted that with her previous leave period taken in London, she had not felt ready to return to work
at the point she did after nine months. While Sophie acknowledged this could in part have been
because she had twins, this nevertheless informed her decisions around length for her second leave
in Austria. This is evidence, however, that the parents do not always know how they will feel after
having been on leave for a certain amount of time. Lukas (Austrian, employed full time, took 4
months leave, would have liked to work part time and be on leave part time with his partner)
argued:

This law is written very much with the idea that there is a fight between the employer and

the employee. And of course, you need regulations for that kind of situation, but you should
also have regulations for a friendly relationship.

Therefore, if there could be more flexibility around being able to change the chosen model and
length more than once, in agreement with the employer, it would be beneficial to many parents
and, rather than having to choose a long model from the beginning to be on the safe side, they
could decide throughout and women could potentially return to work earlier than they are doing
now. This flexibility should, however, be very well designed so as not to reinforce the complexity

covered in the previous section.

II1.2.4.c Flexibility in Childcare

Through my interviews it became clear that it is not just the parental leave system itself
which influences parents’ decisions, but also the availability of childcare services; several parents 1
interviewed indicated the inflexibilities of childcare within Austria and how it perpetuates

inequalities based on class, nationality, and gender. As Morgan and Zippel (2003) point out, “the
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low benefit amount and frequent lack of childcare alternatives diminish the degree to which parents
have real choices in how to balance work and family life” (p. 76). This is in line with Austria’s
publicly funded childcare only being open until noon or early afternoon, which then requires a
parent or supporting family member to be available in the afternoon to pick the child up and take
care of them (Hagemann, 2006). This creates more stress and puts greater demands on parents
from low-income families and on couples with no extended family support and reinforces gendered
roles. In the case of low-income families, it is likely that both parents have to be working to cover
their monthly costs and they do not have the disposable income to pay for childcare outside the
hours of the state-funded options. This puts them in a very stressful and uncomfortable position
in terms of childcare. Additionally, the nationality of the parents plays a role since the system
currently relies on family members, such as grandparents, who can support the childcare while
parents work. Since most non-Austrian couples, and some Austrian couples, do not have a local
familial support system, interviewees identified this as another dimension that puts further stress
on families and does not allow them to benefit from the system equally. These findings fit with
Sardadvar and Mairhuber’s (2018) research; they state, “a combination of paid work and informal
care is largely only possible with the support of a personal network and/or some working time
reduction — and it is extremely stressful” (p. 69). The intersection of low class and non-Austrian
only adds further barriers to parents being able to combine paid work with childcare responsibilities
and further reinforces gendered roles.

This system of limited state-funded childcare services is based on the male breadwinner/
female (part-time) caregiver model (see Chapter 1.4 & Pfau-Effinger, 2018), which relies on a
‘housewife’ who is available to take care of the children all or most of the day, thus her employment
opportunities are highly restricted to part-time work at most. Having experienced this, Liam (US-
American, employed full time) noted, “the Austrian school system I think also, in many ways,
perpetuates the gender stereotypes as much as, if not more than the leave system.” Thus, the

limitations of childcare hours is a very classed and gendered issue and the current Austrian model
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is aimed at middle- to upper-income families with a female caregiver, male breadwinner, and
extended family nearby who are available to support childcare efforts. This conservative system
should be improved to instead provide for families in a variety of employment and family situations
and to avoid maintaining existing inequalities.

Another issue is that of the ability to access state-funded kindergarten or day care. In
Vienna, parents can send their child to state-funded playgroups or kindergarten below the age of
three only if both parents are either working or completing their studies (Stadt Wien | Kindergirten,
n.d.). If one parent, often the mother, is not employed then they are ineligible for state-funded
options and need to find other forms of childcare, which prevents the unemployed parent from
finding the time or energy to look for and apply for jobs. This perpetuates the cycle of mothers
staying at home for extended leave periods. Lukas told me an interesting story he had heard
regarding this rule in practice:

Two working parents are a precondition to get a place at the public kindergarten, and we

easily got a place. Two couples told us, parents often need to put pressure on the city and

the civil servants there reportedly accept that men need to go back to work, but tell women
they need to stay home longer.

This shows further gendered expectations and barriers to placing young children in childcare and
women being able to pursue employment.

The Austrian government appears to be working on improvements for childcare services,
aimed at several measures, including the following that are relevant to my interview findings:
extending childcare options for children before the age of 3, increasing opening hours, and further
funding (Bundeskanzleramt, n.d.-b). Nevertheless, it is not clear what exactly will be changed,
whether the plans for 2018/19 and 2019/20 have altready been finalized and implemented, or what
the status of the 2021/22 plans are. It is therefore uncertain whether these changes will be

implemented as indicated.
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ITI1.2.4.d Flexibility in Employment

Given the current COVID-19 pandemic and associated working from home (WFH)
protocols, this was a key theme in many of my interviews. Several of the fathers working full time
expressed the way WFH allowed them to be more involved with childcare and spend more time
with their family than they had previously. It has highlighted the fact that WFH can provide more
equality in terms of sharing responsibilities as well as improve a working parent’s relationship with
their child. It will be interesting to see whether employers realize this too and therefore allow for
greater work schedule flexibility and an increase in WEFH allowance in the future.

The couples that cited the most equality in childcare and household responsibilities were
those that had extremely flexible work schedules. This was in line with the findings of Olah et al.
(2018) that “more favourable working conditions...increase fathers’ involvement in family life” (p.
56). I therefore argue that employers play a vital role in providing families with the capability of
combining childcare and employment and thus should be incentivized to allow for greater flexibility
in terms of working hours, location, and time; essentially alleviating further barriers to a more
gender egalitarian sharing of paid and domestic labor. Furthermore, the workplace culture should
be cultivated to support, value, and respect parents who take leave or adjust their hours around
childcare. As Thévenon (2018) argues, there are “limits of what can be achieved by laws if societal
values, workplace cultures and practices are not ready to encourage fathers to make use of their
rights” (p. 136). This support could reduce inequalities, allowing parents to organize their life as
they desire and as their child needs, and will foster a more supportive work environment. One
element of achieving this means providing employees who are not parents with similar flexibility,
to avoid creating a divisive atmosphere between parents and non-parents and an unpleasant work
culture.

Having argued for flexibility in the workplace, I would like to clarify that this remains a
very classed topic, as it is mainly middle- to upper-class office jobs that can offer this kind of

flexibility and employment type to its employees. Lower-class jobs and positions are ones that, due
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to the nature of the work, cannot always provide employees with flexibility. Thus, there needs to
be special governmental benefits in place to provide further support to these parents.

In the next chapter, I summarize the key findings from my interviews and outline the
benefits of the current system as well as the ways it reinforces the conservative male breadwinner/
female caregiver model and perpetuates inequalities based on class, gender, and nationality.

Furthermore, I speak about my findings with regard to sexuality.
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Chapter II1.3: Conclusion of the Interview Findings and Analysis

The interviews I conducted with parents living in Vienna and Salzburg provided extremely
valuable insights into Austria’s parental leave and childcare allowance systems. From reactions of
genuine satisfaction and gratitude to feelings of frustration, there was a broad range of experiences
among my interview participants. While no one was completely dissatisfied, there were several
couples who expressed satisfaction with the decisions they made at the time considering the
circumstances, but nevertheless articulated disappointment that the options they desired were not
feasible for them or displeasure with the conservative and gendered outcomes of their leave taking.
These barriers to access became clear through the cultural expectations parents faced, the
complexity of the systems, the confusing presentation of the available options, and the lack of
flexibility, despite the ability to individualize to a certain extent. In the last chapter, I utilized an
intersectional feminist critical framework to outline the numerous ways in which these dimensions
both reinforce a traditionally gendered male breadwinner/female (part-time) caregiver model and
perpetuate inequalities based on class, nationality, gender, and the intersection of the three.

With regard to sexuality, my interviews revealed very little about potential barriers same-
sex couples may face. The two same-sex couples I interviewed were very satisfied with their leave
decisions and felt they faced no discrimination throughout the process. While these are very
positive results, I also argue that the fact they were middle- to upper-class Austrians and Germans
in full-time work with very supportive employers at the time of taking leave affected their positive
experiences. It is possible that the intersection of sexuality with low-class or non-Austrian parents
could have resulted in a different outcome and increased barriers. Nevertheless, there are two
points I would like to highlight. First, at the time when Anna and Marie took leave, same-sex
marriage was not legally recognized in Austria; therefore, Marie took 24 months leave as the birth
mother with their first child and Anna did the same for their second child. As their relationship
was not legally recognized, they were unable to share the leaves. Fortunately, this is no longer a

barrier parents should face, as same-sex marriage has been legal in Austria since January 1, 2019
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(Oesterreich.gv.at, 2021b). Whether or not same-sex couples face cultural expectations and
pressure from their employers or friends with respect to parental leave is something that needs to
be further researched. Second, Lukas and Jakob spoke about the extensive advice they received
from family, friends, and even neighbors they did not really know, regarding how to care for their
child. This example is evidence of a negative impact on men from the traditional male breadwinner
role: it is assumed that men do not know how to take care of children without a woman.
Furthermore, Lukas and Jakob faced instances in which certain societal aspects of caring for a child
were not available to them, such as the lack of changing tables in men’s toilets. While not directly
related to parental leave, this is evidence of the heteronormalizing of parenthood within Austrian
society, which could then lead to expectations that affect same-sex couples’ access to parental leave
options. Further research with a more intersectional group of same-sex couples is required to
determine how the intersection of same-sex parents’ identities affect their access to and use of
parental leave in Austria.

In conclusion, it is clear that, while progress has been made over the years in terms of
Austria’s parental leave and childcare allowance systems, moving towards greater gender egalitarian
policies (Pfau-Effinger, 2018), it is still not enough and further improvements are needed, and
soon. As my interviewee Max highlighted, “all those little symbolic gestures are not going to solve
the problem” and “more radical solutions” are needed, otherwise we will “go about this another
30 years before we get to equality.” Only by making stronger incentives for both parents to take
leave and for employers to support leave, as well as by providing targeted benefits to those who
need extra assistance to reach the same outcomes, can prevalent inequalities in our societies based
on gender, class, and nationality be resolved. Therefore, in Chapter IV.1 I provide policy
recommendations for how Austria’s current parental leave and childcare allowance systems could
be reformed and improved to alleviate the barriers parents currently face and to work towards

greater equality.
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Part I'V: Conclusion

Chapter IV.1: Policy Recommendations

Within this chapter I outline my policy recommendations based on the results of my policy
and interview analyses. The recommendations are grouped into key issues, and I have included
references to the relevant chapters and sections that provide background information and

arguments for the importance of the respective recommendation.

IV.1.1 Larger Incentives for Fathers

Recommendation 1: Make the daddy month mandatory and fully paid.

See 11.3.2 and 111.2.1

Recommendation 2: Reserve a larger portion of the shared childcare allowance models for the non-
birthing partner, to increase the length of time fathers take off.

See I11.1.5, 11.3.2, and 111.2.1

IV.1.2 Increased Financial Benefits

Recommendation 3: Increase the amount of the childcare allowance so it represents more of a
wage replacement for many families.

See 11.2.1, 11.3.2, and 111.2.1

Recommendation 4: Provide a greater sharing bonus for equal division of leave.

See 11.2.7 and 11.3.2

Recommendation 5: Grant more significant supplemental benefits to low-income families.

See I1.2.1 and 111.2.1

IV.1.3 Greater Flexibility

Recommendation 6: Allow parents to switch who takes leave and receives childcare allowance
more than twice; and incentivize this for both parents, not just the fathers.

See I11.2.4.a and I111.2.4.b
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Recommendation 7: Allow both parents to collect childcare allowance at the same time and to
work part time simultaneously; and incentivize for both parents.

See 111.2.2h

Recommendation 8: Provide publicly funded childcare services to all parents during full-time
working hours.

See 111.2.2.c and 111.2.4.¢

IV.1.4 Onboard the Employer

Recommendation 9: Incentivize employers to enable and encourage their employees to take leave
and divide childcare responsibilities more equally.

See I11.2.2.b and 111.2.4.d

Recommendation 10: Encourage employers to provide greater flexibility where possible to allow
parents to combine work and childcare responsibilities. At the same time, provide this flexibility
for all employees, not just parents, to avoid hostile working environments.

See 111.2.2.b and 111.2.4.d

IV.1.5 Improved Statistics

Recommendation 11: Provide more comprehensive and detailed statistics on parental leave users
and childcare allowance recipients per month and per year.

See I1.2.1

Recommendation 12: Disaggregate data on parental leave, childcare allowance, and employment
by sex, gender, sexuality, income level, and nationality.

See I1.2.1

Recommendation 13: Present statistics in a user-friendly and comprehensible manner — through

both overviews and more detailed data.

See 11.2.1
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IV.1.6 Enhanced Presentation of Information

Recommendation 14: Ensure information about parental leave and childcare allowance is presented
in a user-friendly and understandable manner, uniformly across all governmental websites and
brochures.

See I1.3.1, 111.2.3.a, and 111.2.3.b

Recommendation 15: More clearly lay out the variety of options available to parents, so they can
make more informed decisions and utilize non-traditional models.

See 11.3 and 111.2.3

Recommendation 16: Utilize more gender-inclusive language to normalize all parents taking on
childcare responsibilities.

See I1.3.2 and 11.3.3

Recommendation 17: Improve the policy information in English and introduce other languages,
for example the largest minority languages in Austria.

See I1.3.1 and I11.2.3.a

Recommendation 18: Ensure information provided in other languages besides German remains:
consistent with the German information, up to date, more widely available, comprehensible, and
presented in a user-friendly manner.

See I1.3.1 and 111.2.3.a
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Chapter IV.2: Final Remarks

This thesis has examined Austria’s parental leave and childcare allowance policies as well
as parents’ experiences with the system. By analyzing them through an intersectional feminist
critical framework, I was able to identify a variety of ways in which the policies perpetuate
inequalities based on gender, class, sexuality, and nationality, with the support of evidence from
policy documents, eleven interviews and official employment, income, and leave statistics.
Furthermore, issues in areas such as childcare, employment opportunities, salary differences, and
so on were alluded to and the way in which they are intricately intertwined with the parental leave
and childcare allowance systems was highlighted. As a conservative welfare state, it became clear
that Austria still upholds and reinforces the ideal of the male breadwinner and the female (part-
time) caregiver. This is evident in its leave and allowance policies, the presentation of such policies,
and the availability of childcare services. Statistical data and qualitative results from interviews have
provided evidence of this. From the interviews it was clear that, while many of the parents were
happy with the ability to individualize their leave decisions to a certain extent, they still desire
greater flexibility in the options. Furthermore, most of the interviewees would have preferred not
to fall into stereotypically gendered roles with respect to division of labor, but did so due to a
variety of circumstances. Finally, the complexity of the policies and the confusing ways in which
the information is presented only result in more traditional models, of mothers taking longer leaves
and fathers either short or no leaves, being chosen out of ease or lack of knowledge of other
options.

Following the presentation of these policy and interview findings, as well as evidence from
literature and statistics, I provided a list of policy recommendations that take into account the
results of the thesis and aim to remedy the inequalities that are currently perpetuated by the policies.
In the remainder of this chapter, I outline the limitations of this research as well as suggestions for
future research that could ultimately promote greater equality in terms of parental leave and

childcare allowance in Austria.
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Considering the limited number of interviews conducted, I recognize that this research is
simply an entry point into a much larger and longer research project. While I did attempt to create
an intersectional pool of participants for my interviews, this could indeed be improved in future
research with a greater diversity and increase in numbers. Further research might focus on the
specific influences of employment and income on leave and vice versa. Additionally, if the country
were to provide improved data disaggregated based on sex, gender, sexuality, nationality, and
income level, it would be possible to do a large and comprehensive analysis of how these different
factors play a role in parental leave usage and childcare allowance consumption in otrder to
determine if the current policies are equally accessible to all parents or if some are falling through
the cracks.

Further research could additionally explore Austrian leave from the employer viewpoint
and tackle what can specifically be done to incentivize employers to facilitate and encourage leave
for all parents. As Bygren and Duvander (20006) explore from a Swedish perspective, it is vital to
recognize that “actors other than parents, such as employers, are important for understanding the
gender-based division of child care” (p. 371). The government should evaluate how it can
incentivize companies to foster an atmosphere in which it is normalized for men to be fathers and
in which parents are not treated differently or negatively due to their home-life demands. Moreover,
it will be interesting to see short- and long-term effects of the COVID-19 pandemic on parents’
use of parental leave and, particularly, on fathers’ participation in childcare responsibilities. Several
interviewees cited the COVID-19 working from home situation as conducive to flexible
reconciliation of work and home responsibilities and noted they had been able to take over more
household duties due to these conditions. It will be interesting to see if working from home
possibilities become more of a norm and thus produce greater flexibility for working parents to
take on childcare responsibilities without taking parental leave or changing to part-time contracts.

In conclusion, this thesis represents the first intersectional analysis of Austria’s parental

leave and childcare allowance systems, exploring them in connection with gender, sexuality, class,
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and nationality. Numerous important findings have been identified through both the policy analysis
and the qualitative interview results, and recommendations for adapting the policies based on these
findings have been outlined. Through further research and continued analyses in the future, it will
hopefully be possible for Austria to break the perpetuation of these inequalities, to provide equal
access to all parents, and to reach greater gender equality by interrupting the tradition of a male
breadwinner/female (part-time) caregiver model and moving towards the universal caregiver ideal.
I hope policy makers will soon realize that “bringing up a child is not really just a task of one

person” (Diego).
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Appendix 1: Interview Questions

Questions were asked in a non-structured way; thus, they were asked in an order that fit
with the flow of conversation and some were omitted or others added if the researcher deemed
this appropriate.

Beginning
¢ Do you have any questions about the consent form or research?

Background Info

e Tell me a bit about yourself: where you’re from, where you’ve lived, how long you’ve been in
Austria?

e Which citizenship(s) do you hold?

Work
e What is your employment status? What type of employment are you in?
o Part time or full time?
o Short term or long term?
o How flexible are your working hours?
e In which field do you work and what is your position?
o Are you in a management role? Or have you been previously?
e Do you consider your salary to be reasonable, high, or low for your field of work?
o Which partner earns more?

Family /Private Life
e How many children do you have?
o How old are they?
o What level of education are they currently enrolled in?
e Do you follow a religion?
¢ How do you divide household responsibilities? Why do you divide them in that way?
e What type of childcare do you use?
o Were there any limitations or requirements associated with this childcare?

Parental Leave Decisions
e What is your opinion of Austria’s current parental leave policies?
e Were you both eligible to take Austrian parental leave?
o If yes, which kind of leaves?
e Which of you went on leave and for how long?
o What kind of leave?
o What years?
o What kind of criteria did you take into account when deciding?
e What kind of issues influenced your leave-taking decisions? What criteria did you take into
account?
o Did friends/family influence this decision?
o Did personal characteristics (gender, religion, nationality, ethnicity, profession, age)
influence your decision?
o How much did your salaries affect your decision in taking leave?
e What was your employment situation before leave and after leave?
e Did you utilize the option of parental part-time work?
o If yes, which parent and for how long?
e Have you heard of the new ‘Papamonat’ (daddy month)?
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o Had this been an option when you had kids, would you have used it? Why would you
have made this decision (whether yes or no)?
e How satisfied are you with your parental leave decision? Your partner?

Parental Leave Impacts
e Did taking leave affect your career trajectory? If yes, in which ways?
¢ Did taking leave affect your income after returning from leave?
e In taking parental leave, did you face any kind of barriers?
o Was there anything you were ineligible for due to your gender, ethnicity, sexuality, or
income-level?
o Was there any situation you recall in which you felt unwelcome or discriminated against
because of your parental status?
e Would you say your personal characteristics (gender, religion, nationality, ethnicity, class, age)
makes any difference in how people perceive your decisions in comparison to others?

Parental Leave Opinions
e What do you think is the ideal amount of time parents could take off? Why?
e How do you believe parental leave should be divided between mother and father? Why?
e What do you think of the idea of implementing mandatory paternity leaver (Given there is 16-
weeks mandatory maternity leave)
o What do you think would be the impact of this for you? For your partner?
e What changes would you implement to the current policies?

Final
e Do you think the policies discriminate against any specific groups? In what ways?
e Is there anything else you want me to know about your experiences?
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Appendix 2: Overview of Interviewees

Interview Pseudonym Gender Nationality City Current Employment Position
Anna f Austria Full-time Manager in insurance
1 : Vienna
Marie38 f Austria Full-time -
2% Liam m USA Full-time Senior executive
Salzburg : :
337 Sophie f USA/Getmany Part-time Lecturer at a polytechnic
Lena f Austria Part-time*0 Program manager
4 - Salzburg : - : : .
Wwill m USA Part-time employed, part-time self-employed Teaching, consulting, projects
Oliver m UK Full-time Program director
5 ; Salzburg
Louise f France Unemployed#! Stay-at-home mother*
p Julia f USA/Austria Vi Full-time previously, then on educational leave*? International development
ienna
Abdul m Bangladesh Full-time, remotely from the US University assistant professor
Tobias m Austria Parental part-time employed, part-time self-employed Project manager; Cons.ultmg and
7 Vienna i i personal coaching
Emilia f Austria Part-time self-employed Online marketing
Lukas m Austria ) Full-time Deputy secretary general
8 Vienna - .
Jakob m Germany Parental part-time Customer service
Diego m Costa Rica . Full-time Conference manager
9 - Vienna : - -
Rosa f Honduras/Spain Part-time, < 10 hours /student Private tutoring
10 Maja f Poland Salzburg/ Part-time University staff
Antoni m Poland Vienna* Full-time Musician
Max m Austria Part-time Marketing
1 - Vienna : -
Sarah _ f Austria Full-time, self-employed Advertising
E
9
]
[a)

38 The greyed-out rows refer to peogle 1 did not interview directly, but the partner provided me with certain information.
3 This couple were interviewed sepagtely, thus 11 interviews were conducted altogether with parents from 10 couples.
40 Previously parental part-time, but ffter the 7-year limit she continued on a part time contract.

4 Previous employment in other countries included: Civil servant, economist, charity work, teacher.
42 Will figure out what she wants to do and start job searching once the oldest child is settled in school and the youngest begins kindergarten.

4 Will look for a new job after leave, rather than returning to previous employer.
4 First leave was in Vienna, second in Salzburg, and they are back in Vienna now.
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Reduced hours

Interview : Pseudonym Lea:i:lreship Children Leave/allowance length in Austria% Alsl)(:::::;ce I:flli)llc‘locxa.rleez;;fw{z:: e/ bec'ause of
children?
Anna Yes#6 24 months*’ Flat-rate 2007-2009 1 month
! Marie - 2 24 months* Flat-rate 2005-2007 Yes
Liam Yes " 3 months Flat-rate 2015 No
Sophie No 15 months allowance Flat-rate 2014-2015 Yes
4 Lena No 5 24 months; 24 months Flat-rate 2010-2012; 2012-2014 Yes
Will No No leave, but 3 weeks holiday after birth - - No
5 Oliver Yes 26 2-3 weeks leave from employer® - 2020 No
Louise - No leave, but claimed allowance for 12 months30 Flat-rate 2019-2020 Yes
p Julia - | 12 months allowance Flat-rate 2020-2021 Nos!
Abdul No 2 months allowance Flat-rate 2020 No#
. Tobias Sometimes ) 3 months (+ 1 month holiday after birth) Flat-rate 2021 Yes2
Emilia Sometimes 12 months allowance Flat-rate 2020-2021 Yes
s Lukas Yes 15 4 months Income-based 2017 Yes
Jakob No 10 months Income-based 2016-2017 Yes
9 Diego No ’ No leave, but 2 weeks from employer and 2 weeks vacation - - No
Rosa No 20 months Flat-rate 2019-2021 No>
10 Maja No ) 15 months; 24 months35 Flat-rate 2013-2015; 2016-2018 Yes
Antoni - 3 months Flat-rate 2017 No
1 Max Unclear ) 18 months; 18 months56 Flat-rate 2012-2013; 2013-2014 Yes
Sarah Unclear 6 months; 6 months>4 Flat-rate 2011-2012; 2012-2013 No

2 . .
4 If not specified whether leave or alfbwance, then it is both combined.

46 Obtained the leadership position ddew years after taking leave.

47 Both as birth mother, with the twosrespective children.
48 Only the last child was born in Aulgria, thus previous leaves were taken outside the Austrian system.
4 Leave was provided by the employgr rather than taken through the Austrian system. Originally wanted to share leave 14+2, but they misunderstood the system and this became unfeasible.
50 Not eligible for leave due to unemffloyment status.
51 As the baby is still one-year old, it is difficult to determine whether hours will be reduced in the future.
52 He is now on parental part-time (from 35 down to 20 hours) and plans to use it till the end, but can change once if he desires more hours.
53 They are foster parents.
54 Still on parental leave, planning on looking for a part-time job after.

82




Interview @ Pseudonym Age chllflren startec! attending regular Family Household Labor _Career Flexible Main deciding criteria5
childcare or kindergarten? nearby? impact? employer?’
1 Anna 2 years, 4 months & just under 2 years; Yes Childeare 50,50 No Very Children®; one parent works and
Marie had family help before Yes No Very one cares; money
Liam 3 years for kindergarten, before that in No Woman does significantly more; gendered No Yes Employment; money; children;
Sophie childcare a few mornings a week No division Yes Somewhat opportunity
Lena ) . . ) Some Yes Very Employment positions; children;
4 : 3 years andhfl};ldcari tl\;lce a \E‘:ek before; Divided evenly; but mother does childcare comparison with US friends;
Will childcare at 17 months No No Very opportunity; money
5 Oliver Will start kindergarten at 3 years, maybe No Faitly evenly; mother takes on more of the No Very Emplovment: children: money
Louise childcare before No childcare, but it is still shared Yes - ployment ¢ Ctl money
ulia Yes Yes - . . "
6 J Began childcare at 5 months Divided evenly and share tasks Err'lp loyment; money;
Abdul No No Unclear uncertainty about future moves
Tobias . Yes Somewhat Somewhat Children; biological (recovery
7 Will go at approx. 17 months Shared yes from birt’h and bbreast feeding)
Emilia Yes Not really Very &
Lukas Somewhat No Yes - . . Hons:
8 1 year More less equal division Money; emPloyment, posttions;
Jakob No Yes Yes early childcare; sharing
Diego Yes No Sometimes
9 18 months Divided 50/50 Money; employment; child
Rosa No Yes Very
Maja . No . Yes Very .
10 Childcare at 11 months Divided Money; employment; children
Antoni No No Unclear
Max Yes . . . No To some )
1 3 years Split aCCOI‘dlI;g to who vlvas working and extent® Emplqrment; children;
Sarah Ves who was on leave No Somewhat positions; money

D|Collection

55 Plus 3 months unpaid leave from hgr employer while the father was on patental leave using the system. The 24 months leave was initially supposed to be one year, but she extended due to
problems settling the child in childcggt.
5 Did not stay away completely fron®the job, still worked one day a week during leave. (Except the mother did not work for the first 3 months of leave.)
57 The ratings here are my subjective opinion given the information interviewees provided me with.

58 These are the criteria I ascertained from their answers, and I ordered them based on the importance they seemed to place on them.
%9 Children refers to the desire to stay home with children for a certain amount of time for their own wellbeing.

¢ The hours themselves were not flexible because it was a sales job, however the employer was flexible in terms of leave.
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Awareness of the impact of

Interview Pseudonym Happy ‘.Vl.th leave Happy with Ideal length Ideal split upbringing and social
decisions outcome .
environment?
1 Anna Yes Yes 2-3 years Individual decision No
Marie - - - - -
Liam Yes Somewhat Individual, flexibility 50/50 Yes
Sophie Yes No Yes
4 Lena Yes Yes Somewhat
Will Yes Yes Somewhat
5 Oliver Yes Yes Individual, flexibility Individual, flexibility Yes
Louise Yes - - - -
Julia Somewhat6! Yes and no 14 months 60/40 dueA o Yes
6 breastfeeding
Abdul Yes Unclear 1 year 50/50 Somewhat
Tobias Yes Yes 50/.59’ but No
7 individual
Emilia - - - - -
N Lukas Yes Yes - - Somewhat
Jakob Yes Unclear - - Unclear
Diego Somewhat Unclear Both parents >1 year 50/50 Unclear
9 together
Rosa Yes Unclear Individual Individual Yes
10 Maja Yes Yes Individual, flexibility Yes
Antoni - - - - -
1 Max Yes Yes 2-3 years 50/50 Unclear
Sarah ¢ Yes - - - -
o
8
©
]
a)
'_
]
ot
]
o

¢! Unhappy with the available options, but given those options, there was no other choice they could have made.

84




CEU eTD Collection

Bibliography

Ackerly, B. & True, J. (2013). Methods and methodologies. In G. Waylen, K. Celis, J. Kantola, &
S. Laurel Weldon (Eds.), The Oxford handbook of gender and politics. New York: Oxford University
Press. DOI: 10.1093/oxfordhb/9780199751457.013.0005

Arbeiterkammer (AK) [Chamber of Labor]. (n.d.-a). Elfern-Karenz [Parental leave]. Retrieved
December 8, 2020 from
https://wien.arbeiterkammer.at/beratung/berufundfamilie /karenz/Karenz-Regelung.html

Arbeiterkammer (AK) [Chamber of Labor|. (n.d.-b). Elternteilzeit [Parental part-time]. Retrieved
December 8, 2020 from
https://wien.arbeiterkammer.at/beratung/berufundfamilie/elternteilzeit/index.html

Arbeiterkammer (AK) [Chamber of Labor]. (n.d.-c). Kiindigungs- und Entlassungsschutz [Employment
protection]. Retrieved April 23, 2021 from

https://www.arbeiterkammer.at/beratung/berufundfamilie/ Mutterschutz/Kuendigungsschut

z1.html

Arbeiterkammer (AK) [Chamber of Labort]|. (n.d.-d). Mutterschutz [Maternity protection]. Retrieved
December 8, 2020 from https://www.arbeiterkammer.at/mutterschutzregelung

Arbeiterkammer (AK) [Chamber of Labot|. (n.d.-e). Papamonat und Anrechnung der Karenzzeiten
[Daddy month and allowance of leave periods|. Retrieved December 8, 2020 from

https:/ /www.arbeiterkammer.at/beratung/berufundfamilie/Karenz/Papamonat und Anrechnu
ng der Karenzzeiten.html

Arbeitertkammer (AK) [Chamber of Labort]|. (n.d.-f). Teilung der Karenz |Sharing the leave]. Retrieved
December 8, 2020 from
https://wien.arbeitertkammer.at/beratung/berufundfamilie/karenz/Teilung der Karenz.html

Arbeiterkammer (AK) [Chamber of Labor|. (2021, January 1). Was bedentet geringfiigige Beschftigung?
[What does ‘geringfiigig’ employment mean?|. Retrieved April 15, 2021 from
https://www.arbeiterkammer.at/geringfuegi

Bensimon, E.M. & Marshall, C. (2003). Like it or not: Feminist critical policy analysis matters. The
Journal of Higher Education, 74(3), 337-349. http://www.jstor.org/stable/3648276

Bradshaw, J. (2018). Family benefit systems. In G.B. Eydal & T. Rostgaard (Eds.), Handbook of
Samily policy (pp. 84-95). ProQuest Ebook Central. https://www.e-
elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html

Brandth, B. & Kvande, E. (2012). Free choice or gentle force? How can parental leave change
gender practices? In A. Kjorholt & J. Qvortrup (Eds.), The modern child and the flexible labour
market: Early childhood education and care (pp. 56-70). Palgrave Macmillan UK.
https://www.palgrave.com book /9780230579323

Buber-Ennser, 1. (2015). Aspects of gender mainstreaming of family and work in Austria. Vienna Institute
of Demography. Working Papers. Austrian Academy of Sciences (OAW).
https://www.oeaw.ac.at/fileadmin /subsites /Institute/VID /PDF /Publications/Working Pa
ers/WP2015_01.pdf

85


https://wien.arbeiterkammer.at/beratung/berufundfamilie/karenz/Karenz-Regelung.html
https://wien.arbeiterkammer.at/beratung/berufundfamilie/elternteilzeit/index.html
https://www.arbeiterkammer.at/beratung/berufundfamilie/Mutterschutz/Kuendigungsschutz1.html
https://www.arbeiterkammer.at/beratung/berufundfamilie/Mutterschutz/Kuendigungsschutz1.html
https://www.arbeiterkammer.at/mutterschutzregelung
https://www.arbeiterkammer.at/beratung/berufundfamilie/Karenz/Papamonat_und_Anrechnung_der_Karenzzeiten.html
https://www.arbeiterkammer.at/beratung/berufundfamilie/Karenz/Papamonat_und_Anrechnung_der_Karenzzeiten.html
https://wien.arbeiterkammer.at/beratung/berufundfamilie/karenz/Teilung_der_Karenz.html
https://www.arbeiterkammer.at/geringfuegig
http://www.jstor.org/stable/3648276
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.palgrave.com/gp/book/9780230579323
https://www.oeaw.ac.at/fileadmin/subsites/Institute/VID/PDF/Publications/Working_Papers/WP2015_01.pdf
https://www.oeaw.ac.at/fileadmin/subsites/Institute/VID/PDF/Publications/Working_Papers/WP2015_01.pdf

CEU eTD Collection

Bundeskanzleramt [Federal Chancellery|. (n.d.-a). Anspruchsvoranssetzungen fiir den Familienzeitbonus
[Eligibility critera for the family time bonus|. Retrieved April 21, 2021 from
https://www.bundeskanzleramt.gv.at/agenda/familie/weitere-leistungen-fuer-
familien /familienzeitbonus /anspruchsvoraussetzungen-familienzeitbonus.html

Bundeskanzleramt [Federal Chancellery|. (n.d.-b). Awusbau der elementaren Kinderbildung und -betrenung
[Expansion of elementary children’s education and childcare]. Retrieved on May 2, 2021 from
https://www.bmfj.gv.at/familie/kinderbetreuung/Ausbau-Kinderbetreuung.html

Bundeskanzleramt [Federal Chancellery]. (n.d.-c). Ednkommensabhéngiges Kinderbetrenungsgeld [Tncome-
based childeare allowance]. Retrieved April 22, 2021 from
https://www.bundeskanzleramt.gv.at/agenda/familie/kinderbetreuungsgeld /basisinformatio

nen-kinderbetreuungsgeld/einkommensabhaengiges-kinderbetreuungsgeld.html

Bundeskanzleramt [Federal Chancellery|. (n.d.-d). Familienbeibilfenbetrige [Family allowance amonnts).
Retrieved April 21, 2021 from
https://www.bundeskanzleramt.gv.at/agenda/familie /familienbeihilfe /basisinformation-zur-

familienbeihilfe/familienbeihilfenbetraege.html

Bundeskanzleramt [Federal Chancellery]. (n.d.-e). Kinderbetrenungsgeld-Konto (Pauschalsysten)
[Childecare allowance account — Flat-rate system]. Retrieved April 22, 2021 from
https://www.bundeskanzleramt.gv.at/agenda/familie /kinderbetreuungsgeld /basisinformatio

nen-kinderbetreuungsgeld/kinderbetreuungsgeld-konto-pauschalsystem.html

Bundeskanzleramt [Federal Chancellery]. (2019, December). Kinderbetrenungsgeld und
Familienzeitbonus [Childeare allowance and family time bonus] [Brochure]. Retrieved April 21,
2021from https://www.bmfj.gv.at/dam/jcr:4db0df38-2bc9-40fd-ba84-13e890d9d3b4/KBG-
Brosch&uuml;re%20M&auml;rz%0202017%20 (barrierefrei).pdf

Bundeskanzleramt [Federal Chancellery]. (2021, January 1). Kinderbetrenungsgeld — Ubersicht der
Systeme [Childcare allowance — Overview of the system]. Retrieved April 22, 2021 from
https://www.oesterreich.gv.at/themen/familie und partnerschaft/geburt/3/2/3/2/Seite.08
0613.html

Bundesministerium fiir Arbeit (BMA) [Federal Ministry of Labout]. (2019a, October 7).
Elternkareng |Parental leave]. Retrieved April 15, 2021 from
https://www.bma.gv.at/Themen/Arbeitsrecht/Karenz-und-Teilzeit/Elternkarenz.html

Bundesministerium fiir Arbeit (BMA) [Federal Ministry of Labout]. (2019b, October 7).
Papanwonat |Daddy month). Retrieved April 15, 2021 from
https://www.bma.gv.at/Themen/Arbeitsrecht/Karenz-und-Teilzeit/Papamonat.html

Bundesministerium fiir Arbeit (BMA) [Federal Ministry of Labour]. (2020a, March 2).
Beschdftignngsverbote in der Stillzeit | Employment restrictions while breastfeeding]. Oesterreich.gv.at.
Retrieved April 15,2021 from
https://www.oesterreich.gv.at/themen/familie und partnerschaft/geburt/3/2/5/3/Seite.08
03403.html

Bundesministerium fiir Arbeit (BMA) [Federal Ministry of Labour]. (2020b, March 2).
Beschaftigungsverbote nach Entbindung |Employment restrictions after birth]. Oesterreich.gv.at. Retrieved

86


https://www.bundeskanzleramt.gv.at/agenda/familie/weitere-leistungen-fuer-familien/familienzeitbonus/anspruchsvoraussetzungen-familienzeitbonus.html
https://www.bundeskanzleramt.gv.at/agenda/familie/weitere-leistungen-fuer-familien/familienzeitbonus/anspruchsvoraussetzungen-familienzeitbonus.html
https://www.bmfj.gv.at/familie/kinderbetreuung/Ausbau-Kinderbetreuung.html
https://www.bundeskanzleramt.gv.at/agenda/familie/kinderbetreuungsgeld/basisinformationen-kinderbetreuungsgeld/einkommensabhaengiges-kinderbetreuungsgeld.html
https://www.bundeskanzleramt.gv.at/agenda/familie/kinderbetreuungsgeld/basisinformationen-kinderbetreuungsgeld/einkommensabhaengiges-kinderbetreuungsgeld.html
https://www.bundeskanzleramt.gv.at/agenda/familie/familienbeihilfe/basisinformation-zur-familienbeihilfe/familienbeihilfenbetraege.html
https://www.bundeskanzleramt.gv.at/agenda/familie/familienbeihilfe/basisinformation-zur-familienbeihilfe/familienbeihilfenbetraege.html
https://www.bundeskanzleramt.gv.at/agenda/familie/kinderbetreuungsgeld/basisinformationen-kinderbetreuungsgeld/kinderbetreuungsgeld-konto-pauschalsystem.html
https://www.bundeskanzleramt.gv.at/agenda/familie/kinderbetreuungsgeld/basisinformationen-kinderbetreuungsgeld/kinderbetreuungsgeld-konto-pauschalsystem.html
https://www.bmfj.gv.at/dam/jcr:4db0df38-2bc9-40fd-ba84-13e890d9d3b4/KBG-Brosch&uuml;re%20M&auml;rz%202017%20(barrierefrei).pdf
https://www.bmfj.gv.at/dam/jcr:4db0df38-2bc9-40fd-ba84-13e890d9d3b4/KBG-Brosch&uuml;re%20M&auml;rz%202017%20(barrierefrei).pdf
https://www.oesterreich.gv.at/themen/familie_und_partnerschaft/geburt/3/2/3/2/Seite.080613.html
https://www.oesterreich.gv.at/themen/familie_und_partnerschaft/geburt/3/2/3/2/Seite.080613.html
https://www.bma.gv.at/Themen/Arbeitsrecht/Karenz-und-Teilzeit/Elternkarenz.html
https://www.bma.gv.at/Themen/Arbeitsrecht/Karenz-und-Teilzeit/Papamonat.html
https://www.oesterreich.gv.at/themen/familie_und_partnerschaft/geburt/3/2/5/3/Seite.0803403.html
https://www.oesterreich.gv.at/themen/familie_und_partnerschaft/geburt/3/2/5/3/Seite.0803403.html

CEU eTD Collection

April 15, 2021 from
https://www.oesterreich.ov.at/themen/familie und partnerschaft/oeburt/3/2/5/3/Seite.08

03401.html

Bundesministerium fiir Arbeit (BMA) [Federal Ministry of Labour]. (2020c, January 29).
Familienbeibilfe — Beantragung [Family allowance — application]. Oesterreich.gv.at. Retrieved May 21,
2021 from
https://www.oesterreich.gv.at/themen/steuern und finanzen/sonstige beihilfen und foerd
erungen/4/1/Seite.450233.html#Voraussetzungen

Bundesministerium fiir Arbeit (BMA) [Federal Ministry of Labout|. (2021, April 8). Elternkarenz
[Parental leave|. Oesterreich.gv.at. Retrieved April 15, 2021 from
https://www.oesterreich.gv.at/themen/arbeit und pension/elternkarenz und elternteilzeit
Seite.3590007.html

Bundesministerium fiir Arbeit, Familie und Jugend (BMAF]J) [Federal Ministry of Labour, Family
and Youth]. (2020a, January 29). Elternkareng [Parental leave]. Oesterreich.gv.at. Retrieved
November 11, 2020 from
https://www.oesterreich.gv.at/themen/arbeit und pension/elternkarenz und elternteilzeit
Seite.3590007.html

Bundesministerium fiir Arbeit, Familie und Jugend (BMAF]) [Federal Ministry of Labour, Family
and Youth]. (2020b, March 06). Elternkarens, und Elternteilzeit — Kiindigungs- und Entlassungschuty
[Parental leave and parental part-time — Protection from termination of employment).
Unternehmensservice Portal [Business Service Portal]. Retrieved April 15, 2021 from
https://www.usp.gv.at/mitarbeiter/elternkarenz-und-elternteilzeit/elternkarenz-und-

elternteilzeit-kuendigungs-und-entlassungsschutz.html

Bundesministerium fiir Arbeit, Soziales und Konsumentenschutz (BMASK) [Federal Ministry of
Labort, Social Affairs, and Consumer Protection]. (2017, March). Karenz, Elternteilzeit,
Familienzeit & Co [Parental leave, parental part-time, family time & co] [Brochure]. Sozialministerium
[Ministry for Social Affairs].
https://broschuerenservice.sozialministerium.at/Home/DownloadPpublication]ld=393

Bundesministerium fiir Finanzen (BMF) [Federal Ministry of Finances|. (2021, January 1).
Familienbonus Plus — alle Informationen [Family bonus plus — All information). Retrieved April 22,
2021 from
https://www.bmf.gv.at/themen/steuern/arbeitnehmerinnenveranlagung/steuertarif-

steuerabsetzbetraege/familienbonus-plus.html

Bundesministerium fiir Soziales, Gesundheit, Pflege und Konsumentenschutz (BMSGPK)
[Federal Ministry of Social Affairs, Health, Care and Consumer Protection]. (2021, January 1).
Wochengeld [Weekly money]. Oesterreich.gv.at. Retrieved May 21, 2021 from
https://www.oesterreich.gv.at/themen/familie und partnerschaft/geburt/5/1/Seite.082100.
html

Bygren, M. & Duvander, A.-Z. (20006). Parents’ workplace situation and fathers’ parental leave
use. Journal of Marriage and Family, 68(2), 363-372. https://www.jstor.org/stable/3838906

Ciccia, R. & Verloo, M. (2012). Parental leave regulations and the persistence of the male
breadwinner model: Using fuzzy-set ideal type analysis to assess gender equality in an enlarged

87


https://www.oesterreich.gv.at/themen/familie_und_partnerschaft/geburt/3/2/5/3/Seite.0803401.html
https://www.oesterreich.gv.at/themen/familie_und_partnerschaft/geburt/3/2/5/3/Seite.0803401.html
https://www.oesterreich.gv.at/themen/steuern_und_finanzen/sonstige_beihilfen_und_foerderungen/4/1/Seite.450233.html#Voraussetzungen
https://www.oesterreich.gv.at/themen/steuern_und_finanzen/sonstige_beihilfen_und_foerderungen/4/1/Seite.450233.html#Voraussetzungen
https://www.oesterreich.gv.at/themen/arbeit_und_pension/elternkarenz_und_elternteilzeit/Seite.3590007.html
https://www.oesterreich.gv.at/themen/arbeit_und_pension/elternkarenz_und_elternteilzeit/Seite.3590007.html
https://www.oesterreich.gv.at/themen/arbeit_und_pension/elternkarenz_und_elternteilzeit/Seite.3590007.html
https://www.oesterreich.gv.at/themen/arbeit_und_pension/elternkarenz_und_elternteilzeit/Seite.3590007.html
https://www.usp.gv.at/mitarbeiter/elternkarenz-und-elternteilzeit/elternkarenz-und-elternteilzeit-kuendigungs-und-entlassungsschutz.html
https://www.usp.gv.at/mitarbeiter/elternkarenz-und-elternteilzeit/elternkarenz-und-elternteilzeit-kuendigungs-und-entlassungsschutz.html
https://broschuerenservice.sozialministerium.at/Home/Download?publicationId=393
https://www.bmf.gv.at/themen/steuern/arbeitnehmerinnenveranlagung/steuertarif-steuerabsetzbetraege/familienbonus-plus.html
https://www.bmf.gv.at/themen/steuern/arbeitnehmerinnenveranlagung/steuertarif-steuerabsetzbetraege/familienbonus-plus.html
https://www.oesterreich.gv.at/themen/familie_und_partnerschaft/geburt/5/1/Seite.082100.html
https://www.oesterreich.gv.at/themen/familie_und_partnerschaft/geburt/5/1/Seite.082100.html
https://www.jstor.org/stable/3838906

CEU eTD Collection

Europe. Journal of European Social Policy, 22(5), 507-528.
https://doi.org/10.1177/0958928712456576

Collins, P.H. & Chepp, V. (2013). Intersectionality. In G. Waylen, K. Celis, J. Kantola, & S.
Laurel Weldon (Eds.), The Oxford handbook of gender and politics. New York: Oxford University
Press. DOI: 10.1093/oxfordhb/9780199751457.013.0002

Crenshaw, K. (1989). Demarginalizing the intersection of race and sex: A black feminist critique
of antidiscrimination doctrine, feminist theory and antiracist policy. University of Chicago 1 egal
Forum, 1(8), 139-168. https://chicagounbound.uchicago.edu/uclf/vol1989 /iss1/8

Davis, K. (2008). Intersectionality as buzzword: A sociology of science perspective on what

makes a feminist theory successful. Fewinist Theory, 9(1), 67-85.
https://doi.org/10.1177/1464700108086364

Esping-Andersen, G. (1990a). Introduction. In The three worlds of welfare capitalism (pp. 1-5).

Princeton University Press.
https://press.princeton.edu/books/paperback /9780691028576 / the-three-worlds-of-welfare-

capitalism

Esping-Andersen, G. (1990b). The three political economies of the welfare state. In The #hree
worlds of welfare capitalism (pp. 9-34). Princeton University Press.
https://press.princeton.edu/books/paperback /9780691028576 / the-three-wotlds-of-welfare-

capitalism

Esping-Andersen, G. (2009). Adapting family policy to the female revolution. In Incomplete
revolution: Adapting welfare states to women’s new roles (pp. 77-110). Polity.

https://www.wiley.com/en-
us/Incomplete+Revolution%3A +Adapting+Welfare+States+to+Women%27s+New+Roles

+-p-9780745643168

Eurostat. (2021a, April 13). Employment and activity by sex and age — annual data [Statistics: Percentage
of females working out of all females in the population; ages 20-64]. Retrieved May 16, 2021

from
https://ec.europa.cu/eurostat/databrowser/view/LFSI EMP A custom 957265/default/t

able’lang=en

Eurostat. (2021b, February 24). Gender pay gap in unadjusted form [Statistics 2002-2019]. Retrieved
May 16, 2021 from

https://ec.ecuropa.cu/eurostat/databrowser/view/sdg 05 20/default/table?’lang=en

EBurostat (2021c, April 21). Population by educational attainment level, sex and age (o) — main indicators.
[Statistics: 2019 males versus females, age 15-64, tertiary education]. Retrieved May 16, 2021

from
https://ec.europa.eu/eurostat/databrowser/view/edat lfse 03§DV _596/default/tablerlano=

T

Eurostat (2021d, April 13). Unemployment by sex and age — annnal data. |Statistics: 2019 males versus
females, age 15-74]. Retrieved May 16, 2021 from

https://ec.europa.cu/eurostat/databrowser/view/une rt a§DV 672 /default/tablerlang=en

88


https://doi.org/10.1177/0958928712456576
https://chicagounbound.uchicago.edu/uclf/vol1989/iss1/8
https://doi.org/10.1177/1464700108086364
https://press.princeton.edu/books/paperback/9780691028576/the-three-worlds-of-welfare-capitalism
https://press.princeton.edu/books/paperback/9780691028576/the-three-worlds-of-welfare-capitalism
https://press.princeton.edu/books/paperback/9780691028576/the-three-worlds-of-welfare-capitalism
https://press.princeton.edu/books/paperback/9780691028576/the-three-worlds-of-welfare-capitalism
https://www.wiley.com/en-us/Incomplete+Revolution%3A+Adapting+Welfare+States+to+Women%27s+New+Roles+-p-9780745643168
https://www.wiley.com/en-us/Incomplete+Revolution%3A+Adapting+Welfare+States+to+Women%27s+New+Roles+-p-9780745643168
https://www.wiley.com/en-us/Incomplete+Revolution%3A+Adapting+Welfare+States+to+Women%27s+New+Roles+-p-9780745643168
https://ec.europa.eu/eurostat/databrowser/view/LFSI_EMP_A__custom_957265/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/LFSI_EMP_A__custom_957265/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/sdg_05_20/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/edat_lfse_03$DV_596/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/edat_lfse_03$DV_596/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/une_rt_a$DV_672/default/table?lang=en

CEU eTD Collection

Evertsson, M. & Boye, K. (2016). The gendered transition to parenthood: Lasting inequalities in
the home and in the labor market. In R. Scott, M. Buchmann, & S. Kosslyn (Eds.), Emerging
Trends in the Social and Bebavioral Sciences: An Interdisciplinary, Searchable, and Linkable Resource (pp.
1-16). John Wiley & Sons. https://doi.org/10.1002/9781118900772.etrds0399

Eydal, G.B., Rostgaard, T., & Hiilamo, H. (2018). Family policies in the Nordic countries: Aiming
at equality. In G.B. Eydal & T. Rostgaard (Eds.), Handbook of family policy (pp. 195-208).
ProQuest Ebook Central. https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-
9781784719333.html

Fasching, M. & Klapfer, K. (2019). Arbeitsmarktstatistik, 3. Quartal 2019 [Labor market statistics, 3"
quarter 2019] |Quick Report]. Statistik Austria.
https://www.statistik.at/wem/idc/ideplg?ldcService=GET PDF FILE&RevisionSelection

Method=LatestReleased&dDocName=122216

Gauthier, A.H. & Koops, J.C. (2018). The history of family policy research. In G.B. Eydal & T.
Rostgaard (Eds.), Handbook of family policy (pp. 11-23). ProQuest Ebook Central.
https:/ /www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html

Geisberger, T. & Glaser, T. (2017). Gender Pay Gap. Analysen zum Einfluss unterschiedlicher
Faktoren auf den geschlechtsspezifischen Lohnunterschied [Analysis of the influence of
vatious factors on the gender specific income difference]. Statistische Nachrichten, 6/2017, 460-

471. Statistik Austria. https://www.femtech.at/content/gender-pay-gap-analysen-zum-

einfluss-unterschiedlicher-faktoren-auf-den-0

Geisler, E. & Kreyenfeld, M. (2011). Against all odds: Fathers’ use of parental leave in Germany.
Journal of European Social Policy, 21(1), 88-99. https://doi.org/10.1177/0958928710385732

Hagemann, K. (20006). Between ideology and economy: The “time politics” of child care and
public education in the two Germanys. Social Politics: International Studies in Gender, State &
Society, 13(2), 216-260. https://doi.org/10.1093 /sp/jxj012

Hankivsky, O. (2012). The lexicon of mainstreaming equality: Gender based analysis (GBA),
gender and diversity analysis (GDA) and intersectionality based analysis (IBA). Canadian
Political Science Review, 6(2-3), 171-183. https://ojs.unbc.ca/index.php/cpsr/article/view /278

Kanenberg, H., Leal, R., & Erich, S. “Arch.” (2019). Revising McPhail’s feminist policy analysis
framework: Updates for use in contemporary social policy research. Advances in Social Work,
19(1), 1-22. https://doi.org/10.18060/22639

Klapfer, K. (2021). Arbeitsmarktstatistik, 4. Quartal 2020 [Labor market statistics, 4th quarter 2020]
[Quick Report]. Statistik Austria.
https://www.statistik.at/wem /ide/ideplg?ldcService=GET PDF FILE&RevisionSelection

Method=LatestReleased&dDocName=125586

Kleven, H., Landais, C., Posch, J., Steinhauer, A., & Zweimiller, J. (2019). Child penalties across
countries: Evidence and explanations. AE.A Papers and Proceedings, 109, 122-126.
https://doi.org/10.1257 /pandp.20191078

Khnijn, T., Martin, C., & Ostner, I. (2018). Triggers and drivers of change in framing parenting
support in North-western Europe. In G.B. Eydal & T. Rostgaard (Eds.), Handbook of family

89


https://doi.org/10.1002/9781118900772.etrds0399
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=122216
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=122216
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.femtech.at/content/gender-pay-gap-analysen-zum-einfluss-unterschiedlicher-faktoren-auf-den-0
https://www.femtech.at/content/gender-pay-gap-analysen-zum-einfluss-unterschiedlicher-faktoren-auf-den-0
https://doi.org/10.1177/0958928710385732
https://doi.org/10.1093/sp/jxj012
https://ojs.unbc.ca/index.php/cpsr/article/view/278
https://doi.org/10.18060/22639
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=125586
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=125586
https://doi.org/10.1257/pandp.20191078

CEU eTD Collection

poliey (pp. 152-166). ProQuest Ebook Central. https://www.e-
elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html

Knittler, K. & Fasching, M. (2018). Arbeitsmarktstatistik, 2. Quartal 2018 [1abor market statistics, 2"
guarter 2018/ [Quick Report]. Statistik Austria.
https:/ /www.statistik.at/wem/idc/ideplg?ldcService=GET PDF FILE&RevisionSelection

Method=LatestReleased&dDocName=118739

Leibetseder, B. (2013). Parental leave benefit in Austria. Stratified take-up in a conservative
country. International Review of Sociology, 23(3), 542-563.
https://doi.org/10.1080/03906701.2013.856160

Lohmann, H. & Zagel, H. (2018). Comparing family policies: Approaches, methods and
databases. In G.B. Eydal & T. Rostgaard (Eds.), Handbook of family policy (pp. 48-65). ProQuest
Ebook Central. https://www.e-elgar.com/shop/gbp /handbook-of-family-policy-
9781784719333.html

Lombardo, E., Meier, P., & Verloo, M. (2017). Policymaking from a gender+ equality
perspective. Journal of Women, Politics & Policy, 38(1), 1-19.
https://doi.org/10.1080/1554477X.2016.1198206

Marshall, C. (1999). Researching the margins: Feminist critical policy analysis. Educational Poliey,
13(1), 59-76. https://doi.org/10.1177/0895904899131006

Mauerer, G. (2018). Both parents working: Challenges and strains in managing the reconciliation
of career and family life in dual-career families. Empirical evidence from Austtia. Social Sciences,
7(12), 269. https://doi.org/10.3390/socsci7120269

Mayrhuber, C. & Mairhuber, 1. (2020). The gender pension gap in Austria and Europe. Osterreichische
Gesellschaft fir Europapolmk [The Austrian Soc1ety for European Polmcs] Pohcy Brief.

McPhail, B.A. (2003). A feminist policy analysis framework. The Social Policy Journal, 2(2-3), 39-61.
DOI: 10.1300/]185v02n02 04

Meier, P., Peterson, E., Tertinegg, K., & Zentai, V. (2007). The pregnant worker and caring
mother: Framing family policies across Europe. In M. Verloo (Ed.), Multiple meanings of gender
equality: A critical frame analysis of gender policies in Enrgpe (pp. 109-140). Budapest; New York:
Central European University Press. http://www.jstor.org/stable/10.7829 /j.ctt1cgf82d.10

Migration.gv.at. (n.d.). Leave (annual leave, parental leave, etc.). Retrieved May 18, 2021 from
https://www.migration.gv.at/en/living-and-working-in-austria/working/leave-annual-leave-

parental-leave-etc/

Millar, J. (2018). Family and state obligation: The contribution to family policy studies. In G.B.
Eydal & T. Rostgaard (Eds.), Handbook of family policy (pp. 36-47). ProQuest Ebook Central.
https://www.e-elgar.com/shop/gbp /handbook-of-family-policy-9781784719333.html

Morgan, K.J. & Zippel, K. (2003). Paid to care: The origins and effects of care leave policies in
Western Europe. In Social Politics: International Studies in Gender, State & Society, 10(1), 49-85.
https://doi.org/10.1093 /sp/ixg004

90


https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=118739
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=118739
https://doi.org/10.1080/03906701.2013.856160
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://doi.org/10.1080/1554477X.2016.1198206
https://doi.org/10.1177/0895904899131006
https://doi.org/10.3390/socsci7120269
https://www.oegfe.at/policy-briefs/gender-pension-gap-austria-europe/?lang=en
https://doi.org/10.1300/J185v02n02_04
http://www.jstor.org/stable/10.7829/j.ctt1cgf8zd.10
https://www.migration.gv.at/en/living-and-working-in-austria/working/leave-annual-leave-parental-leave-etc/
https://www.migration.gv.at/en/living-and-working-in-austria/working/leave-annual-leave-parental-leave-etc/
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://doi.org/10.1093/sp/jxg004

CEU eTD Collection

Moser, C. & Fasching, M. (2015a). Arbeitsmarkistatistik, 1. Quartal 2015 [Labor market statistics, 1"
guarter 2015]. [Quick Report]. Statistik Austria.
./ /www.statistik.at/wem/ide/ideplg?ldcService=GET PDFE FILE&RevisionSelection
Method=LatestReleased&dDocName=102798

Moser, C. & Fasching, M. (2015b). Arbeitsmarktstatistik, 2. Quartal 2015 [Labor market statistics, 2nd
quarter 2015]. [Quick Report|. Statistik Austria.
https://www.statistik.at/wem/idc/ideplgrldcService=GET PDF FILE&RevisionSelection

Method=LatestReleased&dDocName=104103

Moset, C. & Fasching, M. (2015c¢). Arbeitsmarktstatistik, 3. Quartal 2015 [Labor market statistics, 3
guarter 2015]. [Quick Report]. Statistik Austria.
https://www.statistik.at/wem/idc/idcplg?ldcService=GET PDF FILE&RevisionSelection

Method=LatestReleased&dDocName=106045

Moset, C. & Fasching, M. (2016). Arbeitsmarktstatistif, 4. Quartal 2015 [Iabor market statistics, 4"
guarter 2015]. [Quick Report]. Statistik Austria.
https://www.statistik.at/wem/ide/ideplgrldcService=GET PDF FILE&RevisionSelection

Method=LatestReleased&dDocName=107370

Moser, C. & Fasching, M. (2017). Arbeitsmarktstatistik, 1. Quartal 2017 [Labor market statistics, 1°
quarter 2017]. [Quick Report|. Statistik Austria.
./ /www.statistik.at/wem/ide/ideplg?ldcService=GET PDF FILE&RevisionSelection
Method=LatestReleased&dDocName=113043

Oesterreich.gv.at. (2020, February 20). Benefits and financial support for parents. Help.gv.at. Retrieved
May 18, 2021 from
https://www.help.gv.at/Portal Node/hlpd/public/content/143 /Seite.1430500.html

Oesterreich.gv.at. (2021a, January 13). Before giving birth to a child. Help.gv.at. Retrieved May 18,
2021 from
https://www.help.gv.at/Portal. Node /hlpd/public/content/143 /Seite.1430100.html

Oesterreich.gv.at. (2021b, April 14). Marriage. Help.gv.at. Retrieved May 21, 2021 from
https://www.help.gv.at/Portal Node/hlpd/public/content/142 /Seite.1420000.html

Olah, L.S., Kotowska, I.LE., & Richter, R. (2018). The new roles of men and women and
implications for families and societies. In G. Doblhammer & J. Guma (Eds.), A demographic
perspective on gender, family and health in Enrope (pp. 41-64). Springer, Cham.
https://doi.org/10.1007/978-3-319-72356-3 4

Orloff, A. (1993). Gender and the social rights of citizenship: The comparative analysis of gender
relations and welfare states. Awmerican Sociological Review, 58(3), 303-328.
http://www.jstor.otg/stable /2095903

Paterson, S. & Scala, F. (2015). Making gender visible: Exploring feminist perspectives through
the case of anti-smoking policy. In F. Fischer, D. Torgerson, A. Durnova, & M. Orsini (Eds.),
Handbook of critical policy studies (pp. 481-500). Edward Elgar Publishing.
https://doi.org/10.4337/9781783472352.00035

91


https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=102798
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=102798
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=104103
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=104103
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=106045
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=106045
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=107370
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=107370
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=113043
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=113043
https://www.help.gv.at/Portal.Node/hlpd/public/content/143/Seite.1430500.html
https://www.help.gv.at/Portal.Node/hlpd/public/content/143/Seite.1430100.html
https://www.help.gv.at/Portal.Node/hlpd/public/content/142/Seite.1420000.html
https://doi.org/10.1007/978-3-319-72356-3_4
http://www.jstor.org/stable/2095903
https://doi.org/10.4337/9781783472352.00035

CEU eTD Collection

Pfau-Effinger, B. (2005). Culture and welfare state policies: Reflections on a complex
interrelation. Journal of Social Policy, 34(1), 3-20. Cambridge University Press. DOL:
10.1017/80047279404008232

Pfau-Effinger, B. (2018). Comparing persistence and change in family policies of conservative
welfare states. In G.B. Eydal & T. Rostgaard (Eds.), Handbook of family policy (pp. 168-181).
ProQuest Ebook Central. https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-
9781784719333.html

Sainsbury, D. (1999). Gender, policy regimes, and politics. In D. Sainsbury (Ed.), Gender and
welfare state regimes. Oxford University Press. DOI:10.1093/0198294166.003.0009

Sardadvar, K. & Mairhuber, 1. (2018). Employed family carers in Austria: The interplays of paid
and unpaid work — Beyond “reconciliation”. In Osterreichische Zeitschrift fiir Soziologie, 43, 61-72.
https://doi.org/10.1007/s11614-018-0283-0

Schmidt, E.-M. & Rieder, 1. (2016). Alles eine Frage des Geldes? Elterliche Legitimierungsmuster
bei der Organisation und Verwirklichung der Karenzzeit [All about the money? Parents’
justification patterns behind their parental leave arrangements|. SWS-Rundschan 56(4), 489-508.
https://nbn-resolving.org/urn:nbn:de:0168-ssoar-62067-9

Schmidt, E.-M., Rieder, 1., Zartler, U., Schadler, C., & Richter, R. (2015). Parental constructions
of masculinity at the transition to parenthood: The division of parental leave among Austrian
couples. International Review of Sociology, 25(3), 373-380.
https://doi.org/10.1080/03906701.2015.1078532

Schmidt, E.-M. & Schmidt, A.E. (2020, April). Austria country note. In A. Koslowski, S. Blum, I
Dobroti¢, G. Kaufman, & P. Moss (Eds.), International review of leave policies and research 2020.
Available at: https://www.leavenetwork.org/annual-review-reports/review-2020/

Stadt Wien | Kindergirten [City of Vienna | Kindergartens| (n.d.). Kriterien der Platzvergabe -
Platzsuche im stidtischen Kindergarten [Criteria for place allocation — Finding a place in state kindergarten).
Retrieved on May 1, 2021 from
https://www.wien.gv.at/bildung/kindergarten /platzsuche/kundennummer-

anmeldung/kriterien.html

Statistik Austria. (2020a, August 3). Bevilkerung 1951 bis 2018 nach demographischen Merkmalen
[Population 1951 to 2018 by demographic characteristics]. Retrieved May 18, 2021 from
https://www.statistik.at/web_de/statistiken/menschen und gesellschaft/bevoelkerung/volk

szachlungen registerzachlungen abgestimmte erwerbsstatistik/bevoelkerung nach demogra
phischen merkmalen/078573.html

Statistik Austria. (2020b, August 3). Bevilkerung 2018 nach detailliertem Geburtsland, Geschlecht und
Bundesland [Population 2018 by detailed birth country, gender, and Austrian state]. Retrieved May 18,

2021 from
https:/ /www.statistik.at/wcm/idc/idcple?ldcService=GET PDF FIL.E&RevisionSelection

Method=IatestReleased&dDocName=078581

Statistik Austria. (2020c, June 4). Entwicklung der aktiven Erwerbstitigen- und Teilzeitquoten (I1.O) der
25~ bis 49-]dbrigen nach Familientyp und Geschlecht, 1994 - 2019 |Develgpment of the active employed and
part time quota (11.O) of 25- to 49-year-olds per family type and gender, 1994-2019]. Retrieved

92


https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://doi.org/10.1007/s11614-018-0283-0
https://nbn-resolving.org/urn:nbn:de:0168-ssoar-62067-9
https://doi.org/10.1080/03906701.2015.1078532
https://www.leavenetwork.org/annual-review-reports/review-2020/
https://www.wien.gv.at/bildung/kindergarten/platzsuche/kundennummer-anmeldung/kriterien.html
https://www.wien.gv.at/bildung/kindergarten/platzsuche/kundennummer-anmeldung/kriterien.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/bevoelkerung/volkszaehlungen_registerzaehlungen_abgestimmte_erwerbsstatistik/bevoelkerung_nach_demographischen_merkmalen/078573.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/bevoelkerung/volkszaehlungen_registerzaehlungen_abgestimmte_erwerbsstatistik/bevoelkerung_nach_demographischen_merkmalen/078573.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/bevoelkerung/volkszaehlungen_registerzaehlungen_abgestimmte_erwerbsstatistik/bevoelkerung_nach_demographischen_merkmalen/078573.html
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=078581
https://www.statistik.at/wcm/idc/idcplg?IdcService=GET_PDF_FILE&RevisionSelectionMethod=LatestReleased&dDocName=078581

CEU eTD Collection

December 29, 2020 from
http://www.statistik.at/web_de/statistiken/menschen und gesellschaft/soziales/gendet-

statistik /vereinbarkeit von beruf und familie/107137.html

Statistik Austria. (2020d, March 20). Erwerbsbeteilignng (ILLO) und wichentliche Normalarbeitseit der 15-
bis 64-]abrigen nach Geschlecht, Familientyp und Alter des jiingsten Kindes, 2019 [Employment (ILO) and
weekly working hours of 15- to 64-year-olds per gender, family type, and age of the youngest child, 2079).
Last modified March 20, 2020. Retrieved December 29, 2020 from
http://www.statistik.at/web_de/statistiken/menschen und gesellschaft/arbeitsmarkt/familie

und arbeitsmarkt/080126.html

Statistik Austria. (2020e, June 4). Paare mit Kindern unter 18 Jahren nach Merkmalen der Erwerbstitigkeit
(ILO) und Alter des jiingsten Kindes, 2019 [Couples with children under 18 years of age by employment
characteristics (ILLO) and age of the youngest child, 2019]. Retrieved May 16, 2021 from
https://www.statistik.at/web_de/statistiken/menschen und gesellschaft/soziales/gender-

statistik /vereinbarkeit von beruf und familie/121089.html

Statistik Austria. (2021a, March 17). Arbeitszeit seit 2005 [Working time since 2005]. Retrieved May
14,2021 from
https://www.statistik.at/web_de/statistiken/menschen und gesellschaft/arbeitsmarkt/arbeit
szeit/023272.html

Statistik Austria. (2021b, March 19). Emwerbsbeteilignng (11.O) und wochentliche Normalarbeitszeit der 15-
bis 64-]abrigen nach Geschlecht, Familientyp und Alter des jiingsten Kindes, 2020 [Employment (IL.O) and
weekly working hours of 15- to 64-year-olds per gender, family type, and age of the youngest child, 2020).
Retrieved May 17, 2021 from
http://www.statistik.at/web de/statistiken/menschen und gesellschaft/arbeitsmarkt/familie

und arbeitsmarkt/080126.html

Statistik Austria. (2021c, April 28). Jdhrliche Personencinkommen |Y early individual earnings]. Retrieved
May 19, 2021 from
https://www.statistik.at/web de/statistiken/menschen und gesellschaft/soziales/personen-

einkommen /jaehrliche personen einkommen/index.html

Statistik Austria. (2021d, May 7). Muttertag 2021 [Mother’s Day 2021] [Infographic]. Retrieved May
13, 2021 from
https://www.statistik.at/web de/statistiken/menschen und gesellschaft/arbeitsmarkt/erwer

bstaetige/index.html

Szikra, D. & Gyo6ry, A. (2014). Family policies and female labour force participation in the
Visegrad-countries. Has there been a move towards flexibility since 200027 GRINCOH: FP7
Programme Growth-Innovation-Competitiveness Fostering Cobesion in Central and Eastern Europe.

Working Papers. http://www.grincoh.eu/working-

papersrget=0786c789b84441fda724aa84ba49d6£8

Taylor, Y (2009). Complexities and complications: Intersections of class and sexuality. Journal of
Lesbian Studies, 13(2), 189-203. https://doi.org/10.1080/10894160802695361

Thévenon, O. (2018). Leave policies for parents in a cross-national perspective: Various paths
along the same course? In G.B. Eydal & T. Rostgaard (Eds.), Handbook of family policy (pp. 124-

93


http://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/soziales/gender-statistik/vereinbarkeit_von_beruf_und_familie/107137.html
http://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/soziales/gender-statistik/vereinbarkeit_von_beruf_und_familie/107137.html
http://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/arbeitsmarkt/familie_und_arbeitsmarkt/080126.html
http://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/arbeitsmarkt/familie_und_arbeitsmarkt/080126.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/soziales/gender-statistik/vereinbarkeit_von_beruf_und_familie/121089.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/soziales/gender-statistik/vereinbarkeit_von_beruf_und_familie/121089.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/arbeitsmarkt/arbeitszeit/023272.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/arbeitsmarkt/arbeitszeit/023272.html
http://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/arbeitsmarkt/familie_und_arbeitsmarkt/080126.html
http://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/arbeitsmarkt/familie_und_arbeitsmarkt/080126.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/soziales/personen-einkommen/jaehrliche_personen_einkommen/index.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/soziales/personen-einkommen/jaehrliche_personen_einkommen/index.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/arbeitsmarkt/erwerbstaetige/index.html
https://www.statistik.at/web_de/statistiken/menschen_und_gesellschaft/arbeitsmarkt/erwerbstaetige/index.html
http://www.grincoh.eu/working-papers?get=0786c789b84441fda724aa84ba49d6f8
http://www.grincoh.eu/working-papers?get=0786c789b84441fda724aa84ba49d6f8
https://doi.org/10.1080/10894160802695361

CEU eTD Collection

138). ProQuest Ebook Central. https://www.e-elgar.com/shop/gbp /handbook-of-family-
policy-9781784719333.html

Valarino, L., Duvander, A.-Z., Haas, L., & Neyer, G. (2018). Exploring leave policy preferences:
A comparison of Austria, Sweden, Switzerland, and the United States. Socia/ Politics:
International Studies in Gender, State & Society, 25(1), 118-147.
https://doi.org/10.1093 /sp/ixx020

Wirtschaftskammer Osterreich (WKO) [Austrian Economic Chambet]. (2021, January 1).

Mutterschaftskarens, [Maternity leave]. Retrieved May 18, 2021 from
https:/ /www.wko.at/service/arbeitsrecht-sozialrecht/Mutterschaftskarenz.html

Wong, E., Jou, J., Raub, A., & Heymann, J. (2020). Comparing the availability of paid parental
leave for same-sex and different-sex couples in 34 OECD countties. Journal of Social Policy,
49(3), 525-545. Cambridge University Press. DOI: 10.1017/S0047279419000643

Young Kang, J. & Meyers, M.K. (2018). Family policy changes across welfare and production
regimes, 1990 to 2010. In G.B. Eydal & T. Rostgaard (Eds.), Handbook of family policy (pp. 66-
82). ProQuest Ebook Central. https://www.e-elgar.com/shop/gbp /handbook-of-family-
policy-9781784719333.html

94


https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://doi.org/10.1093/sp/jxx020
https://www.wko.at/service/arbeitsrecht-sozialrecht/Mutterschaftskarenz.html
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html
https://www.e-elgar.com/shop/gbp/handbook-of-family-policy-9781784719333.html

	Abstract
	Declaration
	Acknowledgements
	Table of Contents
	List of Tables
	Part I: Introduction
	Chapter I.1: Topic Introduction and Author Positionality
	Chapter I.2: Theoretical Framework
	I.2.1 Feminist Critical Policy Analysis
	I.2.2 Intersectionality
	I.2.3 The Intersectionality of Parental Leave Policies

	Chapter I.3: Methods
	I.3.1 Policy Analysis
	I.3.2 Interview Analysis

	Chapter I.4: Parental Leave Studies in Austria and Europe
	I.4.1 Parental Leave Literature
	I.4.2 Austria: A Conservative Welfare State with a Male Breadwinner Model
	I.4.3 Comparative Study of European Parental Leave Policies
	I.4.4 Intersectionality in Parental Leave Research


	Part II: Austria’s Parental Leave and Childcare Allowance Systems
	Chapter II.1: Overview of the Policies
	II.1.1 Maternity Protection
	II.1.2 Daddy Month
	II.1.3 Parental Leave
	II.1.4 Parental Part-Time
	II.1.5 Childcare Allowance

	Chapter II.2: Relevant Austrian Statistics and Leave Impacts
	II.2.1 Employment and Leave Statistics in Austria
	II.2.2 Child and Motherhood Penalties and Fatherhood Premiums

	Chapter II.3: An Intersectional Analysis
	II.3.1 Complexity and Presentation of Policy Information
	II.3.2 Incentivization of Fathers
	II.3.3 (Non-)Inclusive Language
	II.3.4 Conclusion


	Part III: Lived Experiences of Parents in Leave and Allowance Uptake
	Chapter III.1: Interview Methodology and Participant Sample
	Chapter III.2: An Intersectional Analysis of Parents’ Experiences
	III.2.1 Father’s Leave Usage and Ideal Division
	III.2.2 Cultural Expectations and Societal Influence
	III.2.2.a Traditionally Gendered Roles and Family Care versus a more Equal Division
	III.2.2.b Impact of the Employer – For Better or Worse
	III.2.2.c Expectations of a Good Mother
	III.2.2.d Family Examples

	III.2.3 System Complexity and Confusion
	III.2.3.a Accessibility and Presentation of Information
	III.2.3.b Complexity begets Traditional
	III.2.3.c Complex and Customizable or Just Confusing?

	III.2.4 Flexibility or Lack Thereof
	III.2.4.a Flexibility within Parental Leave and Childcare Allowance Options
	III.2.4.b Flexibility after Initial Decisions
	III.2.4.c Flexibility in Childcare
	III.2.4.d Flexibility in Employment


	Chapter III.3: Conclusion of the Interview Findings and Analysis

	Part IV: Conclusion
	Chapter IV.1: Policy Recommendations
	IV.1.1 Larger Incentives for Fathers
	IV.1.2 Increased Financial Benefits
	IV.1.3 Greater Flexibility
	IV.1.4 Onboard the Employer
	IV.1.5 Improved Statistics
	IV.1.6 Enhanced Presentation of Information

	Chapter IV.2: Final Remarks

	Appendix 1: Interview Questions
	Beginning
	Background Info
	Work
	Family/Private Life
	Parental Leave Decisions
	Parental Leave Impacts
	Parental Leave Opinions
	Final

	Appendix 2: Overview of Interviewees
	Bibliography

