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[AGENDA]  
Wednesday, June 15, 2011 

Morning session (Moderation: Aliette Dörflinger) 

10:30 
Welcome and Aims of the Seminar 
Sabine Trier 

10:45 
Opener 
Aliette Dörflinger 

11:00 
Presentation: Main thematic issues regarding reconciliation of work and 
social/family life 
Eva Heckl 

11:20 
Specific aspect with view to reconciliation: Care for elderly people 
Birgit Reinhardt, Deutsche Bahn AG 

11:35 
Identification of main characteristics / challenges of the railway sector 
with view to reconciliation 
Discussion 

12:00 Coffee break 

12:15 Presentation of a tool for analysis: allocation of most relevant measures 
in the companies/trade unions 

12:45 
Presentation: Experiences at the SNCB (Belgium) 
Rudy Verleysen, ACOD - CGSP 
Discussion 

13:30 Lunch 

Afternoon session (Moderation: Eva Heckl) 

15:00 

Presentation: Company collective agreement on reconciliation of work 
and family life at Deutsche Bahn AG 
Birgit Schmidt, EVG  
Discussion 

15:45 

Presentation: A practical instrument for implementing a family friendly 
work organisation at the work place -  organisation of local workshops 
Birgit Reinhardt, Deutsche Bahn AG 
Discussion 

16:30 Coffee break 

16:45 

Presentation: The locomotive driver’s job and work – life – balance 
challenges 
Deborah Reay, ASLEF 
Discussion 

17:30 Discussion of the results of the day, preparation of the working groups of 
day 2; closing 

18:00 End of day 1 
19:30 Joint diner  



 

DAY 1 

 

 

 



 

[PRESENTATION] Input to: main thematic issues regarding reconciliation of work 
and social/family life  

 

 

 



 

 

 

 

 



 

[DISCUSSION] Identification of main characteristics / challenges of the railway 
sector with view to reconciliation 

 



 

[DISCUSSION] Identification of main characteristics / challenges of the railway 
sector with view to reconciliation 

 

 



 

[INPUT] Tool for analysis – allocation of most relevant measures 

 

The aim of this working step was to visualise the status quo, i. e. what measures to 
reconcile work and family/social life are already implemented in the companies 
represented at the seminar and how they are related to the specific characteristics of 
the sector. The results showed that in almost every country reconciliation measures are 
taken in the railway companies but only a few of them clearly address challenges 
related to shift work and mobility requirements. 



 

 

 



 

[PRESENTATIONS] 
 

1. Specific aspect with view to reconciliation: Care for elderly people 
Birgit Reinhardt, Deutsche Bahn AG 

2. Experiences at the SNCB (Belgium)1  
Rudy Verleysen, ACOD – CGSP 

3. Company collective agreement on reconciliation of work and family life at 
Deutsche Bahn AG2 
Birgit Schmidt, EVG  

4. A practical instrument for implementing a family friendly work 
organisation at the work place -  organisation of local workshops  
Birgit Reinhardt, Deutsche Bahn AG 

5. The locomotive driver’s job and work – life – balance challenges 
Deborah Reay, ASLEF 

 

                                                 
1 Original French version can be found in the annex 
2 Original German version can be found in the annex 
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2009, 30th anniversary of first recruitment of female conductors

November  2010 = 24% out of a workforce of some 2,700

��� � �����������	


6���))����(��������������	����	�	����
����
	��������������&

3	�������������
	����������	�������&�
�"	� �������� ��"	� ��
�/����(����((�
���	�	� 

����������	����������
�������	���� !�����
"�#���	� �������$%&�

����������



2

��� � �����������	

��������	�
���
���	��	���	�	�����
���	����

�������	
��� 
���� ���	� �	� ���	� �	�

��������� ����� ��� ����� �	
��� ��
���

���	����������� ��
 �
 ��� 
�
	�� ��
���


���������	� ���		 �� ����� �
��� ��
���

���	������������	� �
� 
 �
	 �
��� ��
���

������������������	� ��	 � ��� �
��� ��
���

������
�����	�� ��
 
� ��� 

��� ��
�	�

��	�����	����������	��������� 
���� � 
���� �
��� ��
���

���	��	�	�����	����������	��������� ��� � ��	 �
	�� ��
�
�

�	����������	��������� ��� � ��� �
��� 
��
���

���	���	����������	���������� �� � �� �
��� 
��
���

 ������
��������������	���	��������� 

� � 

� �
��� ��
	��

���	���������
��������������	���	��������� �� � �� 


	�� ��
���


���!�"��!��	����������� ��� � ��� �
��� 
��
���

���	������!�"��!��	����������� �� � �� �
��� 
��
���


	����������
���	�#� 
� 
 
� �
��� �	

��

���	���	�������� � � �
��� 
��
���

��� � �����������	


�����������������
��������������������������

��������������� ������������

����������



��� � �����������	


���

��.�
�/�

� �����
���"��#�'�(()
���

���*+�� !	��#���,

� 7���8�	���'�(()
���

���*+�� !	��#���,

� $��%
����/���#�'-�
!* ��
 ",

� 7������
�
��!��'-�
!* ��
 ",

� 7�

	��	!��
��!��� ��%��	�&��(�����������'���%
�������%���	�
+�'-�
!* ��

 ",

� $����
��!��(��������/����(�������
����
&����(��	
.�"���	�����	�
�
.�	

�
� ��%��	�&��(�����������'���%
�������%���	�
+�'-�
!* ��
 ",

'$������/���#�9��������
.��

�"�����(��������-��	���
���%
�.�����:((	��+

����������

��� � �����������	


��������0������1�������������)2�34�����5���0������
�446���������7���������7�������������������������

�)%%)+��&�"�
##'�
�8�)��
	
�
+)��
�)&��#
��
���
�
'��)�#*�.�
�#
8

���&�.�
�/#�+
�
�8���%%,�

#
�.%�#	
���
�����������
).
���449�

;<
�	� ������"��#	� �&�.�������%
�.������������	 ������/�����(��&�������	
&���&�����=%���������/�������	
#����������
�%��	�&�
&
�	� �"�	���������%
�.���	�����	�
�&������#��%�	&�/�����(��&	� �/���#��	��)���������(��������/	�����(�������	
&�>

;����/�����(��&	� �/���#�	����
(������
��(��������%
�.���"��#	� �%�����	���'?�@���
�����&�A�2�����
��+���&��"���	������
(����
��
��(��������%
�.���"��#	� ����
�����2�����
����B����������%
�.���	�����	�
�&�����"��/���#��	������"��#	� �&�.�����
������#�������	����������"�� ����	�����������&�.�������	��'�+��(�����&�.�	��"�	���������%
�.���������#������/���#'�+���&�
����%
����"�����������%
�.����=%�����������/�������	
#����

�/��� ���&�"	�������	���&	����/�������#	� �	��������
�������
4�/�����/��&������&��"������%%
	��/
���/.������ ������"	�������C8CD�����&�%��������>

����������



��� � �����������	


����������

��� � �����������	

���%+�,�+)�/
�#:��'
'�%���#'����
�8'��������)���%��)%�����
,�

�'��
'��

�"	� ��������	�
�� ��������"	��������"������ �	��&����&��
�	����+

8 :� ��	������
	&�.��(�����	
&����'��������$��	��������
����+

8 $�	
&�����&
�	� ������
�������
	&�.��'�(���������
�������(�����%	
���%��4�����	�����)���&�������
�	=�
����	�������/��%
����&�������"��%����
���
���E�����1	F ���1�
!�	����&�-��
�+��

� ����3��	�
�3�
	&��	�.��
�&� 	!���(	����	�
����	�������(�����	
&���������&	� ���%
�. ��
�&������
��
����'�%�����&���������%
���G+�	���

.���&��
 
���

� $��� ���(�������.��
�����������
/�	&	��&�/.�����3��	�
�3�
	&��	�.��
�&�(���%�	���.�
�����
��	
&���������&	� ��=����
��	�

������	!	�	����� ��	��&�/.����	�������
,��
�&�����
������
'"��&�����������"��(	�
&���	%����%�����
����������+���&
���	���
��=�
��	������������
���	%�

� C�
	&�.��(������&	��%%�&���&�&	�/��	����	
&���

8 - .��*��*�!�����*�/���*
�	��� ����#��0 �*� ��* 
� *����	� �# 1*#�#�������� ��� ��� 	�'���* 
� !	��#����
�������2��������,

8 �	3�������	���*
�	���'��		�������* 
� !	��#���,

����������



��� � �����������	


�;'�%�
,�������<
�#�
,��)���



�#

�'"

6��
������������������&��(�3-$�8C�
&	� �&��	&�&�	������

���	���"	���
6�(��/�
���&�3-$���������
%�����H
�
	�.���&�<	!���	�.�$���	������
&�(	�	� �	������%��	�	���	���
�����������������	��������%�	���,�

� D�%��������	!����(�������	��&	!	�	�����(�����3-$��E��
%�
� 3�!���
��=�����
��=%�����	��

&	� �����%��������	!���(�����6���	�
���

(��������H
�
	�.��(�I�����&�B�������&�����%���������(�!��	�
��
%��4����������	���&�"	���&	!���	�.�

� D�%��������	!����(������"������ �	��&����&��
�	����

����������

��� � �����������	


����������



��� � �����������	


����������



What this includes:

Compatibility of Job and Family

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

• Compatibility of bringing up children and work

• Compatibility of caring for family members and work

• Compatibility – and corporate promotion of health

• Education

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family

and bringing up children

This includes:

Creating free, demand-related childcare facilities such as

- Crèches 

- All-day schools

- Family service to assist in exceptional situations

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

and caring for family members

This includes:

- Leave of absence in keeping with the provisions covering  
child sickness

- Adequate day-care facilities

- Greater supply of short-term care

- Family service – for exceptional emergencies

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family

and corporate promotion of health

The WHO laid down a guiding principle:

“Changing patterns of life, work and leisure have a 
significant impact on health. 

Work and leisure should be a source of health for people. 
And the way in which society organizes work should help 
create a healthy society. Health promotion generates living 
and working conditions that are safe, stimulating, satisfying 
and enjoyable.”

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

and corporate promotion of health

Institutions have established:

European Risk Observatory 2008

- 60% of days of absence in 2005 were caused by stress-
related illness

The main factor: 

Incompatibility of family and work

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family

and corporate promotion of health

Health Report from the Federal German Association of 
Company Health Insurance Funds 2005:

- 1 in 12 lost working days is due to mental illness

The main factor 

is stress caused by multiple strain from a  
feeling of excessive demands

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

and corporate promotion of health

It is established that:

- A major influence on health is the conditions of     
working life and family life.

- Employee representation can have a major influence on 
conditions at work.

- The Occupational Health and Safety Act in conjunction 
with the Industrial Relations Act in Germany provides 
for extensive opportunities for action that can be taken.

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family
What we, the EVG, do

•   In the network we create a training programme for workers’
representatives

Content:

•   Introduction to the pertinent legislation

•   Analysis of the corporate situation

•   Support for the employees concerned 

•   Supporting colleagues and superiors

•   Creating networks 

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

What we have achieved as EVG:

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family

� Provisions in our collective agreements

� Group Agreement on Family and Job

� Measures to be implemented

� Opportunities for the works council

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

Promotion of the compatibility of family and job,

parental leave § 6 MTV-Schiene (master collective 
agreement for the railway sector)

(1)When exercising rights to determine instructions and other 
performance, the Employer shall take into account the 
Employee’s duties arising from family and parenthood 
whilst considering the company’s possibilities. 

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family

Collective agreement regulating alternating telework 
for the employees of various companies in the DB 
Group (KonzernTeleTV)

Preamble
... achieve better compatibility of family and job whilst 
considering individual working practices

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

Aims of the Group Agreement:

� Promote equal opportunities for men and women 

� Prevent employees that assume family duties being at a 
disadvantage 

´ This includes: Bringing up children and caring for family 
members

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family

Scope of application:

The Group Agreement applies to every company in the Group 
except Schenker AG (logistics division)

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

Assistance before and during parental leave:

� Planning discussions must be held with each employee 
before and during the parental leave

� The first discussion before paid maternity leave commences
- The partner can also attend
- The employee representative can be included if the 
employee so wishes

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family

� The line manager issues the invitation to the discussions

� EVG’s aim is to keep colleagues in the company

� Constant contact with the office

� Employees are deputised during leave and sickness

� Part-time work 

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

� Obligation to inform in writing of a change in the job

- Such as the introduction of new technologies
- Discontinuation of the job 
- But also if the employee has his/her own wishes for change.

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family

Qualifications:

� Further training during the family phase to obtain 
qualifications 

� Costs of the training borne by the employer

� The employee invests time

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

Employees keep their job and their pay

� The employee basically returns to work after the family 
phase under the terms of the existing employment contract

� The employee’s job is occupied for a maximum time of three 
years with the involvement of the employee representation

� The employee can return to work in the third year

� The employer encourages the return to work with part-time 
work and telework within the company’s possibilities. 

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family

§ 6 Group Agreement on Caring for Family Members

Employees that take on duties of care required for family members 
are given the opportunity:

� of part-time work
� of alternating telework
� to reduce overtime and accrued leave entitlement
� of other forms of flexitime

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

Assistance during care

Analogous with the provisions applying to parental leave

Board division – Deputy Chairwoman
Equal Opportunities division



Compatibility of Job and Family

Differences of opinion between employees and 
employer

� Clearing Office:
Composed of two representatives each of the employer and the 
Group Works Council 
Employer:    Ms Sylvia Müller, Mr Hans-Joachim Borck
Employees: Erika Albers – a member of the Works Council 
concerned

Board division – Deputy Chairwoman
Equal Opportunities division

Compatibility of Job and Family

Opportunities of action for the employee representation
under the Industrial Relations Act (BetrVG)

� Working hours – Arrangement § 87 (1) Nos. 2 + 3 BetrVG
� Staff planning § 92 BetrVG 
� Security of employment § 92a BetrVG
� Advertising jobs § 93 BetrVG
� Selection guidelines § 95 BetrVG
� Qualifications – Vocational training §§ 96 – 98 BetrVG
� Individual staff measures § 99 BetrVG

Board division – Deputy Chairwoman
Equal Opportunities division



THANK YOU FOR YOUR ATTENTION



Company Working Hours Projects at DB AG

Tariff and Social Policy

Deutsche Bahn AG
Sources: DB net and DB AG (HBT)

2

Part 1 Part 1 

The report on the company working hours projects 
is intended to answer the following questions

What is the background to the company working hours projects? What is the background to the company working hours projects? 

Part 2 Part 2 Why do we carry out company working hours projects?Why do we carry out company working hours projects?

Part 3 Part 3 What are the objectives of the company working hours projects?What are the objectives of the company working hours projects?

Part 4 Part 4 What is the special thing about company working hours projects?What is the special thing about company working hours projects?

Part 5 Part 5 What results and findings have been obtained up to now?What results and findings have been obtained up to now?
Where do we go from here?Where do we go from here?

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte



1. Basis: Negotiation result of 31 January 2009: 
1. Preparation collective bargaining round 2009 in terms working time demands of the trade unions: Employers 

favoured to keep it outside of the bargaining round and to discuss within projects.

2. Result: Working time was negotiated, the new provisions should optimize the operating conditions for the 
employers.

3. Additionally agreed: Implementation of joint projects at operational level with the objective to structurally improve 
the shift scheduling under consideration of a better compatibility of work and family

2. Objective: Continuous and joint organisation of working time appointments on site by 
employees, works councils and employers

3. Focus: Core functions with shift and rotating shift work.
4. Responsibility for working hours projects: Social partners on site
5. Project steering: 

1. Department „Tariff and Social Policy – Collective agreements DB Group“

2. Target: Uniform project frame (project structure, profile and communication concept)

3. Main task of the project management: Initiate projects, communication of successes

Basic understanding and background of the Company 
Working Hours Projects at DB AG

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte
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DB Station & Service
Berlin

DB Vertrieb GmbH
RZ Heidelberg

DB Netz AG
Leipzig

DB Schenker Rail 
Deutschland AG 
Frankfurt/Main

DB Vertrieb GmbH
RZ Bremen

DB Netz AG
Nürnberg

DB Vertrieb GmbH
RZ Mainz

DB Regio AG
Region NO ZNL Cottbus

DB Regio S-Bahn HH

DB Regio AG
RAB

DB Regio AG
Region NO ZNL Berlin

DB Regio AG
Region NO ZNL Cottbus

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte

Overview of current company working hours projects throughout
the DB Group, professional groups and the country

as of 3 rd quarter 2010

4
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The company working hours projects serve to establish a 
communication, solution and implementation culture

EmployersEmployees and 
works councils

Wishes/ 
demands/ 

offers

fe
as

ib
le

in
 c

om
pa

ny
 re

al
ity

fitting
according to demand

high
low

high “Ideal“
solutions

feasible and 
fitting

low

Joint project in the company for organising 
the working conditions

Analysis and
survey

Project
implementation

Company
measures

Wishes/
offers/

demands

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte

6

a. Collect and sort the problems, making a selection 
according to importance

b. Deal with the selected problems, taking a solution-
oriented approach
What is to be done? Who has to be involved?

Working hours topics are at the heart of it – but this is often not the 
point to try to solve dissatisfaction ► broad focus in the staff workshop

WHAT
influences the satisfaction of employee?

issues/starting points

WHO

can change
the conditions?
- action
levels

Working/framework
conditions

Leadership/
communication

Duty roster/
duty plan

Focus on the solution, not the problems! ("Problems are tasks")

Prospects / 
others

6

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte
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Collection and classification of the issues/problems

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte

8

DB Regio North East “Company Working Hours Project “
Impressions from the project on site, incl. staff workshop

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte
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Example DB Regio North East: depending on the complexity of 
the resulting issues, some solutions have already been found

Customer service agent deployment site
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1. 8-week period for duty  plans is too short

2. Holiday ruling/planning

7. Maintenance of A/C systems in the trains

8.
Management recognition of work performed by 
customer service agents Legend

11. Reintroduction of basic weeks
Implemented in planning period 
2/2010

14. Setting up an exchange
Planned for implementation in next 
possible planning period

15.
Alternating the shift contents for trains (lines) on 
successive days In progress

16.
12 hours minimum rest between 2 shifts for those 
living further away Cannot be implemented

as of 2nd quarter 2010 BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte

10

Example DB Regio North East: AZ – Distribution topics implemented 
using Carmen-CAS in the interests of both employees and the company

Customer service agent deployment 
site
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3. Reduction of short shifts

4. Deployment of part-timers at the weekend

5. Regressive starts of the shifts

6. Shift monotony Legend

9. Rhythm of shift changes (early/late)
Implemented in planning period 
2/2010

10. Shift sequence
Planned for implementation in 
next possible planning period

12.
Grouping scheduling shifts together in one 
block (one week) In progress

13.
Free weekend every 2 weeks in time window 
min. 1a.m. Saturday to midnight Sunday 2 Cannot be implemented

as of 2nd quarter 2010 BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte
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Regular exchange in the framework of coordinating company
working hours projects – with various levels of participation

2nd + 3rd quarter 2009 4th quarter 2009 1st quarter 2010 2nd quarter 2010 3rd quarter 2010

A B C
Commi
tment.

A B

Projects

Project 1

Project 2 Evalu-
ation

Analysis and 
survey

Goals

Project 
implementation

Evalu
-ation

X X X X

Analysis and 
survey

Project 
implementation

Goals

X quarterly meetings

Working party on
company working 
hours projects

Informing the Group 
Works Council + WC of 
the business fields

C
om

pa
ny

 
m

ea
s u

re
s

Commi
tment.

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte

X X X XInforming the trade 
unions

12

Example DB Regio North East - Interim conclusion: “Company Working 
Hours Project“ works on the basis of certain principles and has already generative 
positive verifiable results

1.

The success 
achieved in the 

company working 
hours projects must 
now be elaborated, 

communicated neatly 
and marketed 

intensively, as well as 
ensuring they are 

sustainable

Joint project: workers and employers “eye to eye“

2.

3.

4.

5.a

5.b

Direct involvement of deployment site staff in the staff 
workshops

Polarisation eliminated through shared understanding of 
implementation culture

16 topics identified and 
deposited in measures 
profiles

Working hours distribution plan: solution using CARMEN 
CAS planning tool with deliberate individualisation instead of 
false “equal treatment“
Verification that CARMEN-CAS is ideal for 
individualisation >90%!

Other topics also perceptibly implemented for employees

5.

Communication using coordinated communication plan

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte



BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte

Back up

First mile stone: A joint project agreement between social partners 
– Commitment!

Joint determination of the starting point:
further consolidation of existing rules is not 
promising,
Complexity and Diversity of DB Group require 
differentiated operational solutions, 
Involve those the project is about: the 
employees!

Commitment of each single site essential (works 
council / employer)

Definitions regarding What, How and Where

What do employees want / need?

Employer
Works 

council
„fitting" 

and 
„feasible"
solutions

Employee

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte

14

Objectives Analysis
-

III
-

Result-

IVII
Analyse und 

Erhebung

A
Analysis and 

survey

A
project-

Implement.

B
Betriebliche 
Maßnahmen

C
Operational
measures 

C
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Communicating the company working hours projects based on a 
communication concept coordinated with all participating levels

Posters Documentations DB World DB Navigator Management Newsletter „update“

BAZP
Betriebliche

Arbeitszeitprojekte

BAZP
Betriebliche

Arbeitszeitprojekte



The Train Drivers Job and Work Life Balance in 
the UK

15th – 16th June Brussels

Definition of Work Life Balance
Having a measure of control over when, where and 
how you work, leading to be able to enjoy an 
optimal quality of life.

Work life balance is achieved when an individual’s 
right to a fulfilled life inside and outside paid work 
is accepted and respected as the norm to the 
mutual benefit of the individual, business and 
society!



Stress

•Stress is the most common cause of 
absence from work in the UK

•2 out of 5 employees suffer from work 
related stress

•Absence from work due to stress costs UK 
employers 13.5 million days per annum

Who Initiated the debate/agreement?

•White paper on Fairness at Work in 1998

•After pressure from the Trade Unions, the 
government eventually passed legislation ‐ the 
1999 Employment Relations Act .

•Very weak, only guidelines

•The Unions continue to push for the legislation to 
be adopted by all Companies



Collective Bargaining
•No National Bargaining

•Rail Industry very fragmented with each individual 
company having their own Machinery of 
Negotiation

•It is up to the Company Councils to follow their 
Companies Machinery to negotiate the best deal 
for its members within the unions agenda

Work Life Balance Table ‐ ASLEF



Obstacles

•Resistance from within the union

•Resentment from other workers

•Management

•Cost Issues

Who is responsible for it’s 
implementation?

•The Companies  ‐ legal responsibility

•The Trade Unions 



How long did it take to implement?
•Still in process

•Introduction of the PTOA  in 2002

Short Term Leave Agreements

Weekend only working

Maternity/Paternity and Adoption Provision

Parental Leave

Career Breaks

Fixed Link Rosters

Jobshare  Agreement

Examples of Job Share Working 
Patterns

Option

1

Option

2

Option 

3

Option

4

Week 1 

T/op A works 5  days

Week 2 

T/op B works 5 days

Week 1 

T/op A works 3 days

T/op B works 2 days

Week 2 

T/op A works 2 days

T/op B works 3 
days.

T/op A works 1 
day each week

T/op B works 4 
days each week

T/Op A works 3 
months

T/Op B works 3 
months



My Example

•Both parents work 
full time

•Opposite extreme 
shifts

•Both members of 
syndicate    

•Pros and cons

First Capital Connect Example

•4 day week

•35 hours average 
week 

•Maximum 40 hours 
per rostered week

•104 rest days over 
52 weeks 



FCC



 

 

 

 



 

 

Thursday, June 16, 2011 

Morning session (Moderation: Aliette Dörflinger) 

9:00 
Welcome and opener 
Aliette Dörflinger 

9:15 
Presentation: Costs and benefits of family-friendly measures 
Eva Heckl  

9:45 

Presentation: Reintegration after parental leave – PKP CARGO case 
study 
Roman Drążkowski, PKP Cargo S.A. 
Discussion 

10:30 Coffee break 

11:00 

Measures for reconciliation of work and social/family life – identification of 
best-practices elements in already implemented measures and design of 
new measures 
Working groups 

12:30 Lunch 

Afternoon session (Moderation: Eva Heckl) 

13:30 Presentation of working group results and discussion 
14:30 Coffee break 
14:45 Presentation of working group results and discussion 
15:45 Reflection of the workshop and closing remarks 
16:00 End of seminar 

 
 

 

 



 

DAY 2 

 

 



 

 

 

 

 

 



 

[PRESENTATION]  

 
1. Costs and benefits of family-friendly measures 

Eva Heckl, Austria Institute for SME  
2. Reintegration after parental leave – PKP CARGO case study 

Roman Drążkowski, PKP Cargo S.A. 

 



WIR Seminar, Brussels, 16th of June 2011

Eva Heckl

Costs and benefits of a family-friendly 
enterprise policy

www.kmuforschung.ac.at

www.kmuforschung.ac.at

2/8Beneficiaries

• Employees: direct beneficiaries through support 
with co-ordination of family and working life, 
continuous biography, better perspectives

• State / Social system: support in reaching social 
goals, through higher employment higher tax 
amount

• Enterprises: competitive advantage, cost 
reduction



www.kmuforschung.ac.at

3/8Benefits for enterprises

• Competitive advantage
• Higher motivation of the staff
• Higher efficiency
• Reduction of stress
• Decrease of absences
• Decrease of fluctuation
• Increase of return rate after parental leave, 

shorter parental leave periods
• Improved personal marketing
• Improved image of company
• Marketing effects 

www.kmuforschung.ac.at

4/8Cost-benefit analysis - challenges

• Costs: directly allocable, measurable
• Benefits

– often difficult to measure in quantitative terms
– long-term effects
– not directly allocable (interdependency)
– effects dependent of enterprise size and sector 

Work-life balance can enhance productivity 
through mechanisms that go beyond the scope of 
economics but take into account the social context 
of employment relationships (Yasbeck 2004)



www.kmuforschung.ac.at

5/8Model calculation

• by Prognos AG
• „model enterprise“ based on controlling data of 10 

enterprises in Germany (2003)
• „model enterprise“ based on controlling data of 9 

enterprises in Switzerland (2010)

www.kmuforschung.ac.at

6/8Germany: Cost-reduction potential vs. costs of 
family-friendly measures

Cost-reduction potential
• Costs related to replacement / labour turnover
• Bridging costs
• Costs for reintegration
• Costs for absenteeism
Costs
• Consultancy services, re-integration programmes
• Working time flexibility and part time
• Teleworking
• Child care facilities (in the company or support for 

external services)



www.kmuforschung.ac.at

7/8Switzerland: benefit effects vs. costs for 
measures

Benefit effects
• Return effect
• Part time effect
• Career effect
• Attractiveness effect
Costs for
• Support related to child care
• Additional release
• Consultancy
• Parental leave for fathers
• Flexible part-time work
• Teleworking

www.kmuforschung.ac.at

8/8Economic effects of family-friendly measures

Return on Investment (ROI)
in Germany: 25%
in Switzerland: 8%

A family friendly enterprise policy pays off



Thanks for your attention!

Website: 
www.kmuforschung.ac.at

E-Mail:
e.heckl@kmuforschung.ac.at

Mitglied bei / Member of



Reintegration after parental leave
‐ PKP CARGO case study

Brussels 15th ‐ 16th June

„BETTER REPRESENTATION AND INTEGRATION OF WOMEN IN THE 
RAILWAY SECTOR”

2nd thematic seminar: Work organisation and work life balance





Part‐time job

Existing issues



Existing issues

Financial support 
for  family



LAW for WORKING 
PARENTS / WOMEN

RETURN after 
PARENTAL LEAVE

NEWS for WORKING 
PARENTS / WOMEN

E‐LEARNING 



RETURN after PARENTAL 
LEAVE – MOTHER at WORK
–„working parents” projectLAW for WORKING 

PARENTS
– a project for working 
parents



E‐learnig for working parents 
case 1 – LAW for WORKING PARENTS

• The goal of training
• To increase awareness

• Content of training
• Law for working parents and  

pregnant women including:
• Working time

• Maternity and parental leave

E‐learnig for working parents 
case 2 RETURN after PARENTAL LEAVE 

– MOTHER at WORK

• The goal of training
• To increase awareness

• Content of training
• Social situation of parents 

returning after parental leave
• Psychological situation and 

motivation for work
• Law for parents returning after 

parental leave



Contact:
Consultant for working parents 
and women after parental leave
(a mother of 3 children) 





• Questionnaire issues
– Motivation for returning

– Month / time of returning 

– Relationship with colleagues

– Relationship with superior

• Questionnaire issues
– Motivation for returning

– Month / time of returning 

– Relationship with colleagues

– Relationship with superior







THANK YOU
FOR YOUR ATTENTION

Contact
e‐mail: personel@pkp‐cargo.eu



 

[GROUP WORK] Measures for reconciliation of work and social/family life – 
identification of best-practice elements in already implemented measures and 
design of new measures 

 

 



 

[GROUP WORK] Method 

 

 

 

 



 

[GROUP WORK] Results group 1: „child care – parental leave“ 

 

 

 

 



 

 

 

 

 

 

 

 



 

 



 

 
 

 

 



 

[GROUP WORK] Results group 2: over-ageing of the working force 

 

 



 

 

 

 

 



 

 

 



 

 

 

 



 

 
 

 
 

 
 



 

[GROUP WORK] Results group 3: shift work / working hours 

 

 

 

 

 

 



 

 

 

 

 



 

[Reflection] 

 

 



 

 




